WHISTLEBLOWING PROCEDURE
INTRODUCTION
This procedure applies to all employees, volunteers and officers of the Hospice. Other
individuals performing functions in relation to the Hospice, such as agency workers and
contractors, are also encouraged to use it.
It is important to the organisation that any fraud, misconduct or wrongdoing by workers or
officers of the Hospice is reported and properly dealt with. The organisation therefore
encourages all individuals to raise any concerns that they may have about the conduct of others
in the Hospice or the way in which the Hospice is run. This policy sets out the way in which
individuals may raise any concerns that they have and how those concerns will be dealt with.
The responsibility of staff to have a duty of welfare and safeguarding for those they care for
comes above and beyond feelings of loyalty towards colleagues.
RESPONSIBILITY / ACCOUNTABILITY
Ultimate responsibility



Chief Executive Officer (CEO): to ensure that staff, patients, visitors, volunteers and others
are confident that the culture will be open to change and that reporting poor practice will not
prejudice the member of staff in any way.
To report incidents to the Board of Trustees through the relevant committee. To report and
refer to external agencies where appropriate, e.g. Care Quality Commission.

First line responsibility


Line managers: to ensure prompt and fair investigation. For recording allegations and
outcomes. For reporting to HR / CEO.

Additional responsibility


All employees: to ensure that they practice in line with the organisation’s philosophy,
policies and procedures, for taking responsibility for reporting any concerns about poor
practice.
 Board of Trustees: to review information following the investigation of an incident of
‘whistle blowing’ through the relevant committee, and for commenting on the development of
improved systems, policies and practice. The Chairman of the Board must be informed
immediately by the relevant manager of allegations relating to the CEO.team to help support
the organisation to become a more open, transparent place to work. For further information
please click the following link:
Policy Monitoring and Review
Records will be kept of all concerns raised under this policy and subsequent actions and
outcomes. Records will be confidential and retained in accordance with the hospices Data
Protection procedures
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BACKGROUND
The law provides protection for workers who raise legitimate concerns about specified matters.
These are called “qualifying disclosures”. A qualifying disclosure is one made in the public
interest by a worker who has a reasonable belief that:


A criminal offence;



A miscarriage of justice;



An act creating risk to health and safety;



An act causing damage to the environment;



A breach of any other legal obligation; or



Concealment of any of the above;

is being, has been, or is likely to be, committed. It is not necessary for the worker to have proof
that such an act is being, has been, or is likely to be committed – a reasonable belief is
sufficient. The worker has no responsibility for investigating the matter – it is the organisation’s
responsibility to ensure that an investigation takes place.
An employee who makes such a protected disclosure has the right not to be dismissed,
subjected to any other detriment, or victimised, because he/she has made a disclosure.
The organisation encourages employees to raise their concerns under this procedure in the first
instance. If a worker is not sure whether or not to raise a concern, he/she should discuss the
matter with his/her line manager or the HR Team.
You may feel worried about raising a concern but please don’t be discouraged if you’re in doubt.
St Elizabeth abides by its legal Duty of Candour1 and its managers are committed to an open
and honest culture. Don’t wait for proof. We would like you to raise the matter while it is still a
concern. It doesn’t matter if you turn out to be mistaken as long as you are genuinely troubled. If
in doubt, always raise a concern.
If you raise a genuine concern under this policy, you will not be at risk of losing your job or
suffering any form of reprisal as a result. We will not tolerate the harassment or victimisation of
anyone raising a concern. Nor will we tolerate any attempt to bully or coerce you into not raising
any such concern. Any such behaviour is a breach of our values as an organisation and, if
upheld following investigation, could result in disciplinary action.
PRINCIPLES
 Everyone should be aware of the importance of preventing and eliminating wrongdoing at
work. Workers should be watchful for illegal or unethical conduct and report anything of that
nature that they become aware of.


Any matter raised under this procedure will be investigated thoroughly, promptly and
confidentially, and the outcome of the investigation reported back to the worker who raised
the issue.



No worker will be victimised for raising a matter under this procedure. This means that the
continued employment and opportunities for future promotion or training of the worker will
not be prejudiced because he/she has raised a legitimate concern.



Victimisation of a worker for raising a qualified disclosure will be a disciplinary offence.

1

Health and Social Care Act 2008 (Regulated Activities) Regulations 2014: Regulation 20.

Page 2 of 3



If misconduct is discovered as a result of any investigation under this procedure the
organisation’s disciplinary procedure will be used, in addition to any appropriate external
measures.



Maliciously making a false allegation is a disciplinary offence.



An instruction to cover up wrongdoing is itself a disciplinary offence. If told not to raise or
pursue any concern, even by a person in authority such as a manager, workers should not
agree to remain silent. They should report the matter to a member of the Senior
Management Team (SMT).

This procedure is for disclosures about matters other than a breach of an employee’s own
contract of employment. If an employee is concerned that his/her own contract has been, or is
likely to be, broken, he/she should use the organisation’s grievance procedure.
ISSUES THAT MAY BE RAISED UNDER THE POLICY
 Victimisation or intimidation
 Malicious behaviour
 Poor practice
 Racial or sexual harassment of bullying
 Theft or abuse of Hospice property
 Any issues relating to the protection of children or vulnerable adults.
PROCEDURE
1. Any employee or volunteer who has any concern should speak at the earliest opportunity to
their line manager in the first instance. Where employees or volunteers are not comfortable
speaking to their line manager, they should speak to another independent manager in whom
they feel confident, the Freedom to Speak Up Guardian or a member of the HR Team. The
line manager will arrange an investigation into the matter, either by investigating the matter
him/herself or by immediately passing the issue to someone in a more senior position.
2. Every attempt will be made to preserve the employees / volunteer’s anonymity, but if the
allegation is serious, or disciplinary or other procedures must be followed, or outside
referrals are made, this may not be possible.
3. The employee / volunteer who is reporting an incident will not be involved in the
investigation of the incident, but will be informed of the outcome where possible.
4. Confidentiality will be respected at every stage, within the parameters of the best interests of
patients and the organisation.
5. Legal and other advice and help will be taken where necessary, for example, through
professional bodies such as the Royal College of Nursing.
6. Malicious allegations will be dealt with through the organisation’s disciplinary process.
7. Members of staff and volunteers will be reminded of their opportunities for confidential group
or individual support following incidents and investigations.
8. If the employee or volunteer who raised the concern feels that the issue has not been dealt
with appropriately, they have the right to appeal. Any appeal should be made in writing to
the CEO, within five working days of the decision being communicated to them.
The Hospice reserves the right to amend and update this policy as required. For the avoidance
of doubt, this policy does not form part of employees’ contracts of employment.
Reviewed by Faye Hendin, HR Business Partner
APPROVED BYTHE GOVERNANCE COMMITTEE, FEBRUARY 2019
TO BE REVIEWED, FEBRUARY 2021
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