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 1. Either – Observe a disciplinary or grievance meeting and reflect on how effective the process was, using the ACAS guidance.
OR Participate in a disciplinary or grievance meeting and reflect on how effective the process was, using the ACAS guidance.
 Discuss your observations with your line manager and note their feedback. (Total word count: 750 words approximately).
 
2. Observe or participate in a Joint Consultative Committee Meeting/other employee representative meeting and reflect on whether or not –
1. It met its objectives;
2. How the process could be improved to better meet its objectives.

Discuss your observations with your line manager and note their feedback. (Total word count: 750 approximately).
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Activity 1
Reflect on the effectiveness of a disciplinary meeting
 
This particular disciplinary meeting was held due to a sickness absence trigger.   Previously to this meeting, the line manager had obtained evidence from various sources, including other staff members and the Electronic Staff Record (ESR) system, as well as met with a HR professional to gain advice on how to proceed, which I thought was wise, as it is advised by the Advisory, Conciliation, and Arbitration Service (ACAS, ND).    
During the meeting, the staff member in question had brought a trade union representative along too.  The staff member had been sent a letter of invite to the meeting and knew why the meeting had been called; however, this information hadn’t reached the union representative as she went looking for various people in the run up to get all the facts, so there was an issue right at the start.  Perhaps if this information had been provide to the representative, the attitudes before entering the meeting may have been different (CIPD, 2018).  
There was a problem very early on in the process however, as the meeting kept being delayed as the employee’s representative was busy and couldn’t make the first two dates agreed upon.  This meant that the issue could not be dealt with speedily, as advised by the ACAS code (ACAS, ND), and anxieties were allowed to fester, making the situation worse.
I was aware that there were ongoing issues with this particular staff member, and I think this may have tainted view/opinion of manager before going in.  I could see it was a very difficult situation for the manager, especially as the union representative was quite aggressive, however, she was able to only deal with the facts.  If the line manager had let emotions get in the way and not deal solely with the facts, then it could have led to legal implications against her and/or the organisation (Daniels, 2019).
I think it caused more of an issue that the staff member was under a different contract – one that offered three days a week being paid to train as a nurse whilst working the other two days as a HCSW, meaning that there are two line managers and both were present for the meeting.  I understand why both managers were there, but wondered whether it was necessary for both to be present in the meeting – was there another way around it to keep it less confrontational? In the discussion with my line manager, she explained that she felt it was a necessary arrangement.  However, I disagree, as it contributed to a more tense, confrontational meeting, which could lead to less positive outcomes (ACAS, ND). 
Although the staff member was told at the outset that there would be the chance to speak and offer an explanation, regular interruptions to the line manager’s words, by both the staff member and the trade union representative, meant that it wasn’t a smooth discussion, and could have been perceived to have been a bit more of an argument than a discussion. 
Following the meeting the line manager made a conclusion from all the findings and a first written warning issued. The employee was told what would happen if her actions continued without change.  This was in line with the process under the ACAS code (ACAS, ND).  The employee appeared to show more umbrage in the possibility of being taken off the course than the possibility of losing her job.
It was clear that this line manager leading the meeting had previous experience, and possibly training in how to handle disciplinary meetings, as, even though it was a difficult and tense meeting, the line manager remained calm and professional throughout.  All of which was necessary to ensure the process met its objectives (Ellis, 2016).
From the ACAS code, I can see that while the manager followed the procedures – writing to the employee with facts and inviting her and a representative to the meeting; including all evidence in the investigation – quantitative data as well as factual feedback from other staff and explanation from the employee herself; provided the employee with conclusion and action as soon as possible (ACAS, ND).




Activity 2
Reflect on meeting with Trade Union Representative 

The Workforce and Organisational Development (W&OD) meeting is held every two months to feed into the Executive Board meetings that regularly take place.  Within this group are lead representatives from each service within the Health Board as well as representatives from each of the trade unions used by employees, including the two most popular ones RCN (Royal College of Nursing) and Unison, from each of the three counties.  The inclusion of trade union representatives allow for a better relationship between them and the employers, and provide greater opportunity to secure better arrangements for employee (Ellis, 2016; CIPD, 2018). Within these meetings various items are discussed, some have a standing part in the meeting, such as job description amendments/creations, others are attended when necessary, such as emergent opportunities.
Two items that were raised within the meeting I attended, PADRs and Employee Collaboration meetings, stimulated a healthy discussion between trade union representatives and the service leads.
Within the discussion on PADRs, it was raised by one of the Senior W&OD Managers that the numbers of PADRs being completed in some services had decreased and that it needed be improved as soon as possible. The question why numbers had decreased was asked by the director, to which a variety of reasons was provided, including the lack of time to carry it out, lack of IT resources in some places to carry it out, and even that some viewed it as a tick box exercise.  This last reason is not uncommon (Daniels, 2019).  One of the trade union representatives raised the point that there are some managers within the Health Board that prefer, and do, carry out more frequent discussions with staff members rather than rely on the annual PADR.  This is in line with the more recent trend (Taylor, 2016).
The second item was that Employee Collaboration meetings are being set up.  Numerous meetings to enable employee voice taking place across the Health Board, W&OD can no longer physically attend them all, so one meeting where lead rep from each meeting will attend to feedback to W&OD what is taking place and being said by the employees.  The terms of reference for this group was looked at in this meeting and the trade unions representatives were quite aggrieved that none of them had been invited to the employee collaboration meeting.  They felt as they represented the employee then they would have important information to feed back also.  A number of them voiced their reasonings and it was decided that one from each union would attend.  I felt it was only right that they attend, as they play a big part in giving the employee a voice (CIPD, 2016).  
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