Broadstairs & St Peter’s Town Council
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TOWN COUNCH.

11 March 2026
To: Members of Broadstairs & St. Peter’'s Town Council.

You are summoned to an extraordinary meeting of the Council to be held in Pierremont Hall

on Monday 16 March 2026 at 7pm.
%}fs %?/30{

Kirsty Holroyd
Town Clerk
AGENDA

WELCOME AND INTRODUCTIONS
APOLOGIES FOR ABSENCE

DECLARATIONS OF INTEREST
To receive from members of the Council and the presiding clerk declarations of interest in
accordance with the Code of Conduct adopted by the Town Council on 29th July 2024.

MINUTES
To approve the minutes of the Council meeting held on Monday 23 February 2026.
Attach 1

QUESTIONS AND/OR OBSERVATIONS FROM THE ELECTORATE OF
BROADSTAIRS AND ST PETER’'S

i) To agree to suspend the meeting in accordance with Standing Orders 3e,3f, and 3g
which permit a maximum of three members of the parish to address the council for a
maximum of three minutes each.

i) A Member may ask the Town Mayor or the Town Clerk any question concerning the
business of the Council, provided 2 clear working days’ notice of the question has been
given to the person to whom it is addressed.

COMMUNICATIONS
i) To receive the report of the Town Mayor.
ii) To receive the report of the Town Clerk.

INSURANCE
To receive and approve the draft policy 2026-27 ENC 1

CALENDAR OF MEETINGS 2026-27
To receive and approve the calendar for the next civic year Attach 2

ALLOTMENTS AND LAND COMMITTEE
i) To receive and approve the inspection documents Attach 3



i) To receive and approve the risk assessments Attach 4

10. POLICIES
i) To receive and approve the updated Grievance Policy Attach 5
ii) To receive and approve the updated Disciplinary Policy Attach 6

The following business is to be undertaken in accordance with the provisions of standing orders 3d,
with a resolution made to exclude the public due to the confidential nature of the business.

11. WAR MEMORIAL
To receive advice from the Town Council’s solicitor and consider a response.

ENC 2

12. SUMMER SECURITY CONTRACT
i) To receive the report of the Deputy Town Clerk ENC 3
ii) To receive the evaluation notes ENC 4

13. PIERREMONT DEPOT
i) To receive legal advice from the Town Council’s solicitor
ii) To receive the Town Clerk’s draft bid . ENC5
iii) To receive the surveyor’s report
iv) To receive the quote for a consultant to assist with finalising the bid. ENC 6
v) To agree a further Community Assets Committee prior to the deadline to finalise the
recommended draft.

Members of the public may re-enter the meeting

14. DATE OF NEXT MEETING —Monday 30 March 2026 at 7pm in Pierremont Hall.



BROADSTAIRS & ST. PETER'S
TOWN COUNCIL

Minutes of the meeting of the Council held on Monday 23 February 2026 at 7pm
in Pierremont Hall, Broadstairs.

Present: Clirs J Bright, K Bright, R Farooki, M Garner, P Jacobs, C Leys, P Moore, K
Pressland, S Roberts & G Rusiecki.

Town Clerk: Kirsty Holroyd

Before the meeting commenced, the Chairman, Clir M Garner welcomed everyone and
drew their attention to the openness and transparency legislation confirmed in several
notices around the room.

795. WELCOME AND INTRODUCTIONS

796. APOLOGIES FOR ABSENCE
Apologies with reason from Clirs Bayford, Kemp, Munns, Nichols and Orhan were
received and accepted.

797. DECLARATIONS OF INTEREST - Clir K Bright declared an interest in item 20:
Pierremont Depot.

798. MINUTES
RESOLVED: That the minutes of the Council meeting held on 24 January
2025 can be approved and duly signed as a true record by the Chairman.

799. QUESTIONS AND/OR OBSERVATIONS FROM THE ELECTORATE OF
BROADSTAIRS AND ST PETERS
none

800. PLANNING COMMITTEE
Members received the minutes of the meeting held on Monday 2 February 2026.
RESOLVED: That Clir Jacobs be appointed to the Neighbourhood Planning
Committee.

801. COMMUNITY ASSETS COMMITTEE
Members received the draft minutes of the extraordinary meeting held on Tuesday
10 February 2026.
RESOLVED: members noted that the resolutions under minute 292 would
be discussed in detail under item 20.



805.

806.

807.

808.

809.

810.

BUDGET 2026-27

The Town Clerk reported that although a precept demand of ££944,903.34 had
been approved at the last meeting Minute 782 iii), the figure had to be amended to
meet TDC's condition that the figure divide by 9 for simplicity of calculating council
tax.

RESOLVED: Members noted the final demand of £ 945,529.89, an
increase of £626.55 on the previously agreed figure.

Band D tax will therefore be £89.64: an additional £0.06 per annum.

PHASE III

Members received a list of small amendments to the Town Council’s Financial
Regulations which would need to be temporarily implemented to permit TMD to
undertake the tender exercise for the main contractor.

RESOLVED: That the process for TMD to undertake the tender process be
approved with the additional point of the Town Mayor sitting in on the
meeting when the electronic tenders are opened to oversee the process.

ii) Members considered which councillors are to be part of the interview process.
RESOLVED: that Clirs Munns, Garner and Rusiecki be part of the interview
panel with Clirs K Bright and P Moore substituting if necessary.

QUADRENNIAL REVIEW OF TOWN AND PARISH COUNCIL
ALLOWANCES — EKJIRP RECOMMENDATIONS 2026 - 2030.

i) Members received the NALC advice note concerning Parish Basic Allowances
RESOLVED: members agreed to note.

ii) Members received the review. The Town Clerk confirmed the 2025-26
allowances had been paid at the former rate and that the 2026-27 budget
accommodated the increase in allowance which the Panel had recommended.
Parish Basic Allowances would be considered by Council in autumn 2026.
RESOLVED: Members agreed to note.

BROADSTAIRS YOUTH FORUM

Members received the minutes of the last meeting. Clir J Bright reported that the
forum was still going well and a recent visit to Dane Court Grammar School had a
identified some new potential projects.

RESOLVED: Members agreed to note.

PRIDE OF PLACE IMPACT FUNDING

Clir Kristian Bright updated members on a TDC decision that part of the funding was
to be made available for capital improvements to Pierremont Park. The decision
also has the backing of the two local MPs. The amount has yet to be decided, but
TDC officers will be liaising with the Town Council and relevant local community and
voluntary groups for their input and ideas.

RESOLVED: Members were delighted to note.

SUMMER SECURITY CONTRACT
The Town Clerk informed members that the tender process was underway and
would close at midday on Monday 2 March 2026. The Town Clerk and Deputy Town



811.

812.

Clerk will then evaluate each tender against the published criteria. Members were
asked to consider whether they would like to be involved in the shortlisting and/or
interviewing process.

RESOLVED: That Cllrs Garner and Rusiecki will be involved in the process.

GRANTS

Members received and considered a request for funding from Broadstairs Food
Festival, and noted that the amount requested was to cover both the Easter and
Autumn events.

RESOLVED: that £10,000 is approved to help cover the costs of staging
the event, provided the Town Council is acknowledged as a headline
sponsor.

FIXED ASSETS POLICY
i) Members received and reviewed the document.
RESOLVED: That the document be approved.

The following item was discussed after a resolution to exclude the public under standing
order 3d due to the confidential nature of the business.

813.

814.

LEGAL ISSUES
Nothing to report this time.

PIERREMONT DEPOT

The Chairman explained that this part of the meeting was to pick up from minute
292 of the extraordinary Community Assets Committee meeting received earlier in
this meeting. A couple of key stakeholder meetings had also taken place since the
last Council meeting and therefore Councillors were being given the opportunity to
evaluate all that information and decide whether the Town Clerk should continue
devising a bid for the site to include Social Value as invited by Thanet District
Council.

i) Members discussed Social Value. The Town Clerk had shared various official
definitions within the current context, as well the Social Value Toolkit as devised
by the Social Value Portal and the Local Government Association. She also
shared the National TOMS (Themes, Outcomes and Measurements) Framework
which illustrates how social value is measured. TDC had been asked to supply
their own Social Value Policy to assist the process but as yet had not provided
one.

i) Members had been due to receive legal advice from the Town Council’s
solicitor, but none had been received in time.

iii) Members received the Town Clerk’s notes regarding the site, including key
considerations, and an extract of the minutes of a recent Town and Parish Forum
which may prove useful in ascertaining what TDC will be looking for and how
they will evaluate all the bids.



iv) Members received a draft risk analysis in terms of acquiring and not acquiring
the depot, and a draft options appraisal which identified other, as yet unexplored
options for fulfilling the Town Council’s needs for their open spaces team.

Members discussed the pros and cons of acquiring, clearing, improving and
staffing the site, especially in light of the new information about the imminent
improvements to Pierremont Park. Such improvements will require ongoing care
and maintenance which the District Council is not in a position to supply.

The Town Clerk suggested professional assistance in the form of a surveyor be
requested in order that councillors are able to make informed decisions.

RESOLVED:

i) That a surveyor be asked to visit and report on the condition of the
site and what remedial works might be necessary to make it
serviceable.

ii) That the Town Clerk continue developing a bid for consideration at
the next Community Assets Committee meeting on 16 March 2026.

Members of the public, had any been in attendance, would have been permitted to re-
enter the meeting.

815. DATE OF NEXT MEETING
Monday 30 March 2026 at 7pm in Pierremont Hall.

Meeting closed at 8.25 pm

Signed Date




BROADSTAIRS & ST PETER’S TOWN COUNCIL
CALENDAR OF MEETINGS MAY 2026 — MAY 2027

All meetings are open to the public and press.

Agendas available at www.broadstairs.gov.uk

May 2026 | Time

Mon 4 NO MEETING BANK HOLIDAY 7pm

Mon 25
June 2026

July 2026

Mon 13 | Events, Leisure & Tourism

Mon 20 'F&GP - 7pm
Mon 27 7pm
Aug 2026 3 s o

Mon 3 7pm
Mon 10 7pm
Mon 17 Community Assets ™ ] SR ' 7pm
Mon 24

Mon 31 NO MEETING Bank Holiday

Sept 2026

Oct 2026

F&GP budget




Nov 2026

Mon 2

Mon 9

“Community Assets

Mon 16

Time
7pm

7pm

| 7pm

Mon 23

Mon 30

Dec 2026

Mon 7

Mon 14

F&GP BUDGET

Mon 21 ?7?

Mon 28

NO MEETING Christmas break

| 7pm

JAN 2027

Mon 11

Mon 18

' Community Assets

Mon 25

FEB 2027

Mon 1

Mon 8

Town Forum

7pm

| 7pm
‘ 7pm

: 7pm

7pm

Mon 15

Events, Leisure and Tourism

Mon 22

MAR 2027

Mon 1

Mon 8

Mon 15

Mon 22

Mon 29

NO MEETING Easter Monday

April 2027

Mon 5

Mon 12

F&GP

7pm
7pm

Mon 19

Community Assets

Mon 26

May 2027

pm
7pm

Mon 3

| NO MEETING Bank Holiday

Tues 4

Mon 10

Mon 17

Annual Town Meeting

Mon 24

Mon 31

NO MEETING Bank holiday

All meetings are open to the public and press.

Agendas available at www.broadstairs.gov.uk




BUON palnuapl piezey mau —spiezey /sanssi Jaylo Auy
BUON 3|NPayos uo / pajajdwod 3Jom SdUBUSJUIBLL UMOUY —SpIEZEY / SBNss! 1ayjo Auy
psyjuspl plezey msu —syled

SUON saluepunoq / Bupus4
3|NPay2s Uo / pa}s|dLuod YoM SoUBUSIUIELL UMOUY —SUled

SUON salepunoq / Bupua
SuoN palijuapl piezey mau —suoijpuod punoio
BUON 3|Npayos uo / pe)a|dwiod YI0M S2UBUSIUIEW UMOUY —SUOIJPUOD PUNoID
SUON paljuspl plezey mau —sjsad
BUON 3|NPayos Uo / pa}a|dLuod YI0M SoUBUSIUIEW UMOLY —S)Sad
SUON paunuapl plezey mau —sapau ‘69 sjue|d Jayjo pue sselo
a|npayos

auop uo / pajejdwon }JoM SoUBUSIUIBL UMOUY —Sajj1au "B a sjue|d J8yjo pue sseio)
BUON paunuapl piezey mau —sjueld abie| 1ayjo pue saysng
BUON | @®|NpPayds uo / paje|duwod }Jom adueusjuiew umouy — sjueld able| Jayjo pue saysng
SuoN paljusp! plezey mau — saal |
BUON 3NPayos uo / paje|duwiod YoM S9UBUSIUIBLL UMOUY — S83l |

UolIPUOD PooS)

UOoNIPUOD YI8YD — PIEOGaJNON

%00| 8y 0} paljdde aq 0} 0¥ UONIPUOD POOS

UOIIIPUOD 20| pue AJINdas o8y — S8je0)

paiinbay s)}Iopf/UCIPUOD

Baly

Aasjag ainr :sio0joedsuj
9202’2 ¥ ‘pajoadsu] ajeq
9202 19JUIN polad uonaadsul

€ ey

S]UaLW]Oo||y suapies) ysenN
suonoadsuj pueT [I2UN0YH UMO] S,19)3d 1S @ Sileyspeoig




SUON palijuapl piezey mau —spiezey /sanssi Jayjo Auy
auoN a|Npayos uo / pa)a|dio YI0M SoUBUSIUIEW UMOUY —SpIezey / sanss| 1ayjo Auy
psiyiuspl plezey mau —sujed

SUON sauepunoq / Bupuay
3|NPayos Uo / pa)a|dwod }JoM S2UBUSIUIBLU UMOUY —SUlBd

BuUON salepunoq / Buousa4
BuUOoN paynuepl plezey mau —sUol}Ipuo9 punols
BUON a|Npayos uo / pa1ajdwod JJOM SoUBUSUIELL UMOUY —SUOIJIPUOD pUNo.g)
SUON paljuapl piezey mau —sisod
BuoN 9|NpPayos Uo / paja|dwlod YoM aoUBUSIUIEW UMOUY —S}Sad
auUON paliluapl piezey mau —sajpau “B°a sjueld Jayjo pue ssels)
a|npayos

SUON uo / pale|dwos ¥Jom adueusjulelwl umouy —safiau “b'e sjueld Jayjo pue sselo)
auopN palnuapl prezey mau —sjue|d abie| Jayjo pue saysng
BUON | ®Npayos uo / paja|dwod }iom Soueusjulew umouy — sjueld abie| Jsyjo pue saysng
QuopN paliuapl piezey mau — saal |
QUON a|npayos uo / pa}ajdwlod }JoM SIUBUSIUIBLL UMOUY — SBal |

uolIpUOY PoOD)

UOIJIPUOD YO3UD — PJEOgadIIoN

00| 0} paljdde QA UOHIPUOD POOD

UOIJIPUOD }20| pue AJINoas }0ayo — Sajes)

palinbay sylopp/uonipuo)

ealy

uopeg 19y ‘Aesjeg ainr :siojoadsu|
9202'2'GZ :pajyoadsu| ajeq
9zZ0Z JSIUIN :pouad uonosadsu)

€ eV

S]UBW}O||Y PEOY UBULION
suoinoadsuj pueT [I2UN0D UMO] S,13)ad 1S B silelspeolg




'S 119300\ 1e Bbuibpay
peap 10} pasn pue a)is WOl PaAOWSI 84 ||IM UMOP JnD Uaaq aAey
1ey] seyoueiq pue ul pa|ji yousl) abie| ay| "sugsp (e jo pales|o
usaq sey eale ay) ‘ays oy} Buines| siadasjs ybnou ayj Buimolo-

paluspl pJEzZey Mau —spiezey/senss! Jayjo Auy

‘uayeLapun/pale|dwoD ag 0} }JOM SDUBUSJUIBLI UMOUY ON

a|npayos Uo/pala|dlog YIom SoUBUSIUIELL UMOUY —splezel/sanss! Jayjo Auy

‘usalbixog Aq
usyEUapUN SoUBUSIUIR "SIUBLLIO|E WOl umoiBiano jou uonelebap

paynuapl plezey mau —syjed/sauepunog/Buious 4

‘uayepspun/paia|dwiod aq 0} }10M S2UEBUSJUIEW UMOUY ON

a|npay2s uo/ paje|duiod }JoMm adUBUSIUIEW UMOU —syjed/seuepunog/Buious 4

‘Payijuspl SUON

paljljuspl plezey mau —Suoilpuod punolo)

‘uayenapun/pa}e|duwod aq 0} YI0M SOUBUSIUIEW UMOUY ON

3|Npayos uo/pa}a|diod YoM SIUBUSIUIBLL UMOUY —SUOIIPUCD PUnoi9

‘paijijuspl sUON

paliluspl piezey mau —sisad

‘ugyeLepun/pale|dliod ag 0} ¥I0Mm SOUBUSJUIEW UMOUY ON

s|npayos uo; pa}a|diod YoM SoUBUSIUIBLL UMOUY —S1Sad

‘palyijuapl sUON

paljjuapl piezey mau —sajieu ‘B e sjue|d Jayjo pue ssei9

‘usaibxog Aq uaxeuapun asueusjulElN

s|nNpayss uo/pala|dwon YoM souBUSIUIEW UMOUY —sa|ljau "B e sjue|d Jaylo pue sseln

payijuspl aUON

paijiuspl plezey mau —sjue|d abie| 1syjo pue saysng

‘usalbxog Aq usseuspun asueusjuIB|p

a|npayos uo/pale|duiod ylom aoueusiuiew umouy — sjue|d abie| Jayjo pue saysng

spJezey mau ON

palnuapl pJezey mau — saal|

alinbaJ sauopN

a|Npayos uo/ pale|duIoD H}IoM 8oUBLSUIBLY UMOUY — S331|

“UoI}IPUOD PooS) “ApInig

80UEBIUS PEOY 819/ JB pleog uoljewloju| }sunoy

paJinbay syI0pp/UOIPUOD

ealy

Kesjag ainp :si0joadsuy|
9Z0Z Yole ¢ :pejoadsu| ajeg
9zZ0Z J21UINN (pouad uopoadsu|

suooadsu)

pueT Ajuswy s Jawing

€ yoENYy




‘Jodal 0] sUopN

{410

‘|einjeu aiow
00| 0} USAOM 8q A|MO|S 0} SS0UR4 JOEJUI pUB MBN

‘yimolB abeinoous 0} poom Ul Seale paous) a|diniy

‘uone}aban jo ymwoub |einjeu yum Jes|n

algnd Joy a|qIssao0e aq 0} ||Iis a.ie ey} poom ybnoiyl sAemyied ||y

Apinispoeju| ‘s}sod uspoom g JaLIEg USPOOM — P|al} AQ SPOOM JO 18UI0D yoeg

SS900E
Apinispoel| Juanaid o] syo0|q uspoom — pjaly yoeq Buoje Aem jjey aoueljug
Apinisnoeu| Joleq [elaw — AepA UMOPYLON WOlj 82uesjug

Jaumo uapieb Aq
POUMO 90UB "LWIOMPOOM/IJILEIB YlIM UofIpuod Jie

1yb11 0} 2oUd} USPOOAA

"1an0 paysnd Bulaq juanaid o} s}sod 0] paiayiel
Ajwuiy useaq mou aAey asay| uonipuod poob Aisap

"9ouBJUS Jeal/eoueRiiua Je sulg

Apinispoelu| 1yBu1 0) @ou8y Jejewiiad [elR N
Apinig ‘§$9298 IB0 Jusnald 0] — 82UBIJUS JB SPIB||0g }aJoU0) X g
Apinmig S0UEIUS JB PIE0Ca21I0N

‘ymmolibiano oN iesg|)

aouenug Auabing poopA S 1820\

SHION/UORIPUOD

ealy

uoueg |iebiqy ‘Aasjag ainr :siojoadsuj

9z02°'2'£Z — pajoadsu| ajeq
920z 19JUIN — poliad uoijoadsuj

€ yoeny

uopnoadsuj ' USIA 3HS POOM SHISHI0N




"‘AlauiyoeLu

g)elado 0] ualp|iyo oN “pasinladns
ale ualp|iyo 1By} ainsus o}

Jueus) ay} jo Ayjiqisuodsal ay} st |

‘2led anp ayej} 0} Jojeiado
8y} Jo Aypgisuodsal ay} st}

"‘9SEaT JUSLWIO||Y 8y} Ui palels
sy “(1aumo syl Jo aAivadsalll)
Areuiyoew Bunelado usym
wswdinbs Ajajes papuswiwodal
ay} Jeam sjueusy jeyy

Juswialnbal e s1}] “lojelado/isumo
aU} ypm a1 Assuiyoew

By} Jo 8sn ay} 1o} suoionsu|

o€

al

e

uaIpjiuD

SIOJISIA
/SuBus] 18u10

Jjueus |
10|d uswio|y

‘Alsulyoew woly ysu

0] sanjeswWway} Buisodxe
A|gelolpaidun joe

ueo uaipjiyo -uaJpiiyd oL

"g0e} 0} saunful

asned ued sjoalgo BulAy
Jayjo pue sauojs jo/d
jueoelpe ue uo pasn Buiag
ale saulyoew Buimow pue
S JOWIWLS UBYAA :SIOUSIA
pue sjueus} 1ayjo o]

‘1suiebe

pep.ienb aq 0] paau 9oe)
pue 123} ‘spuey 0} saunlu)
‘Apoasioon Bunelado

s| Alauiysew ay} pue
ujom si uawdinba Ajajes
ajeudolidde ay} ssajun
)SU O [2A3] Wwnipaw

e salleo Asuysew
BuneladQ esn ol
:Asuiyosep

‘s1opjoy 8y} AQ paulejuiew pue pajeAlno yday ale
“inJy Jo Buimolb 1o} pasn ale Siojd ‘[IouNoD UMO] S J9jed 1S pue siejspeolg wolj sjojd juswiolje aly sjueus | jo|d usw

pue siemol} pue sajqelaban
101y seyAuAioe Jo sulfinQ

b 4oBNy

JUSWIO||Y Susp.Ien) YSEN 3 PeOy UBWION :uOl1jed0T|

JUBWISSISSY %Sy [elouUan

HEIS D1dSd/siueus] 10|d jusuiolly

(sjoajuoo
Bunsixa SjoJJu0D
Yyam) ou yym
ybry ooy s st | Buped ysu Bunel
)SU [enpisal alaym pasinbai suonoy |enpisay (Aue y1) sjonuog Bunsixgy ysiy WoypA Bunospy S}094F pue splezeH
Jz0z fienige :ajeg MalAdy  9Z0z Alenige Gz :Juawssasse Jo ajeq Aesjag alnr  :10SS3sSe JO sweN

passosse sasiwald 10 AJAnOE [ yse]




[

JUEIBIA 8q pUB 2182 JUBISU0D 9y

‘a|qennuspl Aues|d
pue Aj@inoas palols aq pjnoys
Aay) ‘aus uo pjay ale sjesiwayo J|

‘ulom Buiyiop aaioajold 1081100 0o

pue suoonisul siainjoeinuewl salfilo|e ‘uonejudl ‘suing

ay] Yum soUBplodde Ul pesn aq sueua | :saouelsqns

pinoys 918 siakeld ‘sjeaiwayo ||y og 10|d uawio|y snopJezey/snolabueq
swajqold Aue podal 0} sjueus |

‘lounoD umo | plezey

Ag jeaowsal ysiqgnJ sjgeokoal uou duydis e awoodsq pino)d

AeaA aouo e o sjuswabuey ‘Jenajew

lounoD Umo| sda1ed 1S % sjueua | 2|qeisodwod uou pue

slieyspeolg Ag uoipoadsul Jeinbay zZL 104 WawWio|y | ysiqqnd Jo uoljejninoaay
louno) UMo | SJ918d 1S R
slieyspeolg Aq suonoadsul Jejnbay

‘'saoelNns uaaaun ‘syjed

IR uo sjoo} — splezey du|

JUSLU1O||B U] Ul pale)s Sy ‘sjueus) ualpiyo 1om uaym Asadd)|s aq

10|d Juawjo|e Ag splezey jo ‘siolsIA ‘sjueua| | ueo syjed — spiezey dijg

legjo pue pawwi) }day 8q 0} syied Cl 10|d Juswio|y Syjed
‘20e|d 2In23s B Ul paulejuod pue
paxJiew A1unoas |00} Jiay} aaey
01 pue a)is uo a|gen|ea bulyifue

daay 01 10U pasIApe SjuEeuUd | sjueua | Yoy | /wsiepues

'@sn Ui jou uaym aieb yoolped ZL 10|d Wwauwno|y :9)s jo Aunossg

usipiiyo

pue sIoJISIA ‘sjueus)

‘swiajqold Aue podal 0} sjueus | uaipiiyo 0} saln(ul @sned ueo

|12UN0D UMO ] s Jaled 1S 9 'SIONSIA ‘JuBUS | sayouelq Buibueysanp

sieispeolig Aq uonoadsul Jeinbay Zl 10|d Wawyo||y | :sayoueig BuibueylaaQ
EEEEFVENNGIE

aU] Ul pajels sy "asn o1 siaylo 10y ‘Apoali00

a|ge|ieAe U3 1o syjed uowwod uo pasn jou si Juswdinba Ji

y8| @9 jou pjnoys juawdinbe pue 199} pue spuey 0} saln(u|

|00} USpJe) "AlEsSa08U SB UIoM jueua | Juswdinbg

leamjoo) pue sano|f sjeudolddy A 10|d Wawio|y ® S|00] uapies

¥ goenyv




o

‘2)eb Buiuado

pieay ag ued a)s ay) buusus
auoAue 1By} 0S WaY} puiyaq paso|o
s| 2)eb juawo||e ansua 0} Jueus |

‘Sjnogeasaym
112y} JO aieme sAem|e S| dU0SLWIO0S

eus |

‘UMO 118y}
uo ays ayj uo Bupjiom
J1 ynesseyssau|jiyAiniul

Jayns p|noo jueus |

Jeyl aInsua pjnoys sjueus | gl 10|d WBWI0|1Y :Bunjiopp auon
BT
paoe|d 2q uos|od/jualia}ap Jo Wioj
Aue pinoys payoals aq o} subig ‘9seasIp
‘sjuswabuele snolas e sl |l ‘alel
ajeudoidde ayew [jim oym ‘|iouno) sI siy} ybnouyly ‘asessip
umo| sJalad 1S g sliejspeolg sjueus | s [IopA AlueD ueo sjey
01 sBunybis Aue podal 0} sjueus | ¥Z 10|d Juswio|y isyey
"'swa|gosd Aue podal 0y sjueua |
19]2l ale sjod ‘plezey duydis uayj pue
fAdwa ainsua 0} |1I0UNOD UMO | umolBiano awoosaqg pinoyd
IoUN0D UMO | $.18184 18 % sjuBUD | :sjold
slieispeolg Aq uooadsul lejnbay 8 10|d Jusuno||y Apnun/paidnoaooun
"9Sea| JUSWI1O||E U} Ul palels sy
‘pasialadns
ag sAem|e 1snwi usIpiyD
‘(susplen) ‘pepuspeun Ji Buipealids
YseN 1e saijuog op) ‘salyuoq alyuoq e ul Jabuep
Bullanod sajnJ ayj 0} WIoJU0D 0} SV=VER] juaJiayui ue s| alay |
jueus} ay} jo Ajjigisuodsal ay} si }| 9€ 10|d usuwiojy :salyjuog
'sybnoJy Jojem sjueus | e|jauoiba]
LUIOJ) YUNJP JOU S| 19jem ainsu3g o} 10|d WBawWio|y :ybnod] 19jepp
‘swig)qoid Aue podal 0} sjueua |
IDUNoD UMO | S48184 18 % sjueua | Sl ON
slieispeolg Aq uoioadsul Jeinbay Z 10|d uawjo|y :deaH ainuep

"9SE9| JUSW}O0||2 2y} Ul Palels Se ||V

‘SIa||IY pasam
Jo [on1ad &y sBuiyy Buisn uaym

b yoeny




:a1eQ

:lossassy jo ainjeubls

"21Is au) buuejus suokue
leay ueo Aayj ey 0S 3)S U0 Uaym
a1eb juswyo|e 8500 0} 43210

‘way} yum auoydals sjigowt
e Aueo sAemje pjnoys 110

‘sjnogealaym
11241 Jo aleme ale sanbes||0o
ey} ainsua pjnoys JaoIo

"9SE9|

JusWjojje ayj ul paiels sy (suoyd
3IgowW) Way} Y1im Uolesiunwwo
JO sueaw e A1eo pjnoys jueus |

gl

12010 [IDUN0D) UMO |

b Qoeny




‘KiessaoaU Jl 8)is 1ea|D pUE 8jes ainsua
pue eale Joadsul ‘pasollual 8auQ
‘saljlioyine pue swea) sjeudoidde
z ay} wuoju| ‘suonoadsul JenBay ¥ | swapisal Agieauyolgngd siadas|g ybnoy
olgnd
3y} Jo siaquiaw wolj spoday "siaoiyo
9 Ag 1o pauues suoljoadsul Jenbay T 2119nd sayouaq o) abeweq
g | aus uo subig "ays uo uig asnyal able ¥Z 2l|gnd Buino4 Bog
‘'spodal 21jgnd "sie@21uO Aq suoioadsul
¥ teinbey 8ys uo uig asnyal abieT 9l algnd sajpasn/IanI/ysiqqny
olgnd
wolj spodsy ‘1suoqly Juspuadapul
Aq siseq Aeadh e uo Jno paules Asains soal}
¥ | 831 ‘si90140 Aq suoioadsul Jejnbay gl | suspisal Agieau/algngd wiouaj sayoueaq Buijjeq
"S192140 Ag suoipadsul ‘seale |eanjeu
JeinBay "yoBq INo S| BaJe saInsus wiolj sjuejlui/sajquielq
¥ 10BI3UOD BJUBUSIUIBW SPUNOID) 9l a1gngd yimouabiang
*sjn9 Jo sdui} ajqissod
siseq Je|nbal Buisnes syusunojje
Z | e uo1oadsul pue ybnoly; yjem siaoiyo Zl 211gnd woJ} ymoabianp
siseq Je|nbai
Z | B uo joadsul pue ybnoiyl yjem si2o140 9l agng | Aemyjed uo spiezey du]
(sjonuoo
Bunsixe S|0J]u02
Um) ou ypm
ybiy ooy s Bune ysu Bunes
S| )SH [enpiSal a1aym pasinbail suonoy [enpisay (Aue y) sjonuon Buysixg ySIy woypn Bunosyy s}o943 pue spiezeH
/20z MenigaH :a1ep malansy 9z0zZ fueniged g1 JUBWISSaSSY JO 3jeq Resjag alinr :10SS3SSY JO aSWeN

¥ uoenvy

JUBLISSASSY Y SIY [Blauan

pueT Ajuslly siawjng

:uo13e20




9

1sis1ad sjoaye

Il 1 UCIUSLE [EDIPBW X¥B3F
"HojwoosIp Jo ured

Aue Buuayns JI Aj@1eIpaww doig
‘anbiuyoa}

Buiy] poob e asn shempy
‘'speo| Ja|jews ojui dn yealg
"g|doad Jo Jaquinu ajelidoidde
UBe Yjim swiay ajpueH

‘18jem Jo siaulejuod abig)
Buiiodsuely 10} molieqiaaym

e osn “Ajuessaoauun Ainlur jo ysiy

8 sjoalqo uij/anow jou oQ 9l sieaun|op/yels | :sjoalqo Aneay Buiyl
payo}elos

1o uapiq Buieq Jaye s|qissod pesg|

SEe U0O0S Se uoljualle |esipawl 1o sBop jo ysiy 1elgey

yoag sbop aso0) jo aiemag Buigqunisip jo ysiy

¥ Buiyjojo sjendosdde sespp 8 siaslunjoA/Lels sjewiuy

‘spoyjow uonRebiiw pue spiezey 1o sysu jeuonippe 1o Aieiodwal Aue

Yb1ubiy 03 Huels JusaAs 03 Jorid AjPjeipawiul J3siueblo 192junjop Aq u)eHapun aq 03 JUBWSSISSE YSILI DIWRUAD JoyHNy ¥

‘|lle 0} uado Ajluswe [e20| Aj2A0| B SE POOAA 8y} daay 0} Japlo ul Buibpay pue

saal) pajue|d Aimau Buusiem pue siapas) plig Bulyy ‘saxoq paiq Buiuiejurew pue Buiues|o ‘buibpay pesp ‘Bunueld o) punoib Buueso ‘Buliaiem
‘diyo poom umop Bumnd ‘syjed Buueso ‘suiq ysiqqnt Bulfidwa ‘Bupord Ja3y Ajsweu Jiouno) ayy Aq panoidde-aid se syse} UoIJBAIDSUOD
a|dwuis jno Aued o} 1epio Ul Aepinies yoes saiued Bupjiom pasiuebio ui uiof (POOAA S 118320 JO SpUBLIH) SI93IUN|OA HSE}/ANAIDE JO aulINQ

(sjonuod
Bunsixse sjoJjuo92
YIA) ou yim
ybiy oo} [j3s siysu | Bunes ysu Bunes
jenpisal aiaym padinbai suoioy | |[enpisay (Aue J1) sjonuog Bunsixgy ySiM woypa Bbunosyy S}98)}3 pue spiezeH
/20z Aeniga :@)eq MaIAay 9Z0Z Alenige4 Z :JUSWSSasse Jo ajeq Aesjag alnp  :10SSasSe JO awWweN

POOAA S 1800\ :uoIe20T

F yoenv

JUSWISSOSSY YSIY |elauan)

salled Bupjiom 1931UNjoA R UElS passasse sasiwald 1o AJIA1oe | yse]




SHIOM I=ljE ‘2@]Is WOl paaowal

pulyaqg ya| Jo seale punolb ay Jo Ajjoa1102 pasn
uo 13| a4 Jou pjnoys juswdinbs olgnd | jou s juawdinba J 198y
pue sj0o| ‘AlesSa22au Se UIom 1O slagwiaw pue pue spuey o} saunfuj
9 | Jeamjoo} pue sano|b ajeudoiddy vz slasjunjop/uels | juawdinb3 pue sjoo]

Buiyloo siIa- 1y Jespp

‘N0 YosYH/ul ¥o8yD

‘auole Bupjiom

ale noA 1ey) enbesjjoo/iequuaw
Aiwey e Jayye Ajijou sAem)y
‘Ainlul / ynesse

Aue Buimoj|o} uonjualle |ealpajn
"9|lgoLu aAey 0} Jasiuebip
"S1939JUN|oA

Aq peniwiad jou si Bupjiom suoT
‘dnoub ay} ui siayjo

10 1ybis Jo 1no }lom jou og

PIIuod
208} UBY] Jayiel MeIPYIAA 1uapioul Jo
"g|doad ynouyip 2SED Ul UONE|0SI JO YSiy
9 pue anissaibbe jo aieme ag ve slaa]un|oA/UeIS :Bunjiopp suo

SuleJ]s 10 sasinig ‘'Sjno SNoLas
Aue Jo} uousye [eoIpaW %8s

‘punolb
JNOIYIP JBAO 3)N0J }S3)ES 9S00yd
pue seaie UMmoIBISN0 PIOAY sjool pue sdwnis
"leamjoo} ajelidoidde . uo Buidduyssjoy jeinjeu
Buoujs Jeapp ‘Junoosoe ul Buyquinys jo ysiy
¥ OJUI SUOI}IPUOD JBYlEdM BYe | 8 S1@aun|oA/LBIS :SUOI}PUOD PUNOIL)
(sjonuo9
Bunsixa s|oJjuo2 (s1030B53UOD
YHAR) ou yjm / 21qnd
ybiy 00} [|s si)ysu | Bunes ysu Bunes | S10JISIA | Jje)s)
jenpisal aiaym paldinbai suonjay | |enpissy (Aue y1) sjonyuon Bunsixg ySiy woypn bunoayy S}o94g pue spliezeH

b yoEny



"s10]0BIJU0D |euolssajold
paulel Ag pejelado aq 01

Aluo (smes uieyo ai) Aisuiysep
Ainfur Jo Jusae

2y} Ul UoJUSYE |BOIpaW Y99S
uonoajoud

aha Jeam jsnwi s18ajun|oA
‘ssed

a|doad se dojs 0} Jojeiado ay)
Haje pue aignd ayj Jo siagquiaw
Buissed 1o} yojem ||im uewsyueq
v ‘uonosjold aks jeam

0] AJUIDIA BY] Ul SI93JUN|OA pue

poom
ay1 buisn ongnd

siqap Buijey Jo
BuiA)) wouy Anlur jo ysiy

lojelado auj sligsp pue sauols ayj Jo siaquiaw 9 :poom Buiddoys
¥ BuiA)} wouy sahs josjoid 0 e ‘si@ajunjop/LeIS ‘sayouelq Bumny
Bulles jo sy
Buiddo; jo ysu Buionpas pue 1saxoq
wawaoe|d wuy Bunsua wopoq aljgnd au} paiq Buluiejuiew
ay} 1e uosiad auQ "Ajuo punoib 10 s1aguwiaw pue Jo Buiueas|o
8 |SA®| U0 pasnh aq 0} JappeT A% siesjunjopn/pels | ba :syybiay je Bunjiopp
ajeudosdde aieym uonuape
|EDIPSWL X928 "I8UIBlU0D
Sdieys, e ul paoe|d pue uosiad
pajeubisep e Ag dn-payoid
2q 0} sabuuhs 1o sa|pasu Auy
‘(sabuunhs ‘B°9) sisem |eoipawl
109|109 jou o(] ‘paiddns ji joo} dn SWwia)l papieasip ajesun
-yoid asn "sano|b team shemy wol Ainlul jo ysiy
8 “Ja| |esauab Ajuo dn 3oig 9l slaajunjop/yelrs 11ap1] ‘esnjay
(sjonuod
Bunsixa s|0Jju0d (s10j0BjUOD
yHm) ou ypm / 21gnd
ybiy oo} j|3s s ysu | Bunes ysi bunes | SI0}ISIA | Je)s)
|enpisai aiaym paisinbais suonoy | |enpisay (Aue j1) sjonuon Bunsixg ySiy woypa bunoayy s}o9))g pue spiezeH

b YoV




‘Jayem pue Buiyjo|o jeuonippe
Auled g suoiIpuo? 1o} ssalQ
‘SUOIJIPUOD SWBJIXa Ul Bunjiom
ploAY “suonipuod ajeudoiddeul
Ul }IoM 9Sea) "Saulallxa PIOAR
0} sawwelboud yiom }snipy
sanbiuyos}

Buip| 1081100 as "spuey
198304d 0] UIOM BQ 0} SBA0|D)

‘uoneyabana ul usppiy
ysiggna Jo Sau0ls Woly
Anfur jo ysiy -Buipuaq

ur Aanfur jo ysiy
:sbuipyno abpay

8 yoeq Jo spuey o} Ainful pioay 9l sioajunjop/yels | pue ssedb dn Bupjold
‘uonelaban yym 1oejU00 Jaye
swojdwAs snoioidsns Jo jensnun
10} uopuale [BoIpall }8as
suoljelado yons jo
uonedwod uo Ajybnoloy} ysepn 0)0 sanea| ‘des 0}
"suoljoeal asianpe a|qissod uonoeal 21619|[e JO ¥siy
pue sjue|d snosabuep jo siemag 'sjued
o} spuey ysem pue sano|b Jeapp vz slaaun|op/Uels snoJabuep ‘sjuelld|
'S]00J qnIys
pue 2a1] pasodxa pue sayouelq
Buibuey moj jo sieme ag SayouBIg MO| UO peay
‘'spJezey 10} }n0 Yoo| Buiiy ‘sdu jo ysiy
g | e doay pue s)su ay} 0} Usje ag Zl S193jun|oA/YelIS 'sqnays ‘seal]
(sjonuod
Bunsixa sjonuod (si039B13U0D
YHM) ou ypm / 2119nd
ybiy 0oy |j3s siysi | bunes ysu Bupes |/ sIOJSIA | Je)s)
[enpisad a1aym palinbal suopoy | [enpisay (Aue j1) sjonuon bBunsixg ySiy WoypA Bunoayy s}oayg pue spiezeH

b qoeny




01

9¢0c'¢c’¢ ekeq :108s9ssYy Jo ainjeubis
rwwv% g ™

ba 1 sjooy Bupeigin
bulpuey pue buisn

Ca

uswdinba pue sjoo}
Bunyelqin Jo asn 1o} JUSLISSOSSE sjoo} Buneiqia
9 ysu sjejedas a9s asea|d o¢ S199]UN|OA/UEIS Buipuey pue Buisn

"1eak ay} Jo yjuow yoes no
paled aq 0} SyI0Mm 1o} paonpold
2q 0} ue|d juswabeuew

Alyuow v “lagquwsidag

Kiana pamalnal pue palapisuod
SHSE} JusWwabeuely @aILIWOD
pueT g juswio|ly ay}

LUOJ} Sasiie Jey) aoueusjuiew
pauue|d/Aressaoau si

yarym yiom Aue puejsiapun Asy}
ainsua 0} dnoib 1eaunjoA ayL ‘pljeAUl
"JUBWISSOSSY YSIy pue adueping aoueInsul [1IoUN0D
Aiales % yjeaH ayj 0} aiaype Buuspual o ysiy

0} @aibe pue jays souepuaye Jwial [I2uno)
Zl ubis o} ubis si1eajun|on ||V 9¢ SI99JUN|OA/HEIS Jo apisjno Bupjiopn

(sjonuo9
Bunsixe S|oJ3u092 (s1oy0BL3UOD
UM) ou ypim / 21qnd
ybiy oo} [|s sIysu | Bunes ysu Bunel | SI0JISIA | Jje)s)

[enpisal aiaym palinbail suopoy | |enpisay (Aue J1) sjonuon Bupsix3gy sy woypp Bunosyy S}094}3 pue spiezeH

F yoeny



9yj 29s asead -

*|9A9] Buriods ayg Aq paijdwi si Bulueaw jesall] oN "Ajuo S|2A3] )SH 243 Jo suosiiediiod MO|je 03 S| Pasn 3[eds jedLIdwnu 3y L

ALTY3A3S

STION e
I z b 9 8 01 E
Axiun *A
r4
[4 v 8 4! 91 0 Aiun
v =
b 8 9T v [43 )2 siqissod | &
9 5
8 91 43 3t P9 08 8
; ; A1 Atap
i}
ot 0¢ (072 09 08 00 uieyna)
2 T 4 9 8 o1
Ainfug Anfug Anfug yieaq | yiea2qd
3uUoN Joulpy Aep g, Jofepy 3|buls | adnnW

xijeW buney sy

"SayElapun |IDUN0D aU3 18] SORIAIDE aU] [|e J0j 9|qe3ins Si XIew Siy |

*SIJJ U0 UONBWIOJUI JayLIng o) @30u souepinb Buiodss Juspioul/JUspIooYy

suonenbsy ssousaInN0Q snossbueq pue sesessiq saUnlul jo bumuodsy syl ul pauysp se 2q [jeys ,Anflur solepy,




b qoEnNYy

"UOISBD20 SIU3
uo uaddey [im 31 35966Ns 03 suoseal ou aJe auay] pue a10jeq pauaddey Jaasu seH

T | Aiiun AseA

“UOISEDI0 SIY}

uo uaddey |im 3 3ey3 1s966ns 03 uosea. ou Jng 210J2q JNIJ0 0 UMOUY U] seH | ¢ AIiun
*U0ISEI20 SIy] uo uaddey Aew J1 pue Ind20 0} UMOUY usad seH | 4 2|qIssod

"U0ISED20 SIy3 uo uaddey o3 AE¥|| S pue a10jeq INJ20 0} UMOUY U3q SeH | 9 a|qeqo.d
"UOISE00 SIUy uo uaddey o3 ARy AlaA S| pue a10jeq pauaddey seH | 8 A AJap

"L0ISe20 Sy} uo uaddey 03 pajoadxe si pue a10jeq pauaddey seH | 0T NEIER)

poOYI[SY J0j suohiusq

3|geydanoe si ySsU JO (AT MO T1-1
“ISU JO [9A] @2Nnpal -
0} X295 '9|qeia|0] g ABW YSII JO [9AT wnipaW O - 91
Sjge3daooeun si si JO [9AST ybiH 00T - 8%

Buipeys 03 A3y




Grievance Policy

BROADSTAIRS & ST. PETER'S TOWN COUNCIL
Adopted: 13" December 2021
o Reviewed: March 2026
e Approved: TBC
Next Review Due: TBC

g

Introduction

-

This policy is based on and complies with the 2015 ACAS Code of Practice
(http://www.acas.org.uk/index.aspx?articleid=2174.

It also takes account of the ACAS guide on discipline and grievances at work.
https://www.acas.org.uk/media/1043/Discipline-and-grievances-at-work-The-Acas-
guide/pdf/DG_Guide Feb 2019.pdf ).

It also takes into account relevant law affecting Councils.

It aims to encourage and maintain good relationships between the Council and its
employees by treating grievances seriously and resolving them as quickly as possible.
It sets out the arrangements for employees to raise their concerns, problems or
complaints about their employment with the Council. The policy will be applied fairly,
consistently and in accordance with the Equality Act 2010.

Many problems can be raised and settled during the course of everyday working
relationships. Employees should aim to settle most grievances informally with their line
manager.

This policy confirms:

e employees have the right to be accompanied or represented at a grievance
meeting or appeal by a companion who can be a workplace colleague, a trade
union representative or a trade union official. This.includes any meeting held with
them to hear about, gather facts about, discuss, consider or resolve their
grievance. The companion will be permitted to address the grievance/appeal
meetings, to present the employee's case for their grievance/appeal and to confer
with the employee. The companion cannot answer questions put to the employee,
address the meeting against the employee’s wishes or prevent the employee from
explaining their case.

e the Council will give employees reasonable notice of the date of the
grievance/appeal meetings. Employees and their companions must make all
reasonable efforts to attend. If the companion is not available for the proposed
date of the meeting, the employee can request a postponement and can propose
an alternative date that is within five working days of the original meeting date
unless it is unreasonable not to propose a later date

e any changes to specified time limits must be agreed by the employee and the
Council

e an employee has the right to appeal against the decision about their grievance.
The appeal decision is final




e information about an employee’s grievance will be restricted to those involved in
the grievance process. A record of the reason for the grievance, its outcome and
action taken is confidential to the employee. The employee’s grievance records
will be held by the Council in accordance with the General Data Protection
Regulation (GDPR)

e audio or video recordings of the proceedings at any stage of the grievance
procedure are prohibited, unless agreed by all affected parties as a reasonable
adjustment that takes account of an employee’s medical condition

e if an employee who is already subject to a disciplinary process raises a grievance,
the grievance will normally be heard after completion of the disciplinary procedure

e if a grievance is not upheld, no disciplinary action will be taken against an
employee if they raised the grievance in good faith

e the Council may consider mediation at any stage of the grievance procedure
where appropriate, (for example where there have been communication
breakdowns or allegations of bullying or harassment). Mediation is a dispute
resolution process which requires the consent of affected parties

e Employees can only use all stages of the grievance procedure if the complaint is
not a code of conduct complaint about a councillor. Employees can use the
informal stage of the council’s grievance procedure (paragraph 4) to deal with all
grievance issues, including a complaint about a councillor Employees cannot use
the formal stages of the council’s grievance procedure for a code of conduct
complaint about a councillor. If the complaint about the councillor is not resolved
at the informal stage, the employee can contact the monitoring officer of Thanet
District Council, who will inform the employee whether or not the complaint can be
dealt with under the code of conduct. If it does not concern the code of conduct,
the employee can make a formal complaint under the council’s grievance
procedure (see paragraph 5)

e the Council may engage external investigators, grievance or appeal panels for the
purposes of the process.

e |[f the grievance is a code of conduct complaint against a councillor, the employee
cannot proceed with it beyond the informal stage of the council's grievance
procedure. However, whatever the complaint, the council has a duty of care to its
employees. It must take all reasonable steps to ensure employees have a safe
working environment, for example by undertaking risk assessments, by ensuring
staff and councillors are properly trained and by protecting staff from bullying,
harassment and all forms of discrimination ‘

o [f an employee considers that the grievance concerns their safety within the
working environment, whether or not it also concerns a complaint against a
councillor, the employee should raise these safety concerns with their line
manager at the informal stage of the grievance procedure. The council will
consider whether it should take further action in this matter in accordance with any
of its employment policies (for example its health and safety policy or its dignity at
work policy) and in accordance with the code of conduct regime

Informal grievance procedure

7.  The Council and its employees benefit if grievances are resolved informally and as
quickly as possible. As soon as a problem arises, the employee should raise it with
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their manager to see if an informal solution is possible. Both should try to resolve the
matter at this stage. If the employee does not want to discuss the grievance with their
manager (for example, because it concerns the manager), the employee should
contact the Chairman of the staffing committee or, if appropriate, another member of
the staffing committee. If the employee’s complaint is about a councillor, it may be
appropriate to involve that councillor at the informal stage. This will require both the
employee’s and the councillor’s consent.

Formal grievance procedure

8.

If it is not possible to resolve the grievance informally and the employee’s complaint is
not one that should be dealt with as a code of conduct complaint (see above), the
employee may submit a formal grievance. It should be submitted in writing to the
Chairman of the staffing committee.

The staffing committee will appoint a sub-committee of 3 members to hear the
grievance in the event that the grievance is raised by or relates to the Clerk. Where the
grievance is not raised by or relates to the Clerk, the staffing commitiee may appoint
the Clerk to hear the Grievance. The sub-committee will appoint a Chairman from one
of its members. No councillor with direct involvement in the matter shall be appointed
to the sub-committee.

Investigation

10.

If the sub-committee decides that it is appropriate, (e.g. if the grievance is complex), it
may appoint an investigator to carry out an investigation before the grievance meeting
to establish the facts of the case. The investigator may be an appropriate employee,
Councillor or external party. The investigation may include interviews (e.g. the
employee submitting the grievance, other employees, councillors or members of the
public).

11. The investigator will summarise their findings (usually within an investigation report)
and present their findings to the sub-committee.

Notification

12.  Within 14 calendar days 20-werking-days of the Council receiving the employee’s

grievance (this may be longer if there is an investigation), the employee will normally
be asked, in writing, to attend a grievance meeting. The written notification will include
the following:

. the names of its Chairman and other members

® the date, time and place for the meeting. The employee will be given reasonable
notice of the meeting which will normally be within 35 calendar days 26-werking
days of when the Council received the grievance

® the employee’s right to be accompanied by a workplace colleague, a trade union
representative or a trade union official

o a copy of the Council’s grievance policy



° confirmation that, if necessary, withesses may attend (or submit witness
statements) on the employee’s behalf and that the employee should provide the
names of their witnesses as soon as possible before the meeting

o confirmation that the employee will provide the Council with any supporting
evidence in advance of the meeting, usually with at least two days’ notice

o findings of the investigation if there has been an investigation

° an invitation for the employee to request any adjustments to be made for the
hearing (for example where a person has a health condition).

The grievance meeting

13.

14.

At the grievance meeting:

® the Chairman will introduce the members of the sub-committee to the employee

® the employee (or companion) will set out the grievance and present the evidence

® the Chairman will ask the employee questions about the information presented
and will want to understand what action does they wants the Council to take

° any member of the sub-committee and the employee (or the companion) may
question any witness

° the employee (or companion) will have the opportunity to sum up the case

o a grievance meeting may be adjourned to allow matters that were raised during
the meeting to be investigated by the sub-committee.

The Chairman will provide the employee with the sub-committee’s decision, in writing,
usually within 7 calendar days 40-werking-days of the meeting though may be longer
e.g. where further investigations are required. The letter will notify the employee of the
action, if any, that the Council will take and of the employee’s right to appeal.

The appeal

15.

16.

17.

If an employee decides that their grievance has not been satisfactorily resolved by the
sub-committee, they may submit a written appeal to the staffing committee. An appeal
must be received by the Council within 7 calendar days &-werking-days of the
employee receiving the sub-committee’s decision and must specify the grounds of
appeal.

Appeals may be raised on a number of grounds, e.g.:

° a failure by the Council to follow its grievance policy

® the decision was not supported by the evidence

® the action proposed by the sub-committee was inadequate/inappropriate
. new evidence has come to light since the grievance meeting.

The appeal will be heard by a panel of 3 members of the staffing committee who have
not previously been involved in the case. There may be insufficient members of the
staffing committee who have not previously been involved. If so, the appeal panel will
be a committee of three Council members who may include members of the staffing
committee. The Council may engage external parties if there are insufficient
councillors to form the panel. The appeal panel will appoint a Chairman from one of its
members.



18.

The employee will be notified, in writing, usually within 14 calendar days 40-werking
days of receipt of the appeal of the time, date and place of the appeal meeting. The
meeting will normally take place within 35 calendar days 26-werking-days of the
Council’s receipt of the appeal. The employee will be advised that they may be
accompanied by a workplace colleague, a trade union representative or a trade union
official.

19. At the appeal meeting, the Chairman will:
° introduce the panel members to the employee
° explain the purpose of the meeting, which is to hear the employee’s reasons for
appealing against the decision of the staffing sub-committee
° explain the action that the appeal panel may take.

20. The employee (or companion) will be asked to explain the grounds of appeal.

21. The Chairman will inform the employee that they will receive the decision and the
panel’s reasons, in writing, and when they are likely to receive the letter. This may be
within 14 calendar days of the appeal meeting however will be longer where further
investigations are required.

22. The appeal panel may decide to uphold the decision of the staffing committee or
substitute its own decision.

23. The decision of the appeal panel is final.
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Introduction

—

This policy is based on and complies with the 2015 ACAS Code of Praciice.

It also takes into account the ACAS guide on discipline and grievances at work.

The policy is designed to help council employees improve unsatisfactory conduct and

performance in their jobs. Wherever possible, the council will try to resolve its
concerns about employees’ behaviour informally, without starting the formal
procedure set out below.

The policy will be applied fairly, consistently and in accordance with the Equality Act

2010.

This policy confirms:

Informal coaching and supervision will be considered, where appropriate, to
improve conduct and/or attendance.

The council will fully investigate the facts of each case.

The council recognises that misconduct and unsatisfactory work performance are
different issues. The disciplinary policy will also apply to work performance issues
to ensure that all alleged instances of employees’ underperformance are dealt
with fairly and in a way that is consistent with required standards. However, the
disciplinary policy will only be used when performance management proves
ineffective. For more information, see ACAS Performance Management.
Employees will be informed in writing about the nature of the complaint against
them and given the opportunity to state their case.

Employees will be provided, where appropriate, with written copies of evidence
and relevant witness statements in advance of a disciplinary hearing.
Employees may be accompanied or represented by a companion — a workplace
colleague, a trade union representative or a trade union official - at any
investigatory, disciplinary or appeal meeting. The companion is permitted to
address such meetings, to put the employee's case and confer with the
employee. The companion cannot answer questions put to the employee,
address the meeting against the employee’s wishes or prevent the employee
from explaining their case.

The council will give employees reasonable notice of any meetings in this
procedure. Employee must make all reasonable efforts to attend. Failure to
attend any meeting may result in it going ahead and a decision being taken. An




employee who does not attend a meeting will be given the opportunity to be
represented and to make written submissions.

e |f the employee’s companion is not available for the proposed date of the
meeting, the employee can request a postponement and can propose an
alternative date that is within seven calendar days five-werking-days of the
original meeting date, unless it is unreasonable not to propose a later date.

e Any changes to specified time limits in the council’'s procedure must be agreed to
by the employee and the council.

o Information about an employee’s disciplinary matter will be restricted to those
involved in the disciplinary process. A record of the reason for disciplinary action
and the action taken by the council is confidential to the employee. The
employee’s disciplinary records will be held by the Council in accordance with the
General Data Protection Regulation (GDPR).

e Audio or video recordings of the proceedings at any stage of the disciplinary
procedure are prohibited, unless agreed by all affected parties as a reasonable
adjustment that takes account of an employee’s medical condition.

o Employees have the right to appeal agalnst any dlSClpllnary decision ’M%hm—é

M@tﬁe@#&m—%&ﬁg@s&e&ﬂﬂ&p&ﬁ&@& The appeal deczsmn is final.

e |f an employee who is already subject to the council’s disciplinary procedure
raises a grievance, the grievance will normally be heard after the completion of
the disciplinary procedure.

¢ Disciplinary action taken by the council can include a written warning, a final
written warning or dismissal.

» This procedure may be implemented at any stage if the employee's alleged
misconduct warrants this.

» Except for gross misconduct, when an employee may be dismissed without
notice, the council will not dismiss an employee on the first occasion that it
decides there has been misconduct.

e [f an employee is suspended following allegations of misconduct, it will be on full
pay and only for such time as is necessary. Suspension is not a disciplinary
sanction. The council will write to the employee to confirm any period of
suspension and the reasons for it.

e The council may consider mediation at any stage of the disciplinary procedure
where appropriate (for example, where there have been communication
breakdowns or allegations of bullying or harassment). Mediation is a dispute
resolution process that requires the consent of affected parties.

Examples of misconduct

6. Misconduct is employee behaviour that can lead to the employer taking disciplinary
action. The following list contains some examples of misconduct (the list is not
exhaustive):



e Unauthorised absence.

e Poor timekeeping.

e Misuse of the council's resources and facilities, including telephone, email and
internet.

e Inappropriate behaviour.

e Refusal to follow reasonable instructions.

e Breach of health and safety rules.

Examples of gross misconduct

7.

Gross misconduct is misconduct that is so serious that it is likely to lead to dismissal
without notice. The following list contains some examples of gross misconduct (the
list is not exhaustive):

= Bullying, discrimination and harassment.

» Incapacity at work because of alcohol or drugs.

e Violent behaviour.

e Fraud or theft.

e« Gross negligence.

e Gross insubordination.

o Serious breaches of council policies and procedures, e.g. the Health and Safety
Policy, Equality and Diversity Policy, Data Protection Policy and any policies
regarding the use of information technology.

» Serious and deliberate damage to property.

e Use of the internet or email to access pornographic, obscene or offensive
material.

e Disclosure of confidential information.

Suspension

8.

10.

If allegations of gross misconduct or serious misconduct are made, the council may
suspend the employee while further investigations are carried out. Suspension will be
on full pay. Suspension does not imply any determination of guilt or innocence, as it
is merely a measure to enable further investigation.

While on suspension, the employee is required to be available during normal hours of
work in the event that the council needs to make contact. The employee must not
contact or attempt to contact or influence anyone connected with the investigation in
any way or discuss this matter with any other employee or councillor.

The employee must not attend work. The council will make arrangements for the
employee to access any information or documents required to respond to any
allegations.

Examples of unsatisfactory work performance

11.

The following list contains some examples of unsatisfactory work performance (the
list is not exhaustive):



Inadequate application of management instructions/office procedures.
Inadequate IT skills.

Unsatisfactory management of staff.

Unsatisfactory communication skills.



The procedure

STAGE 1 STAGE 2 STAGE 3
—_—

! )

If appropriate l If appropriate

Investigation letter, will detail:

e The allegations

» The Investigator's name, job title and contact details
e Any suspension or restrictions

Investigation
You will be asked for your perspective/version of events either in an investigation meeting
or via a written statement
All other relevant witness statements and/or documentation will be gathered
A report will be compiled and forwarded to the committee to decide whether a hearing is
necessary

Committee role

Once the investigator has completed their investigation, the findings will be passed to the
committee for review. The committee will carefully consider the information provided and
determine the appropriate nest steps. These may include:

» No further action
e A decision to reset expectations, or
» Proceeding to a formal hearing

Invite to hearing letter, will explain/confirm:-
The allegations
The date, time and location of the hearing
Who will be present

The right to be accompanied at the hearing by a fellow employee or a trade union
representative

Any additional arrangements
The potential outcome

Copies of the investigator’s report and all documents that will be referred to in the hearing
will be attached to this letter




The Hearing

e An appropriate level of management will conduct the disciplinary hearing (‘the Chair’),
and there may also be a note-taker present. In some cases, a Human Resources
Partner will also be present
The Chair will explain the role of all those in attendance, the allegations and go through
the evidence that has been gathered
You will be given the opportunity to respond in full. This will include time to ask questions
and present evidence. If you intend to call any withesses, you must give us advance
written notice that you intend to do this
The Chair will adjourn at the end to consider their decision
Where possible, the outcome will be given the same day. Where this is not possible,
because for example, the Chair requires further time to consider their decision or
complete further investigation, you will be informed
You will be informed of the outcome verbally (either in person or by phone) and then in
writing

Potential outcome:
First Written
warning

Potential outcome:
Final Written
warning

Potential outcome:
Dismissal (with or

without notice/pay
in lieu of notice)

Outcome letter
will advise:

Outcome letter will advise:
e The nature of the misconduct that has led to the

outcome (including any prior warnings that have *

been taken into account, if appropriate)

The action or improvement required

The timescale for implementing such action (if
relevant)

That this is a first/final written warning and that the
next stage may be final written warning/dismissal if
there is no sustained improvement or change
That the warning will remain live for 12 moenths
That whilst the warning will not remain active after
this time in relation to future disciplinary matters, a
record of what has occurred will be kept and may
be referred to if relevant

The right of appeal

The reasons
for dismissal
Any prior
warnings that
have been
taken into
account, if
appropriate
The date on
which
employment
will end

The right of
appeal




12.

13.

14.

Preliminary enquiries. The council may make preliminary enquiries to establish the
basic facts of what has happened in order to understand whether there may be a
case to answer under the disciplinary procedure.

If the employee’s manager believes there may be a disciplinary case to answer, the
council may initiate a more detailed investigation undertaken to establish the facts of
a situation or to establish the perspective of others who may have witnessed
misconduct.

Informal Procedures. Where minor concerns about conduct become apparent, it is
the manager's responsibility to raise this with the employee and clarify the
improvements required. A file note will be made and kept by the manager. The
informal discussions are not part of the formal disciplinary procedure. If the conduct
fails to improve, or if further matters of conduct become apparent, the manager may
decide to formalise the discussions and invite the employee to a first stage
disciplinary hearing.

Disciplinary investigation

15.

16.

17.

18.

A formal disciplinary investigation may sometimes be required to establish the facts
and whether there is a disciplinary case to answer.

If a formal disciplinary investigation is required, the Council's staffing committee will
appoint an Investigator who will be responsible for undertaking a fact-finding exercise
to collect all relevant information. The Investigator will be independent and will
normally be a councillor. If the staffing committee considers that there are no
councillors who are independent (for example, because they all have direct
involvement in the allegations about the employee), it will appoint someone from
outside the Council. The Investigator will be appointed as soon as possible after the
allegations have been made. The staffing committee will inform the Investigator of
the terms of reference of the investigation. The terms of reference should specify:

e The allegations or events that the investigation is required to examine.

e Whether a recommendation is required

» How the findings should be presented. For example, an investigator will often
be required to present the findings in the form of a written report.

¢ Who the findings should be reported to and who to contact for further
direction if unexpected issues arise or advice is needed.

The Investigator will be asked to submit their findings, usually within 35 Calendar
days 20-werking-days of appointment, where possible. In cases of alleged
unsatisfactory performance or of allegations of minor misconduct, the appointment of
an investigator may not be necessary and the Council may decide to commence
disciplinary proceedings at the next stage - the disciplinary meeting (see paragraph
22).

The Staffing Committee will notify the employee in writing of the alleged misconduct
and details of the person undertaking the investigation. The employee may be asked
to meet an investigator as part of the disciplinary investigation. The employee will be



19.

20.

21.

22.

23.

24.

given sufficient notice of the meeting with the Investigator so that they have a
reasonable time to prepare for it. The letter will explain the investigatory process and
that the meeting is part of that process. The employee will be provided with a copy of
the council’s disciplinary procedure. The council will also inform the employee that
when they meet with the Investigator, they will have the opportunity to comment on
the allegations of misconduct.

Employees may be accompanied or represented by a workplace colleague, a trade
union representative or a trade union official at any investigatory meeting.

If there are other persons (e.g. employees, councillors, members of the public or the
council’s contractors) who can provide relevant information, the Investigator should
try to obtain it from them in advance of the meeting with the employee.

The Investigator has no authority to take disciplinary action. Their role is to establish
the facts of the case as quickly as possible and prepare a report that recommends to
the Staffing Committee whether or not disciplinary action should be considered under
the policy.

The Investigator’s report will contain their recommendations and the findings on
which they were based. They will recommend either:

e The employee has no case to answer, and there should be no further action
under the council’s disciplinary procedure.

e The matter is not serious enough to justify further use of the disciplinary
procedure and can be dealt with informally.

e The employee has a case to answer, and a formal hearing should be
convened under the council’s disciplinary procedure.

The Investigator will submit the report to the staffing committee, which will decide
whether there is no case to answer; the matter should be considered informally, or a
formal Disciplinary Hearing should be convened. If the Investigator is a member of
the Committee making the decision, they should recuse themselves from any formal
votes or decision-making regarding their findings as to whether there is a case to
answer at a Disciplinary Hearing.

If the council decides that it will not take disciplinary action, it may consider whether
mediation would be appropriate in the circumstances.

The disciplinary meeting

25.

26.

If the Staffing Committee decides that there is a case to answer, it will appoint a
staffing sub-committee of three councillors to formally hear the allegations. The
staffing sub-committee will appoint a Chair from one of its members. The Investigator
shall not sit on the sub-committee. The staffing sub-commitiee will be given the
delegated authority to make a decision in relation to the Disciplinary.

No councillor with direct involvement in the matter shall be appointed to the sub-
committee. The employee will be invited, in writing, to attend a disciplinary meeting.
The sub—committee’s letter will confirm the following:



e The names of its chair and the other two members.

e Details of the alleged misconduct, its possible consequences and the
employee’s statutory right to be accompanied at the meeting.

e A copy of the information provided to the sub-committee, which may include
the investigation report, supporting evidence and a copy of the Council’s
disciplinary procedure.

o The time and place for the meeting. The employee will be given reasonable
notice of the hearing so that they have sufficient time to prepare for it.

e Whether witnesses may attend on the employee’s and the council’s behalf,
and if they may, both parties should inform each other of their witnesses’
names at least two working days before the meeting.

o The employee may be accompanied by a companion - a workplace
colleague, a trade union representative or a trade union official. A-family

27. The purpose of the disciplinary meeting hearing is for the allegations to be put to the
employee and then for the employee to give their perspective. It will be conducted as
follows:

e The chair will introduce the members of the sub-committee to the employee
and explain the arrangements for the hearing.

e The chair will set out the allegations and invite the Investigator to present the
findings of the investigation report (if there has been a previous investigation).

e The chair will invite the employee to present their account.

e The employee (or the companion) will set out their case and present evidence
(including any witnesses and/or witness statements).

e Any member of the sub-committee and the employee (or the companion) may
guestion the Investigator and any witness.

e The employee (or companion) will have the opportunity to sum up.

28. The chair will provide the employee with the sub-committee’s decision with reasons,
in writing, within 7 calendar days 5-werking-days of the meeting. The chair will also
notify the employee of the right to appeal the decision in the event that formal action
is taken.

29. The disciplinary meeting may be adjourned to allow matters that were raised during
the meeting to be further investigated by the sub-committee.

Disciplinary action

30. If the sub-committee decides that there should be disciplinary action, it may be any of
the following:
First written warning:

31. If the employee’s conduct has fallen below acceptable standards, a first written
warning will be issued. A first written warning will set out:



e The reason for the written warning, the improvement required (if appropriate)
and the time period for improvement.

e That further misconduct/failure to improve will result in more serious
disciplinary action.

» The employee’s right of appeal.

e That a note confirming the written warning will be placed on the employee’s
personnel file, that a copy will be provided to the employee and that the
warning will remain in force for a specified period of time (e.g. 12 months).

Final written warning:

32. If the offence is sufficiently serious, or if there is further misconduct or a failure to
improve sufficiently during the currency of a prior warning, the employee will be given
a final written warning. A final written warning will set out:

e The reason for the final written warning, the improvement required (if
appropriate) and the time period for improvement.

o That further misconduct/failure to improve will result in more serious
disciplinary action up to and including dismissal.

e« The employee’s right of appeal.

e That a note confirming the final written warning will be placed on the
employee’s personnel file, that a copy will be provided to the employee and
that the warning will remain in force for a specified period of time (e.g. 12
months).

Dismissal:

33. The council may dismiss:

e For gross misconduct.

e |[f there is no improvement within the specified time period, in the conduct
which has been the subject of a final written warning.

e If another instance of misconduct has occurred and a final written warning
has already been issued and remains in force.

34. The council will consider very carefully a decision to dismiss. If an employee is
dismissed, they will receive a written statement of the reasons for their dismissal, the
date on which the employment will end and details of their right of appeal. If the sub-
committee decides to take no disciplinary action, no record of the matter will be
retained on the employee’s personnel file. Action taken as a result of the disciplinary
meeting will remain in force unless it is modified as a result of an appeal.

The appeal:

35. An employee who is the subject of disciplinary action will be notified of the right of
appeal. Their written notice of appeal must be received by the council within seven
calendar days 5-werking-days of the employee receiving written notice of the
disciplinary action and must specify the grounds for appeal.

36. The grounds for appeal include:



37.

38.

39.

40.

41,

42.

43.

44,

e A failure by the council to follow its disciplinary policy.

e The sub-committee did not support the sub-committee’s disciplinary decision.
e The disciplinary action was too severe in the circumstances of the case.

¢ New evidence has come to light since the disciplinary meeting.

Where possible, the appeal will be heard by a panel of 3 members of the staffing
committee who have not previously been involved in the case. This includes the
Investigator. There may be insufficient members of the staffing committee who have
not previously been involved. If so, the appeal panel will be a commitiee of 3
members of the council who may include members of the staff committee. The
appeal panel will appoint a chair from one of its members.

The employee will be notified, in writing, within 14 calendar days 40-werking-days of
receipt of the notice of appeal of the time, date and place of the appeal meeting. The
employee will be advised that they may be accompanied by a companion - a
workplace colleague, a trade union representative or a trade union official.

At the appeal meeting, the chair will:

e Introduce the panel members to the employee.

e Explain the purpose of the meeting, which is to hear the employee’s reasons
for appealing against the disciplinary decision.

e Explain the action that the appeal panel may take.

The employee (or companion) will be asked to explain the grounds for appeal.

The chair will inform the employee that they will receive the decision and the panel’s
reasons, in writing, usually within five working days of the appeal hearing.

The appeal panel may decide to uphold the disciplinary decision of the staffing
committee, substitute a less serious sanction or decide that no disciplinary action is
necessary. If it decides to take no disciplinary action, no record of the matter will be
retained in the employee’s personnel file.

If an appeal against dismissal is upheld, the employee will be paid in full for the
period from the date of dismissal and continuity of service will be preserved.

The appeal panel’s decision is final.
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