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Legal Risk the Company Faces in Regards to Bank’s Complaint
While it is clearly stated in the company’s Employment Handbook, which Mr. Bank’s signed, employment at the company is on an at-will basis. Therefore, the employer has the discretion to terminate an employee without providing a reason and at any time. The concept of at-will employment, recognized by the U.S labor as a valid way of forming contractual relationships between employees and employers does not require the establishment of “just cause” before the termination of an employment relationship. Moreover, Labor Laws presume most employment relationships to be “at-will”, allowing employers to terminate employment relationships without incurring legal liability (Gertz, 2017). To that extent, Mr. Bank’s cause will fail as the law clearly supports the rights of an employer to terminate an employee prior to providing a warning. The only exceptions that might hinder the termination of an employment relationship without a warning in at-will relationships was cited in Kubala v. Supreme Production Services, Inc (2016). In the case, the Court observed that it was possible to modify the terms of employment, thereby nullifying the assumption of an employment at-will relationship. In those circumstances, it is necessary for the employee to demonstrate that certain provisions in the employment contract nullified the status of an employment at-will contract. 
In Kubala v. Supreme Production Services, Inc (2016), the court ruled that for there to be demonstrable proof that there was a modification to the employment contract that nullified the status of an employment at-will status, the party claiming the modification must demonstrate that they received the notice of change and accepted the changes. In Mr. Bank’s case, there is no evidence of a change in the employment contract, implying that his employment at the company was on an at-will basis, and thus could be terminated at the discretion of the employer. In regards to the discrimination claims stated by Mr. Banks, he must demonstratively prove that he his termination was biased. The above point is demonstrable in the case of Ferrari v. Ford Motor Co. (2016) where the court ruled that when the employer shows that the adverse action taken against an employee was made reasonably and in an informed manner, then the employee cannot challenge such a decision cannot be challenged under the guise of discrimination from the employer.  
Recommendations
To handle the matter, it is imperative to ensure that both sides to the conflict feel that the resolution arrived at is just and fair. In this instance, it is necessary for the employer to inform Mr. Banks of his employment rights in regards to an at-will employment basis. That ensures Mr. Bank’s perception that his termination was unfair is not valid. Moreover, the employer should perhaps afford Mr. Banks an explanation of his termination. Informing Banks that he was terminated owing to failure to secure more business for the company could resolve the matter amicably. Banks will understand that his termination was not racially motivated, but rather, based on the company’s needs at the time. Resolving the matter in this way ensures that complainant does not feel hard done by the decision and at the same time, preserves the company’s image. However, disclosing the reasons for the employee’s termination could act as a precedent. Other employees might also inquire as to why they were terminated. 
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