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The Mary Platt Methodist Pre-School
[Type here]


The Safeguarding and Welfare Requirements: Suitable People
Providers must ensure that people looking after children are suitable to fulfil the requirements of their roles.








Status: Updated August 2021 
Employment
1.9 Whistle-blowing
EYFS key themes and commitments
	A Unique Child
	Positive Relationships
	Enabling Environments
	Learning and Development

	Keeping safe
	Respecting Each other
	
	


Introduction 
Whistleblowing is about helping people have a voice to raise legitimate concerns or worries about an organisation’s activities and practices. 

The Mary Platt Methodist Pre-school have adopted this policy to make it possible for anyone who works for, or on behalf of Mary Platt Methodist Pre-school to raise concerns they have and to be sure those issues will be taken seriously.
Whistleblowing relates to all those who work with or within the setting, it gives individuals an opportunity to raise in confidence any issues or concerns they may have that relate to the organisation, it is not a grievance procedure - if the issue or concern affects your own personal circumstances then the settings grievance procedure should be followed.
Policy Statement
It is important for individuals to feel safe and listened to when raising concerns. An open approach to whistleblowing promotes the values of openness and transparency and encourages employees to treat service users with dignity, respect, and compassion. In that way, the wellbeing and safety of service users and the provision of good care become part of the culture

Whistleblowing is when someone who works in or for an organisation passes on information, which they reasonably believe shows wrongdoing or a cover-up by that organisation. For example, the information may be about activity that is illegal or that creates risks to the health and safety of others. The concern may relate to something that has happened, is happening or that a person may fear will happen in the future.

Procedures
In the first instance, concerns should be raised with the Pre-school Leader. If the information involves the Pre-school Leader, the Chair of the Trustees should be informed and if the Pre-school Leader and Trustees are implicated then Ofsted should be contacted directly. 

 Concerns are best raised in writing using the following steps:

· Identify -the bad practice, what is worrying you and why.
· Record – exactly what was witnessed giving names, dates, and places where possible and the reason why you are particularly concerned.

· Confide – Chairperson, Leader or Supervisor 

· Investigate – All reports will be fully investigated, and the whistle-blower will be informed.  

The member of staff instigating the whistleblowing will receive in writing, acknowledgement that the concern has been received (within 10 days of being raised). 

The person against whom the allegation is made will be informed of the allegation and interviewed immediately.  Following an interview, if there is any potential substance to the allegation, they will be suspended on full pay pending further investigation.  
There may be issues of confidentiality which mean that the member of staff may not be provided with all details, but a report of an outcome should be provided.
Investigations will be in line with CSCB procedures and conducted in conjunction with the CSCB.  The correct procedure for reporting an allegation will be followed and Ofsted will be informed.  

Confidential records will be kept of the allegation and of all subsequent proceedings.

It is the responsibility of the Pre-School leader to ensure that any reports are thoroughly investigated, and findings are reported.  If the report relates to the Pre-School Manager, then the Chair of Trustees will be informed, and Ofsted may be approached. 
If the employee (whistle-blower) feels victimised or does not believe that their concerns have been taken seriously, they can report it to the Chair of Trustees or to Ofsted. They can also consult the independent whistle-blowing charity ‘Public Concern at Work, or an independent legal advisor.

 Any malicious reports that are made by an employee will lead to disciplinary action.   
Contact details for Ofsted  
Ofsted Whistle-blowing Hotline:    0300 123 3155
Email:   whistleblowing@ofsted.gov.uk 
Address:    WBHL Ofsted Piccadilly Gate Store Street Manchester M1 2WD
Legal Requirements
The law provides legal protection to workers who have been victimised at work or lost their job because they have ‘blown the whistle’.[1] To receive the legal protection, a whistle-blower must:

· Be a ‘worker’ for the organisation about which they are whistleblowing.
· Reasonably believe they are acting in the public interest.
· Whistle-blow to either the appropriate people within their organisation or to a relevant third party, such as Ofsted.

The definition of ‘worker’ for whistle-blowing purposes includes employees, temporary agency staff, home workers, trainees on vocational schemes, and those whose employment has ceased. It does not cover the self-employed, volunteers or foster carers. While these groups are not covered by the legislation that protects whistle blowers, their concerns would be listened to seriously and raised with the appropriate person.

The Public Interest Disclosure Act 1998 (PIDA) [2] amends the Employment Rights Act 1996 (ERA) [3] by inserting Part IVA (protected disclosures) into the ERA. It offers protections to workers from any detriment from their employer that arises from the worker making a protected disclosure (‘a qualifying disclosure’). Disclosure is another word for whistleblowing.

To receive these protections, a worker must make a qualifying disclosure. This is any disclosure of information where:

· In the reasonable belief of the worker making the disclosure, it is made in the public interest and tends to show one or more of the factors outlined in Section 43B of the PIDA, www.legislation.gov.uk/ukpga/1998/23.
· The worker makes it to one of a number of specified persons outlined in Sections 43C to 43F of the PIDA, www.legislation.gov.uk/ukpga/1998/23.
· It may also be appropriate for a worker to make a disclosure under Section 43G (disclosure in other cases), or Section 43H (disclosure of exceptionally serious failure) of the PIDA.

Complaints and grievances are different to whistle-blowing and other employing organisations’ policies and procedures should be followed.

For further information and guidance employees can refer to the Cumbria CSCB Whistle-blowing policy.
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