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Policy Statement
We are committed to high standards of conduct, care, and integrity. We encourage anyone working with us to report concerns about misconduct, poor practice, or breaches of procedure. We will listen, take concerns seriously, and act on them. You can raise a concern without fear of victimisation. We will protect confidentiality as far as possible and we will not tolerate retaliation of any kind.

Purpose
This policy explains:
· What whistleblowing is and what types of concern you can raise
· How to raise a concern and who to contact
· How your confidentiality will be protected
· How we will record, investigate, and resolve concerns
· How we will support you and protect you from victimisation
· When and how you may raise concerns with an external body

Scope
This policy applies to all employees, agency and casual staff, volunteers, and contractors at any site operated by the business. It covers concerns about:
· Criminal conduct or suspected criminal conduct
· Breaches of health and safety or risk to the public or to colleagues
· Poor professional practice in the care, preparation, or transport of the deceased
· Breaches of company policy or procedures, including record keeping and price transparency
· Bullying, harassment, discrimination, or abuse of position
· Fraud, theft, bribery, or improper financial practice
· Data protection breaches or misuse of confidential information
· Attempts to conceal any of the above

This policy is not for personal employment grievances such as pay, annual leave, or performance issues unless the issue also raises a public interest concern. Personal grievances should follow the businesses internal grievance policy.

Principles
· Safety first: If there is an immediate risk to life or safety, call the emergency services.
· Speak up early: Concerns should be raised as soon as possible, even if you only have reasonable suspicion.
· Good faith: Raise concerns honestly and with the intention of protecting the public, the deceased, colleagues, and the business.
· No victimisation: You will not be treated unfairly for raising a concern in good faith.
· Fair process: All concerns will be reviewed and investigated in a timely and impartial way.
· Confidentiality: We will protect your identity as far as we can.
· Feedback: We will provide appropriate feedback on the outcome within legal and privacy limits.

Procedure
How to raise a concern
You can raise a concern verbally or in writing. You may use the Whistleblowing Report Form in Appendix A.
Internal contacts
Choose the most appropriate person from the list below:
· Your line manager
· Another manager if your concern involves your line manager
· Designated whistleblowing contact [Insert name, role, phone, and email]
· Senior manager or director [Insert contact details]
· Confidential mailbox [Insert dedicated email or phone line]

If the concern involves a senior manager, go directly to the designated contact or the managing director.
Information to include
· What happened, when, and where
· Who was involved and who witnessed it
· Why you are concerned and what risk you believe exists
· Any evidence you have such as dates, documents, or photos
· Whether you reported it before and any response received

You do not need proof. A reasonable belief that wrongdoing may have occurred, is occurring, or is likely to occur is enough.
Confidentiality and anonymity
· We will keep your identity confidential as far as we can and will only share it with those who need to know to manage the concern.
· You may raise a concern anonymously. Anonymous reports will be reviewed, but investigation and feedback may be harder.
· We will discuss any limits to confidentiality with you at the start.


Protection from victimisation
· No one who raises a concern in good faith will suffer dismissal, demotion, loss of hours, harassment, or any other disadvantage.
· Any retaliation or attempt to identify and target a whistleblower will result in disciplinary action which may include dismissal.
· If you believe you are being treated unfairly after raising a concern, report this at once to the designated contact or to a senior manager.

Malicious or knowingly false allegations may lead to disciplinary action. Honest mistakes will not.
Recording, investigation, and resolution
Acknowledgement
· We will acknowledge receipt of your concern within five working days and confirm the next steps and a point of contact.

Initial review
· The designated contact or a manager will review the concern, assess risk, and decide the appropriate route.
· Immediate safety or security issues will be addressed at once.

Investigation
· An investigator who is independent of the matter will be appointed.
· The investigation may include interviews, review of documents, site visits, and consultation with subject experts.
· We aim to complete investigations within twenty working days where possible. Complex matters may take longer; we will keep you informed.

Outcome
· Findings will be recorded with evidence and conclusions.
· Outcomes may include no case to answer, local resolution, training, changes to procedure, management action, or formal disciplinary action.
· You will receive confirmation that the investigation has concluded and, where appropriate, a summary of the outcome. We may not share confidential details about individuals.

Record Keeping
· We will keep a secure record of all concerns, actions, and outcomes in a central log.
· Records will be retained in line with our retention schedule and privacy policy.

Escalation and External Reporting
We encourage you to raise concerns internally first so that we can put things right. If you believe your concern has not been addressed, or you feel unable to raise it internally, you may contact an appropriate external body. Examples include:
· The police for criminal conduct or immediate risk
· The Health and Safety Executive for serious health and safety risks
· The Information Commissioners Office for data protection concerns
· Local authority or relevant public health body for public health risks
· A professional or trade association if you are a member
· If the business provides regulated funeral plans, the Financial Conduct Authority or the Financial Ombudsman Service for relevant matters

This list is not exhaustive. Choose the most appropriate body for the concern. You should not disclose confidential personal data unless necessary to explain the issue.

Support for Whistleblowers
· You may seek confidential advice from a trade union or an independent advice service.
· We will offer appropriate wellbeing support if the process causes distress.
· Reasonable time will be allowed during working hours to raise and discuss concerns.

Roles and Responsibilities
· Board or owner: approves this policy, monitors trends, and ensures resources are available.
· Designated whistleblowing contact: receives concerns, oversees investigations, ensures confidentiality, maintains the central log, and reports themes to senior management.
· Managers: foster a speak up culture, act on concerns, and protect staff from victimisation.
· All workers: raise concerns promptly and cooperate with investigations.

Training and Awareness
· All staff will receive an induction that explains this policy and how to speak up.
· Annual refresher training will be provided.

Monitoring and Review
· We will review this policy at least once a year and after any significant incident or legal change.
· The designated contact will review the central log quarterly to identify themes and lessons learned.
· We will update procedures and training where improvements are identified.

Data Protection and Privacy
· We will process information about concerns fairly and lawfully.
· Access to records will be limited to those who need to know.
· We will share information with external bodies only where required or where it is necessary to address the concern.



Communication of Outcomes and Learning
· We will share learning from upheld concerns with staff in a way that protects personal privacy.
· Changes to procedures will be communicated clearly.

Equality and Inclusion
We will make reasonable adjustments for workers who may need them. Lone working authorisation will consider individual needs and abilities.

Signed by Manager	______________________________________________________________

Signed by Employee______________________________________________________________

Date	______________________________________________________________



Appendix A: Whistleblowing Report Form


	Your name
	

	Job Title
	

	Preferred Contact Details
	

	Date
	



Summary of Concern

· What happened and when

_______________________________________________________________________________

· Where it happened and who was involved

_______________________________________________________________________________

· Why you are concerned and the risk you believe exists

_______________________________________________________________________________

· Any evidence or witnesses

_______________________________________________________________________________

· Have you raised this before and with whom

_______________________________________________________________________________

Do you request confidentiality: 		Yes / No
Are you raising this anonymously: 		Yes / No
Signature	______________________________	Date	__________________________
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