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Public Interest Disclosure Act 1998 – 

Whistle Blowing 
  

Purpose 
 

 The Act is designed to protect employees who raise genuine issues of concern 

which are in the wider public interest. This includes all employees, agency 

staff, self employed consultants, contracts and any others who carry out work 

for CREST 

 The policy sets out the procedure to follow to facilitate the process and to 

ensure the concerns are dealt with in a proper manner 

 The procedure must be followed if the employee is to be protected by the 

legislation 

 

Policy Statement 
 

 CREST is committed to achieving the highest possible standards of service to 

its clients and conducting its affairs both internally and externally in a 

professional, ethical and honest manner 

 To achieve these standards, CREST encourages employees to raise genuine 

and legitimate concerns they may have about matters which involve 

malpractice, illegal acts or omissions by its employees or ex-employees and to 

raise those concerns without the fear of reprisal 

 Evidence of such allegations will be taken seriously by the Management 

Committee. A full investigation will be carried out and appropriate action will 

be taken to ensure the matter is resolved effectively 

 

Types of Disclosures 
 

Qualifying Disclosures 

 

A qualifying disclosure concerns an issue where the employee has a reasonable belief 

that offences of the following nature have been are being or are likely to be 

committed: 

 

 A criminal offence i.e. fraud, dishonesty, bribery etc. 

 A financial irregularity 

 Failure to comply with a legal/statutory obligation 

 The health and safety of an individual or the environment is being 

endangered 

 Information suggesting that any of the above matters is, or is likely to be, 

deliberately concealed 



 

These examples are not intended to be exhaustive 

 

Should an employee follow the procedure to make a qualifying disclosure and the 

disclosure is in good faith, then they will have made a “protected disclosure” within 

the meaning of the Act and will be entitled to protection under the Act 

 

The Procedures 

 

 These procedures are not intended to replace existing procedures i.e. 

grievance nor to provide another mechanism for employees to raise matters 

relating to their own employment 

 All concerns under these procedures should normally be reported internally in 

the first instance 

 Any employee making an allegation under these procedures is guaranteed 

that the allegation shall be regarded as confidential to the receiver until a 

formal investigation is launched. Thereafter the identity of the person making 

the allegation will continue to be kept confidential unless this is incompatible 

with a fair investigation or if there is an overriding reason for disclosure i.e. if 

police involvement is required 

 Similarly, the employee making the allegation has a duty of confidentiality 

and must not repeat their allegation to others not involved in the 

investigation before, during or after the investigation 

 

Internal Disclosure 

 

The internal reporting procedure will normally be as follows: 

 

 The individual raises her/his concern with their manager 

 The individual and or the manager will pass written details to the Chair of the 

Management Committee 

 The Chair will become directly responsible for the investigation 

 

Should the allegation concern the manager, the individual should approach the Chair 

of the Management Committee in the first instance 

 

The Investigation 

 

 The investigation may need to be carried out in strict confidentiality and the 

subject of the complaint may not be informed of the allegation until it 

becomes necessary to do so, i.e. where dishonesty is suspected 

 Only those who need to be involved in the investigation will be privy to the 

allegations 

 In certain cases it may be considered appropriate to suspend the subject of 

the complaint from carrying out part or all of her/his duties 



 Those involved in the investigation will take all necessary steps to discover the 

truth or otherwise of the allegation and shall, themselves, be protected under 

the policy 

 

The Outcome of the Investigation 

 

 If the result of the investigation is that there is a case to be answered by an 

individual, the disciplinary procedure will be instigated. Depending on the 

nature of the offence the matter may be reported to outside agencies, i.e. the 

police, the HSE etc. 

 Where there is no case to answer, but the employee held a genuine concern 

and was not acting maliciously, the Chair should ensure that the employee 

does not suffer reprisals 

 If the result of the investigation reveals the allegations have been made 

maliciously, vexatiously, are manifestly untrue or for personal gain, the person 

making the allegations will be subject to the disciplinary procedure 

 

 

Disclosure to an External Body 

 

Under certain conditions an employee may bypass the internal process if any of the 

following apply: 

 

 She/he reasonably believes they would be victimised as a result of raising the 

issue 

 She/he reasonably believes that relevant evidence would be concealed or 

destroyed if the matter was disclosed internally 

 The concern had already been raised internally and no investigation had been 

carried out and or action had been taken in a reasonable period, or she/he 

has genuine reasons to be dissatisfied with the outcome 

 The concern is of an exceptionally serious nature 

 

This is known as a “Wider Disclosure” and providing the above provisions are met 

and the individual honestly and reasonably believes the information and any 

allegation in it are substantially true then such disclosure will come within the 

meaning of the Act 

 

If the individual cannot demonstrate that the allegation justified bypassing the 

internal procedures she/he will be subject to disciplinary action 

 

Protection 

 

 CREST undertakes to ensure an individual who makes a protected disclosure 

in accordance with the policy and procedures, does not suffer repercussions, 

reprisals or victimisation for doing so 



 The Act provides awards and remedies through an Employment Tribunal if the 

individual suffers detrimental treatment because they made a protected 

disclosure 


