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“Whistleblowing” Policy 

It is important to GEMS that any fraud, misconduct or wrongdoing by workers or officers of 
the organisation is reported and properly dealt with.  GEMS therefore encourages all 
individuals to raise any concerns they may have about the conduct of others or the way in 
which the business is run.   
 
The law provides protection for employees/workers who raise legitimate concerns about 
specified matters (qualifying disclosure) under the Public Interest Disclosure Act 1998.    A 
qualifying disclosure is one made in the public interest by an employee/worker who has 
reasonable belief that:  
 

 a criminal offence,  

 a miscarriage of justice,  

 an act creating risk to health and safety, or safeguarding of children 

 an act causing damage to the environment,  

 a breach of any legal obligation or  

 concealment of any of these offences 
 

is being, has been or is likely to be committed.    
 
Purpose 
 
The purpose of this policy is to encourage and enable employees to raise Reportable Matters 
within GEMS by providing a framework to promote responsible and secure whistleblowing.   
It protects employees wishing to raise the concern. 
 
The policy neither releases employees from their duty of confidentiality in the course of their 
work, nor is it a route for taking up a grievance about a personal situation.      Matters 
concerning an individual’s contract of employment should be raised under the grievance 
policy. 
 
GEMS consider Reportable Matters to be an illegal or unethical activity which is occurring, 
has occurred or is reasonably likely to occur within the company as a result of a violation of 
law, regulation or policy, including questionable accounting or auditing matters; or any other 
company matters involving abuse of authority, breach of GEMS Code of Conduct, fraud, 
bribery, corruption, employee misconduct, breach of health and safety, environmental issues, 
wastage/misappropriation of company funds or assets. 
 
All employees have an obligation to report a Reportable Matter which they are aware of, to 
the company.    This policy ensures that employees are empowered to pro-actively bring to 
light such instances without fear of reprisal, discrimination or adverse employment 
consequences.   Only genuine concerns should be reported.   Disclosures must be made in 
good faith with a reasonable belief that any information or allegation is substantially true, 
and that the disclosure is not made primarily or solely for personal gain.   Malicious or false 
allegations will be treated as a serious disciplinary offence. 
 
GEMS will decide how to respond in a responsible and appropriate manner under this policy.   
An investigation will be conducted as speedily and sensitively as possible.   An official 
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written record will be kept at each stage of the procedure.       The outcome of the investigation 
will be reported back to the employee who raised the issue.      If misconduct is discovered as 
a result of any investigation under this procedure the organisation’s disciplinary procedure 
will be used, in addition to any appropriate external measures. 
 
Anonymous allegations are not automatically disregarded but, given the safeguards which 
are in place for those making allegations under this policy, anonymous allegations are 
usually less powerful than those from named individuals.    
 
 
 
Procedure 

 
1.1 Employees should first raise the matter with their Line Manager/Head of Department, 

unless they believe this person to be involved in the wrongdoing.   If the employee 
believes the line manager to be involved, or for any reason does not wish to approach 
the line manager, the employee should proceed to 1.3.    
 

1.2 The line manager will arrange an investigation into the matter (either by investigating 
the matter him/herself or immediately passing the issue to someone in a more senior 
position).   The investigation may involve the employee and other individuals giving a 
written statement and will be carried out in accordance with the principles/purpose 
above.   The line manager/investigator will report to the CEO/board of directors who 
will take any necessary action, including reporting the matter to any appropriate 
government department or regulatory agency.   If disciplinary action is required, the 
line manager will start the disciplinary procedure.   

 
 On conclusion of any investigation the employee will be advised of the outcome of the 

investigation and proposed action.     The exact nature of any disciplinary action taken 
against any person will remain confidential.  If no action is to be taken the reason for 
this will be explained.    

 
1.3   If the employee is concerned that his/her line manager is involved in the wrongdoing, 

or has failed to make a proper investigation or failed to report the outcome of the 
investigation to the board, the employee should inform the Director of Human 
Resources; who will arrange for another manager to review the investigation carried 
out, make any necessary enquiries and make their own report to the board as in 1.2.  
Any approach to the director will be treated with the strictest confidence.   

 
1.4 If exceptionally, the disclosure is about a director or senior executive the employee 

should report their concerns directly to the CEO/COO who will decide how the 
investigation should proceed in line with 1.2 above.    

 
1.5 If on conclusion of stages 1.1, 1.2 and 1.3 the employee reasonably believes that the 

appropriate action has not been taken, the company understands that he/she might 
make a disclosure to an appropriate authority.   These include:  

 

 HM Revenue & Customs 

 Financial Services Authority 
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 Office of Fair Trading 

 Health and Safety Executive 

 Environment Agency 

 Director of Public Prosecutions 

 Serious Fraud Office. 
 

 
The person against whom the disclosure is made will normally be told at an early stage, 
provided with supporting evidence and allowed to respond.   However, it may be necessary 
to conduct the investigation in confidence (ie without informing the subject of the 
allegation/s) until or if it becomes necessary to do so).   Alternatively, depending on the 
nature and seriousness of the complaint, the person/s against whom the allegation/s is made 
may be suspended while investigations are undertaken. 
 
Whether there was a case to answer or not, and provided that the disclosure was made in 
good faith because the Whistleblower reasonably believed it to be true, GEMS will ensure 
that the Whistleblower is protected from reprisal or victimisation as a result of the complaint. 

 
All complaints by Whistleblowers will be handled with sensitivity, discretion and 
confidentiality to the extent allowed by the circumstances and the law. 

 
Whilst this policy is intended to protect genuine Whistleblowers from any unfair treatment 
as a result of their disclosure, misuse of this protection by making frivolous or bogus 
complaints with malicious intentions is strictly prohibited.     

 
GEMS will maintain documentation of all complaints or reports subject to this policy.   The 
documentation shall include any written submissions provided by the complainant or any 
other company documents identified in the complaint. 

 
GEMS wishes to assure the safety of Whistleblowers and therefore undertakes to treat all 
whistleblowing reports as either confidential or anonymous. 
 
Where a staff member feels unable to raise an issue with their employer or feels that their 
genuine concerns are not being addressed, other whistleblowing channels may be open to 
them.   General guidance can be found at- Advice on whistleblowing 
 

The NSPCC whistleblowing helpline is available for staff who do not feel able to raise 
concerns regarding child protection failures internally. Staff can call: 0800 028 0285 – 
line is available from 8:00 AM to 8:00 PM, Monday to Friday and Email:help@nspcc.org.uk. 
 
Alternatively, staff can write to: National Society for the Prevention of Cruelty to Children 

(NSPCC), Weston House, 42 Curtain, Road, London EC2A 3NH. 
 

 
GEMS may modify this policy at any time without notice.   Modifications may be necessary, 
among other reasons, to maintain compliance with local regulations and/or accommodate 
organisational changes within the company. 
 

https://www.gov.uk/whistleblowing
https://www.gov.uk/government/news/home-office-launches-child-abuse-whistleblowing-helpline

