








e Malvern Hills Trust 

Policy on attendance by staff during discussion of confidential 
items and Board/Committee meetings 

Staff are encouraged to attend Board and Committee meetings in order to gain a 
greater understanding of how and why the Board reaches its decisions. Staff 
members should normally be allowed to remain in attendance at 
Board/Committee meetings for discussion of confidential agenda items. 

Staff are also responsible for minuting decisions taken. It is therefore not helpful 
to exclude staff unnecessarily. 

However, there is a need to strike a balance between: 

• Board members feeling able to have open and honest discussions, 

• protecting confidential information relating to individuals, 

• creating a sense of openness, trust and transparency between staff and the 
Board and 

• the Board having the benefit of input from relevant staff when debating 

issues. 

Staff members (other than the CEO, Finance and Administration Manager and the 
Secretary to the Board) should be excluded where the Board are discussing 
matters relating to: 

• sensitive discussions regarding employment terms and conditions of the 
staff team as a whole (e.g. the future of the pension scheme), 

• the terms and conditions of employment of an individual member/member 

of staff and 

• issues such as the performance of a member of staff, a disciplinary matter 
relating to a Board member or member of staff, a grievance raised by a 
Board member or member of staff- or any other sensitive HR issue. 

There may also be occasions where it is appropriate that the trustees have a 
discussion without one or more of the three senior staff above being present. In 
this case the member(s) of staff will be asked to leave the meeting. Following the 
private discussion, the member of staff responsible for writing the minutes 
(normally the Secretary to the Board) will return to the meeting to record any 

decision taken and the reasons for them. 

This policy to be reviewed at the beginning of the term of office of each new 

Board. 
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Staffing Committee 
Volunteers 
1 April 2021 

Paper C 
For information 

The Staff were asked whether there needed to be a recruitment drive for volunteers and 
this paper is for information. 

Office volunteers 

Whilst the 2m rule is not obligatory in the work place it is strongly advised, and if it cannot 
be adhered to, other additional measures must be put in place. Whilst this remains the 
case, there is insufficient space in the office to ask volunteers to come in to assist as they 
were prior to the pandemic. One person is about to return to help out for½ day per week. 
The office volunteers (some of whom are very long standing) will be contacted when 
there is some prospect of them being able to return, to ascertain whether they wish to do 
so. 

Litter pickers 

This is a role which can continue as it can be done independently. There are a number of 
people who informally look after their "patch" and equipment can be supplied. 

Conservation volunteers 

The wardens run the conservation working groups. Once the "rule of 6" is resumed, small 
working parties can re-commence (in practice this will be after Easter which can be a very 
busy period for the wardens). There are more than enough people already registered to 
cover the volunteering opportunities available if everyone is to have a turn. Prior to the 
pandemic, the sessions were open to anyone who wanted to attend and in fact the 
wardens have found these small groups very productive and easier to manage and 
supervise. It also needs to be borne in mind that a Lith warden should be in post shortly. 
Whilst in the long term this will increase the opportunity to run volunteer groups, in the 
short term, the current wardens' time will be taken up helping with the new staff 
member's induction. 

Specialist tasks 

From time to time the Trust can use volunteers for special projects and will source 
volunteers as and when needed. 

Voluntary wardens 

A small number of reporting wardens (who regularly walk a particular area and report any 
issues to the full time wardens) have been able to continue to do their patrols during the 
restrictions. It is anticipated that more of these will return once restrictions are lifted at 
the end of March. 

Voluntary wardens (those that assist the full time wardens by making vehicle patrols of 
the car parks and wider area) have not yet re-started. Covid-19 has complicated the 
position in relation to sharing vehicles. (These volunteers normally help out when one of 



Paper( 
For information 

the full-time wardens is not working, so that a vehicle is available for them to use). Some 
of the "regulars" were shielding and they will be approached when it is practical for them 
to re-start to see if they wish to continue. 

Because of the degree of responsibility, and the degree of interaction with members of 

the public, potential volunteer wardens need to be selected by interview, inducted and 
supervised. 

Generally 

The Trust is contacted by people spontaneously offering to volunteer in a weekly basis. If 
appropriate, they are added to the database. There are more offers of help at present 
than the Trust can take advantage of and there is no point in soliciting more help which 
the Trust cannot accommodate. If any specialist volunteers are needed or particular 
campaigns planned, these can be promoted through social media, the Trust's website and 
newsletter and press release as appropriate. 

Susan Satchell 
Secretary to the Board 
21 March 2021 



Staffing Committee 
Equality and Diversity Policy update 
1 April 2021 

Paper D 
For decision 

This policy was reviewed by the Staffing Committee in January but a query was raised at the 

Board meeting on 11 March 2021. The Public Sector Equality Duty does apply to the Trust as it 
exercises some public functions. A reference to this has been inserted into the policy. 

Recommendation 

That the Staffing Committee review the revised draft policy and if the draft is agreed, request 

that the Board approve it. 

Susan Satchell 
Secretary to the Board 
18 March 2021 



e Malvern Hills Trust 

Equality and Diversity Policy• Draft 

1. Our aim 

1.1 In carrying out its functions Malvern Hills Trust is committed to promoting equality of 
opportunity for all and to ensuring that no individual is discriminated against in the planning and 
delivery of any of our activities. 

1.2 We therefore aim to ensure that the values of equality, diversity, and respect for all are 
embedded into everything that we do. 

1.3 This policy is intended to demonstrate our commitment to eliminating discrimination and 
encouraging and valuing diversity among staff, volunteers and trustees. 

2. Statement of policy 

2.1 We recognise our responsibilities under the Equality Act 2010 and are committed to meeting 
them in full. We believe that a culture that embraces equality and values diversity will help us to 
ensure that everyone feels involved and included in our plans, programmes and activities. 

2.2 We aim to create an environment which respects and welcomes everyone and in which no 
form of bullying, harassment, disrespectful or discriminatory behaviour is tolerated by anyone 
towards anyone. This particularly applies in relation to the "protected characteristics"; named in 
the Equality Act 2010, namely: 

• Age (or perceived age) 

• Disability (past or present) 

• Gender reassignment 

• Marriage or civil partnership status 

• Race, colour, nationality, ethnic or national origins 

• Religion or belief 

• Sex 

• Sexual orientation 

• Maternity, pregnancy or family leave 

3. Our responsibilities 

3.1 We understand that for equality to be achieved this policy needs to be made understandable 
to and embraced by staff, volunteers and trustees. 

3.2 This policy will be subject to agreement with any trade union which staff choose to join or to 
which they belong. The policy has been agreed by our Board of Trustees. 

3.3 All staff, volunteers and trustees have a responsibility to ensure that their own language and 
actions are consistent with the spirit as well as the contents of this policy. 



3.4 We recognise that we must have due regard as part of our decision making processes to the 
requirements of s149 of the Equality Act 2010 (Public Sector Equality Duty), specifically, the need 
to: 

• eliminate discrimination, harassment, victimisation and any other conduct that is 
prohibited by or under the Act; 

• advance equality of opportunity between persons who share a relevant protected 
characteristic and persons who do not share it; 

• foster good relations between persons who share a relevant protected characteristic and 
persons who do not share it. 

3.5 Overall responsibility for the implementation of this policy lies with the CEO and our Board of 
Trustees. 

Lt. Our commitments 

4.1 We recognise that an Equality and Diversity Policy alone is not enough to ensure that equality 
and diversity are central to everything that we do. 

4.2 We will seek to create an environment in which diversity and the contributions of all staff, 
volunteers and Trustees are recognised and valued in all that we do. In this way we hope to 
provide an example of good equality and diversity practice and promote community cohesion 
within our community. 

4.3 In introducing this policy we recognise that many people are unfamiliar with the ways in 
which discrimination and disadvantage affect people's health, well-being and quality of life. We 
will therefore support people to develop equalities awareness and understanding. 

4.4 To ensure that we are meeting the aims and the spirit of this policy we will: 

• Discuss and review how well we are implementing this policy, and adjust our practices and 
develop a rolling action plan where necessary, 

• Assess any significant new or revised policies and procedures for their impact on equality, 

• Embed equality and diversity into our development plans and 

• Ensure our employment practices and procedures are consistent with the aims of this 
policy. 

4.5 We are committed to: 

• using accessible venues for events and meetings and 

• using plain English and offering accessible communications, for example, emails, letters, 
reports and publicity materials in suitable format as far as it is within our means to do so. 

5. Review and Action 

5.1 We recognise that it is important for us to review this policy regularly to ensure that it reflects 
up to date equality legislation and best practice. 

5.2 A review of our Equality and Diversity Policy will be carried out on an annual basis as a 
minimum and any necessary actions taken. 


