[bookmark: _Hlk65232387]SEVEN TESTS OF JUST CAUSE

1. Notice. Did the employee receive adequate notice of the work rule or performance standard and the possible consequences of failure to comply? Is it up-to-date and relevant to the business needs of your unit? How was the method for informing the employee appropriate for the seriousness of the rule? Was it discussed in staff meetings or prior oral or written communications? What evidence exists that the employee was aware of it and understands it?

2. Reasonable Rule or Work Order. Is the rule or order reasonably related to the orderly, efficient, and safe operation of the business? Is the rule or instruction straightforward and stated in language that is easy to understand? Has it been applied consistently?

3. Sufficient Investigation. What caused the belief that a violation occurred? Did the investigator ask the employee for a written statement or other written confirmation of the employee’s version of the alleged infraction? Were others with knowledge of or involvement in the issue interviewed and were their answers recorded and confirmed? Is there equipment that the supervisor or experts should have examined?

4. Fair Investigation. Was the investigation fair and objective? Did the investigator have a preconceived belief that an infraction occurred? Was the investigator too close to the matter to be objective, or influenced by factors irrelevant to the alleged infraction? 

5. Proof. What evidence supports the conclusion? Did the investigator discard allegations that he or she could not validate?  What solid—not flimsy or slight—evidence formed the basis for taking disciplinary action?

6. Equal Treatment. Has the employer dealt with employees equally and without discrimination? Was the rule applied consistently with similarly situated employees? What is the employer’s record for disciplinary action for this type of infraction?

7. Appropriate Discipline. Is the discipline reasonably related to the magnitude of the problem that the alleged violation caused? For instance, did it create danger or a severe workflow disruption? Is it reasonably associated with the employee’s overall performance and work history? Is the violation part of a pattern? Is it based on a minor infraction, which does not merit harsh discipline unless it is a repeat occurrence?
