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Participation in a disciplinary hearing 
A supervisor within the Company failed to report an accident which resulted in damage to a forklift and Company property.  The allegations against him were that he had failed to report the accident and damage in line with the Company Accident reporting procedures, and given his position we felt that this was not appropriate and had lost trust in him in this position.  I was appointed chair of the disciplinary hearing.
As the supervisor had been employed for over two years I was aware that there was an increased claim potential.  Whilst this did not change the fundamental process I was more conscious that we should not make any errors in the administration of the process.
Prior to my involvement the supervisors line manager took the positive step to meet the supervisor giving him the opportunity to admit to the accident, hoping that the situation may be dealt with informally (ACAS, 2015), although the supervisor denied the accident. 
A separate investigation officer was appointed (ACAS, 2015)   who carried out a fair and full investigation (CIPD, 2018) utilising a number of sources. (Simpson, 2015)   Following the investigation a hearing was recommended so I formally invited the supervisor in writing, enclosing the investigation notes.  (ACAS, 2015)  The letter clearly stated the allegations, the time and place of the meeting, who would be present from a company perspective including a notetaker and the right to be accompanied, also outlining the consequence should they not attend the meeting and the possible sanction that could be applied. (Simpson, 2015)  The date of the hearing was scheduled for a week ahead. (ACAS, 2015)   Whilst the investigation was very in depth, the process was quite lengthy and at times the supervisor became frustrated, although given the scope of the investigation it would probably not be viewed as an unreasonable timeframe with the whole process being completed within 5 weeks. (Simpson, 2015)
The supervisor requested a family member as his companion, this was declined in line with ACAS and company policy. (ACAS, 2015)  The supervisor stated that he was not a trade union member and said that he did not have any work colleagues that he would wish to accompany him.  I agreed that he could be accompanied by a friend even though this is not a contractual right.   (GOV.UK, n.d.) as I felt it would be a positive and reasonable action should the process result in a claim. (Simpson, 2017)  Prior to the hearing the supervisor requested that the hearing was delayed as his friend was not available, the meeting was rearranged for a week later allowing the friend to attend.  This was later than the recommended 5 days given in Code of Practise, however this was for the benefit of the employee and was duly noted as such.  (ACAS, 2015) 
I outlined the structure of the meeting initially so that the supervisor knew what to expect and that he would be given the opportunity to state his case.  (ACAS, 2015)  At times my management of the companion could have been better as he interrupted a number of times and answered questions on behalf of the supervisor. (ACAS, 2015)  During the meeting I remained calm and factual, despite the supervisor becoming quite vocal on occasions (ACAS, 2015) advising that we would need to adjourn the meeting should his behaviour continue.
After all evidence was given the meeting was closed and the supervisor was advised that he would be sent a letter detailing the outcome of the meeting.   This action was taken so I could consider all of the admissions during the meeting.  The outcome letter and meeting notes were issued within 24 hours of the hearing advising that in line with his terms and conditions he was demoted from his position as supervisor with immediate effect (ACAS, 2015) and received a first written warning.  The letter also outlined the appeal process and timeframe, requesting that any appeal be made in writing to my manager as he had not been involved in the investigation or hearing. (ACAS, 2015)   
Although my line manager was not involved, having spoken to him about the process he felt that we/I had followed the code and that risk of any claim was minimal.   He felt that my decision to go above and beyond the requirements by allowing a friend to the meeting and also rescheduling to a date that was more suited to the employee further emphasised our reasonableness as an employer.  He also felt that delaying the response was positive and showed true consideration.  He felt that the documentation of the whole process had been excellent.  (ACAS, n.d.) On reflection it would have been better to outline the role of the companion at the beginning of the meeting to ensure their understanding and to have given more time between issuing the invitation letter and the hearing.  
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Observation of the Information and Consultation of Employee Meeting

The Company are required by law to consult and inform employees (The Information and Consultation of Employees Regulations, 2004) and have chosen to do this by representatives attending a meeting every quarter with two senior managers.
Following the last meeting I took the opportunity to review the process to identify if it had met its objectives and if the process could be improved to better meet its objectives.  These findings were discussed with my manager.
The purpose of the meeting was to give the opportunity for employees to raise and discuss issues through their representatives and for the senior managers to inform the representatives of any relevant information. (ACAS, n.d.) The invitation to the meeting was issued with a weeks’ notice with the previous meeting minutes distributed at this time and a request for agenda items.  No agenda items were received prior to the meeting.  
At the opening of the meeting a number of departmental representatives were unable to attend so we did not have full representation.  When the minutes of the previous meeting was reviewed it was evident that a number of points had not been actioned and it appeared that the people who had been required to action them had not been informed by the senior management or noted the requirement from the issued minutes.  
During the meeting a number of relatively minor issues were raised some of which would have been better suited to the H&S Committee meeting.  I was surprised that no issues were raised about the impending major organisational changes as I had heard outside this forum that there was some unhappiness about the proposed rota and new structure.  Senior managers queried this, but no response was made by the committee.   
The meeting was minuted with the minutes being distributed via email to all employees with a Company email address and posted on noticeboards.
On discussing my observations with my line manager I outlined that I felt that the representatives were possibly not carrying out their duties fully in that they were not seeking the opinions of colleagues, this appeared evident due to the lack of agenda items.    I felt that perhaps some representative training was required which my line manager agreed with.  The fact that some relatively simple issues had not been resolved I felt was detrimental to maintaining positive relations which was perhaps another reason why the representatives had not raised the more serious issues as they had become disengaged. (Jaramillo, 2018)  This to me indicated that possibly there was a lack of trust between managers and staff which was causing a reluctance to communicate (Rogers, 2018)   and a lack of psychological safety on behalf of the representatives which could also be contributing to their failure to bring forward the more serious issues. (Delizonna, 2017)
I felt that the over-arching objective of the meeting was not particularly clear for the representatives which was perhaps another reason why they were not bringing certain issues to the table.    I observed that because the business is predominantly operated on a shift basis it was not always easy to get a departmental representative for each meeting, so I discussed changing the constitution to include more than one representative from each department which my manager thought was a good idea.  I also suggested that perhaps we should schedule the meetings in a year in advance to try and improve the attendance levels.  This was agreed.
Although the aim of the meeting is to encourage involvement of the wider workforce, I truly felt that it was more a tick box exercise with insufficient importance placed on the positive benefits such as increased job satisfaction and performance (CIPD, 2019) that could be sought from effective meetings.    I do not believe from the interactions and involvement of the representatives that they felt that they were able to influence decisions in work that effected them, having spoken to my line manager who is a Director he did not understanding the meetings should be a forum for more high level conversations which could shape the workplace.   The interactions between managers and representatives were at the most passive level of consultation, in effect just relaying information to each other.  (Podro, et al., 2008)  This would indicate that the entire organisation needed be educated, through joint training, on the benefits of meaningful employee involvement and that there needed to be buy in from the Directors and Senior Managers. (Podro, et al., 2008)  My Line Manager agreed and we discussed re-launching the ICE Meetings with more of a focus on the benefits that effective involvement could bring to the business and workforce and to research possible training options.  We also agreed to that a summary of meeting minutes should be sent to personal emails of all staff members, with the option to opt-out to ensure further that individuals were receiving the information.
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