
Whistleblowing Policy 

Executive Summary 

The enclosed Whistleblowing Policy is presented to the Audit Committee for 
recommendation to Council. The HCPC’s Whistleblowing Policy for employees was last 
reviewed in 2012. Much has changed in best practise since then and so a tracked change 
version is not presented, instead we have started new with a focus on having a shorter 
and more employee focused policy.  

Reviewing the Whistleblowing policy was an action arising from the Committee’s review of 
its effectiveness undertaken in January 2020.  

Previous 
consideration 

The draft policy has been considered by the SMT and Employee 
Forum. It has undergone legal review.  

Decision The Audit Committee is asked to recommend the policy to Council 
for adoption.  

Next steps If recommended, the policy will be presented to the December 2020 
meeting of Council for approval.  

Strategic priority The strategic priorities set in 2018 are no longer current. We are 
developing a new strategy that we aim to confirm at the end of 
2020. 

Risk A clear policy welcoming concerns being raised contributes to our 
assurance for strategic risk 5, failure of governance, leadership or 
culture. It can also assist us in mitigating the other risks through 
reporting.  

Financial and 
resource 

implications 

No resource implications of this development work. 

Author Claire Amor, Head of Governance 
claire.amor@hcpc-uk.org 

Audit Committee 
11 November 2020 
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Whistleblowing Policy  
 
Introduction  
 
1. The HCPC is committed to being open and accountable, and maintaining high 

ethical standards in everything we do. All employees and those who work for the 
HCPC have an important role to play in achieving this goal and part of this is 
raising concerns when things go wrong.  

 
2. We want all workers to feel able to openly share their concerns through regular 

line management channels. For serious concerns about wrongdoing, we have a 
process called whistleblowing.  

 
3. This policy will explain what whistleblowing is and the HCPC’s process for 

internal whistleblowing, it applies to all people who work for the HCPC this 
includes full-time and part-time employees, those employed through an agency 
and contractors. 

 
What is whistleblowing 
 
4. Whistleblowing is when a worker raises a genuine concern about serious 

wrongdoing with someone in authority either internally at the HCPC or externally 
(for example, to a regulator or MP). 

 
5. Whistleblowing can sound scary and have outdated connotations of disloyalty. 

This is not at all what whistleblowing is about, it is about helping the HCPC to 
learn from when things go wrong and put them right as soon as possible.  

 
6. It can sometimes be difficult to know if your concern raises to the level of a 

whistleblowing issue. Whistleblowing refers to concerns of wrongdoing or failure 
the disclosure of which is in the public interest. Public interest means that the 
concern is of interest to the wider public not just to the person who is raising the 
concern. This includes risks to the public, registrants, complainants, our 
employees or the HCPC itself.  

 
7. Some examples are provided below to aid understanding of what is meant by 

concerns in the public interest. This list is not exhaustive. 
 

• Performance data is being misreported to hide an issue. 
• A colleague has registered someone knowing they are not eligible. 
• You suspect someone is transferring HCPC money into their own bank 

account.  
• You see a report about asbestos in the building but are told to keep quiet 

about it. 
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8. Whistleblowing is not a suitable process for personal grievances about your 
employment. If you have a complaint to raise about how you have been treated 
or your employment this should be discussed with your line manager if you feel 
comfortable doing this, and, or raised under the HCPC’s grievance or anti 
bullying and harassment policies.  

 
9. If you are uncertain about which policy applies, the Human Resources team will 

be able to guide you on the most appropriate policy in the circumstances. 
Information on sources of independent advice is included later in this policy.  

 
Evidencing concerns 
 
10. If you do not have evidence of your concerns you should not wait until you do 

before raising the concern. This is because actual harm could occur while you 
wait. We want you to let us know as soon as possible. If you have a reasonable 
belief that something is wrong and in the public interest to raise but it turns out 
following a confidential investigation that you were mistaken, you will not be 
penalised.  

 
Independent advice  
 
11. If you are unsure about raising a concern you can get free and confidential 

independent advice from the independent charity Protect https://protect-
advice.org.uk/. You can contact the Protect adviceline on 020 3117 2520 or by 
email at whistle@protect-advice.org.uk.   Their advisors can talk you through 
your options and can help you raise a concern. The HCPC’s employee 
assistance service is also available to you.  

 
Anonymous concerns  
 
12. Please be assured that we will do everything we reasonably can to protect your 

confidentiality if you raise a whistleblowing concern.  
 
13. If you ask us not to disclose your identity, we will not do so without your consent 

unless required by law. There may be times when we are unable to resolve a 
concern without revealing your identity, for example where your personal 
evidence is essential. If this is the case, we will first discuss with you whether 
and how the matter can best proceed. 

 
14. Whilst you can raise a concern anonymously, it will be a lot harder for us to 

investigate your concern as we won’t be able to get any further information we 
need from you or provide you with the findings of our investigation. We may not 
get to the root of your concern without your help.  

 
Protection when raising a concern 
 
15. If you have a reasonable belief that something is wrong and in the public interest 

to raise you will not be at risk of losing your job or missing out on career 
progression as a result. We will do everything we reasonably can to safeguard 
your confidentiality during and after the process. The HCPC will not tolerate any 
harassment or victimisation of any person due to their raising a concern, and any 
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such occurrence will be handled through our anti-harassment policy as a serious 
misconduct matter.  

 
16. You may have heard that whistleblowers have legal protection. This is true if 

specific conditions are met, this is called a qualifying disclosure. More detail on 
the legal protections can be found here https://protect-advice.org.uk/advice-line-
2/faqprotecteddisclosure/ 

 
17. A worker who makes a rash disclosure (for example to the media, where the 

matter could and should have been raised internally) will not be protected by this 
policy. You should follow the how to raise a concern process first.  

 
18. Whilst workers who have a reasonable belief that something is wrong and in the 

public interest to raise will be protected if they are mistaken, raising a concern 
you know to be untrue maliciously will be dealt with under the misconduct policy.  

 
How to raise a concern  
 
Stage 1   In the first instance any concerns should be raised with your line manager. 

If you believe your line manager is involved in the wrongdoing, or if for any 
other reason you do not wish to approach them, you can raise your 
concerns with another senior manager within your department, or directly 
with the individuals listed in stage 3.  

 
Stage 2 Your line manager (or other senior manager) will inform the Head of 

Governance about the concern and together they will arrange an 
investigation into the matter. Should the concern involve the Head of 
Governance, the Chief Executive should be informed in their place. 

 
Any investigation will be carried out in accordance with the principles set 
out in this policy. The investigation may require you to give a written 
account of your concerns. The Head of Governance (or Chief Executive) 
will report the matter to either the SMT or the Audit Committee in the first 
instance, dependent on the nature of the concern and any conflicts of 
interest involved.  
 
As far as is reasonably practicable and without compromising another 
worker’s right to privacy, any worker raising a report of serious 
malpractice will be informed of the outcome of the investigation, what 
action is being taken and the reasons for this. If no action is to be taken, 
the reason for this will be explained. 
 

Stage 3 If you are concerned that your line manager is involved in the wrongdoing 
or has failed to escalate your concerns and initiate an investigation and 
there are no other senior managers in your department you feel able to 
approach with your concern, you should inform the one of the following 
people: 

 
• Claire Amor, Head of Governance  
• John Barwick Chief Executive and Registrar 
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• Sue Gallone, Chair of the Audit and Risk Assurance Committee 
(contact details can be found here) 

They will then ensure your concerns are investigated and the findings 
reported to either the SMT or Audit Committee as appropriate. Any 
approach to the individuals listed above will be treated with the strictest 
confidence and your identity will not be disclosed without your prior 
consent. 

Stage 4  If following investigation malpractice is not proven and you feel this is the 
incorrect decision, or feel that the Whistleblowing procedure has not been 
properly applied, you should raise your concerns to the Chief Executive 
and Registrar or to the Chair of Council. They will review the investigation 
and outcome in the light of your continuing concerns, and will consider 
and determine the matter. 

 
Stage 5 If on conclusion of stages 1, 2, 3 and 4 you believe that the appropriate 

action has not been taken, you can report the matter to an external body. 
The law lists bodies to whom whistleblowing concerns can be reported 
here - Whistleblowing: list of prescribed people and bodies - Publications - 
GOV.UK. 

 
The law provides protection for workers who raise legitimate concerns 
about specified matters. These are called ‘qualifying disclosures’. A 
qualifying disclosure is one made in the public interest by a worker who 
has a reasonable belief that: 
 

• 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 any other legal obligation; or 
• concealment of any of the above; 

 
 is being, has been, or is likely to be, committed. It is not necessary for the 
worker to have proof that such an act is being, has been, or is likely to be, 
committed 
 
More detail on the legal protections can be found here https://protect-
advice.org.uk/advice-line-2/faqprotecteddisclosure/ 
 
It is recommended you contact Protect before reporting a concern 
externally. They will be able to advise you and provide more information 
on external reporting. More detail can be found here https://protect-
advice.org.uk/advice-line-2/faqprotecteddisclosure/ 
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	If recommended, the policy will be presented to the December 2020 meeting of Council for approval. 



