SAFEGUARDING CHILDREN / SUPPORTING STAFF
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	ALLEGATIONS OF ABUSE AGAINST STAFF AND VOLUNTEERS

(DISCIPLINARY / SUITABILITY PROCESS)

	The LADO and designated senior manager should discuss disciplinary action in all cases where: 

· a police investigation or social care enquiry is not necessary, or

· an investigation and trial is complete, or an investigation or prosecution is to be discontinued 

The discussion should consider any potential or gross misconduct and take into account:

· the result of any investigation or trial and the information that should then be provided by the police and/or social care without delay 

· the different standard of proof in disciplinary and criminal proceedings 

In the case of supply, contract and volunteer workers, normal disciplinary procedures may not apply. The LADO and senior manager should act jointly with any providing agency in deciding whether to continue to use the person’s services, or provide him/her with future work with children and if not, whether to make a report for consideration of barring.     

If disciplinary action is not required, appropriate action should be instituted within 3 working days. Any disciplinary hearing should be held within 15 working days unless further investigation is needed. If it is, the senior manager and LADO should discuss whether the employer has appropriate resources or whether to commission an independent investigation because of its nature and/or complexity and to ensure objectivity.  

The aim of an investigation is to obtain a fair, balanced and accurate record in order to consider disciplinary action and/or the individual’s suitability to work with children.  Its purpose is not to prove or disprove the allegation.

	The investigator should: 

· familiarise him/herself with relevant procedures and guidance

· take advice as necessary 

· define the areas for investigation 

· check any corroborative evidence 

· list the interviewees and topics to discuss

When interviewing a witness, the investigator should explain the purpose of the interview and offer him/her the opportunity to be accompanied. He should take a signed and dated statement and inform the witness that, if used in a disciplinary hearing, it will be disclosed to the subject and to police if there is a criminal investigation. Confidentiality should not be promised.     

The investigator should interview the accused person, after informing him/her of:

· his/her rights under disciplinary procedure and the right to representation

· the allegation and invite him/her to respond and to make a statement  

· his/her right either to respond or decline to

The investigator should take full notes and give the person a copy after asking him/her to read and sign it as a true record. He should be invited to identify anyone who may have relevant information. 
If at any stage new information emerges that requires a child protection referral, the investigation should stopped and only resumed if agreed with social care and police. Suspension should again be considered.
The investigating officer should aim to provide a report within 10 working days. On receipt the employer should decide, within 2 working days, whether a disciplinary hearing is needed and if so, it should be held within 15 working days.














Managing Allegations Against Staff – Disciplinary/Suitability Process February 2012

