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18 DisciplinaryProcedure

TheCentreexpectsall employeeso conductthemselvesn an appropriate
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x the allegationgegardingwork, conduct,or omissionof the employee
X aclearinvitationto the employeeto be accompaniedy arepresentative

The letter should be issued sufficiently far in advanceto allow the employee the opportunity to be
accompaniecby an appropriaterepresentative. Everyeffort shouldbe madeto rearrangethe date of the
hearing if, in the view of the senior manager,the employee has made reasonableefforts to obtain
representationbut hasbeenunsuccessful.

Shouldthe employee or their representativewish to seek clarification on any issuesarising from the

investigatoryprocessincludinginterviews they must submit their questionsin writing to the investigating
officer(s)no lessthan 3 daysbefore the proposeddisciplinaryhearingdate. Theinvestigatingofficer(s)will

then seekto clarify the questionsraisedby carryingout a further investigationwhere necessanprior to the

disciplinaryhearing. In caseswhere the matter of concernis under external investigation,it will not be
possibleto submitquestionsto the withessesasthis mayunderminethe externalinvestigation.

Where an additional investigationis carried out by the investigatingofficer(s) he/she may then take the

decisionnot to proceedwith anydisciplinaryactionthus cancellinghe disciplinaryhearing. Thisdecisionwill
be communicatedn vaiting to tive empleyee.  dij /TT1d Tf1.4044 0 TDaO Tc <0003>Tj/TT3 1 Tf.38250 TD
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x Failureto take reasonablecare of Kibble property or usingit for personaluse without necessary
authorisation

x Persisteniffencesof misconductmayleadto the termination of employment.

Any misconductof a sufficiently seriousnature may be deemedto be grossmisconductand dealt with

accordingly.Examplesof behaviourthat may constitute grossmisconductare shown below. Againthese
examplesare not exhaustive.

Exampleof grossmisconduct

x Assaulton anotheremployee serviceuseror memberof the public
x Breachof
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days. Oncea decisionis reachedthe hearing may be reconvenedand the employeeinformed of the
outcome.

In either casethe employeewill be providedwith awritten statement.

18.7 Referralto professionalbodiesand/or regulatory bodies
In some casesthe Centrewill be requiredto inform professionalbodies(e.g. SSSCTCSHCPCBPSetc.)
and/or regulators (e.g. Care Inspectorate, Scottish Governmentetc...)of the charge(s),conviction(s)or
investigation(s),especiallythose relating to the abuse or suspectedabuse or inappropriate behaviour
towardsyoungpeople. Thisreferralwill be maderegardlesof the employee’segistrationstatus.

Thisis not limited to criminal proceedingsbut referrals may also be made where internal investigationsor
disciplinaryproceedingsareinvolved.

18.8 GrievanceProcedure

TheCentreis keento providea positiveand supportiveworkingenvironmentfor all of its employeesand as
suchwill take every step to resolveissuesin the workplacequickly and efficiently, at the lowest possible
level.lt providesa frameworkwithin whichto dealwith complaints,andallowsfor complaintsto be resolved
informally where possible,or through a formal grievanceprocedurewhere necessary. Where employees
havea complaintabout the outcome or managementf other formal internal processese.g.disciplinaryor

capabilityprocedures promotion processesor requestsfor flexibleworking,they shouldalwayspursuesuch
complaintsthroughthe appeald reviewproceduresetout in the relevantpolicy.

Exceptionallythis grievanceproceduremay be usedwhere employeeshelievethat the Centre’spoliciesand
procedureshavenot beencompliedwith andthere is no appropriateappealmechanisnthroughwhichthey
canmaketheir complaint.

The grievanceprocedure is not a substitute for good dayto day communicationwhere employeesare
encouragedto discussand resolve daily working issues. Many problems can be resolved informally if
channelsof communicationare kept open and work well. If problems cannot be resolvedinformally a
grievancemay be raisedand will be investigatedas quickly
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18.9 GrievanceProcess
To ensurethat any grievancegelating to employmentwithin Kibbleare settled fairly, speedily,and asnear
to the point of originas
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18.10FormalDisputes
Inthe eventof aformal disputebeingdeclaredby either Kibbleor the trade union(s)involved,the conditions
which
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