5OS01 
Specialist employment law

1. Evaluate the aims and objectives of employment regulation. (AC 1.1)
Employment law (EL) governs the interaction between employers and employees. UK laws and legislation is ever changing, and businesses need to keep abreast with all regulated changes that affects employees (Daniels,2022).
A fundamental aim of employment regulations is to protect workers. Individual protection rights include fair payment of wages, realistic working hours, any leave entitlement. Regulations relating to those mentioned ensure that all workers are treated fairly and with respect (Daniels,2022).
Additionally, EL supports the need to remove discrimination within the workplace. The Equality Act 2010 has several characteristics that are protected include:
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It protects individuals against discrimination at work, discrimination concentrates on treating an individual less favourably with those with a protected characteristic than those who doesn’t have that characteristic (ACAS,2023). This Act powers organisations to become more diverse and inclusive in their approach to ensure equal opportunities for all staff (Taylor&Woodhams,2022).
Another crucial objective is to ensure that the working environment in which employees operate within is safe and secure and that the employee’s health and welfare is taken into consideration (Legislation.gov.uk, no date,b). It also covers measures to prevent/report accident, providing the correct/protective equipment and training on how to sufficiently use it. The main aim of the Health & Safety at Work Act 1974 is to guarantee the well-being, safety, and interests of individuals in the workplace, including employees, contractors, and the wider public impacted by work-related activities (Daniels,2022).
Regulations ensure organisations follow fair practices. Organisations need to follow fair processes with staff and ensure that polices/procedures and code of conduct is always followed. Within TTCG we ensure a fair process is always followed during suspension, investigations, and disciplinary meetings. Fair processes should be apparent during recruitment and selection process as there is also a risk where discrimination can occur and is highly subject to bias. By following a fair process can prevent unfair employment practices such as unfair or constructive dismissal (ACAS,2023).

2. Examine the role played by the tribunal and courts system in enforcing employment law. (AC 1.2)
EL is considered into civil or private, which means it’s inflicted by one party suing the other. A claimant is typically an employee, former employee of unsuccessful applicant. The claimant can use the tribunal system to claim that the accused has caused some sort of detriment which is an infringement of the law(CIPD,2023). 
Originally created in 1964 as there was a significant need for employees to raise grievances, the system was created to be easily accessible, informal, speedy and inexpensive. While the core values are still apparent today, employment tribunals have substantially evolved due to new laws and changes in legislation (Daniels,2022).
Employment tribunals (ET) now hear over 80 claims, their primary role is to adjudicate on claims including:
· Unfair dismissal
· Unlawful discrimination
· Unauthorised deductions from wages
· Redundancy payments
· Equal pay
· Whistleblowing
· Family-friendly employment regulations (maternity/ paternity leave, right to request flexible working etc).
· Breach of working time regulations and NMW rules
(CIPD,2023).

ET play a crucial role in supporting employees’ rights. It’s an opportunity where individuals or organisations can seek justice presided by a legal professional, an employment judge (Ellis,2017). ET also have the role to consider appeals if a party is dissatisfied with the outcome. This decision can be reviewed, or an appeal can be pursued to the Employment Appeal Tribunal (EAT). Applications for reconsideration must be within 14 days, and an official appeal must be within 42 days (Daniels,2022).
It's important to note that not all employment related concerns must start in ET, dependant on the severity of the claim, will depend on which court the case will start, these can be in an ET, the County Court, or the High Court (Daniels,2022). Claims brought in for more than £25,000 cannot enter the ET with such a value (Daniels,2022). Overall, both ET and court system serve as a support system for enforcing EL, ensuring that either party is compensated fairly if violations of their rights have occurred.

3. Explain how cases are settled before and during legal procedures. (AC 1.3)
ACAS code of conduct supports for employees to exhaust alternative avenues before resorting to formal claims. Employees are encouraged to initially address concerns by discussing them with their employer or by raising a formal grievance. Should the matter remain unresolved despite these efforts, and the employee opts to pursue a claim, it’s essential to notify and liaise with ACAS prior to any further action (ACAS,no date). This is known as early conciliation, communication occurs between both parties surrounding the dispute, the aim is to come to an agreement prior to proceeding to ET (CIPD,2023B). The claimant doesn’t need to enter early conciliation and a certificate will be provided if they don’t want to continue with this process (ACAS,no date).
Both parties may wish to settle the dispute prior to the hearing, this can be done directly between themselves, using an internal/external mediator or utilise the service offered by ACAS (CIPD,2023B). A settlement is an agreement which involved a payment of financial sum, reinstatement may occur in some instances. When the settlement has been reached through ACAS, it’s confirmed through a COT3 form, and the case is withdrawn from ET (Daniels,2022). This process is utilised to bring an employment relationship to an end mutually, its legally binding and entirely voluntary, where the decision is made through discussions and negotiations (ACAS,2018).
Alternatively, settlements that occur outside the ACAS process can be conducted but the claim cannot be taken any further if an agreement is made, the agreement must be made in writing, this can be reached when the claimant has acknowledged the advice from an independent adviser.  Additionally, there is a confidential pretermination negotiation that can occur whereby an employer can discuss settlement prior to termination of employment. This cannot be used as evidence if it concluded to an unfair dismissal claim, it could only be invoked in cases where 'improper conduct' by one of the parties during the negotiation of the settlement has occurred (Daniels,2022).
However, if no agreement is reached between the claimant and respondent, the claimant receives an early conciliation number. They are then permitted to advance their claim to the tribunal for further consideration by submitting an ET1 form (Daniels,2022). It’s important to note that there are strict time limits to submit a claim, which is 3 months minus 1 day (ACAS,no date). The tribunal and court system are responsible for hearing claims, they are there to support and make decisions in legal disputes around EL (GOV.UK,no date). There are two hearings, a preliminary hearing, it’s a short hearing to address any concerns that may occur so all parties can proceed prior to the full hearing, this is where all the evidence is heard (CIPD, 2023E). Once all evidence and witnesses have been reviewed, each case will be summarised, the judge will reach a verdict and present their judgement in summary form. Confirmation of the decision is sent in writing to both parties (Daniels,2022). Dependant on the claim the tribunal can award:
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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) 
When integrating a new role into a business, conducting a comprehensive job analysis is paramount for ensuring best practices and initiating the recruitment and selection process effectively. Job analysis enables us to influence objectively gathered information on the specific attributes needed for a given position (Taylor,2014). Charlotte&Madeleine should contemplate moving away from an exclusive mindset, where talent is perceived as scarce and highly valuable, confined to a select a particular employee. Embracing an inclusive approach recognises that everyone possesses the potential to make meaningful contributions to Peachy Desserts Ltd (PD) (Taylor,2014). Specifications when looking for new employees should be based on skills, knowledge, personality attributes, qualifications, or experience (Taylor,2014).
The decision to appoint young men exclusively may pose a risk to the business, when making decisions in the future there are some considerations to reflect on. During the selection process, it’s highly subject to bias, discrimination can occur directly or indirectly which results in individuals being treated unfairly due to a protected characteristic. Charlotte&Madeleine decision can pose a risk under the Equality Act 2010 where they would be directly discriminating based on age, gender, and pregnancy (CIPD,2023C). In relation to PD dealing with retirement, organisations are no longer able to enforce employees into retirement unless there is an employer justified retirement age. This is where an employer can demonstrate that within that job retirement can be objectively justified. I believe there would be no restrictions for an individual of retirement age within the nature of this business to retire (Daniels,2022). Having a diverse workforce of various ages can foster a greater working environment and the business would be supporting the equality of opportunities.
Implementing a recruitment strategy to improve the diversity within PD, will allow for greater opportunities and enhanced creativity (Stahl,2021). Additionally, policies on equal opportunities would limit the risk within PD during the recruitment and selection process, this allows applicants to be treated fairly and protect those of any of the protected characteristics along with avoiding the risk of discrimination claims that may occur if they continue to only employee young men. (GAD,No date).

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)
Charlotte would benefit to familiarise herself with legislation regarding equal pay and discrimination in relation to gender, this may have allowed her to make a better-informed decision based on the evidence she has available to her. PD are a responsible employer should be governed by legislation and ethics; this should be a priority when making any decisions that may be detrimental to the business (CIPD,2023D).
Equal pay is enforced under the Equality Act 2010, it’s a legal obligation for men and women who have the same responsibilities within a role for have equal pay. The responsibilities must be of a similar nature knowledge and skills (CIPD,2024). Despite the term being called ‘equal pay’ it does cover all terms and conditions associated with a contract or employment (Daniels,2022). The difference in wages between Kit&Cat may pose a risk for Cat to pursue an equal pay claim to the tribunal where Cat would need to demonstrate how her conditions were less favourable such as pay or conditions (CIPD,2024).
Without any further context to what both Cat and Kit do their responsibilities may be considered as ‘like work’ where its work of a similar nature. As example of this occurred in Capper Pass V Lawton (1977) a female chef gave an equal pay claim comparing her job with two male assistant chefs. It was evident there were differences within each role, the tribunal held that all chefs did ‘like work’ and the equal pay claim was upheld (Daniels,2022)
This decision poses a risk of reputational damage, along with costly legal fees. However, if Charlotte could identify and exhibit that the difference in pay was due to additional factors that was not related to gender then it would eliminate the risk of an equal pay claim (CIPD,2024). Advise moving forward would be to conduct regular pay audits to ensure that there is consistence throughout each store if the roles are of similar nature/responsibilities.
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)
Wrongful dismissal occurs when the employer terminates the contract of employment and in doing so breaches the contract of employment. Despite redundancy is considered as a fair reason for dismissal under the Employment Rights Act 1996 there are many considerations that businesses must view prior to making the decision (Daniels,2022). Closing a site, PD are effectively making all employees redundant, PD would benefit by implementing a formal redundancy procedure to ensure they conform with laws regarding lawful redundancy (CIPD,2024D). The owners must not proceed with just dismissing all 6 employees them must follow the correct procedure, outlined below:
PD have identified the need to begin the redundancy process, which is due to the lease being too expensive, this is a valid reason to begin the process. This decision should be communicated within the consultation process along with number of those affective, the procedure moving forward, and the calculation owed to employees affected. Collective agreement isn’t required during the consultation process as fewer than 20 employees are being made redundant (Daniels,2022).
Voluntary redundancy or the selection process would not be applicable in this situation as the restaurant is closing however the owners should issue letters to staff to state they are at risk of dismissal due to redundancy and employers must consult. However, as there are only 6 redundancies to be made there are no rules on a time period of the consultation, best practice would to be provide 30 days prior to dismissal (Daniels,2022).
Below is a breakdown of the payments that should be owed to all employees if PD follows to lawful direction of the redundancy process. PD need to ensure that they pay statutory redundancy to those who qualify.
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Angelica and Saffron are both entitled to statutory redundancy pay. This is paid out when an employee has been employed for 2 years or more. Calculations based on the following: [image: ] 
The risk of the owners not proceeding with paying the statutory payments will pose a detrimental risk on the business, failure to follow lawful procedures may be liable for unfair dismissal compensation or must award employees up to 90 days gross pay per employee (CIPD,2024E).

7. [bookmark: _Hlk123126731]The takeover of Crumbly Cakes is due to be complete in four months. Ownership will transfer to Peachy Desserts Ltd, and the identity of the owner will change. Charlotte and Madeleine consider the takeover a ‘good fit’ with their business, as the nature of the business is the same and they will take over all tangible assets. Charlotte and Madeleine 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 ongoing transfer occurring between Crumbly Cakes (CC) (referred as the transferor, the old employer) and PD (the transferee, new employer) which is known as a transfer of undertakings (TUPE). TUPE can occur when a business transfer occurs or a service provision happens, in this instance it would fall under the business transfer category (Daniels,2022). 
Both transferor and transferee have responsibility to identify risks and to remain transparent with employees throughout the process. It’s critical that a consultation period takes place between the transferors and the relevant employees and/or representatives regarding the transfer, this will include providing information such as the following:
· The justification for transfer 
· When it’s expected to occur 
· Implications (legal, social, and economic)
· Measures to be taken by employer and transferee.
(Daniels,2022)
In this case CC are required to engage in thorough meaningful consultations with employees as soon as reasonably possible and provide adequate time prior to the transfer occurring, however by law there is no specific time-period stated. Failure to consult appropriately requires a payment to staff up to 13 weeks’ pay in compensation, liability will fall on both transferor and transferee (CIPD,2023F).
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When TUPE occurs all contractual rights from the prior employer are transferred to the new employer automatically, all terms and conditions, obligations with continuity of employment must stand under the current Tupe Regulations 2006 (CIPD,2023F). 
This regulation exists to provide protection to employees effected by transfer of undertakings, Charlotte and Madeleine must pay due consideration to this when implementing the takeover, they state they will become the employer of the 12 employees and state that their new contracts on the same terms and conditions as their existing employees. This would be breaching legislation as the employees’ terms at CC may not be identical with what they currently offer with their current employees. Charlotte and Madeleine will need to review all current terms and conditions associated with their previous employer and ensure that this is reflected in their new contract, this also includes any collective agreements and to preserve their length if service. The only exception on a contractual variation is where a change occurs due to an economic, technical, or organisational reason for the change (Daniels,2022). 

8. Charlotte and Madeleine are aware there are changes to the National Minimum Wage each year. They firmly believe that all sales assistants work hard regardless of age and as such should be paid the same. All sales assistants are currently paid £9.00 per hour. They want to check their approach is lawful and wonder whether there are any rights related to pay statements they need to comply with. (AC 4.1)
National Minimum Wage (NMW) Act ensures that an employee is to receive a certain hourly rate and is age specific, it was added in 2016 along with the introduction of National Living Wage (NLW) (Daniels,2022).
It’s important that the owners stay up to date regarding NMW changes as they are subject to change every April, it’s fundamental that PD remain compliant with the legislation and ensure they are compliant with all employees’ wages. There are several NMW rates that are applicable depending on factors with age. This is broken down into the below:
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Legislation states that Charlotte&Madeleine can pay all Sales Assistants £9.00 per hour in conjunction that all employees are under the age of 21. Despite the passage above stating that are all hard working and should all be equal, if would be acceptable to pay all staff 20 and under £9.00 per hour, however this would increase their overheads within the business. Therefore, all employees ages must be considered when deciding employees’ wages as it may not be compliant with the current legislation if they are age 21 or older.
Regarding a payslip or pay statement, all those who are classed as workers /employees are in their right to receive a pay statement with or before each payment of their wages, this legislation is in accordance with the Employment Rights Act 1996 (Daniels,2022).
Payslips must contain specific information for the employee, this was revised on 6th April 2019. 
· Gross amount (prior to deductions)
· Net amount (after deductions)
· Variable Deductions (this can include tax, national insurance student loan, pension contributions)
· Payment method 
· Fixed deductions
(ACAS,no date,E)
If an employer doesn’t issue a payslip and doesn’t resolve the issue, an employee can raise a grievance to the employer or could take this matter further, they are in their reasonable right to make a claim to the employment tribunal. Additionally, this can also occur if any unlawful deductions have been made from the employees pay (Daniels,2022).
It’s critical for Charlotte&Madeleine to ensure that their approach is lawful, I would advise that they review the current NMW rates for all their employees to ensure that the correct wages are being paid for those applicable within their aged category. Ensure that accurate and transparent payslips are issued in a timely manner to all employees and make certain they are accessible for all employees. Following the guidance above they will limit the risk of unfair treatment and will have full compliance with current legislation. 

Charlotte has received a complaint from Kit, manager of a restaurant that trades seven days a week. Kit states his working hours are too long, and that he does not have adequate breaks or sufficient days off.  He normally works five days a week from 9.30am to 9.30pm but when his supervisor is on holiday, he must cover their days off. Advise on whether Kit has a legal cause for complaint, with reference to employment law. (AC 4.2)
The Working time Regulations was introduced in1998, it focuses on the health and safety of employees to prevent accidents ensure that workers are healthy and to ensure they have adequate rest periods with realistic working hours (Daniels,2022). The law states that an employee cannot exceed a 48-hour working week on average, within the United Kingdom this is commonly known as the working time directive (GOV.UK,2015). 
Kit has stated that he works 12-hour days and doesn’t specify what breaks he currently has. Kits shifts exceeds the legal limit. With the number of hours that Kit is currently working it would be essential for Kit to opt out of the 48-hour working week, this agreement must be in writing to relate to a certain period or indefinitely. This regulation states that there must be a ‘right for the worker to give seven days’ notice (or a greater period of notice, agreed between the two parties – but this must not be more than three months) to terminate the agreement’ (Daniels,2022,pg 89).
Regarding rest periods employees who exceed 6 hours per day are permitted to at least a 20 minute rest break, 11 hours rest is required between working days and 24 hours is required between every 7 working days or 48 hours every 14 working days (ACAS,no date,B).
It may be assumed that Kit is not receiving the necessary time for his rest days or the amount of rest that is required between each of his shifts. Failure to provide sufficient rest times can have a significant impact on both physical and mental health, an employee may be prone to causing an accident. This is evident in Truslove V Scottish Ambulance service (2014) UKEATS/0053/13, where sufficient breaks were not receiving entitled rest breaks. Therefore, an employee may take legal action against the company. In this instance I believe that Kit would have a strong case to make a claim against PD due to exceeding the 48-hour working week with no statement of opting out and not having appropriate rest breaks.

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)
Maternity leave is separated into three periods. First is compulsory, following the birth of a child an employee must take 2 weeks off or 4 weeks for factory workers, this time is included on the ordinary maternity leave (OML). OML is where all women are entitled to 26 weeks leave regardless of length of service. Thirdly, during pregnancy women can take an additional 26 weeks known as additional maternity leave (AML) which will start immediately following OML (Daniels,2022). Woman can take up to 52 weeks of maternity leave, this is regardless of how long you have been employed by the company, this is referred to as statutory maternity leave (NHS,no date).
Coco as an employee is entitled to both OML and AML and she has informed her employer with sufficient of notice. The legislation stated that to qualify for maternity leave, the employer must inform their employer no later than the 15th week prior to the expected week of childbirth (EWC) (Daniels,2022). Additionally, risk assessments should be completed and reviewed throughout the pregnancy and discuss and concerns that coco has(HSE,2024).
Despite Charlotte&Madeleine not offering enhanced maternity, Coco would still be entitled to statutory maternity pay(SMP). It’s paid up to 39 weeks, but there are certain requirements to receive SMP, the mother must have 26 weeks continuous service, prior to the qualifying week and must meet certain national insurance (NI) contributions lower earnings limit (CIPD,2024B).
Coco is entitled to SMP which will be 90% of her average weekly earnings for the first 6 weeks, then £184.03 or 90% of her average weekly earnings which ever is lower for the remaining 33 weeks. Tax and NI will still be deducted through SMP (GOV.UK,2015A). While Coco is pregnant, she is now covered by the Equality Act 2010, and by law she has the right to have reasonable time off to go to all antenatal appointments with full pay, it’s important to note that the employer can’t force an individual to change the appointment or make the employee take annual leave for them (ACAS,no date,D). Coco should also be informed she is entitled to work for up to 10 days during maternity leave, which are paid days at work, this is to help stay in touch with PD, known as keeping in touch (KIT) days (ACAS,no date,D).
Paternity is paid at the same rate as SMP, to be eligible you must be employed for 26 weeks ending with the 15th week before the baby is due, the employee must be the biological father or there are exceptions if the employee is responsible for the baby’s upbringing (CIPD 2024b). Paternity leave allows 2 weeks of statutory leave, this can be taken in two one-week blocks within the first 52 weeks of childbirth, and they must provide 28 days’ notice. (GOV.UK,2015C)
Statutory adoption leave (SAL) follows the same formation as SMP and SML which allows a maximum of 52 weeks for adoption leave and is also payable for 30 weeks with the employee having 26 weeks of continuous employment. It’s important to take note that those on SAL must be prioritised for redeployment offers during redundancy for 18 months (CIPD 2024B).

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)
Charlotte&Madeleine’s response to Chelsea’s flexible request raises numerous legal and ethical concerns when referring to the current legislation. Legislation states that all employees have the right to make a flexible working request from day one of their employment, all requests must be considered by the employer and must respond in a reasonable timely manner. Prior to considering the request Chelsea will need to put the request in writing, and it must include the date, the changes requested (Machell,2024). PD must consider the request and must not state that they ‘don’t do’ flexible working. By providing this information to Chelsea and refusing the request without significant reasoning is opening the business to further risks and legal consequences.
As the owners are not fully aware of the current legislation, below states additional information that is crucial to be aware of information regarding the Flexible Working Act 2023.
· An employee may only make 2 requests in any 12-month period.
· No explanation is needed from the employee on what their requests may have on business needs.
· Consultation must occur prior to refusing a request.
· A decision must be made within two months of the request.
(Legislation.gov.uk, no date A)
Refusal of the request can lead to tribunal claim, the tribunal cannot make judgement on the decision of the request, however what they can conclude is that if the employer was reasonable and had given serious consideration for refusal (LAW BOOK). In this case, Charlotte has not acted in this way and poses a serious risk to the business based on her current actions.  
Charlotte should consider the following in responding to Chelsea’s request:
Consider the request, ensure that she has all the relevant information and arrange a meeting with Chelsea to discuss further. Ensure Chelsea knows she has the right to be accompanied by a colleague and a trade union representative (Daniels,2022).
Charlotte should evaluate how the request will affect the business and Chelsea, explore the potential benefits, and impacts of accepting or rejecting the request. It’s important to explore the options of the flexible working which may work for both Chelsea and charlotte as flexible working practices can include:
· Part-time working 
· Term-time working 
· Job-sharing 
· Flexitime 
(CIPD,2024C)
If there is reasonable belief that the request can be accommodated, the decision must be for one or more of the following, as set out in the Employment Rights Act 1996:
· The pressure of increased expenditure.
· Unable to share workload amongst current workforces. 
· Lack of ability to recruit. 
· Adversely affecting quality/performance 
· Scheduled structural changes to the business.
(ACAS,2024)
It’s important to note that Charlottes original decision can be subject to treating Chelsea unfavourably and could be perceived as discrimination, depending on the information disclosed, reason and validity for the request. It’s crucial to remember that discrimination based on protected characteristics is unlawful and can result in legal expenses and bad reputation (ACAS,2024).
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Employee Name | Age Length of Salary Redundancy Notice Pay
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Angelica 53 8 years £700 £8,400 £1400
Saffron 30 5 years £350 £1750 £700

Chip 18 1year £225 £0 £450
Cherry 18 1 year £225 £0 £450
Reese 19 1 year £225 £0 £450
Carmel 19 1 year £225 £0 £450
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