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Whistleblowing is one of the most effective ways of preventing and eliminating wrongdoing at work. 

We recognise that raising a whistleblowing concern can be daunting. However, we encourage you to report concerns 
internally as soon as possible where you suspect wrongdoing. We are here to listen and will take all concerns that you 
raise seriously. 

This policy sets out the procedure for raising a whistleblowing concern and the support and protection that is available 
to you when you do so. 

If your concern relates to a personal grievance that is not in the public interest (for example, an allegation of bullying or 
harassment, or an allegation that your contract of employment has been breached), you should raise it under our 
separate Complaints and Grievances Procedure. 

If you are unsure about whether your concerns are best dealt with under the whistleblowing policy or grievance 
procedure, please speak to the Executive Director for further advice. 

1. Scope 

This policy applies to all employees and workers employed by us. Other individuals, including our contractors, 
subcontractors, suppliers and volunteers are also encouraged to follow the procedure set out in this policy. 

2. What is whistleblowing? 

The Public Interest Disclosure Act 1998 amended the Employment Rights Act 1996 to provide protection for workers 
who make a ‘qualifying disclosure’.  

A qualifying disclosure is where a worker, volunteer or supplier has a reasonable belief that any of the following is 
being, has been, or is likely to be committed, and reports (discloses) it in the public interest.  

● Financial wrongdoing including theft, bribery, fraud, money laundering and aid diversion 
● A failure to comply with any legal obligations 
● Sexual misconduct, including sexual abuse, harassment or exploitation  
● Abuse or exploitation of children, adults at risk or any of our participants 
● Abuse of position 
● Danger to the health and safety of individuals or damage to the environment 
● Improper conduct or unethical behaviour 
● Activity which would bring the organisation into serious disrepute  
● The deliberate concealment of information relating to any of the matters listed above 
 
This is also known as ‘whistleblowing’. 

● You don’t need to prove your disclosure – a reasonable belief is enough. You’re not responsible for 
investigating the matter – it’s our responsibility to ensure an investigation takes place. 
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● If you make a qualifying disclosure, you have the right not to be dismissed or victimised as a result. 
An example of victimisation would be an employer deciding not to promote someone because 
they’ve made a disclosure.  

● If you want to make a qualifying disclosure, we recommend you follow the procedure set out in this 
document. 

● By law, most people are protected if they make a qualifying disclosure.  

● Protection starts from the beginning of employment. 

● People are still protected even if they no longer work for the employer they're making a disclosure 
about. 

3. Policy principles 
● Everyone should be aware of the importance of preventing and eliminating wrongdoing at work. Staff 

and others working on behalf of Pan should look out for illegal or unethical conduct and report 
anything they become aware of.  

● Pan will investigate any matter raised under this procedure thoroughly, promptly and confidentially, 
and report back on the outcome of the investigation to the person who raised the issue.  

● No employee or other person working on behalf of Pan will be victimised for raising a matter under 
this procedure. This means your rights and opportunities at work won’t be affected if you raise a 
legitimate concern.  

● Victimisation of an individual for raising a qualifying disclosure is a disciplinary offence.  

● If we discover misconduct as a result of any investigation under this procedure, we’ll follow our 
disciplinary procedure and take other appropriate measures.  

● Maliciously making a false allegation is a disciplinary offence. 

● Instructing someone to cover up wrongdoing is a disciplinary offence. If you’re told not to raise or 
pursue a concern, even by someone in a position of authority, you shouldn’t agree to remain silent. 
You should report the matter to the Chair of the Board of Trustees. 

4. Whistleblowing procedure  

Stage 1 - Raising a whistleblowing concern 

If you have a genuine concern relating to any type of wrongdoing that is covered under this policy, you should raise it 
with The Executive Director. If your concern relates to the Executive Director or the Operations Manager, or for any 
reason you do not wish to approach them, you should raise your concern with the Artistic Director. 

You can raise your concern orally, or in writing. It is important that you set out clearly: 

● Whether anyone is at immediate risk of harm 

● What happened, if possible make note of dates, times, places, people 

● Who is involved 
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● How do you know about it 

● When were you first concerned about it  

● Have you told anybody about it? Was any action taken after this? 

In some cases, it may be necessary to ask you to attend a meeting to clarify the nature of your concern. This will be 
arranged as soon as possible. You may, if you wish, bring a colleague or a trade union representative with you to the 
meeting. An investigation will be carried out in accordance with the principles set out above.  

If it is of a Safeguarding concern relating to sexual abuse or exploitation of children, adults at risk, Pan participants or 
any Pan representative, you must also follow Pan’s Safegaurding Policy and make a safeguarding disclosure to the 
Safeguarding Lead - j.green@pan-arts.net.  When matters are reported to the Safeguarding Lead, Pan’s Safeguarding 
Investigation will be followed. If an investigation is conducted, the outcome may involve taking disciplinary action if 
misconduct has been proved, which may include dismissal.  

Stage 2 - Responding to your whistleblowing concern 

The Executive Director or Artistic Director to whom you raise your concern will decide if an investigation is required 
and, if it is, the most appropriate person to conduct it. They will write to you confirming that they are conducting an 
investigation and the timescale for completion. 

The level of investigation and time this will take will vary depending on the nature of the suspected wrongdoing. 

Following the investigation, the Executive Director or Artistic Director will take any necessary action, including reporting 
the matter to the Chair of the Board of Trustees and any appropriate government department or regulatory agency. 
Once the investigation is complete, you will be informed in writing with the outcome and steps Pan has taken. If no 
action is taken, this will be explained to you. While Pan aims to provide you with comprehensive feedback, in some 
cases this may not be possible, for example where data protection rules apply or there are sensitive issues that need 
to remain confidential. 

It may be appropriate for the Executive Director or Artistic Director to initiate Pan’s Disciplinary process. You may not 
be made aware of this because information is confidential to the person who may be disciplined. 

Stage 3 - Appeal 

If you are not satisfied with how your concern has been dealt with, or both parties are involved in the wrongdoing, or it 
has failed to report the outcome of the investigation to the right people you should appeal to the Chair of the Board of 
Trustees. 

You can raise your appeal orally, or in writing. It is important that you set out clearly the grounds of your appeal, i.e. the 
basis on which you consider that your original concern has not been satisfactorily dealt with. 

The Chair will arrange for the investigation to be reviewed, make any necessary enquiries, and make their own report 
to the board.  

Stage 4 - Escalation 

If following these stages you reasonably believe that the appropriate action hasn’t been taken, you should report the 
matter to the relevant body.  
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This could include: 
● HM Revenue & Customs 
● the Health and Safety Executive 
● the Environment Agency 
● the Serious Fraud Office 
● the Charity Commission 
● the Pensions Regulator 
● the Information Commissioner 
● the Financial Conduct Authority 
● the Competition and Markets Authority 
● the Independent Office for Police Conduct. 

gov.uk has published the full list of prescribed people and bodies for whistleblowing.  

If you need further guidance or support, you can contact the whistleblowing charity Protect or Citizens Advice for free 
confidential advice. 

5. Confidentiality and anonymity 

We want you to feel comfortable about raising a whistleblowing concern openly and actively encourage you to do so. 

Where you raise a whistleblowing concern openly, we will maintain your confidentiality as far as possible. If we need to 
identify your identity to anyone, we will notify you beforehand. 

In the alternative, you may decide to raise a whistleblowing concern anonymously. You can do this by post addressed 
to Pan Intercultural Arts, Ground Floor Wing, Camelford House, 89 Albert Embankment, SE1 7TP. 

We encourage anonymous reporting over remaining silent. Although we will investigate any concern that is reported 
anonymously as best we can, an anonymous report is likely to be more difficult for us to investigate and we will not be 
in a position to provide you with any feedback. 

6. Data protection 

When someone makes a disclosure, we’ll process any personal data we collect in accordance with Pan’s Data 
Protection Policy. This data will be held securely and only accessed and disclosed to individuals to help us deal with 
the disclosure. 

7. Review 

The Whistleblowing Policy will be reviewed every two years or when risk assessments indicate policy and procedures 
should be amended, whichever is the soonest. 
 
Current Review: April 2025 
Date of approval by the Board of Trustees: June 2025 
Next Review: August 2027 
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