
 

Employment Panel 

Thursday, 01 October 2015 AT 10:00 

In the Slupsk Room, Civic Centre, Carlisle, CA3 8QG 

 

      Appointment of Chairman 

To appoint the Chairman of the Employment Panel for the Municipal Year 

2015/16. 

 

      

      Appointment of Vice-Chairman 

To appoint the Vice-Chairman of the Employment Panel for the Municipal Year 

2015/16. 

 

      

      Apologies for Absence 

To receive apologies for absence and notification of substitutions. 

 

      

      Declarations of Interest 

Members are invited to declare any disclosable pecuniary interests, other 

registrable interests and any interests, relating to any items on the agenda at 

this stage. 

 

      

      Public and Press 

To agree that the items of business within part A of the agenda should be dealt 

with in public and the items of business within Part B of the agenda should be 

dealt with in private. 

 

      

      Minutes of Previous Meeting 

To approve the minutes of the meeting held on 28 January 2015. 

[Copy Minutes in Minute Book 41(5)] 

 

      

AGENDA 
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PART A 

To be considered when the Public and Press are present 

 

 

A.1 VOLUNTARY REDUNDANCY, EARLY RELEASE IN THE INTERESTS OF 

EFFICIENT INITIATIVE 

The Director of Resources to submit a report on Voluntary Redundancy and 

Early Release terms. 

(Copy Report RD.34/15 herewith) 

 

3 - 8 

A.2 REVIEW OF HR POLICIES – GRIEVANCE POLICY 

The Director of Resources to submit a report seeking adoption of the proposed 

changes to the Grievance Policy. 

(Copy Report RD.28/15 herewith) 

 

9 - 22 

 
PART B 

To be considered when the Public and Press are excluded from the meeting 

 

         

- NIL -  

 

      

      Members of Employment Panel 

Conservative: Mallinson J, Mitchelson, Bloxham (sub), Mrs Bowman (sub) 

Labour: Burns, Glover, Ms Quilter, Stothard, Bowditch (sub), Mrs Bradley 

(sub), Tickner (sub) 

 

      

          

     Enquiries, requests for reports, background papers,      

     etc to Democratic Services Officer:  Rachel Rooney  – 817039 
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Report to Employment 

Panel 

Agenda 

Item: 

 

A.1 

  

Meeting Date: 1st October 2015  

Portfolio: Finance, Governance and Resources 

Key Decision: No 

Within Policy and 

Budget Framework 

 

YES 

Public / Private Public 

 

Title: VOLUNTARY REDUNDANCY, EARLY RELEASE IN THE 

INTERESTS OF EFFICIENT INITIATIVE 

Report of: Director of Resources 

Report Number: RD 34/15 

 

Purpose / Summary: 

 

To meet the challenging MTFP savings targets the Council’s staffing establishment   

needs to be reduced by approximately 45 staff or 12%.   This report suggests that to avoid 

compulsory redundancies a VR / ER initiative should be instigated. 

 

Recommendations: 

 

For the reasons set out in the report it is recommended that the remuneration package for 

both VR and ER should be the same at 2½ times weekly salary multiplied by qualifying 

years worked. 

 

 

 

 

 

Tracking 

Executive:  

Overview and Scrutiny:  

Council:  
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1. BACKGROUND 

 

1.1 The 2015/16 Medium Term Financial Plan (MTFP) sets out the savings required  

over the next 5 years in maintaining a balanced budget and adequate revenue  

reserves. 

 

1.2     Savings of £4.686m are required to fund the budget pressures as set out in the   

2015/16 MTFP.   £1.272m has been saved as at August 2015 leaving £3.414m still  

to be delivered. 

 

1.3 Out of the £3.414m savings required, £1.295m has been targeted at staffing savings.     

Most staffing savings to be delivered early in 2016/17 financial year. 

 

1.4 The Senior Management Team in consultation with Portfolio Holders have  

developed plans for making staffing savings by vacancy management, voluntary   

redundancy and  early release in the interests of efficiency.   Also maintaining the  

Council’s policy of minimising compulsory redundancies. 

 

2. PAST EXPERIENCE OF VOLUNTARY REDUNDANCY INITIATIVES 

 

2.1 In 2014 a VR initiative was undertaken.   Initial target was set of £1m in recurring  

savings, associated redundancy/pension costs funded from 1st year salary costs. 

 

2.2 Whilst enough staff volunteered;  46 (potential savings £1.1m), due to the key roles 

undertaken by a majority of the volunteers e.g. Service Managers, Waste 

Operatives, only 10 of the volunteers were able to be released.   Recurring 

Revenue Savings of £231k were achieved, redundancy / pension costs £294k. 

 

2.3 Based on past experience, savings of £1.295m from staffing budgets over next 3 

years equates to approximately 51 staff;  profiled as follows: 

 

30 staff by 1st April 2016 

15 staff by 1st April 2017 

  6 staff by 1st April 2018 

 

NOTE - £154.8k already achieved  by vacancy management and service reviews 

equating to 6 staff, leaving approximately 45 staff as the target.   Early release of 

staff i.e. before these dates, will allow some of the release / pension costs of 

approximately £2.0m to be funded from base staffing budgets. 
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2.4 Based on the number of applications in 2014 for VR there is likely to be enough 

demand for VR (approximately 45 required) if a new initiative was instigated, the 

problem is the few applications that have been successful in the past.   This was 

hampered by the necessity to lose the post of the applicant for voluntary 

redundancy. 

 

 Applications turned down included 

� Drivers and Loaders, Waste being  a service under pressure hence Waste 

Review 

� Civic Centre based roles that must be undertaken e.g. Licensing Manager, City 

Centre Manager, key Technical Staff 

� Administrative posts seen as critical to the provision of service 

 

2.5 If the Council considered using the Early Release Scheme, this may provide the 

opportunity for accepting more requests;  based on the fact that a similar level post 

tothe applicant’s can be deleted. 

 

3. EARLY RELEASE IN THE INTEREST OF EFFICIENCY 

 

3.1 Early Retirement / Early Release in the Interest of Efficiency – Definition (from 

Redundancy Policy) 

 

“There may be occasions when there is not a redundancy situation, but where the 

retirement of an employee would allow for cost savings and / or organisational 

efficiencies.   In such cases the employee may requestearly retirement in the 

interests of efficiency”. 

 

Whilst this definition refers to early retirement the policy continues on to include 

early release.   Potentially allowing an application for early release where the 

complete post cannot be lost to the Council. 

 

3.2 In many circumstances where a key member of staff wants to take VR but cannot 

as the job is critical to the Council, there are other staff corporately able to step into 

such a role with relevant and reasonable development.   Providing their role can be 

deleted from the structure (without impacting on junior career progression 

opportunities), the member of staff that wants to leave could leave in the interests 

of efficiency. 

 

3.3 Requests from certain key posts including Drivers and Loaders (4 applied in 2014) 

with no ready replacement would still be an issue. 
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4. REMUNERATION PACKAGE 

 

4.1 As stated in 2.3 above the Council needs to reduce the current staffing 

establishment by approximately 45 from 413 FTE (475 staff including part-time) to 

approximately 367, a 12% reduction in staff. 

 

4.2 Currently staff requesting Voluntary Redundancy have their redundancy calculated 

based on 2½weeks’ pay per qualifying year worked.   Whilst staff requesting early 

release have their settlement calculated on 1½ times weeks’ pay per qualifying year 

worked. 

 

4.3 Until we have established how many staff will volunteer for VR / ER under the 

proposed initiative, also undertaken Service Reviews to establish whether the post 

can be lost or an alternative post lost we do not know whether VR or ER is 

appropriate in each particular application. 

 

4.4 In the circumstances the Council would be open to challenge if we allowed a 

member of staff to leave on ER then after undertaking the Service Review their post 

was deleted. 

 

4.5 With the required 12% reduction in workforce we need a significant number of 

volunteers to avoid the Council having to consider compulsory redundancies so the 

remuneration package needs to be as attractive as possible. 

 

4.6 In the circumstances it is suggested that for this VR / ER initiative only that the 

severance packages should be identical i.e. 2½ times weekly pay multiplied by 

qualifying years worked. 

 

4.7 Based on average salaries of £25,000 and average years of service of 15 years, if 

30 of the required 45 staff left on ER as opposed to VR the additional cost to the 

Council would be approximately £220,000 if identical remuneration packages were 

supported. 

 

4.8 However if the Council did not progress the ER initiative and the required staffing 

reductions were compulsory then the redundancy terms would be 2½ times weekly 

salary so in reality costs to the Council are likely to be similar. 
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5. SUMMARY AND RECOMMENDATIONS 

 

5.1 To meet the challenging MTFP savings targets the Council’s staffing establishment   

needs to be reduced by approximately 45 staff or 12%.   This report suggests that    

to avoid compulsory redundancies a VR / ER initiative should be instigated. 

 

5.2      For the reasons set out in the report it is recommended that the remuneration  

package for both VR and ER should be the same at 2½ times weekly salary  

multiplied by qualifying years worked.   This subject to the Executive agreeing the    

funding required at their meeting of the 19th October.    

 

 

Appendices 

attached to report: 

 

 

Note: in compliance with section 100d of the Local Government (Access to 

Information) Act 1985 the report has been prepared in part from the following 

papers: 

 

•  None 

 

CORPORATE IMPLICATIONS/RISKS: 

 

Chief Executive’s –Support the initiative 

 

Deputy Chief Executive – Support the initiative 

 

Economic Development – Support the initiative 

 

Governance – Having a clear and transparent early release/voluntary redundancy policy 

assists the Council in complying with its obligations under the non-discrimination 

legislation.  Whilst the Employment Panel has responsibility for terms and conditions of 

employment as they apply to staff, the Executive is responsible for the financial aspects of 

the proposal. 

 

Local Environment – Support the initiative 

 

Resources –Comments included in the Report 

 

Contact Officer: Peter Mason Ext:  7270 
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Report to Employment 

Panel   

Agenda 

Item: 

 

A.2 

  

Meeting Date: 1st October 2015 

Portfolio: Finance, Governance and Resources 

Key Decision: No 

Within Policy and 

Budget Framework 

 

YES 

Public / Private Public 

 

Title: REVIEW OF HR POLICIES – GRIEVANCE POLICY 

Report of: Director of Resources 

Report Number: RD28/15 

 

Purpose / Summary: 

A number of HR policies are currently under review in the light of minor legislative 

changes, best practice, management roles and contacts within the Council. Some HR 

Policies currently under review require only minor changes and amendments, which may 

or may not require approval by the Employment Panel. 

  

The Grievance policy is the next policy to be reviewed in this process and a draft is 

appended to this report for consideration by the Panel. 

 

 

Recommendations: 

The Employment Panel is asked to approve adoption of the proposed changes to the 

policy in order to streamline the process for handling grievance matters within the Council, 

for consultation purposes.  

 

Tracking 

Executive: Not applicable 

Overview and Scrutiny: Not applicable 

Council: Not applicable 
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1. BACKGROUND 

1.1 The current Carlisle City Council grievance procedure has been in place since 2002 
and does create some difficulties in its application; it is silent on timescales for 
appeal; an employee can have more than one appeal (and on occasion, multiple 
appeals) in addition to the provision of a final appeal to a member appeal panel. ‘In 
the event of a grievance not being resolved at chief officer level the matter may be 
referred to an appeals panel of the Council if the employee so wishes’.  
 

1.2 Regard should be given to the extended timescales when arranging a member 
appeal panel (at least one month) including senior officer time along with the 
additional stress and anxiety of managers and employees.   
 

1.3 The procedure is brief and provides little detail regarding the process and detail of 
the content of a grievance from employees to aid management consideration and 
includes no request for the employee to propose solutions. 

 
1.4 The ACAS Code of Practice on Disciplinary and Grievance Procedures advocates 

fairness in dealing with issues, including prompt action and allowing an employee to 
appeal against any formal decisions.  Larger organisations may wish to provide a 
further (second) appeal to Senior Management.  
 

1.5 No other local authority within the region includes a Grievance appeal to Members 
with the majority allowing only 1 appeal to Senior Management. 

 
1.6 Grievances are often resolved during the informal stage of the process, however on 

occasions this has not been effectively recorded and individuals have been known 
to raise the grievance again stating that it was never resolved, resulting in Trade 
Unions complaining about the time taken to resolve workplace issues. 
 

1.7 The current Grievance Policy allows for collective grievances concerning more than 
one service to be raised by the appropriate trade union with the Chief Executive of 
the Council and ”..Failing resolution then the matter shall be raised at an appeals 
panel of the Council which shall use its best officers in an endeavour to resolve the 
issue.”   

 
1.8 During the September CJC meeting, Unions were informed of the suggestions to 

amend the Grievance Policy and Unions were supportive of changes proposed with 
a suggestion of a 12 month trial of the removal of Members from the process.   
 

1.9 The attached amended Policy has been developed in line with the ACAS Code of 
Practice and represents a modern approach to dealing with informal and formal 
grievance matters. 

 
 
2. CHANGES PROPOSED 

2.1 The introduction of a document to be used when raising a formal grievance, which 
will aid management understanding of the actual issue and includes a requirement 
for the employee to suggest possible resolution.  

 
2.2 The above document will also aid consistency and ensure a written record is in 

place. 

Page 10 of 22



 
 

 

 
2.3 Inclusion of mediation as an additional stage to assist in early resolution of any 

grievance. 
  
2.4 Remove Members from the appeal process to streamline the process whilst 

reflecting ACAS and regional standards, options include:  
 a) One stage appeal directly to Chief Executive (or nominated to Director) 
 b) Two stage appeal including one appeal to Director (or nominated senior 

manager) and final appeal to Chief Executive (or nominated Director). 
  
 Please note that the draft procedure supplied includes a two stage approach 

but can be amended to include the one stage appeal as above. 
 
2.5 As with the current arrangements grievance appeals at Chief Officer level could be 

heard by a member appeal panel. 
 
2.6 Grievances are often about miscommunication and policy interpretation.  A reduced 

appeals process ending with the Chief Executive should contribute to the desired 
cultural changes of the Authority. 

 
2.7 The Grievance Policy has been streamlined and fully reflects the ACAS Code; 

updates have provided more guidance which removes aspects that created 
confusion and expectation.  

    

3. CONSULTATION 

3.1 Consultation with Unions to start at the CJC meeting 11th September 2015.  
  
3.2 Consultation to take place with staff during October 2015.   
 
4. CONCLUSION AND REASONS FOR RECOMMENDATIONS 

4.1 The Employment Panel is asked to approve adoption of the proposed changes to 
the policy in order to streamline the process for handling grievance matters within 
the Council, for consultation purposes with both Union representatives and 
employees. 

 
5. CONTRIBUTION TO THE CARLISLE PLAN PRIORITIES 

 

5.1     The Grievance Procedure and Process exists to provide Managers and Employees 
with a clear framework in which to handle issues in a fair and consistent way. 
Secondly, instil confidence in the public on the process for managing high 
expectations and performance expected of Council employees. 

  

 

Appendices 

attached to report: 

Appendix – Grievance Policy 

 

Contact Officer: Julie Kemp Ext:  7081 
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Note: in compliance with section 100d of the Local Government (Access to 

Information) Act 1985 the report has been prepared in part from the following 

papers: 

 

CORPORATE IMPLICATIONS/RISKS: 

 

Chief Executive’s – Not applicable 

 

Deputy Chief Executive’s – Not applicable  

 

Economic Development – Not applicable 

 

Governance –  It is important that the Council maintains up to date employment 

policies.  As this will be a change to staff terms and conditions it will need to be 

subject to consultation as explained within the body of the report. 

 

Local Environment – Not applicable 

 

Resources – Not applicable 
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DRAFT 
GRIEVANCE POLICY AND PROCEDURE 
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1. Policy Statement 

1.1. Carlisle City Council strives to promote harmonious working relationships between 
managers and employees.  However there will be occasions when employees will wish 
to raise a grievance about work related matters.  The Council accepts that its 
employees have the right to express a grievance and for the Council to respond to it and 
keep proceedings confidential.  This procedure provides a clear framework to deal with 
grievances fairly, consistently and speedily.  The procedure takes into account current 
employment legislation together with the ACAS Code of Practice.  The Code defines 
grievances as concerns, problems or complaints that employees raise with their 
employers.  
 

1.2. The Council will take appropriate steps to ensure that all employees understand the 
grievance procedure and related statutory requirements and that it is publicised within 
Carlsile City Council and is available in alternative formats upon request.  Appropriate 
training will be provided to managers. 

2. Scope 

2.1. This policy applies to all Carlisle City Council employees.  In grievance matters that 
involve Chief/Statutory Officers of the Council these procedures will be read in 
conjunction with Carlisle City Council’s Constitution (Officer Employment Procedure 
Rules) .  

3. Aim 

3.1. The aim of the procedure is to promote effective employee relations by trying to resolve 
grievances, either individual or collective, as promptly and amicably as possible 
ensuring fairness and transparency is applied at all times. 

3.2. Many potential grievance issues can be resolved informally without the need to progress 
to the formal stage.  Both managers and employees are expected to approach the 
procedure with the commitment to engage in constructive discussion and to adopt a 
positive approach in order to resolve the grievance wherever possible, at the Informal 
Stage. 

4. Introduction 

4.1. This policy sets out the procedure to be followed both at the informal and formal stage. 
Issues that may cause an employee to raise a grievance include but are not limited to 
the following: 

 Terms and conditions of employment 

 Health and safety 

 Work relations 
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 New working practices 

 Working environment 

 Organisational change 

 Equality of opportunities  

 Discrimination 

As this list is not exhaustive, advice should be sought on any complaints not listed 
above from the Human Resources Section.  

4.2. This procedure shall not apply to matters where separate procedures exist for example 
allegations of bullying and harassment will be dealt with in accordance with the 
Council’s Encouraging Mutual Dignity and Respect Policy. 

4.3.   In addition, it will not apply where an employee decides to make a protected disclosure 
in accordance with the Council’s Confidential Reporting Policy and Procedures (whistle 
blowing procedure). 

4.4. It may be appropriate, in some situations, that mediation could help resolve grievances 
at an early stage. 

4.5. Appropriate investigations, depending on the nature of the grievance, will be made to 
establish the facts of the case.  Any grievance investigation will be conducted by a 
nominated officer who is not involved in the matter giving rise to the dispute. 

4.6. No employee will be victimised as a result of instigating/ starting a grievance brought in 
good faith and employees are protected under the Encoruaging Mutal Dignity and 
Respect policy and other policies if this occurs. 

4.7.   Where more than one employee has the same grievance this may be dealt with 
collectively and should be raised with the management directly responsible for the area 
concerned, following the City Council’s management structure.  Representation may be 
made by a trade union official or a maximum of two individuals from the group raising 
the collective grievance. 

 
4.8.  Where a grievance becomes an issue concerning more than one service, the matter 

shall be raised by the appropriate trade union with the Chief Executive of the Council 
who shall deal with the matter promptly and give a reply as soon as possible.  Failing 
resolution then the matter shall be raised at an appeals panel of the Council which shall 
use its bests officers in an endeavour to resolve the issue.   

 

4.9. The time limits referred to in the procedure are guidelines and may be varied provided 
that all parties agree.  However, the procedure should be conducted in a reasonable 
time to ensure compliance with statutory obligations and to ensure fairness. 
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 Please note: It is possible to go straight to the formal stage if the employee or line 
manager considers it is not possible to resolve the matter informally.  Guidance should 
be sought from Human Resources, before bypassing the informal stage. 

5. Mediation 

5.1. Mediation is a completely voluntary and confidential form of alternative dispute 
resolution.  It involves an independent, impartial trained mediator helping two or more 
individuals, or groups, to reach a solution that is acceptable to all parties.  Mediators do 
not make judgements or determine outcomes.  

5.2. The overriding aim of workplace mediation is to restore and maintain the employment 
relationship wherever possible.  This means the focus is on working together to go 
forward, not determining who was right or wrong in the past.  

5.3. Many kinds of dispute can be resolved through mediation if those involved want to find a 
way forward.  It can be used at any stage in a dispute but is most effective if used early 
on.  

6. Procedure 

6.1. Informal Stage 

6.1.1. If an employee has a grievance they should discuss the matter initially with their 
immediate line manager, having made it clear that it is a grievance.  If the grievance is 
submitted verbally the employee may be asked to follow it up in writing, to assist the line 
manager in fully understanding the nature of the grievance.  In most cases the line 
manager can resolve the grievance on an informal basis.  Raising a concern to a line 
manager at an early stage may also assist in reaching a prompt and satisfactory 
outcome.  The line manager should ensure that the employee has a copy of the 
grievance procedure and understands the process that will be followed. 

6.1.2. If the grievance is against the line manager the employee should raise the grievance 
with the next senior manager within the service.  

6.1.3. The relevant manager should keep a written record of the discussions and outcome and 
meet with the employee to confirm the outcome within 5 working days, unless there are 
reasons for a delay, which will be explained to the employee.   

6.1.4. If the employee is dissatisfied with the response given they can escalate the matter to 
the Formal Stage of the procedure. 

6.2. Formal Stage 

6.2.1. In order to start the formal stage, the grievance must be submitted by the employee, 
using Section A of the Grievance Form, to their line manager (or if the grievance is 
against their line manager, to the next senior manager within the service ) with a copy 
sent to Human Resources.  Where possible this should include the proposed outcome 
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or a solution that the employee wishes to see along with relevant supporting evidence.  
An employee may wish to seek help from a work colleague or trade union 
representative. Under the Equality Act 2010, employers are required to make 
reasonable adjustments which may include assisting employees to formulate a written 
grievance if they are unable to do so themselves because of a disability.  If this applies 
to an employee, they may seek advice and support from Human Resources. 

6.2.2. Once an employee has submitted a written grievance the appropriate manager should 
respond as soon as possible by inviting the employee to a grievance hearing to discuss 
the grievance giving at least 5 working days’ notice (or earlier with the consent of all 
parties).  This should also include advising the employee that they can be accompanied 
by a work colleague or trade union representative.  If the employee and/or their work 
colleague or trade union representative cannot reasonably attend on the proposed date 
they can propose an alternative date which must be within 5 working days of the original 
date proposed.  The employee must take all reasonable steps to attend the grievance 
hearing and ensure relevant representation is available.  A hearing should only be 
rescheduled once and may be held in the absence of the employee. 

6.2.3. Any grievance hearing should be conducted by an appropriate manager who is not 
involved in the matter giving rise to the dispute. 

6.2.4. It may be necessary to delay the hearing of the grievance in order that an investigation 
can be undertaken.  The appropriate manager will ensure that the employee is kept 
informed of any delay in hearing the grievance and the progress of the investigation. 

  

6.2.5. At the grievance hearing the employee will be given the opportunity to explain the 
grievance and say how they think it should be resolved.  The manager will be advised 
by a representative from Human Resources.  A meeting with the person against whom 
the grievance is brought will be arranged separately. 

6.2.6. The employee’s colleague or trade union representative may address the grievance 
hearing, and put forward or sum up the case on behalf of the employee if the employee 
wishes, but is not able to respond or answer any questions put to the employee. 

6.2.7. After the grievance hearing the manager will give a written response with the outcome 
of the decision (using the Grievance Form) including the right of appeal, within 5 
working days of the date of the hearing unless there are reasons for a delay, which will 
be explained to the employee.  It is important to note that while it is important to have 
consistency in decision making, individual cases should be treated on their own merits.  

6.2.8.  If the employee is disatissfied with the outcome they may raise the matter again through 
the appeal process. 

6.3. First Appeal 

6.3.1. If the employee disagrees with the grievance hearing outcome they may lodge an 
appeal, which must be in writing clearly stating the grounds for the appeal using Section 
B of the Grievance Form.  This should be directed to the relevant Director (who may 
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nominate a senior manager to hear the appeal, who may not always be from the 
employee’s Directorate) and copied to Human Resources.  This should be within 10 
working days on receipt of the written outcome. 

6.3.2. As soon as possible (and in any event within 10 working days of the appeal being 
received, unless unavoidably delayed) the employee will be invited to an appeal 
hearing. 

6.3.3. The employee and their representative will be given notice in writing at least 5 working 
days in advance of the time and place of the appeal hearing.  Any extension on the time 
frames must be agreed in advance by both parties. 

6.3.4. The appeal will be heard by a Director (or nominated senior manager),  and a 
representative from Human Resources will be in attendance to provide advice.  At the 
appeal hearing both parties may state their case and ask questions of each other.  Both 
parties may call and question witnesses.  The employee may be accompanied to the 
appeal hearing by a work colleague or a trade union representative. 

6.3.5. The Director (or nominated senior manager) hearing the appeal may: 

 dismiss the appeal; or  

 uphold the appeal; or  

 allow the appeal and substitute a different outcome 

The decision will be communicated to the parties either at the hearing or in writing within 
five working days of the hearing, unless there are reasons for a delay, which must be 
explained to the employee. 

6.4. Final Appeal 

6.4.1. If the employee disagrees with the outcome they can lodge a final appeal, in writing 
(using Section C of the Grievance Form) clearly stating the grounds for the appeal / why 
they are dissatisfied with the first appeal outcome.  This should be directed to the Chief 
Executive (who in exceptional circumstances may nominate a senior manager to hear 
the appeal ) and copied to Human Resources.  This should be within 10 working days 
on receipt of the written outcome. 

6.4.2. As soon as possible (and in any event within 10 working days of the appeal being 
received, unless unavoidably delayed) the employee will be invited to an appeal 
hearing. 

6.4.3. The employee and their representative will be given notice in writing at least 5 working 
days in advance of the time and place of the appeal hearing.  Any extension on the time 
frames must be agreed in advance by both parties. 

6.4.4. The final appeal will be heard by the Chief Executive (or nominated senior manager), 
and a representative from Human Resources  will be in attendance to provide advice.  
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At the appeal hearing both parties may state their case and ask questions of each other.  
Both parties may call and question witnesses.  The employee may be accompanied to 
the appeal hearing by a work colleague or a trade union representative. 

6.4.5. The Chief Executive (or nominated senior manager) hearing the appeal may: 

 dismiss the appeal; or  

 uphold the appeal; or  

 allow the appeal and substitute a different outcome 

There is no further right of appeal against this decision. 

The decision will be communicated to the parties either at the hearing or in writing within 
five working days of the hearing, unless there are reasons for a delay, which must be 
explained to the employee. 

6.4.6. Notes should be taken of all meetings throughout the grievance process and a copy 
provided as soon as practicable to each party. 

7. Relationship between Grievance and Disciplinary Procedure 

7.1. Where an employee raises a grievance during a disciplinary process the disciplinary 
process may be temporarily suspended in order to deal with the grievance.  Where the 
grievance and disciplinary cases are related it may be appropriate to deal with both 
issues concurrently. 

8. Status quo 

8.1. When a grievance is raised the conditions existing prior to the grievance being raised 
will remain unless a continuance of this would contravene statutory requirements.  
Wherever practicable, a status quo arrangement will operate until either the grievance 
has been resolved or the procedure has been exhausted. 

9. Representation 

9.1. As stated throughout the Procedure, employees may be represented at any formal 
meeting, hearing or appeal by a trade union representative or a work-place colleague.  It 
is the employees responsibility to arrange representation.  

10. Malicious / vexatious complaints 

10.1. Any malicious or vexatious complaints will not be condoned and may be dealt with 
under the Council’s Diciplinary Policy.  
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11. Requirement to Keep Records 

11.1. Appropriate records will be maintained.  These should be treated as confidential and 
kept in accordance with the Data Protection Act 1998 (unless there is a legitimate 
reason not to do so i.e. the protection of witnesses).  
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