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1.1 
As per CIPD, employment law regulates the relationship between employers and employees. It governs what employers can expect from employees, what employers can ask employees to do, and employees’ rights at work. 
With the National Minimum Wage Act 1998, this ensures that workers are not paid unacceptable low rates of pay for their work, falling below socially acceptable levels. This then creates improved living conditions for employees.
The Health and Safety at Work Act 1974 is to ensure employers “create safe workplaces and identify risks as they have a duty of care to workers, customers and anyone who visits the workplace.” (Acas, 2025) The benefits of this are that it minimises accidents and health hazards, protects the employees from injuries, and therefore, maintains the productivity of the company.
The Employment Rights Act 2025 regulates the relationship between employer and the employees and covers a range of protections, such as unfair dismissal, notice periods, protection of wages and redundancy processes. Through this act, employees receive job security, but also the ability to take action against any wrongful treatment in the workplace.
The Equality Act 2010 is that employers must make sure that they do not unfairly discriminate, ensuring people receive equal treatment according to their gender, race, age, disability, sexual orientation, religion, pregnancy/maternity, marriage/civil partnership and gender reassignment. By not doing this, this can cause harm and distress to employees and lead to discrimination complaints and tribunal claims.
By combining these regulations, it does require that we gain a better understanding of these legal requirements, which can create greater expense, such as requiring legal support, and take time to understand. Also, businesses need to find methods to maintain flexibility to adhere to these regulations to avoid costly tribunals and damage to their reputation. However, employment regulations exist to create a secure working environment, appropriate pay and creates protection for the worker and a better employment experience, whilst providing assistance to the employer to maintain these standards and avoid legal action against them.

1.2 
After the withdrawal of the UK from the EU, the European Court of Justice rules around  judgement enforcement underwent changes within UK employment law.
Prior to Brexit, the ECJ was the highest authority of EU law, in which the UK courts had to follow the ECJ rulings. After Brexit, the ECJ is no longer above the UK courts, however, the European Union (Withdrawal) Act 2018 (EUWA) saved EU rights and obligations and turned them into ‘retained EU law’.
Prior to December 2020, ECJ judgements remained binding in UK courts. Lower courts were required to follow the ECJ decisions also. 
Post Brexit, ECJ judgements are not binding , however, the UK courts should maintain ECJ judgements, especially where UK legislation continues to reflect EU concepts, unless the UK Supreme Court decides to reverse them. An example of this would be the Working Time Regulations 1998. This is the law that applies to EU Working Time Directive to England, Scotland and Wales. (ACAS, 2025) These are rules in regards to maximum weekly hours, rest during the working day, week and year, night work and holiday entitlement. If an employee feels that an employer is not following the law for working time, this can lead to an employment tribunal.
As an employer, we need to prepare for any possible changes in legal requirements that originated from the EU that is now law in the UK and to ensure that our policies are consistent with UK employment rules.

2.1 
Recruitment and selection and discrimination in employment falls within the Equality Act 2010. This legislation provides safeguards for nine specific characteristics - age, disability, gender reassignment, marriage and civil partnership, pregnancy and maternity, race, religion and belief, sex and sexual orientation. Individuals and groups are protected against unlawful discrimination based on these characteristics. If discrimination is because of one of the protected characteristics, it will be unlawful. (CIPD, 2025)
Individuals that are treated unfavourably due to any of the specific characteristics classes as direct discrimination, for example, refusing to interview a man if they believe that a woman would be better suited for the position.
An indirect discrimination would be a requirement that disadvantages a group of people with a protected characteristic, and us, as the employer, cannot justify this action. An example of this would be advising that employees have to work Sundays, however, this could discriminate against some religions.
Taking the above into account, according to Acas, certain decisions lead to indirect discrimination, however, this may be legal if there is 'objective justification'. Even if the role genuinely requires a particular characteristic, for example, specifically a man or a woman, we must show that this requirement is proportionate and directed at a legitimate aim. This may require us to provide evidence, for example, the duties of the role and operational needs.
The Equality Act 2010 serves to uphold that the recruitment and selection process is fair and free from discrimination of sex and the other protected characteristics. By requiring that only a particular sex is suitable for a role is only lawful where there is a legitimate, genuine and occupational requirement to meet the aim and that there is no other, less discriminatory way, of achieving it.

2.2 
In the UK, under the Equality Act 2010, employers must offer equal contractual pay and benefits to both men and women for doing equal work.
By law, ‘equal work’ is classed as the following – ‘Like work’, where a job and skills are the same or similar. ‘Work rated as equivalent’ is that a role is found to be the equivalent using the job evaluation process, looking at levels of skill and responsibility. ‘Work of equal value’ – this is that the work is not similar, however, the level of training and demands of the working conditions are equal.
According to Acas, differences in pay and other terms and conditions might be allowed in some circumstances. For example, someone might get paid more than someone of the other sex who does similar work because they are better qualified, their skills are crucial to the job or they do different shifts. Getting paid more must have nothing to do with someone's sex.
Employers with more that 250 workers must report on the organisations gender pay gap, along with a voluntary action plan to improve gender equality at work. “In 2027, the action plan will become mandatory. This change is being introduced under the Employment Rights Act 2025.” (ACAS, 2022). 
The HR team will need to take the necessary steps to upgrade salary, such as audits, promotion processes to allow equal opportunity ,and job evaluation. To adhere to the relevant legislation, these procedures ensure that we address any unacceptable pay differences. The absence of these processes risk discriminatory complaints and legal disputes.

3.1 
Where it is deemed that an employer has committed such a serious breach of the employment contract (also known as a repudiatory breach), and that the employee has no option but to resign due to that breach, this is known as constructive dismissal. Examples of this could be not being paid the right amount, a complaint raised with an employer that is not actioned upon, and making changes to working patterns without agreement.
With regards to the employee in question, if there was no consultation before the change of hours were made, this could serve as a contractual breach that changes the terms of employment. If the employee raises a grievance, but nothing is satisfied, an employee needs to have resigned from their position immediately after the breach between themselves, and us, as the employer.
There are timeframes that the employee can bring the repudiatory breach to claim. According to Acas and Gov.uk, the time limit is 3 months minus 1 day from either the last day of the notice period or the day that the employee resigned, if they did not give notice. A claim for constructive dismissal becomes “out of time” when the deadline is not met, unless medical incapacity or administrative barriers apply.
In preparation that the employee may bring this to claim, I would advise that all that you remember in terms of conversations, correspondence, and dates are well documented, as this will need to be evidenced.
To prevent constructive dismissal, an employer must follow the contractual terms with an employee, have open and transparent consultations with an employee if there are any changes, and follow processes to negotiate and find a resolution should amendment need to be made. Procedures to raise grievances enable us, as the employer, to implement productive methods to resolve issues to prevent escalation into legal disputes.

3.2 
The procedure of redundancy requires that an employer remains open and follows all the regulations that apply. If the process is followed correctly, redundancy is a fair dismissal. Before starting this process, you should consider if there are any other options to avoid redundancy, such as moving employees into different roles, let go any temporary workers or offer voluntary redundancy. As you are proposing to make 50 people redundant, according to Acas and the Trade Union and Labour Relations (Consolidation) Act 1992 , you must hold a ’collective consultation’. Under section 188 TULRCA, collective consultation is required where an employer is proposing to dismiss, as redundant, 20 or more employees at one establishment within a period of 90 days or less. The consultation must begin at least 30 days prior to the first dismissal taking place, during which, trade unions or employee representatives are advised of the planned redundancies. With proposing the redundancy of 50 employees, the Secretary of State also needs to be notified 30 days before the first dismissal if 20-99 employees are involved (45 days if more than 100). From April 2026, employees could make a claim to an employment tribunal for a 'protective award' as compensation if you fail to collectively consult. This could be up to 180 days' pay for each affected employee.
By focusing on the lower performers and reducing the timeframe of the process, this will cause legal difficulties as redundancy is still within the Employment Rights Act 1996. By using redundancy as a way to dismiss these employees would constitute as unlawful dismissal. A fair process for making redundancies needs to unbiased and transparent. The criteria should include a combination of length of service, skills, disciplinaries and performance.
I would advise that alternatives are looked at prior to determining that staff need to be made redundant. This could be reallocation of roles, voluntary redundancy or implementing reduced hours. 

3.3 
Transfer of Undertakings (Protection of Employment) Regulations 2006 (TUPE) applies to all business in the UK and is aimed to protect employees should a business be taken over. 
Under TUPE, the new employer, will take over the employees’ contracts including all previous terms and conditions, pay scale, working hours, holiday entitlement and continuous employment date. It is a breach of contract if we do not meet these terms. 
We can change an employee’s terms or can justify a dismissal if the reason is an ‘economic, technical or organisational reason’ (ETO). Economic reasons are relating to how the company is performing. Technical reasons are in relationship to the equipment and the processes that the company uses. Organisational reasons are to do with the structure of the company. We cannot change the employees existing terms and conditions if the reason is the transfer itself, even if the employee agrees. We can dismiss employees for an ETO reason involving changes in the workforce, for example redundancies. The normal rules around fair dismissals will still apply. (GOV.UK, 2024)
However, we can improve the terms and conditions if they agree. An example would be increasing the amount of annual leave so that it is the same as everyone else.
As this is still in the early stages, you must be advised that, according to Acas, by law, the old employer and ourselves must inform a recognised trade union or employee representatives. This consultation procedure needs to be detailed regarding the transfer and the proposed changes and their impacts. They could have to pay up to 13 weeks' uncapped gross pay for each affected employee should there be a lack of consultation. (ACAS, 2024)
Should the transfer go ahead, TUPE will protect the employees who will be part of the pharmacy merger. By retaining the employment terms, this will also prevent unfair dismissal. There will also be things to consider so that the action is as smooth as possible, for example, keeping employees informed of any updates. Being transparent during the transfer process will maintain morale, stability and trust within the workforce.

4.1 
A bank worker is an employee who is employed to work flexible shifts as and when needed by an organisation. They are different to permanent staff as they are contacted when there is demand, such as covering absences, seasonal work or high demand periods. Even through they do not have the security of a permanent post, they are still entitled to basic employment rights, such as minimum wage, statutory sick pay, rest breaks and paid annual leave.
As a bank worker, holiday pay works differently than it would for a substantive member of staff. The correct calculation for bank staff holiday pay is a legal requirement. Statutory holiday entitlement applies to all workers covered by the Working Time Regulations 1998. These regulations include agency workers, plus irregular hours and part-year workers. (CIPD,2024) 
For nurse bank staff, and other workers, Working Time Regulations 1998 provides them with 5.6 weeks statutory paid leave per year. This is proportioned for part time workers. On 6th April 2026, the Employment Rights Act 2025 introduced that it is compulsory for employers to keep records to show that they have complied with annual leave and holiday pay obligations for all employees.
Many organisations use the formular to calculate holiday entitlement pay as 5.6 weeks per year into a percentage, this works out to be 12.07%. We can either calculate 12.07% of the hours that the worker has worked, and that is the paid annual leave that the worker then takes. Or we can pay the worker an additional 12.07% for every hour that the worker works, and then there is no entitlement to paid annual leave. This is referred to as ‘rolled up holiday pay’ and is only allowed for individuals working irregular hours.
There was a change in WTR regarding irregular hours due to the case Harpur Trust v Brazel (2022). Prior to this case, irregular hours and part year workers holiday accrual varied per employer. In general employers would pro-rata holidays. The court agreed that pay calculations for workers that did not have standard timetables are entitled to a minimum of 28 days’ annual leave which should be paid at the rate of a week’s pay and, if this is irregular, then the average over the previous 12 weeks.
Employers that do not abide by the legal requirements can face consequences, both legal and financial. As Human Resources, we must ensure that processes are in place to comply with fair holiday pay, however also ensuring that the bank nursing staff do take annual leave as this is a health and safety requirement for staff as well as patients. 

4.2 
Maternity leave and Shared Parental Leave (SPL) are both rights in the UK for mothers, fathers and partners, including same-sex partners and adoptive parents after the birth or adoption of a child.
With maternity leave, under Statutory Maternity Leave (SML), a woman can take 52 weeks of leave regardless of how long she has worked for an employer. According to Acas, the first 2 weeks after birth are compulsory and protected under the Employment Rights Act 1996. Compulsory maternity leave starts the day the baby is born, so, as an employer, this should be recorded. An employee can start their statutory maternity leave prior to the baby being born, but must advise us when the baby is born so that we may record compulsory maternity leave. Employees who have had a baby can take up to 52 weeks. This is made of 26 weeks of Ordinary Maternity Leave and 26 weeks of Additional Maternity Leave.  You do not have to take all 52 weeks. If you meet the eligibility criteria of National Insurance Contributions and have 26 weeks of continuous service, the government gives employees 39 weeks of Statutory Maternity Pay. The first six weeks of SMP is paid at 90% of average weekly earnings and the remainder at the lower statutory level.
With Shared Parental Leave, this came into effect in 2014, enabling two parents to share the care of their child. SPL allows up to 50 weeks of leave and up to 37 weeks of Statutory Shared Parental Pay (ShPP). According to legislation, the new system will allow a woman to curtail her maternity leave period or reduce her maternity pay/maternity allowance period to create an entitlement to shared parental leave and/or pay that can be shared with her partner. Shared parental leave must meet the eligibility criteria also, passing the 'continuity of employment test' and the other parent must pass the 'employment and earnings test'. This is that both parents need to have maintained 26 weeks of employment before the 15th week of the expected due date. You must also give your employer notice of shared parental leave entitlement. 
My advice would be to assess the personal situation – financial, career development and work-life balance and see which would be of benefit and work best for you and your family.

4.3
Human Resources would need to ensure that an assessment took place in regards to remote working requests to ensure that the organisation is adhering to legal standards whilst upholding operational requirements.
According the Acas, any eligible staff member has the legal right to request flexible working and remote working arrangements. An employer can either accept, partially accept or reject the request if there is justification to do so. (ACAS, 2024).
With the proposal from the newly appointed administration officer, although there are potential positive results to what they have requested, such as employee satisfaction and low level workplace stress, they cannot overshadow the requirements of the role and the operational needs of the organisation. One of the main considerations would be the requirement to perform administration tasks with documents that could have sensitive and confidential information. According to the Fair Work Ombudsman, this requirement can be justified with evidence so that such a request can be denied.
The Fair Work Ombudsman (2023) requires that an employer will need to respond to a flexible working request within 21 days of the request being made and that it is best practice to discuss the case with an employee before making any final decision. Before a blanket decision is made for all staff, it may be best practice to implement a potential trial period with regards to implementing home working, however, the requirements of the role with regards to Data Protection and sensitive information would need to be established prior. However, if this is not feasible, the HR department needs to communicate this clearly to prevent any staff complaints or legal challenges.
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