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	Report To:
	Trust Board in Public 

	Date of Meeting:
	10 November 2026

	Report Title:
	Speaking up Self-Assessment Review 2026

	Report Author: 
	Caroline Hartley, Head of Staff Experience

	Report Sponsor:
	Jenny Lewis, Chief People and Culture Officer

	Purpose of the report: 
	Approval
Discussion
Information X

	
	The purpose of this paper is to share the final draft of BFT’s Speaking Up Organisational Self-Review, which has been completed by key stakeholders. Further, to note the scoring and supporting evidence and action plan, which will now be taken forward and implemented.
 

	Key Points to Note (Including any previous decisions taken)

	BFT has just completed a refresh of its Speaking Up Organisational Self-Review This presented an important opportunity to assess progress, identify areas for improvement, and align with national expectations around Freedom to Speak Up (FTSU). The self-assessment review asks us to rate our progress against a number of principles, broken down into statements.  The assessment is designed to give us a structured view of our current position, recognising both areas of strength and where there may be opportunities to improve. 
This assessment was overseen by the Speaking Up Steering Group, which has agreed a more regular and rigorous process of assessment and progress monitoring. 

	Strategic Alignment

	A thorough and meaningful Speaking Up assessment supports the ambition to deliver seamless, high-quality and equitable care through stronger leadership, consistent approaches, and improved experiences for our people. The improvement actions which follow will help embed shared accountability, consistent practices, and a unified speaking up culture across BFT. 

	Risks and Opportunities	

	There is a risk that, if we do not properly understand our speaking up culture, and what drives positive and negative colleague experience, that our resulting plans and actions do not go far enough in improving or embedding our speaking up culture. There is an opportunity, if we do engage well, to strengthen culture and learning, which will drive greater consistency, visibility, and leadership accountability. 

	Recommendation

	This report is for information. The Board is asked to:
· Note the final draft self-assessment review, scoring, summary evidence and action plan.


	History of the paper (details of where paper has previously been received)

	Earlier iterations shared at TEM, PSOG and People Committee
	August – October 2026

	Appendices:
	Appendix 1: Final Freedom to Speak Up Reflection and Planning Tool 



1. Purpose
1.1 The purpose of this paper is to share with Trust Board, the final draft of the Speaking Up Organisational Self-Review, which has been completed by key stakeholders. Further, to note the scoring and supporting evidence and action plan, which will be implemented over the next 2 years, overseen by the Speaking Up Steering Group. 

2. Background
2.1 NHS Trusts are required to complete 2-yearly reviews of the effectiveness of speaking, systems and processes. The mechanism for this is the self-reflection tool which was originally developed by the National Guardian’s Office to help organisations deliver the NHS People Promise for workers, by ensuring they have a voice that counts and to help develop a speaking up culture.
2.2 This improvement tool is designed to help organisations identify strengths, in their leadership and organisation and identify any gaps that need work.
2.3 Both legacy Trusts were at or past the timescale for the required reviews, (having last completed them in 2023 and 2024), although action plans were still in place following the last reviews. 
2.4 A Speaking Up Steering Group was established in early 2026, to provide strategic leadership and oversight of Speaking Up, in particular, the completion of the self-review and follow-up actions. It was agreed by the Steering Group, that a full, BFT assessment be undertaken, to be completed by November 2026. This presents an important opportunity to assess progress, identify areas for improvement, and align with national expectations around Freedom to Speak Up (FTSU). 
2.5 Recognising the timeframe for this work, there was a need to ensure that momentum was maintained in the intervening period, and an interim action plan was agreed to provide a structured framework pending the more comprehensive action plan in November.
2.6 The actions from the interim plan will be fully incorporated and aligned with the actions from this comprehensive review, so that BFT is working to one plan, with milestones and accountability clearly set out.  

3. 2026 Review using the Planning and Reflection Tool
3.1	The self-assessment review asked us to rate our progress against a number of principles, broken down into statements. The assessment is designed to give us a structured view of our current position, recognising both areas of strength and where there may be opportunities to improve.
3.2	It brings together evidence from across the organisation with the perspectives of senior leaders, managers, staff and our Freedom to Speak Up Guardians. The assessment guidance encourages organisations to use evidence and feedback to support their scoring and identify high-level improvement actions. This may be both quantitative evidence (eg data from staff survey, case work, training etc) and qualitative evidence, based upon experience, local knowledge and engagement activities. 
3.3	Oversight of the self-assessment process occurred through the Speaking Up Steering Group and is being co-ordinated by the Culture and Colleague Experience Team. Importantly, this is not a process which sits with the Lead Guardians, although they clearly play a critical role in implementing and overseeing the Freedom to Speak Up framework, helping to embed and improve our speaking up culture.
3.4	In order to ensure a robust, fair and balanced assessment for this review, evidence was sought from a number of teams, people and data. This included:
· Staff Survey and FTSU data
· Bespoke surveys and drop-in sessions
· Training data
· NED and Executive Team
· Managers and leaders
· OD and Culture Leads
· HR Business Partners
· FTSU Guardians and Champions
· People Advice Lead
· Comms
3.5	Evidence and scoring enabled the development of a comprehensive action plan, split over the next 6-12 and 12-24 months (set out at pages 32 and 33). It also enabled the identification of areas of strength and good practice which will be developed and amplified across BFT.
3.6	Some immediate actions which have been agreed include the development of a new BFT Speaking Up Policy, which includes specific reference to ‘detriment’ and which will be reflected in our People Policy framework. Also agreed was the mandating of core, Speaking Up e-learning module and the development of a local accountability framework. These actions are already well in progress. 	

4. Thirlwall Inquiry Recommendation
4.1	The Thirlwall Inquiry reinforces the importance of creating a culture in which colleagues feel able to speak up, are listened to and, crucially, see appropriate follow-up and action. The learning is relevant beyond neonatal services and strengthens the need to move from simply encouraging staff to raise concerns to demonstrating how concerns are heard, investigated, acted upon and used to inform improvement. This aligns with learning from this BFT speaking-up review, particularly the importance of visible follow-through and feedback to colleagues.
4.2	Freedom to Speak Up should therefore be viewed as an integral part of the Trust’s patient safety and organisational learning arrangements, rather than as a standalone workforce initiative. This includes supporting the Guardian function, strengthening the visibility and accessibility of speaking-up routes, and ensuring themes and concerns are appropriately escalated and acted upon.
4.3	Action 9, in the action plan section of this report, will ensure that the recommendations and learning from the Thirlwall Inquiry are understood and embedded within the Trust’s wider speaking-up improvement actions. This will also include further development of the Teams Triangulation approach, strengthening the visibility and triangulation of intelligence to support reporting, organisational learning and more informed decision-making about our speaking-up culture.

5. Next Steps – these are as follows:
· Move the actions in this self-review to a more formal planning document and commence/continue implementation
· Monitor progress and actions via the Speaking Up Steering Group
· Provide 6 monthly updates to People Strategy Oversight Group

6. Summary and Recommendations
· This report is for information. Trust Board is asked to note the self-review and action plan. 
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