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[bookmark: _Hlk99229172]Task One 
1.1 Evaluate the aims and objectives of employment regulation.
Employment regulations also referred to as employment law is a collection of laws and rules that regulates the relationship between employers and employees in every organisation.  Its purpose is to ensure all employees are treated fairly and consistently throughout the selection,  recruitment, payment and dismissal stage of employment.
It’s one of the fastest changing laws in the UK that covers a wide  range of topics that is subject to frequent and case law developments.  Employment law consists of common law, statute and European law.  They all have the same objective to help provide working conditions that are free from bias for everyone by putting processes and policies in place.
(Smith, 2021)
	
Essential Employment legislation includes


	Equality Act 2010
	· Includes the unlawful discrimination against anyone on the grounds of any of the nine protected characteristics – age, disability, pregnancy and maternity, race, religion, sex, sexual orientation, gender reassignment, marriage or civil partnership


	Employment Relations Act 1999
	· Recognition of trade unions and the right for employees to be accompanied in a disciplinary hearing.
· The right to Time off for dependants
· The right to maternity leave.

	Employment Rights Act 1996
	· Covers all employment rights – contracts, redundancy, parental leave and unfair dismissal.


	Maternity and Paternity Leave Regulations 1999
	· Includes the rights new parents have to take time off to look after their new baby.


	National Minimum Wage Act 1998
	· Specifies the minimum wage depending on age that employers must pay,


	Part-Time Workers Regulations 2000
	· Giving part time workers the same treatment as full-time workers


	Transfer of Undertakings (Protection of Employment) Regulations 2006.

	· TUPE regulations that protect employees during business transfers 

	Agency Workers Regulations 2010
	· Prevents discrimination of people working for employment agencies.
· 


(Citation, 2022)

Every organisation should adhere to these to ensure that discrimination doesn’t occur, and relevant legislation isn’t contravened.  It assists in providing evidence of good practice and reduces the number of claims of discrimination.
Its ultimate aim is to regulate the employer and employee relationships.  It enforces rules and sets expectations for both the employer and employee.  It provides protection for employers and employees ensuring regulations are upheld and there’s fairness and consistency from both parties when unreasonable decisions or behaviour might occur on either side, especially around the employing and dismissal of staff. 
(Daniels, 2019, p.1)

	  
Employment law helps companies achieve Equality, Inclusion & Diversity


	Equality

By ensuring everyone is treated fairly and protected against the protected characteristic, i.e. race, age sex and religion.  
This applies to equal job opportunities and fairness for job candidates and employees.

	

· This helps promotes good relations between people within the organisation.
· Gives employers a wider pool of candidates to choose from and Increases their ability to attract top talent.


	Inclusion 

It make employees feel valued and their differences accepted. It helps lower the risk of bullying, harassment and discrimination.

	

· Generates a happier workforce with greater job satisfaction.
· Improves staff retention. 
· Drives momentum and increases morale.


	Diversity

Helps accept employees from all different backgrounds including their ethnicity, gender, age etc. And respecting and valuing the skills and differences that employees bring to the workforce.


	

· Increases productivity & creativity
· Influences company reputation
· Improves cultural awareness.


(ACAS, 2022)
Social justice forms a base for equality and is about individuals exercising their rights within a society. The government supports this by ensuring employees in the lower earning bracket benefits from equal opportunities and employment rights i.e. minimum wages.
It provides employers with economic stability and right to freely operate their business as long as they treat their employees fairly and not discriminate. 
Some argue the system is over-regulated and burdens the employers by hindering growth. Others argue that more regulations are needed to include the increase in ‘casualisation’ of jobs, leading to increased income, better job security.
The negative aspects to employment law includes the ongoing changes to legislation,  burden of costs to employers i.e. time and money that are incurred due to the time required to produce documents, follow procedures and ensuring legal obligations are met i.e supply of safety and training equipment, paying staff higher wages.  But also the costs should they choose to ignore employment law i.e. court costs.
(BBC Bitesize, 2022)

	
Case Law on Part Time Workers - Forth Valley Health Board v Campbell.


	In September 2021 a claim was made against Forth Valley Health Board by a Phlebotomist who worked variable shifts averaging 16 hours per week over a 6-week period.  He worked 4 hr shifts with no break and his colleagues worked six hours with a 15-minute paid break.  But he did get paid a break when working the six hour shifts on weekends.  He was claiming that by not allowing him breaks on his shorter shifts he was treated less favourably under the Part-time worker regulations 2000.

The court found he was not treated less favourably as he did get paid breaks when working a six-hour shift.  Meaning there was no link with part time status.

(CIPD, 2022)













1.2  The role played by the tribunal and courts system in enforcing employment law.
There are two categories of Employment law in the UK, Private and Civil, but it’s primarily governed by Civil law.  Both are enforced as a result of the claimant suing the respondent either for compensation or some other remedy in a civil court.  These cases are normally raised by an existing employee, ex-employee or someone who had been unsuccessful in a job application.
Employment Court Hierarchy.
	

Supreme Court.


Court of Appeal


Employment Appeal Tribunal

Employment Tribunal


		
	(Daniels, 2019, p. 7)
Employment Tribunals were formed by the Industrial Training Act 1964 and formerly known as Industrial tribunals. They were initially created to hear appeals relating to the assessment of training levies under this 1964 Act.  It was extended over the following three years to include determination of the right to a redundancy payment and issues relating to inaccuracy of a written statement of terms and conditions of employment.  They now have jurisdiction to hear cases relating to over 80 pieces of legislation i.e. unfair and wrongful dismissal, unequal pay, discrimination or wage deductions etc.
(Daniels, 2019, p19)
Employees are able to raise a tribunal claim against their employer if they feel they have been unfairly treated and have not been able to resolve it using the internal grievance process.  The claim has to be made within 3 months of the employment ending or the issue happening.  There are certain claims which can exceed the three-month rule,  including, unfair dismissal, redundancy payment and equal pay.
	
Process of an Employment Claim


	
Step One


	Claimants are required to contact the Advisory, Conciliation and Arbitration Service (ACAS) to inform them of their intention to make a claim to the tribunal.  ACAS will try to resolve the dispute through an early conciliation process.  Although there is no obligation to engage in conciliation.  Employers are also able to trigger the process if they identify there was a dispute that could lead to an employment tribunal claim.
If early conciliation is successful, a settlement agreement may be offered and voluntarily entered into by both parties.  It doesn’t always result in the termination of an employment contract; it could be that the employer has recognised a grievance raised but they would prefer the result kept quiet.
If early conciliation is unsuccessful, ACAS will issue an early conciliation certificate/number that must be used to make a claim to the employment tribunal within one month of receiving the certificate/number.
(Hurst, 2019). 

	
Step Two – The Claim


	To make a claim to the Employment Tribunal an ET1 form is completed on which the legal and factual basis of the case is founded upon.  Once the Employment tribunal receives the ET1 form, it is reviewed and checked to ensure all the necessary information has been supplied. If they are satisfied with the details, the ET1 form is sent to the respondent, who have to complete a ET3 form in response within 28 days from the date the letter is opened.  At this point they begin to prepare their defence.
Once the Employment Tribunal have received  the ET3 form they will decide whether a full hearing will take place.  An employee tribunal consists of an Employment Judge who is a fully qualified lawyer and two lay members who are appointed by the Secretary of State for Trade and Industry.  One lay member will come from an employee background and the other an employer background. All three members have an equal vote in deciding the outcome.


	
Step Three – The Hearing


	During the hearing, a judge and two other people access if the employee’s employment rights have been met and make a ruling in favour of either the employee or employer, depending on the evidence given and supported.  It plays a vital part within employment law as it gives the employee an opportunity that wouldn’t be heard otherwise.  These have increased since the courts removed the fees in 2017.
(Smith, 2021)

	
Step Four – Appeals


	Employment Appeals Tribunal – If either party is not satisfied with the result of the claim they have two options to consider 
· Ask the tribunal to review the decision (reconsideration)
· Make an appeal to the Employment Appeal Tribunal (EAT) in relation to certain information to be addressed and must be within 14 days of the judgement date.

Appeals can only be made if
· They got the law wrong.
· Didn’t apply the correct law.
· Didn’t follow the correct procedures which affected the decision i.e. one member of the employment tribunal was found to know one of the parties.
· Had no evidence to support the decision.
· Was unfairly biased towards the either party. i.e. demonstrated bias or refused to hear a witness.

And must be lodged within 42 days of the date that the extended reasons were sent to the appellant.  And are listed for a Preliminary hearing/direction (PHD) to assess if there are adequate ground for appeal.  It is essential the appellant can show the decision made by the  Employment Tribunal was one the no reasonable tribunal could have reached.
(GOV.UK, 2022)

Example
                Adeqbuji v Meteor Parking (2010) UKEAT/1570/09.
Adeqbuji’s claim to the employment tribunal was dismissed however new evidence was put forward that changed the outcome of the initial hearing.  The EAT ruled it could not hear the appeal as it was restricted to hearing appeals on points of law.  But recommended Adeqbuji apply for a reconsideration providing the new evidence.
(Daniels, 2019, p.32)

Four outcomes when an appeal is heard by the Employment Appeals Tribunal.
· Appeal may be dismissed.
· Appeal may be allowed.
· Appeal may be allowed and remitted back to the original ET panel to make the final decision.
· Appeal may be allowed and remitted to a different constituted ET panel to rehear the evidence and make the final decision.

(CIPD, 2021)

	
Step Five - Court Of Appeal


	Employment law tribunals rulings can be appealed to the Court of Appeal; these are very rare due to the losing side having to pay the winning side’s costs which involve employing senior barristers.

The Court of Appeal cases are heard in London by panels of three Lords Justices of Appeal or in Scotland by the Court of Session which consists of panels of three or five judges.  They can overturn a judgement of the Employment Tribunal and can reinstate an original employment tribunal decision.

When a point of law that has ‘general public importance’ is disputed  a further appeal can be made to the Supreme Court.  The principles must be sufficiently significant to
have implications not just for either party but for lots of employees and employers. The Supreme Court has the final say in any matter which exclusively concerns UK law.


	
Step Six – European Court of Justice


	Prior to the exit from the EU, the European Court of Justice (ECJ) was the final court of appeal for issues concerning European law.  It had the power to overturn the rulings of the UK Supreme Court.  From 1st January 2021 the ECJ has no formal role in the UK courts system and appeals can no longer be taken there and its rulings on European law are no more binding on the UK courts.  

Past rulings remain good law in the UK and under the terms of European Withdrawal Act 2018 can only be changed by the Supreme court or the High Court of Justiciary in Scotland.  All other courts beneath these are still bound to follow the existing ECJ precedents unless and until they are changed by the Supreme Court or High Court of Justiciary.
(CIPD, 2021)



	
Case Law – Lee v Ashers Baking Co Ltd (Gay Cake Case)


	The supreme court ruled and overturned the damages imposed on a Belfast bakery run by evangelical Christians.  It was found not to be obliged to make a cake with the message “support gay marriage”.

Earlier decisions were reversed, ruling that the company discriminated against the claimant who was gay on the grounds of sexual orientation.
The five justices on the supreme court found the bakery did not refuse to fulfil the claimants order because of sexual orientation and therefore there was no discrimination on those grounds.
Freedom of expression guaranteed by article 10 of the European convention on human rights, states ‘not to express an opinion which one does not hold.  The court held that nobody should be forced to have or express a political opinion in which he does not believe.

(Bowcott, 2018)




	
Organisation Example – Unequal Pay, grievance Raised.


	An employee made a formal grievance claim for unequal pay.  He claimed his role within another department was paid at a higher rate of pay.  
A meeting was arranged with the individual, the Operations Manager and HR Business partner, giving the individual the opportunity to put forward his argument and reasons why he thought he should be paid the same rate as his comparator.  
HR went on to check both job descriptions, assessed the levels of responsibilities and duties performed within each role.  
It was evident the comparators’ role held more responsibility and therefore should be paid a higher rate of pay.
An outcome letter detailing the findings and the result was issued to the employee stating the company would not be increasing his pay.  The employee did not take this any further.     

(Amcor, 2022)





 




[bookmark: _Hlk99229675][bookmark: _Hlk99230210]1.3	How cases are settled before and during formal legal procedures.
Many cases involving employment disputes are resolved using some form of negotiated compromise.  Employers and employees can reach an agreement before any formal proceedings commence.

If the employer wants the claimant to give up their right to go to a tribunal they can either
· Negotiate a COT3 agreement through ACAS  (The Advisory, Conciliation and Arbitration Service) who provides free impartial advice to employees and employers on workplace rights, rules and best practices. It helps resolve disputes and provides training.
Before making a claim ACAS will offer ‘early conciliation’ whereby giving both parties a chance to come to an agreement without going to a tribunal.
If an agreement is reached ACAS will prepare a COT3.  This is a form of settlement agreement that records the terms of a settlement of an employment tribunal claim.  And includes the agreement made between the employer and the claimant with the help of the ACAS conciliation officer.
Once the COT3 has been agreed, the tribunal will not be able to hear the claim.  If the claimant has issued a tribunal claim the conciliation officer will inform the tribunal that the claim has been settled.
COT3’s are legally binding so there’s no requirement for claimants to seek independent legal advice.
(What is a COT3?, 2022)

Two other agencies that provides impartial and confidential employment relations service.
· Labour Relations Agency (Northen Ireland)
· Workplace relations commission (ROI) in early reconciliation.
(WRC, 2022)

· Get the claimant to agree to a ‘settlement agreement’ – Is a legal contract between the employer and the claimant that they both agree to.  It involves the employer agreeing to pay the claimant a set amount of money or stop treating them unlawfully or even both.  By signing a settlement agreement the employee gives up their right to pursue the claim.
The employer usually pays for the claimant to get independent legal advice.  If the claimant doesn’t get independent legal advice they are still able to go to an employment tribunal.
If the claimant is not interested in negotiating they can go to an employment tribunal instead.
(Making a settlement agreement with your employer, 2022)

	Key features of settlement agreements

	They must be in writing.


	Relate to the dispute or reason for agreement.


	They waive the right to make a claim to a court or employment tribunal.

	Claimant must get independent legal advice on the terms and effect of the agreement.


	The legal advisor must be named in the agreement.


	Standard section that includes the amounts owed, 
· Payment schedule detailing - outstanding salary, bonuses, holiday pay, garden leave or PILON.
· Termination payment 
· Confidentiality clause or Non-Disclosure (NDA) clause.



	Waiver of claims against the employer.



	 

Without Prejudice – generally prevents statements that were made in a genuine attempt to settle an existing dispute, either in writing or orally from being used as evidence of admissions against the employer. 
The purpose of this rule is to try and encourage them to reach a settlement  by allowing them and their legal representatives to speak freely and make concessions knowing nothing that was discussed can be used against them later in court if they fail to reach an agreement during the negotiations.

(Practical Law, 2022)

	
Workplace Example – Unfair Selection for Redundancy


	
Due to a restructuring of the workforce a number of roles were put up for redundancy.  The redundancy process was followed and a criteria applied to the pool of workers for selection purposes.  One individual made redundant later made a claim against the company for unfair selection.  As he did not expect to be made redundant in accordance with the criteria by reason of his wide experience and lengthy service.  And believed the decision was based upon personal and subjective factors, not his ability to work as a Maintenance Technician.

ACAS arranged early conciliation and both parties were able to come to an agreement to settle the claim.  A COT3 agreement was prepared by ACAS documenting the terms of the agreement. 

(Amcor, 2012)


















Part 2	4.1	Explain the major statutory rights workers have in relation to pay.
Employees have certain statutory rights under the Employment Rights Act 1996, Health and Safety at Work and Working Time Regulations.  That they are entitled to regardless if they are full/part time, these include 
Payment of wages – Employees have the right to be paid for the work they have done.  Sections 28 to 35 of the employment rights act 1996  states an employee with one month’s continuous service is entitled to a guaranteed payment.
(Daniels, 2019, p.93)
Statutory Payments, include payment of statutory sick pay, maternity, adoption pay, and paternity leave.  Rates are reviewed April of each year and define what workers should be paid as a minimum by their employers as long as they meet the eligibility and qualifying conditions.
· Statutory Sick Pay – Employers are required by law to pay employees who meet the eligibility rules Statutory Sick Pay for a maximum of 28 weeks.  It’s  paid after three consecutive days absence. 
· Statutory Maternity Pay – Paid to pregnant workers who meet the qualifying conditions for up to 39 weeks.  
(GOV.UK, 2022)
[image: ]
(CIPD HR-inform, 2022)
· National minimum wage – Depending on the workers age or if an apprentice.  It’s the minimum workers are entitled to and doesn’t matter how small the employer is, they still have to pay minimum wages.  
[image: ]
(GOV.UK, 2022)
· Itemised pay statements – Under the employment’s rights act 1996, employers must provide all employees with payslips even if they are on zero contracts or are agency workers. Payslips provide employees with details on how much they are being paid  and deductions taken from their pay i.e tax and national insurance.  If payslips aren’t provided employees can raise the issue with their manager and if it’s not resolved they can make a formal complaint.
(ACAS, 2022)
· Equal Pay – The Equality Act 2010, sets out that men and women in the same employment performing the same role must receive equal pay, unless any difference in pay can be justified. Equal pay also applies to the terms and conditions included in their contract of employment, including pension, working hours etc.
(Daniels, 2019, p.128)
· Working Time – The working Time Regulations Act 1998, stipulates rules around employees and workers working hours, rest breaks, paid holidays. Employees cannot work more than an average of 48 hours a week unless they opt out of the weekly limit or are in a job that is not covered by law on working hours.

(ACAS, 2022)

	
Kinlay v Bronte Film and Television Ltd


	The Employment Tribunal considered if the decision to recast an actor on the basis that she was visibly pregnant amounted to pregnancy discrimination or justified under the Equality Act 2010.

Ms Kinlay brought as Employment Tribunal claim for pregnancy and discrimination.  Bronte argued that there was a genuine occupational requirement that Ms Kinlay not be pregnant and the decision not to employ her was permitted by exception under the Act.  Ms Kinlay argued that there were ways of concealing her pregnancy during filming and could have taken the role without it affecting the plot.

The act identifies pregnancy and maternity as a protected characteristic and means they cannot discriminate against a person by refusing to offer them employment because of pregnancy.  But the Act does permit employers to apply less favourable treatment in limited circumstances where there is a genuine occupational requirement.

The Tribunal agreed that the claimant’s character could not be visibly pregnant but disagreed that with Bronte’s application of the genuine occupational requirement exemption and believed the pregnancy could have been concealed through camera angles and prop’s and the costs to do this was insignificant.

The Tribunal held that limitations to discrimination protection should be interpreted restrictively and if occupational requirement could ever be used to justify discrimination based on pregnancy or maternity.  It found employers must show proportionate means of achieving a legitimate aim and should document that it has assessed all alternative options and be mindful that the burden will be on it to show why any less discriminatory methods were not feasible and be mindful how infrequently these exceptions will be properly applied.  

(Dentons, 2021)




	
Organisation Example – Statutory right to Shared Parental Leave & Pay


	A male employee requested to take 3 months off on Shared Parental Leave, sharing his partners maternity leave.  The request was submitted by him to HR.  Who checked he met the eligibility rules under reg4(3)
· Employed for at least 26 weeks by the end of the 15th  week before the expected week of childbirth
· Have main responsibility for the care of the child
· Complied with the relevant notice and submitted the relevant evidence MATB1 form, written notice of entitlement and intention to take shared parental leave.
· If they meet the continuity of employment test and the partner meets the employment and earnings test.
But also checked with his manager to ensure there were no business reasons why he could not take the requested time off.
HR responded to approve the request.  

(Amcor, 2018)








4.2	Explain the major statutory rights in leave and working time.
The Working Time Regulations (1998) are the implementation of the Working Time Directive and provisions of the Young Workers Directive. Giving employers the duty to take care all its workers through its health and safety.  By laying down the minimum conditions relating to weekly working time, rest entitlements and annual leave. 
(CIPD, 2021)
	
The working time regulations provisions include


	Reference periods

	The reference period is defined as a 17-week period where a worker’s time is calculated and averages a 48-hour week.  This can be extended to 26 weeks where there is a collective or workforce agreement in place.


	Provision for night workers

	Night workers should not work more than an average of eight hours per night in each 24-hour period, this is calculated over a 17-week period.


	Sickness (short and long term)

	Employees earning over £120 per week and who have been ill for at least 4 days in a row including non-consecutive days are entitled to £96.35 Statutory sick pay per week for up to 28 weeks.


	Differences for young adults

	Young workers have different employment rights from adult workers.  They get more protection with limits to the hours they work.  Night working where they are unable to work between 10pm to 6am or 11pm to 7am if agreed.  Longer rest breaks for young worker who work four or more hours should get a 30-minute rest break.  And daily rest period of 12hrs in each 24-hour period 



	Minimum annual leave entitlements.  

	Almost all workers are legally entitled to 5.6 weeks paid holiday each year.  This entitlement can include bank holidays.  For example a 5-day week worker will receive 28 days annual leave, part time workers will receive the equivalent to this based on the number of days they work e.g. employee works 3 days per week, they will receive  3 x 5.6 = 16.8 days per year


	Calculating Holiday Pay

	Holiday pay is calculated based on the hours an  employee works and how they are paid for the hours.  This includes full-time, part-time, term-time and casual workers.

The average hourly rate is calculated using the hours worked and how much they were paid for them.  The average is taken over the last 52-week period.
 

	Maximum working hours
	Employees are not allowed to work more than 48 hours a week, based on an average over 17 weeks. However employees can choose to opt out of this and there are exceptions to this where 24 hours staffing is required, i.e. in the emergency services or police or armed forces.

	In work rest breaks
	Workers working more than 6 hours have the right to one uninterrupted 20-minute break during their working day, this can be paid or unpaid.


	Rest period between periods of work
	Adult workers are entitled to 11 consecutive hours rest in any 24-hour period.  This increases to 12 hours for workers under 18 years old.


	How to calculate pay when on annual leave
	Employee’s holiday pay is calculated based on the hours they work and how they are paid for the hours.  Depending on if they are they full time, part-time, term-time or casual workers.  To calculate a week’s pay, the working pattern, for full or part time workers with fixed hours and fixed pay, are paid a week’s pay.  But for Shift workers with fixed hours, an average weekly fixed hours using the previous 52 weeks is applied to the calculation. 



(GOV.UK, 2022)
Remedies 
If employers fail to comply with the working time regulations, employees have the right to raise a grievance, requesting the identified problem be rectified immediately.  If the employer refuses to make the changes the worker can bring a claim under the Working Time Regulations to an Employment Tribunal. 
Claimants can ask the Tribunal to make a “declaration” that their employer refused to allow them to exercise a certain right under the Regulations.  Tribunals are also able to make an award based on what is “just and equitable” in all the circumstances.
Claimants are also able to seek compensation for any losses as a result of a breach of their entitlement.
(Thompsons Trade Union, 2017)
	
Mencap v Tomlinson-Blake and Shannon v Rampersad (conjoined cases) 19.03.21


	The main issue raised by both claimants was the right to be paid national minimum wages for Sleep in Shifts and for being required to stay on site  to provide assistance if required. Both of which were rarely required.  

The Supreme Court held that sleep-in shifts didn’t qualify as work and dismissed both cases.  The decision clarified the legal position between the distinction of 
· Being available for work
· Actively working

Also stated that workers on sleep-in shifts can have hours counted for NMW purposes when the workers are required to be awake for the purpose of performing specific activities.

(CIPD, 2022)





	
Organisation Example – Paternity Leave Request.


	An employee submitted a Paternity leave form requesting two weeks off work.  The correct notification rules were applied, a copy of his partners MATB1 was submitted however he had not been continuously employed for at least 26 weeks up to any day in the qualifying week.  Therefore the employee was refused paid Statutory Paternity leave but was granted Unpaid Paternity leave by the company.

(AMCOR, 2021)





4.3	Explain the main principles of maternity, paternity and adoption rights in the context of employment rights.
Employment law involving Maternity, covers the protection of a pregnant woman through the periods of her antenatal care, care at work whilst pregnant and during her maternity leave period.  And is protected against dismissal on the grounds of her pregnancy or any other detrimental treatment relating to their pregnancy. 
(Daniels, 2019, pg100)
	
Maternity, Paternity and Adoption Rights.


	Rights to leave and pay during maternity 

	Only employees have the right to maternity leave.  To qualify the pregnant workers must inform their employer in writing no later than the fifteenth week before the expected week of childbirth.  Confirming she is pregnant, her EWC and the date she intends to start her Ordinary Maternity Leave.
During the maternity leave period they are entitled to all the benefits of their terms and conditions of employment she would have received had she not been pregnant, apart from renumeration.  They will also continue to accrual both statutory and contractual holidays and continuity of service. 
(Daniels, 2019, p. 102)


	Qualifying periods of service 
	To qualify for SMP/ SAP employees must be employed for a continuous period of at least 26 weeks before the qualifying week, which is the 15th week before the baby is due to be born.


	Time off for antenatal care 
	Pregnant workers are entitled to take paid time off for antenatal appointments that occur during working hours.  And employers do have the right to ask the individual to provide proof of second or additional appointments.  If employers refuse, the pregnant worker is able to complain to an employment tribunal, who are able to make a declaration that the refusal was justified or not and make the company pay the woman the same amount she would have received for the requested period of time she had off.  The ET can also order the company to pay her for the time off if they refuse to pay her but do allow her the time off.
(Daniels, 2019, p. 101)


	Paternity Leave 
	Was introduced by the Employment Act 2002.  Providing the father of the child or the mothers husband or partner the opportunity to take up to two weeks paternity leave paid at the lower rate of SMP.  They must give at least 28 days’ notice to their employer of their intention to take paternity leave and must be taken within 56 days of the child being born.  This also applies to partners of adopters. 
(Daniels, 2019, p. 104)


	Adoption Leave 
	The Employment Act 2002 included a new statutory right for employees adopting a child to take time off to build a relationship with the child.  They receive the same provisions as maternity leave and either parent can take the leave. They can start the ordinary adoption leave (OAL) of 26 weeks on the day the child is placed with them or no more than 14 days before the child is expected to be placed.
(Daniels, 2019, p. 104)


	Shared Parental leave (SPL) and pay.


	SPL was introduced by the Shared Parental Leave Regulations 2014 as a way of sharing the maternity leave with their partner.  But must give notice of their intention to take SPL before the birth or adoption.  It can be taken as a continuous or discontinuous leave.  Employers can’t refuse continuous leave but can refuse discontinuous leave.
To be eligible to take SPL they must be entitled to Statutory Maternity/Adoption leave. And also share responsibility for raising the child with the child’s father or her partner. 
A continuity test must also be applied to determine eligibility.
During SPL the employee is entitled to SPL pay, paid at the same rate as SMP.  This entitlement is for the couple and not for each member of the couple.
(Daniels, 2019, p. 106)


	Keeping in touch days (KIT & SPLIT)  
	Were added by the Work and Families Act 2006 to allow employees off on maternity leave the option to work up to 10 days without losing any entitlement to maternity pay.  Employers can’t force them to work certain days and they must not suffer any detriment for refusing to work.  The overall purpose is to keep the relationship between the worker and the employer open giving them the opportunity to update them or provide training if necessary.
(Daniels, 2019, p. 102)




Case where employers have not adhered
	
Sefton Borough Council v Wainwright – Redundancy during maternity leave.


	In November 2014 the employment tribunal ruled how the right to suitable alternative vacancies apply when in a redundancy situation.  The EAT analysed the women’s right to be offered suitable alternative vacancies when in a redundancy situation and off on maternity leave.  It was ruled that this amounted to unfair dismissal but not discrimination.

It was found that Regulation 10 of the Maternity and Paternity Leave Regulations 1999 applied and that the claimant should have been given special treatment and that a suitable available vacancy should have been offered to the employee on maternity leave not just given the opportunity to apply for it.  Failure to do this rendered the subsequent dismissal automatically unfair.

The respondent appealed this decision as the ET had reached the conclusion solely on regulation 10 and had failed to set out relevant findings on the “reason why” question.   Therefore the appeal against direct discrimination was succeeded  and the claimant was ordered to pay the £400 costs for lodging the appeal and half the hearing fee. 

(Employment cases Update: Sefton Borough Council v Wainwright UKAT/0168/14/LA.


4.4	Explain other employment rights relating to flexible workings.
Flexible working – Under the Employments Rights Action 1996 all employees who have worked for the same employer for at least 26 weeks are eligible to the legal right to request flexible working.  But can only make one request in any 12-month period. It’s a way of working to suit the employee’s needs.  This could include having flexible start/finish times or working from home.  These requests must be dealt with within 3 months from first receipt of the request or extended in agreed with the employee.
(GOV.UK, 2022)
Reasons for Request – There are many reasons why employees make a request for flexible working,  they may have caring responsibilities for dependant parents, a disabled person or childcare issues.   Some requests may be connected to the employee’s religious belief.  The Employment Equality (Religion or Belief) Regulations 2003 makes it unlawful for employers to discriminate on the grounds of religion.  Employers must ensure their decision is justified and does not amount to indirect discrimination. 
(ACAS, 2022)
Refusal of Flexible Working requests.  Employers are required to consider each request carefully, ensuring that both the benefits and negatives are identified. Weighing up the adverse business impact of implementing the change and ensuring the employee is not discriminated in anyway.  Once decisions are made the employee should be made aware of the decision.  By putting the reason in writing will help avoid confusion and show how the decision was made.  
If the employer decides to reject the request, they must ensure the business reason is communicated to the employee. Giving the employee the right to appeal the decision.
Rights to paid and unpaid time off during working hours – The law entitles employees to take time off from work in certain circumstances.   Paid leave can include holidays, maternity etc.  And unpaid leave is a way that employees can take time off work unpaid for unexpected circumstances i.e. family emergencies, this is called “dependants leave”  its unpaid unless the employees contract states otherwise.  Unpaid leave can also include having time off for Jury service, training, studying, visiting a doctor.
Time off for Dependants Leave – Under sections 57A and 57B of the Employments Rights Act 1996, employees have the right to take a “reasonable” amount of unpaid time off work to take necessary action to deal with particular situations affecting their dependants, e.g.  if an employee’s child falls ill.  Under the statutory right the employee is entitled to time off in order to arrange care for their child but not to spend an extended period of time caring for the child themselves.  Legislation does not define “reasonable” this will depend on the nature of the incident and the employees’ individual circumstances and should be considered on its own facts.
Remedies 
To help minimise the risk of grievances made due to bad decision-making employers should consider having a flexible working policy in place.  This would promote consistency, make it easier for employees to find out how to make a request and can be written to suit the company.
(ACAS, 2022)

	
Ms Thompson v’s Scancrown Ltd.


	A mother who put in a  request for flexible working was refused by her employers.  She won her case, the Employment tribunal found she had suffered indirect sex discrimination and was awarded £185,000.    The employers had not even proposed any alternative arrangements that may have suited the needs of both parties  The ET  made it clear that employers must deal with flexible working requests seriously, carefully and in a reasonable manner.  

(Zona, 2021)





2.1	The principles of discrimination law in recruitment, selection and employment.

At present there is no single Act that governs recruitment and selection, however there are many statutes that encompass the employment relationship that impacts pre-employment issues.  The Equality Act 2010 makes it unlawful for employers to discriminate against existing workers and potential job candidates.  It has nine characteristics that it protects: age, gender reassignment, race, disability, religion or belief, sex, sexual orientation, marriage, civil partnership, pregnancy and maternity.
(CIPD, 2022) 

	
Other relevant Statutes Include


	Employment Rights Act 1996
	Statement of terms and conditions


	Working Time Regulations 1998
	Statutory rights including hours, holidays, rest breaks.


	National Minimum Wage Act 1998

	Minimum pay for workers and employers.


	Transfer of Undertaking Regulations 2006
	Continuous employment as in new business takes over the existing workforce.


	Data Protection Act 1998
	The lawful processing of applicant’s data.


	Immigration, Asylum and Nationality Act 2006
	Checks on the right to work in the UK.




(Cole, 2020)
ACAS advises employers to avoid any form of discrimination relating to the equality act 2010 during the job advertising, selection and recruitment process.  
· Creating the job advert - it should be objective detailing the necessary skills or experience required.  Using language that doesn’t include any loaded or gendered terms.  Outlining the skills and use as a framework to assess the applicants fairly, ensuring they are all dealt with consistently.
· Advertising the role - ensuring it seen by as many different people as possible and not targeted to specific groups which may cause biases.
· Interviewing candidates – making sure the correct questions are asked and none of them discrimatory i.e. asking the candidates age, asking a woman if she’s planning to have children etc.
· Decision making  - Keeping notes from interviews and a record of how decisions were made.  These can be used as evidence or future training for HR members to avoid discrimination.
· Feedback – to give constructive feedback to unsuccessful candidates, focusing on how they performed during the interview. 
(Popat, 2019)





Examples of discrimatory job adverts
Unconscious Bias in Job Titles
[image: ]
                          Ageist					Sexual Discrimination
[image: ] [image: ]
(Slezak, 2012)
	
Discrimination under the Equality Act 2010 can take any of the below forms.


	Direct Discrimination

	Includes treating one person worse than another person because of the protected characteristics,  

Example - An older employee is not informed of an internal vacancy as the employer thinks people’s memories get worse as they get older and believes they would not be able to do the job.


	Indirect
	When a rule or policy or a way of doing things is put in place by the organisation which has a worse impact on someone with a protected characteristic than someone without one.

Example -   Using a job advert that states applicants must have spent a specific number of years’ experience, ruling out younger people who may have the skills required.. 
(ACAS, 2022) 


	Associative

	Directly or indirectly discriminating against a person who has an association with a person who has a protected characteristic.

Example – Refusing to employ a person who cares for a disabled person.  Raising concerns that they may not be able to travel for the role.


	Perceptive

	Directly or indirectly  discriminating against a person who they believe to have a protected characteristic.

Example – Not employing a person who they think has a particular religion because of their name.  And believe they would find it difficult to fit into the existing culture.


	Harassment
	Unwanted conducted related to a protected characteristic.  Which violates the persons dignity and creates a hostile, degrading, humiliating or offensive environment.

Example – Telling jokes about a candidate’s religion or belief at the interview, making them feel humiliated.


	Victimization
	Directly or Indirectly discriminating against a person who may have previously made a complaint about discrimination or supported someone else who complained or sought to uphold their equality rights.  

Example – Refusing to offer a current employee the opportunity to an internal vacancy because they previously made a complaint of discrimination against their employer.



(Popat, 2019)
	
Discrimination in recruitment


	Positive action v’s

	Positive discrimination.

	Is permitted, this is based on steps an employer can take to reduce the disadvantages or remove barriers and obstacles caused by anyone who possesses protected characteristics, e.g. race, age or sex.

Example – A company identifies a significantly lower number of females at  senior management level, possibly missing out on the experience and creativity.   By offering all females training to develop their management skills could help increase the number of female applicants, creating a more diverse and representative workforce. 
	Is unlawful when an employee or potential candidate is given preferential treatment or even selected for a role just because they have a protected characteristic.

However there are some exceptions to the general prevention on positive discrimination.  When employers are looking to diversify their workforce, by taking steps to increase the participation of under-represented groups, who are at a disadvantage because they have a protected characteristic.

Example – Two candidates are interviewed for a position; one was from an ethnic minority group with less qualifications, the other a female.  It would be unlawful to hire the candidate because they wanted to employ more people from non-white backgrounds.



(Davidson Morris, 2021)


	
Mr M Furlong v The Chief Constable of Cheshire Police (2018)


	The claimant, Mr M Furlong, a white heterosexual male was unsuccessful in his application to join the police force, even though he had a better interview than over candidates.  And several under-represented minorities were successful.

The court found Cheshire police had tried to boost the diversity of the workforce.

The outcome - Cheshire police had acted unlawfully by treating lesser qualified candidates with protected characteristics more favourably.

(Chamberlain, 2022)




Comparators – The equality act refers to comparators when they want to compare the treatment of someone who believes they have suffered direct discrimination against someone else who doesn’t have the same protected characteristic.
(Citizen Advice, 2022)
Disability discrimination is protected by the Disability Discrimination Act which protects disabled people during the recruitment process and throughout their employment.  Discrimination is the unfair and unequal treatment of an individual because of a particular characteristic they may have.  This can occur during the selection of candidates when an employer makes their selection based on any reason other than their qualifications and experience.
Reasonable Adjustments – changes that must be made by law to reduce or remove a disadvantage relating to an employee’s disability when doing the job or when a job applicants’ disability when applying for a job.  
(ACAS, 2022)
	
Government Legal Service v Brookes (2017)


	This case found the employer required all job applicants to complete an online multiple-choice psychometric test.  The claimant who had Asperger’s syndrome asked if they could submit her answers in a short narrative form because of her condition.  The request was refused and told an alternative test format was not available.  The claimant brought claims of indirect disability discrimination, failure to make reasonable adjustments and discrimination arising from disability.

The EAT found that despite the employer having a legitimate aim in operating the test, the means of achieving that aim was not proportionate.  And the EAT upheld the decision that the requirement to complete the psychometric test placed the claimant at a particular disadvantage because of her condition.

(Limpo, 2019)




Remedies
Create an effective recruitment strategy which involves consistently reviewing the company’s recruitment goals.  This helps identify the missing skills and competencies within an organisation.  It ultimately helps improve the quality of the candidates, reduces the costs per hire, helps increase diversity and speeds up the recruitment process.
(Polc, 2022)
[bookmark: _Hlk99223427]Defences
[bookmark: _Hlk99227179]Current legislation on sexual orientation, race, age, religion or belief set out a “genuine occupational requirement (GOR) defence.  In some cases allows employers to stipulate due to the nature of the job only people with a certain protected characteristic are required.  Employers must be able to prove that the protected characteristics were essential, and they had good business reasons, this is referred to as “objective justification.  Example, a women refuge advertises for a female support worker, as the residents would feel safer with a female worker.  Employers can rely on the objective justification defence for indirect discrimination, direct age discrimination etc.
(ACAS, 2022)


[bookmark: _Hlk99226753][bookmark: _Hlk99228044]2.2	Legal requirements of equal pay.
Equal pay is covered by the Equality Act 2010, where men and women in the same employment performing equal work must receive equal pay.  Unless any difference in pay can be justified.  It applies to different working arrangements i.e. employees with a verbal or written contract of work.  And it doesn’t matter how long employees are employed or if they are full or part time, fixed term, zero hours or on a casual contract.
	
Equal pay applies to all contractual terms


	· Basic Pay

	· Non-discretionary bonuses

	· Overtime rates and allowances

	· Severance and redundancy pay

	· Pension schemes

	· Hours of work

	· Company

	· Sick Pay

	· Fringe benefits such as travel allowances

	· Benefits in kind.


(Equality and Human Rights Commission, 2021)

	
By law equal work counts as


	Like Work

	Work where the skills and jobs are the same or similar

	Work rated as equivalent

	Work rate are equivalent, using a fair job evaluation.

	Work of equal value
	Work that is not similar but is of equal value.  They could relate to the level of responsibility, skill, training, or the demands of the working conditions are of equal value.




The defences to an equal pay claim include –
· The woman and her comparator are not doing equal work.
· The chosen comparator is disallowed by law, they may not be in the same employment.
· The difference in pay is due to a genuine material factor and is not related to the sex of the jobholder. 
· Factors identified proving 
· There’s a real reason for the difference.
· Causes the difference in pay between the woman and her comparator.
· It’s maternal, the factors are relevant and significant.
· It doesn’t involve direct or indirect sex discrimination.

(nibusinessinfo.co.uk, 2021)



Remedies 
· [bookmark: _Hlk99288557]Creating an equal pay policy – includes a written statement that sets out the company’s commitment to tackling sex discrimination. 
· Implementing a job evaluation scheme – a systematic and analytical procedure for comparing the relative importance of different jobs to create fair pay systems and job hierarchies.  
· Conduct equal pay reviews, this process focuses on unequal pay for equal work.  Checking the pay arrangements, identifying and addressing any gender discrimination.
· Creating clear and transparent job titles and job descriptions.
· Revising grading structures.
Its important employers provide equal pay not only to comply with the law but to reduce the risk of conflict, grievances and possible tribunal cases.  These are expensive and can damage the company’s reputation, decrease morale and employee relations. 
(Equality and Human Rights Commission, 2021)
	
Asda Stores Ltd V’s Brierley and others (2021)


	In a long running case Asda lost its appeal in the supreme court in connection with Equal Pay.

35,000 female workers using male warehouse workers as comparators.  Asda argued that they could not use the warehouse men as comparators as the two groups didn’t work under ‘common terms and conditions’

Rejected Asda’s argument and stated the terms were sufficiently common to proceed with a claim for equal value.
It was found that when companies operate in different geographical locations, the courts have to take into consideration if the comparators would be employed on common terms with the claimants if they were to work together at the same location.  The courts said yes to this.

The 35,000 claimants can now proceed with their equal pay claim, if successful it could potentially result in substantial cost running up to billions. 

(Butler, 2021)




Relevant cases
	
Gibson v Sheffield City Council (2010)


	Equal Pay – Material factor defence.

Female claimants working as carers and school meal staff were paid around 38% less than male staff working as gardeners and street cleaners.  But the council rated the work comparable.
The council stated the reason for the difference was due to a 40-year-old productivity bonus that was paid to male workers, but no such bonus was introduced for women as their roles could not be incentivised in the same way. The claimants argued that the council should prove a gender free reason for the difference in pay.

The court of Appeal held that the bonuses were deemed discriminatory.  The decision was passed back to the employment tribunal as to whether the bonuses could be objectively justified by the council.  The probable reason not to pay female employees a bonus was financial and the European case law states government bodies can’s use cost as a justification for discrimination.

The case should be remitted to the employment tribunal to give the employers the opportunity to seek justification that the impossibility of applying the productivity bonus to women was genuine.

(CIPD, 2022)






[bookmark: _Hlk99304451]Task 2
	[bookmark: _Hlk99215920]
EMAIL


	To:
	George Smith

	From:
	Marie Hancock

	Date:
	27th March 2022

	Subject
	Closure and Redundancy Proposal – ABC, Bishwell Plant



Hi George
[bookmark: _Hlk99212143]In response to your earlier email proposing the closure and redundancy of 5 members of staff at the ABC Bishwell plant. I have put together the following information informing you of the legal requirements we must comply with if we were to go ahead with this proposal or consider alternative options. 
[bookmark: _Hlk99209995]Redundancy is one of the 5 potentially fair reasons for dismissal and is covered under the Employment Rights Act 1996.  The proposal would be covered because the law stipulates that making redundancies when an employer intends to cease operations of the business in which employees are employed is covered by section 139 (1) of the act or if the employees work has ceased at a location that they are employed. 
(Daniels, 2019, pg 188)
We as employers must meet certain obligations, follow correct processes and consider employees’ rights when proposing redundancies. It must be handled sensitively to reduce negative impact on the workforce and the risk of potential unfair dismissal claims.  
	As this case demonstrates.

E-Zec Medical Service v Gregory – Redundancy: Individual Consultation.


	E-Zec made the claimant Ms Gregory redundant, and an employment tribunal upheld the decision that Ms Gregory had been unfairly dismissed because the company had failed to consult properly and could not prove that the criteria for selection had been applied objectively. 

(CIPD HR-Inform, 2022)





This chart details the stages of the redundancy process that we must comply with.
	

STAGES OF REDUNDANCY


(CIPD, 2021) 



Individual redundancy consultations are an essential part of the redundancy process, giving employees reasonable notice of the impending redundances and to discuss.  
· Reasons for redundancies.
· Ways to reduce or avoid redundancies.
· Selection criteria.
· [bookmark: _Hlk99210325]Raise concerns and put forward suggestions.
· How the company will support them i.e. Training.
When making less than 20 employees redundant there are no set rules to the length of the consultation process.  We must ensure we fully consult with the employees and representatives i.e. trade unions if covered by contractual terms or policies.  Employees have the right to be accompanied by either a colleague or union representative.  
(CIPD 2022)
Alternative Roles at other sites should be offered to them, giving them the opportunity to apply.  The successful employees can start the alternative roles within 4 weeks of their current role ending.  If not they will still qualify for redundancy and be paid redundancy pay.
(ACAS, 2022)
Redundancy pay,  all 5 employees have more than 2 years’ service and are entitled to statutory redundancy pay. The calculation is based on their length of service and age.  They will also be entitled to notice and holiday pay. I will forward you the redundancy payout totals shortly.
(Daniels, 2019, pg. 77)
	
Ugradar v Lancashire Care NHS Foundation Trust – Redundancy Pay 


	The claimant brought claims for contractual redundancy and statutory redundancy payments totalling approximately £44000.  The EAT upheld the decision even though the NHS contractual redundancy payment scheme stated that statutory redundancy pay was off set against contractual enhanced redundancy pay.  But they found the claimant was entitled to be paid a statutory redundancy payment in addition to the contractual redundancy payment.

(CIPD HR-Inform, 2022)



Legal implications of managing change
[bookmark: _Hlk99214725]We aren’t able to make any changes to our employee’s contracts of employment without agreement from them.  Unless they already include an express contractual right that allows us to vary the contract in the proposed way or the existing terms are sufficiently broad to accommodate the proposals.
If no such variation terms exist, any changes made with no agreement could lead to constructive dismissal or damages for loss while still in employment.  We will follow this up by checking the current contracts.
To make changes we need to consult with them.  If no agreement is reached through consultations and employee refuses to work in accordance with the changes, it can be difficult to proceed.  In this case options include 
· [bookmark: _Hlk99214962]Terminate contract of employment and offer new contracts under the new terms based on ‘some other substantial reason (SOSR).  This can result in employees claiming for unfair dismissal.
· Negotiate new proposed terms through consultation with the aim to seek agreement.  If no agreement is reached, notice can be given that the variation will go ahead if justified for business reasons. This may result in employee’s resigning and claiming unfair dismissal.
· Unliterally change the contract and use employee conduct as implied agreement.
(Daniels, 2019, pg. 77)
	
Cartwright and others v Tetrad Ltd (2015) UK EAT/0262/14


	An employer proposed a 5% pay decrease due to being in financial difficulty without the employee’s agreement. The decrease was applied from 10th May and was not raised by the employees until the 23rd of October.  This was seen as an implied variation of the contract and as the employees had continued to work in accordance with the change during this time without objecting.

[bookmark: _Hlk98975617](Daniels, 2019, pg. 78)



Alternative to Redundancy – We could consider agreeing on the transfer of the Bishwell  site to a competitor by applying the transfer of undertakings (TUPE) regulations 2006.  It is important to understand the requirements under TUPE as there are complex rules relating to what constitutes to either a business transfer or a service provision change.  
· Business transfer,  the whole business is transferred to the competitor as a going concern.  TUPE covers the transfer of all assigned employees together with any associated rights, powers, duties and liabilities arising under or in connection with their employment contracts and maintains continuity of employment and service. 
· We will be obligated to inform and consult with our employee’s and representative and also the new employer in providing them with employee liability information.
· Employees that object to the transfer won’t automatically transfer to the new employer instead their contract will  terminate on the date of transfer, or they may resign before.
(When does TUPE not apply, 2022)
· Service provision, the company could retain its identity at the site, but we could engage with a contractor to undertake work on our behalf, i.e. outsourcing.

Automatic Transfer Principle is the transfer of rights, liabilities and obligations of the employees to the new employer, they inherit the employees existing terms of conditions , powers, duties and obligations.  Plus the protection against dismissal in connection with TUPE before or after the transfer.  The new provider replaces the transferring employer in relation to the transferred employees and any acts of omission committed by the transferring employer are treated as having been done by the new employer.  Any employees who object to the transfer will have their contracts terminated by operation of law on the transfer date.
(TUPE Transfers: the Basics, 2022)
[bookmark: _Hlk99211593]Again consultation is a major requirement under TUPE.  If we fail to inform and consult our employees we will have to pay up to 13 weeks’ pay per affected employee.
If we were to consider either option I strongly advise seeking specialist legal advice.


	
Ilab Facilities v Metcalf and others (2013) UK EAT/0224/12


	Part of a company was sold with the employees transferring, the other part went into liquidation.  Employees who worked for the part that went into liquidation argued that they should have been part of the consultation.  But they were unsuccessful, the only requirement is to consult with those transferring.

(Daniels, 2019, pg. 202)



[bookmark: _Hlk99211948]Ultimately which ever path we take we are governed by the principles of employment law to ensure we protect our employees.
[bookmark: _Hlk99215794]I appreciate this is a lot of information to take in so I suggest we arrange a meeting to work through any questions or concerns you may have before making the final decision.
Regards

Marie Hancock
HR Officer
ABC Limited.
Tel – 01659 782538
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Preparation


Create the business rationale for closing the site and making the redundancies.


Identify the timeframe and prepare the appropriate documentation, including the marking criteria for selection if required.


Consultation


Consult with individuals, giving them reasonable warning of the impending redundancy.


The length of the consultation period depends upon company policy and the number of employees affected.


Selection


This involves evaluating the pool of individuals identified as at risk of redundancy.


Identify the pool for selection.


Employees will be assessed against the criteria, ensuring the selection criteria is objective and fairly applied against the selected employees. 


Notice of Redundancy


The employer must give written notice to the selected employees that they are 'at risk' and invite them to indivdual meetings. 


A further consultation meeting must be held, taking into consideration any points raised by the affected employees.


Once the individual consultations are complete and the final decisions are made.  Written notice of redundancy should be issued to the affected employees, confirming redundancy payment and notice pay.  This should be the greatest of either the contractual notice or the statutory minimum notice.


Employees should be given the right to appeal.


Redundancy Pay


Employees with more than 2 years service are entitled to a minimum statutory redundancy payment which is based upon a formula using the employees length of servicer and age at time of redundancy.  


Identify any suitable alternative positions available. 





The redunancy payment will be paid plus with notice pay, outstanding holiday pay.


Refer to company redundancy polices and trade union agreements.
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Statutory shared parental pay (shPP)
Statutory rate or 90% of employee's weekly earnings if
this is lower.

£145.18

£148.68

£151.20

£151.97

£156.66

Statutory maternity pay (SMP)

First six weeks - 90% of employee's average weekly
earnings. Remaining weeks at the statutory rate or
90% of employee's weekly earnings if this is lower.

£145.18

£148.68

£151.20

£151.97

£156.66

Statutory adoption pay (SAP)

First six weeks - 90% of employee's average weekly
earnings. Remaining weeks at the statutory rate or
90% of employee's weekly earnings if this is lower.

£145.18

£148.68

£151.20

£151.97

£156.66

Statutory paternity pay (SPP)
Statutory rate or 90% of employee's weekly earnings i
this is lower.

£145.18

£148.68

£151.20

£151.97

£156.66

Statutory parental bereavement pay (SPBP)
Statutory rate or 30% of employee's weekly
earnings if this is lower.

N/A

N/A

£151.20

£151.97

£156.66

Lower earnings limit (per week)

£116

£118

£120

£120

£123
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resourcefulness, with excellent communication skills. You should also be professional,
responsive and above all service driven. We're looking for someone with organizational flair,
as well as a strong eye for detail and perfect grammar. Put your skills to work for us and we
will give you the tools, resources, and support to build a career you are not only proud of,
but one you love.

pride in their

Pay, benefits and more.

We are eager to attract the best, so we offer competitive compensation and a generous.
benefits package, including full health insurance (medical, dental and vision), 401(K), life
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