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Recommendation 
 
The Board is asked to consider and endorse the approach being taken to support staff to 
raise concerns that they may have. 
 

 

Summary 
 
Creating the right culture, environment and conditions for staff to raise concerns openly is 
essential.  This needs to be underpinned by clear processes and mechanisms to make it 
as easy as possible for staff to raise concerns and for these to be recorded and reported, 
and for the Board to monitor how these concerns are dealt with and acted on. 
 
Key Messages: 
 

 Where staff raise concerns under the Whistleblowing Policy, for possible danger, 
wrongdoing, malpractice, risk or criminality, they will: 
 
- be given the opportunity and confidence to raise concerns and have these 

investigated and acted upon; 
- be supported to raise these concerns; 
- be listened to; 
- receive feedback on the outcome. 

 

 There is a difference between a personal employment complaint and a whistleblowing 
concern; 

 It is important to understand what constitutes whistleblowing; 

 The internal routes for staff to raise concerns are clear and well communicated; 

 A new process has been put in place to record and report concerns raised under the 
policy and to hold information corporately and monitor appropriately. 

 

 

Glossary of Terms 

NCAL 
PIN 
PCaW 

NHSScotland Confidential Alert Line 
Partnership Information Network 
Public Concern at Work 
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1. Introduction and organisational intent 
 
NHS Ayrshire & Arran is working to embed a culture of openness, transparency and 
learning across the Board, where staff can raise any concerns they may have openly and 
as early as possible with their manager. There are a range of informal day to day 
mechanisms available to staff to support this approach; e.g. one to one discussions, an 
open door policy and encouragement throughout the organisation for concerns to be 
raised and dealt with as part of normal daily business. 
 
The culture, values and behaviours work that has been developed and embedded over the 
last few years has been a key route to reinforce the importance of openness, 
transparency, speaking up and learning.  This has been further embedded in our approach 
to implementing iMatter – our staff engagement tool, which assesses staff experience and 
team functioning and provides a route for identifying areas of improvement.  Having the 
right environment and conditions for raising concerns, having these listened to and then 
together addressing these within the team, would be an appropriate focus for iMatter. 
 
Where staff have concerns about what is happening at work, usually these are easily 
resolved.  However, when the member of staff does not feel that they can raise a concern 
informally because they have concerns about a possible danger, wrongdoing, malpractice 
risk or criminality that might affect patients, colleagues or the Board itself, they can be 
reassured that any such concern can be raised safely under the Whistleblowing Policy and 
staff will: 
 

 be given the opportunity and confidence to raise concerns and have these investigated 
and acted upon; 

 be supported to raise these concerns; 

 be listened to; 

 receive feedback on the outcome. 
 
2. Whistleblowing Policy 
 
For a number of years, the Board has had a policy in place to guide and support staff to 
speak out on issues of concern.  The previous policy – the Freedom of Speech Policy – 
was replaced in November 2012 by the Board’s current Whistleblowing Policy, which 
mirrors the national PIN Policy.  To support the policy launch, there was a communication, 
awareness raising and training programme put in place.  The policy applies to all those 
who work for NHS Ayrshire & Arran, whether full time, part time, self employed or 
employed through an agency and raising a concern under this policy enables a member of 
staff to raise a qualifying disclosure under the Public Interest Disclosure Act 1998.  This 
Act was created to protect whistleblowers from detrimental treatment or victimisation from 
their employers in the event of raising a concern.  In addition, the policy is available to ex-
employees of the organisation who have concerns about misconduct or wrongdoing. 
 
2.1 Distinction between personal employment complaint and whistleblowing 
 concern. 
 
It is important to distinguish between personal employment related complaints that a 
member of staff may have and whistleblowing concerns.  
 
Whistleblowing concerns generally relate to a risk, malpractice or wrongdoing that affects 
others, and may be something which adversely affects patients, the public, other staff or 
the organisation itself. A grievance differs from a whistleblowing concern as it is a personal 
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complaint regarding an individual’s own employment situation. A whistleblowing concern is 
where an individual raises information as a witness whereas a grievance is where the 
individual is a complainant. 
 
2.2 Definition of what constitutes whistleblowing. 
 
A broad definition of what constitutes whistleblowing would be: 
 

 a criminal offence; 

 a miscarriage of justice; 

 an act creating risk to health and safety; 

 an act causing damage to the environment; 

 a breach of legal obligation; 

 concealment of any of the above. 
 
Examples of these would include (although this list is not exhaustive): 
 

 patient safety, malpractice or ill treatment of a patient by a member of staff; 

 a criminal offence is believed to have been committed, is being committed or is likely 
to have been committed;  

 suspected fraud; 

 disregard for legislation, particularly in relation to health and safety at work;  

 the environment has been, or is likely to be, damaged; 

 breach of standing financial instructions; 

 showing undue favour over a contractual matter, or to a job applicant;  

 a breach of a code of conduct; 

 information on any of the above has been, or is being, or is likely to be concealed. 
 
2.3 Raising a concern 
 
The Board policy provides three possible internal routes for staff to raise concerns such as 
those identified above: 
 

 Step 1 – Line Manager / Lead Clinician 

 Step 2 – Identified Directors – Nursing / Medical / Finance / HR 

 Step 3 – Chief Executive 
 
3. Recording and reporting concerns under the Whistleblowing Policy 
 
A new guidance note to support the policy provides a clear route for those in each of the 
three steps above to whom a staff concern is raised, either verbally or in writing, to record 
the complaint appropriately, report it to the Board’s Corporate Business Manager to ensure 
clear corporate records are held; record the outcome of the investigation and report this to 
the Corporate Business Manager; ensure the Board / Governance Committees are aware 
of the number and type of concerns raised and are reassured that these have been 
investigated and any recommendation / learning is acted upon. 
 
Any individual to whom a concern is raised under the Whistleblowing Policy should: 
 

 acknowledge the raised concern in writing within three days of receiving it; if the 
concern is not raised anonymously; 
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 seek to understand and clarify the concern and determine how the concern is best 
actioned, which may involve meeting with the individual; 

 confirm with the individual who raised the concern (assuming it hasn’t been raised 
anonymously) whether or not the matter is being raised in confidence; 

 record the initial details of the concern and report this to the Corporate Business 
Manager using a standard reporting form, so that all concerns raised under the 
Whistleblowing Policy can be recorded centrally; 

 complete the process to investigate the concerns raised, providing feedback to the 
staff member who raised the concern, if appropriate, and providing a copy of the 
standard investigation outcome form to the Corporate Business Manager.  Follow up 
confirmation of completed recommendations / learning will be forwarded to the 
Corporate Business Manager, once completed. 

 
4. Monitoring 
 
It is essential that robust oversight and governance arrangements exist to ensure that 
whistleblowing concerns raised are taken seriously, have been appropriately investigated 
and recommendations arising from this are fully implemented. 
 
The Corporate Business Manager will provide the Board / Governance Committees with 
quarterly information on concerns raised under the Whistleblowing Policy and the outcome 
on conclusion.   
 
The Corporate Business Manager will hold a central record of all whistleblowing cases 
within the Board and will produce a regular Whistleblowing Policy Concerns Monitoring 
Report  for submission to the Integrated Governance Committee of the Board, which would 
then allow the relevant Governance Committee to be aware of the concern.  To ensure 
that up to date information is available, this may require the Corporate Business Manager 
to liaise with the managers who have reported active concerns, to seek progress updates. 
 
4.1 Non-Executive Whistleblowing Champion 
 
The Corporate Business Manager will also support Lesley Bowie, Non-Executive Board 
Member, who has been nominated as the Board’s Whistleblowing Champion, in line with 
Scottish Government requirements.  
 
The introduction of a Non-Executive Board Member as Whistleblowing Champion provides 
an assurance role to help the Board to comply with its responsibilities by fulfilling the 
following responsibilities: 
 

 provide a conduit role, working closely with the named policy contacts, HR, the 
Integrated Governance Committee, the Board and the Independent National Officer, 
when this role is established; 

 seek assurance that the benefits of raising concerns about patient safety, malpractice 
and wrongdoing are highlighted and widely publicised; 

 seek assurance that all staff at all levels have access to a range of mechanisms and 
support to report or discuss any concerns they may have about patient safety, 
malpractice or wrongdoing; 

 ensure that the Board is appropriately advised of reported whistleblowing cases; 

 report and discuss regularly the number of concerns and their nature at the Integrated 
Governance Committee, and report to the Board on a quarterly basis. 
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The Board’s Corporate Business Manager will produce a monitoring report for the 
Integrated Governance Committee, which the Whistleblowing Champion will present.  The 
Champion will also present a summarised position to the wider Board that identifies: 
 

 the number and type of concerns raised; 

 the numbers raised internally / externally; 

 the split of open / confidential / anonymous concerns; 

 any organisation-wide recommendations or learning. 
 
5. National Activities 
 
The Scottish Government is taking a number of actions to support an environment where 
staff can raise concerns: 
 
(i) NHSScotland Confidential Alert Line (NCAL) 
 
Where staff do not feel able to raise concerns internally and wish an external route to raise 
concerns, or if there is doubt about whether or how to raise a concern or worry about doing 
so, confidential advice and support is available through the National Confidential Alert Line 
for NHSScotland employees – Freephone number 0800 008 6112.  This service is run by 
Public Concern at Work (PCaW) an independent whistleblowing charity.  It provides a safe 
space where staff, who feel that they may be victimized as a result of whistleblowing, can 
raise concerns about patient safety and malpractice. Support and advice is provided by 
legally trained staff and, where appropriate, concerns can be passed to the appropriate 
regulatory body. 
 
PCaW provides the Board with six monthly reports, which highlight the number of 
concerns raised via the NCAL in the preceeding six months, including where there is a nil 
report – the exact number will be given if more than three have been received, or “0-3” will 
be given where the number of calls is three or less.  The intention of the reports is to alert 
the Board to potential problems. 
 
NCAL willl also contact a Board directly on a caller’s behalf if appropriate (in line with the 
contact details held for the Board), should the caller themselves not wish to raise a 
genuine whistleblowing concern directly with the Board, but give PCaW permission to do 
so.  The Scottish Government is actively working with PCaW to review and improve this 
approach. 
 
(ii) Non-Executive Board Member Whistleblowing Champions identified and trained. 
 
(iii) Independent National Officer.   
 
Following consultation, the Scottish Government will be proceeding to appoint to this 
national post. 
 
(iv) Training, awareness raising, support.  
 
The Scottish Government continues to consider how best to support Boards in their 
communication and training plan and initiatives currently underway or in development 
include an NCAL video providing an overview of the service, an eLearning package, 
roadshows and student / professional round tables. 
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6. Conclusion 
 
The Board is asked to consider and support the approach being taken to clarify for staff 
how to raise concerns and to support them to do this.  
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Monitoring Form 
 

Policy/Strategy Implications 
 
 

The proposals are in line with and enhance the Board’s 
Whistleblowing Policy.  Specific objectives related to 
openness and speaking up sit within the ‘Support’ 
section  of the People Strategy,  which is a component 
and enabler of the Board’s strategic framework, and 
links in to the Corporate Strategy in tandem with the 
Board’s other key programmes of work. 
 

Workforce Implications 
 
 

The Guidance Note is a supportive document aimed at 
increasing staff’s understanding of how to raise 
concerns appropriately and safely and increasing 
staff’s awareness of the appropriate use of the 
Whistleblowing policy. 
 

Financial Implications 
 

Not applicable. 

Consultation (including 
Professional Committees) 
 
 

The paper confirms the Board’s approach to 
whistleblowing and strengthens the reporting, 
recording and monitoring arrangements.  The 
Corporate Management Team has been kept informed 
of the proposals. 
 

Risk Assessment 
 
 

Associated risks will be captured within the People 
Plan. 

Best Value 
 

- Vision and leadership 

The proposals describe the expectations on staff and 
those who receive and monitor whistleblowing 
concerns to follow due process in order to achieve best 
use of resources and to ensure the appropriate 
governance and accountability in this area. 

- Effective partnerships 

- Governance and 
accountability 

- Use of resources 

- Performance management 
 

Compliance with Corporate  
Objectives 
 

Workforce (workforce plan / staff health, safety & 
wellbeing / learning organisation / staff experience). 

Single Outcome Agreement 
(SOA) 
 

Not applicable. 

Impact Assessment 
As this is an internal strategic document, an impact assessment has not been carried out. 
 

 
 
 


