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1.0 Executive Summary 
 
1.1 You are a whistleblower if you are a worker and you report certain types of 

wrongdoing. 
 
1.2 The wrongdoing you disclose must be in the public interest. This means it must 

affect others, for example the general public. 
 
1.3 As a whistleblower you are protected by law – the law states that you should not 

be treated unfairly or lose your job because you ‘blow the whistle’. 
 
1.4 You can raise your concern at any time about an incident that has happened, is 

happening, or you believe will happen in the future. 
 
1.5       Personal grievances (for example bullying, harassment, discrimination) are not 

 covered by whistleblowing law, unless the disclosure is in the public interest. 
 

1.6       The Council is committed to the highest possible standards of openness, propriety  
 and integrity. In line with this commitment, employees and other Council workers 
 with serious concerns are encouraged to come forward and voice those concerns. 

 
 

 
  



3 
V5. October 2020 

2.0 Introduction 

 

2.1 Whistleblowing is a way for employees and other Council workers (including staff 
working in partnership with the Council), to raise a genuine concern. 

 
2.2 Individuals at work are often the first to realise that there may be something seriously 

wrong within the Council. There may be individuals who do not express their concerns 
because they feel that speaking up would be disloyal to their colleagues or to the 
Council. Additionally, individuals who remain silent about these concerns may be doing 
so because of the fear of harassment or victimisation. While some individuals in these 
circumstances, may find it easier to ignore the concern rather than report what may 
just be a suspicion of malpractice, it is important that all employees have confidence 
that there exists a safe, open and transparent environment to report such concerns. 

 
2.3 To this end, the Council is committed to the highest possible standards of openness, 

propriety and integrity. In line with this commitment, employees and other Council 
workers with serious concerns about unlawful conduct, financial malpractice or 
dangers to the environment, employees and other Council workers, the public or the 
Council’s reputation are encouraged to come forward and voice those concerns.  

 
2.4 For the purposes of this Policy, “other Council workers” include Volunteers, Agency 

staff, Contractors and Councillors working for the Council. Organisations and staff 
working in partnership with the Council are also captured by this Policy as “other 
Council workers”.  

 
2.5 This Policy has been prepared in conjunction with the Public Interest Disclosure Act 

1998 (as amended by the Enterprise and Regulatory Reform Act 2013) which 
enhances the Employment Rights Act 1996 (ERA) to establish a framework for raising 
genuine concerns and providing guarantees of full protection to employees and other 
Council workers who raise concerns they may have of improper conduct or malpractice 
or abuse within the Council or to any of its service users. In addition, this policy adheres 
to current best practice guidance including the British Standards Institution PAS 
1998:2008. 

 

3.0 Aims and Scope of this Policy 

 
3.1 This Policy aims to: 

 
 Provide avenues for employees and other Council workers to raise serious 

concerns and report unsuitable and inappropriate behaviour (e.g. behaviour not 
in line with the Safeguarding Children, Young People and Adults at Risk of 
Abuse Policy or the Anti-Bribery Policy);  

 provide avenues for employees and other Council workers to question and act 
upon concerns;  

 provide avenues for employees and other Council workers to receive feedback 
on any action taken;  

 allow employees and other Council workers to take the matter further if they 
are dissatisfied with the Council’s response; and  

 reassure employees and other Council workers that they will be protected from 
victimisation for whistleblowing in good faith.  
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3.2 This policy is intended to cover major concerns that may fall outside the scope of other 
procedures, including: 

 

 A criminal offence, for example fraud 

 A danger to someone’s health and safety 

 Risk or actual damage to the environment 

 A miscarriage of justice 

 The company is breaking the law, for example does not have the right insurance 

 You believe someone is covering up wrongdoing 

 

3.3 The Council will provide protection under the Public Interest Disclosure Act 1998 for 
any disclosure of information which, in the reasonable belief of the employee or other 
Council worker making the disclosure, intends to show one or more of the following: 

 
a. A criminal offence that has been, is being, or is likely to be committed; 
b. A person who has failed, or is failing or is likely to fail to comply with a legal 

obligation to which s/he is subject; 
c. A miscarriage of justice that has occurred, is occurring or is likely to occur; 
d. The health or safety of any individual that has been, is being or is likely to be 

endangered; 
e. That the environment has been, is being, or is likely to be endangered. 
f. Information concerning any of the above matters that has been, is being or is 

likely to be deliberately concealed. 
 

3.4 Any disclosure that does not concern the above matters falls outside the scope of the 
Public Interest Disclosure Act 1998. 

 
3.5 To be a qualified disclosure, the following conditions must be met: 
 

a. The person making the disclosure must be an employee or other Council 
worker as defined in paragraph 2.4; 

b. The disclosure must be made lawfully and without breaching legal professional 
privilege; 

c. It must be made in the public interest; 
d. The person making the disclosure must not act maliciously or make false 

allegations; and 
e. The person making the disclosure must not seek any personal gain for it (where 

a disclosure has been made to a third party) such as financial payments, gifts 
or any other benefit or advantage. 

 
3.6 Public interest would generally mean that a concern has an impact on more than one 

individual’s employment contract (which may be better dealt with by a grievance).  
However, there may be matters which affect both you and other individuals, and for 
which there is sufficient public interest. 

 
3.7 This policy does not replace the Council’s complaints procedure but seeks to 

complement it. 
 
4.0 Difference between Whistleblowing and Grievance 

 

4.1 A distinction should be made between the acts of whistleblowing and raising a 

grievance. 
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4.2 Whistleblowing is where an employee or other Council worker has a concern about 

danger or illegality: Usually because it threatens others (e.g. customers or other 

members of the public). 

 

4.3 A grievance or private complaint is a dispute about the employee’s own employment 

position, and which would normally have no additional public interest dimension. There 

are existing procedures in place to enable employees and other Council workers to 

lodge a grievance relating to their employment. 

 

5.0 Protecting Whistleblowers 

 

5.1 Harassment or Victimisation 

5.1.1 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 those responsible 

for the malpractice. The Council will not tolerate harassment or victimisation of 

the whistleblower and will take action in accordance with the Public Interest 

Disclosure Act 1998 to protect employees and other Council workers when a 

concern is raised in the public interest. This will include protection from negative 

treatment or unfair dismissal.  

5.1.2 If an employee or other Council work has made a protected disclosure and is 

treated negatively in any way for doing so, then this is a breach of their legal 

rights under Public Interest Disclosure Act 1998. They may be able to exercise 

their rights under the legislation to bring a claim for compensation at 

Employment Tribunal. The process for this would involve attempted resolution 

through the Advisory, Conciliation and Arbitration Service (Acas) early 

conciliation service. The contact details for Acas is available in section 6.9 

below. 

5.1.2 Individuals making a disclosure will be informed of the Officer investigating their 

concerns. The appointed Investigating Officer will regularly liaise with the 

individual concerned to ensure they are safeguarded from any reprisals. 

5.1.3 However, this does not mean that where employees and other Council workers 

who whistle blow are already the subject of disciplinary or other employment 

related procedures, that said procedures will be halted. 

 

5.2 Confidentiality 

5.2.1 The Council will do its best to protect the identity of employees and other 

Council workers who whistle-blow and who do not want their name to be 

disclosed. However, in some circumstances the investigation process may 

reveal the source of the information and a statement may be required as part 

of the evidence. 

5.2.2 Equally, when raising a concern, employees and other Council workers should 

consider confidentiality and the rights of any other person involved until an 

investigation of the concern has been concluded. 

5.3 Anonymous Disclosure 
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5.3.1 The Policy encourages employees and other Council workers to put their name 

to any concern raised or allegation made. It should be borne in mind that 

reporting anonymously makes it harder to benefit from the protections of the 

Public Interest Disclosure Act 1998. This is because an anonymous disclosure 

may make it difficult to show any detriment experienced as a result of the 

disclosure. 

5.3.2 Concerns expressed anonymously are much less powerful, but they may be 

considered at the discretion of the Audit Partnerships Manager. In exercising 

this discretion, the factors to be considered would include: 

a. The seriousness of the issues raised; 
b. The credibility of the concern; and; 
c. The likelihood of confirming the allegation from attributable sources. 

 

6.0 How to Raise a Concern 
 

6.1 Initially, a concern should be raised with an immediate manager or supervisor. This 

does depend however on the seriousness and sensitivity of the issues involved and 

who is thought to be involved in the malpractice. 

6.2 If it is believed that management is involved, an approach to one of those listed in the 

table at 6.7 below is recommended, each of whom has been trained in handling 

whistleblowing cases. 

6.3 Employees and other Council workers are encouraged to express their concern at the 

earliest opportunity so that timely action can be taken. 

6.4 The Council has a Whistleblowing Hotline available, which is managed in a secure and 

confidential environment by the Audit Partnership Manager. The Whistleblowing 

Hotline number is 01394 444222. A voicemail message greets all calls and you are 

requested to leave a message and contact details. 

6.5 Concerns may also be raised in writing or in person by way of a meeting with the Audit 

Partnership Manager. 

6.6 Although employees and other Council workers are not expected to investigate the 

matter or to prove that the concern is well founded, they should be able to demonstrate 

to the person contacted that there are reasonable grounds for the concern. 

6.7 If the employee or other Council worker needs advice and guidance on how matters of 

concern may be raised or pursued, the following Officers can be contacted: 

OFFICER EMAIL TELEPHONE 
NUMBER Chief Executive Russell.Williams@ipswich.gov.uk 01473 433501 

Monitoring Officer Shirley.Jarlett@ipswich.gov.uk 01473 433859 

Audit Partnership Manager Siobhan.Martin@ipswich.gov.uk 01473 433900 

Human Resources Operations 
Manager 

Christine.Spittlehouse@ipswich.gov.uk 01473 433051 

 

6.8 If employees and other Council workers (see section 2.4) would prefer to speak 
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 with someone outside of the Council, advice and guidance can be obtained from 
 an appropriate contact on the Whistleblowing: List of  prescribed people and 
 bodies lists rather than the Council. The list is available in this link: 
 https://www.gov.uk/government/publications/blowing-the-whistle-list-of- 
 prescribed-people-and-bodies--2 

6.9 Employees and other Council workers may raise their concern through their trade 

union or professional association. 

6.10 If employees and other Council workers would prefer to speak with someone outside 

of the Council, advice and guidance can be obtained from the following: 

6.10.1  Ernst & Young LLP (The Council’s External Auditor) 

Tel: 01582 643000 

Address: Debbie Hanson, Ernst & Young LLP, 400 Capability Green, Luton, 

Bedfordshire LU1 3LU 

6.10.2  The Comptroller and Auditor General 

Tel: 020 7798 7999 

Website: https://www.nao.org.uk/contact-us/whistleblowing-disclosures/ 

6.10.3  Protect (previously called Public Concern at Work) 

  Tel: 020 3117 2520 (* option 1) 

  Website: https://protect-advice.org.uk/contact-us/ 

6.10.4  Advisory, Conciliation and Arbitration Service (Acas) 

  Tel: 0300 123 1100 

  Website: https://www.acas.org.uk/contact 

6.10.5  UNISON Direct 

  Tel: 0800 0 857 857 

  Website: https://www.unison.org.uk/about/contact/ 

6.10.6  Police 

  Tel: 101 

  Website: https://www.suffolk.police.uk/contact-us/report-something 

6.10.7 In addition, you may choose to contact a Member of Parliament. Contact 

details for any Member of Parliament are available here: 

https://members.parliament.uk/ 

 

7.0 How the Council Will Respond 

7.1 When leaving a voicemail message on the Whistleblowing Hotline, the Audit 

Partnership Manager, who monitors the Hotline, will normally respond to the caller 

within two working days (excluding weekends). 

https://www.gov.uk/government/publications/blowing-the-whistle-list-of-%09%09prescribed-people-and-bodies--2
https://www.gov.uk/government/publications/blowing-the-whistle-list-of-%09%09prescribed-people-and-bodies--2
http://www.nao.org.uk/contact-us/whistleblowing-disclosures/
https://protect-advice.org.uk/contact-us/
https://www.suffolk.police.uk/contact-us/report-something
https://members.parliament.uk/
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7.2 Disclosures to the line manager or Human Resource Manager etc. must be reported 

to the Audit Partnership Manager who maintains a confidential log of such events. 

7.3 In order to protect individuals and the Council, initial enquiries will be made to decide 

whether an investigation is appropriate and, if so, what form it should take. The 

overriding principle, which the Council will have in mind, is the public interest. Although 

it should be noted that protection will still be afforded for valid concerns raised which 

are subsequently determined to not be in the public interest. Concerns raised or 

allegations made which fall within the scope of other specific procedures (for example 

harassment or discrimination issues) will normally be referred for consideration under 

those procedures. 

7.4 Following initial investigations by an impartial person the Council will respond to the 

concern, as appropriate. The action taken by the Council will depend on the nature of 

the concern. The matters raised may: 

a. Be investigated by Internal Audit; 
b. Be referred to the police; 
c. Be referred to the external auditor; or 
d. Form the subject of an independent inquiry. 

 

7.5 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. 

7.6 All concerns received will be acknowledged in writing or email, where appropriate, 

within seven days. Wherever possible the acknowledgement will: 

a. Indicate how the Council proposes to deal with the matter.  (Where 
appropriate follow-up is still being determined, provide an estimate of 
when the reporting person can expect this feedback); 

b. Give an estimate of how long it will take to provide a final response (this 
should not exceed three months, however complex cases may require 
a longer timescale); 

c. Advise whether any initial enquiries have been made; 
d. Advise whether further investigations will take place, and if not, explain 

this decision; and 
e. Indicate how the Council will proceed where the informant has chosen 

to remain anonymous. 
 

7.7 The amount of contact between the officers considering the issues and the employees 

and other Council workers raising the concern will depend on the nature of the matters 

raised, the potential difficulties involved and the clarity of the information provided. The 

contact will be in a way which does not arouse suspicion in the workplace. If necessary, 

further information will be sought. 

7.8 When any meeting is arranged with an employee or other Council worker, they have 

the right, if they so wish, to be accompanied by a trade union or professional 

association representative or a workplace colleague who is not involved in the area of 

work to which  the concern relates. The measures for the protection of whistleblowers 

set out in Section 5 shall also apply, where relevant, to facilitators and third persons 

who are connected with the reporting person. 

7.9 The Council will take steps to minimise any difficulties which employees and other 

Council workers may experience as a result of raising a concern. For instance, if 
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employees and other Council workers are required to give evidence in criminal or 

disciplinary proceedings, advice about the procedure will be given. 

7.10 The Investigating Officer will detail the outcome of the investigation in a written report. 

The report will outline the findings of the investigations and reasons for the judgement 

made. This report will be presented to the Chief Executive to decide the final action. In 

the event of management being involved in malpractice, the report will be presented 

to the Audit Partnership Manager. 

7.11 The Council recognises that employees and other Council workers need to be assured 

that the matter has been properly addressed. Thus, subject to any legal constraints, 

employees and other Council workers raising a concern will receive information about 

the outcome of any investigation. 

7.12 If appropriate, a copy of the outcome will be passed to Internal Audit to review the 

relevant internal procedures. 

7.13 If the informant is not satisfied that the concern has been properly dealt with by the 

Investigating Officer, they have the right to raise it in confidence with one of the 

designated persons stated in Section 6.7 above. 

7.14 The Council hopes that employees and other Council workers will be satisfied with any 

action taken as a result of raising a concern. If they are not, and if they feel it is right to 

take the matter outside the Council, the possible contact points are detailed in 6.9 

above. 

7.15 If the informant does take the matter outside the Council, they should be careful not to 

disclose confidential information, and ensure that they comply with the requirements 

of the Public Interest Disclosure Act 1998 so that they do not lose the protection of the 

Act against dismissal or other detriment. It should be noted that if you report your 

concern to the media, in most cases you’ll lose your whistleblowing law rights. 

 

8.0 Incorrect Use of the Whistleblowing Policy 
 

8.1 The Policy has been written to reassure the employees and other Council workers that 

there is a safe alternative to silence. 

8.2 No action will be taken against employees and other Council workers who raise 

concerns or make allegations in the public interest, but which are not confirmed by the 

investigation. Disciplinary action may however be taken in cases where malicious or 

vexatious allegations are raised. 

8.3 The Policy will not cover employees and other Council workers where it is established 

that the Policy has been used with an ulterior motive such as: 

a. Where an employee or other Council worker who has participated in the 
malpractice hopes to use the Policy to secure or negotiate immunity from any 
disciplinary action; or; 

b. Where an employee or other Council worker is concerned that his or her own 
position is vulnerable, either because of a possible redundancy or because of 
some pre-existing disciplinary issues; or; 

c. Where an employee or other Council worker raises the concern for some 
private motive and not to prevent or correct the wrongdoing. 
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9.0 The Responsible Officer 
 

9.1 The Audit Partnerships Manager has overall responsibility for the administration of this 

Policy. 

9.2 The Responsible Officer will maintain a record of concerns raised and the outcomes 

in a format which does not endanger confidentiality. 

9.3 The Responsible Officer will undertake a regular review and evaluation of the 

effectiveness of this Policy, the results of which will be included in the Internal Audit 

Annual Report. 

 

10.0 Version Control 

 

Version Date Amended by Comments 

V1 September 2009 Internal Audit 
Services 

Review and updating of 
Policy 

V1.2 June 2011 Internal Audit 
Services 

Amendments following 
Management and 
Organisational re-
structuring. 

V2 August 2011 Internal Audit 
Services 

Formation of a joint Policy 
with Waveney and Suffolk 
Coastal District Council. 

V2.1 March 2012 Internal Audit 
Services 

Audit Management review 
of joint Policy, minor 
amends and publication of 
new Policy. 

V3 January 2013 Internal Audit 
Services 

Audit Management review 
against the British Standard 
for whistle-blowing 
arrangements and 
publication of revised Policy. 

V4 August 2016 Internal Audit 
Services 

Audit Management review 
considering Public Concern 
at Work publications and 
consultation with ACAS. 

V5 October 2020 Internal Audit & 
Corporate Fraud 
Services 

Audit Management review 
of policy considering any 
applicable 
legislative/guidance 
updates. 
 
Minor amendments made to 
existing text, executive 
summary added, contact 
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details updated and 
restructure/formatting of 
document. 

 


