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WAHT Grievance Policy – Guidance
Why is it important?
If a colleague reaches the stage of wishing to raise a grievance, it’s likely that the issue is affecting their performance in the workplace. They may be dis-engaged, de-motivated and perhaps seeking alternative employment. This may well have an impact on their productivity and an adverse impact on team morale which may deteriorate yet further the longer the matter is not addressed. Move swiftly to address their concerns.
What do I need to do first?
Listen to them. Give them the time and space to raise their concerns. Hear what they have to say and try and understand what is at the root of their dissatisfaction. Try not to be defensive. Find ways in which their issues could be resolved informally. If you, or the Trust, has been at fault then acknowledge it and seek a positive way forward. Consider using mediation at any stage in the process as an alternative. Further information can be sought from HR.
Anything else I need to be aware of? 
Adopt a ‘problem solving’ mode. Hear all of the facts and details and avoid an early response that might be perceived as defensive and not taking time to properly consider the concerns. Remember also your wider management responsibilities to the team and keep focussed on leading an engaged and effective team.
What do I need to watch out for? 
Remember this is a confidential issue between you and the colleague. Do not share the details with other colleagues. If you have to disclose details to other colleagues make it clear to the colleague the fact that you are doing this and why. They are trusting you to deal with their problem and you have to demonstrate that you respect the trust they have placed in you.
What do I need to explore? 
You need to establish the outcome they are seeking. What is it that they think the Trust should do to put things right for them? In situations this may not be straight forward. They may have felt personally mistreated by some action or decision taken – and reversing that action or decision may not be feasible. So test out what they think could be done to put things right? This may help to manage their expectations as to what can and cannot be achieved. Try and explore beyond the presenting issue. Is there something more deep-rooted that is causing them upset and dissatisfaction? Working relationships may be the root cause. That may be between you and the colleague, or the colleagues and other colleagues. In either case it’s recommended to suggest facilitated conversation or mediation as a first step. Speak to HR for further details. If they are critical of you try not to take it personally – if it is affecting their ability to do a good job you need to help address such concerns.
What to do if there are bullying and harassment allegations? 
The colleague may bring something to you that they feel aggrieved about, but there might be a more appropriate procedure for dealing with it. For example, they may claim that they are being harassed in the workplace. In which case, the proper route is to instigate the Dignity at Work Policy. Be clear to the employee what you propose to do next. Explain, if necessary that their grievance may be temporarily suspended whist other procedures take place.
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