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WHISTLE BLOWING POLICY 
 

 

Introduction 
 
Under the Employment Rights Act 1996, workers who suspect wrongdoing in the workplace 
and disclose their concerns (i.e. a “Whistle Blower”) are protected from dismissal and from 
being subjected to detrimental treatment or victimisation, provided certain criteria are met. 
These provisions derive from the Public Interest Disclosure Act 1998, which introduced 
additional sections into the Employment Rights Act 1996. 

 
A whistle blower is protected provided they fulfil each of the following criteria: 
 
• They are a ‘worker’ 

• They reasonably believe that a relevant failure in the workplace is happening, has 
happened or is likely to happen in the future 

• They are raising legitimate concerns about specified matters (a “qualifying disclosure”) 

• They  reveal  the  information  to  the  right  person  in  the  right  way  (a  “protected 
disclosure”);and 

• The disclosure is made in good faith. 
 

 
 

‘Worker’ 
 
For the purposes of the MOPAC policy, a worker is defined as someone who is: 

• Employed on a permanent or fixed term contract of employment; 

• On secondment to MOPAC; 

• On a temporary contract or employed through an agency to work for the MOPAC; 

• An independent consultant for MOPAC; or 

• A contractors and or supplier of services to 
MOPAC. 

 

 

‘Qualifying disclosure’ 

 
A qualified disclosure, within the meaning of Section 43B Employment Rights Act 1996, is any 
disclosure which, in the reasonable belief of the worker making the disclosure, tends to show 
that one or more of the following has occurred, is occurring or is likely to occur: 

 
 

• The commission of a criminal offence; 

• Failure to comply with a legal obligation; 

• A miscarriage of Justice; 
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• Endangering health and safety; 

• Damage to the environment; and 

• Deliberate concealment of information relating to any of these matters. 
 

 
 

‘Protected disclosure’ 
 

In order to acquire the protection of the Act the disclosure must be made to: 
 
 

• The employer or other responsible person; 

• A legal advisor in the course of taking legal advice; and 

• A prescribed person 
 
 

MOPAC Policy Statement 

 
MOPAC aims to conduct its business with honesty and integrity. In order to maintain high 
standards, it is essential that everyone working for MOPAC shares this aim and feels able to 
raise concerns they have about the way business is being conducted. 

 
The Policy is designed to deal with concerns raised in relation to the specific issues which are in 
the public interest as detailed above, and which fall outside the scope of other policies and 
procedures. 

 
MOPAC will ensure that the process for raising such concerns is simple, effective and 
confidential wherever possible.  MOPAC also aims to create an environment in which staff feel 
able to follow the process without fear of any reprisals being taken against them. 

 

 
 

MOPAC guiding principles 
 

To ensure that the policy is adhered to, and to assure staff that concerns will be taken 
seriously, MOPAC will: 

• Investigate all reported concerns 

• Not allow the person raising the concern to be victimised for doing so 

• Treat victimisation of whistle blowers as a serious matter, that may lead to disciplinary 
action which may include dismissal 

• Not attempt to conceal evidence of poor or unacceptable practice or misconduct 

• Take disciplinary action if a member of staff destroys or conceals evidence of poor or 
unacceptable practice or misconduct and 

• Ensure confidentially clauses in employment contracts do not restrict, forbid or penalise 
whistle blowing. 



Whistle blowing policy 2017 

MOPAC Procedure 

 
If a member of staff has a concern, the disclosure should be discussed, in the first instance, with 
his/her line manager or another person whom he/she reasonably believes to be solely or mainly 
responsible for the relevant failure. This may be done orally or in writing; if the concern is raised 
orally the information should be put into writing as soon as practicable. A member of staff can 
contact the HR unit for advice on how best to proceed. If the member of staff feels unable to 
raise the matter through these channels, due to the possible involvement of the line manager or 
the serious nature of the disclosure, the member of staff should contact the Company Secretary 
who is the lead for the MOPAC. For any reason, if the member of staff does not feel it would be 
appropriate to raise the matter with the Company Secretary, he/she may raise instances of 
wrongdoing with their Director, failing that the Chief Executive Officer. 

 
• While MOPAC will take every step to try to ensure that a whistle blower’s identity is not 

revealed without their consent, in some cases the nature of the allegation or evidence may 
give an indication as to their source. Also, in limited cases there may be an obligation to 
reveal information under Freedom of Information legislation or by order of the court in legal 
proceedings. 

 
• Should the situation arise where the concern cannot be resolved without revealing the 

member of staff’s identity, consideration will be given as to how or whether the matter can 
be pursued. 

 
Following initial assessment of a disclosure, the action taken will depend on the nature of 
the concern and may be: 

o Resolution by agreed action without the need for further investigation; 
o An internal investigation; 
o Referral to the police; 
o Referral to an external professional body; or 
o An independent enquiry. 

 

 
 

Internal Investigation 
 

Should it be determined that an investigation is required, an appropriate officer will be 
nominated to investigate the concern. The officer will contact the member of staff, advise them 
of the timescales and keep him/her fully apprised of the status and progress of the 
investigation and, if appropriate, of the final outcome. 

 
If the whistle blower is not satisfied that his/her concern is being properly dealt with, he/she 
has the right to raise it in confidence with the Chief Executive Officer. 

 
In the instance where the investigation finds the allegation unsubstantiated and all internal 
procedures have been exhausted, but the whistle blower is not satisfied with the outcome, 
MOPAC recognises the rights of staff to make disclosures to prescribed persons (e.g. Health 
and Safety Executive). 


