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Employment law regulations provides legal protection, which benefits both employees and employers. CIPD (2021) states that employment law creates a balance to the working relationship between the employee and employer, the expectations of both parties and the rights the employee is entitled to at work.  The legislation and laws regulate what happens in the workplace to ensure fairness and consistency and it influences a range of decisions particularly within HR and determines policies and procedures within the workplace. 
Employers must abide by laws and legislation to protect the health and safety of their employees from abuse and poor working conditions, they must ensure that they follow correct dismissal procedures, pay correct wages and provide the basic rights such as equal pay, maternity/paternity, equal opportunities and statutory sick pay (SSP). It is vitally important for employers to follow employment regulations, ensuring that there aren’t any unethical practices being undertaken which can impact and damage the organisations image and reputation.  
There are three main sources of UK Employment Law, they are: Common Law this forms the legal ground of the employer/employee relationship, particularly through the contract of employment. Statutes which are passed by Parliament and European Law which is derived from the European Court of Justice.  However, as of 31st December 2020 the UK is no longer a member of the European Union and as stated by the Government legislation website the EU legislation that had previously applied to the UK is now a part of the UK Domestic Legislation, which is controlled by the UK’s Parliaments and Assemblies.  
According to CIPD (2021) the primary pieces of legislation which oversee the employee relationship are the:
	Act
	Definition

	Equality Act (2010)
	The act defines nine protected characteristics that are illegal to discriminate against

	Employment Rights Act (1996)
	The act manages the majority of the employment relationship and includes but is not limited to 8 entitlements

	Employment Act (2002)
	The act encourages employment relation cases to be settled within the workplace without the intervention of an employment tribunal

	Enterprise and Regulatory Reform Act (2013)
	The act reforms the regulatory conditions of small and medium sized businesses.

	Trade Union Act (2016)
	An amendment to the “Trade Union and Labour Relations (Consolidation) Act 1992”, introducing new restrictions on trade unions and its members as to how and when they can take industrial action.


New laws pass through several stages before they become acts.  When proposed acts are in the initial stages they are know as Bills, Bills must be agreed by Parliament and given Royal Assent from the Queen. However, according to Taylor and Wilkinson (2016) most of Employment Law is made up of Statutes but not all of UK employment law is identified through statutes and some of the most important rights have not been decided by Parliament.  They are however devised by Common Law, which has been made up by judges who have ruled on “points of principles” in cases produced to them, this has then set the benchmark for similar future cases.  This is known as ‘Doctrine of Precedent’ and requires the lower courts to follow the decisions made by the higher courts on similar facts. 
1.2
There are two ways in which employment rights can be claimed and they are through the courts and tribunals. Employment tribunals were established in 1964 with the purpose of acknowledging appeals by employers against training levies and were know as industrial tribunals until 1998.  Over the years there has been a rise in the introduction of legislation, and employment law has become one of the fastest changing areas of law in the UK and there are now over 80 specific types of claim that can be brought to a tribunal Daniels (2019). Before an employee can bring a claim to tribunal, they will need to have at least 2 years of continuous service.  
The claimant will need to contact the Advisory, Conciliation and Arbitration Service (ACAS) and complete an ET1 claim form.  ACAS will then contact the respondent in order to undertake an ‘early conciliation’, to try to resolve the dispute before reaching tribunal. 
The following disputes that can be hear by an Employment Tribunal are
· Unfair Dismissal
· Discrimination
· Breach of Contract
· Unlawful deduction of wages
· Redundancy payment
· Equal pay
The claimant will have 3 months from the date of the dispute in which to make a claim to an employment tribunal, as stated by ACAS this is known as the ‘limitation date’.  Three months is the general rule for incidents such as unfair dismissal etc.  However, for cases such as redundancy payments and equal pay the claimant will have 6 months in which to issue a claim.  A county court allows up to 6 years for a clam to be brought. Employers can provide an out of court settlement to avoid the dispute reaching tribunal, the settlement amount must be agreed by both parties before the claim can be withdrawn. 
The UK court system is hierarchal and provides claimants with the right to appeal to higher courts against the outcomes of cases. Although, claimants can only appeal in an error of law.
The Employment Court Hierarchy 
County Court
Supreme Court

High Court
Court of Appeal


Employment Appeal Tribunal


		Can only appeal in an error of lawEmployment Tribunal 
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2.1
The Equality Act 2010 protects against discrimination and as stated by CIPD 2021 it makes it unlawful for employers to discriminate against applicants and existing staff members due to the following “protected characteristics”: age, disability, gender reassignment, race, religion or belief, sex, sexual orientation, marriage and civil partnership and pregnancy and maternity. The law allows for anyone that is considered a part of the protected groups and is discriminated against to claim compensation.  There is not one act that primarily covers recruitment and selection but there are a few acts that lawfully influence the process and it is imperative that applicants are treated fairly, and reasonable adjustments are made where necessary.   Although some instances of discrimination during recruitment may be unintentional, the law does not accept employers claims of unintended discrimination. Successful compensation claims for discrimination cases can cost an employer thousands of pounds with additional legal fees and irreparable damage to the organisation’s reputation.  
Daniels (2019) provides information of different types of discrimination within the workplace
	Direct Discrimination
	Treating someone less favourably due to a specific protected characteristic.  In recruitment and selection, discrimination can be portrayed through employers by excluding or rejecting applicants of a particular age, sex, race etc. It is unlawful for employers to choose applicants for anything other than their experience or qualifications.


	Indirect Discrimination
	Applying certain criteria and conditions to job requirements, which appears to include everyone equally but when put into practice it exposes that people who come under the protected characteristics are treated unfairly.  

	Harassment 
	Deliberately causing an unfavourable environment for people who come under the protected characteristics. 

	Victimisation
	Becomes a victim of harmful behaviour due to making an allegation of discrimination, supported a claim around discrimination etc.

	Associative Discrimination 
	Treating someone unfairly due to being associated with someone who falls under the protected characteristics. (apart from Marriage and civil partnership and pregnancy and maternity)

	Perceptive Discrimination 
	Perceiving someone as being a part of the protected characteristics and treating them less favourably.



On some occasion’s employers may need to prove an applicant with a specific protected characteristic to carry out a particular job, this is known as an “occupational requirement”.  Within my organisation there are roles that have “occupational requirements” due to the nature of the roles, which often includes assisting adults with learning disabilities with personal care in some of the services.  This means that a specific gender is required for the roles and so within the job advert it always states, “There is an occupational requirement for the holder of this post to be female/male in accordance with the Equality Act 2010”, to ensure that applicants are aware that there is a genuine occupational reason for targeting a specific group.



2.2
As stated by CIPD 2020, “a contract of employment is a legally binding agreement between an employer and employee”.  The contract between both parties specifies the required terms of employment and the conditions set out must be clear in determining the status of employment. In case of a dispute; a contract whether written or verbal, is crucial and if either party breaches the agreement, the other party can make a claim.   As stated by Taylor and Woodhams (2016) for contracts to be legally enforceable, the following five main details must be included:
· Offer
· Acceptance
· Intentions to create legal relations
· Consideration between parties – wages paid by the employer for the work carried out by the employee. 
· Certainty around the terms and conditions
An individual’s employment rights, and their employer’s responsibilities depend on their employment status and they are determined by what are known as common law tests. As identified by UK law there are three options of employment status: 
	Employee
	Section 230 (1) of the Employment Rights Act 1996 describes an employee as “an individual who has entered into or works under a contract of employment”.  Employees are permanent members of staff and usually have an open-ended contract with the employer.  Employees also have more rights than workers or of those who are self-employed. 


	Worker
	Section 230 (3) of the Employment Rights Act 1996 defines a worker as “an individual who either works under a contract of employment or works under any other contract where

	Self Employed
	Individuals who are self-employed decide what work to carry out, who to work for, and from where and when.  Individuals who are self-employed arrange their own sickness and holiday entitlements, along with organising tax and national insurance contributions.  The only rights that self-employed individuals are entitled to whilst working for an employer are health and safety rights and they are some protection from discrimination.



According to ACAS, an employment contract can be made up of a mixture of:
· Express Terms – Definitive terms that are agreed in writing, these can include the employees pay, working hours, holiday entitlements etc.
· Implied Terms – can be verbal contracts which state the obvious and do not need to be written down.  Examples of implied terms can include the employer’s duty to provide a safe and healthy environment, statutory rights, equal pay etc. 





3.1
There are times when changes will need to be to an employment contract to keep in line with business needs.  When considerable changes need to be made to contracts, employers must ensure that they gain the agreement of the employee. Neither party have the right to change contract terms without prior agreement from the other side.  According to ACAS an employer can make a change to a contract, known as a ‘variation’ if there is a ‘flexibility clause’ written into the contract. Also, if they have sought an agreement with the employee or if they received an agreement from a trade union representative.  Due to the contract being legally binding an employer cannot vary the contract.  
As stated by Daniels (2019) if an employer unilaterally makes a change to a contract the employee has 2 options 
· To resign from employment and bring a claim of constructive dismissal.  However, a claim of constructive dismissal can be only be made by employees with over 2 years of continuous service. 
· To remain in employment but pursue damages for any loss encountered. 
Employers can lawfully introduce technical changes to working agreements, this can include introducing new machinery or working practices ensuring that it does not affect working hours or rates of pay. However, there are changes that can be implemented by employers that provide positive benefits for the employee, such as an increase of pay.

















3.2 
Redundancy or S139 ERA 1996 as it is legally known, is a form of dismissal and occurs when an organisation needs to reduce its workforce due to economic reasons. Employees that have a continuous service of over 2 years are entitled to minimum statutory redundancy payment.  It is imperative that redundancies are carried out lawfully and that employers follow the correct procedures in order to avoid claims of unfair dismissal.  As stated by Taylor and Wilkinson (2016) there are key requirements that must be considered through the redundancy process.  Employers must select a pool of employees that are ‘at risk’ and should do this in a fair and objective way.  Employers must hold consultation meetings with the employees that have been identified as ‘at risk’ to advise of the potential redundancy.  The consultation process that employers will need to follow, will depend on the amount of intended redundancies.  The TULRCA 1992, provides information of the consultation process that employers will need to follow:
	Less than 20 employees
	Employers must consult individually with employees within a reasonable time.

	20 – 99
	Employers must carry out a collective consultation with a union representative or elected employee representative.  This will need to take place 30 days before dismissal.

	100+
	Collective consultations with union or elected employee representative, taking place 45 days before dismissal. 



During the consultation period, employers must offer any suitable alternative roles to redundant employees.  Employees are entitled to a four-week trial of the alternative role and if it is decided between both parties that the new role is not suitable the employee will continue with the redundancy process.  Once the consultation period has concluded the employer will decide whether the employee is to be made redundant and a redundancy notice is provided.  The statutory notice period will depend on length of service, if an employee has over 12 years of continuous service the notice period will equate to 12 weeks.  Individuals are entitled to two days of paid leave during this time to look for alternative employment.  All employees have the right to appeal.












3.3 
When a business is merged with or taken over by another business the employees may be protected by the Transfer of Undertakings (Protection of Employment) Regulations 2006, more commonly known by its acronym TUPE.  The regulations aim is to ensure that employees are protected from dismissal or redundancy when a business is being transferred. A transfer of undertakings is a result of two situations “Business Transfers and “Service Provisions”. CIPD 2018 explains that a “business transfer” is either the whole or part of a business moving from employer to another, service provisions change when contracts are reallocated, this happens in larger organisations when certain services are contracted out or put to tender, the TUPE process will come into effect. 
 According to Taylor and Wilkinson (2016) the key employment rights or legal requirements that need to be applied during the TUPE process are:
· Employees that are a part of the TUPE process are required to have consultation meetings with the transferor and transferee organisation throughout the entire process.
· The transferee organisation will need to recognise the employee’s length of service.
· Employees will transfer with their original contract of employment; however, it is illegal to for the new employer to enforce changes to a contract due to TUPE transfer reasons.
· Employees transfer to the new organisation with their original terms and conditions.
· It is deemed as unlawful to dismiss employees due to TUPE transfer.
· Specific employee information must be given to the transferee organisation by the transferor. 
TUPE regulations protect the legal rights of the employees due to not having the right to oppose to the transfer and so it can be seen to favour the employer’s interests. 















4.1 
Over the years, legislation has been introduced for employers to oversee certain regulations that affect the working conditions of their employees.  The Employment Rights Act 1996 covers key legislation regarding employees’ statutory rights during employment and it covers the areas of working hours, minimum amount of annual leave, and the right to pay etc.
Pay
Every employee has the right to receive a minimum hourly rate of pay as defined by the National Minimum Wage (NMW) Act 1998.  The Act describes a worker as someone who works under a contract of employment or any other contract that the individual undertakes to carry out work or services for another party. Daniels (2019). The appropriate amount for the NMW is advised to ministers by the Low Pay Commission and has done since 1999. The amount payable varies depending on the individuals age.
	April 2021 Rates
	

	Age
	Rate

	16 – 17 
	£4.62

	18 – 20 
	£6.56

	21 – 24 
	£8.36

	25 + (NLW)
	£8.92


(Gov.uk)
In April 2016, the National Living Wage was added to the NMW and is paid to those who are 25 and above.    As stated by Daniels (2016) there is also a ‘Living Wage’ that should not be confused with the NLW.  The living wage is a higher hourly amount that is voluntarily paid by employers, there is however, no legal right to pay the living age.   In addition, the Equal Pay Act 1970, states that employees of the opposite sex can claim equal pay when undertaking work that is rated as equivalent and is of equal value.
As stated by the ERA 1996, all employees must be provided with an itemised pay statement at the time of or just before the payment is made, which includes the information of the gross amount of wages and National Insurance and Tax deductions which must be made by the employer.
Holidays
Working time regulations entitles workers to a minimum of 5.6 weeks statutory leave every year, this equates to 20 days of entitlement and 8 days of bank holiday days for full time workers.  According to gov.uk, bank holidays do not have to be included in leave entitlements; however, most employers allow this and include it in their contract of employment.  Annual leave is accrued on a pro rata basis and employers have the right to request that employees take a proportion of their entitlement by a certain date.  When an individual’s employment comes to an end the employer must pay them for any accrued leave that has not been taken. Equally, an employee may also have to reimburse the employer for any leave undertaken that has exceeded their entitlement.




Working time
The Working Time Directive limits working hours to 48 hours per week. Individuals over the age of 18 can choose to opt out of this arrangement and should not be penalised by their employers if they wish not to work more than 48 hours in a week. Although, Individuals who are under the age of 18 cannot work more than 8 hours a day or 40 hours per week.  As explained by Taylor and Wilkinson (2016) the working time regulations derive from the European Union and are quite intricate, with 100 pages of information. 
	Working Hours
	· Limited to 48 hours per week
· Night workers limited to 8 hours work within 24 hours
· Working time restricted for 16 – 18 year olds.

	Annual Leave
	· 4 weeks of paid annual leave with 8 days of bank holidays in addition.

	Rest 
	· 20 minutes of rest when working 6 hours or more.
· 11 hours of rest in a 24-hour period
· 24 hours of rest in a seven-day period



4.2
As stated by CIPD 2021, parents and adoptive parents have statutory rights in terms of maternity, paternity, adoption and shared parental leave, dependents leave and to request flexible working. 
Maternity
	Maternity Leave
	Pregnant employees are entitled to 26 weeks of Ordinary Maternity Leave (OML) as there is no required length of service to qualify.  OML normally starts on the date that the employee has requested it to, the earliest it can start is 11 weeks before the Expected Week of Childbirth (EWC) but as stated by Taylor and Woodhams (2016) OML can start automatically if the baby arrives earlier or if the employee is absent 4 weeks before the EWC due to a pregnancy related illness. If the employee qualifies for Additional Maternity Leave this will run for an additional 26 weeks after OML ends.  Compulsory Maternity Leave is a two-week period after the baby is born and it is the responsibility of the employer to ensure that no work is carried out by the employee during this time. 


	Maternity Pay
	Employees are entitled to 39 weeks Statutory Maternity Pay (SMP) in order to qualify the employee must have 26 weeks continuous service, by the 15th week before the baby is born, be in receipt of average weekly earnings in the 8 weeks prior to the qualifying week and be employed by an employer that will pay the employers share of the class 1 National Insurance contributions.

	Rights and Benefits
	· The Equality Act 2010 provides protection against discrimination, unfair treatment or dismissal because of pregnancy or maternity leave.
· Annual leave is accrued on Maternity Leave
· Up to 10 Keeping in Touch (KIT) days during maternity leave, that does not affect the terms of maternity pay.  As stated by CIPD 2021, the employee is not obliged to work any KIT days and the employer is not obligated to offer.



Paternity Leave
Statutory Paternity Leave was introduced by the Employment Act 2002. Daniels (2016)
	Paternity Leave
	· The employee is entitled to a maximum of two weeks paternity leave and must provide 28 days’ notice of their intention to take paternity leave.  Notice must be provided by the end of the 15th week before the baby is due.
· To qualify the employee must have 26 weeks continuous service and must be the child’s father, or the mother’s husband/partner or have responsibility in the upbringing of the child. 

	Paternity Pay

	· The rate of Statutory Paternity Pay is equal to Statutory Maternity Pay.

	Rights and benefits
	· Return to the same role with the same terms and conditions
· Not exposed to any unfair treatment or discrimination.



Statutory Adoption Leave
	Statutory Adoption Leave
	· Entitled to 52 weeks of SAL
· The primary adopter is entitled to SAL and the secondary adopter is entitled to paternity leave.

	Statutory Adoption Pay
	· Is paid at the same rate as SMP

	Rights and benefits
	· The primary adopter is entitled to attend up to 5 appointments (paid time off) to meet the child.
· The secondary adopter is entitled to attend up to 2 appointments (paid time off) 



Shared Parental Leave
As stated by Daniels (2016) Shared parental leave was introduced by the Shared Parental Leave Regulations 2014.  Shared Parental leave provides parents with the option to share leave with their partner.  Employees can take part of their SML or SAL and split the remaining leave. However, this can not include the period of compulsory maternity leave.  
Parental leave was introduced by the Maternity and Parental Leave Regulations 1999, the regulations enabled employees to take parental leave for a period of time.  The regulations also gave employers flexibility to create a parental leave policy that works for them.  Parental leave is unpaid and requires the employee to have at least one year’s continuous service and be caring for a child in order to be considered.







5.1 
The Health and Safety at Work Act (HSWA) was introduced in 1974 to regulate the dangerous working conditions in factories and mines at the time.  It sets out what is expected of employees and employers and they must ensure that they adhere to health and safety practices.  As stated by Wilkinson and Taylor (2016) the act is a part of criminal law and is regulated by an inspectorate that has the power to close businesses with unsafe working conditions. Also, with the potential to bring charges against employers when there are severe breaches of regulation.  All employers have an obligation to protect their employees under common law in their implied terms of the employment contract.  Under the HSWA 1974, employers have a duty to provide:
· A safe place of work
· A safe system of work
· Adequate plant and equipment
· Capable employees who understand their work.
The HSWA also requires that employers have a written health and safety policy in place in all workplaces that employ over 5 staff members.  Risk assessments are also imperative and must be carried out on any potential hazards to evidence that steps have been taken to minimize risks. Workplaces that are remarkably stressful have in recent years been required to reference any stressors in the workplace on risk assessments to identify to provide insight to staff members that are inclined to suffer from mental exhaustion.  As informed by CIPD 2021, all employers should legally provide a first aider and notify all employees of the process to take when in need of first aid.  In the event of any major accidents that are fatal, require medical treatment or are deemed as dangerous will need to be reported to Reporting of Injuries, Diseases and Dangerous Occurrences Regulations 2013 (RIDDOR). 

5.2
Equality ensures that everyone is treated equally and has the same opportunities and diversity considers everyone’s differences and the positive outcomes that they bring. CIPD 2021 explains that having a diverse workforce and respecting everyone in the organisation as an individual is a critical part of people management. Also having set policies and procedures in place ensures that the organisation has set clear rules regarding how people should be treated.
[bookmark: _Hlk70332770] The Equality Act 2010 provides protection from discrimination for people who fall under its nine protected characteristics.   The Human Rights Act 1998 also defines equality and diversity and it maintains everyone’s rights to be treated equally with fairness, dignity and respect.
As stated by Taylor and Wilkinson (2016) there are two statutes that provide protection for employees who are bullied by colleagues or managers at work, they are
· The Criminal Justice and Public Order Act 1994 – the act makes it an offence to cause ‘intentional harassment, alarm or distress’. The punishment for this is up to 6 months imprisonment.
· The Protection from Harassment Act 1997 – the act protects against stalking or situations that makes another fear of violence.  This is also punishable with up to six months imprisonment.


5.3
Implied terms are items that are assumed to be included in the employment contract even if they are not included in the written contract or verbally expressed.  As explained by Daniels (2019) there are implied terms but there are also obligations that are expected by both the employer and employee by law.  The obligations required by the employer are:
	Pay
	The employer has a duty to pay the employer at least the National Minimum Wage or dependant on age the National Living Wage.

	To provide work
	Employer’s should not withhold work if it is available. This will be seen as a breach of contract if earnings depend on work being provided.  

	Reference
	The are no obligations for an employer to provide a reference for any employee.  However, the employer must ensure when providing a reference that is true, accurate and fair. 

	Health and Safety
	Employers must take considerable care of their employees’ health and safety and ensure that they provide safe working conditions.  If employers do not follow the required legislation this can lead to prosecution. Under health and safety an employer must provide support to employees’ wellbeing.

	Expenses
	To provide expenses to employees traveling for business. 

	Privacy
	Maintaining confidentiality and keeping employees’ private facts confidential.

	Grievances
	To deal quickly and effectively with employee complaints.

	Trust and Confidence
	This falls between both the employer and the employee and is at the centre of the working relationship.



Equally the employee is legally obliged to:
	Perform
	Carry out all instructions provided by the employer, providing that the instructions are legal.

	Loyal
	Employees must show loyalty to their employers and not carry out any activities that would be conflict of interest or seen as in competition with the employer.

	Carry out duties carefully
	To ensure they don’t cause harm or injury to other employees or damage to their workplace.












6.1
A dismissal occurs when an employer ends an employee’s contract. Employers must ensure that they use a fair and reasonable method when considering dismissal.  When carrying out a dismissal; employers should follow the ACAS “Code of Practice in Disciplinary and Grievance Procedures”.  However, CIPD 2020 explains that ‘unfair dismissal’ is a different concept to wrongful dismissal which sees employees dismissed without prior notice.  To lawfully dismiss and avoid unfair dismissal claims the employer must have a fair reason to dismiss and a fair process has been followed.  There are reasons for automatic unfair dismissals, and according to ACAS these are pregnancy/maternity, dependants leave, being a member of a trade union and requesting a legal right.
Under the Employment Rights Act 1996 there are 5 potential reasons that can be deemed as a fair dismissal, they are:
· Capability – The employer believes that the employee is unable to fulfil their duties.
· Conduct – Unauthorised absences, poor time keeping, verbal abuse etc.
· Redundancy – restructure or closing of the business.
· Statutory Restrictions – Delivery driver losing their licence
· Other Substantial Reasons – Severe relationship breakdown, serious conflict of interest etc.
Capability
If an employee is not meeting the employers required standards this would then be deemed as a capability issue.  According to ACAS when dealing with capability issues employers should initially support employees to improve by addressing the issue and determining whether it is down to capability and not conduct.  Employers will need to ensure that they provide the employees with the appropriate support and any further training before considering the disciplinary route.  Performance can be measured and assessed through appropriate procedures, which may involve employers setting targets or required behaviours which are then monitored and reviewed. As stated in the ACAS code of practice (section 18), employees who are underperforming will normally be given a written warning which lasts on the employees record for 6 months.  If there are no improvements made then a final written warning will be issued which will last 12 months, this is also usually the last step before dismissal.  
Misconduct
Conduct is deemed as a fair reason for potential dismissal. Misconduct is a lesser offence than gross misconduct and normally results in disciplinary warnings for behaviours such as verbal abuse, unauthorised absence, poor time keeping etc.  Behaviours such as theft, physical violence, falsification of records etc. is known as gross misconduct and this can result in an instant dismissal known as a summary dismissal.  As explained by CIPD 2020 thorough investigations must be carried out in an event of misconduct and employers must follow a fair process and take into consideration the employees previous record before settling on dismissal.  Employers will usually be at risk of an unfair dismissal claim if an employee is dismissed for their first minor misconduct case.   

Grievance
A grievance is a complaint, problem or concern that an employee has at work. Employees can raise grievance for many reasons which can include discrimination, health and safety, colleagues or management etc.  In line with the ACAS Code of Practice grievances should be dealt with immediately and to avoid the situation escalating.   In the first instance employees should be encouraged to discuss the issues informally, however, if the employee does not feel the issue has been resolved then a formal grievance procedure will need to commence by the following:
· The employee will need to submit their grievance in writing
· A through investigation will need to take place
· The employee will receive a letter inviting them to a meeting to discuss the findings of the investigation.
· The employee can appeal the outcome.
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