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Safe, Connected, Ready to Learn

Vision

Every interaction is an intervention: safe relationships create successful learners.

Ethos
"Do all the good you can, by all the means you can, in all the ways you can, in all the places you can, at all the times you can, to all the people you can, as long as ever you can." – John Wesley

At Mount School we believe that positive relationships, high expectations and a therapeutic approach create the conditions in which all pupils can succeed.
We are committed to providing a safe, nurturing and inclusive environment where every member of our school community is valued, respected and supported.
Through trauma-informed and restorative practices, we seek to remove barriers to learning and enable pupils to become safe, connected and ready to learn.
The school is committed to maintaining positive working relationships and ensuring that concerns raised by employees are addressed fairly, consistently and promptly.
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1. Policy Statement
Mount School expects all employees to maintain high standards of conduct, professionalism and integrity.
Where concerns arise regarding conduct, behaviour or breaches of school policies, the school will seek to address these matters fairly, proportionately and consistently.
The purpose of this procedure is to ensure that disciplinary matters are managed appropriately whilst supporting both employee wellbeing and the effective operation of the school.

2. Aims
This procedure aims to:
· Promote high standards of professional conduct.
· Ensure fairness and consistency.
· Support improvement where appropriate.
· Protect pupils, staff and the wider school community.
· Maintain confidence in school procedures.
· Ensure compliance with employment law.
· Protect the integrity and reputation of the school.

3. Scope
This procedure applies to all employees of Mount School.
Disciplinary action may be considered where concerns arise regarding:
· Professional conduct.
· Breaches of school policies.
· Misconduct.
· Gross misconduct.
· Failure to follow reasonable management instructions.
· Repeated conduct concerns.
· Failure to maintain professional standards.
This procedure does not normally apply to:
· Capability concerns.
· Grievances.
· Redundancy matters.
These matters will be managed through separate procedures.

4. Principles
The school will ensure that:
· Concerns are investigated before decisions are made.
· Employees are informed of allegations.
· Employees have an opportunity to respond.
· Decisions are evidence based.
· Confidentiality is maintained wherever possible.
· Employees are treated fairly and with dignity.
· Procedures are completed without unreasonable delay.
Employees have the right to be accompanied by:
· A trade union representative.
· A workplace colleague.
At formal disciplinary hearings and appeals.

5. Informal Management
Many concerns can be resolved through informal management.
This may include:
· Supervision discussions.
· Professional conversations.
· Advice and guidance.
· Additional support.
· Training.
· Informal action plans.
Informal management is not disciplinary action and will normally be used where concerns are minor and improvement is achievable.
Where concerns are serious or repeated, formal procedures may be initiated.

6. Suspension
Suspension is a neutral act and does not imply guilt.
Suspension may be considered where:
· There are safeguarding concerns.
· There is a risk to pupils.
· There is a risk to staff.
· There is a risk to evidence.
· There is a risk to the integrity of an investigation.
· Relationships have broken down significantly.
The decision to suspend will normally be made by the Principal/Proprietor.
Alternative arrangements may be considered where appropriate.

7. Investigation
Before any formal disciplinary decision is made, an investigation will normally take place.
The investigation may include:
· Interviews.
· Written statements.
· Review of documents.
· Review of records.
· Review of CCTV where applicable.
· Review of electronic communications where appropriate.
The employee will normally be informed of:
· The nature of the concerns.
· The investigation process.
· Expected timescales.
The purpose of the investigation is to establish facts and gather evidence.
An investigation does not determine guilt or disciplinary outcomes.

8. Formal Disciplinary Hearing
Where sufficient evidence exists, a formal disciplinary hearing may be convened.
The employee will normally receive:
· Written notification.
· Details of allegations.
· Relevant evidence.
· Date, time and location of the hearing.
· Information regarding the right to be accompanied.
The hearing will consider:
· The allegations.
· Evidence gathered.
· Employee representations.
· Relevant policies.
· Mitigating circumstances.
A decision will be made following consideration of all available information.

9. Possible Outcomes
Following a disciplinary hearing, outcomes may include:
No Further Action
Where allegations are not substantiated.
Management Advice
Additional guidance, support or training.
First Written Warning
Where misconduct has occurred but improvement is considered achievable.
A first written warning will normally remain active for twelve months.
Final Written Warning
Where misconduct is serious or where previous warnings remain active.
A final written warning will normally remain active for twenty-four months.
Dismissal
Where misconduct is sufficiently serious or where improvement has not been achieved despite previous warnings.
Other Appropriate Action
Including changes to duties, supervision arrangements, training requirements or safeguarding measures where appropriate.

10. Gross Misconduct
Gross misconduct is conduct so serious that it may fundamentally undermine the employment relationship.
Examples may include:
· Safeguarding breaches.
· Physical violence.
· Serious bullying or harassment.
· Theft.
· Fraud.
· Deliberate damage to property.
· Serious breaches of confidentiality.
· Serious misuse of school systems.
· Possession of illegal substances.
· Serious insubordination.
· Falsification of records.
· Serious breaches of health and safety requirements.
This list is not exhaustive.
Where gross misconduct is substantiated, dismissal without notice may be considered.

11. Appeals
Employees have the right to appeal disciplinary decisions.
Appeals should normally be submitted in writing within ten working days of receiving the outcome.
Appeals may be based upon:
· New evidence.
· Procedural concerns.
· The reasonableness of the decision.
· The proportionality of the outcome.
An appeal hearing will normally be arranged.
Where possible, the appeal will be heard by an individual not previously involved in the matter.
The outcome of the appeal will normally be final.

12. Record Keeping and Confidentiality
Records relating to disciplinary matters will be maintained securely.
Records may include:
· Investigation records.
· Witness statements.
· Meeting notes.
· Outcome letters.
· Appeals documentation.
Information will be processed in accordance with:
· UK GDPR.
· Data Protection Act 2018.
· School data protection procedures.
Confidentiality will be maintained wherever possible.

13. Monitoring and Review
The Head of Provision will monitor implementation of this procedure.
The Principal/Proprietor and Board of Governors will maintain oversight of employment and conduct matters.
The procedure will be reviewed annually or sooner where legislation, guidance or operational requirements change.

14. Associated Documents
· Staff Code of Conduct and Professional Expectations Policy
· Staff Grievance Procedure
· Whistleblowing Policy
· Low-Level Concerns Policy
· Safeguarding and Child Protection Policy
· Safer Recruitment and Selection Policy
· Equality, Diversity and Inclusion Policy
· Lone Working Policy
· GDPR Policy

Procedure Statement
Mount School is committed to maintaining a professional, safe and respectful working environment.
Where conduct concerns arise, the school will seek to address them fairly, proportionately and consistently whilst balancing the needs of employees, pupils and the wider school community.
The welfare of pupils remains paramount at all times.
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