GUIDELINE OF THE COMMISSIONER FOR PUBLIC SECTOR EMPLOYMENT:
Management of Unsatisfactory Performance, Including Misconduct

ATTACHMENT - FLOW CHART: TYPICAL, UNCOMPLICATED MISCONDUCT
PROCESSES

Suspected employee misconduct
comes to the attention
of a decision maker

Is there an obligation to report
the suspected contact to the OPI
and/or another relevant authority?

Monitor the
circumstances and report if
obligation arises

Make report(s)

Should the suspect
employee be directed to remain
absent/suspended from duty or temporarily
transferred to alternative duties/or workplace(s).

Is an
investigation necessary?

Decide whether a specialised

. . . . Prepare briefing to decision maker.
investigator is required/prudent P &




Has decision maker formed a suspicion
on reasonable grounds
an employee has committed misconduct

Detailed and particularised Matter finalised unless performance
allegations are put to employee and development or management needed.
they are given reasonalble If employee suspended return to work
opportunity to respond.

After considering all relevant material,
is the decision maker satisfied on the balance of
probabilities all/some allegations are proven?

Does the decision maker form a view Matter finalised unless performance
a disciplinary sanction(s)/action development or management needed. If
and/or is warranted? employee suspended return to work

Employee put on notice of intended
decision(s) and given reasonable
opportunity to respond.

Is the decision maker persuaded to make
decision(s) different to that/those intended
after taking into account relevant matters?

Decision maker makes and affects
alternative decision(s), unless itis
necessary to further afford
employee procedural fairness

Decision maker makes
and affects the decision(s)

Records are stored appropriately
and reports of outcome(s) made to
relevant authority(ies)




