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TASK
Question 1
Evaluate the aims and objectives of employment regulation. (AC 1.1)
Employment regulation is crucial for governing the relationship between the employer and employees (CIPD, 2017). It is carried out by the employment legislation, which is an important law. It sets out clear guidance for what employees can expect from their employers and what employers can expect and ask their employees (Daniels, 2022).
 
Employment regulations aim to ensures fair treatment, prevents discrimination, and protects employees' rights at workplaces. It provides a valuable guidance for the employers on what to do and not do; it also puts penalties in place when the employers fail to adhere to the law (Daniels, 2022). For example, non-adherence to the Health and Safety at Work Act 1974 by the engineering firm, 'Compass Engineering Ltd and Kaltenbach Ltd resulted in a workplace accident and an employee was injured. Compass's employer was fined £45,000, and the company that installed the machinery, Kaltenbach Ltd, was fined £30,000 (as cited in Daniels, 2022).
 
Employment regulation strikes a balance of power between employers and employers. Compared to organisations with vast resources, power, and authority over their workforce, employees will only be empowered with employment regulations. For example, the Equality Act of 2010 protects them from discrimination, and the Employment Rights Act (1996) protects employees from unfair dismissal; likewise, legislations like maternity leave, protection from dismissal, and flexible working legislation set guidance and inform employees of their rights at work (Daniels, 2022).
 
Although employment legislation has increased steadily in the last fifty years (Daniels, 2022), evidence suggests that the UK's employment legislation needs to be revised to protect employees. This results in them continuing to receive unfair treatment and face discrimination due to gaps in enforcement. This could be caused by the intersectionality of the discrimination such as race, ethnicity, and disability.  In addition, employees having difficulties accessing justice due to lack of awareness and the complexities of accessing the system (CIPD, 2023a). 
 
On the other hand, a CIPD survey conducted in conjunction with the Lewis Silkin firm revealed that employers have difficulties in their adherence due to too much legislation, frequent changes and lack of resources (CIPD, 2017).                                                    (Word Count: 347).  
     
Question 2
Examine the role played by the tribunal and court system in enforcing employment law. (AC 1.2)

The tribunal and court system play a significant role in ensuring employers and employees properly exercise employment legislation. There is a general order of the types of issues and which court they will be heard in. If the claim is related to an alleged breach of an employment statute, it will be heard in an employment tribunal. At the same time, matters related to alleged common law violations will be heard in the county court, such as employment contracts. The high court hears common law claims that the level of damages sought exceeds £50,000. However, there were exceptions in the order; for example, if the case was brought by a former employee or the compensation sought was less than £20,000, these claims could be heard in the employment tribunal (CIPD, 2023b).
The tribunal and court system offer a platform and a structured approach for employers and employees to bring disputes on a wide range of issues, such as discrimination, wage disputes, unfair dismissal, harassment, etc. and helps them find solutions in line with the employment law (Daniels, 2022). It helps both parties resolve the issues quickly and cuts down any unnecessary time wasted using ineffective practices.
This system is informal, easily accessible, and fair to both parties. A resolution could be achieved in a relatively short time and was inexpensive. These features help the employees and encourage them to access the system when needed. It empowers them to bring their issues and seek justice. However, this picture changed significantly due to the growing amount of legislation, and both parties tend to use solicitors to argue their cases (Daniels, 2022). The complexities make the system distant to a regular individual who has no in-depth knowledge or financially viable to appoint a solicitor.  
In addition, whether the system fulfils its purpose of offering a platform and empowering everyone who needs their claims to be heard is debatable.  Recently, a tribunal judge was accused by five women of bullying and misogyny during tribunal hearings (BBC, 2024). On the other hand, the current employment law is criticised for encouraging exploiting legal gaps, such as employers offering different settlements based on protected characteristics and pushing employees, especially those with such traits, to pursue discrimination claims for unlimited compensation, regardless of merit (Record, 2024).
         (Word Count – 378)
  Question 3
Explain how cases are settled before and during legal procedures. (AC 1.3)
Employees use employment tribunals to bring claims against employers relating to employment disputes, such as unfair dismissal, wrongful dismissal, discrimination and pay. Before bringing a claim to the tribunal, the employee has various ways to find an agreeable resolution, such as trying to resolve matters directly with the employer. 
The employer and employee use settlement of claims to settle their disputes without going through the hearing process, where both of them agreed. It could be reached in one of three ways: both employer and employee settle between themselves without a third party, or they could use a conciliation service such as ACAS, or they could use an internal or external mediation (CIPD, 2023c).
ACAS is impartial and can mediate between the employer and employee to reach an agreement without proceeding to a hearing. When considering engaging in discussions towards a settlement agreement, certain things such as the time, the best process, the sensitivity of the issue, and the people involved should be considered (ACAS, 2024a).
ACAS conciliators can explain the process, talk through the issues, and provide possible options and how the dispute can be resolved without going to tribunal.  The discussions take place to achieve a settlement on the ‘without prejudice basis’, means, the statements made during the discussion cannot be used in tribunals/courts (ACAS, 2024a).
In the discussion and negotiation stage both parties make offers and counter offers until a compromise is achieved. When the employer and employee reach for a compromise then they finalise it via a settlement agreement which was previously known as compromise agreement. Alternatively, if they used ACAS, then the agreement achieved via ACAS conciliation is called a COT3 (ACAS, 2024b).
A settlement agreement is a legally binding agreement in writing signed by an employer and an employee. By signing the agreement, the individual waives their right to bring the claim to a court/tribunal. It usually involves some financial payment from the employer to an employee and may also involve an agreement to give references (ACAS, 2024a). 
The settlement agreements can provide a quick solution for an employment relationship dispute, and time, cost and stress can be avoided by reaching a resolution without the tribunal. However, it involves the employer paying a sum of money to the employee, and it might use inappropriately by the management as a substitute for a good managerial practice (ACAS, 2018).                                                                                                           (Word Count – 392)
 
Question 4
[bookmark: _Hlk123122771]Charlotte and Madeleine are aware discrimination legislation exists. They are unsure how this might affect their approach to recruitment and selection of employees for their two new branch openings. They want to avoid dealing with retirement and do not want their business disrupted by employees taking maternity leave. To overcome this, they decide to appoint young men. Advise them on the decision of appointing young men only. (AC 2.1) 
Charlotte and Madeline, as business owners in this country, it is crucial to understand that your business is governed by the Equality Act 2010. As business owners, you are responsible for ensuring that the organisation adheres to the law. Therefore, employing young men to avoid interruptions caused by maternity leave or staff retirement will be considered illegal.
When it comes to recruitment and selection, employment law, especially the Equality Act 2010, states that people cannot be excluded based on nine protected characteristics. They are age, disability, gender reassignment, marriage and civil partnership, pregnancy and maternity, race, religion, sex, and sexual orientation (Daniels, 2022).   
Therefore, if you indicate in your recruitment and selection process or make a decision which demonstrates that you prefer young men for the job roles or are biased against women of a certain age or older applicants, then it is unlawful, and you are creating ‘direct discrimination’ based on people’s protected characteristics (CIPD, 2023d) and could result in legal implications. 
It could be poor wording in the job advert, job description, or person specification that could prevent potential applicants from applying; they might bring these documents as evidence in a discrimination claim. For instance, if the wording less favoured women, it could result in a ‘sex discrimination’ claim. Likewise, if it sounds less favoured older applicants, then it may lead to an ‘age discrimination’ claim (CIPD, 2023d). One such example could be noted in the case of Rainbow v Milton Keynes Council (2008 as cited in Daniels, 2022). The council’s job advert stated the employer was looking to employ a teacher who was in the first five years of their teaching career. The claimant argued that she had 30 years of experience and was 61 years old. Therefore, the advert created indirect discrimination, and the claimant was successful in her claim.
Having said that, if the employer can show they need to employ someone with a specific protected characteristic to fulfil a justifiable business reason, then they can do it (CIPD, 2023d). For example, if the job requires a level of care, in some circumstances it would be inappropriate to carry out by an individual of the opposite sex (Daniels, 2022).  
                                                                                                                                (Word Count – 364)
Question 5
Cat, a restaurant manager, has recently become aware that she is paid less than Kit, another manager who is male. Her salary is £28,000 a year, whereas Kit earns £30,000 a year. She asked Charlotte to increase her salary to match Kit’s, but she refused saying Kit deserved the extra money. (AC 2.2)
It is crucial to ensure your business complies with the Equality Act 2010. One of your restaurant managers, Cat, raised a query regarding unequal pay compared to her male counterpart, Kit. The situation raises potential legal and ethical concerns that must be addressed promptly. It is demonstrated in Dugdale and others v Kraft Foods Ltd (1977 as cited in Daniels, 2022); here, the women quality controllers were paid at a lower rate than male quality inspectors; although the employment tribunal didn’t find a case of like work, the decision was overturned in the employment appeals tribunal and was ruled that the work done by men and women were broadly similar.      
Equality act 2010, especially Equal Pay law prevents men and women pay differently for doing ‘equal work’ or ‘like work’. It means work of broadly similar nature (Daniels, 2022). The principle behind the Equal pay law is to bring down the pay gap and achieving gender equality and dignity for women (Equality Act, 2010). This law not only focusing on salary, but also applicable to employment contracts and its terms and conditions such as pension, work hours, annual leave allowances, redundancy and sick pay, bonuses and benefits etc (ACAS, 2024c). 
Refusing Cat’s request without proper explanation or consideration might lead to legal issues and potentially an equal pay claim. Considering this, based on the law, I strongly advise you to conduct an equal pay audit to check any equal pay issues. In this process, you need to check if people are doing equal work by carrying out job evaluations to identify whether any could be categorised as equal work. In addition, compare job contracts for people doing equal work and see any of the differences are based on their sex. Draft an action plan to resolve any issues of unequal pay as soon as possible. You might need legal advice and guidance to conduct this process. If your business has a trade union representative, then you need to consult them when carrying out an equal pay audit.
Once you get your findings have an open and honest conversation with your employees, come-up with a plan to address any equal pay issues which will show your commitment to fairness, equality and compliance to the law.  This will not only mitigate any legal risks but also create a positive, inclusive and fair work environment where employees will thrive, which in turn will increase their productivity.                                                                                                                               (Word Count – 403)
Question 6
The lease on an existing site is due to expire in four months’ time and the new terms are prohibitively expensive. Charlotte and Madeleine decide to close the restaurant when the lease expires, rather than renew the lease. When the restaurant closes, they intend to dismiss all six employees, paying each person two weeks’ notice as stated in their contracts of employment:
a. Angelica, the manager (eight years’ service, 53 years old, salary £700 per week)
b. Saffron, the supervisor (five years’ service, 30 years old, salary £350 per week)
c. Chip and Cherry, full-time sales assistants, who are 18 years old, and Reese and Carmel, full-time sales assistants who are 19 years old. All four employees have one year’s service, are paid £9.00 per hour and work 25 hours a week)
Advise why their approach is risky and what they should do instead. (AC 3.1)
Dismissing employees without considering their duration of employment may have legal implications and damage their reputation. However, according to the Employment Rights Act 1996, section 139(1), ceasing business on the site where employees were employed can be a fair cause for dismissal, which is called making employees ‘redundant’ (as cited in Daniels, 2022). Although an employer can do this, they must do it fairly and transparently. The correct course of action by law is explained below. 
Individual engagement
First, you need to engage with your employees individually, inform them they are at risk of redundancy, and explain the reasons behind it and what happens next. 
Redundancy Pay
You must pay at least the legal minimum redundancy pay (statutory) to employees who have had continuous employment with you for two years or more.  This will be calculated based on the employee’s age and the years of continuous employment. However, the maximum statutory pay is capped at £643 per week (Calculate your employee’s statutory redundancy pay, 2021). 
Based on this, Angelica and Saffron are entitled to redundancy pay. Please refer to Table 1 for the eligibility criteria and individual calculations.[image: A white rectangular object with black text
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In addition, Angelica and Saffron are entitled to time off to find employment and are entitled to get paid 40% of their weekly earnings.  
Since the four sales assistants haven’t completed two years of service, they are not eligible for statutory redundancy payment. Therefore, you can make them redundant with two weeks’ pay as indicated in their contracts, which will be £450 each (2 X 25 X £9 = £450).  


The statutory notice period
By law, employees who were employed between one month and two years must be given one week’s notice period. Based on this, all four sales assistants need to get one week's notice. Employees employed between two to twelve years’ notice period should be worked out one week for each full year employed (ACAS, 2024d). Based on this, Angelica and Saffron need to be given eight and five weeks’ notice, respectively.
Alternative employment
You also need to explore and identify any ‘suitable alternative employment’ available for employees in your business. Utilising experienced and skilled employees who already understood the business would benefit the business. If you identify suitable alternative roles, offer them instead of redundancy. If you have suitable alternative employment and did not offer it to the employees, an employee can claim an unfair dismissal in an employment tribunal (ACAS, 2024d). If more than one employee is interested in the role, follow a fair process to choose one, such as holding interviews.      (Word Count – 424)
 
Question 7
[bookmark: _Hlk123126731]The takeover of Crumbly Cakes is due to be complete in four months. Ownership will transfer to Peachy Desserts Ltd, and the identity of the owner will change. Charlotte and Madeleine consider the takeover a ‘good fit’ with their business, as the nature of the business is the same and they will take over all tangible assets. Charlotte and Madeleine do not dispute that Peachy Desserts Ltd will become the employer of the 12 employees of Crumbly Cakes but plan to give the employees of Crumbly Cakes new contracts on the same terms and conditions as their existing employees. Advise on the legal risk of this approach and what should be done instead. (AC 3.2)
Your viewpoint of having all your employees have the same terms and conditions in their employment contract is understandable. However, when business undertakings happen, the Transfer of Undertakings (Protection of Employees) 2006 regulation applies to protect the rights of the employees to be transferred to the new employer. Based on this regulation, the new employer cannot alter any of the terms and conditions of the new employees, and there is no time limit (Daniels, 2022).  
When undertaking employees under TUPE, both the transferrer, who carries out the business prior to the change, which is Crumbly Cakes, and the transferee, which is you in this instance, will have certain legal obligations.  The transferer needs to provide relevant information, including written information about the employees to be transferred and the organisation’s obligations towards them.  You, as a transferee inherit all civil liabilities and obligations of the transferer such as liability for personal injury claims, discrimination claims, breach of contract, all statutory rights and liabilities, holiday pay, bonus agreements etc (ACAS, 2021). Changing the transferred employees’ contracts or making any amendments are considered illegal and will bring legal implications. 
Taylor v Connex South Easter Ltd (2000) (as cited in Daniels, 2022) shows this clearly here the employer wanted to change the terms and conditions of the employment contract two years after the transfer.  But the employee refused and was dismissed due to this. The tribunal ruled it was an unfair dismissal because the dismissal was related to the transfer. Unless otherwise there is an Economic, Technical or Organisational (ETO) reason, any changes in the transferred employees’ contracts are permitted by the law.
However, there is something that could be done regarding this.  You can identify a recognised trade union and reach a collective bargaining agreement related to the employees to be transferred. Based on the TUPE regulation amendments, this agreement can be altered after one year if they are not detrimental to the employees (Daniels, 2022). A bargaining agreement is legally binding; in the Alemo-Herron and others v Parkwood Leisure case (2013, as cited in Daniels, 2022), the tribunal ruled out the yearly increase claim in favour to the new employer as this was not involved in the bargaining process.                                                                                                                                                                                            (Word Count – 367)







Question 8
Charlotte and Madeleine are aware there are changes to the National Minimum Wage each year. They firmly believe that all sales assistants work hard regardless of age and as such should be paid the same. All sales assistants are currently paid £9.00 per hour. They want to check their approach is lawful and wonder whether there are any rights related to pay statements they need to comply with. (AC 4.1)
Based on the National Minimum Wage (NMW) Regulations, employers must pay at least the set hourly rate for anyone they employ or categorised as a ‘worker’. This hourly rate is determined by age and applies to full-time, part-time, or apprentices. The minimum hourly rate is called the NMW if the employee is under 21 or an apprentice.  If they are over 21, it is called the National Living Wage (NLW) (ACAS, 2024e). 
The current rates are detailed in Table 2. These rates are reviewed by the government every year and updated in April. They can be found on the UK government website. [image: A screenshot of a table
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The employer needs to pay at least these hourly rates and keep records of payments for a minimum of three years. If an employee believed that they were not paid the correct amount based on the National Minimum Wage regulations, they can ask to see these records. If an employer refuses to show these records, the employee can take the employer to the employment tribunal.  If the employer is found not adhering to the NMW regulations, they may be subject to £20,000 fine per employee; in addition, they will be named and shamed, leading to a bad reputation (Daniels, 2022).
By law, employers must ensure men and women get equal pay for doing the same, similar, or equal-value work. In addition, employees are entitled to certain payments depending on the eligibility criteria. These are statutory sick pay (SSP), parental leave and pay, maternity pay, etc. Their employment contracts should include information about these.
Based on the Employment Rights Act 1996, employers must issue an itemised pay statement to the employees. It should include the employee’s gross salary, variations of pay, deduction amounts and reasons, net salary and amounts of part payments, if any (Daniels, 2022). Ridge v HM Land Registry (2014) case illustrates the importance of issuing itemised pay statements. Ridge was on sick leave, pay entitlement ran out, and the information wasn’t passed on to the payment department in time. Therefore, they paid him sick pay and deducted the amount from the next month’s pay without any explanation. The tribunal ruled that it wasn’t an unlawful deduction. However, the employer must issue an itemised pay statement with details of any deductions.                                                                                                                     
                       (Word Count – 374)

Question 9
Charlotte has received a complaint from Kit, manager of a restaurant that trades seven days a week. Kit states his working hours are too long, and that he does not have adequate breaks or sufficient days off.  He normally works five days a week from 9.30am to 9.30pm but when his supervisor is on holiday, he must cover their days off. Advise on whether Kit has a legal cause for complaint, with reference to employment law. (AC 4.2)
Kit works an average of 60 hours per week, and on top of this, he had to cover for his supervisor's hours where required, potentially leading to longer work hours with inadequate rest periods. Not addressing this situation is in breach of the Working Time Regulations 1998 legislation. This legislation requires workers to have a minimum number of holidays, rest periods, and reasonable work hours to ensure workers' health and well-being are maintained. 
Maximum working week
An employee shouldn’t work more than 48 hours per week on average in 17 weeks. Alternatively, an employer can get a written agreement from the employee to opt out of their 48-hour rights. The employees can terminate this agreement anytime with a seven-day notice (Daniels, 2022). 
Based on the above, you need to check whether you have an opt-out agreement in writing with Kit. If you haven't had one, then you may want to consider this. However, an employee is under no obligation to sign an 'opt-out' agreement and shouldn't suffer detriment due to it.  If there is no ‘opt-out’ agreement, the employer needs to ensure the employee's average stays at 48 on average over a 17-week period (ACAS, 2024f). If not, then the employee has grounds to take it to an employment tribunal.
Barber and Others v RJB Mining (UK) Ltd (1999) case states this clearly. RJB asked their workers to sign an 'opt-out' to indicate their agreement to work more than their contracted 42 hours. Since the workers already worked more hours than 42, they refused to work until they fell below the maximum 48 hours, and the high court ruled in the employees' favour.
Rest Breaks
Every two weeks, a worker is entitled to 24 hours of rest in seven days on average. They might work fewer hours in the first week and more in the second week to maintain the required average (Daniels, 2022).  You need to check whether this is true for the periods Kit had to cover for his supervisor; if not, he has grounds to take it to an employment tribunal. Kepak v Grainne O’Hara (2018, as cited in Daniels) case demonstrates this.  In this case, the employee worked 60 hours a week on average and was awarded €7,500 as compensation.
In addition, if the work duration is six or more hours, the employee is legally entitled to a minimum 20-minute break (Daniels, 2022).   
									(Word Count – 397)

Question 10
Coco, a restaurant manager with eight years’ service, was delighted to inform Charlotte and Madeleine that she is pregnant and that her baby is due in six months’ time. Charlotte, who took two weeks off after the birth of her baby, is unhappy at the disruption this will cause but is happy to let Coco book two weeks’ annual leave to coincide with the birth of her baby. Charlotte feels a small business cannot afford the maternity leave and maternity pay that a larger organisation could offer, and she knows from experience that two weeks off is sufficient. Advise Charlotte and Madeleine on Coco’s maternity rights. You are concerned about Charlotte and Madeleine’s lack of knowledge in this area and decide to add a brief overview of paternity and adoption rights in case they make mistakes in this area too. (AC 4.3)
Advising Coco to book annual leave to coincide with the birth of her baby may bring severe legal implications. An employee is entitled to take maternity leave up to 52 weeks.  They need to take two weeks compulsorily, and after that, how many of the 52 weeks they want to take is entirely up to them (ACAS, 2024g). Any unfavourable treatment due to an employee’s pregnancy and maternity will constitute discrimination under the Equality Act 2010. This is demonstrated in the case of Webb v Emo Air Cargo Ltd (1994). Webb was dismissed after she found that she was pregnant.  The European Court of Justice ruled that the dismissal of her pregnancy was sex discrimination.
Maternity Pay
An employee is entitled to statutory maternity pay if they fulfil the following:
[image: A screenshot of a menu
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The statutory maternity pay calculation is explained in Table 4
[image: A white rectangular box with black text
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I believe the following information will be useful for you:
Adoption Leave and Pay
From the first day of their employment, employees are entitled to adoption leave if they are fostering a child and becoming their legal parent or adopting a child. The statutory entitlement of adoption leave is 52 weeks, just like maternity leave (ACAS, 2024h).  Based on their qualifying criteria, as indicated in Table 3, they are also entitled to statutory adoption pay. This pay is exactly like maternity leave, as explained in Table 4.
Shared Parental Leave
This leave allows both parents to share the care of their baby. Eligible parents are entitled to 50 weeks of shared parental leave, which must be taken during the first year of the baby’s birth. The birth parent can end their maternity leave after the two weeks’ leave mentioned above. Then, the remaining leave can be shared between them and their partner (ACAS, 2024i). 

When adopting a child, after the primary adopter ends their two weeks’ minimum leave, the remaining can be shared with their partner (ACAS, 2024h).
Paternity Leave and Pay
Employees may be entitled to two weeks of statutory paternity leave. They are qualified for this leave if they inform the employer that they are the child’s father or married to or civil partner of the birth parent (ACAS, 2024j). The qualifying criteria for paternity pay are indicated in Table 3.
                                                                                                                                  (Word Count – 373)

Question 11
Chelsea, a restaurant manager, has made a flexible working request and wants to change from working full-time to working three days a week. Charlotte informs you she will let Chelsea know that Peachy Desserts Ltd ‘don’t do’ flexible working and if she does not like it, she should leave and find a part-time job somewhere else. Advise Charlotte and Madeleine of the risks of their approach and what they should do instead. (AC 4.4)
Employees can request flexible working arrangements under Flexible Working Regulations 2014.  They could ask to make changes in the hours, the times they work and the place they are required to work. Although employees don’t automatically have the right to work flexibly, From 6 April 2024, they can make two flexible working requests in a year (CIPD, 2024a). When an employee requests flexible working, the employer needs to make sure that the employee gives their request in writing and states that it is a statutory request for flexible working and includes the date of the application, the nature of the change, when they want this change to take effect, whether they have previously made a request and if they did, when (Daniels, 2022). 
The employer can reject a flexible working application based on one of the following reasons which were permitted by the legislation as listed in Table 5.
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It is understandable that not every flexible working request can be granted. However, it is crucial to consider the request genuinely and quickly as possible. A flexible working request cannot be rejected without consulting with the employee first; they have the right to be accompanied by a colleague or a union representative. Consulting with the employee will give a chance to gather all relevant information from the employee and understand it before making a decision, and a decision must be made within two months (ACAS, 2024k).
If the request cannot be granted, propose alternative options, such as staggered hours; here, the employee has a different start and finish time from the rest of the employees but covers their contracted hours. Another option could be flexitime; here, the employee has the flexibility to choose between start and finish times within agreed limits. Similarly, compressed hours are another option; here, the employee works longer hours to cover their hours, for example, working four long days rather than 5 regular days. An employee shouldn’t suffer any detriment due to their flexible working request (CIPD, 2024b). 
If a flexible working request is declined, the employee can appeal against the decision, which means another meeting should be arranged. If it is refused again, the employee can bring it to the employment tribunal.  Although the tribunal cannot rule the employer to change their decision, it will explore whether the employer has seriously considered the request and whether the reasons for the rejection were in the list permitted by the legislation.  If the employment tribunal found either of them wasn’t true, then they can award compensation, which could be the employee’s eight weeks’ earnings or order to reconsider the request (Daniels, 2022).                                                                                             (Word Count – 434)
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Table 5
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Age Redundancy Pay Employee Entitled redundant Pay
41 F old 1.5 week's pay for each full Ane
years of older 5 weeK's pay for each full year oes x 643 = £7.716
| Saffron
[Aged 22 or older but under 41 1 week's pay for each full year S ras - ca7s
Aged under 22 0.5 week's pay for each full year
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Wage band

Current rate (from 1 April 2024)

Age 21 or over (National Living Wage) £11.00
Age 18020 £2.60
Under 18 £6.40
Apprentice £6.40

Table 2





