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AGENDA SUPPLEMENT

5 WHISTLEBLOWING POLICY (Pages
5 - 26)
For the Audit & Governance Committee to consider and adopt a
‘Speak Up Policy’ (to include whistleblowing arrangements) for the
shadow period and for East Surrey Council beyond Vesting Day on 1
April 2027. The policy will provide a safe route for staff, contractors and
others for the reporting of serious wrongdoing or risks within the
organisation.


https://www.surreylgrhub.gov.uk/

PLEASE NOTE: members of the public are able to attend the meeting in person. The
meeting will also be broadcast online on YouTube: Link to online broadcast.

The whole of the meeting will be filmed except where there are confidential or exempt
items. In attending any meeting, you are recognising that you may be filmed and consent
to the live stream being broadcast online, and available for others to view.

Members of the press/public may film or record proceedings, blog or tweet proceedings
and take photographs providing they do not disturb the conduct of the meeting. The Chair
of the meeting has the discretion to terminate or suspend filming/recording if in her/his
opinion continuing to do so would prejudice the proceedings of the meeting or, on advice,
considers that continued filming/recording might infringe the rights of any individual.

EMERGENCY EVACUATION PROCEDURE

No emergency drill is planned to take place during the meeting. If the fire alarm sounds
continuously, or if you are instructed to do so, you must leave the building by the
nearest available exit. You will be directed to the nearest exit by council staff. It is vital
that you follow their instructions.

You should proceed calmly; do not run and do not use the lifts;
Do not stop to collect personal belongings;

Once you are outside, please do not wait immediately next to the building, but
move to the assembly point at Dullshot Green and await further instructions; and

Do not re-enter the building until told that it is safe to do so.



https://www.youtube.com/playlist?list=PLU1GWtI_OsxUcyTb2u4WGNNV7n-MGYVaZ
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EAST SURREY SHADOW AUDIT & GOVERNACE COMMITTEE
MEETING DATE: 2 September 2026
REPORT OF: Daniel Bainbridge, Interim Monitoring Officer
SUBJECT: Proposed Speak Up Policy

Purpose of the Report:

For the Audit & Governance Committee to consider and adopt a ‘Speak Up Policy’
(to include whistleblowing arrangements) for the shadow period and for East Surrey
Council beyond Vesting Day on 1 April 2027. The policy will provide a safe route for
staff, contractors and others for the reporting of serious wrongdoing or risks within
the organisation.

Recommendations:

It is recommended that the Audit & Governance Committee resolves to adopt the
Speak Up Policy attached at Appendix 1 to this report.

Reason for Recommendations:

1. Having a suitable speak up policy will provide a safe route for concerns to be
raised and set out a process for ensuring those concerns are properly dealt
with, and that the Committee has oversight of those concerns and outcomes

Options, including alternatives (if any)

2. Adopt the Speak Up Policy (recommended).
3. Propose changes to the Speak Up Policy and adopt the policy.
4. Not to adopt a policy. This option is not recommended because it would leave

the Shadow Authority and East Surrey Council without sufficient safeguards,
protections and processes in place for addressing concerns.

Summary:

5. As a new authority, it is important that appropriate governance arrangements
are established from the outset to support high standards of governance and
provide clear and accessible routes for concerns about wrongdoing or
improper conduct to be raised and addressed.
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6. An effective whistleblowing framework is an important element of the
authority’s governance and internal control arrangements. It enables
individuals working for or with the authority to raise serious concerns in the
public interest and provides assurance that those concerns will be considered
appropriately and that those individuals who speak up will be supported and
protected from detrimental treatment.

7. The establishment of the shadow authority provides an opportunity to adopt a
single, modern policy rather than replicate the different arrangements of the
existing councils. The proposed policy has therefore been developed
following consideration of existing policies, and wider good practice.

8. The title ‘Speak Up’ has been adopted deliberately. The intention is to
encourage an open culture in which individuals feel able to raise concerns at
an early stage, without first having to determine whether the matter falls within
the definition of a whistleblowing or protected disclosure. Where a concern is
raised, the authority can consider its nature and determine the most
appropriate route for dealing with it.

9. The policy will compliment but not replace other procedures for dealing with
matters, such as individual employment grievances, complaints, safeguarding
concerns or allegations of misconduct.

10.The proposed approach is intended to create a framework which is accessible
and proportionate while providing appropriate safeguards for both those
raising concerns and those who may be the subject of allegations.

11.This policy will form part of the authority’s wider governance and assurance
framework and should be kept under review as the organisational structures,
HR policies and working arrangements develop.

Consultation:

12.No consultation has been undertaken with any staff group as the shadow
authority only has statutory officers at this stage.

13.There will be a need to keep this policy under review as the organisation
begins to develop its staffing structure.

Risk Management and Implications:

14. An effective policy reduces the risk that:

15.Concerns are not raised or are raised too late. Staff may be uncertain where
to go, or fear repercussions, allowing fraud, misconduct, safeguarding issues,
health and safety concerns or other wrongdoing to continue undetected.
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16.Inconsistent handling of concerns. Without an agreed framework, managers
may deal with similar concerns differently, including incorrectly treating a
whistleblowing concern as a grievance or routine service issue.

17.Failure to recognise protected disclosures. Workers have statutory
protections under the public Interest Disclosure Act 1998. Poor identification
or handling of a protected disclosure can expose the authority to employment
claims, including claims arising from detriment or dismissal.

18.Inadequate protection of confidentiality. In the absence of clear
arrangements, information may be shared inappropriately, potentially
identifying the person who raise the concern and undermining confidence in
the process.

19.Weak governance and assurance. The authority will not have a consistent
mechanism for recording, monitoring and identifying themes arising from
concerns. This reduces the ability of senior management, the Monitoring
Officer and the Audit & Governance Committee to obtain assurance that
significant concerns are being addressed.

20.Increased fraud and financial risk. Speak up arrangements are an important
component of an effective counter-fraud and internal control environment.

21.External escalation. Individuals who do not have confidence in internal
arrangements may go directly to regulators, prescribed persons, the media or
other external bodies when an issue might otherwise have been identified and
addressed internally.

22.Reputational Risk. A serious issue where staff had concerns but lacked a
clear means of raising them could significantly undermine public and
workforce confidence.

Financial and Value for Money Implications:

23.There are no direct financial implications from the adoption of the policy.
However, it forms an important part of the financial controls and anti-fraud &
corruption policies of the authority.

Section 151 Officer Commentary:

24 East Surrey Council will operate in a very challenging financial environment,
with significant budgetary pressures from increasing demand and costs of
service delivery, coupled with limited financial resources and reducing
government funding. East Surrey Council will be increasingly reliant on
Council Tax as the primary source of income.
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25.Decisions made by the sovereign councils in East Surrey and the East Surrey
Shadow Authority will need to consider the ongoing financial impact and
ensure that expenditure does not exceed the resources available. It is vital
that significant importance is placed on effective financial management and
medium-term financial sustainability to achieve a balanced budget position
and protect service delivery.

26. An effective whistleblowing framework is an important element of the
authority’s governance and internal control arrangements, protecting financial
integrity, supporting accurate financial reporting and providing an early
indication of potential emerging financial or operational risks.

Legal Implications (Monitoring Officer Commentary):

27.The statutory framework for whistleblowing is principally contained within the
Public Interest Disclosure Act 1998. This provides protection for workers who
make qualifying disclosures which meet the statutory requirements for a
protected disclosure.

28.There is no statutory requirement for a council to have a standalone
whistleblowing policy. The statutory rights apply irrespective of whether a
policy is in place. However, adopting a policy provides an important
framework by which the authority can support compliance with its legal
obligations and ensure that disclosures are consistently identified and handled
appropriately.

29.The Speak Up Policy is intentionally available more widely than the categories
of individuals who may qualifying for statutory protection. This supports a
wider commitment to openness and accountability. However, use of the policy
does not of itself confer statutory protection on an individual who would not
otherwise qualify for protection under the legislation.

30.The Surrey (Structural Changes) Order 2026 provides that the shadow
authority must take all reasonable steps to commence and sustain their
running as a shadow authority. A whistleblowing policy forms an important
part of the governance framework of the shadow authority.

31.The Policy will need to be considered again once the staffing establishment
has become more developed, and additional policies are in place, but it is
good practice to have a whistleblowing policy as part of the assurance
framework at the earliest stage.

Workforce Implications (People/Human Resources Commentary)
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32. As a new policy, appropriate engagement will need to be undertaken with
recognised trade unions and relevant employee representatives prior to
implementation

33.The Policy has been designed to complement developing employment
policies, including grievance and disciplinary procedures. It will be important
that managers and HR staff are able to identify where a concern should be
properly considered under the Speak Up Policy and whether another
employment procedure may be more appropriate.

34.There are no immediate staffing implications for the adoption of this policy.

Equality and Diversity:

35.The Public Sector Equality Duty applies to the Council when it makes
decisions. The duty requires us to have regard to the need to:

e Eliminate unlawful discrimination, harassment and victimisation and
other behaviour prohibited by the Act. In summary, the Act makes.
discrimination etc. on the grounds of a protected characteristic unlawful

e Advance equality of opportunity between people who share a protected
characteristic and those who do not.

e Foster good relations between people who share a protected
characteristic and those who do not including tackling prejudice and
promoting understanding.

36. The protected characteristics are age, disability, gender reassignment,
pregnancy and maternity, marriage and civil partnership, race, religion or
belief, sex, and sexual orientation. The Act states that ‘marriage and civil
partnership’ is not a relevant protected characteristic for second and third
points in the above paragraph, although it is relevant for the first.

37.This duty has been considered in the context of this report and it has been
concluded that there are no equality and diversity implications arising directly
from this report.

Climate Change and Sustainability:

38. There are no direct climate change and sustainability implications

What Happens Next:

39.The approval of a whistleblowing policy is within the terms of reference of the
Audit & Governance Committee. If the Speak Up Policy is approved, it will be
published on the website and staff and others will be made aware of it.

Report Author: Daniel Bainbridge, Interim Monitoring Officer
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Annex:

Appendix 1 — Proposed ‘Speak Up Policy’

Sources/background papers:

None.
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East Surrey Council
“Speak Up” Policy

(Including Whistleblowing and Public Interest Disclosures)

Document Control

Item Detail

Policy Title “Speak Up” Policy
(Including Whistleblowing and Public Interest Disclosures)

Policy Owner Monitoring Officer

Approval Body Audit & Governance Committee

Responsible Officer Monitoring Officer

Effective Date 3 September 2026 (subject to approval)

Review Date Every two years, or earlier, if legislation or best practice
changes

Related Documents “Speak Up” Procedure; Code of Conduct for Employees;

Members' Code of Conduct; Grievance Policy; Complaints
Policy; Anti-Fraud and Corruption Strategy; Safeguarding
Policies; Disciplinary Policy; Constitution

[NB These titles may change]

1. Purpose

East Surrey Council is committed to maintaining the highest standards of honesty,
integrity, openness and accountability in everything it does.

Creating a culture where people feel confident to raise concernsis essential to good
governance, effective public services and maintaining public confidence.

This policy explains how concerns about wrongdoing can be raised safely and
confidently. It sets out how concerns will be considered, investigated where
appropriate and responded to fairly, consistently and without fear of reprisal.

The Council encourages concerns to be raised as early as possible. Early reporting
allows issues to be addressed before they become more serious and helps the Council
learn and improve.

Nothing in this policy prevents anyone from making a protected disclosure under the
Employment Rights Act 1996 or the Public Interest Disclosure Act 1998.
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2. Our “Speak Up” Principles
Everyone who raises a genuine concern should expect the Council to:
Listen
o We will listen carefully and respectfully.
Take Concerns Seriously
¢ Every concern will be considered on its own merits.
Act Fairly

o We willinvestigate concerns proportionately, independently where appropriate,
and without predetermined outcomes.

Protect People

¢ We will not tolerate victimisation or retaliation against anyone who raises a
genuine concern.

Learn

¢ We will use concerns to improve our services, governance and organisational
culture.

Be Accountable

o We will monitor themes, report appropriately to Councillors and use learning to
strengthen our systems of governance.

3. Our Commitment

The Council is committed to creating an environment where speaking up is viewed as a
positive contribution to improving public services.

We recognise that raising concerns can sometimes feel difficult. Individuals may worry
about the consequences of speaking up or believe that nothing will happen if they
report a concern.

The Councilis committed to ensuring that:

e concerns are welcomed and encouraged;

Page 12
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e people are treated with dignity and respect;

e concerns are considered promptly and objectively;

¢ confidentiality is respected wherever possible;

e individuals who speak up in good faith are protected from detriment;
e concerns are investigated proportionately;

e lessonslearned are used to improve services and governance.

No person should suffer disadvantage because they have raised a genuine concern
under this policy.

4. Who Can Speak Up?
This policy applies to anyone who works for or with the Council, including:

¢ employees;

e agency workers;

e apprentices and interns;

e casual workers;

e consultants;

e contractors;

e suppliers;

¢ volunteers;

e work experience placements;

e This policy will be expected to apply to schools but this is a decision for the
individual headteacher/chair;

e Councillors;

e anyone providing services on behalf of the Council.

The Council will also consider concerns raised by members of the public where the
concern relates to serious wrongdoing affecting the Council or the public interest.

5. What Is Speaking Up?
Speaking up means raising a concern where there is a reasonable belief that
wrongdoing, malpractice or unacceptable conduct has occurred, is occurring or is

likely to occur.

The concern should normally relate to matters affecting the wider public interest rather
than a personal employment issue.

Examples include:

e fraud or corruption;
¢ criminal offences;
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« financial malpractice;
e abuse of authority;
e breaches of the law;

e serious breaches of Council policies;

« safeguarding failures;

¢ health and safety risks;
e environmental harm;

¢ misuse of public funds;
e conflicts of interest;

¢ deliberate concealment of wrongdoing;

e serious ethical misconduct;

e conductlikely to damage public confidence in the Council.

This list is illustrative and not exhaustive.

6. Matters Covered by Other Procedures

Not every concern should be raised under this policy.

The following matters will normally be dealt with under separate procedures:

Issue
Personal employment concerns
Complaints about Council services

Standards complaints about
Councillors

Customer service issues
Requests for information

Safeguarding referrals

Appropriate Procedure
Grievance Policy
Corporate Complaints Procedure

Members' Code of Conduct Arrangements

Corporate Complaints Procedure

Freedom of Information or Data Protection
legislation

Safeguarding Procedures

Where a concern falls under more than one procedure, the Monitoring Officer will
determine the most appropriate process or processes.

7. Protected Disclosures

Some concerns raised under this policy may amount to a protected disclosure under

whistleblowing legislation.

A protected disclosure is one made in accordance with the Employment Rights Act
1996 (as amended) where an individual reasonably believes that the information

disclosed tends to show specified types of wrongdoing and that the disclosure is made
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in the public interest. (

).

The Council will always seek to protect individuals who make genuine disclosures,
whether or not the disclosure ultimately qualifies for statutory protection.

Individuals are not expected to prove wrongdoing before raising a concern. They should
simply have a reasonable belief that the information they are providing is true and
should raise the concern honestly and in good faith.

8. Equality and Inclusion

The Councilis committed to ensuring that everyone can raise concerns regardless of
their role, background or personal circumstances.

Reasonable adjustments will be made wherever necessary to enable individuals to use
this policy.

No one will be disadvantaged because of age, disability, sex, gender reassignment,
pregnancy or maternity, race, religion or belief, sexual orientation, marriage or civil
partnership or any other protected characteristic.

The Council expects everyone involved in the operation of this policy to treat others
fairly, respectfully and professionally.

9. How to Raise a Concern

The Council encourages concerns to be raised as soon as possible. Individuals do not
need proof of wrongdoing before speaking up but should have a reasonable belief that
the information they are providing is true.

Concerns may be raised verbally or in writing.
Where possible, concerns should include:

¢ adescription of the concern;

e whoisinvolved;

e when and where the matter occurred;

e anysupporting information or evidence available;

¢ whether the matter has already been reported elsewhere; and
« whether confidentiality is requested.

Individuals are encouraged to identify themselves when raising a concern, as this will
usually assist any investigation. However, anonymous concerns will still be considered
in accordance with this policy.

Page 15
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10. Reporting Routes
The appropriate reporting route will depend on the nature of the concern.
Normally, concerns should be raised with one of the following:

e theindividual's line manager;

¢ another manager where the line manager is involved in the concern;

e the Monitoring Officer;

o a Deputy Monitoring Officer;

e the Chief Executive;

o the Section 151 Officer (where the concern relates to financial matters);
¢ the Chief Internal Auditor;

¢ Human Resources, where appropriate.

Where the concern involves the Monitoring Officer, it should be reported directly to the
Chief Executive.

Where the concern involves the Chief Executive, it should be reported directly to the
Monitoring Officer or the Chair of the Audit and Governance Committee.

Where the concern involves both the Chief Executive and the Monitoring Officer, it
should be reported to the Chair of the Audit and Governance Committee, who will
determine the appropriate arrangements for independent consideration.

Nothing in this policy prevents an individual from making a protected disclosure to a
prescribed person or body where permitted by law.

11. What Happens When a Concern Is Raised?

Every concern received under this policy will be acknowledged promptly (no later than
three working days from receipt), in writing, by the person receiving the concern.

Anyone who receives a concern under this policy, including those in section 10 above,
will immediately contact the Monitoring Officer. The Monitoring Officer will ensure that
the concernis recorded. The Monitoring Officer, or another appropriate senior officer
designated by the Monitoring Officer where the Monitoring Officer cannot act, will
undertake an initial assessment to determine (in any case where a concern involves the
Monitoring Officer, the Chief Executive will designate an appropriate senior officer to act

¢ whether the concern falls within this policy;

¢ whetherimmediate action is required;

¢ whether another procedure is more appropriate;

o whetherthe concern should be investigated;

o whetherthe concern should be referred to the Service Director;
¢ whether the matter should be referred to another agency.
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The Monitoring Officer will seek to keep the individual informed about the progress of
the matter wherever it is lawful and appropriate to do so.

Not every concern will require a formal investigation. Some concerns may be resolved
quickly through management action, clarification or referral to another process.

12. Investigation of Concerns
Where an investigation is required, it will be carried out in a manner thatis:

o fair;

e proportionate;

e Objective;

¢ confidential;

e evidence-based; and

¢ completed as promptly as reasonably practicable.

The Monitoring Officer (or other Lead Officer designated by the Monitoring Officer or
where the Monitoring Officer cannot act, or by the Chief Executive where the concern
involves the Monitoring Officer) may appoint an internal officer independent of the
service, or an independent investigator where this is considered appropriate because of
the nature or sensitivity of the concern.

During an investigation the Council may:

e interview relevant individuals;

e examine records and documents;

e obtain professional advice;

o refer matters to Internal Audit;

o refer matters to the Police or another regulator;

e commission an external investigation where necessary.

The Council will ensure that those who are the subject of concerns are treated fairly
throughout the process.

13. Outcomes
Following consideration or investigation, the Monitoring Officer may decide to:

o take no further action where there is insufficient evidence;
¢ resolve the matter through management action;

¢ amend policies or procedures;

e provide training or guidance;

¢ commence disciplinary proceedings;
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+ refer the matter to an external regulator;
e report criminal matters to the Police;
« take any other action considered appropriate.

Where possible, the individual who raised the concern will receive feedback on the
outcome. In some cases, confidentiality, legal obligations or employment law

considerations may limit the information that can be shared, or whether any
information can be shared at all.

14. Confidentiality

The Council will make every reasonable effort to protect the identity of anyone who
raises a concern.

Information will only be shared where it is necessary to investigate the concern or
where disclosure is required by law.

Individuals should appreciate that it may not always be possible to investigate
effectively without revealing their identity. Where this becomes necessary, the Council

will discuss the position with the individual wherever reasonably practicable.

All records relating to concerns raised under this policy will be handled in accordance
with data protection legislation and the Council's records management arrangements.

15. Anonymous Concerns
Anonymous concerns will not automatically be disregarded.
The Council will consider:
e the seriousness of the concern;
¢ the credibility of the information provided;
e whetherthe concern can be investigated without further information;

¢ whether sufficient evidence exists to justify further enquiries.

Individuals are encouraged to provide contact details wherever possible, as this assists
communication and enables appropriate support to be offered.

16. Protection for People Who Speak Up
The Council will not tolerate any form of victimisation, retaliation or detrimental

treatment against anyone who raises a genuine concern or assists an investigation.

Page 18
OFFICIAL



OFFICIAL

Agenda Item 5
Appendix 1

Examples of unacceptable treatment include:

e dismissal;

e disciplinary action;

¢ bullying or harassment;

¢ discrimination;

¢ denial of opportunities;

¢ intimidation;

o threats;

e anyother unfair treatment arising because a concern has been raised.

Any employee who victimises an individual for speaking up may be subject to
disciplinary action.

Where a Member is responsible for victimisation, the matter may be dealt with under
the Members' Code of Conduct.

Where a contractor, consultant or supplieris responsible, the Council may take
appropriate contractual action.

The Council also expects individuals who are the subject of concerns to be treated
fairly and with respect until matters have been properly considered.

17. Deliberately False or Malicious Allegations

The Councilrecognises that concerns raised in good faith may not ultimately be
substantiated.

No action will be taken against an individual simply because their concern proves to be
mistaken.

However, where it is established that an allegation has been made knowingly,
maliciously or for personal gain, the Council may take appropriate action, including

disciplinary or contractual action where justified.

This provision does not prevent individuals from raising concerns honestly where they
have a reasonable belief that wrongdoing may have occurred.

18. Roles and Responsibilities

Creating a culture where people feel able to speak up is the responsibility of everyone
who works for or on behalf of the Council.

All Employees, Councillors and Others Working for the Council
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Everyone is expected to:

e actwith honesty and integrity;

e raise genuine concerns promptly;

¢ cooperate with any investigation where requested;

¢ maintain confidentiality where appropriate; and

e treat colleagues involved in any investigation with dignity and respect.

Individuals should not investigate concerns themselves before reporting them and
must only do so once the Monitoring Officer has confirmed they should.

Managers
Managers play an important role in encouraging an open and supportive culture.
Managers are expected to:

¢ encourage individuals to raise concerns;

e take concerns seriously;

¢ seek advice where appropriate;

e ensure concerns are referred promptly through the correct channels;

¢ supportindividuals who raise concerns;

e avoid any action which could discourage people from speaking up; and
¢ implement improvements arising from investigations.

Managers should not seek to prevent an individual from raising a concern under this
policy.

Monitoring Officer
The Monitoring Officer has overall responsibility for the operation of this policy.
The Monitoring Officer will:

e oversee the operation of the Speak Up arrangements;

e ensure concerns are assessed appropriately;

¢ determine the most appropriate route for investigation;

e commission investigations where necessary;

e ensure appropriate records are maintained;

o determine investigation outcomes following consultation with service directors
where appropriate;

o identify themes and organisational learning;

e provide advice to officers and Councillors on the application of this policy;
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e report periodically to the Corporate Leadership Team and Audit and Governance
Committee on the operation of the policy; and
e keep the policy under review.

The Monitoring Officer may delegate operational responsibilities to an appropriately
authorised Deputy Monitoring Officer where necessary.

Chief Executive
The Chief Executive will:

¢ promote a positive organisational culture;

e ensure sufficient resources are available to operate this policy effectively;
e supportindependentinvestigations where appropriate;

e consider recommendations arising from significant investigations; and

e ensure improvements are implemented across the organisation.

Corporate Leadership Team [NB. Title could change]
The Corporate Leadership Team will:

¢ promote a culture of openness;

e support managers in responding to concerns;

e ensure recommendations arising from investigations are implemented;
¢ monitor organisational learning; and

e promote continuous improvement.

Audit and Governance Committee

The Audit and Governance Committee provides strategic oversight of the Council's
Speak Up arrangements.

The Committee will:

e receive annualreports on the operation of the policy;

e monitor trends and themes;

e receive assurance that concerns are investigated appropriately;
e oversee organisational learning arising from disclosures;

e monitor the effectiveness of the Council's arrangements; and

e recommend changes to policy where appropriate.

Reports to the Committee will normally be presented in a way that protects
confidentiality while providing appropriate governance assurance.

Page 21
OFFICIAL



OFFICIAL

Agenda Item 5
Appendix 1

19. Learning and Continuous Improvement
The Councilis committed to learning from concerns that are raised.

Where investigations identify weaknesses in governance, policies, procedures or
management arrangements, appropriate improvement actions will be identified and
monitored.

The Council will use information from Speak Up concerns to:

e improve services;

e strengthen governance;

e reduce future risks;

e improve policies and procedures;
¢ identify training needs;

e improve organisational culture.

The purpose of this policy is not simply to investigate concerns, but to help prevent
similarissues arising in the future.

20. Records Management

The Monitoring Officer will maintain appropriate records of concerns raised under this
policy.

Records will be maintained securely and in accordance with:

o the Data Protection Act 2018;

e UK General Data Protection Regulation;

o the Council's Records Retention Schedule; and

¢ the Council's Information Governance Framework.

Information will only be retained for as long as necessary and in accordance with the
Council's retention arrangements.

21. Monitoring the Effectiveness of the Policy
The effectiveness of this policy will be monitored through:
¢ the number of concerns raised;

e the nature of concerns;
e investigation outcomes;
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¢ time taken to resolve concerns;

e themes and trends;

¢ implementation of recommendations;

o feedback received from those using the process; and
e periodic review of organisational culture.

Monitoring information will be used to improve the Council's governance arrangements
and support continuous improvement.

22. Review of the Policy
This policy will normally be reviewed every two years, or earlier where there are:

e changesin legislation;

¢ changes to statutory guidance;

e changesin recognised best practice;

e organisational changes affecting governance; or
e learning arising from significant investigations.

The Monitoring Officer may make minor administrative amendments to maintain the
accuracy of the policy, including updates to job titles, contact details, references,
hyperlinks and legislative citations, provided these do not alter the policy's substantive
effect.

Any substantive amendments will be reported to the appropriate Member decision-
making body for approval.

Page 23
OFFICIAL



OFFICIAL

Agenda Item 5
Appendix 1

Appendix A -Sources of Advice

Individuals considering whether to raise a concern may seek confidential advice before
doing so.

Advice may be obtained from:

o the Monitoring Officer;

e a Deputy Monitoring Officer;

e Human Resources;

e arecognised Trade Union representative;

e anindependent legal adviser;

¢ Protect (the UK's whistleblowing charity); or

e aprescribed person or regulator where permitted by law.

Seeking advice does not prevent an individual from subsequently raising a concern
under this policy.
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Appendix B — Related Policies
This policy should be read alongside the Council's:

e Speak Up Procedure;

e Code of Conduct for Employees;

e Members' Code of Conduct;

e Anti-Fraud and Corruption Strategy;
¢ Financial Procedure Rules;

e Contract Procedure Rules;

¢ Complaints Policy;

e Grievance Policy;

e Disciplinary Policy;

o Safeguarding Policies;

¢ Equality, Diversity and Inclusion Policy;
e Information Governance Framework;
e« Data Protection Policy;

¢ Constitution.

Appendix C - Speak Up Process
Step 1 - Aconcern is raised.

Step 2 - The concern is acknowledged by the person receiving it and referred to the
Monitoring Officer (or another officer if they cannot act) and recorded.

Step 3 - A preliminary review is conducted and a decision is made whether the matter
should be investigated or referred to another process.

Step 4 - Where appropriate, an investigation is undertaken or other action is taken.
Step 5 - Appropriate action is taken.
Step 6 — Lessons learned are identified and improvements implemented.

Step 7 - Themes are reported through the Council's governance arrangements to
provide assurance and support continuous improvement.
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