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Evaluate the aims and objectives of employment regulation. (AC 1.1)
The Indeed Editorial Team (2024) state employment regulations are in place to regulate and govern the employer-employee relationship. They state the purpose of employment regulations are to provide a clear, set of guidelines for employers to follow in relation to employee contracts and terms and conditions. Regulations are in place with the aim to provide protection for both employers and employees. 
“By complying with relevant legislation, both employers and their staff members can ensure that their hiring processes, dismissal processes, and their workplace as a whole, are fair for every individual.” (Cheary, 2024). Cheary (2024) states employment regulations aim to promote equality in the workplace and remove discrimination and unfair treatment. The Indeed Editorial Team support this stating employment regulations aim to ensure employees are treated fairly in the workplace and are protected against unfair practice. Employment law ensures consistent, fair practice for employees and their safety in a range of specific areas that affect their working life. “It governs what employers can expect from employees, what employers can ask employees to do, and employees’ rights at work.” (CIPD, 2024) 
The Indeed Editorial Team state employment regulations cover a wide range of subjects from health and safety to dismissal. There are regulations in place such as the minimum wage act and equality act, which provide clear guidelines to ensure employees are treated and rewarded fairly for their efforts and work. The Working Time Regulations 1998 are in place to protect workers against working unreasonable hours. The regulations ensure employees are getting the required rest periods within the working day and not working unreasonable hours over the course of a week. Acas (2024) state these regulations aim to protect an employee’s health and wellbeing.
Daniels (2022) states whilst there are employment regulations in place to protect workers this does not mean un-law acts are not taking place in the workplace. She states employment regulations are in place to provide penalties if an employer be found to be unfairly treating its workforce. Daniels argues employment law is constantly changing due to the impact of many external factors such as the political party in government, industry changes and technology advances. It is important employers continue to stay up to date on changes and new regulations to ensure they are acting lawfully. 

Examine the role played by the tribunal and courts system in enforcing employment law. (AC 1.2)
“Employment law is primarily governed by civil law. However, there is some criminal law that relates to employment matters, and for that reason the issue of criminal law cannot be ignored.” (Daniels, 2022) 
Daniels (2022) states the majority of cases in relation to employment law fall under civil law. These cases look at resolving employment disputes between two parties and are dealt with in an employment tribunal. Ayling and Suff (2023) state the role of an employment tribunal is to deal with employee claims against their employer relating to their employment or its termination. They state common cases seen at an employment tribunal relate to unfair and wrongful dismissal, discrimination, equal pay and unlawful deductions from wages. The HM Courts and Tribunal Service (2024) support this stating it is the role of a tribunal panel to deal with claims brought against an employer by an employee who believe they have been unlawfully treated. They state the role of a tribunal is to listen to the evidence and make a fair and reasoned decision around the dispute based on employment law. 
Taylor (2023) states in cases relating to breach of the common law for example, breach of contract or an act of negligence these cases can been seen in county court and in some cases the high court. Daniels supports this stating when criminal activity is involved proceedings are usually bought through the crown prosecution service. Taylor (2023) states when dealing with employment law cases the role of the court system is to listen to the evidence provided and make a decision on whether they believe the defendant is guilty of the accused. Should a prosecution reach a guilty verdict the role of the court system is to provide a fair punishment for the defendant for example, a fine or compensation. 
Judiciary (2024) state specific courts will deal with different cases for example, the role of the Magistrates court is to deal with criminal cases whilst the County Court deals with civil cases. Should an appeal be made in a criminal case these will go to the court of Appeal Criminal Division. In civil cases appeals will go to the High Court. 
 ACAS (2024b) state there are currently no fees when making a claim to a tribunal however; there are strict time frames and procedures to follow. A claim must be made within three months minus 1 day from the date the issue took place and the issue must first be raised to ACAS. 
Daniels (2022) states the majority of cases in relation to employment law fall under civil law. These cases look at resolving employment disputes between two parties and are dealt with in an employment tribunal. Daniels states when criminal activity is involved proceedings are usually bought through the crown prosecution service. She states other common cases of criminal law are brought through the Trade Unions, The Data Protection Act 1974 and The Health and Safety as Work Act 1974. 

ACAS advise where possible to resolve the issue through early conciliation for a more efficient, less stressful process. They state when an agreement cannot be reached through conciliation an early conciliation certificate will be issued and the claimant has 1 month to make a claim to a tribunal. Ayling and Suff (2023) state when an employee wishes to purse a claim they must complete an ET1 form and submit it to the tribunal. This form is then passed to Acas and the employer along with an ET3. The respondent has 28 days to respond to the form. Ayling and Suff state in some cases an employer and employee may come to a settlement agreement before going to a hearing. 
Taylor (2023) states in cases relating to breach of the common law for example, breach of contract or an act of negligence these cases can been seen in county court and in some cases the high court. He states these claims often relate to personal injury claims relating to physical or mental health. Taylor states for the high court to look at a case the damages being sought must be 15,000 and 50,000 in a personal injury case. “Criminal proceedings are usually first brought in the magistrates court. Serious offences can be referred directly to the crown court.” (Daniels, 2022).
 
Explain how cases are settled before and during legal procedures. (AC 1.3)
Cases can be settle before or during legal procedures through early conciliation or a settlement agreement. ACAS (2022) state early conciliation is a chance for both parties to talk through their dispute with the assistance of an impartial conciliator to reach an agreement without going to an employment tribunal. ACAS will always advise conciliation in the first instance as this process can be less stressful for all parties and more time efficient. 
For conciliation to take place, an employee must first contact ACAS who will take down the details about the dispute before sending a confirmation letter with a unique reference number. Following this, a conciliator is assigned to the case who will make contact with the employer to see if they will cooperate with talks in the hope to reach an agreement. If an agreement is reached ACAS will write up what has been agreed in a COT3. This agreement is legally binding and once an agreement has been made, the employee will no longer be able to take the complaint to a tribunal. 
Citizens Advice (2024) state a settlement agreement is a legally binding contract between an employer and an employee, which settles a dispute without going to an employment tribunal. They state once a settlement agreement has been reached the employee is not able to take a dispute to an employment tribunal. Thompsons Solicitors (2024) state for a settlement agreement to be legal binding it must meet the conditions set out in section 203 of The Employment Rights Act 1996.  The agreement must be in writing and relate to a specific complaint. A legal advisor must be involved in the process and the agreement must identify the advisor and their advice before stating the conditions regulating the settlement. Thompsons state a settlement agreement is often used to avoid stressful and lengthy court proceedings. They also state a settlement agreement might be suggested in favour of the employer in cases relating to discrimination to avoid a claim and protect their reputation. 

And provide tailored advice for each of the following scenarios:
[bookmark: _Hlk123122771]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) 
Acas (2023) state when an employer decides to recruitment a new employee they must follow the Discrimination and Equality Act 2010 when advertising, interviewing and appointing a new member of the workforce. This is to protect individuals against discrimination and create equal and fair opportunities for all. The law states no individual should be disadvantaged because of any of the outlined protected characteristics in the Discrimination and Equality Act 2010. The protected characteristics include age, disability, gender, marriage, pregnancy or maternity, race, religion, sexual orientation. 
ACAS state there are a number of different types of discrimination employers must be aware of for example, harassment, victimisation and direct and indirect discrimination. Indirect discrimination is when a policy or working practice is the same for all employees, which impacts negatively on an individual with a protected characteristic. Direct discrimination is when an individual is treated less favourably due to a protected characteristic. Direct discrimination is seen in this case with Charlotte and Madeleine. The two main types of discrimination seen here are age and maternity discrimination.  
Acas (2019) state when recruiting new employees an employer should not allow any bias or stereotypical thinking relating to age or gender to avoid discrimination and ensure equal opportunities for all candidates throughout the whole recruitment process. They advise Charlotte and Madeleine to avoid any wording in the job advert and description that could suggest an age or gender bias. They advise to be clear and careful with wording for example ask for types of experience over years of experience to avoid any bias. 
When interviewing candidates ACAS advise Charlotte and Madeleine to ensure all personal information requested is relevant. When asking questions ensure the wording does not suggest any bias for example, how do you manage employees over how many years management experience do you have. Finally they state ensure to appoint the best individual for the role based on the information gathered throughout the process regardless of age.  
Acas (2024d) state by law an employer must not discriminate against an employee or someone they are considering employing because of pregnancy or maternity. They state this applies regardless of how long a person has been employed. Should an employer be found to be discriminating against an individual the person could make a claim to an employment tribunal. Discrimination could include in this instance not being offered a job. 

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)
“By law, men and women must get equal pay for doing 'equal work'.” (ACAS, 2024c). ACAS (2024c) state the Equal Pay Act 2010 covers the equal pay law and applies to a number of conditions such as basic salary, basic wages, pension, working hours and holiday pay. They state the law applies to workers, employees and self-employed workers who are hired to personally complete work. ACAS define equal work as where the job and skill are the same, work rated as equivalent and work of equal value. However, ACAS do recognise in some cases there can be a difference in pay for example, one employee maybe better qualified and these skills are hard to recruit or shift patterns are different for example; one employee may be paid more to work unsociable hours. 
ACAS advise Charlotte to be transparent and open with employees Cat about pay and contractual terms and conditions. Should Charlotte have a reasonable explanation for the pay gap this should be explained to Cat for example, this is down to Kit being higher qualified allowing Cat to seek training to achieve the additional salary. Should there be no explanation for the pay gap Charlotte must increase Cat’s pay to match Kit. 
ACAS state should an employee Cat feel they are she is not receiving equal pay she can bring a claim to an employment tribunal. Alongside an equal pay claim, she may also raise a sex discrimination complaint, which can be extremely damaging for an organisation. Losing an employment tribunal relating to equal pay will result in a pay audit and the results being published. Therefore, it is strongly advised the issue be looked into further in house and dealt with directly with Cat. 
It is advised by ACAS in this instance should the business have fewer than 50 employers carrying out an equal pay review or if there are more than 50 employees an equal pay audit. This will bring to light if there are any employees who are not receiving equal pay for equal work and enable a plan to be put into place to resolve any issues. 

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)
ACAS (2024g) state redundancy is a type of dismissal, which can be used when a role is no longer needed. This could be due to an organisation closing, change of location or a change in the number of roles required for certain work. Gov.uk (2024c) state employers must consult with employees prior to any redundancies to avoid an unfair dismissal case. ACAS (2024g) state in this case as there are fewer than 20 redundancies Charlotte and Madeleine must inform employees at the soonest convenience of roles at risk of redundancy and why. They state as there are only six employees being made redundant they should consult individually with employees. Gov.uk (2024c) state in cases where there are a larger number of redundancies consultation will usually take place with a trade union representative or selected employee representative. ACAS (2024g) state once consultation has concluded employers must provide employees a notice period and agree a leaving date. Employers must continue to pay individuals until the end of their employment. They also state employees who have worked for their employer continuously for longer than 2 years are entitled to statutory redundancy pay, in this case the regulations apply to Saffron and Angelica.


Gov.uk (2024c) state to ensure a fair and reasonable redundancy process, employers must also allow anyone up for redundancy time off to job search or arrange training. ACAS (2024g) advise before selecting employees for redundancy the employer may wish to look into alternative employment options for employees for example, relocation or redeployment in a different role. In this case the individuals may be given the option to relocate to another restaurant. 

ACAS (2024g) state should Charlotte and Madeleine fail to meet the statutory regulations for redundancy and notice pay they have the potential to have a claim bough against them in a tribunal. 

	Employee
	Notice Period 
	Redundancy pay 

	Chip, Cherry, Reese and Carmel
	All these individuals are entitled to two weeks contractual notice as stated in their contract as these terms are better than the statutory. 

2 x £225 = £450


	Entitled to no redundancy pay due to less than 2 years service.





	Saffron
	Entitled to 5 weeks statutory notice as this is better than contractual terms 

	Safforn is entitled to 1 weeks’ pay for each year of service as she is between the ages of 22 and 41.

1 x 5 = 5 x £350 = £1,750


	Angelica
	Entitled to 8 weeks statutory notice as this is better than contractual terms 
	Angelica is entitled to 1.5 weeks’ pay for each year’s service as she is over 41. Weekly pay is capped at £700.

1.5 x 8 =12 x £700 = £8,400






ACAS (2024g) state Charlotte and Madeleine must inform employees of potential redundancy at the soonest convenience of roles at risk of redundancy and why. They should explain which roles are at risk and why before explaining how everyone will be consulted. Charlotte and Madeleine They must confirm in writing to the six employees whose jobs are at risk with whether they have any options of alternative employment and plans for consultation. As Charlotte and Madeleine plan to dismiss six employees they should consult individually with employees. They must confirm this in writing and outline any alternative employment opportunities. 
ACAS state employers must provide information to all employees being made redundant how long their notice period is and continue to pay individuals until the end of their employment. 

ACAS (2024g) state an individuals length of notice period will be determined by their length of service. They state employers must provide the statutory notice period for all employees which is as follows;

· “ 1 month to 2 years – statutory notice is 1 week
· 2 to 12 years – statutory notice is 1 week for each full year they have worked
· 12 years or more – statutory notice is 12 weeks” (ACAS, 2024g)


ACAS (2024g) state employees who have worked for their employer continuously for longer than 2 years are entitled to statutory redundancy pay, In this case the regulations apply to Saffron and Angelica Chip, Cherry, Reese and Carmel will all receive 2 weeks contractual notice receiving £450 redundancy pay. They state redundancy pay is based on gross weekly pay, years of continuous service and age.  
Saffron who is 30 years old with five years’ service is entitled to 5 weeks statutory notice totalling £1750. 1 weeks’ pay for each year of service. 
Angelica, who is 53 with eight years’ service is entitled to 12 weeks statutory notice totalling £8,400. Should Charlotte and Madeleine fail to meet the statutory regulations they have the potential to have a claim bough against them. 
1 and a half weeks’ pay for each year of service. Charlotte and Madeleine must write to the individuals to state how their redundancy pay has been calculated to ensure it meets the regulations. As it is stated in the contract a two-week notice period pay for all employees the remaining individuals with 1 years will be entitled to the contractual notice period. 
Should Charlotte and Madeleine fail to meet the statutory regulations for Saffron and Angelica they have the potential to bring a claim to an employment tribunal. 



[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 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)
Suff (2023) states when a business transfer occurs this is called a transfer of undertakings. She states when a business moves to a new owner the employees involved in the transfer are protected under the Transfer of Undertakings (Protection of Employment) Regulations 2006 (TUPE). ACAS (2021) state these regulations have since been amended in 2014. They state the regulations are in place to protect employee rights when an organisation transfers from one employer to another. 
Suff (2023) states employees involved in a TUPE are entitled to continue to work under their original terms and conditions of their previous employment. ACAS support this stating it is the responsibility of the old employer to provide the new employer with the details of all employees transferring along with their employment contracts. However, ACAS (2021) state the new employer can agree new contractual changes if they can prove an economic, technical or organisational reason. They state ETO reasons can include essential cost- saving, using new processes or making organisational structural changes. Stuff (2023) states for a dismissal to take place in a TUPE situation the employer must be able to prove an economic, technical or organisational reason otherwise the dismissal is deemed unfair and a claim can be bought against them.   Stuff states should the transferor fail to provide all relevant information the transferee may apply for compensation at a tribunal starting at £500. 
With regards to Crumbly Cakes transferring to Peachy Desserts it is strongly advised by ACAS and Suff that to abide by the Transfer of Undertakings Regulations 2006 that the original 12 employees of Crumbly Cakes transfer to the new employer with their original contracts. 
Suff (2023) recommends to manage the TUPE smoothly both the transferor and the transferee seek legal advice at the earliest possible stage. This will enable Peachy Desserts to identify potential risks and promote communication throughout the transition with employees. Stuff states Peachy Desserts must conduct meaningful consultation with employees prior to the transfer and failure to do this can result in a compensation charge to employees of up to 13 weeks pay. She states Crumbly Cakes must provide all relevant information to an employee representative in enough time to enable consultation to take place. She states the employer must explain to employees that a transfer is to take place and provide individuals with a reason for the transfer and when it is expected to take place. They must also explain the implications for employees and the measures that the current and new employer expect to take regarding the employees.

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)
Gov.uk (2024) state The National Minimum Wage Act 1998 was introduced to ensure all workers had the right to be paid a certain amount for work performed. Daniels (2022) states The National Minimum Wage Act 1998 ensures all workers receive a minimum hourly rate of pay promoting fairness and equality. She states a worker is someone working under a contract of employment or an individual preforming personal work or a service under a contract. Gov.uk state the Minimum Wage Act was brought into force to bring people out of poverty and improve living standards for the poorest in society. They state non-compliance with the National Minimum Wage can be very costly to an organisations reputation as breaches of the National Minimum Wage Act can result in a criminal investigation and prosecution. They state should a worker be paid less than the legal minimum wage they are entitled to be paid in arrears by their employer. Daniels (2022) states in 2016 the government introduced a penalty for employers underpaying employees with the intention to ensure employers were complying with the law. ACAS (2024h) state pay statements must also be given to all workers on or before the day of pay. Statements must display the amount of pay and any deductions. They state statements can be in paper form, digital or online provided the receiver can access this. Employers must keep a record of statements for 6 years. 
Gov.UK (2024b) state as of April 2024 all workers over the age of 21 are entitled to the National Living Wage, which is £11.44 per hour. Workers 18-20 are required to be paid a minimum of £8.60 per hour and apprentices and workers under the age of 18 are entitled to £6.40 per hour. This means for Charlotte and Madeleine any employee over the age of 21 must be paid a minimum of £11.44 or they could face a criminal investigation. It would be strongly advised Charlotte and Madeleine carry out a pay audit to identify any employees who are not paid the National Minimum wage. These employees are entitled to be paid in arrears for the money they have not received since working for the business. If Charlotte and Madeleine believe all sales assistants are to be paid the same they will need to review their hourly rate of pay to ensure it meets the National Minimum Wage for the oldest sales assistant to ensure they are meeting the lawful requirement. 

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)
ACAS (2024e) state the Working Time Regulations 1998 were put into place to protect employees and workers health and safety at work and wellbeing. Ayling and Suff (2024) state employers have a responsibly to take care of their employees which includes ensuring they are not overworked and consistently working long hours. The Working Time Regulations set out clear guidelines for employers to follow in relation to weekly working hours, rest times during the working day, working hours for young workers, night work and holiday entitlement. ACAS state by law working time is defined as when someone is at the disposal of his or her employer or carrying out work duties. 
Ayling and Suff (2024) state by law 48 hours a week is the maximum an employee or worker is required to work. Looking at Kit’s regular working hours he is already working over the maximum weekly working hours. Firstly, Charlotte must look into Kit’s working agreement to ensure he has opted out of the 48 hour working regulation. Some employers ask their employees to work more than 48 hours per week however, an individual cannot be forced to sign the agreement or dismissed for refusing. Should an opt-out agreement be in place Kit has the option to give notice to cancel the opt out agreement. The notice period to end an opt out agreement should be no longer than 3 months. 
With reference to covering days off by law a worker is entitled to at least 1 day off each week. It is important Charlotte is comply with these guidelines to avoid a complaint being bought against the company. Charlotte must also ensure suitable rest periods of at least 20 minutes within a 6 hour shift.
ACAS state should an employer fail to follow the regulations an employee should try to resolve the issue first in house. ACAS advise Kit and Charlotte to talk things through informally to try to reach an agreement, which works for both Kit and the business whilst ensuring the Working Time Regulations 1998 are followed. However, should an agreement fail to be reached Kit may be able to raise a complaint to a tribunal. To avoid a claim it is strongly advised Charlotte look into alternative shift patterns for Kit. 

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)
ACAS (2024f) state pregnant employees are protected by the Maternity Right Regulations. They state the four main legal rights pregnant employees are entitled to are paid time off for antenatal care, maternity leave and pay and protection against unfair treatment and dismissal. The law states employees who have worked for an employer for at least 26 weeks, earn a minimum of £123 per week and provide the required notice period are entitled to statutory maternity pay. 
Statutory maternity pay is paid for up to 39 weeks. It is made up of nighty percent of the employees’ average weekly earnings for the first six weeks before reducing to £172.48 per week or ninety percent of average weekly earnings whichever is less for the remaining weeks. 
Employees are also entitled to statutory maternity leave, which is a total of 52 weeks. This is made up of ordinary maternity leave, which counts for the first 26 weeks and additional maternity leave, which covers the remaining 26 weeks. Employees do not have to take the full 26 weeks however, 2 weeks must be taken immediately after the birth or 4 weeks for factory workers.
Due to Coco’s length of service she will be entitled to full statutory maternity leave and pay. Coco must provide her employer with proof of pregnancy 21 days prior to her planned maternity leave date to qualify for statutory maternity pay. It is strong advised by ACAS that Coco, Charlotte and Madeleine talk through Coco’s maternity plans to establish when she plans to take maternity leave. This will enable Charlotte and Madeleine to put a plan in place to cover the intended length of leave. Failure to meet the statutory maternity law could result in a claim being brought against the company.
Suff (2024) states to be eligible for basic paternity leave an individual must have worked for their employer for a minimum of 26 weeks. They must be the child’s biological father or partner of the mother expected to have responsibility of the child. They must also inform their employer of their intention to take paternity leave 15 weeks prior to the expected birth date. Statutory paternity leave is currently two weeks however, individual contracts many allow additional leave. 
Stuff states adoption leave and pay broadly follows the guidelines set out for maternity leave and pay. Adoption leave can be taken for up to 52 weeks. 
Employees have the right to return to their same job after taking paternity leave or only 26 weeks of maternity leave. Should an employee take more than 26 weeks they are entitled to return to either their same role or one similar with better terms and conditions. 

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)
Jackson (2024) states as of April 2024 new Flexible Working Regulations will be introduced allowing employees to request flexible working arrangements from day one of their employment. Under the new regulations, employees are also entitled to make two requests for flexible working within a 12-month period. Employers are required to consult with employees on their flexible working request before rejecting it. 
To ensure Charlotte is following the Flexible Working Regulations she must first consult with Chelsea with regard to her request before refusing this. The CIPD (2023) state under the new regulations coming into force in 2024 requests must be dealt within 2 months however, they advise employers to deal with requests as quickly as possible to avoid a break down in relationship and promote morale. The CIPD advise Charlotte to fully consider each flexible working request in the hope to retain valuable talent. They state although the employer might not be able to meet the full requirements of the request they may be able to reach an agreement that is suitable for the individual whilst still meeting the needs of the business. 
The CIPD (2023) state there are various forms of flexible working for example, staggered hours, flexitime, part time working, compressed hours, job sharing and hybrid working. Jackson (2024) supports the CIPD approach to dealing with flexible working requests arguing it can be beneficial to both employees and employers to meet flexible working requests as this can work to promote employee well-being and be attractive to potential employees. However, she does recognise it is important for a business to consider the business needs when dealing with requests. 
The CIPD state when responding to flexible working requests employers must be fair and reasonable following legal requirements and organisational policy. The CIPD would encourage using trial periods and training managers on how to navigate conversations around flexible working. They state once an employer agrees to flexible working request this will result in permanent change to the employee’s contract. When a formal flexible working request has been approved, it is important to confirm changes in writing to the individual. 
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