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1.
Introduction
1.1
The Council is committed to the highest possible standards of openness, probity and accountability. The Council recognises that employees and others it deals closely with are ideally placed to spot instances that are not in accordance with this commitment and wants those who have serious concerns about any aspect of the Council’s work to come forward and voice them. The Council’s Counter Corruption Framework includes a Response Plan that sets out how suspicions of fraud, bribery, corruption, irregularity and malpractice can be reported and will be dealt with and should be read in conjunction with this Policy. 
1.2
The Council recognises that raising your concerns is not an easy thing to do. You may feel that speaking up would be disloyal to your colleagues or to the Council or you may fear harassment, victimisation or detriment or that you will not be taken seriously. This Whistleblowing Policy aims to encourage you to raise concerns within the Council, rather than overlooking a problem or ‘blowing the whistle’ outside. The Council has therefore made arrangements for you to report suspicions in confidence, safeguarding your identity throughout any investigation.
1.3
If you feel that you can only provide information anonymously, this will be respected and the information dealt with appropriately. 
1.4 The Policy applies to all employees working for the Council, including, agency staff and self-employed consultants. It also covers suppliers and those providing services under a contract with the Council elsewhere, for example, leisure centres. Managers are responsible for making these workers and service users aware of the existence of these procedures.
1.5 The Council will not tolerate any harassment or victimisation and will protect those raising a concern in good faith from possible reprisals, even if the disclosure proves to be unfounded and any such behaviour should be reported immediately. The Council’s Fair Treatment policy identifies procedures for dealing with harassment and victimisation at work and is available on the Intranet. There is statutory protection for employees and workers who raise concerns about malpractice internally, and, where they have good reason for doing so, externally under The Public Interest Disclosure Act 1998. If, however, you make an allegation frivolously, maliciously or for personal gain, disciplinary action may be taken against you. Any investigation into reported suspicions of potential malpractice will not influence or be influenced by any disciplinary or redundancy procedures that already affect you.
1.6
This Policy has been discussed with the relevant trade unions and professional organisations and has their support.
2.
When to use this Policy
2.1
This Whistleblowing Policy has been written with serious concerns in mind where confidential reporting is most valuable, and may be used in the following or similar circumstances:

· conduct which is an offence or a breach of law,
· disclosures related to miscarriages of justice,
· health and safety risks, including risks to the public as well as other employees,
· damage to the environment,
· the unauthorised use of public funds,

· breach of the Council’s Constitution, Financial Regulations, Policies and ethical standards,
· possible fraud and corruption,

· possible bribery, 
· sexual, physical or racial abuse of customers, employees, or contractors,
· bullying, and

· other unethical conduct. 
3.
Confidentiality and Anonymity
3.1
The Council would like you to put your name to your reported suspicions. Concerns will be treated in confidence when requested and every effort will be made to conduct any investigation so as not to reveal your involvement if you so wish. Being prepared to come forward as a witness, whilst hard to do, is of great value to any investigation and you will be fully supported through the process.

3.2
In some circumstances disclosure of your identity is required by law. This would only happen following initial enquiries into the suspicions when the decision is taken on the action required. You will be advised of the implications of this and supported through the process.
3.3
Concerns expressed anonymously are by nature much less powerful and limit the Council’s ability to follow up on the reported information. In addition the Council will be unable to provide you with feedback regarding how your concerns have been dealt with. However be assured that all information received will be reviewed to establish initial findings, following which the Council will exercise its discretion to determine how to address the matter based on the following:

· the seriousness of the issues raised,
· the credibility of the concern, and

· the likelihood of confirming the suspicions from attributable sources.

4.
How to Raise a Concern
4.1
You can raise any concerns with your immediate manager or Head of Service. If you believe this is not appropriate in the circumstances, or you feel unable to approach them, you may prefer to discuss the matter in confidence with the Head of Governance or a member of the Assurance, Risk and Audit section. In any event if you believe that management is involved you should approach either the Head of Governance or the Corporate Director (Resources). If a Chief Officer is involved you should contact the Corporate Director (Resources) or if the suspicion involves him or her, the Chief Executive.
4.2
Concerns may be raised verbally or in writing and please bear in mind that the sooner you disclose the concern the easier it is for the Council to take action. You may find the following format helpful to make a written report:

· the background and history of the concern (giving relevant dates), 
· the reason why you are particularly concerned about the situation, and

· include details that show there are reasonable grounds for your concern.

4.3
Discussing your concern with a colleague first may make it easier to raise the matter if there are two (or more) of you who have had the same experience or concerns. You may invite your trade union or professional association representative, colleague or a friend to be present during any meetings or interviews in connection with your concerns.
4.4 
You should not attempt to gather evidence regarding your suspicions as this could compromise any subsequent investigation if not done in the right way. However you should record details at the time of the incident to assist in the reporting and initial enquiries into any instances.


4.5
You should discuss any worries you have about confidentiality being maintained during any action taken in response to your suspicions, with the person you report them to. Appropriate arrangements can then be agreed to ensure there is no activity that could arouse suspicion of your involvement. 

4.6
You may obtain advice and or guidance on how to pursue matters of concern from:

Corporate Director (Resources):   
Tel. 01900 702528

Head of Governance: 
Tel. 01900 702887

Assurance, Risk and Audit:    
Tel. 01900 702680
5.
How the Council will Respond

5.1
The Council will respond to your concerns in line with the provisions of this and other related policies, appointing an Investigating Officer to arrange an initial review and manage any subsequent investigation. The Investigating Officer will liaise with the person you reported your suspicions to unless you are comfortable to deal with them directly.
5.2
In the interests of all concerned, initial enquiries will be made to decide what action, is appropriate. The overriding principle, which the Council will have in mind, is the public interest. Concerns or allegations, which fall within the scope of specific procedures (for example, discrimination issues), will normally be referred for consideration under those procedures. Some concerns may be resolved by agreed action without the need for investigation. If urgent action is required this will be taken before any investigation is conducted.
5.3
Where appropriate, the matters raised may:

· be investigated by management with the assistance of the Assurance, Risk and Audit section if required, or dealt with through the disciplinary process.
· be referred to the Police, external auditor or other bodies, and or

· form the subject of an independent inquiry.
5.4
Within ten working days of a concern being raised, the person to whom you reported it will write to you:

· acknowledging that the concern has been received,
· indicating how the Council proposes to deal with the matter,
· telling you whether any initial enquiries have been made,
· telling you whether further investigations will take place and if not, why not,
· giving an estimate of how long it will take to provide a final response, and
· supplying you with information on support available to you. 

5.5
If you do not receive a response or are dissatisfied you may refer the matter to an outside body as outlined in Section 7 below. The Council understands the importance of assuring you that the matter has been properly addressed and will inform you of the outcome of any investigation subject to legal constraints.

5.6
The amount of involvement you will have in the response will depend on the nature of the matters raised, the potential difficulties involved and the clarity of the information provided. If necessary, the Investigating Officer will seek further information from you in a way that confidentiality is maintained.
6.
The Responsible Officer

6.1
The Monitoring Officer (Head of Governance) has overall responsibility for the maintenance and operation of this Policy. That officer maintains a record of concerns raised and the outcomes (but in a form which does not compromise confidentiality) and will report as necessary to the Audit Committee. 
7.
How the Matter can be Taken Further?
7.1
The Council hopes you will be satisfied with any action taken internally to resolve your concerns. If you are not and if you feel it is right to take the matter outside the Council, the following are possible contact points:

· the external auditor, Grant Thornton, 
· your trade union,
· your local Citizens Advice Bureau,
· relevant professional bodies or regulatory organisations,
· a relevant voluntary organisation,
· the Police,
· independent legal advice, or
· the whistleblowing charity, Public Concern at Work
7.2
If you do take the matter outside the Council, you should consider the Data Protection Act and ensure that you do not disclose confidential information. (For clarification check with the Information and Records Officer).
8.
The Law
8.1
This Policy has been written with regard to the Public Interest Disclosure Act 1998. 
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