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LIME Trust Vision & Values 
 
Putting Learners First is our Trust vision.   
 
We aim to create a nurturing and supportive learning environment for all, encouraging our learners to achieve 
academic excellence and reach their full potential. We set high expectations and build capacity-rich schools 
through facilitating school-to-school collaboration. The high challenge we put forward is met with equally high 
support from our team of education experts, so we continue to improve our children’s lives and futures – 
especially for disadvantaged pupils.  
 
Our values are based on R.E.S.P.E.C.T. which means we believe that: 
 
Respect is built on unconditional positive regard for all learners, all employees, and our wider communities.  
Equity enables everyone to be treated as individuals. It removes barriers, provides opportunity and celebrates 
difference.  
Self-worth creates a culture where all learners, all employees and our wider community have pride in their 
contributions and feel confident and valued.  
Partnership is working together for the common good, ensuring that our learners are at the heart of all that we do.  
Enjoyment is feeling happy, safe and motivated to make a positive contribution.  
Communication provides a voice for all, creating a shared understanding through dialogue.  
Trust is a partnership which requires us to act with integrity. Be brave, honest and kind. 
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Purpose 
The Trust is committed to conducting its business with honesty and integrity and expects all staff to maintain high 
standards in accordance with their contractual obligations and the Trust’s policies and procedures. 

This policy is written solely for the purpose of raising concerns about wrongdoings. This policy should not be used 
for personal grievances (e.g. bullying, harassment, discrimination), which are not covered by whistleblowing law. 

 
Aim & scope of the policy 

• To encourage and enable any person to feel confident in raising serious concerns in the knowledge that their 
concerns will be taken seriously and investigated as appropriate and that their confidentiality will be respected 

• To encourage workers to feel confident in raising concerns internally, as a matter of course, where the well-
being of others, or the Trust itself, is at risk  

• To provide avenues for workers to raise concerns internally, as a matter of course, and know how to pursue their 
concerns if they are not satisfied with the outcome of the internal procedure 

• To assure workers that they can raise genuine concerns in good faith without fear of reprisals, even if they turn 
out to be mistaken 

• To establish a fair and impartial investigative procedure for concerns 

• To question and act upon concerns as soon as possible 

• To reassure staff that this policy reflects the Trust’s current practices and applies to all individuals working at all 
levels of the organisation, including the Members, Trustees, Local Governors/Academy Council Members, the 
CEO, Headteachers, other members of our Senior Leadership Teams, employees, consultants, contractors, 
trainees, part-time and fixed-term workers, casual and agency staff (collectively referred to as “staff”, 
“employees” or “workers” in this policy), who are all advised to familiarise themselves with its content. 

 
Equality 
The whistleblowing procedure contained in this policy must always be applied fairly and in line with both the Trust 
Equality Policy and the Equality Act 2010. 

 
What is Whistleblowing 
A whistleblower is a person who raises a genuine concern relating to the matters listed below. If employees have a 
genuine concern related to suspected wrongdoing at work or danger, they should report it under this policy.  

Whistleblowing is the disclosure of information which relates to suspected wrongdoing or dangers at work.  
Whistleblowing and low-level concern reporting is separate from LADO because not all allegations go to the LADO.   
The Trust has a separate low level concern policy which can be referred to. 

Whistleblowing may include: 

• Allegations of harm or possible harm to a child from a staff member of volunteer in the school/Trust 

• Financial irregularity 

• that a criminal offence has been committed, is being committed, or is likely to be committed. 

• that a person has failed, is failing, or is likely to fail to comply with any legal obligations to which they are 
subject 

• that a miscarriage of justice has occurred, is occurring, or is likely to occur 

• that the health or safety of any individual has been, is being, or is likely to be endangered 

• that the environment has been, is being, or is likely to be damaged, or 

• that information tending to show any matter falling within any one of the preceding paragraphs has been, is 
being, or is likely to be deliberately concealed. 

If you have any genuine concerns related to suspected wrongdoing or danger affecting any of the Trust’s activities 
(a whistleblowing concern), you should report it under this policy. 



 
Lime Trust Policy Documents 

All staff should be aware of this policy and when an individual wishes to raise a concern, they need to feel confident 
to voice concerns about the attitudes or actions of colleagues; this includes contact and actions using mobile phones, 
internet, email and chat. 

Child Protection Whistle Blowing and Low-Level Concern Reporting 

If a member of staff believes a colleague has: 

• Behaved in a way that has harmed a child or may have harmed a child. 

• Possibly committed a criminal offence against or related to a child. 

• Behaved towards a child or children in a way that indicates they may pose a risk of harm to children. 

• Behaved towards a child or children in a way that indicates they are unsuitable to work with children. 

• For all of the above please speak to your Headteacher immediately – Insert name and number. 

The Headteacher will report to the LADO on the same working day. 

Allegations can be made in relation to physical behaviours including physical chastisement and restraint but 
can also relate to inappropriate relationships between members of staff and children or young people, for example: 

• Having a sexual relationship with a child under 18 if in a position of trust in respect of that child, even if 
consensual (see ss16-19 Sexual Offences Act 2003). 

• 'Grooming', i.e., meeting a child under 16 with intent to commit a relevant offence (see s15 Sexual Offences Act 
2003). 

• Other 'grooming' behaviour giving rise to concerns of a broader child protection nature e.g., inappropriate text 
/ e-mail messages or images, gifts, socialising etc. 

• Possession of indecent photographs / pseudo-photographs of children. 

In addition, these procedures should be applied when there is an allegation that any person who works with children: 

• Has behaved in a way in their personal life that raises safeguarding concerns. These concerns do not have to 
directly relate to a child but could, for example, include arrest for possession of a weapon. 

• As a parent or carer, has become subject to child protection procedures. 

• Is closely associated with someone in their personal lives (e.g., partner, member of the family or other household 
member) who may present a risk of harm to child/ren for whom the member of staff is responsible in their 
employment/volunteering). 

For all of the above please speak to your Headteacher immediately.  The Headteacher will report to the LADO on the 
same working day. 

Non-Child protection Whistleblowing concerns  

If a staff member has concerns about the attitudes or actions of colleagues; this includes concerns about  

• mismanagement of school budget, school funds or school resources, 

• handling and managing statutory tests and assessments. 

• Breaches of health & safety risks/management practices 

Please report your concerns in line with the how to raise a concern section below. 

 
How to raise a concern  
Employees should normally raise their concerns internally with their immediate Line Manager, the Headteacher, the 
CEO of the Trust, or the Head of HR who is the nominated Trust Whistleblowing Lead, as appropriate.  

If a member of staff is worried about the conduct of the Headteacher, or they believe that a reported allegation or 
concern is not being dealt with properly, they should report the matter on the same working day to the CEO/Director 
of Education/Head of HR. 

If a member of staff is worried about he conduct of the CEO or they believe that a reported allegation or concern is 
not being dealt with properly, they should report the matter on the same working day to the Chair of the Trust Board. 
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If you feel it would not be appropriate to raise the concern with one of these individuals, for example because they 
are involved, then the matter should be directed to the Chair of the relevant Academy Council, or the Chair of the 
Trust Board. 

If the matter has been directly referred to the Chair of one of our Academy Councils/the Chair of the Trust Board, a 
Governor or Trustee who have been designated to deal with whistleblowing concerns will deal with the matter using 
the process as outlined below, and they would normally be supported by the Head of HR as the designated Trust 
Whistleblowing Lead, unless this is not appropriate. The Trust Board designated Whistleblowing Lead is stated on 
the Trustees’ page of the Trust website: http://limetrust.london/about-us/members-trustees-and-governance/our-
trustees/ If in doubt, please seek advice from our Head of Governance. 

Concerns must be raised in writing and should include the following information:  

• the background and history of the concern (giving relevant dates); 

• the reason why the worker is particularly concerned about the situation.  

The earlier a worker expresses their concern, the easier it will be to take action.  

In some instances, it may be appropriate for an employee to ask their trade union to raise a matter on the employee’s 
behalf. 

Although workers are not expected to prove beyond doubt the truth of an allegation, they will need to demonstrate 
that there are reasonable grounds for their concerns.  

 
Internal procedure/investigation  
Stage One – Acknowledgement of Concern 

The Trust hopes that, in many cases, employees will be able to raise any concerns in writing to their Line Manager, 
stating that they are raising their concern under this policy. In some cases, they may refer the matter to other 
managers as appropriate and set out above in the previous section.  

On receipt of the concern, the Line Manager will acknowledge receipt of the concern by formal letter within 7 
working days and set a date and time for a meeting to be held. The employee should also be given the right of 
representation by a recognised trade union, or a work colleague at the meeting. The Line Manager/Headteacher/CEO 
can be accompanied by a notetaker and the Head of HR as appropriate.   

Stage Two – The Meeting 

The purpose of this meeting will be to discuss the concern and record sufficient details to enable the matter to be 
thoroughly investigated and agree timescales.  

The name of the employee will be recorded, but it also needs to be established whether the individual wishes their 
identity to remain confidential. The employee has the right to have the matter treated confidentially. Should the 
employee wish their identity to be protected, the Trust will not disclose it unless we have to do so by law. However, 
it should be noted that, if employees choose to withhold their identity, it can be difficult to have complete 
transparency when investigating concerns. In these instances, the manager should positively encourage the 
employee to be named, as anonymous concerns are less powerful and much more difficult to express especially if 
the letter/notes of any meetings become evidence in other proceedings. Any disclosure of the employee’s name will 
be discussed with them prior to their name being disclosed. 

The notes of the meeting will be provided to the whistleblower as soon as practicable after the meeting. 

Stage Three – Next Steps 

Following the initial meeting with the whistleblower (normally within 10 working days), the Line Manager will consult 
and recommend to the Headteacher/CEO one of the following actions: 

• whether the matter needs to be investigated internally by the Trust by management, internal audit, or another 
appropriate person  

• whether the matter needs to be referred to an external auditor  

http://limetrust.london/about-us/members-trustees-and-governance/our-trustees/
http://limetrust.london/about-us/members-trustees-and-governance/our-trustees/
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• whether the matted needs to be referred to the police  

• whether the matted needs to form the subject of an independent inquiry 

• whether no further action is required. 
 

The grounds for “no further action” are that: 

• on the balance of probabilities, there is no evidence that any mismanagement/negligence has taken place  

• the matter is already being investigated under another process 

• the matter concerned is already the subject of legal proceedings 

A record of the above decision should be made and kept.  

If the recommendation is for the matter to be investigated, an investigating officer will be appointed (this could be 
an external company if the matter raised requires the investigating officer to have specialist knowledge of the subject 
matter). Any investigation should be completed within 20 working days. The investigator(s) may then make 
recommendations for change to enable the Trust to minimise the risk of future wrongdoing/danger. 

The whistleblower should be written to at this stage to confirm the decision taken and the letter should include: 

• an indication of how the Trust proposes to deal with the matter i.e. no further action or an investigation to 
take place 

• giving an indication of how long it will take to provide a final response, or when an update will be provided 

• advising the person to contact their union and the Employee Assistance Programme for support 

Stage Four – Outcome 

If the whistleblower’s concern has been investigated under stage three, the employee will need to be written to with 
a final response following the outcome of any investigation that has been carried out. 

Whilst it cannot always be the guaranteed outcome the whistleblower is seeking; the investigating officer will 
endeavor to deal with the concern fairly and in an appropriate way. If the whistleblower is not happy with the way 
in which their concern has been handled, they can raise it with one of the other key contacts outlined below.  

 
Concerns against Members/Trustees 
If a concern is received against a Member of the Trust/Trustee other than the Chair of the Trust Board, then this will 
be treated in the same way as any other concern. It will receive the same serious consideration. The concern will be 
raised by the Headteacher/CEO with the Chair of the Trust Board, who will decide how it should be dealt with. 

If the concern is against the Chair of the Trust Board, then clearly this process cannot be followed. In such 
circumstances, the concern will be taken directly to the CEO and/or the ESFA as appropriate for action at the 
following postal address: 

ESFA Complaints  
Chief Executive’s Office  
Cheylesmore House  
Quinton Road  
Coventry  
CV1 2WT  
 
Raising concerns externally 
This policy is intended to provide a worker with an avenue within the Trust to raise concerns and we hope that the 
worker will be satisfied with any action taken. However, if they are not, and they feel it is right to take the matter 
outside the Trust, the following are possible contact points:  

For confidential advice on how to raise a concern about malpractice at work, visit ‘Public Concern at Work’ 
https://protect-advice.org.uk/homepage/ 

 

https://protect-advice.org.uk/homepage/
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Protect Advice Line: 020 3117 2520 (* option 1), a registered whistleblowing charity whose services are free and 
strictly confidential. 

• the external auditor 

• your trade union 

• your local Citizens Advice Bureau 

• relevant professional bodies or regulatory organisations 

• another relevant voluntary organisation  

• the police 

If a worker does take the matter outside the Trust, it is their responsibility to ensure confidential information is not 
disclosed or handed over to a third party.  

 
Support for Whistle-blowers 
It is recognised that the decision to raise a concern can be difficult, not least because of the fear of reprisals. 

Any harassment or victimisation will not be tolerated by the Trust and we will take action to protect individuals who 
have raised a genuine concern.  

No information will be released regarding the identity of a whistle-blower to any person within the Trust. Information 
will only be released to the appropriate person when there is a legal requirement to do so e.g. a court order. The 
only exception to this shall be where the whistle-blower themselves gives written permission to do so.  

In relation to anonymous allegations, as stated above, employees will be encouraged to put their name to an 
allegation to ensure that a proper investigation can be carried out, as it may be more difficult or impossible if we 
cannot obtain further information and it is also more difficult to establish whether allegations are credible.  

Where a whistle-blower alleges that they are/have been victimised/harassed as a result of raising a concern, the 
matter should be reported to the Head of HR or the Trust Board Whistleblowing Leads, as appropriate. 

 
Safeguarding 
If a member of staff suspects that there is a serious safeguarding issue which they feel the Headteacher is not taking 
seriously, or that they believe there is a serious safeguarding issue involving the Headteacher, they should refer the 
matter to the CEO. 

Safeguarding concerns can also be raised externally, using the NSPCC whistleblowing help line on 0800 028 0285 or 
by email to: help@nspcc.org.uk  

 
Confidentiality/Anonymous allegations 
All concerns will be treated in confidence and every effort will be made not to reveal your identity if you so wish.  At 
the appropriate time, however, you may need to come forward as a witness therefore employees are encouraged 
to put their name to an allegation. Proper investigation may be more difficult or impossible if we cannot obtain 
further information and it is more difficult to establish whether allegations are credible. Anonymous allegations will 
be considered at the discretion of the Trust. In exercising this discretion, the factors that will be taken into account 
would include: 

• the seriousness of the issues raised 

• the credibility of the concern, and 

• the likelihood of being able to obtain the necessary information. 

If you make an allegation in the public interest, but it is not confirmed by the investigation, no action will be taken 
against you.  If, however, you make an allegation that is made frivolously, maliciously or for personal gain, then this 
may need to be investigated further. 

 

mailto:help@nspcc.org.uk
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Records  
The Trust is required to keep a register of Public Interest Disclosures (a Whistleblowing Register), which should only 
be accessible by the CEO/Chair of the Trust Board due to the confidential nature of the allegations and whom they 
are against. 
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