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1. Policy aim 

The Authority is committed to providing an ethical and moral working environment, free from 

malpractice, harassment, bullying, discrimination and breaches of Health and Safety regulations.  

This Policy aims to encourage employees not to turn a blind eye to malpractice in the work place, to 

voice their concerns and to facilitate a more open and honest working environment. 

 

2. Who is covered by the policy  

This applies to all Authority employees, permanent and temporary, contractors, agency staff and 

staff seconded to the Authority. 

 

3. Legal background 

The Public Interest Disclosure Act 1998 came into force in July 1999 and introduced increased 

employment rights to the Employment Rights Act 1996. In summary the Act introduces statutory 

protection against dismissal and victimisation for all employees who speak out about malpractice in 

the workplace or similar concerns, ‘qualifying disclosures’. Employees who "blow the whistle" on 

their employer by making a protected disclosure, i.e. a disclosure concerning an alleged criminal 

offence or other wrongdoing, have the legal right not to be dismissed, selected for redundancy or 

subjected to any other detriment (demotion, forfeiture of opportunities for promotion or training, 

etc.) for having done so. An employee who is dismissed, selected for redundancy, or subjected to 

any other detriment for making a protected disclosure may complain to an employment tribunal. 

 

4. Scope of the Policy 

A disclosure will qualify for protection if the concern relates to unlawful conduct, financial 

malpractice or dangers to the public or the environment. A "qualifying disclosure" means any 

disclosure of information that, in the reasonable belief of the employee, is made in the public 

interest. A consequence of the requirement that a disclosure be made in the public interest is that 

an employee will generally be precluded from being able to "blow the whistle" about breaches of 

his or her own employment contract. 

 

Specific examples could include: 

• a criminal offence e.g. fraud, corruption or theft 

• failure to comply with a legal obligation 

• endangering the Health and Safety of any individual/s 
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• causing environmental damage 

• a miscarriage of justice 

• the deliberate concealment of information which would constitute evidence of any of the 

above 

See Appendix A for more specific examples. 

If an employee has made a “qualifying disclosure” then they must follow the procedure set out 

below in order to gain the protection of the Policy. 

 

5. Reporting a concern 

An employee should raise their concern with their immediate line manager. If for any reason they 

feel unable to do this they should contact the Director of People and Transformation  or the Chair 

of the Audit Committee (Bob Spedding, non-executive board member). The Chair of the Audit 

Committee will report the fact of the referral and the resultant response to the Audit Committee 

who in turn may refer the matter to the board. Contact details of the Chair of the Audit Committee 

can be obtained from the staff directory on the Authority’s intranet. 

If the complaint is regarding how an individual has been treated in their employment then the 

correct procedure to follow is the Grievance Procedure and not the Whistleblowing Policy. 

Individuals will be advised of the correct procedure to use should they raise a concern. 

If an employee who has raised a qualifying disclosure is unhappy with the outcome, they may 

contact the independent charity ‘Public Concern at Work’, who is a leading authority on 

whistleblowing. Its lawyers can give staff free confidential advice at any stage about how to raise a 

concern about serious malpractice at work. 

Employees may also make protected disclosures to bodies such as the Health and Safety Executive, 

the Commissioners for HM Revenue and Customs, the Environment Agency and the Serious Fraud 

Office. Should staff decide to report a matter externally, then due care should be taken not to 

disclose confidential information unless it is covered by the Public Interest Disclosure Act as 

referred to in Section 4 of this Policy, as the Act does not provide for blanket disclosure. 

 

6. Anonymity 

An employee can request that their identity be protected and this will not be disclosed without their 

consent. If due to the nature of the disclosure, the Authority is unable to resolve the concern 

without revealing the employee’s identity e.g., if the employee’s evidence is needed in court, this 

will be fully discussed with the employee before the matter is progressed. Making a disclosure 

anonymously reduces the ability of the Authority to ask follow up questions or provide feedback 

and it can be more difficult for them to qualify for protection as a whistleblower. This is because 
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there would be no documentary evidence linking the worker to the disclosure for the employment 

tribunal to consider. 

 

7. Protection against victimisation, harassment or dismissal 

The Authority seeks to encourage employees to report any concerns or malpractice internally. 

Employees reporting as such will be protected from harassment, victimisation, dismissal or any 

other reprisal which may result. 

Any employee found to be victimising, harassing or subjecting any other employee to any reprisal 

may be subject to disciplinary action. Depending on the seriousness of the case, an act of reprisal 

may be viewed as an act of gross misconduct warranting summary dismissal. 

 

8. Deterring disclosures 

Deterring any employee from reporting a legitimate concern is viewed as a serious offence. 

Any employee found to be deterring another employee would be subject to disciplinary action, 

which could result in dismissal. 

 

9. False allegations 

The reporting of false or malicious allegations is deemed to be a serious disciplinary offence.  

Any employee found to have made a malicious or deliberately false allegation may be subject to 

disciplinary action, which could result in dismissal. 

 

10. Communication of the Policy 

This policy has been communicated to all employees via management briefings and its inclusion in 

the Staff Handbook and on the intranet. 

 

11. Interface with other policies and procedures 

The Whistleblowing Policy is not designed to replace the Authority’s Grievance Procedure but 

evidence gathered may lead to other procedures such as the disciplinary procedure and audit 

procedure being invoked. 
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12. Policy review 

The Authority commits to monitor and review the operation of this Policy on an annual basis. 

 

13. Reporting procedures 

13.1 Making a disclosure 

o As soon as a staff member becomes concerned about an issue at work relating to 

matters of public interest, they should report the matter either verbally or in writing to 

their line manager. 

o If, for whatever reason, the staff member feels unable to report this to their line 

manager, they may report the matter to the Director of People and Transformation on 

07824 550908, e-mail: lisastanger@coal.gov.uk or Bob Spedding, non-executive board 

member on 07801 522280 or bspedding@btinternet.com.  

o In Bob Spedding’s absence, alternative contacts are Stephen Dingle Chair on 07919 

624389 or 07802 836275, e-mail: stephendingle@coal.gov.uk or Gemma Pearce, non-

executive board member on 07769 876387, email: gemmapearce@coal.gov.uk. Letters 

may also be sent to the non-executive board members c/o Diane Moore, Executive 

Assistant to the Chair, non-executive board members and Chief Finance & Information 

Officer. 

o The staff member should ensure their disclosure includes the name(s) of the 

employee(s) against whom allegations are being made, the nature of their concern and 

evidence supporting their disclosure. 

o The receiving manager should ensure that if they receive a verbal disclosure that they 

make a note of the information provided and send a copy to the staff member to sign to 

confirm accuracy of the content within 5 working days. 

 

13.2 Handling a disclosure 

o The receiving manager will then report the matter to the Director of People and 

Transformation who will advise if the concern raised falls within the scope of the policy. 

The Director of People and Transformation will inform the board for information and, 

where appropriate, appoint an investigation officer, who will contact the employee to 

explain the process to be followed and to make arrangements to hold an investigative 

meeting with them. 

o The investigating officer will also be responsible for notifying the staff member(s), who 

have had allegations made about them, of the process and to arrange to meet with them 

accordingly. The staff member will be given the opportunity to respond verbally and in 

writing to the claims being made against them and to consider any relevant evidence 

provided. 
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o In handling the disclosure, the investigation may involve seeking assistance from other 

agencies or bodies e.g. Department for Business Energy and Industrial Strategy (DBEIS), 

the police, auditors interviewing witnesses to gather the facts and any documentary 

evidence. 

o It is the Authority’s intention to ensure that disclosures are handled confidentially and 

sensitively and an outcome reached within 2 months. If this timescale cannot be 

achieved then all parties will be informed accordingly. 

o The investigation officer will ensure that all parties are kept informed of the status of the 

investigation. 

 

13.3 Outcome of a disclosure 

o The investigation officer will advise both parties of the outcome of the investigation both 

verbally and in writing, for example if the disclosure will result in disciplinary action or if 

the disclosure cannot be substantiated. 

o The investigation officer, where appropriate, will provide recommendations to change 

the Authority’s procedures, practices or policies to prevent a similar situation occurring 

in the future. 

o Both parties, if required will be provided with counselling support during the 

investigation and mediation support after the investigation should this be appropriate. 

o In the event that the employee making the disclosure is unhappy about the outcome 

they may consider contacting the independent charity ‘Public Concern at Work’ if they so 

wish on 020 7404 6609. 

o Public Concern at Work provides independent and confidential advice to workers who 

are unsure whether or how to raise a public interest concern, if they are aware of a 

possible wrongdoing or malpractice in the workplace. The advice line is managed by 

qualified lawyers with a wealth of experience in whistleblowing law and practice. 

 



 

 

  

 

Appendix A - Areas which may be disclosed 

under the Whistleblowing Policy 

Wrongful use of information/abuse of position 

• using information gained in the course of official duties to further private interests or gain 

unfair advantage 

• falsifying statistics to achieve objectives 

• posting derogatory comments about the NDPB on social media sites 

 

Leaking of classified information 

• giving details of policy changes to the media ahead of official announcements 

• using unpublished data on social media sites 

 

A threat to National Security 

• failure to follow security vetting procedures 

• falsifying documentation 

 

Being coerced into taking part in or concealing wrongdoing 

• being threatened by a manager with disciplinary action if you don’t keep quiet about the 

misuse of government procurement card 

 

Failure to comply with legal obligations 

• not protecting personal data as required by the Data Protection Act 1998, Gender 

Recognition Act 2004, Health and Safety regulations or any other relevant legislation 

 

Criminal offence impacting on the work of the organisation 

• fraud and corruption such as using favoured contractors in exchange for payment or other 

reward 

 

Endangering individuals’ health and safety 

• suppressing known failings in a fire alarm system 

• covering up the presence of asbestos 

• neglecting to follow the organisations’ safety procedures 



 

 

  

Miscarriage of justice 

• withholding or destruction of evidence 

 

Danger to the environment 

• improper disposal of hazardous materials 

 

Potential maladministration 

• misuse of public money or public resources 

• abuse of position 

• awarding contracts without following the correct procedures 

 

Improper or unethical conduct 

• a solicitor divulging information held under legal privilege 

 

A deliberate concealment of any of the above 

 


