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CHECKLIST:  
Things to consider – Spectrum of risk 

Seriousness 
□ If the conduct involves abuse against children, safety (to a child, employee, or 

asset), crime, corrup�on, high level security or privacy breach, trade secret 
leakages, sabotage, or retalia�on (please note this list is not exhaus�ve). 

□ If the allega�ons are proven, it is possible your organisa�on will terminate 
the employment of the respondent. 

□ The complainant or respondent is very senior in the organisa�on. 

□ If the alleged conduct is proven, it is a serious breach of your policies. 

□ If the alleged conduct took place, it is a breach of law or another enforceable 
rule of conduct. 

External Stakeholders 
□ If the alleged conduct took place, it would have broader implica�ons for  

the organisa�on (such as, needing to contact customers or other external 
stakeholders). 

□ The organisa�on would be required to report its handling of the mater to 
outside regulators, such as accredita�on bodies, ombudsmen, or auditors. 

□ The Board of the organisa�on (or other senior stakeholders such as a 
government minister) would be interested in the outcome of the investigation. 

□ The organisa�on should take a formal approach because of other external 
reasons (such as poli�cal reasons, rela�onships with stakeholders or 
contractual requirements). 

Industrial Relations 
□ There are implica�ons for industrial rela�ons. 

□ This mater could set a precedent for (or open the floodgates to) future 
ac�ons by the employer. 

Policy Requirements 
□ If either of the par�es are already involved in another workplace  

process (such as a disciplinary process or poor performance management) 
the organisa�on needs a par�cularly detailed and robust determina�on of 
the allega�ons. 
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Systemic Issues 
□ Other people affected by the alleged behaviour may also come forward. 

Complexity 
□ There are mul�ple par�es, numerous allega�ons, complex informa�on, or 

voluminous documenta�on, vexa�ous claims, or historical/legacy complaints. 

□ Counter-claim inves�ga�ons that run back-to-back or concurrently. 

Legal risk 
□ It is an�cipated that either party will have a highly li�gious or aggressive 

response to the process. 

□ It is likely that this mater could result in legal ac�on against the organisa�on. 

□ A whistleblower has come forward. 

Reputation 
□ If these allega�ons became public somehow, it would be a high-profile media 

story which may affect reputa�on, morale, and customer sen�ment (rather 
than just the subject of low-level industry gossip). 

□ Leaks to tradi�onal media or social media are likely. 

Financial Risk 
□ Significant sum of money is at risk (for example, penal�es, repayment of 

sums wrongly paid, li�ga�ons, workers compensa�on claim). 

Values 
□ The organisa�on wants to send a clear message to employees that this sort 

of alleged misconduct will be taken seriously. 
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