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Whistleblowing 
October 2018 

 
 

1. Policy objectives 

 
1.1 Tower Hamlets Homes (THH) is committed to the highest standard of quality, probity, 
openness and accountability.  As part of that commitment, it is important to THH that any 
fraud, misconduct or wrongdoing by workers is reported and properly dealt with. 
 
1.2 Therefore, THH has introduced this policy to reassure workers that it is safe and 
acceptable to speak up and to enable them to raise any concerns they may have at an early 
stage and in the right way.  Rather than wait for proof, THH would prefer workers to raise 
matters when they are still a concern. 
 
1.3 This policy sets out the way in which individuals may raise genuine concerns about 
negligence, health and safety, financial impropriety, bribery, criminal offences or any other 
serious risks and be protected from victimisation or recrimination for doing so, and how any 
concerns raised will be dealt with. 
 
1.4 THH will take all concerns seriously and is committed to developing a climate of 
openness and free expression where raising concerns is welcomed, appreciated and acted 
upon positively. 
 

2. Scope and definitions 

 
2.1 This policy applies to all employees, trainees, volunteers, contractors and agency 
workers within THH.  Other individuals performing functions in relation to THH, such as 
contractors, are encouraged and able to use it. 
 
2.2 There are various definitions that apply to this policy are: 
 

• Whistleblowing – Whistleblowing/Raising a concern is ‘Making a Protected 
Disclosure in the public interest’.  Individuals that have a ‘reasonable belief’ that 
something is wrong or dangerous is happening at work, should not keep it to 
themselves.  Unless individuals tell THH about any concerns they may have about 
fraud, safety risks, or other wrongdoing, the chances are that THH will not find out 
until it’s too late. 

• Bribery – Something, such as money or a favour, offered or given to a person in a 
position of trust to influence that person's views or conduct. 

• Fraud – A deception deliberately practiced in order to secure unfair or unlawful gain. 

• Corruption – Inducement to do wrong by improper or unlawful means. 

• Negligent – Failing to take proper care over something. 

• Maliciously – Deliberately harmful. 

• Misconduct – Unacceptable or improper behaviour, especially by an employee or 
professional person. 
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3. Status 

 
3.1 This is a THH employment procedure.  Its provisions do not form part of the contract 
of employment and we reserve the right to vary or withdraw them unilaterally following 
consultation via the Trade Union Forum. 
 

4. Background 

 
4.1 The law provides protection for workers who raise legitimate concerns about 
specified matters.  A Protected Disclosure is one made in the public interest by a worker who 
has a reasonable belief that: 

• a criminal offence; 

• a miscarriage of justice; 

• an act creating risk to health and safety; 

• an act causing damage to the environment; 

• a breach of any other legal obligation; or  

• concealment of any of the above; 
is being, has been, or is likely to be, committed. 
 
4.2 It is not necessary for the worker to have proof that such an act is being, has been, or 
is likely to be, committed – a reasonable belief is sufficient.  The worker has no responsibility 
for investigating the matter; it is THH’s responsibility to ensure that an investigation takes 
place. 
 
4.3 The legislation protecting individuals who make a Protected Disclosure applies not 
only to employees but also to any person who undertakes to do or perform personally (or 
otherwise) any work or service for THH, regardless of the nature of the contractual 
relationship between them. 
 
4.4 A worker who makes such a Protected Disclosure has the right not to be dismissed, 
subjected to any other detriment, or victimised, because they have made a disclosure. 
 
4.5 Workers registered with a professional body may have professional duties to raise 
concerns. 
 

5. Principles and assurances to whistle-blowers 

 
5.1 Everyone should be aware of the importance of preventing and eliminating 
wrongdoing at work.  Workers should be watchful for illegal or unethical conduct and report 
anything of that nature that they become aware of.  All workers have a responsibility to work 
within our values which includes integrity. 
 
5.2 Usually, concerns we may have about what is happening at work are easily resolved.  
However, when the concern feels serious because it is about a possible danger, professional 
misconduct or financial malpractice that might affect residents, colleagues or THH itself, it 
can be difficult to know what to do. 
 
5.3 Workers may be worried about raising an issue and may think it’s best to keep it to 
themselves, perhaps feeling it is none of their business or that it is only a suspicion.  
Individuals may feel that raising the matter would be disloyal to colleagues, to managers or 
the organisation.  Individuals may have said something but found that they have spoken to 
the wrong person or raised the issue in the wrong way and are not sure what to do next. 
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5.4 Any matter raised under this procedure will be investigated thoroughly, promptly and 
confidentially, and the outcome of the investigation reported back to the worker who raised 
the issue.  The whistle-blower’s identity will, so far as is possible, be kept confidential. 
 
5.5 No worker raising a genuine concern under this policy will be victimised for raising a 
matter under this procedure.  This means that the continued employment and opportunities 
for future promotion or training of the worker will not be prejudiced because they have raised 
a concern provide that at the time of raising it they had a “reasonable belief that their 
disclosure is in the public interest”.  In such cases, it will not matter if the worker is mistaken; 
any worker who, in good faith, makes allegations that turn out to be unfounded will not be 
penalised for being genuinely mistaken.  Victimisation of a worker for raising a genuine 
Protected Disclosure is a disciplinary offence. 
 
5.6 If an allegation/suspicion of misconduct arises during or as a result of any 
investigation under this procedure, the THH Conduct Policy will be used to investigate that, 
in addition to any appropriate external measures.  It should be investigated separately from 
the Whistleblowing claim, the investigation of which should continue. 
 
5.7 THH will take all concerns seriously and is committed to developing a climate where 
raising concerns is welcomed.  However, maliciously making a false allegation or raising a 
matter they know to be untrue is a disciplinary offence; if an investigation under this 
procedure concludes that a disclosure is malicious, vexatious, in bad faith or with a view to 
personal gain, the whistle-blower may be subject to disciplinary action.  
 
5.8 An instruction to cover up wrongdoing is itself a disciplinary offence.  If told not to 
raise or pursue any concern, even by a person in authority such as a manager, workers 
should not agree to remain silent.  They should report the matter to a member of the THH 
Executive Management Team (EMT).  If it relates to a member of EMT then this should be 
raised with the Chair of the Board. 
 
5.9 This procedure is for disclosures about matters other than a breach of an employee's 
own contract of employment.  If an employee is concerned that his/her own contract has 
been, or is likely to be, broken, they should use the THH Grievance Policy.  Concerns about 
bullying or harassment should be raised in line with the THH Equality and Diversity in 
Employment Policy.  The Whistleblowing Policy should only be used when these are not 
appropriate. 
 
5.10 The Whistleblowing Policy should not be used as a way of protesting against 
legitimate activities or policies of THH of which someone might disapprove but is for where 
they have become aware of a serious problem which requires investigation and if necessary 
correction.  This should be seen as a last resort where other procedures are not appropriate. 
 
5.11 Those choosing to make disclosures without following this policy or anonymously 
may not receive the protection outlined above.  However, it is recognised that a member of 
staff may wish to raise their concern in confidence, with good reason.  If a member of staff 
asks for their identity to be protected, it will not be disclosed without their consent.  If the 
situation arises where a concern cannot be resolved without revealing an identity (for 
instance because evidence is needed in court), this will first be discussed with the person 
raising the concern, in order to decide whether and how to proceed. 
 
5.12 This assurance of confidentiality should avoid the need to raise concerns 
anonymously.  Without an identity, it can be difficult to look into a cause for concern, to 
protect someone's position or to provide feedback.  Accordingly, while anonymous reports 
will not be ignored, it may not be possible to follow the procedure and investigate the 
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concern fully in some cases where concerns are raised anonymously.  If the whistle-blower 
prefers to remain anonymous they may prefer to raise their concern using one of the 
alternative methods detailed in 10.4 below. 
 

6. Procedure 

 
6.1 In the first instance, and unless the Whistle-blower reasonably believes their line 
manager to be involved in the wrongdoing, or if for any other reason the Whistle-blower does 
not wish to approach their line manager, any concerns should be raised with the Whistle-
blower’s line manager.  This can be done orally or in writing. 
 
6.2 Whistle-blowers that are unable to raise the matter with their line manager (for 
example, they feel that their line manager is involved in the issue that they are concerned 
about) should raise the matter with a member of the THH Senior Management Team (e.g. a 
Director or Head of Service, which does not have to be their own Director or Head of 
Service). 
 
6.3 The line manager (or Senior Manager if raised with them initially) will first assess the 
Disclosure to determine what action should be taken.  This assessment should consider: 
 

• Whether the issue is being raised in confidence.  If so, the Whistle-blower should be 
aware that a situation may arise in which their concern cannot be resolved without 
revealing their identity.  In such instances, the best way to proceed will be discussed 
with the Whistle-blower raising the concern. 

 

• Whether the Whistle-blower has discussed their concern with any other person, both 
internally and externally. 

 

• Whether the Whistle-blower has a personal interest in the matter (in which case 
consideration should be given as to whether the issue falls more properly within 
another Policy, as per 5.9 above). 

 

• How the Whistle-blower feels the matter ought to be resolved. 
 
Where, after considering the above, it is felt appropriate, the manager may arrange an 
investigation into the matter (either by investigating the matter themselves, immediately 
passing the issue to someone in a more senior position, or, where appropriate, passing the 
investigation to the Internal Audit team to investigate independently).  The investigation may 
involve the Whistle-blower and other individuals involved giving written statements.  Any 
investigation will be carried out in accordance with the principles set out above.  The 
Whistle-blower’s statement will be taken into account, and they will be asked to comment on 
any additional evidence obtained.  The line manager (or the person who carried out the 
investigation) will then report to EMT unless an EMT member is involved in the case, in 
which case the matter will be reported to the Chief Executive.  If the Chief Executive is 
involved, the matter will be reported to the Chair of the Board who may report the matter to 
LBTH and/or to any appropriate government department or regulatory agency. 
 
6.4 If disciplinary action is required, the line manager (or the person who carried out the 
investigation) will report the matter to People Services, who will initiate the Conduct Policy. 
 
6.5 For matters that are extremely serious or involving criminal activity, the Police may 
become involved and any internal investigation undertaken by THH or LBTH would be 
compliant with their instructions. 
 



Whistleblowing              Page 5 of 8 

6.6 While the purpose of this procedure is to enable THH to investigate possible Fraud, 
malpractice or negligence and to take appropriate steps to deal with it, Whistle-blower who 
have raised concerns will be given as much feedback as can be given.  If requested, this will 
be in writing.  However, in some instances it may be inappropriate to detail the precise action 
being taken, e.g. where this would infringe a duty of confidence owed to someone else. 
 
6.7 If the Whistle-blower is concerned that the process above has not been followed, 
they should inform the Chief Executive, who will make any necessary enquiries and make 
his/her own report to EMT as in 6.3 above.  In such circumstances, if the worker is 
concerned that the Chief Executive is involved in the wrongdoing, they should raise the 
matter with the Chair of the Board. 
 
6.8 If on conclusion of 6.7 above, or indeed at any point during the process, the Whistle-
blower reasonably believes that the appropriate action has not been taken, they should 
report the matter to the LBTH Whistleblowing confidential hotline on 0800 528 0294. 
 
6.9 While it is hoped that this procedure provides the reassurance workers need to raise 
such matters internally, it is recognised that there may be circumstances in which workers 
would prefer to raise concerns with outside bodies, such as professional regulatory bodies.  
The legislation sets out a number of bodies to which Protected Disclosures may be made.  
These include: 
 

• Homes and Communities Agency; 

• HM Revenue and Customs; 

• the Financial Conduct Authority; 

• the Competition and Markets Authority; 

• the Health and Safety Executive; 

• the Environment Agency; 

• the Independent Police Complaints Commission; and 

• the Serious Fraud Office. 
 
It is recommended that any worker considering this option contact Public Concern at Work 
or, if applicable, a professional association or union in the first instance, who will be able to 
advise on such an option and on the circumstances in which an outside body can be 
contacted. 
 
6.10 Workers should note that going directly to the media or posting concerns onto the 
internet would be inappropriate in all but the most serious cases of wrongdoing. 
 

7. Frequently asked questions 

 
7.1 What is the difference between a grievance and a protected disclosure? 
A grievance will concern an employee personally, i.e. the individual may have a complaint 
about: 

• his or her pay or working hours; 

• the amount of work that he or she is expected to do; 

• working conditions; or being bullied by fellow workers. 
 
A Protected Disclosure, on the other hand, will concern the conduct of another person in the 
workplace (whether or not that conduct affects the complainant personally), in circumstances 
where the complainant genuinely believes that the conduct in question amounts to a criminal 
offence, a breach of a legal obligation, or something likely to endanger health or safety or 
damage the environment.  A whistleblowing concern is where an individual raises 
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information as a witness, whereas a grievance is where the individual is a complainant.  For 
example: 
 

Grievance Protected Disclosure 

An employee's complaint about the type of 
work that he or she is being asked to do, for 
example if it is not covered by his or her 
contract 

A disclosure that an individual has been 
instructed to carry out actions that he or she 
genuinely believes to be illegal 

An employee's complaint that he or she has 
received insufficient safety training 

A disclosure that safety rules within the 
workplace are routinely being flouted, thus 
endangering safety 

An employee's complaint about the hours 
that he or she is expected to work 

A disclosure that the requirements imposed 
by the company on a group of staff represent 
a breach of working time legislation 

 
Other examples of Protected Disclosures may include: 
 

• Misuse of IT equipment and systems; 

• Theft of THH property; 

• Misuse/Misrepresentation of the THH information, finances or other assets; 

• Financial, corruption, bribery or blackmail; 

• Failure to comply with legal obligations or statutes; 

• Criminal activity; 

• Improper conduct or unethical behaviour; 

• Safegurding; 

• Miscarriage of justice; 

• Endangers the health and safety of individuals; 

• Endangers the health and safety of the environment; 

• Attempts to conceal any of the above. 
 
This policy complements other THH policies already in place, including the Grievance policy 
and Equality and Diversity in Employment policy.  The general principles as to which 
procedure to use in which circumstances are, as follows: 
 

• If the issue causing concern relates to a management decision or conditions of 
service which affect the member of staff personally, it is probably more appropriate to 
raise it as a grievance under the THH Grievance policy. 

• If the issue relates to bullying, victimisation or harassment of staff, the matter should 
be managed under the THH Equality and Diversity in Employment policy. 

• If the issue relates to concerns where the interests of others or of the organisation 
itself are at risk, the Whistleblowing policy should be followed. 

• If the issue relates to suspected fraud, matters must be reported as detailed in 
Appendix 1. 

 
7.2 Do I need to raise my concern in writing? 
No, although this will help any investigation and so THH provides a form for this purpose. 
 
Workers should note that if they discuss a matter informally with their line manager or with 
People Services, there may be an obligation upon the manager/People Services to act if 
they believe that the report should be dealt with under the Whistleblowing policy.  They may 
make a record of: the date on which the concern was raised; the part of the organisation to 
which the concern relates; the nature of the concern and its key elements; any action that 
THH has taken; any feedback that has been provided to the discloser; and whether or not 
the discloser has any wishes with regards to confidentiality. 
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7.3 Will I remain anonymous if I raise a concern? 
THH will maintain confidentiality where possible, but this cannot be guaranteed in all cases; 
for instance, in some cases we may have to report a criminal offence to a third party.  
However, we recognise that some individuals may fear reprisals, and so we are clear that it 
is a disciplinary offence for anyone to victimise someone because they have made a 
Protected Disclosure. 
 
Workers may raise a Protected Disclosure anonymously.  In such cases, THH will seek to 
investigate the concern raised, but clearly we will be unable to ask the individual raising the 
concern for further details, or provide clarification to them.  For this reason, we encourage 
staff to raise their concerns openly – although doing so anonymously is still preferable to 
remaining silent. 
 
7.4 Is any independent advice and support available to help me decide whether to make 
a Protected Disclosure? 
 
THH encourages workers to raise their concerns under this policy in the first instance.  If a 
worker is not sure whether or not to raise a concern, or if they want independent advice at 
any stage, they may contact: 
 

• The THH People Services team on 0207 364 3994 or via HR@thh.org.uk. 

• The THH Joint Trade Union Convenor. 

• The LBTH Social Housing Fraud Investigation team on 0800 528 0294 or via email 
Socialhousingfraud@towerhamlets.gov.uk.  They deal with allegations of sublet 
properties and Right to Buy issues. 

• The LBTH Social Services complaints unit on 0207 364 2143. 

• The independent whistleblowing charity Protect on 020 3117 2520 or via 
https://protect-advice.org.uk.  Protect provide free confidential advice at any stage 
about how to raise a concern about malpractice or wrongdoing at work. 

 

8. Monitoring, review and impact assessment 

 
8.1 People Services will review this policy on a regular basis to ensure it remains 
compliant with any employment legislation revisions and good employment practice.  The 
Trade Union Forum will be fully consulted regarding any proposed changes. 
 
8.2 The procedure has been subject to an impact assessment and no specific impact 
was identified in respect of any protected characteristic. 
 
8.3 The procedure will be monitored and the results reported to EMT and the Board. 
 

Further Information can be obtained from People Services. 
 
Person responsible (“Whistle-blower’s Champion”): Chief Executive 
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Appendix 1 – Fraud 

 
The type of misconduct which could be regarded as fraud includes, but is not limited to, the 
following: 
 

• Deliberate failure to comply with THH’s procedures when submitting expense claims; 

• Falsification of a claim for expenses or allowances, time sheets, travel claims or other 
similar documents; 

• Deliberate failure to disclose relevant criminal prosecutions/convictions; 

• Falsification of qualifications to gain employment and/or promotion; 

• Undertaking private business or other work during paid work time.  This includes any 
time during the period of time in which an employee has self-certified as unfit for work 
or a GP has advised that a member of staff is unfit for work due to sickness; 

• Corruption or Bribery i.e. the offering, giving, soliciting or acceptance of inducements 
which may influence the actions of others. 

 
Reporting suspected fraud 
 
All suspicions of fraud or corruption against THH must be referred directly (not via your line 
manager) to any of THH Directors or Heads of Service or the LBTH Corporate Anti-Fraud 
team.  All information received is treated in the strictest confidence.  When an individual is 
raising a concern or reporting a fraud, they should provide as much detail/information as 
possible, such as names, dates, places etc. to enable the investigator to look into the issues 
more accurately. 
 
Once a referral has been received it will be registered with the Council’s Monitoring Officer.  
The information provided is reviewed, then referred to the relevant service for action (as not 
all cases will be suitable for Fraud investigation and may require a different team to deal with 
it). 
 
In most instances of alleged fraud, the referral will be dealt with by the Corporate Fraud 
Team.  Once received the intelligence section will register the case on the system and carry 
out initial checks as far as possible to evaluate the information given on the referral. 
 
If the case is determined suitable for investigation, it will be allocated to an investigator.  A 
more detailed investigation is then undertaken to gather information and evidence, this may 
involve carrying out informal and formal interviews.  The Whistle-blower may be contacted 
by either by the intelligence officer or the investigator for further information (assuming the 
Whistle-blower has given their details). 
 
The Corporate Anti-Fraud team deal with all sorts of cases and each case can take a 
different path.  The team work alongside the Audit service depending on the nature of the 
enquiry and the Legal service if advice is needed or if a case is deemed suitable for 
prosecution.  In serious matters the Police will be contacted.  Some outcomes may involve 
disciplinary action being taken, in which case the case will be referred to THH People 
Services. 
 
LBTH aim to complete investigations within 40 days or sooner; however depending on the 
complexity of the case, it can take longer. 
 
Once the investigation is completed, feedback will be given to the referrer; however due to 
the sensitive nature of the case, the feedback provided may be limited. 


