
 

 
 

Report to: Personnel and General Purposes Sub-Committee, 14th December 2022 
 

Report of: Corporate Director – Planning and Governance 
 

 
Subject: REVIEW OF THE WHISTLEBLOWING POLICY 

 
1. Recommendation 
 

1.1 That the Sub-Committee approves the revised Whistleblowing Policy 
attached at Appendix 1 and delegates authority to the Corporate Director - 

Planning and Governance, in consultation with the Chair and Vice-Chair of 
the Sub-Committee, to finalise and publicise the Policy in accordance with 

the terms of this report. 

2. Background 

 
2.1 The Council’s Whistleblowing Policy should be reviewed periodically to ensure that it 

remains fit for practice. It was last reviewed by the Personnel and General Purposes 

Sub-Committee in 2018.  
 

2.2 The Council’s existing Policy only addresses whistleblowing by Council employees. 
The consequence of this is that the whistleblowing route does not seem obviously 
available to councillors, members of the public or other third parties who may deal 

with the Council. Also, the Council’s Policy is only publicised to employees and not on 
the Council’s website, because it is considered to have an internal audience. This 

point was noted recently by Council officers responding to due diligence enquiries 
from a potential external funder to the Council. 

 

2.3 A review of other local authority whistleblowing policies suggests that it has become 
normal practice to make the whistleblowing route open to a wider audience than 
employees. While the law does not offer the same protections to whistleblowers who 

are not acting as workers, a Whistleblowing Policy is a clearly recognisable document 
which provides a confidential route to raise concerns, which supplements and 

enhances all the other policies for raising complaints and concerns about local 
authority activities. 
 

2.4 It is important to note that the Council’s Anti-Fraud and Corruption Policy is publicly 
accessible and written for a wider audience than employees only. However the focus 
of that Policy is financial irregularity, whereas whistleblowing concerns may have a 

non-financial character. 
 

2.5 A revised draft Policy has been produced which widens the potential audience while 

attempting to reproduce the important elements of the existing Policy. 
 

 

 



 

3. Preferred Option 
 

3.1 The preferred option is to approve the amendments to the Whistleblowing Policy set 
out in Appendix 1.  

3.2 The amendments are not considered to alter the balance of responsibilities as 

between the Council and employees/users of the Policy. However the amendments 
are considered a necessary step to ensure the Policy remains effective. They can be 

summarised as: 

 Widening the application of the Policy to other people including members of the 
public, councillors and partner organisations; 

 
 Signposting to other routes for complaints or concerns which are not types of 

whistleblowing; 
 

 Removing reference to line managers as the first port of call for whistleblowing 
complaints and confirming who the lead officers are; 

 

 Clarifying the expectations and potential limitations around confidentiality; 
 

 Strengthening the statements made about the protections and consequences of 
harassment or victimisation of whistleblowing (recognising that certain legal 
protections only apply to workers- not the general public); 

 

 Changing “employee” to “worker” to more accurately reflect the legislation which 
protects whistleblowers. 

 

3.3 The revised draft Policy has been reviewed by the Joint Consultative and Safety 
Committee as well as shared with the trade unions separately. The amendments 

were supported. Further helpful amendments were suggested which have been taken 
into account in the revised draft now attached: 

 

 Add further explanation at the start of the Policy to distinguish whistleblowing from 
other types of complaints or concerns; 

 Add reference to Managing Director as another point of contact for whistleblowing; 
 Add reference to another independent resource as a point of contact for 

whistleblowing (potentially, the Designated Independent Persons for Standards, but 

this needs to be confirmed); 
 Add reference to other sources of advice and points of contact for further concerns in 

section 10- for example, Leader of the Council, Chairs of Audit and Governance 
Committee and Chair of Standards Committee, Council’s Member Champion for 
Equality Diversity and Inclusion; 

 Add reference to the fact that the Council should take advice from expert 
independent sources where appropriate (for example where a sensitive concern of 

equality, diversity and inclusion was being raised). 
 

3.4  Because of the significant governance implications of this Policy and its wider scope 
to people other than Council workers, the draft was also shared with the Audit and 
Governance Committee. The feedback from that Committee will be reported to 

Personnel and General Purposes Sub-Committee at its meeting. 
 



 

3.5 Delegated authority to the Corporate Director is sought to ensure that the final 
adjustments can be made as agreed by Committee (including populating the 

appendices and confirmation of the additional independent resource who can act as 
another contact point). 

 

4. Alternative Options Considered 
 

4.1 The alternative option, to leave the Policy as is, or only approve certain 
amendments, is not recommended for the reasons set out above. 

5. Implications 

 
5.1 Financial and Budgetary Implications 

 
None identified. 

 
5.2 Legal and Governance Implications 

 

A fair, reasonable and enforceable set of polices is an essential foundation of the 
employer’s legal relationship with its employees.  The proposed amendments ensure 

the Policy keeps in line with legal requirements and remains workable for the Council 
as well as employees. 

 

5.3 Risk Implications 
 

The risk of not reviewing and updating the Policy periodically is that it becomes 
difficult to enforce when a query over its interpretation is raised. 
 

5.4 Corporate/Policy Implications 
 

The Policy forms part of the Council’s suite of HR policies. If the amendments are 
adopted, the revised version will be communicated to employees via email and 
intranet communications. Because of its wider audience, the Policy will also be 

publicised on the Council’s website. 
 

5.5 Equality Implications 
 
If an individual considers that they have been subject to discrimination harassment 

or victimisation under the Equality Act 2010 then the correct procedure to use, for 
Council employees, would be the Dignity at Work policy. However people may still 

prefer to use the Whistleblowing Policy to raise particularly sensitive concerns and if 
these relates to equality diversity and inclusion, those responding to the 
whistleblowing concern will need to ensure they have sufficient expertise to address 

the concerns including by taking independent expert advice where necessary. 
 

5.6 Human Resources Implications 
 
As set out in the main body of the report. 

 
5.7 Health and Safety Implications 

 

None identified. 

 



 

5.8 Social, Environmental and Economic Implications 

 

None identified. 

 
 
 

 
Ward(s):   All 

Contact Officer: Sian Stroud, Corporate Director - Planning and 
Governance, 01905 722019 sian.stroud@worcester.gov.uk  

Background Papers: None  

 
 

Appendix 1: revised draft Whistleblowing Policy (clean copy) 
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