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Evaluate the aims and objectives of employment regulation (AC 1.1)

In the UK, the laws and regulations that control the working relationship between employers and employees are referred to as employment regulations. Numerous topics are covered by these legislations, including National Minimum Wage, Working Hours, Discrimination, Health and Safety, and Termination of Employment. The main sources of employment regulation in the UK include:
1. Employment Rights Act 1996: This legislation sets out the rights and responsibilities of both employers and employees, including terms and conditions of employment, termination of employment, and protection against unfair dismissal (GOV, 1996)
2. Equality Act 2010: This legislation prohibits discrimination on the grounds of age, disability, gender, race, religion, and sexual orientation in the workplace (GEO, 2013)
3. Health and Safety at Work Act 1974: This law requires employers to ensure the health, safety, and welfare of their employees in the workplace (Croner, 2024a)
4. National Minimum Wage Act 1998: This legislation sets out the minimum wage that employers must pay their employees (GOV, 2024a)
5. Working Time Regulations 1998: These regulations govern working hours, rest breaks, and paid annual leave for employees (CIPD, 2024a)
Employment legislation in the UK is a comprehensive and evolving system designed to protect the rights of workers and ensure fair treatment in the workplace. 
One of the strengths of the employment legislation is its focus on promoting equality and preventing discrimination in the workplace. The Equality Act prohibits discrimination on the basis of characteristics such as age, gender, race, and disability, ensuring that all workers are treated fairly and have equal access to job opportunities (ACAS, 2023).
Another positive aspect of employment legislation is its commitment to protecting workers' rights and ensuring they are treated fairly by their employers. The Employment Rights Act sets out a range of rights for employees, including the right to receive a written contract of employment, the right to a minimum notice period, and the right to receive a minimum amount of paid annual leave (GOV, 1996).
However, there are criticisms of the employment legislation as well. Some argue that the system is overly complex and can be difficult for employers to navigate, leading to confusion and potential non-compliance. Additionally, some critics contend that the legislation does not go far enough in protecting vulnerable workers, such as those who are self-employed or on zero-hour contracts (CIPD, 2023a).







Examine the role played by the tribunal and courts system in enforcing employment law (AC 1.2)

The tribunal and courts system plays a crucial role in enforcing employment law by providing a forum for resolving disputes between employers and employees. The system includes employment tribunals, the Employment Appeal Tribunal, and higher courts such as the High Court and Court of Appeal (Ayling and Suff, 2023)
Employment tribunals are independent bodies that hear and decide on cases related to employment disputes, such as unfair dismissal, discrimination, and breach of contract. They provide an accessible and informal means for individuals to seek redress for employment law breaches without the need for expensive legal representation. Employment tribunals have the power to make legally binding decisions and award compensation to successful claimants.
The Employment Appeal Tribunal is a higher court that hears appeals from decisions made by employment tribunals. It ensures consistency in the interpretation and application of employment law and provides a mechanism for reviewing decisions that may have been made in error (Taylor, 2023).
The higher courts, such as the High Court and Court of Appeal, also play a role in enforcing employment law by hearing cases that raise important legal issues or involve complex matters of law. These courts provide a further avenue for individuals to seek justice and uphold their rights under employment law.
Overall, the tribunal and courts system in the UK plays a vital role in enforcing employment law by providing a fair and impartial forum for resolving disputes, upholding the rule of law, and ensuring that employers comply with their legal obligations towards their employees. By holding employers accountable for breaches of employment law, the system helps to protect the rights and interests of workers and promote fairness and equality in the workplace (Taylor, 2023).

Explain how cases are settled before and during legal procedures  (AC 1.3)
[bookmark: _Hlk170982847]Employment tribunals in the UK enforce employment regulations by hearing and ruling on cases brought before them by employees or employers who believe that their rights have been breached. If it is found that an employer has breached employment regulations, the tribunal can order them to pay compensation to the employee, reinstate the employee, or take other appropriate action to remedy the situation. Additionally, the tribunal has the power to issue enforcement orders to ensure that the employer complies with the ruling. Failure to comply with a tribunal's decision can result in further legal action, including additional penalties or fines. Ultimately, the enforcement of employment regulations by tribunals aims to protect the rights of employees and ensure fair treatment in the workplace (ACAS, 2018).
Cases can be settled before or during legal procedures through various methods such as negotiation, mediation, or arbitration. 
Before legal proceedings begin, parties may choose to enter into settlement negotiations in order to avoid the time and expense associated with a trial. This can involve discussions between the parties or their lawyers, as well as the involvement of a neutral third party mediator to facilitate communication and help reach a mutually agreeable resolution. Settlement negotiations can be formal or informal, and may result in a written agreement outlining the terms of the settlement (Ayling and Suff, 2023)
During legal proceedings, parties may also choose to settle their case through negotiation or alternative dispute resolution methods such as mediation or arbitration. In these cases, the parties may agree to pause the court proceedings in order to attempt to reach a settlement outside of the courtroom. If a settlement is reached, the parties can submit a written agreement to the court for approval, and the case can be resolved without the need for a trial.

[bookmark: _Hlk170982953]The processes for settling disputes pertaining to employment are outlined in the Employment Rights Act of 1996. It is highly recommended that an employee submit a formal complaint with ACAS prior to taking their case before an employment tribunal. If both sides agree to ACAS's involvement, it can settle conflicts at work. The goal of ACAS is to support the parties in resolving their disagreement in a cooperative manner. ACAS has achieved its goal when it pinpoints the issue's origin and gives all parties a chance to express their concerns (ACAS, 2018)
ACAS may ask if the claimant is interested in preliminary conciliation when the claimant declares their intention to submit a claim. If an employee is willing to participate in early conciliation, ACAS will ask them for information. It is necessary to send a follow-up email, letter, or phone call outlining the person's ultimate decision and the reason for the problem. The conciliator will then communicate with the complainant to ascertain the complainant's desired resolution. The mediator will start communication between the parties regarding resolution after getting confirmation from the respondent. The conciliator will use the COT3 form to draft a formal agreement as soon as a mutual understanding is achieved, outlining the terms of the agreement (ACAS, 2018).
A COT3 agreement is a type of collective agreement in the UK that helps resolve employment disputes between employers and trade unions. It's a tripartite agreement that involves an independent chairperson to help parties reach a settlement. The agreement outlines procedures for conciliation, arbitration, or tribunal proceedings to resolve disputes on grievances, discipline, redundancy, and pay and conditions. The benefits include speedier resolution, cost-effectiveness, confidentiality, and increased trust. COT3 agreements are commonly used in industries with collective bargaining agreements, such as manufacturing, transportation, and public services (Stoimenidi, 2023)
When a dispute is settled in a formal legal action, the parties will decide on the terms of a settlement agreement by negotiation. According to ACAS, arbitration or mediation can be used to achieve this. Following the conclusion of negotiations, all required steps are taken on behalf of the client to apply for the settlement and go forward with other cases or business endeavours knowing that the issue has been resolved. An unbiased third party without a stake in the outcome of the dispute must be chosen to act as the arbitrator in a mediation. Instead, in an effort to learn more, they query the employee and employer a number of times (ACAS, 2018).
Overall, settling a case before or during legal procedures can be beneficial for both parties as it can save time, money, and emotional stress associated with litigation. It also allows the parties to have more control over the outcome of the case and can result in a quicker resolution to the dispute (Corner, 2024b).

Discrimination law in recruitment, selection and Employment (AC 2.1)

[bookmark: _Hlk170983381]By choosing to appoint young men only in order to avoid dealing with retirement and maternity leave, Charlotte and Madeleine are in violation of discrimination legislation and is not a recommended approach. It is important to abide by discrimination legislation and create a supportive and inclusive work environment for all employees.
Discrimination law in recruitment, selection and employment is designed to ensure that individuals are treated fairly and equally in the workplace, and that decisions about hiring, promotion, and other aspects of employment are made based on merit rather than irrelevant factors such as race, gender, age, disability, or sexual orientation (CIPD, 2023b)
A case in 2019 – Furlong v Chief Constable of Cheshire Police, where a white heterosexual male claimed that he was not appointed with a job role because he didn’t have a protected characteristic, his case was upheld and deemed as ‘positive discrimination’. (CIPD, 2023b)
The principles of discrimination law in recruitment, selection and employment are as follows:
1. Equal Opportunity: Employers must provide equal opportunity to all job applicants and employees, regardless of their protected characteristics. This means that all individuals should have the same chance of being hired, promoted, or retained based on their qualifications and abilities, rather than their race, gender, age, disability, or other protected characteristics.
2. Accommodation of Disabilities: Employers must make reasonable accommodations for individuals with disabilities to ensure that they have equal opportunity in the workplace. This means making adjustments to the work environment or job duties to allow individuals with disabilities to perform their job effectively.
3. Affirmative Action: In some cases, employers may be required to take affirmative action to address past discrimination and promote diversity in the workplace. This may involve implementing policies or programs to increase the representation of underrepresented groups in the workforce.
4. Non-retaliation: Employers are prohibited from retaliating against employees who make complaints or raise concerns about discrimination in the workplace. This includes taking disciplinary action, demoting, or terminating employees who speak out against discriminatory practices (Mahesan, 2023).
In addition to the legal implications, this approach can also have negative consequences for the business in terms of diversity, creativity, and overall employee satisfaction. Employing a diverse workforce can bring different perspectives and ideas to the table, leading to a more innovative and successful business. Furthermore, actively excluding certain groups of people can damage the reputation of the business and lead to potential backlash from customers and the community (Ali, 2022).

[bookmark: _Hlk170983842]The main piece of legislation that governs discrimination in the UK is the Equality Act 2010, which forbids discrimination in the following areas (CIPD, 2023b): 

Recruitment: Protected qualities, such as age, gender, ethnicity, religion, sexual orientation, handicap, or pregnancy, prohibit employers from treating job applicants unfairly. Organisations need to make sure that all applicants are evaluated equally and impartially, taking into account their backgrounds and skill sets. 

Selection: Employers are prohibited from discriminating against candidates on the basis of protected characteristics during the selection process. This involves refraining from biassed interview questions and assuming something about a person's aptitude because of a protected trait.

Employment: Employers are required to treat workers fairly and equitably, without discriminating against them on the basis of their protected characteristics, once they have been hired. This entails offering a safe and healthy working environment, chances for career progress, and fair remuneration for equal labour. 

Prohibiting direct discrimination: Direct discrimination is when an employer treats a person less favourably due to a protected characteristic. For instance, it would be outright discrimination to refuse to hire someone based only on their age.

Prohibition of indirect discrimination: When an employer sets a rule or condition that disadvantages employees with a certain protected trait. An example could be that the organisation enforce 9-5 working hours on parents of small children. (ACAS, 2023)
A case in 2019 – Furlong v Chief Constable of Cheshire Police, where a white heterosexual male claimed that he was not appointed with a job role because he didn’t have a protected characteristic, his case was upheld and deemed as ‘positive discrimination’. (CIPD, 2023b)
Instead of focusing on avoiding retirement and maternity leave, it would be more beneficial for Charlotte and Madeleine to create policies and procedures that support and accommodate employees at all stages of their careers and lives. This could include offering flexible work arrangements, parental leave policies, and retirement planning assistance.


Legal Requirements of Equal Pay (AC 2.2)

[bookmark: _Hlk170984922]Cat's situation highlights a potential issue of unequal pay between male and female employees in the UK. The Equality Act 2010 makes it unlawful to pay employees of the opposite sex or of a different race, age, or other protected characteristics differently for the same work, unless the difference can be justified. As Cat and Kit perform similar roles as managers, this could be seen as indirect discrimination, as Cat is being paid less because of her gender (ACAS, 2024b)
[bookmark: _Hlk170984887]In the UK, the legal requirement for equal pay is outlined in the Equality Act of 2010. This legislation mandates that men and women should receive equal pay for equal work. Employers are prohibited from discriminating on the basis of gender when determining pay and must ensure that all employees are paid fairly and equally for performing the same or similar work (ACAS, 2024b).
Under the Equality Act, employees have the right to challenge their pay if they believe they are being unfairly treated in comparison to colleagues of the opposite sex. They can file a formal grievance with their employer or take their case to an employment tribunal for resolution.

[bookmark: _Hlk170984926]Cat's experience may also raise concerns about unconscious bias in the workplace. Unconscious bias can lead to unfair treatment and discrimination, and employers have a responsibility to address it through training and policies. The UK government has implemented measures to promote equal pay and challenge unconscious bias, such as the gender pay gap reporting regulations for larger organisations (GOV, 2016).
[bookmark: _Hlk170984897]Employers are also required to conduct regular pay audits to ensure that they are complying with equal pay laws and to identify and address any disparities in pay between different groups of employees. Failure to comply with equal pay regulations can result in legal action, fines, and reputational damage for the employer (McAnea, 2023).
In addition to the legal requirement for equal pay, the UK government has introduced gender pay gap reporting regulations that require larger employers to publish their gender pay gap data annually. This initiative aims to increase transparency around pay disparities and encourage employers to take action to address them (GOV, 2016).
Overall, the legal requirements of equal pay in the UK are designed to promote fairness, equality, and non-discrimination in the workplace and to ensure that all employees are rewarded equally for their work. Cat may look to claim for the following:
Gender Discrimination: Cat may have grounds to claim gender discrimination if she can demonstrate that the pay disparity between her and Kit is based on her gender. This is a breach of the Equality Act 2010 in the, which prohibits discrimination on the basis of gender. Cat should document any evidence that suggests her gender was a factor in the pay difference.
Equal Pay Act Claim: Cat may also have a claim under the Equal Pay Act 1970 Equality Act 2010, which requires equal pay for equal work. If Cat can show that she and Kit are performing similar duties and responsibilities, she may be entitled to the same salary as Kit. Employers are required to pay male and female employees equally for work of equal value.
Unfair Treatment: Cat may have a claim for unfair treatment if she can show that she is being treated less favourably than Kit without justification. Employers have a duty to treat their employees fairly and consistently (ACAS, 2024a)
[bookmark: _Hlk170984903]In conclusion, Cat may have legal avenues to pursue if she believes that she is being unfairly paid less than Kit based on her gender. 
In 2012 – Irish Police Force Equal Pay Claim (Kenny v Minister for Justice Equality and Law Reform) where a group of Female Civil Servants brought a claim to be paid the same is he Male Officers who also carried out clerical duties. The high court upheld their claim as indirect sex discrimination, costing thousands of pounds (CIPD, 2024b).

[bookmark: _Hlk170984934]In this scenario, it is essential for Cat's employer to conduct an investigation into the salary disparity between Cat and Kit, consider evidence of equal pay claims, and provide a fair solution that addresses the issue. Failing to do so could lead to legal action and harm the reputation of the company (CIPD, 2024c).
[bookmark: _Hlk170984907]We recommend conducting a thorough review of all managers' salaries to identify and rectify any pay discrepancies. It is crucial to promote fairness, equality, and transparency in our compensation practices to maintain a positive work environment and avoid potential legal issues (CIPD, 2024c)

Redundancy and Managing Change (AC 3.1)
Angelica and Saffron both have over 2 years’ service. Dismissing them with 2 weeks’ notice would come with some serious breaches of The Employment Rights Act 1996, which in turn opens some legal risks, as per the below: Some of the legal risks associated with dismissing employees rather than making them redundant during a business closure include (Morris, 2023):
Unfair dismissal claims: Dismissing employees without valid reasons or without following proper dismissal procedures can lead to unfair dismissal claims. Employees may challenge the fairness of their dismissal and seek compensation through an employment tribunal.
Breach of employment laws: Dismissing employees without adhering to employment laws and regulations, such as those governing notice periods, consultation requirements, and redundancy procedures, can result in claims of breach of employment laws.
Discrimination claims: If the selection process for dismissing employees is perceived to be discriminatory based on protected characteristics such as age, gender, race, disability, or pregnancy, employees may bring discrimination claims against the employer.
Notice period and payment disputes: Terminating employees without providing the required notice period or without paying them their entitlements, such as redundancy pay, notice pay, and accrued holiday pay, can result in disputes and legal claims from employees (Morris, 2023).
Reputational damage: 
Not only is there possible financial complications, dismissing employees unfairly or without proper justification can harm the employer's reputation and lead to negative publicity, affecting relationships with customers, suppliers, and the wider community.
Legal costs and penalties: Defending against legal claims and disputes resulting from improper dismissals can incur significant legal costs for the employer. Additionally, tribunals may impose penalties or compensation payments if the employer is found to have acted unlawfully (Morris, 2023)
To avoid these legal risks, employers should ensure that any dismissals during a business closure are carried out in compliance with employment laws, contractual obligations, and best practices, and the job roles should be made redundant, following the correct steps set out below (ACAS, 2024b):
1. Consultation: The first step is to consult with employees regarding the closure of the business and the potential redundancy situation. This should be done as early as possible and in a transparent manner.
2. Selection process: If there are multiple employees in similar roles, you will need to establish a fair and objective selection process based on criteria such as skills, performance, and length of service.
3. Write to employees: Provide written notice to affected employees outlining the reasons for redundancy, the selection process, and the rights they have during the process.
4. Offer alternative employment: Consider whether there are any alternative roles within the company that the affected employees could be suitable for.
5. Redundancy pay: Ensure that you provide the appropriate statutory redundancy pay as well as any contractual entitlements.
6. Follow the correct procedure: Make sure you adhere to the correct redundancy procedures as set out in UK employment law, including the minimum consultation period and any collective consultation requirements.
7. Provide support: Offer support to employees through the process, such as outplacement services or access to counselling services.
Angelica is legally entitled to £8,400 redundancy pay plus 8 weeks’ notice pay @ £700 per week, giving a total of £14,000.
Saffron is legally entitled to £1750 redundancy pay plus 5 weeks’ notice pay @ £350 per week, giving a total of £3,500.
Chip, Cherry, Reece and Carmel are not entitled to any redundancy pay, as they have less than 2 year’s service, however they would be entitled to 1 2 week’ notice pay of £225 £450. A redundancy process would not be necessary however, as best practice it would be advisable to follow the same process for all.



TUPE (AC 3.2)
The legal risk of giving the employees of Crumbly Cakes new contracts on the same terms and conditions as existing employees of Peachy Desserts Ltd is that it may lead to potential issues with employment law compliance. Each employee's contract should reflect their individual terms and conditions of employment, taking into account factors such as length of service, role, salary, and any existing benefits or entitlements.
TUPE stands for the Transfer of Undertakings (Protection of Employment) Regulations 2006, which is a set of employment regulations in the UK that protect employees' rights when the business they work for is taken over by a new employer (ACAS, 2021).
According to TUPE, when a business is transferred from one employer to another, the employment contracts of all affected employees transfer automatically to the new employer. This means that their terms and conditions, including pay, hours of work, and holiday entitlement, should remain the same. It also prohibits the dismissal of employees as a result of the transfer.
Steps for TUPE:
1. Notification – Written explaining the pending transfer to Peachy Desserts Ltd
2. Consultation – Explaining the potential changes to employment at Peachy Desserts Ltd
3. Transfer of Employment – Automatically transferred to Peachy Desserts Ltd on their existing contract of employment which includes length of service, pay and benefits.
If TUPE regulations are not followed correctly, the new employer could face serious legal complications. This could include claims for unfair dismissal, unlawful deductions from wages, or breach of contract. Employees may also have the right to claim compensation if their rights under TUPE are not respected. Additionally, failure to comply with TUPE regulations can result in costly legal disputes and damage to the reputation of the business (Suff, 2023).

Statutory rights workers have in relation to pay (AC 4.1)
Charlotte and Madeleine are correct in wanting to ensure they are compliant with the law regarding the National Minimum Wage. The National Minimum Wage is set by the government and is different depending on the age of the worker. It is illegal to pay workers below the National Minimum Wage, so it is important for employers to keep up to date with any changes to the rates (ACAS, 2024c).
In terms of equal pay, it is illegal to pay workers differently based on their age, gender, or other protected characteristics under the Equality Act 2010. If all sales assistants are doing the same job regardless of age, they should indeed be paid the same rate.
Additionally, employers are required to provide workers with a pay statement that outlines their pay and any deductions made. This is a legal requirement under the Employment Rights Act 1996. 
The pay slip serves as a record of the employee's earnings and deductions, helping to prevent wage disputes and ensuring that employees are paid accurately and in compliance with labor laws (ACAS, 2024d).
Additionally, pay slips provide employees with important information about their earnings, such as their gross pay, net pay, deductions, and any additional benefits or allowances. This information is essential for employees to understand how their wages are calculated and to verify that they are being paid correctly.
Charlotte and Madeleine should ensure they are complying with these legal requirements to avoid any potential legal issues in the future.


Working Time Directive (AC 4.2)

The working time regulations stipulate that workers are entitled to at least 11 consecutive hours' rest in each 24-hour period they work. They are also entitled to a rest break of at least 20 minutes when they work more than six hours a day. Additionally, workers are entitled to at least one day off each week, or two days off in a 14-day period (GOV,2015).
Based on Kit's working hours as stated (9.30am to 9.30pm for five days a week), it appears that he may not be receiving the mandatory rest breaks or adequate days off as required by law. Covering for his supervisor's days off may also contribute to his long working hours and lack of breaks.
Therefore, Kit may have a legal cause for complaint under the working time regulations. Charlotte should review Kit's working hours and schedule to ensure that they comply with the relevant employment laws and regulations. It may be necessary to adjust his schedule or provide additional support to ensure that he receives the necessary rest breaks and days off as mandated by law.
Santos Gomez v Higher Level Care Ltd (2016) where the employer failed to provide the employee with their 20 minutes lunch break, were ordered to pay £1220 in financial losses with the potential for extra compensation for injury to feelings (CIPD, 2024c).
Breaching the Working Time Directive can lead to legal consequences, reputational damage, employee dissatisfaction, health and safety risks, and discrimination claims. Failure to comply can result in fines, penalties, legal action, and damage to the employer's reputation, affecting talent retention and productivity. It is crucial for employers to adhere to the Directive to avoid these complications (Rawlingson, 2024).

Maternity, Paternity and Adoption Rights (AC 4.3)

Coco, as an employee with eight years’ service, is entitled to statutory maternity leave and maternity pay. Statutory maternity leave is up to 52 weeks, made up of 26 weeks of ordinary maternity leave and 26 weeks of additional maternity leave. Statutory maternity pay is paid for up to 39 weeks, which is 90% of her average weekly earnings for the first 6 weeks, followed by £184.03 or 90% of her average weekly earnings (whichever is lower) for the remaining 33 weeks (ACAS, 2024e)
Coco would also have legal protection against unfair treatment, discrimination, and dismissal due to their pregnancy or maternity leave.
Coco is entitled to paid time off to attend antenatal appointments recommended by a doctor, midwife, or health visitor.
As an employer, Charlotte and Madeleine must ensure that pregnant employees are not exposed to any work-related risks that could harm them or their baby. If necessary, adjustments should be made to their working conditions or hours.
In addition, Coco has the right to return to her job after maternity leave, as well as protection against unfair treatment or dismissal because of her pregnancy or maternity leave (ACAS, 2024e).
As for paternity rights, fathers/partners can take up to two weeks of paternity leave to support the mother or care for the baby. They may also be eligible for statutory paternity pay depending on their length of service prior to the 15-week qualifying period. From April 2024, new legislation states that Fathers can now take 2 weeks paid paternity leave at any time in the first 52 weeks after the birth or adoption of their child. These weeks do not need to be consecutive (GOV, 2024b).
Regarding adoption rights, employees who adopt a child have similar rights to those who have biological children, including statutory adoption leave and pay.
It is important for Charlotte and Madeleine to be aware of these rights and make sure they support Coco during this important time in her life. It is also crucial to ensure compliance with maternity, paternity, and adoption laws to avoid any legal issues or discrimination claims.

Flexible Working (AC 4.4)

It is important for Charlotte and Madeleine to understand that denying Chelsea's flexible working request without a valid reason could be potentially discriminatory and could lead to legal repercussions. Under the UK's flexible working regulations, employees have the legal right to request flexible working arrangements for any reason, and they can request this from day 1 of their employment. Employees are also able to make a flexible working request twice in any 12 month period (Jackson, 2024). Employers are required to consider these requests in a reasonable manner and can only refuse them if there are valid business reasons for doing so. A decision to reject a request must be for one or more of the following business reasons which are set out in the Employment Rights Act 1996:
· The burden of additional costs
· An inability to reorganise work amongst existing staff
· An inability to recruit additional staff
· A detrimental impact on quality
· A detrimental impact on performance
· A detrimental effect on ability to meet customer demand
· Insufficient work available for the periods the employee proposes to work
· Planned structural changes to the employer's business (McCartney, 2024)

The employer has to let the employee know their decision within 2 months.
By flat out denying Chelsea's request and telling her to leave if she doesn't like it, Peachy Desserts Ltd may be in violation of the law and could face potential claims of discrimination or unfair treatment. It is important for Charlotte and Madeleine to handle this situation in a more professional and constructive manner.
Instead, they should talk to Chelsea and discuss her reasons for wanting to work part-time. They should consider her request carefully and try to find a suitable compromise that works for both Chelsea and the business. If there are genuine business reasons for denying the request, they should clearly explain these reasons to Chelsea and explore alternative arrangements that could accommodate her needs.
Ultimately, it is important for Charlotte and Madeleine to approach this situation with empathy and understanding, and to comply with the flexible working regulations to avoid potential legal risks (Tait, 2023).
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