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(AC 1.1) 
Employment law ensures that employees have a thorough understanding of their rights at work and sets clear expectations for employers regarding their staff (CIPD Nd). The primary goal of employment regulation is to promote fairness and equality in the workplace, which is accomplished through a range of employment laws and legal precedents (CIPD 2017). Evaluating social justice involves ensuring the protection, promotion, and enhancement of every individual's human right, as well as providing equal opportunities and essential resources for all to flourish. The emphasis of employment regulations should be on fostering social justice and nurturing a motivated, efficient, and appreciated workforce (Daniels 2022). 
Promoting fairness is the main goal of employment regulation. Enforcing employment regulations ensures that companies provide a fair and safe work environment for their employees, free from any kind of bias or unfair treatment. It is crucial for employers to ensure that they treat all employees fairly and without any bias or unfair treatment (CIPD Nd). Employment regulation ensures that penalties are enforced, and remedies are provided when laws and legal obligations are not being followed, offering clear guidelines. 
Addressing the challenges associated with the gig economy and the growing prevalence of casual jobs is a key focus of employment regulation. The gig economy thrives on the utilisation of temporary and part-time positions, which are often filled by independent contractors and freelancers instead of full-time permanent employees (Cockett 2023). Uber drivers, as independent contractors, enjoy greater flexibility in their work schedules, although they may face challenges when it comes to job security (Daniels 2022). The Supreme Court ruling in the Uber BV and others v Aslam and Others case has determined that Uber drivers are now recognised as workers, entitling them to receive minimum wage and holiday pay. 
Employment regulations play a crucial role in fostering fairness and social justice, fostering inclusivity across various industry sectors (Ali 2022). Efforts like WISE (Women into Science & Engineering) aim to foster equality and inclusivity in the fields of science and engineering, by challenging stereotypes and promoting women in these roles (WISE Nd).
(AC 1.2) 
Typically, employment cases are handled through the tribunal system. When contractual disagreements arise, the resolution may be determined through the Civil Court system (Ayling 2023a). Dealing with contractual disputes can be initiated at an early stage, regardless of how long the employee has been with the company. A tribunal's primary responsibility is to evaluate if an employee's or job applicant's rights have been violated (ACAS 2023). The tribunal will carefully analyse all the evidence presented by both the claimant (employee) and the respondent (employer) before reaching a decision. 
Employment appeal tribunals (EAT) play a crucial role in establishing the benchmarks for how the law is understood and implemented by employment tribunals going forward. The primary function of an EAT is to determine the interpretation of the law, rather than to impact the outcomes of cases or the settlement amounts (Taylor 2023). It is uncommon for cases to be brought to the Court of Appeal as the losing party typically bears the burden of paying the legal fees of the prevailing party. Every year, a limited number of appeals undergo scrutiny, and on rare occasions, the EAT decision is reversed. However, the court has the option to uphold the initial ruling made by the employment tribunal (Daniels 2022). 
Throughout its history, the civil court has dealt with numerous high-profile cases related to wrongful dismissal. Employees could pursue legal recourse in civil court for several reasons (Daniels 2022). There are instances where individuals are unable to seek legal recourse for unfair termination due to not meeting the required service duration. Additionally, there are situations where employers neglect to prioritise employee safety and welfare. Furthermore, there are cases of contract violations, such as changing terms without the employee's agreement (Taylor 2023). 
Appeals to the Supreme Court are only allowed in cases of significant public importance in the legal realm. The principles of the dispute will have a significant impact on a wide range of employers and employees, extending beyond those who are directly involved (Department for Business, Energy & Industrial Strategy (UK), 2019). The Supreme Court is the ultimate authority when it comes to matters of UK law. Starting from January 2021, the European Court of Justice no longer plays a formal role in the UK court system. However, the previous decisions made by the court are still valid in the UK and can only be altered by the Supreme Court (Taylor 2023).
(AC 1.3) 
The Employment Rights Act of 1996 provides comprehensive guidance on addressing and resolving issues that arise in the workplace (ACAS Nd). 
Early Conciliation
Before proceeding to an employment tribunal, an employee should file a formal complaint with ACAS. ACAS is available to help resolve workplace problems when both parties are prepared to seek it out and can create a mutually acceptable conclusion. ACAS achieves its goal by identifying the underlying cause of the problem and providing a forum for both parties to air their grievances (CIPD 2023). 
ACAS supports employers and employees in reaching an agreement before or during the employment tribunal. If the employee and employer are unable to reach an agreement, the tribunal will proceed until the judge issues a decision. During conciliation, the conciliator takes an impartial posture and advises both parties concerned. They can assess problems, suggest realistic solutions, and resolve disputes outside of the courtroom (ACAS 2022). If an agreement is reached, the employment tribunal hearing will be cancelled or ended. 
ET1 forms are used to file a claim with an employment tribunal, whilst ET3 forms are used to resolve an employee's claims of misconduct. ACAS permits the formation of a legally binding COT3 agreement with the employee. The ACAS officer will assist in obtaining a conclusion that both parties can agree on. The agreement will subsequently be recorded on the COT3 form (ACAS 2018). ACAS is available to assist both parties in completing the COT3 papers and formally establishing their conciliation agreement. Employees that sign COT3 agreements are given financial incentives (Ayling 2023).
Settlement Agreement
[bookmark: _Int_DiIxfeWH]Settlement agreements are typically used to end an employment engagement in a mutually agreeable manner. They are frequently utilised when an employer and employee believe that their job relationship is no longer viable and that a 'clean split' is the best way forward. In these cases, both parties can agree on the basis for ending the employment (ACAS 2018).
They can also be used to reach an agreed conclusion to a workplace dispute or issue which does not result in an end to the employment relationship.
According to Daniels (2022), a legally enforceable settlement agreement enables employees to waive specific employment tribunal claims in return for a lump sum payment. Participation in this process is completely voluntary, so parties are under no obligation to take part if they do not wish to (ACAS 2018). These negotiations to establish an agreement are conducted impartially.
[bookmark: _Hlk123122771](AC 2.1) 
The Equality Act 2010 offers legal protection against discrimination in the workplace and society, and Charlotte and Madeleine should follow the guidelines outlined below or they could potentially be faced with an employment tribunal claim. The act ensures that job applicants and existing employees are not discriminated against based on protected characteristics (Popat 2019). 
It is important to prioritise fairness and consistency when dealing with job applicants and employees, making sure that employment practices are consistently applied throughout their time with the company. Sex discrimination can occur when individuals are subjected to unfair treatment and disadvantages due to their gender or pregnancy (CIPD 2023). 
According to ACAS (2023), being treated unfairly due to a protected characteristic, such as sex or age, is classified as direct discrimination. 
There are three sorts of direct discrimination (ACAS 2023). 
1. These occur when a person with a protected trait is subjected to direct discrimination, often known as 'ordinary' discrimination (Daniels 2022). 
2. A person has a relationship with someone who possesses a protected feature, which is known as 'discrimination by association', such as a family member, friend, or co-worker (Armstrong 2023). 
3. 'Discrimination by perception' is another form of direct discrimination. It involves discriminating against someone based on a 'perceived' protected trait (Taylor 2022). For example, assuming someone is a specific age and discriminating against them because of it. 
Indirect discrimination occurs when a policy, practice, or rule has a disproportionate negative impact on certain individuals, even though it is applied to everyone. Examples of indirect discrimination can be seen in policies related to dress code in the workplace, unnecessary height requirements for certain roles, or the expectation for job applicants to have received education in the UK (ACAS 2023). 
In certain exceptional cases, an employer may be able to show that a candidate needs a specific protected feature to perform a specific job. This is considered an "occupational necessity" (Society & Culture 2023). In certain rare cases, it may be acceptable to consider "positive action during recruitment" in accordance with the law. This happens when an employer takes advantage of a protected feature to choose one person over another (ACAS 2023). 
(AC 2.2) 
The Equality Act 2010 covers the principles of equal pay, previously this was covered under the Equal Pay Act 1970 (Taylor 2022). It is important to note that there is a legal requirement for equal pay between women and men for work of the same, similar, equivalent, or equal value (ACAS 2024). 
Crumbly Cakes should implement key strategies to ensure effective protection against an equal pay claim from Cat. Firstly, if Cat and Kit are not doing an equal amount of work (CIPD 2024). There are several factors to consider when distinguishing between various aspects, such as the timing of work, level of expertise, level of authority, and additional tasks. In addition, the variation in salary can be attributed to a crucial factor that does not involve any form of gender bias (Daniels 2022). Crumbly Cakes should carefully analyse the factors and demonstrate that they are the genuine reasons behind any pay disparities, rather than being a result of discrimination. 
If presented with an equal pay case from Cat, a tribunal has two options for resolution: declaration or compensation. The tribunal may issue a declaration regarding the Cat's and Crumbly Cakes' rights in connection with the claim, such as the possibility of adjusting the Cat's compensation to match that of Kit. If Cat succeeds, she may be entitled to compensation that includes an equality clause in the contract of employment, providing fair pay in comparison with her competitors (ACAS 2024). Employees will also be eligible for back pay for up to six years following the adoption of the equality clause, with the prospect of obtaining interest on that back pay. 
Crumbly Cakes should conduct equal pay reviews to proactively address any potential equal pay concerns to ensure fairness and equity. The approach to evaluating the payment systems should be carefully planned. It is important to consider the roles that require similar levels of skill and background and gather and analyse salary data to uncover any disparities in compensation across all aspects of pay (Cotton 2023). Charlotte and Madeleine should respond in a reasonable time, either acknowledging that there is pay discrimination and taking steps to put this right, opposing the selection of the comparator (Kit), or offering some meaningful reason or justification for why Cat's wages and benefits are different (ACAS 2024). 

(AC 3.1) 
Employee redundancy happens when businesses are obliged to reduce personnel numbers to which they may receive redundancy pay and notice periods. Redundancy should be based on reasonable factors, such as experience or job ability. Age, gender, disability, and pregnancy are not considered, and such a condition could constitute an unfair dismissal (Ayling 2024). 
Employees with one month to two years of service must be given at least one week's notice, one week for each year of service between two and twelve years, and twelve weeks for those with twelve years or more. Employers may provide more than the required minimum, but not less (CIPD 2024). 
An employee's redundancy pay is based on their age and duration of employment (Gov.uk). 
	From age 41 - 1.5 week's pay for each full year worked 

	Between ages 22 and 40 - 1 week's pay for each full year worked 

	Between ages 17 and 21 - half a week's pay for each year worked 



If Employees are receiving payment in lieu of notice (PILON), then the dismissal date is the date it takes place. PILON can only occur if it is agreed in the contract of employment receive their hypothetical termination date after serving their statutory notice period (ACAS 2024). Redundancy pay may be affected if the worker has worked for their employer for an additional year, so the hypothetical termination day dismissal date is important.
From 6 April 2024, the weekly pay is capped at £700, and the maximum statutory redundancy pay that can be received is £21,000 (ACAS 2024). 
Angelica gets 1.5 weeks at her present rate after eight years. £8,400 = 700 x 8 x 1.5. The contract only requires two weeks' notice, but she is entitled to remuneration for the entire period (Daniels 2022).
For five years of service, Saffron receives one week's pay. Since her weekly wage is inside the cap, this calculation should be £1,750. Despite her two-week contract, she has a statutory right to notice after five years.
Despite having a two-week notice period specified in their contract, Chip, Cherry, Reese, and Carmel are not eligible for statutory redundancy pay because they have worked for less than two years. Nonetheless, under their contract, they must be given two weeks' notice. If you ignore the contract notice time, you could be in breach of the contract and face claims of unfair dismissal. Therefore, the computation should be made as follows: £9 x 25 hours = £225 divided by 2 for the half week x 2 weeks as stipulated in the contract = £450 each.
When managing a redundancy process it is essential to ensure fairness by following key principles. 
Crumbly Cakes should give as much early communication as possible, though it is not required to conduct collective consultation due to the number of employees involved; nonetheless, individual meaningful consultation is required by law (CIPD 2023). Employees should be able to be accompanied during their individual consultations. A companion might be helpful since they can provide support. There should be objective, non-discriminatory selection criteria. Crumbly Cakes has additional restaurants; thus, it is recommended that you give acceptable alternative work with the company if available. After investigating all other possibilities, redundancy should be considered as a last resort (ACAS 2024). You must ensure that employees get the appropriate notice periods and give the affected employees written notification of the redundancy pay computation.
(AC 3.2) 
The Transfer of Undertakings (Protection of Employment) regulations 2006, known as TUPE, address employment laws relating to business transfers. There are procedures in place to protect workers if the company's ownership changes, although this protection is limited to the United Kingdom (ACAS Nd). 
Two factors must be considered for Charlotte and Madeleine to evaluate TUPE eligibility. Are there reliable transferable financial entities? Does the transfer preserve the economic unit's identity? Business transfers include mergers, asset sales, partnership or sole proprietorship transactions, and franchise modifications (Armstrong 2023). 
TUPE applies because Crumbly Cakes is being transferred to Peachy Desserts Ltd. (ACAS 2021). 
TUPE transfers all employees to Peachy Desserts Ltd., which assumes Crumbly Cakes' obligations, rights, and liabilities. A change in employment requires Peachy Desserts Ltd. to resolve tribunal claims (Department for Business, Energy, and Industrial Strategy (UK), 2014). An employee may claim wrongful dismissal if the relocation makes them redundant. Peachy Desserts Ltd. instantly takes over the employee's contract. 
Peachy Desserts Ltd. must receive crucial employee information from Crumbly cakes 28 days before the transfer. Peachy sweets Ltd. may benefit from providing this information in writing to meet their responsibilities by including all necessary data (CIPD 2022). To avoid paying affected employees, provide accurate information. 
Only when there is an "economic, technological, or organisational" (ETO) reason for a workforce shift—like the necessity for organisational restructuring—or when terms and conditions improve—like raising holiday entitlement—may Peachy Desserts Ltd modify them (Daniels 2022). For an unlimited amount of time, terms and conditions are protected by TUPE rules. Ten years later, If Peachy Desserts Ltd want to alter terms and conditions, they must have a worthy cause that has nothing to do with the transfer (CIPD 2024). The terms and conditions following a TUPE transfer will be different from those of the current employees of the new Peachy Desserts ltd. Terms and conditions may be "harmonised" by new employers, but only if doing so makes them better. 
Instead of changing contracts on the same terms and conditions as another area of the business, Charlotte & Madeleine should conduct individual consultations with affected employees. Discuss the suggested modifications, listen to their concerns, and look for mutually acceptable alternatives. If several employees are affected, use collective consultation processes. Consult with employee representatives (such as trade unions) before making any changes (CIPD 2024). Consider providing additional benefits or compensation arrangements to employees to mitigate any negative impact from contract revisions.
Any changes must be communicated to impacted employee representatives, and any future operations that may affect employees should be reviewed with representatives from the current or another employer (Daniels 2022). Employees who fail to seek adequate consultation may face a tribunal award of up to 13 weeks' full pay. 

(AC 4.1) 
Charlotte and Madeleine have a responsibility to make sure their employees receive the National Minimum Wage, which is a minimum hourly rate required by law. The rates for the National Living Wage (for individuals aged 21 and over) and the National Minimum Wage (for individuals who have reached at least school leaving age) are updated annually on 1 April (ACAS 2024). 
Charlotte and Madeleine should be cautious when handling statutory pay to avoid potential penalties from HMRC or a tribunal, as stated by HM Revenue & Customs (2014). Failure to comply with the regulations can result in significant consequences, including a hefty fine of £3000 for insufficient record-keeping. It is important to be aware that there is a £3000 penalty that can be imposed for making incorrect statutory wage payments due to negligence or deceit. Furthermore, failing to provide employees with essential payslip information can result in daily fines.
[bookmark: _Int_horoaWbC]Charlotte and Madeleine have a legal obligation to provide all employees and workers with a detailed payslip. Ensuring that employees or workers receive their payslips by the payment date is crucial. It is important to ensure that the payslip includes all the essential information, such as the tax code, national insurance deductions, student loan repayments, pension contributions, and total payment for the pay period (ACAS 2024). There are various options available for receiving payslips like receiving them as email attachments, accessing them online, or receiving a physical paper document. 
The statutory rates of pay encompass a range of factors related to work, including provisions for family-friendly policies, parental bereavement, redundancy, and sick leave (SSP) (ACAS 2024). 
Charlotte and Madeleine should reconsider their approach and make sure that the sales assistants are being paid the National Minimum Wage in line with the table below.
National minimum wage rates applicable from April 2024
	National Living Wage (21 Years and over)
	£11.44

	18 - 20 Years Old Rate
	£8.60

	16 - 17 Years Old
	£6.40

	Apprentice Rate
	£6.40



(AC 4.2) 
The Working Time Regulations 1998 establish limits on the number of hours you employees can work per week and per day. It is advised to keep your working hours to a maximum of 48 hours per week and 8 hours per day averaged over a 17-week period (ACAS Nd). Employees are permitted to work additional hours above the 48-hour per week limit if they choose to do so, a practice known as 'opting out', and employers must acknowledge and respect employees' decisions to opt out (ACAS 2024). It is critical to evaluate the potential ramifications of not taking this into consideration, as it may lead to unfair dismissal allegations. Working time is defined by the statute as the time when an employer has authority over their employees and can guide them in a variety of work-related tasks, obligations, and training (ACAS 2022).
Rest periods should be provided to all employees, regardless of industry, as it is a fundamental entitlement that must be upheld. If employees work more than 6 hours per day, they must be given a continuous break of at least 20 minutes. Rest breaks are typically unpaid unless there is a specific agreement, or the job contract indicates otherwise (ACAS 2024). 
There are several aspects to consider at work. This includes time spent commuting to meet clients or customers, attending training sessions, and being available for work-related obligations. For example, a hotel night manager must always be present to help visitors. When someone has a permanent job, such as a daily commute to an office or factory, breaks during which no work is done, travel outside of regular working hours for a conference, and self-organised training are not considered work time (ACAS 2024). 
Employers are not required to report their employees' daily working hours, but Charlotte must keep proper records to guarantee that employees do not work more than the authorised 48 hours per week unless they have an opt-out agreement. Employers must maintain these documents for a period of two years after they are created (ACAS 2024).
Employees are entitled to 28 days of paid statutory leave, including statutory bank holidays, as stated clearly in their employment contracts (Ayling 2024). 
If Charlotte were to overlook the problem, then Kit has alternatives to explore and can submit a claim with an employment tribunal or report the issue to the Health and Safety Executive (HSE) (ACAS 2024) Maintaining accurate and understandable records is critical for Charlotte to avoid conflicts whilst also protecting their employees' well-being.  Charlotte should ensure Kit is taking his entitled break per shift according to legislation and establish if Kit exceeds the 48-hour week legislation (Daniels 2022). If so, obtain a written opt out agreement for this although Kit has the right to refuse with no detriment should he wish (Ayling 2024). Charlotte should ensure that Kit has 24 hours rest when covering his supervisors shifts due to annual leave.
(AC 4.3) 
Qualified employees can take a leave of absence after the birth of a child. This can be considered maternal, paternal, or parental leave (CIPD 2024). 
The duration of statutory maternity leave is 52 weeks, divided into two 26-week intervals. Maternity leave is classified into two types: ordinary and additional leave. Employees are not required to take the entire 52-week term, but they must take a statutory two-week leave after the birth (ACAS 2024). If the individual works in a production facility, the period is extended to four weeks, but this does not apply in Coco’s case 
Charlotte and Madeline must decide if Coco meets the requirements to receive statutory maternity pay, or SMP. If Coco meets the requirements, she will be paid for 39 weeks, with 90% of her salary for the first six weeks, statutory pay (currently £184.03) for 33 weeks, and 13 weeks of unpaid leave if she chooses to use her full 52-week entitlement (ACAS 2024).
Image A – ACAS (2024)
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Starting April 6, 2024, pregnant employees will be covered for the duration of their pregnancy, beginning with the day they notify their employer implemented by the Protection from Redundancy (Pregnancy and Family Leave) Act (2023) and the Maternity Leave, Adoption Leave, and Shared Parental Leave (Amendment) Regulations (2024).
This safeguard assures that if their position is redundant, their employer must give them priority for any other open positions; but they may still be redundant if no suitable position becomes available (CIPD 2024). Previous coverage was limited to maternity, adoption, and shared parental leave. Protection begins when the employer learns of the employee's pregnancy and ends 18 months after birth (ACAS 2024). These safeguards have been extended to 18 months from adoption for parents on adoption leave or 18 months after the child's birth if a parent takes six weeks of shared parental leave. 
Failure to provide Coco with statutory maternity rights may result in legal penalties, and as an employer, you must ensure a discrimination-free workplace before and after pregnancy (Daniels 2022). Coco is also protected by the Equality Act 2010 due to her pregnancy prohibiting any unfair treatment or dismissal in relation to this and therefore if Coco were to suffer any detriment due to her pregnancy, she would be eligible to bring a case to the Employment Tribunal (ACAS 2024)
Below is a brief overview of other family related leave entitlement and pay rates.
Paternity leave is available to the mother's spouse, the person who formally adopted the infant, or the intended parent if the child is born via surrogacy. A minimum of 26 weeks of employment must have passed for an individual prior to the 15th week before the child's due date. Employees must give their employers 28 days' notice for each week of absence, down from 15 weeks previously (ACAS 2024). However, they must still submit notification of their impending entitlement 15 weeks before the projected birth date. Employees seeking statutory paternity leave (and pay, if qualified) can split their two-week entitlement into two separate one-week chunks rather than taking it all at once at any time within the first year after their child's birth (Ayling 2024). 
Adoptive parents, regardless of job status, are entitled to 52 weeks of adoption leave. They may also be eligible for 39 weeks of statutory adoption pay and are also covered under the safeguard (CIPD 2024). 
Employees with children under the age of 18 who have been with the company for at least a year are eligible for parental leave. To meet the requirements, individuals must be correctly documented on the child's birth or adoption certificate or have legal parental responsibility (ACAS 2024). 
(AC 4.4) 
Having a flexible work arrangement provides employees with greater autonomy over work hours, location, and schedule. It also provides the opportunity to explore different working arrangements, such as part-time, term-time, zero-hour contracts, compressed hours, and job sharing. As per the Employment Relations (Flexible Working) Act 2023, Chelsea has the right to request flexible working arrangements from the start of employment. Employees can make these requests up to two times within a 12-month period (McCartney 2024). 
Peachy Desserts Ltd should carefully evaluate the request and decide within a two-month period. Chelsea is not required to provide a detailed explanation of the potential impact their requested change may have on you, nor does she need to outline how any potential effects will be addressed. Employers should only decline a request after consulting with employees (Dale 2024). 
Peachy Desserts Ltd must consider numerous factors when declining a request, including financial implications, workload constraints, concerns about performance and quality, and the inability to hire additional staff. Ensuring that requests are handled in a fair and reasonable manner is crucial (CIPD 2024). By thoroughly evaluating the request, engaging in meaningful discussions with Chelsea, and implementing a fair appeals process, can this be accomplished. 
It is important for Chelsea to appeal the decision by submitting a written request that clearly outlines the reasons for reconsideration and the desired outcomes (Daniels 2022). Peachy Desserts are required by law to promptly address appeals and thoroughly review the entire request within two months of receiving the original request. If an agreement is not reached through the appeal processes, employees have options available to them. Chelsea could raise a grievance, make a claim to the employment tribunal, or try to reach an agreement through mediation (Ayling 2023). 
Acas has provided guidance and a Code of Practice for employers to effectively handle such requests (ACAS 2024).
Charlotte should advise Chelsea to put her request in writing, explicitly declaring her purpose to seek for flexible working. Chelsea should specify any previous requests she has made, along with the dates, as well as the potential start date for the sought arrangement. Chelsea should also provide the present date of her application for reference (Dale 2024). Charlotte and Madeline have a two-month period to react to Chelsea's request. During this period, people should think carefully about their decision, taking a fair and balanced approach. There are various appropriate reasons for refusing the request, including the inability to meet customer requests or suitability for the suggested work pattern (Daniels 2022). Chelsea is not required to provide a detailed explanation of the potential impact their requested change may have on you, nor does she need to outline how any potential effects will be addressed. Employers should only decline a request after consulting with employees (Dale 2024).
It is important to adhere to proper procedures to prevent any potential negative outcomes. Not taking the necessary steps could lead to potential legal consequences, such as an Employment Tribunal claim. In such cases, the employee may be entitled to receive up to 8 weeks' pay or an order to reconsider the decision (Daniels 2022). In addition, employees are encouraged to bring up any other concerns they may have regarding the management of the application, including allegations of sex or disability discrimination (CIPD 2024). 
Offering employees flexible working arrangements has been shown to have numerous benefits for both individuals and organisations. It can boost productivity, enhance staff retention rates, and foster a more diverse and inclusive workplace culture (McCartney 2024). 
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image2.png
Statutory Maternity Pay (SMP)
SMP for eligible employees can be paid for up to 39 weeks, usually as follows:

o the first 6 weeks: 90% of their average weekly earnings (AWE) before tax
* the remaining 33 weeks: £184.03 or 90% of their AWE (whichever is lower)

Tax and National Insurance need to be deducted.
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Checking you're eligible for statutory
maternity pay

If you're legally classed an an employee, you get statutory maternity pay
when both of the following apply:

* you've been working continuously for 26 weeks for the same employer
before your 'qualifying week'

* you earn at least £123 a week on average for 8 weeks before your
qualifying week
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