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AUTHOR  : ANDREW LEADBETTER 
_____________________________________________________________ 
 

SUBJECT : REVIEW OF WHISTLEBLOWING POLICY AND 
PROCEDURE 

_____________________________________________________________ 
 

Purpose of Report 
 
1. The purpose of this report is to ask Members: 
 
 To note the recommendations contained in the Whistleblowing 

Commission’s Code of Practice for effective whistleblowing arrangements. 
 
 To note the Government Response to the Whistleblowing framework call for 

evidence 
 

To consider and approve changes to the Authority’s current Whistleblowing 
Policy and Procedure to reflect good practice.  

 

Recommended That: 
 
 [1] The proposed changes to the Whistleblowing Policy and 

Procedure be considered and (subject to any additions or 
amendments) approved; and 

 
 [2] The additional issues in paragraph 14 of the report be 

considered.  
 

Background 
 
2. “Whistleblowing” is the term used to describe the raising of a concern by a 

worker who considers that there has been wrongdoing or malpractice by his  
employer or fellow workers and where it is in the public interest to do so.  

 
3. The legislation, initially introduced in 1998, is designed to reduce 

malpractice in organisations and to ensure individuals can report 
malpractice without fear of reprisals. Provided they satisfy certain conditions 
in the way they report the wrongdoing, workers are protected from dismissal 
or detriment.  

 
4. The intention is not only to reassure workers that it is safe and acceptable to 

make disclosures internally but also to make it more likely that employers 
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will be forewarned of any malpractice or wrongdoing and be given the 
opportunity to take steps to deal with such problems.  Procedures should act 
as a deterrent to malpractice, encourage openness, form part of other risk 
management measures and help to protect the reputation of the 
organisation and senior management. In the absence of safe mechanisms 
for raising concerns internally, whistleblowers are more likely to go straight 
to the press or some other outside body to complain.  

 
5. The Public Interest Disclosure Act (PIDA) 1998 introduced specific rights for 

workers who disclose information about an alleged wrongdoing in defined 
circumstances. Its core purpose was to encourage disclosures to be made 
internally and to protect workers from reprisals after raising a concern. 
Despite the title of the Act it was not until 2013, when amendments were 
made to the legislation, that it became necessary for the disclosure to be “in 
the public interest”. Prior to this, disclosures had to be made “in good faith” 
to afford the worker the relevant protections.  

 
6. In the 14 years since the PIDAs enactment whistleblowers have been 

particularly prominent in a number of financial scandals, including Enron and 
the LIBOR rates banking scandal, and more recently in the health service 
with reporting of sub–standard levels of patient care in NHS institutions, the 
most prominent being the Mid Staffordshire Foundation Trust.  

 
7.        Whistleblowing continues to be in the public spotlight and it seems timely to 

review and update the Authority’s policy and procedure to ensure that it is fit 
for purpose. 

 
Information 
 
Public Concern at Work and the report of the Whistleblowing Commission 
 
8. Public Concern at Work is the leading whistleblowing charity, advising 

individuals and organisations and informing public policy and seeking 
legislative change. In early 2013 it set up a commission, made up of industry 
and academic experts, to focus on workplace whistleblowing. It launched a 
public consultation and in November 2013 published it’s report. The report 
called for a simplification of the PIDA and it’s key recommendation was for 
the Secretary of State to adopt the Commission’s Code of Practice on 
whistleblowing practices in the workplace. The Code provides practical 
guidance to employers, workers and their representatives and sets out 15 
recommendations for raising, handling, training about and reviewing 
whistleblowing in the workplace. The Commission recommended the Code 
be taken into account by courts and tribunals when dealing with 
whistleblowing cases. A copy of the Code of Practice is attached to this 
report as Appendix 1.  
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Government Review of the whistleblowing framework 
 
9.  In 2013 the Government also decided to review the whistleblowing 

framework and measure its effectiveness through a call for evidence and in 
June 2014 published its response.  

 
Five common themes emerged: 
 
(i) Whistleblowers feel that the balance of power is still in favour of the 

employer   
 
(ii) Whistleblowers still feel vulnerable after raising a concern 
 
(iii) There is a lack of confidence in the prescribed persons and the way they 

deal with complaints 
 

(iv) Some of those who may be in a position to witness malpractice are not 
covered by the legislation, for example, volunteers and students 

 
(v) Cultural attitudes to whistleblowing need to change. It is still not seen as a 

positive force or a way to prevent business critical problems arising  
 
In response the Government has made a commitment to:  
 
(i) Improve guidance for individuals and to create best practice guidance for 

employers, including a model whistleblowing policy. 
 
(ii) The list of prescribed persons will be reviewed annually and they will be 

required to report annually on cases of whistleblowing they have dealt with 
 
(iii) Student nurses are to be brought within the scope of the whistleblowing 

framework 
 
(iv) To drive cultural change the Government will identify and celebrate where 

organisations have embraced whistleblowing and effectively used it as a 
way of ensuring malpractice is either dealt with at an early stage or avoided 
completely    

 
The Authority’s policy and procedure on Whistleblowing   
 
10.  The Authority’s Whistleblowing Policy and Procedure can be found in the 

Code of Conduct for Employees. It was last reviewed in 2012 and is now 
due for a further review, to ensure compliance with the legislative changes.  

 
11.  Although the Code of Practice published by Public Concern at Work has not 

been adopted by the Government and does not have statutory force it does 
appear to be a comprehensive guide to good practice and the main points 
within the code have been reflected in the revision of the Authority’s Code.  
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12.  The revised Policy and Procedure is attached to this report as Appendix 2, 
with the amendments shown in red. 

 
13.  The main changes are as follows: 
 

• The Code recommends that one person should be identified as 
having overall responsibility for the effective implementation of the 
whistleblowing arrangements. Within this Authority the most 
appropriate person is the Monitoring Officer  

 

• The legislative provisions have been updated, including clarification 
of the types of concerns covered by the legislation 

 

• Whilst confidentiality will be maintained it is not always possible for 
the complainants identity to remain secret and this has been made 
clear in the policy 

 

• Some job titles have changed since the policy was last updated and 
the current titles have been inserted 

 

• Employees are reminded that they must have a reasonable basis for 
their concern and must believe it to be in the public interest to raise it  

 

• The revised policy contains additional reassurances to employees 
considering whistleblowing that they will not be subjected to any 
reprisals and that the Authority will not tolerate such behaviour 
towards a whistleblower.  

 

• Reference is made in the new policy to the list of prescribed persons 
to whom concerns can be raised if the concern has not been 
satisfactorily dealt with internally. 

 
14.  The Code contains other recommendations which the Authority should 

consider, for example: 
 

• The written procedure and policy should be “clear, readily available, 
well publicised and easily understandable”. At present it is within the 
Code of Conduct for Employees. There is no signpost to it on the 
staff intranet or website and although staff are made aware of 
Safecall, the Whistleblowing policy is not widely publicised. This 
could be remedied by updating the website and /or placing on 
noticeboards and intranet pages.  

 

• Training at all levels is suggested. This could be included in the 
induction sessions for new starters together with similar anti fraud 
policies such as the Bribery policy.  
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• Periodic audits of the effectiveness of the arrangements should be 
conducted, and an annual report produced, with independent 
oversight and review by an “Audit or Risk Committee”. For this 
Authority this could be considered at this Committee.                

 

Financial Implications 

15. There are no additional resource implications arising from this report. 

 

Legal Implications 
 
16. The revised Policy and Procedure will ensure compliance with the legislation 

and help to mitigate risks to the Authority’s reputation. 
 

Equality & Diversity Implications 

17. The recommended changes to the Policy and Procedure will minimise the 
risk of reprisals against those raising concerns and allow possible concerns 
about malpractice to be raised internally and dealt with appropriately without 
recourse to litigation.  

 

Environmental Implications 
 
18.  There are no environmental implications. 
 
 
CONTACT: JOANNE SMITH, FIRE SERVICE HQ, WINSFORD 
TEL [01606] 868804 
 
BACKGROUND PAPERS:  
 
 
 

 


