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Whistleblowing Policy and Procedure  
(Approved by Audit Committee on 15th September 2025) 

Purpose of the Policy 

1. This policy is designed to enable employees of the West of England Combined Authority’s 

(the Combined Authority) to raise concerns internally and at a high level, and to disclose 

information which the individual believes shows malpractice or impropriety. 

2. A Discloser is the person who is the whistle-blower. 

3. The supporting procedure outlines the process to follow for a Discloser when reporting a 

perceived wrongdoing within the Combined Authority, including something they believe 

goes against the core values of Standards in Public Life (the Nolan Principles) and the 

Combined Authority’s Code of Conduct. The Standards in Public Life include the principles 

of integrity, objectivity, accountability, openness, honesty, leadership and impartiality. 

 

4. The purpose of this policy is: 

 

(a) To encourage staff to report suspected wrongdoing as soon as possible, in the 

knowledge that their concerns will be taken seriously and investigated as appropriate, 

and that their confidentiality will be respected. 

 

(b) To provide staff with guidance as to how to raise those concerns. 

 

(c) To reassure staff that they should be able to raise genuine concerns without fear of 

reprisals, even if they turn out to be mistaken. 

Principles 

5. The Combined Authority is committed to  conducting our business with honesty and 

integrity, and we expect all staff to maintain high standards in accordance with our Code 

of Conduct. However, all organisations face the risk of things going wrong from time to 

time, or of unknowingly harbouring illegal or unethical conduct. A culture of openness 

and accountability is essential in order to prevent such situations occurring and to 

address them when they do occur. 

6. This policy should not be used for complaints relating to your own personal 

circumstances, such as the way you have been treated at work. In those cases you should 

use the Grievance Procedure or other applicable employment policies on equality and 

diversity, or harassment and bullying. If you are uncertain whether something is within 

the scope of this policy, you should seek advice from the Monitoring Officer. 

 

7. This policy is adopted on a non-contractual basis and does not make up part of employees’ 

contractual terms and conditions. The Combined Authority may amend it at any time. 
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Definitions 

8. This document uses the following definitions: 

“Whistleblowing” means where an individual who has concerns about a danger, risk, 

contravention of rules or illegality, provides useful information to address this. In doing so 

they are acting in the wider public interest, usually because it threatens others or impacts 

on public funds. By contrast, a grievance or private complaint is a dispute about the 

individual’s own position and has no or very limited public interest. 

 “The Authority” means the West of England Combined Authority. 

“Discloser” means the person who raises a Relevant Concern. They might be an employee, a 
Combined Authority committee member, a contractor, a consultant or an agency worker. 

 

“Responsible Officer” means the person, appointed by the Authority, with overall 

responsibility for maintaining and operating this Whistleblowing Policy. They will maintain 

a record of concerns raised and the outcomes (but will do so in a form that does not 

endanger confidentiality) and will report to senior decision makers as necessary. This is 

the Monitoring Officer. If the concern relates to the Monitoring Officer, then the concern 

should be raised with the Chief Executive. 

 

“Relevant Concern” is something the Discloser has been asked to do, or is aware of, which 

they reasonably consider to be wrong-doing and have a reasonable belief that reporting 

that matter is in the public interest. 

Relevant Concern 

9. If a Discloser is asked to do something, or is aware of the actions of another, which they 

reasonably consider to be wrongdoing, they can raise it using this procedure. The 

Discloser must have a reasonable belief that raising the concern is in the public interest. 

10. A Discloser may decide to raise a concern under the Whistleblowing Policy if they are 

aware of a situation that they feel: 

• Is against the Authority’s procedures and protocols as set out in its code of 

conduct. 

• Falls below established standards of practice the Authority subscribes to. 

• Amounts to improper conduct. 

• Or, is an abuse of power for personal gain. 

11. The types of matters regarded as a Relevant Concern include, but are not limited to, 

the following: 

• Fraud or financial irregularity. 

• Corruption, bribery or blackmail. 

• Other Criminal offences. 

• Failure to comply with a legal or regulatory duty or obligation. 

• Miscarriage of justice. 

• Endangering the health or safety of any individual. 

• Endangering the environment. 

• Improper use of authority. 

• Sexual harassment, that is occurring, has occurred or likely to occur.   

• Concealment of any of the above. 
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12. Disclosers should not raise malicious or vexatious concerns, nor should they raise knowingly 

untrue concerns. In addition, this procedure should not be used to raise concerns of a 

HR/personal nature, such as, complaints relating to a management decision or terms and 

conditions of employment. These matters should be dealt with using the relevant 

alternative procedure, for example, the Grievance Procedure. Equally, this policy would 

not apply to matters of individual conscience where there is no suggestion of wrongdoing 

by the Combined Authority but, for example, an employee or the Combined Authority 

Committee Member is required to act in a way which conflicts with a deeply held personal 

belief. 

Safeguards 

13. The Public Interest Disclosure Act 1998 gives legal protection to employees against being 

dismissed or penalised by their employers because of disclosing certain serious concerns. 

The Authority believes that no member of staff should be at a disadvantage because they 

raise a legitimate concern. 

14. The Combined Authority will not tolerate harassment or victimisation and will act to 

protect Disclosers when they raise a Relevant Concern in the public interest. 

Confidentiality and Anonymity 

15. The Combined Authority always encourages potential Disclosers to speak up about 

potential serious wrongdoing in a way that they feel comfortable. The best way to raise a 

concern is to do so openly, as this makes it easier to investigate and provide feedback. 

16. Any disclosures made under this policy and procedure will be treated in a sensitive 

manner. The Combined Authority hopes that staff will feel able to voice 

whistleblowing concerns openly under this policy. However, it is recognised that the 

Discloser may want to raise a concern in confidence, i.e. they may want to raise a 

concern on the basis that their name is not revealed without their consent. 

17. The Combined Authority will respect any request for confidentiality as far as possible, 

restricting it to a ‘need to know’ basis. However, if the situation arises where it is not 

possible to resolve the concern without revealing the Discloser (for example in matters of 

criminal law), the Discloser will be advised before proceeding. The same considerations of 

confidentiality should be afforded to the recipient(s) at the centre of the concern, as far 

as appropriate. 

18. Disclosers may choose to raise concerns anonymously, i.e. without providing their name at 

all. If this is the case, the investigation itself may serve to reveal the source of 

information. Disclosers are therefore encouraged, where possible to put their names to 

concerns raised. When anonymous concerns are raised, they will be treated as credible and 

investigated so far as possible. You should be aware that proper investigation may be more 

difficult or impossible if the Combined Authority cannot obtain further information from 

you. It is also more difficult to establish whether any allegations are credible.
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Procedure 

Raise a concern as early as possible 

1. If a Discloser experiences something in the workplace which they consider a Relevant 

Concern, it is important that the concern is raised as early as possible. Proof is not 

required at this point – it is for the Authority to investigate. The Discloser must, however, 

have a reasonable belief that disclosing the information is in the public interest before 

raising a concern. 

2. All Relevant Concerns will be treated in confidence and every effort will be made to protect the 

Discloser’s identity if they wish to remain anonymous. However, at the appropriate time, it 

is possible that the Discloser will need to come forward as a witness for the matter to 

progress. 

Steps to take 

3. It is important to follow the correct procedure when raising a whistleblowing concern. The 

following steps should be adhered to: 

 

a) As a first step, you should normally raise concerns with your immediate line manager, or their 
manager. You may tell them in person or put the matter in writing if you prefer (you may do this by 
completing the Whistleblower Disclosure Form if you wish). They may be able to agree a way of 
resolving your concern quickly and effectively.  

 
It is important for managers to understand that a complaint or allegation may fall within the scope 
of this policy and procedure even though the Discloser might not actually write that they are 
“whistleblowing” or making a “protected disclosure”.  
 
Managers must recognise the nature of the complaint and if it is within the scope of this policy and 
procedure then it must immediately be referred to the Monitoring Officer.  

 

b) There may though be instances where the seriousness of your concerns, or the involvement of your 
line manager, or where you feel that your line manager has not addressed your concern, mean that 
you need to report the matter to the Monitoring Officer. In such instance, you should raise your 
concern with the Monitoring Officer.  You may tell them in person or put the matter in writing. 

 
You may report a Relevant Concern to the Monitoring Officer in the following ways: 

 

- Via email to MonitoringOfficer@westofengland-ca.gov.uk (this inbox is accessed only by the 
Monitoring Officer, the Deputy Monitoring Officer and the Legal Practice Coordinator) 

 

-  Via letter marked “Strictly Private and Confidential” addressed to 

 Monitoring Officer 

 West of England Combined Authority 

 Rivergate House,  

 70 Redcliff St,  

 Redcliffe,  

 Bristol BS1 6AL 
 

-  Via telephone [number] 

 

- Via the online Connect Form [link] which will only be accessed by the Monitoring Officer, Deputy 
Monitoring Officer and their Executive Support Officer 

mailto:MonitoringOfficer@westofengland-ca.gov.uk
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c) If the concern relates to the Monitoring Officer, then the concern should be raised with the Chief 
Executive. You may tell them in person or put the matter in writing. 

 
You may report a Relevant Concern to the Chief Executive in the following ways: 

 

- Via email to chiefexecutive@westofengland-ca.gov.uk (this inbox is accessed only by the Chief 
Executive and the PA to the Chief Executive) 

 

- Via letter marked “Strictly Private and Confidential” addressed to 

  The Chief Executive 

  West of England Combined Authority 

  Rivergate House,  

70 Redcliff St,  

  Redcliffe,  

  Bristol BS1 6AL 

 

- Via telephone [number] 

 

d) The Combined Authority work with Protect https://protect-advice.org.uk/ a charity 

focused on Whistleblowing and the public interest. If an employee feels they cannot raise 

their concern internally, wishes to remain anonymous, or wants advice about whether 

their concern is whistleblowing, they can contact Protect’s confidential advice line on 

020 31172520 or email whistle@protect-advice.org.uk Protect will provide advice. If the 

discloser wishes them to do so, they will also pass details of the allegations to the 

Monitoring Officer (or their Deputy), or to the Chief Executive in the case of allegations 

in relation to the Monitoring Officer. 

 

 

Information Needed to Raise a Concern 

4. When raising a concern under the procedure the Discloser should try to provide the 

following information: 

• The background and reason behind the concern. 

• Whether they have already raised a concern with anyone and the response. 

• Any relevant dates when actions related to the concern took place. 

5. This information should demonstrate that there are reasonable grounds for the concern to 

be acted upon. It is important that matters are not investigated by the Discloser 

themselves. 

6. If applicable, personal interests must be declared from the outset. 

 

How the Concern Will Be Handled 

7. Once a concern has been raised the Authority will carry out an initial assessment to 

consider whether the concern falls under the criteria for a Whistleblowing disclosure as 

set out in this policy. Where the Monitoring Officer believes that the disclosure is not 

covered by this policy, they will (unless the disclosure is anonymous) advise the 

Discloser accordingly, directing them to an appropriate procedure where possible. The 

Monitoring Officer may liaise with Human Resources on a confidential basis in relation to 

any disclosures which are more appropriately dealt with under HR procedures or vice 

mailto:chiefexecutive@westofengland-ca.gov.uk
https://protect-advice.org.uk/
mailto:whistle@protect-advice.org.uk
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versa. 

 

8. On receipt of the disclosure, and where the identity of the Discloser is known, 

the Monitoring Officer will contact the Discloser to offer a confidential 

interview. 

 

9. The purpose of the interview will be for the Monitoring Officer to: 

 

• obtain as much information as possible from the Discloser about the grounds of the belief of 
malpractice including why the disclosure is considered to be in the public interest; 

• consult with the Discloser about further steps which could be taken; 

• provide further feedback on the likely timescale for completion of the assessment. 
 

10. If a meeting is arranged, the Discloser may wish to be accompanied by a trade union 
representative, colleague or friend. The person who accompanies the Discloser should not be 
involved or have a direct interest in the area of work to which the concern relates. The meeting 
can be conducted over the telephone rather than face to face. Disclosers are under an obligation 
to use all reasonable endeavours to ensure that they and their representative or work colleague 
(if any) keeps the matter strictly confidential save, as permitted under this procedure, as 
required by law or until such time as it comes into the public domain. 

 

11. The Monitoring Officer will produce a summary of the meeting for record keeping purposes and 
provide a copy to the Discloser. 

 

12. As soon as practicable after the interview (or after the initial disclosure if no interview takes 
place) the Monitoring Officer will determine the further steps that should be taken on behalf of 
the Combined Authority. The Combined Authority may decide to take the matter forward in 
various ways, including: 

• An internal inquiry or other formal investigation. 

• An internal or external audit. 

• Referring the matter to the police. 

• Referring the matter to another relevant authority for investigation. 

• No further action 
 

13. Where a disclosure about the Monitoring Officer is made to the Chief Executive, the Chief 
Executive will take all actions related to the commissioning of an investigation and review of its 
findings and may nominate an independent person to support them to do so. 

14. If at any stage the Discloser decides not to proceed further with the disclosure, the 

Monitoring Officer or the Chief Executive (as the case may be) may pursue 

investigation of the concern without the Discloser’s further involvement. 

15. The grounds on which the Monitoring Officer may determine that no further action 

will be taken include: 

 • if they are satisfied that there is no evidence that malpractice within the meaning 

of this procedure has occurred, is occurring or is likely to occur; 

 • if they are satisfied that the Discloser has raised concerns which are known to be 

untrue, or where the Discloser knows that there are no reasonable grounds for the 

allegation, in which case the matter may be referred for disciplinary action; 

 • if the matter concerned is already the subject of legal proceedings, or has already 
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been referred to the Police or other public authority; and 

 • if the matter is already, has already been, or should be, the subject of proceedings 

under one of the Council’s other procedures relating to staff. 

 

Within 10 clear working days of a concern being raised (or such longer period as may be 

agreed with the Discloser), the Monitoring Officer will write to the Discloser to: 

• Acknowledge that the concern has been received. 

• Indicate how they propose to deal with the matter. 

• Give an estimate of how long it will take to provide a final response. 

• Tell the Discloser whether any initial investigation or enquiry has been made. 

• Tell the Discloser whether further investigation will be made, and if not, why not. 

• Tell the Discloser how frequently they will be kept up to date on progress of any 

investigation. 

 

16. The Combined Authority will confirm when the matter is concluded and, if appropriate, 

the outcome of the investigation, maintaining security and confidentiality for all parties as 

far as possible. However, sometimes the need for confidentiality may prevent the 

Authority giving the Discloser specific details of the investigation, an outcome or any 

disciplinary action taken as a result. The Discloser should treat any information about the 

investigation as confidential. 

 

17. Throughout any investigation, the Discloser will still be expected to continue their 

duties/role as normal unless deemed inappropriate. 

 

    Support 

____________________________________________________________________________ 

18. The Combined Authority will identify an individual to provide support and advice to 

Disclosers throughout the investigation process.  

 

The Responsible Officer 

19. The Monitoring Officer has overall responsibility for the maintenance and operation of this 

policy. The Monitoring Officer will own and maintain a record of concerns raised and the 

outcomes (but in a form which does not endanger confidentiality) and will report as 

necessary to the Combined Authority. 

Protection 

20. It is understandable that a Discloser may be worried about possible repercussions. The 

Combined Authority aims to encourage openness and will support staff who raise genuine 

concerns under this policy, even if they turn out to be mistaken. If a Relevant Concern is 

raised in the reasonable belief that it is in the public interest, and procedures have been 

followed correctly, the Discloser raising the concern will be protected from detriment as a 

result of them reporting a Relevant Concern. Detrimental treatment includes dismissal, 

disciplinary action, threats or other unfavourable treatment connected with raising a 

concern.  

21. Where a Discloser has been subject to a detriment for raising a Relevant Concern, 
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appropriate action will be taken in line with the Combined Authority’s disciplinary policy. 

Untrue Allegations 

22. If a Discloser makes an allegation but it is not confirmed by the investigation, no action 

will be taken against them. However, if a malicious or vexatious allegation is made without 

good reason, an investigation may take place which may result in disciplinary or other 

action being taken. 

How this Matter Can Be Taken Forward if You Are Not Satisfied 

23. The Combined Authority hopes that Disclosers will be satisfied with the way in which their 

concerns are treated and any investigations that may be carried out. This policy, in line 

with the legislation, provides protection for employees who raise concerns internally. 

encourages disclosure to the employer (internal disclosure) as the primary method of 

whistleblowing, as all qualifying disclosures to an employer will be protected.  

24. However, if you are either unable to raise the matter with the Combined Authority, or you 

are dissatisfied with the action taken in response to your disclosure, you are advised to get 

independent advice if you are not sure if you would be protected under law when making 

an external disclosure (external disclosure to a legal advisor in the course of obtaining 

legal advice will be protected).  

25. In some circumstances wider disclosure to external parties outside the Combined Authority 

will also be protected. There are a number of public authorities to whom Disclosers may 

make such a disclosure and enjoy the protection of the Public Interest Disclosure Act 1988. 

These are referred to as prescribed people and bodies. Parliament has approved a list of 

"prescribed persons" to whom workers can make disclosures, provided the Discloser 

reasonably believes the information is substantially true and concerns a matter within that 

prescribed person's remit. The list of prescribed persons can be found here 

Whistleblowing: list of prescribed people and bodies - GOV.UK 

26. Disclosures which are made to the media will not, in most cases, be protected under the 

Public Interest Disclosure Act and could therefore result in disciplinary action. 

 

Feedback on Whistleblowing Policy 

27. Any feedback or comments on this policy should be directed to the Monitoring Officer. 

https://www.gov.uk/government/publications/blowing-the-whistle-list-of-prescribed-people-and-bodies--2/whistleblowing-list-of-prescribed-people-and-bodies
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Policy 

Version 

number 

Author and 

job title 

Date issued Summary of changes made Next review 

date 

2.2 Louise Holt, 

HR Advisor 

July 2021 Additional guidance on the 

processes line managers and 

employees should take if a 

disclosure needs to be made. 

 

 
Membership we have engaged 

an organisation called PROTECT 

who will provide a confidential. 

July 2022 

2.3 Louise Holt, 

HR Advisor 

08.02.2022 Updating contact details for 

disclosure form 

February 2023 

2.4 Louise Holt, 

HR Advisor 

15.02.2022 Updating WECA to West of 

England Combined Authority/ 

the Combined Authority 

February 2023 

2.5 Louise Holt, 

HR Advisor 

06.06.2022 Links to website disclosure form June 2023 

2.6 Louise Holt, 

HR Advisor 

19.11.2024 Updated points of contact June 2025 

3.0 Steven 

Hellard, 

Deputy 

Monitoring 

Officer 

15.09.2025 See report to Audit Committee 

15th September 2025 

15.09.2026 

3.1 Hannah Amor, 

HR Advisor 

06.04.2026 Update following legislation 

changes 

06.04.2028 

https://protect-advice.org.uk/level-1-subscriber-login/
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Appendix 1 
 

Whistleblowing Disclosure Form 

You may find it helpful to use this form in disclosing a concern but the use of this form is 
not mandatory. 

As a first step you should normally raise concerns with your immediate line manager or 
their manager. There may though be instances where the seriousness of your concerns, 
or the involvement of your line manager, or where you feel that your line manager has 
not addressed your concern, mean that you need to report the matter to the 
Monitoring Officer. If the concern relates to the Monitoring Officer, then the concern 
should be raised with the Chief Executive. Please refer to the Whistleblowing Policy 
and Procedure for details of how to make a report to the Monitoring Officer or Chief 
Executive. 

If you wish to remain anonymous, you may complete the form on Connect [link] leaving the 
name fields blank and click ‘Submit’ which will send the form to the Monitoring Officer. 

 
See the Whistleblowing Policy and Procedure for more information. 

 
About you 
 
Name: 
 
Job Title: 

Contact Telephone Number: 

Email: 

Preferred method of contact: 

 
I require that my identity remains confidential, to the extent possible as described in the 

Whistleblowing Policy                           Yes □             No □ 
 

Details of your concern  
 
Although you are not expected to prove an allegation, you will need to demonstrate that 
there are sufficient grounds for your concern. Please provide as much information as possible 
including, where possible, the following: 

• the background and history to the case. 

• outline specifically what the concern is. 

• if the concern relates to a particular incident, explain who was involved, and when and 
where it happened. 

• Raise what you have seen, or are personally aware of, and where possible raise 
situations or incidents you have seen for yourself rather than what colleagues may have 
told.  

• Give specific examples of the wrongdoing of which you are personally aware. Try to be 
as clear as possible when explaining why you think this is wrongdoing. 

• details of any personal interest that you may have in the matter, and 

• how you think that things may be put right, if possible. 

https://westofenglandca.sharepoint.com/sites/HRPoliciesandforms/Shared%20Documents/Forms/AllItems.aspx?csf=1&web=1&e=g4dzCT&CID=8a971861%2De5ec%2D4615%2Dae5d%2D06ac9936e4ac&FolderCTID=0x01200051AADC5E6E322B4F9CF2E51E0233C0F0&id=%2Fsites%2FHRPoliciesandforms%2FShared%20Documents%2FGeneral%2FWhistleblowing%20Policy
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Please continue on a blank sheet if required and attach 
 
 

Declaration:  
I confirm the above concerns have been raised in line with the Whistleblowing Policy and 
Procedure.  
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Signed:  
Date: 

 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 


