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[bookmark: _Toc84611043][bookmark: _Toc89326544][bookmark: _Toc152597523][bookmark: _Toc89326545]Introduction
We welcome speaking up and we will listen. By speaking up at work you will be playing a vital role in helping us to keep improving our services for all patients and the working environment for our staff.
This policy is for all our workers.  The NHS People Promise commits to ensuring that “we each have a voice that counts, that we all feel safe and confident to speak up and take the time to really listen to understand the hopes and fears that lie behind the words”.
We want to hear about any concerns you have, whichever part of the organisation you work in. We know some groups in our workforce feel they are seldom heard or are reluctant to speak up. You could be an agency worker, bank worker, locum, or student. We also know that workers with disabilities, or from a minority ethnic background or the LGBTQ+ community do not always feel able to speak up. If you require any adjustments to be able to access the Freedom to Speak Up process and would like to speak to a member of the HR Team in confidence about this, please email mseicb-me.essexhr-inbox@nhs.net. 
This policy is for all workers, and we want to hear all our workers’ concerns.
We ask all our workers to complete the online training on speaking up via ESR. The online module on listening up is specifically for managers to complete and the module on following up is for senior leaders to complete.
You can find out more about what Freedom to Speak Up (FTSU) is in these videos.
[bookmark: _Toc152597524]Purpose
All NHS organisations and others providing NHS healthcare services in primary and secondary care in England are required to adopt the national Freedom to Speak Up Policy as a minimum standard to help normalise speaking up for the benefit of patients and workers. Its aim is to ensure all matters raised are captured and considered appropriately.
Everyone has a duty, as set out in the NHS Constitution, to raise concerns about potential risks, malpractice or wrongdoing, breaches of the law and regulations or dangerous practice so as not to compromise patient safety, care, or dignity. All staff have a duty to listen to patients, their carers, and relatives, to be open with them and to contribute to a climate in which the truth can be heard and errors can be addressed and learned from. This is referred to as our “duty of openness, transparency and candour”. This policy provides guidance to support staff raise concerns and provides the ICB’s reassurance to staff that it is safe and acceptable to do so. The policy also ensures that any such concerns raised are considered and addressed in an appropriate way as early as possible.  
[bookmark: _Toc152597525][bookmark: _Toc89326546]Scope
This policy applies to:
· Mid and South Essex (MSE) Integrated Care Board (ICB) members and staff (including temporary/bank/agency/work experience staff, students, and volunteers).
· Consultants engaged by the ICB.
· Staff from other MSE Integrated Care Partnership (ICP) organisations who are members of ICB Committees/Sub-Committees and other groups.
[bookmark: _Toc152597526]Definitions
· Concern – an allegation of wrongdoing in respect of the activities of the ICB corporately or as a commissioner of NHS services or in relation to persons employed by the ICB (including Board Members).   The wrongdoing disclosed must be in the public interest, that is it must affect others such as the general public.
· Grievance - an actual or supposed circumstance regarded as just cause for complaint.
· PIDA – Public Interest Disclosure Act 1998.
· Victimisation - this occurs when an individual is treated less favourably by colleagues or their employer because they have exercised their legal rights under the PIDA, or other legislation, or because they have assisted someone else to do so. 
· Freedom to Speak Up – a positive culture where people feel they can speak up and their voices will be heard and their suggestions acted upon.
· Whistleblowing – the term used when a person, usually an employee, passes on information concerning wrongdoing within a private, public, or government organisation that is deemed illegal, illicit, unsafe, fraud, or abuse of taxpayer funds.
[bookmark: _Toc89326547][bookmark: _Toc152597527][bookmark: _Toc84611047]Roles and Responsibilities
[bookmark: _Toc84611048][bookmark: _Toc152597528]Integrated Care Board
The ICB Board is responsible for receiving assurance that the ICB has in place a robust system for meeting its statutory obligations around speaking up and whistleblowing. 
The ICB Board will be given high level information about all concerns raised through this policy and what we are doing to address any problems. We will include similar high-level information in our annual report. The ICB Board supports this policy and wants you to feel free and safe to speak up.
[bookmark: _Toc152597529]Audit Committee
5.2.1 The Audit Committee is the committee responsible for monitoring the day-to-day implementation of this policy. Through its membership (particularly the Non-Executive Members), intelligence about implementation of the policy and any remedial actions arising from the investigation of concerns raised under the policy will be shared with the Quality Committee (in suitably anonymised form)
[bookmark: _Toc152597530]Chief Executive
[bookmark: _Toc84611052]The Chief Executive is the Board member with executive responsibility for the Raising Concerns policy.
[bookmark: _Toc152597531]Chief People Officer
The Chief People Officer has been delegated authority by the Chief Executive for the day-to-day implementation of the Freedom to Speak Up policy.
Freedom to Speak Up Guardian
The Freedom to Speak Up (FTSU) Guardian is George Wood, Non-Executive Member of the ICB Board.  The FTSU Guardian is impartial and will support individuals to speak up and facilitate the provision of a response to the matters they raise, even if in the case of employees who no longer work for the ICB. The FTSU Guardian will ensure that people who speak up are thanked, that the issues they raise are responded to, and make sure that the person speaking up receives feedback on the actions taken.
The FTSU Guardian is responsible for ensuring they are aware of latest guidance from National Guardian’s Office and holding the Chief Executive, Executive Lead and the ICB Board to account for addressing any barriers to speaking up and fostering a positive culture of speaking up.  They also collect and report anonymised data on the cases raised with them to the National Guardian’s Office on a quarterly basis so that this information can be used to assist in learning and improvement. 
Where necessary, the FTSU Guardian should robustly challenge the Board to reflect on whether it could do more to create a culture that is both responsive to feedback and focused on learning and continuous improvement across the entire organisation. They will:
· Role-model high standards of conduct around Freedom to Speak Up. 
· Act as an alternative source of advice and support for Freedom to Speak Up.
· Oversee any speaking up concerns regarding Board members.
[bookmark: _Toc152597532]Policy Author
[bookmark: _Toc84611053]The policy author will have responsibility for reviewing and updating the policy on an annual basis or should legislation, guidance, organisational change, or other circumstances necessitate an earlier review.
Human Resources 
[bookmark: _Toc84611054]Human Resources (HR) have a responsibility to: 
Provide support, guidance and advice to Board Members, managers, and staff throughout the process.
Advise the ICB with regard to any changes in legislation and best practices with regard to whistleblowing.
Work with the ICB to ensure that communication and training are provided as necessary to implement this policy. 
[bookmark: _Toc152597533]Local Counter Fraud Specialist
The Local Counter Fraud Specialist (LCFS) is responsible for taking forward all anti-fraud work locally and in accordance with national standards and reporting directly to the Director of Finance. 
Adhering to NHS Counter Fraud’s standards is important in ensuring that the organisation has appropriate Whistleblowing procedures in place and the LCFS can effectively respond to system weaknesses and investigate allegations of fraud and corruption. 
It is the LCFS’s role to investigate any allegations of fraud. When investigating, the LCFS will need to liaise with employees within the organisation such as HR to obtain relevant documentation which may support or disprove any allegations of fraud. The LCFS will conduct risk assessments in relation to their work to prevent fraud, bribery and corruption.
[bookmark: _Toc152597534]Line Managers 
[bookmark: _Toc84611055]All managers should ensure: 
That employees are given every opportunity to contribute their views on all aspects of the ICB’s business, and that of the wider NHS, especially with regard to the delivery of patient care.
That a climate exists where employees feel that their views will be welcome, appreciated and, where appropriate, acted on positively.
That any concerns raised are taken seriously.
That any issue is investigated properly and that the employee is kept advised of progress.
That any action necessary to resolve the issue is taken.
That no employees who express their views and concerns in accordance with this policy will be in any way penalised for doing so.
That a culture of openness is promoted throughout the organisation. 
That they are familiar with the guidance in Appendix C.

[bookmark: _Toc152597535]All Staff
[bookmark: _Toc84611056][bookmark: _Toc89326548]All staff should:
Raise concerns relating to patient care, fraud or any other relevant concerns in accordance with this policy.
Exhaust the avenues within the policy before considering approaching external agencies or the media.
Maintain the confidentiality of patients and of the ICB (notwithstanding the provisions of the PIDA). Advice should be sought from an individual’s trade union or professional association before disclosing confidential information, even if it is deemed to be in the public interest. Unauthorised disclosure of personal information about any patient or colleagues will be regarded as a serious matter and may lead to disciplinary action.
[bookmark: _Toc152597536]Policy Detail
[bookmark: _Toc152597537]What concerns can I raise?
You can speak up about anything that gets in the way of patient care or affects your working life. That could be something which doesn’t feel right to you: for example, a way of working or a process that isn’t being followed; you feel you are being discriminated against; or you feel the behaviours of others is affecting your wellbeing, or that of your colleagues or patients.
Speaking up is about all of these things.
Speaking up, therefore, captures a range of issues, some of which may be appropriate for other existing processes (for example, HR or patient safety/quality) for example;
ICB Grievance Policy, ICB Dignity at Work Policy, PSIRF Policy That’s fine. As an organisation, we will listen and work with you to identify the most appropriate way of responding to the issue you raise.
Remember that if you are a healthcare professional you may have a professional duty to report a concern. If in doubt, please raise it. Do not wait for proof. We would like you to raise the matter while it is still a concern. It does not matter if you turn out to be mistaken as long as you are genuinely troubled.
This policy is not for people with concerns about their employment that affect only them – that type of concern is better suited to our grievance policy .
[bookmark: _Toc152597538]Feel safe to raise your concerns
6.2.1 	You speaking up to us is a gift because it helps us identify opportunities for improvement that we might not otherwise know about.
We will not tolerate anyone being prevented or deterred from speaking up or being mistreated because they have spoken up.
6.2.2. 	Provided you are acting honestly, it does not matter if you are mistaken or if there is an innocent explanation for your concerns.
[bookmark: _Toc152597539][bookmark: _Toc152597540]Confidentiality
[bookmark: _Toc152597541]The most important aspect of your speaking up is the information you can provide, not your identity.
[bookmark: _Toc152597542]You have a choice about how you speak up:
[bookmark: _Toc152597543]Openly: you are happy that the person you speak up to knows your identity and that they can share this with anyone else involved in responding.
[bookmark: _Toc152597544]Confidentially: you are happy to reveal your identity to the person you choose to speak up to on the condition that they will not share this without your consent.
Anonymously: you do not want to reveal your identity to anyone. This can make it difficult for others to ask you for further information about the matter and may make it more complicated to act to resolve the issue. It also means that you might not be able to access any extra support you need and receive any feedback on the outcome.
[bookmark: _Toc152597545]In all circumstances, please be ready to explain as fully as you can the information and circumstances that prompted you to speak up.
[bookmark: _Toc152597546]  Who can speak up?
Anyone who works in NHS healthcare, including pharmacy, optometry, and dentistry. This encompasses any healthcare professionals, non-clinical workers, receptionists, directors, managers, contractors, volunteers, students, trainees, junior doctors, locum, bank and agency workers, and former workers.
Whilst this policy relates primarily to whistleblowing by NHS workers, on occasions members of the public may also raise whistleblowing concerns where attempts to resolve these concerns via other means such as the NHS complaints procedure have been disregarded or overruled without due cause.  In such instances, the wrongdoing disclosed must be in the public interest, that is it must affect others and not just the individual.
[bookmark: _Toc152597547]Who should I speak up to?
Speaking up internally
Most speaking up happens through conversations with supervisors and line managers where challenges are raised and resolved quickly. We strive for a culture where that is normal, everyday practice and encourage you to explore this option – it may well be the easiest and simplest way of resolving matters.
However, you have other options in terms of who you can speak up to, depending on what feels most appropriate to you:
Senior manager, partner, or director with responsibility for the subject matter you are speaking up about.

The patient safety team or clinical governance team (where concerns relate to patient safety or wider quality) contact Viv Barker Director of Nursing and Patient safety.

Our MSE ICB Freedom to Speak Up Guardian is George Wood who can be contacted at George.Wood5@nhs.net who can support you to speak up if you feel unable to do so by other routes. George is a non-executive member of the MSE Integrated Care Board. George as the guardian, will ensure that people who speak up are thanked for doing so, that the issues they raise are responded to, and that the person speaking up receives feedback on the actions taken. You can find out more about the guardian role here.

Our HR team mseicb-me.essexhr-inbox@nhs.net

Our senior leads responsible for Freedom to Speak are Nicola Adams Deputy Director of Governance and Risk and Kathy Bonney Interim Director of HR- they provide senior support for our speaking-up guardian and are responsible for reviewing the effectiveness of our FTSU arrangements.

Our non-executive director responsible for Freedom to Speak is George Wood as above, who will provide a fresh pair of eyes to ensure that investigations are conducted with rigor; and help escalate issues, to the Chair of the Board where needed.
Speaking up externally
If you do not want to speak up to someone within the ICB, you can speak up externally to: 
· Care Quality Commission (CQC) for quality and safety concerns about the services it regulates – you can find out more about how the CQC handles concerns here  Report a concern if you are a member of staff - Care Quality Commission (cqc.org.uk))

· NHS England ( NHS England » Speaking up to NHS England) for concerns about:

· GP Surgeries
· Dental practices
· Optometrists
· Pharmacies 
· How NHS trusts and foundation trusts are being run (this includes ambulance trusts and community and mental health trusts)
· NHS procurement and patient choice 
· The national tariff
NHS England may decide to investigate your concern themselves, ask your employer or another appropriate organisation to investigate (usually with their oversight) and/or use the information you provide to inform their oversight of the relevant organisation.  The precise action they take will depend on the nature of your concern and how it relates to their various roles.
Please note that neither the Care Quality Commission nor NHS England can get involved in individual employment matters, such as a concern from an individual about feeling bullied.
Local counter fraud team (where concerns relate to fraud) contact Eleni Gill, Lead Counter Fraud Manager Lcfs1538 West Midlands Ambulance Service NHS Trust Mobile: 07827 308906. Email: eleni.gill@wmas.nhs.uk.
If you would like to speak up about the conduct of a member of staff, you can do this by contacting the relevant professional body such as the General Medical Council, Nursing and Midwifery Council, Health & Care Professions Council, General Dental Council, General Optical Council or General Pharmaceutical Council.
[bookmark: _Toc152597548]Advice and support
Details of the local support available to you can be found on the Speaking Up page on the ICB intranet. Your local staff networks can be a valuable source of support, however you can also contact Speak Up for signposting, advice and guidance on raising a concern, your professional body or trade union representative.
You can access a range of health and wellbeing support via NHS England:
· Support available for our NHS people 
· Looking after you: confidential coaching and support for the primary care workforce.
· NHS England has a Speak Up Support Scheme that you can apply to for support. You can also contact the following organisations:
· The charity Protect provides confidential and legal advice on speaking up.
· The Trades Union Congress provides information on how to join a trade union.
· The Law Society may be able to point you to other sources of advice and support.
· The Advisory, Conciliation and Arbitration Service gives advice and assistance, including on early conciliation regarding employment disputes.

[bookmark: _Toc152597549]How should I raise my concern?
You can raise your concerns with any of the people listed above in person, by phone or in writing (including email).
Whichever route you choose, please be ready to explain as fully as you can the information and circumstances that gave rise to your concern.
[bookmark: _Toc152597550]What will we do?
The matter you are speaking up about may be best considered under a specific existing policy/process; for example, our process for dealing with bullying and harassment. If so, we will discuss that with you. If you speak up about something that does not fall into an HR or patient safety incident process, this policy ensures that the matter is still addressed.
What you can expect to happen after speaking up is shown in Appendix B.
Resolution and investigation
We support our managers/supervisors to listen to the issue you raise and take action to resolve it wherever possible. In most cases, it’s important that this opportunity is fully explored, which may be with facilitated conversations and/or mediation.
Where an investigation is needed, this will be objective and conducted by someone who is suitably independent (this might be someone outside your organisation or from a different part of the organisation) and trained in investigations. It will reach a conclusion within a reasonable timescale (which we will notify you of), and a report will be produced that identifies any issues to prevent problems recurring.
Any employment issues that have implications for you/your capability or conduct identified during the investigation will be considered separately.
Communicating with you
We will treat you with respect at all times and will thank you for speaking up. We will discuss the issues with you to ensure we understand exactly what you are worried about. If we decide to investigate, we will tell you how long we expect the investigation to take and agree with you how to keep you up to date with its progress. Wherever possible, we will share the full investigation report with you.
(While respecting the confidentiality of others and recognising that some matters may be strictly confidential; as such it may be that we cannot share the outcome with you).
How we learn from your speaking up
We want speaking up to improve the services we provide for patients and the environment our staff work in. Where it identifies improvements that can be made, we will ensure necessary changes are made, and are working effectively. Lessons will be shared with teams across the organisation, or more widely, as appropriate.
Review
We will seek feedback from workers about their experience of speaking up. We will review the effectiveness of this policy and our local process annually, with the outcome published and changes made as appropriate.
Senior leaders’ oversight
[bookmark: _Hlk91839612]Our most senior leaders will receive a report at least annually providing a thematic overview of speaking up by our staff to our FTSU guardian(s).
[bookmark: _Toc152597551]Making a protected disclosure
There are very specific criteria that need to be met for an individual to be covered by whistleblowing law when they raise a concern (to be able to claim the protection that accompanies it). There is also a defined list of ‘prescribed persons’, similar to the list of outside bodies on page 20, who you can make a protected disclosure to.  To help you consider whether you might meet these criteria, please seek independent advice from Speak Up, Protect (previously Public Concern at Work), or a legal representative.
[bookmark: _Toc152597552]National Guardian’s Office
[bookmark: _Toc84611059][bookmark: _Toc89326549]The National Guardian's Office is an independent, non-statutory body with the remit to lead culture change in the NHS so that speaking up becomes business as usual. The office is not a regulator, but is sponsored by the CQC, NHS England and NHS Improvement. The National Guardian’s office provides challenge, learning and support to the healthcare system as a whole by reviewing organisation’s speaking up culture and the handling of concerns where they have not followed good practice.
[bookmark: _Toc152597553]Monitoring Compliance
7.1	Staff will be informed of this policy through team meetings and the policy will be available to all staff on the ICB intranet or by request to the Governance Lead. This policy will be monitored and reviewed regularly by the Chief People Officer. 
7.2	The Freedom to Speak Up Guardian will also meet with the Executive Lead throughout the year to provide feedback on concerns being raised and trends to ensure these continue to be monitored and under review.
[bookmark: _Toc84611060][bookmark: _Toc89326550][bookmark: _Toc152597554]Staff Training
[bookmark: _Toc84611061][bookmark: _Toc89326551]8.1	All key staff listed within this policy with responsibilities in relation to Whistleblowing will receive appropriate training on how to receive and deal with concerns.  
8.2	Training for staff is provided by the National Guardian’s Office and available via ESR. FTSU Champions are required to complete all 3 online modules (Speak Up, Listen Up, Follow Up) and to keep this training regularly updated. In addition to these 3 courses, the ICB’s FTSU Guardian will be required to undertake the foundation training provided by the National Guardian’s Office (Training for Guardians) and to keep this training regularly updated.
[bookmark: _Toc152597555]Arrangements for Review
9.1	This policy will be reviewed annually.  An earlier review will be carried out in the event of any relevant changes in legislation, national or local policy/guidance, organisational change or other circumstances which mean the policy needs to be reviewed.  
[bookmark: _Toc84611062]9.2	If only minor changes are required, the sponsoring Committee has authority to make these changes without referral to the Integrated Care Board. If more significant or substantial changes are required, the policy will need to be ratified by the relevant committee before final approval by the Integrated Care Board.
[bookmark: _Toc89326552][bookmark: _Toc152597556]Associated Policies, Guidance and Documents
Standard Integrated Freedom To Speak Up Policy for the NHS.
National Guardian's Office Freedom to Speak Up Policy Review Framework.
ICB Constitution.
National Policy and Guidance  
[bookmark: _Toc89326553]Associated ICB Policies
Compliments, Concerns and Complaints Policy.
Grievance Policy.
Incident Reporting Policy.
Dignity at Work Policy.
Standards of Business Conduct Policy.
Counter Fraud, Bribery and Corruption Policy.
Conflicts of Interest Policy.
Patient Safety Incident Response Framework Policy 
[bookmark: _Toc152597557]References
Public Interest Disclosure Act 1998. 
[bookmark: _Toc152597558]Equality Impact Assessment
12.1	The EIA at Appendix A has identified no equality issues with this policy.  

[bookmark: _Toc419388298][bookmark: _Toc47357161][bookmark: _Toc84611065][bookmark: _Toc89326555][bookmark: _Toc152597559][bookmark: _Toc84611066][bookmark: _Toc89326556]Appendix A - Equality Impact Assessment
[bookmark: _Toc89326557]INITIAL INFORMATION
	Name of policy: Freedom to Speak Up/Whistleblowing Policy
	
Version number (if relevant):  1.0
	Directorate/Service: People / HR


	Assessor’s Name and Job Title: Judith Low,  Senior HR Business Partner 
	Date: 6 December 2023




	OUTCOMES

	Briefly describe the aim of the policy and state the intended outcomes for staff 

	This procedure is designed to enable people to raise serious concerns (i.e. to blow the whistle) safely so that such issues are raised at an early stage and in the right way so that they can be dealt with responsibly, openly and professionally. The procedure clarifies that ICB employees raising these concerns will not be at risk of losing their job or suffering any form of retribution as a result.

	EVIDENCE

	What data / information have you used to assess how this policy might impact on protected groups?

	The ICB monitors the composition of its workforce under the nine protected equality characteristics and reports on this annually.  This information helps the ICB to assess the potential impact of its policies upon staff.

	Who have you consulted with to assess possible impact on protected groups?  If you have not consulted other people, please explain why? 

	The MSE Staff Engagement Group  have been consulted on the policy and any comments will be considered before the policy is published.  The policy is also based on the national Freedom to Speak Up Policy. .


ANALYSIS OF IMPACT ON EQUALITY 
The Public Sector Equality Duty requires us to eliminate discrimination, advance equality of opportunity and foster good relations with protected groups.   Consider how this policy / service will achieve these aims.  
N.B. In some cases it is legal to treat people differently (objective justification).
· Positive outcome – the policy/service eliminates discrimination, advances equality of opportunity and fosters good relations with protected groups
· Negative outcome – protected group(s) could be disadvantaged or discriminated against
· Neutral outcome – there is no effect currently on protected groups
Please tick to show if outcome is likely to be positive, negative or neutral.  Consider direct and indirect discrimination, harassment and victimisation.
	Protected
Group
	Positive
outcome
	Negative
outcome
	Neutral
outcome
	Reason(s) for outcome

	Age
	
	
	X
	There is a risk that staff from protected groups may be reluctant to use the policy because of fear of discrimination, harassment or victimisation, however it is considered that this risk will be minimised by the assurances given in the policy that employees will not be penalised for raising honest concerns and by the regular monitoring of cases.

	Disability
(Physical and Mental/Learning)
	
	
	X
	As above

	Religion or belief
	
	
	X
	As above

	Sex (Gender)
	
	
	X
	As above

	Sexual 
Orientation
	
	
	X
	As above

	Transgender/Gender Reassignment
	
	
	X
	As above

	Race and ethnicity
	
	
	X
	As above

	Pregnancy and maternity (including breastfeeding mothers)
	
	
	X
	As above

	Marriage or Civil Partnership
	
	
	X
	As above



	MONITORING OUTCOMES

	Monitoring is an ongoing process to check outcomes.  It is different from a formal review which takes place at pre-agreed intervals.

	What methods will you use to monitor outcomes on protected groups?

	An anonymised summary of whistleblowing cases reported to the National Guardian’s Office will be produced quarterly by the FTSU Guardian.  Where possible, the summary will identify if the case relates to member/s of a protected group and will identify any lessons learned in this respect.

It is also expected that any impact on staff members from protected groups will be identified as a result of staff exercising their right to raise a grievance in accordance with the ICB’s Grievance Procedure and that any implications will be addressed by local HR action, including proposing amendments to this policy.



	REVIEW

	How often will you review this policy / service? 

	Annually or earlier in the event of any relevant changes in legislation, national or local policy/guidance, organisational change or other circumstances which mean the policy needs to be reviewed.  Frequency of review might be reduced once new FTSU arrangements are embedded.

	If a review process is not in place, what plans do you have to establish one?

	N/A




[bookmark: _Toc152597560][bookmark: _Toc89326563]Appendix B – Process for raising and escalating a 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. This may be done orally or in writing. 
Step two 
[bookmark: _Hlk91839284]If you feel unable to raise the matter with your line manager, for whatever reason, please raise the matter with one of our staff Freedom to Speak Up Champions whose names are listed on our Speaking Up intranet page.
You can also raise the matter with any of the ICB’s Executive Directors.
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, you can contact either: 
Tracy Dowling, Interim Chief Executive (email: ceooffice.mseics@nhs.net).
Or 
George Wood, Freedom to Speak Up Guardian (george.wood5@nhs.net).
This person has been given special responsibility and training in dealing with whistleblowing concerns. They will: 
· Treat your concern confidentially unless otherwise agreed.
· Ensure you receive timely support to progress your concern.
· Escalate to the ICB Board any indications that you are being subjected to detriment for raising your concern. 
· Remind the organisation of the need to give you timely feedback on how your concern is being dealt with. 
· Ensure you have access to personal support since speaking up may be stressful. 
Step four
You can speak up formally with external bodies. 
NHS England and NHS Improvement for concerns about primary medical services (general practice), primary dental services, primary ophthalmic services, local pharmaceutical services, or concerns about how NHS trusts and foundation trusts are being run, other providers with an NHS provider licence, NHS procurement, choice and competition and the national tariff.
Telephone: 0300 311 22 33
Email: england.contactus@nhs.net
Post: NHS England, PO Box 16738, Redditch, B97 9PT

Care Quality Commission for quality and safety concerns.
Telephone: 03000 616161
Email: enquiries@cqc.org.uk
Post: CQC National Correspondence, Citygate, Gallowgate, Newcastle upon Tyne NE1 4PA
Online: www.cqc.org.uk/GiveFeedback

Health Education England for education and training in the NHS
Online: www.hee.nhs.uk/about/contact-us-0

NHS Counter Fraud Authority for concerns about fraud and corruption.
Phone: 0800 028 4060
Online: https://cfa.nhs.uk/reportfraud
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[bookmark: _Toc152597561]Appendix C - Management guidance 
Introduction
This management guidance supplements the Freedom to Speak Up/Whistle-blowing policy and lists some of the issues that come into play when an incident occurs. 
Overall responsibility for whistleblowing cases
Overall responsibility for Freedom to Speak Up/Whistleblowing cases rests with the Chief Executive who shall appoint a co-ordinator for each whistleblowing case. 
The co-ordinator should be a director so that they have influence at Board level and to demonstrate that the ICB takes accusations seriously. 
The case project team
The co-ordinator will form a case project team (‘team’) to investigate and manage any whistle- blowing incident. This team should have a range of knowledge and skills. 
Wherever possible, the team should have someone who works in the same area as the whistleblower, e.g. finance, quality. They will help the project team to find out normal operational protocols and good practice. 
The co-ordinator will tell the whistleblower who is in the project team, and whether they are likely to work together. 
The team must also do its best to keep the whistleblower anonymous. If it is not possible to do this, they must tell the whistleblower as soon as possible. 
Size of team - the number of people in the team dealing will depend on the whistleblowing incident involved. It is unlikely that a team will have fewer than three people (the coordinator, a case manager, and a contact officer – see later notes).  The team should be as small as possible, to make sure the investigation is discreet, but still be able to deal with all the issues involved properly. 
The team should also be senior enough to be able to bring in extra resources to help them if required. 
The case manager has responsibility for the day-to-day management and progress of the project (under the overall strategic direction of the co-ordinator). 
Conflict of interest - the people involved in any project team must not have any conflict of interest through personal relationships with those being investigated or with the whistleblower. 
The person who may have to make a judgement on the findings of the investigation should not carry out the direct investigation. There will therefore need to be clear boundaries within the project team if the co-ordinator is to make the decision based upon an investigation led by the case manager. If the co‑ordinator is heavily involved in the investigation, then the decision needs to be taken by another Executive. 
Local Counter Fraud Specialist and other fraud investigations - some whistleblowing cases may have to involve the Local Counter Fraud Specialist. It may also be necessary to liaise with the police. If the Local Counter Fraud Specialist and/or the Police involved, they will dictate the process. 
Note: not every Freedom to Speak Up/whistle-blowing case will involve fraud or corruption. A fraud or corruption investigation may start in ways that may not involve any element of whistleblowing. 
HR involvement - where there are potential issues round the whistleblower’s continued employment in their current job, HR must be involved from the start and must be included in the project team.  This is likely to be the case for most whistleblowing cases, but not all. 
Other experts - depending on the case, other experts may need to be called in to work with the project team. For example, IT experts may be needed if computers and technology may have been used in the alleged wrongdoing or have been used to remove evidence or audit trails. For similar reasons, finance experts/accountants/ auditors or HR professionals may also be needed. In difficult cases, the Local Counter Fraud Specialist will need to be involved because of their experience in dealing with complex investigations. 
Trade union and professional bodies’ involvement - working with the whistleblower’s trade union representatives (and/or representatives of their professional body) must be discussed with them as soon as possible. If the whistleblower is happy with such contact, then the coordinator must talk to the whistleblower’s local trade union representative or professional body representative as soon as possible. 
In certain exceptional scenarios, it may be helpful to include these representatives within the whistle-blowing team itself. This will make sure that the team considers the welfare and best interests of the whistleblower during what will undoubtedly be a stressful time for them. 
In project meetings where confidential aspects relating to the investigation are to be discussed, it is recognised that this may lead to a conflict of interest for the trade union (e.g. if they are also the trade union for the person being investigated). In this case, the representatives must be left out of these particular discussions.
All representatives are accountable to the project team. If there is a conflict of interest, then the representative must withdraw from the project team. 
Communications between the team and the whistleblower 
The contact officer – one person within the team should be allocated to the whistleblower as the main point of contact. They will be the main resource for support and advice to the person. They will also provide the main link between the whistleblower and the project team if new issues arise. 
It is important that any person carrying out this difficult role receives appropriate training and support. Because the contact person who supports the whistleblower may suffer from ’reflected’ stress, the contact officer role should not be the same person for every whistleblowing case. 
The co-ordinator should talk to the whistleblower about whether the contact officer is at the right level, compared to them. Ask if they feel comfortable liaising with someone who is senior to them, or whether they might find it easier to confide in someone who is at a similar level to themselves in the organisation. 
All potential contact officers should receive training in basic counselling. 
Counselling 
Whistleblowing puts a lot of pressure on the whistleblower and they may need significant support. They should be regularly offered counselling. There are three main options for providing this. Either 
(i) an outside counsellor commissioned by the ICB on an ad hoc basis.
(ii) a person who is part of a commissioned service that provides other counselling services on a regular basis to the ICB.
(iii) an internal counsellor who understands our ways of working but is one step removed from the whistle-blowing project team. 
The decision will depend upon the needs of the individual and the cost and availability of resources. 
Planning the project and supporting the staff member 
Plan of action – the project team must start by agreeing a project plan for dealing with the whistle-blowing situation. The plan must be flexible enough to deal with problems such as people not being available to interview, or not being able to get hold of documents and other evidence. The team must draw up key project milestones and timescales and give the whistleblower an outline of the plan and likely timescales. 
Frequency of contact – the contact officer must contact the whistleblower regularly to keep them up to date and check their wellbeing. The whistleblower can make the contact if that is easier. Throughout the process, the whistleblower must be continually reminded that other support and counselling is available. They should be asked to be honest about their working environment so that they can work somewhere else if necessary. If that is the case, the contact officer must tell HR immediately, explaining about the whistle- blowing context, so they can go on the redeployment register to help find them alternative work. If HR is already part of the project team, then the HR representative will normally initiate this process. 
Progress updates – the contact officer must keep the whistleblower informed about progress on the inquiry. They must support and reassure the whistleblower in this difficult period of their working lives. Such support may be even more important when the police are involved and the whistleblower may be involved in a long drawn out criminal process. 
Outcomes – the whistleblower must be told the outcome of the investigation. They should again be offered counselling and support and an opportunity to discuss the impact of the investigation on their working arrangements. In many instances there will not be any repercussions or consequences. In others, the whistleblower may feel unable to return to their normal place of work because of the difficulties the investigation has created. 
Finding alternative work – if the whistleblower says that they want to work somewhere else, then, as long as they acted in good faith, the ICB will do its best to find them alternative employment within the organisation and at a similar grade and status. In this regard, whistleblowers will get priority – even above that given to potentially redundant employees who may be on the redeployment list. If finding suitable alternative employment is proving difficult, the whistleblower should be consulted about other options, such as opportunities working for other similar organisations. 
Links with other employers – we may enter into reciprocal arrangements for establishing opportunities for whistleblowers employed by similar organisations. 
Equality of opportunity requirements in the various organisations may mean that the person has to apply for permanent positions. To overcome this, we can consider temporary secondments to other organisations to help their placement. This will only be for as long as it takes to highlight appropriate vacant positions in the ICB. 
Note: in reaching any reciprocal agreement, the current employing organisation must state in writing that they believe the whistleblower acted in good faith. 
Providing emotional support – the whistleblower must be made to feel confident and supported that their concerns are being treated seriously. They must not be allowed to feel isolated, unwanted, or unappreciated. At this period of their working life, issues that would normally be fairly mundane or straightforward can appear to the whistleblower to be much more important and more serious. The co-ordinator must make sure that basic counselling training is given to contact officers so that they can help the whistleblower to place such things in proper perspective. 
Limits and boundaries to supporting the whistleblower – members of the whistleblowing team should ensure that boundaries are maintained to avoid any accusations that they have provided advice that could be construed as being against the ICB’s best interests. This is difficult, because they need to balance the need to support the person who made the whistle-blowing claims. Staff involved must beware of accidentally making comments in a supporting and empathetic role that may be seen as creating a potential conflict of interest or making an admission of liability on behalf of the ICB. 
Links with external support agencies – the ICB will develop links with charities such as Public Concern at Work. The contact officer will encourage the whistleblower to contact such organisations. They may also need to refer the whistleblower to occupational health. The whistleblower should be told about all of the counselling and support options and be regularly reminded about them throughout the project. These offers should be in writing and kept on file. 
Support for partners and family – if appropriate, counselling should also be offered to the whistle-blower’s partner, if it appears that the whistleblowing is creating additional stress within the relationship. Any such instances should be authorised by the whistleblowing case manager. Counselling may also be offered to close family members living with the whistleblower at the discretion of the case manager. 
Whistleblower’s sickness – if the whistleblower becomes ill with stress or anything that can be related to the whistle-blowing incident, then the contact officer should write to them, asking how they would like to be kept informed (telephone, letter, e-mail, through trade union or friends, etc).
If a whistleblower takes sickness absence from work, for matters related to the whistleblowing (usually anxiety or stress), then as soon as possible the payroll service should be told to continue full pay for the foreseeable future. The person will still be recorded as sick and will still need to provide proper documentation in support of their sickness (medical certificates). Another categorisation may be used to record this sickness. 
HR should make a note about how this sickness is reported to future employers. Whilst the ICB owes a duty of care to report the actual level of sickness, it should be provided with a note that given the unique circumstances, it ought to be put to one side for determining the person's normal sickness record.
image1.jpeg
4 'n Mid and South Essex

rd

o | 2% Integrated Care
I3r System

4
'»




image2.jpeg
NHS|

Mid and South Essex

Integrated Care Board




image3.jpeg
4 'n Mid and South Essex

rd

o | 2% Integrated Care
I3r System

4
'»




image4.jpeg
NHS|

Mid and South Essex

Integrated Care Board




