
5OS01 - Specialist Employment Law 
1. Evaluate the aims and objectives of employment regulation. (AC 1.1) 
Employment regulation protects the rights of a worker through laws and policies which govern the relationship between employees and employers. Based on available evidence, the CIPD (no date) hold the view that employment regulation strikes an equal balance within the UK workforce in terms of flexibility, job opportunities and security. The purpose of employment regulation is to certify workers are treated fairly, and working conditions are safe therefore enabling employees to perform their jobs to the best of their ability, protecting minority groups and supporting trade unions. Research by the CIPD (no date) found that UK employees have above average satisfaction with regards to their hours, conditions and work-life balance based on international comparisons, therefore providing evidence that employment regulation functions optimally in the UK, encouraging people to stay and work in the UK, rather than seek retirement options or work overseas.
Through ensuring workers are paid fairly and work in safe, clean conditions, laws such as the Equality Act 2010 and the National Minimum Wage Act 1998 are key to protecting the UK workforce from exploitation and being mistreated. With research suggesting that well-being in the workplace attributes to high-performing organisations (HDUHB, 2022), regulations are imperative to keep workers in the UK content, especially when considering ‘Brexit’ and recession uncertainty. The Working Time Regulations 2023 state that protecting employees’ health and safety through adequate time off work to recharge, enhances performance and maintains well-being (HDUHB, 2022), with 59% of employers in support of this legislation (CIPD, 2017b). However, employers raise concern of slow economic growth and unemployment due to the perception that legislation sways in favour of the employee and slows down decision-making (Department for Business Innovation & Skills, 2013). 
CIPD research (no date) suggests that there is a growing concern for the UK workforce where lines are blurred between self-employed and worker status affecting individuals’ stability and job security. Organisations such as Uber and Deliveroo, are taking advantage of potential loopholes at the expense of their workers, resulting in the UK Government tackling unreliable employment with the ‘Good Work Plan’ (House of Commons Library, 2020). By continuously regulating and enforcing employment laws and policies, employers are held accountable for discrimination and unfair practices. 

2. Examine the role played by the tribunal and courts system in enforcing employment law. (AC 1.2) 
The courts and tribunal system were founded in 1964 and hold a pivotal role to enforce employment law (CIPD, 2023c). The system ensures that employers obey and comply with legislation, offering employees a space to seek compensation if they feel discriminated or unfairly treated by their employer (CIPD, 2023d). 
The preliminary process of Early Conciliation initiates the case with the claimant contacting ACAS (Advisory, Conciliation, and Arbitration Service). If the case is settled in agreement the claim goes no further, however if no agreement is made, the claim can proceed to the Employment Tribunal. The claimant must complete an ET1 claim form, within ‘three months minus one day’ of the alleged incident happening (Daniels, 2022).  
Within the employment court hierarchy, most cases start in an Employment Tribunal. An appellant can appeal on a point of law leading to an employment appeal tribunal. Further appeal is directed to the Court of Appeal, and then on to Supreme Court (Daniels, 2022). Tribunals cover cases involving discrimination, unfair dismissal, pay and workplace disagreements. The intention is to settle disputes swiftly avoiding large expense. Tribunals can order for an employer to pay compensation for up to £20,000 if the claim is successful (Daniels, 2022). 
The process of Employment Tribunals is advantageous to both the claimant and the respondent as it is easily accessible, quick, and inexpensive. An employment judge and two lay members make up a full Tribunal, with each having one vote that decides the outcome (CIPD, 2023d). After the ET1 and ET3 forms are complete, a preliminary hearing is announced. An ET3 form is a document that employers must use to respond to an employment tribunal case, it must be completed and returned within 28 days to the tribunal (CIPD, 2023d). The next step is the hearing, then the judgement and finally the review decision (Daniels, 2022). The main purpose of the process is to establish what the claim is and where is the legal test through litigation. 
High value cases go to High Court or County Court. Reasons for bringing cases to the Courts as opposed to Tribunals, are claims with values over £25,000 or a claim within 5 years (CIPD, 2023c). Claims brought to the high court include personal injury, statutory duty, libel, slander, breach of contract and the Human Rights Act 1998 (Gov UK, no date, c).

3. Explain how cases are settled before and during legal procedures. (AC 1.3) 
There are various ways to settle claims within the employment law system. Early Conciliation permits the Claimant and Respondent to find an agreement without going to an employment tribunal. Early Conciliation has a 6-week allotted timeframe. If both parties agree through arbitration or mediation, the terms are recorded in a COT3 form (CIPD, 2023d).  A COT3 form is a document which sets out the legal agreement between both parties following conciliation through ACAS. Advantages of this include being free of charge, and the process easily settles claims ruling out future claims (CIPD, 2023d).
 Arbitration and mediation are two ways to settle disputes. Arbitration involves a third party who decides on how best to solve a dispute (ACAS, 2022). Although faster and more flexible than litigation in employment tribunals, both sides surrender their rights and grant authority to the third party to decide the outcome. Mediation is a practice to mend relationships regarding conflict at work.
The process of arbitration involves an independent body such as ACAS, to evaluate the situation and determine a solution (Daniels, 2022). ACAS will work through the issue, mediate, and suggest solutions for both parties to decide if they are willing to accept. It is advantageous as it is more efficient and quicker than litigation in Employment Tribunals. According to the CIPD (2023d), resolving disputes within organisations enhances productivity and everyday efficiencies.  Mediation has the capacity to boost effective communication to settle disputes through open conversations in a contained safe space, therefore creating better working relationships within organisations.
If cases cannot reach an agreement at this stage, then a claim to an Employment Tribunal can be made within ‘3 months less 1 day’ otherwise known as the ‘limitation date’.  A settlement agreement is a legally binding contract that ends employment relationships voluntary. These must be in writing and legal advice must be solicited as once the agreement is made, the individual forfeits the right to enter a claim to a tribunal or court (CIPD, 2023d).
 ‘Without prejudice’ conversations are settlements agreed without ACAS. The purpose is aimed towards an open discussion between the employee and employer to reach a negotiated settlement and resolve differences. This form of communication cannot be referred to in court or tribunal hearings (ACAS, 2022).

4. [bookmark: _Hlk123122771]Charlotte and Madeleine are aware discrimination legislation exists. They are unsure how this might affect their approach to recruitment and selection of employees for their two new branch openings. They want to avoid dealing with retirement and do not want their business disrupted by employees taking maternity leave. To overcome this, they decide to appoint young men. Advise them on the decision of appointing young men only. (AC 2.1) 
In the choice to employ only young men, Charlotte and Madeleine are breaching the Equality Act 2010 (Legislation.Gov.UK, 2010). The Equality Act protects employees, ex-employees, workers, and job applicants from grounds of discrimination. It also protects characteristics inclusive of ‘age, disability, gender reassignment, marriage, pregnancy, race, religion, sex, and sexual orientation’ (Legislation.Gov.UK, 2010). 
Recruitment selection is a discriminatory process; therefore, it is crucial to obey to ethical recruitment policies to maintain fairness and integrity to ensure businesses do not discriminate illegally (CIPD, 2024d). Only appointing young men potentially breaches fair practices within UK law (however, a fair selection could result in appointing just young men). Not complying with legislation can result in claims made and compensation for injury to feelings and discrimination, with values of payment starting at £1,000 and exceeding over £50,000 in some cases (Citizens Advice, 2019).  
Discrimination legislation protects people being unethically treated based on certain characteristics. When recruiting, employers must treat job applicants the same despite their race, religion, gender, age, disability, etc. Discrimination under the Equality Act 2010 can be subject to; direct, indirect, associative, perceptive, harassment and victimisation. Charlotte and Madeleine have discriminated both directly and indirectly, as the company have considered women and age as less favourable when selecting candidates for the roles, therefore excluding specific groups to achieve the objective of avoiding retirement and maternity leave (CIPD, 2023f).  In the case of Mrs Elizabeth Ryan v South West Ambulance Services NHS Trust (2020), the employee made a claim to an employment tribunal for indirect age discrimination and was awarded compensation. The organisation had determined a talent pool process that aimed to develop employees to fill senior roles in the organisation which indirectly discriminated against the claimant (Gov UK, 2020). Charlotte and Madeleine need to be aware of correct legislation within their recruitment policies to ensure there are no discriminatory policies operating inadvertently and warrant future claims being made. 
When implementing discrimination law, people professionals and companies need to educate themselves and staff on managing discrimination within the workplace especially within a recruitment capacity. Studies have proved that the disadvantages of not hiring an array of individuals with diverse cultures, etc. hinders organisational performance and strategic goals (CIPD, 2024d). Recruiting within an unbiased capacity creates a trustworthy environment, positively impacting the culture and ethos within the organisation helping to retain staff (CIPD, 2024d). Consequences from only hiring young men as a discriminatory policy will affect corporate reputation with customers potentially boycotting the company leading to profit loss. 

5. Cat, a restaurant manager, has recently become aware that she is paid less than Kit, another manager who is male. Her salary is £28,000 a year, whereas Kit earns £30,000 a year. She asked Charlotte to increase her salary to match Kit’s, but she refused saying Kit deserved the extra money. (AC 2.2) 
ACAS (no date) state by law, that women and men must be paid the same for doing ‘equal’ work. This is classified as ‘work of the same, similar, equivalent or of equal value’. The equal pay law, which is a provision under the Equality Act 2010, relates to pay and contractual terms and conditions which include; ‘basic salary, pension, working hours, annual leave allowance, sick pay, redundancy and benefits’ (Daniels, 2022).
To determine what is ‘equal’ work, an employer is required to rate the work through an analytical job evaluation study to identify if the work is a similar level of skill and ability. With an equal pay claim, an employee must be able to point to a ‘comparator’ (Daniels, 2022). This is an individual of the opposite sex who is doing the same job but for more money or beneficial terms and conditions. The claim can be for employees working at the same time, in the past but not regarding a future successor. 
For Cat to bring a claim to an Employment Tribunal, the investigation conducted would need to decipher whether the two jobs are regarded to be of equal value and prove the work is the same (Daniels, 2022). To support her case, evidence needs to be provided such as job descriptions, adverts, and salary details. If Cat is successful, the claimant will be eligible to receive the same wage and benefits as her male colleague and receive potential back pay.
Upon defending a claim, an employer must prove the employees are working at different standards of work. To prove this, a bone fide / non-discriminatory job evaluation scheme must be conducted and show that the roles are not the ‘same equivalent’ (ACAS, no date). Charlotte must prove that the 6.9% annual salary disparity is due to a ‘material’ factor and not a difference of gender (Daniels, 2022). A tribunal must be convinced by Charlotte’s defence for the claim of equal pay to fail. Daniels (2022) covers a range of factors that are the reason for pay differences such as different negotiating groups, collective bargaining, experience, and red circling which Charlotte may find apply to her reasoning.  To resolve this issue, Early Conciliation would be suggested to discuss and settle. If there is no agreement, arrears of pay can be issued, with a maximum limit of two years before proceedings started (Daniels, 2022).

6. The lease on an existing site is due to expire in four months’ time and the new terms are prohibitively expensive. Charlotte and Madeleine decide to close the restaurant when the lease expires, rather than renew the lease. When the restaurant closes, they intend to dismiss all six employees, paying each person two weeks’ notice as stated in their contracts of employment:
a. Angelica, the manager (eight years’ service, 53 years old, salary £700 per week)
b. Saffron, the supervisor (five years’ service, 30 years old, salary £350 per week)
c. Chip and Cherry, full-time sales assistants, who are 18 years old, and Reese and Carmel, full-time sales assistants who are 19 years old. All four employees have one year’s service, are paid £9.00 per hour and work 25 hours a week)
Advise why their approach is risky and what they should do instead. (AC 3.1) 
The choice to close the restaurant within four months and dismissing staff with only two weeks’ pay can be seen as wrongful dismissal and a possible breach of contract (Daniels, 2022). As all 6 employees are facing redundancy, the CIPD (2023g) state that to minimise risk of claims, all employees must adhere to legislation under the Employment Rights Act 1996. Employees are eligible to notice pay and are entitled to a statutory redundancy payment if the length of service worked at the company is for a minimum of 2 years. If an employee has worked for more than two continuous years, 1 weeks’ notice for every year of service (maximum of 12) is given.  Legislation also includes consultation with an employer and time to find a new job (Gov UK, no date). Once consultation has been given, notice of dismissal must be given in writing to all employees who are facing redundancy and it would be wise to put on hold overtime and dismissing any employees prematurely to respect employee’s health and well-being (CIPD, 2024a).  The correct notice pay and procedure that Charlotte and Madeline must adhere to per employee is as follows:
Angela
As Angela is over the age of 41, she qualifies for 1.5 weeks’ pay for each year of service and is eligible to receive £8,400 redundancy pay (ACAS, no date, b).
Saffron
Saffron is under 41, therefore qualifies for 1 week pay for each year of service totalling the amount eligible for redundancy pay at £1,750.  
Chip, Cherry, Reese and Carmel
	With only 1 year of service, the 4 employees are not eligible for statutory redundancy pay and do not have the right to claim at an employment tribunal (Daniels, 2022).  
As the 4 employees are under 22 years old, they would normally be eligible to half a week’s notice pay, however as they do not qualify for redundancy payment or a notice period, they will only receive the two weeks’ notice pay that Charlotte and Madeleine have offered (ACAS, no date, b). This equates to £450 for the 50 hours worked over 2 weeks per employee.
Charlotte and Madeleine are breaching legislation by only offering 2 weeks’ notice to Angela and Saffron. To ensure a fair dismissal, the employees need to be offered the correct redundancy pay to avoid breach of contract (ACAS, no date b).

7. [bookmark: _Hlk123126731]The takeover of Crumbly Cakes is due to be complete in four months. Ownership will transfer to Peachy Desserts Ltd, and the identity of the owner will change. Charlotte and Madeleine consider the takeover a ‘good fit’ with their business, as the nature of the business is the same and they will take over all tangible assets. Charlotte and Madeleine do not dispute that Peachy Desserts Ltd will become the employer of the 12 employees of Crumbly Cakes but plan to give the employees of Crumbly Cakes new contracts on the same terms and conditions as their existing employees. Advise on the legal risk of this approach and what should be done instead. (AC 3.2)
Charlotte and Madeleine’s approach to transfer the employees onto their current terms and conditions is a legal risk, therefore TUPE should be followed to protect both the employer and employees (Daniels, 2022). In the instance of a business transfer or service provision change taking place, the Transfer of Undertakings (Protection of Employment) Regulations 2006 (TUPE), safeguards UK Employees to have the exact same legal agreements in their continuation of employment as they had before the transfer. The legislation is split into two categories – ‘Transfer of a business to a new employer and change of service provision’ (CIPD, 2023a). 
In Charlotte and Madeleine’s case, TUPE applies to the transfer of a business to a new employer, where the ‘economic entity retains its identity’ (CIPD, 2023a), applying all contractual and non-contractual transfers, including assets, acquisitions, and sales. The existing employment contract will be upheld, and employees cannot lose their present employment rights, because of the transfer. 
According to Daniels (2022) all contractual obligations are transferred including ‘continuity of service, contracts of employment, trade union recognition and collective agreements’. In case the new employer decides to change contracts at a later date, the case of Taylor v Connex South Eastern Ltd (2000) examples that there are no changes or time limit on the contracts unless an economic, technical or organisational reason.
For Charlotte and Madeleine to be protected against employee liability information, the transferor is required by law to provide the transferee with certain data about the employees within 28 days of the transfer. In the event that the data isn’t provided, an Employment Tribunal can grant the transferee up to £500 per employee (Daniels, 2022).  
Legislation within TUPE also means the affected employees of Crumbly Cakes are entitled to be informed about the transfer taking place, as failure of informing employees can lead to the employee bringing a compensation claim (Daniels, 2022). Employees are entitled to consultation to conduct fair proceedings and do this within 28 days to cover employee liability. Up to 13 weeks’ pay (protective award) may be awarded to an employee as compensation, if the employer neglects to adequately consult. 

8. Charlotte and Madeleine are aware there are changes to the National Minimum Wage each year. They firmly believe that all sales assistants work hard regardless of age and as such should be paid the same. All sales assistants are currently paid £9.00 per hour. They want to check their approach is lawful and wonder whether there are any rights related to pay statements they need to comply with. (AC 4.1) 
The National Minimum Wage Act 1998 ensures that by law, (dependent on an employee’s age) the minimum wage rate per hour must be obeyed (BBC, 2024). The rates are reviewed every April annually, with this year’s rising to £11.44 from the age of 21 upwards. The rate for 18-20 year olds stands at £8.60, and 16-17 year olds and apprentices are set at £6.40. Regardless of zero hours contracts or if in full-time or part-time work, workers must be paid an agreed wage as long as it’s above the national minimum wage (BBC, 2024).
Charlotte and Madeleine are complying with the law if their employees’ wage does not fall under the minimum amount as per their age. It is within their statutory rights to be paid the national minimum wage and workers have a right to agree to their wage.  Deductions in wages are permitted in circumstances such as legislation requirements, for example income tax or national insurance contributions, and an agreement in writing consenting to any lawful deductions.  It is a criminal offense if employers do not pay the national minimum wage and will be fined by HMRC (BBC, 2024).
Employers cannot comprise tips or cover charges as part of the National Minimum Wage. Charlotte and Madeleine must keep mandatory records of all payments for a minimum of 3 years. If an employee feels they are not being paid adequately, they can request to see these records. If refused, they can make a claim to the Employment Tribunal and can be awarded up to £20,000. The UK Government can also ‘name and shame’ employers who do not pay the National Minimum Wage (Daniels, 2022).  Employees are also entitled to an itemised pay statement as per the National Minimum Wage Act 1998.
Charlotte and Madeleine need to resolve any pay disputes and potential problems as soon as possible before their employees make a formal grievance. This can be done by changing the wage to the correct current National Minimum Wage and resolving a backdate payment of minimum wage difference, including pay outs to ex-employees (ACAS, 2024).

9. Charlotte has received a complaint from Kit, manager of a restaurant that trades seven days a week. Kit states his working hours are too long, and that he does not have adequate breaks or sufficient days off.  He normally works five days a week from 9.30am to 9.30pm but when his supervisor is on holiday, he must cover their days off. Advise on whether Kit has a legal cause for complaint, with reference to employment law. (AC 4.2)
In the UK, the current statutory rights employees have in relation to working time are approximately 48 hours per week (exception for the army and police) as per the Working Time Regulations Act 1998 (Daniels, 2022). Within this law, there are various statutory rights in leave and working time that protect workers and employees. A worker includes anyone who works in a contract of employment and any other contract, verbal or written, where the individual agrees to undertake work or services for another. The agenda for this legislation is to ensure that employees are healthier, have less accidents at work, set number of holidays, breaks, and sensible working hours (Daniels, 2022). A worker is permitted to 20 minutes rest in any period of work lasting 6+ hours, 11 hours rest in any on 24-hour period and 24-hours rest in any 7-day period (averaged over 14 days) (Daniels, 2022). 
For Kit to file a complaint, he would need to advise if his 12-hour daily shifts include a break, as he is entitled to a 20-minute break after 6 hours of continuous work. His working hours for 5 days total 60 hours, therefore his employer is breaching the Working Time Regulations Act 1998, with an additional 12 hours worked per week. The suggestion that Kit will need to cover his supervisor’s annual leave means he will not have 24 hours rest within a 7-day period which also raises concern. With regards to the law, Kit would be eligible to make a legal complaint regarding the extra hours he works. In the case of Kepak v Grainne O’Hara (2018), the Claimant worked 60 hours per week and was won 7,500 euros in compensation (Daniels, 2022). 
 The requirements of the Working Time Regulations 1998, entitles employees to 5.6 weeks’ (28 days) annual leave, with workers being paid an equivalent of a week’s pay for each week of leave over 52 weeks of the year (Daniels, 2022). The suggestion that Kit must cover his supervisor’s leave could mean he is not able to take his annual leave entitlement. According to Gov UK (no date, b) if an employee cannot agree to your grievance at work, a formal procedure can take place. To resolve this issue, Charlotte needs to follow the legislation to ensure that Kit is working the maximum hours allowed, along with paid annual leave in place and breaks being adequately taken.

10. Coco, a restaurant manager with eight years’ service, was delighted to inform Charlotte and Madeleine that she is pregnant and that her baby is due in six months’ time. Charlotte, who took two weeks off after the birth of her baby, is unhappy at the disruption this will cause but is happy to let Coco book two weeks’ annual leave to coincide with the birth of her baby. Charlotte feels a small business cannot afford the maternity leave and maternity pay that a larger organisation could offer, and she knows from experience that two weeks off is sufficient. Advise Charlotte and Madeleine on Coco’s maternity rights. You are concerned about Charlotte and Madeleine’s lack of knowledge in this area and decide to add a brief overview of paternity and adoption rights in case they make mistakes in this area too. (AC 4.3) 
Charlotte and Madeleine’s offer allowing Coco to book up to 2 weeks annual leave is illegal. The suggestion regarding Charlotte’s assumption that 2 weeks off is sufficient due to personal experience is biased and discriminatory and cannot be used as a token example. Coco has worked for the company 8 years and has announced her pregnancy within the allotted time permitted; 15 weeks before the baby is born (ACAS, 2024). 
 In case of dismissal and unfair treatment, Coco is protected by law and if it can be proved the dismissal is linked to the pregnancy or maternity, a claim to an employment tribunal can be put forward (ACAS, 2024).
UK maternity rights ensure that all female employees are entitled to 52 weeks maternity leave with the right to return to work. This right is from the first day an employee starts the job. The first 2 weeks of leave when the child is born is compulsory (4 weeks if you are a factory worker), with the 26 weeks following classed as OML, Ordinary Maternity Leave. If an employee returns to work at this point, they are entitled to go back to the same role. Additional Maternity Leave (AML) is for a further 26 weeks, the employee can return to work for a different role if it is appropriate to the circumstances (Daniels, 2022). Maternity Leave is covered by law therefore you cannot be fired for taking it (ACAS, 2024). Statutory Maternity Leave lasts for 39 weeks, with 90% of the employee’s wage paid for the first 6 weeks then for the remaining 33 weeks, current statutory maternity pay is £184.03 a week (ACAS, 2024). Coco would qualify for this as she is an employee and potentially earns an average of least £123 a week and has worked for a period of at least 26 weeks (ACAS, 2024). 
Introduced under the Employment Act 2002, employees can qualify for statutory paternity leave if they have worked continuously for ‘26 weeks at the 15th week before the week of the baby’s due date’ (Daniels, 2022). The employee must be the father of the child or have accountability for the child’s upbringing. The leave must be taken within 56 days of the birth for a period of up to 2 weeks. Paternity leave rights ensure the employee can return to work and the pay currently as of April 2021 sits at £151.97 per week (Daniels, 2022).
	Statutory adoption rights under The Employment Act 2002 mirrors maternity leave, however if a couple adopt, only one is entitled to take the leave (Daniels, 2022).

11. Chelsea, a restaurant manager, has made a flexible working request and wants to change from working full-time to working three days a week. Charlotte informs you she will let Chelsea know that Peachy Desserts Ltd ‘don’t do’ flexible working and if she does not like it, she should leave and find a part-time job somewhere else. Advise Charlotte and Madeleine of the risks of their approach and what they should do instead. (AC 4.4) 
Flexible working gives flexibility over where, when and the hours staff work through arrangements comprising part-time and compressed hours, job sharing and remote working. All employees have the right to request flexible working provisions and are entitled to take realistic time off for purposes surrounding the care of a sick/disabled family member or religious reasons (Daniels, 2022). The changing demographics in the UK regarding the elderly living longer and more mothers choosing to go back to work has prompted the UK government to adapt legislation to cater to the work-life balance and the needs of the public (Daniels, 2022). Charlotte’s approach in advising Chelsea to find a new role if she wants a flexible job breaches an employee’s right to receive fair treatment, free from discrimination, as per the Flexible Working Regulations 2014. This legislation covers all employees who have worked 26 weeks continuously, to request (in writing) flexible working regardless of their reason for the request (Daniels, 2022). An employee is within their right to request to reduce or vary their working hours, the days they work, and work from a different location. 
Decisions on flexible working requests are to be made within 2 months. If accepted, a trial period can be actioned and if unsuccessful, the employer needs to advise based on the inability to perform the job to the standards necessary. For example, additional cost burdens, detrimental effects of consumer demands and impact on quality and performance need to be investigated (Daniels, 2022).
If Chelsea makes a claim at an Employment Tribunal and wins, the compensation can be awarded up to the maximum of 8 weeks’ pay or order for the case to be reconsidered. Charlotte also needs to be aware that indirect discrimination may take place in her refusal as was the case XC Trains Ltd v CD (2016), therefore the way the application is handled needs to be addressed (Daniels, 2022).
According to the CIPD (2023e) flexible working is increasingly in demand and the opportunity for employers to provide flexibility benefits both employees and companies in creating more inclusive, diverse, and productive workplaces (CIPD, 2023e). 6% of employees moved companies due to flexible working desires, therefore, to improve retention and attract top tier talent, more education and support needs to be given to small UK employers such as Charlotte and Madeleine to avoid losing staff consequently for their decision making (CIPD, 2023e). 
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