
 

                 

MINUTES OF MEETING 

Meeting: Workforce Committee 

Details:  Wednesday 10th April 2019 
Kielder Room, Bernicia House, HQ 

Present: 
 
 

C Peacock, Non-Executive Director (Chair) (CP) 
J Marshall, Non-Executive Director (Vice-Chair) (JM) 
J Baxter, Director of Quality and Safety (JMB) 
C Thurlbeck, Director of Strategy, Transformation and Workforce (CT) 

In attendance: J Boyle, Trust Secretary (JB) 
J Conway, Engagement, Diversity & Inclusion Officer (JC) 
M Darroch, Strategic OD Practitioner (MD) 
B Dews, Strategic Head of Operations (North) (BD) 
K Forsyth, Head of Human Resources (KF) 
G Hunter, Deputy Head of Human Resources (GH) 
 

Minutes: C Thurlbeck, Director of Strategy, Transformation and Workforce (CT) 

Number   Action  
1. Welcome 

 
The Chair welcomed those present to the meeting. 

 

2. Apologies for Absences 
 
Apologies were received from:  
P Liversidge, Chief Operating Officer, who was represented by B 
Dews, Strategic Head of Operations (North)(BD);  
Mark Johns, Engagement, Diversity & Inclusion Manager, who was 
represented by Jamie Conway, Engagement, Diversity & Inclusion 
Officer (JC); and 
A Thompson, Senior Finance Business Partner (AT). 
 

 

3. Declaration of Interests 
 
J Marshall and J Boyle declared their interest in NEASUS. 
 

 

4. Minutes of the meeting held 21st January 2019 
 
The minutes of the meeting of the Workforce Committee, held on 21st 
January 2019, were agreed as a correct record of the proceedings. 
 

 

5. 
 
 
 

Matters arising and register of actions 
 
184 - YAS paying overtime rather than TOIL  
KF confirmed that a paper had been presented to ET.  It was agreed 
to close the item. 

 
 
 
 
 



 
193 – DBS Streamlining Project – Confirmation of Timescales 
Discussions were ongoing within the regional streamlining meetings, a 
number of issues had been raised regarding payment, change of 
names etc.  As a consequence, the move to the online service had not 
been progressed internally as yet.  It was agreed to review DBS 
streamlining at the September meeting  
 
194 – Clinical Assessments – Update on Actions 
It was noted that a meeting had been held with Teesside University 
and another would be held with Sunderland University to progress 
joint working on clinical assessment. This item was closed.   
 
198 – Assurance (Promotion of Career Opportunities) 
An update had been provided to the previous meeting.  This item was 
closed. 
 
207 – Workforce Metrics Report (Overtime Levels and Breaks) 
The requested information was included in the workforce metrics 
report.  This item was closed. 
 
209 – Third Party Providers – Assurances (Dashboard Compliance) 
This item was on the agenda and was closed. 
 
214 – Review of Meeting – CQC Compliance 
This item was on the agenda and was closed. 
 
215 – Review of Terms of Reference 
This item was on the agenda and was closed. 
 
216 Freedom to Speak Up Update  
It was noted that work was ongoing.  It was agreed, therefore, to 
review this item at the May meeting. 
 
217 – Incentive scheme at South Tees NHS FT 
This item was closed. 
 
218 – Driver checks insurance implications 
A discussion had been held between the Head of HR and the Head of 
Risk.  This item was closed. 
 
219 – Uniform Policy 
This item was on the agenda and was closed. 
 
During the meeting, the Committee agreed to take certain agenda 
items out of order to enable attendance by relevant presenters.  For 
ease of reference the minutes were recorded in line with the agenda. 
 

 
 
 
 
 
 
G Hunter 
 
 
 
 
J Baxter 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
  

6.  NHS Survey Results 2018 
 
Mary Darroch, Strategic OD Practitioner (MD), presented the results of 
the 2018 NHS Staff Survey.  It was agreed that the full presentation 
would be circulated to the Committee following the meeting. 
 
 

 
 
 
 
A Brown 
 
 



The staff survey was open between September and November 2018. 
The goals were to increase employee engagement and to raise 
accountability in doing the survey.  The Trust achieved a 49% 
response rate, which was lower than the previous year which was 
impacted by the decision to move all staff to an electronic version of 
the survey and the national changes to the management of leavers.   
 
The survey results had been grouped into 10 themes and NEAS was 
the best performing ambulance trust, for seven of the themes, and 
above average for the remaining three. 
 
The top five response areas for the Trust were:  

 Reporting unsafe clinical practice; 
 Discrimination from patients or service users; 
 Discrimination at work; 
 Role making a difference; and 
 Manager supported me in training learning and development. 

 
The bottom five response areas for the Trust were: 

 Coming to work when feeling unwell – putting pressure on self; 
 Senior managers acting on staff feedback; 
 Senior managers try and involve staff in important decisions; 
 I am involved in decisions making changes in my work 

area/team; and 
 Communication between senior management and staff is 

effective. 
 
The Trust achieved a significant improvement in 5 areas: 

 Ability to manage conflicting demand on my time; 
 There are enough staff in this organisation for me to do my job 

properly; 
 Team I work in meets often to discuss the team’s 

effectiveness; 
 Satisfied with recognition received for good work; and 
 Reduction in MKS injuries as a result of work activities. 

 
There were no significant deteriorations in any areas. 
 
The Survey results had been shared via posters and in the Summary, 
showing the improvement over the last three years.  This would also 
be shared with the Board and the Council of Governors. 
 
Action planning would focus on: 

 Continuing to implement the health and wellbeing strategy to 
improve wellness at work; 

 Further reducing incidents of harassment and bullying; 
 Continuing to encourage employees to report incidents, 

accidents and near misses; 
 Harnessing staff ideas for service improvement; 
 Involving staff increasingly in decision making or change that 

affects their work and provide regular feedback; and 
 Increasing flexible working opportunities. 

 

 
 
 
All 



Next steps: 
Directorate reports had been shared and directorate champions were 
in the process of gathering ideas for improvement and development of 
local action plans. 
 

7.  2018/19 Corporate Priorities Update Report 
 
Caroline Thurlbeck, Director of Strategy, Transformation & Workforce 
(CT), informed the group that both the final report on 2018/19 
Corporate Priorities for the Workforce Committee and the 2019/20 
Corporate Priorities would be presented to the Committee in May. 
 

 
 
 
 
 
C Thurlbeck 

8. Freedom to Speak Up (FTSU) Update Report 

Jennifer Boyle, Trust Secretary (JB), introduced the report, confirming 
that there were no new cases to report but noting that some 
assurance could be taken from the staff survey.  The results 
demonstrated an increase in the number of staff feeling comfortable in 
raising unsafe clinical practices, with 61% of staff feeling confident that 
the Trust would address their concerns.  The Committee noted that 
this was the highest figure across the sector. 
 
JB attended the National Ambulance FTSU Network in February and 
NEAS had recently hosted the North East and Cumbria FTSU network 
meeting.  JB had also met with key colleagues within the Trust. 
 
The group reviewed the action plan and noted that the majority of 
areas had been progressed.  JB confirmed that actions for 2019/20 
would focus on the red issues. 
 
Attendance at provisions meetings was to be included in the plan for 
2019. 
 

 

9. Annual Review of Effectiveness 2019 
 
Organisational Development Group 

The review of effectiveness questionnaire had been circulated to all 
members and overall the responses were largely positive with the 
group fulfilling its role and ambitions and delivering a positive year for 
Organisational Development. 

Highlights includes: 

 12 month review of IIP in July; 
 Made the OD group more interactive so that there was more 

overall involvement; 
 NHS Staff Survey results; and 
 Ongoing success of the management and leadership 

programmes. 

Attendance had been sub-optimal with particular issues regarding the 
attendance of Quality and Safety; and Operational members of the 
group. 

 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 



Equality and Diversity Group 

The group had reviewed the Terms of Reference and the review of 
effectiveness questionnaire had been circulated to all members.  The 
results of the questionnaire were positive with the majority strongly 
agreeing, or agreeing, that the group is effective. 

Main achievements: 

 Stonewall and EDS2 positive results; 

 Ensured compliance with legislative and mandatory 
requirements: EDS2, WRES, Pub sec E Duty, Gender Pay; 

 Reviewed policies in line with requirements; 

 Developed the Communications Support Guide; 

 Set up of the Learning Disabilities Zone on the NEAS website; 

 Engagement with LGBT and BAME National Group; 

 Equality and Diversity annual report; 

 Young Inspectors; 

 Equality and Diversity work plan delivered; and 

 Trans allies and reverse mentoring launched. 

Attendance was similar to last year, with 11 people attending the 
meeting less than 75% of the time. 

 

Workforce Strategy, Planning and Development Group 

The group was created out of the Workforce Strategy Group and 
Workforce Planning and Development Group with the aim of reducing 
duplication and improving attendance.   

The survey only produced 2 responses but the feedback from these 
staff was positive overall. 

Attendance and frequency of meetings had been problematic which 
had created difficulty in developing momentum. 

Main achievements: 

 Reduction in sickness absence; 
 Development of workforce safeguard action plan; and 
 Progress with the paramedic pipeline. 

 
Additional work was needed in the following areas: 

 Mentorships; 
 Band 6 upskilling and support to NQPs – addressed by a task 

and finish group; and 
 Attendance. 

Workforce Committee 

The effectiveness survey received eight responses which were largely 
positive overall.  It was noted that the debate within the meetings was 
not always constructive and that papers could be more succinct 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 



Membership was agreed to be appropriate – with the addition of the 
Medical Director made at the beginning of the year.  Overall 
attendance had been good. 

A number of successes for the Committee were: 

 NHS Staff Survey results – best in class; 
 Stonewall and WRES progress; 
 HSJ award shortlisting for Cultural change; 
 Paramedic pipeline; and 
 Improvements in sickness absence and abstraction. 

The Chair offered thanks to all those who had been involved in 
delivering the work of the Workforce Committee. 

It was noted that attendance at all the sub-groups had been 
challenging during 2018/19 and it was agreed to ask Andrea Brown, 
PA to the Director of Strategy, Transformation & Workforce (ASB), to 
contact all Directors, with a list of members for each group requesting 
support for their staff to attend these groups.  In addition, to request 
the identification of deputies with a view to further improving 
attendance during 2019/20 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
A Brown 
 

10. Annual Review of Terms of Reference 
 
It was noted that the version of the Terms of Reference circulated had 
tracked changes.  ASB to be asked to circulate the final version for 
sign off prior to the next meeting. 
 

 
 
 
 
A Brown 
 

11. Annual Review of Cycle Business 
 
ASB to circulate for sign off prior to next meeting. 
 

 
 
A Brown 

12. Equality and Diversity Group – Summary of Assurances and 
Risks – minutes of the meeting and update; 
 
Jamie Conway Equality, Diversity & Inclusion Officer (JC), introduced 
the report which provided a summary of risks and assurances from the 
Equality & Diversity Group, as follows:- 

Overall the work plan had 58 green, one amber and nine red actions.  
The red actions would be carried forward to the 2019/20 plan. 

The Dyslexia guidance had been reviewed with Dyslexia North East 
and NEAS staff and a new guidance document had been developed 
and approved to support staff and managers.  

The review of effectiveness for the group had taken place. Attendance 
had fluctuated over the year. Staff feedback collected via survey 
monkey was mainly positive about the group. 

Gender Pay Audit 2018 - due to changes in methodology and ESR the 
2017 data had changed. The report provided an updated position 
statement for 2017 and 2018 data.  NEAS had no median hourly pay 
gap and the mean pay gap had increased by 0.3% to 2.5%.  NEAS 
had more women in upper middle and upper quartiles. 

 



Stonewall Feedback was provided to the group. NEAS were ranked 
58th for 2019, 12 places lower than 2018.  Areas where the Trust lost 
the most points compared to the previous year included: staff network; 
procurement; and community engagement.   

WRES national report – compared with the rest of the Ambulance 
sector NEAS perform better than sector average on four areas, within 
a 5% tolerance on two areas and over 5% worse on two areas: 
Relative likelihood of being appointed from shortlisting and percentage 
of staff experiencing bullying and harassment from patients. 

The Equality Code of Practice had been reviewed, the new version 
was shorter, more streamlined and easier for staff and managers to 
find information on the help and support available to people across the 
Trust. 

Equality frameworks review – NEAS had used Stonewall as the main 
equality framework other than EDS2 for a number of years. There was 
evidence to suggest LGBT peoples’ experience of the workplace was 
improving and BAME and disabled people was less positive. The 
group felt that Stonewall was the most robust framework but 
understood ETs decision in December 2018 to move away from a 
single protected characteristic framework to one which covered a 
wider group of people. The group explored alternative framework 
options and agreed to use the Employers Network for Equality and 
Inclusion (ENEI). 

BAME engagement project - a verbal update was provided on the 
work ongoing in the BAME communities. An ambassador project had 
been trialled with four organisations to raise awareness of the service, 
employment opportunities and to encourage people to sign up to NHS 
jobs.  

The number of hate crime champions had increased from 19 to 26. 

The Stakeholder Equality Group reviewed the procurement processes 
in February 2018 as part of the EDS2 objectives. The service attained 
‘developing’ grade: it had previously been at ‘achieving’ level.  

The Communication Support Guide was launched in late December 
and was now live with posters and coasters across stations and the 
Trust. 

LGBT History month attracted a good level of engagement: over 450 
people were wearing the new equality lanyard, over 30 people took 
part in two trans “lunch and learn” sessions, Proud@NEAS held 
sessions to raise awareness of reverse mentoring (two new people 
interested), attract new Proud members (unfortunately this was not 
successful), and held a video night.  The recruitment team and the 
Chair of the Proud@NEAS network also took part in an LGBT 
recruitment event and which had a social media presence, information 
on the intranet and the carousel throughout the month.  

 



Together@NEAS had a further meeting and discussed and agreed the 
priorities for the coming year. 
 

13. Gender Pay Audit 
 
JC presented the second Gender Pay Audit.  Due to methodology and 
system changes the 2017 data had changed from what was reported 
last year and, as a consequence, this report provided an update report 
on 2017 data and 2018 data.  
 
The audit required the Trust to provide data on:  

 Mean gender pay gap in hourly pay: 2.5%; 
 Median gender pay gap in hourly pay: 0%; 
 Mean bonus gender pay gap: no bonus payments; 
 Median bonus gender pay gap: no bonus payments; and 
 Proportion of males and females in each pay quartile;  

o Lower quartile: females 49.2%, males 50.8%; 
o Lower middle quartile:  females 39.5%, males 60.5%; 
o Upper middle quartile: females 43.9%, Males 56.1%; 
o Upper quartile: females 37%, males 63%. 

 
In comparison to 2017, the report showed an improving picture for 
mean gender pay; increase in women in the lowest paid quartile; a 
drop in the number of women in the middle lower quartile; and a 
significant increase of women in the upper middle quartile and upper 
pay quartiles. 
 
The gap in both mean and median pay, showed that more work was 
needed. Whilst there was not an equal pay issue, the Trust would take 
steps to reduce the mean gender pay gap. 
 
 

 

14. Stonewall WEI Feedback 
 
NEAS were ranked 58th out of 445 organisations – 12 places lower 
than 2018. 
 
The Trust were the top performing Ambulance Service in the UK and 
the top performing emergency service in the north east. 
 
The Stonewall staff survey data improved in the main in 2019 
compared to 2018. 
  
ET had decided to move away from Stonewall to a more inclusive 
equality framework and in future the Trust would be benchmarked 
against the ENEI framework.   
 
 

 

15. Equality Code of Practice Review 
 
The previous code of practice needed to be reviewed as per the three 
year review process. 
 

 



The policy had been updated with the involvement of the staff 
networks and via consultation with members of the E&D group.  A 
number of changes had been made to simplify the document; and to 
reflect changes to people, services and processes. 
 
In the main the guidance remained unchanged and most of the 
changes were cosmetic to make the document easier to read and 
follow cutting down on the number of pages and duplication.  This 
document provided the reader with a useful tool to direct to other 
policies and guidance documents which may assist them if they 
identify as a person protected under any of the characteristics 
identified in the Equality Act. 
 

16. Organisational Development Group – Summary of Assurances 
and Risks – minutes of meeting 
 
MD introduced the report which provided the minutes of the meeting of 
the Organisational Development Group held on 6th February 2019.   
 
They key items considered by the group included:- 

 Investors in People  - 12 month review; 
 Metrics update; and 
 Recognition and Reward update. 

 
The Committee agreed to note the assurance and acknowledged that 
no risks had been identified for escalation. 
 

 

17. Workforce Strategy, Planning and Development Group – 
Summary of Assurances and Risks – minutes of meeting 
 
Karen Forsyth, Head of HR (KF), introduced the report which provided 
the minutes of the meeting held on 25th February 2019.  They key 
items considered by the group included:- 

 The Terms of Reference were reviewed and updated by the 
Group, including revision of the membership and reflecting the 
roll out of the Health and Wellbeing Strategy; 

 Review of the Action Plan for the Developing Workforce 
Safeguards guidance – the group commented on the current 
action plan and identified other areas of work that could 
contribute to this. It was confirmed that the action plan will be a 
standing agenda item to monitor progress against the 
standards; 

 Receipt of a report on the updated Workforce Plan – concern 
was expressed about the impact of CCA recruitment on the 
EOC as it would result in the loss of dual-trained call handlers; 

 Some concern was expressed around the recent request to 
recruit 14 Specialist Paramedics in terms of funding and the 
impact on the current Paramedic establishment; 

 The Workforce Metrics report – highlighted the current 
reducing trend around sickness absence, compliance against 
other key workforce metrics, e.g. DBS, registration etc.; 

 Recruitment Update – highlighted the time to hire has 
increased slightly but the reasons for this were understood and 
being addressed. Agency spend continued to be higher than 

 



anticipated, mainly as a result of the need to cover “clinician 
vacancies” in the CAS; 

 Service level sickness trajectories – initial proposals had been 
developed and were discussed by the group in terms of the 
best way to “cut” the data.  KF to continue discussions with H 
Whinney to develop final trajectory levels for the new financial 
year; and 

 Further details had been released by NHS Employers as part 
of the new Pay Structure around Appraisal and salary 
progression. These would be built into current policy guidance. 

 
A small number of ongoing risks/escalations were noted as follows: 

 Sickness absence – levels continued to be high although 
currently the last six months demonstrated the lowest absence 
rates for three years. Work was ongoing in Provisions 
meetings and with individual managers to ensure all cases of 
absence were being managed appropriately. More local 
trajectory levels were also being developed to try and make 
management more realistic; 

 Impact of some recruitment campaigns on other areas of the 
business e.g. impact of CCA recruitment in the EOC; 

 Impact on agency spend as a result of difficulties in recruiting 
to clinician posts in the CAS; 

 Difficulties in progressing some recruitment due to lack of 
clinical assessors available, particularly through the winter 
period; and 

 Paramedic recruitment would become particularly challenging 
next year and as such specific strategies would need to be in 
place to address any shortfalls. 

The main sources of assurance were identified as: 

 Paramedic recruitment on track for this financial year; 
 Sickness absence continues to sit at a consistently lower level 

than in previous years; 
 Workforce Safeguards Action Plan now in place; and 
 Localised service absence trajectories would support 

managers to achieve more realistic absence levels. 

The Committee noted the assurance and risks/items for escalation 
accepting that work was ongoing to address these. 
 
 

18. Workforce Metrics Report 
 
KF introduced the report which provided the monthly update on 
current workforce metrics.  The following issues were noted by the 
group: 

 Tolerances on the diversity equality tracker to be reviewed to 
ensure that they add value to the information; 

 Establishment information – data included the end of year and 
annual plan impacts – moving positively; 

 Additional overtime breakdown included in the paper as 
requested; 

 Time to hire improved – systems becoming more streamlined; 

 
 
 
 
 
 
G Hunter 
 
 
 
 
 



 Confidence in exit interviews being done – still not happening 
routinely.  This will be set as an objective this for 2019/20; 

 2019/20 projecting circa 70 paramedics this year – very 
challenging – looking too at overseas recruitment and CCA 
recruitment; 

 Agency spend mainly associated with the clinical hub;  
 Clinical hub recruitment progressing but the pipeline is quite 

healthy; 
 Sickness continuing to improve and we are now in the 2nd 

quartile in terms of sickness absence (4 of 10 ambulance 
providers).  Really good progress overall; 

 Compliance – 10 NQPs waiting for registration; 
 68 members of staff non-compliant with the driver checks – will 

be less if LTS and maternity is excluded; and 
 DBS – up-to-date. 

 

 
G Hunter 
 
C Thurlbeck 

19.  Pay Structure Review Task & Finish Group - Update 
 
KF updated the group regarding the progress of the Pay Structure 
Review Task & Finish Group which met on the 9th April.   

 Salary caps for Advanced Techs and HART had been 
addressed and outstanding queries from union colleagues 
were currently being addressed; 

 Received further information around appraisal and pay 
progressions and updating the policies.  New staff and those 
promoted to new roles will be impacted this year; 

 Band 8/9 earn back elements -  the trust is still waiting national 
guidance; 

 ESR cleansing: good progress had been made with only 3 staff 
still missing an increment date; and 

 Section 2: all new starters from September are on section 2 
and other staff can express an interest – G Hunter, Deputy 
Head of HR, had developed a procedure for staff to apply to 
move to section 2.  26 staff had currently requested a move. 

 

 

20. Developing Workforce Safeguards Action Plan 
 
Developing Workforce Safeguards action plan – a small group had 
developed an action plan which had been to Board.  Debra Stephen, 
Deputy Director of Quality & Safety; KF; and Vicky Court, Deputy 
Chief Operating Officer, now to meet to discuss implementation and 
how to highlight service/workforce changes to the Director of Nursing 
and Medical Director.   
 
The Action Plan would be monitored by the Workforce Strategy, 
Planning and Development Group.     
 
JMB noted that work was going well but was slightly behind schedule. 
 
 

 
 
 
 
 
K Forsyth /  
D Stephen 

21. Workforce Training and Recruitment Plan 
 
Mark Redhead presented a verbal update on the above plan. It was 
confirmed the plan had been based on the work before the rostering 

 
 
 
 



work which had resulted in some numbers of staff groups being 
revised.  The rework was being based on these and EOC changes. 
 
An additional 20 paramedics and 29 ECAs had been added to the 
plan and had also added additional APs. 
 
The plan for recruitment had been agreed with the recruitment team 
but additional numbers would have been added to support the 
recruitment and training of additional staff. 
 
All the changes needed to be developed into a final plan for 
consideration at the May committee. 
 
 

22. Flu Campaign Update / Lessons Learnt 
 
Lesley Ellison, Occupational Health Manager (LE), presented the 
project evaluation for the flu campaign and plans for 2019/20.  

 Overall 53.1% staff vaccinated; 
 Peer vaccination had had a positive impact; 
 The Flu App didn’t deliver all that was expected but provided 

positive stepping stone; 
 Positives; 

o In house training – on line and face to face 
o NEAS staff story was helpful; 
o Issues of measurement and increases in staffing during 

the period; 
o Good engagement with other local and other 

ambulance trusts; 
 Some of the refusal reasons were a bit contentious – largely 

personal preference – some staff refused to refuse! 
 Changes for 2019/20; 

o Changes to the calibration and management of fridges; 
o Group to think about how to incentivise the vaccine and 

the role of the peer vaccinators; 
o Focus on communications about the jab and issues of 

transmission and education; 
o Hoping to start the campaign earlier – in September; 
o CCMs to take accountability for their staff in terms of 

education and promotion to support the dispelling of the 
myths for their teams; 

o Need better communications again this year; 
o What could we do to create competition between 

clusters? 
 

The Workforce Committee expressed thanks to Lesley and the team 
for their work throughout this years’ campaign. 
 
 

 

23. Policies for Ratification 
 
Dress Code Policy 
Monitoring to be completed and circulated.  
 

 
 
 
 
 



John Marshall, Vice-Chair, highlighted that he had been approached 
by staff referring to a difference in coats for the community 
paramedics versus the front line paramedics. BD agreed to 
investigate. 
 
Travel and Subsistence Policy 
Judith Hurrell had progressed – general update in line with policy 
timetable– biggest change to family lease car rate - increase to 45p. 
 
Both polices were ratified subject to the completion of the monitoring 
information for the Dress Code Policy. 
 

 
 
 
B Dews 

24. Internal Audit Plan and Update 
 
No Workforce Audits to update. 
 
KF indicated that the “Time and Attendance Audit” (L Hodgson, 
Director of Finance and Resources, as lead) contains some actions 
relating to the ESR/GRS systems. It was confirmed that the actions 
had been progressed as far as possible and were now dependent on 
the progress of the GRS upgrade. 
 

 

25. 2018/2019 Board Assurance Framework Update 
 
The final BAF and the proposed BAF for the Workforce Committee to 
be brought to the May meeting. 
 

 
 
 
C Thurlbeck 

26. Volunteer Assurance Update 
 
Barry Dews, Strategic Head of Operations (North) (BD), presented the 
update. 

A high level of assurance overall was noted. Processes had been 
tested as a consequence of a complaint and regular monitoring. 

 

 

27. Third Party and Taxi Assurance Update 
 
BD presented the update. 

A high level of assurance overall was noted.  Processes had been 
tested as a consequence of a complaint and regular monitoring. 

This was an area of focus nationally due to a number of suppliers 
having been found to be substandard by the CQC. 

 

 

28. Any Other Business 
 
Wearing of lanyards whilst driving and risks of injury – the risk team 
was aware and reviewing guidance. 
 
“Hello my name is” badges – J Marshall raised some infection control 
issues around the badges but also reported some positive feedback 
about the purpose and benefits of sharing your name with patients.  
JMB confirmed that the risk assessment around infection control has 
been completed. 

 



 
J Marshall asked how the Trust marked the time when a colleague 
with long service retired. He was aware of cases where there had 
been no senior management acknowledgements.  CT responded that 
the annual Awards Ceremony acknowledged people with long service 
but this was an issue to be addressed. 
 
The Committee thanked Karen Forsyth, Head of HR, for all that she 
had done on behalf of the Trust and the Committee and wished her all 
the very best in her retirement. 
 

29.  Review of Meeting (was it productive, respectful, courteous, 
supportive, right level of challenge) 
 
It was felt that there was a good deal of assurance received.  It was 
noted that as the sub-groups were such drivers of the work plan of the 
Committee that attendance at these groups would be an area of focus. 
 

 

30. Date, Time and Venue of Next Meeting 
 
Monday 20th May 2019 1.30pm, Fontburn Room. 
 

 

 
 


