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Disciplinary Observation
I recently observed a disciplinary meeting where I acted as note-taker during the investigation meeting and disciplinary hearing. 
The employee is works within supported housing schemes supporting older persons, some who are vulnerable. The allegation was made by an external organisation that was supporting the same tenant; it is alleged the employee breached professional boundaries by purchasing furniture for a vulnerable tenant as a loan and paying the property service charge for five-weeks as a gift to the tenant.
The employee was notified of the allegation and that an investigation would be undertaken to establish the facts. The employee was promptly invited to the investigation meeting, conducted by the line-manager and I (as note-taker), the following week. The employee was informed that they could be accompanied at the investigation meeting; whilst this is not a statutory requirement (Acas, ND), the organisation’s policy allows this.
The line manager collated evidence including receipts for the purchase of the furniture and service charge payment, and training records showing the latest professional boundaries training was five-years ago, although the line manager disputed this. Furthermore, the line manager claimed professional boundaries concerns were discussed during supervisions previously however, this was not recorded.
The employee admitted the allegations however, claimed it was an error of judgement and done whilst they were under excessive mental strain. 
The investigation meeting recommended the case progress to a formal disciplinary meeting due to the seriousness of the allegation and as the employee admitted the allegations. Due to the claim of excessive mental strain, with the consent of the employee, the organisation referred the employee to counselling and Occupational Health (OH) to confirm if the employee was fit to partake in disciplinary proceedings; OH confirmed the employee was fit to attend therefore, the disciplinary meeting was promptly arranged.  The employee was informed in writing of the date/time of the disciplinary meeting including information of the allegation, their right to be accompanied, potential consequences if the allegations are found to be true and relevant supporting documents. 
At the disciplinary meeting, it was explained that the purpose of the meeting was to consider if disciplinary action was necessary and how the meeting will be conducted. The panel provided a statement of the allegation and outlined the evidence gathered (copies were provided) and the employee was given the opportunity to answer the allegations and ask any questions; the employee explained they were experiencing stress at work and had substantial stress at home which contributed to their mental ill health. When both parties were satisfied, the meeting was adjourned. 
The allegation was found to be true which constituted gross misconduct as it was a serious breach of confidence/trust. However, due to the circumstances surrounding the case including personal stress, the panel decided to not dismiss, as recommended in policy, and instead issued a first written warning alongside a performance plan regarding professional boundaries. For the organisation, a recommend was made that supervision paperwork records key issues raised including professional boundaries.
I discussed the observation with my manager and noted the process was fair and observed the Acas Code of Practice: Disciplinary and Grievance Procedures and the organisation’s own disciplinary policy. It is crucial to follow the Code, as an employment tribunal would consider if the Code has been followed and failure to comply can result in remedies being adjusted by up to 25% (CIPD, 2018). My line-manager agreed that the entire process was conducted consistency, fairly and without reasonable delay; moreover, an investigation was carried out to establish facts, support was provided and the employee was given fair opportunity to answer the allegation before decisions were made.
I observed that the line-manager claimed professional boundaries training was delivered more recently than the five-years ago however, records did not show this. The line-manager believed that informal training had be carried out more recently, however as it was informal it was not necessary to record it. It is policy to inform HR of any training, formal or informal, therefore on reflection with my manager, I should have challenged this with the line-manager.
I discussed with my manager that I struggled to keep up when writing notes; my manager reviewed my handwritten notes and identified that I tried to write literally whereas, I should write short-hand and only note key points of the meeting. My manager demonstrated this by showing me notes she has taken.  Also, whilst reviewing my notes, my manager identified that I verbally contributed very little to the investigation meeting; she advised that I can still ask questions when necessary as note-taker. 
By applying a fair process, it was clear there was elements of organisational failure and improvements to be made. The overall process was very effective as it has identified an improvement area for the employee which the organisation can support; also highlighting organisational failings and recommendations to improve processes.  
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Joint Consultative Group Participation
I recently participated in the organisation’s joint consultative group meeting namely i2i (Involve to Improve). I am not an active member however, I was deputising for the department’s representative. I2i has ten employee members representing each department and subsidiary within the organisation. There is no Executive Management on i2i however items for further discussion/ executive decision-making are brought to the Chief Executive after each meeting, which is then discussed at the Executive Management Team Meetings. I2i meet quarterly and each member is responsible for speaking to their respective departments and bringing any issues raised to the meeting. 
An agenda was created and distributed across i2i members before the meeting and the meeting was formatted as per the agenda. 
Each year i2i organises a corporate team event which is used to discuss the organisation’s objectives and focus for the year ahead and as a team building opportunity to strengthen relationships across different teams and the organisation. The main agenda item for this meeting was to discuss the forthcoming event and identify a suitable location, transport requirements and team building activities; members were asked to speak to their departments to gain a feeling of what they wanted in terms of location and date. Other objectives included the possibility to allow maintenance workers to use the company vans as personal use, plus any other business to discuss. 
When discussing location of the venue, conflict amongst the members started to arise. There are only a small number of suitable venues that could cater for the size and requirements of the event; as the organisation had recently rebranded and adopted a modern look alongside reviewing policy and culture to align with the organisation’s ‘DNA’, the Chief Executive had expressed that he would like the event to be somewhere which could reflect this therefore, ideally to avoid dated and corporate style venues and to consider venues outside the locality. 
There was conflict as some members of the team did not want to consider venues outside the locality and was not prepared to discuss this, instead only wishing to consider local venues. The Chair did not respond to the conflict and did very little to defuse the conflict which wasted a substantial period of the meeting. On reflection, I was part of the conflict as instead of trying to defuse the conflict or redirect the discussion, I actively participated in the discussion; I participated by focusing on further-afield venues and didn’t consider the views of others, on reflection I should have attempted to negotiate amongst the other members. 
A consensus was not achieved therefore, members were tasked with researching a venue and obtaining their department views on that location plus provide a list of advantages and disadvantages. Furthermore, the other objectives were not discussed as time was not used effectively and the meeting room was required for another booking. 
The meeting did not meet its objectives as location was not identified thus transport and team building activities weren’t discussed; additionally, other agenda items weren’t discussed. This had a knock-on effect as the other agenda items would either be pushed back to the next meeting which would mean a three-month delay, or to schedule another meeting however, this could impact the member due to the extra time commitment required. 
On reflection, the conflict centred around member’s personal views and how the location may affect them and their colleagues regarding travelling time. Whereas, the entire group, myself included, failed to identify the organisation’s requirements which was the priority. Acas (ND) note that managers should involve representatives in wider business issues to help representatives gain an understanding of the organisation requirements and to develop a desire to see the organisation succeed; as there is no Executive Management presence at i2i, there could be a disconnect between representatives and the wider business knowledge. Also, the Chair was unable to lead and control the meeting when necessary therefore, the process could be improved with investment in the Chair through training and coaching. Furthermore, training for all members of how to conduct meetings including participation and note-taking (Acas, ND). 
On reflection I do not feel I represented the organisation’s values. I too failed to meet the group objective and think about the wider business requirement, which in this case was to identify a contemporary venue to reflect the organisation. Notably, part of the rebranding is to improve business growth outside of Pembrokeshire therefore, a venue in a different county we are focusing on would have been ideal to showcase the strategic aim of ‘increase business growth’.  
I discussed my reflection and observations with my line manager. My manager noted my participation in the conflict and that I didn’t attempt to redirect or defuse the conversation therefore, it would be beneficial to develop my conflict negotiation skills. My manager advised I should always take a better role model approach to work and actively consider and promote the organisation’s values and requirements. 
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