CONFIDENTIAL REPORTING POLICY

EMPLOYEE SURVEY 2006/07

Key Outcomes

· Two-thirds of respondents agreed that they had been informed of the contents of the Policy and understood how it was intended to operate; 

· A quarter of respondents were unsure if they would have easy access to the Policy if they needed to refer to it; 

· 4% of respondents thought that the Policy was not effective; 

· Just over 1% of respondents said that they would not use the Policy if they had a serious concern; 

· Most respondents (over 75%) were unsure if the Policy could be improved although approximately 8% said that it could.  

Action Plan 

1.
In relation to the matters raised in response to question 4b of the survey form (If you do not consider the Policy to be effective, please explain why not), it is clearly difficult to maintain 100% confidentiality throughout the whole of the reporting, investigating and potential follow-on disciplinary action etc process.  Every effort will however continue to be made by everyone involved to ensure that confidentiality is maintained so far as it is reasonably practicable to do so. 

2.
As regards Nominated Officers, steps have been taken to ascertain views on whether a wider range of nominated officers would be beneficial.  Three new Nominated Officers have been appointed as a result (one in Resources and two in CESC).  Those reporting concerns can also contact Nominated Officers in other service areas and are not restricted to using those Officers specifically nominated for their own service.  

3.
A commitment is given in the Policy that the Council will take appropriate action in order to protect those who raise concerns in good faith, and it is emphasised that harassment or victimisation of those who do so will not be tolerated.  It is therefore the responsibility of everyone who becomes  involved with issues raised under the Policy to ensure that this commitment is honoured. 

4.
The choice of investigator is critical as is the need to ensure that they are appropriately trained and receive the necessary support and advice eg legal throughout the investigation process.  This will be highlighted to Heads of Service, Internal Audit and HR.  

5.
As regards question 5b of the survey form (If you would not use the procedure, please explain why not), the comments made in the previous points of this action plan are also relevant to the issues raised  in respect of this question. 

6.
With regard to question 6b of the survey form (what improvements do you think could be made to the Policy?), the following is proposed:-

· highlight the existence of the Policy and where it can be accessed, specifically to those service areas where individuals have said that they have not heard of the Policy and/or do not know where to access it; 

· refer the point about more female nominated officers to the existing nominated officers, so that they can raise it with their management teams (this has been done and three new female Nominated Officers have been appointed);

· continue to review the Policy and its operation on an annual basis; 

· ensure that there is greater publicity regarding the outcomes of  the operation of the policy; 

· indicate that the policy can be provided in other languages, larger type and in Braille if requested (this will be referred to on the front page of the policy); 

· explore the possibilities for further publicity for the policy eg leaflet; simple checklist; information with pay slips; regular Messages of the Day; discussions at management team meetings;

· re-circulate and publicise details of Nominated Officers; 

· ensure the policy is easily accessible on the intranet and internet. 

7.
The actions proposed in the previous points of the action plan are relevant to the comments received in response to question 7 of the survey form (if there are any comments you would wish to make about the policy or how it is intended to operate, please provide them).  

