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Whistleblowing Policy  
 
Summary 
 

NHS Health Scotland (NHS HS) is 
committed to achieving the highest 
possible standards of ethics and 
standards of service in health 
improvement. To achieve this, we 
encourage freedom of speech. We 
also encourage employees to use 
internal mechanisms for reporting 
any malpractice, illegal acts or 
omissions by our employees or ex-
employees. Such concerns may 
relate to delivery of services, the 
health and safety of employees or 
visitors, danger to public safety or 
the environment or actions, which 
could damage the viability or 
integrity of NHS HS. 

Status This policy is based on national PIN 
policy. The last PIN guidance was 
published in December 2011. 

Alternative format This policy is available in Microsoft 
Word and other formats upon 
request. Please contact the Policy 
team for more details. 

Impact Assessment Date 08/04/13 

Partnership Forum Sign Off 30/06/16 

SGC Approval 12/08/16 

Review This policy was reviewed in April 
2016. 

Review Date No later than April 2019 (or when 
revised PIN guidelines released). 

Contact Shonaidh Dyer, HR Team Manager 
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Introduction 

1. The purpose of this policy is to encourage employees and private 

contractors or employed staff to raise concerns without fear of penalty or 

victimisation. Key to this is our commitment to a no blame culture. Employees 

can be reassured that concerns raised in good faith will be protected under 

current legislation. The matters, which may be raised under this policy, 

include: 

a) Malpractice or ill treatment of a client / customer / colleague by a member 

of staff. 

b) Repeated ill treatment of a client / customer / colleague, despite a 

complaint being made. 

c) A criminal offence has been committed, is being committed or is likely to be 

committed. 

d) Suspected fraud. 

e) Disregard of legislation, particularly in relation to health and safety at work. 

f) The environment has been or is likely to be damaged. 

g) Breach of standing financial instructions. 

h) Showing undue favour over a contractual matter. 

i) Showing favour to a job applicant. 

j) A breach of a code of conduct. 

k) Information on any of the above that has been, is being, or is likely to be 

concealed. 

Policy 

2. NHS HS is committed to achieving the highest possible standards of ethics 

and service in health improvement. To achieve this, we encourage freedom of 

speech. We also encourage employees to use internal mechanisms for 

reporting any malpractice, illegal acts or omissions by our employees or ex-

employees. Such concerns may relate to the delivery of services, the health 

and safety of employees or visitors, danger to public safety, the environment 

or actions, which could damage the viability or integrity of NHS HS. 

Principles 

3. The principles upon which this policy is based are that it: 

a) It is consistent with the “Implementing and Reviewing Whistleblowing 

Arrangements in NHS Scotland PIN Policy” published in December 2011. 
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b) It does not override any contractual arrangements already in place for 

specific professional groups. 

c) It does not replace the provisions in other NHS HS policies such as 

Management of Employee Conduct, Dealing with Employee Grievances, 

Dealing with Bullying and Harassment and Recruitment and Selection. 

d) Provides a guarantee that any harassment or victimisation of employees 

who raise a concern will not be tolerated and will be treated as a serious 

disciplinary offence. 

e) Provides for a formal investigation of any concerns raised. 

f) Maintains, as far as is reasonably practicable, the confidentiality of the 

employee and provide reassurance that the investigation will be conducted 

fairly and impartially. 

g) Provides for all employees to be represented by a trade union or 

professional association representative if they wish. 

h) Provides for feedback to the employee who raises a concern about the 

outcome of the investigation. 

Roles and Responsibilities 

Line Managers 

4. Line Managers will: 

a) Fully investigate concerns raised and provide feedback on the results of the 

investigation. 

b) Ensure that employees who raise genuine concerns are not harassed in 

any way. 

Employees 

5. Employees will: 

a) Raise genuine concerns where they have cause to do so. 

HR team 

6. The HR team will: 

a) Provide support to line managers investigating concerns and to all staff, 

where required. 

b) Ensure that a consistent and equitable approach is used throughout all 

investigations. 

Partnership Forum 

7. The Partnership Forum will: 
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a) Annually assess performance against these standards and report to the 

Board. 

b) Identify an appropriate organisational contact for whistleblowing. 

c) Liaise and escalate concerns to the NHS Scotland Independent National 

Whistleblowing Officer, where appropriate. 

Organisational whistleblowing contact 

The Organisational whistleblowing contact will: 

a) Act as point of contact for staff willing to use this avenue to raise concerns. 

b) Act as a point of contact where agreed with the individual in relation to 

referrals from the National Confidential Alert Line. 

c) Liaise, where appropriate, with the NHS Scotland Independent National 

Whistleblowing Officer. 

Non- executive Board members 

Non-executive board members will: 

a) In line with the recommendations within the Freedom to Speak Up Review, 

provide a non-executive “whistleblowing” champion, to have an overview of 

current internal processes to ensure that they are not only working effectively 

but also supporting staff in raising concerns. (currently the chair of the Staff 

Governance Committee). 

b) Deal with any concerns raised with them by members or former members 

of NHS Heath Scotland’s staff in line with the protocol for non-executive board 

members dealing with concerns raised by staff or former staff. 

Procedure 

Raising a Concern 

8. Employees who have any concerns should approach their line manager, 

trade union representative or professional organisation, in the first instance. 

However, there may be well founded reasons, why this might not be 

appropriate. In which case, employees may approach any one of the following 

members of NHS HS staff, in confidence: 

a) Another senior manager; 

b) A Director; 

c) The Chief Executive; 

d) HR Team Manager; 
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e) Health Scotland whistleblowing contact (currently Head of People and 

Improvement) 

f) Non-executive Board Member 

g) The Chair of NHS HS, including any concerns about the Chief Executive; or 

h) The Chair of NHS HS if the concern is about another member of the Board 

(for example in relation to a potential breach of the Standards of Public Life). 

9. NHS HS also recognises that employees may wish to seek advice and be 

represented by their trade union or professional organisation representative. 

NHS HS endorses and supports the role that trade union representatives or 

professional organisation representatives play in this area. 

10. Should an employee feel unable to raise their concerns through the 

channels described above, they can contact the National Confidential Alert 

Line for NHS Scotland staff. The line is run by Public Concern at Work, an 

independent organisation, on 0800 008 6112. Concerns will then be passed 

on to NHS Health Scotland, regulator or another appropriate body for 

investigation. 

Investigation 

11. The line manager has a duty and responsibility to investigate the concern 

and should: 

a) Discuss the issue fully with the member of staff, both to clarify the issue or 

concern and to establish the appropriate route for pursuing it. Advise if the 

issue or concern is one which would be pursued more appropriately through 

another route, e.g. by raising a grievance. 

b) Seek advice from the HR team or others before starting the investigation. 

c) Agree how the investigation will be carried out, by whom and in what 

timescale. 

d) Maintain, as far as is reasonably practicable, the confidentiality of the 

employee and provide reassurance that the investigation will be conducted 

fairly and impartially. 

e) Record the original concern and progress of the investigation in writing. 

f) Conduct the investigation in accordance within the provisions of the 

Management of Employee Conduct policy, if it becomes evident that formal 

disciplinary action may be a possible outcome. 

g) Suspend an employee in accordance with the Management of Employee 

Conduct policy, should the HR team advise that this is necessary. 
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h) Feedback in writing the outcome of the investigation and any action to be 

taken, to the employee who raised it. 

12. If at any time during the process, the employee who raised the concern is 

unhappy with the response from the line manager or the progress of the 

issue, they should raise their concerns with the line manager’s line manager. 

Possible Outcomes 

13. The principal potential outcomes of such an investigation include: 

a) If the investigation shows there are grounds for further action against 

individuals, the appropriate policy and procedure should be followed. 

b) If the investigation indicates that it would be appropriate to report concerns 

to an external agency e.g. the Police, Social Services, Scottish Environmental 

Protection Agency or the Health and Safety Executive, this should be reported 

and it may be necessary to suspend internal investigations until the outcome 

of criminal procedures are known. 

c) Where the investigation shows that the concern is unfounded, no further 

action will be taken. 

d) Where the investigation concludes that the concerns raised are of a 

malicious nature, it may be appropriate to consider disciplinary action against 

the original complaint. 

Further Action 

14. If the employee who originally raised the issue is unhappy with the 

outcome of the investigation, he/she has final recourse to the Chair of NHS 

HS. 

15. For further advice, employees may also consider contacting: 

a) The appropriate professional regulatory body, or another statutory 

body/agency. 

b) Voluntary or external agencies such as Public Concern at Work Scotland. 

16. NHS HS is committed to freedom of speech in the NHS. Employees who 

act in good faith and who raise genuine concerns in this way will have them 

dealt with consistently and effectively. 

Monitoring and Evaluation 

17. The Partnership Forum will monitor the application of this policy and 

recommend changes as necessary. 
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Review 

18. This policy will be reviewed no later than April 2019 (or when revised PIN 

guidelines released) to ensure that the arrangements in place remain 

appropriate to NHS Health Scotland. 

 

Date Policy approved…………………………………………….. 

 

Approved by …………………………………………………… 

 

Agreed by ……………………………………Chief Executive 

 

Agreed by ……………………………………Staff Side Chair Partnership Forum 

 


