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Executive Summary 

Scope of work and objective 

The Ethics, Transparency & Audit Panel (ETAP or “the Panel”) was asked to review Whistleblowing by 

police officers and/or staff in Staffordshire to understand the effectiveness of policy, procedure and 

systems and where appropriate, make recommendations for improvement.   

There are three key components to establishing an effective culture. 

 Leadership is critical in demonstrating commitment to the establishment of a culture of integrity 

and support for those who whistle-blow. 

 Systems must be in place that provide the means to report concerns, confidentially if necessary, 

and to have those concerns followed through to appropriate outcomes.  

 Officers and Staff must have confidence that they can whistleblow without fear of reprisal or other 

adverse consequences. 

If any of these components are either weak or missing then the processes will be ineffective. Given the 

history of reprisals against whistleblowers, the most difficult component to put in place is Officer/Staff 

confidence. As a result, ETAP designed a questionnaire intended to elicit levels of confidence within 

Staffordshire Police and also views regarding perceived leadership and commitment.  

Process 

To achieve this assurance, the panel reviewed policy, procedures and guidance for, leadership, reporting 

systems education and training and steps taken to develop, support and maintain an ethical culture within 

Staffordshire Police.  ETAP also analysed questionnaire responses.  

 

Conclusions and Recommendations 

ETAP has drawn the following conclusions and recommendations in respect of Staffordshire Police 

handling of whistleblowing. 

Leadership and commitment to protection and support of whistleblowers needs to start at the top of the 

organisation. The questionnaire responses and the actions of the CC show that the CC has demonstrated 

commitment as shown by 82% of responses to the questionnaire. Results for the PCC show that 57.57% 

of the responses considered that the PCC had genuine commitment. Although the PCC is not the employer 

or involved with day to day police operations, this still provides opportunities for improvement. 

Most officers and staff are aware of their obligations to report failures to meet the required Standards of 

Professional Behaviour and have the means to do so. Moreover, the numbers of direct reports are similar 

to those reported confidentially, indicating a level of confidence in the reporting system. 

Advice is needed for employees to understand how to raise concerns, who to report to and what to expect. 

There is a perception that concerns raised are frequently ignored. ETAP can confirm that, of the Bad Apple1 

cases that we reviewed, all were investigated to the extent possible, although ETAP cannot comment on 

what happens generally.  However, it should be noted that this perception may be coloured by constraints, 

e.g. confidentiality requirements that do not allow disclosure of all actions taken.   

                                                 

1 Bad Apple was set up in September 2011 and allows anyone working for Staffordshire Police to report concerns electronically to the Anti-Corruption 
Unit. 
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There is a lack of confidence among some officers and staff around the confidentiality of the Bad Apple 

system and protection against reprisals that must be addressed. Managers should make clear that 

reprisals are a breach of standards and should be reported. Those suffering reprisals should report this in 

the same way as any other breach of standards. This may be difficult but until reprisals are reported and 

dealt with as required, nothing will change.  

Officers and staff also have the opportunity to raise concerns via their Unison or Police Federation 

representatives who can raise issues confidentially on their behalf.  

More publicising of action taken against those reported, including number and type of cases, however 

reported, will be beneficial. This will help increase confidence that concerns are not being ignored and may 

also deter poor behaviour. ETAP was advised by Unison and the Police Federation that when conduct 

cases have been publicised in newsletters this has been well received.     

ETAP is confident that the policies and procedures to facilitate effective whistleblowing are in place but 

that there are inherent cultural weaknesses that can only be addressed through further work and culture 

change. Progress is being made and ETAP expects this to continue as the Code of Ethics, Standards of 

Professional Behaviour and the Control Strategy are embedded. It is hoped that implementation of the 

recommendations made in this report will also assist that progress.  

ETAP makes the following recommendations: 

1. Recommendation: The PCC and Chief Constable should consider how to make their commitment 
to whistleblowers more visible and provide a strong leadership message. This could include the 
preparation of a short video that can be viewed by all, a contribution to the PSU or other internal 
newsletters and a blog on the PCC and Force website. The information provided, in addition to a 
statement of commitment, should address concerns raised regarding reprisals and make clear that 
the Bad Apple reporting system is indeed confidential. 

2. Recommendation: Staffordshire Police should consider preparing a short guidance leaflet on how 
to report concerns, what to expect and where to get independent advice, including PCAW as well 
as existing sources. An example of how this might look is appended. 

3. Recommendation: Staffordshire Police should consider appointing a champion who will not be 
the first port of call for whistleblowers, but who can provide support when things go wrong. He/she 
should be of sufficient seniority to be listened to and should have authority to act. 

4. Recommendation: Staffordshire police should consider publicising information regarding the 
number, types and outcomes of concerns raised (whilst maintaining distance from the source) and 
report these in the annual governance report and in newsletters. 

5. Recommendation: Staffordshire Police should consider refreshing existing means of publicising, 
either through emails, newsletters or noticeboards, that reprisals against whistleblowers are 
unacceptable and breach of professional standards. Anyone suffering reprisals as a result of 
raising concerns should raise this in the first instance with management., HR or PSU or where it is 
considered that reprisals have not been addressed with the champion. (if appointed). 

6. Recommendation: Both Unison and the Police Federation should consider further publicising their 
availability to support whistleblowers who wish to report concerns.  

7. Recommendation: ETAP should consider a further short questionnaire and whistleblower review 
in 18 months’ time to track progress of change.   
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1 Introduction 

1.1 Objectives and Scope of the Review 

Whistleblowing is a critical tool in identifying wrong-doing in organisations. As part of good governance, 

whistleblowing is strongly encouraged as a means of enhancing morale and transparency within 

organisations whilst providing public reassurance of ethical behaviour. Note that in this report the terms 

“Whistleblowing” and “reporting concerns” can be taken to mean the same thing.  

ETAP decided to review Whistleblowing by police officers and/or staff in Staffordshire to understand the 

effectiveness of policy, procedure and systems.  For whistleblowing to be effective, whistleblowers must 

be confident that their concerns will be addressed in a confidential, timely and transparent manner without 

fear of reprisals and that concerns can be raised anonymously if necessary.  

The scope of the review is as follows: 

 To establish the processes involved when concerns are raised via whistleblowing. 

 To assess the level of confidence in whistleblowing without fear of reprisal. 

 To identify possible areas of improvement. 

Please note that ETAP does not intend to revisit the whistleblower aspects of the Operation Kalmia 

investigation. This is for two reasons. First, the focus of this review is on very recent and current 

whistleblower activity, procedures and systems whereas Kalmia is based on Staffordshire Police 

behaviour, including responses to whistleblowing, prior to the 2008 trial for the murder of Kevin Nunes. 

Second, Kalmia has already been independently reviewed by two external experts and has been reviewed 

by ETAP in 2015. The ETAP 2015 review stated that “We would welcome evidence that procedures have 
been or will be implemented to prevent a repetition of the events that prompted Operation Kalmia; 

specifically, are current whistleblowing and disclosure policies effective?; and is there a change in culture 

to support this? We would welcome a future opportunity to scrutinise whistleblowing and disclosure 

procedures.” 

Anyone wishing to read the ETAP Kalmia report can do so here https://www.staffordshire-pcc.gov.uk/etap-

reports/ 

This review is in part to answer questions raised by ETAP in the ETAP Kalmia review but also as part of 

ETAP’s wider role in scrutiny of Staffordshire Police. In order to achieve this assurance, the panel 

reviewed: 

 Policy and guidance for whistleblowing. 

 Procedures for whistleblowing. 

 Safeguards for whistleblowers, including disciplinary action for reprisals against whistleblowers. 

 Levels of confidence in Staffordshire Police in respect of whistleblowing. 

 Roles & Responsibilities for encouraging whistleblowing, including the need for strong leadership 

and supporting/protection of whistleblowers.  

 In-house and external reporting systems. 

 Referrals to Bad Apple, the internal reporting system, and outcomes of concerns raised. 

 Education and training. 
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 Steps taken to develop, support and maintain an ethical culture within Staffordshire Police.   

In addition, ETAP developed a questionnaire and analysed the responses received to assess officer and 

staff confidence in the system. 

1.2 Structure of the report 

The report is structured to: 

 Present Staffordshire Police whistleblowing requirements.  

 Present our review methodology and the information sources used. 

 Provide a context to police whistleblowing based on comparison with good practice elsewhere. 

 Present our factual findings. 

 Prepare conclusions and recommendations based on the factual findings.    

1.3 Overview and Background to the Review 

Whistleblowing has had a chequered history in private and public sector organisations nationally with 

unacceptable responses, whereby the whistleblower is subject to reprisals, including dismissal.  There 

have been several high-profile cases within the Police nationally where whistleblowers have either been 

subject to reprisals or the case has been mishandled e.g. where the identity of the whistleblower has been 

revealed to the senior officer being investigated. As a consequence, whistleblowers have been reluctant 

to come forward fearing the consequences if they were to do so. 

Staffordshire Police includes police integrity as a key element in both its strategic risk register and its 

annual governance statement. Following on from these documents, the Force has put in place systems to 

instil an ethical culture within the Force which expects direct challenge to unethical behaviour and also the 

Bad Apple system to allow confidential reporting of those whose behaviour breaches acceptable 

standards. 

There are three key components to establishing an effective whistleblowing culture. 

 Leadership is critical in demonstrating commitment to the establishment of a culture of integrity 

and support for those who whistleblow. 

 Systems must be in place that provide the means to report concerns, confidentially if necessary, 

and to have those concerns followed through to appropriate outcomes.  

 Officers and Staff must have confidence that they can whistleblow without fear of reprisal or other 

adverse consequences. 

If any of these components are either weak or missing then the processes for whistleblowing will be 

ineffective. Given the history of reprisals against whistleblowers, the most difficult component to put in 

place is Officer/Staff confidence. As a result, ETAP designed a questionnaire intended to elicit levels of 

confidence within Staffordshire Police and also the views regarding perceived leadership and 

commitment.  

  

2 Review methodology 

ETAP reviewed a number of documents including: 

 Joint Circular No 54. Police Staff Council (September 2008). 



 

 5 

  

 College of Policing. Reporting Concerns (2016). 

 Staffordshire Police Procedure for Confidential Reporting (March 2016). 

 Staffordshire Police HRD14:  Guidance & information (June 2016). 

 Performance Standards & Anti-Corruption Control Strategy 2016. 

 Performance Standard Updates 2015 and 2016 (these are newsletters issued to all members of 

Force and form part of Staffordshire Police communication and awareness raising programme for 

issues in respect of police standards of behaviour). 

 Anti-Fraud and Corruption Policy (2013). 

 Code of Corporate Governance (2014). 

 HMIC reports. 

 

ETAP also: 

 Reviewed a number of Bad Apple referrals. 

 Reviewed data in respect of direct referrals. 

 Contacted personnel who have a role in handling reported concerns and/or providing support for 

those reporting concerns. This included personnel from ACU, PSU, HR, Unison and Police 

Federation. 

 Developed and analysed responses to a questionnaire regarding reporting concerns. 

  

3 Requirements & Good Practice 

3.1 Staffordshire Whistleblowing Procedure and Bad Apple System 

The Staffordshire Police Performance Standards, Anti-Corruption Control Strategy (2016) is in the process 

of implementation. This is the overarching strategy to instil an ethical culture in Staffordshire Police and 

whistleblowing is one strand of that strategy. The strategy will address corruption and performance 

standards aspects, including reporting concerns.   

Summary information on key procedures that underpin the strategy in respect of reporting concerns in 

Staffordshire Police are given below together with notes of awareness raising initiatives and a short 

introduction to the Bad Apple reporting system. 

3.1.1 HRD14: Whistleblower Guidance and Information (June 2016) 

This procedure provides guidance to individual police officers, police staff, and members of the Special 

Constabulary (Specials), volunteers and contractors on reporting breaches of professional standards. The 

procedure is underpinned by Public Information & Disclosure Act (PIDA) 1990 and includes: 

 Information on the types of suspected corrupt activity or wrongdoing to be reported. 

 Links with other related procedures for e.g. misconduct, grievance etc. 

 Methods of reporting concerns including confidential methods. 
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 Requirements for officers, staff members and management in dealing with such reports including 

measures to maintain confidentiality. 

 Indirect reporting routes such as through Police Federation & Staff Associations, IPCC, Criminal 

Case Review Committee and OPCC. 

 Arrangements for supporting personnel raising concerns. 

 Administration requirements. 

3.1.2 Joint Circular 54: Police Staff Council (September 2008) 

This agreement forms part of the Police Staff Council Handbook and covers the standards of professional 

behaviour expected of police staff and also forms part of the Terms & Conditions Handbook. The document 

provides guidance on police staff standards and includes the expectation that “Police Staff report, 

challenge or take action against the conduct of colleagues which have fallen below the standards of 

professional behaviour expected.” Such breaches can be reported confidentially. Note that reporting 

mechanisms for police staff were updated via HRD 14 in 2016.  

3.1.3 Procedure for Confidential Reporting (March 2016) 

This procedure describes how to report breaches of standards and improper conduct either using the 

confidential reporting phone line extension 5001 (which can be accessed either internally or externally), 

Bad Apple or through independent external bodies. Note that extension 5001 has been in operation for 

some time but is reportedly little used as the preference is for use of Bad Apple. 

3.1.4 Awareness Raising 

Awareness of the necessity to report breaches of professional standards and wrongdoing is raised via: 

 “What If….?” A presentation made by the Chief Constable to introduce the Code of Ethics and 

provide case studies (based in some cases on real events) for discussion. The presentation 

included: 

o The Policing Principles that underpin the Code including accountability, fairness, 

selflessness, honesty, objectivity, respect, openness, integrity and leadership. 

o The standards guiding professional behaviour which includes, among others, “Challenging 
and reporting the conduct of colleagues that has fallen below the standards of professional 

behaviour”. 

o A series of case studies involving on duty conduct; abuse of authority; excessive use of 

force; financial problems; substance abuse; accepting gifts; fraudulent claims on DMS; 

neglect of duty; unauthorised disclosure of confidential information. 

o The available routes for reporting concerns. 

o Advice regarding sources of available support both internal and external. This did not 

however include the organisation Public Concern at Work (http://www.pcaw.org.uk/) which 

provides independent advice to whistleblowers and is referred to in the College of Policing; 

Reporting Concerns (2016) possibly because the presentation pre-dates the College of 

Policing document.     

 Quarterly newsletters issued by Professional Standards Unit (PSU). The newsletters provide clear 

and comprehensive guidance on: 

o The duty to report wrongdoing. 
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o Issues relevant to police conduct. 

o The outcomes of cases of misconduct brought against officers and staff. 

o Contact details for those providing advice and guidance in the PSU, Anti- Corruption Unit 

(ACU), Police Federation, Unions, HR etc. 

3.1.5 Bad Apple 

Bad Apple was set up in September 2011 and allows anyone working for Staffordshire Police (“the 
reporter”), to report concerns electronically to the Anti-Corruption Unit (ACU). Those using Bad Apple in 

the first instance report via an e.secure conversation tool that does not collect any information regarding 

the computer used or the source of the information. Reporters can opt to report anonymously or to disclose 

themselves. Once a conversation is initiated a case number is allocated which is subsequently used by 

the reporter to: 

 Access information regarding progress. 

 Respond to information requests from ACU. 

 Receive information regarding outcomes to the extent where this can be done.  

Before any case is closed, ACU will advise that the closure is imminent and will allow an appropriate time 

to elapse before closing in case the reporting has some further comment. ACU will check that the reporter 

has seen the information. ACU can detect that the reporter has checked the system, which shows only a 

date and time of someone logging on under the case number, unless the reporter volunteers further 

information. Below is a screen shot of a Test submission made by ETAP as a demonstration of the typical 

start of the process. 

 



 

 8 

  

 



 

 9 

  

 

Section 4.3.1 presents a summary of cases reported to Bad Apple or the period 2013 -2016 and an analysis 

of cases reviewed by ETAP. 

 

3.2 Whistleblowing in Health & Social Care sectors 

ETAP looked at whistleblowing in the Health & Social Care (H & SC) sectors as they have some similarities 

with the police in terms of public service provision and a chequered history in respect of whistleblowing to 

see what, if anything, can be learned that may be useful to Staffordshire Police.  

Key findings of the H& SC review are: 

 Whistleblowers in H & SC can report internally or (where concerns involve managers or those with 

whistleblowing oversight responsibilities), to the Care Quality Commission (CQC), an independent 

regulator with some similarities to the IPCC. 

 A key difference between the CQC and the IPCC is that the CQC can investigate concerns without 

referral back to the organisation, whereas the IPCC can choose to refer back to Force.  The CQC 

approach can provide a greater degree of confidentiality and thereby increase complainant 

confidence.  

 Surveys in H & SC indicate gaps between the awareness of systems for raising concerns and the 

confidence in using those systems. 

 Barriers to raising concerns include fear of reprisals and fears that no action will be taken. This 

latter fear is reinforced by data from one survey that indicates 60% of concerns raised received no 

response from management. 

 83% of workers blew the whistle internally twice before, in some cases, escalating the concern, 

e.g. through the press. 

 Where concerns were reported to CQC, this reduced the chances of dismissal but increased the 

chances of formal reprisals. 

 Provision of advice, helplines and awareness raising campaigns are provided to encourage 

Whistleblowing.  
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 More recent employees were more likely to whistle-blow than those with longer periods of service. 

A good practice document2 for H & SC provides useful guidance to workers in how to raise concerns 

(including focussing on provision of good factual information and evidence), what to expect and how to 

deal with unsatisfactory or no responses as well as providing sources of advice such as associations, 

unions and independent organisations. The guidance also provides advice to management on how to 

demonstrate leadership, develop a positive culture and encourage and support staff.  

   

4 Review findings 

4.1 Leadership 

The 2014 Code of Corporate Governance includes the requirement that: “Whistleblowing arrangements 

are in place for all staff and those contracting with Staffordshire Police have access”. It is evident from the 

procedures that ETAP has reviewed that the necessary systems are in place that provide officers, staff 

and other personnel with the means to whistleblow in a confidential manner and that measures are in place 

with Leadership from the top to instil ethical working in Staffordshire Police. This view is supported by the 

“PEEL Police Legitimacy: An inspection of Staffordshire Police (2016)” which rated Staffordshire 

performance is these matters as “Good”. 

However, the real test of all whistleblowing systems is if personnel have the confidence to use the systems, 

the belief that they will be supported and will not be subject to reprisals hence the questionnaire. 

  

4.2 Questionnaire Responses 

A questionnaire was set up on Survey Monkey with a view to understanding the experience and opinions 

of officers and staff. The decision to use Survey Monkey was taken as it was considered that officers and 

staff would feel more comfortable using this means, rather than an internal system which could be viewed 

as able to be tracked. All officers and staff were encouraged to participate via a series of emails and alerts 

including an endorsement by the Deputy Chief Constable. The questionnaire was left open for several 

weeks to try and ensure the maximum possible response. The questionnaire was designed to elicit 

responses to determine officer and staff confidence in: 

 The commitment of the Police & Crime Commissioner, the Chief Constable, senior management 

and colleagues to Whistleblowing and support of Whistleblowers. 

 The effectiveness of whistleblowing systems to maintain (to the extent possible) confidentiality of 

whistleblowers and to prevent reprisals. 

4.2.1 Summary of questionnaire responses 

400 responses were received which represents more than 13% of the total number of officers and staff. 

The responses therefore cannot be seen as fully representative of Staffordshire Police as a whole. 

Nevertheless, this still constitutes a healthy number of responses for analysis and when taken in 

conjunction with the analysis of the Bad Apple referrals and other data, can provide a useful indication of 

the level of confidence in whistleblowing systems in Staffordshire Police.  

                                                 

2 Raising concerns at work. Whistleblower guidance for workers and employers in health and social care. Undated. 
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The results of the survey are shown below. Note that where there are references to concerns being raised, 

ETAP has no way of knowing if respondents were referring to grievances or the breaches of professional 

standards.  

 Those responding to the questionnaire were categorised according to age, years and service and 

level of seniority to allow comparison with findings from other public service sector surveys. For 

example, surveys in other public service sectors indicate that typically younger people with fewer 

years of service are more likely to whistleblow than those with longer years of service.  Analysis of 

this information will be useful in determining where future focus of awareness raising and other 

actions may be needed. The results show that the responses are broadly in line with the 

demographics of Staffordshire Police as a whole and therefore can be accepted as representative 

of the views of officers and staff in terms of age and years of service as shown below.  

o 75 % of responses from those with more than 11 years of service (35% of these had more 

than 20 years). 

o 29% were PC or equivalent; 21% Sergeant or Inspector; 33% Police Staff up to Grade F. 

o 70% of respondents were >40 years old and 24% aged 31-40. 

 97% knew how to raise concerns and also that this was a duty under the required Standards of 

Professional Behaviour. However only 67% were aware that they had legal protection against 

reprisals.  

 As regards independence around reporting concerns: 

o 50% of respondents were aware that they could get independent advice. 

o 66% would like to see an independent mediator/champion. 

o 34% would not like to report through a line manager 

o 50% would prefer to report through an independent 3rd party 

 Where 118 respondents (30% of the total number) had wanted to raise a concern, but had not done 

so, the following were noted: 

o 72% thought it would be ignored; 67% feared colleague reprisals; 26% feared restrictions; 

20% formal reprisals. 

o Of the types of issues they wanted to raise, 63% were abuse of authority (bullying, 

unfair/preferential treatment) and 65% working practices (unworked hours, malingering, 

poor performance).  This also reflects the issues that are most commonly reported to Bad 

Apple. 

 Of the 52 respondents that had raised concerns: 

o 17 felt that they had been properly dealt with; 29 said they were ignored; 13 had been 

subject to reprisals (5 formal reprisals); 2 stated they had had restricted opportunities as a 

result. Note that we do not know how these concerns were raised or if Bad Apple had been 

used.3 

                                                 

3 ETAP can only comment in respect of Bad Apple cases that were reviewed by ETAP and in all cases, there was no evidence of reprisals and reporters 
were kept informed as far as possible. However, in some cases it was not possible to inform reporters fully of outcomes due to confidentiality reasons. 
See section 4 for more information.  
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o Three quarters of respondents said they had not been kept informed during the 

investigations. 

o More than half said that, despite having requested confidentiality, this was not maintained. 

 A quarter of all 400 respondents were not confident that if they were to raise concerns that 

confidentiality would be maintained. Whilst this also means that 75% of respondents were 

confident, nevertheless 25% is a sufficient number to be of concern. 

 There were a very high numbers of comments (>200) with the same themes reoccurring. ETAP 

has summarised these as shown below. Comments provided raised a number of issues that are 

concerning including: 

o A perception that treatment of junior and senior officers/staff is different with complaints 

less likely to be taken seriously when made about senior personnel and that the results of 

investigations more likely to be revealed in respect of junior personnel. 

o That concerns are sometimes raised several times against the same individuals but that 

nothing happens and the whistleblower rather than the offender is punished. 

o That reprisals against whistleblowers would continue. However, see responses in table 1 

below that give a slightly different picture and suggest that opinion on this may be divided 

although from some of the instances cited, it appears that reprisals may have taken place 

and may not have been challenged by management. This is seen by many as a deterrent 

to future reporting. Conversely, if concerns are seen to be genuinely investigated and dealt 

with without reprisals, this will encourage others to come forward. ETAP does not know the 

circumstances of these responses and can only comment on cases reviewed by ETAP (see 

section 4). 

o That there needs to be a significant shift in culture before things will improve. References 

were made to cliquish behaviour, secretiveness, defensiveness and an unwillingness on 

the part of some managers to address inappropriate or unacceptable behaviour. 

o That more needs to be done in respect of issues raised by rank and file officers to the 

Federation which are ignored. 

o One individual stated that he/she has been subject to repeated reprisals by senior officers 

who have closed ranks. 

o That those reporting concerns are not kept informed.  

o A perception that confidentiality both in reporting via Bad Apple and during investigations is 

not effective. 

 A sample of some of the comments made reflect the feelings of many: 

o “I believe that the CC and the PCC are genuinely committed but are far removed from reality 
and cannot offer protection from low level reprisals. I believe that there would be full support 

from all ranks if there were a very serious breach such as external corruption but for lower 

level matters the whistleblower is deemed to be untrustworthy and treated as such. More 

must be done to prevent reprisals and support whistleblowers” 

o “Seeing reprisals against those raising concerns has discouraged me. If concerns are 

genuinely investigated and dealt with it will encourage others.” 

o “We need transparency in communicating the types of matters that are reported and explain 
the decisions made. 
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o “I am an officer who has raised a concern about a member of staff who was doing wrong 

and I have no idea what is going on with the case. If I were a member of the public, reporting 

a crime, I would have the right to know what was happening and the officer dealing would 

be open to sanctions if they did not keep them informed” 

o “I have seen similar incidents repeatedly reported against the same individual and it has 

never been dealt with appropriately. As such it is not worth reporting”. 

   

 Some respondents however have a different view: 

o “There are more than enough ways to report concerns. This can lead to malicious 

allegations and uncertainty for officers who are subject to these types of allegations. We 

are Police Officers and should be able to stand up for ourselves and not hide behind 

anonymity”. 

o “The official response to any concern could be tailored to agree with the expectations of the 

reporter as happens in the world of crime reporting. Too often you feel you are starting an 

uncontrollable cascade of escalating consequences when all you want is for a manager to 

‘have a word’ or a representative to voice the issue.” 

o “Officers should directly challenge poor behaviour and tackle this head on as we do on the 
streets” 
 

 Responses shown below provide a snapshot of perceptions of commitment to support and 

encouragement of whistleblowing by colleagues and management. Please note that not all 

respondents to the questionnaire answered this set of questions.   
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Table 1: Responses regarding commitment to Whistleblowers 

 Strongly 

agree 

Agree Disagree Strongly 

disagree 

Total 

I believe that the PCC has genuine commitment to 

the support and protection of officers and staff 

that raise valid concerns. 

11.28% 

38 

46.29% 

156 

30.56% 

103 

11.87% 

40 

 

337 

I believe that the CC has genuine commitment to 

the support and protection of officers and staff 

that raise valid concerns. 

29.41% 

100 

52.65% 

179 

12.94% 

44 

5% 

17 

 

340 

I believe that management has genuine 

commitment to the support and protection of 

officers and staff that raise valid concerns. 

14.79% 

50 

47.63% 

161 

28.11% 

95 

9.47% 

32 

 

338 

I believe that my colleagues will be supportive if I 

were to raise concerns. 

14.50% 

49 

50.30% 

170 

28.70% 

97 

6.51% 

22 

 

338 

 

4.2.2 ETAP analysis of the questionnaire responses 

ETAP has drawn the following conclusions from the questionnaire: 

 That although there is still some work to be done to convince officers and staff that there is genuine 

support and protection of whistleblowers, on the whole 82% of respondents either agreed or 

strongly agreed that the CC has such commitment, 63% held that view for management, 64% for 

colleagues and 57% for the PCC. It appears that the CC initiative “What if………?” has been 

effective in demonstrating commitment of the CC as well as raising issues around ethical 

behaviours but more is needed from others and in particular the PCC.   

 There is a lack of confidence around two issues of confidentiality and protection against reprisals 

that is actively discouraging people from coming forward with concerns. A number of individuals 

had either experienced or observed reprisals when concerns were raised and others feared 

reprisals but without having direct experience of reprisals. 

These two sets of issues need to be addressed and are further discussed in section 4.4 where ETAP 

overall findings are discussed. 

4.3  Whistleblowing Systems 

4.3.1 Staffordshire Police internal Systems 

Officers and staff have several means of reporting concerns and can do so either through: 

 Direct challenge. 

 Line management. 

 HR. 

 ACU or PSU. 

 Unison or Police Federation representatives. 

 Crimestoppers. 
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 Confidential reporting lines. 

 OPCC. 

 Criminal Cases Review Committee. 

 IPPC. 

 Bad Apple. 

Figures provided to ETAP in respect of reports from a number of sources show that the principal methods 

of reporting are raised either directly by named officers/staff or via Bad Apple. Table 2 shows sources of 

conduct matters (for a one year period) and table 3 Bad Apple referrals (for a three-year period). Based 

on the information in table 2 it appears that more people reported directly as reported via Bad Apple in the 

most recent 12-month period which is encouraging and suggests a level of confidence in the system. 

 

Table 2: Sources of Conduct Matters (12 month period) 

Sources of Conduct Matters Count of Source % Share 

Police Personnel 72 52.9% 

Complaint 17 12.5% 

DSI (Death or Serious Injury) 10 7.4% 

Other Force 7 5.1% 

Public, not Complaint 7 5.1% 

Criminal Investigation 6 4.4% 

Other PSU Investigation 4 2.9% 

Confidential Online Reporting 3 2.2% 

Anon Letter 2 1.5% 

Partner Agency 2 1.5% 

Performance & Standards 2 1.5% 

De-recorded 1 0.7% 

Traffic Incident 1 0.7% 

Tribunal 1 0.7% 

Vetting 1 0.7% 

Total 136 100.0% 

 

Referrals to Bad Apple between September 2013 and September 2016 and case studies selected for 

analysis are shown in table 3 below. It is clear that the most common cases for reporting tend to be in 

respect of either falsifying timesheets/overtime claims or Malingering/poor performance. This is reflected 

in the questionnaire responses also. It should be noted that from information provided from two other 

Forces, that confidential reporting systems similar to Bad Apple are used and that reporting levels are 

broadly similar to those in Staffordshire. 
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Table 3: Bad Apple referrals 

Referral category 2013/14 2014/15 2015/16 

Case 

study 

selected 

Unfair /bullying/preferential treatment   

4 1 

Time keeping/overtime payments 9 11 7 1 

Theft 3  1   

internet misuse 1 1 1   

Malingering/performance 11 5 9 2 

Breach of purdah   

2   

Breach of data protection act 2 2 3 1 

Dangerous/drink driving 1 1 1   

Misuse of police vehicles 2 1 1   

Facebook issues  2 4 1 

On duty relationships 2 2 1   

Taking equipment home   

1   

Concerns of business interest 3  1 1 

Perverting the course of justice   

1 1 

Notifiable relationships 2 1  1 

Gifts & gratuities  1  1 

Racist comments/inappropriate 

language 1 1    

Accessing colleagues mobile calls  1    

Collision/damage to colleagues car   1    

Inappropriate conduct to detainee  1  1 

Alcohol/drug abuse 3   

1 

Other - no details 5 3 2   

 Total 45 34 39 12 

 

Figures 1-3 show a breakdown of referrals to Bad Apple based on ETAP assumptions regarding the 

impact of the actions reported. For example, some reported actions (such as unfair treatment, time 

keeping etc.), are deemed by ETAP to impact mainly on police officers/staff themselves. Others such as 

inappropriate conduct to detainees or breach of data protection impact mainly on the public. Finally, some 

reported actions such as malingering, poor performance or substance abuse will impact both police/staff 

and/or the public. 



 

 17 

  

 

Figure 1: Referrals 2013/14 

 

 

Figure 2: Referrals 2014/15 
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Figure 3: Referrals 2015/16 
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o Criminality involving an employee said to have taken points for other family members driving 

offences. 

 In respect of the investigations this varied in length of time taken and the circumstances of the 

reports. Some cases were able to be resolved very quickly with a minimum of investigation other 

cases were more complex and required investigations that lasted, in one case, for eight months. 

In some cases, the confidential reports that were made contained so little information that the 

investigators were left with minimum lines of enquiry. This demonstrates the difficulties associated 

with confidential reporting and also the need to provide as much information as possible when 

making Bad Apple reports.  Investigation methods included: 

o DMS. 

o Facebook. 

o SPIN (Staffs Police Intelligence Network) audit. 

o Vetting. 

o Ethical interviews. 

o Interviews with other officers, line managers or third parties. 

o PNC searches. 

o Examination of CCTV footage. 

o Checks re inappropriate data access. 

 

 

 Outcomes are summarised below. 

o One of the cases had been reported with good intent as a genuine concern that turned out 

to be unfounded. This was in respect of leave apparently being taken without authorisation. 

On investigation, it was found that a leave application had been submitted, but the 

approving officer had not actioned it. 

o One case involved an element of fraud and also abuse of sick leave systems. The fraud 

element was subsequently found to be sloppy application of procedure rather than 

dishonesty. In this case, it was not possible to report some of the outcomes of the case to 

the reporter because of legal requirements around data protection and patient 

confidentiality. This situation occurs in other cases reported to Bad Apple and may lead the 

reporter to conclude that the issues have not been addressed and communication has been 

withheld. 

o A suspected breach of confidentiality was reported involving photographs on Facebook. 

These photographs included views of station notice boards and were quickly taken down 

as a result of the report. It was considered that the breach was inadvertent and the potential 

exposure risk low.  The case was dealt with through line management. 

o A second referral for breach of confidentiality was handled by Supervisory Guidance rather 

than sanction.  

o One case involving DMS was investigated and the subject of the investigation was found 

to have financial and health problems which were said to have led to this conduct.  The 

concern was resolved via Management Action, Words of Advice and at the same time 
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referrals to Occupational Health and Debt Advisory Services with the involvement of HR. In 

this particular case, confidentiality was maintained until the reporter was happy to meet with 

ACU. 

o The information provided to Bad Apple for the criminal activity involving driving offences 

was very limited and based on hearsay. However, ACU was able in this case to check 

national systems to find that no such offences had taken place and it was concluded that 

there was no case to answer. ACU extended the time period for investigation so as to 

ensure that any delays in recording crimes did not mean something was missed. The final 

check was only made in mid-January 2017 although the original report to Bad Apple was 

mid-2016. This case demonstrates the difficulties of investigations where there is limited 

information but also shows that ACU investigates whatever avenues it can. The case also 

highlights concerns raised in some questionnaire responses regarding officers and staff 

being subjected to investigation because of mistakes or malice. 

o A case of alleged substance abuse, although investigated by a number of means, found 

nothing to support the allegation and as no evidence was provided to support the allegation 

it was impossible to tell if the reporter was malicious or mistaken.  

o Two reports were made in respect of an individual with secondary business interests who 

had placed an ad on police classified ads without being registered as having such interests 

which is a Force requirement. The ad was removed as a result and the individual required 

to register. Since that case, anyone placing ads on classified is required to show that they 

are registered otherwise the ad is not accepted. 

o An officer was reported to have been observed hugging a woman arrested for drunk driving. 

On investigation, it was found that the woman was known to the officer and had been 

recently bereaved. She did not consider his behaviour to be inappropriate and did not want 

to make a complaint.  No further action was possible. 

o Two reports were made regarding one officer. The first was made in November 2014 

following the arrest of an individual who made allegations against the officer. After all of the 

information about the officer was checked no corroboration could be found. The officer was 

subject to an ethical interview after which the case had nowhere else to go and that case 

was closed. However, a second separate report was made regarding acceptance of 

gifts/gratuities which, following extensive investigation was found to be true, and action was 

taken against that officer. As well as action against the officer, reminders were issued to all 

officers regarding gifts and gratuities and a visit was paid to the licensed venue so as to 

make clear that officers were never allowed to accept free entry and drinks and that if this 

were to continue it could affect their license when it came up for renewal. 

 

The majority of cases reported to Bad Apple that were reviewed by ETAP were usually dealt with in one 

to three months depending on the level of information provided and of investigation required. The case 

involving the officer that was moved to another area took eight months due to widening extent of the 

investigation as it developed. 
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4.4 Summary of findings 

Key findings can be summarised as follows: 

 ETAP finds that most officers and staff are aware of their obligations to report failures to meet the 

standards required under the Standards of Professional Behaviour and have the means to do so 

either directly to management or through Bad Apple. 

 More cases have been reported directly in the last 12 months than have been raised via Bad Apple 

suggesting that some officers and staff have confidence in the system.  

 It appears that the work done by the CC as part of the “What if…..?” campaign has been effective 

in demonstrating commitment to challenging conduct by whatever means. This is clearly shown by 

the 82% positive responses to the questionnaire. Results for the PCC indicated that 57.57% of the 

responses considered that the PCC had genuine commitment. Although the PCC is not the 

employer or involved with day to day police operations, there are still opportunities for improvement. 

 

The difficulty for ACU and others in investigating concerns raised confidentially is that due to limited 

dialogue and lack of direct contact they are unable to assess the integrity of those raising concerns 

and may have to rely on little information to generate their own investigations in order to determine the 

validity of the concern. ACU attempts to address this by encouraging direct communication in order to 

obtain as much relevant information as possible but where confidentiality is insisted upon this is more 

difficult. Officers and staff should report directly where possible and only use Bad Apple as a last resort. 

ETAP understands that more concerns are raised directly than are raised via Bad Apple which is 

encouraging but if Bad Apple is seen to be the only route to raise concerns then advice should be 

given as the best way to do this. The H & SC Guidance document referred to in section 3 includes 

advice and “Top Tips” to workers on how to report concerns. Staffordshire Police could produce a 

similar simple leaflet that provide advice on how to proceed, what to expect, where to get support and 

what to do if things go wrong. Several respondents on the questionnaire raised the need for this type 

of guidance. Some guidance has been provided in procedures and through newsletters but more is 

needed. ETAP provides an example (broadly based on the H & SC guidance) of the type of thing that 

could be done in Appendix 3. 

 There is a perception that concerns raised are frequently ignored. Interestingly similar concerns 

were raised in the Health & Social Care sector surveys which broadly reflect the findings of the 

ETAP survey (see section 3.2).  ETAP can confirm that of the 12 Bad Apple cases that we reviewed 

all were fully investigated to the extent possible although it was not always possible to provide a 

full set of feedback to the reporter. Where investigations were limited this was due to insufficient 

information being provided by the reporter. However, this is only 12 cases and ETAP cannot 

comment on what happens generally.   

 There is a lack of confidence among officers and staff around the confidentiality of the Bad Apple 

system and protection against reprisals that must be addressed. This is despite the fact that no 

reprisals have been reported either via Bad Apple or e.g. to HR. It appears to ETAP that Bad Apple 

is a confidential system and there may be other reasons why confidentiality is not maintained. This 

could be where people are working in small groups it is easier to guess who has made a report. It 

could be that when managers are contacted during investigations that word leaks out – some of 

the questionnaire responses suggest that this happens. 

 More work needs to be done around access to independent advice and support. A large number of 

respondents to the questionnaire would like to see an independent mediator/champion and in some 
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cases, would prefer to report through an independent third party. ETAP suggests that independent 

advice and support is already freely available via Public Concern at Work and employees should 

be made aware of this. Public Concern at work is an independent charity which offers free advice 

to whistleblowers and can be contacted on 020 7404 6609 or via email at helpline@pcaw.org.uk.  

As regards reporting through a third party, there are costs and workability issues around this and 

given the existing systems that are in place ETAP does not consider that is necessary or can be 

justified. However, an internal mediator/champion could be appointed that could deal with cases 

where it is considered that the concern reported had not be addressed or there had been reprisals 

and may go some way to obviate the need for the 3rd party reporting route. Any appointed champion 

would need to be someone who can demonstrate integrity, openness and other personal attributes 

required by the Code of Ethics. He/she will also need to be sufficiently senior and experienced to 

be listened to by management. The champion will not be expected to be a first point of call for 

whistleblowers but can be contacted where things go wrong, e.g. where a whistleblower has 

suffered reprisals and these have not been dealt with by management. 

 When ETAP reviewed Bad Apple, there was no evidence of reprisals but it seems from the 

questionnaire response that reprisals do occur. This needs a response both from management and 

from the individuals concerned.  

o Managers should make clear that any such reprisal are a breach of standards and may 

even expose Staffordshire Police to liability if a case were ever to be brought to court by an 

employee. The 2013 Enterprise & Regulatory Reform Act affected PIDA and the legal 

position of whistleblowers. Under the 2013 Act the whistleblower is protected by the courts 

even if the employer was unaware of the actions of their employee or agent and the 

employer will be held liable. Any public sector entity counts as an employer. 

o Any individual suffering reprisals from raising a concern, should report this in the same way 

as any other breach of standards. Indeed, the Standards of Professional Behaviour are part 

of the Police (Conduct) Regulations, 2012 and are legally binding for officers. This may be 

difficult but until reprisals are reported and dealt with as required nothing will change. The 

whistleblower champion, if appointed could be helpful in this respect to encourage reporting 

of reprisals and thereby increase confidence in the system.  

o It should be noted that there are instances where a whistleblower might expect reprisals to 

be taken against him/her. For example, in cases where the whistleblower has participated 

in the same behaviour. There have been instances where for example a relationship 

between two employees has broken down and one has then reported a breach of standards 

where he/she has similarly breached standards. In such a case, the whistleblower should 

expect to also be called to account for their own behaviour and should regard this as a 

correct action and not a reprisal. 

 More publicising of action taken against those reported, including number and type of cases, 

whether reported directly or through Bad Apple, will be beneficial. This will help increase confidence 

that concerns are not being ignored and may also deter poor behaviour.  Publicising action should 

focus on conduct outcomes but there should be no link to Bad Apple in order to maintain confidence 

in confidentiality of the Bad Apple system. 

 The ETAP 2015 Kalmia review raised questions regarding the effectiveness of current 

Whistleblowing and disclosure systems and if a change of culture supported those systems. ETAP 

is confident that the policies and procedures to facilitate effective whistleblowing are in place but 

that there are inherent cultural weaknesses that can only be addressed through further work and 
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culture change. These are around protection from reprisals and seeing action taken against those 

breaching professional standards. It is evident that progress is being made and ETAP expects this 

to continue as the Code of Ethics, Standards of Professional Behaviour and the Anti-Corruption 

Control Strategy are further embedded. It is hoped that implementation of the recommendations 

made in this report will assist that progress.  

 

  

5 Conclusions and recommendations 

ETAP has drawn the following conclusions and recommendation in respect of Staffordshire Police handling 

of whistleblowing. 

Leadership and commitment to protection and support of whistleblowers needs to start at the top of the 

organisation. The questionnaire responses and the actions of the CC show that the CC has demonstrated 

commitment as shown by the 82% positive responses to the questionnaire. Results for the PCC show that 

57.57% of the responses considered that the PCC had genuine commitment. Although the PCC is not the 

employer or involved with day to day police operations, this still provides opportunities for improvement. 

Most officers and staff are aware of their obligations to report failures to meet the Standards of Professional 

Behaviour and requirements of the Code of Ethics and have the means to do so. 

Advice is needed for employees to understand how to raise concerns, who to report to and what to expect. 

There is a perception that concerns raised are frequently ignored. ETAP can confirm that of the Bad Apple 

cases that we reviewed all were investigated to the extent possible although ETAP cannot comment on 

what happens generally.   

There is a lack of confidence among officers and staff around the confidentiality of the Bad Apple system 

and protection against reprisals that must be addressed. Managers should make clear that reprisals are a 

breach of standards and should be reported. Those suffering reprisals should report this in the same way 

as any other breach of standards. This may be difficult but until reprisals are reported and dealt with as 

required nothing will change.  

More publicising of action taken against those reported, including number and type of cases, whether 

reported directly or through Bad Apple, will be beneficial. This will help increase confidence that concerns 

are not being ignored and may also deter poor behaviour. Unison and the Police Federation confirmed 

that when misconduct cases were published in newsletters that this had a very positive outcome as they 

demonstrated that action had been taken.   

ETAP is confident that the policies and procedures to facilitate effective whistleblowing are in place but 

that there are inherent cultural weaknesses that can only be addressed through further work and culture 

change. Progress is being made and ETAP expects this to continue as the Code of Ethics, Standards of 

professional Behaviour and the Anti-Corruption Control Strategy are further embedded. It is hoped that 

implementation of the recommendations made in this report will assist that progress.  

 ETAP makes the following recommendations: 

1. Recommendation: The PCC and Chief Constable should consider how to make their commitment 
to whistleblowers more visible and provide a strong leadership message. This could include the 
preparation of a short video that can be viewed by all, a contribution to the PSU or other internal 
newsletters and a blog on the PCC and Force website. The information provided, in addition to a 
statement of commitment, should address concerns raised regarding reprisals and make clear that 
the Bad Apple reporting system is indeed confidential. 
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2. Recommendation: Staffordshire Police should consider preparing a short guidance leaflet on how 
to report concerns, what to expect and where to get independent advice, including PCAW as well 
as existing sources. An example of how this might look is appended. 

3. Recommendation: Staffordshire Police should consider appointing a champion who can provide 
support when things go wrong. 

4. Recommendation: Staffordshire police should consider publicising information regarding the 
number, types and outcomes of concerns raised and report these in the annual governance report 
and in newsletters. 

5. Recommendation: Staffordshire Police should consider publicising, either through emails, 
newsletters or noticeboards, a request that anyone suffering reprisals as a result of raising 
concerns should raise this in the first instance with management, HR or PSU or, where it is 
considered that reprisals have not been addressed, with the whistleblower champion (if appointed). 

6. Recommendation: Both Unison and the Police Federation should consider further publicising their 
availability to support whistleblowers who wish to report concerns.  

7. Recommendation: ETAP should consider a further short questionnaire and whistleblower review 
in 18 months’ time in order to track progress of change.   

 

This report was distributed to relevant Force officers and staff for review and comment as to factual 

accuracy. However, the findings, conclusions and recommendations are provided by ETAP on the basis 

of our independent review and will remain unless challenged on grounds of accuracy. 

 

Acknowledgements 

ETAP wishes to acknowledge the time given and the information and data shared by PSU, ACU, HR. 

Unison and Police Federation representatives which enabled ETAP to complete this review.  



 

 25 

  

Appendix 1: Questionnaire 

  



 

 26 

  

Questionnaire 

 

Preamble (Issued under the banner of the CC) 

The PCC and the CC st ongly endo se the p actice of using the Bad Apple or other systems as a means 

of identifying malpractice, wrong-doing or illegal acts in Staffordshire Police. The PCC and the CC also 

have zero tolerance towards reprisals against those reporting concerns. We are therefore pleased that 

the Ethics, Transparency and Audit Panel (ETAP) intends to undertake a review of whistleblowing and 

to assess the confidence of Officers and Staff in the current reporting systems. 

ETAP is an independent group of members of the public that provides an impartial view of aspects of 

policing in Staffordshire.   

We strongly encourage all Officers and Staff to participate in the review process by completing the 

uestionnai e.  

Signed 

DCC Nick Baker 

 

 

 

 

 

 

 

 

 

 

Introduction 

The questionnaire is intended to provide, in the first instance, the Ethics Transparency & Audit Panel 

ETAP , ith i for atio  to assist its re ie  of histle lo i g  here Offi ers/Staff raise o er s 
e.g. through Bad Apple or through line managers, about unethical behaviour and practices in 

Staffordshire Police).  

The information will be used by ETAP to gain an understanding of: 

 The confidence, or otherwise, that Officers/Staff have in reporting systems such as Bad Apple. 

 The perceived view of the commitment of the PCC, the CC and management to the support 

and protection of those reporting concerns. 

The ollated i for atio  ill the  e used i  ETAP’s re ie  report a d ill i for  a y 
recommendations made to Staffordshire Police for any suggested improvements. 

The questionnaire is anticipated to take only a few minutes to complete.  

Please note that your response will be treated as confidential. 

Your help in this work is greatly appreciated by ETAP. It is expected that the ETAP report on the outcome 

of the review and this survey will be available early next year.



 

 

Section 1: About you (please tick as appropriate) 

How long have you been with Staffordshire Police? less than 2years 

2-5 years 

 

5-10 years 

 

10 - 20 years 

 

More than 20 years 

 

Is your role? Please note that the categories apply 

also to Specials 

 

PC 

 

Sergeant or Inspector 

 

Chief Inspector or above 

 

PCSO 

 

Police Staff to Grade  F 

 

Police Staff Grade G or above 

 

 

 

Is your age? Under 25 years 

 

25-30 years 

 

30-40 years 

 

More than 40 years 

 

 

Section 2: Your awareness of raising concerns  

Are you aware of how to raise any concerns you may have about wrong-doing?  Yes 

 

No 

Are you aware that reporting wrong doing is a duty under the Code of Ethics? Yes 

 

No 

Are you aware that when reporting valid concerns you have legal protection against 

reprisals or dismissal.  

Yes No 

Are you aware that anyone taking reprisals against those reporting concerns may be 

subject to disciplinary action? 

Yes No 

Are you aware that you can get independent advice if you are unsure about reporting 

concerns? 

Yes No 

Ha e you see  the Chief Co sta le’s Code of Ethi s Briefi g What if… ? 

 

Yes No 

  

Section 3: Reporting routes e.g. Bad Apple, line manager, Confidential Reporting line. 

Would you like to see the use of an independent mediator or champion to support those 

raising concerns? 

Yes 

 

No 

Would you be happy to report concerns through your Line Manager? 

 

Yes No 



 

 

Would you be happy to report concerns through a Union/Association representative? Yes No 

Would you prefer to report concerns through an independent third party? 

 

Yes No 

 

Raising concerns 

Have you ever wanted to raise a concern but 

have not done so? 

Yes No 

If yes, was this because of fear of (tick boxes as 

appropriate) 

The concern would be ignored  

 

Colleague Reprisal such as ostracism, bullying, verbal 

harassment 

 

Restriction on working hours, training or opportunities 

 

Formal reprisals such as demotion, disciplinary action or 

suspension 

 

Dismissal 

 

What type of concern was it? Financial wrong-doing or criminality 

Abuse of authority (such as bullying/unfair or preferential 

treatment) 

Safety (public or workplace) 

Working practices (e.g. unworked hours, malingering, poor 

performance etc) 

Racial, religious, gender or sexual harassment 

Business interests. 

Notifiable associations. 

Other – please specify 

 

Have you ever raised a concern and if so what 

was the result? 

Complaint was properly dealt with 

 

Complaint was Ignored 

 

Colleague Reprisal such as ostracism, bullying, verbal 

harassment 

 

Restriction on working hours, training or opportunities 

 

Formal reprisals such as demotion, disciplinary action or 

suspension 

 

Were you kept informed during the 

investigation? 

Yes No 

Did you ask for confidentiality?   

If yes to the above, was confidentiality 

maintained? 

 

Yes No 

Were you provided with support during the 

investigation? 

Yes No 

Was there any follow up action? 

 

Yes No 

If you were to raise a concern now are you Yes No 



 

 

confident are you that any concerns you raise will 

be treated as confidential?  

 

Section 4: Leadership and management 

Please indicate your opinion of the following statements Strongly 

agree 

Agree Disagree Strongly 

disagree 

I believe that the PCC has genuine commitment to the support to 

and protection of Officers/Staff who raise valid concerns.  

    

I believe that the CC has genuine commitment to the support to 

and protection of Officers/Staff who raise valid concerns. 

    

I believe that management has genuine commitment to the 

support to and protection of Officers/Staff who raise valid 

concerns. 

    

I believe my colleagues will be supportive if I were to raise 

concerns. 

    

 

Section 5: Comments and suggestions 

Is there anything you can suggest that will further 

encourage Officers/Staff to report concerns? 

 

 

 

 

 

 

 

Do you have any other comments to make? 

 

 

 

 

 

 

 

 

 

  



 

 

Appendix 2: Bad Apple Checklist  



 

 

Checklist for Bad Apple cases 

Date of review:    

    

Type of 

Case   

Brief 

details of 

case 

 
Year of 

reporting  
Reported by: Officer Staff Volunteer/contractor 

(tick as appropriate)   

  

Time taken to resolve concern   

  

If known, indicate if senior or junior Whistleblower       

    

  Yes No N/A 

Case handled by Line Manager       

Case handled by PSU       

Case handled by ACU       

Other agencies involved, e.g Police Fed, Union?       

Support requested?       

Support provided?       

Wrongdoing impacted on Police only?       

Wrongdoing impacted on public only?       

Wrongdoing potential impact on police and public?       

Potential for high degree of adverse publicity (if made public)?       

Confidentiality requested?       

Confidentiality maintained?       

Referral upheld?       

Resulted in Action Management?       

Resulted in written warning?       

Resulted in final written warning?       

Resulted in dismissal?       

No action taken?       

If no action taken provide comment   

Any evidence of reprisals against Whistleblower?       

If reprisals, what form did this take?   

If reprisals, what action taken against aggressor?   

Communication requested by Whistleblower?       

If requested, actions or outcomes communicated to Whistleblower?       

Case used in awareness raising?       

Case reported to Senior Management?       

Case analysed for lessons learned?       

Case used to make changes to systems?       

If changes made please briefly outline   



 

 

Appendix 3: Suggested form and content for leaflet 

Whistleblowing is when you speak out about something that you are concerned about that needs 
bringing out into the open as it conflicts with the Code of Ethics. This may be worrying you and you 
may need help in deciding how best to proceed especially if you feel you do not have enough 
evidence. 
Here are some suggestions that may help. 

1. Read the whistleblowing procedure [add link] which will tell you what types of concerns and 

covered and to whom you can report. The types of concerns could include but are not 

restricted to: 

a. Poor on duty conduct. 

b. Malingering/poor performance. 

c. Abuse of authority (whether to members of the public or within Staffordshire police). 

d. Excessive use of force. 

e. Financial problems that you think are affecting someone’s work or behaviour. 
f. Accepting gifts and gratuities. 

g. Fraudulent claims on DMS. 

h. Neglect of duty. 

i. Unfair or preferential treatment. 

j. Unauthorised disclosure of information. 

2. Raise the concern as soon as you can. If you believe something is wrong you do not need to 

have absolute proof. Speaking out early could stop the issue from getting worse. You will not 

be sanctioned if you have made a genuine mistake but could do so if the compliant is done 

falsely or maliciously.  

3. Think about whether your concern can be raised in an informal way. 

4. Find out if anyone shares your concerns as you could then raise these as a group. 

5. Check the procedure to find out who to report to. Your line manager is usually the first person 

to go to but if you feel unable to raise it with them you can follow the procedure to report by 

another route. If necessary you can report confidentially via Bad Apple.  

6. Be aware that if you report via Bad Apple to will need to provide as much information as you 

are able to assist the investigation. This means being as specific as you can, regarding dates 

and times, what happened and the order of events, who was involved and if there were any 

witnesses. 

7. If you are worried and you feel you need independent advice and support you can contact 

the following: 

a. Your Union or Federation representative 

b. Public Concern at Work www.pcaw.co.uk  

8. Check what will happen in the process. You will need to give the investigation team 

reasonable time to check the facts. Respect the fact that the investigating team may be legally 

required to keep some information confidential and may not be able to fully report back to 

you. 

9. Maintain confidentiality. It is best if you can speak openly about the issue but you can ask for 

your identity to be kept confidential. The person/manager to whom you talk should make 

every effort to protect your identity. However, it may be necessary for legal reasons to reveal 

your identity and the person to whom you have raised your concern should make every effort 

to tell you first. Concerns raised anonymously can be more difficult to deal with and 

investigate in the best way so should be used as a last resort. 

10. Remember that if you work in a small team then people you work with might guess or work 

out your identity. If this happens tell your manager, HR or PSU and let them know if you are 

being bullied, harassed or being treated badly. 

11. If you are not satisfied that your concern has been addressed or the issues have not been 

positively resolved you should pursue the matter. Not speaking up means the situation will 

continued and may get worse. Raise this with the whistleblower champion. 


