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POLICY

Hampshire Fire and Rescue Service is committed to the highest standards
of openness and accountability. All employees have a right and a duty to
report serious concerns about irregularities and unprofessional conduct
within the Service.

The aim of this policy is to:

. deter malpractice and avoid crisis management

. help ensure good governance of the Authority and the appropriate and
efficient use of its resources

. encourage employees to question and act upon concerns about bad
practice and to feel confident in raising serious concerns

. provide a process for employees to raise concerns
. ensure that concerns are addressed promptly and effectively

. ensure that employees who raise concerns receive feedback on action
taken

. provide guidance to employees on how to take matters further if they
are not satisfied

. reassure employees that they will be protected from possible reprisals
or victimisation if they have made the disclosure in good faith, and

. maintain the Service's good reputation.

The policy has been designed to operate in accordance with and fulfil the
Service's legal obligations in respect to the Public Interest Disclosure Act
1998, which provides special rights for people making disclosures to
encourage reporting of malpractice. It provides employees with protection
from victimisation and dismissal for making a ‘qualifying disclosure'. The
Act encourages employees to raise matters internally with their employer in
the first instance. Disclosures will be protected if they meet the legal
requirements, which generally require the employee to be acting in good
faith.

This policy applies to all employees, and includes temporary, part time and
casual workers. It also applies to contractors, suppliers, trainees, agency
workers, volunteers, students, secondees and those providing services
under a contract or on an assignment with Hampshire Fire and Rescue
Service.
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Examples of the types of malpractice that should be disclosed include, but
are not limited to the following:-

. Fraud, corruption and bribery

. Financial irregularities

. Unauthorised use of public funds

. Serious breaches of professional codes of conduct or practice
. A criminal offence

. Abuse of users of HFRS services

. Endangering an individual's health and safety

. Failure to follow financial or contract service orders

. Conduct which is an offence or a breach of the law

. Miscarriages of justice

. Damage to the environment

. Showing undue favour to a contractor or job applicant

. Deliberate concealment of information relating to any of the above

. Other dangers or illegalities which may affect members of the public or
the Authority itself

. Not striving to serve the interests of the public
. Other unethical conduct

The standards expected of the Service's employees are set out in the Code
of Conduct and specific service orders.

The Service recognises that the decision to report a concern can be a
difficult one to make. Employees who believe that there is a serious
problem within the Service may feel reluctant to express their concerns
because they feel that speaking up would be disloyal to their colleagues or
to the Service in general. They may also fear harassment or victimisation.
This policy makes it clear that employees have a duty and a right to
disclose concerns, in confidence, without fear of subsequent victimisation,
discrimination or disadvantage. Employees should raise serious concerns
within Hampshire Fire and Rescue Service rather than ignoring a problem
or 'blowing the whistle' outside the Service.

All concerns will be treated in confidence and every effort will be made to
preserve the anonymity of the person making the disclosure where
necessary. However, at the appropriate time it may be necessary for the
person making the disclosure to come forward as a witness, for example,
as part of the internal investigation, disciplinary process or legal
proceedings.

Wherever possible, employees are encouraged to put their name to an
allegation, as concerns expressed anonymously can be less effective and
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more difficult to investigate properly.

Anonymous disclosures will be considered by the Service, but whether
further action is taken will depend on the seriousness of the issues raised
and the likelihood of confirming the allegation This decision will be made
by local management in conjunction with HR Business Team.

The Service will take steps to minimise any difficulties which an employee
may experience as a result of raising a concern. For instance, if they are
required to give evidence in criminal or disciplinary proceedings the Service
will arrange for advice and support to be provided. The Service will also
consider practical issues such as travel costs and the implications of
spending time away from the workplace.

If an employee makes an allegation in good faith but it is not confirmed by
the subsequent investigation, no action will be taken against them.
However, if it is found as a result of the investigation that an allegation has
been made frivolously, maliciously, or for personal gain, then disciplinary
action may be taken against the individual.

Victimisation or deterring an employee from raising a legitimate concern will
constitute serious misconduct and will be addressed under the Service's
disciplinary policy.

The Service recognises that the complainant will need to be assured that
the matter has been properly addressed. Due to confidentiality
considerations, the complainant may not be informed of the outcomes of
any investigation, but will be provided with appropriate information to
reassure them that the matter has been addressed.

Support is available at all stages from the Service's confidential counselling
and welfare support, which is supplied via Workplace Options.

The HR Business Team is responsible for providing advice and guidance
on this procedure, and managers are all responsible for ensuring that all
employees have the opportunity to raise concerns under the Whistleblowing
procedure, and that any concerns received by them follow the correct
procedure.

HOW TO RAISE A CONCERN

It is hoped that most concerns can be resolved simply and effectively at the
lowest appropriate level in the Service. This will normally entail employees
raising concerns with their line manager or supervisor. However, this will
depend on the seriousness and sensitivity of the issues involved and who is
suspected of malpractice. Ifitis believed that line managers and or
supervisors are involved, or the issue can not be resolved at this level, the
employee should contact another line manager.
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Managers will need to assess whether the concern raised by the employee
falls within the scope of this policy or is to be managed under the Grievance
Policy. In general if the concern falls within the scope of those detailed in
Section 1.4, they should be dealt with under this policy. Managers should
seek advice from the HR Business Team

However, if this does not resolve the situation, the employee should contact
one of the following:-

. The Authority's Monitoring Officer (currently the Head of Corporate
and Legal Services, Hampshire County Council), or

. The Authority's Chief Internal Auditor (currently Hampshire County
Council Audit Services); or

. The Authority’s external Auditor (currently the Audit Commission)

Full contact details for all the above are given in Appendix A.
Individuals must make every effort to raise their concerns internally in the
first instance.

Disclosures can be made orally, followed up in writing. They should include
the background and history of the concern, including relevant dates, and
the reason why the situation gives particular cause for concern, with as
much detail as possible. Although employees are not expected to prove
beyond doubt the truth of an allegation, they will need to demonstrate to the
person contacted that there are reasonable grounds for concern. This
should be made clear when an issue is being raised under the
Whistleblowing policy.

Concerns should be raised as early as possible, as this will make it easier
to take action and enable any problems to be resolved quickly. However, it
is recognised that some bad practices can develop over a long period of
time, delaying the opportunity for disclosure, or could be discovered after
they have become well-established. Whilst there is no definite time limit on
raising concerns, individuals should make every effort to bring any matters
to the attention of the Service as soon as possible after an event has
occurred. Whether an issue can viably be dealt with after a long period of
time will depend on the circumstances. It is more likely that a matter can be
addressed if the Service is aware of it when it is current, or has recently
occurred.

Employees may wish to discuss their concern with a colleague first and
may find it easier to raise the matter if there are two (or more) people who
have had the same experience or concerns. However, employees should
also be prepared to give their own individual account during the
investigation process.

Employees may be accompanied by a trade union representative or
colleague during any meeting or interviews in connection with the concerns
they have raised.
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HOW HAMPSHIRE FIRE AND RESCUE SERVICE WILL RESPOND

The Service will always respond to concerns raised by employees and the
matter will normally be investigated by management. Further courses of
action will vary, depending on the issue, but could include:

. Investigation by the HR Business Team, resulting in disciplinary
procedure if appropriate, or other formal action

J Investigation by an internal investigating officer

. Investigation by Internal Audit, again resulting in use of disciplinary
procedure if appropriate

° Referral to the Service's external auditors
° Referral to the Police

When deciding on whether an investigation is appropriate, and what form
this should take, the Service will consider the public interest as an over-
riding principle.

Within ten working days of the concern being raised, the person receiving
the disclosure will write to the employee, giving due regard to personal
confidentiality of parties involved, to:

. acknowledge that the concern has been received,

. indicate how it is proposed that the matter will be dealt with (i.e.
whether further investigations will take place, and what form these will
take),

. indicate whether any initial enquiries have been made,

. give an estimate of how long it will take to undertake any investigation
and to reach a conclusion, and

. supply information on employee support mechanisms.

The amount of contact between persons considering the issue and the
employee who raised the issue will depend on the nature of the matters
raised, the potential difficulties involved and the clarity of the information
provided. If necessary, further information will be sought from the person
making the disclosure, ensuring that confidentiality is maintained as far as
possible.

Investigations into allegations of potential malpractice will not influence, or
be influenced by, any disciplinary or redundancy procedures that an
employee may already be subject to. However, any allegations of bad
practice within the disciplinary procedure itself will only be dealt with
through that process (ie by invoking the disciplinary appeal procedure).
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HOW THE MATTER CAN BE TAKEN FURTHER

This procedure is intended to provide employees with an avenue with which
to resolve their concerns internally, but if an employee raising a concern is
dissatisfied with the action taken and wishes to take the matter outside the
Service, the following are examples of appropriate contact points:

Semi-external contacts:

. An elected Member of the Hampshire Fire and Rescue Authority
. The External Auditor

. A trade union representative

. The Local Government Ombudsman

Full contact details for the above are given in Appendix A.
External contacts:

° The Citizens Advice Bureau

. Public Concern at Work (a national charity that gives advice on
'blowing the whistle")

. Appropriate professional bodies or regulatory organisations
. The Police

Full contact details for the above are given in Appendix A.

If the matter is taken outside the Service, the employee should ensure that
information is not disclosed, such as personal details about colleagues, or
restricted financial information. All Service policies on the transfer or
disclosure of information should be followed We would expect the
individual to inform the Service in the event that a matter is being raised
externally.

Employees raising a concern externally should consider carefully whether
this is the most appropriate course of action for resolving the issue and that
all reasonable, possible internal steps have been taken.



Whistleblowing Policy Appendix A
CONTACTS LIST

Workplace Freephone: 0800 243 458

Options Email: assistance@workplaceoptions.com
(Em_ployee Website: www.workplaceoptions.com.
Assistance

Programme) Minicom: 0208 987 6574

The Monitoring | Kevin Gardner
Officer Head of Legal Services
Hampshire County Council

Email: Kevin.gardner@hants.gov.uk

Internal Audit Neil Pitman Karen Shaw
Chief Internal Auditor Internal Audit Manager.
Tel: 01962 846194.

Email: neil.pitman@hants.gov.uk  Email: karen.shaw@hants.gov.uk

The External The Audit Commission,
Auditor Collins House, Bishopstoke Road, Eastleigh SO50 6AD

Tel: 0844 798 4618

A trade union Hampshire Fire Brigades Union

representative: | \yepsite: www.hantsfbu.org.uk

Tel: www.hantsfbu.org.uk/phone_us.html
Fire Brigades Union Legal Services Helpline: 0808 100 6061

Retained Firefighters Union in Hampshire
Website: http://www.hrfu.org.uk/

Email: info@hfru.org.uk

Unison: http://www.unison.org.uk/southeast
Tel: 0845 355 0845

GMB:
http://www.gmb.org.uk/contact gmb/gmb reqgional offices/southern.aspx

Tel: 020 8397 8881

Fire Officer's Association (FOA) : dave.norgate@hantsfire.gov.uk

Association of Principal Fire Officers (APFO) :
dave.curry@hantsfire.gov.uk
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Public Concern

3" Floor, Bank Chambers

at Work (a 6-10 Borough High Street,

national charity | LONDON SE1 9QQ

that_glves Tel: 020 7404 6609 (answering machine is in use out of hours)

advice on

'blowing the UK helpline: helpline@pcaw.co.uk

whistle") UK enquiries: whistle@pcaw.co.uk
UK services: services@pcaw.co.uk

The Local PO Box 4771, Coventry CV4 OEH www.lgo.org.uk.

Government Email: advice@Igo.org.uk

Ombudsman | 4. | Go Advice Team on 0300 061 0614 or 0845 602 1983 o you can
also text ‘call back’ to 0762 480 4299

The Citizens There is no national phone service at present. Contact the website to

Advice Bureau

get advice and to find your nearest office:-
www.citizensadvice.org.uk/index/getadvice.htm

The Solent and South Downs Area Office

Environment Guildbourne House, Chatsworth Road, Worthing,

Agency Sussex, BN11 1LD
Tel: 0370 850 6506
Wwww.environment-agency.gov.uk

Health and Priestley House, Priestley Road, Basingstoke, RG24 9NW.

Eafetyt_ Tel: 0845 345 0055

xecutive Email: hse.infoline@santia.co.uk

www.hse.gov.uk/contact/ask.htm

Information Wycliffe House, Water Lane, Wilmslow, Cheshire SK9 5AF.

Commissioner's
Office

Helpline:
08456 30 60 60 or 01625 54 57 45

Mon-Fri 09:00am — 5.00pm

WWW.IiCO.goV.uk

Open:
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