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[bookmark: _Policy_Summary][image: ]Policy Summary 
Speak up – we will listen.
Freedom to Speak Up (FTSU) is a confidential and supportive process that empowers all staff to raise concerns about safety, quality, or workplace culture without fear of reprisal. It promotes openness, protects those who speak up, and supports with ensuring that issues are addressed fairly and constructively to improve care and working conditions across the Trust.

East London NHS Foundation Trust (ELFT) encourages all staff to speak up about concerns to improve patient care and the working environment. This policy applies to everyone, including agency workers, students, and those from underrepresented or seldom heard groups.

We recognise that individuals with protected characteristics, such as disabilities, minority ethnic backgrounds, or LGBTQ+ identities, may feel less confident about speaking up. ELFT is committed to creating a safe, inclusive culture where all voices are heard and valued.

Though not assigned as mandatory training, staff are strongly encouraged to complete the Speak Up, Listen Up and Follow Up e-learning training modules. The Freedom to Speak Up Guardian receives a quarterly report on the completion rates of these modules. 

Completion is valuable for staff at all levels for several reasons:
1. Builds a culture of safety and trust
· Encourages open communication and psychological safety.
· Helps staff feel confident that their concerns will be heard and acted upon.

2. Clarifies roles and responsibilities
· Speaking Up: Empowers all staff to raise concerns.
· Listen Up: Equips managers with skills to listen actively and respond appropriately.
· Following Up: Guides senior leaders on how to support and sustain a speak up culture.

3. Promotes fairness and inclusion
· Raises awareness of barriers faced by underrepresented groups.
· Reinforces the Trust’s commitment to equity and listening to all voices.

4. Enhances service quality and patient safety
· Early identification of issues can prevent harm and improve care.
· Encourages continuous improvement through feedback.

5. Aligns with NHS People Promise
· Supports the pledge that “We each have a voice that counts.”

[bookmark: _Hlk213144113][bookmark: _Hlk213144434]Duty of Candour
All CQC registered secondary care providers in England must comply with the statutory Duty of Candour, introduced in 2014 following the Francis Inquiry and Berwick Review. While clinicians have an ethical duty to be honest, the Duty of Candour places a legal obligation on organisations.
This Duty applies when a notifiable safety incident results in moderate or severe harm, or a death linked to the incident. The Trust uses InPhase to identify such cases. Staff must ensure that patients or their representatives receive a clear explanation, a sincere apology, and appropriate support.
The Trust is committed to fostering a culture of openness. Staff are encouraged to raise concerns early, without fear of recrimination. Proof is not required. Having reasonable grounds for concern is sufficient. Harassment, bullying, or victimisation of those who speak up will not be tolerated and may lead to disciplinary action.
Duty of Candour and Freedom to Speak Up work together to:
· Promote transparency and honest communication with patients and families.
· Support staff in reporting safety concerns without fear.
· Encourage a culture of reflection and continuous improvement rather than blame.
· Empower staff to raise concerns before harm occurs.

Freedom to Speak Up, Whistleblowing, or Grievance?
Not all concerns are whistleblowing. Whistleblowing involves acting in the public interest, while personal grievances (such as pay, leave, interpersonal issues) should follow People and Culture procedures (such as the Resolution Policy and procedures.)

When to use FTSU versus other routes:

Use FTSU for concerns about safety, malpractice, or poor standards that affect others, especially when:
· You believe patient care or staff wellbeing is at risk.
· You witnessed unethical, unsafe, or discriminatory behaviour.
· You feel that formal channels are not responding adequately or fairly.
· You want to raise a concern confidentially or anonymously.
· You need support navigating difficult situations where speaking up feels risky.
· You are unsure which route to take and need guidance.
· You want to help improve the culture, safety, and quality of services across the Trust.

FTSU provides a safe, confidential space to be heard, and ensures concerns are taken seriously and acted upon.
· Use other routes for: 
· Personal employment issues (pay, leave, conflict)
· Patient complaints (via PALS)
· Performance or disciplinary matters (via line manager or People & Culture team)
· Emergencies (follow local emergency protocols)
· Anonymous concerns (must include enough detail to act)
· Issues already under formal investigation (FTSU can still offer support)

FTSU is not an emergency service or a substitute for formal procedures, but it can support fairness and transparency.















1. [bookmark: _1.__][bookmark: _Introduction]Introduction
East London NHS Foundation Trust is committed to fostering a culture of openness, transparency, and accountability, where speaking up is part of everyday practice. The Trust takes all forms of malpractice, fraud, corruption, and abuse extremely seriously, recognising the potential impact these issues can have on the quality and safety of the services we provide.

We want all staff to feel confident and supported in raising concerns. If you have reason to believe that a criminal offence may have been committed, a legal obligation has not been met, a miscarriage of justice has occurred, someone’s health or safety is at risk, the environment is being harmed, or there is an attempt to conceal any such wrongdoing, it can be difficult to know how to proceed. You may worry that speaking up could lead to victimisation, disciplinary action, or jeopardise your employment.

This policy is designed to reassure you that these concerns are understood and taken seriously. The Trust is committed to ensuring that anyone who raises a genuine concern is protected and supported throughout the process.

[bookmark: _Hlk213189423]1.1 Explanation of terms and definitions 
Staff/Worker/Employee
It includes full time and part time employees, contractors, agency workers, temporary workers, students, apprentices, volunteers, and governors. 
Speaking Up/Raising Concerns 
‘Speaking up’ and ‘raising concerns’ are terms used in this policy. The meaning of both is speaking to someone about the concerns that you may have. Both terms mean you are making a disclosure about the concerns that you may have. 
Whistleblowing
Whistleblowing is when a worker raises a concern about wrongdoing that is in the public interest. This means the issue must affect others beyond the individual, such as patients, staff, or the wider public.
Examples of whistleblowing concerns include:
· A criminal offence or breach of legal obligation
· Financial malpractice or fraud
· Risks to the health and safety of patients, staff, or the public
· Unethical conduct, such as conflicts of interest or professional misconduct
See section 7 for further information. 

1.2 Purpose of the Policy 
This policy ensures that anyone working for the Trust can raise concerns safely and without fear of reprisal. The Trust leadership, including the Chief Executive, Trust Board, Freedom to Speak Up team, People & Culture, and Staffside, fully support this commitment.
The policy aims to:
· Provide a safe and confidential route for raising concerns.
· Promote openness, transparency, and accountability.
· Empower staff to speak up confidently.
· Ensure concerns are investigated and resolved fairly.
· Protect individuals from retaliation.
· Clarify roles and support structures.
· Meet legal obligations under the Public Interest Disclosure Act (PIDA).
· Align with national recommendations (such as the Francis Review).
· Apply to all workers, including agency staff, students, volunteers, and governors.

1.3 Scope of the Policy
The policy covers serious concerns not addressed by other Trust procedures, such as:
· Miscarriages of justice
· Health and safety risks
· Environmental harm
· Misuse of public funds
· Fraud, corruption, or bribery
· Abuse or poor care
· Professional misconduct
· Unethical behaviour

Exclusions:
Personal employment issues (e.g. pay, working conditions, interpersonal conflicts) should be raised via:
· Line Manager
· Resolution Policy
· Trade Union or People & Culture Team
Staff may still seek guidance from the Freedom to Speak Up Guardian if unsure where to go.

Note:
Fraud concerns should be raised directly with the Counter Fraud Team.
This policy complements other Trust policies and professional codes (e.g. GMC, NMC, PIDA).
Patients, Relatives, Carers should direct their concerns to Patient Advice and Liaison Services (PALS)
[bookmark: _2.__]
2. [bookmark: _Purpose_of_the]Purpose of the Freedom to Speak Up Guardian
The FTSU Guardian helps protect patient safety, improve staff experience, and promote learning through open dialogue.

Responsibilities:
· Support staff who feel unable to raise concerns through usual channels.
· Remove barriers to speaking up.
· Promote a culture of openness and learning.

FTSU Guardian approach:
· Works independently and impartially, while maintaining constructive collaboration with leadership.
· Ensures concerns are acknowledged, followed up, and directed to the right processes.
· Provides assurance that appropriate action is being taken and constructively challenges where needed.
· Does not investigate concerns or offer legal advice but facilitates access to support and resolution.

3. [bookmark: _3.__What][bookmark: _What_concerns_can]What Concerns can be raised via FTSU?
You can raise any concern that may impact patient care, staff wellbeing, or service quality. 
Examples include:
· Unsafe care or working conditions
· Poor staff training or induction
· Inadequate response to safety incidents
· Fraud or financial misconduct
· Bullying culture (systemic, not isolated incidents)

For further examples, you can watch the short film Raising Concerns, produced by NHS England Workforce, Training and Education, which supports staff in understanding how and when to speak up.

Reporting Routes:
· Use InPhase to log incidents or near misses.
· Speak to your manager or contact the Incident Team (elft.incidentreporting1@nhs.net).
· Reach out to Bullying & Harassment Advisers or the Counter Fraud Team.
· Contact the FTSU Guardian if you need confidential support with raising your concern. 
· For all speaking up routes available in ELFT, please see the Speaking Up Strategy.

3.1 Feel Safe to Raise Your Concern
As a healthcare professional, you have a duty to report concerns. If you are unsure, it is always better to raise the issue. You do not need proof, just a genuine belief that something is wrong. You will not face reprisal for raising a genuine concern. Harassment or victimisation of those who speak up is unacceptable and such behaviour goes against the Trust’s values. If upheld following investigation, it may lead to disciplinary action.

Not all concerns result in findings of wrongdoing. Concerns raised honestly are always valid, even if mistaken. In rare cases where a report is found to be deliberately false or intended to cause disruption or distress, the Trust may take appropriate action under existing policies.

4. [bookmark: _Who_can_speak][bookmark: _Hlk213189638]Who can speak up?
This policy applies to all ELFT staff, as well as individuals working in or alongside the Trust, including:
· Honorary contract holders
· Students and trainees
· Contractors and sub-contractors
· Bank and agency workers
· Volunteers
· Staff from partner organisations
· Former staff (within three months of leaving)

Former Staff
While this policy formally applies to individuals who have left the Trust within the past three months, concerns raised beyond this period, particularly those relating to patient safety, quality of care, or workplace culture, will still be considered on a case-by-case basis. The Freedom to Speak Up Guardian will ensure appropriate support and guidance is provided to those raising the concerns and will feedback updates and outcomes. 
However, concerns that relate primarily to personal employment matters (such as pay, working conditions, or interpersonal conflict) should be addressed through the Trust’s Resolution Policy.

Volunteers
Volunteers are encouraged to raise concerns through:
· Their lead or line manager
· Trust Volunteer Coordinator
· People Participation Lead
See further contacts listed in Section 5 or refer to the Speaking Up Strategy.

FTSU is designed for NHS staff. If you are a patient or service user and wish to raise concerns about a service, please follow local ward/community procedures or contact the Patient Advice and Liaison Service (PALS), phone: 0800 783 4839 or email: elft.pals@nhs.net 

5. [bookmark: _5.__Who][bookmark: _Hlk213189648]Speaking Up - Who to Contact
You can raise your concern in person, by phone, or in writing (including email) to any of the individuals or bodies listed in this section.

When raising a concern, try to explain the situation clearly, including what happened, when, and who was involved. This helps ensure your concern is understood and addressed appropriately.

You can choose to:
· Speak up openly, your identity is known and may help with follow up.
· Speak up confidentially, your identity is known to the person handling your concern but will not be shared without your consent (unless required by law).
· Speak up anonymously, your identity is not disclosed at all. While this is respected, it may limit the Trust’s ability to investigate fully or provide feedback.

5.1 Internal Routes
Speaking up often begins with a conversation with your line manager or supervisor. These informal discussions are encouraged and can lead to quick resolutions and are encouraged as part of a healthy, open culture.
If this is not a suitable option, you can also raise you concerns with:
· A senior manager or director
· Governance & Risk Management Team (for patient safety or care quality)
· Your Trade Union representative
· Freedom to Speak Up Team:
· FTSU Guardian, Email: elft.freedomtospeakup@nhs.net, Phone: 07436 027388
· FTSU Champion who can signpost you to available speaking up routes
· People & Culture Team
· Chief Executive Officer
· Senior Independent Director for FTSU (Richard Carr), Email: richard.carr10@nhs.net
· Executive Lead for FTSU
· Chief People Officer
· Service Director or Manager
· Executive or Non-Executive Directors
· Counter Fraud Specialist Team (for fraud, bribery, or corruption)

For a full overview of all speaking up routes available in ELFT, please see the Speaking Up Strategy.

5.2 External Routes
If you prefer to raise your concern outside the organisation, you can contact:
· Care Quality Commission (CQC)
For concerns about regulated care services.
Website: https://www.cqc.org.uk 

· NHS England
For issues related to GP practices, dental services, pharmacies, NHS trusts, procurement, or patient choice.
Website: https://www.england.nhs.uk 
Note: CQC and NHS England do not manage personal employment matters.

· NHS Counter Fraud Authority
For fraud or corruption concerns.
Phone: 0800 028 4060
Website: https://cfa.nhs.uk 

· Professional Regulatory Bodies
For concerns about professional conduct:
· General Medical Council (GMC)
· Nursing and Midwifery Council (NMC)
· Health & Care Professions Council (HCPC)
· General Optical Council (GOC)
· General Pharmaceutical Council (GPhC)

If you are unsure who to contact externally, refer to Appendix D for a full list of organisations and guidance.

[bookmark: _Speaking_Up_–]
6. [bookmark: _Whistleblowing:_Making_a][bookmark: _Hlk213189686]Whistleblowing: Making a Protected Disclosure
Whistleblowing is when a worker raises a concern about wrongdoing, risk, or malpractice that is in the public interest. This may relate to past, current, or potential future incidents. Under the Public Interest Disclosure Act (PIDA), workers are legally protected when making a protected disclosure. This means they must not face dismissal, detriment, or unfair treatment for speaking up in good faith.

6.1 What qualifies as whistleblowing?
All whistleblowing is speaking up, but not all speaking up is whistleblowing.
A concern qualifies as whistleblowing if:
· It is raised by a worker (including agency staff, contractors, trainees, or volunteers)
· It is made in the public interest
· It relates to one or more of the following: 
· Criminal offence (e.g. fraud, bribery)
· Breach of legal obligation
· Miscarriage of justice
· Danger to health or safety
· Environmental damage
· Deliberate concealment of any of the above

6.2 Examples of whistleblowing concerns
· Unlawful or unethical conduct
· Financial malpractice or fraud
· Breaches of confidentiality or data protection
· Unsafe clinical practices
· Abuse of position or conflicts of interest

6.3 How to raise a whistleblowing concern
You can raise concerns internally via:
· Line manager, senior leader or director
· FTSU Guardian 
· People & Culture Team

If internal routes are not appropriate or have been exhausted, you may contact:
· NHS England
· Care Quality Commission (CQC)
Concerns will be handled confidentially. Anonymous disclosures are accepted but may limit the ability to investigate or provide feedback.

Appendix D provides details of external organisations you can contact if you prefer to raise your concern outside the Trust.

6.4 Legal Protection
You are protected by law from:
· Dismissal or redundancy
· Disciplinary action or demotion
· Harassment or victimisation
· Any other detriment linked to your disclosure
ELFT does not tolerate retaliation against staff who raise concerns in good faith.

6.5 Further Information
· Appendix E: Whistleblowing (Protected Disclosures) – Manager Guidance
· ELFT Freedom to Speak Up Policy
· NHS England - FTSU Guidance 
· https://www.england.nhs.uk/ourwork/freedom-to-speak-up/ 
· Public Interest Disclosure Act
· https://www.legislation.gov.uk/ukpga/1998/23/contents 
· https://protect-advice.org.uk/pida/ 
· Protect
· https://protect-advice.org.uk 
· In this video clip, Protect explain what Protected Disclosures are, why they are important and how a whistleblower can ensure they meet the legal tests of a Protected Disclosure when speaking up.
[bookmark: _8.__][bookmark: _Hlk213189759]
7. [bookmark: _ELFT’s_response_to]ELFT’s response to FTSU concerns raised
ELFT is committed to fostering a culture where staff feel safe, supported, and empowered to raise concerns. We fully embrace the principles of the Freedom to Speak Up Review, ensuring that all concerns are handled fairly, respectfully, and constructively. A broad overview of the FTSU process is visible in Appendix A: What will happen when I speak up?

Initial assessment
When a concern is raised through FTSU:
· It is discussed with the individual to understand the nature and context.
· If appropriate, it may be redirected to a more suitable policy (e.g., bullying and harassment).
· Once clarified, the concern is escalated to the relevant manager.
· Updates and feedback are tracked and shared with the individual throughout the process.

Policy determination
Some concerns may be better addressed under a different Trust policy. ELFT will:
· Communicate clearly which policy will be used.
· Handle employment issues affecting only the individual separately and appropriately.

Investigation process
If the concern cannot be resolved quickly:
· An investigation will be initiated.
· Investigators will be independent, trained, and from outside the immediate area of concern.
· Where appropriate, a single investigation will be conducted to address both the concern and any related incidents.
· Investigations will be objective, evidence based and focused on identifying issues and learning lessons.

Communication
Throughout the process:
· Staff will be treated with respect and thanked for speaking up.
· The Trust will maintain regular communication, including expected timelines and progress updates.
· Where possible, the full investigation report will be shared, respecting confidentiality.

Learning and improvement
The primary aim of any investigation is to improve services. When concerns highlight areas for improvement:
· Actions will be implemented and monitored for effectiveness.
· Lessons learned will be shared across teams and, where appropriate, more widely across the organisation.

Board oversight
The ELFT Board:
· Actively supports staff in raising concerns.
· Receives regular updates on themes and trends from FTSU cases.
· Ensures that insights and actions are reflected in the Trust’s annual report, reinforcing transparency and continuous improvement.

For further details on the FTSU process and timeline guidance, please refer to the documents linked below, and also contained in Appendix B and Appendix C. 
· Appendix B: FTSU process and timeline guidance for staff Designed for staff who wish to raise concerns through FTSU.
· Appendix C: FTSU process and timeline guidance for managers – Designed for leaders and managers to whom FTSU concerns are escalated, and who are responsible for responding to and resolving those concerns.

[bookmark: _9.__Advice][bookmark: _9.__]8. 	Advice and Support
[bookmark: _Hlk213189776]8.1 Workplace Wellbeing – the Employee Assistance Programme (EAP).
We understand that such processes may be difficult and in order to support you further you have access to Workplace Wellbeing, the EAP. 

This EAP is an employee benefit that gives you access to a 24/7 confidential helpline where their team of trained counsellors can offer information and guidance on a range of issues covering your home and work life. There are lots of resources on their website to help support a healthy mind, healthy body, healthy work and healthy life. If you need further support, call their freephone helpline on 08000 304 302 to speak with one of their trained professionals. All information offered is unbiased, independent, and confidential. They will not share any information with ELFT or your managers.

What sort of experience can you expect?
Your initial call will be handled by one of their EAP Coordinators who will take some general details and schedule a call back with one of their counsellors.
Through this confidential service, their trained counsellors will be able to offer you professional guidance and signposting. Where necessary, you may also be referred to other services such as short-term counselling sessions or debt and legal advisors.

8.2 Respectful Resolution Pathway 
We all deserve a workplace where we are respected and supported; where positive behaviours are encouraged, modelled, and appreciated; where inappropriate behaviours including bullying and incivility are not tolerated but addressed; and where staff are supported to safely challenge negative behaviour.

Inappropriate behaviours and conflict at work can erode an employee’s confidence, self-esteem, health and wellbeing and have a major impact on the services we provide, affecting both the performance and the morale of the workforce.

Respectful Resolution supports with creating a safe and values led culture to resolving issues of bullying, incivility, or inappropriate behaviour. The approach is based on reflection, empathy, dialogue, de-escalation, and the principles of natural justice. Its aim is to support staff to discuss and de-escalate situations where poor behaviour occurs where possible. 

The Respectful Resolution Pathway is a tool and resource for all staff to help create a safe culture and space to address behaviours that are inappropriate or unacceptable. Whether you are an individual experiencing inappropriate behaviour, a witness, the manager, or an allegation has been made against you, the quick guides contain practical tools to help you decide the best route forward and start to take action. These will therefore help you to build a caring culture and resolve issues quickly and respectfully.

8.3 Mediation Services
Mediation can be a useful mechanism for dispute resolution (to avoid) or reconciliation (to resolve) dysfunctional working or relationships that manifest through the raising of concerns. For more information about mediation and how to access it, please email elft.mediation@nhs.net. 
[bookmark: _10.__][bookmark: _Review_and_measuring][bookmark: _Hlk213189799]9. 		Review and Measuring Effectiveness
ELFT is committed to regularly reviewing the effectiveness of its Freedom to Speak Up policy and local processes. Outcomes from these reviews will be published, and changes implemented where necessary to improve practice and support staff.

Monitoring and Analysis
The People & Culture Team and the Freedom to Speak Up Guardian will jointly monitor and analyse data related to concerns raised under this policy on a quarterly basis.
This data will be used to: 
· Track implementation of the policy
· Monitor case management
· Identify common themes, patterns, or recurring issues

Informing Improvement
Insights from the FTSU data will inform: 
· Recommendations made to improve working practices and organisational culture.
· Updates to relevant policies and procedures.
· Reports based on this analysis will be submitted to the Executive Board
This approach ensures that the Trust remains responsive to staff concerns, promotes transparency, and continually strengthens its commitment to a safe and supportive working environment.
[bookmark: _11.__]
10. [bookmark: _Monitoring][bookmark: _Hlk213189815]Monitoring
The Chief People Officer holds overall responsibility for monitoring and reviewing the effectiveness of this policy. Any proposed changes will be developed in consultation with the Joint Staff Committee and presented to the Service Delivery Board and the Trust Board for approval. This ensures that the policy remains relevant, responsive, and aligned with ELFT’s commitment to supporting staff who speak up.
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[bookmark: _Appendix_A:_A][bookmark: _Appendix_A:_What][bookmark: _Hlk213188172]Appendix A: What will happen when I speak up?





We will:

Thank you for speaking up.
•
Help you identify the options for resolution.
•
Signpost you to health and wellbeing support.
•
Confirm what information you have provided consent to share.
•
Support you with any further next steps and keep in touch with you.



Steps towards resolution:

Engagement with relevant senior managers (where appropriate)
•
Referral to HR process
•
Referral to patient safety process
•
Other type of appropriate investigation, mediation, etc.








Outcomes:

The outcomes will be shared with you wherever possible, along with learning and improvement identified.


Escalation:

If resolution has not been achieved, or you are not satisfied with the outcome, you can escalate the matter to the executive lead for FTSU or the non-executive lead for FTSU. 
• Alternatively, if you think there are good reasons not to use internal routes, speak up to an external body, such as the CQC or NHS England.
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ELFT Freedom to Speak Up
[bookmark: _Hlk213188636]Process & Timeline Guidance for Staff


Designed for: 	Staff raising Freedom to Speak Up (FTSU) concerns
Purpose: 		To provide clear guidance on the FTSU process and expected timeframes
Why contact FTSU?
FTSU is here to support individuals when something doesn’t feel right at work and are unsure where to turn. 
· It does not replace formal People & Culture or complaints processes
· Is a safe, confidential space to speak up, especially when other routes haven’t worked or don’t feel safe.

Contact FTSU if:
· Patient safety or quality of care concerns
You’ve witnessed or are aware of unsafe practices, poor care, or risks to patient safety.

· Workplace culture or behaviour
Concerns about bullying, harassment, discrimination, or unprofessional behaviour can be raised through FTSU or HR, depending on the situation. 
Raise through FTSU if you:
· Witnessed poor behaviour affecting others or the wider team.
· Already raised the issue through normal channels, but nothing has changed.
· Are worried about repercussions or don’t feel safe using formal routes.
· Unsure where to go and need confidential advice or support.

· Unfair treatment or processes
You or others are being treated unfairly, or policies are being applied inconsistently.

· Concerns not being acted on
You’ve raised an issue through normal channels, but nothing has changed, or you’ve been ignored.

· Fear of repercussions
You want to raise something but are worried about being treated differently or facing negative consequences/detriment.

· Unsure where to go
You’re not sure who to speak to or how to raise your concern safely and confidentially.
The FTSU Guardian is here to listen without judgment, support you, and help ensure your concern is addressed appropriately, whether informally or through formal processes.

Is FTSU the right pathway for your concern?
When to use FTSU and when other routes may be more appropriate:
While FTSU is a vital route for raising concerns in the NHS, there are certain situations where it may not be the most appropriate or effective route.



Guidance:
· Personal grievances or employment disputes
Issues like pay, annual leave, or interpersonal conflicts are usually best addressed through line management, grievance procedures (Resolution Policy), or other People & Culture processes.

· Formal complaints about patient care (as a patient or family member)
FTSU is designed for NHS staff. If you are a patient or service user, please contact the Patient Advice and Liaison Service (PALS).

· Disciplinary or performance issues
· If your concern relates to your own performance or conduct, this should be addressed through your line manager, the P&C team, or your trade union, not through FTSU.
· If you are a manager and have concerns about the performance or conduct of someone you line manage, this should also be raised through your own line manager or via the appropriate P&C process.
FTSU is not a substitute for formal performance management or disciplinary procedures, but it can support you if you feel those processes are being applied unfairly or inconsistently.

· Anonymous concerns without sufficient detail
· While anonymous concerns are welcomed, if the information provided is too limited, it may not be possible to take meaningful action.
· Anonymous intelligence is helpful, but the more detail you can safely provide, the more likely it is that the concern can be explored and addressed effectively.

· Concerns already being addressed through other formal channels
If your concern is already being formally investigated, for example, by your line manager, the P&C team, safeguarding, or a regulatory body, FTSU will not duplicate that process.
However, you can still contact FTSU if:
· You feel the process is unfair or not being followed properly
· You are not kept informed/updated on progress
· You need support or advice while the process is ongoing

· Requests for immediate action in emergencies
If there is an immediate risk to safety, escalate through local emergency procedures (e.g. line manager, service director, duty manager, safeguarding team), not FTSU.
FTSU is not designed for emergency response. It is a confidential route for raising concerns that may not be urgent but still require attention, learning, and improvement.
· If you witness or become aware of a situation that poses an immediate risk to safety, you should:
· Act immediately: Do not wait to raise the concern through FTSU. 
· Follow local Emergency Protocols
· Escalate to your Line Manager or Duty Manager: They are responsible for taking urgent action.
· Contact the Safeguarding Team: If the risk involves abuse, neglect, or harm to vulnerable individuals. Safeguarding Children Team and Safeguarding Adults Team.
· Report the Incident: Log the incident through InPhase as soon as it is safe to do so.







Process & Timeline: 
Step 2: When you speak up
· Explore resolution options 
· Signpost to wellbeing support 
· Clarify what you are comfortable sharing and confirm your FTSU statement
· Provide updates as they become available
Step 1: Contact the FTSU Guardian to arrange discussion. 
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FTSU will connect within 3 working days to arrange meeting to discuss. 




Step 3: Steps towards resolution
Depending on the nature of your concern, FTSU may:
· Engage with relevant senior managers/leaders, the P&C team, or the Patient Safety team (for clinical or safety-related issues) to explore informal or formal resolution. 
· Explore other appropriate routes such as Respectful Resolution, mediation, investigation, or professional standards processes.
· Escalate the concern to the appropriate individuals or teams as necessary.
· Senior Leader to update FTSU Guardian on resolution steps within 10 working days.
---------------------------------------------------------------
· Informal: Following the update above, informal resolution is expected within 15 working days. 
· Formal: Resolution timeframe will be according to the formal process undertaken. FTSU Guardian must be updated regularly on process progress. 






Step 4: Outcomes, learning and improvement
· Once the concern has been addressed, outcomes will be shared with you wherever possible, while respecting confidentiality.
· Learning and/or improvements will also be shared that have resulted from your concern.








Timeframes may occasionally be affected by managers and FTSU Guardian’s annual leave. 
This will be communicated in advance to individuals awaiting updates. An automatic email response and voicemail message will confirm the Guardian’s return date for those raising concerns during this period.



Further Escalation (If needed)
If your concern remains unresolved or you’re not satisfied with the outcome, you can escalate it to:
· The Executive Lead for FTSU, or
· The Non-Executive Director (NED) for FTSU.
If you feel internal routes are not suitable, you may raise your concern with an external body such as:
· The Care Quality Commission (CQC)
· NHS England (Speaking up to NHS England)
· Or another relevant regulator
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Appendix C: Process & Timeline Guidance for Managers
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ELFT Freedom to Speak Up
          Process & Timeline Guidance for Managers


Process & Timeline: Step 2: Acknowledge receipt of FTSU concern

Senior Leader to confirm receipt to FTSU Guardian within 3 working days. 

Step 1: FTSU Escalation

FTSU concern escalated to appropriate Senior Leader (e.g. Directorate Lead, Lead Nurse, Service Lead, People & Culture, Professional Lead, Medical or Clinical Director, Executive Leader).

Step 3: Steps towards resolution

Senior Leader to update FTSU Guardian on resolution steps (e.g. discussions,  exploration, Respectful Resolution, review, formal process, etc.) within 10 working days. 
-----------------------------------------------
[bookmark: _Hlk202316089][bookmark: _Hlk202316090]
Informal: Following the update above, informal resolution is expected within 15 working days. 

Formal: Resolution timeframe will be according to the formal process undertaken. FTSU Guardian must be updated regularly on process progress. 

Senior Leader to confirm resolution timeframe leading to outcomes. 

This clarity enables the FTSU Guardian to provide informed and timely updates to the individual(s) who raised the FTSU concern.






Step 4: Outcomes, learning and improvement

Senior Leader shares the outcomes* with FTSU Guardian. 

Senior Leader completes and returns the Resolution, Outcomes* & Learning from FTSU Concerns template to FTSU Guardian. 

[bookmark: _Hlk202326520]FTSU Guardian will share outcomes*, learning identified and improvements implemented with the individual(s) who raised the FTSU concern.

*Please note: Outcomes shared, when possible, without breaching confidentiality.
**Please note: Feedback Responsibility, page 2. 









Further Escalations:
If responses or updates are not forthcoming within the expected timeframes, the FTSU Guardian will escalate this matter to the next appropriate Senior Leader, such as:
· Directorate Lead
· Executive Director
· Executive Lead for FTSU
· CEO
· NED for FTSU
· ELFT Chair
· CQC




 


Timeframes may occasionally be affected by managers and FTSU Guardian’s annual leave. 
This will be communicated in advance to individuals awaiting updates. An automatic email response and voicemail message will confirm the Guardian’s return date for those raising concerns during this period.






[bookmark: _Appendix_C_–_1][bookmark: _Hlk213175284]Feedback Responsibility:Concern raised with FTSU Guardian.

 
Concern raised with FTSU Guardian and other colleagues.

Concern raised with FTSU Guardian and Executive Leads 
 

Feedback will be issued via FTSU Guardian.

 

Feedback will be issued via Senior Leader. 

 
Feedback will be issued via Executive Lead or their delegate.


Informal: Senior Leader will share progress updates with FTSU Guardian. 

When concluded, Senior Leader will share relevant outcomes, learning identified & improvement implemented via the template.

FTSU Guardian will share relevant outcomes, learning identified & improvement taken forward with those who spoke up. 
Informal: Executive Lead, or their delegate, will directly communicate the outcomes, learning & improvement to those who raised the FTSU concerns. 

They will also update the FTSU Guardian. 

Informal: Senior Leader will directly communicate outcomes, learning, and improvement to those who raised the concerns.

They will also update the FTSU Guardian. 







Formal: Senior Leader will update those who spoke up, and FTSU Guardian, on the investigation progress.
Formal: Executive Lead (or their delegate) will update those who spoke up, and FTSU Guardian, on the investigation progress.



	Formal: Senior Leader will update FTSU Guardian on the investigation’s progress and FTSU Guardian will in turn update those who spoke up. 


[bookmark: _Hlk202321718][bookmark: _Hlk202321719]Formal: Upon completion, Senior Leader will directly inform those who spoke up of the relevant outcomes, learning identified, and any improvements implemented as a result.

Senior Leader will also update the FTSU Guardian. 
Formal: Upon completion, Executive Lead (or their delegate) will directly inform those who spoke up of the relevant outcomes, learning identified, and any improvements implemented as a result. 

Executive Lead (or their delegate) will also update the FTSU Guardian.



Formal: Upon completion, Senior Leader updates FTSU Guardian with relevant outcomes, identified learning, and any improvements implemented by completing the template.
FTSU Guardian will share the outcomes, identified learning, and any improvement implemented, with those who spoke up.
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	Name of Organisation
	Description
	Contact Details

	Whistleblowing list of prescribed people and bodies

	If you decide to whistleblow to a prescribed person rather than your employer, you must ensure that you are contacting the correct person or body for your specific concern.
For example, if you are raising concerns about patient safety or the quality of care in an NHS hospital, you should contact the Care Quality Commission (CQC), which is responsible for regulating health and social care services in England.

This Government webpage includes a list of prescribed persons and bodies to whom you can make a disclosure, along with a brief description of the types of concerns each one handles.
In addition, you can also blow the whistle to your legal adviser, your MP or your MSP.
	

Website: https://www.gov.uk/government/publications/blowing-the-whistle-list-of-prescribed-people-and-bodies--2/whistleblowing-list-of-prescribed-people-and-bodies 

	Advice, Conciliation & Arbitration Service 
(ACAS)
	Their aim is to improve organisations and working life through better employment relations. They assist with employment relations by supplying up-to-date information, independent advice.
	Phone: 0300 123 1100
Website: www.acas.org.uk

	Protect
	Staff may wish to take advice from an independent organisation. Protect is a charity which offers free and confidential advice.
	Phone: 0203 117 2520
Website: www.protect-advice.org.uk

	Professional Representative and Regulatory Organisations
	All staff retain the right to consult, seek guidance and support from their professional organisation or trade union, and from statutory bodies such as the Nursing and Midwifery Council (NMC),the General Medical Council (GMC) or Health & Care Professions Council (HCPC). 

Staff are encouraged to consult with the appropriate body if an issue continues to remain unresolved locally, and there is an obligation to comply with the codes of practice of their relevant professional body.
	General Medical Council
Tel: 0161 923 6602
Website: www.gmc-uk.org

Nursing & Midwifery Council
Tel: 020 7637 7181
Website: www.nmc-uk.org

Health & Care Professions Council
Tel: 0845 300 6184
Website: www.hcpc-uk.org/ 

	Speak Up
	Speaking up means reporting concerns about malpractice, wrongdoing, or fraud in the NHS and social care sector—issues that can threaten patient safety and public trust. If you're unsure where to turn, Speak Up offers confidential, anonymous, and legally compliant advice and guidance.
Whether you're an employee, employer, contractor, or professional body, you can contact their free helpline or use the online form. Speak Up ensures you understand your options and legal rights, helping you act in line with your values.
	Phone: 08000 724 725

Website: https://speakup.direct/contact-us/ 

	The NHS Counter Fraud Authority (NHSCFA)
	The NHS Counter Fraud Authority leads on fighting fraud and other economic crime in the NHS and wider health group.
	Phone: 0800 028 4060
Website: https://cfa.nhs.uk/ 

	The Parliamentary and Health Service Ombudsman

	The Ombudsman may investigate complaints by staff on behalf of a patient, if they are satisfied that there is no one more appropriate to act on a patient's behalf, such as the immediate relative. 

Information leaflets about the Ombudsman's role and the procedures for reference are available from the Patient Liaison Office or The Parliamentary and Health Service Ombudsman, Millbank Tower, Millbank, London, SW1P 4QP
	Phone: 0345 015 4033.
Website: www.ombudsman.org.uk
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[bookmark: _Appendix_E:_Whistleblowing_1][bookmark: _Hlk219209285]Appendix E: Whistleblowing (Protected Disclosures) Guidance for Managers and Leadership
Purpose
To provide clear, consistent guidance for managers and leadership when responding to whistleblowing concerns, including those raised via external prescribed persons (e.g. CQC, NHS England), and to set out expectations for oversight, reporting, and leadership accountability.

Key Principles
· Act promptly, fairly, and confidentially.
· Protect the individual from detriment.
· Maintain independence and transparency.
· Notify FTSU for oversight and learning.

Definitions
· Whistleblowing (Protected Disclosure): A disclosure made in the public interest that reasonably tends to show one of the six categories of wrongdoing under PIDA (criminal offence, breach of legal obligation, miscarriage of justice, health/safety danger, environmental damage, or deliberate concealment). 
· Prescribed Persons: External bodies designated to receive disclosures (See list of prescribed people and bodies in Appendix D); for health care quality this includes CQC. NHS England is a prescribed body for matters in its remit. 
Manager Responsibilities/ Leadership Accountability
Immediate Actions
Acknowledge and Thank
· Thank the individual for speaking up.
· Reassure them they will not suffer detriment.

Assess the Route
· Is it a protected disclosure under PIDA?
· Does it trigger Duty of Candour?
· Confirm the nature of the concern (patient safety, quality, culture, malpractice).
· Decide if it needs: 
· Clinical review (for example, patient safety team)
· Governance review (for example, risk management)
· Operational review (for example, service director)
· Does another policy apply (for example, Safeguarding, Resolution)?

Notify FTSU Guardian
· Within 3 working days, even if managing locally or concern came via an external route. 
· Why? 
· FTSU needs visibility of all concerns to ensure organisational oversight, track themes, and provide support. FTSU does not investigate but can assist the individual and, if needed, support the service to uphold fairness and transparency.

Investigation Principles
· Independence: 
Appoint an investigator unconnected with the area, trained in investigation methods.
· Define terms of reference: 
· Scope of the investigation.
· Key questions to answer.
· Expected timeframe.
· Establish Timelines: 
· Agree expected timeframes for each stage: 
· Reviewing evidence
· Completing interviews
· Compiling the report
· Feedback to the individual 
· Communicate these timelines to all involved and to the individual who raised the concern.
· Evidence Gathering: Gather facts objectively.
· Review relevant documents, policies, and data.
· Interview staff involved (including the person who raised the concern).
· Maintain confidentiality and avoid bias.
· Communication:
· Regular Updates: 
· Provide progress updates to the individual at agreed intervals (e.g. every 15 working days or sooner if significant developments occur).

Coordination
· Cooperate with external bodies (CQC, NHS England) if involved.
· Maintain clear internal records of actions taken, outcomes, conclusions, and learning. 
· Produce a written report summarising: 
· Findings.
· Conclusions.
· Recommendations for improvement.

Duty of Candour
If a notifiable safety incident is identified, comply with Regulation 20: 
· Inform patient/family.
· Provide truthful account, apology, and written follow-up.

Protect from Detriment
· Monitor for any negative treatment.
· If detriment occurs, escalate immediately to the FTSU Guardian for support and organisational oversight, and to the Chief People Officer (CPO) for action under the relevant HR policy. 
· FTSU does not investigate but ensures the individual is supported and the issue is tracked.

Close the Loop
· Share outcomes and learning with the individual (respecting confidentiality).
· Submit the FTSU Resolution, Outcomes & Learning template to the FTSU Guardian.

Escalation and Oversight
· Operational Oversight: The Chief People Officer (CPO) oversees the completeness of whistleblowing case records and assures timely progression. Periodic reports to the Board summarise themes, learning and actions. 
· Board Visibility: The Board receives regular thematic reports across FTSU and whistleblowing routes to evidence an open culture and continual improvement. 
External Route References
· CQC Whistleblowing Guidance (providers’ obligations, handling staff disclosures). 
· NHS England External FTSU Policy (speaking up to NHS England as a prescribed body). 
· Prescribed Persons List 
· Public Interest Disclosure Act (summary) and ACAS legal guidance. 
· Duty of Candour – Regulation 20 (CQC). 
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