Q1.1 Explain the purpose of employment law
Employment law is concerned with the relationship between employers and employees, by ensuring employees are treated lawfully in the workplace (Daniels, 2019). 
Employment law is mostly governed by civil law and based on law of contracts (Daniels, 2019). It was primarily designed to minimise the power employers had over its employees and influence organisations to act more lawfully. Employment law now focuses on reducing poor workplace practices and provide employees with important basic employment rights such as, equal pay, maternity leave and national minimum wage. It also protects them from discrimination and gives everyone equal rights and fair opportunities (Taylor and Wilkinson, 2016).
For example, the Equality Act 2010 protects employees with certain characteristics from being discriminated as well as enforcing equal pay for men and women doing the same job (Taylor and Wilkinson, 2016). Without Employment law, employers may be enticed to treat employees unfairly and compromise on safety, pay, and deny basic rights (Daniels, 2019). 
Employment law is driven by parliamentary statutes, such as The Employment Act 2002, or by common law ruled by the judges which then become precedents and must be followed in future similar cases. (CIPD, 2019a)
Employment law is also ruled by the European Law, such as The Working Time Regulations 1998, adopted from the European Working Time Directive (CIPD, 2019b). 
Due to legislations constantly being reviewed and new ones produced it is important HR Professionals stay up to date with any changes, however because of the increasing number of laws produced, it can often become confusing for managers, and possibly affect their decisions leading to more Employment tribunal claims (Taylor and Wilkinson, 2016).
Q1.2 Outline the role played by employment tribunal and court systems in enforcing Employment law 
The role of tribunals and court systems is to resolve workplace disputes between employers and employees by providing impartial jurisdictions to enforce employment law in the workplace (CIPD, 2021a). 
Employment tribunals (ETs) were first developed by The Industrial Training Act 1964 following the Donovan Report, which offers an “accessible, speedy, informal, and inexpensive” process in tackling issues relating to employment law (Daniels, 2019 p20). 
ETs can hear many workplace related issues, such as unfair dismissals, equal pay claim or unlawful discrimination. Violations of Working Time Regulation or National Minimum Wage can also be heard in Employment Tribunals (CIPD, 2019a). 
Cases to ETs can be made by current or former employees or unsuccessful job applicants. However, claims must reach the Employment Tribunal Office within 3 months of the incident for them to be successfully heard in a tribunal (CIPD, 2019a), or within 6 months if it’s relating to redundancy or equal pay (ACAS, n.d7). 



Before a claim can be heard, a number of steps must be followed first, as detailed below.
	Process of Employment Tribunal (ET)

	Inform ACAS first
	Contact ACAS for ‘early conciliation’ with employer

	ET1 form
	If early conciliation isn’t successful, employee submits ET1 form to ET office 

	ET3 form
	Once ET1 form is received, ET office sends copy to employer along with an ET3 form to complete and return within 28 days. 

	Preliminary hearing
	Establish points prior to hearing, e.g speak to witnesses  

	The hearing
	All evidence is heard

	The judgement 
	Judge makes decision – which may not be given on the hearing day 


										(CIPD, 2021a)
Employment tribunals and the court systems are tiered, meaning claimants have the right to appeal the decision to a higher court when the lower court has misinterpreted the law. However, the higher court can only rule based on point of law and if done so, a new binding law is made, known as the common law. This must then be applied to future similar cases (CIPD, 2021a). 
Appeals against Employment tribunals are referred to the Employment Appeals Tribunal (EAT). Further appeals can then be made to the Court of Appeal, and in rare occasions to the Supreme Court (Daniels, 2019). Any cases involving the European Law can be appealed to the European Court of Justice (CIPD, 2019a). However, in most cases Employment tribunals will resolve the dispute between the employer and employee and compensation will be awarded to the claimant (Daniels, 2019). 
Q2.1 Summarise the main principles of discrimination law in relation to recruitment and selection
When recruiting and selecting, employers must ensure they treat everyone equally and fairly to avoid discriminating. Anyone who suffers from unlawful discrimination is able to make a claim in employment tribunal (Taylor and Wilkinson, 2016). 
The Equality Act 2010 protects those with certain characteristics from being unfairly treated, particularly unlawful discrimination against job applicants (CIPD, 2021c). Employers are not allowed to treat those with a protected characteristic any differently from somebody else. Protected characteristics includes:
	Protected characteristics protected by The Equality Act 2010

	Age

	Sex

	Disability

	Gender reassignment

		Marriage and civil partnership

	Pregnancy and maternity

	Race, ethnicity and nationality

	Religion or belief

	Gender and sexual orientation 


 (Taylor and Wilkinson, 2016)
Discrimination can be direct or indirect. Direct discrimination is described as treating an individual less favourably than another individual because they have a protected characteristic (CIPD, 2020a). This occurs at the recruitment stage when the employer fails to employ someone qualified for the role because they have a protected characteristic (Daniels, 2019). For example, a pregnant woman who is highly competent to fulfil the role but doesn’t get the job because she is pregnant. 
Indirect discrimination occurs when an employer has certain rules or job requirements that would put a greater number of people with a protected characteristic at a disadvantage over others (CIPD, 2020a). For example, a job advertisement stating ‘must be clean shaven’ would imply the role is for men and not women, this would be Sex Discrimination (CIPD, 2021c). 
However, advertising for someone with ‘occupational requirements’ is deemed lawful if it is used to justify discrimination if the job requires someone with a protected characteristic, such as an actor/actress (Taylor and Wilkinson, 2016). Nevertheless, if taken to tribunal, the employer must have a genuine reason to justify their rationale and to show they are trying to achieve a legitimate aim (CIPD, 2021c). 
In certain cases, The Equality Act 2010 allows for positive action when recruiting where there is an ‘under-represented’ group and recruiting will allow to enhance that group. For example, recruiting for women only to increase women in the workplace, but only once all males and females have been interviewed (Taylor and Wilkinson, 2016). 
Q2.2 Explain how contracts of employment are formed
A contract of employment is a legally binding document between an employer and employee detailing how they’ll agree to work together (Daniels, 2019) as well providing protection from being unfairly dismissed (Taylor and Wilkinson, 2016). However, as employment contracts are governed by contract law, they only apply to employees, not workers or those self-employed (CIPD, 2020b). 
When recruiting, both the employer and applicant must be aware of the contract they are entering into including the legal rights and responsibilities the job will involve (Taylor and Wilkinson, 2016). The agreement of the contract can be written or done verbally. Terms can also be found in the employers’ handbook and policies (CIPD, 2020b). 
Contracts of employment must include five terms in order to be deemed legally binding; an offer of employment, acceptance of the offer, intention to form a legal relationship, pay details, and clarity of the Terms and Conditions (Taylor and Wilkinson, 2016). 
However, under UK law, employment rights differ depending on whether someone is an employee, a worker, or self-employed, although those who are self-employed tend to have very little employment rights (CIPD, 2020b).
The Employment Rights Act 1996 identifies an employee as someone who enters into or works under a contract of employment. The same Act describes a worker as someone who also works under a contract but agrees to carry out work or services for someone else (Daniels, 2019). 
When forming employment contracts, the terms can be categorised as ‘express’ or ‘implied’ terms (Daniels, 2019). Express terms are terms that have been conversed and agreed between both parties which must include statutory rights. Implied terms are terms not specifically agreed between both parties but have developed from workplace agreements, statutes, rules, or the courts. For example, to pay wages, provide work or provide employment references (CIPD, 2020b). 
As of April 6th, 2020, employees’, and workers now have a statutory right to a written contract detailing the Terms and Conditions from their first day of work. Providing this detail from day one, will help both parties avoid any misunderstanding or disputes (CIPD, 2020b). 
Q3a. Outline when and how contracts can be changed lawfully
Sometimes organisations need to change employees’ contracts so the business can survive against new competitors, restructures or when changing their services (Daniels, 2019). 
However, under UK law employment contracts are a legally binding agreement between both employees and employers, therefore, employers must ensure when changing any terms and conditions (Ts&Cs) of a contract that they do so lawfully and consult the employees first (Taylor and Wilkinson, 2016). This can prevent any disputes and maintain their relationship, failing to do so could result in employees resigning and claiming for constructive dismissal in employment tribunal (ACAS, n.d1).
Contracts can only be changed if both employees and union representatives agree with the change, and if there is a flexibility clause within the contract allowing for any changes (ACAS, n.d1). However, if the proposed terms are already covered within the flexibility clause, the employer can make reasonable changes to the Ts&Cs, as long as they have a good reason to do so. This includes any mobility clauses allowing employers to relocate their staff to another premises to work (Taylor and Wilkinson, 2016). 
Employers should give their employees at least 30 days (45 days in larger businesses) consultation period to agree to the changes. If a colleague does not verbally accept the new changes but continues to work the proposed terms with no fuss then the employer can interpret this as them agreeing to the new changes, known as ‘acceptance through practice’ (Taylor and Wilkinson, 2019). 
However, if no agreement can be made, the employer should negotiate new terms with a representative and the employee to seek an agreement. Failing that, the employer can dismiss the current contract under ‘some other substantial reason’ and offer a new contract with the proposed terms. This, however, could result in an unfair dismissal claim, so it is vital the employer has a strong business case to justify the dismissal (Daniels, 2019). 
Q3b. Briefly explain the main requirements of redundancy law
Redundancies occur when businesses need to reduce headcount to save costs, the role is no longer needed, or the company is closing down (ACAS, 2021a).
Employers must ensure they follow the redundancy process carefully to minimise any employment tribunal claims. The first key step they must take is to identify a pool of colleagues “at risk” which will be used to determine those being made redundant (Taylor and Wilkinson, 2016). However, the selection must be fair and reasonable, avoiding any discrimination against protected characteristics under the Equality Act 2010, resulting in unfair dismissal (CIPD, 2020d). 
By law, the employer must follow the consultation and selection process by meeting with those at risk, detailing the criteria as to why they have been chosen, reviewing their disciplinary and absence record, and their knowledge and skills. They must also discuss any alternative work or locations available to avoid redundancies. When the decision for redundancy has been made, the employers reasonings must be appropriate and unbiased. Employees then have the right to any unpaid wages, outstanding holiday pay, and redundancy pay (ACAS, 2017). Employers must also inform employees of their notice period and continue to pay until their last shift (ACAS, 2021a).
For employees to receive statutory redundancy pay they must have at least 2 years employment. However, the sum of the redundancy pay is based upon the employees age, length of service (caped at 20 years’ service), and weekly pay (CIPD, 2020c). Currently, the maximum statutory redundancy pay is £16,140, rising to £16,320 from 6th April 2021 (CIPD, 2021d). 
Q3c. Summarise the main requirements of business transfer laws
The purpose of Transfer of Undertakings (Protection of Employment) (TUPE) Regulations 2006 ensures employees do not lose employment when their employers’ service changes or is transferred to another employer. TUPE Regulations also protects employees’ indefinitely by ensuring their current terms and conditions (Ts&Cs) and continuity of service is continued by the new employer when TUPE across (Taylor and Wilkinson, 2016). Employers can only adapt new contracts post transfer if they are improving Ts&Cs or if the business is restructuring. However, if contract changes are unrelated to TUPE, regulations do not apply. Changes must be agreed between both parties (ACAS, 2021b). 
By law, the current employer also has an obligation to provide information to transferees when transferring employees such as, names, ages, statement of particulars, any disciplinary action made against the employee within the last two years, and any legal action made by the employee against the transferor in the previous two years (CIPD, 2020e). 
Employees must be consulted at a reasonable time before transfers begin and are kept informed throughout the process by both the transferor and transferee (ACAS, 2021b).  
Q4.a Summarise the major statutory rights employees have in relation to pay, holidays and working time 
The National Minimum Wage Act 1998 entitles employees to receive National Living Wage (NLW) if over 25, or National Minimum Wage if younger (ACAS, 2021c). Currently, employees over 25 should receive £8.72/hour, and those aged 21-24 should receive £8.20. Statutory pay is reviewed every year. From April 2021 the bandings are changing and those aged 23+ will be entitled to receive NLW of £8.91/hour (Gov.UK, n.d1)
The Equality Act 2010 ensures men and women are paid equally when carrying out the same or similar work that adds equal value. The Act also prevents employers deducting wages without employee’s knowledge unless recovering overpayments or if a court orders the deduction (Taylor and Wilkinson, 2016). 
The legislation also entitles employees to a payslip detailing their pay and deductions. As this is a basic right, if employees do not receive a pay statement, they have the right to grievance the matter and raise a case to Employment Tribunal (ACAS, 2021c). 
Employees are also entitled to receive statutory sick pay (SSP) from their 4th day of absence (ACAS, 2021d). This is paid for up to 28 weeks by the employer of £95.85 a week (Gov.UK, n.d2) 
The Working Time Regulations 1998 details how long employees can work in a week, break entitlements, and days off. By law, employees cannot work on average more than 48 hours per week unless chosen to opt-out, are entitled to 20 minutes break during a 6-hour shift with an 11-hour rest every 24 hours and have at least 1 day’s rest per week (Taylor and Wilkinson, 2016). 
Employees are also entitled to 5.6 weeks paid annual leave including bank holidays, irrespective if full-time, part-time or Zero-hour contract (GOV.UK, n.d3). Holidays are accrued from day 1 of employment even when on probation, sick, or on maternity/paternity leave (ACAS, n.d2) 
Q4b. and maternity, paternity, and other family-friendly rights 
Maternity
Women who are employees have the right to paid time off for antenatal appointments, statutory maternity pay up to 39 weeks, and up to 52 weeks maternity leave from day 1 of their employment (ACAS, n.d3).
Women are legally required to take two weeks Compulsory Maternity Leave (CML) after birth where they must not work during this time. After CML, employees are entitled to Ordinary Maternity Leave (OML) up to 26 weeks. Following CML and OML, employees have the right to return to the same job with the same terms and conditions (Ts&Cs), and the right to request flexible working (CIPD, 2020f). 
Employees with a contract of service are entitled to Additional Maternity Leave for a further 26 weeks after OML. However, there is only a right to return to the same job if feasible, otherwise a suitable job of same Ts&Cs will be offered (Taylor and Wilkinson, 2016). 
Employees have the right to 10 keeping-in-touch days and to be kept updated on any business changes, opportunities, or vacancies. Any unlawful treatment against those on maternity is discrimination (CIPD, 2020f). 
Paternity and Parental Leave
Fathers also have statutory rights to take up to two weeks ordinary paternity leave (OPL), as long as they have been employed for 26 weeks prior to the 14th week before due date (ACAS, n.d4), and entitled to Statutory Paternity Pay and return to the same job with the same Ts & Cs (CIPD, 2020f). 
Once the mother has taken her CML, Shared Parental Leave Regulations entitles the remainder of the paid leave to be taken flexibly between both parents. The right to return with the same Ts&Cs, accrue holidays and any benefits still apply (CIPD, 2020f). 
Parents adopting babies have the same rights as those of newborn babies and can decide between themselves who takes maternity leave and who takes paternity (Taylor and Wilkinson, 2016). 
To receive Statutory Adoption Pay (SAP), the adoptive parent must be employed for a minimum of 26 weeks by the week they match with the child. SAP is paid for up to 39 weeks and can leave can be taken up to 52 weeks (ACAS, n.d9)
Family-Friendly Rights
Other statutory rights include taking unpaid time off work for family emergencies, 4 months unpaid parental leave, and flexible working requests (FWR). FWR allows employees to request a one-off change to their Ts & Cs once a year and if authorised becomes a permanent contractual change. 
FWR can be refused if the business have a good reason, such as additional costs, unable to meet customer requests, unable to delegate work among staff, impacts performance or if there is an insufficient amount of work available (Taylor and Wilkinson, 2016). 




Q5a. Summarise the major requirements of health and safety law
Employers are responsible for the health, safety, and welfare of its employees, regardless of what industry they work in (Taylor and Wilkinson, 2016).
The Health and Safety at Work Act 1974 highlights the general health and safety rules and procedures that all employers and employees must follow in the workplace, as detailed below. 
	Employers’ 
	Employees

	· Provide a safe working environment
· Provide a safe system of work
· Provide a safe plant and equipment
· Recruit capable and safe employees
	· Responsible for their own health and safety, and of those around them
· Must always follow Health and Safety policies
· Use PPE where provided
· Highlight any health and safety concerns to employer


									(Daniels, 2019). 
The Health and Safety Act also highlights the responsibility employers have for employees beyond the physical environment to mental health, stress and bullying and the importance in providing adequate support to minimise these factors (CIPD, 2020g). 
Another key requirement of The Act are the compliance of risk assessments as these highlight any hazards that can occur when carrying out a task and a plan can be put in place to reduce these risks. Risk assessments can also identify any stressors in the workplace that could impact mental health and wellbeing (Taylor and Wilkinson, 2016).
The Health and Safety Information for Employees Regulation 1995 requires employers with 5+ employees to have written health and safety policies in place, highlighting relevant information and these are on display for all employees (Daniel, 2019). 
The Reporting of Injuries, Diseases and Dangerous Occurrences Regulations (RIDDOR) 1995 requires employees to report dangerous incidents or diseases that cause injury or death and has led to that person taking time off work for more than seven continuous days (Daniel, 2019). 
The Controls of Substances Hazardous to Health (COSHH) Regulations 2002 details the requirements for storing, using and risk assessments of hazardous materials if used incorrectly (Daniel, 2019). 









Q5b. Summarise the key legislation supporting equality and diversity in the workplace
The Equality Act came into force in 2010 replacing 9 key discrimination laws. It provides employees, ex-employees, job applicants and workers with a protected characteristic against 6 forms of discrimination and to ensure everyone is treated equally in the workplace (Daniels, 2019). 
	Type of discrimination
	Protected characteristics covered by the Act 

	Direct Discrimination
	All

	Indirect Discrimination
	All 

	Associative Discrimination
	All except marriage/civil partnership, pregnancy/maternity

	Perceptive Discrimination
	All except marriage/civil partnership, pregnancy/maternity

	Harassment
	All except marriage/civil partnership, pregnancy/maternity

	Victimisation
	All


The Act also covers Disability Discrimination, and ‘failure to make reasonable adjustments’ (Daniels, 2019).
Direct discrimination (DD) refers to an individual being treated unfairly because of their protected characteristic (PC), such as race or gender (Taylor and Wilkinson, 2016). DD can also occur when someone is treated less favourably because someone they know or associate with has a PC, known as Associative discrimination (ACAS, n.d5). Perceptive discrimination is another form of DD under the Equality Act, which protects an individual from being treated differently because they are believed to be part of a protected group, even if they are not (Daniels, 2019).  
Indirect discrimination occurs when an employer has certain rules or criteria which puts those with a protected characteristic at a disadvantage over others, with no good business reason (ACAS, n.d5). 
The Equality Act 2010 defines harassment as unwanted or inappropriate behaviour against someone, causing an offense or intimidating environment. Harassment can be a series of incidents or a one-off event. 
Victimisation in the workplace occurs when an employer punishes an employee who has expressed their rights under the Act. Victimisation also arises when an employer suspects or knows an employee intends to pursue a court proceeding relating to an alleged act of discrimination, has given evidence in relation to a discrimination claim, or has committed a discriminatory act, and so treats them differently (Daniels, 2019). 
The Equality Act 2010 also states that employers must make reasonable adjustments to allow someone with a disability the equal chance in the workplace. ‘Reasonable’ can be altering policies, adapting the workplace, or providing additional support or equipment and must be paid for by the employer (Citizens Advice, 2021). 
When recruiting, employers must refrain from asking questions regarding any protected characteristics such as disability as this would be against the law. Instead, employers should ask whether any reasonable adjustments are required to do the job (ACAS, n.d6). 
The Equality Act 2010 allows for any employers who discriminate unlawfully to be taken to Employment Tribunal and a claim can be made against them (Daniels, 2019). 

Q5c. Summarise the concept of implied duties in relation to employee management at work 
Certain duties are implied into employee contracts to be fulfilled by both the employer and employee (Daniels, 2019). However, employers should ensure they include as many terms as possible into contracts to avoid confusion or disputes (CIPD, 2020b). 
Implied duties place a responsibility on both employees and employers to maintain a relationship of trust and confidence. However, if employees are bullied or harassed at work and resigns because of this, they can claim for breach of trust and confidence along with constructive dismissal (Daniels, 2019). 
Under the Equality Act 2010, employers have a duty to pay wages, ensure men and women are equally paid for doing the same job, and paying employees at least the National Minimum/Living Wage (Taylor and Wilkinson, 2016). 
Employers also have a responsibility to provide a safe working environment. Likewise, employees are responsible for the safety of themselves and fellow employees, as well as taking care of company property (CIPD, 2020b). 
Employers have a duty to provide work to employees and equally, employees must be co-operative with their employer and be willing to work when needed to, as well as following employers instructions, so long they are fair and legal (Daniels, 2019). 
Implied duties also suggest employers must deal with grievances effectively and thoroughly, providing the three stages, the right to be accompanied by a union rep or colleague, and the right to appeal to another manager (CIPD, 2020b). 
Q6a Explain the main requirements of unfair dismissal law relating to capability 
An employees’ capability is evaluated against their skill, performance, or health. Employers must have a fair reason to dismiss an employee, which can be due to conduct, capability, redundancy, illegalities or ‘some other substantial reason’ (CIPD, 2020h). 
Employers must manage performance issues in line with their policies and procedures as well as the ACAS Code of Practice on Disciplinary and Grievance Procedures (ACAS, 2021e). 
Employees must first be given the opportunity to improve their performance along with performance reviews, targets and dates, and additional training or support, or a job role change if suitable. Only then if the employee fails to meet the required standards of work within the agreed timescales will the employer have a reasonable explanation to dismiss the employee on the grounds of incapability (CIPD, 2020h). For the dismissal to be lawful, the employer must also be consistent in managing the performance of other employees in the same or similar role (Taylor and Wilkinson, 2016). 
However, prior to dismissing, some employers may follow additional steps similar to the disciplinary process such investigations, meetings, issue warnings, disciplinary meetings, and appeals (CIPD, 2020i). 
If capability issues are due to ill-health with no long-term underlying health conditions, the process would be dealt with in the same way as above, however if there are long term implications employers must be mindful of the Disability discrimination law and offer reasonable adjustments first before dismissing (CIPD, 2020h). 

Q6b Explain the main requirements of unfair dismissal law relating to misconduct
As employers are legally allowed to dismiss employees for their conduct, it is important they follow the correct procedures in line with the law prior to dismissal (CIPD, 2020h). 
Misconduct is described as ordinary misconduct or gross misconduct. Ordinary misconduct is a series of minor breaches to policies or procedures, such as constant lateness, minor health and safety breaches or rudeness to colleagues. Employers cannot dismiss on the first offence, but should conduct a thorough investigation, reviewing previous misconduct, and issuing a warning if suitable. Only when there are a series of misconduct issues and a stacking of warnings is dismissal allowed (Daniels, 2019). 
Gross misconduct is a serious violation and employees can be dismissed for a one-off act, such as using drugs, being drunk, theft, fraud or violence, but may differ upon each organisation (Taylor and Wilkinson, 2016). 
Before dismissing, a thorough investigation must be held, gathering all information and allowing the colleague to argue their case. The employer can then either issue a warning for misconduct or dismiss for gross misconduct, whilst taking into account the employee’s previous record. Throughout the process employees are entitled to be accompanied by a union rep or colleague and have the right to appeal the decision (CIPD, 2020h). 
If the disciplinary procedure isn’t followed thoroughly or consistently the dismissal may be deemed unlawful (Daniels, 2019). 
Employees are entitled to a notice period, depending on how long they’ve been employed, and what is stated in their contract. At a minimum, the employee should get at least the statutory notice period:
	Length of service
	Statutory notice

	1 month – 2 years
	At least 1 weeks’ notice

	2 years – 12 years 
	At least 1 weeks’ notice for each year employed

	12 years+
	At least 12 weeks’ notice


										(ACAS, 2021e)
Q6c Explain the main requirements of unfair dismissal law relating to grievance 
For a grievance dismissal to be fair, employers must ensure they follow their Disciplinary and Grievance policy and the ACAS Code of Practice Disciplinary and Grievance thoroughly (CIPD, 2020j). 
Once a grievance has been raised, the employer is required to follow three stages in addressing the grievance. Firstly, the employer must invite the employee named in the grievance to an investigation meeting to discuss the allegations raised. The invite must include the issues they may take disciplinary action against, and a copy of any evidence they wish to use in the meeting must be given to the employee. A reasonable time and date suitable to the colleague must be mutually agreed, and informed they have the right to be accompanied by a union rep or colleague.
During the meeting, the employer must outline the allegations, giving the employee a chance to explain their case. Once all points have been discussed and the employer has enough information to make a decision, they should inform the employee of any disciplinary action (including dismissal), or whether the case will be dropped. 
If outcome includes dismissal, the employer must inform the employee their right to appeal the decision and a reasonable time and date must be agreed for an impartial senior manager to hear their appeal (Daniels, 2019).
It is important the employer and employee follow the grievance procedure thoroughly, as moral and confidence in the employer may be impacted, leading to the employee resigning under ‘constructive dismissal’ and affecting the outcome if taken to Employment Tribunal (ACAS, n.d8).
