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Summary 
 
The Royal Cornwall Hospitals Trust (the Trust) is committed to working closely in partnership 
with all trade union and professional organisation representatives and will demonstrate the 
Trust’s responsibility to staff through a working relationship based on partnership and staff 
involvement. 
 
The policy sets out the arrangements for the granting of facilities and time off for accredited 
representatives and members of trade unions/professional organisations which are 
recognised under the Trust’s Recognition Agreement. 
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Data Protection Act 2018 (General Data Protection Regulation – GDPR) Legislation 

The Trust has a duty under the DPA18 to ensure that there is a valid legal basis to process 
personal and sensitive data. The legal basis for processing must be identified and 
documented before the processing begins. In many cases we may need consent; this must 
be explicit, informed and documented. We cannot rely on opt out, it must be opt in. 

DPA18 is applicable to all staff; this includes those working as contractors and providers of 
services. 

For more information about your obligations under the DPA18 please see the Information 
Use Framework Policy or contact the Information Governance Team rch-tr.infogov@nhs.net 

 
 

 

mailto:rch-tr.infogov@nhs.net
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1. Introduction 
1.1. The Royal Cornwall Hospitals Trust (the Trust) is committed to working 
closely in partnership with all trade union and professional organisation 
representatives and will demonstrate the Trust’s responsibility to staff through a 
working relationship based on partnership and staff involvement. 
 
1.2. The Trust believes professional and visible leadership, coupled with staff 
engagement, a common understanding and close working partnership, is key to 
a successful and progressive future. 

 

1.3. The Trust is committed to promoting a culture of high performance and will 
work to advance this with staff representatives in a way that promotes 
collaborative working and two-way feedback. 

 
1.4. This version supersedes any previous versions of this document.  

2. Purpose of this Policy/Procedure  
2.1. The policy sets out the arrangements for the granting of facilities and time off 
for accredited representatives and members of trade unions/professional 
organisations which are recognised under the Trust’s Recognition Agreement.   
 
2.2. The agreement takes account of the ACAS Code of Practice 3: Time Off for 
Trade Union Duties and Activities (January 2010). 

3. Scope 
3.1. The provisions of this agreement will apply to all accredited representatives 
of recognised trade unions and professional organisations.  (A list of the trade 
unions/professional organisation currently recognised by the Trust is provided in 
Appendix 3.)  
 
3.2. These arrangements include Health and Safety, Environmental and 
Workplace Learning representatives.   

4. Definitions / Glossary 
4.1. A nationally recognised trade union or professional organisation (from 
here on referred to as organisation) is one recognised by the Trust for the 
purposes of collective bargaining in accordance with the Trust agreement on 
recognition. 
 
4.2. An accredited representative is an employee of the Trust duly accredited 
by a recognised organisation to represent all or some of their membership who are 
also employees of the Trust. 

 

4.3. Where an organisation is not recognised by the Trust, the right to time off is 
restricted to accompanying a worker to a disciplinary or grievance hearing. 

 

4.4. In circumstances where paid time off is granted, the payment due will equate 
to the earnings the employee would have earned had they worked during the time 
off taken. 

 

4.5. Where a representative attends union duties on their day off, they will not be 
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paid.  If their presence is required by the Trust on their day off, equivalent time off 
in lieu will be granted. 

5. Ownership and Responsibilities  

5.1. Role of the Trust 

The Trust will: 

▪ work in partnership with trade unions and professional bodies in a collaborative 
manner 

▪ develop and implement effective two-way communication processes at all levels 
across the Trust 

▪ ensure all levels of management are familiar with agreements and 
arrangements relating to partnership working/staff involvement including the 
facilities agreement for time off 

▪ give reasonable notice of time off requirements 

▪ record the facility time off for all staff representatives and annually liaise with 
them in order to meet its legal obligation in respect of the Trade Union (Facility 
Time Publications Requirements) Regulations 2017 (see section 6.2.).  

 

5.2. Role of managers  

Managers must: 

▪ adopt an inclusive and collaborative style of management, engaging staff and 
their accredited representatives as early as possible about ideas for new ways 
of working and solving key problems. 

To ensure issues are resolved as close to their source as possible, local 
managers will normally liaise with accredited local representatives and regional 
officers at the earliest opportunity where appropriate  

▪ keep staff informed on a regular and systematic basis 

▪ familiarise themselves with this policy 

▪ ensure no victimisation occurs of staff for their union/professional involvement 
and that individual carers will not be prejudiced 

▪ ensure all facility time off is appropriately recorded as such on the e-Roster 
system. 

 

5.3. Role of accredited staff representatives and trade union/ 
professional organisations 

Accredited staff representatives and trade union/professional organisations must:  

▪ ensure representatives are familiar with the facilities agreement 

▪ ensure time and resources provided in this context are used appropriately and 
cost effectively 

▪ elect representatives in accordance with their trade union/professional 
organisation constitution 

▪ keep up to date with and support the correct and efficient application of the Trust 
terms and conditions, policies and procedures 
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▪ keep the Trust informed of changes to accredited representatives 

▪ request and give reasonable notice of time off requirements 

▪ work with managers to ensure all facility time off is recorded as such on e-Roster 

▪ provide appropriate training for its representatives 

▪ communicate effectively with their members to ensure they can represent their 
views.  

5.4. Role of managers, staff and staff representatives 

Managers, staff and staff representatives must: 

▪ deal with all problems at the earliest opportunity and at the appropriate level 
within the organisation. 

This is an important principle as it ensures maximum involvement of staff at 
each level which will prevent more senior staff representatives and managers 
becoming overburdened 

▪ treat each other at all times with respect, dignity and professionalism in line with 
the Trust Values and Partnership Agreement Behaviours Framework (see 
Appendix 3). 

6. Standards and Practice 

6.1. Accreditation of representatives  

6.1.1. Accreditation will only be afforded to employees of the Trust who have 
been duly elected or appointed in accordance with the rules of the organisation 
to which they belong. 
 
6.1.2. The organisation’s national or regional office will notify the Director of 
People and Organisational Development promptly and in writing when local 
representatives are appointed and when changes in representation 
arrangements are made. They will provide the following information: 

▪ name and designation 

▪ workplace / base location 

▪ representative constituency (staff group they will represent) 

▪ date of commencement  or expiry of accreditation 

▪ name of representative being replaced (if applicable) and date/effective 
date of replacement. 

 
6.1.3. On receipt of notification, the Employee Relations Department will liaise 
with the relevant line manager to clarify any queries, discuss the impact of 
granting time off to the individual and any anticipated concerns.  Acceptance of 
the accreditation of an employee will not be unreasonably refused.     
 
6.1.4. The Employee Relations Department will confirm the Trust’s 
acceptance of accreditation in writing and/or discuss any anticipated concerns 
with the national or regional office of the relevant organisation. 
 

6.1.5. The Employee Relations Department will maintain a register of 
recognised representatives on behalf of the Trust. 
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6.2. Trade Union (Facility Time Publications Requirements) 
Regulations 2017 

6.2.1. Under the Trade Union (Facility Time Publications Requirements) 
Regulations 2017 that came into force on 1 April 2018, the Trust is required to 
annually publish certain information relating to trade union officials and facility 
time on its website. 
 
6.2.2. This information includes: 

▪ the number of staff who were trade union officials during the relevant 
period (including representatives who have left during the year), and the 
number of full-time equivalent staff members 

▪ the percentage of working time spent on facility time for each official 

▪ the percentage of pay bill spent on facility time 

▪ the number of hours spent by union officials on paid trade union activities 
(as opposed to duties) as a percentage of total paid facility time hours. 
 

6.2.3. In order to meet its legal obligation, the Trust will contact accredited 
representatives annually to confirm their hours recorded as time off for 
union/professional body duties/activities.  (All time off for these duties should be 
recorded on e-Roster.) 

6.3. Trade union duties 

It is not possible to be prescriptive about all the duties of accredited 
representatives but they may include the following: 

▪ meeting with members on matters which are the subject of consultation 
and or negotiation with local management 

▪ meetings with other lay official members or full time officers on employee 
relations issues relevant to employment with the Trust 

▪ meetings and associated pre-meetings (see section 6.5.6) of the Joint 
Consultative and Negotiation Committee, Joint Local Negotiating 
Committee, (or subcommittees), health and safety meetings and 
Learning Committee where they are accredited delegates to that  body 
or co-opted for a specific reason 

▪ representing groups of or individual members in matters related to 
disciplinary proceedings, grievances, interpretation of existing terms and 
conditions, policies, provision and proceedings 

▪ appearing on behalf of members before external bodies on employee 
relations matters 

▪ participating in meetings called by management or on working groups 
which the representative has been invited to by management and 
nominated by the appropriate consultation and negotiating group(s)   

▪ recruitment of employees to membership of organisations and becoming 
accredited representatives; in particular attendance at employee 
induction courses 

▪ participating in approved training necessary for the effective performance 
of their representative functions 
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▪ regional or national conferences directly related to health service terms 
and conditions. 

6.4. Trade union activities 

In addition to their work as an employee, and subject to adequate notification and 
service need, accredited representatives will be permitted, with agreement,  
unpaid time off during working hours to attend the: 

▪ National Conference by the elected delegates of the appropriate 
organisation 

▪ Regional Delegate Conference, national Executive committees, trade 
union bodies and any other such function required of elected delegates. 

6.5. Time off for representatives 

6.5.1. Subject to adequate notification, accredited representatives will be 
permitted reasonable time off with pay (to include time to prepare for meetings 
and disseminate information and outcomes to members during working hours) to 
carry out the duties connected with those outlined in section 6.3 above. 
 
6.5.2. When requesting time off, the staff representative will indicate the 
general nature of the business for which time off is necessary, where she/he can 
be located if required and were possible the anticipated period of absence.  The 
representative will not unduly or unnecessarily prolong the time they are absent 
from work on duties or activities.  Requests for time off should be sought as far in 
advance as is reasonably possible in the circumstances and will not be 
unreasonably refused.  The prior permission of management must be obtained. 

 
6.5.3. The circumstances in which time off may be refused will include: 

▪ unreasonable notice periods given on behalf of the representatives 

▪ for activities which are not considered trade union duties or activities 

▪ for activities not authorised by the trade union 

▪ due to service continuity needs. 
 

6.5.4. Time off for trade union activities, which themselves consist of industrial 
action, will not be agreed. However, where a representative is not part of the 
group taking action but is representing them or representing a group affected by 
action, normal time off and facilities will apply. 
 

6.5.5. Where accredited staff representatives attend meetings called by 
management outside normal working hours, equivalent time off will be granted 
following agreement with the line manager. 

 
6.5.6. Joint Consultation and Negotiation Committee (JCNC) 
Management Meetings – accredited staff representatives delegated to attend 
the joint meeting will be granted four hours to meet prior to the monthly meeting.  
Any variations shall be in agreement with the Director of People and 
Organisational Development. 
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6.5.7. It is anticipated that the joint meeting will last approximately two and a 
half hours.  The constitution of the management representatives will include 
operational managers and executive directors. 

6.6. Accredited health and safety representatives 

6.6.1. The Safety Representatives and Safety Committee Regulations 1977 
regulation 4(2)(a) require employers to allow union health and safety 
representatives paid time, as is necessary during working hours, to perform their 
functions. 
 
6.6.2. Employers are required to consult with employees or their 
representatives on the following: 

▪ the introduction of any measure which may substantially affect their 
health and safety at work, eg the introduction of new equipment or new 
systems of work 

▪ arrangements for getting competent people to help them comply with 
health and safety laws 

▪ the information they must give their employees on the risks and dangers 
arising from their work, measures to reduce or get rid of these risks and 
what employees should do if they are exposed to risk 

▪ the planning and organisation of health and safety training, and  

▪ the health and safety consequences of introducing new technology.  
 

6.6.3. Accredited health and safety representatives will be regarded as 
performing duties when they: 

▪ represent employees in consultation with management in the promotion 
and development of staff health and safety measures and in checking 
their effectiveness 

▪ investigate potential hazards and dangerous occurrences within the 
workplace and examine the causes of accidents in the workplace 

▪ investigate complaints from represented employees relating to their 
health, safety and welfare in the workplace 

▪ carry out health and safety inspections and risk assessments 

▪ represent employees in consultations in the workplace with Health and 
Safety Executive representatives or the representatives of any enforcing 
authority 

▪ attend Health and Safety committee meetings of which the 
representative is a member or has been invited to attend by management 

▪ participate in approved training necessary for the effective performance 
of the health and safety functions. 

6.7. Workplace learning representatives 

Workplace learning representatives will be regarded as performing duties when 
they: 

▪ analyse learning or training needs 
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▪ provide information and advice about learning or training matters 

▪ arrange learning or training 

▪ consult the employer about carrying on any such activities 

▪ prepare to carry out any of the above activities 

▪ undergo relevant training 

▪ attend the Trust’s Learning Committee. 

6.8. Environmental representatives 

Environmental representatives will be regarded as performing duties when they: 

▪ promote environmentally sustainable workplace practices 

▪ participate in environmental risk assessments 

▪ participate in environmental audits 

▪ raise awareness of environmental issues in the workplace 

▪ promote energy awareness and efficiency. 

6.9. Staff participation 

6.9.1. Staff members of trade unions/professional organisations will be 
released from their normal duties to participate in the following activities: 

▪ attend workplace meetings to discuss and vote on the outcome of 
negotiations with the Trust 

▪ meet full-time officers to discuss issues relevant to the workplace 

▪ vote in properly conducted ballots on industrial relations 

▪ vote on workplace ballots which are required by law. 
 

6.9.2. Such release will not be unreasonably withheld, subject to reasonable 
notice and continuity of service provision. 

6.10. Travel expenses 

6.10.1. Accredited representatives will be entitled to claim travelling expenses 
for undertaking essential trade union duties for the Trust.  Mileage will be payable 
at standard rate and should be claimed on the Trust Travel and Subsistence form. 
Lease car user mileage should be claimed as business mileage. 
 

6.10.2. Travel expenses incurred as a result of travel undertaken on purely 
trade union/professional organisation grounds should be claimed from the 
relevant trade union / professional organisation. 

6.11. Training for representatives 

6.11.1. The Trust recognises accredited representatives will need appropriate 
training if they are to undertake their duties effectively and that trade 
unions/professional organisations have responsibility for this.  Accordingly, 
reasonable time off with pay will be granted to attend training courses approved 
by the Trade Union Congress (TUC) or recognised organisations. 
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6.11.2. Details of the course should be provided upon request.  Requests 
should be made following the normal procedure for requesting time off.  Other 
than in exceptional circumstances, representatives are required to give at least 
four weeks’ notice of the need to take time off from normal duties so that service 
continuity can be assured. 

 
6.11.3. Responsibility for the costs of fees and expenses connected with the 
training will rest with the trade union/professional organisation. 

 
6.11.4. Time off in lieu will be granted for relevant and agreed training 
undertaken in a representative’s own time, to be taken at a time mutually agreed 
for the purpose of service continuity. 

 
6.11.5. The Trust will include representatives in relevant training undertaken 
within the Trust where it is acknowledged that the training will assist in the 
performance of trade union/professional organisation duties. 

6.12. Backfill arrangements 

6.12.1. The following time will be allocated by the Trust to backfill the posts 
granted time off: 

▪ Chair of Staff-Side:    two days per month 

▪ Secretary of Staff-Side:    two days per month 

▪ UNISON and RCN:    two days per week each 
 

6.12.2. Unused time off is not transferable between months / weeks. 
 
6.12.3. The officers listed above will provide their line manager with details of 
their planned formal arrangements and commitments for time off on a monthly 
basis so that these can be noted and recorded on e-Roster. 

6.13. Facilities 

6.13.1. The Trust agrees to provide defined facilities to the accredited 
representatives to enable them to discharge their duties in line with the ACAS 
Code of Practice.  Such facilities will include: 

▪ office and appropriate storage facilities at the Trust for the use of accredited 
representatives 

▪ accommodation for appropriate meetings 

▪ dedicated noticeboards for the display of official trade union literature and 
information.  The Trust reserves the right to challenge the propriety of a 
notice and, on giving reasons to the trade union/professional organisation 
full-time officer, may request its removal 

▪ the use of photocopying and telephone and fax facilities, provided these 
have direct relevance to the Trust’s activities 

▪ access to computers and relevant software applications 

▪ access to the internal mail system 

▪ access to mail, intranet and internet facilities. 
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6.13.2. With regard to the use of the latter electronic facilities, representatives 
will comply with the agreed procedures in respect of both use of such facilities 
and the use of Trust information. 
 
6.13.3. The Trust will respect the confidentiality of communications between 
union representatives and their members and will not carry out regular or random 
monitoring of union communications.  In exceptional circumstances monitoring 
may be necessary eg in cases of suspected illegal use.  Where this occurs the 
relevant trade union/professional organisation will be notified and the monitoring 
undertaken by the Trust IT security manager in line with Trust policy. 

6.14. Procedure for resolving grievances about time off 

6.14.1.  The Trust and trade union/professional organisations agree to make 
every effort to resolve disputes in relation to time off for trade union duties and 
activities. 
 
6.14.2. Where permission to take time off is withheld, an explanation for the 
reason(s) will be given by the appropriate representative of management. 

 
6.14.3. If the union official is dissatisfied with the decision the matter may be 
referred to the Director of People and Organisational Development for resolution. 

7. Dissemination and Implementation 
7.1. Following ratification, a copy of the policy will be stored electronically in the 
HR section of the Trust’s document library on the internet/intranet site. 
 
7.2. A copy of the policy will be circulated to members of the Employee Relations 
team and Chairs of the JCNC/JLNC to support the implementation of the policy. 

8. Monitoring compliance and effectiveness  
Element to be 
monitored 

▪ Effective joint partnership working with JCNC/JLNC. 
▪ Terms of Reference. 
▪ Release. 

Lead Director of People and Organisational Development. 
 

Tool ▪ Discussion at JCNC. 
▪ Terms of Reference. 

Frequency Annually. 

Reporting 
arrangements 

▪ POD 
▪ JCNC 
▪ JLNC 

Acting on 
recommendations  
and Lead(s) 

The Director of People and Organisational Development, in 
partnership with Staff-Side representatives, has lead responsibility 
for ensuring the policy is monitored and audited. 

Change in 
practice and 
lessons to be 
shared 

Required changes to system and practice identified by the Trust 
or Staff-Side representatives will be discussed and appropriately 
actioned in partnership. 
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9. Updating and Review 
The policy will be jointly reviewed every three years or earlier in view of 
developments which may include legislative changes, national policy instructions 
(NHS or Department of Health), Trust Board decision or request by either party. 

10. Equality and Diversity  
10.1.The Royal Cornwall Hospitals NHS Trust is committed to a Policy of Equal 
Opportunities in employment.  The aim of this policy is to ensure that no job 
applicant or employee receives less favourable treatment because of their race, 
colour, nationality, ethnic or national origin, or on the grounds of their age, gender, 
gender reassignment, marital status, domestic circumstances, disability, HIV 
status, sexual orientation, religion, belief, political affiliation or trade union 
membership, social or employment status or is disadvantaged by conditions or 
requirements which are not justified by the job to be done.  This policy concerns 
all aspects of employment for existing staff and potential employees.  
 
10.2.The Initial Equality Impact Assessment Screening Form is at Appendix 2. 
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Appendix 2. Initial Equality Impact Assessment Form 

 

Name of the strategy / policy /proposal / service function to be assessed  

Facilities and Time Off for Trade Union Duties Policy V3.0 

Directorate and service area: 
Human Resources 

New or existing document: 
Existing 

Name of individual completing assessment:  
Helen Strickland 
 

Telephone: 
01872 252649 

1. Policy Aim* 
 
Who is the strategy / 
policy / proposal / 
service function aimed 
at? 

The agreement specifies the time off and other facilities that will be 
granted to trade union representatives of organisations which are party 
to this agreement. 
 
It incorporates the ACAS Code of Practice (January 2010) on Time Off 
for Trade Union Duties and Activities. 

2. Policy Objectives* 
 

▪ Making clear the functions and duties of an accredited 
representative. 

▪ Setting out the duties and activities for which an accredited 
representative will be granted time off. 

3. Policy – intended 
Outcomes* 
 

Reasonable time off and other facilities will be granted to Trade Union 
representatives of organisations who are party to this agreement. 

4. *How will you 
measure the 
outcome? 

See Section 8. 

5. Who is intended to 
benefit from the 
policy? 

All staff. 

6a Who did you 
consult with 
 
 
b). Please identify the 
groups who have 
been consulted about 
this procedure. 

Workforce  Patients  
Local 
groups 

External 
organisations 

Other  

✓     

JCNC/JLNC 

What was the 
outcome of the 
consultation? 

Policy approved. 
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Are there concerns that the policy could have differential impact on: 
Equality Strands: Yes No Unsure Rationale for Assessment / Existing Evidence 

Age  ✓  
 

Sex (male, 
female, trans-gender / 
gender reassignment) 

 

✓ 

  

Race / Ethnic 
communities 
/groups 

 

✓ 

  

Disability - 
Learning disability, 
physical 
impairment, sensory 
impairment, mental 
health conditions and 
some long term health 
conditions. 

 

✓ 

 

                

Religion / 
other beliefs 

 
✓ 

  

Marriage and 
Civil partnership 

 
✓ 

  

Pregnancy and 
maternity 

 
✓ 

  

Sexual 
Orientation, 
Bisexual, Gay, 
heterosexual, Lesbian 

 

✓ 

  

You will need to continue to a full Equality Impact Assessment if the following have 
been highlighted: 

• You have ticked “Yes” in any column above and 

• No consultation or evidence of there being consultation- this excludes any policies which have 
been identified as not requiring consultation.  or 

• Major this relates to service redesign or development 

 

8. Please indicate if a full equality analysis is recommended. Yes   No ✓ 

9. If you are not recommending a Full Impact assessment please explain why. 
 

 

Not indicated. 
 

7. The Impact 
Please complete the following table. If you are unsure/don’t know if there is a negative 
impact you need to repeat the consultation step. 

 

This policy is to be equally applied 
to all staff and is therefore neutral 
in its impact. 
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Date of completion 
and submission 

 
July 2019 

Members approving 
screening assessment  
 

 
Policy Review Group (PRG) 
APPROVED 

 

 
A summary of the results will be published on the Trust’s web site.  
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Appendix 3. List of trade unions/professional organisations 
currently recognised by the Trust 

 
▪ ACB:  Association of Clinical Biochemists 

▪ BAOT:  British Association of Occupational Therapists 

▪ BDA:  British Dental Association 

▪ BDA:  British Dietetic Association 

▪ BMA:  British Medical Association 

▪ BIOS:  British and Irish Orthoptic Society 

▪ CDNA: Community and District Nursing Association 

▪ CSP:  Chartered Society of Physiotherapists 

▪ FCS:  Federation of Clinical Scientists 

▪ GMB:  General and Municipal Boilermakers and Allied Trades Union 

▪ RCM:  Royal College of Midwives 

▪ RCN:  Royal College of Nursing 

▪ RCOT: Royal College of Occupational Therapists 

(formerly BAOT: British Association of Occupational Therapists) 

▪ SoCP:  Society of Chiropodists and Podiatrists 

▪ SoR:  Society of Radiographers 

▪ UNISON: The Public Service Union 

▪ Unite:  Unite the Union 

▪ USDAW: The Union of Shop, Allied and Distributive Workers 
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Appendix 4. Partnership Agreement 
 
 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Royal Cornwall Hospitals NHS Trust 
Partnership Agreement 

 
 
 
 
 
 
 
 
 
 
 
 
 
 

  

This is a Partnership Agreement between the  
Royal Cornwall Hospitals NHS Trust (RCHT) Board 

and accredited Trade Unions/Professional Organisations  
representing staff at RCHT. 
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This Partnership Agreement sets out a framework, agreed by the Royal Cornwall Hospitals 
NHS Trust (RCHT) and the accredited Trade Unions/Professional Organisations, which 
describes partners’ shared values and principles of effective joint working. 
 
Shared Approach 
 
This Agreement reflects a strong commitment, between RCHT Board and their senior 
managers and the recognised Trade Union/Professional Organisation representatives at 
RCHT, to shared values and common purpose. 
 
In particular, partners: 
 

▪ support an NHS which provides high quality and integrated health services for 
patients and service users 
 

▪ have a shared commitment to continuous improvement including access to high 
quality services and delivering value for money to the public 
 

▪ believe RCHT should promote good practice in all areas of people management, 
inclusion and a commitment to security of employment in line with the workforce 
elements of the NHS Constitution 
 

▪ will work to ensure all staff have personal development, access to appropriate training 
for their jobs and line management support to succeed 
 

▪ agree that RCHT should adopt a partnership approach to support staff who may be 
affected by service changes. 
 

Principles for Effective Joint Working 
 
To deliver partnership working successfully, it is important to develop and maintain good 
formal and informal working relationships that build trust and share responsibility whilst 
respecting difference.  These principles are underpinned by the NHS Constitution. 
 
To facilitate this, all parties commit to adopt the following principles in their dealings with 
each other: 
 

▪ build trust and a mutual respect for each other’s roles and responsibilities 
 

▪ demonstrate mutual commitment with a positive and constructive approach 
 

▪ a commitment to work with and learn from each other 
 

▪ promote discussion of emerging issues and maintain dialogue on policy and priorities 
at the earliest opportunity; ensuring a no surprises culture  
 

▪ commit to ensuring sustainable high quality outcomes for patients and staff through 
realistic and constructive dialogue within a very challenging financial context 
 

▪ where appropriate, respect confidentiality and acknowledge external positions. 
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There is a clear understanding by both parties that ‘partnership working’ is a specific (legally 
supported) process for engagement and negotiation between management and accredited 
representatives of unions and staff organisations.  It is different to, but should be supported 
by, staff involvement / engagement / listening event activities. 
 
In order to achieve a respected partnership culture; the RCHT partnership will engage staff 
in decisions that affect them and the services they provide either individually, through Joint 
Consultative and negotiating arrangements (JCNC/JLNC) or through  local partnership 
working arrangements as appropriate. 
 
Any significant organisational change or change affecting terms and conditions will be 
meaningfully consulted on in partnership through JCNC/JLNC with a view to securing 
agreement wherever possible. 
 
This Partnership Agreement is supported by a Behaviours Framework (Appendix 1) using 
the Trust Values and a list of Enablers (Appendix 2) that are deemed crucial to the 
success of this agreement. 
 
 
 
 
Effective from:  February 2015 
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APPENDIX 1 – Partnership Agreement Behaviours Framework 

 
 
 

Care & Compassion Trust & Respect Working Together Inspiration & Innovation Pride & Achievement 

*We will treat each other 
equitably, with dignity and 
courtesy. 

*We will actively contribute to a 
safe and healthy working 
environment free from 
harassment, bullying, 
discrimination and violence 
from whatever source. 

*We will actively listen and 
seek to understand each 
other’s perspective and 
opinions. 

*Everyone will treat confidential 
information appropriately and 
only share it where there is a 
legitimate purpose. 

*Everyone involved in the 
development and 
implementation of policies, 
procedures and processes will 
be mindful of the need to be 
compassionate in their 
implementation. 

*We will understand individual 
fallibility and acknowledge 
mistakes openly. 

*We will invest time in 
building and developing a 
trusting, co-operative and 
respectful relationship, 
recognising that there are 
areas of shared interest as 
well as areas of difference. 

*There will an intention to 
solve problems through 
consensus, respectfully 
recognising both business 
and staff needs. 

*Staff side representatives 
and managers will be valued 
and respected and given 
sufficient resources, time and 
relevant information in order 
to deliver their roles 
effectively. 

*Individuals will not be 
discriminated against for 
membership or involvement 
in Union / Professional 
Organisation activities. 

*We will respect each other’s 
position and roles, and 
understand that views 
expressed may not 
necessarily reflect personal 
opinion. 

*Staff and staff 
representative’s involvement 
will be integral to day to day 
business not reserved for 
formal processes/meetings. 

*Time will be invested to 
develop and implement 
effective 2 way 
communication. 

*Staff (and their 
representatives) will be 
encouraged to express their 
opinions and be actively 
involved, at the earliest 
opportunity, in issues 
affecting them. 

*Everyone will be supported 
to challenge and question 
systems of work. 

*Managers and staff will both 
be involved in decision 
making and feel equally able 
to contribute, with confidence 
that their contribution counts 
and is valued (at both 
strategic and operational 
levels). 

*Everyone is encouraged to 
jointly and individually seek 
innovative opportunities to 
improve our services and be 
open to change as required. 

*We will share early notice of 
national initiatives in 
business or clinical fields that 
might stimulate innovations 
in practice and we will be 
open to exploring the 
implementation of these 
innovations. 

*We will share collectively 
acquired learning from the 
workforce about what they 
currently value and what they 
would like to change in order 
to provide a more efficient 
and effective service. 

*We will be open to joint 
development opportunities in 
order to strengthen 
partnership working. 

*We will value each other’s 
contribution to partnership 
working. 

*We will celebrate examples 
of good partnership working 
in order to share learning 
across the organisation. 

*Through successful 
partnership working all 
parties will feel proud to 
achieve just and fair 
outcomes from a range of 
interventions. 

*We will recognise that 
effective partnership working 
will help the organisation 
deliver excellent patient care 
which will enable staff to feel 
pride and achievement in 
their work. 
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APPENDIX 2 – Partnership Agreement Enablers 
 

▪ Staff representatives will abide by the rules of their union / professional organisation and the policies and procedures of RCHT.  They will 
represent their members on matters that are of mutual concern to RCHT and its employees; 
 

▪ Representatives will be properly elected, accredited and have written credentials.  Both managers and Representatives will agree to abide by 
the RCHT Partnership Agreement and partnership behaviours framework; 
 

▪ Partnership working and its associated agreements will be jointly developed and audited by staff representatives and managers; 
 

▪ There will be an expectation of "status quo" on policies until any changes are agreed or until a meaningful consultation process has concluded; 
 

▪ Appropriate communication, awareness raising and training will be provided to managers and staff representatives to support partnership 
working, including the principles of the Partnership Agreement, developing a common understanding about what it means and how it should be 
embedded in their work; 
 

▪ Managers will be encouraged to consider union representation (in person or via minute distribution) at any forums that are likely, or could be 
predicted, to have significant impact on staff groups e.g. Health & Safety, Equality and Diversity, Learning Committee, Health and Wellbeing, 
Clinical Cabinet etc.; 
 

▪ There will be an annual staff survey and action plans developed in partnership between management and staff to respond to its outcomes; 
 

▪ Terms of Reference will be followed for joint meetings, including timeliness of distribution of papers, reasonable notice provided for 'short-notice' 
meetings, attendance at meetings to be quorate (and not only HR representation); 
 

▪ All parties will be held to account for any actions they are responsible for and for any actions not completed; 
 

▪ There will be a prompt response to requests for information (or reasons given why these can't be supplied and likely timescales); 
 

▪ Time within the Facilities Agreement will be made truly available +/- backfill if required; 
 

▪ A mechanism will exist for frank and confidential discussions about perceived inappropriate behaviours / areas of risk for the organisation / 
concerns that are not able to surface through normal channels. 
 

 
 


