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1.1 Explain the aims and objectives of Employment Regulation
1964 Employment tribunals were created and formerly 1998 called industrial tribunals. Outstanding add-ons were claims for different sorts of judgment in business, presently united in the Equality Act 2010 (Law Commission, 2018).
UK work law begins in three spots: in Parliament through the administrative cycle, in the courts through legal choices and, at present, in European Union establishments (CIPD, 2019b).
As the business law has expanded, HR supervisors need to keep up to date and continually expanding their knowledge. It can influence and impact an enormous scope of HR choices, approaches and practices. In 2013, Claim fees were presented and this diminished cases a considerable amount, it stays the case that an inability to act legally when taking care of the business relationship is dangerous (Taylor and Wilkinson, 2016, p.25).
The object is to control the association between the business and employee (Daniels, 2019, p.1). The contentions for serious employment law are attached inside the longing to support social equity. Bosses can abuse their staff nonsensically, Minority parties having less freedom than they are doing, tormenting and provocation by managers (Taylor and Wilkinson, 2016, p.26). The control of the worker's guilds was diminished with new individual rights being presented. (Daniels, 2019, p.2). Looking on who is in government can have an influence on work law (Daniels, 2019, p.3). 
Economic is one of the key opinions against employment rules. While workers benefit this kind of protection, there is a value to pay in higher unemployment and lesser economic development. Employment law increases the economic risks when hiring people. Serving as a warning to smaller companies who might recruit new people, and to worldwide businesses who decide not to locate their jobs in the UK due to the conditions being more employer sociable elsewhere. Other employment rules is the impression it harms the individuals’ it plans to defend (Taylor and Wilkinson, 2016, p.26). 


1.2 Describe how Employment Law is enforced through tribunals and the Court system
In the UK most business law is ordered as 'civil law' or 'private law', implying that it's implemented as an after effects of one gathering (the claimant) suing another (the respondent) either for remuneration or another cure in a civil court CIPD (2019a). Work law is mainly administered by civil law, there is some criminal law that identifies with business matters and can be brought by different bodies (Daniels, 2019, p.4).
The structure of the employment law is firstly, most cases are heard in an Employment Tribunal. Should there then be an appeal, (which should be founded on a state of law), it is raised to the Employment Appeal Tribunal. Any further plea is guided to the Court of Appeal and afterwards to the Supreme Court (Daniels, 2019, p.7).
Magistrates’ Court – serious offences and appeals of fact referred direct to Crown Court. Appeals on issues of law to High Court. Further appeals to Court of Appeal, next Supreme Court (Daniels, 2019, p.4).
Laws are demonstrations of parliament and are a primary basis of statue for example Trade Union Act 2016. Common law is known as Case law and is driven from judges' choices, instead of made by parliament (Taylor and Wilkinson, 2016, p.27). Case law will be law dependent on precedents following from decisions in previous cases. It is compulsory in the event that it is set by the Court of Appeal, the Supreme Court or Court of Justice of the European Union. This implies that in any court hearing a case dependent on comparative standards needs to make its judgment as per the rule that has just been set. Enticing if the judgment comes from the decision of a lower level of court for example Employment Appeal Tribunal (Daniels, 2019 p.9).
Usually employment tribunal cases are listened to by boards of three individuals, the employment judge (an accomplished legal advisor) and two lay individuals. It’s now normal for judges to hear cases on their own, including working-time and unfair dismissal situations (CIPD, 2019a). The maximum to be awarded is £25,000 (Daniels, 2019, p.7).
Acas assumes a critical part in the employment tribunal framework (CIPD, 2019a). To enable the claim to be listed for a hearing the ET1 form must be received within three months of the incident, there are certain claims where this rule is increased (Daniels, 2019 p.24).
An ET3 form is directed to the respondent for completion to its defence of the issue and returned within 28 days from the date it is sent (Daniels, 2019 p.25).
A preliminary hearing can be listed prior to a full hearing. Settlement prior to the hearing might have been attempted at this stage or via the Early Conciliation process (Daniels, 2019 p.26).
The judge will review the file before listing to estimate the length of the hearing. All parties receiving and exchanging the relevant papers prior to the hearing. Once the tribunal has been conducted, a verdict is reached (Daniels, 2019 p.29).
2.1 Identify the main principles of discrimination law in relation to recruitment and selection
When recruiting HR have to think of protected characteristics so that there is no unfair discrimination when recruiting, selecting or promoting staff. Direct discrimination appears at recruitment stage when an employer does not shortlist or appoint solely on the reasons of protected characteristics (Taylor & Wilkinson, p.28-29).
There are however, some exclusions and these are recognised as occupational requirements e.g. these have to be done by a certain person (Daniels, 2019, p.118).
In addition, there is general justification whereby the offer was refused due to there being an honest business purpose that defends the outcome for directly discriminating (Taylor & Wilkinson, p.29).
The Equality Act 2010 defends those with protected characteristics and nine of these are detailed below (Taylor and Wilkinson, 2016, p.29). 
· Age
· Disability
· Gender Reassignment
· Marriage and Civil Partnership
· Pregnancy and Maternity
· Race, Ethnicity and National Origin
· Sexual Orientation
· Sex
A number of people are safeguarded under this Act such as the following (Daniels, 2019, p.114).
Ex-employees, Employees, Applicants, Self-employed, Trainees, Police, Armed Forces.
If an applicant applied for a vacancy and was not successful they could argue that the recruitment process was discriminatory (Daniels, 2019, p.114).
Protection from the EU law is for fixed-term and part time workers and some protection on the grounds of being ex-offenders and union membership or non-membership (Taylor & Wilkinson, p.28-29).
It may be applicable to use positive actions (not stating positive discrimination as this is not known) by encouraging employees to apply for a job e.g. ensuring an interview for disabled applicants. The Equality Act 2010 (S158) say if the people who are applicants are the same, the organisation can think whether one has a protected characteristic that is understated (Daniels, 2019 p.128).
2.2 Explain how contracts of employment are established
The three employment types are employee, worker and self-employed. A legally binding agreement between an employer and employee is a contract of employment under the ERA 1996 (CIPD, 2020j).
The worker definition has an individual legal meaning with the person performing work or service for a different party either under a contract of employment or another contract (ERA 230 (3) (CIPD, 2021).
The employment status for those working part time or who work less hours do not mean that they are not an employee. The details in a written contract is only one reason to establish the definite connection between the parties Case: Uber B.V. v Aslam (2021) (CIPD, 2021). The courts look at the link amongst the employer and the person to determine if an employment relationship is present (Daniels, 2019 p.42).
There are different rights between workers and employees and these variances are decided by what is established as common law tests. Employees working for an employer who is accountable for most of their employment rights means that employment status is important unlike that of a person who is self-employed (CIPD, 2021). Workers have fewer safeguard in law than employees but more than people who are self–employed (Daniels, 2019 p.43).
3.1 Describe when and how contracts can be changed lawfully
Employees should be spoken too before the agreement of work can be changed as this is a legal paper between two parties. Consultation for 20-99 should be with a spokesperson (minimum of Thirty days), for one hundred or more minimum of forty-five days and less than twenty employees no discussion with reps, but individuals must be consulted (Daniels, 2019, p.77). The employee must be given sensible notice of pending unemployment if an agreement cannot be reached (CIPD, 2020e). The law perceives that occasionally changes are made for solid business reasons (Taylor and Wilkinson, 2016, p.32). The mobility clauses are a familiar form of flexibility clause which permits employers to transfer staff providing sensible notification is specified (Taylor and Wilkinson, 2016, p.32).
Agreeing differences with a trade union when there is a collective agreement in place that has been consolidated into individual agreements of employment. Releasing staff prior to rehiring them right away on new conditions of employment terms (Taylor and Wilkinson, 2016, p.32). Staff who will not acknowledge them and Some Other Substantial Reason dismissal followed by re-engagement on the new conditions might be a choice (CIPD, 2020f). 
3.2 Explain the main requirements of Redundancy Law
As recorded in the ERA 1996 section 139, redundancy is one of the five likely fair reasons for dismissal and employees are viewed as redundant if their dismissals are recognised mainly or partially to any of the three reason (Daniels, 2019, p.188). When an Organisation wishes to reduce the size of its workforce Redundancy is a special form of dismissal (CIPD, 2020e). When the association shuts down or experiences a restructure, whereby the work is longer accessible (Acas, 2017). 


The meeting should specify:-
	Number affected which specifies the quantity of days’ consultation should be (CIPD, 2020e).

	Less than twenty workers no representatives are required notwithstanding, consultation should in any case happen (Daniels, 2019, p.77).

	Before notification of dismissal is delivered, collective consultation should be finalised (CIPD, 2020e).

	More than 20 employees the organisation must inform the Redundancy Payments Service, acting on behalf of the Department for Business, Energy & Industrial Strategy (BEIS) (CIPD, 2020e).



The organisation is legitimately obliged to confirm the following (CIPD, 2020e).
	The purpose behind the redundancy

	The quantity of proposed redundancies

	The staff affected

	The system to be followed

	The strategy for figuring the redundancy sum 



The business should distinguish a pool of 'in danger' (Taylor and Wilkinson, 2016, p.33). Staff’s attendance and disciplinary documentation can be viewed, although race, age or gender should not (Acas, 2017). Past approach of choice has been (LIFO), this has been argued Roll-Royce v Unite the Union (2009) IRLR 576 (Daniels, 2019, p.193). Organisations should think about recommending appropriate replacement work to redundant employees. Employees should be permitted to appeal against the redundancy conclusion (CIPD, 2020e). 
(Acas, 2017).
	Terminated employees with at least two years' work qualify for a base legal redundancy fee (CIPD, 2020e).

	Half of week's salary up to the age of 22, 22-41 one week's salary

	Ages 41 and over one and a half weeks’ pay this is for each total year of service

	The business is only obligated to pay for twenty years’ service

	Length of Notice; employed over a month, under 2 years qualifies for one week’s notice for each total year up to a limit of 12 years

	Fifteen years is 12 weeks' notice



3.3 Explain the main requirements of the law on Business Transfer
There are a few types of TUPE, a business transfer or a service provision change (CIPD, 2020g). The Transfer of Undertakings Regulations 2006 (TUPE) replaced the 1981 rule (Daniels, 2019, p.198). 
The point of the law is to guarantee that employees do not miss out when the identity of their work place changes and to shield them from redundancy or dismissal when a company transfer takes place (Taylor & Woodhams, 2016, p.34).
Workers discussion can be previously, during and after the exchange by both the transferee establishments and the transferor. All employees who are hired preceding the transfer are consequently moved to the buyer, workers are ensured against having their terms and conditions changed regarding the transfer. It is a duty of the buyer and seller to discuss with representatives of the concerned employees (CIPD, 2018b).  Business related liabilities and advantages move with the employees (Taylor and Wilkinson, 2016, p.34). 
Handover of dividends, Transfer of resources only (CIPD, 2020g), identity is not retained (Daniels, 2019, p.200) move of activities outside the UK (CIPD, 2020g) are all reasons for TUPE not being applicable.
Workers employed by the transferor before the transfer naturally become employees of the new organisation. An employee can object the routine transfer of their agreement of employment (GOV.UK, 2014). If the employee objects, the transfer goes ahead and the employee resigns (Daniels, 2019, p.201).
Discussion must take place with employees’ spokesperson (under ten can talk with employees direct) advising them the transfer is occurring, the purpose behind the transfer, and when it will occur (Daniels, 2019, p.202). The ramifications for employees and the measures envisaged (CIPD, 2020g). Inability to consult the workers’ or their representatives may prompt the worker being granted up to thirteen weeks pay (CIPD, 2020h). 
The previous or present employers doesn’t have the right to dismiss an employee due to the transfer, except if the dismissal is for an economic, technical or organisational purpose involving changes in the workplace (CIPD, 2020h). Any dismissal because of a transfer of undertaking will naturally be unfair (Daniels, 2019, p.201). The organisation dismissing the transferred staffs’ contracts, and the pre-transfer discharging might be inevitably unfair (CIPD, 2018b).
4.1 Identify the major statutory rights workers have in relation to pay, holidays and working time
An employee is a person who has a lawful contract of employment with terms   approved verbally or in writing. The conditions categorised as implied or express (Daniels, 2019, p.46). Different rights between a worker and employee differentiated by common law tests (CIPD, 2020i). There are contracts for services and contracts of service and these may not be transparent. Self-employed can be in the category of contracts for services which may not be the case (Taylor and Wilkinson, 2016, p.31).
People shouldn’t be deprived of their full employment rights by putting them in a box agency, casual or self-employed worker (Taylor and Wilkinson, 2016, p.31-32).
The working time regulations are listed below (Taylor and Wilkinson, 2016, p.37).
	Working 6 hours or more  - 20 minutes rest

	7 day period - 24 hours rest

	48 hours a week is the limit – (there is a get out limit)

	Paid annual leave each year for 4 weeks,  plus 8 statutory banks hols

	24 hour period – 11 hours rest

	Special terms that limit the working time of (16-18 year olds)

	Night workers are limited to 8 hours work in any one 24 hours period and have the entitlement to free frequent health checks


It is the law for businesses to pay wages and provide a payslip advising salary and lawful deductions. Staff working continually for a month are entitled to a guarantee payment if there is no work given on their usual working day for reasons beyond their control (Daniels, 2019, p.93-95).
The lowest rates of pay are National Minimum Wage and National Living Wage and applies to anyone classified as an employee e.g. people with a contract, apprentices or who those who work casually. There are various grades of pay and these cannot be decreased, as these are legal rights (Acas, 2018).
When an employee is suitable for SSP businesses are required to pay this, staff who are on medical suspension pay are eligible for payment for the first 26 weeks of the deferment (Daniels, 2019, p.100). 
Work that is regarded equal for men and women means that payment should be the same (Taylor and Wilkinson, 2016, p.35). Comparisons between both sexes for equal pay working for the same organisation or maybe a person who did the job before them (Daniels, 2019, p.128-129). A firm may need to represent a claim for dissimilarities concerning terms under the material factor argument (Daniels, 2019, p.100).
4.2 Explain the major maternity, paternity and other family-friendly employment rights
The Family Friendly Employment rights are (Taylor and Wilkinson, 2016, p.39).
	Going to antenatal arrangements

	Emergency time off for family members (unpaid)

	Parental leave up to four months (unpaid)

	Asking for flexible working


Shared Parent leave is a substitute to SML or SAL, workers can if they wish end SML and take SPL. Time off for dependants grants workers a right to be absent in working hours should a dependant become ill or there has been withdrawal for care arrangements (Daniels, 2019, p.105-107). Staff members will be eligible to take two weeks leave after the death of a child (Parental bereavement leave) (People Management, 2018b).
There are three types of maternity leave, Ordinary, Compulsory and Additional (Taylor and Wilkinson, 2016, p.38).
Keeping in touch days means the worker feels involved. The manager should update them with any changes for the period they are off (People Management, 2018a). There is an allowance of 10 KIT days where no maternity pay will be lost, some of these days could provide an opportunity for any training needs (Daniels, 2019, p.100-103).
When the staff member is on Mat leave OLM/AML they are entitled to continuation of their contract, and profits of all the terms and conditions as if they were in work. Holiday periods would also be accrued and additionally continuity of service (Daniels, 2019, p.102). 
Staff are entitled to go back to work doing the same job prior to them being on OLM leave, this right still applies if they use Additional Mat leave. Changes to the company may mean a comparable job they should not be on poorer terms and these must be the same as before (Acas, 2021d). The terms of employment should be the same and any pay rises or other improvements being granted (Taylor and Wilkinson, 2016, p.38).
To be eligible for SMP the employee must have 26 weeks continual service with the organisation at the fifteen week before the EWC.  Employees are eligible for SPL and the terms are the same as the SMP e.g. continual service. The regulations (PAL) adhered to for these and for the total of OPL (Daniels, 2019, p.104). The right to return to the same job is the same for someone who has taken SPL.
Ordinary paternity leave is a legal right for fathers of a new-borns to take time off to be at the birth, along with 2 weeks off (taken within 56 days of the birth; they must be employed 26 weeks at the start of the 14th week before EWC). These rights also apply to parents who adopt children. The important date is the date when they met each other. The decision on who is going to be paid SMP and take maternity leave, and who will take the advantages related with paternity (Taylor and Wilkinson, 2016, p.39).
With SAL this mirrors maternity leave regarding provisions, either parents can take the leave but not both (Daniels, 2019, p.104).
5.1 Identify the major requirements of Health and Safety Law
Workplaces should follow Health and Safety at Work Act (1974) regulations these set out rules and places responsibility on employers. This Act comes under criminal law the inspectorate who regulates it have the authority to close down unsafe places of work and to take forward criminal prosecutions that are seen as breaking the rules (Taylor and Wilkinson, 2016, p.43).
Other legislations are (Daniels, 2019, p.247-248).
	Manual Handling Operations Regulations 1998

	Health and Safety (Display Screen Equipment) Regulations 1992

	Management of Health and Safety at Work Regulations 1999

	Control of Substances Hazardous to Health (COSHH) Regulations (amended 2002)

	Reporting of Injuries, Diseases and Dangerous Occurrences Regulations (RIDDOR) 1995

	Workplace (Health, Safety and Welfare) Regulations 1992

	Personal Protective Equipment Regulation 1992

	Provisions and Use of Work Equipment Regulations 1998


Criminal and civil law apply to workplace H&S and these are different. The Health and Safety Executive (HSE) or the local authority (HSE, 2021a) mainly imposes H&S law. Should injuries or someone becoming ill through the neglect of the company, a claim can be made for compensation against them, this is Civil law (HSE, 2021b).
There are duties for H&S of the employer to do risk assessments they should protect their staff and others involved with their business and safeguard them from harm or risk. Information on risks, how you are guarded, training on risks and how to deal with them should be provided (HSE, 2021c).
Employees also have obligations regarding H&S
	Take reasonable care for themselves and others

	Accommodate their employer with requirements 

	Use any PPE

	Obey work advised by the employer

	Advise employer of any dangerous and imminent hazards


For more than five people in a company the Act states that an H&S policy is displayed. Any risks recognised should be noted and dealt with (Taylor and Wilkinson, 2016, p.43).
Another element of H&S is work related stress (Daniels, 2019, p.25). This performs a huge part in personal injury law. A claim of negligence can be taken to the County or High Court. An employee can also quit and consider taking a claim to the Employment Tribunal for constructive dismissal (Taylor and Wilkinson, 2016, p.43-44).
5.2 Summarise key legislation which supports equality and diversity in the workplace.
Discrimination is when a person believes they have been considered less approvingly or unfairly because of a protected characteristic (Acas, 2015b).
Because of increasing sections of law this Act changed nine major and above one hundred minor sections of discrimination legislation so it would be less complicated (Daniels, 2019, p.8).
	Age

	Race, Ethnicity and National Origin

	Religion and Belief

	Disability

	Marriage and Civil Partnership

	Sex

	Pregnancy and Maternity

	Sexual Orientation

	Gender Reassignment


Also under the Equality Act 2010 a protected characteristic is physical or mental impairment that has a considerable lasting, difficult outcome on the capability to conduct everyday actions. Other conditions such as HIV/AIDS, multiple sclerosis or Cancer are protected from the time of diagnosis (CIPD, 2021b).
Types of discriminations are as follows: (Daniels, 2019 p.115-123).
	Direct  - not treated fair than others with protected characteristics

	Associative – applies to all protected characteristics  - but not  civil partnership, pregnancy and maternity and marriage – the person is involved with a person who has a protected characteristic

	Perception – same as associative for protected characteristics – treated unfairly because they are  part of a protected group even if they are not 

	Indirect Discrimination – where an Organisation puts individuals with a specified protected characteristic at a detriment to them

	Harassment - applies to all protected characteristics  - but not  civil partnership, pregnancy and maternity and marriage – behaviour that produces an attacking/aggressive situation

	Victimisation – is illegal if the business knows that the victimised person aims to give info connecting to a claim of discrimination

	Discrimination rising from disability – lasting illness not able to do daily tasks

	Not able to make reasonable adjustments – the Organisation should make reasonable adjustments to assist with the needs of the employee (Daniels, 2019, p.144)


5.3 Explain the concept of implied duties in relation to the management of employees at work
The employer has a responsibility to pay wages to the employee for the term they are employed by them. To also make sure there is work for them to do, as if they are paid for the work and not given any to do, this can be a breach of contract. (Daniels, 2019 p.52-53). 
The organisation must not provide misinforming references as the implied contractual term of faith and support may be broken (CIPD, 2021c).
Terms implied into the contract is that there is a joint trust between employee and employer. The organisation to make sure the workplace is safe for the members of staff along with a method of work being safe too (CIPD, 2020j). 
Should the staff member have the need to travel for business requirements the firm should make payment to the employee for doing this. Organisations should bring to the attention of the staff any rights that they are not aware of (Daniels, 2019 p.55).
Bullying and Harassment should be a high priority for organisations and there should be an attitude that it is not acceptable. Businesses have a duty of care to safeguard their staff ensuring that they are treated with respect and that staff’s welfare is also supported (CIPD, 2021d).  Support for bullying at work can also be related to the onus of the employer to take care of the safety and health of staff (Daniels, 2019 p.55).
Privacy of the employees should be respected. There are six articles that are possibly applicable to law these being (Daniels, 2019 p.228-233).
	the right to a fair trial

	the right to respect for private and family life

	freedom of thought, conscience and religion

	freedom of expression

	freedom of assembly and association

	prohibition of discrimination


Businesses are required to follow the Acas Code of Practice Disciplinary and Grievance Procedure when dealing with any of these (the process does not hold the same status as law). Employers should show that they have followed this method (Daniels, 2019 p.170-171).
The employee has responsibilities they should follow all realistic orders, accommodate the employer, they must not compete with their employer and they should take sensible care in their job (Daniels, 2019 p.57).  
6.1 Explain the main requirements of unfair dismissal law, in respect of capability, misconduct and grievance issues
An employee is treated as dismissed if the following apply; this stated by The Employment Rights Act 1996, Section 95, states (CIPD, 2020a).
· No recharging of a fixed-term contract for the worker (Daniels, 2019, p.159)
· The employee ends the agreement with or without notice - without notice because of the employer’s manner is known as constructive dismissal (Daniels, 2019, p.160)
· An agreement is ended with or without notice because the worker is not performing to the standards required or the behaviour of the staff member has been undesirable (Daniels, 2019 p.159)
· Unreasonable dismissal law applies to employees and those that have worked 2 years uninterruptedly. Individuals who work under agreements for services instead of agreements of service cannot bring dismissal rights to an employment court. However there are exceptions (Taylor and Wilkinson, 2016, p.41)
Wrongful dismissal happens when the employer ends the work and breaks the agreement (CIPD, 2020b). Most common is ending an agreement without notice or not giving the legally binding notification period (PILON). Also placing the staff member in the post, they would have been in (CIPD, 2020c).
The case should be made inside six years of the dismissal with no restrictions to damages that can be granted. Claims only for damages less than £25,000 are heard in the employment tribunal other cases are in the County or High court. An employee suing less than £25,000 can be heard at these courts should they wish. Any loss in the future is not thought of and the solution is damages (Daniels, 2019 p.159). Wrongful discharge requires thought of what indeed occurred (CIPD, 2020c).
To be eligible to bring an unfair dismissal claim the following must apply:- (CIPD, 2020c)
· Be employed for the qualifying period 

· Must be an employee and not a worker

· Started the claim within 3 calendar months of dismissal

· Not be in in the prohibited category list e.g. military

· There is an unfair reason to dismiss 

· Working under an illegal contract (Daniels, 2019 p.163)

ERA 1996 Section 98 provides five possible fair details for dismissal, Skill or capability, conduct, Redundancy, Legal ban, Some Other Substantial Reason (CIPD, 2020b). These are stated as Skill - Ability, Mental or Physical quality, professional qualifications e.g. diploma, degree (Daniels, 2019 p.163).
Performance (poor) can be because of insufficient management or poor leadership (CIPD, 2020b). The manager should help further in their training needs should the worker not fulfil the relevant guidelines (Daniels, 2019 p.163).
Dismissal regarding illness where an employee’s long-term diagnosis makes their job unmanageable for them to do, consideration should be taken to guarantee that the inability is not identified with an incapacity (CIPD, 2020d). 

Misconduct dismissal is possibly reasonable; however, the business should show that it has acted sensibly in arriving at a decision to discharge. Acting inside the range of reasonable responses (CIPD, 2020d). 

The Code of Practice gives direction to managers, workers and their delegates setting out standards for dealing with disciplinary and complaint circumstances (Acas, 2015).

Dismissal is not always the outcome following disciplinary, guidelines from the Code of Practice for Acas should be followed - to written formal warning – six months, final written warning – 12 months; both of these are recorded on the workers file. Dismissal is with notice. Oral warning can be given however; this is not covered by Acas code (Daniels, 2019 p.172-173).
Gross misconduct can be serious and can have grave after effects that organisations may call for dismissal without notice for a first offense. In any case, a reasonable disciplinary procedure should be followed prior to discharging (Acas, 2015).
The business concerning constructive dismissal should be in breach of the agreement; employees should choose to leave soon after the breach. Taylor & Wilkinson, 2016, p.33).
Eligible periods to make a case for automatic unfair dismissal require constant service for the minimum of two years (CIPD, 2020b).
Should an Employment Tribunal discover that an employee has been dismissed unjustifiably; a remedy must be chosen these being re-engagement, same business yet different work, re-instatement, same employer in an identical position. Other factors are compensatory award and basic award (CIPD, 2020b).
Policies and practice for Grievance must be in the same fair manner and organisations must be familiar with the process, along with staff being made aware of the formal route regarding the procedure. The employee also has a right to be accompanied (CIPD, 2020a). The investigation to be carried out and decision on the outcome advised (Acas, 2021a).
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