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Whistleblowing Policy  
 
1. Policy Statement 
 
2. Corby Borough Council is committed to maintaining the highest levels of 

probity and behaviour amongst its workforce, and takes very seriously any 
form of malpractice that is identified or uncovered.  

 
3. The Code of Conduct for Employees sets out the standards expected from all 

our staff, providing them with a comprehensive frame of reference.  As an 
organisation, our values are to be fair, helpful and authoritative and we expect 
our employees to work in accordance with these values.  

 
4. Under the Equality Act 2010 employees are protected from victimisation 

arising from a complaint or concern raised on grounds of a Protected 
Characteristic of their own or on behalf of another person with a relevant 
protected characteristic.  

 
5. Introduction 

 
6. All of us at one time or another have concerns about what is happening at 

work.  Usually these are easily resolved. However, when the concern feels 
serious because it is about professional misconduct, financial malpractice or 
negligence that might affect the public, colleagues or the Council itself, it can 
be difficult to know what to do. 

 
7. You may be worried about raising such an issue and may think it best to keep 

it to yourself, perhaps feeling it is none of your business or that it is only a 
suspicion.  You may feel that raising the matter would be disloyal to 
colleagues, to managers or to the Council.  You may have said something but 
found that you have spoken to the wrong person or raised the issue in the 
wrong way and are not sure what to do next. 

 
8. Corby Borough Council is committed to running the organisation in the best 

way possible and to do so we need your help.  We have introduced this policy 
to reassure you that it is safe and acceptable to speak up and to enable you 
to raise any concern you may have at an early stage and in the right way.  
Rather than wait for proof, we would prefer you to raise the matter when it is 
still a concern. 

 
9. This policy applies to all those who work for us: whether full-time or part-time, 

self-employed, employed through an agency or as a volunteer. 
 

10. If something is troubling you which you think we should know about or look 
into, please use this procedure.  If, however, you wish to make a complaint 
about your employment or how you have been treated, please use the 
Council’s grievance policy or bullying/harassment policy, which you can 
obtain from your line manager or the Human Resources office. 

 
11. If you have a potential complaint against an Elected Member this should be 

raised with the Council’s Monitoring Officer (Paul Goult).  There may have 
potentially been a breach of the Members Code of Conduct; there are 
separate procedures for dealing with such complaints/concerns.  
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12. This Whistleblowing Policy is primarily for individuals who work for the Council 
and have concerns where the interests of others or the organisation itself are 
at risk. If in doubt – raise it! 

 
13. What issues are covered under Whistleblowing (Qualifying Disclosures) 

 
14. There are six categories of disclosures covered by this Policy. The 

information disclosed must, in your reasonable belief, tend to show that one 
or more of the following has occurred or is likely to occur: 
 
14.1 a criminal offence; 
14.2 breach of a legal obligation; 
14.3 a miscarriage of justice; 
14.4 danger to the health and safety of any individual; 
14.5 damage to the environment; 
14.6 the deliberate concealment of information regarding any of the above 

categories. 
 

15. Information 
 

16. The disclosure must be of information, rather than an allegation or statement 
of opinion. The whistleblower making the disclosure must convey facts, 
although they will be protected even if those facts are known by us already. 
 

17. Disclosures must be made in the “public interest” 
 

18. Any disclosure must in the reasonable belief of the whistleblower be in the 
“public interest”, that is not the same as “being of interest to the public”. 
 

19. The Council’s commitment to you 
 

20. Your safety 
 

21. The Council and trade unions are committed to this policy.  If you raise a 
genuine concern under this policy, you will not be at risk of losing your job or 
suffering any detriment (such as reprisal or victimisation).  Provided you are 
acting in good faith (effectively this means honestly), it does not matter if you 
are mistaken or if there is an innocent explanation for your concerns.  So 
please do not think that we will ask you to prove it.  Of course we do not 
extend this assurance to someone who maliciously raises a matter they know 
is untrue.  
 

22. Where disclosures are registered that are found to be malicious or vexatious 
then disciplinary action against the whistleblower may be considered. 
 

23. It is appreciated that undertaking to submit a whistleblowing concern may be 
a stressful act. All staff are reminded that the Council operates a free 
counselling service utilising an independent external source. They can be 
contacted on 01604 259770 or Counselling Services, 15 Albion Place, 
Northampton NN1 1UD. 

 
24. Your confidence 

 
25. With these assurances, we hope you will raise your concern openly.  

However, we recognise that there may be circumstances when you would 
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prefer to speak to someone in confidence first.  If this is the case, please say 
so at the outset.  If you ask us not to disclose your identity, we will not do so 
without your consent unless required by law.  You should understand that 
there may be times when we are unable to resolve your concern without 
revealing your identity, for example where your personal evidence is 
essential.  In such cases, we will discuss with you whether and how the 
matter can best proceed. 

 
26. Please remember that if you do not tell us who you are it will be much more 

difficult for us to look into the matter.  We will not be able to protect your 
position or to give you feedback.  Accordingly you should not assume we can 
provide the assurances we offer in the same way if you report a concern 
anonymously. 

 
27. How to raise a concern 

 
28. If you are unsure about raising a concern at any stage you can get 

independent advice from your trade union representative, internal audit 
service or external audit.  Please remember that you do not need to have firm 
evidence before raising a concern.  However, we do ask that you explain as 
fully as you can the information or circumstances that gave rise to your 
concern. 

 
29. Step One 

 
30. If you have a concern about malpractice or wrongdoing at work, we hope you 

will feel able to raise it with your line manager or Head of Service.  This may 
be done verbally or in writing. 

 
31. Step Two 

 
32. If you feel unable to raise the matter with your line manager or Head of 

Service, for whatever reason, please raise the matter with: 
 

33. Paul Goult (Monitoring Officer) 
Paul.goult@corby.gov.uk 
(01536) 464013; OR 
 

34. Adrian Sibley (s.151 Officer/Director of Corporate Services) 
Adrian.sibley@corby.gov.uk 
(01536) 464125 
 

35. These people have been given special responsibility in dealing with 
whistleblowing concerns.  If you want to raise the matter in confidence, please 
say so at the outset so that appropriate arrangements can be made. 

  
36. Step Three 

 
37. If these channels have been followed and you still have concerns, or if you 

feel that the matter is so serious that you cannot discuss it with any of the 
above, please contact: the internal audit service or external audit (see contact 
details below). 
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38. How we will handle the matter 
 

39. Once you have told us of your concern, we will assess it and consider what 
action may be appropriate.  We will acknowledge receipt of your 
whistleblowing concern within 5 working days of receipt.  
 

40. We may then wish to conduct an informal review, an internal inquiry or a more 
formal investigation.  We will tell you who will be handling the matter, how you 
can contact them, and what further assistance we may need from you.  If you 
ask, we will write to you summarising your concern and setting out how we 
propose to handle it and provide a timeframe for feedback.  If we have 
misunderstood the concern or there is any information missing, please let us 
know. 

 
41. When you raise the concern it will be helpful to know how you think the matter 

might best be resolved.  If you have a personal interest in the matter, we do 
ask that you tell us at the outset.  If we think your concern falls more properly 
within our grievance, bullying and harassment or other relevant procedure, we 
will let you know. 

 
42. Whenever possible, we will give you feedback on the outcome of any 

investigation. Please note, however, that we may not be able to tell you about 
the precise actions we take where this would infringe a duty of confidence we 
owe to another person.  While we cannot guarantee that we will respond to all 
matters in the way that you might wish, we will strive to handle the matter 
fairly and properly.  By using this policy you will help us to achieve this. 

 
43. Independent advice 

 
44. If you are unsure whether to use this policy or you want confidential advice at 

any stage, you may contact your trade union, the internal audit service or 
external audit. 

 
45. Monitoring oversight 

 
46. The Council’s Audit & Governance Committee is responsible for this policy 

and will review it regularly.  Paul Goult (Monitoring Officer of the Council) has 
day to day operational responsibility for the application of the policy. 

 
47. Who we consulted 

 
48. This policy has been drawn up in consultation with the recognised trade 

unions and the Council’s senior management team.  The policy was approved 
by Full Council on 5th July 2012 and was subject to review by the Council’s 
Internal Audit Service in August 2016. 

 
49. The Public Interest Disclosure Act 1998 (as amended) 

 
50. The Public Interest Disclosure Act recognises that staff in organisations may 

have occasions where they may wish to raise legitimate concerns but are 
fearful of possible recriminations.  It is designed to provide protection to staff 
when making public interest disclosures of information (either internally or to 
appropriate external organisations) from detriment or dismissal. 
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Contacts 
 
External Audit 
 
Disclosure can also be made direct to the appointed external auditor: 
 
Primary Contact Secondary Contact 

 
KPMG 
St Nicolas House 
Park Row 
Nottingham 
NG1 6FQ 
0115 935 3537 
 
Contact is as follows:- 
 
Yola Geen  
07785 590300  
yola.geen@kpmg.co.uk 

KPMG  
1 Snow Hill 
Snow Hill Queensway 
Birmingham 
B4 6GH 
0121 232 3000 
 
Contact is as follows:- 
 
Jon Gorrie 
07468 367199 
Jon.gorrie@kpmg.co.uk 
 

 
Internal Audit Service 
 
Rachel Ashley-Caunt – Head of Internal Audit 
(01536) 464110 or 07824 537900 
rashley-caunt@rutland.gcsx.gov.uk 
 
 
 
Under the Equality Act 2010 employees are protected from victimisation arising from a 
complaint or concern raised on grounds of a Protected Characteristic of their own or on behalf 
of another person with a relevant protected characteristic.  


