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(AC 1.1) 
[bookmark: _Int_3Q2ID41b]Employers and workers are subject to regulations under employment law. The purpose of employment law is to regulate the rights of employees at work and regulate what employers may ask and expect of their employees (CIPD, 2024 a). 
Fair treatment of employees, safe and healthy working conditions, and the ability of staff members to carry out their responsibilities efficiently are the goals and objectives of employment regulations with worker rights protection being one of the primary goals. Providing equitable compensation, protecting employees from harassment and discrimination, and enabling them to work in a safe and healthy environment are all part of protecting the rights of workers and employees (HSE, 2020)
Daniels (2022) outlined the main aims and objectives and advantages of employment law regulation in their 2022 book. One of its aims and objectives is to aid in avoiding discrimination and help achieve equality within the workplace and its employees. Through employment law regulations, treating those with a protected characteristic such as age, gender or sex less unfavorably, is punishable in an employment tribunal (ACAS, 2023a).
Another one of its aims and objectives is to encourage workers and employees to stay and work in the UK as opposed to retiring or working overseas through providing favourable working conditions where employees have a voice and shared power (Daniels, 2022). 
Employment regulation helps provide power to trade unions that represent workers and employers (Daniels, 2022). Due to their legal status, trade unions possess some privileges that other employee organisations do not. Unions have a legal right to bargain over wages and working conditions, as well as the rights to information and consultation over changes related to TUPE transfers, health and safety issues, and layoffs (CIPD, 2023 a)
Lastly, employment regulation means employers are not able to exploit their power at the disadvantage of workers and employees by holding both sides accountable for their actions and conduct (Daniels, 2022).
Legislations such as Health and Safety at Work Act 1974, Data Protection Act 2018, Working Time Regulations 1998 and the Modern Slavery Act 2015 (GOV.UK, 2024b).
While employment regulations provide benefits, they also discourage foreign investment, increase unemployment, slows economic growth and increase employer expenses, which lowers the country's competitiveness in the global market (Daniels, 2022).

(AC 1.2) 
Employment tribunals hear cases involving allegations made by workers against their employers. When tribunals first started in 1964, their primary caseload consisted of employer appeals against industrial training levies. Since the Industrial Relations Act of 1971 and the Equality Act of 2010, claims relating to discrimination, improper wage deductions, equal pay, and unfair and unjust dismissals are now included in their obligations (Daniels, 2022).
[bookmark: _Int_aFZblcxS]If an employee feels that they need to make an employment tribunal claim, they must first contact ACAS, where they will be given the option of early conciliation. Before filing a claim, Acas might assist the claimant and their employer in resolving the conflict early which can be beneficial for all parties concerned because the process can be challenging and time-consuming (ACAS, 2023b). If this is unsuccessful, an ET1 Form is submitted, and the employer must respond with their defense (an ET3 form) within 28 days.
Once the papers have been reviewed, the Employment Tribunal will set the date for the preliminary hearing (Daniels, 2022) whereby matters that can impact the tribunal's efficiency are discussed with the Employment Judge (Indeed, 2024). After this, the hearing takes place. 
After the hearing, the panel makes a judgment from the evidence provided. If the claimant is unhappy with the outcome of the claim, they can seek for the verdict to be reconsidered, which is only possible in cases where there are specific issues that need to be addressed, such as new evidence (Daniels, 2022). Alternatively, they have the option to appeal the ruling, but they may only do so if they believe the Employment Tribunal's conclusions were incorrect on a legal basis (Daniels, 2022). After an Employment Appeal Tribunal, claims can escalate to a Court of Appeal and even to the Supreme court, which is rare (Daniels, 2022). It is important to note, that claims can only go to Employment Tribunals if the problem occurred within 3 months minus 1 day of the claim being submitted (Dennis, 2023)
Any claims made outside of the 3 months minus 1 day would be dealt with through other means such as the High Court or County Court judicial systems (Daniels, 2022).
These claims typically include payments that an employer owes an employee in accordance with their employment contract (also known as "breach of contract" claims), such as when an employee's notice period was not paid in full (GOV.uk, 2015).

(AC 1.3) 
Cases are settled before legal procedures through Early Conciliation and cases settled during legal proceedings are called Settlement Agreements (Daniels, 2022).
Early Conciliation 
Early Conciliation can be beneficial for all parties concerned because submitting a claim to a tribunal can be challenging and time-consuming (ACAS, 2023b. ACAS will allow an employee or worker, the Claimant, and their employer, the Respondent to come to an agreement before the matter is escalated to employment tribunal (Daniels, 2022). Acas conciliators can: outline the conciliation procedure, go over the concerns with both parties, go over potential solutions, and speak about ways to resolve the conflict without resorting to a tribunal. Conciliators are not allowed to take sides, speak for either party, recommend a settlement, assess the strength or weakness of cases, or assist in getting cases ready for a tribunal (ACAS, 2022). 
If an agreement is reached between the respondent and the claimant, the employment tribunal hearing will either not proceed or will conclude. After then, Acas documents the agreements reached by both parties in a settlement form known as a "COT3." Acas provides the claimant and the respondent with the COT3 for signatures and the claimant must abide by the agreement as this is legally binding. (ACAS, 2022). A claim like this must be made within 3 months minus 1 day of the incident/incidents (Daniels, 2022).
Settlement Agreements
A settlement agreement is a binding contract signed by the employee and the employer. When they are terminating an employee's job or wishing to settle an ongoing disagreement, employers typically provide settlement agreements, which must be in writing and connected to a particular complaint or legal action. (Thompsons Solicitors, 2024). The nature and implications of the proposed agreement, as well as how it would affect the employee's capacity to pursue the complaint or action before an employment tribunal, must have been explained to them by an independent legal counsel (Thompsons Solicitors, 2024). This is because the nature of the agreement means the complainant waivers their right to make a claim to an employment tribunal regarding the same issue (Daniels, 2022). The agreement must confirm that all requirements set out by the Employment Rights Act have been met (ACAS, 2022). Lastly, the discussions that lead to a settlement are considered “without prejudice” meaning using them as evidence in a tribunal or court is prohibited (Daniels, 2022).  It is important to note that employers can offer a settlement agreement but the employee does not have to agree (Daniels, 2022.

(AC 2.1) 
If Charlotte and Madeline take this approach, they are putting themselves at risk of candidates making a claim against them to an employment tribunal because of discrimination. 
People are legally protected from discrimination in the workplace and in society at large under the Equality Act 2010 (Daniels, 2022). After its introduction, it strengthened protection of certain groups of individuals and made the anti-discrimination legislation easier to comprehend by combining many prior laws into a single Act. It outlines the many ways that treating someone improperly is prohibited (GOV UK, 2013).
The protected characteristics that are protected under the Equalities Act include disability, gender reassignment, marriage and civil partnership, race, pregnancy and maternity, religion, age, sexual orientation, and sex (Daniels, 2022). Three of which, age, sex, and pregnancy and maternity, Charlotte and Madeline are at risk of unlawful discrimination against. The Equality Act of 2010 not only protects employees, workers and ex-employees but also applicants, meaning, recruiting in this way would mean they would be directly discriminating against any applicants that do not fit their “ideal” candidate.
I would advise Charlotte and Madeline not to indicate or imply in a job advertisement that they will discriminate against anyone throughout the recruitment process. This includes stating that they would prefer applications from young males or that the business is unable to accommodate employees who would like children soon for example (GOV UK, 2013).
They might use terms like "recent graduate" to avoid discriminating against older people if they can demonstrate that the position requires younger workers for health and safety reasons, for example (Daniels, 2022). However, recruiting this way to avoid “disruption” as mentioned by Charlotte and Madeline is not a valid and lawful justification.
To make sure they do not discriminate against any applicants, I would urge Charlotte and Madeline to ensure they abide by the guidelines set out in the The Equality Act 2010 during their recruitment process.
Engaging in a fair and just recruitment process could see Charlotte and Madeline 's business experience some of the benefits that a diverse workforce can bring, which includes better business performance, better corporate reputation, and overall better workplace talent (Ali, 2022).
If taken to the employment tribunal, not only would the business experience reputational damage but would also take a significant financial loss if compensation is ordered to be paid (Ali, 2022).

(AC 2.2) 
It is normal and lawful for organisations to pay different staff varying salaries based on their job responsibilities and job descriptions, however, employers are responsible for providing equal pay for equal jobs (Daniels, 2022). When the following criteria and conditions are met, women are legally entitled to the same pay as men and vice versa (Daniels, 2022).
. The two individuals perform identical tasks and have similar responsibilities. 
. An analytical job evaluation study rates the work of the two workers as identical, which can imply that entirely unrelated occupations with disparate job titles might be evaluated as equal.
. Each person has been found to contribute work of equal value to the organisation. This covers situations in which an employee asserts that two occupations need a similar degree of competence and skill despite the positions being different from one another.
In this example, Cat could bring forward an equal pay claim against Peachy Desserts with Kit being used as a “comparator”, who is undertaking like-work and is paid more or benefitting more from terms and conditions than the claimant (Daniels, 2022). Therefore, if Peachy Desserts wish to continue to pay Kit a higher salary than Cat, they must defend the claim, however, simply stating that Kit deserves the extra money is not a reasonable defense. Peachy Desserts must therefore be able to prove one of the following (Daniels, 2022);
. Both the comparator and the claimant are not involved in "like-work". 
. The work has not been deemed as equal once a genuine, non-discriminatory job evaluation has been applied. 
. Through jobs were found to be non-equal valeue through a job evaluation.
. Other than gender differences, there is a material element or difference causing the salary gap between the two jobs.
From previous information provided by Charlotte and Madeline, at every store location there are only floor staff, supervisors, and managers. This suggests it is highly likely that the managers would be doing like-work and therefore deserve equal pay. I would urge Peachy Desserts to reconsider the difference in salary between Cat and Kit and pay both equally. This would mean a back payment from when Cat first started at the organisation. I believe Peachy Desserts would benefit from this due to the possibility of avoiding costly legal bills, lost output as management handled tribunal hearings and damaged employee relations (Equality and Human Rights Commission, 2020).

(AC 3.1) 
Due to the circumstances, Peachy Desserts would have to make redundancies, which are dismissals that occur when a position is no longer needed (Daniels, 2022). An employer should think about making redundancies if all or a portion of the company is closing or has already closed, if the business is relocating, or if they are altering the kinds or quantity of roles required to do specific tasks (ACAS, 2023c).
Peachy Desserts should consult staff to inform them of the changes. If fewer than 20 redundancies are anticipated, there are no strict guidelines to adhere to; nonetheless, it is generally recommended to thoroughly discuss this with employees and their representatives and carry out reasonable consultations. If they do not, an employment tribunal can find that Peachy Desserts dismissed employees unfairly (Gov.uk, 2012). It is recommended that employees are told the total number of redundancies, the reason for the redundancies and their redundancy pay calculation (Daniels, 2022).
Charlotte and Madeline’s approach is risky as they are at risk of making unlawful redundancies where especially when Angelica and Saffron are concerned.
Daniels (2022) outlines that for employees and workers with over 2 years of service must be paid 1 and a half weeks of their salary for each year of employment if they are between the ages of 41 and 43, plus pay for their notice period. For those between the ages of 22 and 40, they are entitled to 1 week of pay per year of service plus their notice period, when made redundant. 
According to the Statutory Redundancy Pay Table (Thomas Mansfield Employment Law, 2023). Angelica would be entitled to a redundancy package of 12 weeks' pay, which would be capped at £643 per week as this is the limit (Gov.uk, 2012) as well as the two weeks' notice period outlined in the contract, which is a total of £9,116. Saffron would be entitled to 5 weeks of full pay and the 2 weeks' notice period outlined in the contract which would total £2,450. These regulations are due to change and increase after April 2024.
The 4 full time Sales Assistants can be lawfully dismissed with 2 weeks of pay (£450) as Charlotte and Madline had planned because they have not reached 2 years’ service and are therefore not protected against unlawful dismissal (Daniels, 2022). It is important, however, to maintain honest and transparent communication throughout the next 4 months and be clear that the reason for dismissal is due to the fact the job they were recruited for will no longer exist (Daniels, 2022) 
Due to these circumstances, Peachy Desserts would have to make redundancies. Redundancies are a type of employment termination that occurs when companies have to reduce the number of their employees (GOV UK, no date). This is done in situations where all or a portion of the company is closing, if the business is relocating, or if they are altering the kinds or quantity of roles required to do specific tasks (ACAS, 2023c).
Peachy Desserts should prioritise consulting staff to inform them of the changes. According to legislation, if fewer than 20 redundancies are anticipated, there are no strict guidelines to adhere to; nonetheless, Peachy Desserts should thoroughly discuss redundancies with employees and their representatives and carry out reasonable consultations before the fact. If they do not, an employment tribunal can find that Peachy Desserts dismissed employees unfairly (Gov.uk, 2012). It is recommended that employees are told the total number of redundancies, the reason for the redundancies and their redundancy pay calculations (Daniels, 2022).
Charlotte and Madeline’s approach would not be recommended as they are at risk of making unlawful redundancies, especially where Angelica and Saffron are concerned.
Daniels (2022) outlines that employees and workers with over 2 years of service must be paid 1 and a half weeks of their salary for each year of employment if they are over the age of 41. For those between the ages of 22 and 40, they are entitled to 1 week of pay per year of service, when made redundant. These are statutory redundancy pay figures, some organisations however, offer enhanced redundancy pay packages (Daniels, 2022).
According to the Statutory Redundancy Pay Table (Thomas Mansfield Employment Law, 2023). Angelica would be entitled to a redundancy package of 12 weeks' pay, which would be capped at £643 per week as of March 2024 (Gov.uk, 2012) which is a total of £9,116. Saffron would be entitled to 5 weeks of full pay which would total £2,450. These regulations are due to change and increase after April 2024. Angelica and Saffron could work their notice period or be paid those two weeks in lieu of notice which will not be part of the redundancy package.
The 4 full time Sales Assistants can be lawfully dismissed without redundancy pay because they have not reached 2 years’ service and are therefore not protected against unlawful dismissal or entitled to redundancy payments (Daniels, 2022). It is important, however, to maintain honest and transparent communication throughout the next 4 months and be clear that the reason for dismissal is that the job they were recruited for will no longer exist (Daniels, 2022).


(AC 3.2) 
The takeover of Crumbly Cakes should be done via a TUPE transfer. TUPE is the acronym for the Transfer of Undertakings regulations of 2006. Employees automatically transfer from one employer to another with their employment conditions and continuity of service intact where TUPE is applicable.
(Howat Avraam Solicitors, 2016). This would apply to the Crumble Cakes takeover through automatic transfer because this would be considered a transfer of economic entity that retains its identity (Daniels, 2022).
The concept of automatic transfer states that workers pass to the transferee, who is obligated to assume all rights, liabilities, and responsibilities for them. The employees transferring would also be safeguarded against termination in relation to the TUPE transfer. Crumbly Cakes employees and all impacted employees involved also have the right to be notified and consulted with (Howat Avraam Solicitors, 2016). 
In terms of the issuing of new contracts under Peachy Desserts, there are factors to consider, and it is possible that this would have to be done after the TUPE has been completed. As outlined by Acas (2021), following the completion of a TUPE transfer, Peachy Desserts and its staff may decide to modify an employment contract in accordance with standard procedure. However, if the transfer itself is the primary cause for contract modification, there are other factors to consider. If the reason is due to the transfer alone, Peachy Desserts may only provide contract modifications if: 
. The terms and conditions for employees would be better if they transferred to Peachy Desserts, for example, they would be entitled to more holidays. 
. A shift in the workforce is necessary for "economic, technical, or organisational" (ETO) reasons, such as reorganisation within the business.
It's critical that Charlotte and Madeline understand that, for an undetermined amount of time, employee terms and conditions are somewhat protected by TUPE legislation. For instance, ten years later, if an employee wanted to alter their terms and conditions, they would still require a compelling cause unrelated to the move (ACAS, 2021).
It is also important to note that employees are entitled to object to the transfer (Daniels, 2022). If this is the case, those objecting will not become Peachy Desserts employees but will also not be dismissed, their contracts of employment will simply terminate.

The takeover of Crumbly Cakes would be done via a TUPE transfer. When an organisation, or a portion of it, moves from one employer to another or when a service moves to a new supplier, a TUPE transfer is required (ACAS, 2014). TUPE is the acronym for the Transfer of Undertakings regulations of 2006 (Daniels, 2022).
The Crumbly Cakes takeover would be done through automatic transfer because this would be transfer of economic entity that retains its identity (Daniels, 2022).
The concept of automatic transfer states that workers would pass to the transferee, who is obligated to assume all rights, liabilities, and responsibilities for them. The employees transferring would also be safeguarded against termination in relation to the TUPE transfer (Daniels, 2022).
Before undertaking a TUPE transfer due diligence procedures must be followed and official investigations must be carried out by Peachy Desserts to gather as much information as possible about the organisation they are considering assuming and to calculate the transfer expenses (ACAS, 2023h). Both the former and new employers are required by law to notify and consult with employees, trade unions or employee representatives before a TUPE transfer. Peachy Desserts can face collective or individual liability and be brought before an employment tribunal if they neglect to notify or consult (ACAS, 2023h).
Employees of Crumbly Cakes will automatically move to their new employer on the day of the transfer, together with their employment contract, terms and conditions, and length of service (ACAS, 2023h) Job title and position, compensation, overtime pay, contractual bonuses, paid time off for illness, and paid holidays, are examples of terms and conditions that will automatically carry over (ACAS, 2023h). Terms and Conditions can only be altered for the transferring staff if the new orgnisations T&Cs are more favourable or if a shift in the workforce is necessary for "economic, technical, or organisational" (ETO) reasons, such as reorganisation within the business (ACAS, 2021).
It is also important to note that employees are entitled to object to the transfer (Daniels, 2022). If this is the case, those objecting will not become Peachy Desserts employees but will also not be dismissed, their contracts of employment will simply terminate.
(AC 4.1) 
Charlotte and Madeline’s approach is considered lawful in the amount they are paying their Sales Assistants. Sales Assistants Chip and Cherry are 18 years old and Reese and Carmel are 19 which would legally entitle them to a minimum wage of £7.49 an hour (GOV.UK, 2024). This means Charlotte and Madeline are paying above the National Minimum Wage, which benefits their young employees. Paying employees the same wage regardless of age for like work can improve the organisations image and boost moral within the organisation (Equality and Human Rights Commission, 2020).
Charlotte and Madeline are correct in believing the National Minimum Wage changes every year and it is therefore important for them to be aware of those changes and apply them where necessary. In April 2024, the hourly rate for 18 to 20-year-olds increases to £8.60 (GOV.UK, 2024) which is still below the £9 hourly rate paid to the Sales Assistants. As the Sales Assistants get older every year, if the National Minimum Wage for any of the Sales Assistants exceeds £9 an hour, their hourly rate will have to increase.
Further to this, on the 1st of April 2024, new legislation states that anyone aged 21 or over is entitled to the National Living Wage which will sit at £11.44 an hour (ACAS, 2023d).
Following minimum wage rules is essential, since failure to do so may result in HMRC sending the employer a Notice of Underpayment outlining the arrears that must be paid to the employees along with a fine. The employer’s name might likewise be made public (GOV.UK, 2024a).
Regarding pay statements, as stated by ACAS (2023e), pay slips or pay statements are provided on the day of payment or earlier. They display an employee's salary for a certain period as well as pay deductions made from their income, such as taxes and National Insurance. The statements may be submitted online, as an email attachment, or as a printed copy and handed to the individual. The company should give pay slips to employees in paper copies if they are unable to access them online. Also, any hours worked, or payments made during the previous six years must be documented by the employer. 
Employers are required by law to provide a pay statement to all their workers and employees starting with the first payday (Employment Rights Act of 1996).

(AC 4.2)
As Kit is a worker under a contract with the organisation, he is protected under the Working Time Regulations 1998, which Peachy Desserts are legally obliged to adhere to (Daniels, 2022). According to employment law regulations, an employee can work 48 hours per week over a 17-week reference period with 20 minutes of rest per 6 hours of work (Daniels, 2022). Considering this, Kit should be having two 20-minute breaks within his long 12 hours shifts, which is not the case. This gives Kit a legal cause for complaint.
Also, if Kit is not having sufficient breaks and is working 12 hours for at least 5 days a week (which increases when his supervisor is on holiday) this would mean Kit is working around 60 hours a week. This is 12 hours more than what he should legally be allowed to work, which again gives Kit a legal cause for complaint.
Kit states that he does not have “sufficient days off” either. Charlotte and Madeline should consider monitoring how many days of leave taken by Kit because this could be another unlawful practice within the organisation that gives Kit legal cause for complaint. Every employee and worker that works 5 days per week is entitled to 5.6 weeks of holiday, or 28 days of paid annual leave each year (GOV.UK, 2023). It is vital that Charlotte and Madline ensure that Kit is given the opportunity to take the leave they are entitled to, just like Kit’s supervisor.
The organisation does ensure they are adhering to the regulation of allowing 11 hours rest in between each shift (Daniels, 2022). However, in circumstances where Kit is covering for the supervisor when they are away, it is not clear if 24 hours of rest is given within the 7 day period. (Daniels, 2022). 
All of these wrongdoings within the organisation leaves the employers at risk of being taken to employment tribunal because of breaches in Working Time Regulations 1998 (Daniels, 2022).
To avoid this, Charlotte and Madline must ensure they adhere to all of these regulations and make changes within the organisation. One suggestion could be to employ more staff in order to spread out the workload and take the pressure off of Kit.

(AC 4.3) 
Coco has the right to take up to 52 weeks of maternity leave from their first day of employment (Daniels, 2022).
Since it is legally required that individuals take at least two weeks o paid maternity leave following the birth of their child (four weeks if working in a factory), Charlotte and Madeline could not force Coco to take those 2 weeks as annual leave. It is up to Coco after this how many of the 52 weeks they take. (Acas, 2019).
"Ordinary Maternity Leave" refers to the first 26 weeks of maternity leave, whereas "Additional Maternity Leave" refers to the latter 26 weeks. Unless the baby is delivered earlier than predicted, Coco can start her maternity leave as early as 11 weeks before the anticipated week of labour (GOV.UK, 2023a). It would be important to notify Coco that employees are required to notify their employer of the date they want to begin maternity leave no later than 15 weeks before the due date (ACAS, 2019).
Also, the contract of employment continues throughout OML and ALM and employees are still entitled to the benefits of their contracts and are also entitled to return to the same role or similar (Daniels, 2022). 
The cost of SMP for qualified workers is typically paid for a maximum of 39 weeks in the manner described below: (ACAS, 2023f)
. 90% of their average weekly earnings (AWE) before taxes for the first six weeks
. £172.48 or 90% of their AWE for the final 33 weeks, whichever is less. Including deductions for taxes and national insurance.
Paternity rights
As stated by Acas (2023g) Employees who are entitled to statutory paternity leave have the legal option to take either one or two weeks off. This is true even in cases when they are expecting many children, like twins. If they receive more than the required amount of paternity leave, it may be specified in their contract. This type of leave is known as "contractual" or "enhanced" paternity leave. After April the 1st 2024, these weeks can be taken nonconsecutively and any time after 12 months of the due date (UK Government, 2024).
Adoption rights
Statutory Adoption Leave for the primary caregiver is very similar to the regulations regarding Maternity Leave outlines above accept the trigger points do not relate to an expected or actual due date but to the stages in which a child is matched and places within the process (Daniels, 2022). The notice period for taking Adoption leave is 28 days (Daniels, 2022).

(AC 4.4) 
In this scenario, Chelsea has made a flexible working request to reduce or vary her working hours (Daniels, 2022).
Chelsea has a legal right to make this flexible working request as she is an employee and she has not made two flexible working requests during the last 12 months of her employment (Daniels, 2022). Therefore, Charlotte and Madeline must consider and process Chelsea’s request and make a decision within 3 months (Daniels, 2022). However, it is important to note that after the 1st of April 2024, this will be reduced to 2 months.
If they believe the adjustments are not possible, they must provide good business justification before they may deny a request for flexible working hours. (ACAS, 2020). Acas (2020) states that a request can only be denied legally if:
· It will be too expensive for the company
· Peachy Desserts cannot hire more employees
· Rearranging the workload among existing employees is not possible
· The business cannot meet customer demand
· Quality will suffer
· Performance will suffer
· There will not be enough work for your employees to complete when they ask to work.
· There are scheduled business changes; for instance, they plan to reorganise or modify the firm, and it is believed that the request will conflict with these plans.
Charlotte and Madeline must therefore investigate whether any of the above are applicable in order to justifiably deny the flexible working request. It is also important to note that requests from all employees should be dealt with in the same manner (Daniels, 2022).
An alternative option could be to conduct a trial period for the proposed working arrangements (Daniels, 2022). According to the CIPD (2023b) trial periods can provide crucial information on whether flexible work schedules are feasible. They can be especially useful in situations where jobs have not previously been filled in a flexible manner. Trial periods must always last for a certain amount of time, during which their results are evaluated and quantified. A trial period should always be considered, unless it becomes clear right away that a request cannot be fulfilled.
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