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LIVERPOOL GOVERNANCE FORUM

Committee Meeting: Tuesday 25 March 2025 at 10 am
Venue: St Margaret Clitherow Centre, Croxteth Drive, Liverpool, L17 1AA

1.0 STANDARD ITEMS:
1.1 Welcome, Apologies & Speaker:

In the absence of MM and MMcD, the meeting was opened at 10 am and Chaired by
DC.

Present: David Blythe, Dave Cadwallader, Dave Owens, Joyce Smith,
Michelle Hayward, Sharon Pearson, Gill Donohoe,
Karen Holland, Denise Moongo.

Apologies: Micheal Morris, Barbara Murray, Maureen McDaid, Avril O’Brien,
Peter Devaney, Marlene Taylor, Richard Lovegrove, Andy Chadwick.

Guest Speaker:

DC introduced Nicola Tierney, HR Manager, Rainbow Educational Trust, who would
be delivering a training and development presentation on HR issues covering:
Disciplinary, Grievance, Capability, and Attendance issues.

Before handing over to NT to deliver her session, DC reminded the committee
members that schools are continuing to face a growing number of complaints from
parents. This, in turn, has led to an increased demand for support from LGF.

In response, LGF members identified a need for governors to receive more
guidance on handling complaints. This concern shaped the focus of the last LGF
Conference in November 2024, which was dedicated to the theme Effectively
Handling School Complaints.

Today’s event on HR issues builds on that theme, aiming to further equip LGF

members with the knowledge and tools to better support schools across
Liverpool.

Please refer to Annex 1 for a summary of the training session.

NB: Slides from the presentation have subsequently been uploaded onto the LGF
Website.
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DC thanked NT for sharing her experience and knowledge with LGF Members at
today’s meeting.

Before continuing, DC also reminded members that we had a reduced agenda
because of the important training session by NT for members.

1.2 Minutes of the Previous Meeting

The minutes of the previous meeting held on 4 February 2025 had already been

agreed upon by email and posted on the LGF website.

1.3 Matters Arising

X Account - There is an ongoing discussion. DC is to consider contacting all
school governors to ask what media their schools use and its impact. He felt

this may help LGF decide the future use of the LGF X account.

2.0 OTHERITEMS
2.1 Other (Matters for Raising)
Associate Member: Karen Holland, Chair of Broughton Hall School is to
become an LGF associate member.

GD was thanked for arranging the excellent venue for today’s meeting.

2.2 Date and Time of Next Meeting

20/5/25 - St Margaret’s C of E Academy, Aigburth Road, Liverpool L17 6AB

01/7/25 - StlJulie’s Catholic High School, 7 Speke Road, Liverpool L25 7TN

SUMMARY OF ACTIONS FROM MEETING

Information regarding Lancashire Governor representation to be shared with DC

GD

Due to the rather poor attendance of some committee members,
clarification was requested on the issue by a number of members.

DB
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Annex 1

NB: (1) The slides from the meeting/training and other documentation are to be
shared on the LGF website and by email to the committee and associate members.

(2) As NT is employed by an educational trust, some of the terminology may differ
from maintained schools.

NT delivered a comprehensive PowerPoint presentation highlighting the different Panel
Hearings that usually occur as a result of school complaint procedures: Disciplinary,
Grievance, Capability, and Attendance.

All the information shared as part of the training is included in the PowerPoint
presentation. During the session, members were given the opportunity to discuss
scenarios to help their understanding.

Some of the most pertinent points made are highlighted below:

Disciplinary Procedures:

*The need for effective questioning when leading an investigation.

*The need for a comprehensive audit trail/timeline.

*The Right to Appeal and the Role of Unions in the processes.

*In Unfair Dismissal Claims the employer must be able to show they acted
reasonably. The core principles for managing such a claim are set out in the

ACAS Code of Practice.

*Disciplinary procedures need to follow an Investigation Plan which should
include a list of what needs to be done, witness statements, timeline etc.

*Disciplinary procedures can result in several outcomes:

e No case to answer -this may highlight a training need.
e Gross Misconduct - in extreme conditions this can lead to immediate dismissal.
e Suspension - This should only be used as a last resort if the personis a

danger to themselves or others. Consideration should be given to moving

the person away from the crux of the issue and it should be stressed that

thisis a neutral act. This should never be a long-term action. It was noted

that the school has a Duty of Care towards the employee and should check

on their welfare regularly.

* Records of the process must be kept for 10 years or until the employee retires
and a clear reason for final decision must be given. It may be necessary to
inform the LADO.

* If the employee raises a grievance during the disciplinary panel meeting it
may be necessary to adjourn the meeting until the grievance is investigated
separately, however, it is possible to run the disciplinary investigation
alongside the grievance investigation in some cases.
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* |fthe employee becomes upset during the meeting it may be necessary to
take a short break or adjourn the meeting.

* |tis good practice for Headteachers to inform the Chair of their governing
Board of any disciplinary procedures undertaken in the school.

* The employee is entitled to union representation at a disciplinary hearing and
aroom should be provided for private consultation with their union
representative. Atthe end of the meeting, before the panel decision is
shared, the employee should be asked if they felt the process had been fair.

* Disciplinary Hearings can result in the following outcomes: No sanction,

Verbal warning, Written warning, Final written warning, Dismissal with or
without notice.

* Averbalwarning remains on the employee’s file for 6 months and a written
warning remains on file for 9 months. If a further incident occurs when an
employee is on a final written warning then dismissal will ensue.

*Itis good practice to follow up any decision with an email/letter to continue
the audit trail.

* The need for confidentiality throughout all processes was emphasised.

NB: Concern was expressed regarding the use of CCTV evidence. It was noted that the use of
such evidence must comply with the school’s GDPR policy. NT is to provide a copy of a policy
template for use in schools.

Grievance Procedures:

*Procedures can be informal and formal. Itis always best to try to resolve
grievances informally. Formal grievances must be made in writing.

*|f a grievance is made against the Headteacher then a Panel needs to be
set up to investigate the grievance at the first stage.

*Panel must be aware of vexatious or malicious grievances.

*An audit trail must be maintained

*Grievance Panel Outcomes include: No further action, Complaint upheld
or partially upheld.

Capability Procedures (NB: This can be linked to Appraisal Procedures)
*Informal Capability Procedures - this applies to teachers/headteachers
where performance evidence suggests serious concerns. Ifissues
continue then Formal Stages must be entered into.
*Formal Capability Procedure Stage 1 - A Support Plan should be put
in place and monitored regularly. Union representation is allowed
at this stage.
*Formal Capability Procedure Stage 2 - If some, but not enough
improvement has been made it is possible to extend the time period.
*Formal Capability Procedure Stage 3 - A Decision Meeting will be
held, usually followed by dismissal. It may be necessary to inform
the Teacher Regulatory Agency.
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Absence Management:

* The Equality Act 2010 must be taken into consideration when managing
staff absence.

* An individual’s circumstances should be taken into consideration when taking
partin this process.

*Well-being meetings should be held with the employee.

* Once an employee has hit a ‘trigger’ their absence is usually
monitored for three months.

*If there is no improvement in attendance then a Panel will need to
be set up to consider dismissal.

* |l Health Retirement is still considered to be a dismissal in law.

* Effective questioning must be tailored to the individual case and
the employee who must be fully aware of why they are at the
meeting and the possible outcome.

* At the end of the meeting the employee must be given the opportunity
to add anything if they wish.

* The employee should sign and date the meeting notes.

* The employee has the right to appeal. Appeals should be submitted to
the Chair of the Hearing within five days of receiving the written decision of
the Panel.

*The Appeal should be heard within 20 working days of receiving the
Appeal and must be heard by a Panel made up of different governors.

* An extension to this time period can be arranged by agreement.

* An Attendance Hearing can be held in the absence of the employee.

* An audit trail and recording evidence is crucial in proving the
employee was treated fairly.

NT stressed that the four main things to bear in mind when setting up a Panel are:
Planning, Preparation, Audit Trail, and Evidence.

NT was thanked for her very informative presentation and for sharing her knowledge and
expertise.

A discussion took place after NT left the room and all present agreed the training had
been excellent and they felt more confident and able to provide the support requested by
schools.

DC highlighted that governors must be aware of their school’s policies and procedures.
It was also noted that evidence gathering/documentation and accurate record keeping
must be a priority in all panel hearings.

DC was thanked for arranging today’s training.
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