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BOWLERS COMMUNITY NURSERY
WHISTLEBLOWING POLICY

At Bowlers Community Nursery we endeavour to work to an agreed high professional standard which is measured through supervision, appraisals and where appropriate observation of the staff’s working practices.

Job Profiles and the Staff Code of Conduct set the framework and boundaries in which staff are expected to work. The intent of the whistleblowing policy is to empower the staff to report any issues or concerns in regards to staff, students, Directors and users of the setting without fear of discrimination or reprisals.
AIMS:

· To ensure staff understand their responsibility to disclose concerns

· To provide an avenue in which staff can disclose any concerns which they believe to be true without prejudice 

· To inform staff, parents & users of the setting of the structure in which complaints can be heard, investigated and reported within an agreed timeframe

· To reassure the staff, parents & users that confidentiality will be maintained where possible and they will be protected against any forms of harassment, discrimination or victimisation

WHAT CONSTITUTES WHISTLEBLOWING:

A concern is raised if the person feels that someone is working in a way that may be considered dangerous, harmful, illegal or bring the nursery into disrepute, examples of this could be: 

· Fraud or misuse of money or the nursery property

· A criminal offense

· An abuse of power

· Risk to the health & safety of others

· Any safeguarding concerns in relation to children 

· Violent, emotional or mental abuse

· Discrimination

· Failure to comply with legal obligations

· The misuse of the nursery name or property for gain

Bowlers Nursery is committed to the following legislations and guidelines to ensure good practice:

The Public Interest Disclosure Act 1998
REPORTING A CONCERN:  

· Staff, Parents & users should raise their concerns to the Manager; where the concern may be against the Manager the concern should be raised with the Chair Victoria Amoruso (victoria_amoruso@yahoo.com)
· When disclosing the concern provide as much information as possible including the name(s) of the person(s) involved, background information, nature of the concern and any relevant dates
· The person disclosing a concern does not need burden of proof but must demonstrate that their concern is without prejudice, that they will not gain from the disclosure and that there is reasonable grounds for their concern

· Confidentiality will be respected and all parties will be treated fairly

· The Manager (or Chair in concerns raised against the Manager) will determine whether there is sufficient grounds to warrant an investigation and what form it will take; the Manager will then report back to the person raising the concern with the decision.
DEALING WITH CONCERNS:

· The person leading the investigation (Manager/Chair/Local Authority Designated Officer) will interview the complainant and a written statement will be obtained.
· The person leading the investigation will provide a likely timeframe

· If it is a safeguarding matter the usual safeguarding procedures will apply

· The person leading the investigation will interview all those involved; records will be kept and stored securely

· The complainant will be kept informed throughout the investigation where appropriate (unless it is a criminal/safeguarding matter or deemed a conflict of confidentiality)
· Bowlers will endeavour to protect the complainant’s anonymity however this cannot be guaranteed

· The complainant is at risk of disciplinary action if it is later found out that the grounds of their complaint was a malicious act or for personal gain

· Following the conclusion of the investigation all parties will be informed via a written report (confidentiality will be maintained where possible). 
· If there is inconclusive evidence or other staff/persons do not corroborate the claim then no further action will be taken

· If the complainant is not happy with the outcome or feels that the matter has been dealt with unduly s/he can put her/his concerns in writing to the Co-Chairs (if the Manager carried out the investigation) 
· If the person leading the investigation deems there is sufficient grounds for the concerns raised, disciplinary action will be initiated (the complainant may not get all the information pertaining to the decision in order to maintain confidentiality)
ANONYMOUS REPORTING:

· Staff, parents and users of the setting have the right to raise their concerns in confidence without fear that they will be ‘found out!’; however, investigating concerns may become problematic if anonymity is maintained; in these cases the complainant will be told that their name may have to be used

· If the complainant’s name has to be disclosed it will kept within the confines of the investigation 

· If disciplinary action is a result of the whistleblowing concern the complainant may have to provide a statement or be included in interviews and will therefore lose their anonymity  

· It is Bowlers intent to safeguard the person whistleblowing 

· ‘A worker has the right not to be subjected by detriment to any act, or any deliberate failure to act by his employer done on the ground that the worker has made a protected disclosure’ (Public Interest Disclosure Act 1998) 

ADVICE:

· If you wish to seek advice before whistleblowing then you may contact:

· Director of Staffing
· Trade Union or other professional organisations

· Audit Commission Public Interest Disclosure Act Hotline (020 7630 1019)

· Public Concern at Work (020 7404 6609) https://www.pcaw.co.uk) 
REPORTING OUTSIDE THE NURSERY:

 There may be specific matters in which you feel that it may be best served to deal with external agencies and it is prudent that you seek advice before seeking this route. However you may wish to contact:
· Islington Council Early Years Foundation Stage Team  - Penny Kenway (Head of Services) 020 7527 6103
· Islington  Council – Tim Djavit (Local Authority Designated Officer) 
          020 7527 8102
· Ofsted 0300 123 1231
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