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SUMMARY OF CONCLUSIONS

Elected members in Calderdale have been unable to
achieve political accountability for social services
(para 2.4)

The recruitment methods used and procedures followed by
the council in the appointment of Dr Ryall to his first
post were satisfactory (para 3.5)

In relation to the 1982 incident the police should have
supplied the council with a report of their
investigations (paras 5.3 and 13.7)

Key elected members should have been consulted before
the 1982 disciplinary hearing against Dr Ryall. We
recommend that officers handling disciplinary
proceedings where the outcome may affect the reputation
of an important service should take political soundings
before reaching a conclusion (para 5.4)

The disciplinary hearing itself was satisfactory (para
5.7)

The subordinate officers who reported the 1982 incident
to senior management should have been told of the
outcome (para 5.7)

Following the 1982 incident, some supervision of Dr
Ryall's relationships with young people should have
been provided (paras 6.1 and 6.2)

The recruitment methods used and procedures followed in
the appointment of Dr Ryall to the post of Acting
Director of Social Services were satisfactory in the
circumstances (para 6.3)

The appointing committee should have been formally made
aware of the 1982 disciplinary hearing against Dr Ryall
(para 7.6)

The disciplinary procedure agreement in Calderdale
should be amended so as to make it clear that spent
warnings are disregarded only for the purpose of future
disciplinary proceedings (para 7.6)

ACAS and the Secretary of State for Employment should
consider incorporating the advice given in the 1986
handbook into the statutory code of practice on
Disciplinary Practice and Procedures in Employment
(para 7.7)

LACSAB should consider giving further advice to local
authorities on the relevance of spent warnings to an
appointment (para 7.7)

The recruitment methods used in the appointment of the
Director of Social Services were consistent with
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15.

16.

17.
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19.

traditional 1local government practice, but could be
improved. We recommend for the appointment of
Directors of Social Services, and perhaps for all Chief
Officers:

a) The Committee have the benefit of an assessment
provided by an outside professional in the
appropriate field;

b) Traditional interviews be complemented by the use of
more detailed assessment methods, including perhaps
literacy, numeracy and psychometric testing;

c) Whatever procedure for making appointments is
adopted, it should be documented and published, so
that both candidates and members of appointing
committees are made aware of what will be expected
of them;

d) Written references should always be taken up, and
this should be applied to home candidates as well as
outsiders (para 7.9)

We believe there is clear evidence that the involvement
of Dr Ryall with John and Jane B during their period in
care before August 1988 was both unprofessional and
damaging to the core plans of the department. We
believe no sexual offences occurred with these children
during that period (para 10.27)

In our view the social workers and their immediate
supervisors acted properly in drawing the matter to the
attention of Dr Ryall, and then maintaining a discreet
watch afterwards (para 10.28)

Social workers who suspected the nature of Dr Ryall's
relationship acted —correctly in  notifying their
superviser, Mr Green, of their concern. He might well
have shared all his information and anxieties with his
immediate superior, the Assistant Director Mr Guer, but
this would have been unlikely to alter events in the
case. In the absence of evidence, Mr Green's decision
to maintain a discreet watch over Dr Ryall's
relationship was an appropriate response (para 10.31).

Members and staff of Calderdale Council had 1little
knowledge of Dr Ryall's relationship with Thomas D, and
could not be expected to deduce that this was an
improper relationship (para 11.4)

Allegations by Jane B of offences against her by Dr
Ryall have been adequately investigated by the police,
and dealt with appropriately by the Social Services
Department (para 12.2) :

Mr Pearson deserves credit for bringing the police
investigation of 1988 (para 13.15)



20.

21.

2.

23.

24.

. 9

The police investigation of 1988 was carried out
discreetly, speedily and successfully (para 13.16)

Mr Green must be given credit for setting the police
off in the right direction in 1988 (para 13.13)

The council and its officers co-operated fully with the
police investigations and enjoy a good working
relationship with the police (para 13.16)

We found no evidence that offences were being committed
against any other boys (para 13.19)

The circumstances surrounding the case of Donald H
disclose no improper conduct on the part of Dr Ryall
(para 14.3)

The circumstances surrounding Mrs Riding's dismissal
disclose no improper conduct on the part of Dr Ryall or
any other employee of the council (para 14.5)
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Mh isstyearal Dr AL A. Ryall as Caiderdale’s
Services and his subsaquent conviction at
MMW&MMME Calderdale §
Council announced the setling up of an independent Inquiry
Team. That Team comprises Brdan Roycroft, the Director of
Social Services for the City of Newcastle and immediate past §
President of the Assoclation of Direciors of Social Services
(chairman), Mrs Jacqueline Davies, Barrister, and Mr Bill Miles. §

The inquiry team have been given the following terms of
reference:-

To investigate and report 1o the Coundll (through s Social |}
s:mucomm)m. { :

1. The recruitment methods used and procedures followed in
appointment of Or R. A. Ryall 1o his first post with Calderdale
: in April 1974,
i 2. Therecruitment methods used and procedures foliowed in the
. sppointment of Or R. A, fa the postol Directorof |
Seclal Servicesin 1984 re particular
; o discipiinary action taken againet him vember 1982. B
3. The recruitment methods used and procedures followed inthe B
' hﬂ? '“mm durm :
discipiinary action taken against h&mﬁ& 3
4. The circumstances the resignation of Or R. A. N
Ryail on August 8, 1988, the extent to which these §
circumstances and he events which gave rise to his resignation

(8) any abuse ot r Rya's postion durng s employment by
mm"amnn'Mh'mnnhm :
MMGM .

5. Whether the events rise ©© the employment, N
anMd&mﬂydewm

s Delaroert oF 00 Cos ol o sy Fractice alany §

i and o make recommenciations for considerationby the ... il fi

(through its Social Services Committes) of any means by wihuc:: |
organisation, management procedures and practice could be |
§ improved or made more effective having regard 1o the
circumstances of Dr R. A Ryal's resignation. ,
The inquiry Team will hear evidence in private but make a public [
report t0 Calderdale Council through its Social Services N
Cgﬂbo.mydrnbmmupodbthdwm
1 .

The inquiry Team would now like 10 lssue an open invitation to
any person having information on matters within their terms of
reference which might assist the fo provide that information B
1o the Team, Sﬁmdhlnq#y eam will be commencing B
shortly and any person who wishes to give any evidence to them |
hmummwmnwuuimw
Team, by telephone Halifax 7257 extension 3011,

Any parson who wishes, when they meet the Inquiry Team, to
a friend or colieague with them for support (or Indeed a
or trade union representative) will be most weicome o do

00.

+ Thelnquiry Team will sit aione exceot for their Clerk, wha is also

- aquaniiea lawyer incepencan of Caiderdale Baraugh Counail. <

.. They will hear evidence from ane witness only at a timo, At the [t

" ond of sach interview they will make avalable 10 sach wilness a
note of the evidence that has been given for checking.

Anyone who has any doubt as to whether it ie appropriate for
them to give evidencs to the Inquiry Team or not s inviled to
contact Brian Horner for an informal ciacussion in confidence.
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Appendix 2

LIST OF WITNESSES

AND THOSE WHO GAVE WRITTEN EVIDENCE
OR_INFORMATION

Mrs P Ackerman

Mr W R Anderson

Mr D Anderson

Mr G Backhouse

Mr P A Binns

Mrs E Brett

Mr M Bridge

Mrs C

Dr P Chapman

Mr A Clegg

Mr P M Crossley

Mr M Cunningham

Mr G Denham

Mrs M Denton

Mrs E Dolan

Mr M Ellison
Councillor R F E Elmore
Mr R B Fairclough
Mr J Ford
Councillor D J Fox
Mr J J Gibbons

Mrs F Green

Mr S A Green

Mrs M Greenwood

Mr D Gurr
Councillor G T Hall
Halifax Courier

Mr C Huckman

Mr A Irving

Mr S Jackson

Mr A H Jones

Miss S Lamb
Councillor T Lawler
Mrs A Mahon MP
Councillor R Marsden

Councillor A D J Mazey
Mr K Michiniewski

Mr J Mitchell

Supt. Mould

Mrs E Moxon

Councillor W Mullen

Mr D J Norrie

Ms F O'Hanlon

Mr A Pearson

Mr J M Poole

Mr D K Ramsden

Mrs A Riding

Councillor Miss M Riley
Councillor J Rodgers

Mr T Rothwell

Dr R A Ryall

Detective Supt Saunders
Scout Association
Councillor W Sharp

Mr P A Shire

Mr P G Squibb

Miss J Stout

Mr D Taylor

Mr D Thompson MP

Mr D Thorp

Councillor T Tolan

Mr M Walker

Mr R Warmsley

Mr G Watkins

Mr G W Whitley
Councillor Mrs B Wildsmith
Councillor G J Williams
Mrs M Wong

Councillor Mrs D Wood
Mrs B Woodward

Mr C Yates
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APPENDIX 3
METROPOLITAN BOROUGH OF CALDERDALE

LOCAL DISCIPLINARY PROCEDURE FOR

NON-MANUAL WORKERS (EXCLUDING TEACHERS AND LECTURERS )

APPLICATION

The following disciplinary procedure is to be part of the conditions of
service, and is i{ntended to be applicable to all officer employczes of

the Authority.

GENERAL

2.1 It should be recognised by all parties, that discipline is
essential for the conduct of the Authority's affairs, and for the
safety and wellbeing of all employees. It should be equally the
intent of the parties that disciplinary action be considered fair,

and equitably applied.

2.2 It is the right, and duty, of the Chief officer of the Department,
and of officers authorised by him, to control the staff of his/her
department, (subject to the disciplinary procedures that follow)
and to- deal with minor cases of indiscipline without resorting to
formal procedures. The disciplinary procedures that follow are not
intended to interfere with or supersede that right or ,duty and are
reserved for indiscipline which in the opinion of the Chief Officer
cannot be dealt with informally.

2.3 These disciplinary procedures do not prejudice any employee's right
to appeal subsequently to National Conciliation bodies.

2.4 In the interest of good industrial relations any formal
disciplinary action by way of written warnings given to an employee
will be communicated to his/her Trade Union Representative (if
any), unless at the conclusion of the disciplinary hearing the
employee does not wish the Trade Union to be informed.

2.5 Normally no disciplinary action shall be taken against a shop
steward, staff representative or safety representative until the
eircumstances of the case have been discussed with a full-time
official of the Union concerned, and the Personnel Officer.

DISCIPLINARY ACTION - WARNINGS .

3.1 Where an employee's work, conduct, or omission are such as to
warrant disciplinary action, the appropriate Supervisor, or
Officer, shall give, once he/she has established the facts, a

written warning to the employee.
3.2 The written warning will confirm the nature of the complaint and
any implication arising therefrom.

3.3 The further commission of a similar act, or of a subsequent but
different offence, may result in a further written warning, which
may be a final warning according to the circumstances. The
emglozee'a attention must be drawn to the issue of a final warning,
and to the fact that a copy thereof will be sent to his/her trade
union official (if any), unless at the conclusion of the
disciplinary hearing the employee does not wish the Trade Union to




3.5

3.6

3.7

-2-

be informed. Any final warning must be confirmed in writing as
soon as possible, under the signature of the Chief Officer or, in

his absence, a nominated 2nd tier officer.

The employee must be informed of his/her right of appeal in any
written warning.

At any stage in the warning procedure, the employee:-

3.5.1 will be fully informed of the complaint against him/her and
be given every opportunity to state his/her case before any

decision is reached.

3.5.2 will be given the right to be accompanied by his/her Trade
Union Representative, or by a representative of his/her

choice and if he/she so chooses.

The employee's Trade Union Representative or other representative
will be informed of any formal disciplinary action taken against

the employee. .

Records shall be kept by the employee's Depar-tment, detailing the
nature” of any breach of disciplinary rules, the action taken, and
the reasons for it. These records must be confidential, but can
also be seen by the Trade Union Representative or other
representative subject to the consent of the employee concerned,
if all, or any part of the records are going to be used in a

disciplinary meeting.

SUSPENSION/DISMISSAL

4.1

4.2

4.3

Gross misconduct may warrant dismissal without notice. In such
Ccases the Personnel Officer must be consulted immediately.

A CHief‘Officer (or in his absence a nominated 2nd tier officer as
authorised from time to time by the Authority), may dismiss an
employee in cases where previous warnings have been ineffective,
or for gross misconduct. Where the possibility of serious
disciplinary action arises (including dismissal) the employee
shall be interviewed by the officer concerned and told why his/her
services are considered unsatisfactory. At that stage the employee
shall have the right to a short adjournment to consider the charges
made. The employee shall be given adequate opportunity to explain
or defend himself. In particular he/she will have the right to be
accompanied and represented during the interview by his/her -Trade
Union or other representative. This interview shall be arranged
after consultation with the Personnel Officer.

Dismissal, or other serious disciplinary action shall be confirmed
by letter under the signature of the Chief Officer. This letter
shall state the grounds for the action taken and confirm that the
employee may appeal in the appropriate way to a committee where
he/she may appear in person and with a representative of his/her

choice, if he/she so chooses.

The Contract of Employment may be suspended either to enable
investigations to be made where the possibility of dismissal may
arise or where there are grounds for doubt as to the suitability
of the employee to continue at work pending criminel investigations



28

or procedure o

=i

r as an alternative to dismissal. The procedure

recommended in the event of dismissal shall also apply to an

employee thus suspended.

During a period of suspension the

employee shall be paid an allowance as follows:-—

(a)

(b)

Where investigations are being carried out by external
agencies, 6 weeks at half basic pay and the remainder at

full pay.

Where investigations are of an internal nature, 10 days at
half basic pay and the remainder at full pay.

Except where suspension has been used as an alternative to
dismissal:- y

in the event of it being adjudged that the employee was not
blameworthy, the suspension shall be terminated and the
employee shall receive all moneys to which he/she would have

been entitled but for the suspension;

if the employee is adjudged blameworthy but is allowed to
continue in employment, the Council shall have discretion
whether to make up the suspension .allowance to equal the
whole or part of the wage/salary withheld during the period

of suspension;

where suspension has been used as an alternative to
dismissal the Council shall in its discretion suspend at any
percentage of wage/salary from NIL to X pay. In deciding
the period of suspension to be imposed, account shall be
taken of the period of suspension, if any, which has already
elapsed. Prior to the taking of such action there shall be
consultation with the Personnel Officer in order to
establish uniformity of action throughout the Council's

organisation.

If the employee is dismissed, he/she shall not be entitled
to wage/salary other than the sum (if any) due up to the
date of suspension but he/she shall be allowed to retain
any sum already paid to him/her as suspension allowance
during the period of suspension.

In the event of an appeal against dismissal made either by
the employee personally or through his/her Trade Union, then
where the appeal is upheld by the Disciplinary Sub Committee
the employee shall be paid normal wage/salary from the time
of his/her dismissal until the time of his/her reinstatement
in sccordance with the decision of the Disciplinary Sub
Committee or alternatively, where the employee has since
his/her dismissal taken employment with other than the
Calderdale Metropolitan Borough Council, he/she shall be
paid normal wage/salary from the time of his/her dismissal
up to and including the day of the meeting of the
Disciplinary Sub Committee.

Except in the case of summary dismissal, notice to terminate
employment shall not, in the event of an appeal against such
notice, be effective until such time as the Disciplinary Sub
Committee has heard the sppeal and shall then be implemented
only if the Sub Committee reject the appeal.
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D RIGHT OF APPEAL

If at any time in this procedure the employee either individually or
through his/her Trade Union official or other representative wishes to
exercise such right of appeal against any form of disciplinary action
taken against him/her it must be done within 10 working days of receipt
of the written warning or notification of termination of employment on
disciplinary goounds, or written advice of other disciplinary action.

6. REVIEW OF DISCIPLINARY RECORD

Should any disciplinary action be reconsidered and effectively
withdrawn, any written reference shall be expunged from the employee's
file and the employee notified in writing accordingly.

6.1 Where official warnings have been given, these shall be dealt with
as follows:-

a lst written warning shall remain on the employee's personal
record for 6 months from the date of such warning;

a 2nd written warning shall remain on the employee's personal
record for 9 months from the date of such warning;

a final written warning shall remain on the employee's personal
record for 15 months from the date of such warning.

v

6.2 After the expiration of these periods the warnings shall be
physically expunged from the employee's personal record.

7. THIS PROCEDURE DOES NOT APPLY TO NOTICE GIVEN

el M%) On termination of employment for which an employee has been
specifically engaged (Short term contract).

(2) In the event of redundancy.

(3) Where less than three months probationary service has been
completed, and dismissal arises from unsuitability for

confirmation of appointment.

(4) Notwithstanding this paragraph it is mutually agreed that
representations in exceptional circumstances may be made to
the Personnel Officer by an individual, supported if desired
by a Trade Union Official. The Personnel Officer shall
have the authority to make a final determination in each
case under consideration.

Approved by Staff Joint Cmsultatlw':cc-u,_ttee 10th October 1980
Approved by Personnel Sub Committee.27th Oqtgber 1960.

A
pproved by Policy and Ruourc‘u“c'o:.{‘go&ﬂ@h Eovembor 1980

Yy 4

Approved by Council 19th November :1980 ° ; b
Y oo Dp i PEET DRCEeEES:
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' METROPOLITAN BOROUGH OF CALDERDALE

APPENDIX 4

Dete rec'd

Dete sckr'd
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Date of interview

Department

SOCIAL SERVICES DEPARTMENT

.]' DR NGO coramiasnsnine

seuw

.

‘1. PERSONAL DETAILS

J urmmame (Block Letters)

RYALL

Initisls

R.A.

Date of Birth

8.3.42

42

Address (Block Letters) MOONRAKERS, Telephone Numbers
( SCAR BOTTOM LANE, - Home Business
GREETLAND, Elland HX. 63561
, HALIFAX, 71388 Ext
¥ WEST YORKSHIRE. :
4 Have you a current Driving Licence
e YES / X0OX
| _ EDUCATION / TRAINING / QUALIFICATIONS
h Secondary School / College / University oy i Quaiifications Gained (state leven Grades Date
} MERCHANT TAYLORS SCHOOL, 1954 |1961 8 G.C.E. '0' Level
NORTHWOOD . Subjects 1957
| 3 G.C.E. 'A' Levels
{ (two with distinction) 1960
SORPUS CHRISTI COLLEGE, 1961 1964 B.A. 2nd Class Hons. 1964
OXFORD, Natural Science -
later took M.A. Degree,
. : 8 3 :
’EMBROKE COLLEGE, CAMBRIDGE. 1967 |1971 Post graduate diploma in 1968
(Studying at the Cambridge Criminology.
Uni--a
?;_,igi;y fnetitute a% Doctorate for research 1971
i i into treatment of
delinquent adolescents.
Wevant non-qualification courses sttended
: Dates
Organising Body Courss Details From I To
snstitute of Local Government Advanced Management Development 1980 !
Stuagies, Birmingham University. | Programme, E
|

smbership of profesional bodies (not listed above)

Body

_I

Membership Status

Since

p———




wonuALe MELKCPUOLITAN BOROUGH COUNCIL

Present Grade / Salary (¢, (O, £20,607
(Formerly P.0.2 € - 10 £15,357).

Other Benefits and / or Emoluments
Elqential user car allowance

) Tele  ACTING DIRECTOR OF SOCIAL SERVICES | Responsibie to

f - -
ormerly Assistant Director, Service gﬁ;itiiz:cutive and Social Services
velopment and Residential and Day Care '
rvices).
® of Appointment 11th December, 1984 Reason for seeking other employment
ormer post lst April, 1974).
ice Required

f description of duties

rrently:- Responsible for the overall management of the Social Services Department

and for contributing to the corporate management of the authority via
the Management Team.

'merly:- Responsible for the formulation of policy proposals and for project

development in all areas of the Department's work. Responsible for the g
day to day operation of all aspects of the residential and day care |1
services.
PREVIOUS EMPLOYMENT (starting with the most recent)
Grade / Dates ‘i
Employer Job Tide Salary B To Ressons for leaving !
per annum
iSEX CHILDRENS' Professional P.0. 1 |Sept |March [To widen scope of work
1IONAL PLANNING Advisor 3 to 7 |1972 1974 to all Social Service
IMITTEE activities.
| MANAGERS, Deputy Head £2,950 |Oct |[Sept |[To participate in ) -
INAL REGIONAL 1971 [1972 |strategic planning of ‘/
ERVATION AND facilities for children
ESSMENT CENTRE, in care.
MINGHAM.
MANAGERS, Teacher - £1,900 |Oct June |To '
- : ' study and research {
:.‘IVGTON . b i 1964 11968 |causes and treatment ‘
! of delinquency.
! .'
|
| i
‘. |
|
.f




The Futire

1. Maintain and develop a participatory style of management in the
Department through which staff feel they can have a contribution to make
in determining the future of the Department.

2. Represent coherently and persuasively the need for the Department
to have an enhanced share of the resources in Calderdale. In this respect
the Director has the key role of ‘'advocate' on behalf of the client. A
long term development programme akin to that already developed for the elderly
needs to be formulated.

3. Review the role and functioning of the fieldwork service and the
implications of moving towards a neighbourhood - based service - preferably
‘“rough a joint working party of members and staff at various levels in
“w? Department.

4. Develop clear objectives for the provision of services, and evaluate
existing service delivery in terms of these objectives to ensure that resources
are being used in the most effective way.

5. Improve communications with members, with the aim of assisting
members make policy decisions whilst recognising the limitations of a situation
in which no party has overall control.

6. Ensure that the management of the Department maintains a clear
direction in its activities by setting out, and achieving, managerial object-
ives.

7. Playing a full part in the corporate management of local authority.

Assistant Director (Service Development and Residential and Day Care Services)

h

In this post I have been a member of the Departmental Management team
and have been responsible to the Director for a wide and varied range of
operational and developmental activities.

The main features of my role have been:-

Planning and development

I have had major responsibility for the formulation of policy proposals
in all areas of the Department's work, the preparation of the Department's
policy statement, material for the annual policy seminar, and the detailed
development of proposals for the capital and revenue programmes. As well
as the annual "mainstream" programme, I have overseen the preparation of
schemes for submission, for example, for urban aid and for the M.S.C.

ated development of g range of community resources, the implementation of
schemes of "very sheltered" housing, the design, staffing, and opening of
a special care unit for severely mentally handicapped adults, the provision
in collaboration with the MNSPCC of a special unit attached to one of our
day nurseries, and the introduction of a 'fostering the elderiy' scheme.




In the course of the policy planning and implementation aspects

of my work I have established the closest working relationship with

other local authority departments at the highest levels, and have
also worked closely with voluntary organisations.

Liason with the Health Authority

I have central involvement in Joint Care Planning with the
Health Authority as a member of the Joint Care Planning Team, and
have responsibility for developing proposals for Joint Financing.
1 am chairman of the sub-group on mental handicap and in that role
have the key task of preparing proposals for the local implementation
of the 'Care in the Community' initiative.

Residential and Care Services

I have had full operational responsibility to the Director
for all aspects of the residential and day care services for all
client groups. The scope of this work has involved the promotion
of professional standards in 36 homes and day care establishments,
the implementation of innovatory ideas, the motivation and support
of staff, financial control, and the more problematic aspects of
personnel management covering, for- example, disciplining staff and
negotiations with the unions.

In this operational role 1 was responsible, with considerable
success, for managing and maintaining without any significant disruption
the residential services during the recent national industrial dispute
of 1983. Another difficult task has been managing the closure of
a large CH(E) (Dobroyd Castle), but I would comment that I find
more satisfaction in the opening of new facilities rather than 1in
managing closures!

New Technology

For 18 months I was chairman of the local authority's micro
user group. I am familiar with the use of micro-computers, and
have myself developed systems and written programmes. During my
period of research at Cambridge I wrote programmes for the mainframe
computer but would concede there have been substantial developments
in technology since then!

Training

The oversight of all training activity in the Department is
my responsibility. Amongst my specific involvement in this area
of work has been the establishment of a student unit in the Department
in collaboration with Huddersfield Polytechnic for c.Q.S.wW. student,
and tne implementation of C.S.S. training in the Department.

Professional activities external to the Department

For four years Uup to 1984 1 was chalrman of the Officers’
panel of the VYorkshire and Humberside Children's Regional Planning
Committee. I am also a member of the West Yorkshire Committee of
the Royal Jubilee and Princes' Trusts in which capacity I assess
and make recommendations in respect of applicaticns for grant aid
by or on behalf cf young people.

continued. ...« o
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In 1977 I was appointed by the then Minister of State at the
D.H.S.S. to be a member of the team set up to evaluate the work
of St. Charles' Youth Treatment Centre following adverse publicity.
I believe that the report the team produced had a considerable influence
on Government policy and practice in this field.

Hanggganttrunig

In 1980 I was chosen by Calderdale to atend the INLOGOV Advanced
Development Programme in Birmingham. Arguably, this is the most
intensive and highest level training available to senior officers
in local government. I found the programme valuable for developing
my knowledge base and enhancing those managerial skills relevant
to the most senior posts in local authorities.

Previous Posts

Professional Adviser Wessex C.R.P.C.

In this post I had a ma'or responsibility for the strategic
planning of facilities for ‘children in trouble' in the Region.
In particular, I prepared the Region's IT Scheme, and an interim
revision of the Regional Plan. The work involved close cooperation
with both statutory and voluntary agencies and was considerably
wider in Scope than the tasks imposed by the 1969 act. I spent
a considerable amount of time in a consultative capacity with individual
local authorities, in arranging conferences, and undertaking Speaking
engagements.

Director of Part Time Course for Heads of 0 and A Centres

Concurrent with the pPosition of professional adviser, I planned
and directed the first course of substance to be set up for practi-
tioners in this area of work. My involvement in the course lasted
a year. Apart from the very interesting experience of devising
from scratch a qQuite high level course, this year, through discussion
with the course participants, gave me some insight into the management
problems of smaller local authority centres.

Deputy Headmaster Tennal Regional Assessment Centre

I was the first holder of this Post and in it I was able to
play a leading part in establishing the internal assessment processes
at this new 80 bed centre, and in developing the relationships
with local authorities ang treatment facilities. My duties included
staff management and administr‘ation, chairing assessment conferences,
and running the centre in the absence of the head.

Research at the Canbridge University Institute of Crilinolog

From 1968 to 1971 1 undertook a maior research investigation
under the generai title of 'Boys in Approved School - a study of
the impact of residential treatment on delinquent adolescents'.
This project included a detailed study of the background of approved
school boys, a study of attitudes and attitude change, and an examin-
ation of social relationships, Per group norms and staff-boy inter-
action.

continued....... a




This research involved extensive reading in the literature’

relating to the dynamics of residential establishments and the acquisi-
tion of a substantial body of knowledge relating to evaluation and
research in institutions, and general methodological techniques
in the social- sciences.

Teacher-housemaster gcliffe School

At Aycliffe I was in charge of a house unit in the training
school for thirty boys. Duties involved the overall administration
and control of the house, organising leisure activities, and establish-
ing theraputic relationships with as many of the boys as possible.
My interest in social work is grounded in this grass roots experience.

Conclusion

For some years now my management responsibilities have encompassed
both the operational control of a major aspect of the Department's
work, and also the development and planning of services in a corporate
setting. I have also had the benefit of managerial training at
a high level and my background combines proven academic achievement
with practitioner experience in one of the most difficult areas
of social work.

1 have worked for Calderdale now for nearly 11 years. The
reason I have not moved on is that I am committed to the area, and
have not been possessed by any burning personal ambition to enhance
my status.

This does not mean, however, that I do not have confidence
in my own ability. On the contrary, I believe I have the right
personal qualities, managerial expertise, background experiences,
and detailed knowledge of Calderdale to make me particularly well
equipped to lead the Social Services Department into the future.

1 have been fortunate in these few months to have been able
to test out this belief about myself, and I believe it to be valid.
Tt has not been an altogether easy period, but I have come to enjoy
the heat and will be a little sorry to leave the kitchen!




. BBIEF DETAILS OF RELEVANT CAFEIWEITGE AmITh MIBT W 10rme stwr wrssm s s e oo n o -
(Additional sheets may be attached where necessary)

Acting Director of Social Services

On the 23rd November, 1984 I took over the management of the Department
J following the retirement of the Director and Deputy Director. I was formally
appointed Acting Director by the Committee on 1lth December.
E The situation I then. found myself in was not altogether straightforward.
- 1 have recognised that my position is only temporary and I have had to be
careful not to preempt any major management decisions which a future Director
fl might wish to take. - '

However, there was an immediate and most urgent need for a very positive
approach to be taken regarding the management of the Department. Among
many staff there were feelings of shock and uncertainty about the future,
and in some parts of the Department morale was at a low ebb. It was also
a time of peak activity in relation to the preparation of proposals for
the 1985/86 budget.

I .accordingly determined that there were four immediate priorities:-
o a) to ensure that there was immediate continuity in the management
f the Department. Even though the two most senior posts had been suddenly
vacated it was vital that Committees continued to be service and that normal
management activities carried on. This limited objective was not altogether
easy to fulfill, as there was no opportunity for an orderly passing over
of work from the outgoing members of staff.

b) to open up communications in the Department, particularly by meeting
with groups of staff at all levels, to help all staff feel that they play
a significant and valued role in the Department, and to give them confidence
that management is sensitive to their problems and feelings.

c) to give the Department a sense of direction at a point in time
when it could have drifted aimlessly, by setting out clear managerial object-
ives, and involving staff in developing and refining them. The aim being
to create a useful starting point for an incoming Director.

d) to ensure that' the needs of the Department were fully represented
_+ debates about the future allocation of resources in Calderdale.

These aims have to be seen in the context that during this period
two out of the three second or third tier posts in the Department have been
vacant. There has been no let up in the usual bombardment of minor crises
and problems which are the bread and butter of managing a large Department,
and in addition to these demands I have also felt it important to make time
to attend the local authority's management team.

However, even though the pressures on my time have been considerable
(and I should say I am indebted to the support of close colleagues in the
Department), I believe that I will have very substantially achieved these
objectives during my time at the helm, and that when the post of Acting
Director disappears the Department w~ill %e in substantially better hear+
than when the post was created.

centinued. .. .. o) et




am a competitive orienteer, distance runner and fell runner. In addition to
mpeting regularly (when free from injury) I am heavily involved in surveying and
awing maps for orienteering and am invclved in the administration of sport at
yeal and national level. I enjoy music (passively) and entertaining.

FEREES (One of whom should be your present / last employer)

Name: Mr., D. Taylor ! ; b Name: My, G. A. Irving

Position held by referee: i Position held by referee:

formerly Director of Social Services Chief Financial Officer

Organisation: Organisation: Calderdale M.B.C.

(i appropriate) (if appropriate)

Address: 4, Parkside, Address  Princess Buildings,
Halifax. Halifax.

Telephone: HX. 61822 Telephone: HX 57257

/e contact your present employer prior to the interview? YES / MO
give details of any dates when you will not be available for interview during the next month.

R ¥

\re you currently being considered for, or have recently applied for, any other post iﬂlh this Authority?
'ES / NO. If YES, please give brief details.

jave you worked for the Council before? YES / NO. If YES, please give brief details.

4as any court found you guilty of an offence? XES / NO
f YES please give datails. (this will not necessarily debar you from employment).

Statement as to general hesith, including particulars of any lenghty iliness(es): -

Very good - brief period of f work in 1981 for sinus operation.

enior Officer of the Council? (If so plesse give details) (A candidate who fails to disclose 2

Are you related to 2 Councillor or S
relationship will be disqualified and, if appointed, will be liable to dismissal). =
No. ..('P

Please state where you learned of this vacancy

Inside knowledge.

vassing will disquelify. | declare that the particulars which | have given in this application are true to the best of my knowiledge and

of.

7
1aturg ............o‘ =

Please return By:

Any teiephone snquinies about *his apphication should ce made tn extension ...




APPENDIX S

B. CODES OF PRACTICE UNDER THE
EMPLOYMENT PROTECTION ACT 1975

1. DISCIPLINARY PRACTICE AND PROCEDURES IN
EMPLOYMENT

Note: This Code supersedes paras 130 to 133 inclusive of the Industrial Relations
Code of Practice in effect by virtue of the EPA Sch 17 para 4. It wus brought into
force on 20 June 1977 by the Employment Protection Code of Practice (Disciplinary
Practice and Procedures) Order 1977, SI 1977/867, [132]

Introduction

1. This document gives practical guidance on how to draw up disciplinary
rules and procedures and how to operate them effectively. Its aim is to help
employers and trade unions as well as individual employees—both men and
women—wherever they are employed regardless of the size of the organis-
ation in which they work. In the smaller establishments it may not be prac-
ticable to adopt all the detailed provisions, but most of the features listed in
para 10 could be adopted and incorporated into a simple procedure.  [133]

Why have disciplinary rules and procedures?

2. Disciplinary rules and procedures are necessary for promoting fairness
and order in the treatment of individuals and in the conduct of industrial
relalations. They also assist an organisation to operate effectively. Rules set
standards of conduct at work: procedure helps to ensure that the standards
are adhered to and also provides a fair method of dealing with alleged
failures to observe them. (134]

3. It is important that employees know what standards of conduct are ex-
pected of them and the Contracts of Employment Act 1972 (as amended by
the Employment Protection Act 1975) requires employers to provide written
information for their employees about certain aspects of their disciplinary
rules and procedures. (135]

'[The EP(C)A 51| requires employers to provide emplovees with a written
Matement of the main terms and conditions of their employment. Such
statements must also specify disciplinary rules applicable to them and indi-
cate the person to whom they should apply if they are dissatisfied with any
disciplinary decision. The statement should explain any further steps which
exist in any procedure for dealing with disciplinary decisions or grievances.
The employer may satisly these requirements by referring the employees to
4 reasonably accessible document which provides the necessary infor-
mation.

4. The importance of disciplinary rules and procedures has also been
recognised by the law relating to dismissals, since the grounds for dismissal
HARVEY . [isue 7/
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VI [136] Codes of Practice under the Employment Protection Act 1975

and the way in which the dismissal has been handled can be challenged
before an industrial tribunal.! Where either of these is found by a tribunal to
have been unfair the employer may be ordered to reinstate or re-engage the
employees concerned and may be Nable to pay compensation to them. [136]
1 [The EP(C)A s67(2)] specifies that a complaint of unfair dismissal has to be
E;cg.en!cd to an industrial tribunal before the end of the three month period

ginning with the effective date of termination.

Formulating policy

5. Management is responsible for maintaining discipline within the organ-
isation and for ensuring that there are adequate disciplinary rules and
procedures. The initiative for establishing these will normally lie with
management. However, if they are to be fully effective the rules and
procedures need to be accepted as reasonable both by those who are to be
covered by them and by those who operate them. Management should
therefore aim to secure the involvement of employces and all levels of
management when formulating new or revising cxisting rules and procedures.
In the light of particular circumstances in different companies and industrics
trade union officials' may or may not wish to participate in the formulation
of the rules but they should participate fully with management in agrecing
the procedural arrangements which will apply to their members and in
seeing that these arrangements are used consistently and fairly. (137]
1 Throughout this Code, trade union official has the meaning assigned to it
by s30(1) of the Trade Union and Labour Relations Act 1974 and means,
broadly, officers of the union, its branches and sections, and anyone clse,
including fellow employees, appointed or elected under the union’s rules to
represent members.

Rules

6. It is unlikely that any set of disciplinary rules can cover all circumstances
that may arise: moreover the rules required will vary according to particular
circumstances such as the type of work, working conditions and size of
establishment. When drawing up rules the aim should be to specify clearly
and concisely those necessary for the efficient and safe performance of work
and for the maintenance of satisfactory relations within the workforce and
between employees and management. Rules should not be so gencral as to
be meaningless. [138]

7. Rules should be readily available and management should make every
effort to ensure that employees know and understand them. This may be
best achieved by giving every employee a copy of the rules and by explain-
ing them orally. In the case of new employees this should form part of an
induction programme. (139]

8. Employees should be made aware of the likely consequences of breaking
rules and in particular they should be given a clear indication of the type of
conduct which may warrant summary dismissal. Tl-ﬂ)]

Essential features of disciplinary procedures
9. Disciplinary procedures should not be viewed primarily as a means of
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Disciplinary practice and procedures in emplovment VI [144]

imposing sanctions. They should also be designed to emphasise and encour-
age improvements in individual conduct. (141)

10. Disciplinary procedures should:

g Be inrwrilin 2.
Specify to whom they apply.

c Provicﬂ’: for matters to bl::pc?cull with quickly .

) Indicate the disciplinary actions whic may be taken.

€) Specify the levels of management which have the authority to take
the various forms of disciplinary action, ensuring that immediate sy-
periors do not normally have the power to dismiss without reference
to senior management.

(f) Provide for individuals to be informed of the complaints against
them and to be given 4n opportunity to state their case before deci-
sions are rcachecf.

) Give individuals the right to be accompanied by a trade union rep-
resentative or by a fellow employee of lﬂcir choice.

(h) Ensure that, except for gross misconduct. no employees are dis-
missed for a first breach o discipline.

(i) Ensure that disciplinary action is not taken until the case has been
carefully investigated.

(/) Ensure “that in ividuals are given an explanation for any penalty
imposed.

(k) Provide a right of appeal and specify the procedure to be fullu[wed].

142

The procedure in operation

11. When a disciplinary matter arises, the supervisor or manager should first
establish the facts promptly before recollections fade, taking into account
the statements of any available witnesses. In serious cases consideration
should be given to a brief period of suspension while the case s investigated
and this suspension should be with pay. Before 4 decision is made or penalty
imposed the individual should be intérviewed and given the op ortunity to
state his or her case and should be advised of any rights uncﬁr the pro-
cedure, including the right to be accompanied, [143]

12. Often supervisors will give informul oral warnings for the purpose of
improving conduct when employees commit minor infringements of the
established standards of conduct. However, where the facts of a case appear
to call for disciplinary action, other than summary dismissal, the following
procedure shouE:I normally be observed:

(a) In the case of minor offences the individual should be given a formal
oral warning or if the issue IS more serious, there should be a written
warning setting out (he nature of the offence and the likely con-
Sequences of further offences. In either case the individual should be
advised that the warning constitutes the first formal stage of the

rocedure,

(b) Further misconduct might warrant a final written warning which
should contain 3 Statement that any recurrence would lead to sus-

ension or dismissal or some other penalty, as the case may be.

(c) The final step might be disciplinary transfer. or disciplinary sus-
pension without pay (but only if these are allowed for by an

Ay froge =
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VI [144) Codes of Practice under the Employment Protection Act 1975

express or implied condition of the contract of employment). or dis-
missal, according to the nature of the misconduct. Special consider-
ation should be given before imposing disciplinary suspension
without pay and it should not normally be for a prolonged pclrindi

144

13. Except in the event of an oral warning, details of any disciplinary action
should be given in writing to the cmployee and if desired, to his or her
representative. At the same time the employee should be told of any right
of appeal, how to make it and to whom. (145]

14. When determining the disciplinary action to be taken the supervisor or
manager should bear in mind the need to satisfy the test of reasonableness
in all the circumstances. So far as possible, account should be taken of the
employee's record and any other relevant factors. [146)

15. Special consideration should be given to the way in which disciplinary
procedures are to operate in exceptional cases. For example:

(a) Emplo[vees to whom the full procedure is not immediately available.
Special provisions may have to be made for the handling of disciplin-
ary matters among nightshift workers, workers in isolated locations
or depots or others who may pose particular problems for example
because no one is present with the necessary authority to take disci-
plinary action or no trade union representative is immediately
available.

(b) Trade union officials. Disciplinary action against a trade union offi-
cial can lead to a serious dispute if it is seen as an attack on the
union’s functions. Although normal disciplinary standards should ap-
ply to their conduct as employees, no disciplinary action beyond an
oral warning should be taken until the circumstances of the case
have been discussed with a senior trade union representative or full-
time official.

(c) Criminal offences outside employment. These should not be treated
as automatic reasons for dismissal regardless of whether the offence
has any relevance to the duties of the individual as an employee. The
main considerations should be whether the offence is one that makes
the individual unsuitable for his or her type of work or unacceptable
to other employees. Employees should not be dismissed solely be-
cause a charge against them is pending or because they are absent
through having been remanded in custody. [147]

Appeals

16. Grievance procedures are sometimes used for dealing with disciplinary
appeals though it is normally more appropriate (o keep the two Kinds of
procedure separate since the disciplinary issues are in general best resolved
within the organisation and need to be dealt with more speedily than others.
The external stages of a grievance procedure may however, be the appropri-
ate machinery for dealing with appeals against disciplinary action where a
final decision within the organisation is contested or where the matter be-
comes a collective issue between management and a trade union. [148]

17. Independent arbitration is sometimes an appropriate means of resolving
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Disclosure of information to trade unions VIl [156]

disciplinary issues. Where the parties concerned agree, it may constitute the
final stage of procedure. (149)

Records

18. Records should be kept, detailing the nature of any breach of disciplin-
ary rules, the action taken and the reasons for it, whether an appeal was
lodged, its outcome and any subsequent developments. These records
should be carefully safeguarded and kept confidentia [150]

19. Except in agreed special circumstances breaches of disciplinary rules
should be disregarded after a specified period of satisfactory conduct.  [151]

Further action

20. Rules and procedures should be reviewed periodically in the light of any
developments in employment legislation or industrial relations practice and,
if nccessax, revised in order to ensure their continuing relevance and effec-
tiveness. Any amendments and additional rules imposing new obligations
should be introduced only after reasonable notice has been given to all em-
ployees and, where appropriate, their representatives have been int’t.:r:{':}-gé':li



VI [156] Codes of Practice under the Employment Protection Act 1975

relevant provisions to be taken into account in proceedings before the Cen-
tral Arbitration Committee. ! [156)

' Employment Protection Act 1975 ss F701)(P), 17(4) and 6(11).

Provisions of the Act

4. The Act places a general duty on an employer to disclose at all stages of
collective bargaininﬁnformation requestccr by representatives of indgepen-
dent trade unions. The unions must be either recognised by the em loyer
for collective bar aining purposes, or fall within t%lc scope of an KCAS
recommendation for recognition. The representative of the union is an offi-
cial or other person authorised by the union to carry on such collective

bargaining. [157)

5. The information requested has to be in the employer's possession, or in
the possession of any associated employer, and must relate to the em-
ployer's undertaking. The information to be disclosed is that without which
a trade union representative would be impeded to a material extent in bar-
gaining and which it would be in accordance with good industrial relations
practice to disclose for the purpose of collective bargaining. In determining
what is in accordance with good industrial relations practice, any relevant
provisions of this Code are to be taken into account. [158]

6. No employer is required to disclose any information which: would be
against the interests of national security; would contravene a prohibition
imposed by or under an enactment: was given to an employer in confidence.
or was obtained by the employer in consequence of the confidence reposed
in him by another erson; relates to an individual unless he has consented to
its disclosure; would cause substantial injury to the undertaking (or national
interest in respect of Crown employment) for reasons other than its effect
on collective bargaining; or was obtained for the purpose of any legal pro-
ceedings. [159]
3
7. In providing information the employer is not required to produce original
documents for inspection or copying. Nor is he required to compile or as-
semble information which would entail work or expenditure out of reason-
able proportion to the value of the information in the conduct of collective
bargaining. The union representative can request that the information be
given in writing by the employer or be confirmed in writing. Similarly, an
employer can ask the trade union representative to make the request for
information in writing or confirm it in writing. [160]

8. If the trade union considers that an employer has failed to disclose to its
representatives information which he was required to disclose by s 17 of the
Act, it may make a complaint to the Centra Arbitration Comnuttee.! The
Committee may ask the Advisory, Conciliation and Arbitration Service to
conciliate. If conciliation does not lead to a settlement of the complaint the
Service shall inform the Committee accordingly who shall proceed to hear
and determine the complaint. If the complaint is upheld by the Committee it
is required to specify the information that should have been disclosed and
seriod of time within which the ¢m loyer ought to disclose the information.
f the employer does not disclose the information within the specified time
the union may present a further complaint to the Committee and may also
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APPENDIX 6
MEMORANDUM

rom “r 3 A Sreen To Jr 2 Ryall

A2a Social Se2rvices Off:cur Oirsctor Of Zgc:al Services

ly Ret.: SAG, HLM

Your Re!
act . MAr S A GREEN Ext. 229
(] L7 Novenmber 1986
e : John B
A 4

[ would like to bring to
over the past few months
with the above youngster.

your attention certain problems willch have arisen
as a consequence of your personal involvement

I gather that on two occasions John has had unscheduled overnight stays
at ycur home, the most recent being on the 8 - 9 November 1986. Such
stays should normally only take place following consultation with the
area social worker and in the context of an agreed treatnent plan.
However, in these instances the social worker was not aware of the over-

night stays until several days after they had taken placas. Presuamably,
John's mother was agreeable to the vigits.

pecial treatment because or

of this friendship to other children
whenever a dispute with members of

I understand that you have firmly
involved in these disputes, but I

have been put 1n a difficult position.

his friendship with you. He boasts
and has also sought to telephone you
staff at Alloefield View has arisen,
told him that you do not intend to get
- feel that residential workers

-

- appreciate that your interest n John and Jane 8
out of your friendship with the family before the c
However, I feel that 1t would be bettear .f
was kept quite separate from your position
At present, this distinction s obviously n
feel that he 18 a boy who could explo:
opportunity to do so.

has arisen

hildren came into care.
your role as a family friend

as Director of Soc:ial Services.
Ot understood by John and I .

t the situation :f given the

b (,\C‘\I'.i.\

Mr S A Creen/
Area Soc:al services Jr!icer

(PLEASE NOTE THE NAMES OF THE CHILDREN AND PARENTS HAVE BEEN ALTERED TO
PRESERVE ANONYMITY BUT THE MEMORANDUM IS OTHERWISE AS ORTGINAL).
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METROPOLITAN B8O0RQUGH QF CALDERDALE
) APPENDIX 7

MEMOHANDUM

From : Directsr of Soeial Services To: ur, g. A. Green
Area Officer,
Northgate House
My Ref.: A/RAR/ED Your Ref -
Contact: Dr. 3. A. Ryall Ext,; 43
g PRIVATE AND CONFIDENTIAL
Dete : 20th November, 1986
Re: Jon B
Thank you for your memorandum commenting on Certain problems relating to my
r Prior acquaintance with John ang his family before hjg reception into care,
and the issue of conflict of roles in this Situation,
I am all too aware of the Potential datricultles in these Clrcumstances
h

before the admission of the children Lo care, ang the family identifjeq

children gn
the night when Mrs B finally broke down. The Situation would, of course,

be resolved ir r Severed any contact with John whilst he wag in care,
However, that might not be entirely fair to John  ag he appears to regard me

Whilst I appreciate that John's acquaintance with me has On occasions caused
difficulties with residentia] staff, I do NOt believe your comments a
entirely fair on John.  John has not 1nrrequent1y phoned me whilst he hag been
in care (as he did before he came into care). However, on only one occasion
has a phone call followed a contre-temp with staff. Belring in mind the
large number of conflicts which [ suspect he has had, I do not think that
this indicates a substantia) abuge of the relationship.

!} to Justify the action they were taang,
I have taken an utterly consistent line (with:rnoxcaptxon detailed below) .

#ith John that | would not 8¢t involved ;n any aspect of his dealings with

There may well have deen other instances where John has threatened to contact

Me when he has 0% 'nro d1fr!cnltxeg_ but jr g significant that he A4in nor

20 %0. I would add that I have gpent Substantja) amounts of time wjth staff
At Alloefield View to try :o ascertain the exrent of thege difficultieg

ind to reasure thenm AS O wnera Steed. T oaave o SC asked Mp Shiuids g
feed back to Me any problems,

:oncernlng any suggestion of Sfecial treatment for John © am Sure that he would
leny that he nas any expectation of this because of his aCquainzance with me,
He cerlainly has never been iag -5 believa he “ould ge~- Ny and [ would
Teplore 11 if ne Tecelveg -, dowever, can wall beljieve Ndt he uges 2y
ane, and I will taclkle =1a sn his maztoer when [ rext fear rom Apm.

- Suspecr that :17 “e didn't ~3ve “hat to boage about he “culd £iag fomething
2lse <5 -ake Nimse.f ob;ec::onaoie #hen he yag N a mooc.




w: B

regr2T That the two “1s1ts sere not -he subject of consultation wi<h *he

rea s:::al worker, ard I 3nall ensure “Raz 4o0es not Rappen again. ‘Your
2334727030 tRAT each visit ‘ahich were for both children) had Mrs B's !
stec.iir aporoval i3, of course, correcr,

In <erms of keeping my role as a family friend separate from my role as ;
Director, I would point cur that, in spite of being asked to by John, I

attended neither of his reviews, because of the possible confusion this

might have caused., [ have not intervened or influenced any decision making |
process ~ith respect %o his or Jene's stay in care (although I had reservations '
about tie decision for Jane to return home), nor have I intervened (with one
exception) in any issue concerning the treatment of John. '

The one exception where there was perhaps some blurring of role was when,
after an extended period of time, no action had been taken on a review
recommendation that activities should be arranged for John during the summer.
John's benaviour was deteriorating, and, in the absence on sick leave of the

social worker, I had a word with Mr. Eccles who fixed up a programme with
Mrs. Alvarez.

The possible problems of conflict in roles in this situation go beyond issues
relating to its manipulation by Jobn. It has been inevitable that over the
last few monthe I have seen, in some cdetail, from *the perspective of the
consumer something of the services provided by both residential care and the
fieldwork service. However, because of the-role from which I gained these
perceptions I have felt it inappropriate to pursue, or make comment on,
matters which in my role as Director I might have wished to make a note of.

[ trust from this memorandum you will appreciate that I have been most
exercised by the possible difficulties in this situation. To be frank, I
think that John's behavioural difficulties, and hence the temptation to try to

manipulate his acquaintanceship with myself, will lessen now he is at
193 Huddersfield Road.

Please do not hesitate to contact me again if you perceive any furczher
problems, or if you want to discuss this issue with me.

Ryall
Director of Social Services

(PLEASE NOTE THE NAMES OF THE CHILDREN AND PARENTS HAVE BEEN ALTERED TO
PRESERVE ANONYMITY BUT THE MEMORANDUM IS OTHERWISE AS ORIGINAL).
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—==_"lR s

THE CIRCUMSTANCES OF MRS RIDING'S DISMISSAL

On 25 November 1984, Mr a Pearson, the Principal
Residential ang Day Care Manager (Mental Health ang
Mental Handicap) with responsibility for Theophilus
Cottage, received a telephone cal] from Mrs g A
Marshall, a Senijor Care officer at the hostel. She was
concerned at the way Mrs Riding was handling 4

complaint made by one of the residents. He was
alleging that some £24.00 held on his behalf at the
hostel hag been misappropriated. Mr Pearson went to

the hostel to investigate and spoke to the resident,
Mrs Marshall ang Mrs Riding, The resident appeared to
be mentally stable and rational, He maintaineg that

theft. Mr Pearson immediately called in the police who
concluded that there was insufficient evidence to
justify criminal Proceedings,

The next day Mr Pearson received a telephone call from
Mrs J g Holdsworth, the Deputy Officer at the hostel,
who expressed concern about Mrg Riding ang the
pPossibility of there being other financial
irregularities. Mr Pearson agreed to meet the staff at
the hostel the next morning whilst Mrs Riding was off
duty,. Despite their feelings of loyalty to Mrs Riding
as team leader the staff told him of their anxiety
about her running of the hostel angd gave examples of
apparent financial misappropriation, which were
sSupported by evidence. After carrying out hijs own
investigation Mr Pearson decided that there were
sufficient grounds to suspend Mrs Riding ang for a
special audit to be carried out. gHe then told pr Ryall
for the first time of the Situation at the hostel ang

of the Audit Section off the Finance Department. They
interviewed all the staff and resdients and
investigated the matters get out in Mr Pearson's
report, On 6 December Mrs Riding was given an
opportunity to explain the irregulariitieg that hag
been uncovered at a meeting attended by Dr Ryall, Mr
Pearson, Mr Denham and Mr Herbert and 3 representative
from her trade union, Nalgo. The next day she was sent
a letter outlining the points that hag been discussed
and confirming her continued sSuspension,

warrant dismissal byt recommended against referring the

matter to the police. Any decision to dismiss Mrs
riding would be dependant on  the outcome of a
disciplinary hearing., If the charges were found to bpe

Proved it would be the decision of Dr Ryall, assisted

-1~




in this case by a reprepsentative of the Personnel
Department. By letter dated 19 December 1984, Mrs
Riding was informed that enquiries had been completed
and that a disciplinary hearing would take place on 8
January. She was informed of the six allegations to be
considered and told that she might be accompanied by a
trade union representative or a friend. The
allegations were as follows:

a) The encashment of two cheques (for the sum of
£23.00) through her personal account, written and
drawn on the account of a resident when he was
mentally unable;

b) The claiming of car mileage allowances for journeys
that she had not undertaken;

¢) The claiming of car mileage allowance for which she
had been reimbursed by a resident;

d) The claiming of petty cash reimbursement for items
of equipment which could not be accounted for;

e) The disappearance of an aluminium step ladder from
the hostel;

f) The mismanagement of another resident's finances.

In fact the hearing took place on 15 January 1985. 1In
addition to those who attended the December meeting, Mr
C Yates (Assistant Personnel Officer) and Mr Coupe
(from Nalgo and attending as Mrs Riding's advocate)
were present. The hostel staff who gave evidence
included Mrs Houdsworth, Mrs Marshall, Mrs Oddy (a
retired Care Assistant) and Mrs Barmby (a cleaner). A
written statement was supplied by Miss Fitzgerald (a
Senior Care Officer). Dr Ryall chaired the meeting and
after hearing the evidence and closing submissions from
Messrs Coupe, Pearson and Denham, proceedings were
adjourned to allow Dr Ryall to consider the matter,
assisted by Mr Yates. When the meeting reconvened the
next day Mrs Riding was found gquilty of four of the
charges and she was dismissed for gross misconduct.
She appealed to the Disciplinary Sub-Committee
(comprising of elected members). After a long hearing
on 4 March 1985, with Mr Coupe again representing her,
the appeal was dismissed.

Mrs Riding did not take her case to the Industrial
Tribunal. She told us that she had been advised that
it would be too traumatic for her. No allegations of
improper behaviour were ??




APPENDIX 9
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DONALD H

We felt it appropriate to investigate the case of
Donald H and were supplied with hijs file which was
Still in the pPossession of the Department. Although we
found no evidence of any improper behaviour by Dr Ryall
there were matters which came within our terms of
reference which we thought might best be dealt with inp
an appendix.

In early 1982 Donald H, a 26 year old epileptic, had
been admitted to Theophilus Cottage until a flat could
be found for him. He had a grossly immature
personality with a tendancy to fantasise ang become
overdependent on those adults with whom he formed a3

the hostel and Mr Bridge helped out afterwards. He

they were female. Mr Bridge told him that there were
local groups who could help but that he would be
available asg a friend if there was anything worrying
him. On 1 April Dponald took up residence in a flat.
Mr Bridge received a telephone call on 2 July from
Donald who was very depressed and wanted to meet other
people, With some reluctance Mr Bridge says that he
invited Donald to join him on a weekend's camping trip
that he was going on that evening. He felt that Donald
might benefit from the experience since one of the

others going also suffered from epilepsy. Mr Bridge
was unable to contact Miss Read about the trip. Donald
accompanied Mr Bridge and they shared a tent. Mr

friends of both sexes from teaching and social services
backgrounds. Donald joined in as best he could, On
the Saturday evening there was a barbecue which ended
with a frank discussion of political, ethical and
sexual matters. Mr Bridge retired to bed leaving
Donald listening to this, During the journey home the
next day Donald praised the weekend experience in
extravagant terms.

The weekend had a profound effect on Donald. When Miss
Read saw him on 5 July he looked well and told her
about it, He said that most of the company had been
homosexual ang he had enjoyed their company. Miss Read
thought that the weekend had enabled Donald to come to
terms with hisg own homosexuality but that it had been a
shock and he would need to discuss matters with her,
On 7 July she met him again. He was agitated but not
upset about his experiences. No mention is recorded in
her notes of Donald having participated jnp any
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homosexual activity. She was concerned about the
position of Mr Bridge and consulted the Brighouse
office. Later the same day Mrs Riding spoke to Dr
Ryall about Donald.

According to his note Mrs Riding told Dr Ryall of what
Donald had said to her about the weekend. He had first
mentioned that whilst on duty at the hostel following
the fire Mr Bridge had admitted to being a homosexual
to Donald. The note then goes on to deal with the camp
at which it is suggested that homosexual activity had
taken place between Donald and Mr Bridge. Donald was
not making a complaint against Mr Bridge and wanted to
go on another camp with him. He was distressed when he
had seen Mrs Riding because of his realisation of his
homosexuality. She was concerned about the effect of
this on his relationships with family and friends. The
note was passed on to Mr Jones.

Mr Bridge prepared a written account of his dealings
with Donald after he heard that Donald was saying that
he wanted an affair with him. He denies that he made
any declaration of homosexuality to Donald or that
homosexual activity had taken place at the camp
involving Donald, least of all with himself. He told
us that he had been unaware of the contents of Dr
Ryall's note until we showed it to him.

We did not hear evidence from Mr Jones on this matter
because it came to 1light after he had given his
evidence but we understand that he has no recollection
of it. There were some notes of his in the file. He
appears to have heard of the situation first from Dr
Ryall on 8 July and then subsequently met Miss Read and
other social workers from Brighouse. He lists a number
of issues to be resolved including the nature of Mr
Bridge's relationship with Donald, the alleged
declaration of homosexuality and whether disciplinary
proceedings were appropriate. Mr Bridge tells us that
he had a formal meeting with Mr Jones in the presence
of another council officer. He recalls being
questioned about the alleged declaration of
homosexuality but not about any allegation of
homosexual relations with Donald. We have no note of
the meeting but since Mr Jones had been considering
disciplinary action we can only conclude that he was
satisfied with what Mr Bridge had to say. Mr Bridge
tells us that no disciplinary action was taken against
him.

On 14 July Mr Bridge met Miss Read and a senior social
worker to discuss his involvement with Donald and the
resulting difficulties. It was agreed that he would
withdraw from the case. The records show that Donald
remained in continual contact with the Department
through July and August. His highly charged emotional
state began to calm down. By the end of 1982 his
contacts became 1less frequent and the situation

-2-




improved to the extent that he agreed that he was able
to look after his own affairs. The file closes on 2
March 1983,

to the police. The decided that in view of Donald's
age there was no evidence of a criminal offence having
being committeqd. Further enquiries by Mr Walker led to
the production of Donald's file which had been retained
at the Brighouse office,

We concluded that there was no satisfactory evidence
that Dr Ryall had been involved in this matter before
Mrs Riding contacted him, He made no attempt to
protect Mr Bridge but reported what he had been told to
Mr Jones,. It was Mr Jones who took the decision about
disciplinary proceedings, Dr Ryall appears to have
acted perfectly properly throughout. These events took
place in 1982, Mr Bridge denies that anything improper
took place between him and Donald. The evidence to the
contrary came only from Donald who was unlikely to be a
reliable witness in view of his tendency to fantasise,
We find it difficult in the circumstance to comment on
whether there should have been disciplinary
proceedings. We can say that Mr Bridge seems to have
allowed an unfortunate blurring of his personal
relationships with his professional role. It seems to
us to be unsatisfactory that Miss Read does not appear
to have known of his involvement with Donald untj1l
after the camp and that she was not consulted
beforehand. In view of the passage of time we are
doubtful that the matter can be taken any further,
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