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ORGANISATION COMMITMENT 
NASC is committed to ethical practices across all levels of operation and compliance with this Public 

Interest Disclosure Procedure. The regulation of Public Interest Disclosures forms part of the 

Queensland Government’s broader Integrity Framework for public sector entities. 

Council’s ongoing commitment to a practical and effective Public Interest Disclosure management 

shall be met by: 

1. Council and Senior Management’s support and encouragement with regard to the internal 

and external reporting of wrongdoing; 

2. The high value which Council and Senior Management places on public interest disclosures 

(PIDs); 

3. The proper management of PIDs including the protection of disclosers; 

4. Providing a consistent and professional response in line with this document and standards 

prescribed by the Queensland Ombudsman in response to any PIDs received by Council in 

accordance with the Public Interest Disclosure Act 2010 (PID Act); 

5. Developing and implementing a comprehensive training program to ensure that: 

a. All Council officers are aware of their responsibilities with regard to making a PID; and 

b. All Council officers are aware of, and have access to, the support structures Council 

has in place for those who are affected by a PID; and 

c. All Council officers are aware of their responsibilities with regard to reprisals. 

6. Encouraging all Council officers to be accountable for their actions and maintain the highest 

standards of professional conduct and ethical service. 

COMMUNICATION STRATEGY 
Council’s strategy for raising staff awareness about PIDs and the organisation’s PID procedures 

includes: 

1. Promotion of Council’s PID Policy and this PID Procedure via Council’s website, Council’s 

Intranet, Council Factsheets, flowcharts and various Leadership and Management meetings; 

2. Introducing the PID Policy and PID Procedures to new employees as part of Council’s Induction 

Program and within the Employee Code of Conduct; 

3. Ensuring that Council’s PID Policy and Procedure will be incorporated into Council’s PID 

Training Strategy. 

Organisational training strategy 
Council’s PID Coordinator will develop a training strategy to ensure: 

1. Staff across Council are able to identify ‘wrongdoing’ and know how to make a PID; 

2. Staff are aware of the support and protection afforded to disclosers; 

3. Staff are aware of how PIDs will be managed; and 

4. The provision of specialist training and awareness about PIDs’ to senior managers and other 

staff who may receive or manage PIDs, disclosers or workplace issues relating to a PID. 

Council’s Training Strategy will be aligned to the resources, publications and standards prescribed by 

the Queensland Ombudsman. 
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NOMINATED OFFICER FOR THE MANAGEMENT OF PIDs 
NASC Corporate Service Manager has been nominated by the CEO as the PID Coordinator who will be 

responsible for the management of issues relating to PIDs. The PID Coordinator has direct access to 

the CEO in relation to PID matters; delegated authority to appropriately manage PIDs; and access to 

appropriate resources to properly manage PIDs. Council’s Senior Leadership Group all have authority 

via Council Delegation with respect to a number of powers under the Public Interest Disclosure Act 

2010. 

The PID Coordinator will be responsible for the following: 

1. Applying consistent and appropriate assessment procedures to determine which complaints 

meet the requirements of the PID Act for treatment as a PID; 

2. Monitoring the investigation and resolution of PIDs; 

3. Managing and coordinating the support and protection offered to disclosers; 

4. Collecting, reporting and reviewing data about PIDs received; 

5. Providing clear guidance to staff about how to make a PID; 

6. Reporting PID information to the Queensland Ombudsman, as required; 

7. Coordinating or providing staff training regarding PID reporting and PID management; and 

8. Ensuring that Council’s PID Policy and PID Procedures are regularly reviewed in accordance 

with the recommendations provided by the Queensland Ombudsman. An update will also be 

provided to Council’s Audit Committee at least annually on PID matters. 

WHO CAN MAKE A PID 
All Persons 

Anyone person (including those internal to Council) can report a wrongdoing about: 

1. A substantial and specific danger to public health and safety of a person with a disability; 

2. A contravention of environmental law which is a substantial and specific danger to the 

environment; or 

3. A reprisal. A complaint regarding a reprisal can also be made under Anti-Discrimination Act 

1991. 

Internal Council Personnel 

A Council Officer (including the Mayor, Councillors and Employees) can report a PID about: 

1. The conduct of another person that could, if proved, be: 

a) Corrupt conduct; or 

b) Maladministration that adversely affects a person’s interests in a substantial and 

specific way; 

2. A substantial misuse of public resources; 

3. A substantial and specific danger to public health and safety; or 

4. A substantial and specific danger to the environment. 

MAKING A PID 
All PIDs referred to Council will be appropriately assessed. If a person is aware of any activity or 

incident that they consider is wrongdoing or would impact adversely on the operation of the 

organisation, they are encouraged to speak up and let someone know. 
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Any disclosure nominated by a discloser as PID will be assessed as a PID in the first instance. However, 

for a disclosure to be considered a PID and receive the unique protection of the PID Act, it must 

concern: 

• Corrupt conduct; 

• Maladministration; 

• A substantial misuse of public resources; 

• A substantial and specific danger to public health and safety; 

• A substantial and specific danger to the health and safety of a person with a disability; 

• A substantial and specific danger to the environment; or 

• A reprisal. 

The above terms are further defined in Appendix One. 

If a Council Officer is unsure as to whether the information they hold should be disclosed as a PID or 

otherwise, they may contact the PID Coordinator for further advice. Alternatively, they may wish to 

utilise the guidance provided by the PID oversight Agency, The Office of the Queensland Ombudsman 

via its website or otherwise.‘ 

ANONYMOUS PID 
Council encourages disclosers to identify themselves when making a PID. Whilst anonymous PIDs can 

be made, they are often more difficult to investigate. 

It is important to keep in mind that if a person makes a PID, the organisation is required to make every 

effort to keep the discloser’s identity confidential. 

REPORTING PATHWAYS 
A PID can be reported to: 

• The Mayor; 

• The Chief Executive Officer; or 

• If the matter concerns the conduct of any Council officer, Corporate Services Division 

Manager, or the Manager or the Officer’s immediate Supervisor. 

These officers will forward PIDs received to Council’s PID Coordinator for assessment and appropriate 

action. A PID can also be directly reported to the PID Coordinator. 

A PID can also be made to an external agency if that agency has the power to investigate and remedy 

that type of disclosure. See table below: 

 

Type of disclosure Appropriate External Agency 

Corrupt conduct Crime and Corruption Commission 
Maladministration Queensland Ombudsman 

Substantial misuse of public funds Queensland Audit Office 
Substantial danger to public health and safety Health Quality and Complaints Commission 

Substantial danger to health and safety of a 
person with a disability 

Disability and Community Care services 

Substantial danger to the environment Department of Environment and Resources 
Reprisal Crime and Corruption Commission 
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A PID can be made in person, by telephone or via email. It is the responsibility of the organisation to 

keep a secure and confidential record of the PID. It is recommended that if a person makes a PID they 

also keep a personal record of what was disclosed and when. This may assist them later in establishing 

an entitlement to protection under the PID Act. 

When making a PID it is important to be clear and factual. Avoid speculation, emotive language or 

embellishment as this may divert attention from the real issues. 

Further information on how to report a PID will be made available on Council’s intranet and website. 

PID ASSESSMENT PROCESS 
For a disclosure to be considered an appropriate disclosure covered by these procedures and the 

PID Act, the disclosure must be assessed by the PID Coordinator and satisfy the subjective or objective 

test. The disclosure must satisfy the subjective test unless the disclosers motives are in doubt or the 

discloser is unaware they have made a disclosure in which case the objective test applies. 

Subjective Test 

The subjective test takes into account: 

1. The honest belief of the discloser; and 

2. Whether that belief is reasonable. 

If the discloser honestly believes on reasonable grounds that the information provided in the 

disclosure tends to show the conduct alleged, then the disclosure is an appropriate disclosure. The 

discloser must be appropriately protected when making a disclosure even if the information contained 

in the disclosure is proven incorrect or unsubstantiated. 

Objective Test 

This test applies where a discloser’s motives are in doubt or where the discloser does not know that 

the information they have provided is a PID. 

If the information tends to demonstrate probable conduct covered by the PID Act, regardless of the 

discloser’s beliefs, it is considered an appropriate disclosure. The objective test only takes into account 

the quality and credibility of the information received. 

If it a disclosure is not determined to be a PID matter, it may still be important and referred to one of 

Council’s other appropriate complaints processes or senior management for action. 

APPROPRIATE ACTION 
If a PID meets the Subjective or Objective Test (above), the organisation has a number of actions 

available to it depending on the nature of the PID including: 

1. Resolving the PID managerially; 

2. Conducting an internal audit, or a review of an issue or the operations of a particular area; 

3. Implementing or changing policies, procedures or practices; 

4. Formally investigating the allegations; or 

5. Referring the allegations to an appropriate external entity. 
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Depending on the nature of the PID, the PID Coordinator in consultation with the CEO may determine 

it appropriate to investigate and manage the PID internally or engage an external investigator to 

conduct an investigation. 

The investigator (internal or external) of a PID should be independent and not have an actual or 

potential conflict of interest in the matter. They should be separate from any workgroup that includes 

the discloser or the subject(s) of the PID. Where the allegation is serious, involves senior management 

or implicates a group of employees, it is recommended that the CEO or PID Coordinator may choose 

to employ outside investigators in order to ensure objectivity and remove any potential conflict of 

interest. 

At the commencement of an investigation, the discloser should be: 

1. Notified by the investigator that they have been appointed to conduct the investigation; 

2. Asked to clarify any matters; 

3. Asked to provide any additional material they might have; and 

4. Made aware that people might attempt to guess their identity. 

All interviews should be conducted in private, and care should be taken not to divulge any 

unauthorised information about the PID during the investigation process. Investigation techniques 

that are least likely to result in the discloser being identified include: 

1. Conducting an internal audit of an area, program or activity that covers, but is not focused 

solely on, the issues disclosed; 

2. Alluding to a range of possible triggers for an audit or investigation, without confirming any 

particular one or acknowledging that a PID has been made; and 

3. Ensuring that the discloser is also called for an interview if all other in the workplace are being 

interviewed. 

REFERRING A PID 
The organisation may (where appropriate) refer a PID to another public sector entity if the disclosure 

relates to conduct of the referral entity or an officer of the referral entity. A referral may also occur if 

the referral entity has the power to investigate or remedy the conduct of the entity that is subject to 

the disclosure. 

The table below provides guidance as to the powers of external referral entities to investigate various 

PIDs. 

Type of disclosure Appropriate External Agency 

Corrupt conduct Crime and Corruption Commission 
Maladministration Queensland Ombudsman 

Substantial misuse of public funds Queensland Audit Office 
Substantial danger to public health and safety Health Quality and Complaints Commission 

Substantial danger to health and safety of a 
person with a disability 

Disability and Community Care services 

Substantial danger to the environment Department of Environment and Resources 
Reprisal Crime and Corruption Commission 

NO ACTION REQUIRED 
The organisation may determine not to take any action in relation to a PID if any of the following 

occurs: 
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1. The substance of the disclosure has already been investigated of dealt with; 

2. It is reasonable that the disclosure should be dealt with by an alternative process; 

3. It is impractical to investigate the disclosure due to the age of the information contained in 

the disclosure; 

4. It is reasonable to believe that disclosure is too trivial to warrant investigation and that dealing 

with the disclosure would substantially and unreasonably divert the resources of Council from 

their use in the performance of its functions; or 

5. Another entity, that has jurisdiction to investigate the disclosure, has notified Council that the 

investigation of the disclosure is not warranted. 

Any decision to take no action in relation to a PID after an initial assessment must be considered 

carefully. The details of the PID and the reasons for not taking any action must be recorded. The 

discloser must also be notified in writing of the reasons for the decision not to take action. 

A decision to take no action in relation a PID after an initial assessment does not mean that the 

discloser does not need support and protection from reprisal. 

INAPPROPRIATE PIDS 
The following disclosures would not amount to a PID, and would not be covered by these procedures: 

• False or misleading information (i.e. intentional); 

• Information which does not satisfy a subjective or objective test (defined above); 

• Entirely a policy dispute; 

• Entirely an employee complaint (to be referred to Council’s employee complaint process); 

• A disclosure made to avoid disciplinary action; or 

• Frivolous (abuse of process). 

RIGHTS OF REVIEW 
If a decision is made that no action is required in regards to a PID, the discloser may request a review 

by the CEO within 28 days after receiving written reasons outlining why the organisation determined 

to take no action in relation to the PID. 

If the discloser is dissatisfied with the action taken on a decision relating to a PID, the further review 

options are shown in the following table. 

Type of Conduct relates to Review Options 

Corrupt conduct Crime and Corruption Commission 
Maladministration Queensland Ombudsman 

Reprisal Anti-Discrimination Commission Queensland; 
Queensland Industrial Relations Commission; 
Supreme Court. 

Any type of disclosure Judicial Review through the discloser’s own 
legal advisor 

Disciplinary action taken against an officer, 
transfer or appointment to another position, 

unfair treatment. 

Public Service Appeal through the Industrial 
Relations Commission. 

FALSE OR MISLEADING INFORMATION 
It is an offence (subject to significant penalty) under the PID Act to intentionally give information 

relating to a PID that is false or misleading. 
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COMMITMENT TO CONFIDENTIALITY 

Maintaining confidentiality is extremely important in the handling of a PID. Confidential information 

in this instance means: 

1. The fact that a PID has been made; 

2. Any information that may identify the discloser or any person who may be the subject of a 

PID; 

3. The actual information that has been disclosed; 

4. Information relating to the disclosure that, if known, may cause detriment. 

The organisation will ensure that the details of a PID, the investigation and related decisions will be 

kept secure. 

Whilst every attempt to protect confidentiality will be made, there will be occasions when the 

disclosure of the discloser’s identity may be necessary. These include: 

1. Providing natural justice to the subject officer; 

2. Responding to a Court Order or legal directive; and 

3. In Court proceedings. 

The fewer people who know about a PID both before and after it is made, the more likely it is that the 

organisation will be able to keep a discloser’s identity confidential, and protect he/she from reprisal. 

Disclosers are encouraged not to talk about their PID with colleagues or other unauthorised persons. 

COMMITMENT TO SUPPORT AND PROTECTION FOR DISCLOSERS 
Reporting a wrongdoing is rarely an easy experience and support – both informal and professional – 

is essential for a discloser. All disclosers will be supported by the organisation to ensure so far as is 

reasonably practical that they do not suffer harassment, victimisation or any other form of reprisal by 

colleagues or the officer/s subject of the disclosure. 

As soon as possible after receiving a PID, the CEO, PID Coordinator, or appropriate delegate must 

assess the risks of the discloser’s need for support and protection from reprisal. If required, protective 

measures must be proportionate to the risk of reprisal, and the potential consequences of a reprisal. 

If the risks are assessed as sufficiently high, a protection plan must be prepared to ensure the discloser 

is adequately protected. 

Actions of support from the organisation may include: 

• Acknowledging that making a PID was the right thing to do and is valued; 

• Making a clear statement that the organisation will support the disclosure; 

• Appointing an appropriate person (separate from the investigation unit) to ensure the 

discloser has appropriate support and protection; 

• Advising the discloser about the resources available to handle any concerns as a result of 

• making a disclosure; 

• Generating support for the discloser within their work unit; 

• Ensuring that any suspicions of victimisation or harassment are dealt with appropriately; 

• Maintaining ongoing contact with the disclosure; 

• Regularly checking on the discloser’s well-being. 

An employee who makes a PID has a right to apply for relocation within the organisation, if: 
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1. It is likely a reprisal will be taken against an employee if the employee continues in their 

existing work location; and 

2. The only practical way to remove or substantially remove the risk of a reprisal is to relocate 

the employee. 

All employees are obligated to notify the PID coordinator if they believe any staff member is suffering 

detriment as a result of reporting a wrongdoing. 

COMMITMENT TO RESPOND TO REPRISALS 
A reprisal is a detriment to the person as a result of making a PID. Reprisal may include any action 

that: 

• Causes personal injury or prejudice to safety; 

• Results in property damage or loss; 

• Intimidates or harasses; 

• Discriminates against or disadvantages the discloser’s career, profession, employment, trade 

or business; 

• Causes financial loss; and/or 

• Causes damage to reputation. 

A discloser who considers they are the subject of a reprisal should report it immediately to the PID 

Coordinator. Any staff member who becomes aware of a reprisal or suspect one may occur must 

report it to the PID Coordinator. 

Each allegation of reprisal must be taken seriously, reported and responded to. Each reprisal must be 

assessed separately from the initial PID as a separate PID. 

In the event of a reprisal being alleged or suspected, Council has a duty to support and protect the 

Council officer who made the initial PID by: 

• Attending to the safety of the discloser or any affected third parties as a matter of priority; 

• Reviewing and updating the risk assessment of reprisal and any protective measures needed; 

and 

• Managing any allegation of a reprisal as a PID in its own right. 

Disclosers of a reprisal will be informed of the progress of the investigation and the outcome of any 

investigation into the reprisal. 

Where evidence of a reprisal is established the organisation will take all steps possible to stop the 

reprisal and protect the discloser. The action taken by the organisation will depend on the 

circumstances and seriousness of the reprisal. Any employee found to be engaging in an activity that 

is deemed a reprisal under the PID Act will be subject to disciplinary action in accordance with 

Council’s Employee Code of Conduct and HR Disciplinary Procedures. 

It is important to note that unrelated disciplinary action or other work-related action against a 

discloser may be considered as reasonable management action and therefore not a reprisal under the 

PID Act. 

The table below outlines the relevant responsibilities in relation to reprisals. 
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RESPONSIBLE OFFICER RESPONSIBILITIES 

MANAGERS AND SUPERVISORS Not behave in a manner that causes, or attempts 
to conspire to cause, detriment to another 
person because they have made or may make a 
PID. 

PID COORDINATOR Report reprisal and arrange for appropriate 
investigation. 

DISCLOSURE Report reprisal 
SUBJECT OFFICER Not to behave in a manner that causes, or 

attempts to conspire to cause, detriment to 
another person because of a PID 

ALL EMPLOYEES/COUNCILLORS Not to behave in a manner that causes, or 
attempts to conspire to cause, detriment to 
another person because of a PID. 
Report any identified reprisals to CEO or PID 
Coordinator. 

COMMITMENT TO KEEPING THE DISCLOSER INFORMED 
The discloser must be provided with reasonable information from the CEO or PID Coordinator 

regarding the PID process, including: 

• The likely timeframes; 

• Their involvement in the investigation process; 

• The importance of maintaining confidentiality; 

• The protections under the Public Interest Disclosure Act 2010 that will apply; 

• That the entity will keep the information disclosed, including the discloser’s identity 

confidential, except as allowed under the Public Interest Disclosure Act 2010. 

• How they will be advised of progress and outcomes; and 

• Who to contact if they want further information or are concerned about reprisals. 

Regular follow ups with the discloser will also be arranged to keep them informed of the process. 

COMMITMENT TO RIGHTS OF THE SUBJECT OFFICER(S) 
The Council officer about whom a PID is made is likely to find the PID experience stressful. Once it is 

appropriate to advise the subject officer of the process, they will be reassured that the PID will be 

dealt with impartially, fairly, and reasonably, and is only an allegation until evidence collected shows 

otherwise. 

Subject officers will be provided with information about their rights, and the progress and outcome of 

any investigation. At an appropriate time, subject officers will be provided natural justice and given 

the opportunity to respond to an adverse allegation made about them before any adverse finding is 

made. 

COMMITMENT TO IMPROVING SYSTEMS AND PROCEDURES 
At the conclusion of the PID process, Council is committed to ensuring that the organisation is 

responsive and incorporates any recommendations or improvements to service delivery, business 

processes and internal controls that were identified during the PID process. 
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DISCLOSING PIDS 
It is important to note that unauthorised disclosure of a PID to any person may expose the discloser 

to disciplinary action and/or civil action. 

Accordingly, any person considering disclosing the contents of a PID to a member of the public 

(including a journalist) must check with the CEO and PID Coordinator to ensure that they are not 

breaching the confidentiality provision of the PID Act or any other of Council’s Policies and Procedures. 

COMMITMENT TO RECORD-KEEPING AND REPORTING, AND 

INFORMING THE OVERSIGHT AGENCY 
Council is committed to strict record keeping and reporting relating to PIDs. The PID Coordinator will 

maintain a register to record the following information, which must be provided (at appropriate times 

as the process is managed), to the Queensland Ombudsman via its electronic portal or as otherwise 

instructed: 

• The date a PID was received, and where is was received from; 

• The status of the discloser (e.g. entity staff, staff from another entity, member of the public, 

anonymous); 

• The gender and status of the subject officer (staff member, non-staff member); 

• The relationship between the discloser and the subject officer; 

• The location of the subject officer (geographical region); 

• A summary of the allegation/information received; 

• The involvement of an external agency/party; 

• The action taken to minimise any risk of reprisal; 

• Date inquiry/investigation commenced and completed; 

• The outcome of the assessment, inquiry/investigation; 

• The date the PID was resolved or closed; 

• When the outcome was advised to the discloser; 

• If no action was taken, the reasons for the decision; and 

• Other legal processes associated with the disclosure. 

Council will ensure that that all PID records are stored securely with restricted access and remain 

confidential. No details will be placed on personnel files. 

COMMITMENT TO REGULAR REVIEW 
This procedure will be reviewed annually and updated to ensure that improvements identified by 

Council and are incorporated into the procedure. 

Any legislative changes and additional recommendations or standards prescribed by the Queensland 

Ombudsman will be incorporated into the program as part of the review process. 

FUTHER INFORMATION AND ADVICE 
Further information regarding PIDs can be obtained from the following sources: 

• Council’s Corporate Division. 

• Council’s website and Council’s intranet; 

• The Queensland Ombudsman Advisory Service http://www.ombudsman.qld.gov.au/ 
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Appendix two: Summary of Roles and Responsibilities 

 


