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Empl
o
y
er
/
empl
o
y
ee
 
r
el
a
tionshi
p
s
) (
In
 
the
 
UK,
 
empl
o
y
er
/
empl
o
y
ee
 
r
el
a
tionshi
p
s
 
a
r
e
 
f
ounded
 
on
 
the
 
c
o
n
t
r
act
 
of
 
empl
o
yme
n
t
which
 
l
a
y
s
 
out
 
the
 
r
oles
 
and
 
r
esponsibilities
 
of
 
both
 
emplo
y
er
 
and
 
empl
o
y
ee.
 
Empl
o
yme
n
t
l
a
w
 
also
 
ma
k
es
 
specific
 
rules
 
th
a
t
 
each
 
side
 
a
r
e
 
e
xpec
t
ed
 
t
o
 
abide
 
b
y
.
 
The
 
r
el
a
tionship
 
is
also
 
a
f
f
ec
t
ed
 
b
y
 
t
r
ade
 
unions
 
who
 
act
 
in
 
the
 
i
n
t
e
r
e
s
ts
 
of
 
empl
o
y
ees.
 
In
 
the
 
pa
s
t,
 
in
 
ma
n
y
empl
o
yme
n
t
 
sec
t
o
r
s,
 
the
 
r
el
a
tionship
 
has
 
been
 
seen
 
as
 
som
e
wh
a
t
 
ad
v
e
r
sarial
 
(one
 
side
a
g
ain
s
t
 
the
 
other)
 
but
 
in
 
r
ece
n
t
 
times
 
much
 
mo
r
e
 
of
 
a
 
partne
r
ship
 
type
 
of
 
r
el
a
tionship
 
has
been
 
e
s
t
ablished,
 
with
 
empl
o
y
e
r
s
 
and
 
empl
o
y
ees
 
each
 
r
e
c
ognising
 
the
 
othe
r
s’
 
r
ole
 
in
 
long-
t
erm
 
business
 
success.
 
Non
e
theless,
 
indu
s
trial
 
dispu
t
es
 
s
till
 
occu
r
,
 
but
 
not
 
as
 
f
r
eque
n
tly
 
as
has
 
been
 
the
 
c
ase
 
in
 
the
 
pa
s
t.
) (
The
 
duties
 
and
 
rig
h
ts
 
of
 
empl
o
y
e
r
s
 
and
 
empl
o
y
ees
) (
Under
 
health
 
and
 
s
a
f
e
ty
 
legisl
a
tion,
 
empl
o
y
e
r
s
 
h
a
v
e
 
a
 
duty
 
t
o
 
t
a
k
e
 
all
 
r
easonable
 
c
a
r
e
 
t
o
ensu
r
e
 
the
 
w
ell-being
 
and
 
s
a
f
e
ty
 
of
 
their
 
empl
o
y
ees.
 
Empl
o
y
e
r
s
 
h
a
v
e
 
a
 
le
g
al
 
r
esponsibility
t
o
 
ensu
r
e
 
th
a
t
 
w
orking
 
e
n
vi
r
onme
n
ts
 
a
r
e
 
s
a
f
e
 
and
 
th
a
t
 
empl
o
y
ees
 
a
r
e
 
t
r
ained
 
t
o
 
deal
with
 
the
 
ris
k
s
 
i
n
v
ol
v
ed
 
in
 
their
 
jo
b
s.
 
Empl
o
y
ees
 
also
 
h
a
v
e
 
r
esponsibilities,
 
such
 
as
 
t
aking
r
easonable
 
c
a
r
e
 
and
 
ensuring
 
th
a
t
 
th
e
y
 
abide
 
b
y
 
health
 
and
 
s
a
f
e
ty
 
rules:
 
e
.
g.
 
w
earing
 
ha
r
d
h
a
ts
 
on
 
building
 
si
t
es.
) (
W
or
k
e
r
s
 
also
 
h
a
v
e
 
rig
h
ts
 
with
 
r
e
g
a
r
ds
 
t
o
 
their
 
t
erms
 
and
 
c
onditions
 
of
 
employme
n
t.
Empl
o
y
ees
 
mu
s
t
 
be
 
p
r
o
vided
 
with
 
a
 
writ
t
en
 
c
o
n
t
r
act
 
of
 
empl
o
yme
n
t
 
within
 
12
 
w
ee
k
s
 
of
s
t
arting
 
empl
o
yme
n
t.
 
The
 
c
o
n
t
r
act
 
mu
s
t
 
s
t
a
t
e
 
l
e
v
els
 
of
 
p
a
y
,
 
holid
a
y
 
e
n
titleme
n
t,
 
pension
rig
h
ts,
 
disciplina
r
y
 
p
r
ocedu
r
es
 
and
 
len
g
th
 
of
 
notice
 
period.
 
This
 
act
 
also
 
p
r
o
t
ects
 
empl
o
y
ees
a
g
ain
s
t
 
u
n
f
air
 
dismissal;
 
ho
w
e
v
e
r
,
 
this
 
p
r
o
t
ection
 
only
 
c
omes
 
i
n
t
o
 
e
f
f
ect
 
a
f
t
er
 
t
w
o
 
y
ea
r
s
 
of
se
r
vice
 
(or
 
e
v
en
 
lon
g
er
 
f
or
 
some
 
par
t
-time
 
w
or
k
e
r
s).
) (
Eu
r
opean
 
legisl
a
tion
 
also
 
hel
p
s
 
p
r
o
t
ect
 
w
or
k
e
r
s.
 
The
 
UK
 
signing
 
up
 
f
or
 
the
 
Social
 
Chap
t
er
of
 
the
 
Maa
s
tric
h
t
 
T
r
e
a
ty
 
has
 
e
s
t
ablished
 
within
 
UK
 
l
a
w
 
further
 
rig
h
ts
 
f
or
 
w
or
k
e
r
s,
 
such
 
as
a
 
le
g
al
 
limit
 
on
 
the
 
hou
r
s
 
in
 
a
 
w
orking
 
w
eek
 
(m
a
ximum
 
of
 
48
 
hou
r
s),
 
and
 
paid
 
m
a
t
ernity
and
 
p
a
t
ernity
 
le
a
v
e.
 
It
 
is
 
also
 
ille
g
al
 
t
o
 
discrimin
a
t
e
 
on
 
the
 
g
r
ounds
 
of
 
s
e
x,
 
r
ace,
 
a
g
e
 
or
disabilit
y
.
 
It
 
used
 
t
o
 
be
 
the
 
normal
 
situ
a
tion
 
f
or
 
men
 
and
 
w
omen
 
doing
 
ide
n
ti
c
al
 
jo
b
s
 
or
 
jo
b
s
of
 
similar
 
v
alue
 
t
o
 
h
a
v
e
 
v
e
r
y
 
dif
f
e
r
e
n
t
 
p
a
y
.
 
Since
 
the
 
mid
 
1970s
 
this
 
has
 
been
 
ille
g
al.
 
A
n
ti-
discrimin
a
tion
 
l
a
w
s
 
p
r
o
t
ect
 
w
or
k
e
r
s
 
f
r
om
 
being
 
t
r
e
a
t
ed
 
dif
f
e
r
e
n
tly
 
be
c
ause
 
of
 
their
 
r
ace,
c
olour
 
or
 
cultu
r
e
 
and
 
empl
o
y
e
r
s
 
with
 
w
ork
f
o
r
ces
 
of
 
o
v
er
 
20
 
mu
s
t
 
ma
k
e
 
e
f
f
orts
 
t
o
 
ensu
r
e
th
a
t
 
w
orkplaces,
 
whe
r
e
 
possible,
 
a
r
e
 
sui
t
able
 
f
or
 
disabled
 
empl
o
y
ees.
)
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The
 
minimum
 
w
a
g
e
) (
The
 
N
a
tional
 
Minimum
 
W
a
g
e,
 
when
 
fi
r
s
t
 
i
n
t
r
oduced
 
in
 
April
 
1999,
 
w
as
 
s
e
t
 
c
autiously
 
low
a
t
 
ju
s
t
 
£3.60
 
an
 
hou
r
,
 
so
 
as
 
not
 
t
o
 
undermine
 
a
 
business
’
s
 
c
omp
e
titi
v
eness
 
b
y
 
pushing
 
up
c
o
s
ts.
 
The
 
chan
g
e
 
t
o
 
the
 
minimum
 
w
a
g
e
 
w
as
 
e
xpec
t
ed
 
t
o
 
ben
e
fit
 
about
 
t
w
o
 
million
 
people
–
 
mo
r
e
 
than
 
half
 
of
 
them
 
in
 
the
 
se
r
vice
 
sec
t
o
r
.
 
Some
 
w
a
g
e
 
pac
k
e
ts
 
w
e
r
e
 
boo
s
t
ed
 
b
y
 
up
 
t
o
 
a
thi
r
d.
) (
Minimum
 
w
a
g
es
 
f
or
 
each
 
g
r
oup
 
of
 
empl
o
y
ees
 
in
 
Oc
t
ober
 
2015:
) (
•
•
•
) (
Main
 
(adult)
 
r
a
t
e
 
f
or
 
w
or
k
e
r
s
 
a
g
ed
 
21
 
and
 
o
v
er
 
–
 
£6.70
 
per
 
hou
r
.
D
e
v
elopme
n
t
 
r
a
t
e
 
f
or
 
w
or
k
e
r
s
 
a
g
ed
 
18–20
 
inclusi
v
e
 
–
 
£5.30
 
per
 
hou
r
.
R
a
t
e
 
f
or
 
under
 
18
 
y
ear
 
olds
 
–
 
£3.87
 
per
 
ho
u
r
.
) (
Impact
 
of
 
the
 
minimum
 
w
a
g
e
 
on
 
empl
o
yme
n
t
) (
The
 
i
n
t
r
oduction
 
of
 
the
 
minimum
 
w
a
g
e
 
has
 
added
 
only
 
a
r
ound
 
0.5%
 
t
o
 
the
 
n
a
tional
 
w
a
g
e
bill.
 
In
 
c
o
n
t
r
a
s
t
 
t
o
 
the
 
vi
e
w
s
 
of
 
ma
n
y
 
pessimi
s
ts,
 
the
r
e
 
w
as
 
no
 
measu
r
able
 
impact
 
on
o
v
e
r
all
 
empl
o
yme
n
t
 
f
oll
o
wing
 
i
n
t
r
oduction
 
of
 
the
 
minimum
 
w
a
g
e.
 
In
 
f
act,
 
in
 
the
 
a
r
eas
of
 
the
 
e
c
ono
m
y
 
whe
r
e
 
the
 
minimum
 
w
a
g
e
 
w
as
 
e
xpec
t
ed
 
t
o
 
h
a
v
e
 
the
 
g
r
e
a
t
e
s
t
 
impact
 
on
empl
o
yme
n
t
 
l
e
v
els,
 
w
e
 
s
a
w
 
the
 
g
r
e
a
t
e
s
t
 
g
r
o
w
th
 
in
 
empl
o
yme
n
t.
 
H
o
w
e
v
e
r
,
 
it
 
c
ould
 
of
 
c
ou
r
se
be
 
a
r
gued
 
th
a
t
 
the
r
e
 
w
ould
 
h
a
v
e
 
been
 
e
v
en
 
g
r
e
a
t
er
 
g
r
o
w
th
 
in
 
jo
b
s
 
without
 
the
 
minimum
w
a
g
e.
 
The
 
fi
r
s
t
 
la
r
g
e-s
c
ale
 
r
esea
r
ch
 
i
n
t
o
 
the
 
impact
 
of
 
the
 
minimum
 
w
a
g
e
 
on
 
empl
o
yme
n
t
l
e
v
els
 
b
y
 
In
c
ome
 
D
a
t
a
 
Se
r
vices
 
said
 
th
a
t
 
the
 
i
n
t
r
oduction
 
of
 
the
 
minimum
 
w
a
g
e
 
had
 
not
c
aused
 
job
 
losses
 
or
 
ups
e
t
 
indu
s
t
r
y
 
p
a
y
 
s
tructu
r
es.
) (
E
f
f
ects
 
of
 
the
 
minimum
 
w
a
g
e
 
on
 
empl
o
y
ees
) (
Fi
r
s
tl
y
,
 
it
 
is
 
w
orth
 
noting
 
th
a
t
 
mo
s
t
 
empl
o
y
ees
 
h
a
v
e
 
not
 
been
 
a
f
f
ec
t
ed
 
b
y
 
the
 
i
n
t
r
oduction
of
 
the
 
minimum
 
w
a
g
e.
 
Only
 
a
r
ound
 
7–8%
 
of
 
the
 
w
ork
f
o
r
ce
 
w
e
r
e
 
in
 
occup
a
tions
 
th
a
t
 
paid
bel
o
w
 
the
 
minimum
 
w
a
g
e,
 
so
 
the
 
mass
 
of
 
empl
o
y
ees
 
w
e
r
e
 
not
 
di
r
ectly
 
a
f
f
ec
t
ed
 
b
y
 
its
i
n
t
r
oduction.
 
Ho
w
e
v
e
r
,
 
the
r
e
 
has
 
been
 
some
 
p
r
essu
r
e
 
t
o
 
mai
n
t
ain
 
dif
f
e
r
e
n
tials,
 
meaning
th
a
t
 
w
a
g
e
 
r
a
t
es
 
of
 
those
 
ab
o
v
e
 
the
 
minimum
 
w
a
g
e
 
h
a
v
e
 
m
o
v
ed
 
up
 
in
 
line
 
with
 
those
r
eceiving
 
the
 
minimum
 
w
a
g
e.
 
The
 
w
or
k
e
r
s
 
who
 
h
a
v
e
 
ben
e
fi
t
ed
 
the
 
mo
s
t
 
h
a
v
e
 
been
 
y
oun
g
er
w
or
k
e
r
s
 
in
 
l
o
w
-paid
 
indu
s
tries
 
–
 
these
 
include
 
c
a
r
e
 
se
r
vices,
 
office
 
se
r
vices
 
and
 
a
r
eas
 
such
as
 
cleanin
g
,
 
c
a
t
ering
 
and
 
f
a
s
t
 
f
ood.
 
F
or
 
the
 
l
o
w
e
s
t
 
paid,
 
the
 
minimum
 
w
a
g
e
 
has
 
all
o
w
ed
 
a
m
o
v
e
 
a
w
a
y
 
f
r
om
 
p
o
v
erty
 
and
 
r
em
o
v
ed
 
some
 
aspects
 
of
 
the
 
p
o
v
erty
 
t
r
ap.
) (
Empl
o
yme
n
t
 
has
 
c
o
n
tinued
 
t
o
 
g
r
o
w
 
in
 
l
o
w
-p
a
ying
 
sec
t
o
r
s
 
f
oll
o
wing
 
the
 
i
n
t
r
oduction
 
of
 
the
minimum
 
w
a
g
e
 
and
 
the
r
e
 
h
a
v
e
 
been
 
no
 
signs
 
of
 
a
 
signifi
c
a
n
t
 
minimum
 
w
a
g
e
 
e
f
f
ect
 
in
 
the
unempl
o
yme
n
t
 
figu
r
es
 
b
e
t
w
een
 
2000
 
and
 
2008.
 
In
 
f
act,
 
in
 
the
 
l
o
w
e
s
t
 
p
a
ying
 
sec
t
o
r
s
 
of
 
the
e
c
ono
m
y
 
such
 
as
 
the
 
ho
t
el
 
indu
s
t
r
y
,
 
c
a
t
ering
 
and
 
c
a
r
e
 
se
r
vices,
 
empl
o
yme
n
t
 
l
e
v
els
 
had
)
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g
r
o
wn
 
s
t
r
ongly
 
o
v
er
 
the
 
fi
r
s
t
 
eig
h
t
 
y
ea
r
s
 
of
 
the
 
minimum
 
w
a
g
e.
 
The
 
impact
 
of
 
the
 
r
ecession
seems
 
t
o
 
be
 
h
a
v
e
 
f
elt
 
ac
r
oss
 
mo
s
t
 
empl
o
yme
n
t
 
sec
t
o
r
s,
 
with
 
those
 
on
 
the
 
minimum
 
w
a
g
e
not
 
seeing
 
a
n
y
 
g
r
e
a
t
er
 
inc
r
ease
 
in
 
unempl
o
yme
n
t
 
l
e
v
els.
 
Job
 
c
r
e
a
tion
 
o
v
er
 
the
 
la
s
t
 
t
w
o
y
ea
r
s
 
(2013–2015)
 
has
 
also
 
been
 
s
t
r
ong
 
in
 
minimum
 
w
a
g
e
 
sec
t
o
r
s.
) (
E
f
f
ects
 
of
 
the
 
minimum
 
w
a
g
e
 
on
 
empl
o
y
e
r
s
) (
•
) (
It
 
is
 
a
r
gued
 
th
a
t
 
the
 
minimum
 
w
a
g
e
 
has
 
made
 
the
 
UK
 
much
 
less
 
a
tt
r
acti
v
e
 
t
o
i
n
w
a
r
d
 
i
n
v
e
s
tme
n
t
 
–
 
dis
c
ou
r
aging
 
i
n
v
e
s
tme
n
t
 
in
 
the
 
UK
 
b
y
 
f
o
r
eign
 
c
ompanies.
 
Also
some
 
businesses
 
h
a
v
e
 
m
o
v
ed
 
p
r
oduction
 
a
nd
 
i
n
v
e
s
tme
n
t
 
t
o
 
l
o
w
 
labou
r
-
c
o
s
t
 
c
ou
n
tries
in
 
the
 
ea
s
t
 
of
 
Eu
r
ope
 
and
 
Asia.
Small
 
b
u
sinesses
 
h
a
v
e
 
been
 
mo
s
t
 
a
f
f
ec
t
ed,
 
especially
 
those
 
th
a
t
 
a
r
e
 
labour
i
n
t
ensi
v
e.
 
The
 
f
ocus
 
f
or
 
the
 
o
wne
r
s
 
and
 
mana
g
e
r
s
 
of
 
these
 
businesses,
 
as
 
en
c
ou
r
a
g
ed
b
y
 
the
 
g
o
v
ernme
n
t
 
and
 
bodies
 
such
 
as
 
the
 
L
o
w
 
P
a
y
 
Commission,
 
has
 
been
 
t
o
ma
k
e
 
w
or
k
e
r
s
 
mo
r
e
 
p
r
oducti
v
e
 
th
r
ough
 
t
r
aining
 
and
 
edu
c
a
tion.
 
When
 
vi
e
w
ed
 
f
r
om
this
 
pe
r
specti
v
e,
 
the
 
minimum
 
w
a
g
e
 
c
ould
 
be
 
a
r
gued
 
t
o
 
inc
r
ease
 
e
fficienc
y
.
O
v
e
r
all
 
w
a
g
e
 
c
o
s
ts
 
c
ould
 
h
a
v
e
 
inc
r
eased
 
be
c
ause
 
of
 
the
 
p
r
essu
r
e
 
t
o
 
k
eep
 
e
xi
s
ting
w
a
g
e
 
dif
f
e
r
e
n
tials
 
in
 
place
 
–
 
as
 
the
 
w
a
g
e
 
of
 
the
 
l
o
w
e
s
t
 
paid
 
w
or
k
e
r
s
 
inc
r
eases,
 
so
mu
s
t
 
the
 
w
a
g
es
 
of
 
those
 
on
 
the
 
n
e
x
t
 
l
e
v
el
 
up
 
and
 
so
 
on.
Empl
o
y
e
r
s
 
who
 
h
a
v
e
 
f
elt
 
the
 
w
o
r
s
t
 
of
 
the
 
impact
 
a
r
e
 
f
ound
 
in
 
the
 
indu
s
tries
me
n
tion
ed
 
earlier
 
–
 
sec
t
o
r
s
 
such
 
as
 
the
 
c
a
r
e
 
home
 
indu
s
t
r
y
,
 
whe
r
e
 
rising
 
c
o
s
ts
 
h
a
v
e
outpaced
 
inc
r
eases
 
in
 
in
c
ome.
 
This
 
has
 
led
 
t
o
 
the
 
closu
r
e
 
of
 
ma
n
y
 
c
a
r
e
 
homes,
r
esulting
 
in
 
shor
t
a
g
es
 
of
 
beds
 
f
or
 
the
 
elderly
 
in
 
some
 
a
r
eas
 
of
 
the
 
c
ou
n
t
r
y
.
) (
•
) (
•
) (
•
) (
E
qual
 
opportunities
) (
The
 
E
quality
 
Act
 
2010
 
le
g
ally
 
p
r
o
t
ects
 
people
 
f
r
om
 
discrimin
a
tion
 
in
 
the
 
w
orkplace
 
and
 
in
wider
 
soci
e
t
y
.
 
It
 
is
 
a
g
ain
s
t
 
the
 
l
a
w
 
t
o
 
discrimin
a
t
e
 
a
g
ain
s
t
 
a
n
y
one
 
be
c
ause
 
of:
) (
•
•
•
•
•
•
•
•
•
) (
a
g
e;
being
 
or
 
be
c
oming
 
a
 
t
r
anss
e
x
ual
 
pe
r
son;
being
 
married
 
or
 
in
 
a
 
civil
 
partne
r
ship;
being
 
p
r
egna
n
t
 
or
 
h
a
ving
 
a
 
child;
disability;
r
ace
 
including
 
c
olou
r
,
 
n
a
tionalit
y
,
 
e
thnic
 
or
 
n
a
tional
 
origin;
r
eligion,
 
beli
e
f
 
or
 
lack
 
of
 
r
eligion/beli
e
f;
s
e
x;
s
e
x
ual
 
orie
n
t
a
tion.
) (
The
 
ab
o
v
e
 
a
r
e
 
kn
o
wn
 
as
 
‘p
r
o
t
ec
t
ed
 
cha
r
ac
t
eri
s
tics
’
.
)
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A
n
y
 
of
 
the
 
f
oll
o
wing
 
is
 
r
e
g
a
r
ded
 
as
 
discrimin
a
tion:
) (
•
) (
di
r
ect
 
discrimin
a
tion
 
–
 
t
r
e
a
ting
 
someone
 
with
 
a
 
p
r
o
t
ec
t
ed
 
cha
r
ac
t
eri
s
tic
 
less
f
a
v
ou
r
ably
 
than
 
othe
r
s;
indi
r
ect
 
discrimin
a
tion
 
–
 
putting
 
rules
 
or
 
a
r
r
an
g
eme
n
ts
 
in
 
place
 
th
a
t
 
apply
 
t
o
e
v
e
r
y
one,
 
but
 
th
a
t
 
put
 
someone
 
with
 
a
 
p
r
o
t
ec
t
ed
 
cha
r
ac
t
eri
s
tic
 
a
t
 
an
 
u
n
f
air
disad
v
a
n
t
a
g
e;
ha
r
assme
n
t
 
–
 
u
n
w
a
n
t
ed
 
beh
a
viour
 
lin
k
ed
 
t
o
 
a
 
p
r
o
t
ec
t
ed
 
cha
r
ac
t
eri
s
tic
 
th
a
t
 
viol
a
t
es
someone
’
s
 
dignity
 
or
 
c
r
e
a
t
es
 
an
 
of
f
ensi
v
e
 
e
n
vi
r
onme
n
t
 
f
or
 
them;
victimis
a
tion
 
–
 
t
r
e
a
ting
 
someone
 
u
n
f
airly
 
be
c
ause
 
th
e
y
 
h
a
v
e
 
c
omplained
 
about
discrimin
a
tion
 
or
 
ha
r
assme
n
t.
) (
•
) (
•
) (
•
) (
In
 
the
 
w
orkplace
 
the
 
l
a
w
 
p
r
o
t
ects
 
people
 
a
g
ain
s
t
 
discrimin
a
tion
 
in
 
r
el
a
tion
 
t
o:
) (
•
•
•
•
•
•
•
) (
dismissal;
imp
ositio
n
 
of
 
u
n
f
air
 
empl
o
yme
n
t
 
t
erms
 
and
 
c
onditions;
p
a
y
 
and
 
ben
e
fits;
p
r
omotio
n
 
and
 
t
r
an
s
f
er
 
opportunities;
opportun
ities
 
f
or
 
t
r
aining;
r
ecruitme
n
t;
r
edundanc
y
.
) (
The
 
fi
r
s
t
 
equal
 
opportunities
 
legisl
a
tion
 
w
as
 
passed
 
in
 
the
 
1970s
 
but
 
the
r
e
 
a
r
e
 
s
till
 
issues
r
e
g
a
r
ding
 
discrimin
a
tion
 
in
 
the
 
w
orkplace.
 
Ci
r
cum
s
t
a
n
tial
 
e
vidence
 
is
 
som
e
times
 
put
f
o
r
w
a
r
d
 
t
o
 
indi
c
a
t
e
 
discrimin
a
tion:
 
e
x
amples
 
include
 
c
omparisons
 
b
e
t
w
een
 
the
 
numbe
r
s
of
 
black
 
f
ootballe
r
s
 
and
 
the
 
numbe
r
s
 
of
 
black
 
mana
g
e
r
s,
 
lack
 
of
 
w
omen
 
running
 
la
r
g
e
c
ompanies
 
and
 
a
g
e
 
discrimin
a
tion
 
on
 
TV
 
whe
r
e
 
w
e
 
see
 
a
g
eing
 
male
 
p
r
ese
n
t
e
r
s
 
but
 
f
e
w
older
 
f
emales.
) (
Wh
a
t
 
a
r
e
 
t
r
ade
 
unions?
) (
T
r
ade
 
unions
 
w
e
r
e
 
t
r
aditionally
 
o
r
g
anis
a
tions
 
th
a
t
 
r
ep
r
ese
n
t
ed
 
w
or
k
e
r
s
 
in
 
a
 
particular
 
t
r
ade,
indu
s
t
r
y
 
or
 
occup
a
tion.
 
Mo
r
e
 
r
ece
n
tly
 
w
e
 
h
a
v
e
 
seen
 
the
 
g
r
o
w
th
 
of
 
g
ene
r
al
 
t
r
ade
 
unions
(e
.
g.
 
Uni
t
e),
 
r
ep
r
ese
n
ting
 
a
 
wide
 
r
an
g
e
 
of
 
w
or
k
e
r
s.
 
All
 
sorts
 
of
 
occup
a
tions
 
a
r
e
 
r
ep
r
ese
n
t
ed
b
y
 
t
r
ade
 
unions,
 
including
 
manual
 
and
 
p
r
o
f
essional
 
w
or
k
e
r
s.
 
Their
 
purpose
 
is
 
t
o
 
p
r
o
t
ect
 
and
imp
r
o
v
e
 
their
 
membe
r
s’
 
t
erms
 
and
 
c
onditions
 
of
 
employme
n
t.
 
An
 
individual
 
w
or
k
er
 
alone
has
 
v
e
r
y
 
little
 
p
o
w
er
 
t
o
 
i
n
fluence
 
decisions,
 
but
 
b
y
 
joining
 
t
o
g
e
the
r
,
 
w
or
k
e
r
s
 
h
a
v
e
 
mo
r
e
chance
 
of
 
h
a
ving
 
a
 
v
oice
 
and
 
i
n
fluence.
 
This
 
is
 
known
 
as
 
c
ollecti
v
e
 
ba
r
g
aining
.
 
T
r
ade
 
unions
also
 
c
ampaign
 
f
or
 
l
a
w
s
 
and
 
policies
 
which
 
will
 
ben
e
fit
 
w
orking
 
people.
) (
T
r
ade
 
unions
 
a
r
e
 
financed
 
and
 
run
 
b
y
 
their
 
membe
r
s.
 
Ma
n
y
 
w
e
r
e
 
f
ormed
 
o
v
er
 
100
 
y
ea
r
s
a
g
o.
 
Almo
s
t
 
e
v
e
r
y
 
w
orking
 
pe
r
son
 
has
 
the
 
le
g
al
 
rig
h
t
 
t
o
 
join
 
or
 
not
 
t
o
 
join
 
a
 
t
r
ade
 
union.
 
The
T
r
ades
 
Union
 
Cong
r
ess
 
(TUC)
 
is
 
made
 
up
 
of
 
r
ep
r
ese
n
t
a
ti
v
es
 
of
 
mo
s
t
 
of
 
the
 
major
 
unions
 
and
has
 
a
 
r
ole
 
in
 
n
a
tional
 
ne
g
oti
a
tions
 
with
 
empl
o
y
e
r
s
 
and
 
the
 
g
o
v
ernme
n
t.
)

 (
Cha
p
t
er
 
22
 
–
 
Empl
o
y
er
/
empl
o
y
ee
 
r
el
a
tionshi
p
s
©
 
W
J
E
C
 
|
 
C
B
A
C
) (
W
h
y
 
do
 
people
 
join
 
unions?
) (
•
) (
R
ep
r
ese
n
t
a
tion.
 
This
 
means
 
th
a
t
 
unions
 
r
ep
r
ese
n
t
 
membe
r
s
 
f
aced
 
with
 
r
edundanc
y
,
a
 
gri
e
v
ance,
 
discipli
n
a
r
y
 
p
r
ocedu
r
es
 
and
 
le
g
al
 
action.
Ne
g
oti
a
tion
 
of
 
p
a
y
 
and
 
c
onditions
 
with
 
e
m
pl
o
y
e
r
s.
 
This
 
is
 
‘
c
ollecti
v
e
 
ba
r
g
ainin
g
’
,
and
 
ben
e
fits
 
w
or
k
e
r
s.
 
About
 
half
 
of
 
the
 
UK
 
w
ork
f
o
r
ce
 
is
 
c
o
v
e
r
ed
 
b
y
 
c
ollecti
v
e
ba
r
g
aini
n
g
 
ar
r
an
g
eme
n
ts.
 
Ne
g
oti
a
tion
 
does
 
not
 
h
a
v
e
 
t
o
 
be
 
done
 
on
 
an
 
individual
basis
 
but
 
th
r
ough
 
a
 
r
ep
r
ese
n
t
a
ti
v
e
 
of
 
a
 
la
r
g
e
 
section,
 
or
 
e
v
en
 
the
 
whole,
 
of
 
the
w
ork
f
o
r
ce.
Help
 
ensu
r
e
 
high
 
s
t
anda
r
ds
 
of
 
health
 
and
 
s
a
f
e
t
y
.
 
The
 
p
r
o
vision
 
of
 
a
 
n
e
t
w
ork
 
of
health
 
and
 
s
a
f
e
ty
 
r
ep
r
ese
n
t
a
ti
v
es
 
in
 
Bri
t
ain
’
s
 
w
orkplaces.
Union
 
membe
r
s
 
c
an
 
ben
e
fit
 
f
r
om
 
a
 
wide
 
r
an
g
e
 
of
 
se
r
vices
 
which
 
a
r
e
 
not
 
di
r
ectly
r
el
a
t
ed
 
t
o
 
the
 
w
orkplace.
 
These
 
include
 
fi
n
ancial,
 
le
g
al
 
and
 
w
el
f
a
r
e
 
se
r
vices.
Unions
 
support
 
the
 
d
e
v
elopme
n
t
 
of
 
equal
 
op
portunities
 
policies.
 
Mo
s
t
 
la
r
g
e
c
ompanies,
 
and
 
ma
n
y
 
smaller
 
ones,
 
n
o
w
 
ope
r
a
t
e
 
policies
 
which
 
a
t
t
em
p
t
 
t
o
 
elimin
a
t
e
discrimin
a
tion
 
a
t
 
w
ork.
 
T
r
ade
 
unions
 
h
a
v
e
 
not
 
only
 
suppor
t
ed
 
their
 
membe
r
s
 
who
h
a
v
e
 
been
 
discrimi
n
a
t
ed
 
a
g
ain
s
t
 
but
 
also
 
h
elped
 
the
 
w
ork
f
o
r
ce
 
t
o
 
unde
r
s
t
and
 
the
policies.
) (
•
) (
•
) (
•
) (
•
) (
Mo
s
t
 
empl
o
y
e
r
s
 
a
r
e
 
hap
p
y
 
t
o
 
h
a
v
e
 
t
r
ade
 
unions
 
r
ep
r
ese
n
ting
 
w
or
k
e
r
s
 
be
c
ause:
) (
•
) (
Col
lecti
v
e
 
ba
r
g
aini
n
g
 
assi
s
ts
 
empl
o
y
e
r
s
 
be
c
ause
 
it
 
simplifies
 
the
 
p
r
ocess
 
of
ne
g
oti
a
ting
 
with
 
w
or
k
e
r
s.
 
Ne
g
oti
a
tion
 
does
 
not
 
h
a
v
e
 
t
o
 
be
 
done
 
on
 
an
 
individual
basis,
 
which
 
w
ould
 
b
e
 
v
e
r
y
 
time
 
c
onsuming
 
and
 
disru
p
ti
v
e.
T
r
ade
 
unions
 
c
an
 
also
 
help
 
ensu
r
e
 
th
a
t
 
ag
r
eeme
n
ts
 
a
r
e
 
c
omplied
 
with
 
b
y
 
w
or
k
e
r
s
and
 
c
an
 
assi
s
t
 
with
 
c
ommuni
c
a
tion
 
b
e
t
w
een
 
mana
g
eme
n
t
 
and
 
w
or
k
e
r
s.
T
r
ade
 
unions
 
a
r
e
 
able
 
t
o
 
t
a
k
e
 
a
 
lon
g
er
 
t
erm
 
vi
e
w
 
than
 
individuals
 
and
 
a
r
e
 
the
r
e
f
o
r
e
able
 
t
o
 
see
 
w
h
y
 
difficult
 
decisions
 
h
a
v
e
 
t
o
 
be
 
made.
 
Individual
 
w
or
k
e
r
s
 
m
a
y
 
be
bli
n
ded
 
b
y
 
shor
t
-
t
erm
 
desi
r
es
 
such
 
as
 
imp
r
o
ving
 
their
 
p
a
y
,
 
when
 
r
aising
 
c
o
s
ts
 
m
a
y
ma
k
e
 
the
 
business
 
u
n
c
omp
e
titi
v
e.
) (
•
) (
•
) (
Wh
a
t
 
is
 
the
 
r
ole
 
of
 
t
r
ade
 
unions
 
in
 
indu
s
trial
 
dispu
t
es?
) (
When
 
disag
r
eeme
n
ts
 
b
e
t
w
een
 
empl
o
y
e
r
s
 
and
 
empl
o
y
ees
 
occur
 
th
e
y
 
need
 
t
o
 
be
 
r
esol
v
ed
f
airly
 
and
 
s
wiftl
y
.
 
Good
 
indu
s
trial
 
r
el
a
tions
 
c
o
n
tribu
t
e
 
t
o
 
the
 
smooth
 
running
 
of
 
business
 
–
so
 
dispu
t
es
 
b
e
t
w
een
 
mana
g
e
r
s
 
and
 
empl
o
y
ees
 
should
 
be
 
a
v
oided
 
when
e
v
er
 
possible.
) (
E
v
en
 
s
o
,
 
disag
r
eeme
n
ts
 
b
e
t
w
een
 
empl
o
y
e
r
s
 
and
 
empl
o
y
ees
 
c
an
 
occur
 
f
or
 
a
 
wide
 
r
an
g
e
 
of
r
easons.
 
These
 
include
 
dispu
t
es
 
o
v
er
 
w
a
g
es,
 
hou
r
s
 
and
 
c
onditions
 
of
 
w
ork,
 
the
 
i
n
t
r
oduction
of
 
n
e
w
 
machine
r
y
,
 
n
e
w
 
w
ork
 
r
o
t
as,
 
o
v
ertime,
 
job
 
losses,
 
r
edundancies,
 
health
 
and
 
s
a
f
e
ty
issues
 
and
 
equal
 
rig
h
ts.
)
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If
 
the
r
e
 
is
 
a
 
disag
r
eeme
n
t
 
on
 
a
n
y
 
of
 
these
 
issues,
 
it
 
is
 
of
t
en
 
the
 
unions’
 
lo
c
al
 
r
ep
r
ese
n
t
a
ti
v
e,
the
 
shop
 
s
t
e
w
a
r
d,
 
who
 
will
 
ne
g
oti
a
t
e
 
with
 
the
 
mana
g
eme
n
t.
 
When
 
an
 
ag
r
eeme
n
t
 
b
e
t
w
een
mana
g
eme
n
t
 
and
 
the
 
lo
c
al
 
union
 
r
ep
r
ese
n
t
a
ti
v
es
 
c
annot
 
be
 
r
eached
 
s
t
r
aig
h
t
 
a
w
a
y
,
 
the
n
a
tional
 
t
r
ade
 
union
 
officials
 
m
a
y
 
be
 
c
onsul
t
ed
 
and
 
i
n
v
ol
v
ed
 
in
 
ne
g
oti
a
tions.
 
On
 
the
 
whole,
dif
f
e
r
ences
 
a
r
e
 
sor
t
ed
 
out
 
without
 
a
n
y
 
indu
s
trial
 
action
 
being
 
t
a
k
en.
 
The
r
e
 
m
a
y
 
e
v
en
 
be
a
 
n
a
tional
 
ag
r
eeme
n
t
 
in
 
place
 
which
 
the
 
empl
o
y
er
 
and
 
empl
o
y
ees
 
a
r
e
 
bound
 
b
y
 
–
 
this
ag
r
eeme
n
t
 
c
an
 
then
 
be
 
used
 
t
o
 
r
esol
v
e
 
issues.
) (
H
o
w
e
v
e
r
,
 
the
r
e
 
a
r
e
 
oc
c
asions
 
when
 
the
 
t
w
o
 
sides
 
c
annot
 
ag
r
ee.
 
In
 
these
 
c
ases,
 
a
 
t
r
ade
union
 
will
 
use
 
a
 
number
 
of
 
s
t
r
a
t
egies
 
b
e
f
o
r
e
 
c
alling
 
a
 
s
tri
k
e.
 
Stri
k
es
 
a
r
e
 
of
t
en
 
in
 
the
 
n
e
w
s
 
but
th
e
y
 
a
r
e
 
r
a
r
e
 
in
 
mo
s
t
 
w
orkplaces.
 
Ma
n
y
 
mo
r
e
 
w
orking
 
d
a
y
s
 
a
r
e
 
lo
s
t
 
th
r
ough
 
w
or
k
-
r
el
a
t
ed
sickness
 
than
 
th
r
ough
 
s
tri
k
es.
) (
T
ypes
 
of
 
indu
s
trial
 
action
) (
•
) (
An
 
o
v
erti
me
 
ban
 
–
 
w
or
k
e
r
s
 
ju
s
t
 
w
ork
 
basic
 
hou
r
s
 
and
 
r
e
fuse
 
t
o
 
do
 
a
n
y
 
e
x
t
r
a
 
w
ork.
This
 
is
 
a
 
us
e
ful
 
t
actic
 
if
 
the
 
empl
o
y
er
 
has
 
a
 
lot
 
of
 
w
ork
 
on
 
and
 
is
 
t
r
ying
 
t
o
 
me
e
t
 
high
l
e
v
els
 
of
 
demand.
A
 
w
or
k
-
t
o-rule
 
–
 
w
or
k
e
r
s
 
s
tick
 
v
e
r
y
 
closely
 
t
o
 
e
v
e
r
y
 
rule
 
in
 
the
 
w
orkplace,
 
especially
health
 
and
 
s
a
f
e
ty
 
rules.
 
This
 
slo
w
s
 
d
o
wn
 
p
r
oduction
 
and
 
r
educes
 
output.
Stri
k
es
 
–
 
a
 
withd
r
a
w
al
 
of
 
lab
o
u
r
.
 
An
 
all-o
u
t
 
s
tri
k
e
 
is
 
c
alled
 
as
 
a
 
v
e
r
y
 
la
s
t
 
r
esort.
 
Both
sides
 
h
a
v
e
 
much
 
t
o
 
lose
 
–
 
the
 
w
or
k
e
r
s’
 
in
c
ome
 
and
 
the
 
empl
o
y
e
r
s’
 
p
r
ofits.
 
L
e
tting
d
o
wn
 
cu
s
t
ome
r
s
 
c
an
 
h
a
v
e
 
a
 
la
s
ting
 
impact
 
on
 
a
 
business
 
as
 
th
e
y
 
m
a
y
 
seek
 
al
t
ern
a
ti
v
e
supplie
r
s
 
and
 
n
e
v
er
 
r
e
turn.
) (
•
) (
•
) (
The
r
e
 
is
 
no
 
dou
b
t
 
th
a
t
 
the
 
British
 
r
e
c
o
r
d
 
on
 
indu
s
trial
 
action
 
has
 
imp
r
o
v
ed
 
d
r
am
a
ti
c
ally
o
v
er
 
the
 
la
s
t
 
30
 
y
ea
r
s:
 
this
 
n
e
w
 
r
ealism
 
b
y
 
t
r
ade
 
unions
 
is
 
p
r
obably
 
mo
r
e
 
the
 
r
esult
 
of
 
t
r
ade
union
 
legisl
a
tion,
 
limiting
 
the
 
po
w
e
r
s
 
of
 
t
r
ade
 
unions,
 
than
 
a
n
y
 
other
 
f
ac
t
o
r
.
) (
A
CAS
) (
Som
e
times
 
an
 
outside
 
body
 
is
 
c
alled
 
in
 
t
o
 
arbit
r
a
t
e
 
(t
r
y
 
t
o
 
bring
 
the
 
t
w
o
 
sides
 
t
o
g
e
ther)
during
 
empl
o
y
er
/
empl
o
y
ee
 
ne
g
oti
a
tions.
 
The
 
Adviso
r
y
,
 
Concili
a
tion
 
and
 
Arbit
r
a
tion
 
Se
r
vice
(
A
CAS)
 
is
 
of
t
en
 
used
 
t
o
 
help
 
find
 
a
 
solution
 
which
 
is
 
acce
p
t
able
 
t
o
 
both
 
sides.
 
A
CAS
 
pl
a
y
s
an
 
impor
t
a
n
t
 
r
ole
 
in
 
s
e
ttling
 
dispu
t
es
 
but
 
only
 
has
 
a
 
r
ole
 
t
o
 
pl
a
y
 
when
 
it
 
is
 
i
n
vi
t
ed
 
b
y
 
both
sides
 
t
o
 
c
oncili
a
t
e
 
(of
f
er
 
and
 
su
g
g
e
s
t
 
solutions)
 
or
 
arbit
r
a
t
e
 
(when
 
A
CA
S
’
s
 
solution
 
will
 
be
acce
p
t
ed
 
b
y
 
both
 
sides).
) (
The
 
adviso
r
y
 
r
ole
 
of
 
A
CAS
) (
Empl
o
yme
n
t
 
l
a
w
 
is
 
c
ompl
e
x.
 
The
 
adviso
r
y
 
r
ole
 
is
 
t
o
 
gi
v
e
 
empl
o
y
e
r
s
 
and
 
empl
o
y
ees
 
a
 
poi
n
t
of
 
c
o
n
t
act
 
so
 
th
a
t
 
issues
 
r
e
g
a
r
ding
 
empl
o
yme
n
t
 
l
a
w
 
and
 
p
r
ocedu
r
es
 
c
an
 
be
 
made
 
clea
r
.
 
A
n
y
)
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empl
o
y
er
 
or
 
empl
o
y
ee
 
c
an
 
c
o
n
t
act
 
A
CAS
 
t
o
 
g
ain
 
advice,
 
or
 
t
o
 
discuss
 
app
r
opri
a
t
e
 
s
t
e
p
s
 
t
o
t
a
k
e
 
t
o
 
help
 
r
esol
v
e
 
empl
o
yme
n
t
 
issues.
) (
The
 
c
oncili
a
tion
 
r
ole
 
of
 
A
CAS
) (
The
 
c
oncili
a
tion
 
p
r
ocess
 
i
n
v
ol
v
es
 
an
 
i
n
vi
t
ed
 
independe
n
t
 
A
CAS
 
c
oncili
a
t
or
 
discussing
dispu
t
ed
 
w
orkplace
 
issues
 
with
 
both
 
parties
 
in
 
o
r
der
 
t
o
 
help
 
them
 
r
each
 
a
 
b
e
t
t
er
unde
r
s
t
anding
 
of
 
each
 
othe
r
’
s
 
position
 
and
 
underlying
 
i
n
t
e
r
e
s
t.
 
The
 
impartial
 
c
oncili
a
t
or
tries
 
t
o
 
en
c
ou
r
a
g
e
 
the
 
parties
 
in
 
dispu
t
e
 
t
o
 
c
ome
 
t
o
 
an
 
ag
r
eeme
n
t
 
b
e
t
w
een
 
themsel
v
es
 
and
so
 
a
v
oid
 
the
 
disrup
tion
 
and
 
e
xpense
 
of
 
p
r
og
r
essing
 
the
 
dispu
t
e
 
th
r
ough
 
indu
s
trial
 
action.
With
 
c
oncili
a
tion,
 
the
 
r
e
c
ommend
a
tions
 
and
 
advice
 
gi
v
en
 
is
 
in
 
no
 
w
a
y
 
binding
 
on
 
either
side.
) (
The
 
arbit
r
a
tion
 
r
ole
 
of
 
A
CAS
) (
Arbit
r
a
tion
 
i
n
v
ol
v
es
 
an
 
impartial
 
A
CAS
 
advisor
 
being
 
as
k
ed
 
t
o
 
ma
k
e
 
a
 
decision
 
on
 
a
 
dispu
t
e.
The
 
arbit
r
a
t
or
 
ma
k
es
 
a
 
firm
 
decision
 
on
 
a
 
c
ase,
 
based
 
on
 
the
 
e
vidence
 
p
r
ese
n
t
ed
 
b
y
 
the
parties.
 
Arbit
r
a
tion
 
is
 
v
olu
n
t
a
r
y
,
 
so
 
both
 
sides
 
mu
s
t
 
ag
r
ee
 
t
o
 
g
o
 
t
o
 
arbit
r
a
tion;
 
th
e
y
 
should
also
 
ag
r
ee
 
in
 
ad
v
ance
 
th
a
t
 
th
e
y
 
will
 
abide
 
b
y
 
the
 
arbit
r
a
t
o
r
’
s
 
decision.
 
Arbit
r
a
tion
 
is
 
of
t
en
used
 
in
 
c
ollecti
v
e
 
empl
o
yme
n
t
-
r
el
a
t
ed
 
dispu
t
es.
 
F
or
 
e
x
ample,
 
a
 
t
r
ade
 
union
 
mig
h
t
 
be
in
 
dispu
t
e
 
with
 
an
 
empl
o
y
er
 
o
v
er
 
the
 
annual
 
p
a
y
 
rise.
 
The
 
union
 
c
ould
 
ag
r
ee
 
with
 
the
empl
o
y
er
 
t
o
 
ask
 
A
CAS
 
t
o
 
appoi
n
t
 
an
 
independe
n
t
 
arbit
r
a
t
or
 
f
r
om
 
their
 
panel
 
t
o
 
hear
 
the
t
w
o
 
sides’
 
c
ases
 
and
 
then
 
ma
k
e
 
an
 
independe
n
t
 
and
 
impartial
 
decision.
 
Arbit
r
a
tion
 
c
an
 
also
be
 
used
 
t
o
 
s
e
ttle
 
individual
 
dispu
t
es.
 
F
or
 
e
x
ample,
 
an
 
individual
 
and
 
an
 
emplo
y
er
 
mig
h
t
decide
 
t
o
 
g
o
 
t
o
 
arbit
r
a
tion
 
t
o
 
a
v
oid
 
the
 
s
t
r
ess
 
and
 
e
xpense
 
of
 
an
 
empl
o
yme
n
t
 
tribunal.
)

 (
Cha
p
t
er
 
22
 
–
 
Empl
o
y
er
/
empl
o
y
ee
 
r
el
a
tionshi
p
s
©
 
W
J
E
C
 
|
 
C
B
A
C
) (
Discussion
 
themes
) (
W
h
y
 
a
r
e
 
g
ood
 
empl
o
y
er
/
empl
o
y
ee
 
r
el
a
tionshi
p
s
 
impor
t
a
n
t?
) (
‘
The
 
i
n
t
r
oduction
 
of
 
the
 
N
a
tional
 
Minimum
 
W
a
g
e
 
has
 
had
 
mo
r
e
 
ben
e
fits
 
than
 
d
r
a
wbac
k
s
.
’
 
Discuss
 
this
 
s
t
a
t
eme
n
t.
) (
‘
The
 
N
a
tional
 
Minimum
 
W
a
g
e
 
should
 
inc
r
ease
 
e
v
e
r
y
 
y
ea
r
.
’
 
Discuss
 
this
 
s
t
a
t
eme
n
t.
) (
W
h
y
 
do
 
w
or
k
e
r
s
 
join
 
a
 
t
r
ade
 
union?
) (
Wh
a
t
 
is
 
mea
n
t
 
b
y
 
c
ollecti
v
e
 
ba
r
g
aining?
 
Wh
a
t
 
w
orkplace
 
issues
 
mig
h
t
 
be
 
c
o
v
e
r
ed
 
in
 
the
 
c
ollecti
v
e
 
ba
r
g
aining
 
p
r
ocess?
) (
Explain
 
the
 
r
oles
 
of
 
A
CAS
 
is
 
helping
 
p
r
e
v
e
n
t
 
indu
s
trial
 
dispu
t
es.
) (
Do
 
y
ou
 
think
 
th
a
t
 
the
 
action
 
t
a
k
en
 
in
 
these
 
c
ases
 
is
 
ju
s
tified?
Chri
s
tina
 
McAnea,
 
Head
 
of
 
Health
 
f
or
 
UNISON,
 
e
xplains
 
w
h
y
 
UNISON
’
s
 
membe
r
s
 
w
orking
 
in
 
the
 
NHS
 
a
r
e
 
t
aking
 
indu
s
trial
 
action
h
tt
p
s://
w
w
w
.
y
outube.
c
om/
w
a
t
ch?v=
b
z_nCc
K
sQeQ
Midwi
f
e
r
y
 
s
tri
k
e
 
action
 
h
tt
p
s://
w
w
w
.
y
outube.
c
om/
w
a
t
ch?v=NI
K
QyNbOufI
)
