
 $exqwingw.docx 28/11/2022 

Worcester City Council 

 

WHISTLEBLOWING 

POLICY 
 

 
 

 

 
 

 
 
 

 
 

 
 

 
 
 

 
 

 
 
 

 
 

 
 
 

 
 

 
 
 

 
 

 
 
 

 
 

 
 

Title  Whistleblowing Policy 

Status  Draft 

Document Version V1.5 

Author  Sian Stroud 

Sponsor Sian Stroud 

Owner Governance 

Approved by Personnel & General Purposes Sub committee 

Approved date  

Review frequency 3 years 

Next Review: 2025 

Version History 

Version Date Description 

0.1 Feb 2013 Drafted 

0.2 Sept 2013 Final Draft 

1.0 Oct 2013 Adopted version 

1.1  June 2015 Update contact information 

1.2 18.1.18 Reviewed 

1.3 12.12.18 P&GP approved 

1.4 13.12.18 Issued 

1.5   



 $exqwingw.docx 28/11/2022 

Contents 

 

 

1. Purpose ................................................................................................ 3 

2. What is Whistleblowing? .......................................................................... 3 

3. Aims and scope ...................................................................................... 4 

4. Safeguards ............................................................................................ 4 

5. Confidentiality ....................................................................................... 5 

6. False allegations .................................................................................... 5 

7. Raising a concern ................................................................................... 6 

8. How the Council will respond ................................................................... 6 

9. The Responsible Officer ........................................................................... 7 

10. How the matter can be taken further ........................................................ 8 

 
 

 
 

 
 

 
 
  



 $exqwingw.docx 28/11/2022 

 

1. Purpose 

 

1.1. The Council is committed to the highest possible standards of openness, probity 

and accountability.  In line with that commitment we encourage anyone who has 

serious concerns about irregularity, wrong-doing or serious failures of standards in 

respect of any aspect of the Council's activities to come forward and voice those 

concerns.  All such disclosures will be treated consistently and fairly.   

1.2 This Policy can be used by anyone who has a genuine concern that there may be 
wrongdoing involving the Council. This includes the following: 

 
 Council employees and workers 

 Councillors 

 Members of the public 

 Contractors 

 Customers 

 Volunteers 

 Partner organisations 

1.3 There are many ways to raise specific concerns with the Council, and not all 

concerns will constitute wrongdoing which would be investigated under this 
Whistleblowing Policy. The guidance in Appendix 1 should be used to help to decide 
the best route to raise concerns.  

 
 

2. What is Whistleblowing? 

 

2.1. Whistleblowing is the term used when a worker passes on information concerning 

wrongdoing (otherwise known as “making a disclosure” or “blowing the whistle”). 

The wrongdoing will typically (although not necessarily) be something they have 

witnessed at work. 

2.2. Whistleblowing law is located in the Employment Rights Act 1996 (as amended by 

the Public Interest Disclosure Act 1998). It provides the right for a worker 

(meaning employee or other defined type of worker) to take a case to an 

employment tribunal if they have been victimised at work or they have lost their 

job because they have ‘blown the whistle’. 

2.3. To be covered by whistleblowing law, a worker who makes a disclosure must 

reasonably believe two things: 

 Firstly, that they are acting in the public interest. This means in particular that 

personal grievances and complaints are not usually covered by whistleblowing law; 

 

 Secondly, that a worker must reasonably believe is that the disclosure tends to 

show past, present or likely future wrongdoing falling into one or more of the 

following categories:  
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• criminal offences (this may include, for example, types of financial 
impropriety such as fraud)  

• failure to comply with an obligation set out in law  

• miscarriages of justice  
• endangering of someone’s health and safety  

• damage to the environment  
• covering up wrongdoing in the above categories  

 

2.4 If your concern does not relate to any of the categories above, you can still 

report it with confidence that the Council will listen to you and make sure that 

the relevant process will be identified to take your concerns forward. However, 

only concerns relating to the above criteria would be considered whistleblowing 

disclosures under law.  

 

2.5 If you are not a Council worker, you can still use this Whistleblowing Policy to 

report any serious concerns or disclosures over wrongdoing. Unlike disclosures 

by Council workers, the law does not offer legal protection for disclosures made 

by members of the public. However, the Council will take reasonable and 

appropriate action to protect the anonymity of members of the public in so far 

as possible if they request this.  

 

3. Aims and scope  

 
3.1. This Policy aims to: 

 encourage Council workers and others to feel confident in raising serious 

concerns and to question and act upon concerns about practice; 
 provide a route for Council workers and others to raise those concerns and 

receive an appropriate level of feedback on any action taken; 
 reassure Council workers that they should be able to raise genuine concerns 

without fear of reprisals or victimisation, even if they turn out to be 

mistaken. 
 

 

4. Safeguards 

 

4.1. The Council is committed to good practice and high standards. Council workers are 

often the first to realise that there may be something seriously wrong within an 

organisation.  However, they may be concerned about expressing their concerns 

because they feel that speaking up would be disloyal to their colleagues or to the 

Council.  They may also fear harassment or victimisation.  In these circumstances 

it may be easier to ignore the concern rather than report what may just be a 

suspicion of malpractice.  This Policy makes it clear that Council workers can do so 

without fear of victimisation, subsequent discrimination or disadvantage. 

4.2 The Council will not tolerate any harassment or victimisation (including informal 
pressures) of those who are involved in a legitimate whistleblowing action. A 
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finding of victimisation or harassment would normally be considered by the Council 
to be:  

 

•  Gross Misconduct if done by a Council worker; 
•  A reason for the Council to consider termination of a contract, if the 

harassment or victimisation is done by or at the request of a contractor;  
•  A matter that would be referred for investigation under the Code of Conduct 

for Members, if done by or at the request of a councillor; 
•  A matter that could affect the service provided to a customer if done by or at 

the request of that customer.   

 
4.3 A concern raised under the Whistleblowing Policy will not normally affect any 

other employment related procedures that are already underway in respect of a 

particular matter, unless the whistleblowing investigation identifies malpractice 

in relation to those employment procedures. 

 

5. Confidentiality 

 
5.1. If you are raising a concern under the Whistleblowing Policy, you are encouraged 

to put your name to any allegation, although the Council will do its best to protect 

your identity if you do not want your name disclosed. In such circumstances every 

reasonable effort will be made not to reveal the identity of the person who has 

raised the concern.   

5.2. It should be appreciated that information presented during investigations may 

inadvertently allow the subject of an allegation to determine who is likely to have 

provided the information, and a statement from the person raising the concerns 

may be a necessary part of the investigation. Therefore, the Council cannot 

provide absolute guarantees that anonymity can always be protected. 

5.3. Concerns expressed anonymously are much less powerful but will be considered at 

the discretion of the Council.  In exercising this discretion the factors to be taken 

into account would include:- 

 the seriousness of the issues raised 

 the credibility of the concern; and 

 the likelihood of confirming the allegation from attributable sources. 

 

6. False allegations 

 

6.1. If someone makes a genuine allegation in good faith, but it is not confirmed by the 

investigation, no action will be taken against them. If however, after investigation, 

the allegation is found to be frivolous, malicious or for personal gain, then the 

Council reserves the right to share the relevant information with third parties in 

order to take the following actions: 

 

 Disciplinary action, in the case of a Council worker; 
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 Suspension or withdrawal of services in the case of a Council customer; 

 Referral to the employer, in the case of a partner organisation or 

contractor; 

 Referral to the Monitoring Officer, in the case of a councillor; or 

 Referral to the Police, in any case where criminal misconduct is suspected. 

 

7. Raising a concern 

 
7.1. To make a whistleblowing disclosure or discuss a potential disclosure, you should 

contact one of the following people (whose details are set out in Appendix 2): 

 Monitoring Officer 

 Chief Finance Officer 

 Head of Internal Audit 

 The Council’s External Auditors 

 
7.2. Concerns may be raised verbally or in writing.  The following format can be used:- 

 the background and history of the concern (giving relevant dates); 

 the reason why you are particularly concerned about the situation. 
 

7.3. You are not expected to prove beyond doubt the truth of an allegation, but you do 

need to demonstrate that there are reasonable grounds for concern. It is not 

necessary or advisable for any person to undertake investigations into their 

concern prior to contacting the Council, as this may undermine any ultimate action 

to be taken, particularly if any police investigation is subsequently required. 

7.4. You may invite you trade union / professional association representative or a 

friend to be present during any meetings or interviews in connection with the 

concerns raised. 

 

8. How the Council will respond 

 
8.1. The Council will respond to any concerns raised.   

8.2. Where appropriate, the matters raised may: 

 be investigated by management, internal audit, or through the disciplinary 

process 
 be referred to the police 

 be referred to the external auditor 
 form the subject of an independent inquiry. 

 

8.3. In order to protect individuals and those accused of misdeeds or possible 

malpractice, initial enquiries will be made to decide whether an investigation is 
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appropriate and, if so, what form it should take.  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 child protection or 

discrimination issues) will normally be referred for consideration under those 

procedures. 

8.4. 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. 

8.5. Within ten working days of you raising a concern under this Policy, the person with 

whom the concern has been raised will write to you: 

 acknowledging that the concern has been received 
 indicating how the Council proposes to deal with the matter 

 giving an estimate of how long it will take to provide a final response 
 outlining any initial enquiries that have been made 
 giving details support measures available 

 stating whether further investigations will take place and if not, why not. 
 

 A copy of that letter and the final response will be sent to the Monitoring Officer. 
 
8.6. The amount of contact that those investigating can have with you after you have 

raised your concern, will depend on the nature of the matters raised, the potential 

difficulties involved and the clarity of the information provided.  Depending on the 

circumstances, you may be asked to maintain confidentiality. 

8.7. The Council will take steps to minimise any difficulties Council workers may 

experience as a result of raising a concern or being involved in its investigation.  

For instance, if they are required to give evidence in criminal or disciplinary 

proceedings, the Council will arrange for them to receive advice about the 

procedure.  Support such as mentoring, advice and counselling may be offered as 

appropriate. 

8.8. Where possible, the Council will undertake to provide feedback to you on the 

outcome of the investigation, as the person who raised the concern. This however 

is subject to other legal requirements including the duty of confidentiality, other 

individuals’ data protection rights, and any potential legal proceedings. 

 

9. The Responsible Officer 

 
9.1. The Monitoring Officer has overall responsibility for the maintenance and operation 

of this Policy. They will maintain a confidential record of concerns raised and the 

outcomes and will report to the Council’s Personnel and General Purposes Sub 

Committee as well as the Audit and Governance Committee as applicable, on the 

operation of this Policy and issues raised. 
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10. How the matter can be taken further 

 
10.1. This Policy is intended to provide a route to raise concerns within the Council.  If, 

at the end of the process you feel that it is right to take the matter outside the 

Council, the following are possible contact points:- 

 the external auditor 

 their trade union 
 the local Citizens Advice Bureau 
 relevant professional bodies or regulatory organisations 

 a relevant voluntary organisation 
 the police 

 
10.2. Where a Council worker takes the matter outside the Council, they will have to be 

careful about the extent to which they disclose confidential information. If they are 

in any doubt about position, they should check with their external contact point or 

the Council’s Monitoring Officer. 

10.3. The raising of minor issues externally in the first instance (for example the local 

media) could potentially diminish a Council worker’s right to protection from action 

being taken against them by the Council. Completely independent advice about 

whether to “blow the whistle” externally can be obtained from an independent 

charitable organisation called Public Concern at Work, CAN Mezzanine, 7 – 14 

Great Dover St, London, SE1 4YR.  020 7404 6609.  www.pcaw.org.uk  Another 

option is to use prescribed persons (mainly regulators and professional bodies) 

dependent on the subject matter of the disclosure.  A complete list of prescribed 

persons can be found here https://www.gov.uk/government/publications/blowing-

the-whistle-list-of-prescribed-people-and-bodies--2  

10.4. If a whistleblower believes they have been unfairly treated because they have 

blown the whistle they may decide to take their case to an employment tribunal.  

The process for this would involve attempted resolution through the Advisory, 

Conciliation and Arbitration Service (ACAS) early conciliation service. 

 

 

  

http://www.pcaw.org.uk/
https://www.gov.uk/government/publications/blowing-the-whistle-list-of-prescribed-people-and-bodies--2
https://www.gov.uk/government/publications/blowing-the-whistle-list-of-prescribed-people-and-bodies--2
https://www.gov.uk/government/publications/blowing-the-whistle-list-of-prescribed-people-and-bodies--2
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Appendix 1 
 

Guidance: 

Other Council policies available for reporting concerns 

 

Nature of the concern Policy available Contact for 
further advice 

Concern about Council 
service delivery 

Complaints and Feedback 
Policy 

Customer Services 

Concern about the 
safety/wellbeing of a child or 

adult 

Safeguarding Policy Designated 
Safeguarding Lead 

Concern about 

safety/wellbeing in the 
Council’s workplace 

Corporate Health Safety 

and Welfare Policy 

Corporate Health 

and Safety Officer 

Concern about bullying, 
harassment or 
discrimination 

Dignity At Work Policy Human Resources 

Concern/grievance about 
your treatment as a Council 

employee 

Grievance Procedure Human Resources 

Concern about fraud, theft, 

financial impropriety or 
money laundering 

Anti-Fraud and Corruption 

Policy 

Internal Audit 

Concern about councillor 
conduct 

 

Code of Conduct for 
Members 

 

Monitoring Officer 
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Appendix 2 

Contact details to make a whistleblowing disclosure 

 

Role Name Contact details 

Monitoring Officer   

Chief Finance 

Officer 

  

Head of Internal 

Audit 

  

External Auditor   

 


