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A. EXECUTIVE SUMMARY

. The Council has adopted a formal Whistle-blowing policy in accordance
with statutory requirements and which is reviewed annually by the
Standards Committee.

. The number of complaints received during the year has increased
compared to 2013/2014 but is still at a low level. This is consistent with
the levels of complaint recorded by other authorities.

. The Council has distributed a guidance booklet regarding the Policy to all
staff.

. All staff with access to email {including all managers) have been
provided with a copy of the palicy and confirmed that they have read
and understood it.

. 84% of managers have completed the additional e-learning module as at
the 7™ August 2015 and efforts are continuing to increase the
completion rate further.

. The Wales Audit Office are satisfied with the Council’s approach on the

issue, and will be considering the operation of the Policy further during
their Corporate Assessment of the Authority later this year.



B. INTROD 10

. The Public Interest Disclosure Act 1998 {"the Act’) gives legal protection

to workers against dismissal or other detriment whe re they disclose

certain types of information in the public interest to the Council or

others who are defined in the Act as prescribed person.

. The protection applies not just to employees, but also casual workers,

agency workers, contractors and sub-contractors.

. The protection applies to disclosure of a ‘relevant failure’ i.e. a crime,

breach of legal obligation, a miscarriage of justice, danger to health and

safety, damage to the environment or deliberate concealment of

information relating to any of these categories.

. The Policy aims to provide clear and practical guidance to workers as to

their rights under the Act and the process by which they can disclose the

existence of a ‘relevant failure’.

. The Policy does not exist in isolation and its operation should he

considered in the context of other policies and procedures which are

designed to enable workers (and others from the wider public) to raise

concerns about the way the Council performs its functions. These

policies and procedures include;

(a) Carporate Complaints Policy

(b} Corporate Grievance Procedure

(¢} "Working Together to Safeguard Children’ Guidance issued by Welsh
Government

{d} All-Wales Child Protection Procedures

(e) Wales Interim Policy and Proceduras for the Protection of Vulnerable
Adults from Abuse.



C. ANNUAL REVIEW OF THE POLICY

. Officers have reviewed the Policy since it was last approved by the
Standards Committee on the 12" September 2014.

. Save for updating certain contact information on pages 8 and 9 officers
are satisfied that the Policy continues to be legally correct as at the date
of this meeting.

. Officers therefore recommend that the policy be approved subject to
the changes to contact details highlighted.

. A copy of the Policy is attached at Appendix A.

D. COMPLAINTS RECEIVED DURING 2014-2015

. During the period covered by this report three new complaints have
been received that fall within the scope of this Policy.

. All three complaints related to allegations of fraudulent conduct. One
complaint was concluded when the person alleged to have made the
complaint denied doing sc. The others proceeded to investigation.

. Of the complaints that proceeded to investigation one resulted in no
evidence being discovered to substantiate the complaint, but the second
resulted in a formal disciplinary investigation being undertaken,

. No complaints were carried over from 2013-2014.

- Throughout the period of the report the dedicated whistle blowing email
address has been monitored weekly. No emails have been received. A

test email has been sent to the address once a month to check it is still
working,



E. AWARENESS RAISING AND TRAINING

. The Council has taken the following steps to raise awareness amongst its
staff of the existence of the Policy and train Managers in its operation;

(a} A short guide explaining the Policy has been prepared and circuiated
to all members of staff, including Managers. Those who have access
to email received the guide electronically and hard copies were made
available to ali others. Approximately 6135 copies of the guide were
distributed in total, including approximately 3500 hard copies. The
total number of staff employed by the authority {excluding locally
employed school staff) is 5170. A sample of the guide is attached at
Appendix B.

(b) All members of staff with access to email were required to read the
Whistle Blowing Policy and confirm they understood it. This
requirement was enforced by Meta-compliance and applied to 2635
staff in total, including all Managers. 100% compliance was achieved.

(c) All Managers were required to complete an e-learning module aimed
at improving their ability to identify a whistle blowing complaint and
deal with it appropriately. Since June 2015 this requirement has also
been enforced by Meta-compliance, A table showing the up to date
completion rates for the module per department is attached at
Appendix C.

{d) Other members of staff with access to email were also given an
opportunity to improve their understanding of the operation of the
policy by completing the same module. However this was not made a
mandatory requirement as not all members of staff have access to
email. A table showing the up to date completion rates for the
module per department is attached at Appendix D.

(e} Following the annual review of the Policy by Standards Committee
every September an article is placed in the Staff newsletter ('Y Gair’)
regarding the policy and sent to all staff. A copy of the Article is
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(f} 2635 staff received the newsletter electronically and approximately
3500 hard copies were made available to staff, casual workers,
contractors and agency staff not on email.

(g) The same article is also placed in the departmental newsletters for
the Environment, Communities and Education and Children’s
Departments and circulated to all staff in those departments,

(h) An email was sent to all 2635 staff with access to email enclosing &
link to the revised policy. A copy of the email is attached at Appendix
E

(i) Whistle Blowing Officers received a refresher briefing session on the
4" December 2015,

{i} Hugh James Solicitors delivered specialist training to HR Officers,
Legal Officers and Whistle Blowing Officers on the 16" June 2015

(k} Posters have been developed and are placed at various locations
around Council buildings. A Copy of the poster is attached at
Appendix G

(I} The internal staff website (‘BRIAN’) has a section dedicated to whistle
blowing where staff and managers can access the policy, short guide,
posters, the Public Sector Good Practice Guide and a link to the e-
learning module.

. In addition to the above the Social Care and Houy sing Department (now
Department for Communities) provided bespoke training to 360 of its
own Team Managers/Supervisors in 2012/2013.

. Although legal responsibility for developing and implementing whistle
blowing policies in relation to schoals rests with individual governing
bodies, the Council has circulated the Welsh Government Guidance and
Model Policy to all schools in the County.



F. WALES AUDIT OFFICE REVIEW

. During 2015 the Wales Audit Office conducted a review of the operation
of the Council’s Whistle blowing Policy as part of a national exercise. A
representative of the Wales Audit Office attended a meeting of the
Standards Committee in September 2014 to present their findings, a
copy of which are attached at Appendix H.

. The findings of the Review were |argely positive. All recommendations
contained within the report have been followed up and fargely
impiemented

G. Future Action

. Efforts to further improve completion rates in respect of the e-learning
module are continuing,

. Consideration is being given to developing a training presentation for
elected members ta improve their awareness of the policy and its
operation.

. The Policy will continue to be reviewed annually and updated as and
when required to reflect changes in the law and guidance.

. All staff will continue to receive an annual reminder of the policy via the
staff newsletter and an email to staff with access to that facility.

. The Wales Audit Office will be conducting a Corporate Assessment of the
authority during the autumn which will include an examination of the

operation of the Policy. Any findings will be reported to the Standards
Committee.



19

S

cogor - S G:’iri
Carmarthenshire
S

Uty Cos

WHISTLEBLOWING POLICY

Legal Protection for Workers with
Concerns at Work:

Employee; Casual Worker; Volunteer; Contractor; Agency Worker:
Consultant; County Councillor and Co-Opted Members



2|Page
Contents

What is this about?

What legal protection do | have?

Will 1 be protected if | make a public disclOstra? ... mimsns

What suppaort can | expect?

What can | blow the Whistle about?
How does the policy fit in with other Council policies?

What if | am already involved in another HR procedure?

How does this policy fit with the Member's Code of Conduct? ................

What if | want to make anonymous allegations?
Is my identity kept confidential?
How do | raise a concern?
What happens after | have raised my concems?
How will we deal with your concerns?

What happens if my concerns are not confirmed after an investigation?

What happens if | am not happy with the Council's response?................

Who is responsible for this policy?
Appendices:

WHISTLEBLOWING FLOWCHART

--------------------------------------------------------------------------

---------------------------------------------------------------------------

..................................................................

--------------------------------------------------------

----------------------------------------------------------------

............................... 3

............................... 3

............................... 3

............................... L

............................... 7

............................... 7

............................... 9

............................. 10

............................. 11

............................. 11



3|Page
What is this about?

1. We (the ‘Council’) want to ensure a working environment where you {the ‘worker')
feel confident to raise any concerns about maipractice within the Council. However
some people are reluctant to voice their concerns because of fears about possible
repercussions, or a feeling of disloyalty to colleagues. Some might consider it

easier to ignore the concern rather than repart what may just be a suspicion of
malpractice.

2. Malpractice can include fraud, corruption, bribery, dishonesty, financial
irregularities, serious maladministration because of deliberate and improper
conduct, unethical activities (which may be of a criminal nature} and dangerous acts
or omissions which create a risk to health, safety or the environment, criminai
offences, or failure to comply with a legal or regulatory obligation.

3. Whistleblowing does not include mismanagement as this may arise from weak
management, for example, rather than malpractice. Mismanagement may be deait
with under the Council’s Capability Policy or Disciplinary Procedure, as appropriate.

4, This policy is intended to encourage and support you fo raise serious concerns
within the Council safely and with confidence and view this as a duty, rather than
averlooking the problem. ‘Whistle-blowing' refers to the disclosure, by workers, of
malpractice as well as illegal acts or omissions at work.

5. This policy will be applied consistently to everyone irrespective of race, colour,
nationality, ethnic or national origins, language, disability, religion, belief or non
belief, age, sex, gender reassignment, sexual orientation, parental, marital or civil
partnership status.

6. If you have any equality and diversity concerns in relation to the application of this
policy and procedure, please contact a member of the HR Team who will, if
necessary, ensure the policy/procedure is reviewed accordingly

What legal protection do | have?

Will | be protected if | make a public disclosure?

8. You are encouraged to raise your concerns via your line manager (para.32), the
Calneilfe dAaclinatasl ST Gl b b g s s TN BES agoas et s oo 3 gt Ll W o s My i X
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(para.35). You can also seek advice from prescribed organisations independent of
the Council regarding your concerns (para.49;. If you raise concems to someone
else other than those detailed within this procedure, e.g. to the local paper,
depending on your disclosure and to whom it is made, you may not receive the legal

protection as a ‘whistleblower', You are therefore strongly advised to seek advice
before taking this action,

If you do take the matter outside the Council you should ensure that you do not
disclose any confidential information, &.g. client case notes, given to you in

confidence, unless you have consent in writing from the person to whom the
information relates.

What support can | expect?

What is the Council’s attitude to malpractice in the workplace?

1§

12.

13.

We take any malpractice within the Council very serfously, as we are committed to

maintaining the highest standards of openness, probity and accountability. If you
have serious concerns about any aspect of the Council's work then you are
encouraged and expected to come forward and voice those concerns.

We understand that the deaision to report a concern can be a difficult one to make,
not least because of the fear of reprisal from those responsible for the malpractice.
However, if you raise your concerns you will have nothing to fear as you will be doing

your duty to your employer, your colleagues and those to whom You provide a
service.

Harassment or victimisation of individuals, who have raised concerns, including
O A AT A G AT Ir e a1 e Bs s o A oatd - T i r e e T oot W E
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14,

18.

18.

17.

We will not tolerate any attempt on the part of any worker, councillor, councit
contractor or supplier to apply any sanction or detriment to anybody who has

reported to the Council any serious and genuine concern that they may have about
apparent wrongdoing,

We will treat such conduct by an employee of the Council as a serious disciplinary

matter, and any such conduct by a Councillor is iiable to be reported as a breach of
the Members Code of Conduct,

Where any such conduct is undertaken by any contractor or supplier of the Coungil
we will regard that as a serious breach of contract.

Any such behaviour by any recipient of a Council service will be regarded as a
breach of the condition under which that service is provided.

Who can blow the whistle?

18.

19.

This policy applies to:

* Workers for Carmarthenshire County Council including all employees,
centrally employed teachers and casual workers

e Employees of contractors working for the Council on Council premises, for
example, agency staff, builders, drivers

» Those providing services under a contract or other agreement with the
Council in their own premises, for example care homes

» Voluntary workers working with the Council
o Consultants engaged by the Council
» County Councillors and Co-Opted Members

However, this policy does not cover staff on the complement of locally managed
schools for which local arrangements exist. In the absence of local arrangements

school governing bodies are recommended to adopt the principles contained within
this policy.

What can | blow the Whistle about?

20. You are encouraged to ‘blow the whistie’ where you reasonably believe malpractice

has taken place or is likely to take place, in one or more of the following six areas:

Criminal offences

Breach of legal obligation

Miscarriages of justice

Danger to the health and safety of an individual
Damadge to the environment
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21.

22

23,

You can raise serious concerns about any aspect of service provision or conduct of
officers or Members of the Council or others acting on behalf of the Council. The
event may already have occurred or it may be likely to be committed in the future.

For exampie, your concerns might falf into one or more of the six areas of
malpractice describe above that:

is patentially unlawful, fraudulent or corrupt

might contravene our Standing Orders, our Financial Procedure Rules, our
policies, codes of conduct or other legal obligations

could amount to improper conduct by an officer or a member
might fall below established standards of practice

constitutes sexual, physical or emotional abuse

potentially endangers the health and safety of an individual
is causing, oris likely to cause, damage to the environment
might involve a miscarriage of justice

is an attempt to cover up any of the above examples

Whistle blowing is where a worker has a concern about danger or illegality that has a
public interest aspect to it, and usually this is because it threatens athers (e.g.
customers or the public). In contrast, a grievance is a dispute about your own
employment position and has no additional public interest dimension. A whistle
blowing issue could be entangled within a grievance or dignity at work allegation, in
which case the Council will need to consider the facts, assess the risks and decide
how to best deal with the issue (See Appendix A Whistleblowing Flowchart).

If your concerns fall outside the six areas illustrated above you will be advised of the
correct procedure to follow as described below.

How does the policy fit in with other Council policies?

24,

25.

28,

27,

The Whistle-blowing Policy is intended to cover major concerns that fall outside the
scope of other procedures and are in the public interest, i.e. any serious
concerns that you have about any aspect of service provision or the conduct of

officers or Members of the Councif or others acting on behalf of the Council can be
reported under this policy.

Concerns you may have about your own employment with the authority, such as,
terms and conditions of employment, health & safety, work relations, new working

practices, working environment or organisational change should be raised through
the Grievance procedure.

Concerns you may have about allegations of bullying, harassment, victimisation or
discrimination in work should be raised through the Dignity at Work procedure.

This policy should be read in conjunction with the Council's Officar Cada nf Cand: i~



T|IPage

may be developed from time to time and which will be drawn to the notice of
employees and others to whom this policy applies.

What if | am already involved in another HR procedure?

28. Any investigation into allegations of malpractice will not influence or be influenced by
any disciplinary, grievance, sickness, capabtiity, redundancy or any other procedures
that already affect you or may affect you in the future. On the other hand, any
disciplinary grievance, sickness, capability, redundancy or any other procedures to
which you are already subject will not be halted as a result of raising concerns.

How does this policy fit with the Member’s Code of Conduct?

29. The Council has no power to deal with Code of Conduct complaints against an
elected member. If you raise concerns about an elected member under this policy
you will be given the appropriate legal protection against any acts of detriment and
advised to make your concerns to the Public Services Ombudsman for Wales.
Alternatively the Monitoring Officer may decide to refer the matter to the
Ombudsman if it is considered appropriate to do so. Details of the Ombudsman’s
complaints process can be found at www.ombudsman-wales org.uk

What if | want to make anonymous allegations?

30. You can raise concerns anonymously but they are much less powerful and will be
censidered under this policy at the discretion of the Monitoring Officer. Remember,
the purpose of this policy is to protect and support you, and ensure that you can
raise your concerns with confidence. If you do not tell us who you are, it will be

much more difficult for us to look into the matter, to support and protect you, or to
give you feedback,

Is my identity kept confidential?

31. All disclosures will be treated in confidence and every effort will be made not to
reveal your identity if you so wish. It must be appreciated however that the
investigation process may reveal the source of the information and a formal
statement may be required from you as part of the evidence. If you are reguired to
give evidence in criminal or disciplinary proceedings we will arrange for you to
receive advice about the procedure. If disclosure of your identity becomes
unavoidable then the Council wili support you through the process.

How do | raise a concern?
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32. You should not approach or accuse individuals directly or attempt to investigate the
matter yourself. Instead you should normally raise your concerns with your line

manager or if you prefer, one of the Council's dedicated Whistlebiowing Officers, as
shown below:

Whistleblowing | Job Title/e-mail address Phone number

Officer

Noelwyn Daniel | Performance & Information Manager - 01267 224476
NDaniel@carmarthenshire.gov.uk (extension 4476)

‘ Nigel J Evans | Practice Support Manager 01267 224694

njevans@carmarthenshire.gov uk {extension 4694)

Tracey Thomas | Principal Development Officer 01267 226202
TrThomas@ecarmarthenshire.gov. uk (extension 6202)

Stefan Smith Head of Children’s Services 01267 246530
SJSmith@carmarthenshire.gov.uk {extension 6530)

Nicola Williams | Business Support Manager 01269 590232 (extension
NiJWilliams@carmarthenshire.gov.uk 3232)

Alan Howells Business and Development Manager 01267 228140
aehowells@carmarthenshire.gov.uk (extension 5140)

Barbara E Safeguarding and Complaints Manager | 01267 228995

Williams BEVWilliams@carmarthenshire.gov. uk {(extension 2995)

Y
W You are weicome to contact me in Welsh or English

33. If you do not wish to raise your concerns with your line manager or one of the
Council's dedicated Whistleblowing Officers you can raise your concerns through the
Council’s confidential Whistleblowing mailbox Py emailing

CEWhistleBlowing@carmarthenshire.gov.uk. This mailbox is only viewed by the

Monitoring Officer and Deputy Monitoring Officer in the Legal Department.

34. Alternatively, you could contact one of the people listed below;

Name Job Title/e-mail address Phone
number
Mark James | Chief Executive 01267 224111

miames@carmanhenshire.gov.uk

Linda Rees- | Head of Administration and Law/Monitoring Officer | 01267 224012
an

Jones ¥ Iriones@carmarthenshire. gov. uk

RObert l (¥ T B o SR 1 e e T R T T T B2\ die Saviy et s iy
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Chris Moare

Head of Financial Services (including responsibility
for proper administration of financial aifairs)
cmoore@carmarthenshire.gov uk

01267 224160

Paul
Thomasg

Assistant Chief Executive (People Management
and Performance)

prthomas@carmarthenshire. gov. uk

01267 226123

Paul Stait

Chair of Standards Committee

paul.stait@btinternet.com

01550 777728

Phil Sexton

Head of Audit, Risk and Procurement

psexton@cammarthenshire.gov.uk

01267 226217

N
¥ You are welcome to contact me in Welsh or English

35. You may seek the support of a companion, i.e. a recognised trade union official or
representative or a work colleague, to assist you in raising your concerns and
accompany you at any meeting through this procedure.

Contact names | Trades E-mail address Phone number
Union
Mark Evans UNISON unisoncarms1@btconnect.com 01267 224842
Simon Dunn 01792 483815
Mark Preece Unite MAPreece@carmarthenshire.gov.uk 07718025787
Allan Card- Allan. Card@unitetheunion.org 01646 630618
Caroline Green | GMB CGreen@carmarthenshire.gov.uk 07772 579231
Althea Phillips Althea phillips@gmb.org.uk 07980 753125

36 If you would prefer to contact an outside organisation instead then a list of useful

contacts is given at paragraph 49 beiow. It is better to contact one of the external
organisations listed than to overlook your concerns.

What happens after | have raised my concerns?

37. The person you speak to and raise your concemns will offer you some initial advice

and guidance and will normally become your “Contact Officer”. This will depend on
the nature of your concerns and could be someone el
Contact Officer will

respect of your concern, and if an investigation

your be your primary contact for feedback.

38.

We will need 1o aet the detaile cat ot M wrrdine me omam me .l 1E

s€ with your agreement. Your
be the person with whom you will have all future contact in

takes place (see below) s/he will be

o R O LR YT
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38.

this for you instead and support you in expressing the background and history of
your concern, giving names, dates and places where possible and the reason why
you are particularly concerned about the situation. The earier your concerns are
expressed the easier it is to take action.

Although you are not expected to prove the truth of an allegation, you will need to

demonstrate to your Contact Officer that there are reasonable and sufficient grounds
for your concern.

How will we deal with your concerns?

40.

41.

42.

43.

44,

45,

Action taken by the Council will depend on the nature of the concem. The matters
raised may be:

* investigated internally by an appropriate person in line with the Council’s
Investigation Policy

referred to the Police
referred to the Wales Audit Office
the subject of an independent inquiry.

In order te protect individuals and the Council, initial enquiries will be made to decide
whether an investigation is appropriate and. if so, what form it should take.
Concerns or allegations which fall within the scope of specific procedures (for
example, child protection) will normally be referred for consideration under those

pracedures. Some concerns may be resolved by agreed action without the need for
investigation.

The Contact Officer will acknowledge your concern as soon as possible and contact
you within 14 calendar days of you raising your concern to:

indicate how it is proposed to deal with the matter

give you an estimate of how long it may take to provide a final response
tell you whether any initial enquiries have been made: and

inform you whether a full investigation will take place, and if not, why not.

The Contact Officer will give you as much feedback as possible, but sometimes
precise action will not be set out where this would infringe upon a duty of confidence
owed to the Council by someone else. Time estimates and limits may be amended
by agreement between you and the Contact Officer.

The frequency of contact between you and the Contact Officer will depend upon the
nature of the matters raised, the potential difficulties involved and the clarity of the

information provided. If necessary, the Contact Officer or the officer investigating the
matter will seek further information from you.

Wr}en_ any meeting is arranged between you and the Contact Officer. vou have the
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work to which the concem relates). Steps will be taken to minimise any difficulties
that you may experience as a result of raising a coneern. For instance, if you are

required to give evidence in criminal or disciplinary proceedings, we will arrange for
you to receive advice about the procedure.

46. We understand that you wiil need to be assured that the matter has been dealt with

properly and therefore, subject to legal constraints, your Contact Officer will inform
you of the outcome and confirm in writing within 14 calendar days of the conclusion
of the matter, i.e. whether your concerns have been upheld, what actions the Council
proposes to take (subject to confidentiality constraints} and timescales for
implementing, At that point you will be asked to complete a short questionnaire about
your experience of the whistle blowing procedure (See Appendix B). Your feedback
Is important to us. as it will help us to monitor the effectiveness of this policy.

What happens if my concerns are not confirmed after an investigation?

47.

48.

If, you raise a concern using through this policy but it is not confirmed by the
investigation, no action will be taken against you. If, however, an allegation is made
frivolously, maliciously or for personal gain, disciplinary action may be taken against
you in accordance with the Council's Disciplinary Procedure.

Remember, if you want to take independent advice at any stage, you may contact the
Independent charity Public Concern at Work (see paragraph 49 for details} Their

lawyers can give you free confidential advice at any stage about how to raise
concerns about serious malpractice at work.

What happens if | am not happy with the Council’s response?

49.

This policy is intended to provide you with a way to raise your concerns within the
Council and we hope that you will be satisfied with the way that we deal with ihe
matter. However, in the event that the issue is not resolved to your satisfaction then
you are welcome to contact {assuming that they have not previously been involved in
your case) Mr Mark James, the Council's Chief Executive or Mr Paul Stait, the
independent chair of our Standards Committee, Their contact details are given at
paragraph 34. As an alternative, we suggest the following possible contact points:

e The charitable organisation Public Concem at Waork {See Appendix C).
Telephone 020 7404 6609 or e-mail info@pcaw.co.uk or
whistle@pcaw co.uk

e  Wales Audit Office, Public Interest Disclosure Helpline 01244 525980 or e-

mail whistleblowing@wao.gov.uk
The Public Services Ombudsman for Wales. Telephone 0300 790 0203

Dyfed-Powys Police. Telephone non-emergency 101 or e-mail
ContactCentre@Dyfed-Powys.pnn.police. uk

» Health and Safety Executive. Telephone 0845 300 9923



s Care Standards Inspectorate for Wales. Telephone 01267 245160 or e-mail

cssiw.southwest@wales.gsi.gov.uk
Environment Agency Wales. Telephone 0800 807060

Equality & Human Rights Commission via the Equality and Advisory Support
Service. Telephone 0808 800 0082
o Citizens Advice Bureau. Telephone 08444 77 20 20 or goto
www citizensadvice .org.uk
Relevant professional bodies or regulatory organisations
Your trade union

A full list of prescribed persons can be found at:

https:/hwww.gov. ukfgovernmentfgublications!blowinq;t_h_e—whistle—Iist—of—grescribed-geogle-
and-bodies

Who is responsible for this policy?

50. Linda Rees-Jones, the Council's Monitering Officer and Paul Thomas, Assistant
Chief Executive share overall responsibility for the maintenance and operation of this
policy. Linda Rees-Jones will keep a record of concerns raised and the outcomes (in

a format that does not endanger confidentiality} and will report to the Standards
Committee annually.

51.  This edition of the policy was adopted by the Council’s Standards Committee on 12!
September 2014. The policy is reviewed annually.

If you require this publication in an alternative format, such as

large print, Braille or on audiotape please telephone 01267
224651.
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Appendix A

WHISTLEBLOWING FLOWCHART

Worker raises a concern with his/her line manager,
a more senior manager or a dedicated
Whistleblowing Officer, This individual normally
becomes the 'Contact Officer'. but it can be
someone else with the worker's consent

h

The Contact Officer explores concerns with
individual and considers whether they fall within 1
or more of the B categories of protected disclosure

Protected disclosure:

» Criminal offences

¢ Breach of legal
obligation
Miscarriages of justic
Danger of Health and
safety of an individua

e Damage to the
environment

¢ Deliberately concealir

(see right hand box} and in the public interest

information about the
above

If yes

if no

Notify the Monitoring Officer
in Administration and Law
that a whistleblowing
complaint has been made
and seek advice on how to
proceed.

If the concerns relate to a
worker's own employment
with the authority and is a
‘protected disclosure’ the
principles of the
whistleblowing procedure is
be followed alongside the
relevant HR Policy and

If the concerns relate to a
worker's own employment with
the authority and is not a
protected disclosure, the
individual should be advised tc
speak to their line manager in
line with the Council’'s Grievan
ar Dignity at Work Policy, as
appropnate.

l procedure.,

The concerns may be:

* Investigated internally in line with
the Council's Investigation Policy
Referred to the police
Referred to the Wales Audit Office
Subject of an independent enquiry,

e

The Contact Officer will acknowledge the individual's
concerns and within 14 days:

indicate how the matter will be dealt with
give an estimated time for examining the concer
advise if there has been any initial enquiries;

confirm if a full investigation will take place, and
not, why not.

=

The Contact Officer will agree with the worker the t

ype and frequency of contact to feedback on the progres

of investigation. Confirming data protection and confidentiality restrictions in the process

A

=

The Contact Officer will notify the individual of the

outcome of the complaint within 14 calendar days of

L The Contact Officer will notify the Monitoring

Officer the outcome of the complaint wha will
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Appendix B
CONFIDENTIAL

WHISTLEBLOWING PROCEDURE FEEDBACK FORM

We have recently concluded an investigation into your concerns raised under the Council's
Whistleblowing Policy. We would welcome your feedback in relation to how the matter was
handled as this will assist us when dealing with future cases and when reviewing the poiicy. Your
reply will be treated as confidential and will be retained by the Monitoring Officer.

1. Wha did you report your concern to? I Line Manager
C Whistleblowing Officer
[ Trade Union Rep
M Other (please specify)

2. Were you satisfied with the way in which your concern was dealt with by that person?
T Yes
3| No

3. If no, please explainwhy: ... ... ...

4. Were you aware of the Whistlsblowing Policy at the time you raised your concern?
J Yes
J No

5. If yes, where did you see a copy of the Whistleblowing Policy?

Line Manager
Whistleblowing Officer
Trade Unicn Rep
Intranet

Other {please specify)

i o et el |

8. Were you advised of how the cancern was being dealt with and the cutcome?

J Yes

7 No
7. Overail, are you satisfied with the way your concern has been managed within the
Whistleblowing Policy? Tir Yes

E No

8. If no, please explain why:



Appendix C
WHISTLEBLOWING CASE STUDIES

The following case studies have been produced by Public Concern at Work (PCaW), the
whistleblowing charity, which advises individuals on their whistleblowing dilemmas and
organisations on their whistleblowing arrangements.

They are examples of whistleblowing concerns that individuals have raised in other
organisations.

Case 1 — Fraud in the NHS
The Story

Tim coordinated training for an NHS Trust. He was concerned that his bass was hiring
a friend of his to deliver training on suspicious terms which were costing the Trust over
£20,000 a year. More courses were booked than were needed and the friend was
always paid when a course was cancelled. Although Tim asked his boss to get a credit
note as with other training contracts, he never did. Tim also couldn't understand why
the friend was paid for training sessions delivered by NHS staff. One day when the
boss was out. Tim saw the friend enter the boss' office and leave an envelope. His
suspicions aroused, Tim peeked inside and saw that it was filled with £20 notes,
amounting to some £2,000. Unsure what to do, Tim called Public Goncern at Work.
Tim said his boss had lots of influence in the Trust and he was unsure who to tell,
particularly as the Trust was being restructured and none of the directors were secure

in their posts. Tim also recognised that the cash in the envelope was so brazen that
there could be an innocent explanation.

What PCaW advised

PCaW advised Tim that the options were either to go to a director of the Trust er to the
NHS Counter-Fraud Unit. Either way, we advised Tim to stick to the facts and focus on
specific suspect amangements and payments. We also said he should avoid the
temptation to investigate the matter himself. Tim said he felt much better and would
decide what to do over the holiday he was about to take.

What happened

On his retum, Tim raised his concerns with a director at the Trust,who called in NHS
Counter Fraud. Tim’s suspicions were right. his boss and the frainer pleaded guilty to

stealing £9,000 from the NHS and each received 12 month jail terms suspended for
two years.

Case 2 - Involving a Regulator
The Story

lan worked as a safety inspector at an amusement park. He was responsibie for
maintaining one of the park's most popular rides. Every morning he woutd carry out a
safety inspection on the ride and, if it passed, he would sign the ride off as safe in the log.
During one inspection, he noticed that pins on the axies which kept the carriages stable
had become loose. lan thought this presented a serious risk and notified his managers.

After what lan felt was not a thorough examination, the Operations Manager cleared the
ride as safe. lan was unhappy with this and the next day, as no corrective action had been
taken, he again could not sign off the ride as safe Aaain the Operations Mananar
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anxious that the weekend was coming up and that the park would be extremely busy. He
was also worried that if he pursued the issue any further he would be dismissed.

What PCaW advised

PCaW¥ advised lan that they could contact the Health and Safety Executive {HSE) on his
behalf and relay the information that he had given us without giving his name. However, it
was more than likely that they would want to speak to him, if they felt that the situation was
potentially serious. PCa¥V said they would explain lan's anxieties about his position and
ask the HSE to bear this in mind. Although he was unsure whether he would speak to the
HSE, he asked us to make the initial contact. The HSE agreed that the situation sounded
potentially serious. However, they told PCaW that they would need to speak to lan. PCaW
explained lan’s fears that if the HSE suddenlty tumed up to inspect this particular ride, his
employers would easily put two and two together and he would be out of a job. The HSE
assured us that if they were to carry out an inspection, it could be done in such a way as
not to make |lan’s role apparent. We went back to lan and, after talking things through, he
agreed that he would speak to the HSE.

What happened

Shortly afterwards the HSE made a 'routine’ visit to the park during which they inspected
the ride, along with several other rides. As a result of the inspection, the ride was
suspended and the repairs were carried out,

Case 3 - Inappropriate Relations
The story
AM was a residential social worker in a children’s home. He grew increasingly

concerned that a colleague, PE, seemed to have developed a close relationship with a
12 year old girl in the home.

Colleagues and some of the children joked that PE was becoming rather infatuated
with the girl. During a holiday trip, AM was alarmed that PE insisted that the girl should
travel in his car alone with him and that he spent a lot of time with her during the
holiday. AM raised the issue with PE who just laughed it off. On retum from the
holiday, AM decided with a colleague that they should raise their concemns discreetly
with the Council. They were told they had a duty to report them formally. When they
did, an investigation was launched and PE was given special leave and told to stay
away from the home. AM contacted us when he learned that the investigation had

finished and that PE would be returning to the home. He and colleagues were worried
that this was not the right decision.

What PCaW advised

PCaW advised him to contact the Council's head of child protection and explain his
concerns. However, we pointed out it was the Council's job to decide what action to
take and that what mattered was that the Council felt sure that PE was not a risk We

also said that the fact that PE was returning to the home did not mean that no action
had been taken

What happened
After discussing the matter with the Council, AM felt happier with its decision as he

PP A A AP 'S, SO SR
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Rhagymadrodd

Lluniwyd y daflen hon yn ganllaw byr i balisi a
gweithdrefnau Datgelu Camarier y Cyngor. Os
hoffech gael rhagor o wybodaeth dylech gvfeirio
at'y Palisi llawn y geilir cael golwg armo ar y
Fewnrwyd, neu siarad a'ch Rheohwr Liinell, eich
Tim Adnoddau Dynol, Swyddag Datgelu
Camarfer, neu gynrychiolydd eich Undeb Liafur.

Ni fydd y rhan fwyaf o weithwyr byth yn yorfod
wynebu'r penderfyniad anodd o ran datgelu neu
i gwybad am gamarfer difrifol yn ¥ gwaith,
ond o5 cewch eich hunan mewn sefylifa o's fath,
dylech fod yn ymwybedol fod gan y Cyngor
weithdrefnau i'ch diogelu. & dweud y gwir, mae'r
gweithdrefnau’n ofynnol yn 8l Deddf Datgeluer
Budd y Cyhoedd 1998.




Beth yw Datgelu Camarfer?

Datgelu Camarfer yw'r term a ddefnyddir i
ddisgrifio datgeliad gan weithiwr, h.y. gweithwyr
cyflogedig, gweithwyr achlysural, cynghorwyr
neu aelodau cyfetholedig, staff asiantaeth,
contractwyr neu wirfoddolwyr, o
gamymddygiad ynghyd & gweithredoedd
anghyfreithlon neu esgeuluso yn ¥ gwaith.

Beth yw agwedd y Cyngor at
gamymddygiad yn y gweithie?

Nod y Polisi Datgelu Camarfer yw rhoi sylwi
bryderon nad ydynt yn cael ey CwWmpasu yan
weithdrefnau cyflogaeth eraill ac sy‘n faterion
budd y cyhoedd. Er enghraifft, os oes gennych
achwyniad ynghylch eich cyflogaeth, dylech
ddefnyddio Gweithdrefn Ac hwyniagau'r Cyngor.
Os ydych yn pryderu am fwlia neu aflonyddu vn
¥ gwaith dylech ddefnyddior Weithdrefn Urddas
yn y Gweithle sydd gan y Cyngor. Fe'ch anogir
chi i ddatgelu camarfer os credwch fod
camymddygiad wedi digwydd yn unrhyw raj o
meysydd canlynol:

+ Troseddau

» Mynd yn groes | reymedigaethay cyfreithiol

« Camweinyddu cyfiawnder

+ Peryglu iechyd a diogelwch unigelyn

+ Niweidior amyylchedd

» Ymdrech bwriadol | gelu gwyhodaeth am
unrhyw un o't enghreifftiau tichad.

Dylech ddarllen y Palisi hwn ary cyd a7 Cad
Ymddygiad ar gyfer Swyddogian, ynghyd ag
unrhyw weithdrefnau adrannol ar gyfer

i gt vt L s iad i s fx



Sut y byddaf yn cael fy niogelu os
hyddaf yn "datgelu camarfer"?

Mae'r Polisi Datgelu Camarfer yn fodd | chileisio
eich pryderon yn gyfrinachol a heb ofni unrhyw
ertedigaeth, camwahaniaethu nac anfantais yn
sgil hynny.

Pam y dylwn Ddatgelu Camarfer?

Rydyr yn ystyried pah achos o gamarfer o fewn
y Cyngor yn fater difrifol iawn, ac os oes gennych
bryderon difrifol am unrhyw agwedd ar waith y
Cyngor, fe'ch anagir i leisio’r pryderon hynny, yn
wir, mae disgwyl i chi wneud.

Rhoddir sylw i chi'n syth ac mewn modd priodol.
Drwy ddatgelu camarfer gallech ddingelu wich
cydweithwyr, y cyhoedd, ac eraill, ac ar yrun
pryd, sicrhau bed y Cyngor yn ymwybedol o'
broblem ac yn gallu delio 4 hi.

A phwy y gallaf gysylitu os ces gennyf
bryder difrifal?

Ni ddylech gyhuddo neb na siarad ag unigalion
¥n uniongyrchol, na cheisio ymchwilio it mater
eich hun. Dylech godi eich pryderon gyda
Swyddog Datgelu Camarfer neu gydag enwau
cyswlit eraill a nodir yn y Polisi.



A oes modd i mi leisio fy mhryder yn
ddienw?

Cewch fynegi eich pryderon yn ddienw ond
maent yn llai grymus a chant eu hystyried yn B8l
disgresiwn y Swyddog Monrtro,

Cofiweh fod y Polisi Datgelu Camarfer yno ich
diogeluacich helpuifynegi eich pryderon yn
hyderys,

Beth sy'n digwydd ar 81 i mi leisio fy
mhryderon?

Rhoddir cymaint o adborth & phasibl | chi
ynghylch sut yr ymdrinnir &' mater, a hynny fej
arfer gan y sawd y bu i chi feisio eich pryder
iddo/iddi. Mae hyn yn amodol ar ddiagelu data a
chyfrinachedd,

Beth sy'n digwydd os byddaf yn dal yn
anfodlon ar ymateb y Cyngor?

Bwriad y polisi bwn yw rhai modd | chi leisio eich
pryderon o fewn y Cyngor, ac rydym yn
gobeithia y byddwch yn fodlon ar y ffordd y
byddven yn ymdrin &'t mater. Fadd bynnag, os
na fyddwch yn fodlon mae croeso i chi aysylitu &
Phrif Weithredwr y Cyngor, new & Chadeirydd
Annibynnol y Pwyllgor Safonau, neu 3'r mannau
cyswlit 2llanol a nedir yn y Polisi,



Mae'r Palisi Datgelu Camarfer yn cydnabod y
ddyletswydd sydd ar v Cyngor i rai cymorth i
weithwyr sydd ym eu cael eu hunain yn yr
amgylchiadau anodd hyn, Mae cymorth arall ar
gael ar ffurf y Polisi Urddas yn y Gwaithle, y Polisi
Achwyniadau a'r Polisi Straen, neu'r
Gwasanaethau Cwnsela drwy'r Gwasanaeth
lechyd Galwedigaethol.

1 gael rhagor o wybodaeth, edrychweh

ar y fewnrwyd neu cysylltweh &
Chynrychiolydd eich Undeb Liafur neu &'r
Tim Adnoddau Dynol drwy ffonio

01267 246184

recycle .
ailgylchu 7 5% wedi’i ailaylchu
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Introduction

This leaflet has been produced as a short guide
10 the Council's Whistleblawing Policy and
procedures. If you want more information you
should refer to the full Policy which can be
viewed on the Intranet or speak to your line
manager, Human Resources Team, a
Whistleblowing Officer or Trade Union
représentative.

Most employees will never be faced with the
difficult decision of speaking up or reporting a
serious wrongdoing at work but if you do find
yourself in this situation, you should be aware
that the Council has procedures in place to
protect you. This is, in fact a requirement of the
Public Interest Disclosure Act 1998,

¢

- -

sl

bl




*]

GUZ7ZT Whestleolewirg Suide 200 3_%R GRR lavat 1 10752014 18:27 =2
—@ -

What is Whistleblowing?

Whistleblowing is the term used to describe a
disclosure by a warker, i.e. employees, casual
worker, Councillor or Co-opted member, agency
staff, contractors or volunteers, of malpractice as
well as illegal acts or omission at work.

What is the Council’s attitude to
malpractice in the workplace?

The Whistleblowing Policy’s aim is to cover
concerns which fall outside the scape of other
employment procedures and are in the public
interest. For example, if you have a grievance
relating to your employment, you should use the
Council’s Grievance Procedure. If you are
concerned about buliying or harassment in work
you should use the Council's Dignity at Work
Procedure. You are encouraged to 'biow the
whistle' if you believe malpractice has taken
place in any of the following areas:

* Criminal offances

* Breach of leqal ohiigation

* Miscarriage of justice

* Danger of Lhe health ard safety of an
individual

* Damage to the environrment

* Deliberate congealing of information about
any of the ahove.

You should read 1he Policy in conjunction
with the Officer's Code of Conduct and any
departmental procedures for investigating
CONCEINS.

e

=
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How will | be protected if | “blow
the whistle”?

The Whistleblowing Policy allows you to express
your cancerns in confidence and without fear of
victimisation, subsequent discrimination or
disadvantage.

Why should | Whistleblow?

We take any malpractice within the Council
very serously and it you have serious concerns
about any aspect of the Council’s work then
you are encouraged and expected to come
forward and voice those concerns.

You will be dealt wizh promptly and properly.
By doing se, you: couid be protecting vour
colleaques, the public and ofhars, whilst
ensuring that the Council is aware of the
problem and can deal with it

Wheo can | go to if | have a serious
concern?

You shoukd not approach or accuse individuals
directly or attempt to investigate the matter
yourself, You should raise your concemns with a
Whistleblowing Officer or ather contacts named
in the Policy.




N~

Can | report my concern anonymously?

You can raise concerns anonymously but they
are less powerful and will be considered at the
discretion of the Monitoring Officer,

Remember the Whistleblowing Policy is there to

protect you and help you raise your concerns
with confidence,

What happens after | have reported my
concerns?

You will be given as much feedback as possible
on how the matter is being dealt with usually by
the person you reported your concern. Subject
to data protection and confidentiality.

What happens if | am stifl not happy
with the Council’s response?

The Policy’s aim is to give you a way 1o raise your
cancerns within the Council and we hope that
you are satisfied with how it is dealt with,
However, if you are not satisfied then you are
welcome to contact the Councils Chief Executive
or the Independent Chair of the Standards
Committee or external contact points as
desaribed in the Policy.

GL2/21-Whistleliowing Gu a2 #013_T8.qxp_I arout T i 12007 16:27 Pagels
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The Whistle Blowing Policy recognises the
Council’s duty 1o provide support for employees
wha find themselves in these difficult
circumstances. There are other support
mechanisms in place such as Dignity at Work,
Grievance and Stress policies or the Counselling

Services through the Occupational Health
Service.

Please see the intranet or contact your
Trade Union Representative or Human
Resources Team on (11267 246184 for
further information.
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> MAE preswybwyr Sir Gaerfyrddin yn cael eu hannog i fynegi diddordeh
é‘:‘:‘::ﬁl mewn band eang cyflymach i'w cymuned. g
CYMRU  Bydd preswylwyr a busnesauyn y siryn elwa of rhaglen arloesol Superfast—
. Cyflymu Cymire, sy'n weerth miliyriau o bunnoedd ac yndod & Land eang
[feibri bok rhan o Gymiru.
Band eang feibr yw'r genhadlaeth nesaf ¢ fand eang - mae'n llawer cyftymach a mwy
dibynadwy, ac imae'n defyddio technaleg wahanol. Nid cyfiymu’ broses o iaverlveytha
e-byst neu bari ar y rhyngrwyd st unig fanteision,
Mae hefyd yn agor busnesau’ farchnad fydeang, gan wella eich cadwyn gyfieny & crynyddu
cynhyrchiant, fel bod mwy o gyfleoedd ar gasl, Mae feibr eisves ar gael mewn rhai thannat. o
Laredli tresy ragien dreigl tasnachol BT. Bydd y gyfnewidfa hon yn derbyn sylw eto fel rhano
raglen Super fast — Cyftymu Cyrrw.
Bydd ardaluedd Pencader a Chaerfyrddin yn gallu oyrchu’t gwasanasth newydd hwn o dan
y rhaglen yn ystod mis Medr 2014, gyda Helyron, Uanybydder, Maesycrugiau, Pumsaint,
Felindre a Cross Hands yn dilyn ym mis Mawrth 2015. Mae’ cyfnewidfeydd ersill i gaet eu o
huwchraddio ar 1 mis Mawrth 2015, Gallwch nodi eich diddordeb ary wefan; wwwsuperfasl- 220
cymru.carm. a byddwch yn cael gwybod pan fydd band eany ffeibr ar gaelichi.

Mae nifer o wahanol Ddasparwyr Gwasanaeth Rtyngrayd i5Ps) yn gmnig y gwasanaeth, felly Fei
galhwch ddevis y fargen orau i chi. :

Pwll nofio Llanelli wedi ailagor
MAE pwi nofic Lianelfi ar agor bellach.
Miscedd ar 6 gorfod caL'r cyffeuster hwn yn y
ganoffan hamdden ym mis lonawy oherwydd
i'T 1o gael ei ddlfrodi gan y stertnydd, mae
pobl yn gally rwynhau vo y pwll nofio
Lnwaith eto,

Mae' holl raglenni nofio yn weithredad erbyn
nyn, ac mae archebio: yn cael eu derbyn
nawr ar gyfer y Rhaglen Dysgu Nofio.

¥n agystal mae cynliuniat ar waith ar gyfer
gweithcaceddau newydd, gan gynnwys polo dvir sy'n cael & lansio cym
ciwedd ymils,

n gynharach y mis hwn cynhaliwyd panwythnos o weithgaredddau ~vayl am ddim yn y
ganalfan harndden i ddathlu bod y pudl yn & lagor,

Roedd hwn yn gynllun atgyweirio sylweddol 8 gostiodd £350,000 gan fod angen gosod to
neveydd 1,200 o fetvau sgwdir, ynghyd 3 gosod fenestri newydd yn ytoagwneud gwatthi
addasu'r goleuadaw. Mi fyddd v gwelliannau hyn yn thyw arrlwg iawn yn y cyfleuster hynod
boblogaidd hwn ond bellach mae gan y pwll nofio do cadam it dyfodal.

-----——---———--—u——----———--————--

: FYTHYNNOD GWYLIAU MOETHUS YNG NGHYMRU

. _/. Mee Y Gorau o Gymru yn cynnig lhaty gwyliau hunan ddarpar

I

1

1

4 a 5seren yng Nghymne I

Gostyngrad: 5% | staff, teulu » Arindiau. 1

Yo symil iawn, nothweh v cad CSG5 wrth archeby 1
| dderbyn efch gostyngiad i
www.biestofwalas.couk ney florda 21650 511 107 !
- I

It arhod i ar syivadded iy rmnd




Gair gan y

Prif Weithredwr

8U nifer o newidiadau'n ddiweddar o
ran uwch-reclwyry Cyngor, Mag Roger
Jones, y Cyfarwyddwr Adnoddau, wedi
gadasi a gofynnwyd i Chric Moore
ymaymryd &'r rof cyllid statudol dros
dro hyd nes y byddwn yn hysbysebu'r
swydd rywbryd y flwyddyn nesal. Bydd
gan Chris dasg anferth o ran gweithio ar
y gyllidels heriol iawn yn y tair blynedd
nesaf gyda chydweithwyr yn y Tim Rheoli Corfforaethol a
8wrdd Gwelthredol y Cyngor.

Ar 30a'n Med| bydd 8ruce Mcl ernor, ein Cyfarwyddiwr Gofal
Cymdeithasal, lechyd a Thai y~ gadtael. Rydym wedi penadi
Jake Morgan yn olynydd idde ond ni fydd Jake yn dechrau tan
fis Tachwvedd fally bydd Stefan Srith yn ymgytnryd drdly
Cyfarwyddver Statudol hwd nes y bydd Jake yn cymacdd. Stefan
yw Pennaeth y Gwasanaethau Plant ar hynobryd an guveithiver
cymdeithasol uchaf,

Gadawedd Chris Buens, Prif Weithredver Cyneithwyol, y Cyngor
ar 1af Medii ymaymryd & i3l Prif Weithredwr Oros Dro Cynger
Buwrdeistref Sircl Caerfill, Mae Wendy Walters wedi phenadin
Brfiveithredwr Cynorthwyel drog dro am hyd at flvyddyn.
Bydd Wendy hefyd yn parhau'n Bennaeth Datblygu
Economaidd.

Y olaf, wrth imi ysarifenni. iyn, spdym wedi cael 20 0
geisiadau am swydd Cyfarwyddwr y Gwasaraathau
Amaylchaddel, Bydd y cyfweliadau yn cael eu cynnal ar Tafa
2il Hydref, Mae Richardd Workman, eln cyfarwyddver presennol,
widi bod mor garedin 3 chytunc i aros tan y Nadolig i ganiatay
i'w olymydd ymgymeyd 3% swydd. Hoffwn ddiolch i Richard am
ei gymonth a1 hyblygrueydd yn hyn o beth,

Mae' hol: newidiadau hyn yn digesydd ar adeg heriol iawn inni.
Mae'n raaid Inni ystyried sut y galhwn wieud arbedion/onadau
gwert: £45 milivn yn ein cyllidabat: yn ystod y tair blynedd
nesa‘. Mae ~yn yn eitriadol o anodd ac mae'r Tim Aheodi
Corfforaethod a'r Penaethlaid Gwasanaeth yn gweith o | nodi
suty bycdwn yr lieihay, difew, aildrelh, ailflacnoriaethu,
cynyddu incwnm ac ati, Bydd by yn effcitaio ar bob rhan o bob
gwasanaeth oherwydd maint y toriadau I't gyllidel ye yedym ya
#i derbye gan Lywodraeth Cymru. Er nad yw cyllicebay
Lhywodrael b Gomiruiyn caed eu lleihau mae wedi venderfynu
boc y GIG yn flaenorleeth ac felly mae'n rhaic Haihau cyliidebal
Liywsdraeth Leol er mwyn cyilido'r GIG. Byda cynigion ar qyfer
owtogi a* wesznacthav, ailcrefnur Cyngor, lleihay
gwasanaethau ac ystyried lle byddwn yn cael yr asbedian aydd
eu hangen yn dechrai dod i'r achvg yn ystod y hydref. o
ddiamhevaeth calff hyn effaith ar staffio. Ond rwyfwedi
atzoffa'r hell vweh-swyddegion bod yn rhaid inni wnaud
popett y gallwn i osgei diswyddo gorfodol. Y carn olaf ol fyedd
hyn. Rydym eisces wedi dosbarthu gwybodaeth am ¥ Cynllun
lerfynu Cyfiogaeth yn Wirfoddol a chyflecedd i 1 ynd yn han-
amser, e gael ymddealiad hyblyg, Rhaid dychwelyd 1sh-hyw
fynegiannau u ddiddordel erbyn 39 Medi.

Mae'r flordd y mae'r Cylarwyddveyr a'r Penaethiald Gwasanasth
a llawer o reclwy eraill wedi ymateb i'r her fon hydyn hynyn
festun calendid imi. Mae liawer mawy o waith i'w wneud ona
my'h hyderus y byddwe: yn doc! drayddi gystal, os nad gwel,
ra chyrff cyhoeddus eraill yng Nghyenru.
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Beth yw eich digwyddiad slusenncl?
mmmmmmwymmrwma
mwyn | blant ac oedolion fanc sy'n anabl gasl yehydig afwynhad

yreu pwydau,

Ax gyser pwy yaych ehin codd artan? Ar gyler Brekthvough yn
Lizneli. Rwyt werdt bod yn aysyiitiedic &' elusen hon ers biypyddaedd lave
Rwy'n trefau gigwyddiagdau ar Bu Cyfer riege penwytnosau | Fwidd,
nosweithiau siiema, teithiau dydd, a digwyddiadau cymdeitiasol gedalt ha
fiordd, gan gynowys thel eirernau it elusen eu gwerthv. Os hoffech gael
rhager o wyisdzeth, cysyditwch & mi drwy floria 5314, '

Liinell Gofal

Beth yw Llinell Gofal?
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CARMARTHENSHIRE residents are being encouraged to register thair
CYELY MU interest in superfast broadband for their community.
CYMRU  Residents and businesses in the county are set to benefit from the
. picneering multimillion pound programme Superfast Cymru, bringing
nationwide itre broadband to Wales.
Fibre breadband is the next generation of broadband - much faster, more re liable and it

uses a different technology, Downloading emails or intemet browsing more quickly aren't
lhe only benefits.

SUPERFAST

It also opens businesses up to a worldwide market, Improving your supply chaln and
inareasing productivity offering greater opportunities, Fibre is already availabile in some
areas of Lkanelli through BT's commercial rollout, This exchange will be re-visited under tha
Superfast Cymru prograrnme.

Areas of Pencader and Carmarthen will be able ta access this new service under the
pragramime during Seplernber 2014, with Hebron, Lianybydder, Mazsycru gin, Purnpsaint,
Velindre and Cross Hands following in March 2015, The remaini Ny exchanges are scheduled
to be upgraded post March 2015, Register your inlerest on the Superfast Cymru website
wwnw.superfast-cymru.com. You will e informed when fibre breadband becormes available
to you. There are a number of different Internet Service Providers (1SPs) offorir 19 the stivice,
50 vou Can chaose the best deal for you,

Swimming Pool Now Open!

LLANELU swimming poolis

now open,

Staff cani enjoy making waves again
at the Jeisure centre facility manths
after it was favced to close its doars
ir January due to damage foits
roof caused by the stomms. Ali
SWimming pregrammes are up

and running and bookings are

ncws being taken for the Learn to
Swirn programme.

New actlvities are also planned
with Water Polo belrg launched this month.
Afun packed, free activity weekend was held at the |eisure centre earlier thes month ta
celebrate its opening, The £350K repair work was a majar scherme with 1,200sq metras of
raofing to be replaced induding new skylights and lighting alterations.

There will net be much to see at this immensely popular facility by way of improvemen|s
but the swimming pool has a secure roof far the future.

Best of Wales offer exclusive 4 and 5* self catering
holiday accommodation in Wales.
Discount: 5% discount for staff, family and friends
enter cote T5G5 when hooking to teceive vour discunt,
Visit wwny pestofwales.couk or call 01650511 107

Halfords

Emibabay TheSnug Odeon Hecvestee CafeManiberd SwdCags  Tobric Howss Wenks 1P Saauty
Hoget and Sott Burchers. 1R McGrath LoweLetters UK Sing And Sain. The Opthe Shon Solarft. L85 1
L 1211 N:8h0q Q26 T WIS Ja3m when k| visit Tt e urega.adledal g

s free, if you woukd fike to join ur in|

e place at the event contact 01267 221463




Diract from the

Chief Executive

THERE have baen a number of
changes recently to the senior
management of the Council. Roger
Jones, the Director of Ressurces has
leftand on an interim basis, Chris
Moore has been asked to take on the
statutory finance role until we go out
to advert some time next year, Chris
will hava a big job to do working on
the very challenging budget for the
next three years with colleagues at Corporate Management
Team and the Council's Executive Board,

. 30th Septamber, Bruce Mcleinon, our Director of Social Care,
Healrh and Housing ieaves. We have appointed Jake Movrgan as
nis successor, put Jake will not start until Nevernher, so Stefan
Smith veill step into the Statutory Director’s role until Jake's
ariival. Stefan is currently Head of Children's Services and our
most sanior soclal worker.

Chris Burns. Asslstant Chiat Executive le*t the council on 15t
Septermber to tzke up the role of Interim Chief Executive at
Caerphilly County Boraugh Coundil, Wenchy Walters has been
aupointed Assistant Chief Sxecutive on an hterim basis for up
to ayear. Wendy will also continue to be Head of Economic
Levelopment.

Finally. as 1 write th's we have received 20 applications for the
post of Director of Environmental Services, Interview will take
place on 1stand 2nd Octeber. Richard Workman, aur current
Director, has very kindly agreed to stay on until Christmas to
allaw his suzcessor to ba appointed into past, My thanks to
Richara, for his assiszance and fexibility .n this respect,

All these changes take place at a vary ¢hailleng'ng titne for us.
We mave to look a* making savings/cuts of £45m from cur
budgets aver the next thiee years, Thisis exceptionally difficuit
and the Corporate Managzment Team and Heads of Servica are
worklng toident'fy how we reduce. withdraw, restructure.
re-prioritise, ingrease incame ete, No area of service will he
untouched given the scalz vf cutsin the budget we receive from
Véelsh Government. Whilst their budgets are not being veduced
they have deterinined that tha NHS is a oriority and therefore
local Government budgets hava to be reauces ta fund the NHS.
Proposals [o- cutting services, restructuring the Council,
downsizing 2nd locking 2t whers we will find the savings
neaded will hegin to emerge during the autuma. There s no
doubt that this will have an impact on stafing. But | have
remnded all senior officers that we must da all we can 1o avoid
comipulsory redundancies. T his will be a very last resort, We
have already circulated informat on about theValuntary
Severance Scherne and opportunities for guing part-time, or
taxing figxlbie retirement, Any expressions of interess must be
ietumed oy 33 September.

| ain 2ncouraged so far by the vay Diractors and Heads of
Services and many other managers have been responding to
this chalfenge. There is much mere work to do, butiam
optirnistic that we will navigate our way 1 rough this as well,
if not betzer, than ather public badies In Walas.

“

F oo v
2953

iy d

Akl g,
D

e R |

New Seaside School one step closer
A NEV St

LSS Al

i dor S N ol |

[ tothe S

w8 vilte (B Welkkh Sovermmont Qi

- TaA B R AT TN TS

The & sSanads Ryt
efthe L12 Serlhion supes sch
Lakefiebd sehools

Asite
ANy

weily Coumcittor the davelon

i Llanellssrucewill 1eplace Coppes

Coppesworks Rond

A Cleanet reg bivnlediner ool ¢at

#20 pagsls plus 3 nuisery e Welst
sappoval the couteld ¢ an now

BVOLK O 1)y e

T Kt Ol 2 sand: "y ls war irp
pbviausly seally pl wiv tha Welsh Coversu g

Stratogn Outhne €

S apowl for tui

thers s ol s covshitesnlle 10 (¢ yet 10 satesty the
pgcesses, ineludhin

At Hegl B fan 1

e need 1o preser 10f appioval an Qutline

sefore corstrisctian of tve new schinol peomises can
DB I eamast

“Howwvever, this (5 & major step farward and s weleam s (ews Soi the sofins
Yried the conmprty

The
Wit e eimse the faciiis: ur chiltron and strsantine tan edug

Al53 1~

sciwod . part of the counl's Mademisireg Education Pron JEAMIME 3

Fony, Mow
inceeusnig nead for bhrgriat pomacy edugaian ancd betier

POt cae. Belp develon 1T and the seqersaation of the ares

WEEE banks

FHERE are now two mobile WEEE hanks for the recyvoling of small
eloctrical items

EA e sl el

Charity Champion
What is your charity svent?

ol various events throughout theyear focelly to rase.
manay for disablad children and yowng adlults 2o Aave a bit of enoyment in |
Who are y for? Raising money for Breaktivough in Lian:
I hiave been involrec with this charity for many years. | organise avents for A
neght events. i = L

How can people donats to your causa?

These are many ways peaole can help inciuding donating ftems for the charit
1 s&ll. For more infosmiation contact Chitsting on ext 5314.

Careline

What is Careline?

[ Y
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POLISI DIWYGIEDIG YNGHYLCH DATGELU CAMARFER
Diogelwch Cyfreithiol i Weithwyr sydd 3 Phryderon yn y Gwaith

Chi, y gweithiwr, sydd yn y sefylifa orau i nodi camarfer yn y Cyngor ond efallai eich
bod yn amharod i leisio eich pryderon. Mae'r polisi hwn wedi'i ddiweddary a' nod yw

eich annog | fynegi pryderon difrifol er budd y cyhoedd a hynny yn y Cyngor, yn
hyderus.

Fe'ch anogir i ddatgelu camarfer os ydych yn credu bod camarfer wedi digwydd yn
unrhyw un o't meysydd canlynol;

* Tramgwyddau troseddol

* Torri thwymedigaeth gyfreithiol

« Camweinyddu cyfiawnder

* Peryglu iechyd a diogelwch unigolyn

* Niwed i'r amgylchedd

* Datgelu gwybodaeth am unrhyw un o'r pwyntiau uchod yn fwriadol

Cofiwch, diben y polisi hwn yw eich diogelu os ydych yn gorfod rhoi gwybod am
bryder difrifol ynghylch gwasanaeth y mae'r Cyngor yn ei ddarparu neu ynghyich
ymddygiad gweithiwr arall, cynghorydd neu unigolyn arall sy'n gweithredu ar ran y
Cyngor.

Os ydych yn dymuno siarad & rhywun yn gyfrinachol am fater o'r fath, cysylltwch &'ch
Swyddog Datgelu Camarfer adrannol, a'ch Swyddog Ymgynghorol (Adnoddau
Dynol} neu & chynrychiolydd eich Undeb Llafur. Gallweh gael gair ag unigolyn a

enwyd, yn eich dewis iaith, ac mae Swyddogion sy'n medru'r Gymraeg wedi'u
rhestru yn y polisi.

32
Edrychwch am y symbol hwn %

Mae rhagor o wybodaeth ar gael yn adran Adnoddau Dynol y llyfrgell dogfennau ar
BRIAN neu drwy gysylitu &'ch rheolwr llinell,

REVISED WHISTLEBLOWING POLICY
Legal Protection for Workers with Concerns at Work

As an employee you are in the best position to recognise maipractice within the
Council but maybe reluctant to voice your concerns. This policy has been updated

and is intended to encourage you to raise serious concerns that are in the public
interest within the Council with confidence.

You are encouraged to 'blow the whistle' if you believe malpractice has taken place
in any of the following areas:



* Miscarriage of justice

* Danger of the health and safety of an individual

* Damage to the environment

* Deliberate concealing of information about any of the above.

Remember, this Paolicy is there to protect you if you find yourself having to report a
serious concern about a service the Coungil provides or the conduct of another
employee, councillor or other individual acting for the Council,

If you want to speak to someone in confidence about such an issue, please contact
your Departmental Whistleblowing Officer, HR Advisor or Trade Union
representative. You can speak to a named individual in your ianguage of choice and

—~
Welsh speaking Officers are named within the Policy. Look out for this symbol &

Further information can be found in the HR section of the Document Library on
BRIAN or via your line manager
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(lf you are unsure how to proceed with you
concern, please discuss with your line
manager or the designated officer(s) below:

We are committed to deali
responsibly, openly and
professionally with any
genuine concerns raised.

We cannot do this without yo
help, if something at work is
troubiing you, please tell us.

-



Qﬁ?mcli*( "

7102 ABIN — SIMaT )

[1oUNoN) AJUNo) allysusypew

1RIAAD O IMHONY YODAMS

A0 Lary BITYM
\

@N

SO[BAA 104 [B18UBE) JONL
NAUASS 1oUIpaIAD PRAIML



estad chbid § - Jod L

b A R

sapl|s
Buimojoy ey} uo pasuewwns aJe sBulpul N0 pue SEaJe JO Jaquinu B 18 payoo] apt

s1amojgafisiypa pue Buimoigapsiypa yoddns aoeid ul ale jey) syuswabueue

pue Adljod ButmolgelisIyAA §,]12unod au) 1B pax0oo] Malas) BuimolgesIUA S1U L
S8IPNIS JUSWUIBAOL) [BD07]

S}l JO U0 Se BUIMO|GaISIYAA JO MaIAS) B Bunjeuspun Ajusling si a0i0) HPNY SS[EA

— e,

punoubyoeg pue }xa3j3uo0)




- e s e b ol Lo bbd By bd [ &nd Ao f

189140 Buloliuoy 8yl Ag paulejulew
UOISIeA [BULIOJUI UE I PI028J JUSIIND 8U] 1SIXa 10U S80p pJooald |BJjusD ‘|ewlo) e
pue 'abusjieys e sulewsal
$$800E Jo)NdLWo9 Jhoypm yels Buiyoeal pue Aoljod ayj 1o SS3UBIEME YB]S PaXMI8yD
1ou sey )1 ybnouyye ‘ysueljul ayi uo sjqe|ieae Ad1j04 2yl spew sey |1Iaunos syl
'S10||12UN0) ) F|qe|ieAE
apew u2aq jou sey Bujuiel) ayj pue mo| AjaAle|al ale salel uoie|dwod Jng padojeaap
Butaq st Buiuieyy siow pue pajealo ussq sey Buimojgs)isiym uo Buiulely sioads
Auiinias aaoaya Buipnioul
‘@oljoeld Jejdwsxa awos Yim ‘poob si Buimo|gaisiym 0} JUsSWIWOD [Ipunc) auy)
‘2Alloddns pue 881Ul ‘PaINionlls ([am ‘pool S| Aoijod BuImo|geisIYAA S.]1ounoD) auy)
'8SNE28Q UCISNJUO0I S1Y) 0} SLUBD B,
Jayuny sjuswesbuee uayibuais [Im m:_:_mb pue sse20.
‘Ao1jod u] sasseujeam [|ews AIDA JO Jaquinu e passalppe JI ‘a2i1joel
iejdwaxe awos yum ‘poob aie Juswabuelie BUIMOIG3[ISIYA |1B19A;

Arewwng




il b ol kibgt

saouBASLIB WO SUI20UGD
Buimo|gapsiym ajenuasayip o} sajdwexs es|
papirosd aojApe Juspuadapur 10} s|IB1ap JoBIUOD
SIS0IO m:_ao_nm:m_cg PaWEN A
pue xoqui [rew-2 pajeaipag A
‘pailjuspl sjoejU0d JO abuel apIpp
uawsbeusw
aul| Jo apISINO SUIS2UC2 9SIB1 0} 3|dY
sbenbug|
Buunssesar pue salpoddns - 3jA1s Ajpusiy-Jesn
pajuasald ||am pue asIou0n

7l0¢

uiaouod e buleay laquwsidag Ul sanIWwWon) splepueis o] pajuasald

ul 1abBeuey sui] ay) Jo Butaq s1 uoisiaal Jayuny e ‘(sabueyo uonesibsg)

2|01 ay) 48A0 voisnuos YbINS % spoalal) €10z Jequwsidag ul pamainal Adljod

aaluoddns pue 9s12U02 ‘painiongs
l1eM ‘poob s Adijod Buimolgapisiym s|1ouno sy

®




suosJad paquosald

|[euIS)Xa JO )sI| aaIsuaya4dwoo
B 9pn|oul Jou $20(]
SIoMO|gajIsiym |eijualod

Beb, o1 joe Aew uoneLLIOUI
ASO|28IP 0} JUSSUOD U3)LIM
Buiuielqo Jnoge juswiale}g

St niati ol Ool el | el

suonpeba|e

snomoljew Buryew soy uopoe Aleuldiosig
Siomo|ga|isiym

Isulebe sjesudal spqiyold Ajualdxg
siomo|ga|isiym

poddns pue 198)0id 0) a12U) S1 )l s3E)S Ales|)
SWIS0U0D SNOWAUCUE Ylm SUoIiejiul| salljuapj
pasiel aq 0] SLIaoU0D SNOWAUCUR 10} SMO||Y
paplacid $)0BILOD |Bul3iXe Jo abuey

$3INSO[2SIP |BUISIXS
Bupew jo ysu ay} Jo uoneue|dxs Jes|n

aalpoddns pue asiou09 ‘painiongs
l12m ‘poob si £31]0d BUuImo|qaIsIyp S,|19uUno 8y

Ot 2

s

-

7/

/



MUIMMUI D41

(ssweljawn) paloadxa yum) yoeqpas)
Buipiaord 10} sjuswiabueure saisuaysiduon
uawahbeuew

3U| JO BPISINO PBISPISUO Sl SUISdUDY)
yBisiano

ue yum siofjiouno) jie Buipiaoid ‘pounon
N4 0} spodal win) W yaiym ‘oapiluon
spiepuelg 0} spodal dnous) Buiiaalg
sjuswabuelre pue Aoijod malaal

0} Aljenuue slaaw yoym dnoisy Buueslg
Buimolgafisiyas Aq pepiacid Aunios aanoayg

BujopBuosm Buloub uey; Jeylel

AlshowAuoue Jo/pue AjjeLuaixa

uIa2u02 B Bulis|el Jnoge juawiale)s
noldxs ue Bupoe si A21jod

ssaocoid sy} o) papiacid

s| souspuadapul moy pue

uonebisaaul jeuwssiul Aue a1a|dwod

plnom oy ‘sauinbua eyl Jlabeuepy Aolod ¥H
sayeW oym Ule|dxs — uoneolUR|o AQ paulBjUlewl PUB DAIIND3XT JBIYD JUBISISSY
salinbal aunpadsold uonebiiseau| x pue J2oigQ Buuoluop syl Ag paumgO

Aunnias aanzoaye Buipnjaui ‘eonoeld Jejdwaxa swos
U3m ‘pool s1 Buimolga)isiym o3 JUSUWIWILLOD [I9UNOY YL



& Mo

s3a1o(jod 12yjo Jepun

Ulim 1jesp ag ABLU SUIa2U0D
BLIO0S Jey] SeAsl|eq |Iounod)
ay} pue (winuue Jad g-Z) Mo
AlaAllelea S PapI0Ia) SUISJU0D
Burmo|gafisiym Jo Jagquinu ay |
SUIaoU00 JO pIodal

[2J]USD ‘|eulio) OU SI 3lay |

X

P 1

PUIMOIYSSIY;

(490140 Buiojiuoly ay} Aq

Allewojur) pajos|[02 SI UoeULIoI PRO|ISED
suolefisaaul xe|dwoo o) siopebiisaau
paypaiooe (| Jo |oed e $9sn [IPUN0D
po[pUBY 8B SUIS2U0D MOY Ul 80U8pIUCD
Jejs ssasse 1ounos) ay; disy o1 Asnod
Buimol|gafisiua 8yl 0} pappe Wio} yoeqpes
Slsgem (MYOd) MOAA e uisouoD

2l1gnd eyl smainal Jabeuelp Aoljod yH
[I2UNCY ||N} PUB 83)ILULLI0Y) SpIepue)g

0} papodal uayj a1e Yoiym ‘Sauloino pue
saway) ‘'sutacuod uo spodar dnous) Buliesg
dnoug) Buusalg

Buimoigeisiyaa Aq Ajjenuue pamasiaal Ao1j0d

Auinios aanosayge Buipnjoul ‘eonoead Jejdwaxs swos
yyum ‘poob si Buimojqajisiym o3 JuUsLLILUWo? [I2unon ay |

/

7



SaoUaIBYIP

ay) a)elisn|| digy o) ss|dwexa Apnis

aseo Bulpiaroid ‘sesueaslib pue Buimo|gs)isiym
usam}aq sajeijuaiayip Alesio Buluiel) sy
sbuialqg Jaysaljel

ela Buiuiel) ayepdn Jusdsl paalsdal aaey

BUIMOIGEISIUM Aoijod Buimojgansium su Ui paynuspl sjdosd

Buusaod Ajjeayoads Buiuiesy siabeuell
BAI3021 JOU Op SIO|IPUN0D % o|doad Joj Bululel) Jayuny buidojpaap
[IoUNOD) S} %Q 1e payoo) \m_wCO;CBO ale pue @C_mur_—‘d paindss sAel HH
Bulaq si SIY} ‘MO| ale ajnpowl sJabeuell ||e 10}

Buiuieal-a Jo sojel uoledwo) Buimo|gefsiym uo sjnpow Buluiesy Buiuies|-3

S10]]12UN0Y)

0} a|qe|IeA. apew Udaq jou sey Bujuresy ayj pue mo| A|SAN
ale sajes uonejdwon ng padojsaap Buraq si Buluiea} aio
pue pajesis usaq sey Buimojgsjisiym uo Buiuiesy ay1oad




e et LR~ MMV,

B104 Y3J pue suis[ing

HH ‘suoidweyd suopesiunwwo) ‘sping
Buimoigafisiyan ‘siapsod — aoe|d ul sawsyos
Jo 1aquunu e ind saey pue SUOBIIUNLILLOD
malae) dnoigy Bulesis Buimojgaisiypi @yl

$83008

SSOUSIBME [JE)S JO |3AT) JsuIBIUl Inoy)m seakojdwe ssoy) Bulyoes.
ay)} yo8y2 0} Ajejelodion Buiyiiue ul abus(jeyd sayy Jo areme si IoUnoD 8y
BUOp JOU Sey [IDUno) 8yl  x JouBIUI BY) UO B|qissaooe Alisea st Adjjod

abusjjeyo e suiewal ssa99e 1a3ndwos Jnoyim yeys Buiyoses
pue Asijod ayj; Jo ssaualeME He)S payaay2 jou sey 3 ybnoy)j
‘Jauesjul ayj uo ajqejieAe A31j0d 9y} epew sey |I2unos) aylL



s Avia AN OISR AN

ssaualeme Jjels BunoayD JO SPoLjaLl maIrsy

sjuswsbuelie |eisusb pue

solepdn ay) Jo aieme Jeis Bunjew 1oy ABsiens SucReauNWWOoD B dojsas(]
‘Buiuies) Buimojgaisium Jayuny Suidojeasp uo papels Apealje yJom ay) Bunajdwoed —
pue ‘Buimolgapsiysm uo Aj|eoiioads sisguwiewl pajos|s bujulely
'g|npow Buluses|-s Bunsixa ayj jo ucnadwod ay) Bugewosd —

:uo buiuies) snoo4

SUJIadU0d mc_\so_nm:m_cxs JO pIOo8l |BJlUSY ‘|ewIo) B s)eal)d
"SIOMO|G-a)ISIUM |eiualod Beb o 1oe juseop Ji Jeyl 0S UoHELLIOU|
[eNUSPLUCS 9S0[9SIP 0] JUBSU0D uajllim BUIle)qo o} SJajal Jey) Juswisie)s sy} malasl  —
pue ‘BuiopBuocim BuulouBbl Ley) Jayiel sweouos Buisiel Jnoge Joldxa aq  —
'sucneblyseAul o4 sunpasosd syl AJeo  —

‘S19011J0 10BJUCS pue sisbeuew Jo $a(0l 8y) AJllelp —

Jayuny Ao1jod Buimolgsisiypa 24y buiusyibuang

juswaaoisduw 10) sjesodold




-y " sVw iklr WV UWV O

suonsanp







