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How to contact?
NHS Civility and Respect Programme
Email: england.civilityandrespect@nhs.net

Our Civility and Respect
Campaign Aims
Understand what kindness, compassion and
a positive culture looks like
Spread awareness of civility and respect and
empower NHS staff to help eliminate bullying and
harassment
Inform the NHS workforce what support is
available to promote civil and respectful
workplace environments
Provide diagnostic tools to help organisations
benchmark and take action
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Dr Laura Power
Presentation – Role of the Freedom to Speak Up Guardian

Freedom to Speak Up Guardian
Central Liverpool Primary Care Network
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Practical steps for both staff and
management to encourage speaking
up and listening up
Dr Laura Power
GP, GPwSI and first ever primary care
Freedom to Speak Up Guardian

Freedom to Speak Up
• “Speaking up is about anything which gets in
the way of providing good care”

• Speaking up is for anyone working in health
care to raise concerns about patient care or
anything in the workplace that is affecting
your working life.

Speaking Up
• Speaking Up should be seen as the ‘norm’ and
that anyone with concerns should feel
confident that their concerns would be
listened to and taken seriously.
• This is not to replace HR role/legal/political
process but to ensure every member of staff
has an equal, non -judgemental and nonrecriminatory process to raise concerns

How can staff speak up?
•
•
•
•
•
•
•
•

Line manager
HR department
Freedom to Speak Up Champion
Freedom to Speak Up Guardian
National Guardian Office
CQC
NHS England
Your regulatory body (GMC/NMC)

How can staff speak up - External
• Speak Up Direct provides free, independent,
confidential advice on the speaking up process.
• The charity Protect provide confidential and legal
advice on speaking up.
• The Trades Union Congress provide information
on how to join a trade union.
• The Law Society may be able to point you to
other sources of advice and support.
• The Advisory, Conciliation and Arbitration
Service give advice and assistance, including early
conciliation regarding employment disputes.

How Management can Help
• Reflect honestly about how you feel your
service allows for an open and honest
environment
• Recruitment
• Retention
• Staff satisfaction surveys
• Simple things – access to
food/fluids/breaks/toileting

Management
• Discuss with your inequality and diversity
champions/department
• If a FTSU Guardian is in post – utilise them.
• Encourage meetings where they can attend
• Promote their services – posters in break
rooms
• If no FTSU Guardian – consider recruiting one!
• Consider FTSU Champions

Management
• Promote other services – internal counselling
support/ Occupation Health
• Consider allowing self referral for internal
counselling processes
• Whilst ‘resilience’ training is en vogue at present,
do not forget the benefits of holistic staff support
• E-learning for health module on Speaking Up and
Listening Up
• National Guardian Office run Information
Sessions to learn more about Freedom to Speak
Up

Carmen Peters & Donna Haynes
London Ambulance Service
Presentation – Freedom to Speak up Guardian and the mediation
and resolution framework

Carmen Peters
Deputy Freedom to Speak Up Guardian

Donna Haynes
Resolution Advocacy and Mediation Lead
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London Ambulance Service NHS Trust

LAS Resolution Framework
Grievance
Procedure

Dignity at Work

The
Resolution
Framework

Disciplinary

London Ambulance Service NHS Trust
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Local Resolution. Attempts made to resolve issues constructively through direct conversation.
Support and training is provided to encourage managers and colleagues to resolve issues as early as possible.

Request for Resolution (RfR) Submitted to Resolution Hub/ Unit
Route to resolution identified using agreed triage process (Resolution Index). Resolution advocate allocated.
Early Resolution
Early resolution is an opportunity for all parties to secure an outcome
to a concern or complaint through open and constructive dialogue. This
may be direct between the parties or the dialogue may be supported
by a third party. The Resolution Hub will support, monitor and evaluate
the outcomes from early resolutions.

Formal Resolution
Formal resolution is available for use in more
serious cases or where previous attempts at
early resolution have been unsuccessful.

Investigation to establish facts (may include
suspension).
Coaching or
mentoring

Roundtable
conversation

Mediation

Team facilitation or
team building

Restorative
justice

Formal resolution meeting (rights to be
accompanied).
Appeal

Outcomes from early resolution may include: an
agreed action plan, advice and guidance, and/ or
a reminder.

Outcomes from formal resolution may include: referral for early
resolution, development of an agreed action plan, warnings or
dismissal.
1
9

London Ambulance Service NHS Trust

Scoring Matrix - …………………..
Request for Resolution is assessed by the Hub over 6 criteria. Total scores
are out of 30
Resolution Index (RI) criteria

Score

Notes

1.

Duration and frequency of the concerns

/5

2.

Severity and complexity of the concerns raised

/5

3.

Any previous attempts to resolve the concerns
raised/reminders of action taken

/5

4.

Impact of the issues on the complainant, service
delivery, patient care and/or organisation.

/5 .

5.

Needs of the complainant or responsibility/culpability
where conduct is in question.

/5

6.

Potential risk to employee, service delivery, core
organisation and/or patient safety.

/5

Total Score /30. Route to Resolution suggests Management action, 1st
reminder (as not had a 1st reminder before)
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London Ambulance Service NHS Trust
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London Ambulance Service NHS Trust

Louise Hall
Presentation – Role of the Health and Wellbeing Guardian

Director of Human Resources and Wellbeing Guardian
Royal Surrey NHS Foundation Trust
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The role of the Wellbeing Guardian
– making every healthcare setting a
great place to work

November 2021
Louise Hall
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What is a Wellbeing Guardian?
Someone who works in partnership with the Board and senior
leadership teams and with an opportunity to make a real
difference in the organisation.
“

Placing staff health and wellbeing at the heart of everything we
do, being in an ideal position to support, influence and seek
assurance from senior leaders, creating a culture of wellbeing
where the organisation cares for its people, ensuring staff are
happy and healthy which feeds through into better patient care.”
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The role means you:
•

Challenge the organisation to include employee wellbeing in
everything they do and actively create a ‘culture of
wellbeing’, to care for people who care for others.

•

Demonstrate that the Board (or equivalent senior leadership
team) takes their personal wellbeing responsibilities
seriously.

•

Act as a ‘critical friend’.

•

•

Ensure the Board holds senior leaders to account for the way
employees are managed, empowered, and supported with
their wellbeing.

Work closely with the organisations people function (i.e. HR,
OD, Occupational Health and Wellbeing etc) as enabling
operational functions to realise the wellbeing agenda for the
organisation and that they are supportive to the Wellbeing
Guardian to be effective in role.

•

Seek data to show what’s happening on the ground,
evidencing the wellbeing needs of the diverse workforce
(inputs) and that wellbeing strategy / policies / initiatives are
working and impactful (outputs).

•

Strategically influence and shape the wellbeing agenda,
speaking to the hearts and minds of the organisation’s
diverse workforce.

•

Hold the values reflected in the role description, role
modelling the values of fairness, compassion and inclusivity.

•

Actively promote opportunities for the most vulnerable in the
workforce to contribute and address wellbeing inequalities
and the needs of diverse groups and individuals.

•

•

Champion equality, diversity and inclusion, ensuring that the
organisation considers the needs of the diverse groups within
its workforce and adapts holistic approaches to wellbeing,
appreciating peoples changing needs over time.
‘Sense-check’ the wellbeing agenda for the organisation and
prompt improvement / developmental action if needed.
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Holding to account
Leaders at every level should “set the tone at the top” by
modelling desired behaviour. The Board should also regularly
evaluate how the CEO and other senior executives are
modelling desired behaviours and communicating the desired
culture to the organisation.
Stephen Klemash EY Americas Center for Board Matters Leader
Joe Dettmann, PhD EY Global Corporate Purpose, Culture and Leadership Effectiveness Solution Leader

“Placing staff health and wellbeing at the heart of what we do” Prerana Issar.
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So why am I doing it?

I care about our staff. I probably care too much as that
is the sort of thing that keeps me awake at night as I try
and think about what we can do to help with burn out,
exhaustion, tears, people leaving the profession and the
behaviour changes when people cannot cope.

BUT I also see how we can convert tears to smiles,
exhaustion to re-energising, people deciding to stay
rather than leave and when I hear people tell me about
what they are doing to help their colleagues (when they
often echo back what I have suggested ☺)
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•

Often it is a NED who is in the role but I think I can
do more, that I am closer to the staff and that I can
integrate the work into the day job and the wider
people strategy.

•

Maybe this IS the role of the HRD. We all have the
governance and compliance to do but delivering
the People Plan is surely our purpose?

•

We can make a difference whoever we are as long
as we really care and have the energy, drive and
passion to make the change.

Emma Hepworth
Presentation – Role of the Health and Wellbeing Champion

Deputy Team Lead for the Blackburn with Darwen
Mindsmatter Team

Practicing Counsellor, Counselling Supervisor and Health &
Wellbeing Champion
Lancashire and South Cumbria NHS Foundation Trust.
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Role of Health &
Wellbeing Champion
Emma Hepworth
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Health & Wellbeing Champion Role
Key aspects;
• Promote and support our approach to Health and Wellbeing within
Lancashire and South Cumbria NHS Foundation Trust
• Encourage colleagues to access relevant health and wellbeing
information, opportunities and support

• Raise awareness of wellbeing activities; promote healthy lifestyles and
positive mental health
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Health & Wellbeing Champion Role
Promoting The Five Ways to Wellbeing in the workplace

1. Connect: Build connections with colleagues
2. Be active: Boost energy and mood by doing something active
3. Take notice: Be curious about the world, take time and savour the
moment
4. Keep learning: Learn something new to boost confidence and have fun
5. Give: Do something nice for someone
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Health & Wellbeing Champion Role
Activity examples;
• Promoting particular health campaigns through poster displays,
emailing colleagues, giving out leaflets and updating colleagues
• Organising activities, e.g. a lunch time walk, book club or hobby group
• Signposting colleagues to relevant information and services
• Encouraging colleagues to participate in LSCFT Wellbeing
initiatives/challenges
• Championing and promoting relevant health messages at a team level
• Role modelling and promoting a healthy culture within the workplace
• Attend the occasional training, events and forums in order to
collaborate with other Champions
• Share stories of success and provide activity information via the Health
and Wellbeing SharePoint site
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Freedom to Speak Up Guardians
At LSCFT, we encourage all staff to speak up – especially when there are
concerns about safety and that of our service users.
In addition, our Freedom to Speak Up Guardian can offer confidential
support and is supported by 28 LSCFT colleagues who volunteer as
Freedom Speak ambassadors right across the Trust.
We also have ‘Dear Caroline’ an anonymous and entirely separate secure
website that allows colleagues to raise concerns directly to our CEO about
any issues relating to the Trust.
During Speak Up Month, we encourage colleagues to take part in the
national campaign and share their own Speak Up pledge.

34 |

