

Whistle Blowing 

Jenny Wren Nursery wishes to maintain a high standard of care and in doing so encourages employees to raise concerns about possible malpractice.  We support employees when whistle blowing in good faith.

Isobel Rouse - Designated Safeguarding Lead
Katy Elliott - Deputy Safeguarding Lead
(All of the above staff are completed the Designated Safeguarding Lead training)


What we consider whistle blowing to be

We consider ‘Whistle blowing’ to be the act of an employee raising a concern they have when their information shows malpractice within the nursery.  Examples may include:
· Breach of legal obligation.
· Criminal offence.
· Breach of safeguarding and children’s welfare.
· Breach of health and safety.
· Damage to the environment in which they work.
· Miscarriage of justice.
· Discrimination e.g. based on disability or concealing information.

Whistle blowing at nursery

· Employees should raise concerns and should never feel they are being disloyal to colleagues, managers or core committee members of the nursery.
· Employees will be protected from possible reprisals or victimisation.
· Whistle blowing will not be at risk of losing your job; however, this is not extended to anyone who maliciously raises a matter they know to be untrue.
· Whistle blowing is considered to be in good faith.
· Employees should not raise concerns outside the nursery, before they have been raised internally and time given for them to be resolved.
· If employees do not follow the nursery procedures for whistle blowing internally, they may weaken the protection given to them under the ‘Public Interest Disclosure Act 1998’.
· Employment grievances are not covered under the whistle blowing policy and should be raised as a separate issue.

Procedures for whistle blowing:  

· If any employee or volunteer working in the nursery has a concern, they should raise their concerns directly with the managers and without delay.
· If it is felt that the employee or volunteer is not able to speak to the manager or if the concern is related to the manager, they should arrange an appointment to speak with the core group committee chairperson who will investigate the matter.
· In the majority of instances, the manager will investigate the concern and the committee core group chairperson will be informed of the progress and actions taken throughout the investigation.
· The concerns made will be initially logged by the manager, committee chairperson on a ‘summary log sheet: raising concern’.
· If the concern was not raised to the core group committee chairperson, the nursery manager will contact the committee chairperson and inform them of the concern.
· Once the concern has been logged, the manager, committee chairperson will acknowledge the concern within 5 days, giving details of:
-The concern raised.
-The name of the person handling the investigation.
-How the person handling the investigation can be contacted (if required).
-Whether the person who had raised the concern may be required for further assistance,
· The manager, committee chairperson investigating the concern will write to the complainant summarising the allegation made.  This will be made within 5 days.
· The manager, committee chairperson will investigate the concern, speaking to any parties and assess what action should be taken.
· The investigating person will:
-Comply with the Human Rights Act 1998.
-Ensure every effort is made to guarantee confidentiality.
· Where the matter can be resolved internally, the manager, committee chairperson will make a written report of the outcome(s) and action(s) taken.  When required an action plan for improvement for those persons involved in the concern will be made.  A copy will be kept on file and sent to those requiring a copy.
· A note will be made on the employee’s personal file.
· The complainant will be informed of the progress made and any action taken.
· The outcome of the matter will be reported to the committee and the investigation will be considered closed.

If the concern raised is a ‘safeguarding’ issue, the manager/committee chairperson will follow the safeguarding children procedures.

· Staff who identify a safeguarding concern and report this to the designated safeguarding lead/manager retain individual responsibility for the reporting/management of the concern.  As such staff reporting incidents should be updated by the safeguarding leaf/manager on a need to know basis, recognising that confidentiality may limit the information that can be shared.
· Where a member of staff has reported a concern but are unaware that appropriate action has been taken, they should consult their safeguarding lead/manager for an update.  If the member of staff feels that appropriate action has not been taken, they should contact the committee to discuss this further.
· If after these steps a member of staff still feels that appropriate action has not been taken then the member of staff should contact the local authority’s Single Point of Advice (SPOA)/LADO online website, contact details of whom are included in this policy.

Dissatisfied with the outcome

Where an employee or volunteer working at the nursery is unhappy with the outcome of an investigation, we recommend that they speak to the independent charity: Public Concern at Work.  This can be done at any stage.

Raising my concern anonymously

Concerns can be made anonymously, however the person investigating the concern will not be able to give feedback on the outcome or ask for additional information that they may need in order to complete their investigation.


External support

At any time in the process employees or volunteers who work at the nursery can contact an external agency for support and advice:

                                       [image: ]                                                     LADO – East Sussex – 
https://www.eastsussex.gov.uk/childrenandfamilies/professional-resources/lado/

SPOA - 01323 464222



                                TELEPHONE:  0207 404 66 09                                        

                                                                                                       For further information about it you can visit

                                      www.pcaw.co.uk
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Our unique free, confidential Whistieblowing
Advice Line has received over 20,000 calls since
1993. Neither heroes nor traitors, these people:
are worried. They work in schools, banks,
nuclear plants, raitways, care homes,
supermarkets and hospitals. They have seen
sometning wrong - poor care, fraud, an illegal or
unsafe practice - and are unsure how best to
speak up. Yet saying something can mean the
difference between a problem avoided and
cleaning up after a disaster

1f you are a concemed worker or an organisation
that wans to ensure your whistieblowing
amangements meet best practice, call s for free.
whistieblowing advice on 020 7404 6608,
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