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1 Executive Summary 
 
The Isle of Wight NHS Trust (hereinafter the Trust) strives to achieve a culture in which 
employees receive equitable and reasonable treatment in line with an ethos that supports 
and promotes trust and mutual respect. 

The Grievance Policy and Procedure allows staff to seek redress without fear of reprisals, 
victimisation, subsequent discrimination or disadvantage. All staff will receive appropriate 
support and feedback throughout this process. 

2 Introduction 
 

The Trust encourages grievances to be resolved informally by the employee through 
discussion with their line manager, or through a process of a facilitated discussion. 
However, where an issue cannot be resolved informally the following procedures are 
established with the intention of ensuring that grievances are dealt with promptly, fairly 
and consistently. 

 
The Trust will therefore: 

 Recognise its legal responsibilities under the Employment Act 2008, and follow the 
principles laid down in the ACAS Code of Practice (Disciplinary and Grievance 
Procedures). 

 Provide appropriate guidance via HR to support managers and employees. 

 Expect Trade Unions to recognise their responsibility to train their representatives in 
the handling of grievance matters. 

3 Definitions 
 

Grievance – Grievances are concerns, problems or complaints raised by a staff member 
in relation to their personal employment. 
 
Facilitated discussion – is a facilitated conversation usually carried out by an appropriate 
internal manager allowing all parties to respectfully engage in conversation with a view to 
reaching resolution. 
 
Mediation – A confidential and voluntary process in which an independent trained mediator 
helps two or more people in dispute to attempt to reach an agreement.  

4 Scope 

This policy applies to all employees whose contract of employment is with the Trust. 

Individuals who provide services in accordance with the agreement for provision of bank 
services will be managed in line with the Trust Code of Conduct for Bank Workers. 
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5 Purpose 
 
The purpose of this policy is to provide a framework for employees to raise concerns they 
may have in relation to their employment situation.  This policy provides guidance to 
employees and managers to ensure all grievances are resolved quickly, fairly and 
consistently.  
 
If an individual’s complaint relates to bullying and harassment on the part of a colleague, the 
Trust’s Bullying and Harassment Policy should also be referred to.   
 
If the concern relates to unlawful conduct, financial malpractice or dangers to patients, 
employees, the public or the environment these concerns should be raised in line with the 
Raising Concerns (Whistle Blowing) Policy.  
 
Complaints that amount to an allegation of misconduct on the part of another employee will 
be investigated and dealt with under the Disciplinary and Dismissal Policy and Procedure or 
the Conduct, Capability, Ill-Health and Appeals Policy and Procedure for Medical and Dental 
Practitioners. 

6 Roles and Responsibilities 

Responsibilities of staff groups within the Trust are outlined as follows: 

6.1 Staff Responsibilities: 
 

 To raise matters of concern informally with their manager at the earliest 
opportunity and to allow them to attempt to resolve such matters prior to 
instigating a formal grievance.  

 To seek advice from their Trade Union, professional association or HR 
representative if they require clarification on any part of the Grievance Policy and 
Procedure. 

 

6.2 Management Responsibilities: 
 

 To understand and follow the policy.  

 To encourage a culture where employee’s are able to raise their concerns early 
in order to seek an timely resolution 

 To resolve, where possible, disputes and issues sensitively and fairly through 
informal action. 

 To ensure diary time is available to progress formal issues in a timely manner. 

 To undertake grievance investigations and/or hearings, where required. 

 To be responsible for appointing an appropriate investigator in a timely manner 
when required 

 To ensure that policy timescales are adhered to 
 
 

6.3 Human Resources Responsibilities: 
 

 To provide support, advice, and guidance to staff and managers on grievance 
resolution. 
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 To ensure the Policy is adhered to and timescales are met in conjunction with the 
manager  

 Identifying any trends and bringing them to the attention of senior management.  

7 Management Levels of Authority 
 
The levels of authority in the support and resolution of grievance matters will follow the 
management hierarchy of the Trust: 
 
An employees line manager will usually be responsible for managing a grievance raised by a 
member of staff unless it is not appropriate for them to do so; for example, where the 
grievance raised is against the line manager. 
 
A first line supervisor/manager can investigate either a formal or an informal grievance.  Any 
appeal will be heard by the next level of management, or a manager at the same level, who 
has had no previous involvement with the complaint. 

8 Timescales 
 
Grievances should be raised at the earliest opportunity from the date the matter occurred in 
order to reach a satisfactory and timely resolution.  
 
The manager should provide written acknowledgement within 5 working days of receipt of a 
grievance.  
 
The Trust aims to ensure a resolution to all grievances is achieved as quickly as possible 
and within a reasonable timeframe depending on the nature and complexity of each case. In 
circumstances where it is likely for that the grievance can not be resolved quickly due to the 
requirement for an investigation, timescales and extensions to timescales will be 
communicated to the affected staff member(s). 
 
For the purpose of this procedure, working days do not include weekends or public holidays. 

9 Right to be Accompanied 
 
At any stage in the Grievance Procedure, the individual may be accompanied by a 
companion. 
 
The individual’s companion may be a workplace colleague/friend or a trade union / staff side 
representative. In a meeting, a representative will be entitled to present a case on behalf of 
the individual, address the panel and question any witness evidence.  
 
If the employee or their representative is unable to attend the date originally proposed for the 
meeting, the individual must contact the relevant manager or HR Officer to request that the 
meeting is rescheduled and suggest a new date (and which should be, ideally within 5 days 
of the original meeting date). 
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10 The Informal Grievance Procedure  

10.1  Raising a concern 

Individuals who believe they have a grievance should, in the first instance, approach their 
line manager to discuss the problem with the aim of reaching a resolution. 

However, it is accepted that an individual may feel it necessary to address the issue to their 
next level of management if the grievance involves the immediate line manager. 

The line manager (or the next level manager) who has been presented with the concern 
should initiate an informal meeting to discuss the issues. 

In some circumstances, if the concern raised is particularly serious, the line manager, in 
conjunction with HR, will determine that the matter proceed straight to the formal stage of the 
Grievance Procedure, or be investigated under the Trust’s Disciplinary and Dismissal Policy 
and Policy or the Trust’s Conduct, Capability, Ill-Health and Appeals Policy and Procedure 
for Medical and Dental Practitioners (or other appropriate policy). 

10.2  Informal Meeting  
 
The informal meeting is designed, and is expected to resolve the vast majority of disputes. 
The principles of the meeting will be that it is: 
 

 A fair and open discussion. 

 A thorough exploration of the issues in hand. 

 A chance for the employee to fully discuss their concerns. 

 An opportunity to work together to resolve the dispute. 
 
It is also anticipated that formal representation from staff side, or support from HR, will not 
normally be required at this stage. 
 
The suggested format is as follows: 
 

 The individual talks through their grievance and how they would like to see it resolved   

 The manager will respond to the individual’s concerns and consider whether an 
appropriate resolution can be reached at this stage. 

 
Where appropriate, the meeting may be adjourned to allow further investigations to take 
place.  
 

10.3 Outcome of the Informal Meeting 
 
It is anticipated that the informal meeting will normally result in a mutually agreed resolution.    
 
A manager should write to the individual to summarise the discussions and document any 
agreement reached / or that agreement was not possible.  Copies of this documentation 
should be retained by the manager.   
 
Where an individual remains aggrieved at the outcome, or where no informal resolution is 
possible, the issue will be appropriate to progress to the next stage. 
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11 Facilitated Discussion / Mediation  
 
Following an informal or formal grievance meeting, a facilitated discussion or mediation 
might be a recommended next step to help re-establish communication between the parties.   
 
Taking part in a facilitated discussion or mediation is a voluntary process and provides a 
mechanism for issues to be discussed with the aim of reaching a resolution.  Further 
guidance may be sought from the HR Department.   

12 Formal Grievances 

12.1 Employee Submission of Grievance 

Individuals wishing to lodge a formal grievance must document in writing their issue.  It is 
expected that the Grievance Submission form will be used (Appendix A). 

The grievance should identify the following: 

 The nature of the complaint.  This should be clearly defined. 

 If, and by whom, the individual wishes to be represented at any formal meeting 

 That they have exhausted informal mechanisms with their line manager or that 
informal resolution is not appropriate and the reasons for this. 

 The resolution and remedy that the individual is seeking that would satisfy their 
grievance. 

12.2 Support in Lodging a Grievance 

If an individual, or group of individuals, have difficulty in submitting a written grievance (for 
example if an employee’s first language is not English or if they have difficulty in written 
communication) they should seek support from a work colleague, a trade union 
representative, or other employee representatives. 

12.3 Initial Management Action 
 
A line manager in receipt of a formal grievance must contact the Employee Relations Team 
and send a copy of the grievance to the team. [The Employee Relations Team can be 
contacted on ext 5680 or by email: iownt.HRofficers@nhs.net] 
 
The line manager must acknowledge the grievance and arrange a formal grievance meeting, 
giving reasonable notice, and confirming that the employee can be accompanied at the 
meeting by a union/staff side representative or workplace colleague/friend (acting in a non-
professional capacity)..  The line manager must also arrange for an HR Officer and a note 
taker to be present at this meeting. 
 
The Trust endeavours to meet with staff who have raised a grievance within 7 calendar days 
of acknowledging receipt of their grievance, where possible. Where this is not possible, the 
employee should be made aware of any delays and an alternative meeting date agreed.  
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12.4 Action when a grievance has been raised against another employee 
 
If the complaint concerns another employee(s), the Manager dealing with it at the formal 
stage should meet with the employee(s) to notify them of the complaint against them giving 
sufficient details of the concerns and outline the next steps. This should be followed up in 
writing.  
 
Depending on the nature of the grievance, the line manager should consider whether 
changes could temporarily be made to avoid the two employees working together. If this 
action is taken they should make it clear to both employees that this is a temporary measure 
while the grievance is being looked into and/or investigated.  
 
The line manager should maintain regular contact with both employees’ to support their well-
being and offering support via Occupational Health and the Employee Assistance 
Programme where necessary. 
 

12.5 The Formal Grievance Meeting 
  
The purpose of the meeting will be to discuss the grievance in full, review any evidence that 
supports the grievance (including calling any witnesses) and to discuss realistic options that 
could be considered as a way to resolve the grievance.  
 
The suggested format of the meeting is shown in Appendix D. 
 
At the end of the meeting the manager should confirm the next steps and give a indicative 
timescale on when they are likely to be able to provide the employee with an outcome. Next 
steps may be: 
 

 Further exploration of the facts by the line manager is required 

 An investigation is required by an independent investigator 

 The manager requires some time to decide on the appropriate outcome/action 

12.6 Investigating Grievances 
 
Investigations are likely to be required in cases of allegations of bullying and harassment 
and/ or where the facts are not straightforward and require a comprehensive independent 
assessment. 
 
Where further investigation is necessary the line manager, in conjunction with HR, should 
draw up clear Terms of Reference for the investigation and advise the employee in writing 
along with a realistic timescale for completion. The Trust standard for completing 
investigations is within 45 days of the decision to commission an investigation however this 
may be extended depending on the circumstances of the case. 
 
The purpose of the investigation is to: 
 

 Establish the facts surrounding the grievance (outlined in the terms of reference) 
 

 Establish whether the evidence substantiates the issues contained within the 
grievance. 

 
The investigation should be conducted by the manager, or the by the person commissioned 
to undertake the investigation as quickly and as sensitively as possible to ensure that the 
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recollection of the facts are not forgotten. The investigation is likely to include interviews with 
and/or the obtaining of written statements from all relevant parties. 
 
Any member of staff who is the subject of a formal investigation should be notified in writing 
that an investigation will be undertaken; and they will be advised of the allegations that have 
been made against them.  The employee will be invited to attend an investigation meeting so 
that they can respond to the allegation(s) and give their version of events. 
 
At any investigation meeting, the employee can be supported by a union/staff side 
representative or workplace colleague/friend (acting in a non-professional capacity). 
 
 If a member of staff who is subject to an investigation, is off sick Occupational Health will 
assess them to determine if they are well enough to participate in the investigation process. 
 
A member of staff may decline to be seen by Occupational Health, in which case the 
investigation will usually proceed on the information available. 
 
On conclusion of the investigation, the line manager or  investigating officer will write a report 
of their findings and conclusion. In cases where the line manager has not undertaken the 
investigation, the investigating officer will provide the line manager with a copy of the report. 
A copy of the report should also be sent to and discussed with the relevant HR Officer. 

12.7 Outcome 
 
On conclusion of the investigation and after a full, robust, and fair analysis of the evidence 
provided at the initial formal grievance meeting, the line manager will decide on an outcome 
from the following options: 

 Not uphold the grievance – no further action 
OR 

 To uphold or partially uphold the grievance and, where appropriate, identify 
appropriate action to be taken. 

 

It may still be appropriate at this stage to consider resolution mechanisms that are outlined 
at the informal stage such as mediation/facilitated discussions.  

12.8 Reconvened Formal Grievance Meeting  
 
Following on from the meeting that took place at section 12.5, the manager should 
reconvene the meeting with the employee and their representative to inform the employee of 
the outcome. 
 
At the meeting the manager’s decision should be outlined to the employee in the format 
outlined in Appendix D.  
 
They will be informed that the decision will be confirmed in writing and that they have the 
right to appeal in line with this policy. 

Written confirmation of the outcome will be issued within a reasonable timescale after the 
meeting. 
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13 Ill Health/Failure to Attend Meetings 

13.1 Ill Health 

If an individual notifies the Trust that they are unwell prior to a grievance meeting or appeal 
hearing, the Trust reserves the right to request that the individual attend an Occupational 
Health appointment.  Occupational Health will make an informed and objective assessment 
of the individual’s health and will consider whether it is appropriate to proceed with the 
hearing. 

The Occupational Health physician will recommend one of the following: 

 The individual, although unfit for normal duty, is fit to proceed with the meeting. 

 The individual is fit to proceed with the meeting with the organisation making 
reasonable adjustments to the process, which will be clearly specified by 
Occupational Health. 

 The individual is medically unfit to proceed with the meeting, in which case the 
Occupational Health Advisor may recommend a postponement. 

Individuals should notify their manager if unable to attend on grounds of ill health. 

13.2 Failure to Attend  
 
A failure to attend a formal grievance meeting or appeal hearing by individual(s) concerned 
without valid reason may result in the process being carried out in their absence and base 
any decision on the evidence available. 

14 Appeals 
 
Any member of staff dissatisfied with the outcome of the formal grievance meeting has the 
right of appeal. An employee who wishes to lodge an appeal against such action should 
write to HR within 10 working days of the date of the letter containing the decision.   
 
For the purpose of this procedure, working days do not include weekends or public holidays. 

14.1 Grounds for Appeals 
 
The letter of appeal must contain clear grounds on which the appeal is based, which will 
usually be: 
 

 There are grounds that are still unresolved; 

 That new evidence is now available; and / or 

 There was a failure to adhere to agreed procedure. 
 

14.2 Appeal Hearing 
 
The appeal will usually be to the next line of management or to a manager who has not been 
previously involved with the grievance.   
 
The Appellant will receive written confirmation from either HR or the appeal hearing manager 
that their appeal has been received.   
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The Appeal Hearing will be arranged within a reasonable timescale of receipt of the 
appeal letter. The date will depend upon the availability of the appeal hearing manager, the 
employee and any trade union/staff side representative or workplace colleague/friend. Every 
effort will be made for an early date. 
 
Any particular arrangements that are required by the Appellant should be notified to the 
appeal hearing manager e.g. access to a lift etc. 
 
The appeal hearing manager and/or the employee may call upon witnesses. 

The appeal hearing will follow the same format as a formal Grievance Meeting.  

14.3 Outcome of the Grievance Appeal Meeting   
 
The outcome of the Grievance Appeal will be communicated verbally to the employee 
wherever possible. This will consist of:  
 

 A summary of findings  

 Whether the original decision is upheld, partially upheld on not upheld 

 Any action to be taken as a result of the decision.  
 
A written outcome should be sent to the employee within 10 working days of the date of the 
decision 

The appeal stage is the final stage in the grievance process, and there is no further right of 
appeal. 

15 Vexatious or Malicious Grievances  
 
An employee may raise a grievance that, through investigation, proves to be vexatious or 
malicious. In these circumstances the employee raising the grievance may find themselves 
subject to disciplinary action.  
 
The Trust reserves the right not to investigate any grievance that it believes would be better 
dealt with via an informal route. 

16 Raising a grievance during a disciplinary process  
 
In exceptional circumstances, where an employee raises a grievance at any stage of the 
disciplinary procedure, a decision will be made as to whether the proceedings should be 
suspended until such time as the grievance is resolved.  
 
A decision will be made based on the seriousness of the allegations and whether or not they 
make it inappropriate for the disciplinary procedure to continue until the grievance outcome 
is known.  
 
In most cases, the two procedures will run parallel or the issues raised may be investigated 
as part of the grievance investigation. 
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17 Collective Grievances 
 
If the same grievance is raised by more than one employee, it may be appropriate for the 
problem to be resolved through a collective agreement between staff-side representatives 
and the employer. 

18 Procedure when an employee has left the Trust 
 
If a former employee of the Trust raises a grievance about an issues relating to their 
employment in the Trust, they should write to / email their former Manager as soon as 
possible after leaving the Trust and within three months of the last incident involved in the 
grievance.  The relevant manager will write to acknowledge receipt of the letter and will send 
a formal response.  

19 Consultation 
 
This Grievance Policy will be consulted via Partnership Forum which includes CUPAC 
members and JLNC.  It will be published on the corporate draft policy site and notification 
will be in the e-bulletin. 

20 Training 
 
This Grievance Policy does not have a mandatory training requirement but attendance on 
Human Resources Management Essentials training or through one to one training is 
recommended. 

21 Monitoring Compliance and Effectiveness 
 
Responsibility for monitoring and effectiveness at Clinical Division/Care Group and 
Corporate Directorate level sits with the management teams of those Business units and 
departments. Any issues with the application of this policy will be raised via the Human 
Resources and Organisational Development Group.      
 
The policy’s effectiveness is monitored by: 

 Monthly Employee Relations Report to the Board including Non-Executive Directors 

 Monthly reporting of Employee Relation issues to Business Divisions/Corporate 
Management Teams 

 Exception reporting at Directorate Performance Reviews 

 HR Officers providing consistent risk based advice in line with the policy 

 Maintaining accurate records in HR through Case Management 

 Escalation of issues to the Senior HR Management Team including Director 
of HR & OD with issues of concern and where policy has not been followed. 

22 Links to other Organisational Documents 
 

 Isle of Wight NHS Trust Disciplinary Policy and Procedure 

 Isle of Wight NHS Trust Capability Policy and Procedure 
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 Isle of Wight NHS Trust Conduct, Capability, Ill-Health and Appeals Policy and 
Procedure for Medical and Dental Practitioners 

 Isle of Wight NHS Trust Recruitment and Selection Policy 

 Isle of Wight NHS Trust Attendance Management Policy 

 Isle of Wight NHS Trust Conduct, Capability, Ill Health and Appeals Policy and 
Procedure for Medical and Dental Practitioners 

 Isle of Wight NHS Trust Dignity at Work Policy 

 Isle of Wight NHS Trust Bank Workers Code of Conduct 

 ACAS Code of Practice on disciplinary and grievance procedures – March 2015  

23 References 
 

 ACAS Code of Practice on Disciplinary and Grievance Procedures  
 

 Disciplinary and Grievance at Work: The ACAS Guide  
 

24 Appendices 
 

 Appendix A - Grievance Form 

 Appendix B – Suggested format for a Formal Grievance Meeting 

 Appendix C - Financial and Resourcing Impact Assessment on Policy 
Implementation 

 Appendix D - Equality Impact Assessment (EIA) Screening Tool 
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Appendix A 
 
 
Grievance Form 

 
A Key details 

Name:  

Work Area:  

Extension or contact number  

Line Manager  

 
B       Representation 

At any formal meeting I have agreed to be represented by the individual named 
below. 

Name of representative  

Trade Union (If applicable)  

 
Please delete as appropriate 

I have made reasonable attempts to resolve this issue informally with my line 
manager  (If yes please provide detail in section C of this form): Yes / No 

I have been refused an informal meeting to discuss these issues with my line 
manager: 
Yes / No 

I consider it is not appropriate / or to sensitive to try to resolve the issue with my line 
manager (As per section 10 of the policy): Yes / No 

 

 

C Details of Grievance 

Please provide full details of your grievance.   This should include as much detail as possible.  
Please attach any relevant documentation that may help to explain or address your issue. 
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D Resolution 

Please provide details of your perception of the resolution and remedy that would satisfy your 

grievance: 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

I hereby acknowledge that the details contained within this grievance are true to the best of my 
knowledge and I agree to attempt to seek resolution using the Grievance procedure. 

 

Signed Date 
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Appendix B 
 

Proposed format for the grievance meetings 
 
Initial Formal Grievance Meeting 

 

 The manager introduces the people in attendance and their roles at the meeting. 

 The manager reminds the employee of their right to be accompanied (if no 
companion is present). This must be recorded in the notes of the meeting/hearing.  

 The manager outlines the intended procedure for the meeting. The manager asks if 
there are any initial questions.  

 The employee details the allegations/their concerns, which are then discussed 
further.  

 The employee has the opportunity to provide relevant information to support their 
statement (including asking any witness(es) to attend).  Any witnesses will only be 
present to give evidence and will not be present for the whole meeting. 

 The employee is asked how they would like the grievance resolved /what outcome 
they expect to receive and/or their reason for their appeal 

 Once all the evidence is gathered, the meeting is adjourned to consider next steps.  

 Employee is informed of the next steps (i.e. further investigation) and likely 
timescales 
 

 
Reconvened Formal Grievance Meeting 
 

 The meeting is  reconvened to communicate the next steps/outcome verbally with 
confirmation in writing within stated timescales or otherwise agreed. 

 The manager must confirm: 
o  A summary of the key points of the grievance. 
o The considerations made by the manager regarding the evidence established 
o The reasons for either not upholding, partially upholding or upholding the 

grievance. 
o The remedies that wil be pursued, where the grievance has been upheld or 

partially upheld. 
o That the individual has the right to appeal (if not at appeal stage) 
o That the outcome will be confirmed in writing 
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Appendix C 
 

Financial and Resourcing Impact Assessment on Policy Implementation  
 

NB this form must be completed where the introduction of this policy will have either a 
positive or negative impact on resources.  Therefore this form should not be completed 
where the resources are already deployed and the introduction of this policy will have no 
further resourcing impact. 

 

Document 
title 

Grievance Policy & Procedure 

 

Totals WTE Recurring  
£ 

Non 
Recurring £ 

Manpower Costs   0 0 0 

Training Staff  0 0 0 

Equipment & Provision of resources  0 0 0 

 
 
Summary of Impact: No impact 
 
Risk Management Issues:   

Benefits / Savings to the organisation:  Ensures compliance with employment legislation 
 
Equality Impact Assessment 
 
 Has this been appropriately carried out?    YES/NO  
 Are there any reported equality issues?    YES/NO 
 
If “YES” please specify:  
 

Use additional sheets if necessary. 
 
Please include all associated costs where an impact on implementing this policy has been 
considered.  A checklist is included for guidance but is not comprehensive so please ensure 
you have thought through the impact on staffing, training and equipment carefully and that 
ALL aspects are covered. 

Manpower WTE Recurring £ Non-Recurring £ 

Operational running costs 0 0 0 

     

Totals:     

 

Staff Training Impact Recurring £ Non-Recurring £ 

    

Totals:  0  0 
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Equipment and Provision of Resources Recurring £ * Non-Recurring £ 
* 

Accommodation / facilities needed 0 0 

Building alterations (extensions/new) 0 0 

IT Hardware / software / licences  0 0 

Medical equipment 0 0 

Stationery / publicity 0 0 

Travel costs 0 0 

Utilities e.g. telephones  0 0 

Process change 0 0 

Rolling replacement of equipment 0 0 

Equipment maintenance 0 0 

Marketing – booklets/posters/handouts, etc 0 0 

   

Totals: 0 0 

 

 Capital implications £5,000 with life expectancy of more than one year. 
 

Funding /costs checked & agreed by finance: NA                 

Signature & date of financial accountant:        

Funding / costs have been agreed and are in place: NA 

Signature of appropriate Executive or Associate Director:  
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Appendix D 

 
Equality Impact Assessment (EIA) Screening Tool 

 
1. To be completed and attached to all procedural/policy documents created within 

individual services. 
 

2. Does the document have, or have the potential to deliver differential outcomes or affect 
in an adverse way any of the groups listed below?  
 
If no confirm underneath in relevant section the data and/or research which provides 
evidence e.g. JSNA, Workforce Profile, Quality Improvement Framework, 
Commissioning Intentions, etc. 
 
If yes please detail underneath in relevant section and provide priority rating and 
determine if full EIA is required. 

 

Gender 

 Positive Impact Negative Impact Reasons 

Men   

This policy outlines the 
procedure should an employee 
raise a grievance relating to 
their employment.  Adherence 
to this policy will ensure that all 
grievances are dealt with 
consistently, fairly and in line 
with the legislative framework 

Women   As above 

Race 

Asian or Asian 
British People 

  
As above 

Black or Black 
British People 

  
As above 

Document Title: Grievance Policy and Procedure 

Purpose of document 

The purpose of this policy is to provide a framework for employees to 
raise concerns that they may have in relation to their personal position. 
This policy provides guidance to employees and managers to ensure 
all grievances are resolved quickly, fairly and consistently.  

Target Audience All employees of the Isle of Wight NHS Trust. 

 

Person or Committee undertaken 
the Equality Impact Assessment 

HR Manager 
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Chinese 
people  

  
As above 

People of 
Mixed Race 

  
As above 

White people 
(including Irish 
people) 

  
As above 

 

People with 
Physical 
Disabilities, 
Learning 
Disabilities or 
Mental Health 
Issues 

  

As above 

Sexual 
Orientat
ion 

Transgender   
As above 

Lesbian, Gay 
men and 
bisexual 

  
As above 

Age 

Children  
 

  
As above 

Older People 
(60+) 

  
As above 

Younger 
People (17 to 
25 yrs) 

  
As above 

Faith Group   
As above 

Pregnancy & Maternity   
As above 

Equal Opportunities 
and/or improved 
relations 

  
As above 

 
Notes: 
 
Faith groups cover a wide range of groupings, the most common of which are Buddhist, 
Christian, Hindus, Jews, Muslims and Sikhs. Consider faith categories individually and 
collectively when considering positive and negative impacts. 
 
The categories used in the race section refer to those used in the 2001 Census. 
Consideration should be given to the specific communities within the broad categories such 
as Bangladeshi people and the needs of other communities that do not appear as separate 
categories in the Census, for example, Polish.  
 
3. Level of Impact  
 
If you have indicated that there is a negative impact, is that impact: 

  YES NO 

Legal (it is not discriminatory under anti-discriminatory law)   

Intended   
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If the negative impact is possibly discriminatory and not intended and/or of high impact then 
please complete a thorough assessment after completing the rest of this form. 
 
3.1 Could you minimise or remove any negative impact that is of low significance?   Explain how 
below: 

 
 

3.2 Could you improve the strategy, function or policy positive impact? Explain how below: 

 
 

3.3 If there is no evidence that this strategy, function or policy promotes equality of opportunity or 
improves relations – could it be adapted so it does?  How? If not why not? 

 
 

Scheduled for Full Impact Assessment Date: 

Name of persons/group completing the full 
assessment. 

HR Manager 

Date Initial Screening completed  

 


