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Email 1 (AC 1.1)
[bookmark: _Hlk190909443]One of the areas of UK law that is changing at the fastest pace is employment law. The introduction of legislation under each government has steadily increased during the last 50 years. (Daniels, 2022)
Employment regulation aims to establish a fair and equitable workplace for both employers and employees.
Armstrong and Taylor (2023) believes, one of the fundamental objectives is to ensure fairness and justice within the employment relationship. This involves creating a balanced framework that protects the rights of employees while allowing employers to manage their businesses effectively.
Employment rules are designed to protect employees from unfair treatment and discrimination. The regulations ensure that every employee, from various backgrounds or characteristics, has access to fair treatments and provide a procedure for managing complaints (Daniel, 2022). 
Furthermore in addition to fairness, another critical aim of employment regulation is of course to promote health and safety in the workplace. Armstrong and Taylor (2023) also highlights that legal requirements compel employers to maintain safe working conditions, thereby minimising the risk of accidents and occupational illnesses. This not only safeguards employees but also enhance overall productivity by reducing downtime caused by workplace incidents.
Another points by Daniels (2022) is that employment rules set minimum requirements for working conditions including factors such wages, working hours, paid and unpaid leave entitlements. These criteria are crucial in maintaining a minimum degree of financial security and work-life balance as well as in avoiding worker exploitation.
Furthermore, Employment regulations also help to define the rights and duties of both employers and employees. By establishing clear rules, these laws assist in avoiding misunderstandings and disputes, promoting a more peaceful workplace atmosphere.
Polkey v A.E. Dayton Services Ltd (1988) is a well-known case demonstrating the need of employment protection; the House of Lords decided that, even if the result would probably be the same, an employer must follow a reasonable process before terminating them. This case reinforced the ideas that procedural justice is absolutely important in employment law and that employers have to provide employees the chance to take action before deciding on a termination (Daniel, 2022). This example shows how employment regulations safeguard employees while also providing employers with clear guidelines on legal and ethical practices. By paying attention to such regulations, organisations can prevent legal disputes, promote fairness and maintain a positive working environment.
[bookmark: _Hlk191753784]However, on the other hand, while having a wide range of employment legislation is important, it does not always guarantee fair treatment of employees. Although illegal actions by an employer incur penalties, it does not always prevent future illegal occurrences (Daniels, 2022).


Email 2 (AC 1.2)
[bookmark: _Hlk191753862]The European Union (Withdrawal) Act 2018 established the concept of retained EU law when the UK left the European Union on 31 December 2020 (CIPD, 2024e).
This ensures continuity and legal certainty by retaining EU legislation and ECJ case law as they existed at the end of the transition period. However, the Supreme Court UK now has the power to change these laws; for example, the Working Time Regulations 1998, based on the EU working time directives, set a 48-hour working week limit (with an opt-out option). While the UK was in the EU, it couldn’t change this limit; now it can (Daniels, 2022). Consequently, ECJ judgments made before this date remain binging on UK courts, maintaining their status as good law.
Consider a situation in which an organisation in the United Kingdom terminates an employee without completing the correct procedures.  The employee claims pre-Brexit ECJ rules on unfair dismissal in support of their claim of unfair dismissal. In this instance, UK courts would use the retained ECJ rules to evaluate the fairness of the dismissal process. However, if a higher UK court concludes that compliance with the ECJ precedent conflicts with UK legal principle or current policies It can decide to depart from the retained EU case law, subject to meeting all of the criteria established under the 2023 Act.
If an internal issue cannot be settled, ACAS (Advisory, Conciliation, and Arbitration Service) can mediate it before it reaches the Employment Tribunal. An independent, government-funded agency, ACAS advises employers, employees, and their representatives on employment rights, best practices, and conflict resolution for free. If a resolution fails, ACAS helps claimants file a tribunal claim (ACAS, 2024a).
UK employment tribunals are the main forum for employer-employee disputes. They handle complaints related to employment status breaches, such as wrongful dismissal, discrimination, equal pay, and unlawful salary deduction. 
In order to guarantee justice in the workplace, tribunals evaluate evidence, consider relevant laws, and provide enforceable decisions (CIPD, 2024e).
If parties are not satisfied with a tribunal’s decision, they may appeal to higher courts, such as the Employment Appeal Tribunal and subsequently to the Court of appeal or the Supreme Court, on points of law. These appeals courts assess employment laws and set guidelines for lower courts and tribunals (Taylor and Woodhams, 2022).


Email 3 (AC 2.1)
Understanding occupational requirements within discrimination law is essential for fair and legal recruiting and selection process. 
The Equality Act 2010 prohibits discrimination based on sex, color, disability, age, sexual orientation, religion or belief, gender assignment, marriage and civil partnership, pregnancy, and maternity (EHRC, 2020). 
Discrimination can occur in various forms:
· Direct Discrimination: treating someone less favorably because of protected characteristics.
Indirect Discrimination: When an unfair rule put in pace that disadvantages candidates from protected characteristics 
Harassment – Creating an offensive work environment for candidate.
Victimisation - Act for punishing staff members in some form for using their rights guaranteed by the Equality Act 2010 (Daniels, 2022).
Organisations must avoid these forms of discrimination in the recruitment and selection processes. This includes posting job advertisement, interviewing applicants, and hiring.

An occupational requirement (OR) allows an employer to stipulate that a job must be carried out by someone with a specific protected characteristic, such as sex, but only in very limited circumstances. According to the Equality and Human Right Commission’s (EHRC) employment Statutory Code of Practice, an OR is applicable when the requirements crucial to the Job’s nature or context, The Characteristic must be fundamental to the role’s duties or the environment in which it is performed. The application of the requirement is proportionate. It has been put in place for a sound and justifiable business reason.  There must be legitimate aim, and playing the requirement must be proportionate means of achieving the aim (CIPD, 2024g). For Example, the requirement for a female nurse in a women’s health clinic, Gynecology or sexual health services, where patient may request treatment from a female practitioner for cultural or religious reasons. This would be a lawful occupational requirement under the Equality Act 2010, as it is a proportionate means of achieving a legitimate aim (EHRC, 2020a).

Specifying that a receptionist must be female based on preferences or stereotypes is not a legitimate OR and may be discriminatory.
If you believe it is essential to implement an Occupational requirement to a vacancy It is advised to:
Conduct a thorough assessment, evaluate whether the specific protected characteristic is essential for the job duties or the context which it is performed.
Document justifications, maintain clear record outlining the reasons for implementing an OR, ensuring they align with the criteria set out in the Equality Act 2010 (EHRC, 2015).
Seek legal advice, when in doubt, consult legal professional or refer to authoritative sources such as the EHRC’s employment statutory Code of Practice for Guidance,
By adhering to these principles and carefully considering the application of occupational requirements, we can ensure our recruitment and selection processes are both fair and compliant with discrimination law.


Email 4 (AC 2.2)
As an employer we must adhere to the Equality Act 2010 regulations, meaning men and women must get equal pay for doing the same work.
By Equal work we mean:
Like work – jobs and skills are the same or similar
[bookmark: _Hlk191153318]Work rated as equivalent – undergone the Job evaluation process and the result were equal because of the same level of skills and responsibility
Work of Equal Value – Works are not similar but have the equal value in regards to level of skills, responsibility and working conditions (ACAS, 2024b).
Upgrading only male employees in a predominantly female workforce could lead to perception of unequal treatment and potential legal challenges under the Equality Act 2010.Still, there are certain circumstances where differences in pay are permitted. Pay variations for similar work may be justified is an employee has higher qualification, possess essential skills, or if the role is difficult to fill. Location of the job cand also be another factor, such as in London, where the cost of living is higher. Additionally, difference in pay may arise due to varying shift patterns such as those involving unsociable hours (ACAS, 2024b).
Please be advised if the pay upgrade is granted to the two male employees, female employees may have grounds to file a claim and take the matter to an employment tribunal at any time, whether they are still employed or within six months of leaving. If the tribunal rules in their favour, they would be entitled to the same pay and terms and conditions as the two male employees, along with potential back pay for any pay disparities (Daniels, 2022).
I advise the following actions if one wants to proceed in a just and legally compliant way:
Conduct a formal job evaluation to determine whether responsibilities and contributions of these two employees warrant an upgrade compared to their colleagues ensures that the decision is based on objectives factors rather than gender (NHS Employers, 2024).
Reviewing existing pay structure to assess whether there are any gender disparities in similar roles, this will help demonstrate that the upgrade is based on merit and job requirements rather than unintended discriminations (EHRC, 2020).
Establish clear promotion and pay progression criteria that are fair, transparent and accessible to all healthcare assistants. if these two employees meet specific criteria, it should be clear that others in similar roles have the same opportunities for advancement.
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Changing an employee’s contract, especially concerning working hours, carries Significant legal implications. Unilateral changes can lead to claims of constructive dismissal if not handled appropriately (Daniel, 2022).
Constructive dismissal occurs when an employee resigns due to a fundamental breach of contract by the employer, effectively being forced to leave.
An employee still has to be qualified to seek constructive unjust discharge. By proving that the employer has breached the contract; and is a major or fundamental breach of contract; they responded by ending their employment and did not wait to resign (CIPD, 2024a).
Changing existing contractual terms typically requires mutual agreement, except for minor adjustments, even if a contract includes variation clauses, significant changes that negatively impact employees still require consent. 
If the changes are necessary for the organisation, employer must consider the following options: 
employers should engage in meaningful consultation with employees before implementing changes. Achieving mutual agreement is crucial to avoid breaching contractual terms (Daniel, 2022).
employers should review contracts for flexibility clauses allowing changes. However, such clauses must be exercised reasonably and should not contradict implied terms of mutual trust and confidence (CIPD, 2024a).
changes should be reasonable and justifiable, balancing operational needs with employees’ personal circumstances
Saying that, Working Time Regulations allows some changes to fit a heath Bord’s demands. Changes are possible with a ‘relevant agreement’: A signed workforce agreement between both parties, A collective agreement between trade union and employers or an employments contract (ACAS, 2024).
If the above wasn’t followed upon the changes and before the employee resignation (the resignation must be in a timely manner; delaying in resignation too long may be considered acceptance of the new terms) and has been employed for two continuous years, then the employee may have a case for constructive dismissal based on breach of employment contract. In this case, employees have a limit of three months, minus one day from their resignation day, to submit a claim to the employment tribunal. If they miss the deadline, it is unlikely that the employment tribunal will hear the case, unless there are exceptional circumstances (CIPD, 2024a. People Management, 2017).
To maintain compliance with employment law and prevent future claims, it is advised to consult a legal advisor before making unilateral changes (CIPD, 2023).
Employers can handle contractual changes efficiently by adhering to these recommendations, minimising the risk of constructive dismissal claims and fostering a fair work environment.
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Redundancy process by focusing on the lowest performers and reducing consultation requirements entails a comprehensive examination of legal duties and best practices.
While the urgency of the proceed is understandable, it’s imperative to adhere to legal requirements to mitigate potential law risk.
Under The Employment Rights Act 1996 and the Trade Union and Labour relations (Consolidation) Act 1992 employer have a legal obligation during redundancy procedures in the UK (Daniel, 2022).
Employers must engage in meaningful consultation with affected employees. For redundancies involving 20 or more employees within 90 days, Since NHS is in partnership with trade unions, collective consultation within recognised trade union is mandatory This process should commence at least 30 days before the first dismissal (CIPD, 2024d).
The selection process must be objective, transparent, and non- discriminatory. Relying solely on performance metrics without a fair and consistent assessment could lead to unfair dismissal claims (ACAS, 2024f).
Employees are entitled to statutory notice periods and redundancy payments based on their length of service (ACAS, 2024g).

Employees have specific rights during redundancy: 
· They must be informed about the reasons, number of roles affected and selectin criteria (ACAS, 2024g).
· Employees have the right to be accompanied by a trade union representative during consultation (Daniel, 2022).
· Employers must explore suitable alternative roles within the organisation to mitigate redundancies (Daniel, 2022).
By following the recommended steps below, the NHS trust can ensure compliance, fairness transparency while reducing legal risk and maintaining organisational integrity:
· Engage with Trade unions since the NHS trust recognises Trade unions, Early discussion should outline redundancy proposals and foster collaboration (Daniel, 2022)
· Develop fair selection criteria Avoid selecting employees solely based on performance and ensure clear objective criteria such as skills and experience (ACAS, 2024g).
· Conduct meaningful consultations-engage in both collective and individual consultations to discuss the process, explore alternatives and address concerns (CIPD, 2024e).
· Offer supports services- provide affected employees with counselling and placement support (CIPD, 2024e)
· Offering a voluntary redundancy package and seeking volunteers may avoid compulsory redundancies (CIPD, 2024e).
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Under the Transfer of Undertakings (Protection of Employment) regulations 1981 (TUPE), all employees' contractual rights of an organisation who are transferred to a new owner are protected, including continuity of service, contract of employment, trade union recognition, and all rights and obligations in their contract of employment. 
Employees who are assigned to our Health board pharmacy operation will have their employment contract automatically transferred to our trust under the same terms and conditions, this includes salary, working hours, leave entitlement and contractual benefit (Daniels, 2022).
All employee from the other Pharmacy will automatically be transferred to our trust and we cannot choose which employee from the other pharmacy operation can be transferred. Both old and new employees should be kept informed and consulted 30 days before the transfer plans. We must provide detailed information regarding transfer date, implications, any changes planned before the transfer (ACAS, 2024i).
Employers cannot change employee contractual terms or dismiss old employees solely due to the transfer unless, there is a valid Economic, technical or organisational (ETO) reason and with employee’s agreement. Any dismissal relate to transfer without ETO grounds may be considered automatically unfair dismissal (Daniels, 2022).
The new employee can refuse to transfer to the new employer; however, they cannot claim any Redundancy pay or Unfair dismissal (ACAS, 2024i).
Occupational pensions don't transfer. However, the transfer will move any contractual responsibility to pay into the employee's preferred pension system.
As the new employer we can only amend contracts after a TUPE transfer if one of the following applies: 
Improve staff benefits like holiday pay
A contract clause lets the employer change
There is an economic, technological or organisational (ETO) justification for a     workforce shift, such as restructuring (ACAS, 2024i).
TUPE provisions preserve employees' terms and conditions indefinitely.
Our organisation must ensure full compliance with TUPE obligations, including engaging with trade unions, providing transparent communication, and assessing workforce integration challenges.


Email 8 (AC 4.1)
[bookmark: _Hlk191992369]Under the Working Time Regulations 1998(WTR), all employees, including Bank staff, are entitled to statutory Holiday leave and pay. This applies even if they do not have set working hours or a fixed contract. Employees are entitled to 5.6 weeks (28 days) of paid annual leave per year, Pro -rated for those who work irregular hours (ACAS, 2024d).

For workers work without fixed hours or pay, such as bank staff and when needed. Bank employees are not required to work minimum hours or take jobs. However, they are still employees and have the same rights as any other employees within the health board such as: Minimum wage, leave entitlement, rest break, etc. (CIPD, 2024g).

Bank staff accrue holiday pay based on the hours they work, and they cannot be paid in lieu of statutory leave except when leaving employment.

Recent legal rulings, including the Harper Trust v Brazel (2022) case, have clarified that holiday pay must be based on the average earnings over the previous 52 weeks, excluding any weeks where no work was performed. The case concerned a part-time music teacher with a zero-hour contract who was underpaid for holiday leave (Employment Case study, 2022. CIPD, 2024h).

This means that for bank staff who work irregular hours, holiday pay should reflect their actual earnings rather than fixed percentage method, which was previously common but is no longer lawful.

To ensure compliance: Use the 52-week earning method, Employers should take the worker’s weekly average pay over the last 52 paid weeks, ignore any weeks with no earnings (ACAS, 2024i).
Apply holiday pay to all workers, even those on casual or zero-hour contracts must receive holiday pay calculated fairy (Daniel, 2024).

Rolled-up holiday pay refers to the practice of including an additional amount in workers regular pay to cover holiday entitlement, rather than providing paid time off, As of 1 April 2024, this practice is permissible under specific conditions such as the holiday pay must be shown as a separate payment on the payslip.
The rolled-up holiday pay should be calculated at a rate of at least 12.07% of the worker’s total pay in each pay period. This percentage is derived from the statutory entitlement of 5.6 weeks’ holiday divided by the total working weeks in a year.
(ACAS, 2024e).
To ensure compliance with legal requirements and promote fair treatment you should:
· Maintain an accurate record of all hours worked and corresponding holiday pay calculations.
· inform all bank staff about their holiday entitlements and hos their holiday pay is calculated.
· regularly review and update holiday pay policies to align with current legislation and ACAS guidance.

Email 9 (AC 4.2)

[bookmark: _Hlk191410935][bookmark: _Hlk191411013]The decision between Maternity Leave and Shared Parental leave (SPL) depends on your family’s needs regarding caregiving, flexibility and financial factors. It is advisable to discuss the most suitable arrangements with your partner before deciding.
Maternity leave (ML) consists of:
Ordinary Maternity Leave (OML) – The first 26 weeks. If you return during this period, you have the right to return to your exact role.
Additional Maternity Leave (AML) – The next 26 Weeks after OML. If returning after AML, your employer must offer the same role or, if not practicable, a suitable alternative with similar terms and conditions (CIPD, 2024c).
Key points to consider:
The earliest you can start ML is 11 weeks before your due date (stated on your MAT B1 certificate).
If pregnancy related illness occurs within four weeks before your due date, ML may start earlier.
If your baby is born early, your ML starts the day after childbirth.
You must notify your employer at least 15 weeks before your due date, though earlier notification allows paid time off for antenatal appointments and maternity health and safety rights.
Statutory Maternity Pay (SMP)- paid for 39 weeks. The first 6 weeks at 90% of your average weekly earnings, followed by 33 weeks at £187.18 per week or 90% of earning, whichever is lower.
A minimum of 2 weeks leave is mandatory following childbirth.
Shared Prenatal Leave (SPL)
SPL allows eligible parents to share up to 50 weeks of leave and 37 weeks of pay, taken simultaneously or separately in up to three blocks for flexibility (Maternity action, 2025).
Eligibility requirements:
To be eligible to take SPL the employee must be eligible to take SAL or SML, or be entitled to Statutory Maternity Pay (SMP), Statutory Adoption Pay (SAP) or Maternity Allowance (MA).
One parent must have worked for their employer for 26 weeks by the 15th week before the due date and still be employed at the start of SPL.
The other parent must have earned at least £30 per week in 13th of the previous 66 weeks.
[bookmark: _Hlk192105773]Statutory Shared Parental Pay (ShPP) is equal to SMP but shared between both parents. If SMP OR SAP has been used, ShPP entitlement is reduced (Daniels, 2022).
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[bookmark: _Hlk191233269][bookmark: _Hlk191219136]As of April 2024, UK legislation grants all employees the right to request flexible working arrangements from the commencement of their employment, eliminating the previous requirement of 26 weeks of continuous service (Legislation.gov.uk, 2024).
This includes multiple types of flexibility, including remote working, working from home, and job sharing.
Employees have a legal right to request changes in their work arrangements. Employers must follow procedures for statutory requests, but changes can also be discussed informally, as a simple conversation may suffice to reach an agreement (ACAS, 2024c).
Employers are obligated to consider such request in a reasonable manner and must respond within a two-month timeframe. If employer accept the request, they must confirm changes, start date, and update contract within 28 days. (gov.uk, n.d.)
However, employers can reuse request based on specific business grounds, such as:
· The burden of additional costs
· Detrimental effect on the ability to meet customer demand
· Inability to recognise work among existing staff.
· Inability to recruit additional staff
· Detrimental impact on quality
· Detrimental impact on performance
· Insufficiency of work during the periods the employee proposes to work
· Planned structural changes (Daniel, 2022).
Although the law allows employees to ask for flexible working, it does not guarantee them an automatic right to such arrangements. Employers still have the authority to refuse requests if they can prove that the suggested arrangement would negatively impact business operations. In this situation. Worries about a possible drop in service quality or the difficulties in overseeing various flexible work arrangements are valid points to consider.
To address the administrative officer’s request effectively and mitigate potential repercussions:
· Assess how the proposed working pattern impacts team performance, service delivery, and workload distribution.
· Engage in consultation with the employee to discuss feasibility and explore alternative solutions that meet organisational needs.
· Conduct a policy review to ensure flexible working policies are transparent, equitable, and consistently applied to manage expectations and prevent similar requests.
· Train line managers on handling flexible working requests objectively and complying with legal obligations.
· Follow ACAS Code of Practice: handle requests reasonably, accept unless a genuine business reason exists, discuss alternatives, decide within 2 months, and avoid detriment to the employee based on their request (ACAS, 2024C). 
By adopting balanced approach that consider both the legal rights of employees and the operational requirements of our team, we can make informed decisions that uphold service quality while respecting individual’s needs.
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