
 

  
 

 
 

 
Whistleblowing Policy 

 
Purpose 
 
The purpose of this policy is to encourage employees to disclose any malpractice or misconduct of 
which they become aware of and to provide protection for employees who report allegations of such 
malpractice or misconduct in line with The Public Interest Disclosure Act 1998 (up to date as of 12th April 

2017) This act protects employees from being dismissed or otherwise disadvantaged by their employer 
 
Scope 
 
This policy applies to all employees, including full-time, part-time and temporaries, and, apprentices, 
agency workers, contractors, suppliers, and customers of Haydon Mechanical & Electrical Ltd. 
 
Disclosures under the Policy 
 
A disclosure can be made under this policy where an individual genuinely and in good faith believes 
that malpractice or misconduct is occurring, has occurred, or may occur within the Company. 
 
Below are some examples of business misconduct: 
a) Any criminal activity 
b) The use of deception to obtain an unjust or illegal financial advantage 
c)  Intentional misrepresentations directly or indirectly affecting financial statements 
d)  A failure to comply with any legal obligation 
e)  An injustice 
f)   Danger to the health and safety of any individual 
g)  Damage to the environment 
h)  A serious breach of fundamental internal control 
i)   Serious non-professional or non-ethical behaviour 
j)   Abuse of position of responsibility. 
k)  The deliberate concealment of knowledge of malpractice or misconduct 
 
Protection 
 
This policy will apply where a disclosure is made in good faith and the worker reasonably believes that 
the information disclosed and any allegations contained in it are substantially true.  
 
An individual will not suffer any detriment or have any action taken against them if, after investigation, it 
transpires that the disclosure, made in good faith, is unfounded. 
 
Confidentiality 
Any disclosure made under this policy will be treated with the utmost confidence and if requested 
individual identity will be protected, as far as is reasonably practicable. If the Company is unable to 
resolve the concern without revealing the identity of the person who disclosed the information, then the 
matter will be discussed with that individual before proceeding. 
 
Anonymity 
A disclosure may be made anonymously, however workers are encouraged to put their name to any 
disclosure made as concerns expressed anonymously cannot be dealt with as effectively as open 
disclosures. Anonymous disclosures will be considered and an investigation made at the discretion of 
the Company. 
 
 
 



 

  
 

 
 

 
Victimisation 
 
The Company will not tolerate victimisation, harassment, bullying or any other behaviour causing 
detriment to an individual who has made a disclosure under this policy. Complaints about 
such behaviour will be investigated and dealt with under Bullying & Harassment Policy 
and Procedures. 
 
While it is not necessary for the worker to prove the breach or failure has occurred or is occurring, the 
worker will not be protected from the consequences of making such a disclosure if by doing so he/she 
commits a criminal offence or if the disclosure is motivated by reason that is not in good faith. 
If any disclosure is made in bad faith or concerns information which the employee or employer does 
not substantially believe to be true, or if the disclosure if made for personal gain, then such a disclosure 
will constitute a disciplinary offence under the Disciplinary Policy and Procedure and may constitute 
gross misconduct. 
 
Making a Disclosure 
 
All Staff:  
In the first instance, the employee should bring the disclosure to the attention of the 
Company by contacting the HR. Alternatively the disclosure can be reported directly to the following: 

• Alan Keogh, Compliance Director 
 

Or in writing to either of the above at the following address: 
Haydon M & E 
City Reach 
5 Greenwich View Place 
Docklands 
London E1 9NN 
 

 
All disclosures must be logged in the Whistleblowing Register which is kept locked away in the main 
office. The register will be regularly and independently audited. 
 
When the disclosure is raised, the employee should state whether he /she is providing this information 
in confidence. The disclosure will be assessed to see what initial action should be taken. This is likely to 
involve further investigation. Appropriate steps will be taken to ensure that the individual’s working 
environment and/or working relationship is not compromised or prejudiced by the fact that a disclosure 
has been made. 
 
Procedure 
 
a. Initial Meeting – after an initial review of the disclosure, the individual making the disclosure will be 

invited to a confidential meeting with HR, to discuss their concern. The worker may be accompanied 
at the meeting by a workplace colleague or trade union representative; however, the Company 
reserves the right to refuse to allow the worker to be accompanied where the disclosure is of a 
particularly sensitive nature. 

 
b. Investigation – an appropriate investigation of the allegations will be carried out within a 
    reasonable period of time by HR. 
 
c. Action - if the investigator considers the allegations to be well-founded and concerning identifiable 
    individuals employed by the Company, the matter will be dealt with under the Disciplinary Policy and 
    Procedure. If the allegations are considered to be well-founded and concern individuals not employed 
    by the Company then a report will be sent to the appropriate person or body outside the organisation. 
 



 

  
 

 
 

 
 
 
d. Feedback – The employee will be provided with feedback relating to the findings of the investigation 
    and any ensuing action. However, details will not be provided of any action that would infringe a duty 
    of confidence owed by the Company to someone else, such as any disciplinary action taken. Any one 
    making an anonymous disclosure cannot be fed back to  
 
e. Outcome - if the employee reporting the disclosure is not satisfied with the explanation given, they 
    are at liberty to contact either Haydon Mechanical & Electrical Ltd 
 
Independent Advice 
 
Public Concern at Work is the leading authority on public interest whistleblowing. Individuals can 
contact them via the web on www.pcaw.co.uk or on 020 7404 6609 if they feel unsure about using this 
procedure or if they would like further independent advice about how to raise a concern about a serious 
malpractice in the workplace. 

 

Signed: 

 

Dave Cutler 
Managing Director 
Date: 1st June 2017 
 


