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American Library Association

Whistleblower Policy

Summary of Policy 

This policy governs (1) reporting of allegations of fraudulent or dishonest conduct engaged in by any employee of the American Library Association in connection with that employee’s Association-related duties, (2) investigation of such reports, and (3) protection of whistleblowers from retaliation.

Policy

The American Library Association (ALA) has instituted internal controls and operating procedures to detect, prevent, or deter fraudulent or dishonest conduct on the part of its employees in performance of their Association-related duties.  Despite these safeguards, violations of laws, regulations, policies, and procedures which may constitute fraudulent or dishonest conduct may nevertheless occur.  When allegations of such conduct are reported as outlined below, the Association investigates them and as warranted, takes appropriate action.  

For the purposes of this policy, fraudulent or dishonest conduct is defined as a deliberate act or failure to act with the intention of obtaining an unauthorized benefit.  Examples of such conduct include, but are not limited to:

▪
forgery or alteration of documents

▪
unauthorized alteration or manipulation of computer files

▪
fraudulent financial reporting

▪
pursuit of a benefit or advantage in violation of the Association’s conflict of interest policy

▪
misappropriation or misuse of Association resources, such as funds, supplies, or other assets

▪
authorization or receipt of  compensation for goods not received or services not performed

▪
authorization or receipt of  compensation for hours not worked

An allegation of such activities that is made according to the procedures outlined below is called a “protected disclosure.”  An ALA employee may not: (1) retaliate against an employee or applicant for employment who has made a protected disclosure or who has refused to obey an illegal order, nor (2) directly or indirectly use or attempt to use the official authority or influence of his or her position for the purpose of interfering with the right of an applicant or an employee to make a protected disclosure to the Association.  

The Association will take whatever action may be needed to prevent and correct activities that violate this policy.

Procedure

A. Filing a Report of Suspected Improper Activities

1. Any person may report allegations of suspected fraudulent or dishonest actions. Such persons include but are not limited to: an employee carrying out his or her assigned duties; internal or external auditors; members; vendors; other third parties. 

2.  The preferred form for reporting allegations is in written form, signed, and with as much specific information related to the alleged fraudulent or dishonest conduct as possible.   Anonymous and oral reports may also be accepted, but those making such reports should be aware that it is more difficult to follow up effectively on anonymous and/or oral reports.  

3.  Allegations are directed to the Executive Director.  But see  #8 below.  

4.  Once submitted, the report becomes a “protected disclosure.” 

5.  Upon receiving a protected disclosure, the Executive Director reports each allegation to the Director, Human Resources, and as appropriate, to other senior managers.  

6.  The Executive Director, with the Director, Human Resources investigates the allegations, enlisting outside legal, accounting or other advisors, as necessary and appropriate.  

7.  Upon completion of the investigation, the recipient of the protected disclosure submits a follow-up report on findings of the investigation and any actions taken in response to them

8.  Conflicts of interest in receiving reports and conducting investigations are avoided.  For example, when an allegation involves the Executive Director, or when other potential conflicts of interest are believed to exist, reports may be made to the ALA President or to the Director, Human Resources.   Similarly, allegations that involve the Director, Human Resources, are handled without that individual’s involvement.  

B. Protection from Retaliation

1. An employee or candidate for employment who believes he or she has been subjected to or affected by a retaliatory conduct for (1) reporting suspected unlawful activity, or (2) for refusing to engage in activity that would result in a violation of law, should report such conduct to the Executive Director.

2. The Executive Director advises the Director, Human Resources and other senior managers as appropriate of any report or knowledge of retaliatory conduct. 

3. Allegations of retaliation are investigated promptly and with confidentiality.  If allegations of retaliation are verified, remedial and/or disciplinary action is taken.

4. When the retaliatory conduct to be reported involves the Executive Director; or the employee believes that reporting to the Executive Director is for any reason inappropriate, unacceptable or will be ineffectual; or if the report to the Executive Director has been made and the retaliatory conduct has not ended, the Employee may direct his/her report to the Director, Human Resources.

C. Reasonable Care in Reporting and Handling Reports:  
1.  Reasonable care should be taken by all parties to avoid:

▪
baseless allegations (Allegations made with reckless disregard for their truth or falsity).  Individuals who make baseless allegations may be subject to institutional disciplinary action and/or legal claims by individuals accused of such conduct.
▪
premature notice to persons suspected of misconduct and/or disclosure of suspected misconduct to others not involved with the investigation

▪
violations of a person’s rights under law

2.  A manager or supervisor of a person accused of fraudulent or dishonest conduct or of retaliation:  

▪
does not contact the person suspected to further investigate the matter or demand restitution

▪
directs all inquires from an attorney retained by the suspected
individual to the General Counsel

3.  Employees with questions concerning the confidentiality or appropriateness of disclosure of particular information, or who are concerned that their report might be considered baseless may seek advice from the Director, Human Resources
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