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The Management of Allegations against Staff and Volunteers Policy 2016  

 

1. Introduction and Guiding Principles 

1.1 This Policy is about managing allegations of abuse against employees and volunteers, which might 
indicate that they are unsuitable to work with children, young people or vulnerable adults in their 
present position or in any capacity.  

1.2 This Policy applies to all staff, whether paid or volunteers, and covers ‘employees’ who come into 
both direct and indirect contact with learners. The word ‘employee’ will be used hereafter to refer to 
both paid employees and volunteers.  

1.3 Circumstances may arise in which an allegation is received relating to an individual with whom the 
College does not have a direct employment relationship; for example, a placement manager 
supporting a student in the workplace.  Whilst such circumstances fall beyond the scope of this 
particular Policy, there is an expectation that the College will be take action involving the individual’s 
employer and make a decision about whether the individual should continue to be engaged in a 
relationship with College students. 

1.4 The College recognises that an allegation made against an employee may be for a variety of reasons 
and that the facts of the allegation may or may not be true. 

1.5 The College will ensure compliance in practice with ‘Working Together to Safeguard Children’ (HM 
Govt. 2006) and the Local Safeguarding Children Board (LSCB), a multiagency forum which 
determines procedures for investigation and safeguarding. 

1.6 It is essential that any allegation made against a member an employee is dealt with fairly, quickly and 
consistently, in a way that provides effective protection for the child, young person or vulnerable adult 
and at the same time supports the person who is the subject of the allegation. 

1.7 The need to maintain strict codes of confidentiality at all times must be asserted. 

1.8 The human resource (HR) function will work in close partnership with all staff and volunteers to ensure 
the consistent and appropriate implementation of this policy, but in particular in close partnership with 
the College safeguarding team. 

 

 

2. Definitions 

2.1 This Policy refers to allegations that an employee or volunteer connected with the College has: 

i. behaved in a way which has harmed a student; 

ii. behaved in a way that is inappropriate towards or in front of a student (s) including, bad 
language, rude drawing or rude gestures; 

iii. possibly committed an offence against or related to a student; 

iv. behaved in a way that indicates he / she is unsuitable to work with children, young people or 
vulnerable adults. (Keeping Children Safe in Education - Statutory Guidance for Schools and 
Further Education: DfE 2019) 

2.2 ‘The College’ means North Warwickshire and South Leicestershire College. 

2.3 ‘Lead Designated Safeguarding Person’ (LDSP) means the person designated within the College to 
hold lead safeguarding responsibilities. 

2.4 LSCB: Local Safeguarding Children Board 

2.5 DBS: the Disclosure and Barring Service 

2.6 ‘Corporation Safeguarding Link’ means the Corporation Member designated to hold specific 
safeguarding responsibilities 
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3. Related Policies and Documents 

3.1 Safeguarding and Protecting Children and Vulnerable Adults Policy and procedures. 

3.2 Disciplinary Policy and procedures (including misconduct). 

3.3 Staff Performance and Capability Policy and procedures. 

3.4  Grievance Policy and procedures. 

3.5     DBS and Safer Recruitment Policy and procedures. 

3.6 Recruitment and Selection Policy.  

3.7 Induction Policy and procedures.  

3.8 Public Interest Disclosure (Whistleblowing) Policy.  

3.9 Procedures relating to the placement of students with employers. 

3.10 Other policies, procedures and documents may be identified from time to time as circumstances 
change and may be added to this list. 

 

 

4. Rationale 

4.1 All staff have a responsibility to report if they believe a member of staff is harming, or using 
unacceptable behaviour towards a student, especially if the learner is child, young person or 
vulnerable adult. This may also include behaviour outside of college which has an impact on the 
student.  

4.2 A student or their parent / carer may also report any concerns. 

4.3 The rights of the student and member of staff must be considered. However, where there exists a 
conflict of interest between the adult and the student, then the student’s interests must be paramount 
as required by the Children Act 1989. 

4.4 Allegations may be made in a number of ways, including: 

i. direct disclosure by young people; 

ii. indirect disclosure i.e. through written work or art work; 

iii. complaints to the College from parents or carers; 

iv. complaints to the College from learners; 

v. complaints to Social Care from parents or carers; 

vi. complaints to Police from parents or carers; 

vii. reports from other colleagues or agencies. 

4.5     There may be up to three strands in the consideration of an allegation: 

i. a police investigation 

ii. enquiries and assessment by social work services about whether a child or vulnerable adult is 
in need of protection or in need of services 

iii. consideration by the employer of a disciplinary investigation which may lead to disciplinary 
action against the individual  

 

 

5. Implementation - Roles and Responsibilities 

5.1 It is the Designated Lead Safeguarding Person’s responsibility to: 
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i. consult with the LADO, (in respect of children and young people only) as soon as the allegation 

is made;  

ii. ensure allegations are reported in an appropriate and timely manner; 

iii. adhere to time limits in the procedure; 

iv. ensure the provision of on-going support to the employee and the parents / carers; 

v. consult with the HR department at all stages of the procedure; 

vi. ensure the College Principal is made appropriately aware of the allegation. 

5.2 It is the HR departments responsibility to ensure the employee: 

i. has access to a recognised TU representative / work colleague; 

ii. is made aware of the college policy and  procedures under which the allegation will be handled. 

5.3 It is the responsibility of the LADO to: 

i. liaise with and offer advice to the Designated Lead Safeguarding Person, police and all other 
relevant agencies and check the progress of any investigation; 

ii. maintain record relating to the allegations against staff and working in partnership with 
Government Safeguarding Advisors; 

iii. ensure allegations are dealt with in a timely and appropriate manner; 

iv. decide whether children protection procedures need to be applied; 

v. follow the appropriate procedures for the case. 

5.4 It is the employee’s responsibility to: 

i. co-operate with College management requests, and in particular the Designated Lead 
Safeguarding person and the HR team; 

ii. make themselves available for meetings. 

5.5 All learners should be made aware of how they can raise concerns, what action they might expect to 
see following an allegation and who can be contacted for support.  The College will seek to do this 
by means of student induction processes and through regular campaigns to raise awareness. 

5.6 All employees should be made aware of their safeguarding responsibilities and steps they should 
take to protect both themselves and their students.  The College will seek to do this by means of its 
recruitment practice, staff induction processes, as well as training and regular awareness campaigns. 

 

 

6.     Implementation - Allegations and Initial Action 

6.1 Allegations made within the College:  

6.1.1 The allegation should without delay be reported to the Designated Safeguarding Person, 
unless it is about the Principal, in which case it should be reported to the Clerk to the 
Corporation.   

6.1.2 The allegation should be discussed with the LADO who will refer as appropriate to the 
Children’s Services Team / the Adult Social Care Team if the allegation is that the employee 
has: 

i. behaved in a way that has harmed a child or vulnerable adult; 

ii. possibly committed an offence against or related to a child or vulnerable adult; 

iii. behaved towards a child / children or vulnerable adult(s) in a way that indicated that 
he/she is unsuitable to work with children/vulnerable adults. 
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6.1.3 The allegation should be discussed with the LADO who will refer as appropriate to the 
Children’s Services Team / the Adults Social Care Team.  This means consideration should 
be given to identifying whether the matter is considered a child protection issue, a 
competency or conduct issue, or an allegation that may be vexatious.   

6.2 Allegations Made to the Police and Social Care  

6.2.1 If an allegation is made to the police, the officer will report to the Force Designated Liaison 
Officer, who will inform the LADO. 

6.2.2 If the allegation is made to children’s social care the person who receives the allegation will 
report to the LADO. 

6.3 The Strategy Meeting 

6.3.1 Initial discussion and assessment could be followed by a strategy meeting.  The strategy 
meeting will be conducted in accordance with LSCB procedures.  The purpose of the meeting 
will be to:  

i. Consider the risk to the child/young person/other children and young people. 

ii. Gather relevant information. 

iii. Determine the need for further investigation and by whom. 

iv. Establish a clear plan of action. 

v. Ensure employees, learners and/or young people receive appropriate support. 

vi. Consider the need to inform relevant parties. 

vii. Jointly consider how to manage any media interest. 

viii. Discuss possible suspension / temporary redeployment.  

6.3.2 As a result of the strategy meeting there may be three possible outcomes: 

i. There are child protection issues, and an investigation under Section 47 of the Children 
Act is required. 

ii. There is a police investigation regarding a possible criminal act. 

iii. There is a need for a disciplinary investigation.  A disciplinary investigation may only 
commence with the consent of the Police / Education and Children’s Services. 

6.4 Suspension  

6.4.1 The question as to whether suspension of a member of staff subject to the allegation is 
appropriate should be considered by Designated Lead Safeguarding Person.  Suspension is 
classed as a preventative action and a neutral act; it should not be automatic.  Where 
possible, the decision to suspend should be informed by the Strategy Meeting. 

6.4.2 Suspension may be deemed appropriate if: 

i. a child / young person may be at risk; 

ii. the allegation may constitute an act of gross misconduct; 

iii. suspension is deemed necessary to allow the investigation to continue unimpeded. 

6.4.3 A risk assessment should be completed by the HR team in conjunction with the Designated 
Lead Safeguarding Person.  The assessment should take into consideration: 

i. the context of the allegation; 
ii. the background of the information in relation of the member of staff and the child / 

young person; 

iii. the result any strategy meeting; 

iv. whether a temporary transfer / reassignment is an appropriate alternative. 
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6.4.4 The assessment (see Appendix 1) must be recorded and a copy kept on the investigation 
file.  The Principal should be appraised of the Risk Assessment outcome and consider how 
to engage the Corporation Safeguarding Link / the Corporation.  

 

7.  Implementation - Internal Investigation and Use of Disciplinary Proceedings  

7.1 The context in which an incident occurs is crucial to understanding the definition to be ascribed to it. 
The allegation should be investigated considering the normal function, environment, expectations and 
standards applied to the employee, and with regard to the activity and circumstances in which the 
alleged incident took place. 

7.2 Confidentiality will be carefully considered, however there may be a need to share information with 
relevant agencies and others on a ‘need to know’ basis.  Any enquiries from the press should be 
directed to the College Media Relations Executive. 

7.3 If appropriate, other students, staff and volunteers may be required to give a statement as part of the 
internal investigation. Where students involved are under the age of eighteen the College will 
ordinarily seek consent from their parent or carers before asking the student to sign a statement taken 
as part of the investigation. 

7.4 Where a criminal investigation has been undertaken but the police or CPS decide not to charge, 
administer a caution or where a Court acquits an individual, the College must still investigate the 
matter and consider whether disciplinary sanctions should be applied.  

7.5 The College investigation may conclude that referring to a disciplinary hearing is appropriate.  If on 
investigation, an allegation is found to be false and/or malicious, the College should consider whether: 

i. the learner /person who made the allegation is in need of professional support; 

ii. in the case of a false and/or malicious allegation being made by another employee, it is 
appropriate to invoke disciplinary proceedings. 

7.6 The disciplinary hearing will be convened in accordance with the College’s disciplinary procedures. 
Implicit within this is the need for the College to identify an impartial disciplinary panel and the need 
for the employer to exercise a duty of care to employees, ensuring that the employee is treated fairly, 
and fully informed of the process to be followed.   

7.7 The disciplinary panel must take care to make the right decision, giving full consideration of all the 
evidence, the context, risk incurred by the abuse, and risk of further harm if it occurs again. The 
burden of proof requires that on balance, based on the evidence provided, that the allegation is more 
likely to be true than untrue. 

7.8 A full and comprehensive summary of any allegations made, details of how the allegation was 
followed up, decisions reached and note of any action taken must be kept. This is to ensure that 
accurate information can be supplied in response to future reference request and / or to ensure 
accurate and detailed information can be provided to the DBS should an individual be referred. 

7.9 If the student is deemed to be a young person or vulnerable adult, it is essential that parents, or 
carers, of those involved in the allegation are kept informed of the progress of the case and told the 
outcome where there is not a criminal prosecution, including the outcome of any disciplinary process. 
However the deliberations of a disciplinary hearing and the information taken into account when 
arriving at a decision should not be disclosed. The alleged victim should not be asked to attend as a 
witness at the hearing. 

7.10 Should an individual tender their resignation or cease to provide their services, the investigation and 
ensuing safeguarding actions must continue regardless.   

7.11 At the conclusion of the case, those involved in the investigation should be debriefed. The College 
must determine whether there are any improvements to be made to procedures or practice to help 
prevent against similar incidents occurring in the future. 
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8. Referral to the Disclosure and Barring Service 

8.1 An investigation which identifies that an individual satisfies any of the criteria under which they could 
be barred or considered for barring, such as a specified offence against a child/ vulnerable adult or 
conduct which endangers a child/vulnerable adult results in one of the following scenarios means that 
the college as the employer has a legal obligation to make a referral to the DBS.  This could result in 
the employee / volunteer being barred from working with children, young people and/or vulnerable 
adults: 

 

 

9. Monitoring and Review 

9.1 This policy will be reviewed every three years, or as otherwise directed by the Principal, College policy 
or legislative changes 

9.2 An Equality Assessment Tool in line with the College’s Single Equality Scheme will be used to monitor 
and review this Policy on an annual basis. 

 

 
 
 



Appendix 1  
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Suspension Risk Assessment Pro-forma 

 

The following factors need to be considered: 

Nature of the Alleged Incident Notes Re Consideration  

- Duration and frequency of allegation  

- Degree of threat or coercion  

- Extent of pre-meditation  

- Degree and nature of alleged harm  
 

 

Information re the member of staff / 
volunteer 

 

- Previous concerns 

- Previous allegations  

- Contact with child(ren) / young 

person / people concerned and 

generally  

 

Information re child(ren) / young 
person / people concerned 

 

- Age and level of understanding 

- Special needs and vulnerability  

- Impact on health and development  

- Previous allegations made 

 

Information re parent(s) / carer(s)  

- Attitude to allegation  

- Expectations  

- Previous allegations  

 

Investigation  

- Possibility of the investigation being 
impeded should the person remain 
in work 
 

- Possibility of further allegations 
being made / issues arising for 
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person if in school during 
investigation  

Health and Safety  

- Potential risks to the person’s health 
and safety should they remain in 
school (impact of threats from 
parents / carers / potential press 
interest etc.) 

 

 

 

 

Alternatives to Suspension Potential Impact/s 

- Explore and assess other options 
e.g. redeployment or supervision 

 

 

 

Risks identified and Action Plan:  

  

 

 

 

 

 

 

 

 

 

 

 

Particular views of those concerned: (LADO / Police / Designated Lead Safeguarding 
Person / Education Welfare Officer/ HR)  
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Decision to Suspend:     Yes / No                            Date:       

 

Human Resources 

 

         

Deputy Principal 

 

  ___________________________   

 

 

A copy of the letter communicating the decision to suspend should be retained with the 
investigation file. 

 
 
 

 


