



AC 1.1
Employment regulations play an important role in the relationship between employees and their employers, outlining the expectations of employees, what employers can require from employees and protecting employee rights (CIPD, 2026a). Activities relating to regulation can be time consuming, however, understanding and adhering to employment regulations supports employee engagement and organisational success (Hasyim & Bakri, 2023). 
One of the main aims of Employment Regulation is to outline minimum standards for fairness and protection in the workplace such as Employment Rights Act 2025 which covers dismissals and family leave and The Equality Act 2010 which details discrimination and protected characteristics (Cole, 2026). This is crucial in a large organisations such as the NHS which offers highly diverse workforces, tall hierarchical structures and different employment types increasing the risk of unequal treatment or inconsistent processes (Gajjar, 2026). 
Employment Regulation ensures health and safety. The Health and Safety at Work etc Act 1974 places a legal duty of care for employers to their employees, protecting their welfare through safe working environments, risk assessments and training and supervision (Legislation Gov UK, 2026). BSC (2024) explains how this act has reduced non-fatal work injuries by 80% since its introduction demonstrating its importance in keeping employees safe. Additionally, it’s relevance in the NHS is crucial whereby one in ten patients are harmed in healthcare due to factors such as technology failures and employee error, highlighting the legal requirement for effective health and safety procedures, employee training and safe equipment (WHO, 2023). 
Employment Regulation balances power between employers and employees. Atkinson (2025) states that due to employee dependence on employers, employees are in a weaker position with less power and so regulation aims to reduce the imbalance. UK Government (2026) explains how The Employment Rights Act 2025 strengthens employee rights by allowing employees to claim for unfair dismissal or discrimination. Without this, employees may face reduced job security and unfair treatment due to stronger employer power. In the NHS fair treatment and inclusivity has been linked to better patient safety, making Employment Regulations vital in our sector (NHS, 2023). Some see regulation as a burden due to increased costs through more administrative duties such as reporting and delays in approvals reducing innovation (Cordes, Dudley & Washington, 2022). However, the fairness, protection of employee rights and promotion of Health and Safety are important for a productive and legal workforce.
Overall, Employment Regulation provides employee protection and improves organisational efficiency through fairness, equality and safety. While it can increase your time spent on administrative and process tasks, it is essential for positive workforce management and safe working environments. 






AC 1.2
The Tribunal and Courts system plays an important role in enforcing UK employment law. The European Court of Justice (ECJ) is the highest court of the European Union which aims to ensure a consistent application of Law across the EU (CJEU, 2026). Prior to Brexit, UK Courts and Tribunals were bound to decisions made by ECJ on issues relating to EU Law and many regulations in the UK stem from EU Directives such as Working Time Regulations and holiday pay calculations (Department for Business and Trade, 2023). These regulations are relevant in the NHS where long and bank hours are worked, helping protect health, safety and ensuring fair paid leave. Following Brexit UK Courts are no longer bound by new and future rulings of ECJ, giving the Supreme Court of the United Kingdom full authority over UK Law (Le Riche & Symes,2020). Due to EU Law having a prominent impact on UK legislation, removing it completely would generate uncertainty as individuals and business could lose rights. Therefore, The European (Withdrawal) Act 2018 created retained EU Law under The Retained EU Law (Revocation and Reform) Act 2023 meaning pre-Brexit ECJ decisions are still relevant and continue to apply in UK Tribunals and Court when cases involve retained employment rights (Travers and Smith, 2024). 
From 1st January 2024 UK Courts have gained more control to move away from and challenge ECJ decisions. UK Courts can now change, remove or keep ECJ rulings provided the decision is consistent with current UK law (Travers and Smith, 2024). However, removing or changing ECJ decisions has been treated with caution due to impact on legal certainty (Osbourne Clarke, 2024). An example of UK Courts still following EU shaped law is the Chief Constable of the Police Service Northern Ireland v Agnew. The case covered unlawful deduction of wages of police and civilian officers due to overtime not being included in holiday pay, formally outlined in the European Working Time directive (Supreme Court UK, 2023). The officers won the case, demonstrating that while the UK is not bound by EU Law, it still shapes employment law in the UK and followed by UK Courts and so could be considered ‘good law’. 
Overall, while UK Courts and Tribunals have greater freedom and are no longer legally bound to pre-Brexit decisions by the ECJ, it is difficult to completely disregard EU Law as it has greatly influenced UK Employment Law and so remains relevant in Courts and Tribunals. 










AC 2.1
Under The Equality Act 2010, it is unlawful for you to discriminate in the recruitment process and make decisions based on protected characteristics such as sex, gender reassignment and race (ACAS, 2026). Recruitment decisions should be fair and objective, based on skills and experience rather than your preference. The Equality Act 2010 stipulates an exception to unlawful discrimination in recruitment called occupational requirements. Occupational requirements are where a certain characteristic such as sex, is genuinely necessary for the job meaning employers can refuse an individual that does not meet the requirement (Legislation Gov UK, 2026). CIPD (2026) explains that occupational requirements are highly restricted and should be properly assessed as a ‘proportionate means of achieving a legitimate aim’. Additionally, requirements must be crucial to the role, not a pretext to avoid hiring a certain gender (Legislation Gov UK, 2026).
An example of an occupational requirement within the NHS would be the recruitment of a counsellor for female sexual assault victims to avoid discomfort or added stress, even though sex is a protected characteristic (ACAS, 2026). Another scenario with an occupational requirement for a specific gender would be to maintain dignity for example being present with males or females who require personal care (Equality Commission NI, 2026). However, the Donnelly v PQ employment tribunal case shows that occupational requirements in healthcare are still restricted. In this case, a disabled woman expressed discomfort receiving personal care from a male carer and extended his probation without explaining the real reason or exploring alternatives such as sharing care duties with a female assistant (Trowers & Hamlins, 2023). The court decided this was unlawful, highlighting the importance of employers justifying and appropriately advertising occupational requirements in the recruitment process and seeking legal advice when applying this exception (CIPD, 2026). 
Citizens Advice (2026) explains consequences of sex discrimination including legal action via a Tribunal claim and using media to publicise the case, even if discrimination was at recruitment stage. Therefore, recruitment selection should be fair and lawful and occupational requirements should be exceptional and justifiable to avoid reputational damage. Furthermore, inclusive recruitment and diverse teams have been found to improve problem solving and performance and so your team can benefit from improved patient care (Coleman, Dosset & Dimick, 2021). 










AC 2.2 
Upgrading two male health care assistants (HCAs) to B grade from A grade raises equality and legal issues regarding equal pay. The Equality Act 2010 legally requires employers to ensure equal pay for equal work and pay agreements cannot be based on protected characteristics such as sex meaning males and females performing the same or equivalent work have the right to equal terms and conditions (CIPD, 2026). Since 80% of the HCAs are female and the two HCAs receiving a promotion are male, it could encourage claims of sex discrimination or unequal pay. The NHS uses the Agenda for Change (AfC) which ensures jobs are evaluated into bands and employees can move up bands based on skill and responsibility, removing the bias from pay increases (NHS, 2024). While you may want to use surplus money the decision must be objectively justified in line with The Equality Act 2010 and AfC within the NHS. 
Monaco Solicitors (2026) explain that equal pay disputes are most common when an individual discovers that a colleague of the opposite sex is receiving a higher pay for the same or similar work.  Therefore, as the Nurse Manager you must demonstrate a material factor for the promotion, which is significant, relevant and shows thorough assessment of each considered factor and how it applies to the role (Equality and Human Rights Commission, 2021). However, despite equal pay being a legal requirement, a study has shown that 66% of female dominated roles have a gender pay gap favouring men (Clemo, 2024). This highlights the importance fair and equal pay processes as only promoting two male HCAs may be perceived as unequal treatment and contribute to an existing gender pay gap. Webber (2020) explains how employment tribunals are a consequence of not adhering to equal pay under The Equality Act 2020 stating an average of 29,000 equal pay complaints are made to UK tribunals annually, potentially causing increased cost, workforce pressure and reputational damage if they go to trial (McJannett, 2026). Furthermore, when individuals believe there is high pay inequality, it reduces trust, weakening relationships with managers and lowering engagement (Schulz, Valizade & Charlwood, 2022).  Therefore, unequal pay not only creates legal implications, but negatively impacts morale and workplace culture. 
Overall, before a decision to promote two male HCAs is made, you should conduct a job evaluation and equality assessment so that decisions made are fair and in line with the Equality Act 2010 to avoid sex discrimination and unequal pay claims. 










AC 3.1 
Under Employment Law in the UK, if an employer makes a unilateral change to a contract, meaning a change made by one party without the consent of the other, the employee may have the right to resign and claim constructive dismissal (GOV UK). Constructive dismissal falls under Section 95 (1)(C) of the Employment Rights Act 1996 and refers to when an employer resigns due to wrongful conduct by the employer (Brodie, 2022). Wrongful conduct includes breaching the Contract of Employment, demonstrated in the Hart V St Mary’s School case. The school decided without consultation to spread Ms Hart’s part time hours from three to five days (CIPP, 2015). While the initial claim was rejected, the decision was overturned, proving employers cannot make unilateral contractual changes to working hours without contractual authority or employee consent as suggested by the radiographer. Without authority and consent, the employee may claim constructive dismissal if employed for a qualifying period of two years or in some cases less than this if linked to factors such as pregnancy or safety (ACAS, 2026). The radiographer must prove the breach was serious, and that his resignation was a direct response to the breach and not delay resigning or the claim may fail (Tyc & Carby-Hall, 2024). To help reduce constructive dismissal claims, The Trust should ensure there are no gaps in their Contract of Employment and review any variations that are unclear as they may result in disputes (Cabrelli, 2024). Furthermore, both parties must act in accordance with the implied duty of mutual trust and confidence to avoid actions that may damage the employment relationship without reasonable cause (Cabrelli, 2024). 
Regarding time limits, the radiographer has three months minus one day to submit a constructive dismissal claim to the Employment Tribunal, with day one starting on final day of employment (ACAS, 2026). Hopkins Solicitors (2026) explains that before submitting a claim, the former employee must contact ACAS within the timeframe of three months minus one day and go through early conciliation which pauses the time limit and aims to resolve disputes without a tribunal hearing. If ACAS cannot resolve the matter via mediation, they will issue an early conciliation certificate required to proceed with a tribunal claim. Redmans Solicitors (2026) explains that tribunal deadlines are strict and must be followed to avoid losing the right to make a claim. 
Changing the radiographer’s hours may form the basis of a successful constructive dismissal claim if the employee or contract did not consent to the change and it breaches the implied duty of mutual trust and confidence. However, to be successful, the radiographer must prove it was a serious breach and the direct reason behind his resignation. Lastly, to be successful the claim must be submitted within the time limit and undergo mediation via ACAS first. 








AC 3.2 
Redundancy is a type of dismissal in section 139 of The Employment Rights Act 1996 which occurs when a role within an organisation is no longer required or the employer closes the business (Legislation Gov UK, 2026). Gov UK (2026) explains that redundancy must be genuine and the employer must show that the employees’ job will no longer exist. To select employees, disciplinary records, skills and experience may be assessed to ensure the decision is fair and objective. The trust must not base the decision on protected characteristics or other factors such as trade union membership or part time hours as this would fall under unfair dismissal, potentially resulting in a claim (Gov UK, 2026). While the factors of disciplinary records and skill can be linked to poor performance the senior manager cannot rely on this as the only reason for a quick dismissal, the redundancy process must be followed to remain lawful. 
The Trade Union and Labour Relations (Consolidation) Act 1992 states the trust must legally undergo collective consultation with trade union or employee representatives to discuss how to minimise redundancies and their impact if making more than twenty people in a single establishment redundant within ninety days (ACAS, 2026). As there are fifty redundancies, the trust must inform the Redundancy Payments Service thirty days before the first dismissal (ACAS, 2026). Following collective consultation, the trust must legally individually consult with all employees to discuss the reasons behind the redundancy, selection criteria, alternative employment and the redundancy package (CIPD, 2026). Although legal, consultation can be beneficial for both parties as job vacancies and voluntary redundancy can be discussed, helping to reduce the number of compulsory redundancies, maintaining morale (Johnson & Watt, 2021).
Employees made redundant are entitled to Statutory Redundancy Pay. Those employed for over two years qualify and will receive half weeks pay for each full year under 22 years of age, one weeks pay for each full year between ages 22 and 40 and one and a half weeks pay for each full year 41 and over, limited to 20 year’s service (Gov UK, 2026). In addition to redundancy pay, employees are entitled to statutory notice period payment which ranges between one and twelve weeks depending on service or a longer notice if outlined in their Contract (Gov UK, 2026). 
The redundancy process is time consuming, and it is important for you as the Senior Manager to handle it fairly and lawfully as attempting to speed up the process via quick dismissals will leave the trust vulnerable to legal action. Additionally, managing the process professionally and fairly helps employees feel respected and maintains organisational reputation (Macpherson & Ashwell, 2022).  







AC 3.3 
If the merger goes ahead, the employees working in the transferring pharmacy will likely be protected under the Transfer of Undertakings (Protection of Employment) Regulations 2006 (TUPE). TUPE is the protection of employee rights and terms and conditions when there is a business transfer such as a merger or service provider change such as outsourcing (ACAS, 2026). Prior to the transfer, both the new and old employers must legally inform and if required, consult with impacted employees.  Gov UK (2026) explains that employers must inform the trade union or employee representatives of details on the transfer such reasons and timescales, how the transfer will impact them and potential reorganisation, or they can directly inform employees if transferring less than ten employees. Consulting employees is not always required unless the transfer results in redundancies, different working location or changes pay (ACAS, 2026). As the merger will create a new centralised pharmacy, it is likely that some employees will have a new working location, making consultation with trade union a legal requirement.  If the employers fail to inform and consult, employees could make a claim to the Employment Tribunal, and if they win, the employer may have to payout thirteen weeks gross pay with no maximum limit (ACAS, 2026).
Under TUPE, employee’s continuity of employment is protected and employees are protected from dismissal where the sole reason is the transfer, unless there is a genuine economic, technical or organisational (ETO) reason (CIPD, 2025). The new employer may wish to harmonise the terms and conditions of the new employees to their current employees, however the transferring employee’s terms and conditions will move over, including salary overtime and sick leave. These cannot be changed if the transfer is the only reason behind the change unless the new employer offers improved terms or if there is a valid ETO reason such as redundancy (CIPD, 2025). Employees have the right to object to the transfer, however, they will lose their job on the date of transfer and would be unable to claim unfair dismissal unless the contract was not breached (RCN, 2026). 
TUPE provides a legal framework for both employers and employees during the merger of two pharmacies, aiming to protect employees from being disadvantaged by poorer terms and conditions and unfair dismissal while supporting the employer with the integration of services.











AC 4.1 
Nurse bank staff differ from regular employees as they are classed as workers and have no guaranteed hours or job security, often working irregular hours (RCN, 2026). Despite being classed as a worker they are still entitled to 5.6 weeks holiday pay each year under The Working Time Regulations 1998. The regulations state that for irregular or part time workers holiday pay should reflect a normal week and include payments such as overtime, commission and shift premiums in the last 52 weeks (Legislation Gov UK, 2026). This is relevant to NHS settings where overtime and unsociable working hours may incur premium rates. As the new department manager, it is important you keep accurate records of these to ensure future calculations are correct. Not taking these into account and only paying basic pay for holiday may result in individuals claiming unlawful deductions of wages leading to tribunal claims and reduced trust (Rogers & Golynker, 2024). However, the additional payments only need to be included for four weeks, with the remaining 1.6 weeks paid at basic rate (ACAS, 2026). 
Those with fixed hours receive their normal contractual hours and rate of pay, however this differs for Nursing bank staff who work irregular patterns. Irregular workers accrue holidays at 12.07% of the hours worked within their pay period which is based on the statutory minimum allowance of 5.6 weeks per year. If employers offer leave beyond the statutory minimum of 5.6 weeks, the accrual percentage must reflect this (ACAS, 2026). In relation to pay, when the irregular worker takes a holiday, the rate they are paid is based on an average of pay received in the last 52 weeks, to represent normal earnings (Gov UK, 2026). 
Instead of irregular workers accruing holidays, you may use rolled up holiday pay which includes statutory holiday payment as an uplift in wages each pay period, rather than being paid when taking time off. Rolled up holiday pay was reintroduced for irregular and part year workers in the UK on 1st April 2024 after being deemed unlawful under EU law due to the risk of individuals not taking annual leave (Morris, 2026). While this process may simplify leave and payment administration, is important that you encourage workers to take time off as it provides the opportunity to rest, reducing burnout and absence levels (Sinsky, et al. 2024). 
Holiday pay and accrual for irregular workers working in your department are more complex than fixed hours employees. It is important that the manager understands the legal requirements for irregular workers holiday accrual and payment and maintains accurate records of overtime to ensure payment made reflects the workers’ normal pay. 









AC 4.2
Both maternity leave and shared parental leave are statutory leave under UK Employment Law. You qualify for 52 weeks Statutory Maternity Leave, consisting of 26 weeks Ordinary Maternity Leave and 26 weeks Additional Maternity Leave if you are an employee and have notified us at least 15 weeks before the due date (Gov UK, 2026). Legally, you must take two weeks off after the birth for health and safety reasons but can end the leave before 52-week timeframe (ACAS, 2026). While there is no minimum length of service for maternity leave, for Statutory Maternity Pay (SMP) you must have worked continuously for 26 weeks by the 15th week before your due date and earn a minimum of £129 per week (Gov UK, 2026). If eligible, you are entitled to 39 weeks SMP which consists of 90% of your gross average weekly earnings for the first six weeks and then the lower of £194.32 per week or 90% of your average weekly earnings for 33 weeks (Gov UK, 2026). Your maternity leave must be taken in one block and so if you return to work, your maternity leave will end and cannot be restarted (NEU, 2024). Maternity pay is beneficial as it is based on the mother’s eligibility and does not account for your partner’s employment or income, however, as maternity leave needs to be one continuous period, some women feel the break temporarily harms professional development and encourages stereotypical gender roles, making other options more suitable (Torres, et al. 2024). 
Unlike maternity leave which only considers the mother, Shared Parental Leave (SPL) allows time off for both parents provided they share responsibility of the child, have been employed continuously by the same employer for at least 26 weeks by the end of the 15th week before the due date and each earn an average of £129 per week (Gov UK, 2026). Parents can share up to fifty weeks of leave and thirty-seven weeks of pay, depending on how much maternity leave was used and is paid at the lower of £194.32 per week or 90% of your average weekly earnings. SPL offers greater flexibility as the leave can be taken in multiple blocks compared to maternity leave which is taken in one (Gov UK, 2026). Additionally, studies have shown increased paternal involvement in childcare can improve child development and wellbeing (Clifton-Sprigg, et al. 2025). Furthermore, SPL reduces the impact women feel when away from work for extended periods (Gheyoh Ndzi, 2023). However, maternity pay is often a better option financially as 63.5% of businesses offer enhanced maternity pay whereas only 25.1% offer enhanced SPL (Churchill, 2021). 
Overall, both options offer benefits for your family. Maternity Leave offers greater financial security due six weeks at 90% of your gross average weekly earnings and higher prevalence of enhanced pay. However, it can be inflexible and enforces you to be the main carer. Alternatively, SPL, while offering less pay, allows greater flexibility when taking time off and more involvement of both parents, improving work life balance. 







AC 4.3 
Under UK employment law, all employees can legally request flexible working including hours or days worked and location. It is known as making a statutory application and so the administrative officer’s request must be properly considered (Gov UK, 2026). Zucconi, Vargas Llave & Consolini (2024) explain that following Covid-19, flexible working arrangements relating to home working have increased due to heightened importance of work life balance. The right to request this applies from day one of employment and so despite being new to the team, her request is still valid and should be considered the same as any other flexible working request (ACAS, 2026). A legal right to request flexible working does not mean there is a legal right for the request to be accepted and so the request must be reviewed and assessed. ACAS (2026) explains that the request should be granted unless there is a genuine business reason not to and the employee should be consulted with prior to rejection. The decision must be made within two months of receipt and employees have the right to make two requests in a twelve-month period (Gov UK, 2026). 
Equality & Human Rights Commission (2026) explain that each flexible working request must be assessed on it’s own merit as individual roles will have different requirements meaning a blanket approach of not approving one request in fear it will encourage more is unfair. ACAS (2026) advises that the flexible working request should be discussed with the employee and if the original request cannot be approved, the employee and employer should explore modifications to reach a partial approval. If the request cannot be granted, it must be due to an increased cost, negative impact on the business meeting customer demand or inability to distribute work among existing staff (ACAS, 2024). The legitimate reasons for rejections are deliberately limited to ensure employers are not bias or discriminatory. Flexible working requests can correlate to protected characteristics such as disability or pregnancy and so the request should be dealt with fairly, ensuring the employee is consulted, alternatives considered and a use of trial periods to ensure the arrangement works for both parties (Dando, 2026). If the decision is a refusal, you should offer the employee the right to appeal, despite this not being a legal right to ensure the process is fair and to find a suitable outcome, provided the appeal process is within the two-month deadline (ACAS, 2024).  
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