
 

CCG Whistleblow ing Policy – April 2013 

 

HUMAN RESOURCES POLICY 

 

 

WHISTLEBLOWING 
 

 

Policy Number: HR35 

Version Number: 2.0 

Issued Date: December 2013 

Review Date: May 2015 

 

Sponsoring Director: Michelle McGuigan 

Prepared By: Janice Chalmers 

Consultation Process: Partnership Forum 

Formally Approved:  

 

Policy Adopted From: BSA HR35 Whistleblowing Policy 

Approval Given By: n/a 

 

Document History 

Version Date Significant Changes  

1 April 2013 n/a 

2 December 2013 Changes according to recent 
legislation and advice from Counter 

Fraud 
 

Equality Impact Assessment 

Date Issues 

22.03.13 None 
 

Policy Validity Statement 

This policy is due for review on the latest date shown above.  After this date, policy 
and process documents may become invalid.  Policy users should ensure they are 
consulting the currently valid version of the documentation.  

 



CCG Whistleblow ing Policy – December 2013 

 
2 

CONTENTS 
 

  
 
1.0 POLICY STATEMENT 3 

2.0 PRINCIPLES 3 

3.0 THE PUBLIC INTEREST DISCLOSURE ACT 1998 4 

4.0 BRIBERY ACT  5 

5.0 

6.0 

ENTERPRISE & REGULATORY REFORM ACT 

BRIBERY, FRAUD AND CORRUPTION 

5 

5 

7.0 CONFIDENTIALITY 5 

8.0 GUIDANCE FOR REPORTING 6 

9.0 INVESTIGATING PROCESS 6 

10.0 HELP AND ADVICE 7 

11.0 EQUALITY STATEMENT 7 

12.0 MONITORING AND REVIEW 8 

 

Appendices 

  

1 GUIDANCE TO STAFF – Speaking Up on Issues of 

Concern – Guidance from Counter Fraud 

 

9 

2 COUNTER FRAUD SERVCES REFERRAL FORM 

(CFS1) 
 

15 

3 EQUALITY IMPACT ASSESSMENT 16 



CCG Whistleblow ing Policy – December 2013 

 
3 

1.0 POLICY STATEMENT 

 
1.1 The CCG is committed to the principle of public accountability. The CCG will investigate 

genuine and reasonable concerns expressed by employees relating to malpractice 

within the organisation, and will ensure that employees are not discriminated against or 

suffer a detriment as a result of making such a disclosure, as laid down by the Public 
Interest Disclosure Act 1998 (PIDA) and Enterprise and Regulatory Reform Act 2013 

(ERRA).  

1.2 The CCG encourages all individuals to raise any concerns that they may have about 
the conduct of others in the organisation or the way in which it is run. 

1.3 This policy applies to all employees and any agency or contract staff whilst they are 

working at the CCG and is in accordance with the organisation’s Equality and Diversity 
policy.  

1.4 This policy incorporates the requirements of the Public Interest Disclosure Act 1998, the 
Bribery Act 2010 and the Enterprise and Regulatory Reform Act 2013. 

Values and Behaviours  

1.5 The three fundamental public service values underpinning the NHS and all public sector 
work, specified by the NHS Code of Conduct for Boards published by the NHS 

Executive in April 1994 are Accountability, Probity and Openness.  All those who work 

in the public sector should be aware of, and act in accordance with, these values.  
Acting with honesty and integrity forms a cornerstone of the public sector values.  

1.6 The organisation is a public sector body and its employees are required to be honest 
and impartial in the conduct of their business.  All employees of the CCG should be 

aware of the Standards of Business Conduct documentation.  The CCG is absolutely 

committed to maintaining an honest, open and well-intentioned atmosphere within the 
organisation.   

1.7 All employees have a duty to report instances where they witness others failing to 

demonstrate the expected levels of integrity in their working life.  This will include 
bribery, fraud, corruption or bringing the CCG, the NHS or wider public service in to 

disrepute.  

Aims and Objectives 

1.8 This policy aims to:  

 encourage employees to feel confident in raising serious concerns regarding the 
practice of the organisation,  

 provide avenues for employees to raise those concerns and receive feedback on 

any action taken,  

 ensure that employees receive a response to their concerns,   

 reassure employees that they will be protected from possible reprisals,  subsequent 

discrimination, victimisation or disadvantage if they have a reasonable belief that 
they have made any disclosure in good faith.  

 

2.0       PRINCIPLES 

2.1 Any matter raised under this procedure will be investigated thoroughly, promptly and 

confidentially and the outcome of the investigation reported back to the employee who 
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raised the issue. 

2.2  All employees will be made aware of the policy on joining the organisation and will be 
encouraged to read and understand its process. All existing staff will be made aware of 

the policy and regular training sessions will be organised for management of staff.  

2.3  No employee will be victimised for raising a matter under this procedure for raising a 
legitimate concern.  

2.4  In the event that misconduct is discovered as a result of any investigation under this 

procedure the organisation’s disciplinary procedure will be invoked in addition to any 
external measures 

2.5  Where it can be demonstrated that an employee knowingly supplied false information 

when raising a concern the organisations disciplinary procedure will be invoked  

2.6  The CCG will treat all such disclosures in a confidential and sensitive manner. The 

identity of the individual making the allegation may be kept confidential so long as it 
does not hinder or frustrate any investigation. However, the investigation process may 

reveal the source of the information and the individual making the disclosure may need 

to provide a statement as part of the evidence required. 

 

2.6  This policy encourages individuals to put their name to any disclosures they make. 

Concerns expressed anonymously are much less credible, but they may be considered 
at the discretion of the CCG. 

 
In exercising this discretion, the factors to be taken into account will include: 

 

 The seriousness of the issues raised  

 The credibility of the concern  

 The likelihood of confirming the allegation from attributable sources  

 

3.  THE PUBLIC INTEREST DISCLOSURE ACT 1998 

3.1 The above act provides protection for employees who raise legitimate concerns about 

specified matters. These are called “qualifying disclosures”. A qualifying disclosure is 
one made in good faith by an employee who reasonably suspects: 

 a criminal offence; 

 a miscarriage of justice; 

 an act creating risk to health and safety; 

 an act causing damage to the environment; 

 a breach or failure to comply with any legal or professional obligation or regulatory 
requirement 

 bribery 

 financial fraud or mismanagement 

 unauthorised disclosure of confidential information 

 a concealment of any of the above is being or is likely to be committed.  

 
It is not necessary for the employee to have proof that such an act is being, has been, 

or is likely to be committed, a reasonable belief is sufficient. 
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4.  THE BRIBERY ACT 2010  

4.1 The above act makes it a criminal offence to give a promise or offer a bribe or request, 
or agree or receive a bribe.  It also sets out a corporate offence of failing to prevent 

bribery by an organisation not having adequate preventative procedures in place.  This 

includes operating through an “agent/subsidiary or other associated person”.  

 
5. THE ENTERPRISE AND REGULATORY REFORM ACT 2013 

 

5.1 The Enterprise and Regulatory Reform act 2013 which came into force in June 2013 

introduced a number of important changes to employment law and tribunal procedures, 

to: 
 

 ensure protected disclosures are only those that are in the public interest and not 
purely in ‘good faith’. 

 Clarify that complaints about breaches of an employee’s own contract of 

employment should be raised as an internal grievance 

 Introduce redress for people who suffer detriment at the hands of a co-worker after 

making a protected disclosure. 

  

6.  BRIBERY, FRAUD AND CORRUPTION  

6.1 The CCG is committed to the elimination of any bribery, fraud and corruption within the 

organisation and to the rigorous investigation of any such cases.  

6.2 One of the basic principles of public sector organisations is the proper use of public 

funds and this would include the assets bought through public funds.  It is therefore 
important that all CCG employees are aware of the rules against any acts involving 

bribery, dishonesty, corruption or damage to organisation property.  For simplicity all 

such offences are hereafter referred to as “fraud”.    

6.3 The CCG wishes to positively encourage anyone with reasonable suspicions of fraud to 

report them, whilst ensuring that no employee will suffer in any way as a result of 

reporting reasonably held suspicions.  All such concerns will be treated in confidence, 
wherever possible, and properly investigated.  

6.4 Where instances of theft are identified these should be reported immediately to a line 

manager or in the event of the suspicion falling on that person, the Chief Finance 
Officer who, where appropriate, will arrange for the matter to be referred to the police 

for investigation.  

 
7. CONFIDENTIALITY  

 

7.1 Employees raising a concern should be aware of the need to follow this procedure and 

in particular to maintain confidentiality. Allegations of Breaches in Confidentiality will be 
dealt with using the appropriate procedures, through the use of the Disciplinary Policy.  

 

7.2 The identity of the individual who has raised a concern will be protected on request and 
will not be disclosed without consent. Whether and how to proceed will be discussed 

with the whistleblower if the situation arises where the concern cannot be resolved 
without revealing their identity (for example, because there is an internal investigation 

or evidence is needed in court).  
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7.3 Any employee raising a concern must be aware that they may be asked to present 

evidence to substantiate any allegations made, and/or to provide a written statement. In 
addition, they may be asked to explain their allegations during any disciplinary 

proceedings that may result from them.  

 
7.4 Victimisation of staff who raise concerns reasonably and responsibly is prohibited under 

the Public Interest Disclosure and Enterprise and Reform Acts. The CCG will ensure 

that staff are protected from victimisation in these circumstances.  

 

 
8.  GUIDANCE FOR REPORTING  

 
8.1 This document lays down the procedure for staff to follow if they have genuine 

concerns about any malpractice connected with the organisation, without fear of 

adverse repercussions to the individual.  The dismissal of any employee for making 
such a disclosure will be automatically unfair.   

Reporting Process  

8.2 If staff believe they have a concern about risk, malpractice or wrongdoing at work or 

have reason to suspect a colleague, contractor, patient or other person of fraud, or an 

offence against the CCG or a serious infringement of CCG or NHS rules, they have a 
responsibility to inform a senior member of staff.  Normally staff should inform their line 

manager but if this is not appropriate (possibly because of the implication of the line 

manager) then staff should inform the Chief Finance Officer in cases of alleged 
financial wrongdoing or the CCG Chief Officer.  

8.3 All instances of fraud should be reported to the Chief Finance Officer or the Local 

Counter Fraud Specialist (LCFS).  

8.4 There may be some instances where staff feel they would rather report the matter 

externally.  If this is the case they can contact the NHS National Fraud and Corruption 
Reporting Line on 08000 724 725 (Monday – Friday 0800 – 1800), or report online at 

www.reportnhsfraud.nhs.uk.  

8.5 Concerns/referrals may be made by telephone, email, letter or the completion and 
submission of the CFS 1 Referral form (Appendix 1)  

8.6 This procedure is intended to provide employees with an opportunity within the 

organisation to raise concerns.  If, however, they are not satisfied with any action taken 
and feel it is right to take the matter outside the CCG, they should ensure that they do 

not disclose information which should properly remain confidential.  Employees will 
need to confirm this with the person or organisation they decide to contact.  

8.7 Appendix 1 provides additional guidance to staff and managers. 

8.8 Appendix 2 shows the CFS 1 referral form that may be used (if staff feel it appropriate) 
to report concerns.  

9.  INVESTIGATING PROCESS  

 
9.1 Due to the varied nature of these sorts of complaints, which may involve internal 

investigators and / or the police, it is not possible to lay down precise timescales for 

such investigations. The investigating officer should ensure that the investigations are 
undertaken as quickly as possible without affecting the quality and depth of those 

 

http://www.reportnhsfraud.nhs.uk/
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investigations. 

9.2 Responsibility for investigating fraud has been delegated to the Chief Finance Officer, 
who will be supported in this role by the LCFS and NHS Protect.  

9.3 If there are grounds for suspicion of a person’s involvement in an offence then they will 
be invited by the LCFS or NHS Protect to attend an interview under caution, with legal 

representation if they so wish.  

9.4 The Human Resources Service shall advise those involved in the investigation in 
matters of employment law and other procedural matters.  

9.5 Any potential disciplinary matters will be dealt with by the CCG whilst criminal cases will 

be progressed by the LCFS or NHS Protect.  In the event that civil action is necessary 
to recover lost funds this will be taken by the CCG with the assistance of the LCFS or 

NHS Protect.  

9.6 If the complainant is not satisfied that their concern is being properly dealt with by the 
investigating officer, they have the right to raise it in confidence with the Chief Officer / 

Chair, or one of the designated persons described above. 
 

9.7 If the investigation finds the allegations unsubstantiated and all internal procedures 

have been exhausted, but the complainant is not satisfied with the outcome of the 
investigation, the CCG recognises the lawful rights of employees and ex-employees to 

make disclosures to prescribed persons (such as the Health and Safety Executive, the 

Audit Commission, or the utility regulators), or, where justified, elsewhere. 

 
10.  HELP & ADVICE 
 

10.1 At any point either before raising the concern or at any stage in this procedure an 

employee may involve a Trade Union or Professional Association Representative who 
will be able to provide help and advice. 

 
10.2 Free, independent and confidential advice can be obtained from the Whistleblowing 

Helpline for NHS and Social Care on 08000 724 725 

10.3 Support and advice is available from Public Concern at Work and the NAO Comptroller 
and Auditor General at the following addresses:  

 

 

 

 
 

 

11.  EQUALITY STATEMENT 
 

11.1 In applying this policy, the Organisation will have due regard for the need to eliminate 
unlawful discrimination, promote equality of opportunity, and provide for good relations 

between people of diverse groups, in particular on the grounds of the following 

characteristics protected by the Equality Act (2010); age, disability, gender, gender 

reassignment, marriage and civil partnership, pregnancy and maternity, race, religion or 
belief, and sexual orientation, in addition to offending background, trade union 

membership, or any other personal characteristic.  
 

Public Concern at Work  
3rd Floor, Bank Chambers  

6 - 10 Borough High Street  

London,  
SE1 9QQ  

Tel: 020 7404 6609  

Website: http://www.pcaw.co.uk 

The Comptroller and Auditor General  
National Audit Office  

157-197 Buckingham Palace Road  

London  
SW1W 9SP  

Telephone: 020 7798 7999  

http://www.pcaw.co.uk/
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12.  MONITORING AND REVIEW  

 
12.1 The policy and procedure will be reviewed periodically by Human Resources in conjunction 

with operational managers and Trade Union representatives. Where review is necessary 
due to legislative change, this will happen immediately.  
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Introduction 
 
This procedure is for use within the CCGs within the North East and Cumbria.   

 
All of us at one time or another have concerns about what is happening at work.  Usually 
these are easily resolved.  However, when the concern feels serious because it is about a 

possible danger, professional misconduct or financial malpractice that might affect 
patients, colleagues, or CCG itself, it can be difficult to know what to do.   

 
You may be worried about raising such an issue and may think it best to keep it to 
yourself, perhaps feeling it is none of your business or that it is only a suspicion.  You may 

feel that raising the matter would be disloyal to colleagues, to managers or to the 
organisation.  You may have said something but found that you have spoken to the wrong 

person or raised the issue in the wrong way and are not sure what to do next. 
 
The CCG is committed to running the organisation in the best way possible and to do so 

we need your help.  We have introduced this policy to reassure you that it is safe and 
acceptable to speak up and to enable you to raise any concern you may have at an early 

stage and in the right way.  Rather than wait for proof, we would prefer you to raise the 
matter when it is still a concern. 
 

This policy applies to all those who work for CCG: whether full-time or part-time, self-
employed, employed through an agency or as a volunteer.  The provisions set out in this 
policy reflect the requirements of the following: 

 

 The Enterprise and Regulatory Reform Act 2013 

 Public Interest Disclosure Act 1998 (PIDA) 

 The Nolan Committee's fourth report on standards in public life 

 Speak up for a Healthy NHS 

 PAS 1998:2008 Whistleblowing Arrangements Code of Practice 

 
If something is troubling you which you think we should know about or look into, please 
use this procedure.  If, however, you wish to make a complaint about your employment or 

how you have been treated, please use the Grievance or Bullying/Harassment policies, 
which you can obtain from your manager or Human Resources.  If you have a concern 

about financial misconduct or fraud, please see our Anti Fraud, Bribery and Corruption 
Policy.  This Speaking up on Issues of Concern Procedure is primarily for individuals who 
work for us and have concerns where the interests of others or of the organisation itself 

are at risk.  
 

If in doubt – speak out! 
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Our commitment to you 
 
Your safety 

The Governing Body, Chief Officer and the staff unions are committed to this policy.  If you 

raise a concern under this policy, you will not be at risk of losing your job or suffering any 
detriment (such as a reprisal or victimisation) or from suffering a detriment such as, 

bullying or harassment from another employee. It does not matter if you are mistaken or if 
there is an innocent explanation for your concerns.  So please do not think we will ask you 
to prove it.  Of course we do not extend this assurance to someone who maliciously raises 

a matter they know is untrue. 
 
Your confidence 

With these assurances, we hope you will raise your concern openly.  However, we 
recognise that there may be circumstances when you would prefer to speak to someone in 

confidence first.  If this is the case, please say so at the outset. If you ask us not to 
disclose your identity, we will not do so without your consent unless required by law.  You 

should understand that there may be times when we are unable to resolve a concern 
without revealing your identity, for example where your personal evidence is essential.  In 
such cases, we will discuss with you whether and how the matter can best proceed.  

Please remember that if you do not tell us who you are it will be much more difficult for us 
to look into the matter.  We will not be able to protect your position or to give you feedback. 

Accordingly you should not assume we can provide the assurances we offer in the same 
way if you report a concern anonymously. 
 

How to raise a concern 
 
The CCG takes concerns that are raised seriously and Speaking up on Issues of Concern 
can therefore be described as a process of reporting matters that concern you.  Qualifying 

disclosures are disclosures of information where the worker reasonably believes (and it is 
in the public interest) that one or more of the following matters is either happening, has 
taken place, or is likely to happen in the future: 

 Poor quality care 
 A criminal offence  
 Fraud, bribery or corruption 
 The breach of a legal obligation  
 Negligence 
 A danger to the health and safety of any individual  
 Civil Law issues, such as racial, sexual or disability discrimination 
 Miscarriage of Justice 
 Damage to the environment  
 Deliberate attempt to conceal any of the above. 

 
If you are unsure about raising a concern at any stage you can get independent advice 

from your trade union representative or Public Concern at Work (see contact details under 
Independent advice below).  Please remember that you do not need to have firm evidence 
before raising a concern.  However, we do ask that you explain as fully as you can the 

information or circumstances that gave rise to your concern.  
 
Step one 

If you have a concern about a risk, malpractice or wrongdoing at work, we hope you will 
feel able to raise it first with your line manager or lead clinician.  This may be done verbally 

or in writing.  
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Step two 

If you feel unable to raise the matter with your line manager or lead clinician, for whatever 
reason, please raise the matter with the: 

 
Chief Finance Officer 

Tel: 0191 2832875 
Email: kate.hudson@sotw.nhs.uk  
 

OR 
 

Counter Fraud Specialist (in relation to fraud concerns) 
Tel: 0191 5699665 Ext: 42333 
Email: paul.bevan@chsft.nhs.uk  

 
These people have been given special responsibility and training in dealing with 

individuals speaking up on issues of concern.  If you want to raise the matter in 
confidence, please say so at the outset so that appropriate arrangements can be made. 
 
Step three 

If these channels have been followed and you still have concerns, or if you feel that the 

matter is so serious that you cannot discuss it with any of the above, please contact one of 
the following: 
 

Chief Officer 
Chair  
 
Department of Health 

The Alliance recognises its accountability within the NHS. In light of this you can also 

contact:  
1. NHS National Counter Fraud and Corruption Reporting Line on 0800 028 40 60 (if 

your concern is about financial malpractice), 
2. Department of Health (Customer Service Centre, Department of Health,  Richmond 

House, 79 Whitehall, London SW1A 2NS; E-mail: dhmail@dh.gsi.gov.uk; 

Telephone: 020 7210 4850, 
3. National NHS whistleblowing helpline on 08000 724 725 or at 

http://wbhelpline.org.uk/ 
 

How we will handle the matter 
 
Once you have told us of your concern, we will assess it and consider what action may be 

appropriate.  This may involve an informal review, an internal inquiry or a more formal 
investigation.  We will tell you who will be handling the matter, how you can contact them, 
and what further assistance we may need from you.  If you ask, we will write to you 

summarising your concern and setting out how we propose to handle it and provide a 
timeframe for feedback.  If we have misunderstood the concern or there is any information 

missing, please let us know.  
 
When you raise the concern it will be helpful to know how you think the matter might best 

be resolved.  If you have any personal interest in the matter, we do ask that you tell us at 
the outset.  If we think your concern falls more properly within our grievance, bullying and 

harassment or other relevant procedure, we will let you know. 

mailto:dhmail@dh.gsi.gov.uk
http://wbhelpline.org.uk/
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Whenever possible, we will give you feedback on the outcome of any investigation.  
Please note, however, that we may not be able to tell you about the precise actions we 
take where this would infringe a duty of confidence we owe to another person.  While we 

cannot guarantee that we will respond to all matters in the way that you might wish, we will 
strive to handle the matter fairly and properly.  By using this policy you will help us to 

achieve this. 
 

Independent advice 
 
If you are unsure whether to use this policy or you want confidential advice at any stage, 

you may contact your union representative or the independent charity Public Concern at 
Work on 020 7404 6609 or by email at helpline@pcaw.co.uk.  Their lawyers can talk you 

through your options and help you raise a concern about malpractice or wrongdoing at 

work. 
 

External contacts 
 

While we hope this policy gives you the reassurance you need to raise your concern 
internally with us, we recognise that there may be circumstances where you can properly 
report a concern to an outside body.  In fact, we would rather you raised a matter with the 

appropriate regulator – such as the Care Quality Commission, the independent Regulator 
of NHS Foundation Trusts (Monitor), your professional regulator, the Audit Commission or 
the National Patient Safety Agency - than not at all.   

 
The PIDA will protect employees for wider disclosures made to their MP, the police, the 

media or non-prescribed regulators if: 
 The employee has exhausted all internal procedures or; 
 The employee reasonably believed they would be victimised for raising the 

matter internally or with a prescribed regulator or; 
 There was no prescribed regulator or; 

 They believed the evidence was likely to be concealed or destroyed by The 
Alliance or; 

 The concern is of an exceptionally serious nature 

 
Your union or Public Concern at Work will be able to advise you on such an option if you 

wish. 
 
Monitoring oversight 

The North of England Commissioning Support is responsible for this policy and will review 
it annually. The HR Service will monitor the daily operation of the policy and if you have 

any comments or questions, please do not hesitate to let one of their team know. 
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APPENDIX 2 
 

COUNTER FRAUD SERVCES REFERRAL FORM (CFS1) 

 
REFERRAL FORM:  

NAME    

Organisation/PROFESSION  

ADDRESS  

  
  

TEL NO  

THIS ALLEGED MALPRACTICE RELATES TO:   

NAME      

ADDRESS  

          
  

Referrals should only be made when you can substantiate your suspicions with one reliable 

piece of information.  

SUSPICION  

  
  

PLEASE PROVIDE DETAILS  

  
  
  
  

POSSIBLE USEFUL CONTACTS  

  
  
  
  
  
Please attach any available additional information.  
  
  
Signed      ________________________________________ Date ____________________    
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APPENDIX 3 

Equality Analysis Initial Assessment 

  
              
Title of the change proposal or policy:    

  

 Whistleblowing Policy 
  

Brief description of the proposal:    
  

  

 To ensure that the policy amends are fit for purpose, that the policy is legally compliant, complies 
with NHSLA standards and takes account of best practice.  
  

  
Name(s) and role(s) of staff completing this assessment:  
  

  
 Shamshy Salehin, HR Consultant, Cheshire HR Service  
  

  

Date of assessment:  22nd March 2013 

   
Please answer the following questions in relation to the proposed change:  

  
Will it affect employees, customers, and/or the public? Please state which.  
  

 Yes, it will affect all employees 

 
Is it a major change affecting how a service or policy is delivered or accessed?  
  

 No 

  
Will it have an effect on how other organisations operate in terms of equality?  
  

 No 

  
If you conclude that there will not be a detrimental impact on any equality group, caused by 
the proposed change, please state how you have reached that conclusion:  

No anticipated detrimental impact on any equality group.  The policy adheres to the NHS LA 
Standards and best practice.  Makes all reasonable provision to ensure equity of access to all staff. 
There are no statements, conditions or requirements that disadvantage any particular group of 
people with a protected characteristic. 
 
 

   
Please return a copy of the completed form to the Equality & Diversity Manager  

  

 

 


