HEALTHY WORKING RELATIONSHIPS

FACILITATION NETWORK


Resolving conflict at an early, informal stage reduces negative impact on ourselves, our immediate colleagues and our organisations. Informal resolution helps in ensuring the restoration of healthy working relationships, before issues escalate into serious disputes that require the use of formal procedures.

Sometimes, we might need other people to help us have a difficult conversation. Our Facilitation Network is designed to help colleagues in these circumstances, enabling them to ask for someone to facilitate a meeting, which can help parties in understanding, recognising and working with each others’ differences. Whilst mediation generally focuses on disputes which have reached an impasse, facilitation can be used at the start of a workplace issue, including in cases of incivility, bullying and harassment, or other concerns, problems or complaints.

The network supports Public Health Wales in its commitment to providing a working environment free from bullying and harassment and to ensuring that all staff are treated, and treat others, with dignity and respect.


*Note:
The Facilitation Network is not intended to replace advice and support from either a Trade Union representative or member of the HR Advisory Team.  Rather, it provides an additional option for colleagues in resolving issues informally.

Representatives from trade unions, the HR Advisory Team and the Facilitation Network are all committed to helping colleagues resolve issues quickly and informally wherever possible.











ROLE DESCRIPTION
	Position:
Facilitator, Facilitation Network


	Purpose:
To help resolve disagreement and conflict and manage colleague concerns and issues, by providing support for each individual’s participation, remaining aware of the dynamic in the room, and helping parties reach a decision, plan, or outcome to which all are in agreement and committed to achieving.


	Key Responsibilities:
Facilitators will:

· Prior to the facilitated session, contact all parties individually, to:

· Explain how the approach works and explore and agree a shared purpose, together with timings;

· Agree ground rules, boundaries and parameters, particularly around willing involvement, willingness to learn, willingness to accept contribution to the situation and a desire to improve relationships with each other;

· Ask each individual to consider any issues and triggers which might prove to be difficult.

· At the facilitated session:

· Summarise the purpose of the session and the planned approach, and provide a reminder of the ground rules, boundaries etc.;

· “Host” the discussion, enabling each person to say uninterrupted how they feel about the situation, their role in it and how the other person’s behaviour has led them to feel;

· Allow space for a mutual response – a reflection of own actions, rather than a judgement of others behaviour;

· Act as an “awareness agent”, helping bring to the surface and make explicit what may not be being said;

· Reframe what has happened (often raising awareness of misunderstandings and overuse of personal assumptions);

· Highlight issues which may provoke triggers for individuals (being careful not to highlight exactly what/who/how there may be a trigger, unless there is expressed permission from the individual concerned);

· Re-contract where appropriate (likely to involve time recontract (e.g. 20 mins to focus on…) and occasionally a boundary re-contract;

· Summarise, as a reminder of what was discussed, and share personal learning from the situation, together with any personal actions that each person will take away.

· Maintain confidentiality in all cases, other than where there is an unacceptable risk to an employee or to the wider organisation.

· Treat all colleagues with dignity and respect.

· Complete, for reporting purposes and on an anonymous basis, a Facilitation Network Reporting Form for each case.

· Participate in six-monthly meetings with other members of the Facilitation Network, in order to share good practice, raise issues and provide mutual support.

· Be a role model and advocate for the Healthier Working Relationships approach, including keeping skills up-to-date with attendance at available training.

Note that Facilitators must have capacity to be available (when needed) to support others as part of their work.


	The Facilitator will not:
· Assume responsibility for resolving a colleague’s concern or investigate, make a complaint or take other action on their behalf.

· Provide counselling, mediation or other form of intervention.

· Make decisions for colleagues about what to do or a preferred course of action.

· Make value judgements or statements about the validity of the concern.

· Provide legal advice to colleagues approaching them in their capacity as a Facilitator.

· Act as a representative (i.e. speaking on a colleague’s behalf e.g. with their manager or at formal meetings about a concern or issue).

· Be involved in any formal stage of a process.

· Pass on specific and identifiable information about the issue shared with them, other than where there is an unacceptable risk to an individual or to the wider organisation.


	Support:
Facilitators will be supported by:

· Dedicated time as part of their work/role (a total of up to two working days each month).

· Introduction to and development for the role, including:

· A compulsory initial training event, facilitated by HEIW;

· Any internal orientation training, to understand the role of others (including TU representatives, People Team Advisers, Resolution Network Champions and Mediators), together with the context within which they will operate in PHW;

· Refresher training as required thereafter.

· Ongoing support and supervision.

	Time Commitment:
· Attendance at initial training, orientation and refresher events.

· Two network meetings per year.

· Client work (a total of up to two working days each month).

Note that this role does not attract any further remuneration.
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	Qualifications:
No formal qualifications are needed, but attendance will be required at a HEIW Facilitation Network event, together with any internal orientation training, before role commences.


	Knowledge and Experience:

Likely to have experience of facilitating difficult conversations in conflict situations, between individuals and/or very small groups.

Likely to have experience of coaching.

Knowledge of PHW’s Respect and Resolution Policy.

Understanding of the nature of bullying and harassment and the impact of these in the workplace.


	Skills & Attributes:

Interpersonal:
Skilled in sensing how people are feeling, and understanding how to respond to a particular situation.

Approachable, able to build rapport and establish trust and confidence with colleagues.

Active listening skills, including summarising and appropriate questioning, and able to communicate clearly and effectively.

Coaching skills – able to help others to articulate and explore issues, listening, supporting and challenging.

Confident in supporting colleagues in difficult situations.

Ethics:
Able to treat all disclosures in a confidential and sensitive manner.

Commitment to equal opportunities – demonstrating an understanding of discrimination and prejudice, recognising, understanding and valuing differences.

Able to act appropriately when issues conflict with personal values.

Growth mindset – always looking for ways to learn about own behaviours/impact, seeking feedback and to improve. 

Objectivity/Impartiality:
Able to remain neutral at all costs, and to provide support without taking sides.

Open minded and non-judgemental in approach – able to respond constructively and presenting ideas and different ways of thinking.

Able to present views and behave in a way which is free from prejudice and bias.


Time Management:
Reliable, punctual and able to keep to appointments.

Able to work in an organised manner, managing the small amount of administration.



