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[bookmark: _Toc194353958]Introduction 
The purpose of this document is to update and set out IHREC’s policy and procedures on Protected Disclosures in the workplace considering changes introduced in the Protected Disclosures (Amendment) Act 2022 to the Protected Disclosures Act 2014 (“the Acts”). The Protected Disclosures Act Statutory guidance for public bodies and prescribed persons November 2023, provided by D/PENDER was used as a basis for update of this policy. 
This policy sets out the process by which a worker of IHREC can make a protected disclosure, what will happen when a disclosure is made and what IHREC will do to protect the reporting person. The process for making a protected disclosures internally in IHREC as well as the process for external reporting is outlined. 
IHREC is strongly committed to ensuring a culture and working environment that encourages, facilitates and supports any employee/worker to “speak up” on any issue that could impinge on the ability of IHREC to carry out its roles and responsibilities to the high standard expected. IHREC is also strongly committee to the highest standards of openness, probity and accountability.
The Senior Management Team (SMT) are also fully committed to maintaining the highest standards of integrity and probity. People who work in and with IHREC are required and expected to adhere to a high standard of both professional and personal conduct.
IHREC is a member of the Integrity at Work programme, a Transparency International Ireland initiative. As part of its commitment to protecting workers who raise concerns of wrongdoing, IHREC has signed and complies with the Integrity at Work Pledge to ensure that workers reporting wrongdoing will not face penalisation and that action will be taken in response to the concerns raised. A copy of the Pledge is in Appendix 3. 
[bookmark: _Toc194353959]Further advice – including legal advice – regarding Protected Disclosures can be accessed on Transparency International Ireland’s website and its Speak Up helpline at 1800 844 866 (See Appendix 4, Speak Up Helpline). Where the reporting person is a member of a union, that union may also be able offer advice, including legal advice. 

Guiding principles
The Protected Disclosures Act Statutory guidance for public bodies and prescribed persons November 2023 outlines key principals which informed the guidance – IHREC agrees with these guiding principles as a basis for this IHREC Protected Disclosures Policy as follows: 
All reports of wrongdoing in the workplace should, as a matter of routine, be the subject of an initial assessment and any appropriate follow-up action. 
The focus of the process should primarily be on the wrongdoing reported, and whether it is a relevant wrongdoing, and not on the reporting person. 
The identity of the reporting person and any person concerned should be adequately protected; and 
Provided that the reporting person discloses information relating to a relevant wrongdoing, in an appropriate manner, and based on a reasonable belief, no question of penalisation should arise. 
If these principles are respected, there should be no need for reporting persons to access the protections and redress contained in the Act.
All disclosures of wrongdoing will be dealt with in a proper and timely manner in accordance with this policy. 
[bookmark: _Toc194353960]Commitment of the Senior Management Team (SMT)
The SMT of IHREC takes responsibility for the successful operation of this policy and is also fully committed to observing the spirit and purposes of the Acts. Specifically, the SMT is committed to the following: 
Facilitating, encouraging and promoting the disclosure of wrongdoing.
Assisting, supporting and protecting workers who make protected disclosures. 
Protecting a worker’s identity in a manner consistent with the requirements of the Act and taking action where those requirements have been breached. 
Ensuring reports of wrongdoing are dealt with in a proper and timely manner. 
Improving organisational culture and governance within IHREC and reducing the risk of wrongdoing occurring.
Providing workers with specific guidelines as set out in these procedures as to how to make protected disclosures.
[bookmark: _Toc194353961]Why are we encouraging disclosure of wrongdoing?
People who work in IHREC will often be the first people to notice the signs of wrongdoing. They therefore play an essential part in early detection of behaviour that could damage IHREC and the public interest if it is allowed persist. Putting in place a receptive culture and appropriate procedures is in line with IHREC’s approach to risk management and is central to encouraging members of staff to make disclosures directly to IHREC rather than to a person outside IHREC. 
Internal disclosures facilitate IHREC in, for example: 
deterring wrongdoing in IHREC.
ensuring early detection and remediation of potential wrongdoing.
reducing the risk of leaking of confidential information.
demonstrating to the public that IHREC is accountable and managed effectively.
improving trust, confidence and morale of workers in IHREC.
building a responsible and ethical organisational culture; and 
limiting the risk of reputational and financial damage and damage to the public interest.
[bookmark: _What_is_the][bookmark: _Toc194353962]

General Information on Protected Disclosures
[bookmark: _Toc194353963]What is a Protected Disclosure
1. A protected disclosure is defined in Section 5 of the Acts. It is a disclosure of information which, in the reasonable belief of the worker, tends to show one or more relevant wrongdoings; came to the attention of the worker in a work-related context; and is disclosed in the manner prescribed in the Act. 
It is important to note that workers must make a disclosure in the manner set out in the Acts to gain the protections of the Acts. 
A protected disclosure should contain “information” which tends to show relevant wrongdoing. The ordinary meaning of disclosing “information” is conveying facts, such as stating that events have occurred. This is different to simply making an allegation based on a suspicion that is not founded on anything tangible. 
Workers need not investigate matters themselves to find proof of their suspicion and should not endeavour to do so. All workers need to do, and should do, is disclose the information that they have, based on a reasonable belief (see immediately following paragraphs) that it discloses a relevant wrongdoing (see point 25) and, where the information relates to individuals, that it is necessary to disclose that information. 
[bookmark: _Toc194353964]What is the Protected Disclosures Act and what changes were introduced by the Amended Act in 2022? 
The Protected Disclosures Act 2014 as amended by the Protected Disclosures (Amendment) Act 2022, protects workers in the public, private and not-for-profit sectors from retaliation if they speak up about wrongdoing in the workplace. Persons who make protected disclosures are protected by law, meaning they should not be treated unfairly or lose their job because they have made a protected disclosure.
The Protected Disclosures (Amendment) Act 2022 significantly expands the scope of the protections for those who make protected disclosures. The legislation places new and enhanced obligations on public bodies to have processes in place to facilitate workers in making protected disclosures.
Substantial changes to the Protected Disclosures Act 2014 (the 2014 Act) were required for Ireland to comply with EU law as it relates to protected disclosures. The 2022 Act amends the 2014 Act in this regard and transposes the EU Whistleblowing Directive[footnoteRef:2].  [2:  Directive (EU) 2019/193] 

Section 10A to 10F of the Protected Disclosures (Amendment) Act 2022 introduces the Office of the Protected Disclosures Commissioner and appoints the Ombudsman as the Protected Disclosures Commissioner (the “Commissioner”). The Commissioner has a role in the handling of external reports made under Section 7 of the Acts and reports made to Ministers under section 8 of the Acts. The intent behind this provision in the Acts is that in the event that a worker wishes to report externally but there is no person prescribed in relation to the matter they wish to report, or they are uncertain as to who the correct prescribed person to report to is, they have the alternative option of reporting to the Commissioner. The Commissioner will then identify and transmit the report to the person they consider most appropriate to follow-up. In exceptional cases the Commissioner will follow-up directly on a report.
IHREC is not included on the list of prescribed persons at: www.gov.ie/prescribed-persons (this list is also set out in SI 367/2020, as amended by SI 524/2023). In the unlikely event that an external report is received by IHREC it should be forwarded to the Office of the Protected Disclosures Commissioner ( disclosures@opdc.ie ) who will decide upon the most appropriate prescribed person to handle the disclosure.
[bookmark: _Toc194353965]What is a reasonable belief?
A worker must have a reasonable belief that the information disclosed shows, or tends to show, wrongdoing as per Section 5(2) of the Acts. The term “reasonable belief” does not mean that the belief has to be correct. Workers are entitled to be mistaken in their belief, so long as their belief was based on reasonable grounds. 
It may be quite reasonable for a worker to believe that a wrongdoing is occurring on the basis of what he or she observes. A worker may not know all the facts of the case and as noted above at paragraph 16, the worker is not obliged to find proof of his / her suspicion. In such a case, the worker may have reasonable grounds for believing that some form of wrongdoing is occurring, but it may subsequently turn out that the worker was mistaken.
No worker will be penalised simply for getting it wrong, so long as the worker had a reasonable belief that the information disclosed showed, or tended to show, wrongdoing.
[bookmark: _Toc194353966]Who can make a disclosure/ Who is a ‘worker’ under the Act?
Wrongdoing may come to the attention of, and a disclosure can be made by, any person (a “worker”) in a work-based relationship with IHREC. The definition of “worker” at Section 3(1) of the Acts includes the following: 
an individual who is or was an employee. 
an individual who entered into or works or worked under any other contract, whether express or implied and (if it is express) whether oral or in writing, whereby the individual undertook to do or perform (whether personally or otherwise) any work or services for another party to the contract for the purposes of that party’s business. 
an individual who works or worked for a person in circumstances in which: 
· the individual is introduced or supplied to do the work by a third person; and 
· the terms on which the individual is engaged to do the work are or were in practice substantially determined not by the individual but by the person for whom the individual works or worked, by the third person or by both of them. 
an individual who is or was provided with work experience pursuant to a training course or programme or with training for employment (or with both) otherwise than under a contract of employment. 
an individual who is or was a shareholder of an undertaking. 
an individual who is or was a member of the administrative, management or supervisory body of an undertaking, including non-executive members. 
an individual who is or was a volunteer. 
an individual who acquires information on a relevant wrongdoing during a recruitment process; and 
an individual who acquires information on a relevant wrongdoing during pre-contractual negotiations (other than a recruitment process referred to in (h) above). 
Civil Servants, members of An Garda Síochána, members of the Permanent Defence Forces and members of the Reserve Defence Forces are also deemed to be workers under the Act.
Additional categories of worker are now covered under the Act, following its amendment in 2022, and these are set out at e) to I) above. Public bodies should note in particular the following: 
Individuals who are or were members of the administrative, management or supervisory body of an undertaking, including non-executive members are now included within the scope of the Act. This will include the members of any Board (or similar) appointed to a public body. Furthermore, in the context of local government, it is considered that members of a local authority (i.e. county/city councillors) are included in the scope of the Act by virtue of this provision. The Procedures of relevant public bodies should reflect this and provide for making of reports by this category of workers accordingly. 
Volunteers are also now within the scope of the Act. Public bodies that work with and interact with volunteers, both formally and informally, should particularly take note of this, and it should be clear that Procedures allow for reports to be made by such persons. 
Legal advisors, where information comes to their attention while providing legal advice, are excluded from the protections of the Act. Where a claim to legal professional privilege could be maintained in respect of such information, it will not be a protected disclosure if it is disclosed by the legal advisor. This is the position whether the legal advisor is employed or not employed by the public body. 
For the purposes of the Act, in relation to the categories of worker at (a) to(i) above, the employer of a worker is considered to be: 
1. the person with whom the worker entered into, or for whom the worker works or worked under, the contract of employment, 
the person with whom the worker entered into, or works or worked under, the contract, 
the person: 
· for whom the worker works or worked; or 
· by whom the individual is or was introduced or supplied to do the work, 
the person who provides or provided the work experience or training. 
the undertaking of which the worker is or was a shareholder, 
the undertaking, the administrative, management or supervisory body of which the worker is or was a member, 
the person for whom the individual is or was a volunteer, 
the person by whom or on whose behalf the recruitment process concerned is or was carried out, or 
the person by whom or on whose behalf the pre-contractual negotiations are or were carried out. 
Reports from Non-Workers or the General Public 
In order for a report to qualify as a protected disclosure, it must be made by a worker and the information that the worker has reported has come to them in a work-related context. Reports that do not fulfil these criteria are not protected disclosures and do not need to be dealt with in the manner specified by the Act. This does not mean that such reports should be ignored by IHREC – it is in the public interest that credible reports of wrongdoing should be followed-up on regardless of the source of such information. Such follow-up may be carried out in accordance with other procedures such as the IHREC Customer Service Charter or may need to be followed-up in an ad hoc manner. If there is any uncertainty or doubt as to whether the reporting person is a worker, it is advised that their report be treated as a protected disclosure until the position can be clarified.
[bookmark: _Toc194353967]

Personal grievances vs disclosure of wrongdoing
A matter concerning interpersonal grievances exclusively affecting a reporting person, namely, grievances about interpersonal conflicts between the reporting person and another worker, or a matter concerning a complaint by a reporting person to, or about, his or her employer which concerns the worker exclusively, shall not be a relevant wrongdoing for the purposes of the Acts. 
Matters relating to personal grievances are dealt with through existing IHREC policies including the Grievance Policy and Dignity at Work Policy.
If a complaint is made of penalisation contrary to the Acts, then that complaint will be dealt with, having regard to the continued obligation to protect the identity of the reporting person under the Acts.  
[bookmark: _Toc194353968]What wrongdoing can be the subject matter of a protected disclosure?
The information must come to the attention of the reporting person in a work-related context. A work-related context means current or past work activities in IHREC through which, irrespective of the nature of these activities, the reporting person acquires information concerning a relevant wrongdoing, and within which the reporting person could suffer penalisation for reporting the information. A disclosure can relate to relevant wrongdoing which either has occurred, is occurring or is likely to occur. 
Section 5(3) of the 2022 Act provides protection for employees/workers of IHREC who disclose information in relation to the following relevant wrongdoings:
The commission of an offence;
The failure of a person to comply with any legal obligation, other than one arising under the worker’s contract of employment or other contract whereby the worker undertakes to do or perform personally any work or services;
A miscarriage of justice;
A danger to the health and safety of any individual;
Damage to the environment;
An unlawful or otherwise improper use of funds or resources of a public body, or of other public money;
An act or omission by or on behalf of a public body that is oppressive, discriminatory or grossly negligent or constitutes gross mismanagement;
A breach of specified EU law; or
Information tending to show any matter falling within any of the preceding paragraph’s bullets has been, is being, or is likely to be concealed or destroyed. 
The list above is not exhaustive. A full definition of wrongdoing can be found in Section 5(3) of the
Protected Disclosures Act 2014 as amended by the Protected Disclosures (Amendment) Act 2022
The information must come to the attention of the worker in connection with his/her employment. A protected disclosure is voluntary. 
As per Section 5(4) of the Acts, it is immaterial whether a “relevant wrongdoing” occurred, occurs or would occur in Ireland or elsewhere and whether the law applying to it is that of Ireland or that of any other country or territory.
[bookmark: _Toc194353969]Process for Protected Disclosures within IHREC
[bookmark: _Toc194353970]Appointment of designated person
An impartial person known as the ‘Designated Person’, or persons must be appointed to handle reports in accordance with Section 6A(a)(1)(c) the Acts. 
The Designated Person for internal reporting channels in IHREC is the Head of Corporate Services in IHREC. 
An alternative designated person or point of contact will be provided, from the Senior Management Team of IHREC, should circumstances arise such that it is inappropriate that the primary designated person be involved in the process.
The Designated Person may be the same person as the recipient of the report. The Designated Person is responsible for following up on reports, carrying out initial assessments of reports, maintaining communication with the reporting person as necessary, and requesting further information from, and providing feedback to, the reporting person. 
When a report is made an initial assessment must be undertaken. This need not be solely carried out by the Designated Person, but can be delegated to another authorised person, as appropriate.
The identity of the reporting person can be disclosed to other persons where necessary for follow-up of reports. Follow-up is defined as meaning any action taken, by the recipient of a report, or a person to whom the report is transmitted, to assess the accuracy of the information and, where relevant, to address the wrongdoing reported.
Although most reports will likely be received by the Designated Person(s) a report can potentially be received by any member of staff in the first instance. Should this occur, the staff member can contact the Head of Corporate Services as the ‘designated person’ to seek advice on the process they should follow.
Reports in respect of the Senior Management Team are made to the Director.
Reports in respect of the Director are made to the Chief Commissioner.
Reports in respect of Commission Members or the Chief Commissioner are made to the Chair of ARC.
[bookmark: _How_does_the_2][bookmark: _How_does_the_3][bookmark: _How_does_the][bookmark: _How_does_the_1][bookmark: _Overview__of][bookmark: _Toc194353971]Anonymous disclosures
An anonymous disclosure is where a reporting person withholds their identity, and a confidential disclosure is where identity is protected by the recipient. 
IHREC will accept and deal with any anonymous disclosures it receives to the greatest extent that this is possible. Reporting persons are strongly encouraged to identify themselves – in particular because the person dealing with the disclosure may need to seek additional information or clarification from the reporting person is needed for the purpose of effective follow-up. 
Postal disclosures can be made anonymously, should the individual not wish to disclose their identity. 
Irish Human Rights and Equality Commission, 16-22 Green Street, Dublin 7, D07 CR20. 
It should be noted that keeping the reporting person informed and protecting a reporting person from penalisation may be difficult or impossible to apply unless the worker’s anonymity lifts. Anonymous disclosures made by workers are not excluded from the protection of the 2022 Act. However, a worker cannot obtain redress under the 2022 Act without identifying themselves. 
[bookmark: _Protecting_the_identity][bookmark: _Toc194353972]Protecting the identity of the maker of a protected disclosure
There is a legal obligation on the Recipient of a disclosure to keep the reporting person’s identity confidential. IHREC will take all reasonable steps to protect the reporting person’s identity. Strict processes and filing systems will be used. A reporting person whose identity has been compromised can take an action if the reporting person suffers any loss by reason of such a compromised identity. The identity of the reporting person must be protected. Those involved in the processing of a protected disclosure must ensure via document security and filing (whether digital or manual) that the reporting person’s identity is protected. 
The designated person should always ensure that the identity of the reporting person is only ever shared on a “need to know” basis and only where it is necessary to carry out proper follow-up of a report. Where action is to be taken following a protected disclosure, a consultation with the reporting person will take place and, where possible, the informed consent of the reporting person will be given, prior to any action being taken that could identify them. This may include when disclosures are being referred by the public body to an external party. 
IHREC will not disclose to another person any information that might identify the reporting person except when: 
Where to do so is necessary and proportionate in the context of investigation and the reporting person has been advised in writing that this is to occur, as per Section 16(3)(a).
The person to whom the disclosure was made or transmitted shows that they took all reasonable steps to avoid such disclosure as per Section 16(2)(b)(i) of the Acts 
NOTE: This relates to a situation where all reasonable steps were taken to avoid disclosure of the identity, but the identity has been revealed in some manner, for example through an unforeseeable error or other unavoidable occurrence. 
The person to whom the disclosure was made or transmitted had a reasonable belief that it was necessary for the prevention of serious risk to the security of the State, public health, public safety or the environment as per Section 16(2)(b)(ii) of the Acts; 
Where the disclosure is otherwise required by law as per Section 16A(2) of the Acts; 
Where the disclosure is a necessary and proportionate obligation imposed by EU law or the law of the State in the context of investigations or judicial proceedings as per Section 16(2)(a), including with a view to safeguarding the rights of defence of the person concerned. 
NOTE: This relates to a statutory or criminal investigation or judicial proceedings. It does not relate to internal investigations conducted by IHREC or prescribed person. 
Where it is decided that it is necessary to disclose information that may or will disclose the identity of the reporting person, the reporting person will be informed of this decision in advance of the disclosure, except in exceptional cases. The reporting person will also be informed of the applicable review process under Section 12 of the Acts, which may be invoked by the reporting person in respect of this decision. 
[bookmark: _Toc194353973]Receipt and acknowledgement of internal disclosures
It is the policy of IHREC that disclosures can be made to the Head of Corporate Services. A record will be made of its receipt and a file opened in accordance with Section 16C. Where a disclosure is made to someone other than the Head of Corporate Services the reporting person should seek advice from the Head of Corporate Services, or in the case that the Protected Disclosure may involve the Head of Corporate Services, from the Director. This will be the same guidance provided to designated recipients upon receipt of a disclosure. Workers can make their reporting in writing or orally. On request a physical meeting between the designated person, the Head of Corporate Services, and the reporting person will be arranged for the purpose of making the report. The reporting persons can also seek advice from Transparency Ireland’s Speak Up Helpline at 1800 844 866, Monday to Friday 10am to 6pm (See Appendix 4 – Speak Up Helpline). 
Reports must be acknowledged in writing to the reporting person upon receipt of every report made through the internal reporting channel within 7 calendar days of receipt as per Section 6A(1)(b) of the Act. The acknowledgement will provide further information about the protected disclosures process and enclose or link to the Procedures that will apply to the handling of the report. It will endeavour to set expectations early as to what will happen – and when – after the report is made. Information will also be provided in relation to the protection of the identity of the reporting person and protection from penalisation. 
Any person to whom a report is made or transmitted will keep a record of every report made to them, including anonymous reports. Where a disclosure is made orally (e.g. via a phone call), a file note of the interaction will be made. Minutes will also be made of any meetings with reporting persons. The reporting person will be offered the opportunity to check, verify and agree the minutes of the meeting. 
[bookmark: _Toc194353974]Content and detail of Disclosures
Written disclosures should: 
State that the disclosure is being made under the Protected Disclosure procedures; 
Provide the reporting person’s name (if the reporting person wishes to do so) position in the organisation, place of work and confidential contact details; 
The date of the alleged wrongdoing (if known) or the date the alleged wrongdoing commenced or was identified; 
the date submitted;
Whether or not the wrongdoing is still ongoing; 
Indicate whether the wrongdoing has already been disclosed and if so to whom, when and what action was taken; and 
Provide relevant information in respect of the relevant wrongdoing.
The detail of the disclosure should be sufficient to enable a person without prior knowledge to understand the issue. A template is set out in Appendix 2.
[bookmark: _Toc194353975]Feedback to the reporting person
Feedback will be provided to the reporting person within three months of acknowledgement of receipt of the report as per Section 6A(1)(e).  
Where the reporting person requests in writing that they wish to receive further feedback after the initial three-month period, then further feedback will be provided at intervals of three months until the procedure relating to the report is closed as per Section 6A(1)(f). 
The overriding requirement when providing feedback is that no information is communicated that could prejudice the outcome of the investigation or any action that ensues (e.g disciplinary, or other legal action, including prosecution) for example, by undermining the right to fair procedures enjoyed by the person against whom a report or allegation is made. 
Subject to the previous paragraph, workers making protected disclosures should be provided with periodic feedback in relation to the matters disclosed and be advised when consideration of the disclosure is complete, except in exceptional cases. This does not require the public body to give a complete account of what the situation is at a particular point in time in terms of progress, but public bodies should generally give reassurance and affirmation that the matter is receiving attention. 
IHREC will not inform the reporting person of the progress, or outcome, of any disciplinary process involving another worker which may arise on foot of an investigation occasioned by a protected disclosure. In general, such information is confidential between the employer and the worker who is the subject of a disciplinary process. A reporting person should be informed that appropriate action has been taken but is not generally entitled to know what that action was. 
[bookmark: _Assessment_by_a][bookmark: _Toc194353976]

Assessment by a Recipient: Process
Workers may raise concerns informally at first (e.g. with a line manager) rather than immediately using the formal internal channels. This is particularly the case where the concern is a minor one, albeit that it may technically be a relevant wrongdoing under the Act (e.g. a minor health and safety concern). Where the line manager is comfortable doing so, these concerns can be addressed by the line manager in the first instance.
Should a worker raise such concerns with a line manager, there is no obligation to follow the requirements in the Act regarding formal acknowledgement, follow-up, feedback, etc., since these reports are not being made through the formal channel. The line manager may need to follow up on the concern and provide feedback to the worker, but this can be done in a more informal manner.
However, it should be noted that despite a concern being raised in an informal manner with a line manager, the worker may still be entitled to the protections of the Act. Line managers should have basic awareness of the Act and the protections it provides and should be able to direct a worker to the formal internal reporting channel if necessary.
If the formal route is necessary, the Recipient shall inform the Designated Person. The Designated Person will carry out an assessment as soon as practically possible. If a Recipient receives a disclosure, they shall advise the Designated Person of this and their assessment of whether any further action or investigation is warranted or not. The Designated Person will assess the disclosure to determine whether or not it should be treated as a protected disclosure.
The assessment process shall involve an assessment of the disclosure to seek to determine whether there is prima facie evidence that a relevant wrongdoing may have occurred. The assessment process may involve seeking further information/clarification from the reporting person. Where this occurs, appropriate records will be made in accordance with the record keeping policy regarding the receipt of reports above. If it is unclear whether the disclosure qualifies as a protected disclosure, the recipient will treat the disclosure as a protected disclosure (and protect the identity of the reporting person in accordance with the Procedures) until satisfied that the information is not a protected disclosure. 
It may be necessary, as part of the assessment process, to differentiate between protected disclosures and interpersonal grievances. In some cases, the information provided may involve both a personal employment complaint and a protected disclosure. The disclosure will be assessed to determine the nature of the information disclosed and the procedure or procedures that is/are most appropriate to be used to investigate the matter.
It may be necessary to separate the different elements of the complaint/disclosure and determine whether any specific disclosure of information relating to a relevant wrongdoing has taken place. If, having assessed the disclosure, it is deemed to relate solely to a interpersonal grievances, then the reporting person shall be encouraged to utilise other processes (e.g. the Grievance Procedure or Dignity at Work Policy) so that the complaint can be dealt with in an appropriate manner. If, having assessed the disclosure, there is a mix of different issues (some involving a protected disclosure, some involving a personal employment complaint) then an appropriate process / processes should be applied to deal with the issues. The process to be applied may differ from case to case. 
The assessment should consider whether the alleged wrongdoing is something that can or should be investigated or not, and, if so, what steps should be taken as part of such an investigation. If an investigation is required, IHREC should consider the nature and extent of the investigation. This could consist of an informal approach for less serious wrongdoings, a detailed and extensive investigation of serious wrongdoings, or an external investigation by another body. This will be determined by the designated person.
[bookmark: _Toc194353977]Assessment: Outcome of initial assessment
Where the decision is made by the Recipient or Designated Person that no further investigation is needed, the matter is closed, or the matter is referred to other applicable procedures (e.g. Grievance Procedure or Dignity at Work Policy) so that the complaint can be dealt with in an appropriate manner.
Where the decision is made by the Designated Person to undertake a further investigation they shall immediately notify: 
the IHREC Director while protecting the identity of the reporting person; and 
the Chair of the Audit and Risk Committee.
The above will not apply in the case of a Protected Disclosure concerning the following parties:
Member of the SMT (such disclosures to be investigated by the Director)
Director (such disclosures to be investigated by the Chief Commissioner)
Commission member or Chief Commissioner (such disclosures to be investigated by the Chair of the Audit and Risk Committee)
The Designated Person will make the reporting person aware of the outcome of the assessment as per Section 6A(1)(d)(ii)(II) of the Acts. 
[bookmark: _Toc194353978]Motivation
The motivation of the reporting person is irrelevant when determining whether or not a report is a disclosure protected by the Act as per Section 5(7). All protected disclosures will be dealt with in a proper and timely manner in accordance with this policy regardless of the reporting person’s motivation for making the disclosure. The reporting person will be protected so long as the worker reasonably believes that the information disclosed tended to show a wrongdoing as per Section 5(2)(a).
However, a disclosure made in the absence of a reasonable belief will not attract the protection of the Act and may result in disciplinary action against the reporting person. In addition, disclosure of a wrongdoing does not necessarily confer any protection or immunity on a reporting person in relation to any involvement they may have had in that wrongdoing. 
[bookmark: _Right_to_the][bookmark: _Toc194353979]Right to the Review of an assessment
Where a Recipient has made an assessment that further action or investigation is not warranted, the reporting person has the right to ask the Recipient that that assessment be reviewed. In such an event the Recipient shall communicate to the IHREC Director that a review has been requested. The Recipient will send the disclosure file to the IHREC Director and the IHREC Director shall review the assessment and advise the Recipient. 
Where the IHREC Director forms the view than no further investigation is needed, the Director must ensure that the Designated Person is notified.
If the review concerns a report relating to the Director, then the review of the assessment will be conducted by the Chief Commissioner.
[bookmark: _Investigation][bookmark: _Toc194353980]Investigation
Where a Recipient reports that an investigation is warranted in respect of a disclosure, the Designated Person will arrange, as soon as is practicable, that an investigation is commenced.
If the preliminary evaluation establishes that the matter meets the criteria of a protected disclosure as set out in the legislation, an investigation will be initiated as follows;
Matters may be investigated by the Internal Auditor. 
Matters which involve the Senior Management Team may be independently investigated and overseen by the Director or the Director’s nominee. 
Matters which involve the Director may be independently investigated and overseen by the Chief Commissioner. 
Matters which involve the Chief Commissioner may be independently investigated and overseen by the Chairperson of the Audit and Risk Committee. In all other instances the investigation will be overseen by the Designated Person, the Head of Corporate Services. 
A written acknowledgement must issue within 7 days after receipt of a report as per Section 6A(1)(b) of the Acts. Feedback must be provided to the reporting person within 3 months from the date of the acknowledgement of receipt of the report or, if no such acknowledgement was sent, not more than 3 months from the date of expiry of the period of 7 days after the report was made as per Section 6A(1)(e) of the Acts. If the investigation is a prolonged one, the investigating officer should keep the reporting person informed, in writing, at least every 3 months, as to the progress of the investigation and as to when it is likely to be concluded.
Where the matter is found not to meet the criteria of legislation the reporting person must be informed in writing of the reasons why as soon as reasonably practicable. They must also be advised if an alternative route is appropriate as per Section 6A(1)(d)(ii) II of the Acts.
If the matter meets the criteria the reporting person must be informed in writing and advised of the name of the investigating person along with guidance on where to seek advice and the rights of appeal.
Investigations in case of an alleged serious wrong-doing will be carried out, as appropriate depending on the nature and scale of the alleged wrongdoing by: 
In cases where the matters may be of such seriousness that that the investigation will more appropriately be carried out externally or by professional experts in a particular area, as per 10.2.1 of the Protected Disclosures Act Statutory Guidance for Public bodies and Prescribed Persons’.
In some areas the matter may need to be reported to, and investigated by, An Garda Síochána or another body with the statutory power and function of investigation, as per 10.2.1 of the Protected Disclosures Act Statutory Guidance for Public bodies and Prescribed Persons’.
Statements from all parties will be recorded in writing and a copy given to the reporting person for confirmation of its accuracy. Interviewees will be advised that they are entitled to be accompanied by a colleague or trade union representative or other support person, should they so wish. Written records of actions and decisions should be maintained. These must be held securely in accordance with Data Protection legislation and for no longer than is necessary or proportionate as per Section 16C(8) of the Acts.
At the conclusion of the investigation the reporting person will be informed in writing of the outcome and the action proposed by the Designated Person.
[bookmark: _Toc194353981]Rights of the respondent in an investigation
The principles of natural justice will apply in respect of any employee/worker of IHREC who the subject (the respondent) of any investigation is. The Head of Corporate Services will liaise with the Head of Human Resources to arrange that appropriate supports and protections are available as and when appropriate. 
[bookmark: _Toc194353982]Review of investigations and decisions carried out under these procedures
10.4.1 of the Protected Disclosures Act Statutory Guidance for Public bodies and Prescribed Persons’ provides that a reporting person may seek a review of a decision or process if affected by any of the following processes: 
The conduct or outcome of any follow-up actions (including any investigation) taken on foot of the receipt of a report; 
The conduct or outcome of any investigation into a complaint of penalisation; and 
Any decision to disclose the identity of a reporting person (except in exceptional cases).
10.4.1 of the Protected Disclosures Act Statutory Guidance for Public bodies and Prescribed Persons’ provides that a reporting person may seek a review of a decision or process if affected by any of the following processes: 
The conduct or outcome of any follow-up actions (including any investigation) taken on foot of the receipt of a report; 
The conduct or outcome of any investigation into a complaint of penalisation; and 
Any decision to disclose the identity of a reporting person (except in exceptional cases).
The review will be considered by a person not involved in the original process under review. Consideration may have to be given to appointing a person from outside the organisation to conduct the review in this regard.
The reporting person may bring the matter to the attention of the Director stating that the matter has already been considered by the Designated Person and outlining the reasons as to why they feel that the matter requires further investigation. 
This decision of the Director will represent a final internal decision on the matter.
[bookmark: _Toc194353983]Protecting reporting persons from penalisation
[bookmark: _Toc194353984]Definition of penalisation for having made a disclosure
Penalisation of a person who makes a protected disclosure will not be tolerated by IHREC. Penalisation is defined in Section 3 of the Acts. Penalisation is any direct or indirect act or omission that occurs in a work-related context that causes unjustified detriment to a worker. The 2022 Act expands on the 2014 Act’s definition of Penalisation and now includes, but is not limited to the following: 
Suspension, lay-off or dismissal; 
Demotion, loss of opportunity for promotion, or withholding of promotion; 
Transfer of duties, changes of location of place of work, reduction in wages or change in working hours; 
the imposition or administering of any discipline, reprimand or other penalty (including a financial penalty); 
Coercion, intimidation or harassment or ostracism; 
Discrimination, disadvantage or unfair treatment; 
Injury, damage or loss; 
Threat of reprisal; 
Withholding of training; 
a negative performance assessment or employment reference; 
Failure to convert a temporary employment contract into a permanent one, where the employee/worker had a legitimate expectation that he or she would be offered permanent employment; 
Failure to renew or early termination of a temporary employment contract; 
Harm, including to the worker’s reputation, particularly in social media, or financial loss, including loss one business and loss of income; 
Blacklisting on the basis of a sector or industry-wide informal or formal agreement, which may entail that the person will not, in the future, find employment in the sector or industry; 
Early termination or cancellation of a contract for goods or services; 
Cancellation of a licence or permit; and 
Psychiatric or medical referrals.
A reporting person, who believes that they are being subjected to penalisation as a result of making a disclosure under this policy, should notify the Protected Disclosures Recipient immediately, who will cause the matter to be appropriately investigated.
[bookmark: _Toc194353985]Redress avenues for reporting persons (key features)
Sections 11-16 of the Acts provide for specific remedies for workers who are penalised for making a protected disclosure. Section 14A creates a criminal offence for certain breaches of the Act including penalisation or threatening with penalisation, hindering or attempting to hinder a person in making a report and breaching the duty of confidentiality without lawful justification. Section 13A provides that a person who suffers damage from the making of a false report knowingly made has a right of action in tort against a reporting person. A reporting person who makes a report containing any information they know to be false commits an offence as per Section 14A(2).
If an offence is committed by a public body, and is committed with the consent of, or is attributable to the neglect on the part of a director, manager or other officer of the public body, that person will also be liable for prosecution as per Section 14A(6). On conviction, fines up to €250,000 or imprisonment for up to 2 years, or both, may be imposed. 
If a worker makes a disclosure and feels they have been penalised as a result of making a disclosure, they have the right to make a complaint to an Adjudication Officer of the Workplace Relations Commission. Compensation awards of up to 5 years pay can be made by the WRC where a worker is penalised for making a protected disclosure. Where a worker is not in receipt of remuneration, for example a job applicant, or volunteer, the WRC can make an award of up to €15,000 to these individuals as per Schedule 2, (1)(c)(ii) of the Acts.
[bookmark: _Toc194353986]Process for Disclosures external to IHREC
The Act identifies the following avenues for making a protected disclosure outside the employer (in this case, IHREC). A worker thinking of making a disclosure outside of IHREC should seek advice before doing so: 
A responsible person outside the Employer (Section 6) if the employee/worker reasonably believes that the wrongdoing relates to a person other than the employee’s/worker’s Employer or where that responsible person has legal responsibility for something in respect of which a wrongdoing may have occurred. 
A prescribed person or the Protected Disclosures Commissioner (Section 7) such as the Comptroller and Auditor General, the Data Protection Commissioner, the Chief Executive of the Health and Safety Authority etc. A list of prescribed persons and details of how to contact them is at: www.gov.ie/prescribed-persons. This list is also set out in SI 367/2020, as amended by SI 524/2023. Reporting persons should consult this list to discern the correct prescribed person for their disclosure. In such cases, an additional requirement applies: the reporting person must believe that that the information disclosed, and any allegations contained in it are substantially true. In addition to the list of prescribed persons, the Protected Disclosures Act, as amended created the Office of the Protected Disclosures Commissioner. The Commissioner’s primary duty is to refer any reports received under the Act to the most appropriate prescribed person (or other suitable person, if a prescribed person cannot be identified). 
Note: IHREC is not a ‘prescribed person’ for the purposes of the Protected Disclosures Act. 
A Minister of the Government on whom any function relating to the public body is conferred or imposed by or under any enactment. This is set out in Section 8 of the Acts. In order to make a disclosure to a relevant Minister, the worker must reasonably believe that the information disclosed tends to show one or more relevant wrongdoings, and one or more of the following must apply:
· The worker has previously made a disclosure of substantially the same information to their employer or other responsible person but received no feedback; 
· The worker reasonably believes the head of the public body concerned is complicit in the relevant wrongdoing reported; or 
· The worker reasonably believes that the disclosure contains information about a relevant wrongdoing that may constitute an imminent danger to the public interest. 
Relevant institutions, bodies or agencies of the EU The worker must have reasonable grounds to believe that the information on breaches reported was true at the time of reporting and that such information fell within the scope of the Directive. This option was introduced by the amending Act at Section 7B.
A legal adviser (e.g. in the context of obtaining legal advice, a solicitor, a barrister, a trade union official). This is set out in Section 9 of the Acts.
Alternative external disclosures (in very limited circumstances) (Section 10). It should be noted that there are stringent requirements for alternative external disclosures (for example seeking to disclose directly to the media) to qualify as protected disclosures under Section 10 of the Act.
The worker making the disclosure must reasonably believe that the information disclosed, and any allegation contained in it, are substantially true, and has previously made a disclosure of substantially the same information in the manner specified as the case may be, but no appropriate action was taken in response to the report within the period specified, or the worker reasonably believes that-
1. the relevant wrongdoing concerned may constitute an imminent or manifest danger to the public interest, such as where there is an emergency situation or a risk of irreversible damage, or
· if he or she were to make a report in the manner specified in section 7 or 8, as the case may be—
·  there is a risk of penalisation, or
· there is a low prospect of the relevant wrongdoing being effectively addressed, due to the particular circumstances of the case, such as those where evidence may be concealed or destroyed or where a prescribed person may be in collusion with the perpetrator of the wrongdoing or involved in the wrongdoing.”
[bookmark: _Toc194353987]Certain Special Cases – Defined Categories of Information
In order to take account of certain special cases, the Protected Disclosures Act provides, under Section 17, for disclosure of information that might reasonably be expected to facilitate the commission of an offence or to prejudice or impair a) the prevention, detection or investigation of offences, the apprehension or prosecution of offenders or the effectiveness of lawful methods, systems, plans or procedures employed for any of those matters, (b) the enforcement or administration of, or compliance with, any law, c) lawful methods, systems, plans or procedures employed for ensuring the safety of the public or the safety or security of persons or property, (d) the fairness of proceedings before a court or tribunal, (e) the security of a relevant institution, or (f) the security of any system of communications of the Garda Síochána, the Defence Forces or a relevant institution. Section 17 should be consulted further when a disclosure of such information is contemplated. 
The Acts also provide, under Section 18, for disclosure of information that might reasonably be expected (a) to affect adversely—(i) the security of the State (ii) the defence of the State or (iii) the international relations of the State, or (b) to reveal, or lead to the revelation of, the identity of a person who has given information in confidence to a public body in relation to the enforcement or administration of the law or any other source of such information given in confidence. In such case, the Act provides for disclosure to be made to the Disclosures Recipient appointed by the Taoiseach for this purpose in accordance with Schedule 3 of the Acts. 
[bookmark: _Toc194353988]Reporting Obligations
As per Section 22 of the Acts, there are new reporting obligations. IHREC must, not later than 1 March in each year, provide the following information to the Minister for Public Expenditure, National Development Plan Delivery and Reform in respect of the immediately preceding calendar year in a form which does not enable the identification of reporting persons or persons concerned:
(i) the number of reports made;
(ii) in respect of each report whether the relevant wrongdoing concerned was a breach;
(iii) the number of investigations and proceedings opened by the public body as a result of the report;
(iv) the number of investigations and proceedings closed by the public body as a result of the report
(v) in respect of each closed investigation or proceedings the outcome of the investigation or proceedings and the decision taken by the public body;
(vi) where relevant and in so far as it can be ascertained, the estimated financial damage and the amounts recovered following any investigation and proceedings;
(vii) such other information relating to the performance of the functions of public bodies as may be requested by the Minister for Public Expenditure, National Development Plan Delivery and Reform.
IHREC must prepare and publish in such form and manner as considered appropriate, including on a website maintained by or on behalf of IHREC not later than 31 March each year a report in respect of the immediately preceding calendar year containing—
1. a statement confirming that the public body has in place either or both of the following:
· internal reporting channels and procedures;
· there are external reporting channels and procedures (not applicable to IHREC), and
the information provided to the Minister for Public Expenditure, National Development Plan Delivery and Reform regarding the reports as outlined above
This requirement is set out in Section 22(5) of the Acts.
[bookmark: _Toc194353989]Training provided by IHREC 
IHREC staff are required to attend mandatory training on protected disclosures upon joining the organisation. 
Specific training in the receipt, handling and follow-up of reports of disclosures, as well as the requirements of the Act, should be provided to designated persons.
Corporate Services will also provide periodic updates of the Protected Disclosures policy internally as required in the form of the IHREC Insight newsletter and IHREC townhall. Protected Disclosures information will also be made available on the IHREC Intranet including any subsequent updates to the Acts as they arise.
Resources:
Statutory Guidance for public bodies and prescribed persons (November 2023)
(Section 21 of the Act states that the Minister for PENDPDR may issue guidance and that public bodies shall have regard to this guidance)
Protected Disclosures Act 2014
Protected Disclosures (Amendment) Act 2022
Consolidated version of the Acts (Law Reform Commission)
EU Whistleblowing Directive (Directive (EU) 2019/1937)
gov.ie - Protected Disclosures (Whistleblowing): List of prescribed persons (www.gov.ie)
Speak Up Safely Guide | Transparency International Ireland
[bookmark: _Toc194353990]Review and Monitoring
As per the Audit and Risk Committee Charter this policy will be reviewed by the Audit and Risk Committee for effectiveness in its implementation and operation. This will be done in line with changes in statute law, relevant case law and other developments. Any revisions or modifications necessary will be made and communicated to all employees/workers as soon as is reasonably practicable.
[bookmark: _Toc194353991]IHREC will review this policy on an annual basis or sooner in the event of a change in legislation or regulatory guidance which impacts content of this policy.
Contact details of identified individuals in this policy
	Intended Recipient
	Contact Details

	Chair of Audit and Risk Committee
	 Vacancy

	Director & Nominated Reviewer of Decisions
	Deirdre Malone
Deirdre.Malone@ihrec.ie 
(01) 859 2662

	Head of Corporate Services
	Ailish Farrelly
Ailish.Farrelly@ihrec.ie 
(01) 859 2629

	Chief Commissioner
	Liam Herrick
Liam.Herrick@ihrec.ie 
(01) 858 2610

	Postal address for all of the above
	Irish Human Rights and Equality Commission,
16-22 Green Street,
Dublin 7
D07 CR20



[bookmark: _Toc194353992]Appendix 1: Summary of Protected Disclosure channels
	Disclosure to 
	Employer 
(Internal report) 
	Prescribed person (External report) 
	Commissioner 
(External report) 
	Minister (Other) 

	Specific section(s) of the Act 
	5, 6, 6A 
	5, 7, 7A 
	5, 7, 10B, 10C 
	5, 8, 10D 

	Who does this apply to? 
	A worker of the employer. 
A worker of another employer where the wrongdoing relates solely/mainly to the conduct of that employer or for which the employer 
has legal responsibility. 
	A worker. 
	A worker. 
	A worker who is or was employed by a public body. 

	Conditions for protection under the 
Act 
	Came to attention in work-related context. 
Reasonable belief that information tends to show relevant wrongdoing. 
	Came to attention in work-related context. 
Reasonable belief that: 
Information tends to show relevant wrongdoing. 
Information and any allegations are substantially true; and 
Relevant wrongdoing relates to matter for which person is prescribed. 
	Came to attention in work-related context. 
Reasonable belief that: 
Information tends to show relevant wrongdoing; and 
Information and any allegations are substantially true. 
	Came to attention in work-related context. 
Reasonable belief that information tends to show relevant wrongdoing. Meets one of the following conditions: 
Has reported 
internally and/or externally but reasonably believes no action or insufficient follow-up action taken. 
Reasonably believes the Head of the public body concerned is complicit in the 
wrongdoing. 
Reasonably 
believes wrongdoing may constitute imminent or manifest danger 
to public interest. 

	Anonymous 
reports 
	Public bodies are required to accept. 
	Must accept unless prohibited by other legislation. 
	Must accept. 
	Must accept. 

	Method of reporting 
	In writing or orally or both (at choice of employer). 
	In writing and orally. 
	In writing and orally. 
	At choice of Minister. 

	Obligations on recipient 
	Acknowledge within 7 days. 
 
Diligently follow-up on information reported. 
 
Provide feedback within 3 months. 
 
Provide ongoing feedback at 3-month intervals (on request). 
	Acknowledge within 7 days, unless requested not to or to do so would jeopardise protection of reporting person’s identity. 
 
Diligently follow-up on information reported. 
 
Provide feedback within 3 months (or 6 months in exceptional cases) 
 
Provide ongoing feedback at 3-month intervals (on request) 
 
Provide information on final outcome of any investigation triggered by report. 
	Acknowledge within 7 days, unless requested not to or to do so would jeopardise protection of reporting person’s identity. 
 
Transmit the report within 14 days (or longer in exceptional circumstances) to such prescribed person(s) as the Commissioner considers appropriate; or another suitable person (other than a prescribed person) 
as the 
Commissioner considers appropriate. If no prescribed person or suitable person can be identified, the 
Commissioner shall follow-up directly on the report in the same manner as a prescribed person. 
	Transmit the report 
to the 
Commissioner within 10 days of receipt. 
 
On receipt the Commissioner shall acknowledge within 7 days, unless requested not to or to do so would jeopardise protection of reporting person’s identity; transmit the report within 14 days (or longer in exceptional circumstances) to such prescribed person(s) as the Commissioner considers appropriate; or another suitable person (other than a prescribed person) 
as the 
Commissioner considers appropriate. If no prescribed person or suitable person can be identified, the Commissioner shall follow-up directly on the report in the same manner as a prescribed person. 


Protected disclosure policy
[bookmark: _Appendix_2:_Protected][bookmark: _Toc194353993]

1
Appendix 2: Protected Disclosures Reporting Form
The Irish Human Rights and Equality Commission (IHREC) welcomes the reporting of disclosures under its Protected Disclosure Policy.
The Protected Disclosure Policy is part of the IHREC approach to good governance as it seeks to deter, prevent and detect fraud and other significant wrongdoings.
Before completing this form, you should:
1. Consider whether the Protected Disclosures Policy is the appropriate policy under which to report your concern (where a worker feels that there has been a breach of their own terms and conditions, this type of complaint would be dealt with under the Grievance Procedure. Alternatively, a worker may feel that they are being bullied or harassed by a colleague. This type of complaint should generally be dealt with under the Dignity at Work Policy.)
Ensure that the report is being made in relation to a matter that you have reasonable grounds to be concerned about.
Reports should be submitted to an appropriate person as outlined in Overview of how the policy affects all of IHREC. Please only complete those parts of the form you feel appropriate.


	Name of Worker reporting the concern:
(Anonymous reports will be considered but are not encouraged)
	

	Confidential contact number:
	

	Home Address:
	

	(Private) Email Address:
	

	Details of alleged wrongdoing including dates, if applicable:
(Care should be taken to only include the name(s) of individual(s) directly relevant to the report)
	

	Has the alleged wrongdoing been reported previously:
(if so please specify when and to whom)
	

	Date: 
	


[bookmark: _Appendix_3:_Integrity][bookmark: _Toc194353994]

Appendix 3: Integrity At Work Pledge
[image: Integrity at work logo
A multi-stakeholder initiative promoting supportive working environments for anyone reporting concerns of wrongdoing]
The integrity at work pledge
The Irish Human Rights and Equality Commission (IHREC) recognises the importance of maintaining an ethical workplace and the valuable contribution of those who raise concerns about wrongdoing. We commit to not penalising, or permitting penalisation against, a worker* who reports risks or incidents of wrongdoing and to responding to or acting upon those concerns. 
In committing ourselves to this pledge we will work towards implementing a 'whistleblowing'/protected disclosures policy and procedures which will: 
1. Promote the reporting of wrongdoing or the risk of harm to a responsible person inside the organisation or external bodies as appropriate. 
Provide comprehensive information about the types of disclosures that can be made, by whom and in respect of what. 
Encourage our workers to seek professional advice both prior or subsequent to making a report. 
Assure our workers that any report will be dealt with in the strictest confidence and that their identity or identifying information will not be disclosed to third parties unless required by law or necessary for the purposes of conducting an investigation. 
Provide our workers with sufficient notice and a timely explanation in the event that his or her identity is to be disclosed to a third party. 
Confirm that reports will be acted upon within a reasonable time frame and take whatever remedial action is deemed necessary by the organisation to address any wrongdoing or the risk of wrongdoing that might have been identified in response to the report. 
Commit to keeping any worker who makes a report informed on the progress of investigations. 
Provide for appropriate disciplinary action to be taken against anyone found to have penalised a worker for 
· having reported wrongdoing or 
· refusing to engage in wrongdoing. 
Additionally, the organisation commits to record anonymised data each year on i) the number of reports made to it under the Acts, ii) the nature of each report, iii) the number of complaints of retaliation against workers who have made disclosures and iv) the action taken in response to each report. 
Share this data (as set out in paragraph i) with senior management, including the Board, or with the Minister of Public Expenditure, National Development Plan Delivery and Reform (where appropriate). 
Ensure that our managers and responsible persons are aware of our commitments under this Pledge and related policies and procedures and are adequately trained in handling a report. 
Publicise our commitment to the Integrity at Work initiative with our workers and other relevant stakeholders. 
* “Worker” refers to staff, contractors, consultants, agency staff and interns 
Details of our Protected Disclosures Policy and Procedures can be found on our website at https://www.ihrec.ie/protected-disclosures/ 
Signed 
[image: Deirdre Malone Signature]
[bookmark: _Appendix_4:_Speak][bookmark: _Toc194353995]Deirdre Malone, Director

Appendix 4: Speak Up Helpline
IHREC is a member of the Integrity at Work programme, a Transparency International (TI) Ireland initiative. Independent and confidential advice for anyone considering reporting a concern or making a protected disclosure is available via TI Ireland's Speak Up Helpline at 1800 844 866, Monday to Friday 10am to 6pm. You can also make an enquiry via secure online form or encrypted text. 
For further information, please see www.speakup.ie 
Where appropriate, the Helpline can refer callers to access free legal advice from the Transparency Legal Advice Centre, see https://www.transparency.ie/helpline/TLAC 
A guide to making a Protected Disclosure is also available at:
https://transparency.ie/resources/whistleblowing 
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