
Whistle blowing Policy 

Boom Active is committed to the highest standards of openness, probity and accountability. If a member of staff 
discovers evidence of malpractice or wrongdoing within the Club they can disclose this information internally 
without fear of reprisal. Our Whistleblowing policy is intended to cover concerns such as:  

• •		Financial malpractice or fraud  
• •		Failure to comply with a legal obligation  
• •		Dangers to health and safety or the environment  
• •		Criminal activity  
• •		Improper conduct or unethical behaviour  

This policy should not be used to question business decisions made by the Club, or to raise any matters that 
are covered under other policies (eg discrimination or racial harassment). Any allegations relating to child 
protection will follow the procedures set out in the Safeguarding Children policy. Any concerns relating to 
the employment conditions of an individual member of staff should be raised according to the procedures 
set out in the Staff Grievance policy.  

Raising a concern  

Ideally the staff member should put his or her allegations in writing, setting out the background to the 
situation, giving names, dates and places where possible, and the reason why they are concerned about the 
situation.  

In the first instance concerns should be taken to the Club’s manager. If, due to the nature of the problem, this is not 
possible Ofsted: 0300 123 1231 / Single Point of Advice (SPoA) Mon-Thurs 8.30am-5pm and Fri 8.30am-
4.30pm. Phone: 01323 464222 for advice.  

If this person or body is unwilling or unable to act on the concern, the staff member should then raise it 
with:  

o •		Ofsted (if it concerns the safe and effective running of the club)  
o •		The Local Authority Designated Officer or your local safeguarding partnership (formerly  

the LSCB) if it concerns a child protection issue and is not already covered by the  

procedure set out in the Club’s Safeguarding Children policy  

o •		Ultimately, with the police (if a crime is thought to have been committed).  

If the member of staff is still uncertain about how to proceed with the concern, he or she can 
contact the whistle-blowing charity Protect for advice.  

Responding to a concern  

Initial enquiries will usually involve a meeting with the individual raising the concern, and will decide 
whether an investigation is appropriate and, if so, what form it should take. If  

a concern relates to issues which fall within the scope of other policies, it will be addressed under those policies.  

If the initial meeting does not resolve the concern, further investigation is required. The appropriate person will 
investigate the concerns thoroughly, ensuring that a written response can be provided within ten working days 
where feasible, or if this is not possible, giving a date by which the final response can be expected. The response 
should include details of how the matter was investigated, conclusions drawn from the investigation, and who to 
contact if the member of staff is unhappy with the response and wishes to take the matter further.  



Rights and responsibilities of the whistle-blower  

All concerns will be treated in confidence and the Club will make every effort not to reveal the identity of anyone 
raising a concern in good faith. At the appropriate time, however, the member of staff may need to come forward as 
a witness.  

If a member of staff raises a concern in good faith which is then not confirmed by the investigation, no action will be 
taken against that person.  

If the investigation concludes that the member of staff maliciously fabricated the allegations, disciplinary action may 
be taken against that person.  

Contact information   

Single Point of Advice (SPoA) Mon-Thurs 8.30am-5pm and Fri 8.30am-4.30pm. 
Phone: 01323 464222 
Email: 0-19.SPOA@eastsussex.gov.uk or 0-19.SPOA@eastsussex.gcsx.gov.uk 
Out of Hours Social Care Service - Children's services: 01273 335905/6 
Out of Hours Social Care Service Adult services: 01323 636399 
Child Protection Plans: 01323 466606 

Safeguarding Investigations Unit 

For all Safeguarding Investigations Unit, dial 101, and ask for the relevant team – Hastings, 
Eastbourne, Brighton, Littlehampton or Horsham 

Safeguarding Partnership Independent Scruniteer  

Reg Hooke – please contact  maxine.nankervis@eastsussex.gov.uk  

Designated Professionals East Sussex 

Designated Doctor Safeguarding Children: 01424 758012                                                    
Designated Nurse Safeguarding Children: 01424 735664                                                          
Specialist Practitioner for Child Death: 01273 513441                                                          
Designated Nurse Looked After Children: 01323 446999 

Police: 101 (non-emergency) or 999 (emergency) 
Anti-terrorist hotline: 0800 789 321 
NSPCC: 0808 800 500                                                                                                            Ofsted: 0300 123 1231  
 

Related policies  

Staff Grievance policy, Safeguarding Children policy.  

 

This policy was adopted by: Boom Active Date: 21/1/21 To be reviewed: 21/1/22 Signed: Ms Laila Dent 
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Visitors Policy 
 

Boom Active are committed to providing a safe and secure environment for the 
children in our care. When we have visitors to our club we need to ensure that this 
will not have a detrimental effect on the children and that the person in question has 
a valid reason for visiting the club. Accordingly, when a visitor arrives at the club we 
will follow the procedure set out below  

 

• All visitors to the Club must sign the Visitor Log. 	
• The identity of the visitor will be checked and this will be recorded on the 

Visitor Log. 	
• If staff require further reassurance of the identity of the visitor, they will phone 

the employing organisation of the visitor, e.g. Ofsted, Local Authority, 
Environmental Health Department, etc., for further confirmation. If this is not 
possible, staff will seek the advice of the Club Manager. 	

• The reason for visit will be recorded. 	
• Visitors will never be left alone or unsupervised with the children. 	
• If a visitor has no reason to be on the Club’s premises staff will escort them 

from the premises. 	
• If the visitor refuses to leave, staff will call the police. In such an event an 

Incident Record will be completed and the manager will be immediately 
notified. 	

• When a visitor leaves the premises, we will record the time of departure on the 
Visitor Log. 	

	

	

 

 

 

 

 

 

 

 

 



Staff Grievance Policy 

Boom Active aim to have a team of well-motivated, highly skilled and professional staff. However, 
there may be times when a member of staff has issues or concerns about their working conditions 
or other aspects of their employment at the Club. When such issues arise we encourage staff to 
discuss them with the manager as soon as possible so that they can be quickly resolved. 
Grievances left unaired lead to unmotivated staff and a poor working environment.  

All members of staff have the right to raise a grievance about issues that arise from their work 
within the Club and affect them as an individual, and should follow the procedures set out in this 
policy.  

If the concerns relate to safeguarding issues, the staff member should follow the procedure set out 
in our Safeguarding policy. If the concerns relate to malpractice or wrongdoing with regards to 
the running of the Club, the staff member should follow the procedure set out in our 
Whistleblowing policy.  

Stage 1: Informal grievance procedure  

In the first instance the member of staff should raise the issue with the manager. If the grievance is 
a relatively minor one, the manager will try to resolve the matter through informal discussions.  

Stage 2: Formal grievance procedure  

If the informal discussion does not resolve the grievance to the satisfaction of the member of staff, 
the next step is to write advising the manager that they intend to invoke the formal grievance 
procedure. The written notification should include the following details:  

• A statement that the staff member is invoking the formal grievance procedure 	
• The nature of the grievance, giving the background to the issue, any relevant facts 	

(including dates) and the names of any other parties involved 	

• Any steps that have been taken on an informal basis to address the concerns 	
• The staff member's opinion on what their desired outcome would be. 	

Grievance meeting 	

Within five working days of receiving the grievance, the manager will reply in writing, 
acknowledging receipt and inviting the staff member to attend a formal grievance meeting. 
The meeting will normally take place within ten working days of receipt of the written 
grievance. 	

The member of staff has the right to be accompanied at the meeting by a work colleague or 
a union representative. The Club will be represented by the manager or deputy and a 
director 	

The purpose of the meeting is to hear the full facts of the situation, and to attempt to resolve 
the grievance in a mutually acceptable manner. If necessary a second meeting may need to 
be arranged in order to gather more evidence. 	

 

 



Outcome and appeals 	

The manager or deputy and a director will determine the outcome of the grievance. They 
may reject the grievance, or may uphold the complaint and identify what steps will be taken 
to resolve it. 	

Within ten working days of the grievance meeting, the manager and operations director will 
inform the member of staff in writing of the outcome of the grievance, including the reasons 	

 

for the decision and, where appropriate, details of any steps taken or further actions required to 
address their concerns.  

False or repeated grievances  

If a member of staff raises a grievance that, through investigation, proves to be malicious they may 
find themselves subject to disciplinary action.  

A member of staff cannot raise the same grievance within 12 months of the resolution, outcome or 
withdrawal of the original grievance.  

 


