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SIRM Anti-Slavery and Anti-Trafficking statement for the financial year ending 31 

January 2020 (pursuant to Section 54(1) of the Modern Slavery Act 2015) 

SIRM is a common law corporation and consists of academic Departments, library, administrative departments 

with a mission to contribute to society through the pursuit of education, learning, and development at the 

highest levels possible.  

The School is committed to combatting slavery and human trafficking and to acting with integrity in all 

relationships. We strive to maintain high ethical principles and respect human rights. We have implemented 

an Anti-slavery and Anti-trafficking Policy reflecting this commitment (here) and plan to enhance these in light 

of the Modern Slavery Act.  

To ensure compliance with this commitment, we have a policy that we don’t use or accept forced, bonded or 

involuntary prison labour, or child labour.  Nor do us demand deposits or hold onto staff’s or student’s identity 

papers, or work with businesses that do. SIRM’s contract documentation contains warranties to this effect 

which suppliers and contractors must accept wherever possible. The School accepts the right to equal 

opportunity, freedom of association and collective bargaining. SIRM’s dignity@work, equal opportunities, and 

whistleblowing policies are additional mechanisms, which support the combat of modern slavery (see 

http://www.sirm.ac.uk/2017-policies.html). 

‘The SIRM Way‘sets out how we expect all SIRM people to behave. It also represents the standard we expect 

from those working with us, on our behalf, including suppliers and contractors or those we have contracted 

with for long-term partnerships.  In this way the School outlines the principle of working conditions and 

underscores that working conditions in our supply chain should meet international labour standards. Changes 

to policies and approaches are communicated across the School and to specific groups as appropriate.  

Although committed to carrying out proper due diligence, as a higher education institution the School 

considers the risk of modern slavery to be low due to the nature of its limited supply chains.  We welcome our 

staff speaking up about any unethical behaviour and make it easy for them to do so via their manager or our 

ethics team. 

The School has not received any reports of instances of modern slavery over the past financial year but will 

continue to raise awareness of modern slavery and of the need for proper due diligence and risk assessment 

processes to be applied by staff and suppliers, in accordance with its policy. We aim to prevent modern slavery 

or human trafficking.  We hire our people in the UK using internal teams, hiring any external agents used 

through the same procurement processes applied to our supply chains.  

This annual statement was approved by the SLT on 17 July 2017. 
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Anti-Slavery and Anti-Trafficking policy 

Modern slavery encompasses slavery, forced and compulsory labour, and human trafficking whereby 

individuals are deprived of their freedom and are exploited for commercial or personal gain as enacted in the 

Modern Slavery Act 2015 (‘the Act’). The School is committed to a zero tolerance approach to modern slavery 

and to acting with integrity in all its dealings, relationships, and supply chains. It expects the same high 

standards from all its staff, suppliers, contractors, and those with whom it does business. This policy applies to 

all employees, workers, consultants, and other persons doing business with SIRM including wholly owned 

companies, contractors, and suppliers. 

SIRM acknowledges the risk that a supply chain may involve the use of a hidden or unknown subcontractor 

reliant on forced labour. Although SIRM as a higher education institution [1] considers the risk of modern 

slavery to be low due to the nature of its supply chains, it takes its responsibilities to combat modern slavery 

seriously as demonstrated by its promotion and adoption of the following policy measures: 

The prevention, detection, and reporting of modern slavery in any part of its business or supply chains is the 

responsibility of all those working for the School or under its control. 

Appropriate due diligence processes must be carried out in relation to modern slavery which may include 

considering human rights in a sector or country, the type of sector in which a service provider operates, the 

countries from which services are provided, the nature of relationships with suppliers, and the potential 

complexity of supply chain(s). 

All supply chain lines need to be continually risk assessed and managed in relation to modern slavery and any 

high-risk suppliers audited. 

The School encourages anyone to raise any concerns about modern slavery and will support anyone who acts 

in good faith. The School has a whistleblowing policy which can be used to report any instances of modern 

slaveryhttp://www.sirm.ac.uk/whistle-blowing-policy.html. 

Wherever possible, the School will obtain warranties from suppliers that they are free of modern slavery 

(which can be passed on to subcontractors). These warranty clauses are contained in its standard procurement 

contract documentation.  

 The School’s Anti-slavery and Anti-trafficking Statement is published annually on the SIRM website [above]. 

The School has dignitycontacts@sirm.ac.uk and equal opportunities policies.  

The School will continue to develop its commitment to combat modern slavery and will provide staff training 

as appropriate. We check how we’re measuring up against our business standards. The School Advisory Board 

looks at how we address modern slavery and human trafficking issues. 

Any breaches of this policy may result in SIRM taking disciplinary action against individual(s) and/or 

terminating its relationship with any organisation or supplier. 

This policy is managed by SIRM Administration Office and was approved in Jan 2019. 

 

 

http://www.sirm.ac.uk/
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Annex A: 

Where we receive goods or services (to be inserted in all procurement contracts) 

The Contractor acknowledges that as an organization carrying out business in the UK it is required to comply 

with the Modern Slavery Act 2015. The Contractor warrants that it does so and will take steps to ensure its 

operations and supply chains are trafficking- and slavery-free, including without limitation imposing 

substantially similar obligations to those in this clause where it is permitted to subcontract its obligations 

under this Agreement so that multi-level supply chains are addressed. The Contractor acknowledges and 

agrees that any breach of this warranty will constitute a material remediable breach of contract. 

The Contractor further warrants that neither it nor any of its officers, employees, nor so far as it is aware any 

subcontractor or other persons associated with it, have been convicted of any offence involving slavery and 

human trafficking. The Contractor acknowledges and agrees that any breach of this warranty will constitute an 

irremediable breach of contract. 

Where we provide goods or services 

SIRM acknowledges that it is an organization carrying out business in the UK. It is required to comply with the 

Modern Slavery Act 2015 and that pursuant to Section 54 of that Act it will publish annually the steps it is 

taking to ensure its operations and supply chains are trafficking- and slavery-free. 

SIRM EQUALITY AND DIVERSITY  

SIRM is committed to providing a high quality environment for employment, research and study and to 

ensuring the wellbeing of our staff and students. Our institutional values of freedom of expression and 

freedom of thought are underpinned by the principles of mutual respect and inclusivity, as well as celebration 

of diversity.  

This Equality & Diversity (E&D) Policy 2016-2021 supports SIRMs aspiration to be a respected higher education 

institution. We aim for high quality in all that we do, and to create a culture in which staff and students can be 

authentic and thrive. Our belief is that difference is welcome and embraced. 

Our aim is to build our staffing and ensure that our employment practices seek to ensure appropriate 

representation of women across all grades and types of roles. 

We will ensure that we maintain data to help us to find ways to ensure inclusivity across BME colleagues. All 

staff has a requirement to complete Equality & Diversity training, and we will introduce resources for 

harassment and unconscious bias. The staff salaries will be reviewed to undertake and publish regular Equal 

Pay Reports, to ensure no pay gap emerges.  

SIRM is concerned to tackle gender and ethnicity attainment gaps so that all students have equal opportunity 

to succeed. These activities show how we put into practice the aim to redress inequality and disadvantage. 

And seek positive change to both culture and practice. This E&D Strategy outlines our vision of how we plan to 

do this, taking forward this important work over the next five years.  

PURPOSE The Equality & Diversity Policy 2016-2021 and Action Plan for SIRM builds on foundations of 

institutional policy and resource commitment, legal compliance, specific objectives and senior engagement 

secured.  

http://www.sirm.ac.uk/
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The Policy identifies five key objectives on which to focus, with the aim of bringing about real improvements in 

these target areas over its duration. This development bring up-to-date the process required in law of 

reviewing, revising and publishing Equality Objectives. These priorities have been identified through 

consultation, insights gathered from central and local benchmarking and sector expertise. They add to SIRMs 

core activities of promoting equality and diversity, developing best inclusive practice, and maintaining 

compliance with equalities legislation. This E&D Strategy outlines an operational framework within which 

objectives are identified, addressed and implemented. Progress against milestones will be closely tracked at a 

senior level and reported to staff meetings and the School Advisory Board, relevant governance bodies, 

maximising opportunities for robust consideration of issues and their potential solutions.  

VISION AND PRIORITIES  

SIRM has a fundamental commitment to progressing equality, diversity and inclusion as guiding principles in 

pursuit of excellence in teaching, learning and research. Success and international reputation are underpinned 

by the belief that an equitable and supportive environment is integral to the pursuit of education, learning and 

research. We believe in enabling all in our community to access opportunities to learn and progress, and that 

diverse perspectives and experiences must be valued equally. Complementing the shared belief within the 

education sector that greater diversity improves overall performance, our Equality & Diversity Policy 2016-

2021 outlines approaches that will be undertaken over to ensure an environment for work and study where 

the rights and dignity of staff and students are upheld, and all are able to perform at their best.  

An Action Plan (Appendix 1) will be delivered within the SIRM governance structures. 

The implementation of the Policy will foster the progression of equality, diversity and inclusion for staff and 

students in support of SIRMs mission and ambitions:  

 To become a highly regarded institution  

 To gain an international presence and local impact  

 To create the environment, facilities and intellectual excitement to attract staff to SIRM  

 To engage and energise all those who work and study with the University 

CONTEXT In reviewing and refining our objectives to develop this Strategy, SIRM has sought to identify, 

address and remove inequality and disadvantage where evidence, qualitative or quantitative, shows these 

exist, so that all talent is nurtured and the quality of experience enhanced. This goes together with the 

fundamental importance of promoting the benefits of embedding equality, diversity and inclusion to create 

the collegiate conditions essential for achieving and maintaining excellence in academia.  

The integration of these principles into SIRM policy and practice within a legal framework to tackle 

disadvantage and discrimination is essential for inclusion. We are mindful of our obligations with regard to the 

Equality Act 2010 and its focus on the protected characteristics of age, gender, sexual orientation, 

pregnancy/maternity/paternity, religion or belief, race, disability, marriage/civil partnerships and gender 

reassignment.  

SIRM has specific responsibilities under the Public Sector Equality Duties to:  

 Pay due regard to the need to eliminate unlawful discrimination, harassment and victimisation o 

Advance equality of opportunity  

 Foster good relations between people from different protected groups. These responsibilities are fully 

incorporated into this Policy along with the publication of information on protected characteristics and 

http://www.sirm.ac.uk/
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analysis of the impact of University policies and practice on protected groups. 

(http://blog.hefce.ac.uk/2016/05/25/fair-enough-why-equality-and-diversity-matters/ 

In meeting the UK’s responsibility for sustaining and advancing a world-leading education system, this needs 

examination of both culture and practice in order to identify and address complex problems, and bring about 

the changes needed to end disadvantage and discrimination. A focused approach to tackle inequality and 

disparity is a good start, where some issues are generic to the sector, such as the need to secure greater 

diversity and gender balance in the professoriate and higher education leadership, or to consider 

intersectional inequalities. Other issues are particular to individual organisations, local motivations for 

embedding equality and diversity, or the aim to offer a particular high-quality experience.  

Combining these collective and individual efforts illustrates the highest priority placed to ensure that all staff 

and students are able to progress and flourish, regardless of difference, in their studies, research, academic or 

professional careers. In this context, our Equality & Diversity Strategy highlights the following key issues to 

focus on and take forward over the next five years. These objectives are all equally important and will 

contribute to achieving the changes needed to advance our commitments in this area.  

IMPLEMENTATION AND REVIEW The Equality & Diversity Policy 2016-2021 supports SIRMs academic mission. 

The Policy will be monitored,   and liaison on specific areas undertaken with other governance bodies as 

appropriate. Progress against the actions and work streams identified will be reported regularly to those 

bodies and included in SIRMs annual E&D Information Reports for its duration. This will ensure that there is 

regular scrutiny of activity in this area.  

Activities and achievements will be promoted to SIRM’s community and externally as appropriate. Resting 

responsibility with a senior officer ensures that equality, diversity and inclusion are central to business and 

planning, and are intrinsically embedded within SIRM’s functions as employer, education provider and 

research institute. Equality Champions   To ensure the visibility of high-level support for advancing equality, 

diversity and inclusion, SIRM is considering introducing Equality Champions - reflecting wider engagement 

across the institution.  

 SIRM seeks undertaking of this at a local level. This model of working enshrines the principle that 

responsibility for equality and diversity is recognised across the organisation, with local and central resources 

working together to improve culture and practice.  

Health and Safety  

The role of Health and Safety is to support all the varied aspects of SIRM’s activity, teaching and training. Our 

task is to contribute to the success of the School through the promotion of a safe and healthy place to work, 

study, visit and enjoy and accordingly, it is our mission: 

“to assist all sectors of the School by managing health and safety, and delivering professional services in 

support of SIRM’s core goals of teaching and training and operational needs.” 

Our approach is to ensure that health and safety must enable us to achieve our goals and not inhibit or stifle 

staff or students. We do this by: 

 Using help, advice and support to effectively manage health and safety in each Department. 

 Produce clear, sensible and proportional guidance and codes of practice and policy on topics as 

necessary. 

http://www.sirm.ac.uk/
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 Providing training courses developed and delivered to meet needs. 

 Undertaking an audit programme to ensure we are achieving legal compliance and supporting 

management needs. 

 Providing first points of contact with the regulatory authorities and supporting departments if / when 

they visit and inspect. 

 Carrying out an environmental monitoring programme. 

 Working with partners and the wider community. 

By working together we integrate health and safety into the overall good management of the School and as a 

straightforward part of our duties and responsibilities - if experiences are otherwise, please report this, so that 

we can continue to improve. 

SIRM is committed to achieving and maintaining the highest standards of health and safety for all employees, 

students and others who may be affected by the School's activities. This is accomplished by: 

 The identification of all workplace hazards 

 The identification of all people who may be exposed to the hazards 

 The evaluation of the significant risks to which employees, students and others are exposed 

 The recognition of the likelihood of foreseeable accidents, injuries or near misses occurring 

 The selection of realistic and practical precautions and control measures 

This process is called Risk Assessment. 

Risk Assessments must be carried out as part of the safety management process and should include looking at 

the equipment we use, the buildings we occupy and the systems of work we employ. They must be reviewed 

at a specified time. 

Risk Assessments will be carried out by persons who are trained and competent in the process but it is 

essential that everyone participates to make it a success. 

Health and Safety performance will be monitored regularly to ensure that Risk Assessments are adequate and 

that the control measures are being applied and working effectively. 

Guidance on Risk Assessment is provided in conjunction with approaches managed with the site management. 

The School’s Health and Safety Handbookincludes: (currently being updated with Beckett House management) 

 Policy Statement 

 Risk Assessment Guidance 

 Practical steps for effective Risk Assessment 

 Suggested Action Plan 

 Walk through Assessment form 

 Risk Assessment forms 

 Worked Examples 
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Useful links include: 

 HSE - Risk Assessment 

 IOSH - Risk Management (use the search facility) 

 Risk Assessment for Expectant and Nursing Mothers 

 Risk Assessment Forms 

SIRM EQUALITY AND DIVERSITY  

SIRM is committed to providing a high quality environment for employment, research and study and to 

ensuring the wellbeing of our staff and students. Our institutional values of freedom of expression and 

freedom of thought are underpinned by the principles of mutual respect and inclusivity, as well as celebration 

of diversity.  

This Equality & Diversity (E&D) Policy 2016-2021 supports SIRMs aspiration to be a respected higher education 

institution. We aim for high quality in all that we do, and to create a culture in which staff and students can be 

authentic and thrive. Our belief is that difference is welcome and embraced. 

Our aim is to build our staffing and ensure that our employment practices seek to ensure appropriate 

representation of women across all grades and types of roles. 

We will ensure that we maintain data to help us to find ways to ensure inclusivity across BME colleagues. All 

staff have a requirement to complete Equality & Diversity training, and we will introduce resources for 

harassment and unconscious bias. The staff salaries will be reviewed to undertake and publish regular Equal 

Pay Reports, to ensure no pay gap emerges.  

SIRM is concerned to tackle gender and ethnicity attainment gaps so that all students have equal opportunity 

to succeed. These activities show how we put into practice the aim to redress inequality and disadvantage. 

And seek positive change to both culture and practice. This E&D Strategy outlines our vision of how we plan to 

do this, taking forward this important work over the next five years.  

PURPOSE The Equality & Diversity Policy 2016-2021 and Action Plan for SIRM builds on foundations of 

institutional policy and resource commitment, legal compliance, specific objectives and senior engagement 

secured.  

The Policy identifies five key objectives on which to focus, with the aim of bringing about real improvements in 

these target areas over its duration. This development bring up-to-date the process required in law of 

reviewing, revising and publishing Equality Objectives. These priorities have been identified through 

consultation, insights gathered from central and local benchmarking and sector expertise. They add to SIRMs 

core activities of promoting equality and diversity, developing best inclusive practice, and maintaining 

compliance with equalities legislation. This E&D Strategy outlines an operational framework within which 

objectives are identified, addressed and implemented. Progress against milestones will be closely tracked at a 

senior level and reported to staff meetings and the School Advisory Board, relevant governance bodies, 

maximising opportunities for robust consideration of issues and their potential solutions.  

VISION AND PRIORITIES  

SIRM has a fundamental commitment to progressing equality, diversity and inclusion as guiding principles in 

pursuit of excellence in teaching, learning and research. Success and international reputation are underpinned 

by the belief that an equitable and supportive environment is integral to the pursuit of education, learning and 

http://www.sirm.ac.uk/
http://www.hse.gov.uk/risk/
http://www.iosh.co.uk/
http://www.safety.admin.cam.ac.uk/publications/hsd104m-risk-assessment-expectant-and-nursing-mothers
http://www.safety.admin.cam.ac.uk/publications/hsd045m-risk-assessment-forms
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research. We believe in enabling all in our community to access opportunities to learn and progress, and that 

diverse perspectives and experiences must be valued equally. Complementing the shared belief within the 

education sector that greater diversity improves overall performance, our Equality & Diversity Policy 2016-

2021 outlines approaches that will be undertaken over to ensure an environment for work and study where 

the rights and dignity of staff and students are upheld, and all are able to perform at their best.  

An Action Plan (Appendix 1) will be delivered within the SIRM governance structures. 

The implementation of the Policy will foster the progression of equality, diversity and inclusion for staff and 

students in support of SIRMs mission and ambitions:  

 To become a highly regarded institution  

 To gain an international presence and local impact  

 To create the environment, facilities and intellectual excitement to attract staff to SIRM  

 To engage and energise all those who work and study with the University 

CONTEXT In reviewing and refining our objectives to develop this Strategy, SIRM has sought to identify, 

address and remove inequality and disadvantage where evidence, qualitative or quantitative, shows these 

exist, so that all talent is nurtured and the quality of experience enhanced. This goes together with the 

fundamental importance of promoting the benefits of embedding equality, diversity and inclusion to create 

the collegiate conditions essential for achieving and maintaining excellence in academia.  

The integration of these principles into SIRM policy and practice within a legal framework to tackle 

disadvantage and discrimination is essential for inclusion. We are mindful of our obligations with regard to the 

Equality Act 2010 and its focus on the protected characteristics of age, gender, sexual orientation, 

pregnancy/maternity/paternity, religion or belief, race, disability, marriage/civil partnerships and gender 

reassignment.  

SIRM has specific responsibilities under the Public Sector Equality Duties to:  

 Pay due regard to the need to eliminate unlawful discrimination, harassment and victimisation o 

Advance equality of opportunity  

 Foster good relations between people from different protected groups These responsibilities are fully 

incorporated into this Policy along with the publication of information on protected characteristics  

and analysis of the impact of University policies and practice on protected groups. 

(http://blog.hefce.ac.uk/2016/05/25/fair-enough-why-equality-and-diversity-matters/) 

In meeting the UK’s responsibility for sustaining and advancing a world-leading education system. This needs 

examination of both culture and practice in order to identify and address complex problems, and bring about 

the changes needed to end disadvantage and discrimination. A focused approach to tackle inequality and 

disparity is a good start, where some issues are generic to the sector, such as the need to secure greater 

diversity and gender balance in the professoriate and higher education leadership, or to consider 

intersectional inequalities. Other issues are particular to individual organisations, local motivations for 

embedding equality and diversity, or the aim to offer a particular high-quality experience.  

Combining these collective and individual efforts illustrates the highest priority placed to ensure that all staff 

and students are able to progress and flourish, regardless of difference, in their studies, research, academic or 

professional careers. In this context, our Equality & Diversity Strategy highlights the following key issues to 

http://www.sirm.ac.uk/
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focus on and take forward over the next five years. These objectives are all equally important and will 

contribute to achieving the changes needed to advance our commitments in this area.  

IMPLEMENTATION AND REVIEW The Equality & Diversity Policy 2016-2021 supports SIRMs academic mission. 

The Policy will be monitored,   and liaison on specific areas undertaken with other governance bodies as 

appropriate. Progress against the actions and work streams identified will be reported regularly to those 

bodies and included in SIRMs annual E&D Information Reports for its duration. This will ensure that there is 

regular scrutiny of activity in this area.  

Activities and achievements will be promoted to SIRM’s community and externally as appropriate. Resting 

responsibility with a senior officer ensures that equality, diversity and inclusion are central to business and 

planning, and are intrinsically embedded within SIRM’s functions as employer, education provider and 

research institute. Equality Champions   To ensure the visibility of high-level support for advancing equality, 

diversity and inclusion, SIRM is considering introducing Equality Champions - reflecting wider engagement 

across the institution.  

 SIRM seeks undertaking of this at a local level. This model of working enshrines the principle that 

responsibility for equality and diversity is recognised across the organisation, with local and central resources 

working together to improve culture and practice.  

Health and Safety  

The role of Health and Safety is to support all the varied aspects of SIRM’s activity, teaching and training. Our 

task is to contribute to the success of the School through the promotion of a safe and healthy place to work, 

study, visit and enjoy and accordingly, it is our mission: 

“to assist all sectors of the School by managing health and safety, and delivering professional services in 

support of SIRM’s core goals of teaching and training and operational needs.” 

Our approach is to ensure that health and safety must enable us to achieve our goals and not inhibit or stifle 

staff or students. We do this by: 

 Using help, advice and support to effectively manage health and safety in each Department. 

 Produce clear, sensible and proportional guidance and codes of practice and policy on topics as 

necessary. 

 Providing training courses developed and delivered to meet needs. 

 Undertaking an audit programme to ensure we are achieving legal compliance and supporting 

management needs. 

 Providing first points of contact with the regulatory authorities and supporting departments if / when 

they visit and inspect. 

 Carrying out an environmental monitoring programme. 

 Working with partners and the wider community. 

By working together we integrate health and safety into the overall good management of the School and as a 

straightforward part of our duties and responsibilities - if experiences are otherwise, please report this, so that 

we can continue to improve. 

SIRM is committed to achieving and maintaining the highest standards of health and safety for all employees, 

students and others who may be affected by the School's activities. This is accomplished by: 

http://www.sirm.ac.uk/
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 The identification of all workplace hazards 

 The identification of all people who may be exposed to the hazards 

 The evaluation of the significant risks to which employees, students and others are exposed 

 The recognition of the likelihood of foreseeable accidents, injuries or near misses occurring 

 The selection of realistic and practical precautions and control measures 

This process is called Risk Assessment. 

Risk Assessments must be carried out as part of the safety management process and should include looking at 

the equipment we use, the buildings we occupy and the systems of work we employ. They must be reviewed 

at a specified time. 

Risk Assessments will be carried out by persons who are trained and competent in the process but it is 

essential that everyone participates to make it a success. 

Health and Safety performance will be monitored regularly to ensure that Risk Assessments are adequate and 

that the control measures are being applied and working effectively. 

Guidance on Risk Assessment is provided in conjunction with approaches managed with the site management. 

The School’s Health and Safety Handbook includes: (currently being updated with Beckett House 

management) 

 Policy Statement 

 Risk Assessment Guidance 

 Practical steps for effective Risk Assessment 

 Suggested Action Plan 

 Walk through Assessment form 

 Risk Assessment forms 

 Worked Examples 

Useful links include: 

 HSE - Risk Assessment 

 IOSH - Risk Management (use the search facility)  

 Risk Assessment for Expectant and Nursing Mothers 

 Risk Assessment Forms 

Dignity at Work  

The School expects all members of the SIRM community to treat each other with respect, courtesy and 

consideration at all times. All members of SIRM community are expected to behave professionally and have 

the right to expect professional behaviour from others. 

The aim of the Dignity at Work Policy is to support and sustain a positive working environment for all staff, free 

from any form of unacceptable behaviour.  It highlights the options available to staff if they believe they are 

subject to bullying, harassment or other unacceptable behaviour and sets out the responsibilities for managing 

and supporting staff when concerns are raised under the Dignity at Work Policy. 

The Dignity at Work Policy does not form part of and is not intended to vary the contract of employment or 

worker’s contract.  It may be amended from time to time, as necessary. 

http://www.sirm.ac.uk/
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Dignity @ Work Contacts provide confidential advice to those who feel that they are experiencing difficult 

working relationships, including bullying or harassment. If you would like to talk confidentially to a Dignity @ 

Work Contact, you should call XXXXX which is a confidential voice-mail number and leave your name and 

contact details, or email dignitycontacts@sirm.ac.uk with your name and contact details. 

Eligibility 

The principles of the Dignity at Work Policy apply to staff of SIRM and all visitors to SIRM (including academic 

visitors and visiting researchers, visitors to SIRM offices or those attending public events, customers, 

contractors, suppliers and their staff). This list is not exhaustive. 

If a member of staff wishes to raise a complaint they may do so by raising either a grievance or a dignity at 

work complaint, depending on which is more appropriate given the nature of their complaint and the scope of 

the Dignity at Work Policy.  Both routes provide fair and comprehensive grievance procedures and both 

provide channels of appeal in the event that the individual is not satisfied with the outcome.  Please note 

however that, staff are not entitled to raise the same grievance under both procedures. In circumstances 

where a student has a complaint concerning the behaviour of a member of SIRM staff, the matter should be 

dealt with under the SIRM Student Complaints Procedure.  The procedure is set out in SIRM policies 

https://www.sirm.ac.uk/2017-policies.html.  

A student may wish to seek support from his/her Tutor, Programme Leader, Supervisor/Advisor, Dean, Student 

Welfare Officer, or an officer of the relevant student association. 

Members of SIRM staff who have a complaint against a student should contact the Dean in the first instance.  

They may also like to seek support from their Programme Leader who may liaise with the Registrar or other 

source of support as appropriate.  

Statement of Policy 

SIRM is committed to protecting the dignity of staff, students, visitors to the School, and all members of SIRM’s 

community in their work and their interactions with others. 

The Dignity at Work Policy details this commitment and explains what actions can be taken if its principles are 

not observed.  The School encourages individuals and managers to make every effort to resolve dignity at work 

problems informally in the first instance as this is often the most effective method of dealing with 

unacceptable behaviour, including bullying and harassment. 

Dignity at work may involve equalities issues and UK discrimination law provides specific protection against 

discrimination, harassment and victimisation on a variety of grounds. The School takes its responsibilities in 

these areas very seriously. The Equality & Diversity policy provides more detailed information on these aspects 

of the law and SIRM’s responses: 

 

 

 

 

 

http://www.sirm.ac.uk/
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Procedure 

General Principles 

At any stage of the procedure, those involved in attempting a resolution or in investigating a complaint must 

act in accordance with good practice and certain principles: 

Natural justice 

Any person against whom a complaint has been made has the right to know the nature and sufficient details of 

the complaint in order to respond.  It is important that no decision is taken until the complaint has been 

investigated and the person against who the complaint has been made has had the opportunity to respond. 

Representation 

Both the complainant and the person against whom the complaint has been made may be accompanied to 

meetings and supported by a trade union representative or a work colleague. 

Confidentiality 

In order to safeguard individuals, confidentiality must be very strictly respected and information limited to 

those who have a need to know (and only to the extent necessary) for the purposes of the operation of these 

procedures and for maintenance of good order in the School. SIRM reserves the right to seek advice from or 

involve appropriate external authorities if it believes that it is under an obligation to do so. Any breach of 

confidentiality may result in disciplinary action being instigated.  

Conflict of interest 

A conflict of interest can be defined as a set of circumstances that creates a risk that professional judgement or 

actions regarding one interest will be unduly influenced by another interest.  Within SIRM, a formal 

investigation will not normally be undertaken or an appeal heard by someone in the same department as the 

individual/s concerned.  Concerns over conflicts of interest will be decided on a case-by-case basis. 

Malicious or vexatious complaints 

A complaint may be considered to be malicious or vexatious if it is made in bad faith, if deliberately false 

allegations are made as a form of bullying against a colleague or manager, or where there are a series of 

frivolous and clearly unfounded allegations.  

Records 

A note will be taken at meetings and will be sent to those present.  Notes will not be verbatim but should 

nevertheless be accurate.  The staff member interviewed will have an opportunity to comment on his/her 

notes.  The School and all those involved in this process must observe the data protection principles. The 

Human Resources Advisor should be consulted about filing and retention of all notes and documents. 

Timescales 

A complainant should make a complaint in a timely fashion (normally immediately after the incident or at the 

latest within three months of the most recent incident or occurrence of the behaviour), and once a complaint 

is made it must be investigated promptly. While it is important that an investigation is thorough, a long-drawn 

out investigation is not in the interest of either party.  However, there may be cases in which the investigation 

http://www.sirm.ac.uk/
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of a complaint is unavoidably delayed. Bullying, harassment or other unacceptable behaviour can have a 

serious effect on people and a complainant may not feel able to make a complaint without initial support or 

counselling. 

Support 

Following the conclusion of an investigation it is important that support is given by the Institution to both 

parties and, if appropriate, other staff in the workplace to try and resume a working relationship and to 

encourage a dignity at work ethos.  

 

SIRM EQUALITY AND DIVERSITY  

SIRM is committed to providing a high quality environment for employment, research and study and to 

ensuring the wellbeing of our staff and students. Our institutional values of freedom of expression and 

freedom of thought are underpinned by the principles of mutual respect and inclusivity, as well as celebration 

of diversity.  

This Equality & Diversity (E&D) Policy 2016-2021 supports SIRMs aspiration to be a respected higher education 

institution. We aim for high quality in all that we do, and to create a culture in which staff and students can be 

authentic and thrive. Our belief is that difference is welcome and embraced. 

Our aim is to build our staffing and ensure that our employment practices seek to ensure appropriate 

representation of women across all grades and types of roles. 

We will ensure that we maintain data to help us to find ways to ensure inclusivity across BME colleagues. All 

staff have a requirement to complete Equality & Diversity training, and we will introduce resources for 

harassment and unconscious bias. The staff salaries will be reviewed to undertake and publish regular Equal 

Pay Reports, to ensure no pay gap emerges.  

SIRM is concerned to tackle gender and ethnicity attainment gaps so that all students have equal opportunity 

to succeed. These activities show how we put into practice the aim to redress inequality and disadvantage. 

And seek positive change to both culture and practice. This E&D Strategy outlines our vision of how we plan to 

do this, taking forward this important work over the next five years.  

PURPOSE The Equality & Diversity Policy 2016-2021 and Action Plan for SIRM builds on foundations of 

institutional policy and resource commitment, legal compliance, specific objectives and senior engagement 

secured.  

The Policy identifies five key objectives on which to focus, with the aim of bringing about real improvements in 

these target areas over its duration. This development bring up-to-date the process required in law of 

reviewing, revising and publishing Equality Objectives. These priorities have been identified through 

consultation, insights gathered from central and local benchmarking and sector expertise. They add to SIRMs 

core activities of promoting equality and diversity, developing best inclusive practice, and maintaining 

compliance with equalities legislation. This E&D Strategy outlines an operational framework within which 

objectives are identified, addressed and implemented. Progress against milestones will be closely tracked at a 

senior level and reported to staff meetings and the School Advisory Board, relevant governance bodies, 

maximising opportunities for robust consideration of issues and their potential solutions.  

http://www.sirm.ac.uk/
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VISION AND PRIORITIES  

SIRM has a fundamental commitment to progressing equality, diversity and inclusion as guiding principles in 

pursuit of excellence in teaching, learning and research. Success and international reputation are underpinned 

by the belief that an equitable and supportive environment is integral to the pursuit of education, learning and 

research. We believe in enabling all in our community to access opportunities to learn and progress, and that 

diverse perspectives and experiences must be valued equally. Complementing the shared belief within the 

education sector that greater diversity improves overall performance, our Equality & Diversity Policy 2016-

2021 outlines approaches that will be undertaken over to ensure an environment for work and study where 

the rights and dignity of staff and students are upheld, and all are able to perform at their best.  

An Action Plan (Appendix 1) will be delivered within the SIRM governance structures. 

The implementation of the Policy will foster the progression of equality, diversity and inclusion for staff and 

students in support of SIRMs mission and ambitions:  

 To become a highly regarded institution  

 To gain an international presence and local impact  

 To create the environment, facilities and intellectual excitement to attract staff to SIRM  

 To engage and energise all those who work and study with the University 

CONTEXT In reviewing and refining our objectives to develop this Strategy, SIRM has sought to identify, 

address and remove inequality and disadvantage where evidence, qualitative or quantitative, shows these 

exist, so that all talent is nurtured and the quality of experience enhanced. This goes together with the 

fundamental importance of promoting the benefits of embedding equality, diversity and inclusion to create 

the collegiate conditions essential for achieving and maintaining excellence in academia.  

The integration of these principles into SIRM policy and practice within a legal framework to tackle 

disadvantage and discrimination is essential for inclusion. We are mindful of our obligations with regard to the 

Equality Act 2010 and its focus on the protected characteristics of age, gender, sexual orientation, 

pregnancy/maternity/paternity, religion or belief, race, disability, marriage/civil partnerships and gender 

reassignment.  

SIRM has specific responsibilities under the Public Sector Equality Duties to:  

 Pay due regard to the need to eliminate unlawful discrimination, harassment and victimisation o 

Advance equality of opportunity  

 Foster good relations between people from different protected groups These responsibilities are fully 

incorporated into this Policy along with the publication of information on protected characteristics and 

analysis of the impact of University policies and practice on protected groups. 

(http://blog.hefce.ac.uk/2016/05/25/fair-enough-why-equality-and-diversity-matters/ 

In meeting the UK’s responsibility for sustaining and advancing a world-leading education system. This needs 

examination of both culture and practice in order to identify and address complex problems, and bring about 

the changes needed to end disadvantage and discrimination. A focused approach to tackle inequality and 

disparity is a good start, where some issues are generic to the sector, such as the need to secure greater 

diversity and gender balance in the professoriate and higher education leadership, or to consider 

intersectional inequalities. Other issues are particular to individual organisations, local motivations for 

embedding equality and diversity, or the aim to offer a particular high-quality experience.  

http://www.sirm.ac.uk/
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Combining these collective and individual efforts illustrates the highest priority placed to ensure that all staff 

and students are able to progress and flourish, regardless of difference, in their studies, research, academic or 

professional careers. In this context, our Equality & Diversity Strategy highlights the following key issues to 

focus on and take forward over the next five years. These objectives are all equally important and will 

contribute to achieving the changes needed to advance our commitments in this area.  

IMPLEMENTATION AND REVIEW The Equality & Diversity Policy 2016-2021 supports SIRMs academic mission. 

The Policy will be monitored,   and liaison on specific areas undertaken with other governance bodies as 

appropriate. Progress against the actions and work streams identified will be reported regularly to those 

bodies and included in SIRMs annual E&D Information Reports for its duration. This will ensure that there is 

regular scrutiny of activity in this area.  

Activities and achievements will be promoted to SIRM’s community and externally as appropriate. Resting 

responsibility with a senior officer ensures that equality, diversity and inclusion are central to business and 

planning, and are intrinsically embedded within SIRM’s functions as employer, education provider and 

research institute. Equality Champions   To ensure the visibility of high-level support for advancing equality, 

diversity and inclusion, SIRM is considering introducing Equality Champions - reflecting wider engagement 

across the institution.  

SIRM seeks undertaking of this at a local level. This model of working enshrines the principle that responsibility 

for equality and diversity is recognised across the organisation, with local and central resources working 

together to improve culture and practice.  

Health and Safety  

The role of Health and Safety is to support all the varied aspects of SIRM’s activity, teaching and training. Our task is to 
contribute to the success of the School through the promotion of a safe and healthy place to work, study, visit and enjoy 
and accordingly, it is our mission: 

“to assist all sectors of the School by managing health and safety, and delivering professional services in support of SIRM’s 

core goals of teaching and training and operational needs.” 

Our approach is to ensure that health and safety must enable us to achieve our goals and not inhibit or stifle staff or 
students. We do this by: 

 Using help, advice and support to effectively manage health and safety in each Department. 

 Produce clear, sensible and proportional guidance and codes of practice and policy on topics as necessary. 

 Providing training courses, developed and delivered to meet needs. 

 Undertaking an audit programme to ensure we are achieving legal compliance and supporting management 

needs. 

 Providing first points of contact with the regulatory authorities and supporting departments if / when they visit 

and inspect. 

 Carrying out an environmental monitoring programme. 

 Working with partners and the wider community. 

By working together we integrate health and safety into the overall good management of the School and as a 
straightforward part of our duties and responsibilities - if experiences are otherwise, please report this, so that we can 
continue to improve. 

SIRM is committed to achieving and maintaining the highest standards of health and safety for all employees, students 
and others who may be affected by the School's activities. This is accomplished by: 

http://www.sirm.ac.uk/
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 The identification of all workplace hazards 

 The identification of all people who may be exposed to the hazards 

 The evaluation of the significant risks to which employees, students and others are exposed 

 The recognition of the likelihood of foreseeable accidents, injuries or near misses occurring 

 The selection of realistic and practical precautions and control measures 

This process is called Risk Assessment. 

Risk Assessments must be carried out as part of the safety management process and should include looking at the 
equipment we use, the buildings we occupy and the systems of work we employ. They must be reviewed at a specified 
time. 

Risk Assessments will be carried out by persons who are trained and competent in the process but it is essential that 
everyone participates to make it a success. 

Health and Safety performance will be monitored regularly to ensure that Risk Assessments are adequate and that the 
control measures are being applied and working effectively. 

Guidance on Risk Assessment is provided in conjunction with approaches managed with the site management. The 
School’s Health and Safety Handbook includes: (currently being updated with Beckett House management) 

 Policy Statement 

 Risk Assessment Guidance 

 Practical steps for effective Risk Assessment 

 Suggested Action Plan 

 Walk through Assessment form 

 Risk Assessment forms 

 Worked Examples 

Useful links include: 

 HSE - Risk Assessment 

 IOSH - Risk Management (use the search facility) 

 Risk Assessment for Expectant and Nursing Mothers 

 Risk Assessment Forms 

 

http://www.sirm.ac.uk/
http://www.safety.admin.cam.ac.uk/publications/hsd044m-risk-assessment-handbook
http://www.hse.gov.uk/risk/
http://www.iosh.co.uk/
http://www.safety.admin.cam.ac.uk/publications/hsd104m-risk-assessment-expectant-and-nursing-mothers
http://www.safety.admin.cam.ac.uk/publications/hsd045m-risk-assessment-forms
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Health and Safety 

The role of Health and Safety is to support all the varied aspects of SIRM’s activity, teaching and training. Our task is to 
contribute to the success of the School through the promotion of a safe and healthy place to work, study, visit and enjoy 
and accordingly, it is our mission: 

“to assist all sectors of the School by managing health and safety, and delivering professional services in support of SIRM’s 

core goals of teaching and training and operational needs.” 

Our approach is to ensure that health and safety must enable us to achieve our goals and not inhibit or stifle staff or 
students. We do this by: 

 Using help, advice and support to effectively manage health and safety in each Department. 

 Produce clear, sensible and proportional guidance and codes of practice and policy on topics as necessary. 

 Providing training courses, developed and delivered to meet needs. 

 Undertaking an audit programme to ensure we are achieving legal compliance and supporting management 

needs. 

 Providing first points of contact with the regulatory authorities and supporting departments if / when they visit 

and inspect. 

 Carrying out an environmental monitoring programme. 

 Working with partners and the wider community. 

By working together we integrate health and safety into the overall good management of the School and as a 
straightforward part of our duties and responsibilities - if experiences are otherwise, please report this, so that we can 
continue to improve. 

SIRM is committed to achieving and maintaining the highest standards of health and safety for all employees, students 
and others who may be affected by the School's activities. This is accomplished by: 

 The identification of all workplace hazards 

 The identification of all people who may be exposed to the hazards 

 The evaluation of the significant risks to which employees, students and others are exposed 

 The recognition of the likelihood of foreseeable accidents, injuries or near misses occurring 

 The selection of realistic and practical precautions and control measures 

This process is called Risk Assessment. 

Risk Assessments must be carried out as part of the safety management process and should include looking at the 
equipment we use, the buildings we occupy and the systems of work we employ. They must be reviewed at a specified 
time. 

Risk Assessments will be carried out by persons who are trained and competent in the process but it is essential that 
everyone participates to make it a success. 

Health and Safety performance will be monitored regularly to ensure that Risk Assessments are adequate and that the 
control measures are being applied and working effectively. 

Guidance on Risk Assessment is provided in conjunction with approaches managed with the site management. The 
School’s Health and Safety Handbook includes: (currently being updated with Beckett House management) 
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 Policy Statement 

 Risk Assessment Guidance 

 Practical steps for effective Risk Assessment 

 Suggested Action Plan 

 Walk through Assessment form 

 Risk Assessment forms 

 Worked Examples 

Useful links include: 

 HSE - Risk Assessment 

 IOSH - Risk Management (use the search facility) 

 Risk Assessment for Expectant and Nursing Mothers.  

 Risk Assessment Forms 
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SIRM Whistle blowing policy  

Advice and Instructions for Staff 

The term ‘whistleblowing’ has no legal definition; however, it has been used to describe incidents where an 
employee publicly discloses some alleged wrongdoing within an organisation. 

The Public Interest Disclosure Act 1998 aims to promote greater openness in the workplace and, by amending 
the Employment Rights Act 1996, protects ‘whistleblowers’ from detrimental treatment, i.e. victimisation or 
dismissal, for raising concerns about matters in the public interest. In providing this protection, the Act also 
reinforces the obligations of all persons employed by the School not to disclose to external sources any trade 
secrets or confidential information acquired during the course of their employment unless they fall within the 
qualifying for protection disclosures. 

This statement, which incorporates advice from the CVCP, sets out the School's Policy and provides in some 
detail advice and guidance to staff on the scope of the Policy. It explains that any member of staff who has a 
reasonable belief that there is serious malpractice relating to any of the protected matters specified in the 
Policy may raise a concern under the procedure agreed by the School Advisory Board and which is described in 
this statement. There is also information about the rights of staff to raise the matter externally if they are not 
satisfied with the School's response and the protection afforded to them if they choose to do this after the 
internal procedures have been exhausted. 

Introduction 

All persons employed by the School are under an obligation implied in their contract of employment to give 
honest and faithful service to their employer. This includes an obligation not to disclose to external sources 
any trade secrets or confidential information acquired during the course of employment or act in a manner 
that will undermine the mutual trust and confidence on which the employment relationship is based. 
The Public Interest Disclosure Act 1998 complements those obligations by providing protection to employees 
for disclosure made without malice and in good faith of certain specific confidential information to a third 
party in defined circumstances. These are outlined below in paragraph 3. The purpose of this policy is to 
provide a means by which staff are enabled to raise concerns with the appropriate School authorities if they 
have reasonable grounds for believing there is serious malpractice within the Institution. The School 
encourages staff to raise matters of concern responsibly through the procedures laid down in this policy 
statement. 

The policy is designed to deal with concerns raised in relation to the specific issues which are in the public 
interest and are detailed in paragraph 3 below, and which fall outside the scope of other University policies 
and procedures. The policy will not apply to personal grievances concerning an individual's terms and 
conditions of employment, or other aspects of the working relationship, complaints of bullying or harassment, 
or disciplinary matters. Such complaints will be dealt with under existing procedures on grievance, bullying and 
harassment, discipline and misconduct in research. Details of these procedures will be found in the relevant 
staff handbook and published on the web. 

The policy may deal with specific concerns which are in the public interest and may include: 

 a criminal offence 

 failure to comply with legal obligations or with the Regulations of the School  

 financial or non-financial maladministration or malpractice or impropriety or fraud 

http://www.sirm.ac.uk/
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 academic or professional malpractice 

 a risk to the health or safety of any individual 

 environmental damage 

 a miscarriage of justice 

 improper conduct or unethical behaviour 

 attempts to suppress or conceal any information relating to any of the above 

If in the course of investigation any concern raised in relation to the above matters appears to the investigator 
to relate more appropriately to grievance, bullying or harassment, or discipline, those procedures will be 
invoked. 

Any member of staff who has a reasonable belief that there is serious malpractice relating to any of the 
protected matters specified above, may raise a concern under the procedure detailed in paragraphs below. 
The issues raised under the protected list may relate to another member of staff, a group of staff, the 
individual's own partner Institution or another part of the School. Concerns must be raised without malice and 
in good faith, and the individual must reasonably believe that the information disclosed, and any allegations 
contained in it, are substantially true. The disclosure must not be made for purposes of personal gain, and in 
all the circumstances it must be reasonable to make the disclosure. The School will ensure that any member of 
staff who makes a disclosure in such circumstances will not be penalised or suffer any adverse treatment for 
doing so. However, a member of staff who does not act in good faith or makes an allegation without having 
reasonable grounds for believing it to be substantially true, or makes it for purposes of personal gain, or makes 
it maliciously or vexatiously may be subject to disciplinary proceedings. 

In view of the protection afforded to a member of staff raising a bona fide concern, it is preferable if that 
individual puts his/her name to any disclosure. The identity of the person raising the matter will be kept 
confidential, if so requested, for as long as possible provided that this is compatible with a proper 
investigation. Anonymous complaints are not covered by this procedure, but may be reported, investigated or 
acted upon as the person receiving the complaint sees fit (including the use of this procedure), having regard 
to the seriousness of the issue raised, the credibility of the complaint, the prospects of being able to 
investigate the matter, and fairness to any individual mentioned in the complaint. 

To raise a concern under the policy please complete the whistle blowing complaint form which can be 
found on the website. You will be firstly be asked to provide a valid email address and then asked to complete 
the form. Once the form has been submitted it will be assigned to a suitable person. 

The person to whom the disclosure is assigned will decide whether the matter should be dealt with under this 
procedure. If he or she considers that the matter should be dealt with under a different School procedure, 
s/he will advise the person making the disclosure as to the appropriate steps which should be taken 

If you are unsure about whether your concerns are best dealt with under this policy or Grievance procedure, 
please read the scope of policy section above, which provides examples of the issues that should be reported 
using this form. If, having read the whistleblowing policy, you remain unsure about which procedure to use, 
please consult the Director of Administration for further advice. 

The process followed is as follows. The person to whom the disclosure is made will normally consider the 
information and decide whether there is a prima facie case to answer. He or she will decide whether an 
investigation should be conducted and what form it should take. This will depend on the nature of the matter 
raised and may be 

 investigated internally 

 referred to the External Auditors 
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 the subject of independent enquiry 

Some matters following investigation, will need to be referred to the relevant outside body, e.g. the Police, or 
Funding Body. If the person to whom the disclosure is made decides not to proceed with an investigation, the 
decision will be explained as fully as possible to the individual who raised the concern. It is then open to the 
individual to make the disclosure again either to another of the persons specified in the paragraph above or to 
the Chair of the Audit Committee. 

Any investigation will be conducted as sensitively and speedily as possible. The employee will be notified of the 
intended timetable for the investigation. The person to whom the disclosure is made may authorise an initial 
investigation to establish the relevant facts. The investigation may be conducted by the internal auditor in the 
case of a financial irregularity, or by another person. The investigator will report his or her findings to the 
person to whom the disclosure was made, who will then decide if there is a case to answer and what 
procedure to follow. This may include taking steps with the competent authority to set up a special internal 
independent investigation or reference to some external authority, such as the police, for further 
investigation. The decision may be that the matter would be more appropriately handled under existing 
procedures for grievance, bullying and harassment, or discipline. 

Where disclosure is made the person or persons against whom it is made will be told at an early stage of it and 
of the evidence supporting it, and they will be allowed to respond. 

The individual making the disclosure will be informed of what action is to be taken. 

Should an investigation or referral lead the appropriate School authority to conclude there has been a breach 
of School discipline, the member or members of staff responsible may, in addition to any civil or criminal 
proceedings, be subject to disciplinary action in accordance with the appropriate disciplinary procedures for 
the relevant category of staff. 

Records 

An official written record will be kept of each stage of the procedure. 

A report of all disclosures and subsequent actions taken will be made by the persons deciding on the issues. 
This record should be signed by the Investigating Officer and the person who made the disclosure, and dated. 

Where appropriate the formal record need not identify the person making the disclosure, but in such a case 
that person will be required to sign a document confirming that the complaint has been investigated. Such 
reports will normally be retained for at least five years. In all cases a report of the outcome will be made to the 
School Advisory Board, which will refer the report on appropriately if necessary. 

Advice for staff  

The School acknowledges the difficult choice a member of staff may have to make in raising a concern. As the 
issues that prompt the concern are likely to be complex, how the member of staff proceeds with his or her 
concern will vary from situation to situation. The following advice is recommended if a member of staff wishes 
to make a disclosure: 

 make any objections to illegal, unsafe or unethical practices promptly so as to avoid any 
misinterpretation of the motives for doing so; 

 focus on the issues and proceed in a tactful manner to avoid unnecessary personal antagonism which 
might distract attention from solving the problem; 

 be accurate in his/her observations and claims and keep formal records documenting relevant events 
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Members of staff may also wish to seek independent legal advice. 

The School accepts that it has an obligation to ensure that staff who make a disclosure without malice and in 
good faith are protected, regardless of whether or not the concern raised is upheld. A member of staff who 
has made a disclosure and who feels that, as a result, he or she has suffered adverse treatment should submit 
a formal complaint under the grievance procedure as set out in the relevant staff handbook and in the statutes 
and ordinances detailing what has been done to him or her. If it appears that there are reasonable grounds for 
making the complaint, the onus will be on the person against whom the complaint of adverse treatment has 
been made to show that the actions complained of were not taken in retaliation for the disclosure. 

Where it is determined that there is a prima facie case that a member of staff has suffered adverse treatment, 
harassment or victimisation as a result of his or her disclosure, a further investigation may take place and 
disciplinary action may be taken against the perpetrator in accordance with the relevant procedure. 

External reporting  

If, having exhausted this procedure, a member of staff is not satisfied with the response provided and 
reasonably believes that the information disclosed, and any allegation contained in it, are substantially true, he 
or she is at liberty to take the matter further by raising it with certain bodies or persons such as: 

 HEFCE 
 a member of Parliament 
 a legal adviser 
 other bodies or persons (if any) prescribed by the Secretary of State under Section 43F of the 

Employment Protection Act 1996, as amended by Section 1 of the Public Interest Disclosure Act 1998 

A member of staff who makes an external complaint in good faith to any prescribed body or person after 
exhausting the School’s procedure, will be protected against victimisation or other adverse treatment. 
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