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1. INTRODUCTION 

1.1 Red Lion Chambers is a set of Chambers providing an excellent specialist service 
to all clients and securing equality of access to justice. This Chambers’ Standards 
policy, Appendix E specifies the standards of conduct that are expected of all 
members of chambers. The contract of employment of each member of staff 
specifies standards of conduct that mirror those in the Standards policy. The 
pupillage agreement of each pupil specifies standards of conduct that mirror those 
in the Standards Policy. 

1.2 This policy outlines the agreed procedures to ensure the highest standards are 
maintained by members of chambers, probationary tenants, pupils and members 
of staff. The individuals with responsibilities under these procedures are appointed 
annually by the General Management Committee [GMC]. Those who currently have 
responsibility are specified in paragraph 9 to this policy. The phrase “Senior 
Member” refers to a member of chambers appointed as Queen’s Counsel. The “line 
manager” for the Practice Director are the Head(s) of Chambers. The “line 
manager” for other members of staff is the Practice Director or otherwise explicitly 
defined. 

1.3 The procedures seek to ensure that any complaints are investigated independently, 
fully, fairly, sensitively and promptly. The procedures apply to complaints from the 
public, solicitors, barristers within and outside Chambers, probationary tenants, 
pupils and staff employed by Chambers. In such circumstances, the procedures 
are designed to emphasise and encourage improvements in the individual’s 
conduct or capability. Any problem must be dealt with quickly and fairly and in 
accordance with the general principles set out in paragraph 2.11 to 2.22 below. 

1.4 The appropriate procedure will depend on the nature of the complaint. If there is 
any uncertainty as to the appropriate course of action, advice should be sought 
from the GMC, the Complaints Officer, the Administration Committee [AC], the 
Executive Officer or the Employment Representative. It should be recognised that 
should any complaint not be resolved satisfactorily within Chambers redress may 
be sought through the Complaints Procedures operated by the Bar Standards 
Board. 

2. COMPLAINTS COVERED BY THESE PROCEDURES 

2.1 Red Lion Chambers has established procedures in respect of the following: 
2.2 Complaints by a Solicitor or Member of the Public. The RLC website “Contact Us” 

section under the heading “Complaints” has complaints forms for complaints 
against either a barrister or a member of staff. Copies of these forms are also found 
at Annex 1 (Appx O3) and Annex 2 (Appx O4) to this Policy.  

2.3 Complaints by a Member of Chambers. These may relate to 

 A member of staff; 
 another member of chambers;  
 a probationary tenant; or 
 a pupil 

The procedures are described in paragraphs 3 to 8 below. 
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2.4 Complaints by Staff. Any complaint by the Practice Director or member of staff 
employed by Chambers shall be dealt with as a grievance and will be addressed in 
accordance with the Staff Grievance Procedure set out in paragraph 13 below. 
Such a complaint may relate to the conduct of another employee of Chambers, a 
member of Chambers, a probationary tenant, a pupil, a door tenant or any other 
grievance relating to the individual’s employment at Chambers. 

2.5 Complaints by Probationary Tenants or Pupils. The procedures are described in 
paragraph 4 below. 

2.6 Complaints by Applicants for Pupillage or Tenancies. The procedures are 
described in paragraph 5 below. 

2.7 Complaints in relation to Discrimination, Harassment or bullying.  Any member of 
chambers, probationary tenant, pupil or member of staff who believes that they 
have suffered discrimination should use the procedure described in paragraph 6 
below. If any individual has or justifiably feels they have been subjected to any 
harassment or bullying within or outside Chambers, the matter should be dealt with 
under Red Lion Chambers’ Dignity at Work and Prevention of Harassment Policy 
and use the procedure at paragraph 12 below.  

2.8 Complaints against the Head(s) of Chambers or the Complaints Officer. The 
procedures are described in paragraph 8 below. 

DISCIPLINARY PROCEDURES 

2.9 The Disciplinary Procedure that may be invoked against a Member of Chambers, 
probationary tenant or pupil is described in paragraph 7 below. 

2.10 The Disciplinary Procedure applicable to the Practice Director and other 
employees of Chambers is contained in the Staff Disciplinary Rules and Procedure 
described in paragraph 14 below. The line manager is responsible for any 
disciplinary action against an employee. There is a right of appeal against the line 
manager’s decision, which is set out in the procedure. 

CERTAIN PRINCIPLES WHICH SHOULD BE APPLIED TO ALL COMPLAINTS 

2.11 Save in exceptional circumstances, any complaint should be brought within 28 
days of the incident to which the complaint relates. 

2.12 Any complaint under a formal procedure must be in writing and should give full 
details of the nature of the complaint. 

2.13 Any written complaint should be acknowledged within 7 days. The complainant 
should be informed of the timescale within which the complaint will be addressed. 

2.14 Each step and action must be taken within the time limits set, or if none, without 
unreasonable delay. If it is not possible to deal with a step within the specified time 
limit, the reason for the delay must be given together with a date within which the 
step will be taken.  

2.15 All formal complaints will be investigated thoroughly, objectively and 
expeditiously. Such investigation may include a hearing to which the complainant 
is invited to discuss their complaint. 

2.16 The complainant should be kept informed at all stages of the investigation. 
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2.17 All complaints will be determined in an objective manner by an individual or 
individuals unconnected with the subject matter of the complaint, and, where 
possible, at least of equal grade/status as the individual or individuals the subject 
of the complaint. 

2.18 A dissatisfied complainant should be informed of any further redress that is open 
to them. 

2.19 Chambers should ensure that no complainant who has acted in good faith, 
suffers detriment because of their complaint. It will be a disciplinary offence to 
victimise or retaliate against an individual for bringing a complaint under these 
procedures. Complaints that are not made in good faith may be treated as a 
disciplinary offence. 

2.20 All proceedings under the procedures and records should, as far as practicable, 
be confidential. 

2.21 At any hearing, both the complainant and the person or persons the subject of 
the complaint may be accompanied by another member of Chambers or another 
employee of Chambers of their choice. 

2.22 The Executive Officer/Complaints Officer will keep a written record for 6 years 
of any complaint which is upheld. 

3. COMPLAINTS BY MEMBERS OF CHAMBERS 

3.1 Complaints against an Employee. The Procedure should only be invoked if the 
barrister is unable to resolve the matter informally with the individual concerned. 
3.1.1 Stage 1 – The matter should be raised with the line manager who will 

  attempt to resolve the matter informally. A written record of any action 
  taken will be made to assist with any proceedings under the formal  
  procedure should such proceedings become necessary.  

3.1.2 Stage 2 – If the matter cannot be resolved informally, the complainant 
  will be required to put the complaint in writing to the line manager. The 
  line manager will investigate the complaint and a written response will 
  be made to the complainant within 28 days of receipt of the complaint. 
  A copy of the complaint and the response will be provided to the  
  Employment Representative.  

3.1.3 Stage 3 – If the complainant is dissatisfied with the response, they may 
  refer the matter in writing to the Employment Representative specifying 
  what action is sought to resolve the grievance. The Employment  
  Representative will consider the complaint and determine what further 
  action, if any, should be taken. The complainant will be notified of the 
  Employment Representative’s decision in writing within 28 days of  
  receipt of the complaint. If the line manager is the Head of Chambers, 
  then this stage will be dealt with by the Complaints Officer. 

3.1.4 Stage 4 – If the complainant is dissatisfied with the response, they may 
  refer the matter in writing to the Head(s) of Chambers, who will report the 
  matter to a meeting of the GMC who will consider the complaint and 
  determine what further action, if any, should be taken. The complainant 
  will be notified of the GMC’s decision in writing within 5 working days of 
  the meeting.  
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3.2 Complaints against another Member of Chambers. The procedure should only 
 be invoked if the barrister is unable to resolve the matter informally with the 
 individual concerned. 

3.2.1 Stage 1 – The matter should be raised with the Head(s) of Chambers 
who will attempt to resolve the matter informally. A written record of any action 
taken will be made to assist with any proceedings under the formal procedure 
should such proceedings become necessary. 
3.2.2 Stage 2 – If the matter cannot be resolved informally, the complainant 
will be required to put the complaint in writing to the Head(s) of Chambers. The 
Head(s) of Chambers will arrange for the matter to be investigated by the 
Complaints Officer. A written response will be made to the complainant within 
28 days of receipt of the complaint. A copy of the complaint and the response 
will be provided to the Head of Chambers. 
3.2.3 Stage 3 – If the complainant is dissatisfied with the response, they may 

  refer the matter in writing to the Head(s) of Chambers specifying what 
  further action is sought to resolve the grievance. The Heads of  
  Chambers will report the matter to a meeting of the GMC who will  
  consider the complaint and determine what further action, if any, should 
  be taken. The complainant will be notified of the GMC’s decision in  
  writing within 5 working days of the meeting.  
3.3 Complaints against a Pupil/Probationary Tenant 

3.3.1  Any complaints against a pupil or probationary tenant must be reported 
to their pupil supervisor and to the Head of the Education and Training 
Committee [ETC]. The formal procedure should only be invoked if the 
pupil/probationary tenant, pupil supervisor and Head of the ETC are 
unable to resolve the matter informally with the individual concerned or if 
the matter is too serious to be dealt with informally (e.g. if it involves 
allegations of plagiarism, cheating or misconduct as defined in the 
Additional Procedures for Maintaining and Enforcing Standards for 
Pupils). A written record of any action  taken will be made to assist 
with any proceedings under the formal procedure should such 
proceedings become necessary. 

3.3.2 If the matter cannot be resolved informally or is too serious to be dealt 
with by way of informal resolution, the complainant will be required to put 
the matter in writing to the Head of the Education and Training Committee 
[ETC] who will arrange for the matter to be investigated by the Complaints 
Officer in accordance with Section 7 below.  

3.3.3 In any such case, the pupil or probationary tenant will be given full details 
of the nature of the  complaint together with any evidence in  support, 
and will be given the opportunity to state their case before any decision 
is made which may result in termination of their pupillage/probationary 
tenancy. 

3.3.4 A written response will be made to the complainant within 28 days of 
receipt of the complaint and a copy will be provided to the Head of the 
ETC and the Head(s) of Chambers. Any pupil or probationary tenant 
against whom a complaint  of serious misconduct is upheld may be 
required to leave Chambers. 
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3.3.5 In the event that a decision is made to terminate pupillage, the pupil or 
probationary tenant will have the opportunity to appeal this decision in 
accordance with Section 7 below. 

4. COMPLAINTS BY PUPILS/PROBATIONARY TENANTS 

4.1  Any grievance should normally be raised initially with the Pupil Supervisor who 
will attempt to resolve the matter informally. The Head of the ETC should also 
be notified of any grievance. A written record of any action taken will be made 
to assist with any proceedings under the formal procedure should such 
proceedings become necessary. 

4.2 If the pupil or probationary tenant is dissatisfied, they will be required to put the 
complaint in writing to the Head of the ETC who will investigate the grievance. 
A written response will be made to the pupil or probationary tenant within 28 
days of receipt of the complaint. 

4.3 In the case of a pupil who wishes to complain about their pupil supervisor or 
about a decision made by their pupil supervisor, such as the decision not to sign 
the pupil off from the non-practising or practising period of pupillage, the 
grievance should be raised initially with the Head of the ETC who will attempt to 
resolve the matter informally. A written note of any action taken will be made to 
assist with any proceedings under the formal procedure should such 
proceedings become necessary. 

4.4 If the pupil or probationary tenant remains dissatisfied, or if the complaint is 
about a decision made by the Head of the ETC, such as the decision not to 
extend a period of pupillage, they may refer the matter in writing to the 
Complaints Officer who will consider the complaint and decide what further 
action is required. The Complaints Officer will provide a written response which 
will be provided to the Head(s) of Chambers within 28 days of receipt of the 
complaint. A written response will be made to the complainant within 28 days of 
receipt of the complaint by the Head(s) of Chambers.  

4.5 The Head of the ETC should not normally be a current Pupil Supervisor.  

5. COMPLAINTS BY APPLICANTS FOR PUPILLAGE OR A TENANCY 

5.1  Any applicant for pupillage or for a tenancy who is dissatisfied with the manner 
in which their application has been handled, should raise this in writing with the 
Head of the ETC or Tenancy Committee [TC], as appropriate. 

5.2 If the matter cannot be resolved informally to the satisfaction of the complainant, 
the complainant will be required to particularise their complaint in writing to the 
GMC. A written response will be made within 28 days of receipt of the complaint. 
A copy of the response will be provided to the Complaints Officer. 

5.3 If the complainant is dissatisfied with the response, they may refer the matter in 
writing to the Head(s) of Chambers. The Head(s) of Chambers will consider the 
complaint and respond in writing within 28 days of receipt of the referral. 

6. COMPLAINTS CONCERNING DISCRIMINATION 

6.1 Resolving a grievance 
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6.1.1. Stage 1 – Informal Resolution. Any barrister, probationary tenant, pupil 
or employee who believes that they have suffered discrimination, 
whether on grounds of sex, marital status, sexual orientation, race or 
ethnic origin, disability, age, religion or other philosophical belief, should 
raise the matter with the Equality and Diversity Committee [EDC]. The 
complaint will normally be treated in confidence. The EDC may make an 
informal approach to the person against whom the complaint is made. No 
action will be taken, save with the consent of the complainant. 

6.1.2 Stage 2 – Formal Resolution. If the matter is incapable of informal 
resolution, the complaint should be recorded in writing and referred to the 
Complaints Officer. No reference will be made without the agreement of 
the complainant. The complaint will be fully investigated by the EDC and 
determined by the Complaints Officer. Particulars of the complaint will be 
provided to any person against whom the complaint is made, and they 
will be given an opportunity to answer the complaint. The Complaints 
Officer will make a written response to the complainant within 28 days of 
receipt of the complaint, specifying whether the complaint is upheld and 
any action that is proposed. Any person the subject of the complaint will 
also be duly notified in writing. A prima facie finding of  discriminatory 
conduct may lead to disciplinary action against that person. 

6.1.3 Stage 3 – If the complainant is dissatisfied with the response, they may 
refer the matter in writing to the Head(s) of Chambers specifying what 
further action is sought. The Head(s) of Chambers will report the matter 
to a meeting of the GMC or of Chambers who will consider the complaint 
and determine what further action, if any, should be taken. The 
complainant (and, if appropriate, any  person the subject of the 
complaint) will be notified of the GMC’s or Chambers’  decisions in 
writing within 5 working days. 

6.1.4  If the complaint is made by an employee, the Complaints Officer and (on 
 appeal) the GMC must ensure that the procedure under Chambers’ Staff 
 Grievance Procedure in paragraph 14 below is complied with. 

6.2 Enforcing the Equal Opportunities Policy 
6.2.1 Should the Complaints Officer conclude that there is a prima facie case 

of discriminatory conduct by either a Member of Chambers, probationary 
tenant, pupil or an employee which merits disciplinary action, they should 
invoke the relevant disciplinary procedures, namely those specified in 
paragraph 7 below  in respect of a Member of Chambers, probationary 
tenant or pupil, or those in  paragraph 15 below in respect of any 
employee. 

6.2.2 Should the Complaints Officer be dissatisfied with the result of any 
disciplinary investigation, they may complain in writing to the Head(s) of 
Chambers who shall consider what further action, if any, is required. The 
matter may be referred to a meeting of the GMC or Chambers. 

7. DISCIPLINARY ACTION AGAINST A MEMBER OF CHAMBERS, PROBATIONARY 
TENANT OR PUPIL  

The purpose of the Disciplinary Procedure is to ensure fair treatment of all Members 
of Chambers, probationary tenants and pupils, to achieve and maintain the desired 
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standards of conduct, attendance and performance. Disciplinary action will only be 
taken if the matter cannot be resolved informally by the Complaints Officer. This should 
not be the Head(s) of Chambers who should be the final arbiters. 

7.1 Stage 1 – Informal Resolution by the Complaints Officer 

7.1.1 Before taking any formal action, the Complaints Officer should take all 
reasonable steps to resolve any matter by informal discussion with the 
individual concerned. This may include offering some counselling or 
mediation. Only where this fails to bring about the desired improvement, 
should further action be invoked. A written record of any action taken will 
be made to assist with any proceedings under the formal procedure 
should such proceedings become necessary. 

7.1.2.  If it is accepted by the member of chambers, probationary tenant or pupil 
concerned that their conduct or performance has fallen below acceptable 
standards, one or more of the following sanctions (as appropriate) may 
be agreed between the Complaints Officer and the member concerned: 

 a formal written warning; 
 a requirement that the member, probationary tenant, or pupil should make a 

formal written apology; 
 a requirement that the member should forgo or repay part or all of their fee in a 

case; a requirement that the pupil or a probationary tenant should forgo or repay 
part or all of their fee in a privately paid case; 

 a requirement that the member should not accept further work or work of a 
specific nature for a specified period; a requirement that the pupil or 
probationary tenant, where they were found not to have been competent to deal 
with a certain type of work, should not accept further work or work of a specified 
nature for a specified period; 

 termination of pupillage/probationary tenancy. 

7.1.3 If there is no agreement, such sanctions shall only be imposed pursuant 
to the formal procedure. If any sanction is agreed, this shall be recorded 
in writing together with any plans to overcome the problems and to review 
the situation. 

7.2 Stage 2 – Formal Resolution by the Disciplinary Panel 

7.2.1 If the matter cannot be resolved by the Complaints Officer, they shall 
investigate the complaint and arrange for the complaint to be determined 
by a panel consisting of three members of the GMC (“the Disciplinary 
Panel”). 

7.2.2  The complaint shall be recorded in writing and a copy shall be provided 
to the member, probationary tenant or pupil concerned together with 
(where possible) all relevant evidence in support of the allegations 
contained in the complaint. No action shall be taken until the matter has 
been fully investigated. The member, probationary tenant or pupil shall 
be given the opportunity to put their side of the case and shall have the 
right to be accompanied at any stage of the formal procedure by another 
Member of Chambers of their choice. 
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7.2.3 The Disciplinary Panel shall record their decision in writing. If it is 
determined that any sanction is required, this shall be recorded. Any one 
or more of the following sanctions may be recommended: 

 a formal written warning; 
 a final written warning; 
 a requirement that the member, probationary tenant or pupil should make a 

formal written apology; 
 a requirement that the member should forgo or repay part or all of their fee in a 

case; a requirement that a pupil or probationary tenant forgo or repay part or all 
of their fee in a privately paid case; 

 a requirement that the member should not accept further work or work of a 
specific nature for a specified period; a requirement that the pupil or 
probationary tenant where they were found not to have been competent to deal 
with a certain type of work, that they should not accept further work or work of 
a specified nature for a specified period; 

 suspension of the member from Chambers (for a period no more than 12 
months).  

 that the member be required to leave Chambers; 
 that the probationary tenancy or pupillage be terminated. 

The sanctions of suspension or expulsion of members of Chambers can only take 
effect if ratified by a Chambers’ Meeting, or, in the case of termination of a pupillage or 
probationary tenancy, by the Head of the ETC and the HoC. 

7.2.4 If any sanction is imposed, the reason for taking the action shall be 
specified. Plans for overcoming the problem and to further review the 
situation shall be agreed. The period of time over which the member’s, 
probationary tenant’s or pupil’s conduct shall be monitored shall be 
specified. 

7.3 Stage 3 – Appeal 

7.3.1 A member, probationary tenant or pupil may lodge an appeal in writing to 
the Head(s) of Chambers against any disciplinary sanction imposed by 
the Disciplinary Panel. The Head(s) of Chambers will arrange for the 
appeal to be considered by a panel of three Senior Members of 
Chambers who were not on the Disciplinary Panel. The member, 
probationary tenant or pupil shall be given the opportunity to put their side 
of the case and shall have the right to be accompanied by another 
member of Chambers. The Panel shall record its decision in writing.  

7.4 General  

7.4.1 In a case of gross misconduct, the member, probationary tenant or pupil 
may be suspended from Chambers by the Head(s) of Chambers pending 
a full investigation.  

7.4.2 The Complaints Officer will notify the Head(s) of Chambers of any 
complaint that is under investigation, and of any sanction that is imposed, 
whether agreed informally with the agreement of the member, 
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probationary tenant or pupil concerned or as a consequence of formal 
disciplinary action. 

8. COMPLAINTS AGAINST THE COMPLAINTS OFFICER AND THE HEAD(S) OF 
CHAMBERS 

8.1  If a complaint relates to the Complaints Officer, it should be raised with the 
Head(s) of Chambers who will attempt to resolve the matter informally. If the 
matter cannot be resolved informally, the complainant will be required to put the 
complaint in writing. The matter will be investigated by a panel consisting of 
three Senior Members who are not subject to the complaint and who will follow 
the procedures specified in paragraph 3.2 above, or if the complaint is raised by 
an employee, then the panel will follow Chambers’ Staff Grievance Procedure 
set out in paragraph 14 below. 

8.2 If a complaint relates to the Head(s) of Chambers (or one of them), it should be 
raised with another Senior Member who will attempt to resolve the matter 
informally. If the matter cannot be resolved informally, the complainant will be 
required to put the complaint in writing. The matter will be investigated by the 
Complaints Officer who will follow the procedures specified at paragraph 3.2 
above, or if the complaint is raised by an employee, Chambers’ Staff Grievance 
Procedure set out in paragraph 41 below. 

8.3 Any disciplinary action against the Head(s) of Chambers (or one of them) under 
Stage 2 of the Disciplinary Procedure at paragraph 7 above will be determined 
by the Disciplinary Panel comprising three Senior Members of the GMC. Under 
Stage 3 of the procedure, referred to in paragraph 7.8 above, the right of appeal 
shall be to an Appeal Panel consisting of three Senior Members of Chambers 
who did not form part of the Disciplinary Panel. 

8.4 The sanctions of suspension or expulsion from Chambers can only take effect 
if ratified by a Chambers’ Meeting. 

8.5 In so far as an complaint or investigation relates to the Head(s) of Chambers (or 
one of them) and the above procedures require any action to be taken by the 
Head(s) of Chambers, such action shall be taken by another Senior Member 
nominated for this purpose. 

9. INDIVIDUALS WITH RESPONSIBILITY UNDER THESE PROCEDURES 

Joint Head(s) of Chambers  Gillian Jones QC and Antony Shaw QC 
Chairman of the Tenancy Committee [TC] Adam Wiseman QC 
Chambers Complaints Officer David Etherington QC 
Practice Director  Mark Bennett 
Chambers Treasurer/Finance Committee Tom Forster QC/Thomas Payne 
Chambers Executive Officer & Chair of the 
Administration Committee [AC] 

Jane Bewsey QC/Jenni Dempster QC 

Chambers Employment Representative Jane Bewsey QC 
Chair Equality & Diversity Committee 
[EDC] 

Michelle Nelson QC 

Head of the Education and Training 
Committee [ETC] 

Michael Goodwin QC 
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Executive Committee: Head(s) of 
Chambers, Treasurer, Heads of all 
Chambers Committees 

Antony Shaw QC, Gillian Jones QC, 
Tom Forster QC, Jane Bewsey QC, 
Adam Wiseman QC, Jenni Dempster 
QC, Michael Goodwin QC, Michelle 
Nelson QC 

Secretary of the AC Patricia Londono 
Secretary of the ETC Genevieve Reed 
Mini-Pupillage Officer Bethan Rogers 
Wellbeing Officer Valerie Charbit 
Chambers Administrator Joe Barrett 

10.  COMPLAINTS PROCEDURE FOR SOLICITORS AND MEMBERS OF THE PUBLIC 

10.1 Barristers, probationary tenants, pupils, clerks and staff at Red Lion Chambers 
aim to ensure that the highest standards are maintained, and that quality of 
service is provided to both clients and their solicitors. The purpose of the 
Complaints Procedure is to ensure that complaints are investigated fully and 
promptly and are dealt with frankly. If you make a complaint, we will keep you 
informed at all stages. 

10.2  A lay client should normally raise any complaint through their solicitor. If a client 
complains directly, we will notify the solicitor of both the complaint and of any 
response. In the Red Lion Chambers Website Contact Us section under the 
heading “Complaints” are forms for solicitors and members of the public to use 
regarding complaints against a barrister, pupil, probationary tenant or a member 
of staff. 

Informal Resolution  
10.3 We hope that solicitors will only use the Complaints Procedure if they are unable 

to resolve the matter informally. Clerking issues should be raised with the 
Practice Director. Other issues should be raised with the barrister concerned. 

Making a Complaint 
10.4 Our complaints process is set out in detail in Appendix O4 Complaints 

Procedure Guidance for Solicitors (below, Annex 2). In general, it should be in 
writing, should specify the nature of the complaint and be sent to the Complaints 
Officer (named in Appendix O1 paragraph 9 above). Please mark the letter 
“Private and Confidential”. 

10.5 Your complaint must reach us within three months of the incident to which your 
complaint relates or within three months of the discovery of the incident 
complained of, whichever is later. 

If unresolved 
10.6 If you are dissatisfied with the outcome and our appeals process, you can 

complain about the conduct of a barrister you may refer the matter to the Bar 
Standards Board and/or the Legal Services Ombudsman. We will provide you 
with particulars as to how to pursue such complaints. 

11.  DIGNITY AT WORK AND PREVENTION OF HARASSMENT POLICY  

11.1  Every member of Chambers, probationary tenant, pupil and member of staff has 
the right not to be subjected to harassment, bullying or any inappropriate 
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behaviour, or any act, omission or conduct which causes them to be alarmed or 
distressed whilst at work. Further details can be found in Red Lion Chambers’ 
Dignity at Work and Prevention of Harassment policy.  

12.  PROCEDURE FOR ENFORCING THE DIGNITY AT WORK AND PREVENTION OF 
HARASSMENT POLICY 

Raising a Concern Informally 
12.1 Concerns can be raised informally with any member of Equality & Diversity 

Committee [EDC] by speaking to them in person, calling them or emailing them. 
Those wishing to raise a concern should not feel in any way constrained as to 
which of these individuals they choose to approach but should simply choose the 
individual they feel most comfortable talking to about their concern. 

12.2 Alternatively, concerns may be raised with any trusted member of Chambers or 
staff who must then seek advice from a member of the EDC or from the Bar 
Council Helpline. 

12.3 Where the concerning conduct is particularly serious, including a repeated 
series of incidents or including an incident involving any form of assault, the EDC 
member shall encourage the person raising the concern to raise it formally. 

12.4 Any person raising a concern informally is welcome to have a friend with them 
for any discussions regarding their concern. 

12.5 Possible outcomes from raising a concern informally could include (but are not 
limited to) by way of example 

 simply providing emotional support or guidance to any person who needs it; 
 the EDC meeting with the person whose behaviour was reported to advise them 

their behaviour was inappropriate, to explain why it was unwelcome and to 
inform them that if further similar incidents are reported the consequences might 
be a formal investigation; 

 arrangements being made so that the person about whom the concern was 
raised, and the target of their alleged behaviour are not clerked into the same 
cases;  

 the person about whose behaviour concern was raised agreeing not to attend 
Chambers/Bar social functions for a period, or not to consume alcohol at such 
events; 

 the person about whose behaviour concern was raised agreeing to attend a 
harassment training course 

 involving the Head(s) of Chambers, or Practice Director, for further advice, 
support or action; 

 making a BSB report on behalf of the person raising the concern, or assisting 
them in making such a report; 

 support in lodging a complaint with the Judicial Conduct Investigations Office, if 
the concern relates to the conduct of a judge; 

 support in lodging a complaint with the Solicitors’ Regulatory Authority, if the 
concern relates to the conduct of a solicitor; 
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 support in accessing alcohol misuse advice; 
 support in accessing counselling; 
 ongoing monitoring of the person whose behaviour caused concern; 
 ongoing support for anyone involved who may benefit from it. 

12.6 The person who raised the concern will be kept informed of the outcome of 
 any action taken, and a record will be kept. 

Anonymous Advice and Support 
12.1 Advice and support can be sought anonymously, with information and 

resources on wellbeing available here: 
https://www.wellbeingatthebar.org.uk/help-for-barristers/  

12.2 Friendly and supportive advice and information will be provided promptly by a 
member of the EDC. They will not know, or be able to find out, the identity of the 
person making contact unless that person chooses to tell them. 

12.3 Alternatively, advice can be sought anonymously from the confidential Bar 
Council E&D Helpline on 0207 611 1426 or through advisors authorised under a 
BSB Waiver scheme:  
https://www.barstandardsboard.org.uk/uploads/assets/dbbdd80a-4686-4a1a-
922a3c3fc8a11f19/Pilot-Harassment-Support-Schemes-Waivers.pdf  

Raising a Concern Formally 
12.4 Anyone (other than employees of Red Lion Chambers) wishing to raise a 

concern formally should do so to the EDC or Complaints Officer, who will refer the 
matter to the Head(s) of Chambers. The individual raising the concern should be 
clear that the concern is being raised formally pursuant to this policy. 

12.5 The Head(s) of Chambers will appoint an appropriate trained person to 
investigate the concern in a timely, thorough, impartial, objective, sensitive and 
confidential manner (the Investigating Officer). 

12.6 The Head(s) of Chambers will appoint a panel of a minimum of two Senior 
Members and a maximum of three Senior Members of Chambers (a Senior 
Member for these purposes is Queen’s Counsel) (although it can be any other 
person that the Head(s) of Chambers deems appropriate) to determine what action 
should be taken in light of the information produced by the investigation (“the 
Panel”). All members of the Panel should have undergone appropriate harassment 
training. 

12.7 In so far as is possible, the Investigating Officer and the Panel should be 
individuals who do not have a personal relationship with either the person about 
whom the concern has been raised, or the individual raising the concern. 

12.8 The Equality and Diversity Officer [EDO], in consultation with the investigating 
officer, will consider any request that the person raising the concern, or the target 
of the conduct in question, make for changes to their own working arrangements 
during the investigation. For example, changes to their duties or working hours so 
as to avoid or minimise contact between the person raising the concern and the 
subject of the investigation. The EDO, in consultation with the investigating officer 

https://www.wellbeingatthebar.org.uk/help-for-barristers/
https://www.barstandardsboard.org.uk/uploads/assets/dbbdd80a-4686-4a1a-922a3c3fc8a11f19/Pilot-Harassment-Support-Schemes-Waivers.pdf
https://www.barstandardsboard.org.uk/uploads/assets/dbbdd80a-4686-4a1a-922a3c3fc8a11f19/Pilot-Harassment-Support-Schemes-Waivers.pdf
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may bar any contact between the subject of the investigation and the person 
raising the concern while the investigation is being carried out, where appropriate. 

12.9 At the end of the investigation, the Investigating Officer will prepare a report 
setting out the Panel’s conclusions for the Head(s) of Chambers or General 
Management Committee [GMC]. The Panel shall decide upon an appropriate and 
proportionate outcome, including any action to be taken for implementation by the 
Head(s) of Chambers/GMC. 

12.10 Any action taken as part of the outcome should be appropriate and 
proportionate. It might include an outcome of the sort set out in paragraph 12.5 
above, any sanction up to and including suspension from Chambers or, in the most 
serious cases, expulsion under this policy. 

12.11 Where the investigation has provided reasonable grounds to believe that 
serious professional misconduct has occurred, a recommendation should be 
made to the Head(s) of Chambers/GMC by the Panel that reporting to the BSB 
should be considered. 

12.12 If the person raising the concern is not satisfied with the outcome, they can 
appeal the outcome to the Head(s) of Chambers, and must indicate their intention 
to do so, setting out brief grounds in writing to the Head(s) of Chambers within 14 
days of being notified of the decision of the Panel. 

12.13 The appeal will be a review and not a re-hearing of the concern, although the 
person raising the concern, the person about whom the concern is raised, and a 
member of the Panel who made the determination will be entitled to make oral or 
written submissions to the Head(s) of Chambers. The Head(s) of Chambers will 
be at liberty to take whatever steps they feel is appropriate in order to consider 
and determine the appeal. 

12.14 If, (i) no appeal is requested; or (ii) following the appeal, the Panel’s 
recommendation that the matters complained of amounted to serious misconduct 
is upheld; and/or (iii) the conclusion of the appeal is that there was serious 
misconduct, the Head(s) of Chambers/GMC should consider and make a 
determination as to whether the matter should be reported to the BSB. 

12.15 If it is determined that a report should be made to the BSB, the Head(s) of 
Chambers/GMC will consider whether to await the outcome of the report to the 
BSB prior to taking any action pursuant to the internal outcome or not. Interim 
measures – of the type set out in paragraph 12.3 above, or up to and including 
suspension or expulsion – may be imposed or continued pending the BSB’s 
determination if the Head(s) of Chambers/GMC determines that it would be 
appropriate in all the circumstances to do so. 

12.16 Where Chambers decides not to report to the BSB, no pressure shall be put on 
any person affected by the inappropriate behaviour not to make a report to the 
BSB themselves. 

Concerns raised about the behaviour of employees of Red Lion Chambers 
12.17 Any concern raised about an employee of Red Lion Chambers shall be dealt 

with in accordance with Chambers’ Grievance and Disciplinary Procedure as set 
out in paragraphs 13 and 14 below. 

Concerns raised about the behaviour of visitors to Red Lion Chambers 
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12.18 Paragraphs 26 to 29 of the Dignity at Work and Prevention of Harassment Policy 
apply. 

12.19 Where the concern is about someone other than an employee, such as a 
contractor, client, service user or visitor, Chambers will consider what action may 
be appropriate to protect anyone involved pending the outcome of the 
investigation, bearing in mind the reasonable needs of the business and the rights 
of that person. 

12.20 The Head(s) of Chambers will decide the appropriate method of investigation of 
any such concern. Where the investigation has provided reasonable grounds to 
believe that serious professional misconduct has occurred by a professional visitor 
to Red Lion Chambers, if appropriate a report will be made to that person’s 
professional body. 

12.21 Whether or not such a report is made, the Head(s) of Chambers will take such 
action as may be appropriate in response to the concern, with a particular view to 
ensure the outcomes mentioned in paragraphs 12.29 to 12.31 below. This might 
include speaking or writing to the person and/or their superior about their 
behaviour, or, where appropriate, banning them from the premises, from 
Chambers’ social events or terminating a contract with them. 

The conclusion of the formal process in all cases 
12.22 Following any investigation (whatever its outcome) particular consideration 

 shall be given to steps to reduce the risk of the conduct which caused the 
 concern occurring again. 

12.23 Whatever the findings of the investigation, the Head(s) of Chambers or the GMC 
will consider how best to manage any ongoing professional relationship between 
the parties involved. It may be appropriate to arrange some form of mediation 
and/or counselling. 

12.24 A written report of the outcome of any investigation/appeal/decision to report 
will be given to the person who raised the concern, the target of the alleged 
harassment or bullying (if different) and the subject of the investigation, if they so 
wish. 

Further Considerations when a Concern is Raised (whether formally or 
informally) 
12.25 Where the conduct in question may amount to a criminal offence, further advice 

and support specific to this will be offered to be provided by an appropriately 
qualified member of the EDC. 

12.26 Confidentiality is an important part of the procedures provided under this policy. 
Everyone involved in the operation of this policy, whether providing support to any 
persons or involved in any investigation, is responsible for observing the highest 
level of confidentiality. A breach of confidentiality may itself amount to serious 
professional misconduct. Details must only be disclosed where absolutely 
necessary, and with the prior consent of the person(s) involved where at all 
possible. 

12.27 All persons shall be treated equally and fairly under this policy. In particular, a 
person’s seniority shall have no bearing whatsoever on how they are treated; nor 
shall their personal relationship to any particular member of Chambers or staff. 
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12.28 Anyone who raises a concern in good faith or provides information pertinent to 
a concern raised by another, or makes a report to the BSB, shall be protected 
against receiving less favourable treatment as a result. Victimisation of anyone 
who raises a concern or is involved in the investigation of a concern which has 
been raised, or who makes a BSB report, shall be dealt with as a serious 
disciplinary matter under this policy. 

12.29 Anyone who deliberately provides false information or otherwise acts in bad 
faith, whether under an informal process or within a formal process, including as 
part of an investigation, may, be dealt with as a serious disciplinary matter under 
this policy. 

Pupils  
12.30 Pupils shall be introduced to the EDO or a member of the EDC at their induction 

session before starting pupillage and shall meet them again during their first six 
months. Thereafter the EDO or a member of the EDC shall make contact with the 
pupil from time to time, to offer advice and support. 

12.31 At their induction session or at another appropriate time around the start of their 
pupillage, pupils shall be provided with a copy of this policy, contact details for the 
EDO and members of the EDC and details as to how to access the anonymous 
advice system. The EDO or a member of the EDC shall explain this policy to them 
and participate in a private and confidential question and answer session with the 
pupils in order to give them the opportunity to ask any questions and discuss 
chambers’ practices in a comfortable environment. 

12.32 Where a pupil has any concern about any perceived harassment, bullying or 
inappropriate behaviour they may raise that concern informally with their pupil 
supervisor if they feel comfortable doing so, or the Head of the Education and 
Training Committee [ETC], or, if they would prefer, any one of the EDC. 
Alternatively, they may use the formal process as set out above. 

12.33 Where their concern relates to conduct by their pupil supervisor, consideration 
will be immediately given as to whether it is appropriate to allow them a different 
pupil supervisor, temporarily or permanently. 

12.34 If any pupil has a concern and does not feel comfortable raising it via the 
procedures set out herein, they are invited to call the confidential Bar Council Pupil 
Advice and Support team: See https://www.barcouncil.org.uk/becoming-a-
barrister/pupil-barristers/pupils-helpline.html 

12.35 Pupils will routinely be given the opportunity, shortly after taking tenancy, to 
raise any concerns regarding inappropriate behaviour, harassment or bullying 
which took place during their pupillage which they did not feel able to raise at the 
time.  

Judicial Conduct 
12.36 Where there is concern regarding the conduct of a judge, Chambers can provide 

advice and support from the EDC through the informal process or the anonymous 
advice system as set out above. Alternatively, advice can be secured from the Bar 
Council’s confidential E&D helpline 0207 611 1426. 

https://www.barcouncil.org.uk/becoming-a-barrister/pupil-barristers/pupils-helpline.html
https://www.barcouncil.org.uk/becoming-a-barrister/pupil-barristers/pupils-helpline.html
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12.37 Where appropriate, a formal complaint should be made to the Judicial Conduct 
Investigation Office and Chambers can provide advice and support in relation to 
this. 

13.  CHAMBERS’ STAFF GRIEVANCE PROCEDURE 

13.1 Red Lion Chambers operates its grievance procedures in order to allow 
employees to deal with grievances fairly, consistently and quickly. 

Informal Procedure 
13.2 Where possible employees are encouraged to resolve grievances informally 

with their line managers. If the grievance cannot be settled informally then the 
formal procedure should be adopted. 

Formal Procedure 
13.3 In the first instance all grievances will be dealt with by the employee’s line 

manager. The employee must write to Chambers setting out their grievance and 
the basis for it. Having considered the matter and after making such 
investigations as are necessary, the employee’s line manager will give the 
employee the opportunity to attend a grievance hearing, at which the employee 
may be accompanied by a work colleague of their choice. The employee must 
take all reasonable steps to attend the grievance hearing. Every opportunity will 
be given for the employee’s grievance to be stated and thoroughly discussed. 
As appropriate further investigation may take place and action taken. The 
employee will be informed of the decision in writing within 5 working days of the 
hearing and notified of their right of appeal. Where it is not possible to notify the 
employee of the decision within 5 working days the employee will be notified as 
to the reasons for the delay. 

13.4 If the complaint or grievance relates to the employee’s line manager, the 
grievance can be raised with the Complaints Officer. 

Appeals 
13.5 If the matter is not resolved to the employee’s satisfaction, the employee may 

raise it with any members of the Executive Committee within 5 working days of 
the decision being notified to the employee. 

13.6 The Employment Representative will make arrangements for and invite the 
employee to attend a grievance appeal hearing to be heard by the 
Administration Committee. The employee will have the right to be accompanied 
and to make submissions for consideration. The employee must take all 
reasonable steps to attend the appeal hearing. The Administration Committee 
will give a decision within ten working days unless extended by mutual consent. 
The employee will be notified of the decision in writing. For these purposes, the 
Employment Representative may in their discretion co-opt any member of the 
GMC to join the Administration Committee in hearing the appeal. 

13.7 The Administration Committee decision is final, and the grievance procedure is 
exhausted following this stage. 

13.8 A copy of any notes made at either the initial grievance procedure or the appeal 
hearing will be given to the employee save that in certain circumstances some 
of the details may be withheld (for example to protect a witness). 
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13.9 Every effort will be made to deal with any employee grievance before the 
employee leaves employment. In circumstances where the employee’s 
employment has ended and Chambers was not aware of the employee’s 
grievance before the end of employment, or where Chambers was aware of the 
grievance but the formal grievance procedure had not commenced or had not 
been completed before the employee’s employment ended then both Chambers 
and the employee must agree in writing to follow the modified procedure: 
13.9.1 The employee must write to Chambers as soon as possible after leaving 

employment setting out their grievance and the basis for it; 
13.9.2 Chambers will write to the employee setting out Chambers’ response to 

the grievance. 

14.  CHAMBERS STAFF DISCIPLINARY PROCEDURE 

14.1 Disciplinary Rules 

14.1.1 Chambers requires good standards of discipline from its employees, 
together with satisfactory standards of work. These disciplinary 
procedures apply to any misconduct or failure to meet standards of 
performance or attendance. The procedure is referred to in employees’ 
Contracts of Employment but is not contractual. 

14.1.2 The purpose of the procedure is to be corrective rather than punitive and 
it should be recognised that the existence of procedures such as these is 
to help and encourage the employees to achieve and maintain standards 
of conduct, attendance and job performance and to ensure consistent 
and fair treatment for all employees. The primary purpose of these 
disciplinary rules and procedures is to encourage improvement amongst 
employees whose conduct and performance is unsatisfactory. 

14.1.3 These disciplinary rules and procedures will be applied in a fair and equal 
manner and are non-discriminatory. The disciplinary procedures are in 
place in order to allow for matters to be deal with without delay and all 
matters subject to these disciplinary rules and procedures will be kept 
confidential. 

14.1.4 If an employee’s standard of work or conduct falls and, after warnings, 
remains below the level which is acceptable, the employee may be 
dismissed. 

14.1.5 Summary dismissal without notice will normally take place if an act of 
gross misconduct is committed. Gross misconduct is any deliberate act 
by an employee that is detrimental to the good conduct of Chambers’ 
business. Examples of misconduct and gross misconduct are listed 
below. 

14.2 Examples of misconduct 

14.2.1 The following is a non-exhaustive list of examples of offences which 
amount to misconduct falling short of gross misconduct 

 unauthorised absence from work 
 lateness 
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 unacceptable performance e.g. poor workmanship 
 inappropriate standard of dress 
 smoking in areas designated as “non-smoking” or otherwise in breach of the 

Health and Safety policy. 
 time wasting  
 contravention of minor safety requirements 
 disruptive behaviour 
 unauthorised use of facilities including the telephone, email and internet. 

14.3 Examples of gross misconduct 

 dishonesty, theft or fraud 
 falsification of records 
 failure to comply with relevant statutory or regulatory requirements 
 serious insubordination 
 violent, abusive or intimidating conduct 
 deliberate damage to Chambers’ property or the property of a member of 

Chambers, a probationary tenant, a pupil, an employee, a visitor or client 
 discrimination, harassment or bullying on grounds of race, colour, nationality, 

ethnic or national origin, nationality, citizenship, gender, sexual orientation (real 
or perceived), gender reassignment, marital status, disability, age, religion or 
other philosophical belief 

 unauthorised use or disclosure of confidential information 
 attending work under the influence of alcohol or non-medically prescribed drugs 
 rudeness to a client, member of Chambers, probationary tenant, or pupil 
 any action likely to bring Chambers into disrepute 
 accepting a gift which could be construed as a bribe 
 breach of Health and Safety rules which endanger the health and safety of 

others 
 failure to disclose correct information on their application form 
 conviction for any serious criminal offence while an employee of Chambers 
 serious misuse of Chamber’s property or name 
 causing loss, damage or injury through serious negligence. 

14.4 Investigation 

14.4.1 In respect of any potential disciplinary matter, no disciplinary action will 
be taken until the case has been fully investigated in such a manner as 
is seen fit in the circumstances by at least one of the following 

 The Head(s) of Chambers 
 The Complaints Officer 
 The Executive Officer or their appointed representative for this purpose 
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 The Employment Representative 
 A senior Member of the GMC 
 The Practice Director 

14.4.2 An investigation meeting may be held solely to establish the facts of the 
case. Such meeting is not a disciplinary hearing. A written record will be 
kept of the investigation and provided to the Employment Representative. 
The employee may be accompanied at any investigatory meeting by a 
work colleague or a person of their choice. 

14.4.3 Having established the facts, at least two members of the Executive 
Committee (see paragraph 9 above) together with the Employment 
Representative will then decide whether to taken no action, deal with the 
matter informally or handle the matter formally via a disciplinary hearing 
in accordance with Chambers’ Disciplinary procedures. 

14.5 Informal Action 

14.5.1 For very minor breaches of discipline or failure to achieve satisfactory 
standards an informal verbal warning maybe given by the line manager. 

14.5.2 Where the breach of discipline or failure to achieve satisfactory standards 
is more serious or informal action does not bring an improvement, formal 
disciplinary action may be taken. 

14.6 Disciplinary hearings 

14.6.1 Disciplinary hearings will be conducted by a panel of three, appointed for 
that purpose by the Head(s) of Chambers. 

14.6.2 At all stages, the employee will be advised in writing of the nature of the 
complaint/alleged misconduct and the basis for it and will be given the 
opportunity to attend a disciplinary hearing to discuss the matter and to 
state their case before a decision is made. The employee will be allowed 
to ask questions, present evidence and call witnesses. The employee will 
be given a reasonable opportunity to consider their response to the 
complaint/alleged misconduct prior to the disciplinary hearing. The 
employee may, if they wish, be accompanied by a working colleague or 
person of their choice who may make representations on their behalf. 

14.6.3 Where an employee is unable to attend a hearing, they should in the first 
instance inform their line manager. If the employee fails to attend due to 
unforeseen circumstances outside their control, Chambers will arrange 
another hearing. If the employee fails without reasonable excuse to 
attend any such hearing, the hearing may proceed to a decision in their 
absence. If the employee’s companion cannot attend on the proposed 
date the employee can suggest another date so long as it is reasonable 
and not more than 5 working days after the date originally proposed. 

14.6.4 The employee will be informed of the decision in writing and notified of 
their right of appeal under paragraph 15 below. 

14.6.5 The decision of the Disciplinary Panel may lead to no action being taken 
or may lead to any of the procedures set out in paragraph 14.7 below. 

14.7 Disciplinary procedure 
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14.7.1 Except for acts of gross misconduct, the following procedure will normally 
be adopted. 

Verbal warning 

14.7.2 For minor breaches of discipline, or failure to achieve satisfactory 
standards, a formal verbal warning will be given, normally by the 
employee’s line manager. This will be removed after 6 months in the 
absence of further offences. 

Written warning 

14.7.3 For more serious offences, or in the event of further minor breaches of 
discipline or further failure to achieve satisfactory standards, a warning 
will be given in writing. This warning will normally be given either by the 
employee’s line manager or by the Employment Representative or their 
appointed representative for this purpose. The warning is part of the 
formal disciplinary process and a failure to change behaviour/improve 
performance could lead to a final written warning and ultimately 
dismissal. A record of the warning will be kept on the employee’s file and 
removed after 12 months in the absence of further offences. 

14.7.4 For failure to achieve satisfactory standards, the employee will be notified 
in writing of the performance problem, the improvement required, the 
timescale in which the improvement must be achieved, a review date and 
any support the employer will provide to assist the employee. 

14.7.5 For breaches of discipline/misconduct, the employee will be notified in 
wiring of the nature of the misconduct and change in behaviour required. 

Final Written Warning 

14.7.6 In the event of further repetition of the misconduct or a failure to comply 
with a requested improvement, or in the case of misconduct or failure to 
comply with standards which do not amount to gross misconduct but 
which warrant a final warning, a final written warning will be issued by the 
Executive Officer. This warning will give details of and grounds for the 
complaint and will specify that the consequences of a failure to comply 
will normally be dismissal. A copy of the warning will be kept on the 
employee’s file and will be removed after 12 months in the absence of 
further offences. 

Dismissal 

14.7.7 In the event of any further misconduct or failure to achieve satisfactory 
standards, dismissal may result The employee will be informed in writing 
of the reasons for the dismissal, the date upon which the contract of 
employment will terminate, the appropriate period of notice and their right 
of appeal. 

Gross Misconduct 

14.7.8 In cases of gross misconduct, the employee will normally be dismissed 
without notice or pay in lieu of notice. In exceptional circumstances, or if 
there are any genuine extenuating circumstances, alternative disciplinary 
action may be taken. 
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14.8. Rules for dismissal or suspension of staff 

14.8.1 In certain cases, such as those involving gross misconduct, where 
relationships have broken down or there are risks to Chamber’s property 
or responsibilities to other parties, an employee may be suspended whilst 
the investigation is conducted. Such suspension is not a disciplinary 
action. 

14.8.2 Suspension will be on full pay and the employee will be informed in 
writing of this at the time. 

14.8.3 The suspension will not normally be for more than five days, although 
Chambers’ may extend the period of suspension if necessary, to 
conclude the investigation. 

14.8.4 Decisions as to dismissal or suspension may only be taken by at least 3 
members of the Executive Committee. 

14.9 Appeals 

14.9.1 If the employee is dissatisfied with any disciplinary decision affecting their 
employment, they may appeal to an Appeal Panel of three appointed by 
the Head(s) of Chambers within five working days of the disciplinary 
decision. 

14.9.2 Any appeal must be put in writing, stating the grounds for the appeal. The 
employee will be given the opportunity to attend an appeal hearing and 
may be accompanied by a work colleague of their choice. The persons 
appointed to the Appeal Panel will not have been involved in the initial 
proceedings. The appeal will review but cannot increase a disciplinary 
penalty. 

14.9.5 If the employee fails without reasonable excuse to attend any such 
hearing, the hearing may proceed to a decision in their absence. 

14.9.4 The decision of the Appeal Panel hearing is final and will be notified to 
the employee in writing. There is no further right of internal appeal. 

 
This version of the policy was adopted on 25th August 2020 and will be 
reviewed on or before 25th August 2022. 
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ANNEX 1: O3 - Complaints Procedure for Clients 
 

 

 

 

 

 

 

 

 

INFORMATION ABOUT RED LION CHAMBERS 
 

1. Red Lion Chambers is one of the largest chambers in the country. With eighty Junior 
Counsel and twenty five Queen’s Counsel, we offer a specialized and comprehensive 
service in all aspects of criminal law, regulatory work, international criminal law, inquiries 
and appeals. We have beautiful premises in the heart of legal London and also in 
Chelmsford. A friendly and pro-active clerking team offers a first class service to solicitors 
and clients. A number of members also take public access cases and accept licensed 
access work. 

 
2. The history of Red Lion Chambers traces back to one of the most famous sets of criminal 

chambers of all time, 3 Temple Gardens. Norman Birkett QC and Edward Marshall Hall QC 
practised there and from it Fred Lawton (later Lord Justice Lawton) left to set up at 5 King’s 
Bench Walk. They were soon joined by Michael Havers, later Attorney General and Lord 
Chancellor. By the mid 1990s 5 KBW was outgrown and chambers moved to its present 
home at 18 Red Lion Court. The present Heads of Chambers are Antony Shaw QC and 
Gillian Jones QC. 

 
3. Members of chambers have appeared in many of the leading cases over the last sixty 

years. Five members have chaired the Criminal Bar Association. Others have gone on to 
become Crown Court Judges, High Court Judges and the Chief Coroner of England & 
Wales and Director of Public Prosecutions (DPP). Numbers have increased from twenty-five 
in the early 1980s to over a hundred now and 16 Crown Court Recorders. Chambers has 
always defended and prosecuted in the criminal courts and is constantly developing and 
expanding areas of practice. It is a highly sought-after Chambers for barristers to join but is 
regarded by everyone as a remarkably friendly and relaxed place. 

 

4. Many solicitors have had long associations with Chambers over decades and there is a 
wide choice of advocate from all kinds of different backgrounds and age groups so that you, 
together with your solicitor, can be sure of getting the right person for your case. 

 
COMPLAINTS PROCEDURE 
For Clients 
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5. Complaints about these Chambers are, in fact, very rare indeed, but it is important that you 
understand that you are fully entitled to make a complaint to Chambers itself about any 
aspect of our service offered by staff, barristers, probationary tenants or pupils that has left 
you dissatisfied and to the Bar Standards Board if you believe any member of chambers 
has been guilty of professional misconduct. If you are represented by a solicitor, then you 
can talk your issue over with him or her and the matter can be often be resolved by the 
solicitor dealing with the matter on your behalf. However, if that does not resolve the matter 
or if you do not want to use your solicitor for any reason, then you are free to complain to us 
directly. 

 
If you have access to the internet, you can do that by going to our website at: 
www.redlionchambers.co.uk and accessing the section that is titled contact us / complaints 
which gives full details. Alternatively, you can write to: The Complaints Officer, Red Lion 
Chambers, 18 Red Lion Court, London EC4A 3EB and we will send you details of how to 
complain and our form and explain the procedure to you. Your right to review our decision 
will also be explained. Alternatively, you can call us on 020 7520 6000 and ask to speak to 
the Complaints Officer over the phone. If you have particular needs, we will adapt the 
procedure to suit them, including allowing you to authorize a friend or relative to make the 
complaint on your behalf. 
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CLIENT ACKNOWLEDGMENT FORM 
 
 
 
THE INFORMATION FORM ABOUT RED LION CHAMBERS 
 
 
I,  , received the Information 
 
Form about Red Lion Chambers from on 
 
at   and I am aware that 
 
amongst the facts about Chambers it also includes information on how to 

complain about any aspect of the service I have received from my barrister or any  

member of Chambers’ staff as well as a probationary tenant or pupil. 

 
 

Signed Dated 

mailto:chambers@18rlc.co.uk
http://www.redlionchambers.co.uk/
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ANNEX 2: O4 - Complaints Procedure for Solicitors 

 
 

 

 

 

 

 

 

 

1. Our aim is to give you a good service at all times. However, if you have a complaint 
you are invited to let us know as soon as possible. We shall consider all complaints, 
but we reserve the right to conclude that a complaint is out of time where the relevant 
conduct occurred more than 12 months prior to the complaint being made. 

COMPLAINTS MADE BY TELEPHONE 
2. You may wish to make a complaint in writing and, if so, please follow the procedure 

in paragraph 4 below. However, if you would rather speak on the telephone about 
your complaint then please telephone the barrister concerned or, if the complaint is 
about a member of staff, the Chambers Practice Director, Mr Mark Bennett. If the 
complaint is about a probationary tenant or pupil barrister, please speak to the 
probationary tenant or pupil directly, but we would be grateful if you would notify the 
Practice Director at the same time. If the complaint is about the Practice Director, 
please ask to speak to the Chair of the Complaints Panel, Mr David Etherington QC. 

3. The person you contact will make a note of the details of your complaint and what 
you would like done about it. They will discuss your concerns with you and aim to 
resolve them. If the matter is resolved, they will record the outcome, check that you 
are satisfied with the outcome and record that you are satisfied. You may also wish 
to record the outcome of the telephone discussion in writing. 

4. If your complaint is not resolved on the telephone you will be invited to write to us 
about it within the next 14 days so it can be investigated formally. 

COMPLAINTS MADE IN WRITING 
5. Please give the following details: your name and address, which member(s) of 

chambers and/or member(s) of staff you are complaining about; the detail of the 
complaint; and what you would like done about it. Please address your letter to: [Please 
note that the Chambers Complaints Panel cannot deal with any complaints against barristers 
acting in their personal capacity and not as a member of chambers.] 
Chair of the Complaints Panel, Mr David Etherington QC, Red Lion Chambers, 18 Red 
Lion Court, London EC4A 3EB. 

6. Our chambers has a panel headed by Mr David Etherington QC and made up of 
experienced members of chambers and a senior member of staff, which considers any 
written complaint. Within 14 days of your letter being received the head of the panel or 
their deputy in their absence will appoint a member of the panel to investigate it. If your 
complaint is against the head of the panel, it will be investigated by the next most 
senior member of the panel. In any case, the person appointed will be someone other 
than the person you are complaining about. 

 
COMPLAINTS PROCEDURE 
Guidance for Solicitors 

mailto:chambers@18rlc.co.uk
http://www.redlionchambers.co.uk/
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7. The person appointed to investigate will write to you as soon as possible to let you to 
let you know they have been appointed and that they will reply to your complaint within 
14 days. If they later find that they are not going to be able to reply within 14 days, 
they will set a new date for their reply and inform you. Their reply will set out: 

(1) The nature and scope of their investigation; 
(2) Their conclusion on each complaint and the basis for her/his conclusion; and 
(3) If they find that you are justified in your complaint, their proposals for resolving 

the complaint. 

CONFIDENTIALITY 
8. All conversations and documents relating to the complaint will be treated as confidential 

and will be disclosed only to the extent that is necessary. Disclosure will be to the 
Head(s) of Chambers, members of our General Management Committee [GMC] and to 
anyone involved in the complaint and its investigation. Such people will include the 
barrister member or staff who you have complained about, the head or relevant senior 
member of the panel and the person who investigates the complaint. 

OUR POLICY 
9. As part of our commitment to client care we make a written record of any complaint. Our 

General Management Committee [GMC] inspects the record regularly with a view to 
improving services. 

COMPLAINTS TO THE LEGAL OMBUDSMAN 
10.We hope that you will use our procedure. However, if you would rather not do so or are 

unhappy with the outcome you have the choice of taking up your complaint with the 
Legal Ombudsman at any stage. 

11.Complaints to the Legal Ombudsman must be made in accordance with the procedures 
set out in their publications and on their website. This can be found at: 
www.legalombudsman.org.uk. You can also contact them by email at 
enquiries@legalombudsman.org.uk or by post at the address below: 

Legal Ombudsman  
PO Box 15870, 
Birmingham B30 9EB.  
Tel: 0300 555 0333 

 

mailto:chambers@18rlc.co.uk
http://www.redlionchambers.co.uk/
http://www.legalombudsman.org.uk/
mailto:enquiries@legalombudsman.org.uk
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