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1. 
About this Policy 
a. Hudswell Village Players is an organisation bound by professionalism, and as such there must be robust procedures in place should there be a requirement to discipline a member, or if a grievance has been raised about a member. 

2. Definitions
a. For this policy and procedure, Misconduct is defined as:
i. Unreliable attendance at rehearsals or performances without good reason
ii. Disruptive behaviour during rehearsals or meetings
iii. Failure to follow reasonable direction from the director or production team
iv. Consistent Lateness without prior notice
v. Poor communication, e.g. failing to respond to important messages
vi. Unprofessional behaviour backstage or in front of audiences (e.g. breaking character, joking loudly backstage, etc.)
vii. Not adhering to group policies, such as dress code for performances or safety rules
b. Serious Misconduct is defined as:
i. Bullying, harassment or discrimination (including verbal, physical or online
ii. Aggressive or threatening behaviour
iii. Theft or damage of property belonging to the group or individuals
iv. Breach of health and safety rules
v. Substance abuse (e.g. being under the influence of drugs or alcohol at rehearsals or performances)
vi. Unauthorised absence during critical periods (e.g. show week)
vii. Insubordination – e.g. refusing reasonable requests by directors, stage managers, or committee members
viii. Spreading harmful rumours or undermining other members
c. Gross Misconduct is defined as:
i. Inappropriate relationships or conduct (especially involving power imbalances or minors)
ii. Physical violence or assault
iii. Sexual harassment or misconduct
iv. Deliberate sabotage of a performance or production
v. Serious breaches of safeguarding policies
vi. Bringing the organisation into serious disrepute
vii. Illegal activity connected to the organisation or taking place on its premises

3. Outcomes
a. The outcome for Misconduct is normally an informal, oral, or a formal first written warning. 
b. The outcome for Serious Misconduct is normally a Final Written Warning.
c. The outcome of Gross Misconduct is normally dismissal from the organisation. 
d. Suspension pending investigation would normally be considered in the following circumstances
i. Where children are at risk
ii. Where the person needs protection themselves
iii. Where the allegations amount to gross misconduct
iv. Where the society’s reputation might suffer unduly
v. Where the presence of the person may impede investigation.

4. Responsibility 
a. It is the responsibility of the chairperson to ensure that this the disciplinary policy and procedure is attended to. 
i. If the chairperson is the person to known the disciplinary policy or procedure should apply, the committee would delegate an appropriate person to take control of the investigation. 

5. Records
a. The organisation will keep all records of disciplinary action for a period of 2 years from the date that an outcome decision is made.

6. Grievance Procedures 
a. Stage One: The grievance should be raised with the Society’s Chair (or another committee member if the grievance is about the Chair). 
i. This should be in writing to either 8 Hebron Court, Stokesley, TS9 5FD or hudswellvillageplayers@gmail.com.
b.  The Chair (or other committee member) will arrange for meetings with the relevant parties to discuss the grievance as soon as possible. The Chair may consult with the rest of the Society’s committee before making any decision. If the situation is potentially a disciplinary one, the disciplinary procedure will be followed. 
c. The investigating person will write to you within 5 working days to invite you to a meeting to discuss your grievance further. 
d. The investigating person may call upon witnesses as identified in the grievance letter. 
e. Grievance outcomes will be based upon evidence, therefore it is important that evidence is provided throughout the grievance process. 
f. You will receive an outcome within 10 working days of your meeting with the investigator. 
g. Outcomes will be:
i. Grievance Upheld: You will receive information regarding the resolution of your grievance.
ii. Grievance Partially Upheld: You will receive information on the resolution of your grievance, along with the reasons why it is not considered to be fully upheld.
iii. Grievance Not Upheld: You will receive information explaining why your grievance has not been upheld.
h. Appeal Process: If you are dissatisfied with the outcome of your grievance, you have the right to appeal.
i. How to Appeal: You must write to the person(s) identified in your outcome letter within 10 working days from the date of the letter. If the grievance was investigated by the chairperson, then the entire committee will decide the outcome of your appeal. If the whole committee decided the outcome of your grievance, the trustees will reconsider the response.
ii. The response to the appeal is final.

7. Discipline Procedure
a. If there is evidence the misconduct has occurred you will receive a letter (via email or post) inviting you to a meeting with a committee member and a note taker (likely to be another committee member) within 5 working days. If you are unable to attend, please reschedule this meeting for within 5 working days of the original date. 
b. You will be told of the allegation, provided with evidence, and then the type of disciplinary being considered i.e. Misconduct/Serious Misconduct/Gross Misconduct. 
c. You are entitled to bring a person with you to the disciplinary meeting. They cannot answer for you, but they are there to offer you support. 
d. Decisions will be based upon evidence, therefore, evidence must be provided by both the investigating person and the accused. 
e. It will the committee members decision (in consolidation with the chair [unless the chair person is complicit, in which case the committee will nominate another suitable person]) as to what the outcome will be of your disciplinary. You will receive this outcome within 10 working days from the date of your meeting. 
f. Appeal Process: If you are dissatisfied with the outcome of your disciplinary, you have the right to appeal.
i. How to Appeal: You must write to the person(s) identified in your outcome letter within 10 working days from the date of the letter. If the disciplinary was investigated by the chairperson, then the entire committee will decide the outcome of your appeal. 
ii. The response to the appeal is final.



