Wren’s Nursery Whistleblowing Policy
(Public Interest Disclosure Act 1998 and subsequent amendments)
1. Introduction
Wren’s Nursery is committed to maintaining the highest standards of openness, integrity, and accountability. Employees are often the first to identify concerns about malpractice or wrongdoing, but may feel unable to speak up.
The Public Interest Disclosure Act 1998 (PIDA) provides legal protection for workers who raise concerns in the public interest. These concerns, known as protected disclosures, allow individuals to report suspected wrongdoing without fear of victimisation, dismissal, or other detriment.
Wren’s Nursery encourages a culture where concerns can be raised early, openly, and safely. This policy explains how employees can report concerns and how the nursery will respond.
This policy should be read alongside:
· Guidelines for Safe Working Practices
· Child Protection Policy
· Procedure for Dealing with Allegations of Abuse Against Staff and Volunteers
These documents reflect our commitment to safeguarding children and ensuring a safe, transparent working environment.
2. Policy Aims
This policy aims to:
· Support employees to raise concerns about practice, conduct, or potential wrongdoing, and to feel confident and safe in doing so.
· Provide a clear process for reporting concerns and receiving timely feedback.
· Ensure employees know how to escalate concerns if they believe the issue has not been handled appropriately by the Nursery Manager or Directors.
· Protect employees from any form of victimisation, disadvantage, or retaliation as a result of raising a concern in good faith.
· Ensure that any employee who is the subject of a concern is treated fairly and offered appropriate support.
3. What Types of Concerns Can Be Raised?
This policy covers concerns that fall outside the usual grievance procedure (which deals with matters relating to an individual’s own employment).
A qualifying disclosure is one that, in the reasonable belief of the employee, is made in the public interest and relates to one or more of the following:
· A criminal offence has been, is being, or is likely to be committed.
· A failure to comply with a legal obligation.
· A miscarriage of justice.
· The health or safety of any individual is being, or is likely to be, endangered.
· The environment is being, or is likely to be, damaged.
· Information relating to any of the above is being deliberately concealed.
· Serious concerns about safeguarding or safer working practice.
· Serious concerns about management decisions or practices that could place children, staff, or the organisation at risk.
Employees do not need to prove the wrongdoing—only to reasonably believe that it is happening, has happened, or is likely to happen.
4. Legal Protection
Under PIDA, workers who make a protected disclosure are legally protected from:
· Unfair dismissal
· Detriment (e.g., being treated unfairly, denied opportunities, or victimised)
· Loss of pay or status as a result of raising concerns
There is no minimum length of service required to be protected, and there is no upper limit on compensation that may be awarded by an employment tribunal.
To be protected, the disclosure must be made through an appropriate route and in the public interest.
5. How to Raise a Concern
To receive legal protection, disclosures must be made through one of the following prescribed routes:
1. Disclosure to your employer
· Usually to the Nursery Manager or Directors.
· Concerns may be raised verbally or in writing.
2. Disclosure to a legal adviser
· When seeking advice about making a protected disclosure.
3. Disclosure to a prescribed person or body
· For example, Ofsted, the Local Authority Designated Officer (LADO), the Health and Safety Executive (HSE), or other bodies listed in the government’s prescribed persons order.
· This route may be used if the employee believes the concern has not been properly addressed internally or if they reasonably believe the matter falls within the remit of the prescribed body.
Employees are encouraged to raise concerns internally first wherever possible, as this allows the nursery to address issues promptly and effectively.
Whistleblowing Policy
1. Commitment to Openness and Accountability
The Nursery Manager and Directors are committed to maintaining the highest standards of honesty, integrity, and accountability across Wren’s Nursery.
Employees who have serious concerns about any aspect of the nursery’s operations are encouraged to raise these concerns promptly, following the Whistleblowing Procedure set out below.
Wren’s Nursery will not tolerate harassment, victimisation, or any form of disadvantage towards an employee who raises a concern in good faith. Appropriate action will be taken to protect individuals who speak up in the public interest.
2. Confidentiality and Sensitivity
All concerns will be handled sensitively and, where possible, confidentially. Initial enquiries will be made to determine whether an investigation is appropriate and, if so, what form it should take.
If a concern cannot be investigated without revealing the identity of the employee or any other individual, this will be discussed with the person concerned before further action is taken.
Employees are encouraged to raise concerns openly and put their name to disclosures. Anonymous concerns will be considered, but the ability to investigate may be limited.
3. Support During the Process
If a meeting is required to discuss a concern, the employee may be accompanied by a colleague, friend, or trade union representative (but not a practising lawyer). Employees may request that the meeting takes place away from their usual place of work.
Wren’s Nursery is committed to ensuring that any employee who is the subject of a concern is treated fairly and supported throughout the process.
4. False or Malicious Allegations
Wren’s Nursery will take disciplinary action where an employee is found to have made a deliberately false or malicious allegation.
However, if a concern is raised in good faith and is not upheld following investigation, no action will be taken against the employee.
Whistleblowing Procedure
1. Raising a Concern Internally
Employees should report concerns as soon as possible to the Nursery Manager and/or a Director. Concerns should relate to the categories outlined in the Policy Aims section (e.g., safeguarding, criminal activity, legal breaches, unsafe practice, or serious misconduct).
2. If the Concern Involves Senior Leaders
If an employee reasonably believes that the Nursery Manager and/or a Director is involved in the matter, or that reporting internally may result in evidence being concealed, they may raise the concern with an appropriate external body (e.g., Ofsted, the Local Authority Designated Officer, or another prescribed person).
3. How to Raise a Concern
Concerns may be raised verbally, but written disclosures are often clearer and easier to investigate. A written concern should include:
· A summary of the issue, including relevant names, dates, times, and locations.
· The reason the employee believes the situation is concerning or potentially harmful.
· Details of any witnesses or individuals who may have relevant information.
Employees are not required to prove the allegation; they must simply demonstrate that they have a reasonable belief that wrongdoing has occurred, is occurring, or is likely to occur.
4. Good Faith and Reasonable Belief
To be protected under the Public Interest Disclosure Act, employees must raise concerns in good faith and in the public interest. This means they must genuinely believe the information is true or likely to be true, even if it is later found to be incorrect.
5. Additional Support
Employees may seek advice or support from their trade union at any stage of the process. They may also obtain confidential advice from independent whistleblowing charities or legal advisers.
How Wren’s Nursery Will Respond
1. Taking Concerns Seriously
Any member of staff who receives a whistleblowing concern has a responsibility to ensure it is taken seriously. Concerns must be acted upon promptly, sensitively, and in a way that protects both the employee raising the concern and any individuals potentially affected.
2. Initial Assessment
To protect the employee and ensure an appropriate response, the nursery will carry out an initial assessment to determine:
· Whether the concern falls within the scope of this policy
· Whether a full investigation is required
· What form the investigation should take
This initial stage is fact‑finding only and will be handled discreetly.
3. Deciding the Appropriate Route
If a full investigation is required, the Nursery Manager and/or Directors will decide whether the matter should be:
· Investigated internally
· Referred to the police
· Referred to an external auditor or regulator
· Subject to an independent enquiry
Where a concern relates to the safety or welfare of a child, the nursery will follow the Procedure for Dealing with Allegations of Abuse Against Staff and Volunteers and consult the Local Authority Designated Officer (LADO) as required.
If urgent action is necessary—such as temporary suspension—this may be taken before the investigation begins.
Some concerns may be resolved quickly through agreed actions without the need for a full investigation.
4. Communication With the Employee
Within 10 working days of a concern being raised, the Nursery Manager and/or Director will write to the employee to:
· Acknowledge receipt of the concern
· Explain how the concern will be handled
· Provide an estimated timeframe for a final response
If a full investigation is not deemed necessary, the reasons for this decision will be clearly explained.
If initial enquiries cannot be completed within 10 working days, the acknowledgement letter will explain why and provide an updated timescale.
The employee may be asked to provide additional information if needed to clarify the concern.
5. Support and Protection
Wren’s Nursery will take all reasonable steps to support employees who raise concerns and to minimise any difficulties they may experience. This includes protection from victimisation, disadvantage, or retaliation.
The employee will be kept informed, as far as legally permissible, about the progress of the investigation and any outcomes or actions taken.
Taking the Matter Further
Employees are expected to use internal whistleblowing routes first. External routes should only be used in exceptional circumstances—for example, if the employee reasonably believes:
· The concern has not been handled properly
· Evidence may be concealed
· The matter falls within the remit of an external regulator
Internal Contacts
· Sarah McConnell
· Amy Evans
External Contacts
· The Police
· Your Trade Union
· Local Citizens Advice Bureau
· A solicitor or legal adviser
· Public Concern at Work (Protect) – independent whistleblowing advice charity
· The Health and Safety Executive
· The District Auditor
· Ofsted
· Dorset LADO – 01305 221122
If an employee raises the matter externally, they must take care not to disclose confidential information unnecessarily. The external body or adviser can guide them on how to do this safely.
Safeguards
1. Harassment or Victimisation
Wren’s Nursery recognises that raising a concern can be difficult. The nursery will not tolerate any form of harassment, victimisation, or informal pressure against an employee who raises a concern in good faith. Appropriate action will be taken against anyone who engages in such behaviour.
2. Confidentiality
Wherever reasonably possible, Wren’s Nursery will protect the identity of an employee who raises a concern and wishes to remain confidential.
However, confidentiality cannot always be guaranteed. The investigation process may reveal the source of the information, and the employee may be asked to provide a statement or give evidence at:
· A disciplinary hearing
· A safeguarding process
· A court or tribunal
The nursery will support employees throughout this process.
Anonymity
Wren’s Nursery encourages employees to raise concerns openly wherever possible, as this enables a more effective investigation. However, concerns raised anonymously will be considered at the discretion of the Nursery Manager and Directors.
When deciding whether an anonymous concern can be taken forward, the following factors will be considered:
· The likelihood of being able to gather sufficient information or evidence
· The seriousness and potential impact of the issues raised
· The credibility and clarity of the concern
· The overall best interests of Wren’s Nursery and the children in our care
Employees who raise concerns anonymously should understand that it may not be possible to provide feedback or updates about the outcome.
Support
Any member of staff, manager, or director who is the subject of an allegation will be kept informed, as appropriate, about the progress of the investigation. The nursery will consider what support may be needed for them throughout the process.
If an allegation is found to be unfounded or no further action is required, the Nursery Manager and Directors will consider what additional support, reassurance, or reintegration measures may be appropriate for the individual concerned.
Monitoring and Review
The Nursery Manager and Directors are responsible for recording all concerns raised under this policy, along with the actions taken and the outcomes.
This policy will be reviewed annually, or sooner if required by changes in legislation, statutory guidance, or best practice. Updates will be made as necessary to ensure the policy remains compliant, effective, and reflective of Wren’s Nursery’s commitment to safeguarding and transparency.

