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Grievance
Policy

1 Purpose

(A). The purpose of this Policy is to —

express the practice for managing and resolving Grievances; and

establish the rights and responsibilities of Employees and the University in managing and resolving Grievances. 
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This Policy is to be read in conjunction with the following —

Grievance Resolution Procedure.

2 Scope
2.1 Institutional Scope

The scope of this Policy applies to the entire University.

2.2 Individual Scope

This Policy applies to all Employees.

3 Grievances
Grievance means any type of problem, concern or Complaint related to an Employee’s work or the work environment which an Employee perceives to be unfair, inequitable, or discriminatory including but not limited to — 
concerns about the conduct of other Employees (including interpersonal conflict); 

allegations of discrimination or harassment;

allegations of workplace bullying; and/or
concerns about the application of Policies that affect the Employee’s work.
4 Resolving Grievances 
Employees may resolve their Grievance in accordance with the Grievance Resolution Procedure.
5 Managing Grievances

The University will be responsible for managing Grievances in accordance with the Grievance Resolution Procedure, in a way that —
encourages local and early resolution of grievances in the first instance;

uses alternative dispute resolution methods where possible and appropriate; and

applies Procedural Fairness and natural justice to all parties. 

Where a formal Grievance is enacted in accordance with the Grievance Resolution Procedure, the Director, Human Resources, or their nominee, will appoint a Grievance handler to handle the Grievance. 

Grievance handlers will investigate the matter and provide a report on the findings to the Director, Human Resource. 

The Director, Human Resources, or their nominee will be responsible for determining what recommendations are to be taken to resolve the Grievance. 

5.1 Recommendations

The Director, Human Resources or their nominee’s recommendations may include —
dismissal of the Grievance, through affirmation of the decisions and actions that promoted the Grievance;

referral of the Grievance to an alternative University process (where appropriate);

recommending performance discussions occur; and/or

recommending training or further development to mitigate against certain issues. 

The Director, Human Resources or their nominee will provide notification in writing of the recommendations to the parties of a Grievance.
6 Rights and Responsibilities

6.1 Support Person or Employee Representation 
Employees may choose to have a Support Person or Employee representative present during any meetings required for the resolution of the Grievance.  

Support Person means a friend, family member, counsellor or union representative. 
A Support Person may —

provide support to the Employee;

take notes; and

explain or clarify questions being directed to the Employee.

The Support Person must not — 

act as an advocate for the Employee;

respond on the Employee’s behalf or disrupt the meeting;

be a person who is, was, or may be perceived to be, involved in or associated with the Grievance; and/or 

be a legal practitioner (unless permitted by the University).

6.2 Confidentiality 

Parties to a Grievance have a responsibility to maintain confidentiality —

during; and 

after the finalisation of

the Grievance resolution process. 

6.3 Procedural Fairness 
Procedural Fairness will apply to the Grievance resolution process. 

Procedural Fairness means — 

no findings can be made against the Respondent to the Grievance before to the completion of the Grievance resolution process; 

all parties are entitled to participate in the process without fear of adverse consequences such as unfair treatment or victimisation;

respondents to Grievances are given the relevant details of any Complaints made against them and given reasonable time to respond to the Grievance; 

all parties involved in the Grievance are given reasonable time and notice to prepare for meetings;

all parties are given the reasonable opportunity to present their case;

all reasonable efforts are made to ensure aids or additional support are made available if required;

the decision maker is impartial and acts without bias when making a decision; and
Employees are free to withdraw a Grievance during any stage of the process. 
Definitions
Complaint is defined in the Public Complaints Policy.
Decision Maker is defined in section 5
Employees is defined in the Policy Framework Policy. 

Grievance is defined in section 3
Policy is defined in the Policy Framework Policy.
Procedural Fairness is defined in section 6.3
Respondent is defined in the Public Complaints Policy.
Support Person is defined in section 6.1
University is defined in the Policy Framework Policy.
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