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1.Evaluate the aims and objectives of employment regulation. (AC 1.1)
The purpose of employment law is to regulate the relationship between employer and employees. Daniels (2022). Employment regulation discourages employers from abusing their power over their employees unreasonably.  
Employment regulation covers many aspects of work and by complying with legislation employers and employees can ensure practices such as recruitment, dismissal, pay, and conditions are fair and inclusive. It aims to ensure all employees are treated fairly, can work in a safe healthy environment, free from discrimination and harassment, while being paid a fair wage. CIPD (2023a)
Regulation also offers benefits for wider society as well as employees, for example the Working Time Regulations 1998 ensure employees have regular breaks and appropriate time off which in turn, supports increased productivity and performance in the workplace. The Health and Safety at Work Act prevents individuals working in unsafe and unhealthy conditions providing greater benefits to society and reduced health care costs.
The Equality Act 2010 legally protects people from discrimination in the workplace and society. Gov.Uk (2013). It states it is against the law to treat someone unfairly or less favourably due to a person characteristic such as race, sex, religion, disability, sexual orientation and pregnancy or maternity.
Regulation ensures minority groups are protected, giving minority groups the opportunities to flourish, it also encourages more people to work in the UK or remain in the UK to work. It helps create a fairer society, support businesses to perform better and helps improve public services.
Regulation can also help support difficult societal problems as such as The Modern Slavery Act 2015 which focuses on preventing human trafficking and modern slavery in the UK and wider through supply chains. 
Employment regulation brings many benefits to workers and their wider communities including social justice, inclusion, and fairness; however, regulation can have disadvantages, complying with regulations can be costly for businesses, which can lead to increased unemployment, slow economic growth, and make businesses uncompetitive in international markets. CIPD (2017). Legislation can be complex and poorly drafted and while making it more difficult for employers, it doesn’t necessarily go far enough to deter others from poor practices.  
2. Examine the role played by the tribunal and courts system in enforcing employment law. (AC 1.2) 
Most employment law in the UK is categorised as civil law. It is enforced by the claimant, usually the employee, former employee, or unsuccessful applicant, suing the respondent, usually the employer for compensation in a civil court.  CIPD (2023a). The courts and employment tribunal will hear any employment allegations and make and enforce employment law.
Employment cases start in one of three courts the Employment Tribunal, the County Court, or the High court, which court will depend on the legal matter and the level of compensation the claimant is seeking.
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Employment tribunals deal with claims brought against employers by employees. Claims typically relate to unfair dismissal, discrimination, equal pay, and unlawful deduction from wages. CIPD (2023a)
The Employment Tribunal can only hear claims made by individuals employed in the UK and once lodged via a ET1, usually within three months minus 1 day of the alleged incident, all claims must be heard. 
The role of the Employment Tribunal is to decide cases and to award compensation. 
Claimants can ask for reconsideration or make an appeal to the Employment Appeal Tribunal (EAT). Both respondent and claimant have a right to appeal to the EAT, but an appeal can only be made on a point of law or on a claim that the finding of the employment tribunal is perverse. Daniels (2022). Lodged within 42 days, the appeal is listed for a preliminary hearing to determine whether grounds for an appeal exist.
EAT rulings can be appealed at the Court of Appeal, and finally, a further appeal to the Supreme Court can be made where a point of law that’s has a public importance is disputed. CIPD (2023).
Some employment related cases, relating to common law, will be heard in the County or High Court, depending on the value of damages sought. Cases such as alleged breach of contract, defamation or negligence disputes will be heard in these courts and heard by a single judge. In High Court cases representation is usually restricted to barristers which means litigation can be very expensive. CIPD (2023)

3. Explain how cases are settled before and during legal procedures. (AC 1.3) 
Acas, an impartial service funded by Government for both employees and employers, is an advisory service, which also supports the conciliation process. They have a statutory duty to help both parties resolve a dispute before it reaches the Employment Tribunal. Before the Employment Tribunal can take place, Acas will contact both parties and through discussion and negotiation, will try and achieve early conciliation. Conciliation usually involves a financial reward, re-engagement, or re-instatement; while conciliation takes place the limitation dates get extended from the date Acas receive the early conciliation notice. Daniels (2022)
If a settlement is agreed through Acas, it is confirmed and recorded on a COT3 form, and the claim is withdrawn from the Employment Tribunal. There is no obligation to pursue conciliation and if no settlement is agreed and the claim can proceed to the Employment Tribunal.
Settlements can be made without the support of Acas, agreement must be recorded in writing and advice from an independent adviser, such as a lawyer, must be received.
Settlement agreements are legally binding, it is a voluntary process, with both parties agreeing to take part, and discussion taken to reach settlement take place on a ‘without prejudice’ basis, meaning it cannot be used as evidence at a later stage in the proceedings. When agreeing on settlement individuals then waive the right to make future claims, so it is essential advice is received from a relevant independent adviser e.g. when agreeing voluntary redundancy terms. Acas (2018)
Claims can also be settled through judicial mediation.  Here an Employment Judge will offer for the case to be resolved via mediation, if both parties agree, the judge will mediate a solution preventing the claim from going further. If unsuccessful the claim is listed to be heard by a different judge. Daniels (2022)
At the Employment Tribunal evidence will be presented and witnesses will give evidence and then a verdict will be agreed by majority. The decision states who have won the case but also states what remedies should be made, either immediately or via a separate remedy hearing. 
4. 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) 431
2.1 Evaluate the principles of discrimination law in recruitment, selection and employment. 
To discriminate against older workers, females, and pregnant women by seeking only young men for vacancies within their business is unethical and illegal, as there is no occupational requirement for this decision.
The Equality Act 2010 lists nine protected characteristics as the grounds on which discrimination can occur. These characteristics include age, disability, gender reassignment, marriage and civil partnership, race, religion, sex, and sexual orientation. The act not only cover employees but trainees, past employees, future employees, the armed forces, police, and self-employed are also covered by the legislation. The act recognises six types of discrimination, direct, associative, perceptive, indirect, harassment and victimisation. Daniels (2022)
Charlotte and Madeleine need to understand that potential employees can make a claim if they can identify which protected characteristic has been discriminated against and in this situation women, older workers, and pregnant women, are clearly being directly and indirectly discriminated against with the identified characteristics being age, pregnancy and sex.
As well as resulting in loss of finance and reputational damage, recruiting in this away, can also be detrimental to the culture within the organisation. If current employees feel their employers are happy to discriminate against those approaching retirement and pregnancy a claim for indirect discrimination could be pursued as this behaviour puts people with a particular protected characteristic at a disadvantage.
If a claim is brought, Charlotte and Madeleine would need to form a defence and prove they took reasonable steps to prevent discrimination in the recruitment process. It is unlikely they will provide such evidence if their goal was to only appoint young males during the recruitment process.
If an Employment Tribunal finds that an act of discrimination has occurred, Charlotte and Madeine could face:
· An order of compensation (no maximum set).
· A recommendation of actions employer should take.
· A declaration of the rights of the parties. Equality and Human Rights Commission (2019)
In the case of Baker V National Air Traffic Security Ltd 2007, the employment tribunal found National Air Traffic Security’s blanket ban of employing anyone 36 or over for the role of trainee traffic controller was direct discrimination.
In the case of Elisabeth Johanna Pacifica Dekker v Stichting Vormingscentrum voor Jong Volwassenen (VJV- Centrum) Plus 1991. The Employment tribunal found the claimant was discriminated against as VJV considered Ms Dekker to be the best candidate for job, however, as the selection committee had been informed by Ms Dekker that she was pregnant VJV declined to offer her employment.
Discrimination law in recruitment, selection and employment protects employees and potential employees and encourages employers to treat everyone fairly and without prejudice.

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) 
Th Equality Act 2010 makes it unlawful to discriminate between men and women in relation to their terms and conditions of employment. Daniels (2022). The law gives women the right to be paid the same as a man and vice versa. The act also supports the identification of a comparator as it makes it unlawful to include pay secrecy clause in a contract of employment. In an equal pay case, a comparator must work for the same employer, but could work on different premises or be a predecessor of the role.
Claim for unequal pay can be brought if both are employed on:
· Like work - defined as work of the same or a broadly similar nature.
· Work of equal value - gives the opportunity to make a claim when there is no like work or work formally rated as equivalent.
· Work related as equivalent - only appropriate if an analytical, non-discriminatory job evaluation is in place. Daniels (2022)
Charlotte should increase Cat’s wages to equal KITs wages and pay an equal wage to both if they are doing the same job.
However, if Charlotte feels Cat and KIT are not doing the same job, she must be able to identify the reason why Cat and Kit’s are paid different salaries. Charlotte will need to prove that Cat and the comparator, KIT, are not engaged in ‘like work’, a job evaluation scheme states the work is not equivalent or not of equal value, or the difference in pay is due to material difference other than gender.
Material defence includes:
· Different negotiating groups
· Collective bargaining
· Experience
· Red Circling
· Location     (Daniels 2022)
Charlotte should explain these reasons to Cat to prevent Cat taking the case to an Employment Tribunal.
If Cat wins her case, the employment tribunal could order a remedy which includes arrears of pay and damages, limited to a maximum of two years before the proceedings were investigated. Also, if an employer loses an equal pay claim they are usually ordered to carry out a pay audit. Daniels (2022)
In the case of ASDA Stores Ltd V Brierley and others, Asda retail operators who were nearly all women claimed that they should receive the same pay as the distribution workers who were overwhelmingly male, and they won their claim.

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)  

According to the Employment Rights Act 1996 employees are regarded as redundant if their dismissal is attributed to:
· Employer has ceased to carry on the business for the purpose of which the employee was employed.
· Employer has ceased to carry on the business in the place where the employee was employed.
· Business no longer requires employees to carry out the work for which they were employed. Gov.uk (1996)
As Charlotte and Madelene have decided to close the restaurant, they will cease to carry on the business in the place where the employees were employed to work, hence will make six employees redundant, as the jobs no longer exist.
As less than twenty employees are affected, The Trade Union and Labour Relations (Consolidation) Act 1992 state individual consultation is required. Gov.uk (1992)
Charlotte and Madilene must ensure they consult with each individual employee affected by the closure of the restaurant before a decision on dismissals is agreed and the consultation period must be reasonable. Failure to consult can result in a protective award which is an award of 13 weeks’ pay for all employees affected.  In the case of Mugford V Midland Bank 1997 the employer did not consult, and dismissal was seen as unfair.
The Act also states what written information must be provided by the employer at the beginning of the consultation. Charlotte and Madeline must provide in writing the:
· Reason for redundancy
· Total number of redundancies
· Number and description of employees to be made redundant.
· Proposed selection methods
· Procedure to be followed.
· Method of calculating redundancy pay. Gov.uk (1992)

In this case all six employees will be made redundant, but if selection was required it is important employers ensure all selection processes are fair, open, and transparent otherwise the employee can still seek unfair dismissal.
Charlotte and Madeline’s plan to pay each person two weeks’ notice is unlawful, a redundancy payment for each employee must be calculated and paid. Each employee will be entitled to a statutory redundancy payment if they have been employed at the restaurant for 2 years or more (continuously). (Daniels 2022)
Angelina will be entitled to a payment of £8400. As she has worked for the business for eight years from the age of 45- 53 she is entitled to one and half week’s wages per year (£700 per week).
Saffron will be entitled to £1750. As she has worked for the business for five years from age of 25 to 30, she is entitled to one week’s pay per year (£350 per week).
Chip, Cheery, Reese and Carmel will not be entitled to any redundancy payment as they have not been employed for 2 years or more, however they will receive payment for their statutory notice period as detailed in their contract. 
In total redundancy payments will cost £10150 (not including statutory payments for those with under 2 years’ service)  compared to £4100 if only two weeks’ pay was paid.
Redundancy is more expensive, and Charlotte and Madeleine should consider redeployment, as an alternative, if they have other restaurants, within reasonable travel distance. If the employee refuses a reasonable offer, they will not be entitled to a redundancy payment.  Daniels (2022)

7.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) 
The Transfer of Undertakings Regulations 2014 (TUPE) protect employees who work in an organisation that is transferred to a new owner. Daniels (2022).
When this occurs all contractual rights of an employee is transferred to the new owner. In the case of Ponticelli UK Ltd V Gallagher 2023 the employment tribunal found that the employees right to participate in a Shared Incentive Plan may be transferred to a new employer under TUPE, so it is important Charlotte and Madeleine consider the existing rights carefully.
The regulation states a variation to the contract of employment can be permissible if the reason for the variation is an economic, technical, or organisational (ETO) reason entailing changes in the work force. (Daniels 2022) Therefore, any dismissals are unfair unless the employer can identify an economic, technical, or organisational reason for the change.
Charlotte and Madeleine will need to identify ETO reasons if they plan to give new contracts to the staff. Failure to do so means any dismissal due to the transfer of undertaking will be deemed unfair. If there is a legitimate ETO reason the normal law and practice on redundancies and unfair dismissals will still apply. CIPD (2023b)
Charlotte and Madeline need to plan the transfer and take legal advice, they should identify any risks and keep open communication with effected employees throughout the process. As the transferees, they will inherit liability for all statutory rights, claims, and liabilities.
The transferors should explain the process to each employee and carry out consultation, but there is no minimum consultation period. If they fail to consult properly both the transferer and transferee are liable for compensation which is up to 13 weeks’ pay. If there is no trade union or employee representative, the employer should facilitate a representative election to consult over the transfer. Charlotte and Madeline need to check this consultation is taking place correctly.  If less than 10 employees are affected direct consultation can take place.
The employer must provide information about the following to all employees:
· Why the transfer will take place.
· When it is expected to take place.
· What the implications are for employees.
· Employers and new employers’ measures that will be put in place. CIPD (2023)
Pension rights do not transfer over, but if transferer provided a pension scheme, then Charlotte and Madeline will need to provide a scheme, but it doesn’t need to be the same as the previous offer.  CIPD (2023)
Charlotte and Madeline will receive written information from the transferors about the transferring employees and their associated rights and obligations at least 28 days prior to transfer. If this information is not provided, the transferee can apply for compensation at an employment tribunal. (minimum of £500 per employee). CIPD (2023)
The transferee must carry out right to work checks after the transfer and has a 60-day window to complete these checks, this will minimise any risks of liability for transferees if completed thoroughly.
8. Charlotte and Madeleine are aware there are changes to the National Minimum Wage each year. They firmly believe that all sales assistants work hard regardless of age and as such should be paid the same. All sales assistants are currently paid £9.00 per hour. They want to check their approach is lawful and wonder whether there are any rights related to pay statements they need to comply with. (AC 4.1) 

The National Minimum Wage (NMW) Act introduced a statutory right to be paid a certain amount of renumeration for work performed.Gov.UK (2024)

	Age
	NMW (April 2024)

	21 + over
	£11.44

	18-20
	£8.60

	16-17
	£6.40



With age discrimination laws being introduced in 2006, one would expect National Minimum Wage to be unlawful, but government argued removing the three bands would discourage employers from employing young workers. Daniels (2022)
 However, if Charlotte and Madeline decide to offer rates above the NMW they should offer the same percentage over payment to all age groups to avoid age discrimination. Daniels (2022)
All employees are entitled to a written pay statement, which must be provided before pay is given. The pay statement must include:
· Gross salary
· Any variable payments
· Deductions from gross amount, and their purpose
· Net salary
· Amount and method of any part payments. Daniels (2022)
Charlotte and Madeline must ensure any deductions from wages are lawful. Lawful deductions include deductions authorised by legislation (e.g. PAYE, NI), by contract (e.g. payment relating to hire of tools or equipment) and by agreement in writing. (e.g. contribution to society, cycle to work scheme etc).
The case Ridge V HM Land Registry 2010 illustrates the importance of itemised payslips, when the employer deducted overpaid wages the Employment Appeal Tribunal found that deductions should have been properly itemised and explained and the claim was withheld.
There is no legal requirement to provide a sick pay scheme, but all employers must pay statutory sick pay (SSP) when an employee qualifies for payment. If an employer suspends an employee for health and safety reason e.g. workplace is unfit, the employer must pay the employee as normal for the first 26 weeks of suspension, if they have worked for the employer for more than one month. Daniels (2022)

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) 
Kit does have a legal cause for complaint, Kit works 60 hours per week, sometimes more when his supervisor isn’t in work.
Identified as a worker, Kit is covered by the Working Time Regulations 1998.  The regulations relate to health and safety of workers ensuring all workers have reasonable working hours, adequate rest periods and a minimum level of holidays.
The regulations identify a worker as someone who has entered into or works under a contract of employment or any other contract whether expressed or implied. Daniels (2022)
The regulations state hours worked including overtime must not exceed 48 hours per week over a 17-week reference period (workers can opt out, but the agreement must be in writing). If Kit has not opted out of this and has worked more than 48 hours every week over a 17-week period Kit has a cause for legal compliant.
Every worker is entitled to at least 11 consecutive hours rest in every 24-hour period and 24 hours uninterrupted rest in every seven-day period, but this can be averaged out over two weeks. Kit is having a 12-hour rest period when working his normal hours and the 24 hours rest in every seven days, but if the cover for his supervisor occurs in these rest period, regulations will have been breached and Kit has a legal cause for complaint.
In the case of McMahon V Heron Financial 2019 the Employment Tribunal ruled McMahon had been unfairly dismissed for complaining about working over 48 hours a week.
Charlotte should also be aware that once an employee works over 6 hours consecutively the worker is entitled to a break of at least 20 minutes, away from their workstation.
In the case of Grange V Albellio 2017, the EAT rules that the employer had failed to provide the employee with adequate rest breaks and awarded compensation for personal injury.
Charlotte should also consider how much annual leave Kit is entitled to. The Working Time Regulations 1998 state workers must have at least 28 days annual leave per year, including bank holidays.
If Kit is under 18 or works night shifts further regulations exist and should be adhered to.
Charlotte must ensure KIT has the regular breaks and the days off he is entitled too, Charlotte should seek alternative cover for when the supervisor is not in work.
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) 
A pregnant woman is protected under employment law, this protection exists throughout her pregnancy, period of antenatal care, and maternity leave. A pregnant woman is protected against dismissal on the grounds of her pregnancy, discrimination on the grounds of her pregnancy or any other detrimental treatment relating to her pregnancy. Daniels (2022)
Rhodin V Dhillon’s Management LTD illustrates how pregnant women are protected under employment law. Rhodin who was dismissed while on maternity leave was awarded more than £50,000 for discrimination by an Employment Tribunal in 2020.
Coco is entitled to paid time off for any antenatal appointments during work hours and when a pregnant woman informs her employer of her pregnancy her employer must consider if a risk assessment is required. 
Coco is entitled to maternity leave, which is made up of three parts:
· Compulsory maternity leave (part of ordinary maternity leave) - no employee must work for two weeks after giving birth.
· Ordinary maternity leave - entitled to 26 weeks leave.
· Additional maternity leave- entitled to take an additional 26 weeks immediately after the ordinary maternity leave ends.
· To qualify for maternity, leave the Coco must inform their employer no later than the 15th week before the expected week of childbirth (EWC) stating that she is pregnant, her EWC and the date she wishes to start her maternity leave (OML), no earlier than 11th week before EWC). Statutory adoption leaves mirrors maternity leave. Daniels (2022)
Coco must not return to work within 2 weeks of giving birth and is entitled to take 52 weeks of maternity leave if she wishes to.
Coco is entitled to Statutory Maternity Pay (SMP) which is paid by employers for 39 weeks, if the employee has worked for at least 26 weeks at the 15th week before the EWC (qualifying week). This is paid at a minimum rate of 90% of wages for first 6 weeks and then £184.03 or 90% of average weekly earnings for remaining 33 weeks. Gov.uk (2024)
During maternity leave Coco is still entitled to all the terms and conditions of her employment and she will continue to accrue leave and length of service. To maintain a good working relationship and to keep up with training etc up to 10 KIT days can be agreed by employee and employer which does not affect the women’s maternity pay. Daniels (2022)
When Coco returns to work, she must be given the same job she left and be treated as if she has never been away.
Statutory paternity leave was introduced by the employment Act in 2002. If the employee has worked for at least 26 weeks before the 15th week of the expected week of confinement and is the father of the child, the adopter, or mother’s partner with responsibility for the upbringing of the child they can take two weeks leave at a minimum wage of £183.03 per week, if 28 days’ notice has been given to the employer.Gov.uk (2024)  Paternity leave must be taken within 56 days of the birth of the child and during paternity leave the employment contract continues and the employee has the right to return to his or her job after the leave ends.
Shared parental leave is also available where leave is shared between both parents.

11.Chelsea, a restaurant manager, has made a flexible working request and wants to change from working full-time to working three days a week. Charlotte informs you she will let Chelsea know that Peachy Desserts Ltd ‘don’t do’ flexible working and if she does not like it, she should leave and find a part-time job somewhere else. Advise Charlotte and Madeleine of the risks of their approach and what they should do instead. (AC 4.4) 

The Flexible Working Regulations 2014 allows employees to request changes to the hours they work, the time they work and the place they required to work. To be eligible to make a flexible working request the person must not have made two flexible working requests in the last 12 months.
If Chelsea has not previously made a flexible working request in the last 12months, Charlotte must accept the request and arrange a meeting with Chelsea to discuss the request further and find out why the request was made e.g. caring responsibility, religious reasons etc. A decision must be made within 2 months of receiving the request and the outcome should be communicated in writing including the reasons why the request was unsuccessful.
I would encourage Charlotte to consider the reasons for the request and explore alternatives to reduced hours if changing Chelseas hours is detrimental to the business. For example, is Chelsea experiencing short term difficulties, could paid or unpaid leave help Chelsea through a difficult time? Could a change in hours be useful e.g. working at the weekend of later in the day?
Charlotte can refuse the request, but the refusal must be based on the grounds set out in the legislation, these include:
· the burden of additional costs
· a detrimental effect on the ability to meet customer demand.
· Inability to reorganise work among existing staff.
· inability to recruit additional staff.
· detrimental impact on quality
· detrimental impact on performance
· insufficiency of work during the period the employee proposes to work.
· planned structural changes.
· any other grounds the Secretary of State must specify by regulation. Daniels (2022)
On refusal Chelsea has the right to appeal against the decision. If this occurs a meeting must take place to discuss the appeal and the decision of the appeal should be communicated in writing. If unhappy with the outcome of the appeal Chelsea can refer the issue to the employment tribunal.
In the case of Commotion Ltd V Rutty 2006 the Employment Tribunal found that Commotion Ltd was in breach of the Employments Rights Act 1996 for had not giving reasonable grounds for refusal of a flexible working request and was ordered to pay compensation of over £14,000.
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