
 
  
Regulations under Statute 35 
  
Grievance Regulation Part 1 – All Staff   
 
1. Introduction  
 
1.1 This Regulation should be read in conjunction with Statute 35 and any 
amendments made from time to time.  
 
1.2 Where the term ‘line manager’ is used, this refers to the Head of Department, 
Head of House or the member of staff’s immediate supervisor/manager.  
 
1.3 References to ‘Department’ also relate to Schools, Colleges and Professional 
Support Departments.  Confirmation of the appropriate person in these areas to 
conduct grievance meetings should be sought from HR.  
 
1.4 Any reference to Head of Department, Head of House or HR Director also 
includes any person acting for him/her.  
 
2. Purpose and Scope  
 
2.1 The aim of the Grievance Regulation is to settle a concern, problem or complaint 
fairly, promptly, in as objective a way as possible and as near as possible to the 
source of the grievance.  
 
2.2 It is expected that most issues will be resolved in the course of the normal 
working relationship, without resorting to the use of this Regulation.   
 
2.3 In the first instance, members of staff who are experiencing problems should 
contact their Head of Department or line manager or an HR Representative to 
discuss any concerns with the aim of resolving the problem informally e.g. by the use 
of qualified workplace mediators where appropriate.   
 
2.4 If the issue cannot be resolved informally, the procedure in Parts 2 and 3 of this 
Regulation should be followed.  
 
2.5 This Regulation applies to all staff employed by the University (with the exception 
of the Vice-Chancellor for whom separate provision is made).  
 
3. Principles  
 
3.1 Staff should raise grievances in a timely manner and without unreasonable 
delay. The University reserves the right to dismiss a grievance without a hearing, if it 
is brought an unreasonable length of time after the event or decision complained of.  
 



 
  
3.2 All parties involved should act in good faith to seek a successful resolution of the 
complaint at as early a stage as possible.  
 
3.3 Both parties will be treated even-handedly. A member of staff raising a grievance 
under Parts 2 and 3 of this Regulation has the right to have the complaint 
investigated and handled appropriately and meetings, decisions and confirmation of 
decisions will not be unreasonably delayed.  
 
3.4 The individual against whom the complaint is made ('the respondent') has the 
right to respond to the allegations.  The person raising the grievance is referred to as 
‘the complainant’.  
 
3.5 At all stages, members of staff have the right to be accompanied to any formal 
grievance meeting by a trade union representative or work colleague (not acting in a 
legal capacity).  
 
3.6 A malicious or vexatious complaint may give rise to disciplinary proceedings.  In 
such cases the complaint will be dismissed without further action.  
 
3.7 Every effort should be made to resolve complaints informally or at the early 
formal stages of the procedure.  
 
3.8 A member of staff will have the right to appeal against the findings of the formal 
stage of the Grievance Regulation.  
 
3.9 All staff will be treated consistently, fairly and with respect.  
 
3.10 Use of a third party to help resolve the problem, whether internal or external, 
may be considered where appropriate.  
 
4. Departmental issues  
 
4.1 Where a grievance applies to several members of staff within the same 
department, an individual member of staff may pursue the matter on behalf of the 
group. The group will be required to confirm, in writing, that they have nominated an 
individual to proceed on their behalf.  
 
5. Collective issues  
 
5.1 Where a grievance applies to more than one member of staff and one or more of 
the University's recognised trade unions are involved, in the first instance the matter 
should be referred to the HR Director or his/her Deputy.   
 
5.2 If the issue cannot be resolved it may be dealt with via a collective grievance 
raised by the union, with the agreement of the staff involved, using this Regulation.  
 



 
  
6. Grievances arising under or relating to other proceedings  
 
6.1 This Regulation may not be used for:  

a) complaints about the institution;  
b) handling or outcome of disciplinary or performance improvement 
proceedings:  
c) sickness and absence review procedures;  
d) redundancy proposals or selection or dismissal for redundancy;  
e) action taken or proposed under the University's Probationary Procedures.  
 

6.2 It is expected that any such matters should be raised at meetings or appeals 
under those separate and distinct procedures. For further information on such 
procedures, please contact HR.  
 
7. Grievances relating to alleged harassment  
 
7.1 Where a grievance relates to allegations of harassment, the member of staff is 
expected to follow the informal stage of the Respect at Work and Study Policy in the 
first instance before invoking the formal stages of this procedure. This policy can be 
found at: www.dur.ac.uk/diversity.equality/contact/respect/  
 
8. Grievances relating to re-grading  
 
8.1 The appropriate appeal processes under HERA should be used where a member 
of staff is dissatisfied with the outcome of a promotion or re-grading request. 
Guidance can be found at https://www.dur.ac.uk/hr/policies/gradingreview/ 
 
9. Whistle-blowing  
 
9.1 The University has a separate procedure (Statement on Whistle-blowing) under 
which members of staff (among others) may raise allegations or concerns about 
financial misconduct or malpractice, procedural malpractice or a failure to comply 
with the requirements of good governance.  Any such allegations should be raised 
via that procedure rather than under this grievance procedure.  Guidance can be 
found at: 
https://www.dur.ac.uk/resources/business.assurance/WhistleblowingPolicy.pdf 
 
10. Complaints relating to suspected or alleged misconduct in research  
 
10.1 The University has a separate procedure to deal with allegations or complaints 
of suspected misconduct in research.   Any complaints or allegations of misconduct 
in research should be made via that procedure rather than under this Grievance 
Regulation.  Guidance can be found at Research and Innovation Services : 
Research Misconduct - Durham University 
 
 11. Where the complainant ceases to be employed by the University  

http://www.dur.ac.uk/diversity.equality/contact/respect/
https://www.dur.ac.uk/hr/policies/gradingreview/
https://www.dur.ac.uk/resources/business.assurance/WhistleblowingPolicy.pdf
https://www.dur.ac.uk/research.innovation/governance/integrity/misconduct/
https://www.dur.ac.uk/research.innovation/governance/integrity/misconduct/


 
  
 
11.1 This procedure only applies where the member of staff raising the grievance is 
employed and continues to be employed by the University.   
 
11.2 The University will not normally hear grievances raised by former members of 
staff.  
 
11.3 If a grievance has been raised by a member of staff before his or her 
employment terminates, then this procedure shall apply for so long as the member of 
staff remains in the University's employment.   
 
11.4 On termination of employment, this procedure shall cease to apply and HR will 
advise the complainant of the appropriate procedure to be followed.  
 
12. Confidentiality  
 
12.1 Proceedings to address grievances, whether under the informal or formal 
stages, will as far as practicable, be kept confidential to the parties and their 
representatives and will only be disclosed as appropriate, bearing in mind the need 
to resolve the issue fairly.  
 
13. Non-attendance  
 
13.1 Members of staff are expected to attend meetings convened under this 
Regulation.  
 
13.2 If a member of staff does not attend a grievance meeting without good reason 
the meeting may proceed in his/her absence. Normally, however, the meeting will be 
adjourned to enable contact to be made with the member of staff to ascertain the 
cause of his/her absence, unless the meeting has already been adjourned due to 
previous absence without good reason.  
  
13.3 Where a member of staff is persistently unable or unwilling to attend a 
grievance meeting without good cause, the designated person will make a decision 
on the evidence available.  
 
14. Representation  
 
14.1 All members of staff have the right at meetings and appeals under this 
Regulation to be accompanied by a trade union representative or work colleague. 
For the avoidance of doubt, the work colleague must be an employee of Durham 
University, not acting in a legal capacity. The member of staff must make all such 
arrangements for his/her own representative/work colleague to attend the 
meeting(s).  
 



 
  
14.2 Staff should always be allowed adequate time to arrange representation and 
members of staff and their work colleagues should make every effort to attend the 
meeting. If a representative or work colleague is unavailable on the date of the 
formal meeting, the manager should rearrange the meeting on a suitable alternative 
date, provided this is within a reasonable timescale eg within five working days after 
the date initially proposed.  
 
14.3 Under no circumstances should staff be refused the right of representation.  If 
the trade union representative is employed by Durham University, he/she is entitled 
to reasonable paid time off both to attend and prepare for the meeting.  
 
14.4 The trade union representative or work colleague accompanying the member of 
staff is entitled to put the member of staff's case, to sum up the member of staff's 
case, to respond on the member of staff's behalf to any view expressed at the 
hearing and to confer with the member of staff during the hearing. The 
representative or work colleague may request adjournments to discuss and give 
advice to the member of staff.  
 
14.5 The trade union representative or work colleague does not have the right to 
answer questions on behalf of the member of staff and should not address the 
hearing if the member of staff does not wish it.  Those present must not behave in a 
way that prevents the manager explaining his/her views or that prevents any other 
person present from making his/her contribution to the meeting.  
15. HR Representation  
 
15.1 A representative from HR will normally be present at meetings under this 
procedure to provide advice and guidance.   
 
15.2 If required, a further person, normally from HR, will act as note taker during the 
meeting. The member of staff and his/her work colleague or trade union 
representative are free to take their own notes if they wish.    
 
16. Recording of meetings  
 
16.1 Recording of meetings is not permitted.  
 
17. Equal Opportunity  
 
17.1 All parties involved in the operation of these regulations shall ensure that the 
application is in line with the University’s Diversity and Equality Policy 


