MID CHESHIRE HOSPITALS TRUST
GRIEVANCE POLICY AND PROCEDURE
INTRODUCTION

1. This document sets out the Trusts Policy and Procedure for the settling of differences between employees and management.  Separate arrangements, as contained within an individuals contract, apply to Executive Trust Board Members.

2. The purpose of the policy is to ensure that managers, employees, trade unions and staff organisations are aware of their rights and obligations in matters relating to staff grievances and that action is taken in a correct and fair manner throughout the Trust.   This policy is intended to comply with employment legislation and with the ACAS Code of Practice on Disciplinary and Grievance Procedures. 


POLICY & STRATEGY

POLICY STATEMENT

3. It is the policy of the Mid Cheshire Hospitals Trust to ensure that staff grievances are discussed with the minimum of delay and are brought to a speedy and fair conclusion. Such matters will be dealt with in a confidential manner.  Grievances will always be treated seriously and staff bringing grievances will be treated supportively and will not be assumed to be over-sensitive.

INFORMAL GRIEVANCES

4. In the course of work an employee may feel aggrieved.  It is expected that normal day to day management should deal with the bulk of such issues without recourse to the formal grievance procedure.  A failure respond to such informal grievances within three working days will be recognised as sufficient grounds for entering the formal procedure.

INDIVIDUAL AND COLLECTIVE GRIEVANCES

5. The procedure deals with the grievances of individual members of staff.  It may also be used for collective grievances.  A staff representative, normally the local representative, may be involved from the beginning of the procedure. 

DISCRIMINATION, VICTIMISATION AND HARASSMENT

6. Grievances involving discrimination, victimisation or harassment may be raised through the Trusts grievance procedure or otherwise in accordance with the Trust’s Policy on Harassment at Work.  It will not be assumed that such grievances are made by those who are over- sensitive.  Where, in such cases, the employee does not wish to raise the matter initially with their immediate superiors, the first point of contact may be the Personnel Department.  Cases involving discrimination, victimisation or harassment may result in disciplinary action.






  PROCEDURE

7. The procedure allows for a grievance to be heard at two levels. 
Stage 1 is heard by the supervisor; stage 2 by the Departmental Manager.  In the absence of the Departmental Manager, Designated Deputies may hear stage 2 grievances. 

STAGE 1

8. The employee will raise the grievance with the supervisor.  The 
supervisor will take whatever steps are necessary and inform the employee in writing within ten working days.  If the supervisor is unable to deal with the grievance s/he will pass the matter to the Departmental Manager without delay.

STAGE 2

9. If the matter is not resolved to the employees satisfaction, or if the grievance is against the supervisor personally, the employee should write to the Departmental Manager.  The Departmental Manager will take whatever steps are necessary and inform the employee in writing within ten working days.   If the Manager is unable to deal with the grievance s/he will pass the matter to the appropriate Executive Director without delay.

GRIEVANCE HEARINGS

10. The Manager considering the case will normally wish to 
meet with the employee and, where applicable, the supervisor or any other relevant person, at a formal grievance hearing. This will always be the case where the issue is contested.  The parties to a grievance are encouraged to produce a joint statement in advance containing, as a minimum, a summary of the grievance, facts that are agreed and facts that are in dispute.  At hearings, the employee may be accompanied by a representative of their recognised staff organisation, or by a fellow employee of their choice.  Clinical Directors will have full managerial involvement in grievance matters within their Directorates.

TIMESCALES

11. In exceptional circumstances only, the timescales quoted in this procedure may be varied by mutual agreement. Where a timescale is amended, an alternative timescale will be agreed.  Within the timescales given, any hearing required will take place and a decision will be made and communicated to the employee concerned with details of their further rights under this procedure where available. A first request from the employee to reschedule a grievance hearing because of the unavailability of a representative will always be accepted.

APPEALS MACHINERY

12. If an employee remains aggrieved after a Stage 2 hearing, an appeal may be made.  Appeals must be lodged in writing not later than seven days from the receipt of the stage 2 letter.  Appeals should be addressed to the Personnel Manager.  Individual appeals will be heard by an executive member of the Trust Board within 10 working days.   Collective appeals will be heard by three executive members of the Trust Board.  If, at any stage, there is a need to seek specialist advice, management will be free to call upon appropriate advisors, who will be in addition to those otherwise hearing the appeal.

13. Where the seniority of an employee means that a Board Member would hear a grievance at stage 1 or stage 2, that stage will constitute the formal appeal.

14. The appeals machinery described in paragraph 12 may also be used by 
an employee whose regrading request has been refused, but in such cases the appeal will be heard by 2 executive members of the Trust Board.

REVIEW OF POLICY AND PROCEDURE DOCUMENT

15. This procedure may be reviewed by the Joint Consultation and Negotiation Committee at the request of either side and with a view to reaching an agreement.  In any event, a formal review will take place by 31 March 2006.  The Personnel Manager will ensure that the arrangements for such a review are put into place. 
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