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2. Stage 1 - Informal Discusj
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© Simply-docs — EMP.DGG.06 - Guidance Notes: D

prmal disciplinary procedure, a
hem that it is the first stage of
e) and outlining the reason for

ual disciplinary procedure it may
e written notice of an intended
Letter following Informal

edure that is to be followed by
to attach an additional copy of

able delay whilst allowing the

Ild make every effort to attend
pble alternative time and date
all parties. The employee may
ve days of the original date if

bntion to call witnesses.
betings (EMP.DGG.03) is a

t explain the complaint and go

0 present his or her own


https://simply-docs.co.uk/Misconduct-and-Gross-Misconduct/Misconduct---Invitation-to-Investigatory-Meeting-Letter
https://simply-docs.co.uk/Misconduct-and-Gross-Misconduct/Misconduct---Invitation-to-Investigatory-Meeting-Letter

evidence and call wit

4.3 The employee may i
be aware that the co

4.3.1 May address
4.3.2 May confer

peting and the employer should

up the employee’s case;
he meeting;
4.3.3 May not ans loyee’s behalf;

4.3.4 May not addr ployee does not wish them to;

4.3.5 May not prevs plaining their case.

5. Stage 4 — Outcome of Me¢g

5.1  When deciding on th
have regard to:

pe issued, employers should

5.1.1 The employes record;
5.1.2 Any penalties

5.1.3 Whether the {
particular em

5.1.4 Whether the |
circumstance
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