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PE27		Whistleblowing 

1. Policy Statement
1.1 Shared Lives South West is committed to creating a workplace environment where concerns about wrongdoings or dangers at work can be raised, safe in the knowledge that concerns will be taken seriously, investigated appropriately, and with confidentiality maintained. 

1.2 Shared Lives South West understands workers' legal rights to make a protected disclosure to certain prescribed persons or bodies under the Public Interest Disclosure Act 1998 and any subsequent legislation, as incorporated into the Employment Rights Act 1996. Workers making a protected disclosure are legally protected from dismissal, detriment, or other unfavourable treatment as a result of raising their concerns.


2. Definition 
2.1 [bookmark: _Hlk129459588][bookmark: _Hlk129628422][bookmark: a823179]Whistleblowing is the disclosure of information which relates to suspected wrongdoing or dangers at work. This may include:
· A criminal offence, for example, fraud
· Someone’s health and safety being in danger
· Risk or actual damage to the environment
· A miscarriage of justice
· The company is breaking the law, for example, not having the right insurance
· You believe someone is covering up wrongdoing
· Bullying, harassment, sexual harassment, or discrimination that is serious, systemic, and has not been adequately addressed through grievance or complaints policy. 

2.2 A whistleblower is an employee, Carer, volunteer, student or contractor who raises any of the concerns listed above, hereafter referred to as a ‘worker’. 

2.3 Ordinarily, personal grievances (for example bullying, harassment, discrimination) are not covered by whistleblowing, and instead workers should raise these concerns under the relevant complaint or grievance policy. However, if the issue is serious, systemic, or remains unresolved despite previous attempts to address it, the concern may be raised via the whistleblowing procedure.

2.4 People who use Shared Lives South West services, their relatives or representatives, or others, can make complaints about a service using the organisations complaints procedure. 




3. Raising concerns
3.1 It is hoped that in many cases workers will be able to raise any concerns with a member of the Leadership Team who will be able to agree a way of resolving the concern quickly and effectively. 

3.2 [bookmark: _Hlk129763280]However, where the matter is more serious, the worker feels the Leader has not addressed their concern, or the worker prefers not to raise it with them for any reason, the worker should contact the Chief Executive Officer who will ordinarily fill the role of Whistleblowing Officer. 

3.3 If the concern involves the Chief Executive Officer the worker should contact the Chair of the Board of Trustees. 

3.4 The worker should outline their concern in writing, giving as much detail as possible (e.g. time, date, persons involved) and making it clear they are raising a concern under the whistleblowing policy.
[bookmark: _Hlk129763456]
3.5 Workers may choose to raise the concern anonymously but the organisation may not be able to take the claim further if they have not been provided with all the information they need.

3.6 Ordinarily the Whistleblowing Officer will arrange a meeting with the worker as soon as possible to discuss their concerns. The worker may bring a colleague or union representative to any meetings under this policy. Companions must respect the confidentiality of the disclosure and any subsequent investigation. 

3.7 The Whistleblowing Officer will take down a written summary of the concern and provide the worker with a copy after the meeting and also aim to give an indication of how they propose to deal with the matter.


4. [bookmark: _Hlk129772171]Investigation and outcome 
4.1 In some cases, the Whistleblowing Officer may appoint an investigator or team of investigators, which may include individuals with relevant experience or external experts in the subject matter, to ensure an independent and impartial investigation.

4.2 Any investigation will be objective and evidence-based and will produce a report that focuses on identifying and rectifying any issues, and learning lessons to prevent problems recurring. The investigation may conclude that the concern would be better looked at under another process, such as the grievance or complaints procedure. If so, this will be discussed with the worker. 

4.3 [bookmark: a295009]The investigation may include a meeting with the worker raising the concern who may be accompanied by a colleague or trade union representative for support. Companions must respect the confidentiality of the disclosure and any subsequent investigation.

4.4 The Whistleblowing Officer will aim to keep the worker informed of the progress of the investigation and its likely timescale. 

4.5 The Whistleblowing Officer will consider all of the information ascertained through the investigation and meetings and determine whether the concern raised is substantiated. 

4.6 [bookmark: a968582]If it is concluded that a worker has made false allegations maliciously, the worker may be subject to disciplinary action. 

4.7 On conclusion of any investigation, the worker will be told the outcome of the investigation and what Shared Lives South West has done, or proposes to do, about it. However sometimes the need for confidentiality may prevent specific details of the investigation and outcome being shared. 

4.8 Any substantiated whistleblowing concern will be reported to the Board of Trustees.

4.9 [bookmark: _Hlk129764083]If a worker is not satisfied with the response received and any subsequent action taken, they should put their concerns in writing to the Chair of the Board of Trustees. 


5. [bookmark: _Toc256000009][bookmark: a990563][bookmark: a171606]Protection and support for workers 
5.1 [bookmark: a837483]It is understandable that workers are sometimes worried about possible repercussions. Shared Lives South West encourage openness and will support workers who raise genuine concerns under this policy, even if they turn out to be mistaken.

5.2 Workers must not suffer any detrimental treatment as a result of raising a concern. Detrimental treatment includes, but is not limited to, dismissal, disciplinary action, threats, bullying, harassment, or any other unfavourable treatment connected with raising a concern.

5.3 If a worker believes that they have suffered any such treatment, they should raise it formally using either the grievance or complaints procedure.
[bookmark: a429155]
5.4 Any person who threatens or retaliates against a whistleblower in any way may be subject to disciplinary action. 




6. Reporting a concern to an external body 
6.1 This policy is intended to provide a process by which workers can raise concerns internally. However, if a worker is unhappy with the outcome of an investigation or if, for any reason they do not feel comfortable raising their concern internally, they may take the matter outside of the organisation to a prescribed person or body or to their Member of Parliament (MP). 

6.2 The full list of prescribed persons and bodies can be found on the UK government website at; 
www.gov.uk/government/publications/blowing-the-whistle-list-of-prescribed-people-and-bodies--2/whistleblowing-list-of-prescribed-people-and-bodies


7. Confidentiality 
7.1 Whistleblowing will be handled with as high a degree of confidentiality as is practicable. 

7.2 Confidential records of whistleblowing will be kept in accordance with Data Protection legislation. 


8. Review
8.1 This policy will be reviewed every two years, or earlier is necessary. 

8.2 This policy requires formal Board approval.


9. Responsibilities
9.1 The Chief Executive Officer is responsible for this policy.
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