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Course Objectives

• At the end of the session delegates will:

• Understand the legislation and standards governing raising concerns at work
• Understand the importance of raising concerns in an appropriate manner
• Understand the difference between a Grievance and a Public Interest 

Disclosure
• Understand their role and that of their manager with regard to raising 

concerns.
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ENSURING SAFE CARE

• The NHS is currently facing some difficult decisions about resources, 
care options and processes.

• There is a constant pressure to meet its commitments and provide 
high quality care.

• If an individual is aware that high quality care is threathened, sub-
standard or dangerous, they have a duty to make their concerns 
known.

• It is also the duty of those in charge to assess and act if necessary.
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WHAT IS 
WHISTLEBLOWING

• Whistleblowing is the term used when a 
worker passes on information concerning 
wrongdoing. In this guidance, we call that 
“making a disclosure” or “blowing the whistle”. 
The wrongdoing will typically (although not 
necessarily) be something they have witnessed 
at work.
• Whistleblowing law is located in the 
Employment Rights Act 1996 (as amended by 
the Public Interest Disclosure Act 1998). It 
provides the right for a worker to take a case to 
an employment tribunal if they have been 
victimised at work or they have lost their job 
because they have ‘blown the whistle’. 

www.belmatt.co.uk 4



WHEN CAN YOU ‘WHISTLEBLOW’

To be covered by whistleblowing law, a worker who makes a disclosure must reasonably believe two things.
Ø The first is that they are acting in the public interest. This means in particular that personal grievances and 

complaints are not usually covered by whistleblowing law. 
Ø The second thing that a worker must reasonably believe is that the disclosure tends to show past, present 

or likely future wrongdoing falling into one or more of the following categories: 
• criminal offences (this may include, for example, types of financial impropriety such as fraud) 
• failure to comply with an obligation set out in law 
• miscarriages of justice 
• endangering of someone’s health and safety 
• damage to the environment 
• covering up wrongdoing in the above categories 
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Public Interest Disclosure Act
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PIDA details six subject areas under which disclosures have to fit so as to be 
“qualifying disclosures”:

• criminal offences;
• failure to comply with legal obligations;
• miscarriages of justice;
• threats to health and safety of an individual;
• damage to the environment; or
• a deliberate attempt to cover up any of the above.
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The difference between a Grievance and Public Interest Disclosure

Grievance
When someone raises a grievance, this tends to be an issue, problem or complaint about their work, working 
conditions or employment rights. The person wishes to complain to management about their treatment and 
they have a personal interest in ensuring the issue is addressed

Public Interest Disclosure
A concern raised through a protected public interest disclosure (a whistleblow) tends to be about malpractice or 
serious wrongdoing such as dangerous or criminal activity which affects others (e.g. patients or service users, 
members of the public, or their employer). 



EMPLOYERS RESPONSIBILITY

• Recognise that workers are valuable eyes and ears
• Getting the culture right
• Training and Support
• Responsiveness
• Good Communication
• Resolving the Wrongdoing quickly

1 http://www.midstaffspublicinquiry.com/
2 https://freedomtospeakup.org.uk/the-report/
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NHS Constitution

The NHS Constitution, which applies to England, identifies 3 key expectations relating to 
whistle blowing, these being: 
Ø An expectation that staff should raise concerns at the earliest opportunity 
Ø A pledge that NHS organization’s should support staff by ensuring their concerns are 
fully investigated and that there is someone independent, outside of their team, to 
speak to.
Ø Clarity around the existing legal right for staff to raise concerns about safety, 
malpractice or other wrong doing without suffering any detriment. 
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NHS IMPROVEMENT

NHS Improvement is the operational name for the organisation that brings together 
Monitor, NHS Trust Development Authority (NHS TDA), Patient Safety, the National 
Reporting and Learning System, the Advancing Change team and the Intensive Support 
Teams. NHS Improvement is a combination of the continuing statutory functions and 
legal powers vested in these bodies 

Sir Robert Francis in his Freedom to Speak Up review, states that we need to develop a 
more open and supportive culture that encourages staff to raise any issues around
patient care, quality or safety.
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WHAT CAN YOU RAISE A CONCERN 
ABOUT?

• You can raise a concern about anything you think is harming the service your organisation delivers or 
commissions, that relates to NHS Improvement’s role. Just a few examples of this might include (but are by no 
means restricted to): 
• unsafe patient care 
• unsafe working conditions 
• inadequate induction or training for staff 
• a bullying culture (across a team or organisation rather than individual  Instances of bulling) 
• financial irregularities (suspicions of fraud can also be reported to your  organisation’s counter-fraud team) 
• conduct of board members /senior staff/colleagues
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WHO CAN RAISE CONCERNS

• Anyone who works (or has worked) in the NHS, or organisations using 
NHS services and includes agency workers, temporary workers, 
students, volunteers and governors, can raise concerns. 
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HOW DO YOU 
RAISE A 
CONCERN

• You can raise your concerns: 
• � by phone: 
• � or in writing (including email): 
• 020 3747 0900 
• enquiries@improvement.nhs.uk 
• Wellington House 133-155 Waterloo 
Road London
SE1 8UG 
• Whichever route you choose, please be 
ready to explain as fully as you can the 
information and circumstances that gave 
rise to your concern. 
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WHISTLEBLOWING FOR 
PRIMARY CARE
• Telephone: 0300 311 22 33
Email: england.contactus@nhs.net
•
General Post (including complaints): NHS England, 
PO Box 16738, Redditch, B97 9PT
• British Sign Language (BSL): If you use BSL, you 
can to talk to us via a video call to a BSL interpreter.
• Visit NHS England’s BSL Service.

• Please see guidance in handbook on steps to take 
when whistle blowing and expectations of response 
times.
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GOOD PRACTICE IN GENERAL 
PRACTICE

• Every general practice should have a policy for whistle blowing and clear methods for 
individuals to raise concerns 
• The entire general practice team should be aware of the practice’s policy as well as 
their rights and responsibilities 
• The general practice team should embed methods of raising concerns so that they 
become accepted and the norm of daily life 
• Where patients express concerns to their GP regarding another service, such 
information should be passed onto the appropriate organisations to investigate as 
required, including the provider themselves, the service commissioner and any relevant 
regulatory bodies, depending on the seriousness of the concern. 
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WHISTLEBLOWING AND 
PROTECTED DISCLOSURE

• All health professionals should be able to raise concerns about quality of care without any barriers –
cultural or organisational - getting in the way. 

• Under UK law, employers are prohibited from retaliating against whistleblowers provided the 
activities of the latter fall within the scope of a protected disclosure.

• If a whistleblower makes a protected disclosure and is later dismissed or subjected to a detriment (a 
word which the courts interpret broadly) by reason of having made that disclosure, then they will 
have an uncapped claim for compensation against their employer.

• Whistleblower protection has broad application across the workforce, applying not only to 
employees but those who fall within the nebulous in-between category of worker, many of whom 
work in the "gig economy".

• Moreover, unlike other statutory claims, there is no minimum qualifying period of service required; 
the protections apply from day one.
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EXAMPLE OF A RAISING A CONCERN 
POLICY

If raising it with your line manager (or lead clinician or tutor) does not resolve matters, or you do not feel able to raise it with them, you can 
contact one of the following people:
• Freedom to Speak Up Guardian (or equivalent designated person) [insert name(s) and contacts details] – this is an important role identified 
in the Freedom to Speak Up review to act as an independent and impartial source of advice to staff at any stage of raising a concern, with 
access to anyone in the organisation, including the chief executive, or if necessary, outside the organisation
� our risk management team [insert contact details]. If you still remain concerned after this, you can contact: 
� our executive director with responsibility for whistleblowing [insert name and contact details] 
� our non-executive director with responsibility for whistleblowing [insert name and contact details]. 
• All these people have been trained in receiving concerns and will give you information about where you can go for more support. 
• If for any reason you do not feel comfortable raising your concern internally, you can raise concerns with external bodies, 
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RAISING A CONCERN WITH AN 
OUTSIDE BODY

Alternatively, you can raise your concern outside the organisation with: 
• NHS Improvement for concerns about:
� How NHS trusts and foundation trusts are being run
� other providers with an NHS provider licence
� NHS procurement, choice and competition
� the national tariff 
• Care Quality Commission for quality and safety concerns 
• NHS England for concerns about: 
• Health Education England for education and training in the NHS 
• NHS Protect for concerns about fraud and corruption. 
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WHISTLEBLOWING

• The worker must disclose information (merely gathering evidence or 
threatening to make a disclosure is not sufficient).
• The information must relate to one of several prescribed wrongdoings of which 
the most frequently relied on and relevant are: a criminal offence, a breach of a 
legal obligation and a danger to the health and safety of an individual.
• The worker must have a reasonable belief that the information tends to show 
one of the relevant failures. The subject matter of the disclosure does not, in 
other words, have to be factually true provided it is made in a good faith.
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WHISTLEBLOWING

• Further, the worker must have a reasonable belief that the disclosure is in 
the public interest. The public in this context has been interpreted by the courts broadly. At the very 
least, the whistleblower must have in mind the interests of others besides his or herself, however, this 
need not extend to the general public as a whole, or even the entire workforce. It could be the 
workers at a particular site, or arguably even a subclass of workers.
• The disclosure must be made to the employer although, again, the scope of what constitutes 
the employer in this context has been interpreted widely and is likely to include a disclosure by a 
junior member of staff to a more senior member of staff, or even a non-executive director. Generally 
speaking, disclosures to third parties will not qualify for protection although there are exceptions, for 
example, in the case of regulatory bodies. However, a confidential report to a third party
whistleblowing organisation, the police, or the media, is unlikely to benefit from protection.
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Tips For Employees

• Read the whistleblowing policy and procedure where you work (This is sometimes called the Raising Concerns Policy)
• Raise the concern immediately or at the earliest opportunity
• Think about whether your concern can be discussed in an informal way
• Find out if other workers share your concerns
• Check your organisation’s policy to find out who you should report your concerns to
• Try to see if you can sort things out inside your organisation first
• When you report your concern, focus on as much factual information/evidence as possible
• Try to present the situation as clearly and with as much information as possible – either verbally or in writing
• Check out the process and what will happen next
• Keep track of what is happening
• Maintain confidentiality
• If you are not satisfied…
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What To Expect From Good 
Managers

• Will listen carefully to any worker raising a concern
• Will respond positively and clearly
• Will ensure a fair process of investigation
• Will assess how serious and urgent the risk is
• Will maintain good communication with the worker who raised the concern
• Will act fairly
• Will seek appropriate advice and/or support where required
• Will keep clear concise records of all discussions
• Will follow up with action
• Will ensure the process has a positive outcome.
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DEVELOPING STAFF AWARENESS OF 
WHISTLEBLOWING POLICY

• Hold a staff session or in larger organisations require managers to hold smaller, 
consistent team meetings 
• Make the policy accessible on the staff intranet 
• Appoint a whistleblowers’ champion to drive the commitment to valuing 
• whistleblowing and protecting whistleblowers within the organisation
• Use promotional posters around the building 
• Include the policy within induction packs for newcomers 
• Set the policy out in staff handbooks and contracts 
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GOOD PRACTICE WHEN DEALING 
WITH DISCLOSURES

• Have a facility for anonymous reporting 
• Treat all disclosures made seriously and consistently 
• Provide support to the worker during what can be a difficult or anxious time withaccess to mentoring, advice and counselling 
• Reassure the whistleblower that their disclosure will not affect their position at work 
• Document whether the whistleblower has requested confidentiality 
• Manage the expectations of the whistleblower in terms of what action and/or 
• feedback they can expect as well clear timescales for providing updates 
• Produce a summary of the meeting for record keeping purposes and provide a copy 
• to the whistleblower 
• Allow the worker to be accompanied by a trade union representative or colleague at any meeting about the disclosure, if they wish to do so 
• Provide support services after a disclosure has been made such as mediation and  dispute resolution, to help rebuild trust and relationships 
in the workplace 
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PRESCRIBED PERSONS

• A complete list of prescribed persons can be found here. 
(https://www.gov.uk/government/publications/blowing-the-whistle-list-of-
prescribed-people- and-bodies--2) 
• Prescribed persons have individual policies and procedures for handling 
concerns and complaints. Generally these will be accessible on their 
websites. 
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UNFAIR 
TREATMENT

If a whistleblower believes that they have been 
unfairly treated because they have blown the 
whistle they may decide to take their case to an 
employment tribunal. 
The process for this would involve attempted 
resolution through the Advisory, Conciliation 
and Arbitration Service (Acas) early conciliation 
service. 
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Whistleblowing: Guidance for Employers 

Information can be found at: 
www.acas.org.uk/conciliation and the Acas helpline 
can provide further advice. 
The Acas helpline details are: 
Telephone: 0300 123 1100 Textphone: 18001 030 
0123 1100 Monday to Friday, 8am to 8pm Saturday, 
9am to 1pm 



And FINALLY

• promote a culture, in the organization, where 
employees feel safe and encouraged to speak up 
• make sure all concerns are heard, investigated 
properly and the right support is on hand for employees
• protect vulnerable groups, such as student nurses and 
medical trainees, from intimidation 
• prevent discrimination against people who have been 
brave enough to speak up and help them get back into 
work. 
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RESOURCES

UK 
• Public Concern at Work 020 7404 6609 www.pcaw.org.uk
England 
• NHS and Social Care Whistle blowing Helpline 08000 724 725
www.wbhelpline.org.uk
Northern Ireland 
• Department of Health, Social Services and Public Safety 0289 0520 500
webmaster@dhsspsni.gov.uk
www.dhsspsni.gov.uk
Scotland 
• Healthcare Improvement Scotland
0131 275 6000 www.healthcareimprovementscotland.org
Wales 
• Wales Audit Office
01244 525 980 whistleblowing@wao.gov.uk www.wao.gov.uk
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