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Whistleblowing Policy

Introduction

At Pembrokeshire People First (PPF), the culture of support where staff and
members feel safe it at the heart of the effectiveness of the charity. This ensures
that any whistleblowing is effective.

The structure and process is readily available and is also published in an Easy
Read format to ensure members have access to this information. Policies are
available on the charity's website, in the staff handbook, and is included in
safeguarding fraining.

The Code of Fundraising Practice includes an internal procedure for staff,
members, volunteers and frustees to raise any concern partficularly in fundraising
practice.

The Main Principle

PPF has an aim to deliver support of the highest standards to members and to
ensure that everyone is treated fairly and kept safe. It is however recognised that
sometimes things can go awry.



What is Whistleblowing

A whistleblower could be a member of staff, a frustee, member, carer or
volunteer who reports ca specific type of wrongdoing.

This can apply to, but is not limited to allegations about any of the following:

Conduct which is an offence or breach of the law.

An alleged miscarriage of justice.

A serious Health and Safety risk.

The unauthorised use of public funds.

Possible fraud and corruption.

Sexual, physical or verbal abuse, or bullying or infimidation of staff,
members, volunteers or service providers.

e The abuse of authority.

e Any other unethical conduct.

When identifying and disclosing wrongdoing, this must be in the public interest.
This means it has to affect others, e.g. family members or the general public.

A whistleblower has specific substantial protection in law e.g. being treated
unfairly or losing your job, because of ‘blowing the whistle’.

Concerns can be raised at any time about an incident that has happened in the
past, is happening now, or could possibly happen in the near future.

If the Concern raised doesn’t Qualify as Whistleblowing

If the concern does not fall within the list above, as an employee, whether a staff
member or a member employee, the Grievance policy should be used. If not an
employee, then the Complaints policy and/or Bullying and Harassment policies
could be useful.

Reporting a Concern

If something is wrong, this should be reported immediately to the Safeguarding
Lead who will take action in response to any concerns.

There is the possibility that an individual may feel unable to report any concerns
and they might come to light at a future date.



Other than in an emergency, concerns should only be shared during office hours,
9.00 - 17.00 hrs Monday to Friday, and ideally a formal report should be drafted
and sent by email concerning any concerns and additional detail. In an
emergency contact thew Safeguarding Lead Victoria Lee, or the Senior Manager
Tracy Thomas, on their individual PPF mobile number or email (see below).

Name Telephone Number E Mail

Tracy Thomas

Victoria Lee

When information is provided verbally, or in writing, it should contain as many
relevant facts and detail, as are available. Examples include:

e Your name and contact details, e.g. a telephone number or email or postal
address.

e Background - relevant dates and the names and positions of anyone who may
be able to conftribute information.

e There is no expectation to prove any allegation, but information needs to be
provided to establish the factual basis.

If there is any difficulty in reporting the concern, ‘Protect’ is a charity that supports
whistleblowers by providing advice on their website. Contact can be established
by phone, email or in writing. The Government also produces advice for
whistleblowers,, or you can email the Charity Commission at
whistleblowing@charitycommission.gsi.gov.uk.

Confidentiality

All allegations must be treated in confidence and every effort will be made not to
reveal identities unless this is a request made by the victim.

However, if the matter is subsequently dealt with through other procedures such
as the Disciplinary Procedure, or if the allegation results in court proceedings then
evidence might have to be given in open court, if there is to be a successful
outcome.



Anonymous Allegations

Whistleblowers should be encouraged to confirm an allegation whenever
possible, as anonymous allegations may often be difficult to substantiate/prove.
Allegations made anonymously are much less powerful but should be considered
when:

e Theissue is serious.

e The credibility of the allegation.

e Whether the allegation can be readlistically investigated and evidence
compiled from factors or sources other than the complainant.

Untrue Allegations

No disciplinary or other action should be taken against a whistleblower who
makes an allegation in the reasonable belief that it is in the public interest to do
so, even if the allegation is not substantiated in an investigation.

However, disciplinary action may be taken against someone who makes an
allegation without reasonable belief that it is in the public interest to do so. That is
making an allegation frivolously, maliciously or for personal gain, and where there
is no element of public interest.
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Regulatory Guidance

BEIS: Whistleblowing: guidance and code of practice for employers (2015)

Charity Commission: Whistleblowing

Useful Information:

RSM: What to do if you receive a whistleblowing allegation.




