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GRIEVANCE RESOLUTION POLICY

The Laboratory Managers Association of South Australia Inc. has a strong commitment to achieving positive relationships.  

The Laboratory Managers Association of South Australia Inc.  recognises that:  

· members’ concerns and grievances should be addressed promptly and effectively in a productive and sensitive manner 

· those in leadership positions will take the initiative to apply best practice and the principles of natural justice to situations that could otherwise become excessively stressful for the members involved 
· the Grievance Resolution Process must take into consideration all points of view expressed in respose to any grievance
· the Grievance Resolution Process will contribute to creating a positive and safe environment for all

DEFINITION OF GRIEVANCE 

1. The term “grievance” is used interchangeably with “complaint” to describe allegations of member or management conflict, improper or unreasonable administrative action, or discrimination. 

2. Informal conflict resolution describes a process whereby:
· the complainant and respondent agree to discuss the grievance fully on an informal basis to determine a resolution; or 

· where the Committee takes the complaint and is able to implement steps to redress the matter without further investigation. 

3. Formal investigation refers to the process used to respond to written grievances, whereby an investigation is undertaken to gather information relating to the allegations to inform a recommended resolution. 

RESPONSIBILITIES

It is the responsibility of all members to:
· conduct themselves in public in a manner which will not reflect adversely on the Laboratory Managers Association of South Australia Inc. 

· ensure that they understand the policy and grievance process and are familiar with their own responsibilities with respect to them

· treat the public and other members with respect and courtesy

Responsibility of the Committee:

It is the responsibility of the Committee to:

· be familiar with relevant government Acts, Regulations and the Association’s policies procedures and guidelines and the Grievance Resolution Process

· attempt to resolve all grievances as they become aware of issues or when approached on an informal or formal level

· when approached, treat all grievances seriously, investigate promptly and sensitively, and ensure that confidentiality is maintained at all times

· make the Grievance Resolution process available to all members

· advise members of the name and role of the relevant Committee members who can provide them with information about the grievance resolution process

· ensure there is no victimisation of complainants, respondents, witnesses or anyone involved in the grievance resolution process

· monitor the distribution list and learning environment to prevent discrimination or harassment

CONFIDENTIALITY
Confidentiality must be adhered to during and after the process of making and resolving grievances.

TYPES OF GRIEVANCES
Unlawful Discrimination
There are two types of unlawful discrimination:

1. Direct discrimination occurs when a person is treated unfairly, unequally or is harassed on the basis of a characteristic, or a presumed characteristic relating to that person's sex, sexuality, pregnancy, marital status, race, disability or age. 

2. Indirect discrimination occurs when a requirement (written or unwritten rules, traditions, practices, procedures or structures) which is the same for everyone, has an unequal or disproportionate effect or result on particular groups of people.  Indirect discrimination often appears fair but, on examination, treats one group unfavourably by comparison to other groups. 

Victimisation

Section 86 of the Equal Opportunity Act, 1984 (SA) makes victimisation unlawful in relation to complaints managed under this legislation.  Victimisation has occurred if a person(s) treats another less favourably because they have:

1. lodged an informal/formal complaint of discrimination or harassment 

2. provided evidence or information about a complaint 

3. reasonably maintained their right or the right of another person to lodge a complaint 

Interpersonal Grievances

Interpersonal grievances may be dealt with according to the appropriate level of grievance resolution detailed in the Grievance Resolution Process.  The types of grievances that may be defined as interpersonal or management grievances are listed below:

	Relationship Conflicts are caused by
· strong emotions
· misperceptions or stereotypes
· poor communication or miscommunication
· repetitive negative behaviour
	Value Conflicts are caused by

· different criteria for evaluating ideas or behaviour
· exclusive intrinsically valuable goals
· different ways of life, ideology, and religion


	Interest Conflicts are caused by
· perceived or actual competitive:
· substantive (content) interests
· procedural interests
· psychological interests
	Data Conflicts are caused by
· lack of information
· misinformation
· different views on what is relevant
· different interpretations of data
· different assessment procedures

	
	

	Structural Conflicts are caused by
· destructive patterns of behaviour or interaction
· unequal control, ownership, or distribution of resources
· unequal power and authority
· geographic, physical, or environmental factors that hinder cooperation
· time constraints
	


Anonymous Grievances
An anonymous grievance is one which is lodged by a person whose identity is not known.  The Committee should consider the seriousness of the grievance in determining what action, if any, is required.  The action taken may range from dismissing the grievance to treating it as an expression of concern.  

The Committee will most likely take no action in the case of anonymous grievances to protect the respondent from harassment.  

Grievances from Members of the Public Against Members of the Laboratory Managers Association of South Australia Inc.
Grievances should, wherever possible, be directed to the Public Officer, President or Secretary of the Association and managed in accordance with the appropriate methods contained in the Laboratory Managers Association of South Australia Inc. Grievance Resolution Process. 

LEVELS OF GRIEVANCE RESOLUTION
The complainant may elect, according to the nature and seriousness of their grievance, to deal with their grievance in one or more of the following ways:

1.
personal resolution

2.
an expression of concern, either verbally or in writing to the Committee of the 
Laboratory Managers Association of South Australia Inc.

3.
lodge a written formal grievance with the Public Officer, President or Secretary of the Association, including an account of the grievance and the remedy sought
The choice of the resolution process remains with the complainant.
PRINCIPLES OF GOOD PRACTICE

The Grievance Process must take into account the principles of procedural fairness and those principles concerned with appropriate use of discretion.  These principles apply to the complainant, the respondent and the Committee. 
The principles of procedural fairness include: 

· providing time to reflect on the information

· the respondent's right to know the allegations

· the respondent's and complainant’s right to respond

· the right for any inquiry to be free from bias

· the Grievance Process should be explicit and known to all

· members with grievances should have access to the stated grievance process.

· grievances should be made as soon as practicable after the alleged behaviour/incident occurs

· the grievance should be clearly defined

· the grievance should be dealt with as soon as possible

· prompt action must be taken against vexatious or frivolous complaints and relevant disciplinary procedures applied to protect all participants from such conduct

It is recognised that the application of the principles of procedural fairness can vary depending upon the context and nature of the grievance and the nature of the proposed response.

The principles of appropriate use of discretion require that decisions:

· take into account all relevant factors and are not based on irrelevant factors

· are reasonable in the circumstances of the case

· are made for a proper purpose

· are based on evidence

· are not the result of undue influence by a person without appropriate authority

· are clearly articulated

· are not made in abuse of the position of authority which the decision maker holds

The principles of good practice also provide that complainants and respondents are entitled to appropriate representation throughout the process of grievance management.
�





























Date adopted: 15th Oct 2011
Page 4 of 4
Date reviewed: 30th Sept 2019

