Understanding Employment Law 

1a. Explain the purpose of employment law
Employment law serves the purpose of regulating the employer-employee relationship.  It enforces rules and ways of working that aim to ensure a safe and secure workplace environment (Daniels, 2019). It plays a significant role in a number of HR functions, decisions, policies and practices and restricts what can and cannot be done in relation to the workforce (Taylor & Wilkinson, 2016).  It also governs expectations of both employees and employers and employees’ rights at work (CIPD, 2020a).

Another element of employment law is social justice.  This outlines how all of society should have equal employment access and training and development opportunities based exclusively on merit.  It also gives the right to protection from harassment, bullying or discrimination (CIPD, 2019)

1b. Outline the role of played by the tribunal and courts system in enforcing employment law 
Daniels (2019) explains how Acts, such as the Employee Relations Act 1996 and Employment Act 2020, are statutes passed by Parliament which make up the majority of employment law.  Common law elements are developed over time by judges and not considered by Parliament.  Examples of common law include the regulation of the employer-employee relationships and the right to compensation if injured at work.  Judges rule on points of principle, with some becoming precedents when similar cases are heard thereafter.

Civil Law makes up the majority of employment law and focuses on resolving disputes between two parties (Daniels, 2019).  It is based on the law of contract, tort and of property.  Contract law relates to the breach of employer or employee obligation, whereby tort relates to negligence such as an employee being injured at work due to the employer failing to provide adequate equipment. 

The following hierarchy of the UK court system outlined by Judiciary UK (2019) is implemented when a claimant wishes to submit a case.

· Employment Tribunal (ET)
· Employment Appeals Tribunal (EAT)
· Court of Appeal 
· Supreme Court 

CIPD (2019b) explains how the majority of employment law cases are heard in civil courts where the purpose of the ET is to hear the evidence and make a decision on the balance of probability.  

Claims that are dismissed in at ET can be appealed in an EAT.  The EAT plays a significant role as appeals can only be made where there is uncertainty on how the law has been applied or interpreted (CIPD, 2019a).  Rulings made in higher courts are binding and set a precedent for future cases (Daniels, 2019).  

Cases taken to the Court of Appeal are rare and it can overturn an EAT decision and reinstate an original ET decision.  

The Supreme Court only comes into play where “a point of law of ‘general public importance’ is disputed” (CIPD, 2019a).  The principles must be significant enough that they will have implications to many other employers or employees and not just to the individual case.  The Supreme Court’s decision overrides all other decisions which exclusively relate to employment law.  

Aside from the above four tier hierarchy is the County Court and High Court.  Disputes related to common law are heard here, with the court’s purpose to hear cases relating to breach of contract, negligence or defamation (CIPD, 2019a).  These include work related injury or mental health issues.  The damages being sought must be in excess of £15,000 (£50,000 in the case of personal injury).  Certain cases of wrongful dismissal can be heard hear rather than in an ET, but the damages sought must be £25,000 or more (Daniels, 2019).  Cases amounting to damages of less than £25,000 cannot be heard here and are taken to an ET.   Appeals made on the decision of the County Court or High Court are heard in the Court of Appeal.  

The Advisory, Conciliation and Arbitration Service (ACAS) plays a significant role in UK Employment Law as claimants must register their concern with them to begin tribunal proceedings (Taylor & Wilkinson, 2016).  ACAS is independent to the Government and play a prominent role in negotiating an out of court settlement between the claimant and the employer (CIPD, 2019a).  A successful negotiation of an out of court settlement avoids the necessity of entering the UK employment law court system.   Should negotiations fail, it is the responsibility of ACAS to register the concern with the local tribunal office, who will then begin proceedings.  This involves providing the claimant with a numbered certificate, which they will refer to when completing an ET1 form.  Claimants have 1 month to submit their claim form to the employment tribunal (ACAS, 2020a).

2a. Summarise the main principles of discrimination law in relation to recruitment and selection.
Discrimination law generally applies to all workers, regardless of their contractual status as well as  job applicants and ex-workers. Its main purpose is to ensure that those with protected characteristics are not treated less favourably than those without (Taylor & Wilkinson, 2016).  The Equality Act 2010 states that the following characteristics have a right to not be discriminated against:

· Age
· Gender reassignment
· Being married or in a civil partnership
· Pregnancy or maternity leave
· Disability
· Race
· Religion or belief 
· Sex
· Sexual orientation

Daniels (2019) and Taylor & Wilkinson (2016) describe two types of discrimination law that can occur at the recruitment stage.

Direct discrimination 
This can occur when an individual meets all essential criteria, but are not shortlisted based on a protected characteristic.  An example of this would not being shortlisted because they were female or because they were an older applicant (Taylor & Wilkinson, 2016).  Another form of direct discrimination is associative discrimination.  An example of this would be an individual not being allowed to work flexibly because they had a disabled child.  An example this case is Coleman v Attridge Law (2008) ECJ/303/06.

Indirect discrimination
This relates to an employer applying a rule, criteria or practice that disadvantages a group of people with a protected characteristic, leading to the disadvantage of those with the protected characteristic that they can/cannot apply and is not a proportionate way of achieving a legitimate aim.  Therefore, a particular practice imposed by an employer can be classed as indirect discrimination (Daniels, 2019).  An example is Noah v Desrosiers t/a Wedge (2008) ET 2201867/07 and highlights indirect discrimination to a group of people based on religion.  The criteria stated in the job specification disadvantaged Muslim women who were required to wear a headdress and was therefore not proportionate to achieving a legitimate aim.  

Positive action can be taken by employers if they feel that a certain protected characteristic is underrepresented in the workforce (Government Equalities Office, 2011).  An example is an employer holding an open day for individuals of a particular ethnicity if they felt they were underrepresented in their workforce. (North Yorkshire Police, 2020).

There are roles that have a genuine occupational requirement whereby a specific protected characteristic is required to fulfil the role.  An example of this would be a woman’s refuge only employing female counsellors as their clients have experienced abuse from men (Equality and Human Rights Commission (2014).

2b. Explain how contracts of employment are established 
“An employment contract is a legal relationship between an employer and an employee (ACAS, 2020a).  They are seen as legally binding agreements and outline the written or verbal terms of the employment contract (CIPD, 2019b).  When establishing an employment contract, the employment status of the individual must be established as the type of contract used can differ.  Daniels, 2019 outlines the three different types of employment status:

· Employee – those that have entered or work under a contract of employment
· Worker – those that provide services to a third party under a contract of employment or other contract
· Self-employed – those who work as independent contractors (CIPD, 2019b).

Taylor & Wilkinson (2016) identify five significant conditions that must be in place for a contract of employment to be in place.  ACAS (2020b) state that these must be put in writing as a ‘written statement of employment particulars’: 

· An unconditional offer
· An unconditional offer of acceptance
· An intention to form a legal relationship
· Consideration (payment or payment in kind)
· Certainty with regard the main terms and conditions 

An employee’s contract generally starts on the first day the employee starts work.  However, it may begin earlier if all the following apply (ACAS, 2020):

· The job offer has been accepted verbally or in writing
· The offer of the job was unconditional or all conditions were met 
· The terms of the job were set out clearly by the employer either verbally or in writing

It must include key information including the name of the employer and employee, commencement date, details of financial benefits and pay and terms and conditions relating to working hours, holiday pay, sickness benefits and whether the employment is seen to be permanent or not.  It must also include details of any disciplinary rules that apply and guidance on grievance and disciplinary procedures.  These are known as express terms.   

Terms that form part of employment law are not required to be put in writing, neither are those that are too obvious or seen as custom and practice.  These are known as implied terms.  

Sections 1 – 7 of the Employment Rights Act 1996 states that currently all employees who work for an employer for one month have the right to receive an initial statement of employment particulars no later than two months following the commencement of their employment (Daniels, 2019).  However, this is due to change as those who commence work on or after 6 April 2020 will be entitled to receive their written terms on the first day they commence employment (CIPD, 2019).

3. An organisation is planning a major reorganisation, which will involve moving some staff to other sites and outsourcing a major function to a subcontractor:

3a.  Outline when and how contracts can be changed lawfully
Taylor & Wilkinson (2016) explain that a contract of employment is legally binding for both the employer and employee.  It cannot be amended to the detriment of the employee without agreement by the employee or their representative.  However, the law recognises that changes can be required due to business need.  Amendments can include changes to pay, working hours or work location and ACAS (2020b) state that they must be covered by a clear and specific flexibility clause in the original contract.  Technical changes, such as the use of different equipment can also be implemented, provided they do not affect the main terms and conditions, eg pay or working hours (Taylor & Wilkson, 2016).  

CIPD (2019c) explains that contracts can be legally changed via the following methods:

· Through consultation with those affected (the most secure method)  

Changes affecting between 20 – 99 members of staff should be open to consultation for at least 30 days and changes affecting > 100 employees for at least 45 days, both with representation.  Organisations need only consult employees if the changes will affect < 20 (Daniels, 2019). 

· Unilateral changes.  This can be risky as the employer can assume agreement, but employees may feel pressured to comply and could reassign and submit a claim for constructive dismissal.

· Termination of employment and reengagement on new terms and conditions immediately.  

This method can lead to unfair dismissal claims which, if successful, could mean reinstatement of the original terms and conditions.  For this to be lawful, the amendments must be reasonable and used as a last resort (Taylor & Wilkinson, 2016).

3b. Explain briefly the main requirements of redundancy law 
Employers can make redundancies when the headcount needs to be reduced for economic reasons (Taylor & Wilkinson, 2016).  It is a fair reason for dismissal as cited by the Employment Rights Act 1996 (Daniels, 2019).  However, it should be used as a last resort (CIPD, 2019d).

Redundancy is lawful in the following circumstance outlined by Daniels (2019):

· The employer has ceased or plans to cease the business for which the individual is employed
· There are plans to stop the business in the location where the employee is employed
· The work that the employee was employed to do has decreased or is no longer required.

For an employee to be eligible for redundancy pay, they must have provided two years’ service. (Taylor & Wilkinson, 2016).  Employees must be treated fairly and within the agreed contract and legal redundancy rights.  These include:

· The appropriate notice period relative to time of service
· The right to be consulted individually and collectively, which should include consideration of alternative options and reducing hardship.  The timing of the consultation depends on the number of employees affected.
· The right to time off to look for work
· A last day checklist, including pension details, job reference from employer, formal confirmation of date of redundancy, P45, any money due and how this has been calculated.

(Money Advice Service, 2020)

3c. Summarise the main requirements of the law on business transfers 
Transfer of Undertakings (Protection of Employment) (TUPE) aims to offer employees protection if the business they operate in changes to another employer (CIPD, 2018).  UK Government (2014) state that the regulations protect the continuity of terms and conditions of employment when employees are transferred to another employer when a relevant transfer occurs.  

Daniels (2019) highlights the two types of relevant transfer:

· Transfer of economic entity - all or part of a business being merged or transferred to another employer (Taylor & Wilkinson, 2016). 

· A change of service provision - when a contract to provide services is lost and taken over by another employer (Taylor & Wilkinson, 2016).  

Employees have the right to be formally consulted with before, during and after the transfer with both organisations (Taylor & Wilkinson, 2016). Information supplied to those effected must include the following:

· That a transfer is going to occur 
· Why it is happening and when 
· Any social, legal or economic impact on employees 
· The measures the employer and transferee will take in relation to its employees 

(Daniels, 2019)

An employee has the right to transfer with no amendments to their contract of employment, recognition of continuity of service and protection from dismissal related to the transfer unless supported by the ‘economic, technical or organisational (ETO) defence (Daniels, 2019).  An example is Whitehouse v Chas A Blatchford & Sons Ltd (1999) IRLR 492.  Positive changes can be made, i.e. annual leave entitlement to bring in line with everyone else.  However, changes cannot normally be imposed without agreement by the employee or their representative.  Changes to terms and conditions cannot be made due to the transfer itself (UK Government, 2020a)

The transfer of certain information is required to be supplied by the transferor to the transferee and must be shared at least 28 days prior to transfer (Daniels, 2019), including:

· Name and age of all employees who will transfer
· The employee’s statement of employment particulars 
· Details relating to any collectable agreements 
· Details of any disciplinary action taken against any employee or grievances made against the employer in the previous two years
· Details of any legal action taken against the transferor by any of its employees.  

4. Summarise:
· The major statutory rights employees have in relation to pay, holidays and working time and, 
· The major maternity, paternity and other family friendly employment rights 

The Working Time Regulations 1998 relate to the health and safety of employees and includes lawful protection in relation to pay, holidays and working time.

Working time 
Both CIPD (2019e) and Daniels (2019d) state that employee working time is when they are providing a service to the employer, are undergoing relevant training or any other period classed as working time under the regulations.  

Employees cannot work more than an average of 48 hours across a 17 week period.  However, employees can choose to opt out by providing written confirmation separate to their employment contract.  Employers are not allowed to force employees to opt out and must not treat them less favourably if they chose to do so (ACAS, 2020c)

The basic working time rights under the regulations stated by CIPD (2019) include:

· Night workers to work an average of 8 hours per 24 hour period 

· 11 hours of rest per day 

· The right to have 24 hours uninterrupted rest in a seven day period (averaged out across 14 days)

· A minimum of 20 minutes in-work rest break away from their work station if their daily working hours exceed six 

Individuals under the age of 18 are subjected to tighter restrictions with regard their basic working rights (Daniels, 2019).  

Pay
The payment of wages is an obligation for all employers (Daniels, 2019).  Pay is provided to an individual in connection to the work they have undertaken.  Employees have the right to receive a written statement of pay when they are paid or before, documenting both the gross and net pay and details of any reductions.

UK Government (2020b) set out National Minimum Wage Guidelines (NMW).  To receive the NMW, individuals must be of school leaving age.  Those aged over 25 are entitled to a larger sum, known as the National Living Wage (NLW).

Taylor & Wilkinson (2016) explain the employment regulation with regard equal pay.  Men and women are entitled to the same pay if the work is regarded as equivalent or of equal value, requiring the same level of skill, effort and experience.  

Holidays 
CIPD (2020d) states that paid statutory annual leave is 28 days (5.6 weeks) including bank holidays, pro-rata for part time workers.  You can be employed on a full time or part time basis, on a zero hours contract, working shifts or term time only (ACAS, 2020d).  

Maternity 
Maternity protection covers a woman throughout her pregnancy and maternity leave (Daniels, 2019).  

CIPD (2019f) explains the two descriptions of UK maternity leave:

· Compulsory – two weeks immediately after giving birth (4 weeks for factory workers).  The woman is not permitted to work.

· Statutory Maternity Leave (SML) – a term used for the 52 weeks a woman is entitled to take.

SML is made up of ordinary maternity leave (OML) and additional maternity leave. Daniels (2019) states that all pregnant women, regardless of length of service, are entitled to 26 weeks of ordinary maternity leave (OML) and a further 26 weeks of additional maternity leave (AML).  These periods must run consecutively.

Entitled woman can receive up to 39 weeks of Statutory Maternity Pay (SMP).  

During pregnancy, women are entitled to paid time off for antenatal care recommended by a health professional and evidence can be requested.  Daniels (2019) states that employers are required to assess the need for a risk assessment.  Alternative duties or suspension on full pay should be implemented should a danger be identified.  

On return to the workplace, women have the right to return to their original post on the same terms and conditions or one with no less favourable terms and conditions if there is a genuine reason they cannot return to their substantive post.

Dismissal due to pregnancy, discrimination related to pregnancy or treatment causing detriment to pregnancy is unlawful.  

Both men and women have a right to Shared parental leave (SPL), which can be taken as an alternative to SML.  However, compulsory maternity leave must still be taken and cannot be shared.

Paternity leave
Fathers of newborn babies have a statutory right to receive ordinary paternity leave (OPL) when the baby is born, assuming they have been employed for a period of 26 weeks at the beginning of the 14th week of expected week of confinement (EWC) (Taylor & Wilkinson, 2016).  Pay is paid at the £145.18 per week, equivalent to the lower rate of SMP, for a maximum of two weeks.  

Family friendly employment rights 
There are other rights that employees are entitled to.  These include:

· To be able to take unpaid time off to deal with family emergencies 
· The right to four months’ paternity leave (unpaid)
· To be able to request flexible working (one request per year).  Employers can reject a request if it will have a negative impact on the business, i.e. quality, performance or the inability to recruit to the remaining part of the post.
· The right to time off by either parent to develop a relationship with an adopted child and receipt of pay exact to SMP.

5a. Summarise the major requirements of health and safety law 
[bookmark: _GoBack]Health & Safety Law is underpinned by the Workplace (Health, Safety and Welfare) Regulations 1992 and the Health and Safety at Work Act (HASAW) 1974 (Daniels, 2019).  HASAW identifies the key duties for employers and employees and ensures breaches are enforceable.  It relates to all work situations. The Workplace (Health, Safety and Welfare) Regulations 1992 enforces a worker’s right to undergo their duties in an environment where their health and safety is appropriately managed.  This responsibility sits with the employer (HSE, 2020a). 

CIPD (2019f) states the necessity for employers to document their duties and those of their employees in the contract of employment including:

· Providing a safe place and system to work in
· Provision of appropriate safety equipment
· Recruitment of health and safety conscious employees 

Claims can be brought against an employer if these duties are not met.  

Further duties include:

· The publication of a health and safety policy, provision of health and safety information and availability of clear health and safety procedures. 
· Possess Employers’ Liability insurance 
· Have health and safety representatives within the organisation 
· Have a competent individual who can carry out risk assessments periodically  
· Provide adjustments to the workplace to meet the needs of individuals

The Management of Health and Safety at Work Regulations 1999 states that an employer’s main requirement is to complete risk assessments on activities that could be hazardous.  Appropriate and feasible precautions should be implemented to reduce any risk of injury, damage or work related stress (CIPD, 2019e).

HSE (2020b) and Daniels (2019) explain that employees have duties under the regulations including:

· Ensure they take responsibility for their own health and safety in the workplace and those of co-workers who their actions may impact
· Follow health and safety guidance and systems as set out by the employer
· Use appropriate PPE when required 
· Inform the employer of any significant or imminent danger related to health and safety in the workplace.  

There are other elements of health and safety law that relate to employers.  Control of Substances Hazardous to Health (COSHH) requires the employer to ensure control and/or reduction of the use of substances that can be hazardous to health (HSE, 2020c).  Employers have a duty to report serious events in the workplace including certain workplace accidents, occupational diseases and specified dangerous occurrences or near misses.  This duty is contained with the Reporting of Injuries, Diseases and Dangerous Occurrences Regulations 2013 (RIDDOR) (HSE, 2020d)

5b. Summarise the key legislation supporting equality and diversity in the workplace
The main legislation that supports equality and diversity in the workplace is the Equality Act 2010.  It offers individuals protection at work at all stages of employment with regard discrimination and equal opportunities. It replaces previous discrimination law and makes the law easier to interpret.  It has also strengthened protection in certain areas (UK Government, 2020c). It supports the formation of good working relationships between different people.  There are 9 protected characteristics that are offered protection are stated under question 2a above (ACAS, 2020e).  Individuals with one or more of these characteristics have the right to not be discriminated against, either directly or indirectly, harassed or victimised.

There are several key elements to the Act which relate to employers and the workplace including:

· Consideration of implementing reasonable adjustments to support an individual in the workplace
· The ability to take positive action if it is believed job applicants are at a disadvantage due to a protected characteristic
· Right to equal pay

The Act ensures employers and employees demonstrate a consistent approach to making the workplace a fair environment (ACAS, 2020e).

Daniels (2019) also highlights elements of the Human Rights Act 1998 that overlap with the Equality Act 2010.  These include:

· Article 9 – freedom of thought, conscience and religion 
· Article 14 – prohibition of discrimination 

5c. Summarise the concept of implied duties in relation to employee management at work.
ACAS (2020f) describes implied terms as obvious terms within a contract and those that form part of employment law.  An example of obvious terms is that employees will not steal from their employer.  

Daniels (2019) explains how implied terms can relate to collective agreements, customs and practice and work rules.  Payment of wages, provision of work and provision of references which are truthful, accurate, correct and not misleading are implied terms by law.  The requirement for employers to care for their employees’ health and safety is also an implied term that should be in all employment contracts.

Collective agreements are made between the employer and the trade union of the employees or association following a process of collective bargaining.  They can fall into two categories.  Express incorporation - a statement confirming that both the employer and employee have agreed to be bound by a collective agreement.  Implied corporation “is a claim that the collective agreement has been incorporated into a contract of employment by ‘implication’” (Daniels, 2019).  

Payment of wages is an implied term as, per the law, employers must pay their employees for the work they undertake for them.

Daniels (2019) highlights how the duty to provide work is unclear.  It can be seen as a breach of contract if earnings depend on work being provided or the employee is required to practice skills.  An example is William Hill Organisation Ltd v Tucker (1998) IRLR 313.

6a. Explain briefly the main requirements of unfair dismissal law in respect of capability
The Employment Rights Act 1996 defines capability as relating to aptitude, health, skill or any other quality related to mental or physical quality.  Daniels (2019) explains how it is important for employers to be clear on what is required of employees following recruitment and identify any training requirements that need to be provided.  The consequences of failing to meet necessary standards should be emphasised.  

Employers can dismiss staff lawfully providing this is done on fair grounds.  Grounds for fair dismissal include capability, competence and conduct.   Employers must prove that the dismissal is linked to at least one of the potentially fair grounds included in the legislation, follow fair processes, act in a fair manner and be able to disprove an employee’s allegation that the dismissal falls into an automatically unfair reason category (Citizens Information, 2020). 

For an employer to dismiss an employee on grounds of capability, it is important that they can demonstrate a fair process has been followed to demonstrate the incapability (Citizens Advice, 2020a).  A fair procedure must be undertaken whereby the employee is given a fair chance of improving their performance (CIPD, 2017).   With regard ill health capability, the employer must demonstrate that they have acted reasonably, consulted with the individual, considered any medical advice and made reasonable attempts to understand the condition and its implications.  

ACAS’s (2015) Code of Practice on disciplinary and grievance procedures sets out clear guidelines on the process that should be followed.  Failing to comply with these processes, can lead to a case of unfair dismissal being brought and ETs will take adherence to the code into consideration when considering cases.

6b. Explain briefly the main requirements of unfair dismissal law in respect of misconduct.

Daniels (2019) explains that misconduct, eg repeated bad language or persistent lateness, or gross misconduct, eg. theft or vandalism are potentially fair reasons for dismissal.  Whilst UK Government (2020d) state that there is not a lawful process to be followed when dismissing someone for misconduct, the process must be conducted fairly, following the ACAS code.  Daniels (2019) states that for a dismissal to be carried out fairly, the employer must demonstrate the following:

· There was reasonable belief that the act was committed 
· Undertook a thorough investigation
· Took reasonable action within the ‘range of reasonable responses’, ie was the action taken that of a reasonable employer.

Should an employer fail to demonstrate the above, an employee may be able to bring a case of unfair dismissal.  However, you must be an employee, worked for your employer for more than two years and submit your claim within three months of dismissal to be eligible to submit a claim (Citizens Advice, 2020b).  

Dismissals can either be with or without notice.  Not all dismissals occur immediately.  Employees may stay in work and continue to be paid during their notice period.  The period of notice depends on the length of service with the employer and is referred to as statutory notice, although contracts may state contractual notice.  The longer period is the entitlement.  Dismissal due to gross misconduct is always without notice (ACAS, 2020d).

6c. Explain briefly the main requirements of unfair dismissal law in respect of grievance.

A grievance is a formal route whereby an employee can raise a complaint or concern with their employer (ACAS, 2020g).  ACAS (2015) Code of Practice on Disciplinary and Grievance Procedures sets out a clear process that must be followed by both employees and employers when raising and investigating a grievance.  

· The employee must inform their employer in writing of the nature of the grievance
 
· The employer must arrange a meeting with the employee and their companion (work colleague, trade union representative) to understand the grievance and how the employee thinks it can be resolved.  It is feasible to adjourn this meeting should an investigation be required.  

· The outcome of the meeting should be communicated to the employee in writing.

· If the employee is not satisfied with the outcome, they are able to appeal the decision.  The request to appeal must be put in writing to the employer.  

· An appeal meeting must be undertaken impartially, ideally by a manager who has not already been involved with the case.

· The outcome of the appeal must be communicated 

It should be noted that all stages of the above process must be carried out without unreasonable delay.

If the employee is still not satisfied with the outcome, they have the right to submit an employment tribunal claim, whereby the adherence to the above process will be considered when reaching a decision.  

It is recommended that grievances are dealt with informally in the first instance and the code of practice is implemented should this route fail.  Whilst it is not essential for an employee to raise a formal grievance with their employer prior to an Employment Tribunal, any compensation awarded may be reduced unless there was good reason (Citizens Advice, 2020c). 




References 

ACAS (2015) Code of Practice on disciplinary and grievance procedures. Available at: https://www.acas.org.uk/acas-code-of-practice-for-disciplinary-and-grievance-procedures/html. (Accessed 12 April 2020)

ACAS (2020a) Early conciliation. Available at: https://www.acas.org.uk/early-conciliation/how-early-conciliation-works (Accessed on: 25 April 2020)

ACAS (2020b) Changing an employment contract. Available at: https://www.acas.org.uk/changing-an-employment-contract. (Accessed on 28 March 2020)

ACAS (2020c) The maximum hours an employee can work. Available at: https://www.acas.org.uk/the-maximum-hours-an-employee-can-work (Accessed on: 29 March 2020)

ACAS (2020d) Holiday, sickness and leave. Available at: https://www.acas.org.uk/holiday-sickness-leave (Accessed on: 29 March 2020)

ACAS (2020e) Equality and diversity. Available at: https://www.acas.org.uk/equality-and-diversity (Accessed on: 4 April 2020).  

ACAS (2020e) What an employment contract is. Available at: https://www.acas.org.uk/what-an-employment-contract-is (Accessed on: 4 April 2020).

ACAS (2020g) Formal grievance procedure: step by step. Available at: https://www.acas.org.uk/grievance-procedure-step-by-step. (Accessed on: 12 April 2020)

CIPD (2017) Unfair dismissal Q&As. Available at: https://www.cipd.co.uk/knowledge/fundamentals/emp-law/dismissal/unfair-dismissal-questions. (Accessed on: 5 April 2020).

CIPD (2018) Transfer of undertakings (TUPE): an introduction. Available at: https://www.cipd.co.uk/knowledge/fundamentals/emp-law/tupe/factsheet. (Accessed on: 28 March 2020)

CIPD (2019a) Diversity and inclusion in the workplace. Available at: https://www.cipd.co.uk/knowledge/fundamentals/relations/diversity/factsheet (Accessed on: 25 April 2020).

CIPD (2019b) Employment Law in the UK: the court system. Available at: https://cipd.co.uk/knowledge/fundamentals/emp-law/about/court-system. (Accessed on: 28 March 2020)

CIPD (2019c) Contracts of employment. Available at: https://www.cipd.co.uk/knowledge/fundamentals/emp-law/terms-conditions/contracts-factsheet. (Accessed on: 28 March 2020)

CIPD (2019d) Redundancy: an introduction. Available at: https:// www.cipd.co.uk/knowledge/fundamentals/emp-law.redundancy/factsheet. (Accessed on: 28 March 2020)

CIPD (2019e) Working hours and time off.  Available at: https://www.cipd.co.uk/fundamentals/emp-law/working-time/factsheet. (Accessed on: 29 March 2020)

CIPD (2019f)  Health and safety at work. Available at: https://www.cipd.co.uk/knowledge/fundamentals/emp-law/health-safety/factsheet (Accessed on 4 April 2020).

CIPD (2020a) Employment Law. Available at: https://www.cipd.co.uk/knowledge/fundamentals/emp-law. (Accessed on: 28 March 2020)

Citizens Advice (2020a) Employment tribunals-legal test for unfair dismissal claims. Available at: https://www.citizensadvice.org.uk/work/problems-at-work/employment-tribunals-from-29-july-2013/making-an-employment-tribunal-claim-is-it-worth-it/employment-tribunals-unfair-dismissal-claims/legal-tests/employment-tribunals-legal-tests-for-unfair-dismissa-claims-capability/ (Accessed on: 5 April 2020)

Citizens Advice (2020b) Check if your dismissal is unfair. Available at: https://www.citizensadvice.org.uk/work/leaving-a-job/dismissal/check-if-your-dismissal-is-fair. (Accessed on: 12 April 2020)

Citizens Advice (2020c) Dealing with grievances at work. Available at: https://www.citizensadvice.org.uk/work/problems-at-work/dealing-with-grievances-at-work. (Accessed on: 12 April 2020)

Citizens Advice (2020d) Your notice period during dismissal. Available at: https://www.citizensadvice.org.uk/work/leaving-a-job/dismissal/your-notice-period-during-dismissal (Accessed on: 26 April 2020)

Citizens Information (2020) Fair grounds for dismissal. Available at: https://www.citizensinformation.ie/en/employment/unemployment_and_redundancy/dismissal/fair_grounds_for_dismissal.html#Idcefb (Accessed on: 25 April 2020)

Daniels, K (2019) Introduction to Employment Law (5th edn) London:CIPD

Equality and Human Rights Commission (2014) Equality Act 2010: Summary Guidance on Employment. Available at: https://www.equalityhumanrights.com/sites/default/files/equality_act_summary_guidance_on_employmentnew.pdf (Accessed on: 25 April 2020)

Government Equalities Office (2011) Equality Act 2010: What do I need to know? A quick start guide to using positive action in recruitment and promotion. Available at: https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/85014/positive-action-recruitment.pdf (Accessed on: 25 April 2020)

Health and Safety Executive (2020a) Workers’ health and safety. Available at: https://www.hse.gov.uk/workers/index.htm (Accessed on: 4 April 2020).

Health and Safety Executive (2020b) Are you an employee. Available at: https://www.hse.gov.uk/workers/responsibilities.htm (Accessed on: 4 April 2020).

Health and Safety Executive (2020c) COSHH basics. Available at: https://www.hse.gov.uk/coshh/basics/index.htm (Accessed on: 25 April 2020)

Health and Safety Executive (2020d) RIDDOR – Reporting of Injuries, Diseases and Dangerous Occurrences Regulations 2013. Available at: https://www.hse.gov.uk/riddor/ (Accessed on: 25 April 2020)

Judiciary UK (2019) Tribunals Chart.  Available at: https://www.judiciary.uk/wp-content/uploads/2012/05/tribunals-chart-updated-9-October-2019.pdf. (Accessed on: 28 March 2020)

Money Advice Service (2020) Your legal rights when facing redundancy. Available at: https://www.moneyadviceservice.org.uk/en/articles/your-legal-rights-when-facing-redundancy (Accessed on: 25 April 2020)

North Yorkshire Police (2020) Positive Action. Available at: https://northyorkshirepolice.uk/jobs/positive-action-2/ (Accessed on: 25 April 2020)

Taylor, S, and Wilkinson, K (2016) ‘Employment Law, in Taylor, S. and Woodhams, C. Human Resource Management: People and Organisations (2nd edn). London: CIPD.
UK Government (2014) Employment Rights on the Transfer of an Undertaking (TUPE). Available at: https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/275252/bis-14-502-employment-rights-on-the-transfer-of-an-undertaking.pdf. (Accessed on 28 March 2020)
UK Government (2020a) Business Transfers, takeovers and TUPE. Available at: https://www.gov.uk/transfers-takeovers/transfers-of-employment-contracts (Accessed on: 25 April 2020)
UK Government (2020b) National Minimum Wage and National Living Wage. Available at: https://www.gov.uk/national-minimum-wage-rates. (Accessed on: 29 March 2020)
UK Government (2020c) Equality Act 2010: guidance. Available at: https://www.gov.uk/guidance/equality-act-2010-guidance (Accessed on: 25 April 2020)
UK Government (2020d) Dismissing staff. Available at: https://www.gov.uk/dismiss-staff/dismissals-on-capability-or-conduct-grounds. (Accessed on: 12 April 2020).
2

