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Deerview Equine Interventions (DEI) 
Whistleblowing Policy
DEI is committed to creating a safe, open and transparent workplace culture, where employees are encouraged to raise concerns at the earliest opportunity.  DEI recognises the importance of raising concerns at work in the public interest or 'whistleblowing'.  
DEI works to create an environment where individuals feel confident and safe to raise concerns.  We strive to create a culture where we have an open approach to whistleblowing, viewing it as an opportunity to filter out ‘poor practice’ and ensure that high standards are maintained.  
Definition:
Whistleblowing is when someone who works in or for an organisation, reports certain types of wrongdoing by individuals within the organisation or a cover-up by the organisation.  Reports may be suspected past, present or imminent wrongdoing, or an attempt to conceal wrongdoing.  The wrongdoing will usually be something illegal, unethical or something that creates risks to the health and safety of others. The wrongdoing disclosed must be in the public interest, meaning it must affect others, for example the general public.
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'.  To receive the legal protection, a whistleblower must:
· Be a 'worker' for the organisation about which they are whistleblowing;
· Reasonably believe they are acting in the public interest;
· Whistleblow to either the appropriate people within their organisation or to a relevant third party, such as one that inspects or regulates the activity of that organisation.
A worker for whistleblowing purposes is defined as anyone who is employed by an organisation, including: Employees, Temporary agency staff, Trainees, and Those whose employment has ceased.  It does not cover the self-employed or volunteers.  While these groups are not covered by the legislation that protects whistleblowers, their concerns would be listened to seriously and raised with DEI’s CEO or Chair of Trustees if the report is about the CEO.
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 whistleblowing and other DEI policies and procedures should be followed.
Raising a Concern
Before raising a concern advice can be sought from:
· Independent whistleblowing charities Protect - Speak up Stop Harm; Whistleblowers UK; NSPCC whistleblowing advice line
· Government advice Government whistleblowing advice
· Independent public body https://www.acas.org.uk/whistleblowing-at-work
· An independent legal advisor.
To report a concern:
In the first instance, where possible report your concern, in writing, to DEI’s CEO – Joanne Tucker, info@deerviewequineinterventions.org.  If they aren’t available or the concern is regarding the CEO you can report your concern to DEI’s chair of trustees – Ann Ward, annward1960@gmail.com.  
In most cases the following procedure will be followed;  
The CEO or Chair of trustees will meet with you to discuss your concerns.  They will ask a number of questions so that they can determine how to proceed and:
· To set out the facts.
· To find out if others share the same concerns?
You will then be told what the next steps are, what the likely timescale will be and establish the best way to keep you informed. There may be issues of confidentiality which mean that you may not be provided with all details but a report of an outcome will be provided.
In the event that you believe that a service user is at immediate risk of harm follow safeguarding procedure
DEI would like to offer the reassurance that it would fully support anyone who, in good faith raises a whistleblowing concern.
How to respond to a whistleblowing Concern
· Listen to the whistleblower's concerns
· Consider what evidence may support the concerns
· Reassure the whistleblower that their identity will be kept confidential and that they will not be harmed for raising concerns
· Try to answer the whistleblower's questions, and explain why you can't answer them if you can't
· Keep the whistleblower informed about the progress of the investigation
· Provide feedback to the whistleblower after the investigation, and explain if any action was taken
Following the reporting of a concern DEI’s Chair of Trustees will be informed and a plan of how to respond will be decided.
Issues of serious misconduct will be dealt with by a panel appointed by the Board of Trustees. The Board has the right to suspend DEI member/s during or following investigations. In instances of allegations of abuse DEI will refer to the Pan-Dorset Multi-Agency Safeguarding Policies and Procedures Manual.
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