[Insert Company Logo Here]	Whistleblowing Policy  |  [Company policy]
[COMPANY NAME]  –  POLICY
WHISTLEBLOWING POLICY
How to raise a concern about wrongdoing, danger or harm at work – safely, confidentially and without fear of being treated badly.
	Reference
	Version
	Date issued
	Review date

	ARB-POL-32
	2.0
	[DD/MM/YYYY]
	[DD/MM/YYYY]



	At a glance

	What it covers
	Reporting wrongdoing: safety, environment, fraud, bribery, false records, harassment, exploitation, data misuse and anything illegal. Personal complaints go through the grievance procedure.

	Who it applies to
	Everyone who works for us or on our behalf, including agency workers and subcontractors.

	The key rule
	If you see something wrong, say something. You do not need proof, and you will be protected.

	Who to contact
	Your Team Leader, a Manager or a Director. Outside line management: [named contact, phone]. Anonymous: [route].

	Time to read
	About 20 minutes. The one-page summary takes 2 minutes.

	Where it is kept
	[Shared drive / HR app / office] and the van folder. Reviewed every 12 months.



	Guidance for the business owner – remove before issue
In force now (checked 26/09/2026)
1. Public Interest Disclosure Act 1998, which inserted Part IVA into the Employment Rights Act 1996. A qualifying disclosure (s43B) is information the worker reasonably believes is in the public interest and tends to show: a criminal offence; a failure to comply with a legal obligation; a miscarriage of justice; danger to health or safety; sexual harassment (new s43B(1)(da), inserted by Employment Rights Act 2025 s23, in force 6 April 2026); damage to the environment; or deliberate concealment of any of these. Source: legislation.gov.uk.
1. Routes: to the employer (s43C), a legal adviser (s43D), a prescribed person (s43F, with a reasonable belief that the information is substantially true and within their remit) and, in limited cases, wider disclosure (s43G and s43H).
1. Protection: detriment (s47B, including personal liability of co-workers) and automatically unfair dismissal (s103A, no qualifying period). The good faith test was removed in 2013; a tribunal can reduce compensation by up to 25% if a disclosure was not made in good faith. That is why this version replaces the original "good faith" wording.
1. No gagging: s43J makes void any agreement term that stops a worker making a protected disclosure. Victims and Prisoners Act 2024 s17 (England and Wales) has been fully in force since 1 October 2025: NDAs cannot stop victims of crime disclosing to police, lawyers, regulated professionals, victim support services, regulators or close family.
1. Prescribed persons: GOV.UK list "Whistleblowing: list of prescribed people and bodies", last updated 15/09/2026. Phone numbers in Section 8 are taken from that list. The Fair Work Agency (launched 7 April 2026) was not on the list at that date, so it is shown as an "other place to report". Its contact details come from its GOV.UK page.
1. Protect: advice line 020 3117 2520 (protect-advice.org.uk). Check opening hours on their website.
1. Tribunal time limits for most claims rise from 3 to 6 months from 1 October 2026 (Acas).
Coming changes to watch
1. 30 September 2026 – Information Commission. The ICO is replaced by the Information Commission (Data (Use and Access) Act 2025; SI 2026/1015). SI 2026/386 swaps the name in the prescribed persons order. It will still be known as the ICO. Update: nothing else needed.
1. 30 October 2026 – duty to take "all reasonable steps" to prevent sexual harassment, and third-party harassment protection. A working speak-up route is part of those steps. See ARB-POL-09.
1. 2027 (date not yet set) – Employment Rights Act 2025 makes void confidentiality clauses that stop workers alleging or disclosing work-related harassment or discrimination (Acas). Update: check settlement agreement templates.
1. Fair Work Agency may be added to the prescribed persons list. Update: move it into the Section 8 table if it is.
Who it applies to. Every employer of any size in Great Britain. There is no legal duty to have a whistleblowing policy, but it is expected by accreditation schemes and public sector clients, and it helps show "adequate procedures" for bribery and "reasonable prevention procedures" for tax evasion. Northern Ireland has its own legislation.
Tailor it. Name a contact outside line management (in a very small firm, this may be an external HR adviser or accountant). Set up an anonymous route you can run. Set response times. Fill in the names in [red], and delete this box before issue.
Arborella provides this template as documentation support. It is not legal advice.



	If your business is larger (optional – delete if it does not apply)
From 1 September 2025, large organisations (meeting two of: more than 250 employees, more than £36 million turnover, more than £18 million assets) can commit the "failure to prevent fraud" offence. A trusted speak-up route is part of reasonable prevention procedures. See ARB-POL-06.
Consider an independent, external reporting line with 24-hour phone and web reporting, and a trained whistleblowing champion at director level.
Report anonymised numbers and themes to the board every [quarter], and test staff confidence in a yearly survey.



	This policy on one page
1. See something wrong? Say something. Safety, environment, fraud, bribery, false records, harassment, exploitation, data misuse – anything illegal or dangerous.
1. You do not need proof. You only need to honestly believe something is wrong.
1. Tell your Team Leader, a Manager, a Director, or [named contact]. You can report confidentially or anonymously.
1. If anyone is in danger, stop the job first.
1. You will not be treated badly for raising a genuine concern. Victimisation is a disciplinary offence.
1. You can also go to an outside body such as HSE, HMRC or the Environment Agency, or get free advice from Protect: 020 3117 2520.



	1
	Why we have this policy
Section 1 of 10  ·  About 1 minute to read  ·  Everyone

	1.1	We are committed to the highest standards of honesty, integrity, openness and accountability. We want you to speak up if you believe wrongdoing, unsafe practice or unethical behaviour has happened, is happening or is likely to happen.



1.2	In tree work, silence can cost lives. A saw with a broken chain brake, a harness that failed its inspection, or a near miss that gets hushed up can lead to a serious injury. We would always rather hear about it.
1.3	This policy gives you a safe, confidential way to raise a concern. It makes sure concerns are looked into fairly, helps us meet UK whistleblowing law, and supports an open, ethical culture.
1.4	Nobody who raises a genuine concern will suffer for it. We have a zero-tolerance approach to victimisation and retaliation.

	2
	Who this policy applies to
Section 2 of 10  ·  About 1 minute to read  ·  Everyone

	2.1	It applies to directors, employees, apprentices, agency workers, labour-only subcontractors, subcontractors, consultants, volunteers and anyone else working for us or on our behalf.



2.2	The law protects "workers", which includes employees, most agency workers and many labour-only subcontractors. Some genuinely self-employed contractors are not covered by the law. We will still protect you under this policy, and we will not end or cut back your work because you raised a genuine concern.
2.3	If you would like this policy in a different format, or someone to go through it with you, just ask [name].
	3
	What you can report
Section 3 of 10  ·  About 4 minutes to read  ·  Everyone

	3.1	Whistleblowing means telling us, or a proper outside body, about suspected wrongdoing that affects other people, the business or the public. You need to reasonably believe two things: that the information shows one of the matters below, and that telling someone is in the public interest.
	The law covers information that shows…
	For example, in our work

	A criminal offence
	Theft, fraud, bribery, drug dealing on site, illegal felling.

	A failure to meet a legal duty
	Working without required licences or permits, ignoring a TPO or conservation area notice, not paying the minimum wage.

	A danger to anyone’s health or safety
	Being told to climb with a harness that failed inspection, or to work on a road with no traffic management.

	Sexual harassment (added 6 April 2026)
	A Team Leader making sexual comments to an apprentice, or a customer touching a crew member.

	Damage to the environment
	Diesel or bar oil dumped in a watercourse, felling during nesting season with birds present, fly-tipping arisings.

	A miscarriage of justice
	Rare in our work. For example, false evidence given about an accident.

	Someone hiding any of the above
	Deleting dashcam footage after a crash, or altering a LOLER report before an audit.






More examples of concerns to report
These examples help you understand what to report. The list is not complete.
	Area
	Examples

	Health and safety
	Deliberately ignoring safety procedures. Being told to work without suitable PPE. Tree work with defective chainsaws, climbing kit or machinery. Knowingly using equipment that has failed inspection or is overdue for maintenance. Serious breaches of LOLER or PUWER. Working under the influence of drugs or alcohol. Unsafe traffic management that puts workers or the public at risk. Serious near misses that are deliberately hidden.

	Environment
	Illegal felling of protected trees. Unauthorised work to trees with Tree Preservation Orders. Damage to protected habitats or wildlife. Pollution from fuel, oil or chemicals. Improper disposal of waste or contaminated materials. Deliberate breaches of environmental law or client environmental requirements.

	Fraud and money
	Theft of company money or equipment. False expense claims. Fraudulent invoices. Deliberately overcharging clients. Falsifying timesheets. Misuse of fuel cards or bank accounts. Cash jobs kept off the books.

	Bribery and corruption
	Offering gifts or payments to win contracts. Accepting payments for preferential treatment. Undisclosed conflicts of interest. Kickbacks from suppliers. Hospitality meant to influence business decisions.

	Company records
	Falsifying LOLER inspection, maintenance, training or accident records. Deliberately giving auditors inaccurate information. Knowingly submitting false information in a tender.

	Safeguarding and conduct
	Bullying or harassment that creates a serious risk to others. Sexual harassment. Discrimination. Modern slavery or exploitation. Violence or threats. Crimes committed during work.

	Clients and contracts
	Deliberately not following client specifications. Signing off work that has not been done. Hiding defects in completed work. Misrepresenting qualifications or competence. Hiding contract failures from clients.

	Data protection
	Unauthorised sharing of personal information. Loss of confidential company or client records. Deliberate breaches of data protection law. Misuse of company IT systems.

	Anything else serious
	Any criminal offence or breach of the law. Behaviour likely to seriously damage our reputation. Any attempt to hide the matters above.



3.2	If you are not sure whether to report something, raise it anyway. It is always better to report a genuine concern that turns out to be wrong than to stay silent about something that could put people, the environment or the business at risk.

	4
	Whistleblowing or a grievance?
Section 4 of 10  ·  About 2 minutes to read  ·  Everyone

	4.1	A grievance is a complaint about how you are treated at work, for example your pay, hours, rota or a disagreement with your Team Leader. Use the Grievance Procedure in the Employee Handbook (ARB-HR-002).



4.2	Whistleblowing is about wrongdoing that affects others or the wider public. Some concerns are both. Sexual harassment is one example: it is a personal complaint, and from 6 April 2026 reporting it can also be a protected disclosure.
	Situation
	Which route

	"My overtime was paid late this month."
	Grievance.

	"The whole crew is being paid below the minimum wage."
	Whistleblowing (and each person can raise a grievance).

	"My Team Leader won’t give me chainsaw training."
	Grievance.

	"We’re being sent up trees with climbing kit that is out of LOLER date."
	Whistleblowing.

	"A customer keeps making sexual comments to me."
	Both. Use this policy or ARB-POL-09. You will get the same protection.



	What this means for you
Not sure which to use? Just tell us. We will use the right process, and you will never be turned away for picking the "wrong" one.




	5
	How to raise a concern
Section 5 of 10  ·  About 2 minutes to read  ·  Everyone

	5.1	Raise your concern as soon as you can. You do not need proof. You only need to honestly and reasonably believe that something is wrong.
	1
	If anyone is in immediate danger, stop the job. Make the site safe, and call 999 if needed. You always have the right to stop unsafe work.

	2
	Write down the facts: what happened, when, where, who was involved, and any evidence (photos, messages, job sheets, inspection records). Do not investigate it yourself or take documents you are not allowed to see.

	3
	Tell someone: your Team Leader, a Manager, a Director, or the Company Owner where appropriate. You can speak, email or write.

	4
	If the concern is about that person, or you do not feel able to tell them, go straight to [named contact outside line management, phone] or [independent route, for example an external reporting line].

	5
	We will acknowledge your concern within [5 working days] and tell you what happens next.

	6
	Not happy with our response? Go to a Director, or use the outside routes in Section 8.






Confidential and anonymous reports
1. Confidential: we will keep your identity confidential wherever possible. We will only share it with the people who need to know to investigate, and we will talk to you first if we can.
1. Anonymous: you can report without giving your name, using [anonymous route, for example a letter to the office or an online form]. We will look into it as far as we can, but it may be harder to investigate or to tell you the outcome.
1. You can bring a colleague or trade union representative to any meeting about your concern.
	What this means for you
On a Friday afternoon a groundsperson notices the Team Leader has crossed out "failed" on the chipper’s weekly check and written "OK". They do not want to confront their Team Leader. They take a photo of the check sheet, tell no one on site, and ring [named contact] on Monday morning. The chipper is taken out of use that day. The groundsperson’s name is not shared with the crew.




	6
	What happens next
Section 6 of 10  ·  About 2 minutes to read  ·  Directors, Managers

	6.1	Every concern is assessed promptly and investigated fairly, in proportion and confidentially where appropriate.



	1
	Assess. A Director or [named contact] decides quickly whether there is an immediate risk (for example, taking kit out of use or stopping a job).

	2
	Plan. They decide who investigates. It must be someone not involved. For serious matters we may use an external investigator.

	3
	Investigate. Speak to the person who raised it, look at records, speak to witnesses. Keep notes.

	4
	Act. Put corrective action in place: fix the hazard, change a process, report to a regulator, or start the Disciplinary Procedure.

	5
	Feed back. Tell the person who raised the concern what we have done, as far as we can without breaching other people’s confidentiality. Aim for [within 20 working days], with updates if it takes longer.

	6
	Learn. Record the case and the lessons learned (Appendix A and Section 10).



6.2	Some matters must be reported to an outside body by law, for example certain accidents and dangerous occurrences under RIDDOR, or a serious pollution incident. Reporting under this policy never delays that.

	7
	Protection from detriment
Section 7 of 10  ·  About 2 minutes to read  ·  Everyone

	7.1	If you raise a genuine concern, you must not be dismissed, disciplined, bullied, left out, given worse jobs, denied training or overtime, or threatened because of it. This applies even if the concern turns out to be mistaken.



7.2	Anyone who victimises a whistleblower will face disciplinary action, which may include dismissal. The law can also make that person personally liable.
	The law
	What it means for you

	Protection from detriment (ERA 1996 s47B)
	Workers must not be treated badly because they made a protected disclosure.

	Automatically unfair dismissal (ERA 1996 s103A)
	Dismissing an employee mainly because they blew the whistle is unfair, from day one of employment.

	No gagging (ERA 1996 s43J)
	Any clause in a contract, settlement or NDA is void so far as it tries to stop you making a protected disclosure.

	Victims of crime (Victims and Prisoners Act 2024 s17)
	In England and Wales, since 1 October 2025, an NDA cannot stop a victim of crime telling the police, a lawyer, a regulated professional, a victim support service or close family about it.



7.3	The law no longer requires "good faith". But deliberately making a false and malicious report, knowing it is untrue, is misconduct and may lead to disciplinary action.
	What this means for you
A climber reports that the company is sending crews out without traffic management on a fast road. Afterwards, the Team Leader stops offering them overtime and makes jokes about "the grass" in the van. That is victimisation. Report it straight away to [named contact] or a Director. It will be dealt with as a disciplinary matter.



	8
	Reporting outside the business
Section 8 of 10  ·  About 3 minutes to read  ·  Everyone

	8.1	We hope you will feel able to raise concerns with us first, so we can put things right quickly. But you can also go to a prescribed person, an official body listed in law. You will be protected if you reasonably believe the matter is in their area and that what you say is substantially true.



	Body
	For concerns about
	Contact

	Health and Safety Executive (HSE)
	Health and safety at work, and risks to the public from work.
	0300 003 1647 · hse.gov.uk

	Local authority (environmental health)
	Health and safety where the council enforces it.
	Your local council

	Environment Agency (England)
	Pollution, waste, water quality, conservation and ecology.
	03708 506 506

	Natural Resources Wales / SEPA
	Environment in Wales / Scotland.
	NRW 0300 065 3000 · SEPA 0300 099 6699

	HM Revenue and Customs
	Tax, National Insurance, and tax fraud.
	0800 788 887 · gov.uk/report-tax-fraud

	Information Commission (ICO)
	Data protection. The ICO becomes the Information Commission on 30 September 2026 and is still called the ICO.
	0303 123 1113 · ico.org.uk

	Serious Fraud Office
	Serious or complex fraud, bribery and corruption.
	gov.uk/government/organisations/serious-fraud-office

	Competition and Markets Authority
	Competition and consumer law, for example price-fixing on tenders.
	020 3738 6556

	Equality and Human Rights Commission
	Compliance with equality and human rights law.
	0161 829 8100

	Your MP or MSP, or a legal adviser
	Any of the matters in Section 3.
	



Other places to report and get help
1. Fair Work Agency – minimum wage, employment agencies and labour exploitation: 0345 161 6000, contact@fairworkagency.gov.uk. It is not on the official prescribed persons list yet, so speak to Protect or Acas first about your protection.
1. Police – crimes: 999 in an emergency, 101 otherwise.
1. Protect – the whistleblowing charity. Free, confidential advice on whether and how to raise a concern: 020 3117 2520 or protect-advice.org.uk.
1. Acas – free advice on employment rights: 0300 123 1100.
8.2	Going to the media or posting online is only protected in narrow circumstances. Get advice from Protect or a lawyer before you do it. Numbers correct at 26/09/2026.

	9
	Subcontractors, agency workers and suppliers
Section 9 of 10  ·  About 1 minute to read  ·  Subcontractors, agency workers, Managers

	9.1	Subcontractors and agency workers often see things our own staff do not. You can raise concerns with us in the same way, about our business or about your own employer or agency when you are on our jobs.



1. We brief subcontractors and agency workers on this policy in the site induction (ARB-HR-009) and the Subcontractor Agreement (ARB-HR-007).
1. We will not end or reduce a subcontract, or ask an agency to remove a worker, because they raised a genuine concern.
1. We expect subcontract firms to have their own speak-up arrangements and to protect their staff who raise concerns about work for us.
1. Concerns about modern slavery or exploitation in a subcontractor or supplier are handled under ARB-POL-08 as well as this policy.
	What this means for you
An agency groundsperson on a housing site clearance sees our subcontract crane firm lifting over a public footpath without a lift plan. They tell our Team Leader, who stops the lift and calls the office. The agency worker is thanked, and we tell the agency they did the right thing.



	10
	Records, monitoring and review
Section 10 of 10  ·  About 1 minute to read  ·  Directors

	10.1	We keep secure, confidential records of concerns raised, investigations, outcomes, corrective actions and lessons learned (Appendix A), in line with our Data Protection Policy (ARB-POL-04). Records are kept apart from personnel files, and only the people who need them can see them.



10.2	This policy is shared with everyone at induction and in a toolbox talk at least [once a year], and approved by a Director.
10.3	A Director reviews whistleblowing arrangements, trends, investigations and lessons learned at least every year, looking for ways to improve.
Review this policy sooner if…
1. whistleblowing law or the prescribed persons list changes (for example the Fair Work Agency is added, or the NDA rules in the Employment Rights Act 2025 start in 2027);
1. a concern is raised, or someone says they were treated badly after raising one;
1. a regulator, client or auditor comments on our arrangements;
1. the business grows, adds depots, or takes on public sector contracts with their own whistleblowing terms.
Who is responsible for what
	Who
	What they must do

	Directors
	Promote an open culture. Make sure there are enough resources to deal with concerns. Review reports and trends every year. Handle concerns about Managers.

	Named contact
	[Name, role]. A confidential first contact outside line management. Keeps the concerns log.

	Managers and Team Leaders
	Listen, thank the person, and pass concerns on the same day. Keep things confidential. Support investigations. Never discourage or punish anyone for speaking up.

	Employees, agency workers and subcontractors
	Raise concerns honestly and promptly. Cooperate with investigations. Follow this policy.

	Subcontract firms
	Brief their staff on this policy when working for us and protect staff who raise concerns.



Evidence auditors may ask for
	Evidence to keep
	Where / how often
	✓

	Signed and dated copy of this policy
	Policy file – yearly
	☐

	Induction and toolbox talk records showing staff and subcontractors were briefed
	Training records – at induction and yearly
	☐

	Confidential concerns log and records (Appendix A), anonymised for auditors
	Confidential file – reviewed yearly
	☐

	Evidence of action taken and lessons learned
	Concerns log, H&S and management review minutes
	☐

	Annual review of whistleblowing arrangements
	Management review – yearly
	☐

	Speak-up card on display (Appendix B)
	Office, welfare cabin, van folders
	☐



	A
	Appendix A: Concern record form
For the person receiving the concern  ·  About 15 minutes

	Complete this confidentially as soon as you can. Do not share it with anyone named in the concern. Store it in the confidential whistleblowing file, not a personnel file.
1. About the concern
	Date received
	
	Received by
	

	Case ref
	
	How received
	






	☐  Named and confidential
	☐  Anonymous

	☐  Raised by a subcontractor or agency worker
	☐  Raised with a Team Leader and passed on



	Raised by
	[name and role, or "anonymous"]  ·  Contact preference:

	Person(s) or business involved
	

	Date(s) and place
	For example: 12/10, customer’s site at [address]



2. What the concern is about
	☐  Health and safety
	☐  Environment

	☐  Fraud or theft
	☐  Bribery or corruption

	☐  False records or audit information
	☐  Sexual harassment

	☐  Other harassment or discrimination
	☐  Modern slavery or exploitation

	☐  Client or contract compliance
	☐  Data protection

	☐  Crime or other breach of law
	☐  Cover-up of any of these



	Summary in the person’s own words
What they saw or know, when, who was involved, and any evidence.

	



3. Immediate action
	☐  Anyone in danger made safe
	☐  Equipment taken out of use

	☐  Job stopped or changed
	☐  Legal report needed (RIDDOR, pollution, police)

	☐  Person told how we will protect them
	☐  Acknowledged in writing



4. Investigation and outcome
	Investigator (not involved)
	

	Evidence reviewed
	

	Findings
	

	Corrective action and owner
	

	Feedback given to the person
	Date and what was shared

	Lessons learned
	



	Case closed on
	
	Closed by
	

	Follow-up check
	
	Any victimisation?
	



	Privacy note
We use this information only to deal with the concern, protect the people involved and meet our legal duties. It may include special category or criminal offence data, which we handle under UK GDPR Articles 9 and 10 and the Data Protection Act 2018 Schedule 1. It is kept confidential and separate from personnel files, and only people who need it can see it. We keep it for [for example 6 years after the case closes], then destroy it securely. See ARB-POL-04.




	B
	Appendix B: Speak-up card
Print and put in every van folder, welfare cabin and the office

	See something wrong? Say something. You do not need proof, and you will be protected.
	1
	Someone in danger? Stop the job, make it safe, call 999 if needed.

	2
	Note what, when, where and who. Take a photo if it is safe and allowed.

	3
	Tell your Team Leader, a Manager or a Director. Or [named contact, phone]. Or anonymously: [route].

	4
	We reply within [5 working days].

	5
	Still worried? Free confidential advice from Protect: 020 3117 2520. Or contact HSE, HMRC or the Environment Agency (see Section 8).







	Policy statement
We are committed to an open culture where everyone feels safe to speak up about wrongdoing. We will listen, act, and protect anyone who raises a genuine concern.
Signed on behalf of [COMPANY NAME]. This policy is reviewed at least every 12 months.
	
	Director / Managing Director

	Name
	

	Signature
	

	Date
	






Related documents
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	ARB-POL-01
	Health and Safety Policy

	ARB-POL-20
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	ARB-POL-08
	Modern Slavery & Human Trafficking Policy

	ARB-POL-09 / 12
	Sexual Harassment Prevention Policy; Anti-Bullying and Harassment Policy

	ARB-POL-18
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	ARB-POL-04
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