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Closing statement disciplinary hearing examples south africa

How do you write a closing statement for a disciplinary hearing. Opening statement disciplinary hearing examples south africa. Closing statement disciplinary hearing examples.

Example
I've been working far 15 years since leaving college and I've never been through anything
like this at work, | felt angry with the people who were doing it but at myself as well for

not being able to stop it. | felt weak and helpless and I'm not used to feeling like that.

| had difficulty sleeping at night once the harassment got bad in December 2017, | would
lie awake until 3 or 4 in the morning, just going over and over things that had happened
in my head. Itwas like | relived it every night. After my wife forced me to go tothe GP in

o 1h

March 2018 and | was signed off sick | started to feel better

| sany my GP a few times, There's a copy of her record of my v

5it5 at pages 30 to 92 in
the bundie. She said she could give me anti depressants if | thaught they would help but
it would be better to manage it myself if | could, She suggested exercise would help so |

started playing football again, which I'd stopped doing in October because | couldn’t face

anyone, as | was so ashamed of I!'.::"--l'.'.

How to write a closing statement for a disciplinary hearing.

Usually accused and witnesses personally appeared during disciplinary activities.

The accused has the opportunity to confront witnesses and make an intersection.

It then has the opportunity to fully submit the case and provide additional evidence. From time to time, situations in which the need for such a process is questioned is questioned. Can you rely only on written statements in the disciplinary procedure? The employee arrested an interesting fact from Oberholzer and the University of Central Technology:
Free State (2017), where the police arrested the law professor. The employer (reduction) was aimed at taking disciplinary means due to a number of independent statements. It is not known when the employee will be released from custody. The neckline did not want to wait. The employee was accused and asked for a written statement. His lawyer
participated in disciplinary conversations as an observer. The employee was found guilty and had the opportunity to submit a written declaration of losses. He did not give up and was released. The employee began his termination and sent him to CCMA. He said that the procedure was wrong because he did not have the right opportunity to clarify his
case. The CCMA representative referred to the Code of Good Practice: exemption in accordance with Annex 8 of the Law regarding employment relations (good practice code). As for procedural justice, it is said: usually the employer should have a test to determine if there are reasons for the solution. This does not have to be formal for testing. The
employer must inform the employee about statements in the form and language that the employee may understand. The employee should be able to comment on statements. An important fact in this case was that the employee was an approved lawyer. Would beThe hearing of the disciplinary court is common, that the defendant and the witnesses
appear in person. The accused will have the opportunity to meet witnesses and interviews, then the possibility of disclosing his case in detail and providing additional evidence. Sometimes there are situations where the need for this process is questioned. For example, can you only trust written statements in discipline hearing? An interesting fact
arrested an event in the Oberholzer case against the Central University of Technology: Free State (2017), where the police arrested a law professor. The employer (CUT) was about to take disciplinary measures for various unrelated accusations. It is not known when the case will issue an employee.
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The cup did not want to wait. The employee was informed of the accusations and was invited to answer in writing. His lawyer attended a discipline meeting as an observer. The employee was declared and had the opportunity to make written declarations for compensation. He failed and was dismissed. The employee resisted the dismissal and directed
it to the CCMA. He said the process had been damaged because it had no reasonable possibility to comment. The CCMA officer referred to the code of conduct: dismissal in accordance with appendix 8 of the law on the law (\ xe2 \ x80 \ x9ccodio ditta \ xe2 \ x80 \ x9d). It is provided that in terms of procedural goods, it is provided: \ xe2 \ x80 \
x9Cnormal The employer must conduct an investigation to determine if there are forgiven reasons. This should not be an official request. The employer must inform the employee the form of accusations and the language that the employee can reasonably understand. The employee should have the opportunity to meet the accusations. \ Xe2 \ x80 \
X9D An important fact in this case is that the employer is the employer(2016). More than 100 employees were accused of submitting fraudulent claims to the medical assistance program. Disciplinary hearings were conducted based on written comments. For practical reasons, the SABC followed normal disciplinary procedures. The union went to
court and sought an injunction preventing the SABC from continuing this line of conduct. The union has instructed the SABC to develop a disciplinary code, which states that "(f)lunlawful behavior or offenses which in the opinion of management warrant disciplinary action greater than a warning... shall be subject to a formal disciplinary hearing." The
court expressed its understanding of the situation in which the SABC found itself. Given similar allegations of misconduct against more than 100 employees, it would be unrealistic to adopt a procedure in which each employee would be heard individually and have the opportunity to call witnesses and present evidence. The court noted that "(a)whilst
the procedure adopted by the SABC in this matter differs from that which is generally followed, I do not think it can be said that this is not a 'formal disciplinary hearing'." Independent and Expert” Chair of Respected Dispute Resolution. It provides a hearing, even a paper hearing, without hearing evidence or oral argument. In my opinion, this meets
the requirements set out in the Code of Conduct under the Relationships Act. If the union's claim of validity is rejected, the court stressed that employees challenging the outcome of a disciplinary hearing will still have access to the CCMA. In criminal proceedings, a conviction can have serious consequences for the accused.

The purpose of the strict procedural standards used is to minimize the risk of miscarriages of justice. The criminal justice model requires the presence of witnesses and defendants. Includes counteraction to interproronThe presence of the accused employee and witnesses in negotiations can help introduce facts. The role in which parties play a role in
observing truth during a survey should not be underestimated. Evidence can be checked by rumors and other polls by the chairman. The result of a disciplinary dissertation that meets these requirements is probably stronger. Although evidence in the form of written statements or if the absence of an accused employee may comply with the procedural
requirements of the Code with good procedures, they should be considered only as exceptional circumstances, as shown above.
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