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1. Attended a Disciplinary Hearing to take Minutes – 20th March 2019

I attended a Fast Track Disciplinary Hearing to take notes, observe and ensure that procedures were followed in accordance ACAS Code of Practice on Disciplinary and Grievance Procedures and the All Wales Disciplinary Policy, (HDdUHB, 2017) which mostly mirrors the ACAS Code of Practice on Disciplinary and Grievance Procedures (ACAS, 2015).  A Fast Track Disciplinary Hearing was agreed to by the employee who signed a declaration slip, which was sent with the original letter notifying her of the allegations in the terms of reference; namely that she behaved inappropriately; on reflection the ACAS Code of Practice does not allow for a Fast Track process, but this has been agreed in  NHS Wales, under the All Wales Disciplinary Policy (HDdUHB, 2017);  the employee was given a choice whether to proceed with a Fast Track or to go to a full hearing; she had signed the paperwork agreeing to the Fast Track process, reflecting the ACAS Code in a prompt and consistent way, although the Fast Track process was not part of the ACAS Code of Practice on Disciplinary and Grievance Procedures (ACAS, 2015).  A hearing bundle consisted of the Initial Assessment of Facts, witness statements and the All Wales Disciplinary Policy and Procedure along with the NMC (2018) Code of Professional Standards of Practice, this was received by the employee, which reflects the ACAS Code of Practice, in the collation of evidence.  

In attendance was her trade union representative, thus following the ACAS Code of Practice.  Introduction into why the Disciplinary Hearing was taking place and the allegations were read out, confirming that no witness statements were provided by the employee and notifying the employee that they had signed the declaration in agreement to the fast track hearing, which was an admission of their misconduct and a maximum penalty would warrant a verbal or first written warning as maximum; this does not reflect the ACAS Code but a separate All Wales Agreement.   

The trade union representative spoke and said that the employee is not admitting to the allegations that the witness statements in the disciplinary pack weren’t signed and the disciplinary policy stated that the timescale for a fast track hearing had in fact gone beyond the month timescale.   An explanation that a fast track hearing, wouldn’t require witness statements as the admittance was in the agreement to the fast track.  The month timeframe passed due to diary commitments, which the employee was aware of and that HR were in fact awaiting a statement from the employee, which she said she was going to produce, which transpired that she now wasn’t producing after waiting for over 2 weeks. Reflecting on the ACAS Code and the All Wales Disciplinary Policy and Procedure this doesn’t in fact meet the Code for promptness but meets the All Wales Policy in that they were exceptional circumstances (HDdUHB, 2015).

The disciplinary officer explained that in signing and agreeing to the fast track hearing; this was in effect an admission of their conduct; but if felt they would like it to go to a full hearing, then this hearing would need to be suspended; to enable a full investigation to be carried out and interviewing any witnesses that were present, along with any witnesses the employee would like to nominate to provide evidence.  An adjournment was called, for the trade union representative and the employee to decide if they wanted to proceed with the Fast Track or go to a full hearing.  On reflection of the ACAS Code and the All Wales Policy a fair process was allowed.  
(The panel which consisted of the Disciplinary Officer, Senior HR Manager and myself left the room, we had a discussion which detailed that the employee has in fact signed a declaration and if she was now disputing the allegations, then it would be best to stop the fast track and to commence with a full investigation.  Fast Track hearings were only to shorten the process and where the employee admitted the allegations to be true and all parties were in agreement to them proceeding).

Trade union and employee decided they we were to proceed with the Fast Track Hearing.  The Disciplinary Officer asked the employee and her representative whether they were happy to proceed, to which they both answered yes; thus following a fair and consistent process on reflection of the ACAS Code.

The employee had the opportunity to put their case to the panel.  She reflected greatly on her acts and how she should change and improve, bearing in mind the pressures and stresses of being understaffed on the ward and how this has affected all staff, including patient safety and that she acted in their best interest.   She was apologetic in her reflection.  This reflects the ACAS Code in that she had the opportunity to sum up her case.

Explanation to the employee and their representative that the hearing would adjourn for the panel to deliberate on their decision of outcome, in order that the employee would have their decision that day, which is reflected in the ACAS Code.

After the panel discussions the Disciplinary Officer prepared a summary of the hearing, along with her decision.    The hearing recommenced.  

Reading through the summary, stating the allegations and explaining the outcome which, was a First Stage Written Warning lasting for 12 months on her record and the letter kept on her personnel file.   The Disciplinary Officer explained that they had the right to appeal and provided the name of the appeals officer, if they wished to appeal the decision, which would have to be done within 14 days of the outcome.   It was explained that they would write to the employee copying in the representative of today decision, which on reflection followed the ACAS Code of Practice on Disciplinary and Grievance Procedures (ACAS, 2015).  

Conclusion
The process which was followed was in accordance of the Hywel Dda All Wales Disciplinary Policy (HDdUHB, 2017) Fast Track procedure and with which a fair process was followed throughout; on reflection of the ACAS Code of Practice on Disciplinary and Grievance Procedures (ACAS, 2015) the Code was followed although the Fast Track process isn’t included in the Code but a separate All Wales Agreement in the NHS.
  
Discussion took place with my manager on why there was a fast track process as it is not listed in the ACAS Discipline and Grievance procedure.  She stated that this was a health board process, if an employee accepts they were in the wrong this process cuts out a full timely investigation, they must agree to the fast track process.  If they disagree or have any objection then a full investigation and hearing will take place.  The fast track process it to by-pass a full investigative disciplinary when they have admitted to the allegations making the process very short, a full disciplinary hearings can take a lengthy amount of time to come to the same conclusion.
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2. Observation of a Joint Consultative Committee Meeting

The terms of reference are strictly abided to;  two weeks before a meeting an email is sent which consists of the Health and Safety Team Update for Hywel Dda of developments or issues which need addressing and time to research solutions.   A Financial Update from the General Manager is also sent out.  A week before the meeting distribution of the Agenda and previous Meeting Minutes with additional documents in support thereof and Action Log are distributed.  

Staff side have a pre-meeting to ensure all issues or developments they wish to discuss are discussed with each other before the Ceredigion Partnership Forum commences.

In attendance and observing the  Ceredigion Partnership Forum whereby Trade Unions and Senior Management are present to discuss issues and matters relating to staff side to bring up with management relating to existing polices, strategies and objectives and working collaboratively on new policy development.  Managers and Unions working together collaboratively.

The agenda followed the process of allowing each department within Bronglais General Hospital including Community to put forward any developments, updates or issues and concerns that require actioning to the Hywel Dda Partnership Forum.  Meeting actions are therefore formed and some are taken to the Hywel Dda Partnership Forum by the Workforce Manager, to ensure if there are operational issues they are brought up to the most senior level Executives who are present.  Communication to staff is relayed by the unions present.    

Welsh Partnership Forum (NHS Confederation, n.d.) links into all the forums in Wales.

On observing the meeting, the Agenda was followed and meeting kept to a time limit of 1 hour 30 minutes, which had already been cut from a time limit of 2 hours by the General Manager of the Hospital, to ensure the meeting does not go off course and sticks to the Agenda items, as time out of the service areas is vital to the operational requirements. 

During the meeting each of the Heads of Department (Senior Management Team) discussed their Agenda items.  This is the opportunity to get across any updates, issues or concerns, staffing issues and any operational issues they feel need to be discussed.  I felt that this process took too long, although sticking to the Agenda items the union representatives tried to drag it out and go off course, to which Senior Management directed back and moved onto the next item on the Agenda swiftly after explanation of the timeframe for the meeting.

The Forum met its objectives by discussing their own service area following the Agenda items and if there is something which they are unsure about or requires a more thorough output, is placed as an action on the Action Log.

The process could be better improved to meet its objectives if staff side relayed all information required for the meeting two weeks before, in order to obtain he required answers/information before the meeting commences.  The meeting went off course, but the General Manager asked if certain discussions could be taken outside of the meeting, as this was the time for specific Agenda items to be discussed in a strict timeframe.  If all Service Managers provided updates on their department areas if not attending the meeting 2 weeks before and other topic areas for discussion on the agenda at the same time; then the objectives could be better met as information could be sought and outcomes provided.

I discussed the meeting with my manager and he mentioned that trade unions staff side should put topics for discussion that require complex answers at least a month before in order that any financials or staffing issues responses can be relayed within the meeting, as this seems to be a general problem which frequently occurs.   He also explained that there are occasions whereby certain services do not provide updates or attend for months, so there are no updates forthcoming.  He did mention that diary commitments and clashes could be the issues for a lot of non-attendees.
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