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1
1.1

Introduction
This policy provides guidance to ensure that staff can raise any matters of serious
concern they may have about the care that is given to service users of
Cambridgeshire and Peterborough NHS Foundation Trust (hereafter referred to as
the “Trust” or “CPFT”) and their carers, or any other serious issue of concern arising
from the operations of the Trust, including:
Health and Safety issues
Fraud
Breach of legal obligation
Criminal offence
Environmental damage
Miscarriage of justice
Discrimination.

1.2

This guidance takes into account the Public Interest Disclosure Act (PIDA) 1998
and protects individuals from workplace reprisals for raising a genuine concern. The
Trust will ensure that staff are protected from harassment or victimisation when
raising concerns in accordance with the guidance contained in this policy.

1.3

If concerns are of a suspicion of fraud or corruption then the Trust “Policy on AntiFraud & Bribery” will provide guidance on reporting concerns.

1.4

The Trust believes strongly that individual members of staff have both a right and a
duty to raise any matters of concern they may have about the care that its given to
service users, that they consider might be potentially detrimental to the interests of
service users, or any other serious issue of concern arising from the operations of
the Trust, including teaching and research practice. The Trust is committed to
dealing with genuine concerns responsibly, openly and professionally.
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2.1

Purpose
This policy aims to clarify the different responsibilities that staff have when raising
issues of concern about health, social care, equality matters and any other matters
relating to the Trust and its business. It is framed in the conviction that continuous
critical review is essential in maintaining and developing better standards of care.

2.2

The policy includes the responsibility of staff to raise issues of concern, procedures
that staff should follow when raising them and sets out how those issues will be
dealt with by the Trust. The manner in which this process is undertaken must
reflect the absolute duty of confidentiality that all staff have to service users.

2.3

Refer to Appendix 1 for a flowchart of the Whistleblowing Procedure.
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3.1

Scope
This policy applies to all employees of the Trust and other individuals performing
functions in relation to the Trust, such as agency workers and contractors are also
encouraged to use it.

3.2

If, however, an employee wishes to make a complaint about their employment or
how they have been treated, please use the grievance policy or Dignity at Work
Policy, which can be obtained via the Trust’s Intranet. If an employee has a concern
about financial misconduct or fraud, please see the Trust’s Anti-fraud and bribery
Policy.
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3.3

To qualify for the protection afforded by the Act staff must have a reasonable belief
that:
The Trust has committed, is committing, or is likely to commit a criminal offence;
or
The Trust has failed, is failing, or is likely to fail, to comply with a legal obligation;
or
A miscarriage of justice has occurred, is occurring, or is likely to occur;
The health and safety of any individual has been, is being, or is likely to be
damaged; or
The environment has been, is being, or is likely to be damaged; or
Information relating to any of the above has been, is being, or is likely to be
concealed, misrepresented or deliberately misleading.
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4.1

Duties and Responsibilities
The Trust Board
The Trust Board has responsibility for ensuring the organisation operates within
legal and mandatory requirements and staff that identify criminal activity or other
malpractice are adequately supported and protected.

4.2

The Chief Executive
The Chief Executive is responsible for investigating concerns that are bought to
their attention and to raise these with the Board as appropriate.

4.3

The Director of People & Business Development
The Director of People & Business Development has Board delegated responsibility
for this policy.

4.4

The Associate Director – People Services
The Associate Director – People Services has responsibility for the implementation
of this policy.

4.5

Staff Consultative Forum
The Staff Consultative forum has responsibility for the, monitoring and review of this
policy. Staff Side Representatives may also support staff in raising issues or raise
issues on behalf of staff to the relevant people.

4.6

Line Managers
Line Managers will ensure that:
Staff are supported to raise concerns
Concerns that are raised are investigated and recorded in line with this policy.
Concerns are reported to the relevant General Manager / Director when
received.

4.7

Local Counter Fraud Specialist (LCFS)
Where the complaint and/or concern relates to a potential fraud the LCFS will be
informed in order that they may participate in the investigation in liaison with Human
Resources and / or the investigating manager. Depending on the circumstances the
LCFS may be required to lead the investigation.
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4.8

Human Resources
HR will support and advise staff and managers with raising or dealing with concerns
and adhering to this policy.

4.9

Employees, contractors and other staff
Employees and other workers must raise their concerns within the guidelines of this
policy and must act in good faith at all times.
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5.1

Definitions
Whistleblowing
Whistleblowing is defined as ‘making a disclosure in the public interest’.
Whistleblowing occurs when an employee or worker provides certain types of
information, usually to the employer or a regulator, which has come to their
attention through work. The disclosure may be about the alleged wrongful conduct
of the employer, or about the conduct of a fellow employee, client, or any third
party. The whistleblower is usually not directly, personally affected by the danger or
illegality, although they may be.

5.2

Prescribed Person
A prescribed person is essentially a regulator i.e. someone, other than an employer,
to whom a disclosure may be made in relation to certain matters. For example,
Local Authorities, the Health & Safety Executive and the Office of Fair Trading are
prescribed persons. The conditions for making such a disclosure are more stringent
than the conditions for making a protected disclosure to the employer.
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6.1

Trust Commitment
The Board and the Chief Executive and the Trades Unions are committed to this
policy. If employees raise a genuine concern under this policy, they will not be at
risk of losing their job or suffering any detriment (such as a reprisal or victimisation).

6.2

Provided employees are acting in good faith, it does not matter if they are mistaken
or if there is an innocent explanation for an employee’s concern. Employees will
not necessarily be asked to prove it. Of course the Trust do not extend this
assurance to someone who maliciously raises a matter they know is untrue

6.3

With these assurances, the Trust hope employees will raise their concern openly.
However, we recognise that there may be circumstances when employees would
prefer to speak to someone in confidence first. If this is the case, please say so at
the outset. If employees ask us not to disclose their identity, the Trust will not do so
without their consent unless required by law. Employees should understand that
there may be times when we are unable to resolve a concern without revealing their
identity, for example where the employee’s personal evidence is essential. In such
cases, the Trust will discuss with the employee whether and how the matter can
best proceed.

6.4

If employees do not tell us who they are it may be much more difficult for the Trust
to look into the matter. The Trust will not be able to protect the employee’s position
or to give the employee feedback. Accordingly it should not be assumed we can
provide the assurances we offer in the same way if an employee reports a concern
anonymously.

6.5

It is recognised that for some individuals, raising a concern under this procedure
7

may be a daunting and difficult experience. An individual may choose to be
accompanied by a work colleague or union representative at any stage of the
procedure.
6.6

It is possible that the matter is more appropriately dealt with under the Trust’s
Complaints Procedure or Trust’s Grievance Procedure.
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How to raise a concern

7.1

If the employee is unsure about raising a concern at any stage they can get
independent advice from a trades union representative, professional body or Public
Concern at Work (see contact details under appendix 3 below). Please remember
that the employee does not need to have firm evidence before raising a concern.
However, the Trust do ask that the employee explains as fully as they can the
information or circumstances that gave rise to their concern.

7.2

The Trust’s Whistleblowing Phone Line is a dedicated and confidential
answerphone service where staff are able to raise concerns about any issues they
have relating to malpractice or wrong doing

7.3

Concerns can be raised by following any of the “stages” below. The Trust
recommends that the stages are followed in order; however staff may choose to
bypass a section. For example, if the concern is about an individual’s manager, they
may want to start at stage two. The flowchart in appendix 1 summarises this.

7.3.1 If an employee feels they are unable to tell their employer, they can report their
concern to a prescribed person. However, employees can only tell the prescribed
person or body if they think their employer:
will cover it up
would treat them unfairly if they complained
hasn’t sorted it out and they’ve already told them
7.3.2 For a list of prescribed people, please refer to
https://www.gov.uk/government/uploads/system/uploads/attachment_data/file/1833
40/11-641-blowing-the-whistle-to-a-prescribed-person.pdf
7.4
Stage one
7.4.1 Concerns should, in the first instance be raised with the line manager or lead
clinician who will undertake any necessary investigation and give a verbal response
within 7 calendar days.
7.4.2 The Line Manager / Lead Clinician should complete a Datix ensuring that the report
recognises that this is whistleblowing. The report will then be sent to the manager’s
Line Manager and to the relevant HR Business Partner. The manager’s Line
Manager will be responsible for the whistleblowing as well as confirming any actions
required and ensuring the actions are carried out and reporting back to the relevant
individuals.
7.4.3 The above process will also be followed from calls taken from the Whistleblowing
Phone Line.
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7.5
Stage two
7.5.1 Where there are continuing concerns following the response given at stage one (or
stage one has been bypassed) the individual should report the issue to the relevant
General Manager / Service Manager or via the Whistleblowing Phone Line.
7.5.2 The General Manager / Service Manager will be responsible for completing the
Datix report ensuring this information goes to their Line Manager and HR Business
Partner. The General Manager / Service Manager is responsible for ensuring the
relevant investigation is undertaken and any actions resulting from the
whistleblowing and the investigation are complete and reported to the their Line
Manager and HR Business Partner.
7.6
Stage three
7.6.1 Where there are continuing concerns following the response given at stage two (or
stage two was bypassed) concerns should be put in writing marked private and
personal (including copies of all previous correspondence) and submitted to the
Chief Executive, with the individual retaining copies:
Aidan Thomas
Chief Executive
Elizabeth House
Fulbourn Hospital
Fulbourn
Cambridge
Tel: 01223 726758
7.6.2 The Chief Executive will nominate a member of the Trust Board to investigate the
concerns raised. The Trust Board Member will report back to the Chief Executive
on their investigation and the recommended actions. The responsibilities of
ensuring those actions are undertaken are jointly held by the Trust Board Member
and the Chief Executive.
7.7

Monitoring and Recording Whistleblowing Concerns & Subsequent Actions
All concerns that are received will be recorded to ensure that the concern is dealt
with and any actions that are required are taken. It is important that the Trust
feedback to staff that have raised concerns to ensure that they know that the
concern has been taken seriously and that their concerns have been addressed. If
the concern is left anonymously on the Whistleblowing Helpline, the actions will be
recorded and the individual is able to seek feedback should they so wish. Any
lessons learnt through the raising of whistleblowing concerns should be fed back
during the Trust’s normal communication methods.
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8.1

Reference to Other Bodies
All staff will retain the right to consult and seek guidance and support from their
professional organisation or trade union, and from statutory bodies recognised by
the Trust such as the Nursing and Midwifery Council, General Medical Council and
the Health Care Professions Council. Indeed, staff are actively encouraged to seek
advice from representative bodies. This right also extends to staff approaching their
Member of Parliament, in confidence, or a legal adviser in the course of receiving
legal advice, or ‘Public Concern at Work’.

8.2

Where a staff member has a concern about the care of a service user detained
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under the Mental Health Act 1983, they may consider referring the matter to the
Mental Health Act Commission, but only where this local procedure has failed to
properly address and resolve the concern.
8.3

Patients detained under the Mental Health Act 1983 have a right to request a legal
representative at a tribunal to review their detention. Staff may be approached by a
service user to speak on their behalf. In such cases, the staff member should seek
guidance from the most Senior Manager responsible for that particular service or
the Director of Nursing.

8.4

Details of useful contacts can be found in appendix 3.
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9.1

Independent advice
If employees are unsure whether to use this policy or they want confidential advice
at any stage, employees may contact their trades union, professional body or the
independent whistleblowing charity Public Concern at Work on 020 7404 6609 or by
email at helpline@pcaw.co.uk. Their lawyers can talk employees through their
options and help the employee raise a concern about malpractice or wrongdoing at
work.

9.2

It is important for the member of staff who is considering a public disclosure to
understand that the nature of the disclosure must be exceptionally serious and that
they must believe that the allegation is substantially true

9.3

The member of staff making the public disclosure should ensure that the principles
of confidentiality are adhered to. In addition, the member of staff should be aware
that there are penalties for making a public disclosure without following internal
procedures of confidentiality.

9.4

Staff should always ensure that all internal procedures for raising the concern are
completely exhausted before raising the concern externally, failure to follow the
internal processes for raising concerns, where an employee has not acted in good
faith, may result in disciplinary action.
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10.1

Monitoring Compliance
Whistleblowing concerns will be monitored via the log of calls to the Whistleblowing
Phone Line and via the Datix System. Any other concerns that are received and
perceived to be whistleblowing, will be reported to the monitor of the whistleblowing
helpline

10.2

A quarterly report will be produced which will be feedback to the Workforce
Executive and the Trust Staffside Consultative Forum.
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Appendix 1 – Whistleblowing Flowchart
Model Process Flowchart for Raising Concerns
You should seek to highlight your concern informally where possible or by calling the CPFT Whistleblowing Line on 01223 885700. Advice
and support is available throughout this process. You can contact your trades union, HR, professional regulator, professional body or,
alternatively advice can be sough through the National Whistleblowing Helpline on 0800 072 4725.

Seek advice

You have a concern that you would like to raise
Access your local whistleblowing / raising concerns policy
Know how to proceed

Still do not know how to proceed
Seek Advice

Raise concern
informally

Can you raise your concerns with your line manager
No

Yes
Discuss your concern informally with
your line manager

Resolved

Not resolved
Can you raise your concern formally with a designated senior manager

Raise concern formally

Yes
Raise your concern formally with the designated senior manager
Timescales and confidentiality agreed between the designated senior manager and concern raiser
No

Investigation manager appointed and fact finding / investigation process takes place in line with internal
policy
Action taken as appropriate – Investigation manager feeds back to designated senior manager
Designated senior manager feeds back to concerns raiser

Resolved

Escalate
externally

Escalate
internally

Not resolved

Raise your concern with the chief executive

Resolved

Not resolved
Always seek additional advice and support before deciding whether to raise a concern externally
Refer externally to prescribed person, regulator or other external body with the responsibility to act /
intervene as defined in the Public Interest Disclosure Act

Raising a public interest (whistleblowing) concern.
A public interest concern may include where:
- someone’s health and / or safety has been put in danger because of an action or inaction;
- damage has been caused to the environment;
- a criminal offence has been committed;
- an employer fails to obey the law (such as not having appropriate insurance);
- a malpractice or wrong-doing has been covered up.
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Appendix 2 – External Contacts
Public Concern at Work
Whistleblowing Advice Line: 020 7404 6609
General enquiries: 020 3117 2520
Email: whistle@pcaw.org.uk
Address: 3rd Floor, Bank Chambers, 6 - 10 Borough High Street, London SE1 9QQ
NHS Counter Fraud and Security Management Services (CFSMS)
Tel: 020 7895 4500
Address: Weston House, 246 High Holborn, London WC1V 7EX
Local Counter Fraud Service
Sarah Catterall
M 07881 811902
sarah.catterall@bakertilly.co.uk
Address: Baker Tilly Business Services Ltd, Cedar House, Breckland, Milton Keynes
MK14 6EX
Care Quality Commission (CQC)
Finsbury Tower, 103–105 Bunhill Row, London EC1Y 8TG
Tel: 020 7448 9200
Monitor
4 Matthew Parker Street, London SW1H 0NP
Tel: 020 7340 2400
Audit Commission
1st Floor, Millbank Tower, Millbank, London SW1P 4HQ
Tel: 0844 798 1212
or 020 7828 1212
National Patient Safety Agency (NPSA)
4–8 Maple Street, London W1T 5HD
Tel: 020 7062 1620
Professional Regulators
General Medical Council
Regents Place, 350 Euston Road, London NW1 3JN
www.gmc-uk.org
Tel: 0161 923 6602
Health Care Professions Council
Park House, 184 Kennington Park Road, London SE11 4BU
www.hpc-uk.org
Tel: 0845 300 4472 or 020 7840 9802
Nursing and Midwifery Council
23 Portland Place, London W1B 1PZ
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www.nmc-uk.org
Royal Pharmaceutical Society of Great Britain
1 Lambeth High Street, London SE1 7JN
www.rpsgb.org.uk
Tel: 020 7735 9141

Trade Unions
http://nww.intranet.cpft.nhs.uk/Governance/Pages/Trade%20Unions.aspx
Royal College of Nursing (RCN)
RCN Eastern Region,
Abbotsgate House, Hollow Road, Bury St Edmunds, Suffolk, IP32
01284 763326
0845 4567846
http://www.rcn.org.uk/
UNITE
Transport House, 84 Springfield Road, Chelmsford, Essex CM2 6JY
http://www.unitetheunion.org
BMA
http://www.bma.org.uk
UNISON
St Edmunds House, Lower Baxter Street Bury St Edmunds Suffolk
National No.0845 355 0845.
http://www.Unison.org.uk/
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