
 

 

GUIDE FOR STAFF AND VOLUNTEERS 

FACING AN ALLEGATION OF ABUSE TOWARDS A CHILD OR YOUNG PERSON (Nov 2016) 

It is well understood that an allegation of abuse of abuse can cause a great deal of anxiety and concern for 
the accused member of staff and those close to them.  Whilst recognising that the welfare of children is 
paramount, your employer also has a duty of care towards you.  This guide is intended to help those faced 
with an allegation to be as well informed as possible.  It provides an explanation of the process that will be 
followed and offers information about appropriate support.   

What type of allegation initiates the Allegations 
Management procedures? 
These procedures apply when it is alleged that a 
member of staff or volunteer working in the children’s 
workforce has: 

 behaved in a way that has harmed, or may 
have harmed a child 

 possibly committed a criminal offence against, 
or related to a child; or 

 behaved towards a child or children in a way 
that indicates they may pose a risk of harm to 
children. 
 

What initially happens when an allegation is 
made? 
The employer’s Designated Senior Manager (DSM) 
should immediately consult Harrow’s Multi-agency 
Safeguarding Hub (MASH).  Where the criterion 
(above) is met, the Designated Officer in the Local 
Authority will be consulted. 
 
The accused person should be told about the 
allegation as soon as possible, but this may be 
delayed if police or social care need to agree what 
information can be disclosed.  This action might be 
taken to protect any relevant evidence.  If it is clear to 
the DSM and the Designated Officer that the 
allegation is demonstrably false, you should be 
informed.  
 
What happens next? 
If there is cause to suspect a child is suffering or likely 
to suffer significant harm or a criminal offence might 
have been committed, a strategy discussion should 
be held, involving Police, Designated Officer, 
employer and other agencies as appropriate.  You will 
not be asked to attend.  Its aim will be to share 
relevant information and to determine whether one or 
more of the following types of investigation need to be 
conducted: 

 social care enquiries, under child protection 
procedures 

 a police investigation relating to possible 
criminal offences 

 an investigation by the employer under 
disciplinary or suitability procedures 

 
The Discussion will take account of the fact that staff, 
in certain circumstances, are entitled to use 
reasonable force to control or restrain a child. 
 
Volunteer and Supply Workers 
If normal disciplinary procedures do not apply e.g. for 
volunteers and self-employed supply workers, the 
employer and placing organisation will need to be 
involved and co-operate in any investigation, in 
deciding whether to continue to use the person for 
work with children in future. 
 
Resignations and Compromise agreements 
Employers should try to reach a conclusion in all 
cases, regardless of whether a person resigns or 
otherwise ceases to provide their services, or refuses 
to co-operate with investigations.  “Compromise 
agreements” i.e. resignations without disciplinary 
action and agreed references must not be used. 
 
Timescales 
Cases should be dealt with as quickly as possible, 
consistent with a fair and thorough investigation.  
The Designated Officer will monitor progress in order 
to avoid any unnecessary delay, but the time taken 
will depend on factors including the nature, 
seriousness and complexity of the allegation.  
Disciplinary or suitability processes may be delayed 
pending the outcome of any police and/or social care 
enquiries. 
 
Suspension 
Suspension should not be applied automatically and  
and the Designated Officer should canvass the views 
of police and social care if involved.  Alternatives 
should be considered where appropriate. The 
employer should seek advice from the Human 
Resources provider.  



 

 

You should contract your Union and/or a solicitor for 
advice.  The final decision on suspension rests with 
the employer.   
 
Suspension should be considered in all cases where: 

 there is cause to suspect a child is at risk of 
significant harm, or 

 the allegation warrants a police investigation, 
or 

 it is so serious that it might be grounds for 
dismissal 
 

Where suspension is being considered, an interview 
should be arranged and you are advised to seek 
assistance from your Trade Union.  You have the right 
to be accompanied to the interview by a Trade Union 
representative or a friend.  The meeting is not an 
examination of the evidence, but an opportunity for 
you to make representations concerning possible 
suspension. 
 
Notification and confidentiality 
Confidentiality should be respected and people only 
told about allegations on a ‘need to know’ basis. 
Those informed may include: 

 the child concerned, his/her parents and any 
party making an allegation 

 Your employer 

 The LADO 

 Senior members of staff 

 The manager of the placing agency, if 
appropriate 

 
Where unfortunately a matter becomes common 
knowledge or subject to speculation, it may become 
necessary for the employer to issue a brief and 
accurate statement for parents, children, staff and on 
rare occasions the public. 
 
Support for you 
You should be advised to  

 contact your Union  

 given the name of a contact who will keep you up 
to date with the progress of the investigation 

 given the name of a contact to keep you up to 
date with work activities if suspected.  Social 
contact should not be precluded unless it might 
be detrimental to the investigation, but colleagues 
should not discuss the investigation 

 offered the services of the Staff counselling 
Service and/or Occupation Health if available 
 

You are also advised to contact your GP if you feel 
your health is being affected. 
 

Alleged criminal offence 
If the police decide to investigate you may be 
arrested or invited to assist with the investigation.  
If arrested or interviewed, you should be cautioned. 
 
At the police station you will be entitled to free and 
independent legal advice.  You can see a Duty 
Solicitor, but if you want to use your own make sure 
he/she specialises in criminal law. 
 
If arrested, you will be seen by the Custody Officer 
who will explain your rights in detail.  Following arrest 
you can usually be held for up to 24 hours, after 
which you must be charged or released.  This can be 
extended by a Superintendent or Magistrate 
depending on the seriousness of the allegation. 
 
Decisions about charging rest with the Crown 
Prosecutions Service (CPS).  If you admit the 
offence, they may advise a caution i.e. a formal 
warning about your actions.  A caution will be 
recorded by the police and may influence a decision 
about instituting proceedings should you offend 
again.  A caution could affect your ability to work with 
children in the future.  You should seek advice from 
your solicitor before agreeing to accept a caution. 
 
Unless in exceptional circumstances, the police 
should not release identifying information to the 
media, unless and until a person is charged. 
 
If the CPS advises the police to charge you, this will 
be carried out by the custody officer.  You will then 
either be released on bail to appear in court at future 
date or kept in custody to appear at the next 
available court.   
 
Return to work 
If you have been suspended and a decision is made 

for you to return to work, a return to work plan should 

be offered to assist you through this stage. Your 

Union representative can help in negotiating the 

plan. 

Record Keeping 
Unless an allegation is found to be malicious, your 
employer is required to keep a clear and 
comprehensive summary of the allegation, details of 
how the allegations was followed up and resolved 
and a note of any action taken and decision reached. 
This will be kept in a confidential personnel file and a 
copy provided to the person concerned. The record 
should be kept securely by the employer and not 
destroyed (compliant with Government direction 
2015 for the Independent Inquiry in to Sexual  



 

 

Abuse). 
 
On conclusion of substantiated cases 
There is a legal requirement for employers to make a 
referral to the DBS where they think that an  
individual has engaged in conduct that harmed (or is  
Likely to harm) a child; or if a person otherwise poses 
a risk of harm to a child. 
 
The DBS will consider whether to bar the person from 
working with children. 
 
The full allegations management procedures are 
available on the Harrow Safeguarding Children Board 
website  
HSCB- Managing Allegations Procedures 2015 
 
Being on the receiving end of an allegation is 
distressing and can make you feel isolated.  Please 
make use of the lines of support and information 
available to you.  Your employer will help you identify 
the relevant contacts below: 

 
 

Useful contacts 

Work contact  

Case contact  

Human Resources  

Union 
Representative 

 

Occupational Health  

Staff counselling  

Designated Officer  

Solicitor  
 

 
 
 
 

 

 

  

 

http://www.harrowlscb.co.uk/wp-content/uploads/2015/06/HSCB-Allegations-Mgt-2015.pdf

