William, Cassidi, Church of Englund
Primam(,y School,

Dmplmarg, Procedure Poliag/ Statement,

Life in all Fullness’
(John 10:0)

Aswsdwohwewanbfop:ovldac}uldxmu%ﬂwwybesbedumﬁm To let
core value of love underpins all thab we do. Our school s Christ-centred and
through every aspect of school, lifex It is onv this bedrock that: we provide ar
exccellent education for the children, who attend our schoole We want exery,
px\e,ciou&loved;ond;vahwd/.



Introduction

William Cassidic Churchy of England, Primary School s a

based, school withy a distinctinve Christiarv ethos. We are a

aided, Churchy of England Primary School and o local

maintained, school. Our school wision s rooted v John [0:10 T harve

come/that%eg/magzhmbfeandhfetofhefuu/ The school's core

Chmham walues oaC: lowre, respect, courage, service and resilience
allb that we do- The/sdf\ool;v{swmond/volue&ax\emdusweo}

schools

This policy sets oub the disciplinary procedure ands processes v our
schoobmdha&beenmeoted%poﬂhenshpuﬂﬂvStocktomLAond/
Newcastle and Durhamy Diocese.

Dm,plmopg, Pr\ooe,du,r\eufm\ Schools

AWW%M@@%&MM%%&MW@W
. The Heodbeochehwnespon&ble}ovppomohngond/nwxntammg
that standard.
For the purpose of this document, mwwndud}unlbb@ofssesfsed/bg/
mle&lmd/dowrubg/theschooLMwwndud}wncem&
mm&;b@oboub@smglemoﬁ:epov@numbemoaﬁsepwoiew&m&

WWM%MWWMWWWW

The procedure is designed: to help and encourage all. employees to
achiese, and, maintairy appropriate standards of conduch The mair

purposes of the disciplinary procedure is to encourage an employee,
whosemdud)wumsa@s}adb{y/tompr\ove Dtsuphnax\g/adummagz
could, ultimately lead, to- dismissal.

Thwdwaplmwpxmedureha&bwueﬁtobhshedb}gﬂqeGovawBod%
v line with, the powers given, under the School Sto&ﬁmgz Er‘ugland
Regulations 2009 updabed20|2 Irv establishing these
WM@MM%W@W@M%EMMA@
Q&gOOdJHRPI\QdLC@



Th@ Headi‘e,ochm UudL lfucwe/ the dde,g,oied r\e/sponabihbg/ to take
wdbbeamoppmhmbé/toappeoLwa;commﬁve@%Cgoverm&

Th&pxmedw*eshouldnotbew&uedpxuwﬂya&@mgan&qﬁmxposmg/
or a determination to cwsewkmgabt}wsdwob I’Os/amwtoervsum

Wher\ejmemplogeer\oi,se&agﬁwm { ¥ Ui the
disciplinary process may be temporanily suspended for a short period to

%egmcewnoem&maﬂ&en&thabmum\dutedtofhe )
then o separate process under the grlemance px\ocedwe should,
wmmence.lmalmosbolbmse&ﬂqegﬂwanwshould/b@m&damdoﬁen
M@@@Wd&lﬂg}w%w\%&o@ﬂﬂw&Weg where the
conclusion of police proceedings s awaited.

Swpeouﬁpr\ocedum

umoll;tear}ung/ suppmtpost&ond/Leodﬂ\shxpr\olm

Whﬁj\eamanplméeel&lapkmg/wskxﬂﬁzandkm&@dgeandﬂw
HmmwwWCW@wamme
performance.

In relationn to anv attendance ssue due to ness the Attendance
Management: Policy will apply.  Howenmer on occasions where an
mplug&et&subéeotfoﬂwﬁ\tbmdanw Management, Procedures o conduch

lssue may arise. Irv such cases WWWW
A’dfndarmMamgemex\bpxoces&mg/b@useda&@wdmwamé/



CWWMWQ&@MO&@WWW%&WWW
i uxﬂdb@wn&dex\ed/umhnemﬂutheEq}mhbg/Aotmd/ﬂqeschool&
ImprovmgWonkungpolmandpxmedm%u&Substame
Polww& and/ allb r\easonablﬁ adéush‘ner\bs/ will need to hame been

TMMWWWWW%WMWMM@
the lack of a necessary qualifications contramention of law and, some
oﬂwr\wb/stwqhalzr\easom(SOSR Example&mdud@bubax\enothmxted/
Indgpendzrxb SWAWWWMWP@S@W

Repr@smboi‘iom
Theemplag/eeho&@stamtomg/mghttob@mmpwuedbg/@mgru&d
trade urion or a work colleague ab any meeting,

It s the the to arrange for their
dates v time and les of all, relemant, documentation.

WWWW’&WTWUWMM@O{‘M
oli:emohmehmet&neosonalﬂeond}aﬂ&mfth kag/do%@aﬁenfhe

to that time.

Th@deeUnmnepr@sa\fahmeonwonk,ooUeagu@mgaLsoaddm&@

It s good pradice for management to try and agree o mubually
corwenient; date for the meeting with the employee and their Trade Union



Schools will: also need to- consider whether any additional; support for

the employee is required, for eocample when a physical, disability, o other
special need, is identified:

Dm,plm@ ouﬁ Emplog,ee Repr\ejseni'ablme&

le o trade union representative the, normal, disciplinany procedure wills be
Foujou)edA Dependmg/omﬂqewmm,smw it & admisable to

EM’ ing the Facts

The facts of the case should be clarified, without any unreasonable
wmda\foeﬁfablwhwheﬂwww@pdﬂ\hddmaplwmﬁznand

HWW@WWWWWHW Iﬂﬁthe/
HM@%WO&%M@WWWW

may be carried oub by the Chair of Gomernors who should seek
adumice from the HR Adaisory Service.

wﬁuwwﬂq@ufonkplow Pm&md@oltmﬂuew{gmg}wmbedwlb

Informal, actiory may, o}tembewmmsohs}ao’fongmgqﬁdmhrgwﬂ»@
brwc}voaﬁmle&thmwdxﬁaplmwymedung%tbtokmﬂq@mo&@

The meeting is aimed ab pointing oub the shortcomings i conduch
oﬂuiudejonbehmmmond/enmum.gmg/mppovement Criticismmu should be

o Ensure the employee s provided with a copy of the Disciplinary
Polwg/or\dﬂ\ed:ed/’toﬂ\ede\ooUs/ Handbook where the Poliog/l&
arvailable;



o Arrange to meeb in private with the employee to- discuss the issues

. WW&WW@&WMW le required, ensure,
t}wbﬂ\eexnplméﬁeundensfand&w}wbnwd&tobeac}wedhow

o Ensure the employee unde,r\sfand& the consw;erwe/s/ i their

o Following the meeting, write tothe employee (rekain o copy onv the
emplogee pa\sombtﬁtlea&wmo%/beusedw(@mmmmnmd?)
dxwplmgadxom

Mediation

Imwmmmtammedmhommagassistw@ahomtodisdplmw
War@mbeva\g/adwr\iugeou@toalbpam Irv such cases,
to settle the matter. This optiony could offer o speedy resolution as
opposed’towpxd‘x\actedpxooes&.

Itwﬂxae}memenh@thabﬂu&ophmwwgﬁuﬂgm&d&m&wﬂq@
umxmstanoe/s/TheHR AdAvag/Ser\vwejuﬂLb@obleto

appropriote
I bt
herv o disciplinary matter anises the following procedure will; apply:

the matker as soon as possible.  This will normally be a senior member
of staff, or invthe case of as Headbeacher under irwestigation, and; ir other
extreme cases, arv Officer of the Local, Authority or exdernal, consultant

assisted, by a representative from the HR Adwmisony Serice.

Th&ImeshgohngOﬁquﬂlexm\pﬂgcawoub@ﬂ'\uoug}w
will include, @ minimum of gathening the emidence from the relemant
establish the facts for a subsequent report.

TMIW%&QWOMMLWWW umhng;pmmto

6



o An outline of the lons;

. Awpxé/oaﬁtheDmphnwy/Pohmé;

oTh@rig}waobeomompaniedabaleeeﬁng&undepﬂw}mmaL
bg/oJTr\adeUan\esentahmeovwk/wUmgw

o Details of who will be in atendance.

Ldenh(ﬁednotejtokm\ Thene@m\dxng/%ﬁthesedwumon&bg/mg/othm
dmceuemo’mleﬂtdephme str\dlg/pxdub&ed

that their statement may, be presented ot a formal, hearing and, they, may,
Headteacher/Hearing Committee of the Governing Body. Should the case
be disclosed.

Orv completior of the investigation, the: Inwestigating Officer will, provide
@nepm\tmdudmg/the}mdmg@md/umﬁmthedmsmtoﬂqempl%ee
v writing, wtﬂuma;r\easonabla’wmswl@ Ther\eportw{ll/r\eoomnwxd

o No further action

. Appx\opnnte’umnmgpxowdadto’dqeemplag@e

. Manogmmtgwdanw

o Progressionto o disciplinany hearing to- consider the matker further.

The Irwestigating Officer willl confirm the recommendations of the
rwestigation, confidentially to the Headteacher/Chair of Gosmernors in
the first instance.

OOF}PIWECL copg/w{ll;ber\eiauwdomﬂwmplagee

personal fi

7



Inv the case of o Headfeacher, the Inwmestigating Officer willh submit o
WMWWQ&MWWM%%CW%CGW
member of the Governing Body, a&’towheﬂf\m
Unex\et&no}urﬂ\madum’tob@tokmwhethm
onﬂwabazHeoxm;g/CO{mmﬂ:@eoaCUrwGovepnmg/Bodgs}wuld
consider the matter.

Pm&%@m&@m%m@h@oﬁmmmm@@m
appear as o winess, bub may not give admice to or sit on the

sub/seqpa'\t Disciplinary Hearing Committee.
Sickness Absence During Formal Process

I&@me%w@mmﬁwwmmwmt}w
will oonhrwe a&(ﬁax\ as possible, ue. by interviewing

too il to aftend, works may be well enough to altend, '
' m@dxwplmng/hmng/. Where this ts not the case and there
medical advice will: be soughts from Occupational, Health.

Irvthe event that the employee ts unfit to participate i the process, the

. Whmmweshgohmho&bwucompletedmd@hmmngdai@
set, the hearing date may be postponed and, re- ;

. I(Fﬂqemplmgeewunoblej’tooﬁaendﬂqer\er heamngﬂdmeg/
may, if they wishy submit o writken presentation to the Headbeacher
memg;Commxﬂ:ee

. Th@deeUmmwmemgaﬁﬂdﬂwwwm
the case, i the absence of the

. Imthewentﬁwtthemplog@edoe&notatbmdﬂww
hmngwmagzgmdmﬂqanobsmmd@dwﬁwmmad&
based on the emidence amailable;

. Fououxngﬂf\er\ej—amngedmng/ whohuﬂll/de’ter\mmethe
hewdada&acknm

Suspension



serlous or rm/sconduot UneHeodJ:wohsr\or\Chwqp
Goverm\&ha&theauﬂwmbéztosuspﬂ\dt}wmplogﬁe Similarly, if during
Urwoow\seoaﬂamuwe/shgohom mweshgohom%&wbdx&v%ﬂwb@

whex\eﬂq@emplogeeswnhnued/presenoeomsxbewﬂd/}ov@mmple

. Imped@’themmhgahom eg/’theg/ma%/mﬂumumle&o»
u\terafa\e/w{ﬂ\/r\elmanbw{dm

o Represent o serious nisk to-the safely of others or themselwes;

o When anv employee s charged, with, o serious criminal, offence

o Serously undermine the reputation of the school;

 To amoid a repetition of the alleged, misconduct;

o Where there is a/ loss of accreditation/statutony provision or

dxsq}mhﬁmhome&senhﬂl;toﬂqeaob

. Whmtheaﬂe,gohm potentoll%/gms&mwwndud&fhatmo%/
lead to dismissal.

WMW%W’&W%WWWWW

Asamaltexmhmefosuspen&omﬂwedefza&wonChamoaﬁGovemm

o wanriations to duties

. u)onkmg/w\ang,emenb&

* working location
GW@BWMW@WWWDW%CM&%’&
Services; The Director of Educatior at Newcastle and: Durhamy Diocese
MQW%HW@%C%SMHRAMSW%MQAMQ&

Anv employee can only be suspended by the Headteacher/Chair of
Goverwors or another teacher with ddegai‘ed ouﬂ\ombg/ i histher
abjsmo&wwt}woasec%t}wHeadteac}m bxé/theChaux%CGovermr\&.



Fmdm;g/ MWWHMMMCW%CGWM@

agree the practical: arrangements with, HR.

Con&dex\ohorvshmhiolsob@%mtothe Headbeadwr\/ChmpoaC
Govermnors arranging to remowve the employee’s access to the school's
IT @MMWWMWMWW

Dumngf’dwe meehng/and/ttmepemmﬂung/,themplog@@mo%/
beom‘npamedbg/ w%eddeeUnmnep»esentohwovwh
ollegohm&ondtheneasom}onsuspen&mTheemplmgeemm&;moke

Th@dwsmtowspﬂmdw%bew@medwwwmﬁwww
days by the Headteacher/Chair of Gouerning Body. The lefter of
con}wmohmwtlbmdudej
- The reasons for the suspension and the nature of the ;
. Amwwmmmmwwm
nol appropriate;
- A named contach and, support details.

Only the, Chair of the Governing Body or o Governor nominated, by the
Chainmmend,thejwspensim
Omomsmmmmungmtadij&nmwy/ondL}ﬂu&wﬂq@mthe
s&e.Themplog@eMdbeoﬂoMfomakempmsmﬁoﬁon&ob@luw
5u)0{\kmg;d.wé/s;
The powers giverv to- the Governing Body inv this procedure s without
judice to the Education (School Gomernment) Regulations 1999, which
M%CWWV@—CW%@GWBM%WW%@
the functions of the: Governing Body in cases of urgenciy.
Dumgwm&mmemplog&eshmﬂdnot
o+ make contact withy other employees or persons associated: with
the case;
o returmy to- the workplace unless instructed to- do- so-

10



. auimeﬂm%wmeamwhﬁwaoba&bnw&b&aﬁauinmfhng&and
assist inv the i

. hm»ea;namedoontactpensomwhownotmmolmed;umﬂnecasea&
@pombqpUXWxidummgﬂwqmmaiqpaﬁp&uwyu

o receive regular contact throughout the suspension pertod;

» hame access to- counselling, if required.

Formal Disciplinary Procedure

If the Innmestigating Officer is satisfied that the: complaint warrants o
W,MMW%WM@DWWM

The Headteacher will normally hear the case. Howemer if the
HW@WWWMMWWWW@%
the disciplinary actions or has instigated, o proposals to- dismiss or s a

lons, the case will be heard by a Governing Body delegated
Hearing Committee of ab least three gosernors.

If the Headteacher is being considered, for disciplinany action the case

denONTwlbg/beddegoiedtoaGwemmg/Bod%meg/Commﬁwoaﬁ
ab least three gosernors.

If the hearing s delegated, to o, Governing Body Hearing Committee
there: may be circumstances when collaboratisve arrangements with,
moﬂqehgownmg/bodg/mmé/beusedtooppmntthemengommﬁe&
These arrangements are made within the: Collaboration A

(Mairtained, Schools  and,  Further  Educations Bodies) (England)

Regulations 2007.
Hearing Arrangements

r\ex;eu\/«e/ﬂf\ej(ﬁcﬂlowmg
Alﬁﬂznw\}uwgﬂwdatemawmqﬁﬂw

hearing

o Details of who s hearing the case, e.g. the Headbeacher, or the
names of the: Gosmernors Hearing: Committee members (but this

o The right to produce writtery statements and to bring witnesses;

. Themghttor\epx\esentohom

 The names of ary management; witnesses;

11



o Copies of evidence submitted by the Inmestigating Officer
including o summanry of the findings contained, inv the

nwestigation report;
. Thepos&bleoutcome%theaﬂegohon&w\epxwmue warnings,
dismissals

A copy of the Disciplinary Procedure.

Th@Emplméeedebewed
W% Heodth;her\/Govemmg/Bodg/ Clar\k/oaﬁthenam@oaﬁ
wﬂugob&oﬁbthmwwdag@pmmtoﬂqumng}

pxowdacopw@o}amé/docwneniahomonwdmabb@asbt}wee
pr\or\toﬂf\eHmng/to’dq@

Headkeachen/Governing Bodsy Clerk,

At the HeoNng;

Ar\epx\eﬁentohMe%Cﬂwedeool&HR Admmvg/Ser\vmshould/otbendthe

and where there s o possibility that dismissal will be the
W@W%%CWDWWOMQ@W
medung;’topxowdeodmoej Ang;odmmgwmbgﬁthewpxmtahwmust
be, considered by those concerned before o decisiory s made; bub they
wll not be party to the decisions In the majority of cases the
representative of the Corporate Director will be from the Humary
RWAMSWWMM@MHR admice bub

Where the allegation & being considered by a Governors Hearing
CO{mmii:ee the Headteacher (except where they are the subject of the

onhm»ebwummolmedwthemeshgahoma&@uﬁtnes& maky
attend the meeting to- gise adrice.

If the employee fails to attend the hearing, the case wil be heard v
and i is agreed to postpone the hearing to- a later date.  Please refer to
Sectiony 4.0 for sickness absence during the formals process.
Heodteophex\/Hmng/CommiiieetouseatUnehmng.
Itw}ooﬂqueodteochex\/Heanmg/Commitbeetodwdewhethﬂ\[oie
w&dm}rm&ﬂws&d@waooepiabl&TheHeaWCommﬁ,%s}wuLd/

12



would be usual to- allow reading time by way of a brief adjournment.

The Heodi:eor,hex\/H Committee must ensure that the emplog@e/
W@}&handmpwhdhwv\g/ This should include

The Hearing Procedure

The procedure irv Appendice | sets out the order of proceedings. The
responsibilities and, role: of those attending the Hearing are: detailed
beloux

The Headteacher/Chair O(Fthf/ Heoﬂng/ Committee will be
r\espon&ble}on 0

2. Explmﬂwepunpose%ﬁﬂwehwvgw\d/hwwunlbbe
condud&eduwamdanoejwtﬂmAppendimk

L. Confirming that alls parties hame the same documentation;

3. Confirming the number and, names of witnesses attending
fromy both,

pwhe&
Er\/sumng/’dwi}all/p:\%fmiﬂhm& w&dermandwﬁon&ar@
releamant;

8. Dueci‘/ﬂwhﬂamgwamappxopxmbemamm

The Inmestigation Officer will:
. Pr\e/smbthetﬁo.d:&%Cthecase pxowdxng;wdmmd/magzcoﬂ;
. Respondtow%hon@(ﬁnomthemplméwonﬂqetmdbunm

epreseni‘ah/ve
. Respond’to W@MW Heodi’eooher\/Hmngz Committee
and HR Reprezsfmi'ahme

The Employee, and/or representative wills
A Pr\esent’dwwmse px\owdxng/wdmceondong/
2. Re/spmdwq%@hm@(ﬁmmﬂwlmeshgahomogw

~No

13



3. Respond, to questions from the Headteacher/Hearing Committee
and, HR Repx\e/ser\tohme

Note - Ay witnesses may be asked, questions from all parties irnmolied,
concluded.  There may howener be occasions when witnesses are called,
back into-the hearing to- clarify facts.

Summame;s,

. The Headteacher/Chair of the Hearing Commiltee may ask the
mmeshgahom@&ﬁwar@emplog&e/mpz%eniaﬁwfo

cases; No neuwr evidence carv be
subxmﬁf,d/abt}u&pomt

Decision:

A Th@uwe/shgahom%%&wﬂrwemplog@ew@ﬂw
Heodteoohex\/Hmng/Commxtteetown&dmthewdﬂqwond
determine any action

2. Imemphon@umms@moﬂpwhe&mm&;b&moﬂedto

3. TheChwoaCUneHeomng/mmé/odéoumthepnooeedmg@ob
wdbnmmaﬂybe}oh@sfafadpa\od*

OnoeﬂqueadbeooheNHeonmg/Commiﬂ:eew\esahsﬁzdthobolLﬂq@

relemant emidence has beernv heard therv the committee must reachs av

HWHWCWWWWMW@»W%
Sion s .

Headteacher/Hearing Committee should: consider whether the
wamings are still current The Headteacher/Hearing Committee should,
dw\ngz’d\eHecmngz
Cm%ﬁmmmmwmmwﬂq@p@wm
reasonable v the circumstances.

14



The Discipli Action,

reasonable time scale.

The possible outcomes arising fromv o, disciplinary hearing are:

‘Ful\ﬂ\er\odlon,r\mpuvd
. Th&lfiia\ma%/mdud@re&ermfoﬂwemplogees’
excpected standards of behaviour iny order to- anmoid, further
aUagahorwonmuder\f&whdwm%/laad/fodwaplW
- The Headteacher/Hearing: Committee may, recommend,
denvelopment, activities and these should include o
- All references relating to the: matter will, be removed, from

Mamgm\tgmdanw

Sudu@smdlomwould/beoppx\omaie}oommmmor\
br\eaohw%Ccondkwt,

. Th&Heodfmohﬂ\/megCormutbeem%/alsoseb
sbndwd&qﬁbe?wmww’mchwdbbedefad&d/wﬂw

Tmmmmmwmmmm
anplog&et&}oundgwlbgc%ﬂwaﬂegahon(s’ ) and
misconduck.  Suchs o sanctiony will normally be tssued, for
a first offence of misconduct (other thary gross misconduct
and v minor breach of conduct);

- The lefter confirming the decision wills set oub the, nature of
the misconduct; any improvements and the change, irv
behamiour required;

15



Awmﬁawwmngmgolsobeoppmpnuie}onrepd&hpm
resulted, in informal, discussions bub hanve failed to- be
curtailed, or resolied;
Imodd;hom’tothewmmg;fheHeodteoohex\/Heonmg/
Cmmmii%magwdudesupplm&wgsamcﬁo{wegﬂw
Th@employf,@debem}ownedthabt}wmmng/wpwtoaC
The right of appeal, will: also be included, in the decision
Unetlmelimit&(seejpwugmjph% - 18 belows).

FmaLumﬂ,en;waxnm

Dismissal

Thwsondumcmddopplgwhmthmw@}whmto
improse or change behariour following a wnitterny warmning,
or where the conduct is considered, to- justify a final, writkery
of the, behamiour or actions;

It may also be appropriate where the, offence could have
WWWLM%HWMJHW
wmmxtbeemdude&ﬂu&t&notoppx\opxmwﬂﬂqe

circumstances);
Theemplmé@euﬂlLb@modejwmmoaﬁthesohooUs/

for their future, conduct in the decision letter
whichs will st out the nature, of the misconduct;
TMWMOM@WWU\BWU\B
v their dismissals
The right: of appeal, will; also be included inv the decision
the time limits (see paragraphs 16 - 18 below).

Dismissal, withs notice

w{lLbedwnwssah Th@emploge,ew{ll;b@

16



Dismissal without notice (Gross misconduch)

Some cases of misconduct are so serlous they may be termed
9ms&mbsconduot. In;suchcomth&emplmg,eema%/b@dimi&sed/

Gms&msoonducbwnegw\deda&moondud)oaﬁsudw@nahuethab
breaches the contractual

it fundamentally relationship betuweery
WWWWWWWW

If the appropriate sanctiory is dismissal the notice of dismissal, carv
be ssued by the Director of Children/'s Serices and Diocesary
Director for Education.

Alternatime to Dismissal

dmofadand/or\b\ans}a\rw Amaltexmmepostmtbewadable
shouldbelmkedtoalw Ioﬂﬁwophomwnot
bg/theemplog@eﬂqecondu&ommd,outcom&oaﬁtheHmngde
be dismissal.

Theumﬁ:ﬂmnoh}tmhmw}r\amﬂqe Headbeod\ex\/Heox\mg/ CommitbeeoaC

. Thepx\eusenai'w\e/c%t}wrmsoondud}whﬂ\e

o An indication of the likely consequences of further prosery
misconduct;

. IWWWW r\ghi‘/%COppeaL. mdudmgﬂdne
process and timescales.

17



Duration of Warnings

The following time limits for warnings will, apply:

o First writtery waming - 12 monthe
. FmoLumibtemwornmgx—Bmonﬂqs/

W%W%Wwpﬂmm%m@%@esmw
anldmémmtr\dai}onshxpwgmmh e/g/}oopx\omohom Of\sdedlorv}o{\

Irv relation to- any further acts of misconduct onvthe part of the employee,
%Mmmdwmwmwmwwmmd

Appeal,

AWWWWWWWWWQ&@M%
Uru&prooedw\e AlLappeol&unlLbecondud]ed/a&@M

heoﬂn;g/oaﬁ
Th@AppeaLCO{mmﬁf,emH/r\eduo@ mﬂ*}y; or confirm the,

E ' may o . the f .
sanctions:-

o Written, warnings
o Supplementary sanctions (as outlined i I5.L.)

omﬂqegmund@’thab:

. Th@perm@urﬁlaumq{;th@dwmm

. ngdxm
. Nwwdmt?wtha&mwhg}\t

Any appeals must be sent to- the, Chair of Governors. A pro-formas will

18



Arrangements for the Appeals will be made orv receiph of the
hove ol least S working days notice of the: Appeal, Hearing,

The Appeol& Committee

An Appeals Committee should be formed from the Gowmerning Body to
include no- fewer members of the Gowerning Body thar that of the
Disciplinary Hearing Committee whose decision ts subject to appeals
Thexemmé/hamebwuummstanmwhmcouubomhwwvmgm
hame beerny used, for the Hearing Committee. In such cases the Appeal
Commiﬂ:eemma;olsoneedtobeoppdrdbdwﬂqesmwag A
representative of HR s}wuldalsoassistﬂwAppzolaComuﬁ:e@butﬂw
Committee.

members of the Disciplinary Hearing Committee who were irnmolved, iy

Headteacher/Chair of the Hearing Commiftee and any

must be amvailable to- the Appeals Committee. Any neur
wdmw,whmhtheemplageeumhe&tomtroduw,shouldbecopwdto
all parties ab least 3 working days v admance of the Appeals Hearing. A
dw&omunlbbemad&bgﬂwAppeol&Cormutbe&% r\e,oexptq)ﬂnwr
evidence from the employee that t wills be whether further
irweestigation is Wlmﬂﬁelﬂﬂ‘ﬁnmwwﬁb@wm}m

meshguhomondcon&demhmbg/theomgmemgComnuﬁee AlL
AttheAppeaLmegl
Thepxooedum}ooﬂquppaol/H will be the same as the

Dusupluw‘g/ GO.I‘UIQ/PF‘OC@dW‘e/ Th&Appeol&CO{mmﬂ‘,eew{ldeLber\aib
U\@g;\ound@(ﬁonﬂqeappeol/um TheCommd:beedepo%/pwhuﬂm
' umor\dahtodd:ermmewheihehﬂq@dmsmoaﬁfhehmng
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The Appeals Committee may decide that further irwestigation is required,
MwaWW@%AWHme@W

The decisior of the Appeal; Committee is final, and, binding orv alls parties.

Th&dw&omneplamth&omgu@dwsmw’mphmstnotbe@

employee and, for Local, Authonity maintained and, controlled, schools, the,

Corporate Director of Children's Services, inv writing

IUC appeoL a decisiory to- dismiss s not upheld, writtery
mu;sbb@subrmﬁ:;ed’toﬂqe Director of Children's Services irv

UwoaseqﬁaLoooLAuﬂwmbg;mauﬁauwdandconhoUﬁ,d/sd\ooh who will

Allegations Against Staff i relation to- Child, Protections Issues

If @ complaint against arv employee relates to- o child, protection issue
mwwmm%w@wmmLMAmb
Designated, Officer (LADO) abﬂw&oufﬁebfodwws&hourtop:\om The
LADO will Mowgm&;mwm@ww«ﬂugu&danwwth&
“Procedures for Working Together to Safeguard, Children inv Stockkon-
on-Tees” and Keeping Children Safe iy Education.

I}Md&g@mww&hﬁmm%m@mwmwm
mplméwmgm,m%woﬂqmmemmbm%&nmw
WMB@HW@LADO mdtheHeodteoohmonChaipoaCGovemon&(mj
cases relating to the Headfeacher) plus the Inmestigating Officer/HR

Auleg,ed; Criminal Oufuﬁences;

I}mmplmg@ewd\w\g@dunﬂuonwnmdedjoaﬁwmmmo&ﬁmwﬂu&
WMWMWWCW
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properly.

Wherememplméwwolleg@dﬁohwewmmxﬂ:&i@mm%fa\wmd’

TMSMLMLAWMW@M%PM@

mdf,pfndfmﬂg/ offenders where financial, impropriety ab work is
woddxhomtowhoi&»epdxﬁuplmwyachmw}dtwwbe

Pr\ouﬁessionol, Misconduct

Irv cases of professional miscondudt, if the allegatior s substantiated,
mdthepehsomwdwmmsedonth@emplagmceamtouseﬂqepensom
WW(WWHMM\WCWO@CGW&)M
be tonoh}gmgztherdmanbprq}@s&mdbodg/ eg. |eacher
Reg,ulahomA (TRA). Thwcon&dex\ahomwtﬂ;olsobeneoe&sw\g/w
respect of @ WMMDWMBWSW(DBS)W
will: determine whether the employee s included, on the barred, lists.

Imreﬁpectoaﬂthe/Dlﬁdosw\eand/BaWSm(DBS) Uvm\dex\fosahﬁ&/

Irv respect of any employees who- choose to resign any future requests
M@WMWH@WCW%GWWW%

team and, that the employee chose to- resign.

Mbsmndud)outsideworkinngoum

hoummwg/alsoreﬁulbwdmapluwadwm%tbmmwmam@
WM@MMWWWO&%SMW%
e&f%ﬁ“d‘ey

The maintenance of accurate and contemporaneous records e essential,
pwhwlw{gwthewmboaﬁnegambtomEmploWTh@mah Notes
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Records should be held, inv o secure ands confidential, manner, oftery the,

mm@@ma@og@mmwmwmwwmm
that informatior s kept ins accordance with GDPR.
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APPENDIX |
DISCIPLINARY PROCEDURE FOR SCHOOLS
PROCEDURE FOR A HEARING

The I\/\m@g,emrmi? nepx\e)smtohmetopr\esentfheoﬁod&oaﬁfhemse
and may call, witnesses.

Th@Heodb@ooher\/H Commxﬁ:e@tohweﬂ\eoppoﬁum@to
W%MWWWWQMWMW
suchy
TheMwwgmentneppesentahmetohmﬂweoppmhmibgtoosh
TheHeudi:eoohex\/H Commxﬁeetohwetheoppo@nwg/to

The Managmﬂﬁtr\epn@sa\fahmetohameﬂwoppmwwsum
upthwmse(Nonwwidmshmddb@submittedJobﬂu&
point).
sumupthwmse(Nonwwldmshould/b@submiﬁ:edJobthL&
point).
The Mwwgmentneppesentahmeond/ﬂq@emplogeeondﬂq&n
The Headteacher/Hearing Committee to- consider the facts
pl‘%@l’\iﬁthOthﬂm

' aati L}the Headbeodner\/Heomngz Committee
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APPENDIX 2

DISCIPLINARY PROCEDURE FOR SCHOOLS

NAME TRADE UNION: ..o

POST TITLE: ..., UNION REPRESENTATIVE
NAME AND CONTACT DETAILS:
SCHOOL NAME.:...

THE GROUNDS FOR MY APPEAL ARE:
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APPENDIX 3

DISCIPLINARY PROCEDURE FOR SCHOOLS
PROCEDURE FOR AN APPEAL HEARING

The Management representative to- present the facts of the case
and may call, witnesses

. Members oaCUne Committee to hare the oppm\mmbé/’toweshmthe

. The Management, representative to have the opportunity to- ask
. Members of the Committee to hame the opportunity to ask
. The Management representative to- have the opportunity to sum
upthwmse(Nonwwidmshmddb@submittedJobﬂu&
point).
sumupthwmse(Nonwwldmshould/b@submiﬁ:edJobthL&
point).
TheMwwgmmtneppesmtahwond/ﬂq@emplogeeondﬂq&n

0. The members of the: Appeals Committee to consider the facts

presented to them.

ox\epou'\f@ﬂwabne@ddw\}(mhom Amopporhuutgmagbegwemfor\e—
excamine the exidence/witnesses.
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APPENDIX [

DISCIPLINARY RULES AND EXAMPLES OF GROSS
MISCONDUCT

Bmdww%ﬂwmsombl@wndu@atw%magfak@maw}omand

@mmmohmoaﬁthewwmstanoe&mmolwed

Thwsohoobha&@numw%ﬁsto%&ngpomwhm}usetoubﬂw@mle&ond
lenels of conduct excpected, of all employees. The schools Code
of  Conduct/handbook,  Safeguarding,  Attendance  Management
Procedures, Health, & Sofety Policy are examples of stoffing policies
which set, oub the required standards. In the case of Teachers they are
obsoboundbg/’the—reﬂdqmsmdurd&

Sudubrmche&o&gms&mwwnducbmm&;b&mthe}oﬂmmngm

. substani‘iaibdaﬂagahorwwnelahomtoc}uld/

. WWWWWWWLWWW\&

. Foﬂw*eto}oﬂowth&SohoobTeadmen&S’wndm\d&
for excample serious breaches relating to- S
AUJendoanonagementond,Henlﬂvond,SonfetH/Polw@s«

o Harassmenb v particular seccual; harassment/sesual misconduch
ab work.
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