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It has been three years since the  
right to request flexible working  
was extended to anyone who has 
worked for a business for more  
than 26 weeks.

Employers have had to acquaint themselves with the process for 
dealing with flexible working requests and making sure they give 
sound reasons if they decide to turn an application down.

Bosses are probably less familiar with the options available 
if a member of staff has switched to flexible working, but the 
arrangements are proving problematic and the business wants 
to revoke the agreement.

It is important to point out that if you have already agreed to 
flexible working, then the new arrangements generally constitute 
a permanent change to that person’s contract.

Given this, if you have some concerns about whether the hours 
the employee wants will work in practice, it would be best to 
agree that flexible working will be available on a temporary or 
trial basis. This will give you far more options at a later date.

If no such proviso was made when the arrangements were 
agreed, then you should set up a meeting to discuss possible 
solutions with the employee in question.

Bear in mind that you will need sound business reasons as to 
why you want to change the terms and must show that there 
aren’t other options, such as reallocating work.

Most crucially, if the change to a contract was permanent then 
you must not make a unilateral change. This will leave you 
exposed to a possible claim from your employee for breach of 
contract or possibly constructive dismissal.

If you would like advice about flexible working 
arrangements please call Hethertons employment 
team on 01904 528 200 and speak to Jo or Gill.

Six months ago I agreed flexible 
working for one of my employees. I 

have tried my best to make it work, but 
worry about the impact it is having on 

my business. What are my options?


