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1. INTRODUCTION 

 The Disclosure of Information by Employees (Whistle-blowing) Policy is a statement of the council’s 

commitment to good governance.  The Policy is designed to help create an environment in which 

employees understand their responsibilities, and management can demonstrate their accountability.   

 The council’s policy on whistle-blowing is designed to encourage workers to raise concerns about 

wrongdoing or malpractice within the council.  This Procedure advises employees how to raise a concern 

responsibly within the council.  

 Employees raising concerns of wrongdoing or malpractice are afforded protection from unfair dismissal, 

victimisation and harassment.  However, protection is conditional on disclosures being made in the public 

interest and the employee honestly and reasonably believing that the information and any allegation 

within it are true. 

1.1.Purpose of this policy 

 

1.1.1. The purpose of this policy is to provide a means by employees are able to raise concerns with 

the appropriate line management, where they have reasonable grounds for believing that there 

is fraud and corruption within the municipality. 

1.1.2. The Protected Disclosures Act, Act 26 of 2000, which became effective in February 2001, 

provides protection to employees for disclosures made without malice and in good faith, in 

defined circumstances. 

1.1.3. In terms of the Protected Disclosures Act employees can blow the whistle on fraud and corruption 

in the working environment without the fear of suffering an occupational detriment as defined by 

the Act. The Accounting Officer encourages employees to raise matters of concern responsibly 

through the procedures laid down in this policy document 

 

1.2.Scope of the policy 

 

1.2.1. The policy is designed to deal with concerns raised in relation issues relating to fraud, corruption, 

misconduct and malpractice within the municipality. The policy will not apply to personal 

grievances, which will be dealt with under existing procedures on grievance, discipline and 

misconduct. Details of these procedures are obtainable from the Human Resources Department. 

1.2.2. The policy covers all genuine concerns raised including: 

i) Financial misconduct  
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ii) Health and safety risks  

iii) Environmental damage  

iv) Unfair discrimination  

v) Corruption and misconduct  

vi) Attempts to suppress or conceal any information relating to any of the above  

1.2.3. If in the course of investigation any concern raised in relation to the above matters appears to 

the investigator to relate more appropriately to grievance or discipline, those procedures will be 

evoked. 

 

1.3.Culture of openness 

1.3.1. Knysna Municipality commits itself to encouraging a culture that promotes openness. This will 

be done by:  

i) Involving employees, listening to their concerns and encouraging the appropriate use of this 

policy/ process on whistle-blowing promoted by Senior Management. 

ii) This policy will be issued to all existing employees and to each new employee 

Educating/training/informing/ explaining to employees what constitutes fraud, corruption and 

malpractice and its effect on the municipality.  

iii) Promoting awareness of standards of appropriate and accepted employee conduct and 

establishing a common understanding of what is acceptable and what is unacceptable 

behaviour  

iv) Encouraging unions to endorse and support this approach  

v) Having a policy to combat fraud  

vi) Annual reporting to Council on the number of fraud/corruption matters reported and the 

outcome 

 

1.4.Who can raise a concern? 

1.4.1. Any member of staff who has a reasonable belief that there is corruption or misconduct relating 

to any of the protected matters specified above may raise a concern under the procedure 

detailed. 

1.4.2. Concerns must be raised without malice, in good faith and not for personal gain and the individual 

must reasonably believe that the information disclosed, and any allegations contained in it, are 

substantially true. 
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1.4.3.  The issues raised may relate to a manager, another member of staff, a group of staff, the 

individuals own section or a different section/division of the Municipality, a Councillor, Executive 

Mayor, Speaker of the Municipality.  

1.4.4. The perpetrator can be an outsider, an employee, a manager, a customer or an ex-employee. 

You may even be aware of a system or procedure in use, which may cause the municipality to 

transgress legal obligations. 

 

2. REPORTING PROCEDURE 

 

2.1.An employee making a disclosure on the grounds of malpractice is safeguarded against any 

detriment in the course of their employment resulting from their disclosure. 

2.2.Occupational detriment as defined by the Act includes being dismissed, suspended, demoted, 

transferred against your will, harassed or intimidated, refused a reference or being provided with an 

adverse reference, as a result of your disclosure. 

2.3.If you raise a concern in good faith in terms of this policy, you will not be at risk of losing your job or 

suffering any form of retribution as a result. 

2.4.This assurance is not extended to employees who maliciously raise matters they know to be untrue.  

2.5.An employee who does not act in good faith or who makes an allegation without having reasonable 

grounds for believing it to be substantially true, or who makes it maliciously, may be subject to 

disciplinary proceedings. 

 

2.6.How to raise a concern internally: 

 

2.6.1. If an employee has a concern about malpractice, he/she can raise it first with their 

manager/supervisor. This may be done verbally or in writing. If the employee feels unable to 

approach their line manager, they must report the matter to a more senior manager at the next 

level in the management structure. 

2.6.2. Where an employee feels it is not possible to report the matter to any person within their own 

service area and does not wish to use the App, they should contact the Chief Audit Executive, 

either verbally or in writing. 

2.6.3. Once a verbal or written disclosure has been submitted the employee will be advised of the next 

steps of the procedure and any applicable timescales 

2.6.4. At this stage of the process it is important that confidentiality is maintained by both parties to 

ensure that the matter can be dealt with appropriately to avoid prejudice and to protect individual 

rights 
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2.6.5. Where information, or expressed concerns lead to an employee becoming involved in the 

council’s disciplinary procedure, or a criminal investigation, it may not be possible to preserve 

the confidentiality between the employee and the appropriate manager or the Chief Audit 

Executive. 

2.6.6. An issue raised by an employee will be acknowledged within 7 working days 

2.6.7. On receipt of a disclosure, the appropriate officer, following consultations with the relevant 

Director or other senior managers of the council will investigate the matter and determine what 

action is necessary. 

2.6.8. Should it be decided that no action is to be taken, the employee will be notified and given the 

reason(s) for this decision. 

2.6.9. Should it be decided that action is to be taken, the employee will be notified and informed of the 

likely timescale.  The employee concerned may request a verbal or written progress report from 

the appropriate manager 

2.6.10. The employee will be notified of the outcome of any action taken 

 

2.7.External Disclosures 

2.7.1. External disclosures are disclosures made to an external body such as the Police, Public 

Protector, National Anti-Corruption Hotline or Provincial Forensic Services 

2.7.2. Disclosures to external bodies will be protected only if the employee satisfies the following 

conditions:  

i)  the disclosure is made in the public interest; 

ii) the employee reasonably believes that the information disclosed, and any allegation contained 

in it, are substantially true;  

iii) the employee has not made the disclosure for the purposes of personal gain;  

iv) in all circumstances of the case it is reasonable to make the disclosure; and  

2.7.3. In addition, at least one of the following further conditions must also apply:  

i) that at the time of the disclosure, the employee reasonably believed that they would be subjected 

to a detriment by raising the concern with their employer or a prescribed person; 

ii) that where there is no prescribed person in relation to the relevant failure, the employee believed 

it likely that the evidence would be concealed or destroyed if the disclosure was made to their 

employer;  

iii) that the employee had previously made a disclosure of substantially the same information to their 

employer or to a prescribed person 

2.7.4. An employee may make use of the external bodies 
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i) National Anti-Corruption Hotline 0800 701 701  

ii) email tip.offs@westerncape.gov.za  

iii) Provincial Forensic Services 021 483 0931 

  

WHISTLEBLOWING BY A COMMUNITY MEMBER AND THE BROADER PUBLIC 

Any member of the community may report fraud, corruption, theft, misconduct, maladministration or any 

other unethical conduct of a similar nature if it impacts the Knysna Municipality by using one of the 

following mechanisms. 

Western Cape Government Anti-Fraud Hotline on 0800 701 701 

The Municipalities Own Anti-Fraud Reporting Mechanisms as advertised   

The Municipal Manager, Executive Mayor or nominee, will, if appropriate refer any fraud and corruption 

allegations to the appropriate investigative body. 

Reported allegations and whistle-blower information shall be kept confidential at all times. 

Whistle-blowers shall be protected in terms of the Protected Disclosures Act of 2000 

 

3. FALSE REPORTING  

 

3.1.Where an employee makes a disclosure based on a genuine belief that something is wrong at a 

particular time, and it is subsequently demonstrated to be false or inaccurate, the employee will be 

informed of the discrepancy between their disclosure and the facts at hand.  No further action will be 

taken, provided the council is satisfied that the employee had a genuine belief that such a situation 

should be disclosed.  

 

3.2.Where an employee has deliberately and maliciously made a disclosure they know to be untrue or 

unfounded, they will be subject to the rules of the council’s disciplinary procedure. 

 

4. IF AN EMPLOYEE IS DISSATIFIED 

4.1.If an employee is unhappy with our response, he/she can go to the other levels and bodies detailed 

in this policy. While we cannot guarantee that we will respond to all matters in the way that you might 

wish, we commit ourselves to handle the matter fairly and properly
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