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(AC 1.1) A fellow people management officer estimates that 20% or so of her working days are taken up with activity that is created as a result of regulations. She states this is time she would prefer to spend more productively improving the employment experience that the Trust provides. To help her understand why it is important to spend time dealing with issues that relate to employment law, send a reply that includes an evaluation of the aims and objectives of employment regulation.

In response to your concerns regarding the time allocated to regulatory compliance. I must emphasise how these regulations play a crucial role in ensuring a fair, safe, and legally compliant working environment. I can assure you that the additional time spent on the administrative workload linked with these compliances ultimately benefits both employees and the organisation.

Employment regulation is necessary to safeguard employee rights and promote fair treatment. Our NHS Trust is a challenging and demanding sector, and legislation such as the Employment Rights Act 1996 are in place to protect employees (Daniels, 2022). These regulations are also present to guarantee fair dismissal processes, all necessary to avoid disputes and build confidence between our workers and the Trust (CIPD, 2024).

The Health and Safety at work Act of 1974 ensures a safe workplace, crucial for our workforce, often exposed to high-risk environments. Similarly, the Working Time Regulations 1998 restrict excessive working hours and allow rest times, preventing employee burnout (CIPD, 2024).

The Equality Act 2010 supports diversity and equality by ensuring all employees are treated fairly and equally, with management decisions being free from discrimination (CIPD, 2024). These safeguards are crucial in achieving an inclusive workforce within our Trust, especially given its diverse nature.

Not following fair procedures can damage employer-employee relationships and cause legal disputes. For example, in Earl Sutherland v London General Transport Services Limited (2024), the tribunal determined the employees’ dismissal was unfair due to flaws in the disciplinary process. This case demonstrates that even when there is a reasonable justification for dismissal, here being the employees’ gross misconduct, employers must maintain procedural fairness, emphasising the significance of following correct disciplinary and dismissal processes to avoid legal implications (CIPD, 2024).

Another key aspect of employment regulation is to guarantee fair pay and working conditions. The National Minimum Wage Act of 1998 prohibits unfair wage practices (Gov.UK, 2024). These safeguards assist us when it comes to recruiting for the Trust and enabling us to retain skilled professionals (TUC, 2023).
 
While some employers view compliance as bureaucratic, it is crucial to recognise its role in ensuring fairness and consistency in employment practices. Trade unions and employee representatives emphasise that these regulations are necessary to ensure equitable treatment for all employees (TUC, 2024). Compliance is integral to long-term organisational success and employee well-being (People Management, 2025).

(AC 1.2) You are asked to brief a senior manager in your team about the status of judgements made by the European Court of Justice (ECJ) prior to the UK's departure from the European Union in 2020. 
I wanted to provide you with an update on the status of European Court of Justice (ECJ) judgements issued prior to the UK's exit from the EU in 2020, as well as their significance to UK law.
Before Brexit, the ECJ played an important role in establishing UK law, particularly in areas like employment rights. The European Union (Withdrawal) Act 2018 guaranteed that all EU regulations, including ECJ judgements issued up to December 31, 2020, were integrated into UK law. This implies that these rulings remain "good law" and must be followed until overturned by UK courts or changed by Parliament.
In practice, this means that subordinate courts, including employment tribunals, must continue to apply pre-Brexit rulings. Higher courts, including as the Court of Appeal and the Supreme Court, now have the authority to move away from these rulings if they deem it essential (European Union (Withdrawal) Act 2020). So, although UK courts are no longer having to adopt new ECJ judgements, they nevertheless regard previous rulings as persuasive, particularly when UK law remains consistent with EU law (De Mars, 2020).
For example, in the Uber BV and others v Aslam and others case (2021), the UK Supreme Court determined that Uber drivers qualify as ‘workers’ under UK law, entitling them to rights such as holiday pay and the minimum wage. This ruling continues to impact UK employers and will stay in effect until UK law changes, or a UK court overturns it (Daniels, 2022). For example, if Parliament alters the Working Time Regulations 1998, the classification of gig economy workers and their entitlements may change, but for the time being, this ruling remains.
One significant change after Brexit is that UK courts no longer refer cases to the ECJ for clarification of EU law. Previously, UK courts may seek help from the ECJ on interpreting EU law, but the Supreme Court now has ultimate say on certain issues (De Mars, 2020a).
When it comes to enforcing employment law, cases normally begin in the Employment Tribunal, with appeals proceeding to the Employment Appeal Tribunal, the Court of Appeal, and eventually the Supreme Court. While prior ECJ rules continue to impact decisions, UK courts now have complete authority over how employment law develops in the future.







(AC 2.1) A colleague asks for advice about 'occupational requirements'. She wants to know when she may and may not seek to stipulate that a job in her directorate must be carried out either by a man or a woman. Explain this to her, considering the maim principles of discrimination law in recruitment and selection in your email with reference to specific examples.  

It is only appropriate to specify that a job must be performed by a man or a woman in very specific and limited circumstances, where it is a legally justified occupational requirement.

The Equality Act 2010 is the main legislation governing discrimination in employment. This legislation prohibits discrimination based on characteristics such as sex, race, disability, and age. The law does, however, allow for specific exceptions where an employer can request for a role to be performed by a specific gender. This is only justifiable if it is genuinely necessary for the role in question and can be properly justified (EHRC, 2023). The law applies this rule very strictly, so employers must prove that the requirement is essential, not just preferable.

An example where occupational requirement is applied and is justifiable, is within women’s refuges, such as those run by Women’s Aid. It is understandable that in these situations they may only recruit female support workers. This is justified by the fact that women, particularly survivors of domestic abuse, may require a female-only environment (CIPD, 2024). The same is often seen within certain healthcare roles. Occupational requirements are used when a specific gender is needed to preserve the dignity of patients (Daniels, 2022). The entertainment industry sometimes requires a specific gender for roles to ensure authenticity, like when casting a character in a play or film.

Occupational requirements cannot be based on assumptions or preferences. For example, a fashion retail employer in a women's clothing store cannot state that only women can work on the shop floor simply because customers might prefer it; this would not be lawful. A key case is Etam plc v Rowan [1989], in which the court held that a female-only employment strategy for shop assistants was illegal since there was no legitimate occupational demand for the position (Daniels, 2022). The same would apply if a corporation advertised for male security guards without providing a clear, job-related rationale, since this would most certainly violate discrimination regulations.
 
Employers must demonstrate that an occupational requirement is both necessary and proportionate to support it. If challenged, the tribunal will assess whether the requirement is genuinely essential for that specific role (EHRC, 2015). Therefore, you should carefully consider whether an occupational condition is necessary for the post before applying it and be ready to defend it under the Equality Act 2010 if it is contested.




(AC 2.2) A nurse manager wants to upgrade two of her health care assistants (HCAs) using some surplus money left over from a research project she has been carrying out. She wants to move them from the A grade on which the vast majority of HCAs in the Trust are employed to the higher B grade. The two people concerned are men. 80% of the HCAs in your Trust are women. She is asking you to approve the upgrade. Include discussion of the legal requirements of equal pay in your reply.

Your request raises potential legal concerns under the Equality Act 2010, particularly in relation to equal pay. Under this legislation, men and women must receive equal pay for equal work (EHRC, 2023).  Regardless of gender, this principle ensures that employees doing work of equivalent value are paid fairly, regardless of gender.
Equal work is defined by the law in three different ways: 

· Like work
· Work rated as equivalent
· Work of equal value (Daniels, 2022).

Given that 80% of the Trust's HCAs are female, promoting two male workers without providing the same chance to equally capable female colleagues may constitute indirect discrimination. The "sex equality clause" is implemented by the Equality Act of 2010, which states if female HCAs do work of comparable value, they have a legal claim to equal compensation and opportunity unless a substantial factor defence can be shown (CIPD, 2024).

A key legal case, Enderby v Frenchay Health Authority (1993), established that pay disparities must be justified by factors unrelated to gender (Daniels, 2022). The employer has the responsibility of demonstrating that compensation or promotion inequalities are due to genuine, non-discriminatory grounds such as experience, increased duties, or speciality skills. If no such rationale is given, the Trust may face an equal pay claim (ACAS, 2024). 

A more recent case, Asda Stores Ltd v Brierley and others (2021), established that the legal value of a role remains constant regardless of its title. This case emphasised the idea of equal pay for equal work, which states employees doing equivalent work in various job titles or positions should be paid equally. If the Trust's female HCAs do the same work as their male colleagues, they may have a legal claim if they are promoted to a higher grade without clear, job-related reasons.
 
Non-compliance with equal pay laws may lead to Employment Tribunal claims for compensation and back pay, reputational harm may have an influence on recruiting and public trust and financial penalties include legal fees and mandated equal pay adjustments.

I suggest doing a job review to see whether these HCAs have notably distinct tasks that call for an upgrade to reduce risk. Putting in place a fair selection procedure and making sure that all HCAs, regardless of gender, have open access to any advancement prospects.
looking for other ways to spend extra money, including staff development or training initiatives that help a larger group of workers.
 
If the upgrade is carried out without legitimate cause, the Trust may face tribunal action, financial penalties, and a violation of its legal responsibilities. As a result, I highly urge against allowing this request unless there is a clear, objective, and documented reason unrelated to gender.

(AC 3.1) A colleague is concerned that a radiographer who recently resigned from the Trust may be about to make a constructive dismissal claim in relation to a change that was made recently to his working hours.  She asks for your advice about the circumstances in which such a change can form the basis of a successful constructive dismissal claim and about how long former employees have to make claims before they are considered to be 'out of time' by the Employment Tribunal Service. 

A constructive dismissal claim occurs when an employee resigns after their employer significantly changes the terms of their contract, often without the employee's agreement (Employment Rights Act 1996).

If the Trust changed the radiographer's working hours without consultation, this might be a violation of contract. This might potentially provide the employee grounds to pursue a constructive dismissal claim. The change would have to be drastic and unreasonable, giving the employee no choice but to resign. Changes such as a significant reduction in their hours or pay, or a change that severely impacted their work-life balance.
 
The case of Western Excavating (ECC) Ltd v Sharp [1978] ICR 221, the court decided that changing an employee’s hours without their consent could amount to constructive dismissal. Similarly, in Lewis v Motorworld Garages Ltd (1985), the court determined that persistent abuse, such as revisions to a contract without approval, might undermine the trust and confidence required in an employment relationship—an important criteria in constructive dismissal cases.

An employee must file a constructive dismissal claim with the Employment Tribunal within three months, minus one day, following the date of resignation. If they don’t submit within this time frame, their claim may be rejected as "out of time," unless there are special circumstances for the delay. It is critical that the employee's resignation is related to the violation, since claiming constructive dismissal without this connection is likely to fail.

When making changes to an employee’s working hours, the Trust must ensure that any changes are discussed with employees beforehand. This gives individuals a chance to express their concerns and understand how the change may affect them. If working hours are contractually agreed, any changes must be agreed upon to prevent a breach of contract, and the Trust must also offer adequate notice, giving the employee time to adapt.  (CIPD, 2024). Proper documenting of conversations and agreements is critical for ensuring openness and minimising the risk of disputes (CIPD, 2024). It is important to look into the impact on employees’ personal lives, since significant changes that disturb work-life balance may raise the risk of legal action (CIPD, 2024).

The Trust must be careful when making significant changes to an employee’s contract without their consent. Clear communication, securing staff approval, and assessing the impact of any changes on workers may all assist to avoid possible claims and maintain a positive working environment (Landy, 2017).

(AC 3.2) A senior manager is leading on a reorganisation in his directorate. Fifty posts are to be lost, some of which will involve compulsory redundancies. He is keen to get on with the process quickly, simply dismissing the poorest performers and avoiding as much by way of time-consuming consultation as possible. Include discussion of the legal requirements relating to redundancy in your answer.

Redundancy is defined under the Employment Rights Act 1996 as a situation where an employee is dismissed because their role is no longer needed, often due to organisational closure or relocation (Daniels, 2022). Following the correct legal processes is crucial to avoid allegations of unfair dismissal. 
 
A fair selection method is essential for redundancy dismissals are legally binding. CIPD 2024 emphasises the need of fair, transparent, and discrimination-free selection procedures. Redundancy should not be used for dismissing underperforming employees, which should instead be managed through capability or disciplinary procedures.  Also, factors like sickness absence may unfairly disadvantage employees with disabilities, possibly leading to discrimination claims under the Equality Act 2010 (Daniels, 2022). A "Last In, First Out" (LIFO) method may unfairly disadvantage younger workers, increasing the risk of age discrimination claims. A fair approach is to apply a consistent set of criteria such as abilities, qualifications, and experience

Consultation is a legal requirement in redundancy situations. Under the Trade Union and Labour Relations (Consolidation) Act 1992, employers must consult employees as soon as redundancies are being considered. If 20 or more employees are impacted within a 90-day period, a consultation with trade unions or elected representatives is required, lasting at least 30 days. If 100 or more redundancies are planned, the term is extended to at least 45 days. Given that the NHS Trust is likely to recognise trade unions, meaningful consultation must take place. The employer must inform the Redundancy Payments Service (RPS) at least 30 or 45 days before dismissals (Daniels, 2022). Failure to comply with these consultation requirements may result in workers receiving up to 90 days' full pay as a protective award (ACAS, 2024).

Employees with at least two years of continuous employment are eligible for statutory redundancy pay, based on their age, length of service, and weekly earnings (Gov.uk, n.d). They must also be given their contractual or statutory notice period, which is at least one week each year of service and up to a maximum of 12 weeks (Daniels, 2022).
 
If employers violate these legal obligations by dismissing employees without enough consultation or a fair selection process, concerned individuals may file unfair dismissal claims under the Employment Rights Act of 1996. In 2023, compensation for unlawful dismissal could be up to one year's wages or £105,707 (whichever is less). To reduce legal and financial risks, the Trust must use fair selection methods, communicate with trade unions, and follow redundancy guidelines.

(AC 3.3) Your Chief Executive Officer is about to open preliminary negotiations with a neighboring hospital trust about the possibility of merging their two major pharmacy operations. The new centralised pharmacy will be based in your Trust but will provide services to the neighboring trust as an expanded operation. She asks you to explain the major relevant rights that any employees involved in the merger might have in respect of the Transfer of Undertakings (i.e. TUPE) regulations should it go ahead at some date in the future.    

TUPE regulations, derived from EU law and implemented in the UK through the Transfer of Undertakings (Protection of Employment) Regulations 2006, safeguard employees' rights when their employment is transferred to a new employer as part of an organisational change, such as a merger (ACAS, n.d).

If the pharmaceutical services are merged, TUPE guarantees that any impacted employees are immediately transferred to their new employer, and any existing terms and conditions, including pay, benefits and continuation in service remain unchanged (CIPD, 2024). This protection prevents employees from losing accrued rights, such as redundancy pay and statutory leave entitlements. Employees cannot be dismissed unfairly unless their employer can justify it with a genuine Economic, Technical, or Organisational (ETO) reason.
 
TUPE requires that employees must be consulted before the transfer takes place and employees understanding any potential impact to their roles. Failure to do this may result in claims for compensation, with financial penalties of up to 13 weeks' salary per affected employee (ACAS, 2024). Any contractual change must be legally supported under the TUPE, otherwise they may be deemed unlawful.

Another major safeguard under TUPE is protection from unfair dismissals. Any redundancies must be based on legitimate business needs, rather than the transfer itself. Employers must follow fair selection criteria and engage in meaningful consultation with affected employees. The case of Whitehouse v Chas A Blatchford & Sons Ltd (2000) established that redundancies occurring close to a TUPE transfer are presumed to be transfer-related unless the employer can prove a valid Economic, Technical, or Organisational (ETO) reason. Without this justification, such dismissals are likely to be deemed unfair (CIPD, 2024).

It is important to remember how noncompliance with TUPE requirements, such as failing to consult or changing terms illegally, may result in tribunal claims and reputational harm for the Trust (ACAS, 2024). Ensuring compliance will facilitate a seamless transition and maintain employee confidence throughout the merger.
 
(AC 4.1) You are asked to explain the regulatory requirements relating to the calculation of holiday pay to a new colleague. There are several dozen nurse bank staff who are employed regularly but on a casual basis to work in his department. They mainly cover shifts when permanently employed colleagues are absent and he is keen to ensure that their holiday pay is calculated fairly and lawfully.   

Holiday pay for casual workers, such as nurses and bank employees, may be complicated, but it is essential to calculate it accurately to maintain compliance with UK employment law. Casual workers are employed on an as-needed basis to replace shifts when regular employees are absent. Despite having no set hours, they are entitled to 5.6 weeks of paid leave each year under the Working Time Regulations 1998. The difficulty comes in determining their holiday pay, which reflects their varying working patterns.

The Working Time Regulations 1998 govern statutory holiday compensation for all workers, including casual employees. Casual workers get holiday payment depending on the hours worked. For irregular hours, the common method of calculation is the 12.07% accrual rate. This method ensures they receive the same entitlement as permanent employees, even if their hours vary. The 12.07% figure is derived from 5.6 weeks of holiday divided by 52 weeks in a year (Gov.uk, 2024). For example, if a nurse bank staff member earns £100 for a shift, their holiday pay would be £12.07 (12.07% of their pay).
 
It is important to include all elements of pay that make up "normal earnings," such as overtime and bonuses. The case of East of England Ambulance Service NHS Trust v Flowers (2014) clarified that these must be factored into holiday pay calculations. As a result, any regular payments provided to casual employees should be included when determining their holiday pat. There is also the option of rolled-up holiday pay, in which holiday pay is included in the worker's hourly rate rather than paid separately when the holiday is taken. However, this strategy must be agreed upon in the employment contract to ensure that all statutory obligations are met (ACAS, 2024).

Casual workers are not guaranteed shifts. Employers are not obligated to offer work, nor are workers required to accept it. This flexibility means holiday pay calculations must account for fluctuating hours. By following the Working Time Regulations 1998 and case law such as Flowers, nurse bank staff holiday pay can be accurately and lawfully calculated (ACAS, 2024).





(AC 4.2) A member of staff who is pregnant asks you to explain to her the major ways in which maternity leave and shared parental leave differ. She is considering which of these options would be most beneficial to her and her partner and is looking for your guidance before making her decision. 

UK law offer two options for parents, maternity leave and shared parental leave (SPL). They vary in structure and flexibility, and understanding their differences will help you and your partner make the best decision.

Maternity leave is solely for the mother and consists of two parts: compulsory maternity leave, which lasts for two weeks (or four weeks for factory workers), and additional maternity leave, which can last up to 26 weeks. Up to 39 weeks of statutory maternity pay (SMP) are available; the first six weeks are paid at 90% of your average weekly salary, and the remaining weeks are paid at a fixed statutory rate (CIPD, 2024).
 
SPL provides both parents greater flexibility. You must both fulfil certain eligibility requirements to share up to 50 weeks of leave with SPL, of which 37 weeks are paid at the statutory rate. You or your partner must have worked for the employer for 26 weeks by the 15th week before to the anticipated week of childbirth (CIPD, 2024a). SPL can be taken in blocks, together or separately, offering more flexibility (Gov.uk, n.d).
 
The main difference is the flexibility; maternity leave is structured, with a set duration and pay, while SPL allows you and your partner to share the leave, providing more options in how you balance work and childcare (Gov.uk, n.d). This flexibility can be valuable if both of you wish to spend time with the baby or return to work at different times.

Maternity leave does offer a more stable pay structure in terms of financial support which you might appreciate for budgeting purposes. Although statutory pay is the same for SPL, splitting leave can affect when and how you receive payments, which may impact your household finances. Also, you need to consider how finances may be strained if one of you chooses to take a prolonged term of unpaid leave beyond the legally required paid time.

The decision between maternity leave and SPL is a personal decision which you and your partner need weigh up the advantages and disadvantages of each. It is essential to consider financial factors along with your desire for flexibility. 

For further information on maternity rights and leave options, Maternity Action offers valuable guidance that can assist in making a well-informed decision (Maternity Action, n.d.).






(AC 4.3) A colleague in the People Management team has recently received a letter from a newly appointed administrative officer who is employed to work on your main hospital site. She is formally requesting the right to work from home on three days each week. Your colleague does not wish to accede to this request for fear that it will encourage other administrative staff to demand the right to work from home too and that this will reduce the quality of the service the team provides. Include an explanation of employment rights in relation to flexible working in your answer.
Employees may seek flexible working arrangements after 26 weeks of continuous employment. The Flexible Working Regulations of 2014 allow for this request to be made twice a year. The employee must submit their request in writing, including the intended change and any ramifications for their employment.
As an employer, you must process this request fairly and within a reasonable timeframe, which is usually three months. The employer must respond with a decision, either granting or refusing the request, and provide statutory reasons for any refusal (ACAS, 2024).
Under the Flexible Working Regulations 2014, statutory grounds for refusal are well-defined and include considerations such as higher expenses, difficulty to balance and sustain workload among current employees, effect on team performance, or failure to satisfy customer expectations. Refusing a request because other workers may also want flexible working hours is not a justified reason. Dealing with a request in this way may increase the chance of a tribunal claim, particularly if the employer is unable to justify their decision based on operational reasons (CIPD, 2024).
When evaluating flexible working requests, employers must follow a fair and legal approach. Failure to do so might lead to accusations of unfair treatment or discrimination. This is commonly evident when decisions impact certain groups, such as working parents or disabled workers. Case law, such as G4S Cash Solutions (UK) Ltd v Powell (2016), emphasises the need of making reasonable alterations when dealing with flexible working requests (Daniels, 2022). If an employer declines a request without clear and legal reason or fails to follow the proper procedure, they risk losing a tribunal claim (ACAS, 2024).
Under the Employment Rights Act 1996, employees have the right to appeal if their request is refused, and the employer must fairly consider the request while considering any new information presented. Employers should evaluate each request individually rather than taking a one-size-fits-all approach to rejecting flexible working arrangements, protecting themselves from potential discrimination claims.
Beyond being legally compliant, flexible working offers positive advantages. Having a more flexible work/life balance can improve employee engagement and increase retention (CIPD, 2019). 

Bibliography

ACAS (2024) 'Collective consultation and redundancy'. Available at: https://www.acas.org.uk/collective-consultation-redundancy/if-an-employer-does-not-collectively-consult (Accessed: 23 January 2025).
ACAS (2024) 'Equal pay law'. Available at: https://www.acas.org.uk/equal-pay/equal-pay-law/ (Accessed: 2 February 2025).
ACAS (2024) 'Irregular hours and part-year workers: Calculating holiday pay'. Available at: https://www.acas.org.uk/irregular-hours-and-part-year-workers/calculating-holiday-pay (Accessed: 12 March 2025).
ACAS (2024) 'Irregular hours and part-year workers: Rolled-up holiday pay'. Available at: https://www.acas.org.uk/irregular-hours-and-part-year-workers/rolled-up-holiday-pay/ (Accessed: 11 February 2025).
ACAS (2024) 'Making a decision on flexible working requests'. Available at: https://www.acas.org.uk/statutory-flexible-working-requests/making-a-decision/ (Accessed: 26 February 2025).
ACAS (2024) 'Statutory flexible working requests: Considering a request'. Available at: https://www.acas.org.uk/statutory-flexible-working-requests/considering-a-request/ (Accessed: 15 March 2025).
Armstrong, M. and Taylor, S. (2023) Armstrong’s Handbook of Human Resource Management Practice. 16th edn. London: Kogan Page.
Asda Stores Ltd (Appellant) v Brierley and others (Respondents) [2021] UKSC 10, UK Supreme Court. Available at: https://www.supremecourt.uk/cases/uksc-2019-0039 (Accessed: 11 February 2025).
CIPD (2024) ‘How UK employment law has been impacted by Brexit’. Available at: https://www.cipd.org/uk/knowledge/employment-law/uk-employment-law-eu/ (Accessed 16 March 2025).
CIPD (2024) 'Discipline and grievance'. Available at: https://www.cipd.org/uk/knowledge/factsheets/discipline-factsheet/ (Accessed: 4 March 2025).
CIPD (2024) 'Dismissal'. Available at: https://www.cipd.org/uk/knowledge/employment-law/dismissal/ (Accessed: 7 February 2025).
CIPD (2024) 'Diversity in the workplace'. Available at: https://www.cipd.org/uk/knowledge/factsheets/diversity-factsheet/ (Accessed: 4 April 2025).
CIPD (2024) 'Employee relations in the UK'. Available at: https://www.cipd.org/uk/knowledge/factsheets/relations-employees-factsheet/#TheUK (Accessed: 9 March 2025).
CIPD (2024) 'Equal pay'. Available at: https://www.cipd.org/uk/knowledge/employment-law/equal-pay/ (Accessed: 1 February 2025).
CIPD (2024) 'Equal pay'. Available at: https://www.cipd.org/uk/knowledge/employment-law/equal-pay/ (Accessed: 13 February 2025).
CIPD (2024) 'Flexible working factsheet'. Available at: https://www.cipd.org/uk/knowledge/factsheets/flexible-working-factsheet/ (Accessed: 16 March 2025).
CIPD (2024) 'Health and safety at work'. Available at: https://www.cipd.org/uk/knowledge/employment-law/health-safety/ (Accessed: 8 March 2025).
CIPD (2024) 'Managing flexible working requests'. Available at: https://www.cipd.org/uk/knowledge/guides/managing-flexible-working-requests-guide/ (Accessed: 5 March 2025).
CIPD (2024) 'Maternity and paternity rights'. Available at: https://www.cipd.org/uk/knowledge/factsheets/maternity-paternity-rights-factsheet/#maternityrights (Accessed: 27 February 2025).
CIPD (2024) 'Recruitment and the law'. Available at: https://www.cipd.org/uk/knowledge/employment-law/recruitment/ (Accessed: 16 March 2025).
CIPD (2024) 'Recruitment and the law'. Available at: https://www.cipd.org/uk/knowledge/employment-law/recruitment/ (Accessed: 16 March 2025).
CIPD (2024) 'Redundancy'. Available at: https://www.cipd.org/uk/knowledge/employment-law/redundancy/ (Accessed: 14 February 2025).
CIPD (2024) 'Redundancy'. Available at: https://www.cipd.org/uk/knowledge/employment-law/redundancy/ (Accessed: 14 February 2025).
CIPD (2024) 'TUPE: Transfer of undertakings'. Available at: https://www.cipd.org/uk/knowledge/employment-law/tupe/ (Accessed: 20 March 2025).
CIPD (2024) 'TUPE: Transfer of undertakings'. Available at: https://www.cipd.org/uk/knowledge/guides/tupe-guide/ (Accessed: 21 February 2025).
Daniels, K. (2022) Introduction to Employment Law. Fundamentals for HR and Business Students (6 ed.). London: CIPD
De Mars, S. (2020) 'Brexit next steps: The Court of Justice of the EU and the UK'. House of Commons Library. Available at: https://commonslibrary.parliament.uk/brexit-next-steps-the-court-of-justice-of-the-eu-and-the-uk/ (Accessed: 6 February 2025).
East of England Ambulance Service NHS Trust v Flowers (2014). Employment Appeal Tribunal. Available at: https://www.gov.uk/employment-appeal-tribunal-decisions/mr-n-flowers-and-others-v-east-of-england-ambulance-trust-ukeat-0235-17-joj (Accessed: 1 March 2025).
EHRC (2015) 'Employment: Statutory Code of Practice'. Available at: https://www.equalityhumanrights.com/equality/equality-act-2010/codes-practice/employment-code-practice-0 (Accessed: 16 February 2025).
EHRC (2015). Equality Act Code of Practice. Available at: https://www.equalityhumanrights.com/equality/equality-act-2010/codes-practice (Accessed: 1 March 2025).
Employment Rights Act 1996. Available at: https://www.legislation.gov.uk/ukpga/1996/18/contents (Accessed: 11 February 2025).
Enderby v Frenchay Health Authority and Secretary of State for Health [1993] IRLR 591, European Court of Justice, cited in Daniels (2022).
Equality Act 2010. Available at: https://www.legislation.gov.uk/ukpga/2010/15/contents (Accessed: 10 March 2025).
Equality and Human Rights Commission (2010) 'Employment Statutory Code of Practice'. Available at: https://www.equalityhumanrights.com/sites/default/files/employercode.pdf (Accessed: 22 January 2025).
Equality and Human Rights Commission (2024) 'Employment Code of Practice'. Available at: https://www.equalityhumanrights.com/equality/equality-act-2010/codes-practice/employment-code-practice-0 (Accessed: 16 March 2025).
Etam plc v Rowan [1989] IRLR 150, Employment Appeal Tribunal, cited in Daniels (2022).
European Union (Withdrawal) Act 2018. Available at: https://www.legislation.gov.uk/ukpga/2018/16/contents (Accessed: 24 February 2025).
European Union (Withdrawal) Act 2020. Available at: https://www.legislation.gov.uk/ukpga/2020/1/contents (Accessed: 8 March 2025).
Flexible Working Regulations 2014. Available at: https://www.legislation.gov.uk/uksi/2014/1398 (Accessed: 18 February 2025).
G4S Cash Solutions (UK) Ltd v Powell (2016). UKEAT/0243/15 162, Employment Appeal Tribunal, cited in Daniels (2022).
Gov.uk (2023) 'A research paper on employer perceptions and the impact of employment regulation'. Available at: https://www.gov.uk/government/publications/a-research-paper-on-employer-perceptions-and-the-impact-of-employment-regulation (Accessed: 9 February 2025).
Gov.uk (2024) 'Holiday entitlement rights'. Available at: https://www.gov.uk/holiday-entitlement-rights (Accessed: 12 February 2025).
Gov.uk (2024) 'Redundancy rights: Redundancy pay'. Available at: https://www.gov.uk/redundancy-your-rights/redundancy-pay (Accessed: 25 February 2025).
Health and Safety at Work Act 1974. Available at: https://www.legislation.gov.uk/ukpga/1974/37 (Accessed: 2 February 2025).
Lewis v Motorworld Garages Ltd [1986] ICR 157 183, Employment Appeal Tribunal, cited in Daniels (2022).
Maternity Action (2025) 'Maternity Rights and Support'. Available at: https://maternityaction.org.uk/ (Accessed: 15 March 2025).
Maternity Leave Regulations 1999. Available at: https://www.legislation.gov.uk/uksi/1999/3312/contents (Accessed:  28 February 2025).
National Minimum Wage Act 1998. Available at: https://www.legislation.gov.uk/ukpga/1998/39/contents (Accessed: 4 March 2025).
People Management (2023) 'Constructive dismissal guide'. Available at: https://www.peoplemanagement.co.uk/article/1743377/constructive-dismissal-guide (Accessed: 11 March 2025).
People Management (2025) ‘Employment law: What to expect in 2025’. Available at: https://www.peoplemanagement.co.uk/article/1901051/employment-law-expect-2025 (Accessed: 16 February 2025).
Shared Parental Leave Regulations 2014. Available at: https://www.legislation.gov.uk/ukdsi/2014/9780111118856 (Accessed: 16 February 2025).
Sutherland, E. v. London General Transport Services Ltd (2024). Employment Tribunal decision, Case No. 2303569/2022. Available at: https://www.gov.uk/employment-tribunal-decisions/e-sutherland-v-london-general-transport-services-ltd-2303569-slash-2022 (Accessed: 17 February 2025).
Trade Union and Labour Relations (Consolidation) Act 1992. Available at: https://www.legislation.gov.uk/ukpga/1992/52/contents (Accessed: 8 March 2025).
Transfer of Undertakings (Protection of Employment) Regulations 2006. Available at: https://www.legislation.gov.uk/uksi/2006/246/contents (Accessed: 4 February 2025).
TUC (2023) 'Collective voice: How the Employment Rights Bill could boost trade union presence at work'. Available at: https://www.tuc.org.uk/blogs/collective-voice-how-employment-rights-bill-could-boost-trade-union-presence-work (Accessed: 3 March 2025).
TUC (2023) 'General Council Report 2023'. Available at: https://www.tuc.org.uk/research-analysis/reports/general-council-report-2023 (Accessed: 17 March 2025).
TUC (2023) 'How Ford’s Striking Women Drove Equal Pay Act'. Available at: https://www.tuc.org.uk/workplace-guidance/case-studies/how-fords-striking-women-drove-equal-pay-act (Accessed: 2 March 2025).
Uber BV and others (Appellants) v Aslam and others (Respondents) (2021). UK Supreme Court, Case No. UKSC/2019/0029. Available at: https://www.supremecourt.uk/cases/uksc-2019-0029 (Accessed: 3 March 2025).
Western Excavating (ECC) Ltd v Sharp [1978] IRLR 27, Court of Appeal. Available at: https://www.bailii.org/uk/cases/UKCA/1978/27.html (if available) (Accessed: 29 February 2025).
Whitehouse v Chas A Blatchford & Sons Ltd (1999) IRLR 492 211, Employment Appeal Tribunal, cited in Daniels (2022).
Working Time Regulations 1998. Available at: https://www.legislation.gov.uk/uksi/1998/1833/contents/made (Accessed: 4 March 2025).
image1.png




image2.png




