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Law Amount to a Valid Resignation? And Can Coercion of the Employee by
the Employer to Participate in an Illegal Act Amount to Constructive Dismissal?/ 12-521

12.129 Does an employee’s failure to attend a meeting or event scheduled or requested by his or her
employer constitute just cause for dismissal?/ 12-525

12.130 Is the existence of a consensual sexual relationship with a co-worker sufficient grounds for the
termination of an employee’s employment?/ 12-532

12.131 Is a prior warning required where an employer dismisses an employee for just cause?/ 12-537
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12.132 Is it wrongful dismissal when an employer summarily dismisses an employee who proves
unable to adapt to substantial changes in the workplace, such as, e.g., the introduction of a new
computer system?/ 12-542

12.133 When does poor performance constitute just cause for termination of
employment?/ 12-549

12.134 When may After-acquired Cause be Used in a Wrongful Dismissal Case?/ 12-578
12.135 What are the general principles pertaining to condonation by an employee where the employer

has fundamentally breached the contract of employment? / 12-583
12.136 Does just cause for dismissal nullify a termination provision in an employment contract, which

provides that the employee will receive a very substantial payout upon termination?/ 12-590
12.137 Can an employee be justifiably dismissed because he is seriously ill and unable to

work?/ 12-595
12.138 Does an employer have to state what the grounds for termination are in case of employee

dismissal?/ 12-607
12.139 What are the distinguishing characteristics of management employees for the purpose of

defining the type of employment in a wrongful dismissal action? And is the character of
a job declining in importance when assessing the appropriate reasonable notice to be
awarded?/ 12-612

12.140 Whether taking a vacation immediately after termination amounts to a failure to mitigate in a
wrongful dismissal action./ 12-621
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