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British Handball Association: Disciplinary Policy

1. Purpose and scope
There are standards of conduct and behaviour required of all athletes, staff and volunteers and others engaged in handball. Regrettably there will be occasions when someone will breach those standards. Although such incidents are rare it is important that the British Handball Association (BHA) and the Home Nations deal with Serious Misconduct breaches in a fair, consistent and timely manner. 

Wherever possible, minor discipline issues should be resolved informally but still logged in case of repeated poor practice.  The board/ managers/coaches, where appropriate, should talk about the improvement in conduct or performance that is required.  In some cases, additional training, coaching and advice may be what is needed.  

There will be situations where matters are more serious. This policy provides a clear and robust mechanism for dealing with a Complaint to the BHA of Serious Misconduct (as outlined in this Disciplinary Policy) which constitutes a breach of BHA rules, policies, regulations, codes of ethics and/or practice, conduct and values. 

This Disciplinary Policy provides a framework to enable Disciplinary Action to be managed effectively within the sport of handball. It ensures transparent procedures are in place, disciplinary cases are investigated fairly, and the appropriate process is followed in a fair and consistent manner.

This policy relates to anyone within the British Handball set up as an athlete, staff or volunteer.

	If the issue relates to:
· An Athlete who is under 18 or an adult at risk, the designated safeguarding lead must be informed at the start (see BHA Safeguarding in Children Policy).
· Matters that might be criminal, legal/safeguarding advice must be taken and the matter referred to the statutory authorities before proceeding further.




2. Disciplinary examples
Disciplinary issues can include:
· Any behaviour (whether by action or omission) in a manner which the BHA considers (acting reasonably) is disgraceful or opposed to the general interests of the BHA or the sport of handball or is likely to bring the sport into serious disrepute.
· Serious Misconduct: examples of Serious Misconduct include (without limitation) serious breach of BHA policies including Safeguarding and Anti-Doping, Code of Ethics, Codes of Practice, abuse (physical, emotional, psychological, sexual, financial) , theft, fraud, physical violence, discrimination (any of: age, disability, gender reassignment, marriage and civil partnership, pregnancy and maternity, race, religion or belief, sex, and sexual orientation), serious breach of applicable health and safety rules, gambling (the act or activity of betting money), bribery, or any act or omission of the Respondent which in the opinion of the BHA, acting reasonably, brings or is likely to bring the sport into disrepute. Should the matter relate to a home nation, the BHA will work with them through this policy or a complimentary policy they abide by.
· Breaching the term of any suspension
· Failure to maintain membership of affiliated handball organisations, coaching insurance or failure to complete mandatory training in line with your role.
This is not an exhaustive list.

3. Standards
The BHA has clear standards of conduct, which are reflected in our Codes of Conducts and Handbooks (add links).  They are explained on joining the BHA and are reinforced through regular updates.  These cover such areas as:
· The requirement for being responsible and accountable for your conduct.
· Behaviour towards staff, volunteers and athletes, including respecting professional boundaries and the use of social media.
· Health and Safety regulations.
· The inappropriate use of facilities (vehicles, property, email and communication equipment).
· Claiming expenses.
· Personal appearance.

4. Principles
The principles governing this policy and its application are:
· Consistency and fairness, with everyone treated with respect and dignity. 
· Individuals’ rights and responsibilities being respected.
· Openness and transparency.
· Minor instances of misconduct initially addressed by means of informal counselling, guidance and instruction. 
· Serious misconduct or a continuation of minor problems that the BHA regards sufficiently serious, will activate this disciplinary procedure.
 
5. Investigation
Prior to any disciplinary action, an investigation will be conducted into the circumstances of the alleged offence or problem. 
In order to ensure that matters are dealt with fairly the following shall apply:
· Those involved should raise and deal with issues promptly and should not unreasonably delay meetings, decisions or confirmation of those decisions.
· The BHA should ensure that any necessary investigations are conducted, to establish the facts of the case.
· The BHA should inform the implicated person of the basis of the problem and give them an opportunity to put their case in response before any decisions are made.
· The BHA would allow the implicated person to be accompanied at any disciplinary meeting.
· The implicated person has a right to appeal any action taken against them under this procedure. 

6. Informal Resolution
Where conduct and behaviour fall short of the standards expected by the BHA, the board/manager/coaches should conduct an interview with the implicated person, find out if there are any problems, reiterate the required standards/improvements with timescales (usually immediate and sustained) and provide any help and support that may be needed.  This will take the form of informal counselling, guidance and instruction and is NOT part of the formal procedure.

Notes should be taken of any such discussions. These will be retained for 12 months. It the concern is a safeguarding one, then records will be kept for longer (10 years) as advised by the NSPCC (https://learning.nspcc.org.uk/media/3324/child-protection-records-retention-and-storage-guidelines_june_2023.pdf)

In some cases, the problem may be more serious at the outset, or the counselling, guidance and instruction has not worked.  If this is the case, the formal disciplinary procedure may apply.

7. Disciplinary Process

7.1 Establishing the facts of each case
It is important to carry out an investigation without unreasonable delay to establish a fair and balanced view of the allegations against the implicated person, before deciding whether to proceed with a disciplinary hearing.  Different people MUST carry out the investigation and disciplinary hearing, and it should not be carried out by an individual who is line-managed by the person conducting the disciplinary hearing.

Where the investigation reveals allegations of criminal conduct, the investigation will be handed over to the police and will be stayed until the conclusion of any resulting criminal proceedings.

7.2 Informing the implicated person of the problem
If, at the end of the investigation, it is decided there is a disciplinary case to answer, the implicated person should be notified of this in writing.  All the information about the alleged misconduct and its possible consequences should be provided, to allow them to answer the case at a disciplinary hearing: this includes providing them with copies of any written evidence, such as witness statements.  The implicated person must be informed of the possible outcomes of the hearing.

The implicated person must be given the details of the time and venue for the hearing and be advised of the right to be accompanied.  The BHA will seek to ensure that the time, place and location of any disciplinary hearing are reasonable: it will take place as soon as is reasonably practicable.  The BHA will involve an independent throughout this disciplinary process.

7.3 Holding a Disciplinary Hearing
The BHA should hold the hearing without unreasonable delay whilst allowing the implicated person reasonable time to prepare their case.  (What is judged to be reasonable will depend on the complexity of the case but will not be less than 7 days from the date the letter is sent).  The implicated person and their companion must take all reasonable steps to attend.  Where they persistently fail to attend a disciplinary hearing without good cause, the BHA may make a decision in the Athlete’s absence on the basis of the evidence available.

At the hearing, the BHA will explain the role of all those attending and the allegation(s) against the implicated person, and will then go through the evidence that has been gathered.  The implicated person will be allowed to set out their case and answer any allegations that have been made.  They will also be given a reasonable opportunity to:
· ask questions;
· present evidence; 
· call relevant witnesses; and 
· raise points about any information provided by witnesses.
Where those conducting the hearing or the implicated person intend to call relevant witnesses they should give advance written notice that they intend to do this.  Any written statements of case, witness statements or other documentary evidence should be exchanged at least 10 days in advance of the hearing. 

The main points of the discussion will be summarised and all parties are asked for anything further to say.

7.4 Implicated person’s companion
The implicated person may be accompanied by a companion at any formal disciplinary, investigative or appeal hearing or meeting.  If the chosen companion cannot attend the original date, an alternative date will be offered within the following 5 working days. 

The companion may address the hearing to present and/or sum up the implicated person’s case, respond on their behalf to any views expressed at the hearing and confer privately with them at any stage during the hearing.  The companion does not have the right to answer questions on the implicated person’s behalf, or prevent anyone from explaining their case. 

Any companion who attends a hearing in connection with this disciplinary policy shall not be penalised in any way.  No one shall be obliged to act as a companion if they do not wish to do so.

7.5 Decide on the appropriate action
Those conducting the disciplinary hearing must decide whether or not disciplinary action (or any other action) is justified and proportionate, and inform the implicated person accordingly in writing giving the reasons for the imposition of any sanction, including any mitigating and/or aggravating factors. This will be dependent on the burden of proof and balance of probability.  Save for cases in which the implicated person persistently fails to attend a disciplinary hearing without good cause, no disciplinary action should be imposed without a hearing.
Where misconduct is confirmed, the possible outcomes include (dependent on the level of misconduct):

· A verbal warning, which will be recorded within the personnel file for a period of six months and confirmed in writing. 
· A first written warning, which will be recorded within the personnel file for a period of twelve months and confirmed in writing. 
· A final written warning, which will be recorded within the personnel file for a period of twelve months and confirmed in writing advising them that further breaches of rules could lead to dismissal. 
· Dismissal with or as in the case of gross misconduct without a period of notice. 

A Written Warning or Final Written Warning should set out:
· the nature of the misconduct and the change in behaviour required (with timescale);
· how long the warning will remain current; and 
· the consequences of further misconduct within the set period (that it may result in dismissal or some other penalty such as demotion or loss of seniority).  

7.6 Provide the opportunity to appeal
Where the implicated person believes that the disciplinary action taken against them is wrong or unjust they may appeal the decision.  Appeals should be heard without unreasonable delay.  The implicated person should let the board know the grounds (reason) for the appeal in writing within 10 working days of receiving written confirmation of the disciplinary warning or dismissal.   

The grounds for an appeal could reasonably be one or more of the following:
· the correct process was not followed;
· the decision maker was biassed;
· the decision was made without considering all the relevant facts; or
· the decision was not one a reasonable person could have made.
Where the appeal is against:
· a written warning, it should be heard by a member of the BHA board who has not previously been involved in the case; or
· dismissal, the BHA will refer the matter to an independent panel facilitated by Sport Resolutions UK/UK Sport/Sport Integrity. If this is a safeguarding issue it will refer to the Safeguarding Policy in which our duty is to share relevant information with the DBS and others in order for them to make an assessment on the persons suitability to work.
The implicated person has the right to be accompanied at appeal hearings and will be informed in writing of the results of the appeal hearing as soon as possible.

An independent appeal is final and concludes the BHA’s procedure.
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