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WHISTLE BLOWING POLICY  
 

     
1. Introduction 
 

The Public Interest Disclosure (NI) Order 1999 (revised 2004), which came into 
operation on 31 October 1999, enables staff who report wrongdoing (often referred 
to as ‘whistleblowing’) to complain to an Industrial Tribunal if they are dismissed or 
suffer any other form of detriment for doing so. Although only employees can 
complain of unfair dismissal, other workers who are not employees can complain 
that they had been subjected to a detriment, for example, if their contracts were 
terminated because they had made a protected disclosure.    
    
Note: The terms ‘staff’ and ‘employees’ in this Policy apply both to those people 
directly employed by the BSO, and those people associated with the Business 
Services Organisation (BSO) by any other employment or contractual arrangement.  
 
The policy for whistleblowers is primarily concerned with whether the interests of 
others or the BSO are at risk. The policy does not apply to raising grievances about 
personal situations.  These types of concern are covered by the BSO’s Grievance 
procedure. It may be difficult to decide whether a particular concern should be 
raised under the policy for whistleblowing or under the Grievance procedure. If staff 
are in any doubt as to the correct route to follow, the BSO encourages the issue to 
be raised under the Public Interest Disclosure Order and the Director of Human 
Resources will decide how the concern should be dealt with. 

 
 
2. Purpose of this Policy 
 

The purpose of this Policy is to advise you of the procedures for raising concerns in 
the workplace, particularly where those concerns relate to unlawful conduct, 
financial malpractice or dangers to the public or the environment. 

 
 
3. When are Disclosures Protected under the Public Interest Disclosures Order? 
 

The Public Interest Disclosure (NI) Order does not introduce a general protection for 
whistleblowers in all circumstances.  A qualifying disclosure is one that the worker 
has a reasonable belief that one of the following has been, is being or is likely to 
occur: 
 
• A criminal offence 
 
• A failure to comply with a legal obligation 
 
• A miscarriage of justice 
 
• The endangering of an individual’s health and safety 
 
• Damage to the environment, and 
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• Deliberate concealment of information tending to show any of the above. 

 
 
The legislation does not provide protection to anyone who raises issues, 
which they know to be untrue or which are raised in a vexatious or 
mischievous way. 
 

4. What Protection does the Order give? 
 

A qualifying disclosure, as per section 3, will be protected under the Order if it is 
made in good faith to the BSO, to a Legal Advisor, to a Government Minister or to a 
person or body prescribed in Statutory Rule 1999 No.401.   
 
The employee must make the disclosure in good faith and reasonably believe that 
the information and the allegation in it are substantially true.   
 
NB: Please refer to Appendix 1 for full details of Protection under the Order. 
 

5. Protecting the employee – What Protection does the BSO give? 
 

The BSO will not tolerate harassment, victimisation or bullying of anyone under any 
circumstances. If an individual invoking the whistleblowing procedures requests that 
their identity be protected, all reasonable steps will be taken to prevent it becoming 
known. If the situation arises where it is not possible to resolve the concern without 
revealing the individual’s identity, for example if that person’s evidence is required 
in court, the best way to proceed with the matter will be discussed with the Director 
of Human Resources. Individuals should be aware that by reporting matters 
anonymously, it will be more difficult for the BSO to investigate them, to protect the 
employee and to give feedback. Accordingly, while the BSO will consider 
anonymous reports, this policy does not cover matters raised anonymously. 
 

6. How to raise a Concern Internally 
 

The procedures for raising a concern internally are covered in detail in the following 
paragraphs: 
 

1. If an individual has a concern about malpractice, they should consider raising 
it initially with their line manager. This may be done orally or in writing. The 
individual should specify from the outset if they wish the matter to be dealt 
with in confidence so that appropriate arrangements can be made. The line 
manager should raise the concern with their Director, who will notify the 
Director of Human Resources of the matter. 

 
2. If an individual feels that they are unable to raise a particular matter with their 

line manager, for whatever reason, they should raise the matter with their 
next line manager or Director directly. Again, the Director of Human 
Resources should be informed. 
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3. If these steps have been followed and the individual still has concerns, or if 
they feel the matter is so serious that they cannot discuss it with anyone in 
their Directorate, they should then consider discussing it directly with the 
Director of Human Resources or the Chief Executive. 
 

N.B. Alternatively, employees have an option to raise concerns outside of line 
management including ultimately with the  relevant Minister.   
 

 
7. How will the Matter be Handled? 
 
7.1 When an individual has informed a ‘proper person’ of their concern, the concern will 

be examined and the ‘proper person’ will assess what action should be taken. This 
may involve an internal enquiry or a more formal investigation. The individual will be 
told: 

 
• Who is handling the matter 

 
• How they can be contacted, and 

 
• Whether any further assistance may be required. 

 
7.2 If the individual has any personal interest in the matter, this should be declared at 

the outset. If the individual’s concern falls within the BSO’s Grievance Procedure, 
they shall be informed of this. 

 
Note: A ‘proper person’ in the context above is the person whom an individual has 
advised of their concerns, and / or any other person who takes ownership in dealing 
with those concerns.  The range of “proper persons” is listed on the Contact Sheet 
overleaf. 

 
7.3 A summary of concerns raised under this Policy will be reported on an annual basis    

to the Governance and Audit Committee by the Director of Human Resources who 
will give an indication of the status of each investigation whilst respecting the 
confidentiality of the Whistleblower. 

 
7.4 The individual will be given feedback at an appropriate time by a proper person.   
 
7.5 Detail of the information flow related to the handling and treatment of information 

received under the Whistleblowing policy can be found in the attached flowchart 
(Appendix 2). 

 
8. Independent Advice 
 

If an individual wants independent advice at any stage, they may contact the 
independent charity Public Concern at Work on 020 7404 6609 or www.pcaw.co.uk. 
Their lawyers can give free confidential advice at any stage on how to raise a 
concern about serious malpractice at work. An individual can, of course, also seek 
legal advice of their own choice at their own expense. 
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9. External Contacts 
 

It is intended that this policy should give staff the reassurance they need to raise 
concerns internally.  
 
 
The BSO recognises that there may be circumstances where staff should properly 
report matters to outside bodies, such as the relevant Minister, the Commissioner of 
Complaints, the Equality Commission, the N.I. Audit Office or the Police Service of 
Northern Ireland. If a member of staff is unsure as to whether this is appropriate and 
does not feel able to discuss the matter internally, Public Concern at work will be 
able to give advice on such an option and on the circumstances in which a member 
of staff should contact an outside body rather than raise a matter internally. 
 
A list of internal and external contact details is given on the following pages. 

 
10. Equality Considerations 
 

This policy has been screened in accordance with the BSO’s statutory duty and is 
not considered to require a full impact assessment. (See Appendix 3) 

 
11. Human Rights Act 
 

This policy is compliant with the requirements of the Human Rights Act 1998. 
 
Contact Details 
 
Internal 
 
Your Line Manager 
 
Contact details as per the BSO Internal Telephone Directory or e-mail 
 
Your Director 
 
As above 
 
Hugh McPoland - Director of Human Resources and Corporate Services 
 
028 9053 5626 or hugh.mcpoland@hscni.net 
 
David Bingham – Chief Executive 
 
028 9053 5580 or david.bingham@hscni.net 
 
Alexander Coleman – Chairman of the BSO Board 
 
028 9053 5580 
 
(For Trade Union Members) -  Your Local / Regional Trade Union Representative 
 
External 
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DHSSPS Fraud Hotline 08000 96 33 96 
 
Public Concern at Work 020 7404 6609 or www.pcaw.co.uk 
 
Commissioner for Complaints 
Progressive House 
33 Wellington Place 
Belfast 
BT1 6HN    0800 343424 
 
Equality Commission 
Equality House 
7-9 Shaftesbury Square 
Belfast 
BT2 7DP    028 9050 0600 
 
 
N.I. Audit Office 
106 University Street 
Belfast 
BT7 1EU    028 9025 1000  or  whistleblowing@niauditoffice.gov.uk 
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Appendix 1  

 
Protection for Qualifying Disclosures 
 
1.1 A qualifying disclosure will protected under the Order if it is made: 
 

• In good faith to the BSO (either directly or through internal procedures 
authorised by the BSO), or to another person whom the discloser reasonably 
believes is solely or mainly responsible for the failure in question. 

 
• To a legal adviser in the course of obtaining legal advice. 
 
• In good faith to a Government Minister by an employee in a Government 

appointed organisation such as a Non-Departmental Public Body; or 
 
• To a person or body prescribed in Statutory Rule 1999 No. 401 (“a prescribed 

person”), for example, the Health and Safety Executive for Northern Ireland, 
the Comptroller and Auditor General for Northern Ireland. 

 
1.2 In the last case the employee must make the disclosure in good faith, reasonably 

believe that the information and the allegation in it are substantially true, and 
reasonably believe that the matter falls within the description of matters for which 
the person has been prescribed. 

 
1.3 Qualifying disclosures will also be protected if they are made other than in the 

previous paragraph, provided that the person makes the disclosure in good faith, 
reasonably believes that the information and the allegation contained in it are 
substantially true, and does not act for personal gain. One or more of the following 
conditions must apply: 

 
•    The discloser reasonably believed that they would be victimised if they had 

made the disclosure to the employer or a prescribed person; 
 
• There was no prescribed person and the discloser reasonably believed that 

disclosure to the employer would result in the destruction or concealment of 
evidence; or 

 
• The discloser had already disclosed substantially the same information to the 

employer or a prescribed person. 
 
1.4 It must also be reasonable for the discloser to make the disclosure. In deciding the 

reasonableness of the disclosure, an industrial tribunal will consider the 
circumstances. This will include: 

 
• The identity of the person to whom the disclosure was made; 

 
• The seriousness of the concern; 

 
• Whether the failure is continuing or likely to recur; 
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• Whether the disclosure breached the duty of confidentiality which the 
employer owed to a third party; 

 
• What action has been taken or might reasonably be expected to have been 

taken if the disclosure was previously made to the employer or a prescribed 
person; and 

 
• Whether the discloser complied with any approved internal procedures if the 

disclosure was already made to the employer. 
 
1.5 A disclosure made about an “exceptionally serious” failure, other than described 

above, will be protected if the discloser makes the disclosure in good faith, 
reasonably believes that the information disclosed and any allegations contained in 
it are substantially true and does not act for personal gain, provided that it is 
reasonable for that person to make the disclosure, having regard, in particular, to 
the identity of the person to whom the disclosure is made. It will be for the Industrial 
Tribunal to consider and decide whether any particular failure is “exceptionally 
serious”. This will be a question of fact, not of an individual’s personal belief. 

 
 

This policy has been screened for equality implications as required by Section 75 of 

the NI Act 1998 and has no serious impact on Section 75 groups.  Equality 

Commission guidance states that the purpose of screening is to identify those 

policies which are likely to have a significant impact on equality of opportunity so 

that greatest resources can be devoted to these. 
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Appendix 1 
 
Flow diagram – Whistleblowing & Fraud Response Activities 
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