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Introduction 

In this policy ‘Whistleblowing’ means the reporting by employees of suspected 
misconduct, illegal acts or failure to act within the Council. 

The aim of this Policy is to encourage employees and others who have serious 
concerns about any aspect of the Council’s work to come forward and voice those 
concerns. Employees are often the first to realise that there may be something 
seriously wrong within the Council. ‘Whistleblowing’ is viewed by Thetford Town 
Council as a positive act that can make a valuable contribution to the Council’s 
efficiency and long-term success. It is not disloyal to colleagues or the Council to 
speak up. 

If you are considering raising a concern you should read this Policy first. It explains: 

 the type of issues that can be raised  
 how the person raising a concern will be protected from victimisation and 

harassment  
 how to raise a concern, and  
 what the Council will do.  

If you are unsure whether to use this Policy or want independent advice at any stage, 
you may contact the independent charity Public Concern at Work : 
http://www.pcaw.org.uk/ or Telephone 020 7404 6609. Their advisers can give you 
free confidential advice on how to raise a concern about serious malpractice at work.  
 

Policy Statement 

The Council is committed to the highest possible standards of openness, probity and 
accountability, operating with honesty and integrity. We expect all colleagues to 
operate on this basis and to adhere to the council’s policies, procedures and code of 
conduct. Fraud, misconduct or wrongdoing will not be tolerated. 

 

Aims 
This policy is designed to ensure that employees can raise their concerns about 
wrongdoing or malpractice within the Council without fear of victimisation, 
subsequent discrimination, disadvantage or dismissal.  

The Policy aims are: 

 to encourage employees to report suspected wrongdoing internally rather than 
externally as a first resort. 

 

 Encourage employees to feel confident in raising serious concerns promptly, 
and to question and act upon any concerns about Council practices;  
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 Provide avenues for employees to raise these concerns internally and receive 
feedback on any action taken;  

 Ensure that all concerns are taken seriously;  

 Ensure employees receive a response to your concerns and are aware how to 
pursue them if not satisfied with the result. 

 Reassure employees that they will be protected from possible repercussions 
or victimisation if disclosures have been made in good faith. 

 

Scope 

This Policy applies to all employees, councillors and contractors working for the 
Council on Council premises. All have the right to raise concerns and are expected to 
do so, even if they involve other employees, contractors and members. 

The Public Interest Disclosure Act (PIDA) 1998 provides legal protection, in certain 
circumstances, to workers making disclosures in good faith about malpractice. The 
Act makes it unlawful for the council to dismiss anyone or allow them to be victimised 
on the basis that they have made an appropriate lawful disclosure in accordance with 
the Act. 

Essentially, under PIDA, employees who act honestly and reasonably are given 
automatic protection for raising a matter internally. Protection is also available to 
people who report a disclosure to a ‘prescribed person/body’. Examples of such 
prescribed bodies are the Care Quality Commission, Foods Standards Agency (FSA) 
and HM Revenue & Customs, with the full list being available on the gov.uk website. 

The Public Interest Disclosure Act 1999 describes the major types of concern, as 
follows. A concern may arise before, during or after an event: 

 

 A criminal offence was committed or is being, or is likely to be, committed 

 A person has failed, or is likely to fail to comply with a legal obligation 

 A miscarriage of justice has occurred or is likely to occur 

 The health and safety of any individual has been, or is being, or is likely to 
be, endangered 

 The environment has been, is being, or is likely to be, damaged 

 That information tending to show any matter falling within any one of the 
above categories has been, is being, or is likely to be, deliberately 
concealed. 

 
An employee can report things that are not right, or illegal if anyone at work is 
neglecting their duties including: 
 

 Someone’s health and safety is in jeopardy 

 Damage to the environment 

 A criminal offence 

 Non-compliance of statutory requirement 

 Covering up of wrong doing. 
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 Anything that makes you feel uncomfortable in terms of known standards 

 Improper behaviour. 

 

The Council recognises that the decision to report a concern can be a difficult one to 
make, not least because of the fear of reprisal from management or from those 
responsible for the concern. The Council will not tolerate harassment or victimisation 
(including informal pressures) and will take action to protect employees when they 
raise a concern in good faith.  

The Council will not tolerate any harassment or victimisation of a whistleblower 
(including informal pressures) and will take appropriate action to protect an employee 
when a concern is raised in good faith neither will they be subject to a detriment or 
dismissed for doing so. 

 

Where the council believes that a colleague has knowingly made a false allegation 

Or acted maliciously, the employee will be subject to disciplinary action which may 
include dismissal for gross misconduct. 

 

Regulatory Disclosures 

The Act makes special provision for disclosures to prescribed bodies. The bodies on 
the list likely to be of the most relevance to council employees are: 

 Health & Safety Executive 

 Environment Agency 

 Inland Revenue 

 Customs & Excise 

 Audit Commission 

 National Standards Board 

 Information Commission (Data Protection Act & Freedom of Information Act) 

 

Confidentiality 
All concerns will be treated in confidence and every effort will be made not to reveal 
the employees identity. However if disciplinary or other procedures follow the 
investigation it may not be possible to take action as a result of the disclosure without 
the employees help. If this is the case then the employee will be offered support and 
advice. 

Anonymous Allegations 
Employees are encouraged to raise their concerns in writing and to put their name to 
them wherever possible as anonymity makes it more difficult to protect the employee 
and to give feedback.  

Concerns that are expressed anonymously are much less powerful and are not so 
likely to be effective, but they will be considered at the discretion of the Council. In 
exercising this discretion, the following factors will be taken into account:  
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 The seriousness of the issues raised;  

 The credibility of the concern; and  

 The likelihood of confirming the allegation from attributable sources. 
 

Making a Whistleblowing Complaint  
 
To make a whistleblowing complaint the whistle-blower has to meet certain 
conditions.  
If the disclosure is made to the council, it must be in the public interest and the 
person making the complaint (“the whistle-blower”) has a reasonable suspicion that 
the alleged malpractice has occurred, is occurring, or is likely to occur.  
 
If the disclosure is made to a regulatory body then as well as satisfying the conditions 
required for disclosure to the council, the whistle-blower must also honestly and 
reasonably believe that the information they provide and any allegations contained in 
it are substantially true.  
 
If the disclosure is made to other external bodies then as well as satisfying the 
conditions required for to the council, in all circumstances of the case it must be 
reasonable for them to make the complaint. Further the whistle-blower must:  
 

 Reasonably believe that they would be victimised if they raised the matter 
internally or to a regulatory body or,  

 Reasonably believe that evidence is likely to be concealed or destroyed or,  

 have already raised the concern with the council and/or relevant regulatory 
body and,  

 Reasonably believe that the information they provide and any allegations 
contained therein are substantially true.  

 

How to Report a Concern 

You may raise your concern by telephone, in person, or in writing.  The earlier you 
express your concern, the easier it is to take action.  You will need to provide the 
following information: 

 the nature of your concern and why you believe it to be true 
 the background and history of the concern (giving relevant dates). 

Although you are not expected to prove beyond doubt the truth of your suspicion, you 
will need to demonstrate to the person contacted that you are acting in good faith and 
there are reasonable grounds for your concern. 

You may wish to consider discussing your concern with a colleague first and you may 
find it easier to raise the matter if there are two (or more) of you who have had the 
same experience or concerns. 
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You may invite your trade union, professional association representative or a friend 
to be present for support during any meetings or interviews in connection with the 
concerns you have raised. 

What the Council will do 

The Council will respond to your concerns as quickly as possible.  Do not forget that 
testing your concerns is not the same as either accepting or rejecting them. 

The overriding principle for the Council will be the public interest.  In order to be fair 
to all employees, including those who may be wrongly or mistakenly accused, initial 
enquiries will be made to decide whether an investigation is appropriate and, if so, 
what form it should take.  

The investigation may need to be carried out under terms of strict confidentiality, i.e. 
by not informing the subject of the complaint until (or if) it becomes necessary to do 
so. In certain cases however, such as allegations of ill treatment of others, 
suspension from work may have to be considered immediately. Protection of others 
is paramount in all cases. 

Where appropriate, the matters raised may: 

 be investigated by management, internal audit, or through the 
disciplinary/grievance process  

 be referred to the police  
 be referred to the external auditor 
 be referred and put through established child protection/abuse procedures  
 form the subject of an independent inquiry. 

Within ten working days of a concern being raised, the person investigating your 
concern will write to you: 

 acknowledging that the concern has been received  
 indicating how the Council proposes to deal with the matter  
 supplying you with information on staff support mechanisms 
 telling you whether further investigations will take place and if not, why not. 

The amount of contact between you and the officers considering the issues will 
depend on the nature of the matters raised, the potential difficulties involved and the 
clarity of your information.  It is likely that you will be interviewed to ensure that your 
disclosure is fully understood. 

The Meeting 

Any meeting can be arranged away from your workplace, if you wish, and a union or 
professional association representative or a friend may accompany you in support, 
however they must observe confidentiality in the usual way. 

 During the interview you will be told about the next stage and whether or not 
any more is expected of you. 
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 You will be given information about your rights, safeguards and access to staff 
support.  You must be ready at this meeting to hand over any written 
information you have to support your concerns. 

 The person receiving the information will be responsible for ensuring that the 
concerns are brought to the attention of the appropriate people. 

 It would be helpful if your concerns were recorded in writing, and handed over 
at this first meeting. It is very important that you do this, so that the 
investigating officer has a clear and detailed account (so far as is possible) of 
your concerns. This document will remain confidential between you and the 
person(s) responsible for the investigation. However during the investigation 
itself its contents are likely to have to be discussed with persons being 
interviewed. 

The Council will do what it can to minimise any difficulties that you may experience 
as a result of raising a concern.  For instance, if you are asked to give evidence in 
criminal or disciplinary proceedings, the Council will arrange for you to receive 
appropriate advice and support.  

You need to be assured that your disclosure has been properly addressed.  Unless 
there are any legal reasons why this cannot be done, you will be kept informed of the 
progress and outcome of any investigation. 

Such disclosures will be protected if you meet the test for internal disclosures and, 
additionally, honestly and reasonably believe that the information and any allegation 
in it are substantially true. 
 

After the Meeting 

The Council will ensure that your concerns will be treated seriously and sensitively. 

 if you ask for anonymity, the council will make every effort to meet that request. 
However this might not always be possible. 

 the investigation will be carried out within the usual bounds of 
confidentiality. This means that others may have to be informed but you will 
be told who those people are. As this procedure covers such a wide range 
if matters it is not possible to lay down timescales for the completion of the 
investigation, as each one will be different. However you will be told the 
overall timescales and will be told of progress. It is expected that any 
investigation will be completed within one month. 

 the Council will take seriously and act upon the harassment of any staff        
member raising concerns. This will not be tolerated. 

 if disciplinary action is taken on something you have raised, either alone or 
with others, this will be a result of management decision. Your 
responsibility is to share concerns, and if you do not do so the chances are 
that the service user will continue to be treated badly or the other bad 
practices will continue. In the long term your action should result in positive 
change. 
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False and Malicious Allegations 

However, the council will view very seriously anyone who knowingly makes false and 
malicious allegations and will take disciplinary action against them. 
 

After the Investigation Is Completed 

Steps will be taken to ensure everyone involved returns smoothly to working, these 
steps could include counselling and team building. Where necessary outside help will 
be provided for any team building which is required or for individual counselling or 
support. The council appreciates that support mechanisms are vital at all stages of 
this procedure. 

 

How the Matter Can be Taken Further  

This Policy is intended to provide you with an avenue within the Council to raise 
concerns. The Council hopes you will be satisfied with any action taken.  If you are 
not, and you feel it is right to take the matter outside the Council, the following are the 
Council’s prescribed contacts: 

 The External Auditor 
Audit Commission 
First Floor 
Bridge Business Park 
Bridge Park Road 
Thurmaston 
Leicester 
LE4 8BL 

 your trade union 
 the police 
 other relevant bodies prescribed by legislation – the Council’s Monitoring 

Officer or Public Concern at Work will be able to advise you who you can 
contact. 

If you raise concerns outside the Council you should ensure that it is to one of these 
prescribed contacts.  A public disclosure to anyone else could take you outside the 
protection of the Public Interest Disclosure Act and of this Policy. 

You should not disclose information that is confidential to the Council or to anyone 
else, such as a client or contractor of the Council, except to those included in the list 
of prescribed contacts. 

This Policy does not prevent you from taking your own legal advice. 

 

 

 


