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Introduction	
At the GMC and MPTS we want to create a positive and inclusive workplace where everyone can thrive, championing respect and inclusion. We want you to feel supported in raising concerns about anything you think is inappropriate at work and encourage anyone with a concern to ‘speak up.’ The aim of this policy is to reassure you that raising a concern and speaking up is safe and welcomed.  
Whether you are raising a concern about unprofessional behaviour at work, challenges with one of our organisational policies or processes, safeguarding or whistleblowing, it’s important that you feel able to raise your concern. This policy explains the different ways of raising a concern and how we can support you when you do. 
You may be worried about raising a concern and believe it could affect how you are treated and your future at the GMC. This policy exists because you are encouraged to raise any issue, no matter how small, that doesn’t feel right to you. It explains what happens when you raise a concern and how we can support you through the process until the concern is resolved.  
By raising concerns, together we can help ensure that our organisation runs effectively and promotes an environment for us to thrive, individually and together, helping to support a happy and healthy working life. 
With commitments from Council, Chair and the Chief Executive we can create a culture where we are open to learning from concerns raised and identify opportunities for improvement and promote a more cohesive and supportive workplace.
This policy applies to anyone directly employed by the GMC, MPTS, members, contractors, associates, temporary workers, and anyone indirectly employed through third parties or agencies.  
What can I speak up about?
You may wish to raise a concern about anything that doesn’t feel quite right, for example a way of working, a process that isn’t being followed, a safeguarding concern, unprofessional behaviour or any type of wrong-doing or malpractice which affects colleagues, the public or the organisation itself.
Examples of concerns that you should raise include: 
inappropriate behaviour from a colleague(s) for example, not being included in discussions or being treated with a lack of respect
unprofessional behaviour of a manager, leader or senior leader - for example routinely talking over colleagues in meetings, treating certain groups of colleagues less favourably than others
lack of, or poor response to, a patient safety issue
a safeguarding concern about a colleague  
unsafe working conditions
evidence being tampered with from an investigation into fitness to practice of a GMC registrant 
inconsistent application or systemic failure to comply with an internal GMC policy which may cause detriment or harm to others.
If you have a concern which is troubling you and which you think we should know about, please use this policy to help guide you in using the most appropriate route for raising your concern. There is no restriction as to what sort of issue you can raise under this policy and the most important thing is that you do raise it.
Grievance Policy
You may have a concern relating to your work or working relationships. If you are directly employed by the GMC and your concern is about a personal issue, for example terms and conditions of employment, then the Grievance Policy might be the best route. The Grievance Policy also covers handling complaints of bullying or harassment. However, if you are unsure of where to raise your concern, you can speak to the Freedom to Speak Up Guardian or Champions in the first instance who can help signpost you to the most appropriate route.
Safeguarding
Safeguarding concerns identified in the course of our work
If you have a safeguarding concern that you have identified in the course of your work that relates to practitioners, members of the public, witnesses, complainants, applicants, or responsible officers then you should report the concern to the Designated Safeguarding Manager using the safeguarding form in Siebel. 

Colleagues and people who work with us
A safeguarding concern relating to a colleague or someone who works with us can be discussed with the People Team. This can include having an informal conversation which can be done without sharing any personal details about the colleague. If you have concerns about sharing information with the People Team, you can also speak to the Freedom to Speak Up Guardian or Champions. 
There are certain situations where you must report a safeguarding concern:  
a colleague is at serious and urgent risk of harm, abuse or neglect, or
a colleague’s actions may have caused or are likely to cause harm to someone else, or
their actions may have an adverse effect on the work of the GMC, or
a serious crime has been committed or reporting your concern could prevent a crime.
If you think that someone is at serious risk of, or is suffering abuse, harm or neglect, the possible consequences of not reporting relevant information will, in the overwhelming majority of cases, outweigh any harm that sharing concerns might cause.  
Further information can be found in our Safeguarding Policy and at our safeguarding intranet hub. 
Whistleblowing 
Some people interpret raising a concern as whistleblowing, yet whistleblowing is when you raise a concern about something dangerous or illegal taking place at work, such as suspicions of fraud, falsifying expenses, or failure to comply with legal obligations. It also doesn’t have to be something which affects you directly and you can report it either to somebody inside or outside the organisation.
How do I raise a concern?
If you have a concern or want to speak up about something, there are a number of ways in which you can raise it. 
You should always raise a concern with your line manager in the first instance, provided you feel comfortable to do so, but this policy sets out five broad options that are available to you, all of which will support any reasonable adjustments that you might need to raise your concern. They are designed to make it as easy as possible to raise a concern while recognising that it can be difficult and that you may want to seek some support and guidance at an early stage. These options are not mutually exclusive, and you can use any part of the process or one of the contacts listed at any time. 
The options for raising a concern include:
[bookmark: _Hlk148359203]Raising the issue with your line manager, head of section or assistant director  
Contacting our Freedom to Speak Up Guardian or Champions 
Contacting a member of the People Team  
Contacting a director  
Contacting an independent external body, such as Protect. 
However, if you are unsure initially of where to raise your concern, or do not feel comfortable raising the issue with your line manager, you can always contact the Freedom to Speak up Guardian or Champions.
Whoever you raise your concern to, explain the information or circumstances as fully as you can. You do not need to have all the facts or evidence but having clear information will help in deciding what to do next. 
	Line Manager
	In the first instance, if you feel comfortable, we encourage you to raise your concern with your manager, either verbally or in writing. 
Provide as much information as possible about your concern. If you feel unable to raise the matter with your line manager, or it concerns your line manager, you could instead raise it with a more senior colleague, your HoS or AD, again providing as much information as possible. 
We recognise that you may not feel comfortable raising your concern with anyone in your directorate. In these circumstances consider the other options outlined below.

	Freedom to Speak up
	Our Freedom to Speak Up Guardian is Jane Durkin who can be contacted in confidence via 0161 923 6685 or 079201 43717 or by using the dedicated Freedom to Speak up email address - Freedomtospeakupjanedurkin@gmc-uk.org. You can also contact any of the Champions at any time, their details are provided on the Freedom to Speak Up intranet pages.
Further information on how to raise your concern with our Freedom to Speak up Guardian or Champions can be found in the below factsheet:
Raising a concern to Freedom to Speak Up

	People Team
	The People Team are always available for advice and support. 
If you have a concern and you are unsure how to raise it, they can offer guidance on the appropriate action to take. They are also able to initiate a suitable process quickly if appropriate, offer an explanation about how our procedures work, give guidance on how a concern might be handled, and ensure you can access confidential support if needed.

	Director
	Directors have a responsibility to deal with concerns and formal whistleblowing.
You can find contact information for each of the directors, as well as other individuals that might be of help to you in raising your concern in the below factsheet:
Raising a concern to a director

	External body
	In most cases, issues and concerns are likely to be most effectively addressed within our own procedures. However, we recognise that there may be circumstances where you need or want to raise a concern to outside the GMC.
Further information on external organisation you can raise concerns to, are included in the below factsheet:
Raising a concern outside the GMC 



You can also seek independent advice from Protect, (previously Public Concern at Work) at any stage or for advice on how to deal with your concern or the Equality and Human Rights Commission.
What about reprisals?
We will not tolerate the harassment or victimisation of anyone raising a concern. It’s very important to state clearly that any sort of reprisal or victimisation directed at someone who raised a concern in line with this policy may be considered gross misconduct and may lead to disciplinary action.
Confidentiality
We encourage you to raise your concerns as openly as possible using one of the routes outlined above. However, we recognise that there may be circumstances when you would prefer to speak to someone confidentially first. If this is the case, please say so at the outset. If you ask us not to disclose your identity, we will not do so without your consent unless required by law. You should understand that there may be times when we are unable to resolve a concern without revealing your identity, for example where your personal evidence is essential, or we may be concerned for your own welfare. In such cases, we will discuss with you whether and how the matter can best proceed. 
In summary, the more information you are able to provide when raising your concern, including your identity, the more likely we will be able to effectively deal with your concern.
Other support available
There are several options for colleagues to receive support in different circumstances. 
Health and wellbeing are really important to all of us and we have wellbeing champions, who are there to listen and help you find the information or support you are seeking. 
We have mental health first aiders, who are trained to identify, understand, and help if you're experiencing a mental health issue. 
There is also a range of support available to you through the Employee Assistance Programme. 
You can access this additional support at any time, either before, after or during the process of a concern being raised and can find further information on how we can support your wellbeing at work on the intranet. 
Although they will not be able to act on your concern, there are also 11 networks across the organisation that you can contact to seek wider support and advice. 
How will my concern be handled?
Regardless of the route you use to raise your concern it should be acknowledged within two working days. 
What happens next will depend on your concern and in most cases (some safeguarding concerns may differ) we will discuss appropriate next steps or actions with you. These may involve making informal inquiries, an informal internal review, or an internally or externally led investigation depending on the nature of the concern raised. We will let you know who will be handling the matter, how you can contact them, and what further assistance we may need from you.
In most cases, we will write to you summarising your concern and setting out how we propose to handle it and provide a timetable for feedback. If we have misunderstood the concern or there is any information missing at this stage, please let us know.
When you raise a concern, we would also like to know how you think the matter might best be resolved and will ensure that if needed, any reasonable adjustments can be made to support you in handling your concern.
Where an investigation is needed
If an investigation is needed, it will be handled as sensitively and speedily as possible and depending on the nature of the concern, you will be notified of the expected timetable. 
You will be kept informed of progress during the investigation and notified of any delays. At the end of the investigation, you will be advised of the outcome, this will be followed up with a written summary. However, we may not be able to tell you about the precise actions we take where this may infringe our duty of confidence to another person.  
The outcomes of an investigation may include taking steps with a competent authority to set up a special internal independent investigation, or the decision may be that the matter would be more appropriately handled under existing procedures for grievance or discipline.
At any stage of our internal investigation some matters may need to be referred to an external body. If so, we will discuss with you how the matter can best proceed.
After your concern is raised
We know that raising a concern requires courage and recognise that speaking up may be challenging for colleagues. If you are worried about what happens next please let whoever you raise your concern to know so they can ensure you are offered appropriate support after your concern has been raised.
We want to assure you that if you raise a concern either internally or externally you will be protected from victimisation or other adverse treatment. If at any stage you experience reprisal, harassment or victimisation or any form of detriment for raising a concern please contact the Freedom to Speak Up Guardian, the People Team or a colleague with a designated role under this policy. Any behaviour of this nature is potentially serious or gross misconduct and could lead to dismissal. 
Records
Records of formal whistleblowing or issues raised to Freedom to Speak Up will be held for six years. For formal whistleblowing concerns, a report of the outcome will be referred to the Chief Executive. If the matter has concerned:  
the Chief Executive, the report will be referred to the Chair of the Audit and Risk Committee and the Chair of the Remuneration Committee, and the Chair of Council.  
the Chair of the Medical Practitioners Tribunal Service, the report will be referred to the Chair of Council.   
the Chair of Council, the report will be referred to the Chair of the Audit and Risk Committee and the Chair of the Remuneration Committee.
Equality, diversity and inclusion   
[bookmark: _Hlk139894788]We have tried to gather information to help inform our equality impact assessment and consider any potential implications for colleagues with protected characteristics. We have completed an EQIA which outlines key issues/challenges which we hoped to address through updating the policy, as well as an action plan based on feedback from the staff networks and data gathered.
Due to the lack of data, it has been difficult to accurately determine whether the policy has any significant negative or adverse impacts detriment to any protected characteristics under the Equality Act 2010. The information gathered suggests that, subject to the action plan being taken forward and addressing the issues raised, the policy will not negatively impact or cause disadvantage to any colleagues with protected characteristics. 
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