On the job training number 1 – Disciplinary observation

I was invited to attend a disciplinary hearing on the 10th of May 2019 in an observational capacity. Prior to attending the meeting, I met with my manager to gain some background knowledge of the individual case. We discussed the initial steps taken and the guidance that Hywel Dda University Health Board (HDUHB) would follow to ensure that the investigation was carried out correctly. HDUHB adheres to the ACAS Code of Practice on disciplinary and grievance procedures as well as internal policies and procedures that mirror the ACAS guidance (Acas 2019).
As per ACAS guidance, the individual employee was always kept up to date on the case and notified within the time periods set out and in writing. An impartial Investigation Officer (IO) was initially put in place to carry out a fair and thorough investigation which included interviews with the individual employee who was entitled to be accompanied by a colleague or employee representative, as well as any witnesses relevant to the investigation. After considering the evidence gathered, the decided action was to go forward and carry out a disciplinary hearing. A report was put together by the IO and provided to the disciplinary officer in due course. A panel for the hearing was put together which included:


· Disciplinary Officer (DO)
· Investigating Officer (IO)
· Senior HR representative – to support the process and to ensure that a fair and consistent approach is taken
· 2 x senior managers

Prior to the hearing, my manager explained that numerous attempts had been made to allow the individual employee to attend the disciplinary hearing and was regularly contacted, offered alternative dates and times, offered adjustments to allow the hearing to run over numerous days in order to take regular breaks instead of over 1 day, as an exception, offered to have their chosen advocate as support due to their specific needs but on each occasion the individual was unable to attend and informed the Health Board at the very last minute. This was the 4th attempt and a decision was made to go ahead without the accused employee as a last resort and at the last minute, they confirmed they were unable to attend. During the hearing, the IO clearly outlined the five allegations made against the employee and that all evidence discussed was full and to be considered and explained that had the individual attended, the opportunity to make their opening speech would have been given. The relevant witnesses were called and the senior manager, as well as the DO were able to ask questions at any time. I observed that one of the witnesses in particular was very distressed and upset by the allegations and so was supported throughout offering breaks etc. Ultimately, a decision was made based one the facts and findings of the hearing and the individual employee was informed of the decision in writing, due to nonattendance, within 7 days of the hearing. Within the outcome letter, the right to appeal the decision was outlined, along with the appeals process that they could follow. There was also an opportunity given to the employee to provide written comments within 2 weeks of the hearing to allow the individual to comment on the findings during the hearing and the points made by the witnesses as the employee didn’t have the opportunity to do so during the hearing.

Taylor and Woodhams (2016) explains that it is vital that the correct procedures are followed if dismissal is to be deemed ‘lawful’ and on reflection of the process followed it is clear that the ACAS guidance was adhered to in this case and all of the below points were followed:
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(Acas 2019)

It is also clear to me that in this case, the Health Board provided additional elements, which is not outlined in the ACAS code of practice such as allowing an additional advocate of the individual to attend the hearing, as well as providing the opportunity for the individual to provide comments in writing after the hearing that they were unable to attend.
Reflection of effectiveness of process
Upon completion of this, I was able to meet with my line manager and discuss the effectiveness of the process. After considering all of the information, I concluded that although the correct procedures were followed, ultimately the effectiveness of the process came down to the individual. If individual employees aren’t prepared to adhere to the process and procedures of the organisation, it makes it very difficult for managers and HR representatives to ensure a smooth and positive outcome at the end where necessary. In this particular case, the employee was non-compliant and so a decision was made based on the facts and findings of a thorough independent investigation. During my discussions with my line manager, she explained that quite often, this is an issue when conducting these procedures and that it ultimately depends on how the individual co operates with the Health Board’s procedures. 
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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.














On the job training 2 – Observe an employee representative meeting

As part of my role within the medical workforce department, I often attend the Junior Doctors forum meeting which is held 3 monthly and involves a number of representatives form across all services within the organisation. It includes an individual from each of the below departments:
· Junior doctor president/representative
· A member of the educational department chairing the meeting
· HR/medical workforce representative
· Hospital/clinical director
· Service management member
· Library representative
· Head of nursing
· Radiography department representative 
The aim of the forum is to provide a two-way process for communicating any issues, changes or successes of the business (Wolverhampton CCG  2015). Opening up the forum, the chair usually discusses points raised in any previous meetings, and any actions taken since the previous meeting, discussing any points that have been achieved or any further action that needs to be taken. It meets its objective in various ways by allowing each group to voice their ideas or concerns for ongoing, previous or future business-related issues. It also provides participants such as the management team, clinical director and head of nursing to share new business information with the employee representatives and allow open communication for any input/feedback to be given (Engage for success 2012). 
Although many of the objectives in terms of allowing open communication, encouraging collaborative working and employee engagement are achieved through the simply holding these meetings, it was clear that the process can be improved. When evaluating the agenda form the previous meeting, and listening to discussions throughout I became aware that a lot of the practical objectives hadn’t been met such as household keeping issues for the junior doctors living in the on-site accommodation, as well as access to library cards for employees. Although these can seem trivial, they are considered important enough to discuss within the forum and so it is vital that the practical objectives are also met as part of this process. 
Upon discussing this with my manager, I suggested that there should be a follow up between the 2 meetings with a responsible person being identified to ensure all of the point from the meeting which are achievable within that time frame are checked upon. I also identified that there are no clear time frames set in which the points discussed have to be met. By ensuring clear time frames and goals are in place, it allows all parties to prioritise goals, lead to better decision making and greater efficiency for all (Picincu, A 2020). It can also act as a motivational tool with individual driven to complete the goal set in order to feel gratification when feeding back to the forum that they have been able to achieve all of objectives set. 
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