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Whistle Blowing Policy
This policy outlines Little Owls’ (LO) approach to Whistleblowing and has been
devised in accordance with the provisions of the Public Interest Disclosure Act 1998
which encourages employees to raise genuine concerns about misconduct or
malpractice in the workplace, in order to promote good governance and
accountability.
LO is committed to delivering a high quality facility, promoting openness, honesty
and organisational accountability to maintain the confidence of the parents and
professionals we work with. We expect a high standard of conduct and integrity
from all our employees.
We define whistle blowing as raising a concern about misconduct or malpractice
within our organisation and covers behaviour, which amounts to:
▪ a criminal offence
▪ failure to comply with any legal obligation
▪ danger to health and safety of an individual and/or environment
▪ failure to ensure the safety and well-being of any child
▪ financial irregularities
▪ deliberate concealment of information about the above.
(This list is not exhaustive)
We aim to encourage all our employees to feel confident in raising serious concerns
and provide appropriate avenues for dealing with them. We feel that any employee
who has a serious concern about any aspect of our work should voice their
concerns through established internal channels, without fear of harassment or
victimisation. We aim to ensure that employees are protected from possible
reprisals or disadvantage where they have raised a concern or disclosed
information in good faith. This policy is not intended to be substitute for, or an
alternative to our formal Grievance Procedure, which relates to individuals concerns
about their own employment.
Aims and scope of the policy
This policy aims to:
▪ encourage employees to feel confident in raising concerns and to question
and act upon their concerns;
▪ provide avenues for employees to raise these concerns and receive
feedback on any action taken;
▪ allow employees to take the matter further if they are still dissatisfied; and
▪ reassure employees that they will be protected from reprisals or victimisation
for whistleblowing in good faith in accordance with this procedure.
This policy applies to all employees of our setting, including those employed on a
temporary basis, casual or agency workers, trainees or volunteers.
Any allegations relating to child protection will follow the procedures set out in our
Child Protection and Safeguarding Children policy.
Harassment or Victimisation
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We recognise that the decision to report a concern can be a difficult one to make,
not least because of the fear of reprisal from those responsible for, or suspected of,
the malpractice. We will not tolerate harassment or victimisation and will take action
to protect staff when they raise a concern in good faith. This does not mean that if a
member of staff is already the subject of disciplinary or redundancy procedures,
those procedures will be halted as a result of their ‘whistleblowing’.
Confidentiality
We will do our utmost to protect an individual's identity when they raise a concern
and do not want their name to be disclosed. It must be realised and appreciated,
however, that the investigation process itself may well reveal the source of the
information, and, depending on the outcome, a formal statement by the individual
may be required as part of the evidence.
Anonymous Allegations
This policy is designed to encourage staff to put their names to allegations.
Concerns expressed anonymously are much less powerful, but they will be
considered at the management’s discretion. In exercising this discretion, the
factors to be taken into account would include:
▪ the seriousness of the issue raised;
▪ the credibility of the concern; and
▪ the likelihood of confirming the allegation from attributable sources.
Untrue Allegations
If an employee makes an allegation in good faith, but it is not confirmed by the
investigation, no action will be taken against them. If, however, individuals make
malicious or vexatious allegations, disciplinary action may be considered and
implemented.
Raising a concern
Employees are encouraged to report any concerns to one of the following persons.
They are listed in order of preference. However, if the employee believes that any of
these persons are implicated in the concern they are raising they should feel free to
report to the next most preferred person:
▪ We therefore encourage practitioners to feel confident in raising concerns and to
question and act upon them. We provide avenues for practitioners to raise these
concerns with the Managers, Lisa Bailey (Mannamead) and Lisa Lamb (St
Budeaux) and their Deputies. We also ensure that we feed back on any action
we may take as a result. We allow practitioners to take the matter further if they
are dissatisfied with our response.
▪ We will do our utmost to protect a practitioner’s identity when they raise a
concern and do not want their name to be disclosed, however this cannot
always be guaranteed. In recognition of this, we will aim to protect any
practitioner from harassment, and reassure them that they will be protected from
reprisals for whistle blowing in good faith in accordance with our policy. If,
however, individuals make malicious or vexatious allegations, disciplinary action
may be considered and implemented.
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▪ If a member of staff has any concerns about another member of staff, including
the manager they should inform their Designated Safeguarding Person. The DSP
will then follow the detailed procedure outline in the ‘Procedure for making a
referral to the Local Authority Designated Officer (LADO) for allegations of abuse
against staff members and/or volunteer’. In the case of the Manager, the DSP
will liaise with the Chair of the Trustees and the LADO. The DSP will also inform
Maria Hollett Welfare Officer Plymouth Early Years who will assist with advice
and protocol.
▪ If the concern is about the DSP then you should inform the LADO directly.
▪ Any member of staff faced with an accusation can look at ‘A guide for staff and
volunteers who work with children and are faced with an allegation of abuse’.
▪ ‘Referral to the LADO prompt card’ is also available from the setting to help with
the process.
Employees who are unsure about reporting or do not feel at ease raising the
concern through the above route are encouraged to seek advice in confidence from
a senior colleague.
Where relevant, employees may also invite their Trade Union or professional
association to raise the concern on their behalf.
Concerns are better raised in writing. The background and history of the concern,
giving names, dates and places where possible, should be set out and the reason
why the individual is concerned about the situation. Those who do not feel able to
put their concerns in writing may raise the matter verbally with the most appropriate
person.
Although staff are not expected to prove the truth of their concern, they will need to
demonstrate to the person contacted that there are sufficient grounds for concern.
Where possible, all employees should endeavor to raise concerns internally;
however should any employee have a concern that a child is at risk of significant
harm, our safeguarding policy should be implemented, and the relevant agencies
notified as a priority.
The national child abuse whistle blowing helpline, run by the NSPCC can provide
advice to employees who feel unable to raise concerns about suspected child
abuse internally. They can be contacted on 0800 028 0285 (line is available from
8am to 8pm, Monday to Friday) or email help@nspcc.org.uk.
Should there be concerns that our setting is not meeting Ofsted registration and
inspection requirements, ideally again these should be addressed internally.
However if an employee feels that they are unable to raise the concerns with an
appropriate internal colleague, and feels the safety and well-being is significantly
compromised, they should contact Ofsted on 0300 123 1231 for further advice or
Early Years Service on (01752) 307450.
How we will respond
Within ten working days of a concern being received, we will write to the employee
▪ acknowledging that the concern has been received;
▪ indicating how we propose to deal with the matter;
▪ telling the employee whether any initial enquiries have been made;
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▪ telling the employee whether further investigations will take place, and if not,
why not.
The action we take will depend on the nature of the concern.
The matters raised may:
be investigated internally
be referred to the Police
be referred to Multi-Agency Hub
be referred to Ofsted
be referred to any other relevant organisation.
In order to protect individuals and ourselves, initial enquiries will be made to decide
whether an investigation is appropriate and, if so, what form it should take.
Concerns or allegations which fall within the scope of other, existing, procedures
(for example, child protection or equality issues) will normally be referred for
consideration under those procedures.
Some concerns may be resolved without the need for investigation.
The amount of contact between the Manager considering the issues raised and the
complainant will depend on the nature of the matters raised, the potential difficulties
involved and the clarity of the information provided.
When any meeting is arranged, employees have the right, if they so wish, to be
accompanied by a Union or professional association representative or a friend who
is not involved in the area of work to which the concern relates.
We will take steps to minimise any difficulties which staff may experience as a result
of raising a concern. For instance, if employees are required to give evidence in
criminal or disciplinary proceedings, we will advise them about the procedure.
We accept that employees need to be assured that the matter has been
properly addressed. Thus, subject to legal constraints, members of staff will
receive information about the outcomes of any investigations.
If an employee is not assured that the matter has been properly addressed, they
should contact the next most senior manager, or consider an alternative method of
taking forward a complaint.
Following up concerns raised
Whatever method of raising a concern has been chosen, effective and efficient
communication and support systems are fundamental to the success of this policy
and in giving employees confidence that issues which they raise will be thoroughly
and conscientiously investigated.
Responding to concerns raised
We will respond in any situation where individuals have raised a concern under the
procedure outlined above. In order to protect individuals and any person(s)
accused, initial inquiries will be made to establish whether a formal investigation is
appropriate and, if so, what form it should take.
The initial inquiry will normally be conducted by the Manager with whom the
concern was initially raised, in consultation with the registered person/committee of
the setting.
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Some concerns will be resolved without the need for a formal investigation. Where a
formal investigation is required, it is likely to take the form of an investigation by
senior management. In certain cases, the matters raised may be referred to the
Police, Multi-Agency Hub or any other relevant outside agency.
The overriding principle that we will consider in investigating any issue is the public
interest. Concerns or allegations that fall within the scope of our existing
procedures, such as disciplinary matters or child protection, will normally be
referred for consideration under those procedures.
Alternative methods of taking forward a complaint.
This policy is intended to provide staff with an avenue to raise concerns internally. If
an individual feels it is right to take the matter outside this process, the following are
possible contact points:
▪ relevant professional bodies or regulatory organisations, including the Preschool Learning Alliance, National Day Nurseries Association and Ofsted.
▪ Early Years Service
▪ Multi-Agency Hub
▪ independent solicitor
▪ ACAS
▪ the Police.
If an employee does take the matter outside the setting, they need to ensure that
they do not disclose confidential information or that disclosure would be privileged
(other than information which would constitute a child protection concern, where the
issue of confidentiality is over-ridden).
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Overall responsibility
The registered person has overall responsibility for overseeing and/or undertaking
any investigation. A written record of the concern raised, the resulting investigation
and outcome will be maintained confidentially.
Review and monitoring
This policy is to be reviewed and monitored at least annually.
Contacts
▪ Gateway – 01752-305200/ 01752-307160 (Practitioner’s Line)
▪ Multi-Agency Hub 01752-305200flisa
▪ Out of hours Emergency Team : 01752 346984
▪ Local Authority Designated Officer (LADO) (Simon White) – 01752
307144/01752-307535
▪ Maria Hollett Welfare Officer Early Years T 01752308997 / Mobile : 07795121445
▪ Devon & Cornwall Prevent Team – https://www.plymouth.gov.uk/
antisocialbehaviourandcrime/preventingterrorism
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