
 

Grievance Policy Statement 
J Breheny Contractors Ltd recognises that from time to time employees may wish to seek 
redress for grievances relating to their employment. 
 
In this respect, the Company’s policy is to encourage free communication between 
employees and their managers to ensure that questions and problems arising during the 
course of employment can be aired and, where possible, resolved quickly and to the 
satisfaction of all concerned. 
 
Where a grievance cannot be dealt with informally, the associated grievance procedure 
should be adopted where an employee has a grievance arising from their employment, 
except where the matter constitutes an appeal against a disciplinary decision which should 
be taken up in accordance with the Company’s separate disciplinary appeals procedure. 
 
The grievance procedure will be carried out in confidence, unless otherwise agreed with the 
parties involved, and will not prejudice the aggrieved employee's current employment or 
future career prospects. Some grievances may be of a sensitive or controversial nature and 
therefore a balance must be drawn between the need to preserve this confidentiality and the 
need for informed discussion on the issues raised. 
 
It is anticipated that most grievances will be resolved through informal discussion and the 
normal management channels without the need to invoke the formal grievance procedure. 
 
This Policy is to be reviewed no later than 31st December 2012. 
 

 
 
John Breheny – Chairman 
1 January 2012 
 



 

Grievance Procedure 
1. Where an employee has a grievance arising from employment he or she should initially 

raise the matter in writing with his or her immediate line manager. 
 
2. The line manager should invite the employee to attend a formal hearing to discuss the 

grievance. The employee has a statutory right to be accompanied at the hearing by a 
work colleague of his or her choice or a trade union official. A trade union official means 
a full-time official or a lay official certified by the union as having experience of, or having 
been trained in, acting as a companion at a grievance hearing. 

 
3. After due consideration, the manager will give a decision in writing, if possible within 7 

working days of the grievance hearing, and offer the right of appeal. 
 
4. If the matter is not resolved, the employee may raise the matter with a more senior 

manager, such as a departmental or works manager, who will obtain the line manager’s 
record of the grievance, record any additional information and hear the grievance within 
7 working days. The employee again has the statutory right to be accompanied by a 
work colleague of his or her choice or a trade union official at the meeting. A decision will 
be given in writing, if possible, within five working days of the date of referral. This 
decision is final. 

 
5. Grievances concerning an employee’s line manager should be referred to a more senior 

manager. 
 
6. Appeals against disciplinary action and dismissal are not normally heard under the 

grievance procedure as these can be dealt with through the organisation’s separate 
disciplinary appeals procedure. The grievance procedure may, however, be used if either 
the disciplinary action taken potentially constitutes unlawful discrimination or the 
employee believes that the real grounds for the disciplinary action are different from the 
grounds on which the organisation claimed to be taking the action are not genuinely 
related to the employee’s conduct or capability.  If a disciplinary appeal is pending, 
however, the complaint can be dealt with at the disciplinary appeal. 


