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	Name of the proposal to be assessed 
	Disciplinary Policy
	Date of Assessment  26th August 2009
	Is this a new or existing proposal?
existing



	1. Briefly describe the aims, objectives and purpose of the proposal
	  The Employment Act 2008 (which received royal assent on 13 Nov 08) is expected to come into force on 6 April 2009. The University needs to ensure that its Disciplinary Procedure meets statutory requirements and that it meets the requirements of the revised code of guidance issued by ACAS. Employment tribunals will be able to alter awards up to 25% where an employer or employee fails to comply with the ACAS code of practice.

	2. Are there any associated objectives of the proposal, please explain
	This policy covers all staff members. The Disciplinary Policy is designed to:

· promote orderly employment relations

· ensure fairness and consistency in the treatment of individuals and
clarify how issues relating to conduct or capability will be dealt with.

· To clarify the distinction between conduct and capability  

· To ensure that no disciplinary action is taken until all the facts have been established and that any action is reasonable.

· To clarify how disciplinary matters will be investigated.

· To ensure that disciplinary matters are dealt with promptly and thoroughly.

· To clarify how disciplinary hearings will be handled by Senior Managers and those staff reporting directly to the Principal. 

· To clarify how the University will handle staff who have criminal charges brought against them. 

· To provide examples of minor, serious, gross misconduct and academic misconduct.

· To clarify the levels of authority and panel constitution for disciplinary hearings.

· To clarify the process for handling disciplinary matters against trade union representatives.


	3. Who is intended to benefit from the 
proposal and in what way
	All staff  will benefit from a fair and transparent policy which clearly sets out the procedure to be followed.  

	4. What outcomes are wanted from this proposal?
	The outcomes expected are that:

· Staff and Managers understand the policy
· Staff and Managers understand the procedure to be followed
· The policy is applied fairly and consistently.
· No grievances are raised by staff with respect to the Disciplinary Policy 
· We have a legally compliant disciplinary policy and procedure

	5. What factors/forces could contribute/detract from the outcomes?
	These could include:
· The Policy not being communicated and being visible to staff

· Managers not applying the policy fairly. 

	6. Who are the main stakeholders in relation to the proposal
	All staff
	7. Who implements the proposal and who is responsible for the proposal?
	HR and Line Managers

	8. Is it likely that that the proposal could have a positive or negative impact on minority ethnic groups. 
	Y
	N√
	Please explain 
We believe there will be no impact  i.e. neither positive or negative and therefore, the impact of this policy on minority ethnic groups will be neutral. 

Reason: The policy has been developed to apply equally to all staff, irrespective of ethnicity.  

Note: The panel discussed the need to ensure that training for Managers involved in disciplinary cases  should include cultural awareness training. This is in order to ensure that managers are aware that body language and other behaviours within an interview scenario can be culture-specific and often contradictory to Western norms. 

The panel also discussed and agreed the desirability of having a representative panel whenever possible, although the panel also recognised that this may not always be practicable. 


	What existing evidence (either presumed or otherwise) do you have for this?
	There have previously been no grievances raised citing the Disciplinary Policy as disadvantageous to  individuals on grounds of ethnicity.

	9. Is it likely that that the proposal could have a positive or negative impact due to gender. If so, please outline what the impact might be.
	Y
	N√
	Please explain 
We believe there will be no impact  i.e. neither positive or negative and therefore, the impact of this policy on gender will be neutral. 

Reason: The policy has been developed to apply equally to all staff, irrespective of gender. 
Note: The panel discussed and agreed the desirability of having a panel that is gender-balanced to reflect the overall gender balance of the University.


	What existing evidence (either presumed or otherwise) do you have for this?
	There have previously been no grievances raised citing the Disciplinary Policy as disadvantageous to  individuals on grounds of gender.

	10. Is it likely that that the proposal could have a positive or negative impact due to disability. If so, please outline what the impact might be.
	Y
	N√
	Please explain 
We believe there will be no impact  i.e. neither positive or negative and therefore, the impact of this policy on disciplinary matters will be neutral. 

Reason: The policy has been developed to apply equally to all staff, irrespective of disability. 

Note: The panel discussed and agreed that the additional support available to disabled staff would help to ensure that disabled staff were not disadvantaged due to a reason associated to their disability .



	What existing evidence (either presumed or otherwise) do you have for this?
	There have previously been no grievances raised citing the Disciplinary Policy as disadvantageous to  individuals on grounds of disability.

	11. Is it likely that that the proposal could have a positive or negative impact on people due to sexual orientation. If so, please outline what the impact might be.
	Y
	N√
	Please explain 
We believe there will be no impact  i.e. neither positive or negative and therefore, the impact of this policy on disciplinary matters will be neutral. 

Reason: The policy has been developed to apply equally to all staff, irrespective of sexual orientation. 



	What existing evidence (either presumed or otherwise) do you have for this?
	There have previously been no grievances raised citing the Disciplinary Policy as disadvantageous to  individuals on grounds of sexual orientation.

	12. Is it likely that that the proposal could have a positive or negative impact on people due to their age. If so, please outline what the impact might be.
	Y
	N√
	Please explain 
We believe there will be no impact  i.e. neither positive or negative and therefore, the impact of this policy on disciplinary matters will be neutral. 

Reason: The policy has been developed to apply equally to all staff, irrespective of age.



	What existing evidence (either presumed or otherwise) do you have for this?
	There have previously been no grievances raised citing the Disciplinary Policy as disadvantageous to  individuals on grounds of age.

	13. Is it likely that that the proposal could have a positive or negative impact on people due to their religious belief. If so, please outline what the impact might be.
	Y
	N√
	Please explain 
We believe there will be no impact  i.e. neither positive or negative and therefore, the impact of this policy on disciplinary matters will be neutral. 

Reason: The policy has been developed to apply equally to all staff, irrespective of religious belief. 



	What existing evidence (either presumed or otherwise) do you have for this?
	There have previously been no grievances raised citing the Disciplinary Policy as disadvantageous to  individuals on grounds of religion or belief (or none).

	14. Is it likely that that the proposal could have a positive or negative impact on people with dependants/caring responsibilities? If so, please outline what the impact might be.
	Y√
	N
	Please explain 
We believe there will be no impact  i.e. neither positive or negative and therefore, the impact of this policy on disciplinary matters will be neutral. 

Reason: The policy has been developed to apply equally to all staff, irrespective of dependant/caring responsibilities.

	What existing evidence (either presumed or otherwise) do you have for this?
	There have previously been no grievances raised citing the Disciplinary Policy as disadvantageous to  individuals on grounds of dependants/caring responsibilities.

	15. Is it likely that that the proposal could have a positive or negative impact on people due to them being transgender or transsexual. If so, please outline what the impact might be.
	Y
	N√
	Please explain 
We believe there will be no impact  i.e. neither positive or negative and therefore, the impact of this policy on will be neutral. 

Reason: The policy has been developed to apply equally to all staff, irrespective of being transgender or transsexual.  

	What existing evidence (either presumed or otherwise) do you have for this?
	There have previously been no grievances raised citing the Disciplinary Policy as disadvantageous to  individuals on grounds of transgender status. 

	17.Will the positive or negative impact identified in 8-16 have a potentially adverse effect on this proposal?
	Y
	N
	N/A – none identified

	18. Can this adverse impact be justified on the grounds of promoting equality of opportunity for one group? Or any other reason
	Y
	N
	N/A

	19. Is a full Equality Impact Assessment necessary?
	Y
	N√
	Not required
	No

	
	
	
	20. If Yes date on which full impact assessment is to be completed by
	

	21. When is the policy due to be reviewed?
	
	
	Within 3 years, unless there is a legal requirement  to review the policy sooner. 
	

	
	
	
	
	


Signed: 
Juliet Russell, HR Client Partner
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