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Whistleblowing Policy

Public Interest Disclosure (NI) Order 1998

(referred to as Whistleblowing)

Introduction

The provisions of this Order were brought into force in 1999.  It provides workers who report wrongdoing (often referred to as ‘whistleblowing’) with statutory protection against dismissal or detriment where they make certain disclosures of information in the public interest if that disclosure is made in accordance with procedures specified in the Order.  It should be noted that a detriment covers both actions and deliberate failures to act.  LMC has defined its policy and procedure below.

Who is covered?

The Order provides protection to “workers”.  This term includes not only employees but also a wider category of individuals including, for example, casual workers, agency workers and third party contractors whose work is controlled by the company. (Only employees can complain of unfair dismissal, other workers who are not employees can complain that they had been subjected to a detriment – eg. their contracts terminated because they made a protected disclosure). 

Policy

· LMC believes that good communications amongst workers at all levels promotes better business practice.
· LMC will not tolerate wrongdoing by workers at any level.
· If a worker has a serious concern relating to one of the areas listed below the matter can be reported, in the manner set out in this procedure, without fear of reprisals.
· The purpose of this procedure is to enable LMC to investigate and deal properly and sensitively with allegations of wrongdoing raised by workers.
This procedure should only be used by workers who wish to report or raise concerns about wrongdoing of the nature listed below.  It is not designed to replace the grievance procedure, which continues to be the appropriate way to raise personal issues relating to your specific job or employment.

Procedure

1. The legislation does not introduce a general protection for whistleblowers in all circumstances. A disclosure will qualify for protection if, in the reasonable belief of the worker making it, it tends to show that one or more of the following has occurred, is occurring or is likely to occur  (i.e. a “qualifying disclosure”):

· A criminal offence;

· A failure to comply with any legal obligations;

· A miscarriage of justice;

· Danger to the health and safety of any individual;

· Damage to the environment; or

· The deliberate concealment of information tending to show any of the matters listed above.

2. A qualifying disclosure will be protected under the Order if it is made:

· In good faith to the worker’s employer (either directly or through internal procedures authorised by the employer), or another person whom the worker reasonably believes is solely or mainly responsible for the failure in question;

· To a legal advisor in the course of obtaining legal advice;

· In good faith to a Government Minister; or

· To a person or body prescribed in Statutory Rule 1999 No. 401 (‘a prescribed person’), e.g. the Health and Safety Executive for Northern Ireland. (In this case the worker must make the disclosure in good faith, reasonably believe that the information and any allegation in it are substantially true, and reasonably believe that the matter falls within the description of matters for which the person has been prescribed).

3. Qualifying disclosures will also be protected if they are made other than described in paragraph 2, provided that the worker makes the disclosure in good faith, reasonably believes that the information and any allegation contained in it are substantially true, and does not act for personal gain. One or more of the following conditions must also apply:

· The worker reasonably believed that he or she would be victimised if he or she had made the disclosure to the employer or to a prescribed person:

· There was no prescribed person and the worker reasonably believed that disclosure to the employer would result in the destruction or concealment of evidence; or

· The worker had already disclosed substantially the same information to the employer or a prescribed person.

You can disclose this information orally or in writing to the Human Resources Manager at the following address / telephone number:

HR Manager

LMC

Lissue House

31 Ballinderry Road

LISBURN BT28 2SL

Tel:  028 9263 3000
Where you feel unable to follow that route you can contact any member of the Executive Management or Board.  Where your disclosure relates to a member of the Board you can raise the matter with the Chairman of the Board, or the Chairman of the Audit Committee, who is independent of the LMC Board, and who is responsible for ensuring that LMC follows best practice in governance and internal controls.  The current chairmen can be contacted as follows:

Chairman of LMC Board


     Pat O’Rourke Associates

     Hillbrook

     Moatfarrell

     Co.Longford

     patorourke1@gmail.com

      Mob: 00353  872667010
Chairman of Audit Committee

Mr. David Gray FCA

McClure Watters

1 Lanyon Quay

Belfast BT1 3LG

Tel: 028 9023 4343
If you feel unable to inform either the Chairman of the Board or the Chairman of the Audit Committee, you are entitled to contact LMC’s sponsoring Department, the Department of Agriculture and Rural Development. Within DARD, you should speak to the person with responsibility for Food Policy at the following address / telephone number:

Dr John Speers
Head of Food Policy Branch
Department of Agriculture and Rural Development

Dundonald House

Upper Newtownards Road

Belfast BT4 3SB

Tel:  028 9052 0100
If you make such a disclosure, you should provide full details and, where possible, supporting evidence.

4. It is important that these types of issues are dealt with sensitively and quickly.  Anonymous disclosures are strongly discouraged as they are likely to hinder effective investigation.  However, if you disclose information in accordance with this procedure, in so far as it is reasonably practicable, your identity will be kept confidential.  If the situation arises when we are not able to resolve the concern without revealing your identity (for example because your evidence is needed in official procedures), we will discuss this with you.

5. The Company will promptly investigate your allegation and will take whatever action it considers appropriate.  Your assistance may be required during the investigation. Your allegation will be addressed seriously and you will be informed of the outcome of the investigation as soon as practicable.

6. If you reasonably believe that your concern relates to any of the areas set out in paragraph 1 above and you disclose this information to the appropriate person under this procedure in good faith, no action will be taken against you for making the disclosure.

7. Any employee found to be victimising another employee for using this procedure or deterring any employee from reporting genuine concerns under this procedure may be subject to disciplinary action which may result in dismissal. Equally, if your disclosure/allegation is found to be malicious or vexatious, or there were no reasonable grounds for you believing that the information supplied was accurate, the Company’s disciplinary procedure may be invoked which may result in your dismissal.

8. This procedure does not affect the duty of confidentiality that you owe the Company.  Under the duty of confidentiality you may not disclose confidential information of the company without proper authorisation.

9. This procedure and the protection it guarantees is available not only to employees of the Company but also agency workers, casual staff, freelance contractors providing services to the Company and those undertaking work experience and training within the Company.

This procedure is endorsed by the Commission and is reviewed regularly.  You are encouraged to raise genuine concerns without fear of reprisals.
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