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Evaluate the aims and objectives of employment regulation. (AC 1.1)
The purpose and goals of Employment Regulation also known as Employment Law are regarded as controlling how employers and employees work together. Generally referred to as employment law, employment regulation ensures uniformity and justice on both sides by enforcing regulations and setting standards. Employment law provides protection for both employers and employees when either makes an unreasonable judgement or acts in an unreasonable manner. Hiring and firing employees are two areas where employer-employee relations should be regulated to ensure compliance with laws. These regulations ensure fair treatment for the sake of achieving social and economic goals ensuring that government policies are implemented, and international standards are met in compliance with the law. To achieve social justice, employment regulations are crucial furthermore, they enable both parties to feel fair and included at work. (Taylor and Woodhams, 2016)
A minimum standard is set out in employment regulations to protect employee rights, Health & Safety, pay and hours and working conditions are some of the requirements all employers must adhere to. In addition to this an employer must protect their employees from racial, religious, and ethnic discrimination. According to the Employment Rights Act 1996, employees have several rights when they are at work in situations including dismissal, unfair dismissal, parental leave, and redundancy. (Factorial HR, 2022).
The Equality Act 2010 and the Disability Discrimination Act 2005 are just two of the many laws that make up UK employment law that guarantee fairness. These laws help to create a more inclusive workplace where employees have equal opportunities under the law, which promotes fairness and gives employees a balance of power. (Taylor and Woodhams,2016) Having legal support allow Trade Unions to be more powerful than they would be without employment regulations. (Russell, 1994) (282)
Examine the role played by the tribunal and courts system in enforcing employment law. (AC 1.2)
CIPD's definition of "Employment Tribunal," is an independent court which hears cases that may involve employees violating an employer's rights. Wrongful termination, discrimination, wages, and severance pay are common cases solved in court. The Employment Appeal Tribunal is the first step in appeals from employment tribunals. From there, the case moves to the Court of Appeal and then ultimately to the Supreme Court. Employment tribunals operate with a greater degree of informality, and those whose appeals are upheld often move to the Employment Appeal Tribunal. (CIPD, 2019)
Current, former employees, as well as unsuccessful applicants, tend to bring up situations like these. Cases involving employment law may be heard by a civil or criminal court. A criminal court has the authority to hear cases brought by state or government agencies such as HM Revenue & Customs and the Crown Prosecution Service. CIPD (2019)
A claimant must prove their case against a defendant "on the balance of probabilities" in civil cases, where the burden of proof is on the claimant. Unofficially, this is known as the 51% test. Wikipedia Contributors Burden of Proof Law (2019) Civil court proceedings are different from criminal court proceedings in that either side may have to prove their case "on the basis of probability." CIPD (2019).  
A party who has been unsuccessful in appealing a judgment or decision can seek a review from the presiding tribunal. If a party believes that the tribunal misapplied the law or the review process was flawed, it may appeal to the Employment Appeal Tribunal. A party who loses can appeal the decision to the Court of Appeals within 21 days after being notified of the decision (GOV.UK, “Appeal to the Employment Appeal Tribunal (EAT)”). 
Their complaint can be appealed to the Supreme Court if the result still does not sit right with the complaint, but they will need to show that the lower courts were not following the law. A public appeal is only considered when it affects the public. For criminal and civil cases, it should be the last resort. A case can be brought to the European Court of Justice from any national court or tribunal in Europe since it is the highest court in the continent. The Supreme Court (2012) (374)
1. Explain how cases are settled before and during legal procedures. (AC 1.3) 
A detailed description of the processes for resolving disputes related to employment is contained in the Employment Rights. Employees should contact ACAS before taking their case to an employment tribunal. Depending on whether both parties agree, ACAS may mediate workplace disputes. To resolve a dispute, ACAS is there to assist the parties. ACAS has fulfilled its duty when it identifies the cause of conflict and gives both sides an opportunity to air their grievances. (Denton-Jones, 2021).
 ACAS must be contacted first to attempt to resolve the dispute by early conciliation before a tribunal claim is brought the claim must be submitted within three months less a day. (CIPD, 2019).  To understand the complainant's desired resolution, the conciliator will interact with the complaint. Conciliators initiate communication between parties once they receive confirmation from responders. ACAS's goal is to assist both parties in coming to a mutually acceptable agreement. The conciliator will document the specifics of the formal agreement on a COT3 form if this is achieved, which may include financial settlement and reinstatement if necessary and requested. (Acas, 2022) 
Settlement agreements are utilised to end an employment arrangement amicably. They are frequently utilised when an employer and employee believe a "clean break" is the best course of action because their job relationship is no longer working. In these circumstances, the grounds for terminating the employment can be agreed upon by both parties. (Acas, 2018) 
If an employee accepts a settlement offer, it is customary for the employer to pay a portion of their legal costs. The agreement is recognised as legally binding and must be in writing. As with a COT3 states that the parties may not continue to pursue the claim after an agreement is made. The agreement must specify when payments will be made as well. (“Settlement Agreement Guidance and Templates | Acas”) 
In addition to calculating what you would receive if you were to pursue your claim in a Tribunal in comparison to what is being provided to you in the Settlement Agreement, your solicitor should advise you on whether you have a solid claim should you take your case to a Tribunal or a Court. You and your employer must both sign the settlement agreement before it becomes enforceable. This implies that before you and your employer sign, either party would be free to alter their minds or back out of the deal. (Hurst, 2019) 
Advise them on the decision of appointing young men only. (AC 2.1) 
Through the Equality Act 2010 people are protected from discrimination at all stages of their career. When a person is treated unfairly due to their protected characteristics, it is unlawful discrimination, writes Morris (2021) The protected characteristics are:
· Age\disability 
· Gender/sex
· Reversal of gender
· Both civil partnerships and marriage
· Maternity and pregnancy
· Race, religion, and philosophy
· Sexual preference
According to The Equality and Human Rights Commission 2016 It is illegal to provide orders to discriminate and to follow those orders. Age discrimination is demonstrated by advertisements that state only young persons are eligible for selection, unless the criterion is demonstrably justified. Age discrimination may be legalized under certain circumstances. When age discrimination is objectively justified, it is allowed under the Equality Act. Therefore, the employer or service provider must demonstrate that their discrimination based on age has a valid reason. (Age UK, 2018) If there was any discrimination, both the employer and the employment agency would be held accountable. Equality and Human Rights Commission (2016)
Candidates' protected characteristics, marital status, civil union status, any parental responsibilities, and whether they intend to become parents are not permitted to be asked by employers ("Employment Status I GOV.UK", n.d.). As a fundamental human right, every person has the right to be treated equally. All categories of discrimination are protected, including age, handicaps, gender reassignment, divorce, pregnancy, maternity, race, ethnicity, religion, sex, and sexual preference. West (2022)
Because Charlotte and Madeline fear maternity leave or retirement by employing older colleagues, if they opt to only hire young men candidates may have the option to file a dispute before an employment tribunal. A discriminatory act is likely to result in the ET making recommendations they should take on in addition to compensating the claimant without a cap. The Equality Act 2010 prohibits discriminating against or victimizing anyone directly or indirectly. It is best practise for Charlotte and Madeline use an advertisement to list any prerequisites, competencies, skills, or experience needed for a position to attract as many qualified candidates as possible. (Equality and Human Rights Commission, 2016) 
5. The legal requirements of equal pay (AC 2.2)
Men and women must be paid equally for equal work performed in the same occupation, unless a wage disparity is explicable. Laws are binding on employers, so they must comply. Under the right to equal pay, a variety of labour arrangements are covered. The employment status of colleagues does not matter, no matter if they are full-time, part-time, fixed-term, zero-hour, or casual contract employees, or if they have previously worked there. Equality and Human Rights Commission (2021)
To establish a gender, pay gap, an employer must demonstrate that a material factor explains the difference in pay. The differences that result from the following examples can be significant enough in practise to prevent two jobs from being classified as "similar work": Relations unit (2021)
· The amount of differing or additional duties carried out 
· The degree of flexibility in the job, although this argument is unlikely to work if the woman is denied the opportunity to work more flexibly
· The presence of greater responsibility 
· The extent of physical effort, although an employer must consider the ability of a woman to carry out physical tasks if given the opportunity. Relations unit, (2021)

As a result of not complying with the Equality Act 2010, Charlotte may face an employment tribunal case and reputational damage. For Charlotte to prove Cat's employment is different from Kit's role, she must analyse both positions closely. As a result, Cat may be entitled to equal pay if it is shown that she is employed in similar employment, regardless of job title. In this instance, arrears of pay or damages could be incurred up to two years in advance the case was brough forward. It is possible that Charlotte will be required to conduct an equal pay audit in the event of pay discrimination unless an exception applies. A public audit must be made available by Charlotte on her website for three years after the audit is completed. (CIPD 2021c) 

6. The legal implications of managing change (AC 3.1)
According to UK law, there are five types of 'fair' dismissal. Capability, Illegality, Misconduct, Redundancy and Some other substantial reason. Even though these reasons are considered ‘fair grounds for dismissal,’ The employees in this circumstance should be made redundant rather than terminated on the day of closure because the business will no longer be operating. (Simpson, Stephen, 2023)
The right to a consultation period applies to employees. There is not a specific timeline because there are fewer than twenty staff, but it should be "reasonable." (Gov.UK, 2012)
It is crucial that the workforce receives all the information to which they are entitled during the consultation period. This information covers the cause of the redundancies, the total number of redundancies, the procedure, and subsequent phases, and how the redundancy pay will be calculated. The redundancy pay should be paid the same way as prior earnings, i.e., by depositing the money to a bank account. Charlotte and Madeline are required to provide written explanations of the redundancy pay calculations and payment dates. ("Check Your Rights If You're Made Redundant," 2023)
Those employees who have worked for Charlotte and Madeline for a minimum of two full years are entitled to the legal minimum ('statutory') amount of redundancy pay. These employees could file a claim in the Employment Tribunal for redundancy pay if they were not given as required by law. (Simpson, Stephen, 2023) 

The table below shows how to calculate redundancy payments based on age and service. 
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The following will need to be paid: (ACAS,2020 “Work out Redundancy Pay | Acas”)
Half a week's wages for each year you were under 22.  
1 week's pay for every year between the ages of 22 and 40  
1 and a half weeks' pay for each year you were over the age of 41.

Based on the above table Angelica is entitled to 1.5 weeks of salary for every year of employment because she is between the ages of forty-one and sixty-four and she has more than two years' service.  Angelica's statutory redundancy pay is worth £7,717 because the 1.5 rate is applied to all eight years of her employment, yet the maximum weekly pay is just £643. (Government Digital Service, “Redundancy: Your Rights”2023)
Saffron is also entitled to statutory redundancy pay because she has more than two years of service. A person over the age of twenty-two and up to the age of forty is eligible for redundancy pay, which is equal to one full week of pay for each year of service. Saffron is due a redundancy payment of £1,750. (Government Digital Service, “Redundancy: Your Rights”2023)
Chip, Cherry, Reese, and Carmel would be entitled to two weeks' notice pay, as they had fewer than two years of service. The two-week notice would also apply to all the colleagues. In addition to their statutory redundancy period, they are also entitled to any unspent holiday pay. (Government Digital Service, “Redundancy: Your Rights”2023)
 When the restaurant closes, they intend to dismiss all six employees, paying each person two weeks’ notice as stated in their contracts of employment. Those employees who have worked for Charlotte and Madeline for a minimum of two full years are entitled to the legal minimum Statutory redundancy pay. (“Check Your Rights If You’re Made Redundant,” 2023) These employees could file a claim in the Employment Tribunal for redundancy pay if they were not given as required by law. (Simpson, Stephen, 2023) 

7. The legal requirements relating to transfers of undertakings (AC 3.2)
TUPE refers to the 2014 amendment to the 2006 "Transfer of Undertakings (Protection of Employment) Regulations." (ACAS, “Transfer of Undertakings (TUPE) | Acas Advice and Guidance | Acas”, 2014)
If a company where employees work changes hands, the Transfer of Undertakings (Protection of Employment) Regulations, or TUPE, will protect them. In this way, any liabilities and employees of the previous employer are legally transferred to the new company. (Ross, 2016)
You must have in-depth discussions on the transfer of your company with all trade unions, employee representatives, and anybody else who would be impacted by it before it happens. Direct consultation with employees is required for groups of less than ten. You must let them know:
1. That the transfer will take place, when it will take place, and why.
2. How the transfer will impact them and what steps will be taken
As well as informing them of what the transfer will mean for them, they should also tell them whether the business's organisation structure will change. Inform the impacted colleagues in writing so that the formal communication procedure can begin. Throughout, keep thorough records. It is advisable to keep track of every step of communication with employees because failing to notify and communicate with impacted employees might result in a very costly tribunal claim and financial penalty.  (Gov.uk,2012)

The new employer must hire the existing employees.
1. The new employer will maintain the employee's current terms and conditions of employment.  This is one of the main protections provided under TUPE. 
2. The new employer in effect will need to fill Charlotte and Madeline's shoes, and it is as if the employee's employment contract with the new company was always in place. (“What a TUPE Transfer Is: Employee Rights during a TUPE Transfer - Acas,” 2021)
The new employer may only make modifications if one of the following applies:
1. They improve your terms and conditions, such as when your employer raises your annual leave allowance;
2. There is a change in the workforce due to "economic, technical, or organisational" (ETO) factors.  ETOs can be justified by several factors, such as cost-saving needs, the introduction of new technology or structural changes within the company. (CIPD, 2021) 
If the employee rejected the transfer.  Effectively they have resigned and are no longer eligible for a redundancy payment, their contracts would simply expire in this situation. (Lee, 2022)
If the previous employer failed to uphold employee rights employees can claim discrimination against the company even before the transfer in this case an employment tribunal could award 13 weeks' pay to each employee. (“CIPD | a Guide to TUPE Transfers,”2023)

8. The major statutory rights workers have in relation to pay (AC 4.1)
Employers are required by law to pay their employees a minimum wage based on the type of work they perform. An individual's National Minimum Wage in the UK is determined by age and work status. (Personio 2022b)
Charlotte and Madeline need to comply with the NMW outlined in the table below as of April 2023. They are paying all employees £9.00 per hour, which is well above the NMW for someone under 18, but this is not acceptable for someone over 18. (GOV.UK,2023)
The table below outlines the National minimum wage rate. 
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It is imperative for Charlotte and Madeline to ensure their procedures follow industry guidelines outlined in the most recent employment legislation, as reported by the BBC (2017). How their company operates on a day-to-day basis is directly affected by employment law. In accordance with the National Minimum Wage Act 1998, employees are entitled to receive a minimum hourly wage. (BBC,2017)
The law also states that all employees must receive an itemised pay statement before or at the time of receiving wages or salaries. By law, employers must provide employees with a statement that includes the specific information stated in the Employment Rights Act 1996. (HR-inform, 2021) 
According to Government Employees who believe their pay is below minimum wage should speak with their employers first. Their payment records can also be requested in writing by the employer if this does not resolve the problem. It is necessary to keep records for three years after the end of the tax year they relate to. The employee may copy the records for you. (Government Digital Service,2012)
Employers who refuse to pay
Employers who disregard minimum wage laws risk HMRC taking enforcement action against them. Officers from HMRC are authorised to conduct checks at any time and request access to payment history. If a worker contacts them with a complaint, they may also investigate the employers. Any arrears must be made up right away if HMRC determines that an employer has underpaid the minimum wage. Additionally, there will be a financial penalty can also be imposed on them, amounting to as much as 200% of the arrears - up to a maximum of £20,000 per worker. and the government may name the offenders. Workers can also go directly to the employment tribunal themselves. (Scully, 2021)

9. The major statutory rights in leave and working time (AC 4.2)
It is a mandatory legal requirement to follow the Working Time Regulations 1998., according to Siva 2022. To be eligible for its benefits and protections, employees must adhere to all its rules, and employers must follow them. To protect the health and safety of workers in the European Union, the Council of Europe passed Working Time Regulations 1998. A variety of labour regulations are incorporated into this law, including those regarding working hours, holidays, sick time, and night shifts. (Siva, 2022) 
According to ACAS 2019, Charlotte should be providing all employees and workers the right to rest under the law.  Working more than 6 hours a day, would require a 20-minute unpaid rest break, these breaks should be scheduled in advance.  Working more than six hours per day does not give you rights to additional breaks. Workers do not automatically receive a 40-minute break after 12-hour shifts, but their employers may need to consider it. (ACAS Rest Breaks, 2019) 
The regulation states that the maximum working week is no more than  48 hours, including overtime. If  Kit agreed to work more than 48 hours per week he would need to voluntarily asks to opt out of this clause. It also states that a twenty-four-hour period must include eleven hours of rest for all employees and in a seven-day period, they are also entitled to twenty-four hours of rest. ACAS (“Understanding the Working Time Regulations: Working Time Rules,”2023)
If Charlotte is making Kit work excessive hours, not having the correct breaks or covering seven days per week and they cannot reconcile this, Kit may be able to claim constructive dismissal. He will have to argue that it was a violation of his contract if he wishes to challenge the implied covenant of good faith and fair dealing. ACAS (“Understanding the Working Time Regulations: Working Time Rules,”2023) 
10.The main principles of maternity, paternity, and adoption rights in the context of employment law (AC 4.3)
All biological and adoptive parents should be eligible for paid maternity, paternity, and adoption leave, according to the Maternity and Parental Leave Regulations of 1999. Additionally, they are entitled to joint parental leave. (UK Government, 2014)
Statutory maternity leave for workers is 52 weeks long. To take your right to statutory maternity leave, you must notify your employer in writing. At least 15 weeks before your baby is due. MAT B1 form will need to be given to your employer. Both the standard 26 weeks of Ordinary Maternity leave (OML) and an additional 26 weeks of Additional Maternity Leave (AML) can be taken. Colleagues must take at least two weeks Compulsory Maternity Leave (CML). (GOV.UK 2013 “Maternity Pay and Leave”)
Businesses can claim most, or all their statutory maternity pay from HMRC. Using Small Employers' Relief (SER), they can reclaim up to 103% of Statutory Maternity Pay (SMP). (Williams, 2018)
Maternity Pay
Maternity pay is calculated that you will receive 90% of your average weekly wage as SMP for the first six weeks, and the lower statutory rate for the remaining weeks. According to the Equality Act 2010, Coco may be able to claim unlawful detriment and pregnancy or maternity discrimination if she is denied maternity leave. (NHS, 2020)
Paternity Rights
Within 56 days after the baby's birth, paternity leave must be taken. The fundamental legal right is two weeks. After this leave, you have the right to return to your job under the same terms and circumstances and are not subject to discrimination, unfair treatment, or termination. (GOV.UK, “Statutory Paternity Pay and Leave: Employer Guide”)
Adoption Rights
The maximum duration of statutory adoption leave is 52 weeks. The same thing applies to maternity leave. If you intend to take an adoption leave, you must provide your employer with written notice 4 weeks in advance. To qualify for Statutory Adoption, pay (SAP), you must have worked for at least 26 weeks continuous employment. (GOV.UK, “Adoption Pay and Leave,”2013) 

11. Employment rights related to flexible working (AC 4.4)
According to provisions outlined in the Employment Rights Act 1996 and regulations made under it, all employees have a legal right to request changes to their contractual terms and conditions of employment so that they can work flexibly, provided they have worked for their employer for 26 consecutive weeks at the time of the request. An employee may only submit one statutory request per calendar year. (Bell and Waddington,2021) 
A request from an employee must be made in writing, be dated, specify that it is a statutory request, and indicate whether the employee has previously made a request and, if so, when. Additionally, it must detail the desired change in working habits, the start date, the effects the change would have on the company, and potential solutions to those effects. (Acas, 2020)
As Acas (2020) states, when an employee requests statutory flexible working, the employer is required by law to follow the proper procedures. They should set up a meeting with the employee as soon as possible to talk about it. The employee should be permitted to attend this meeting with a colleague. Additionally, it is expected that the employer abides by the ACAS Code of Practise. (Ashcroft, 2015) 
Charlotte and Madeline may extend the deadline if Chelsea agrees if the request cannot be handled within three months. Employers should allow an appeal if they deny a request for flexible working hours since it is excellent business practise. The decision on any appeal is included in the three-month window for responding to a request. (Acas, 2020)
Charlotte and Madeline are only allowed to reject Chelsea's flexible working request if there are compelling business reasons to do so. According to CIPD (2021b). There are several legal requirements, including: 
● The burden of any additional costs is unacceptable to the organisation.
● An inability to reorganise work among existing staff
● Inability to recruit additional staff.
● The change will have a detrimental impact on quality
● Detrimental effect on the business’ ability to meet customer demand.
● Detrimental impact on performance.
● There is insufficient work during the periods the employee proposes to work.  (“Eight       reasons for refusing a flexible working request | Moorepay, 2021)
● Planned structural changes. for example, where the employer intends to reorganise  the business and considers the flexible working changes may not fit with these plans. (CIPD, 2019b) 
If Charlotte and Madeline agreed to Chelsea’s request, they would need to communicate the following: (Working Families, 2021)
· Accept the request and set a start date and any other actions; 
· Confirm a compromise reached during the discussion, such as a temporary agreement to work flexibly. (Working Families, 2021)

If Chelsea believes that she has been treated unfairly by her employer, or that the handling of the request resulted in less favourable treatment based on a "protected characteristic, Chelsea could file a claim under the Equality Act 2010" an unjustified refusal of any flexible working request may be discrimination under the Equality Act 2010 depending on the circumstances. (Team, 2021)
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