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Understanding Employment Law
1.
“Employment law regulates the relationship between employers and employees. It governs what employers can expect from employees, what employers can ask employees to do, and employees’ rights at work” (CIPD, n.d.).
[bookmark: _Hlk65830659]Employment law is there to enhance social justice. Employers are considered to hold a powerful position over employees and could be open to exploiting the relationship. Exploitation can take the form of unfairly low wages, no rights to maternity/paternity pay, working employees too hard in unsafe conditions, along with discrimination of people with disabilities, different ethnic groups etc (Taylor and Woodhams, 2016).
The main argument against employment law regulation are the economic consequences it has, mainly on higher unemployment levels and lower economic growth. What is seen to some as a regulatory burden in the form of more hoops to jump through and increased risk to the employer, stops smaller firms from hiring new staff and international companies to look at siting their operations outside of the UK where there are less favourable employee positions. Commercially companies can site their operations, such as manufacturing in other countries with no minimum wage, fewer employee rights etc, making it cheaper for them to produce their goods, so giving them a competitive advantage over UK based operations (Taylor and Woodhams, 2016). 
In some instances, employment law leads to unfair treatment of groups it is there to protect. Women of childbearing age can sometimes lose out on positions due to the range of benefits they are entitled to regarding maternity leave/pay. An organisation looking to hire will perhaps choose an older woman, or a man instead of the woman of childbearing age as they know they will be able to avoid the issue of maternity pay, cover, etc (Taylor and Woodhams, 2016).
Employment law is made up of statues passed by parliament such as Employment Act 2002, Equality Act 2010 etc. Previously our employment law has been directed by EU directives, but that will now change due to Brexit. The other source of employment law comes from judges’ precedents set in the courts and takes the form of common law (Taylor and Woodhams, 2016).
Employment tribunals deal with claims brought against an employer by employees relating to issues within their employment or its termination (CIPD, n.d.). These claims can range from unfair dismissal to equal pay arguments, wage deductions or discrimination. Employment relationships are governed by both contract law and statute law.
Employment disputes are also heard in the civil courts, issues such as accidents at work, contract claims for non-payment of wages, other contract claims along with wrongful dismissal. In Civil courts the standard of proof is ‘on the balance of probabilities’ and can be on the employee (claimant) to prove this or on the employer, depending on the case. The Civil court system is hierarchical meaning the losing party can appeal their case to a higher court when they can prove reasonable grounds for doing so, such as the lower court misinterpreting the law. Some employment law cases are heard in the criminal courts for example when an employer has breached immigration laws, or they fail to comply with health and safety regulations. 
There are various pre-claim steps for employees to follow before starting a claim. The ACAS code of practice on discipline and grievance and procedures has to be followed by both employers and employees. ACAS try to resolve the dispute without it going to tribunal/ court. There is a time limit of 3 months of the date the incident or termination of employment happened, that you have to bring the case to tribunal. Other incidents, such as redundancy payments have a 6-month time limit (Taylor, 2019). After contacting ACAS and exhausting the pre-claim options, an employee can pursue a claim by completing an ET1 claim form and submitting it to the employment tribunal. Once the tribunal has received, they will log the claim, send a copy to ACAS ad send an ET3 form to the employer to complete as a response to the employees claim (CIPD, 2020).
2.
Discrimination can be direct or indirect. Direct discrimination occurs at the recruitment stage when a protected characteristic means a well-qualified person is not hired because of this. An example would be hiring a young man over an older man, due to age (Taylor and Woodhams, 2016). The Equality Act 2010 provides protection from unfair discrimination for people with certain characteristics such as:
· Age
· Gender reassignment
· Disability
· Marriage or civil partnership
· Race, ethnicity and national origin 
· Sex
· Sexual orientation
· Religion
· Maternity/ pregnancy
EU laws provide further protection for part time and fixed term workers and UK law also provides protection for ex-offenders and union members (Taylor and Woodhams, 2016).
Sometimes there are exceptions to excluding people with a protected characteristic because the job has ‘occupational requirements’ (Taylor and Woodhams, 2016). Occupational requirements mean the position needs to be filled by a particular gender, race or age, for example if an elderly woman only wants a female to care for her personal needs. If there is a good, justified business reason to turn down a person with a protected characteristic then it can be lawful, such as excluding a disabled, wheelchair bound individual from becoming a delivery driver because they do not have the appropriate vehicle for that individual’s needs. They will need to show a tribunal that there were no ‘reasonable adjustments’ they could make to accommodate that person with the protected characteristic (Taylor and Woodhams, 2016).  Positive action is legal and is when an employer will create an action plan to achieve a more balanced workforce. Positive discrimination is when an employer recruits someone because they have one of the protected characteristics and not because they are the best person for the job, this is illegal.
[bookmark: _Hlk65837051]Indirect discrimination is when an employer has a policy or practise in place that applies to everybody but disadvantages a group of people with a shared protected characteristic (www.equalityhumanrights.com, n.d.). An example of this is when an employer stipulates that only people with a particular UK qualification can apply for a position or when an employer asks for a number of years’ service, which can exclude younger people due to lack of service years (Taylor and Woodhams, 2016).
A contract of employment is a legally binding agreement between an employer and an employee, which is defined term by the Employment rights act 1996 as an individual who works under an apprenticeship or contract of service with implied or expressed terms (CIPD, 2020). Establishing a contract of employment is very easy and does not require written documentation, although this is beneficial, having terms and conditions of the employment written down (Taylor and Woodhams, 2016). There are 5 main conditions that must be present for a contract of employment to exist. 
1. An unconditional offer
2. An unconditional acceptance of the offer
3. An intention to create legal relations.
4. Consideration (form of payment)
5. Certainty/ clarity regarding the main terms and conditions.
[bookmark: _Hlk66102004]If all 5 conditions are present, then an employment contract exists. Exceptions to this rule are for minors or people who were not of sound mind (Taylor and Woodhams, 2016).
In the UK there are 3 main types of employment status:
· Employee
· Worker
· Self-employed
A contract of employment only applies if there is an employee relationship (CIPD, 2020). There are varying contractual agreements, such as ‘a contract for service’ and ‘a contract for services. A contract for services is an agreement between a business and a self-employed individual where the business agrees to pay the individual for a limited amount of service without that individual becoming an employee (UpCounsel, n.d.). An example would be a construction contract/ carpentry contract.
3. a.
A contract of employment can only be changed lawfully when the changes are agreed to by the employee. There are certain clauses the employer can put in which means they can force certain changes when there is a good, strong business reason. Examples of these clauses are:
· Flexibility clause included in the employment contract which enables the employer to make reasonable changes to terms and conditions from time to time in accordance with business needs. 
· Mobility clauses are common and enable the employer to relocate the employee to different sites of work as long as they are given sufficient notice. An example of this is usually found in retail management contracts, where an employee will be asked to move to another store to take up a position there. 
· Writing the contractual changes and sending them to an employee, anticipating there will be no response. If the employee continues to come to work and has not offered a response to the contractual changes, after 8 weeks or so the employer is allowed by law to presume the employee has accepted through practice (Taylor and Woodhams, 2016).
· Negotiating changes on mass employee contracts with a trade union when there is a collective agreement in place.
· Dismissing of employees on the grounds of some other substantial reason, and then instant rehire under new contractual terms and conditions. This is risky due to employees being able to bring about unfair dismissal claims, where if they are successful, they will be reinstated within employment, on the original contract terms and conditions. 
Employers are allowed to make technical changes to working arrangements as long as they do not impact on the main contractual terms of their employment contract, such as pay rates or hours of work (Taylor and Woodhams, 2016). Generally, contracts cannot be changed unless both parties agree to the changes. Unilateral variation allows for advanced changes to very specific terms in a contract to change, minor terms such as staff uniform (www.rocketlawyer.com, n.d.). Case law suggests that a contractual variation clause inserted into contracts will give employers larger powers to make unilateral changes (CIPD, 2019).
Constructive dismissal is when an employee chooses to resign rather than accept an employer’s breach of contract. An employer must of actually or anticipatory breached contractual terms, be a significant breach with the employee resigning shortly after and in response to the breach. The employee can seek compensation through an employment tribunal, with employers defending themselves that the breach was necessary for the good of the business (Taylor and Woodhams, 2016).
b.
Redundancy is a form of dismissal which occurs when an employer needs to reduce their workforce because they have ceased trading or are going to, or because they are not going to perform a specific type of job anymore, or due to relocation (Suff, 2020). Employers must follow a procedure for redundancy and must compensate the employees who has been employed for more than 2 years and are being made redundant by way of severance and notice pay. The key requirements on employers are that they take all reasonable steps to avoid redundancies, ensure they identify a pool of people for potential redundancy and the employer must consult and communicate individually with them. When there are 20 or more redundancies proposed, collective talks with a trade union or elected representations are required (Taylor and Woodhams, 2016). Employers must follow ‘collective consultation’ rules when making more than 20 redundant within a 90-day period. Trade unions and representatives must be given enough time to consider the planned redundancies and staff effected are to be given termination notices with an agreed leaving date. For 20- 99 redundancies, the minimum consultation period is 30days, 100+ must have 45days or more (Government Digital Service, 2012). Employers will ask for voluntary redundancies from employees before making their selection. The selection for redundancy must be reasonable and objective. This can be determined by length of service, performance benchmarking or requiring ‘at risk’ employees to apply for jobs within the new organisational structure (Taylor and Woodhams, 2016).
The employer must give those selected for redundancy confirmation in writing. A notice period must also be given, and the employee has the right to appeal against the redundancy decision (Suff, 2020).
c.
In the case of Business transfers the Transfer of Undertakings (Protection of Employment) Regulations 2006 (TUPE) protects UK employees to ensure they have the same terms and conditions and continuity of employment as they had before the transfer (TUPE (Transfer of Undertakings) | Factsheets | CIPD, 2020).  The regulations derive from two European Directives (Taylor and Woodhams, 2016). TUPE applies to 2 distinct situations:
1. Where there is a business merger, or the business is taken over by another.
2. Where the contract for a particular service is no longer needed or outsourced.
In cases of structural change, where the employer’s identity changes or when a service is lost, the main employment rights and legal duties that apply in TUPE situations are:
· Employees affected being consulted with formally throughout the process by transferor and transferee.
· Employees right to have their continuity of service recognised.
· Contract of employment contents transfer with employees.
· Employees benefits and collective agreements transfer.
· Transferors must supply specific information to transferees about the employees transferring.
· You cannot fairly dismiss an employee for a reason related to a TUPE transfer.
TUPE favours both employees, by protecting their working rights, and employers because it denies the employee the right to object to being transferred. If an employee chooses to object by resigning at the point of transfer, there is no case for unfair dismissal as long as the employer has followed the TUPE legal requirements (Taylor and Woodhams, 2016).
4.  a.
The major statutory rights employees are given in relation to pay is the minimum wage. The legal minimum wage is based on your age band, for example the current minimum hour rate of pay for someone over the age of 25 is £8.72, raising to £8.91 from April 2021 (acas, 2019). Everyone over the age of 25 is entitled to this amount at the very least. There are younger age brackets which also specify a legal pay amount. If you have an apprenticeship role there is a legal rate of pay for this. Everyone also has a right to receive a payslip, detailing deductions for tax, national insurance, pension etc if they apply. 
In law, men and women must get paid equal amounts for doing work that is rated as equivalent, and of equal value, when working for the same employer or organisation (acas, 2020). Companies hiring more than 250 employees must declare their rates of pay for men and women to establish if there is a gender pay gap.
Employed people are entitled to statutory sick pay, which is currently £95.85 a week for up to 28 weeks (GOV.UK, n.d.). Some companies have their own sick pay scheme, but it cannot be less than the statutory sick pay allowance. 
Employed people are entitled to holiday pay and a certain amount of holiday allowance. Workers who work a 5-day week are entitled to at least 28 days paid annual leave a year, 5.6 weeks of holiday. Part time workers are entitled to 5.6 weeks paid holiday a year also, but it will not amount to 28 days as they work less than 5 days a week. An example is if an employee works 3 days a week, they will be paid 16.38 days leave (GOV.UK, 2012). Some organisations offer more holidays as an added perk. Holiday entitlement is still accrued when on maternity, paternity, adoption or sick leave. 
Working time regulations originate from the European Union and cover how many hours an employee can work a week. The basics covered by the working time directive are:
· You cannot work more than 48 hours a week on average- averaged over 17 weeks. If you are under 18, you cannot work more than 8 hours a day/ 40 hours a week. You can choose to opt out of the 48-hour week if you are over 18.
· 20-minute rest period when working 6 hours or more.
· 11 hours rest in a 24-hour period.
· 24 hours rest in any seven-day period.
· Night workers are limited to 8 hours work in a 24-hour period and are entitled to free, regular health checks (Taylor and Woodhams, 2016).
There are three types of situation in which some or all of the regulations do not apply. These are:
· Averaging- allow for considerable flexibility because they allow employers to average the time worked over a 17-week period.
· Workforce agreements – these allow an employer to vary the Working Time Regulations in various ways if they get acceptance from their employees first.
· Opt-outs – Any employee can opt-out of being limited to a 48-hour working week as long as they do so by signing a declaration or putting it in writing.  If you opt-out, you can always opt back in, but you do need to out this in writing and allow a 3-month notice period (Taylor and Woodhams, 2016).
Some jobs are exempt from the working time directive 48-hour rule, such as where 24-hour staffing is required, in the armed forces, emergency services or police, as a domestic servant in a private household, fishermen or workers on vessels. 
b.
Fathers, mothers, adoptive parents and same sex couples all have a statutory right to paternity, maternity or adoption leave and pay and shared parental leave (Maternity, Paternity & Adoption Rights | Factsheets | CIPD, 2019.
Women are not to be discriminated against because of their pregnancy or childbirth or be subject to unfavourable treatment. Pregnant employees are entitled to paid time off to attend ante-natal appointments, however fathers or partners who are employees can take the time off to attend up to two of these appointments also, but this will usually be unpaid.
It is compulsory for all pregnant employees to have the two weeks off immediately after giving birth. All mothers are entitled to 52 weeks of maternity leave, however statutory maternity pay does vary during this period. Shared parental leave is available to both parents. Maternity leave can start up to 11 weeks before the baby’s expected birth date. The employer must be notified of the date the employee wishes to start the maternity leave and the expected due date of the baby. The woman will give her employer a MAT B1 form which has the information. If you are off sick with a pregnancy related illness in the 4 weeks before the expected birth date of your baby, your maternity leave can be started automatically by your employer (Government Digital Service, 2013). Maternity pay is only paid for 39 weeks of the available 52-week maternity period. To be eligible for statutory maternity pay the employee must have completed 26 weeks of continual service, 15 weeks before the expected birth date, have average weekly earnings in the 8 weeks preceding the qualifying week and received a wage at or above the limit to pay National Insurance contributions (Maternity, Paternity & Adoption Rights | Factsheets | CIPD, 2019).
Maternity pay rates are 90% of your average weekly earnings (before tax) for the first 6 weeks and then drops to either £151.20 or 90% of your average weekly earnings (whichever is lower) for the next 33 weeks. The remaining 13 weeks of maternity leave is unpaid. If you are not eligible for statutory maternity pay your employer must issue you with a SMP1 form explaining this. You may be eligible for Maternity Allowance instead (Government Digital Service, 2012).
Paternity Pay and leave is available when your partner is having a baby, adopting a child, or having a baby through surrogacy.  You may be entitled to 1 or 2 weeks paid Paternity Leave, Paternity Pay or shared Parental leave and pay (GOV.UK, n.d.). Paternity leave must be taken in one block and cannot start before the birth and must end within 56 days of the birth. Notice of proposed general dates need to be given to the employer at least 28 days before. Paternity is paid at a rate of £151.97 per week.
An employee is entitled to statutory adoption leave and adoption pay when adopting or having a child through surrogacy. Adoption leave is made up of 26 weeks ordinary adoption leave and 26 weeks additional adoption leave. Statutory adoption leave is paid for up to 39 weeks with the first 6 weeks amounting to 90% of your average weekly earnings and then dropping to £151.97 per week or 90% of your average weekly earnings (whichever is lower) for the next 33 weeks.
In UK workforces there are further family-friendly employee rights, such as the right to take four months unpaid parental leave, the right to request flexible working and the right to take unpaid time off to sort family emergencies. Flexible working refers to a working arrangement which gives a degree of flexibility on where, when, what time and length of shift an employee works (CIPD, n.d.). Such flexible working arrangements can include, part time working, term-time only working, job-sharing, working from home, careers break etc. The right to request flexible working is available to all employees if they have over 26 weeks continuous employment. Employers have a duty to review and consider the request but can decline the request based on several specific grounds. An employer can legitimately refuse the request if it amounts to a burden of extra costs, effects the company’s operation, work cannot be reorganised between remaining staff, cannot recruit additional staff, or has a detrimental impact on quality or performance (Taylor and Woodhams, 2016).


5. a
[bookmark: _Hlk66711403]Health and safety law in the UK is there to ensure a safe working environment for employees. The main law on this is the Health and Safety at Work Act 1974 which outlines general principles and places specific obligations on employers to ensure their working environments are safe. Part of the act forms criminal law and is policed by inspectors who have considerable powers from being able to immediately close a premises or business down to bringing criminal prosecutions (Taylor and Woodhams, 2016). 
Under ‘common law’ all employers have an obligation, a duty of care, to protect their employees and provide a safe place to work, provide adequate well-maintained machinery and to recruit competent and safety conscious staff (Health, 2020).
Employers are expected to carry out risk-assessments, examinations of what potentially could cause harm in the workplace. From these risk assessments they are then to take sufficient action and precautions to minimise those risks or get rid of them altogether. The Management of Health and Safety at Work Regulations 1999 sets these protocols out and details what employers need to do to be compliant with the Health and Safety at Work Act (Health, 2020). COSHH is the law that requires employers to control hazardous substances and limit or make as safe as possible employees’ exposure to them (Health and Safety Executive, 2019). RIDDOR 2013 puts duties on employers, self-employed persons, and people in control of work premises to report serious workplace accidents, diseases and near misses/ dangerous occurrences. Currently RIDDOR regulations also requires you to report certain COVID-19 related incidents and outbreaks.
b.
There are a few pieces of legislation regarding equality and diversity in the workplace. One such legislation is the Equality Act 2010 which states that all employers have a legal responsibility to ensure that no unlawful discrimination occurs during the recruitment and selection of new staff on the grounds of a protected characteristic (Taylor and Woodhams, 2016). Protected characteristics are age, race, gender, nationality, disability, marital status, religion etc. The Equality Act 2010 replaced lots of different acts relating to discrimination, such as the Race Relations Act 1976 and Sex Discrimination Act 1975. By replacing lots of Acts with one main one it made the law easier to understand (Gov.uk, 2013). The Equality Act 2010 provides a basic framework of protection against direct and indirect discrimination, victimisation, harassment etc. It changed the definition of gender reassignment by removing the requirement for medical supervision. Provides legislation to protect people with a ‘protected characteristic’ and extending protection for people with a disability (Gov.uk, 2013).
Diversity is about recognising difference and acknowledging by having a range of perspectives in the workforce, this benefits the organisation and represents the customer base (CIPD, 2020).
c.
Implied duties or terms are those which are not expressly agreed between employer and employee but are implied into an employment contract usually because of circumstances. There are employer duties implied by law, such as providing a safe work environment, paying employees for their work, and reimbursing your employees for any reasonable or necessary expenses incurred on behalf of the company (LegalVision, 2015). Terms can also be implied into contracts by collective agreements with trade unions, collective workforce agreements, incorporated into individual contracts by practice over a period of time such as a change to shift pattern blatantly obvious so as to be an implied term or incorporated by statute (CIPD, 2020). Implied terms do not have to be written in a contract or even an oral agreement but are still contractually binding on both parties (www.farrer.co.uk, n.d.).
The legal test for implied terms is if a court decides that the intention to include this implied term at the time the contracts were made was present (www.farrer.co.uk, n.d.). They do this by judging if the term was necessary for business efficacy, if it is the normal custom or practice for the term to be included in such contracts that it is reasonable, notorious and certain, the implied term was blatantly obvious or the conduct performed after the contract was formed was one which included the implied term (www.farrer.co.uk, n.d.).
6.a.
Employees have a statutory right under the Employment Rights Act 1996 not to be unfairly dismissed. The basis of this right is that all employees should be treated fairly. There are 5 fair reasons for dismissal:
1. Conduct/Misconduct.
2. Capability/Performance.
3. Redundancy.
4. Statutory illegality or breach of a statutory restriction.
5. Some other substantial reason.
In terms of capability, this refers to the employee’s ability to do the job they are hired for. If an employee is not completing parts of their job or are not completing them to the expected standard, then the employer should investigate if it is due to a lack of training on their part or if it is due to the employee’s lack of ability to complete one or more tasks associated with their role. 
The employer will access if any more training can be given in the form of coaching and mentoring or courses available. If the employee is still unable to complete some tasks then the employer needs to inform the employee of how their work does not measure up, the standards expected of them, a timescale with a chance to improve their performance where their work will continue to be assessed and where the employee feels they are lacking, or what they would like support with.
If the employer has made the employee aware of the skills lacking, given them enough time to improve and supplied them with the support, resources and training available to them to achieve the tasks and there is still not the necessary improvement to complete the task to the standard required, then the employer has the right to consider dismissal. The Employer should follow the ACAS Code of Practice on disciplinary and grievance procedures (www.acas.org.uk, n.d.). 
b.
Unfair dismissal is when an employer dismisses an employee for a reason that is not permitted under the UK law (TheFreeDictionary.com, n.d.). To make an unfair dismissal claim to an employment tribunal, the law requires you to have ‘employee’ employment status. Misconduct is such things as persistent lateness, unauthorised absence, excess sick leave with no underlying conditions etc. When a dismissal occurs due to misconduct, an employer must ensure the dismissal is fair when the misconduct is not considered gross misconduct. Employers will usually follow the ACAS code of practice on disciplinary and grievance procedures, and have these guidelines, or ones very similar, written in the employee handbook. When misconduct has occurred, employers will usually arrange a meeting with the employee, stating the reason for it. At the meeting the employee will be given a chance to explain why the misconduct has occurred and if there are any extenuating circumstances which has led to the misconduct. If the employer is not satisfied with the explanation or the evidence provided, then the employer can issue a first written warning. The warning will outline areas of expected improvement and have a timescale associated with this, along with a warning of future disciplinary action if no improvement, rectification of the issue (Government Digital Service, 2012). 
If misconduct continues within the timescale given in first meeting, then a second meeting will be held. The employee will again be given the chance to explain and provide any evidence as to why the misconduct is happening. If the employer is not satisfied a final written warning can be issued. An action plan will again be formulated within a timescale and a warning of dismissal if no improvement within this period. If the employee continues with the misconduct after the timescale has ended then a third meeting will be held, where again the employee can argue their case, but if the employer is still not happy with the performance or improvement/ lack of, then the employer is able to dismiss the employee, with notice, as their final decision (Government Digital Service, 2012). To be considered a fair dismissal the employer must have a valid reason they can justify and to be shown to of acted reasonably. The employer must have been consistent, taking the same approach with all staff, and have investigated the situation fully before dismissing the employee.
c. 
A grievance procedure is a formal process which has been developed by an organisation to register issues and complaints employees want to make (Taylor and Woodhams, 2016). The grievance procedure is usually used after the employee has sort to informally resolve the problem or complaint through their line manager, but are not happy with the results (GOV.UK, n.d.). The grievance procedure should be followed and usually includes information about details of the grievance in writing, who you send your letter to, a meeting with your employer should follow to discuss the issue and a timescale be outlined. Mediation is usually sort which includes an independent third party where a solution to the problem is sort between employer and employee. If this is not successful a grievance meeting will take place to establish the facts and try to find a resolution. If the resolution given is not satisfactory to the employee, they can appeal the decision and bring a claim for constructive unfair dismissal if they resign in consequence (GOV.UK, n.d.). 

Word count: 5080

























References:
acas (2020). Equal pay | Acas. [online] www.acas.org.uk. Available at: https://www.acas.org.uk/equal-pay.
acas (2019). National Minimum Wage entitlement | Acas. [online] Acas.org.uk. Available at: https://www.acas.org.uk/national-minimum-wage-entitlement.
CIPD (2020). Contracts of Employment | Factsheets | CIPD. [online] CIPD. Available at: https://www.cipd.co.uk/knowledge/fundamentals/emp-law/terms-conditions/contracts-factsheet.
CIPD (2020). Diversity and Inclusion in the Workplace | Factsheets | CIPD. [online] CIPD. Available at: https://www.cipd.co.uk/knowledge/fundamentals/relations/diversity/factsheet.
CIPD. (n.d.). Employment Law. [online] Available at: https://www.cipd.co.uk/knowledge/fundamentals/emp-law#:~:text=Employment%20law%20regulates%20the%20relationship%20between%20employers%20and.
CIPD. (n.d.). Flexible Working Practices | Factsheets. [online] Available at: https://www.cipd.co.uk/knowledge/fundamentals/relations/flexible-working/factsheet#.
CIPD. (n.d.). Information on Employment Tribunals. [online] Available at: https://www.cipd.co.uk/knowledge/fundamentals/emp-law/tribunals.
Employment Terms & Conditions Q&As | CIPD (2019). Employment Terms & Conditions Q&As | CIPD. [online] CIPD. Available at: https://www.cipd.co.uk/knowledge/fundamentals/emp-law/terms-conditions/questions.
Employment Tribunals | Factsheets | CIPD (2020). Employment Tribunals | Factsheets | CIPD. [online] CIPD. Available at: https://www.cipd.co.uk/knowledge/fundamentals/emp-law/tribunals/factsheet#.
Government Digital Service (2012). Dismissing staff. [online] GOV.UK. Available at: https://www.gov.uk/dismiss-staff/dismissals-on-capability-or-conduct-grounds.
Government Digital Service (2012). Making staff redundant. [online] GOV.UK. Available at: https://www.gov.uk/staff-redundant/redundancy-consultations.
Government Digital Service (2012). Maternity Allowance. [online] GOV.UK. Available at: https://www.gov.uk/maternity-allowance.
Government Digital Service (2013). Maternity pays and leave. [online] GOV.UK. Available at: https://www.gov.uk/maternity-pay-leave/leave.
Government Digital Service (2014). Shared Parental Leave and Pay. [online] GOV.UK. Available at: https://www.gov.uk/shared-parental-leave-and-pay/eligibility-for-birth-parents.
Gov.uk (2013). Equality Act 2010: guidance. [online] GOV.UK. Available at: https://www.gov.uk/guidance/equality-act-2010-guidance.
GOV.UK (2012). Holiday entitlement. [online] GOV.UK. Available at: https://www.gov.uk/holiday-entitlement-rights.
GOV.UK. (n.d.). Paternity pay and leave. [online] Available at: https://www.gov.uk/paternity-pay-leave/leave.
GOV.UK. (n.d.). Raise a grievance at work. [online] Available at: https://www.gov.uk/raise-grievance-at-work.
GOV.UK. (n.d.). Statutory Sick Pay (SSP): employer guide. [online] Available at: https://www.gov.uk/employers-sick-pay.
Health and Safety Executive (2019). COSHH basics - COSHH. [online] Hse.gov.uk. Available at: https://www.hse.gov.uk/coshh/basics/index.htm.
Health (2020). Health & Safety at Work | Factsheets | CIPD. [online] CIPD. Available at: https://www.cipd.co.uk/knowledge/fundamentals/emp-law/health-safety/factsheet.
LegalVision. (2015). Employment Obligations and Implied Duties. [online] Available at: https://legalvision.com.au/employment-obligations-implied-duties/#:~:text=The%20duties%20of%20an%20employer%20implied%20by%20law [Accessed 19 Mar. 2021].
Maternity, Paternity & Adoption Rights | Factsheets | CIPD (2019). Maternity, Paternity & Adoption Rights | Factsheets | CIPD. [online] CIPD. Available at: https://www.cipd.co.uk/knowledge/fundamentals/emp-law/maternity-paternity-rights/factsheet.
Suff, R. (2020). Redundancy | Factsheets | CIPD. [online] CIPD. Available at: https://www.cipd.co.uk/knowledge/fundamentals/emp-law/redundancy/factsheet.
Taylor, S. (2019). UK Court System & Employment Law | Factsheets. [online] CIPD. Available at: https://www.cipd.co.uk/knowledge/fundamentals/emp-law/about/uk-court-system-factsheet.
Taylor, S. and Woodhams, C. (2016). Human resource management: people and organisations. 2nd ed. London: Chartered Institute Of Personnel And Development.
TheFreeDictionary.com. (n.d.). unfair dismissal. [online] Available at: https://legal-dictionary.thefreedictionary.com/unfair+dismissal [Accessed 26 Mar. 2021].
TUPE (Transfer of Undertakings) | Factsheets | CIPD (2020). TUPE (Transfer of Undertakings) | Factsheets | CIPD. [online] CIPD. Available at: https://www.cipd.co.uk/knowledge/fundamentals/emp-law/tupe/factsheet.
UpCounsel. (n.d.). What is a Contract for Services: Everything You Need to Know. [online] Available at: https://www.upcounsel.com/what-is-a-contract-for-services [Accessed 5 Mar. 2021].
www.acas.org.uk. (n.d.). Dismissing someone fairly | Acas. [online] Available at: https://www.acas.org.uk/dismissals/dismissing-someone-fairly.
www.equalityhumanrights.com. (n.d.). What is direct and indirect discrimination? | Equality and Human Rights Commission. [online] Available at: https://www.equalityhumanrights.com/en/advice-and-guidance/what-direct-and-indirect-discrimination#:~:text=Indirect%20discrimination%20happens%20when%20there%20is%20a%20policy [Accessed 5 Mar. 2021].
www.farrer.co.uk. (n.d.). Implied terms in the employment contract. [online] Available at: https://www.farrer.co.uk/news-and-insights/blogs/implied-terms-in-the-employment-contract/.
www.rocketlawyer.com. (n.d.). Varying a contract - How can a contract be varied? [online] Available at: https://www.rocketlawyer.com/gb/en/quick-guides/varying-a-contract.
