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WHISTLEBLOWING POLICY



This policy sets the procedure to ensure that the Town Council deals with whistleblowing concerns in a fair, transparent and consistent manner
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1. Introduction

1.1. Seaford Town Council (the Council) is committed to conducting all its business in an honest, fair, transparent, and consistent manner. The Council expects all its officers, councillors, contractors and volunteers to maintain high standards, ensuring integrity across all areas of the Council, and to act at all times in accordance with the Council's Whistleblowing Policy. 
1.2. However, in common with all organisations and other councils, the Council is obligated to manage the risk of any misconduct, including, but not limited to fraud, unethical conduct, wrongdoing, or financial misconduct.
1.3. Officers, councillors, contractors or volunteers would often be the first to realise if there was something seriously wrong within the Council. However, they may be reluctant to voice their concerns, as they could worry about being perceived as untrustworthy colleagues. Furthermore, they may fear harassment or victimisation after disclosing concerns about wrongdoing within the Council. Under these circumstances, the risk of avoiding wrongdoing may arise, potentially leading to a delay in the necessary investigation for a suspected case of misconduct.
1.4. The Council is committed to the highest possible standards of openness, transparency, and accountability. In line with that commitment, we expect anyone who has serious concerns about any aspect of the Council's work to come forward and voice those concerns.
1.5. Therefore, to prevent misconduct and address it appropriately, the Council recognises that fostering a culture of openness and accountability is essential.
1.6. This policy document makes it clear that this can be done without any fear of victimisation, or discrimination. This Whistleblowing Policy is intended to enable anyone to raise serious concerns within the Council.
1.7. Hence, this policy is key to ensuring that any disclosure made about wrongdoing is addressed promptly and properly, and in a manner that fosters transparency and confidence in the Council's functioning. 



2. Aim and Scope

2.1. The Whistleblowing Policy is primarily for disclosures where the interests of the organisation or general public are at risk. This policy should be used if an incident arises that raises an ethical concern within the Council.
2.2. Therefore, the aim of the policy is to enable officers, councillors, contractors, and volunteers (hereafter ‘Whistleblowers’) to report unethical misconduct that relates to inappropriate or inadequate procedure, practice, or functioning within the Council.
2.3. This policy aims to: 
· Ensure whistleblowers feel confident in making a disclosure, questioning, and acting upon concerns about misconduct
· Provide avenues and flexibility for whistleblowers to make a disclosure and receive feedback on any actions taken.
· Ensure that all whistleblowers receive a response to their disclosure, where appropriate, and acknowledge that they have the right to ask for further information if the action taken is not satisfactory.
· Protect the confidentiality of a Whistleblower by ensuring they are protected from possible reprisals or victimisation if they have a reasonable belief that they have made a disclosure in good faith.
2.4. However, this policy shall not be used to deal with complaints or grievances which Whistleblowers may have about their employment and/or contractual terms.

3. Who This Applies To

3.1. This policy applies to all Council officers, regardless of whether they are full-time, part-time, temporary, or permanent officers. The policy also applies to contractors, including their staff working for the Council (e.g., agencies, consultants, and providers of services and supplies).
3.2. Additionally, this policy applies to all councillors and volunteers, who have a level of exposure to and involvement in Town Council activities and processes and it is therefore felt only reasonable that they also have a prescribed route for making disclosures. Albeit it is recognised by the Town Council that the strict definition of the term ‘workers’ in the legislation means councillors and volunteers are not afforded the same level of legal protection. 

4. Defining Whistleblowing

4.1. Whistleblowing is the term used when a worker passes on information concerning wrongdoing. In this Policy, the Council calls that making a “disclosure” or raising a “concern.” The wrongdoing will typically (although not necessarily) be something Whistleblowers have witnessed or become aware of at work. 
4.2. Furthermore, it refers to a disclosure made in good faith and in the public interest by one or more Whistleblowers regarding wrongdoing, illegal acts or omissions witnessed.
4.3. The Council acknowledges a Whistleblower is a witness rather than a complainant. 
4.4. Whistleblowing is not the same as making a complaint or raising a concern about poor treatment that that has been personally experienced. A Whistleblower is usually not directly or personally affected by the concern disclosed, although they may be indirectly.
4.5. This policy applies to disclosures regarding any aspect of service provision or the conduct of anyone acting on behalf of the Council. The above-mentioned disclosures include but are not limited to the following:
· A criminal offence has been committed, is being committed, or is likely to be committed.
· Failure to comply with any legal or regulatory requirements or professional obligations.
· Danger to the Council’s standard operation (e.g., delays in projects or service provision)
· Financial fraud or mismanagement of the Council 
· Breach of the Council`s internal policies and procedures (e.g., disciplinary, health and safety policy).
· Any types of conduct likely to harm the Council`s reputation and trust and/or financial credibility.
· Unauthorised disclosure of confidential information that may result in a breach of the Council`s classified information and/or data protection.
· Any deliberate damage to the environment (e.g., illegal dumping or dumping toxic waste that leads to water contamination).
· Deliberate concealment of information tends to show any of the matters mentioned above.

5. Whistleblowing Policy and Grievance Procedure

5.1. The Council takes into consideration the distinction between whistleblowing and grievance while conducting its investigation into any incident of disclosing a concern, to proceed with the most proper procedure and suitable steps to investigate.
5.2. The Council's Whistleblowing Policy is designed primarily for disclosures where the interests of the Council are at risk.
5.3. The Whistleblowing Policy refers to a risk, unethical behaviour, or illegal activity that impacts others. It may involve situations that harm officers, volunteers, contractors, councillors, the Council as a whole, or the public. On the other hand, a grievance policy refers to an individual’s complaint regarding their employment situation, such as workplace relationships or the application and interpretation of employment terms and conditions.
5.4. If a Whistleblower is uncertain about which policy applies to the intended disclosure, any uncertainty must be raised with the Council’s HR & OD Manager for further clarification and consideration. Email address: HR@seafordtowncouncil.gov.uk

6. Legal Framework

6.1. The Council is committed to the Public Interest Disclosure Act (PIDA) 1998 (“The Act”) and the Equality Act 2010, amended to provide protection for Whistleblowers to raise legitimate concerns regarding any misconduct within the Council, and to provide a guarantee against victimisation of Whistleblowers.
6.2. The Employment Rights Act 1996 (ERA) as revised by the Public Interest Disclosure Act 1998 (PIDA), gives protection to employees who whistleblow by safeguarding them from being ill-treated and from being deprived of their security or even their jobs for making protected disclosures. 
6.3. The Council acknowledges that a Whistleblower is not responsible for investigating the matter in any way. It is the Council's duty to investigate the disclosure.
6.4. A Whistleblower will not be protected under the Act if the law is broken when making a disclosure.

7. Raising A Disclosure

7.1. The Council acknowledges that the whistleblower making a disclosure does not have to have firm evidence before doing so. Instead, the existence of a reasonable belief that wrongdoing is taking place is sufficient. Any evidence provided to the Council will be useful and would be considered in helping the Council investigate any disclosure, although it could be that the Whistleblower is not able to provide any evidence. Therefore, the Council reserves the right to request further information and explanation regarding the circumstances that gave rise to the disclosure as fully as possible.
7.2. The Council is committed to maintaining a safe, respectful and inclusive working environment and encourages individuals to raise concerns about sexual harassment or inappropriate behaviour at the earliest opportunity.
7.3. Reports relating to sexual harassment, a culture of harassment, or failures by the Council to take appropriate preventative or corrective action will fall within the scope of protected disclosures, particularly where there is a breach of legal responsibilities or risk to individuals’ wellbeing.
7.4. The Council also recognises its duty to take proactive steps to prevent sexual harassment and views the raising of concerns as an important safeguard in meeting its legal and ethical obligations.
7.5. An officer is typically expected to raise any disclosure(s) either verbally or in writing to the attention of the associated line manager. Contractors or volunteers should make a disclosure in the first instance with their contact within the Council, usually the manager directly in charge. Afterwards, the manager will notify the designated Council’s HR & OD Manager within three working days, whenever possible, to take the necessary action.
7.6. Any councillor/s wishing to make a disclosure about an officer, contractor or volunteer may do so by contacting the Town Clerk or Chair of Personnel Committee.
7.7. Any councillor/s wishing to make a disclosure about another councillor may do so by contacting the District Council’s Monitoring Officer.
7.8. Please refer to 9.7 for the details of the hierarchical table for the whistleblowing process.
7.9. The line manager responsible and the designated HR & OD Manager must take all disclosures seriously.
7.10. The Council will aim to respond to written disclosures and acknowledge them within five working days of receipt. Furthermore, the Council will address the matter as soon as possible, keeping the Whistleblower informed of the progress throughout, as required. However, where a detailed investigation is considered necessary then the Council may need an extended period to investigate the disclosure. Where this is the case, it will be communicated.
7.11. The Council encourages putting names to the allegations to investigate and assess the situation as thoroughly as possible, because anonymous disclosures are more difficult to investigate and impossible to provide feedback on.
7.12. Whilst the Council would strongly prefer any disclosure to be made directly to the Council, it is acknowledged that PIDA makes allowances for a disclosure to alternatively be made to a prescribed body, examples of relevant bodies/organisations below:
Information Commissioner’s Office https://ico.org.uk/
The Citizens Advice Bureau https://www.citizensadvice.org.uk/
Protect (Independent whistleblowing charity) https://protect-advice.org.uk
Advisory, Conciliation and Arbitration Service (ACAS) https://www.acas.org.uk/advice
7.13. If the matter has been signposted by the Council to be addressed via an alternative mechanism, for example an external body (for example External Auditors/HMRC) then the Whistleblower will be informed of this, and progress will be shared with them in line with the rules of the external body, and not under the Council’s Whistleblowing Policy.

8. Confidentiality

8.1. Any disclosures investigated under the Council`s Whistleblowing Policy will be examined comprehensively, swiftly, and with discretion. 
8.2. The Council confirms that the disclosure will be addressed in accordance with the provisions outlined in the Act to avoid any harassment, victimisation or bullying of the Whistleblower. 
8.3. No Whistleblower will be subject to changes to, or any detriment to their employment status, benefits, or work-related training due to making a legitimate disclosure. Furthermore, any alleged victimisation of the Whistleblower will be investigated as a potential disciplinary offence in line with the Council`s disciplinary policy.
8.4. However, the Whistleblower will not be protected from the consequences of making a disclosure if, by doing so, they commit a criminal offence.

9. Confidentiality

9.1. The disclosure will be investigated, and as part of Council’s investigation process, the Whistleblower will be interviewed and requested to submit a written statement detailing the nature and specifics of their report along with the rationale behind it. 
9.2. This investigation may involve a formal review of internal processes or a more formal investigation.
9.3. The HR & OD Manager will contact the Whistleblower and remain the point of contact throughout the process. In their absence, the Deputy Town Clerk will manage the initial investigation.
9.4. The Whistleblower will not be penalised for making a disclosure even if it is not upheld unless the complaint was known to be untrue and/or made with malicious intent. Any intentionally malicious disclosures will be subject to a full investigation in line with the Council’s Disciplinary Policy and may result in disciplinary action being taken.
9.5. The Council may, in certain circumstances, need to appoint an external investigator with relevant knowledge and understanding to complete the investigation process. The investigator (or investigators) may make recommendations for changes to minimise the risk of future wrongdoing. Therefore, the appointed investigators will undergo a thorough investigation, with possible outcomes being one or more of the following:
· Referral to the police,
· Referral to an external auditor,
· Referral to a disciplinary process, or,
· No action to be taken depending on the outcome of the full investigation.
9.6. The Council may not be able to disclose specific actions taken during the investigation to ensure that it does not violate its obligations to maintain    confidentiality regarding other individuals during the implementation of any internal procedure.
9.7. Below is the hierarchical table for the whistleblowing process.
	Disclosures Relating To:
 
	Stage 1 – 
Send To:
	Stage 1 - Investigating Officer Options:
	Stage 2 – Escalate To:

	Town Clerk

	Your line manager 
OR 
HR & OD Manager
 
	Deputy Town Clerk 
(supported by Chair of Disciplinary & Grievance Panel)
	Chair of CCMG & Chair of Personnel

	Deputy Town Clerk
	Your line manager 
OR 
HR & OD Manager
 
	Town Clerk
	Chair of CCMG & Chair of Personnel

	Head of Place

	Your line manager 
OR 
HR & OD Manager
 
	Town Clerk
 
	Chair of CCMG & Chair of Personnel

	All other officers
	Your line manager 
OR 
HR & OD Manager
 
	HR & OD Manager
 
	Town Clerk

	A Councillor/s by an officer, contractor or volunteer
	Town Clerk 
OR
Chair of CCMG & Chair of Personnel
 
	External – District Council’s Monitoring Officer
	n/a

	A Councillor/s by another Councillor



	External – District Council’s Monitoring Officer
	n/a
	n/a

	A Council decision
	Your line manager 
OR 
HR & OD Manager
	Town Clerk
OR
Deputy Town Clerk
OR 
Head of Place
 
	External – District Council’s Monitoring Officer



10. Recording and Monitoring of Whistleblowing Complaints

10.1. All incoming disclosures will be registered, documented, and stored in accordance with the Council policies. 
10.2. The HR & OD Manager will maintain a safe record of disclosures made and the outcome of the investigation.
10.3. If ever unsure about the contents or any part of this policy, then the Whistleblower should speak to their line manager or the HR & OD Manager.
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