
The Disciplinary Process
Any appeal to the disciplinary sanction will be heard as part of an Appeal process
On receipt of the investigation report the Deciding Officer will determine if there is a potential case to answer at a disciplinary hearing.

YES

The Deciding Officer will convene a disciplinary hearing and determine if the allegation(s) on balance are proven or not. 
If the allegation(s) are upheld, the Deciding Officer will apportion a proportionate disciplinary sanction.
If the manager is not satisfied with the employee’s explanation from the Initial Fact Find meeting, the matter is referred to a more senior manager to raise disciplinary allegations and instigate a formal investigation. 
NO
The Deciding Officer will write to the employee to inform them of this decision and any recommendations to prevent a future reoccurrence which led to the disciplinary investigation being instigated.  
The Senior manager or Deciding Officer will write to the employee to inform them of the allegations(s) and that an investigation will be instigated.
No further action if the manager is satisfied that the conduct can be managed and improved through the ‘Conduct check-in’ conversation or improvement plan. 

If the manager decides that the matter is potentially too serious to address as part of a ‘Conduct check-in’, the manager should conduct an Initial Fact Find meeting and put the concern to the employee for their response.  
The local Manager considers if the conduct concern can be managed informally by ‘nudging’ the employee’s conduct back into line. This approach may be appropriate for early emerging or low level types of misbehaviour. This conversation is recorded in Oracle Fusion as a ‘Conduct Check-in’ or where Fusion is not available, a handwritten record of the conversation is made. 
Conduct concern arises

