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Suspension During Disciplinary Can Be Tricky
An employee's employment agreement may contain a suspension clause and
any suspension may be on pay. However, suspension still needs to be justified
and getting it wrong can be costly.
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In a nutshell, suspension may be justified only in

Failure to follow this procedure may render the
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Suspension really is a case where legal advice is

there are no other duties available for the

needed as the facts and peculiarities of each
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case are almost limitless and the risks of "getting
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A further conundrum is that an employee still
needs to be consulted about suspension before
any final decision to suspend and this requires

For further information on suspension and
disciplinary investigations please contact:
erin@practicalegal.co.nz

that the person be given full information on the
proposal, time to consider and respond and
should, ideally, allow them to have a support
person there when the proposal is discussed.
This can all take time.
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