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1. Evaluate the aims and objectives of employment regulation. (AC 1.1)
Employment regulations aim to balance the power between employers and employees, by protecting employees from employers using their power unreasonably. Helping to achieve social justice, inclusion and fairness into the workplace. It also provides trade unions with additional power from legal support and regulations that they can use to support their members (Taylor and Woodhams, 2022a).
Regulations ensure employees are treated fairly, that government policy is implemented, social and economic goals are met, and that the organisation or business complies with legal commitments (Daniels, 2022). Regulations are also ensure that the workplace is safe and that employees are protected from any unnecessary harm, bringing in a uniformity on what the minimum requirements and expectations should be (Pitt, 2020).
The regulations ensure employers protect employees from discrimination, such as race or religion. With one objective being to support minority groups that need protection to achieve more equality in the workplace. The regulations also protect against unjust, inequitable and negligent acts such as slavery, discrimination and child labour. Fairness is one of the objectives of regulations which looks to ensure that employees are treated properly, with equity and diversity being recognised and actualised, displaying a culture of justice in the workplace (Daniels, 2022).
The regulations allow justice to be established, by setting the basis for judicial jurisdiction, reviewing if the correct processes and regulations have been adhered to and were actions fair and just. Setting a benchmark for practice to be assessed and having a process for dealing with any breaches such as the tribunal or court proceedings (Lewis et al, 2023).
The UK is one of the most regulated labour markets in the world, by having these regulations, it encourages people to remain and work in the UK with the benefits of protection that the regulations give, which they would not receive if they chose to work overseas (Taylor and Woodhams, 2022b). 
It is argued that regulations have been put in place in a ‘piecemeal’ fashion, with regular changes effected by many factors including political standing. Criticism has come from the absence of an overarching strategy which has gained cross party and public support (Taylor and Emir, 2019). However, without regulations, there would be no guidance on ‘right or wrong’ to guide employers to make informed and just decisions, employees would not have the confidence in job security that the regulations can offer, however we must recognise that although penalties and regulations are in place that does not mean that nothing unjust or unlawful will happen (Daniels, 2022). 

2. Examine the role played by the tribunal and courts system in enforcing employment law. (AC 1.2)
The role of the tribunal and courts system is to hear employment related matters and enforce employment law, providing a regulated and formal procedure in dealing with claims. With basic cases being heard by a judge, but more complex cases having an additional two panel members, one from union background and one from a HR background. This ensures fairness and rounded decision-making processes (Taylor and Woodhams, 2022a).
Employment tribunals are a type of independent judicial body set up to hear and make judgement on potential violations using regulations and previous case law as a method of conclusion (CIPD, 2023). They can hear over 80 different types of claims with wrongful termination, discrimination, wages and severance pay being common cases. Tribunals are undertaken in a degree of informality, any cases that are appealed are heard at the employment appeal tribunal. If there is further disharmony in the decision then it will escalate to the court of appeal and ultimately the Supreme Court (CIPD, 2023).
If the case cannot be closed following tribunal proceedings and appeal, then it can be taken to court, but courts have different rules and regulations, including the fact that the case must be put forward purely on legal grounds (Honneyball, 2016). Claimants can go to court up to 6 years after the event, where as a tribunal is up to 12 weeks. The supreme court is seen as the last resort for escalation and will only hear cases that are of significant matters that effect the public and where it can be proven that the law was not followed by lower courts (Cushway, 2017). 

The hierarchy of the courts means there is a process to follow and different levels of actions and outcomes. The process has clear pathways, documentation, requirements and timescales that are to be adhered to. Any breaches of these could result in a claimant automatically winning as the employer has not upheld their responsibilities (Taylor and Emir, 2019). 

3. Explain how cases are settled before and during legal procedures. (AC 1.3)
The process for resolving employment related disputes is outlined in the Employment Rights Act of 1996, the act advises that before entering the tribunal process that the employee first submits a formal complaint to ACAS to see whether there is a case that can be resolved through mediation if both parties agree (UK Government, 1996). The complainant must complete the ET1 and ET3 forms and send to ACAS who then have a statutory duty to try and facilitate a settlement (Daniels, 2022).
There are two ways that cases can be settled before or during legal procedures either by early conciliation or by a settlement claim:

Early conciliation is when ACAS allow the claimant and the respondent to reach an agreement without going to an employment tribunal.  ACAS act as facilitators, working between the two parties to identify what could be a mutually agreed outcome, usually a financial sum, although reinstatement or re-engagement into the workplace can occur (Daniels, 2022). These cases are usually individual conciliation where an employee has a dispute with their employer in cases such as perceived unfair dismissal (Pitt, 2020). When ACAS receive the early conciliation notification the limitation date is extended to allow enough time for conciliation to take place. Early conciliation can then last 6 weeks, if both parties reach an agreement within this time, then the terms are recorded on a COT3 form, this then concludes the case.

Settlement Agreements are a legally binding contract that can be used to end employment relationship on agreed terms. Settlements are not facilitated by ACAS. The ACAS Code of Practice on settlement agreements sets out the requirements that need to be adhered to as well as outlining ‘improper behaviour’ and advises that the employee has a ‘cooling off’ period to consider the settlement and seek legal advice before reaching a decision (ACAS, 2013). The employee must seek legal advice before agreeing to a settlement, so that they fully understand the implications and content of the agreement they are entering. Agreements must be in writing, and this is a voluntary process, and the claimant only needs to agree if they wish to. Once a settlement is reached this waives the right for the individual to make a claim to court or an employment tribunal (Daniels, 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) 
The Equality Act 2010 sets out the protected characteristics and grounds for discrimination, which impacts recruitment and selection for employers. There are six types of discrimination: direct, associative, perceptive, indirect, harassment and victimisation. The act protects employees, workers, job applicants and ex-employees so it is important to take this into consideration when undertaking any recruitment activities as even someone who applies and is not successful has the right to make a claim (Daniels, 2022). To make a claim the claimant must show that their treatment is unfavourable, and they must be able to point to a comparator that is being treated differently, this can either be real or hypothetical to support their claim (Daniels, 2022).
By only choosing to appoint young men, the business could be scrutinised and challenged for not adhering to the Equality Act (2010), with age, sex and pregnancy/maternity being protected characteristics the company could be open to several claims, unless there is a clear case for only young men to be employed that is justified (UK Government, 2010).  
Section 158 of the Equality Act states that there is extended legislation on positive action to include other protected characteristics. Have any actions be undertaken to support those with protected characteristics (such as age) to support them, if it is by ‘proportionate needs’, there must be a reasonably thought that persons with the protected characteristic would suffer a disadvantage connected to the characteristic or that their needs differ from those who do not share the characteristic (UK Government, 2010).
A defence for excluding protected characteristics could be occupational requirements or objective justification. An example of this could be in a care setting when a male or female carer has been specified by the occupant, so the employer is able to specify whether male or female applicants should apply. This is known as a ‘occupational requirement’; there must be proportionate means to reach a legitimate aim (Daniels, 2022).
The case of Noah v Desrosiers t/a Wedge (2008) shows that by advertising vacancies which could discriminate against the protected characteristics left the company open to discriminations claim, by only advertising for young men this could exclude other protected characteristics and any non-male applicants could submit claims against the bakery (Daniels, 2022).

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)
The Equal Pay Act 1963 addresses the gender pay gap, making it illegal for employers to pay men and women differently for doing equal work. The Equal pay law is covered by the Equality Act 2010 and the Equality and Human Rights Commission (EHRC) Statutory Code of Practice on equal pay. The act requires equal pay for work of equal value, irrespective of gender or any other protected characteristics (Daniels, 2022). 
There are three types of equal pay. Like work, looks at two employees who are doing the same or similar roles, while work related equivalent by analytical job evaluation study could be two unrelated roles that have been matched analytically, and finally work of equal value is where there are two jobs that are very different but the employee claims that they require a similar level of skill and ability (Daniels, 2022).
To make an equal pay claim, the claimant must be able to point to a ‘comparator’, which in this case would be a person of the opposite gender working for the same employer under one of the three types of equal pay outlines above who is being paid more. The comparator can be someone working for the employer at the same time or a predecessor but cannot be someone employed afterwards (Pitt, 2020). If the employee is successful in their claim, they will be entitled to receive the same pay as those of the other gender, which may include back pay. 
In order to defend the claim, the employer must be able to show that the claimant and comparator are not undertaking like work, that a non-discriminatory job evaluation has been undertaken and the work is not rated as being equivalent, that the work is not of equal value or prove any difference in pay is due to another factor not difference in gender (Daniels, 2022). In this case Charlotte (employer) would need to give justified reasoning as to why Kit ‘deserves’ to be paid more and that the reason is not to do with gender such as performance related pay (Pitt, 2020). 

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)
Closure of a business is a significant change, with change there are legal implications that need to be considered. The Employment Rights Act (1996) set out rights employees have which should be considered when making changes to employee’s contract of employment. If these are not handled correctly then they can result in claims of wrongful termination. (Lewis et al, 2023). 
By intending to close the restaurant, terms of redundancy must be followed, beginning with consultation dependent on the number of employees in the business, in this case as there are less than twenty employees then reasonable notice and consultation would be expected. The consultation should include trade unions or elected employee representatives (Daniels, 2022).
Key information should be given to staff which includes the reason for redundancy, numbers and descriptions of each type of redundancy and total number of redundancies, in this case there are three sets of workers with a total of six staff members being affected. If the closure was only affected a part of the workforce, then the selection criteria would also need to be disclosed. Employees need to be informed of the procedure and plan to go forward with FAQs in place. They will also require the information from the redundancy pay calculations (Daniels, 2022). 
Redundancy pay is stated by law as a minimum (but employers may have higher rates). The law states that employees must have two or more years continuous service to qualify for redundancy payment (UK Government, 2024). For the employees in this case, it would be:
	
	Angelica
	Saffron
	Chip
	Cherry
	Reese
	Carmel

	Proposed redundancy
	£1,400
	£700
	£450
	£450
	£450
	£450

	Statutory Redundancy Pay
	£8,400
	£1,750
	£0
	£0
	£0
	£0

	Variance
	-£7,000
	-£1,050
	+£450
	+£450
	+£450
	+£450


 
By taking the approach of only paying employees for the two weeks’ notice period, they will be underpaying two members of staff significantly and overpaying four employees that are not entitled. Even though these terms were stated in their original contracts it does not conform with the statutory requirements for redundancy pay and is open to challenge and could result in costing the company considerably more in compensation and reputation (Lewis et al, 2023). It would be advisable to review the redundancy payments in line with statutory requirements, and include this in the consultation documentation, also as there are other premises within the company, they could offer alternative employment at other sites reducing the need for redundancy (Lewis et al, 2023).

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)
Transfer of Undertakings (Protection of Employment) Regulations (TUPE) applies when there is a ‘transfer of an economic entity that retains its identity’ or there is a change of service provider (which cover outsourcing and insourcing) (Daniels, 2022). TUPE protects employees when they transfer to  new owners, when this undertaking takes place all the contractual rights of the employee are transferred from Crumbly Cakes (transferor) to Peachy Desserts Ltd (transferee) as the new owner/employer (Daniels, 2022). Continuity of service, employment contracts, trade union recognition and collective agreements will also be included in the transfer (Daniels, 2022).
If new contracts were issued in line with the employees of the purchasing company, then this would go against the terms of TUPE, would be void and could be challenged. In the case of Taylor v Connex South Eastern Ltd (2000) EAT 1243/99, the employee refused a change to their contract and were dismissed, this was deemed as unfair dismissal as the change was linked to their transfer. No dismissal or variation of contract can take place unless an economic, technical or organisational (ETO) defence can be made for justification (Daniels, 2022).
TUPE arrangements include a consultation period, at this point the transferee could set out the proposed terms and conditions and changes in contract, setting out the expectations of employees.  The consultation would also include employee representatives and the relevant information including that a transfer is to take place, reason for transfer, when it is to take place, implications for employees, and measures the employer and transferee expects to take in relation to employees (Pitt, 2020). Failure to inform and consult with employees could result in compensation by way of protected award to all affected employees, liability for this would fall with both the transferor and transferee (Daniels, 2022). As part of the consultation any employees who object to the transfer would not become employees of the transferee, but instead their contracts would be terminated from the date of the transfer, this would not be deemed as a dismissal (Daniels, 2022). 

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)


Employees have statutory rights in relation to pay, these include:
· Itemised pay statement as stipulated by the Employment Rights Act (1996) and includes items such as gross salary, any elements of variable pay and net salary. If these criteria are not met the employee has the right to apply to the employment tribunal, if any unnotified deductions have been made the employer can be instructed to refund the deductions (Daniels, 2022).
· Authorised and lawful deductions from wages which is authorised by legislation, contract or agreement in writing. These could be items such authorised statute payments (PAYE and National Insurance), Union contributions, payments in relation to using tools etc. Any unauthorised payments can be submitted to the employment tribunal and compensation can be rewarded (Daniels, 2022).
· National minimum wage and National Living Wage, which is currently for employees over 20 years of age £11.44 per hour, employees between the ages of 18 and 20 years old £8.60 and 16- to 17-year-olds the rate is £6.40 per hour. The National Minimum Wage Act (1998) gives employees the right to receive a minimum hourly rate of pay, in 2016 the act was added to include National Living Wage which is currently paid to employees 23 years old and above (Taylor and Emir, 2019). 

In this case if any of the workers are over 20 years old, they are not being paid the national minimum wage and this could be challenged. To have an equal pay for all sales assistants it would be advisable to ensure that the minimum wage is met in all cases, however this could be seen as inequality as workers of a younger age would be receiving more than the stipulated minimum. Employees have the right to be paid their agreed wage if it is higher than the national minimum wage and this is the case regardless of the type of contract the employee holds (e.g. part time or full time). If cases are taken to the Employment Tribunal regarding National Minimum Wage it can result in a maximum of £20,000 per employee and the company is publicised by the government for not meeting the national minimum (Daniels, 2022). This would have a significant impact on the company both financially and it will impact on recruitment, retention and company reputation.

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)
The Working Time Legislation (UK Government, 1998) (WTL) sets out guidance on the hours employees work and break entitlements. The regulations were put in place to safeguard the wellbeing of employees, to give clear guidance on working hours and to encourage healthy work life balance which will improve employee productivity and motivation. 
The following guidance is included; employees can work up to a maximum of 48 hours per week, although employees can sign an agreement to waver this right, but they must do so voluntarily (Cushway, 2017). The working day is to average at around 8 hours, with a rest break of 20 minutes if working over 6 hours. Employees then have the right to an 11 hour rest between the end of the shift and the start of the next one (ACAS, 2023). In the case of Kit, he is being provided the required rest breaks with his contracted hours, if he is then expected to pick up his supervisors shifts this could impact on his rest time between shifts. We must also note that his contract for 12 hours days means he’s working 60 hours a week and would need to agree to waiver this right. The employer also needs to ensure that as part of his working day he is having the adequate break as stipulated by WTL.
The WTL states that employees have the right to a minimum amount of paid annual leave, for full time employees who have worked for the employer over 12 months this is currently 28 days (which includes public holidays). In special circumstances employees also have the right to take paid and unpaid parental leave to care for their child (under the age of 18) and employers can ask for reasonable proof that the employee is responsible for that child (Cushway, 2017). Employees are also entitled to paid sick leave if they are injured or unwell and unable to attend work (UK Government, 1998). 
Employees also have the right to submit flexible working requests. this could include a change in working patterns, reduced hours or home working. Any flexible working requests must be considered and can only be refused under certain circumstances which usually are attributed to whether the requested change would have a detrimental implication on the business (Cushway, 2017). 
The above rights of the employee should be met, failure to do so or to supply reasonable reasoning as to why these cannot be met could result in a tribunal claim, which could have an impact on the business both financially and reputationally. It would be advisable to review the complaint with Kit and ensure the regulations are met, and agreements put in place (Daniels, 2022).

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)
It is important for employers to assess applications on an individual basis,  not rely on personal experience or belief, but instead look to legislation such as the Maternity and Parental Leave Regulations 1999 for guidance (UK Government, 1999b). CIPD (2024) states that paternity, maternity or adoption leave and pay should be guaranteed to all biological and adoptive parents.
Maternity rights: Employees are entitled to take up to 52 weeks maternity leave if they are legally classed as an employee and this right is from the first day of their employment. The law states that employees must take a minimum of two weeks off after the baby is born. Employees are entitled to Statutory Maternity Pay (SMP), which is a legal minimum an employer must pay, there are some stipulations which state that the employee must earn at least £123 per week, have been in employment for over 26 weeks by the time they reach the 15th week before the due date (Honeyball, 2016). Maternity is one of the protected characteristics and during maternity leave the employees contract of employment is protected. In Madeline’s case if she earns over the minimum requirement she is entitled to full maternity rights from her employer and could put a case to the employment tribunal for discrimination if these are not met. The employer also must ensure the health and wellbeing of pregnant workers and new mothers as stipulated by the Management of Health and Safety at Work Regulations (1999a) this includes the undertaking of risk assessments and ensuring any amendments are made within the workplace to ensure safety (UK Government, 1999a).
Paternity rights: Fathers have the right to paternity leave if they have been with the employer for at least 26 weeks at the point of the 15th week before the expected week of confinement. This is paid at the lower rate of SMP. The Family and Medical Leave Act (FMLA) entitles fathers to up to 12 weeks unpaid leave in a twelve-month period. Their contract of employment is protected during the period of leave (Daniels, 2022). 
Adoption rights: The Employment Act 2002 gives employees adopting a child the right to take statutory adoption leave which reflects the terms of maternity leave, the leave is only entitled to one of the couple that is adopting and not both. The FMLA stipulates that parents who adopt are legally entitled to 12 weeks unpaid leave, this is the case for both domestic and international adoption. Employees on adoption leave (Statutory, additional or ordinary) are entitled to statutory adoption pay which is calculated the same way as maternity pay. Whilst on leave the contract of employment is protected for the employee (Daniels, 2022). 

11. [bookmark: _Toc112914754][bookmark: _Toc112914755]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)
The government has noticed the changing demographics in the workplace, women are returning after childbirth, people are living longer so caring responsibilities are increasing, and more recently the pandemic opened up the ability to work remotely. To encourage and support return and retention in the workplace Flexible Working Regulations 2014 were put in place, the regulations do not stipulate the need for a specific reason for the flexible working application (Honeyball. 2016).  All employees have the right to request flexible working if they have had continuous employment for 26 weeks and have not made a flexible working request in the last twelve months (Daniels, 2022). The employer must evaluate the request and can only refuse the request if they can demonstrate that one of a limited number of clauses is applicable. Flexible working requests could be to reduce or vary the hours or days of work, or to work from a different location such as home. 
Employers must meet with the employee to discuss their request; the employee can be accompanied by a representative. Employers must give a final decision to any flexible working request within 3 months. The decision could be to accept the proposed changes, to agree to a trial period which is often limited to 3 months (as a decision to decline the request after that length of time could prove difficult) to see if the changes are suitable for the employee and the employer can choose to reject the request.
To reject the application employers must be able to give a reason and justification that falls into one of the following criteria:
· The burden of additional costs to the business
· Detrimental effect on meeting the business demand.
· Unable to cover the work with existing staff.
· Unable to recruit additional staff.
· Detrimental impact on quality
· Detrimental impact on performance
· Insufficient work during proposed periods of work
· Planned structural changes. 
If the employee does not agree with the reason for rejection they can appeal, if a request for appeal is submitted then a meeting must be held, if the employer still denies the request the employee is able to refer the appeal to the employment tribunal. The tribunal will not make judgement on the decision but will look at whether the employer has given the request serious consideration, whether it conforms with regulations, whether the facts used to come to a conclusion were correct and whether the way in which the employer acted was reasonable (Daniels, 2022). 

References

ACAS, (2013). ACAS Code of Practice on Settlement Agreements. Available at:  Acas Code of Practice on settlement agreements | Acas
 (Accessed 25th April 2024)

ACAS (2023). ACAS Rest and Breaks at Work. The right to rest. Available at: The right to rest - Rest and breaks at work - Acas (Accessed 4th May 2024).

CIPD, (2023). Employment law and the court system. Available at: Employment law in the UK: the court system | CIPD (Accessed on 3rd May 2024).

CIPD (2024). Maternity, Paternity & Adoption Rights. Available at: Maternity, Paternity & Adoption Rights | Factsheets | CIPD (Accessed 4th May 2024)

Cushway, B. (2017) The employer’s handbook 2017-2018: an essential guide to employment law, personnel policies and procedures. Thirteenth Edition. London: KoganPage.

Daniels, K. (2022) Introduction to employment law: fundamentals for HR and business students. Sixth edition. London: KoganPage.

Honeyball, Simon. (2016) Honeyball & Bowers’ textbook on employment law. Fourteenth edition. Oxford, United Kingdom: Oxford University Press.

Lewis,D., Sargeant, M., and Schwab, B. (2023) Employment Law. Sixteenth edition. London:KoganPage

Noah v Desrosiers t/a Wedge (2008) ET 2201867/07. Available at:   http://www.law.cardiff.ac.uk/clr/networks/lrsncd08.html (Accessed 4th May 2024)

Pitt, G. (2020) Pitt’s employment law. Eleventh edition. London: Sweet & Maxwell/Thomson Reuters.

Taylor, S. and Emir, A. (2019) Employment law: an introduction. Fifth edition. Oxford, United Kingdom: Oxford University Press.

Taylor,S., and Woodhams, C. (2022a) Human Resource Management: People and Organisations. Third edition. London:KoganPage.

Taylor,S., and Woodhams, C. (2022b) Studying Human Resource Management. Third edition. London:KoganPage.

UK Government  (1996) Employment Rights Act (1996). Available at: Employment Rights Act 1996 (legislation.gov.uk) (Accessed 28th April 2024)

UK Government (1998) Working Time Regulations (1998). Available at: The Working Time Regulations 1998 (legislation.gov.uk). (Accessed 4th May 2024)

UK Government (1999a) The Management of Health and Safety at Work Regulations 1999. Available at: The Management of Health and Safety at Work Regulations 1999 (legislation.gov.uk) (Accessed on 4th May 2024)

UK Government (1999b) The Maternity and Parental Leave Regulations 1999. Available at: The Maternity and Parental Leave etc. Regulations 1999 (legislation.gov.uk). (Accessed on 4th May, 2024)

UK Government (2010) Equality Act (2010). Available at: Equality Act 2010 (legislation.gov.uk) (Accessed on 3rd May 2024).

UK Government (2024) Redundancy your rights. Available at: Redundancy: your rights: Overview - GOV.UK (www.gov.uk).  (Accessed 25th April 2024)
