5OS01 Specialist Employment Law assignment – Beth Stowe


1. Evaluate the aims and objectives of employment regulation. (AC 1.1) 
Employment regulations ensure that employees rights are protected and that they are treated fairly, maintaining a working relationship between employer and employee that is cohesive and just.  The Equality Act 2010 ensures that workers do not receive adverse treatment because they possess a protected characteristic, such as gender, race or disability (Courts and Tribunals Judiciary, 2024).  This statute resulted from a need to simplify legislation and combine an array of legislation making it more readily accessible to implement into employment practice.

UK Employment law has been subject to many changes in recent years, stemming from changes in government which dictate the direction of new legislation. The Conservative government of 1979 considered the sway of power in the employment relationship lay with Employee’s, according to Daniels (2022, p.2,3). They sought to counteract this by redressing the powers of Trade Unions and introducing new legislation which focussed upon Individual as opposed to collective rights.  In 2020, the impact of Covid meant the governments priority was to ensure the law provided protection for both parties.  The Job Retention Scheme (JRS) ensured that employers did not unreasonably exert their power over employees, leaving them vulnerable without employment. This meant that the government picked up 80% of the salary of employee’s unable to work during the lockdown period and supported businesses from folding.  

The CIPD’s UK Employment Regulation survey (CIPD, 2017) cites positive attitudes towards employment regulation, with 69% of survey participants confirming a positive impact for employees in the implementation of employment law.  A marked number of employers (41%) agreed that Data protection and National Minimum Wage laws positively contributed to business operations. New regulations were also said by employers to be a business priority in organisational behaviour and employment practice change.  Barriers to employment regulation implementation were also highlighted.  Lack of resource was named a main barrier at 44% (training, costs, time or staff) and   34% of respondents said, ‘too much legislation’, especially in smaller organisations, poses a significant barrier to implementing employment law changes with not enough awareness and knowledge surrounding changes to the law itself.


2. Examine the role played by the tribunal and courts system in enforcing employment law. (AC 1.2)  
Employment Tribunals bring into force a legal system to quickly, easily bring an employee grievance to resolution at no/low cost.  They came about in the mid-1960’s due to the governments concerns surrounding the sheer volume of industrial action at that time. The Donovan report was the outcome from these concerns and highlighted the need for employees to be able to raise a grievance and for it to be managed quickly by the court system, allowing both parties the ability to move on in their employment relationship (Daniels, 2022, p18).

Today’s Employment Tribunal system operates in much the same way, covered by civil law which surrounds the law of contract, of property and of tort. There are strict time frames in place, which supports the speed at which Tribunals can be heard and resolved. The time frame to bring a claim is 3 months less one day, from the date that the complaint occurred at work.  

Most tribunal cases are based around compensation claims made by employees for unlawful discrimination, unfair dismissal and redundancy claims and pay-related claims and are capped at £25,000.  Judgement is usually passed on the day of hearing or within 28 days by post.   Should either party dispute this decision, they can ask for reconsideration from the Judge, within 14 days.  Cases that are appealed can move to the Employment Appeal Tribunal, where it is considered an error in the application of law has taken place or where new evidence has arisen (Citizens Advice, 2021).  If this appeal is lost, there is a timeframe of 42 days for the claimant to file a complaint with the Court of Appeals.  From this point, it can be escalated to the Supreme Court and must be able to demonstrate that the law was not followed by the lower courts on legal grounds.  The Supreme Court will only consider cases that will have an effect upon the general public and as the highest UK Court system, is the last resort for escalation since the UK left the EU under Brexit in 2021 (Daniels, 2022, p11).


3. Explain how cases are settled before and during legal procedures. (AC 1.3)
There are 2 ways to settle claims where employment disputes are taking place. Early conciliation (EC) takes place prior to a claim being submitted to tribunal, taking up to 6 weeks. This is supported by ACAS who provide free, unbiased, and informative assistance to help the claimant reach an agreement with the respondent (Citizens Advice, 2024).  Conciliation between parties removes the need for stressful and administration-heavy legal proceedings.  ACAS (2022) confirms benefits of EC as quicker, easier and voluntary.
If an agreement is reached during EC, ACAS will contact the respondent on the claimant’s behalf and write up what has been agreed in a ‘COT3’ settlement form. If the agreement contains a lump sum amount of money but also other terms such as provision of a job reference, ACAS must be informed that there is no agreement to a binding agreement until all terms are met. 
Despite this process being free, it is legally binding and ensures no future claims can be raised at Tribunal as the case will be closed.
If a settlement is not agreed, and further negotiations are required, then this can go to a Settlement agreement.  This is where legal representation intervenes to work out the details of an agreement and must be in writing. This is a more expensive and lengthier route to take and can occur during legal procedures. For the most part, these agreements help to end the employee-employer relationship in a way that suits both parties (ACAS, 2018).      
Considering a settlement offer:
· What the offer is versus what the claimant could get if the case proceeds to tribunal.
· What other course of action is in play if the offer is rejected.
· The likelihood of winning the case.
· The emotional impact of not accepting the offer against what the Tribunal outcome might be.
Settlement agreements are legally binding and likewise to EC, ensure that a claim cannot be brought to Tribunal.  A key feature of a Settlement agreement is that Claimants must have independent advice on the agreements’ terms and effect, from a properly qualified and insured legal representative.  It must be clearly written that the claimant has taken this advice.


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) 
The Equality Act 2010 is an important area of employment law as it protects people from unfavourable treatment because of discrimination against their protected characteristic, such as Sex or Age (Local Government Association,2024).  
In this scenario, recruiting only young men alienates women as well as older prospective candidates and ACAS (2023), cites that action as an employer must not cause ‘detriment’ to a protected group, giving grounds for a potential claim here for direct discrimination.  The CIPDa (2024) clarifies direct discrimination as defined in section 13(1) of the EA10 as treating someone less favourably than another person because of this protected characteristic.  It is important to note, that claimants can bring a case for discrimination against an employer prior to being employed by them for discrimination via recruitment practices.
As there is no reasonable justification to employ only young males for the nature of this role, this recruitment practice should be made void. 
A review of recruitment practices:
1. Re-visit interview questions, ensure questions relating to marital status or anything that alludes to a protected characteristic are removed (Popat, 2019).  
2. Apply a point scoring system to interview questions and use this to identify the most qualified candidate for the business. Keep a record of hiring notes to support unbiased recruitment methods. 
3. Appoint a third party to the recruitment panel to ensure the right person is recruited fairly.

Continuing with the current recruitment practices risks financial and reputational repercussions for unlawful behaviour and could incur heavy costs. Clements v Guys and St Thomas’ NHS Trust (Gov.UK, 2020), illustrates discrimination where the candidate wasn’t perceived to the “best fit” at final selection.  This claimant was awarded over £7,000 in compensation for loss of earnings and injury to feelings because the Court found him to be, on the balance of probabilities, discriminated against because of his age.


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)  
Is there a legitimate reason for Kit to be paid more than Cat, such as length of service, or is it performance-based or overtime?  If there is unfounded reasoning behind Kit receiving a higher salary than Cat, then there is a real concern that there are grounds for an equal pay claim, as the Equality Act 2010 clearly states that paying different rates of pay to men and women based on sex alone, is illegal (Hilsenrath, 2020). 
The law gives men and women the right to be paid the same, considering 3 provisions:
· Firstly, ‘like’ work - where 2 employees are performing the same roles.
· Secondly, work related as equivalent albeit different job roles can be identified as equivalent by analytical job evaluation studies.
· Thirdly, where jobs are entirely different, but are viewed by the employee as requiring the same level of skill and ability, they are considered to be of equal value.
In this instance, Cat has raised a concern over equal pay not applied and Cat would need to be able to identify Kit as a comparator as a basis for her claim. A comparator is a person also employed (current or former employee) who is identified as being of the opposite gender, doing like work (or equivalent or equal value) who is receiving more pay and/or better terms and conditions of employment than the claimant (CIPD, 2023).
As a respondent to any claim, there must be evidence for the employer to raise in defence: 
1. The claimant and the comparator are not performing ‘like’ work.
2. The work is not rated as ‘equivalent’ if the claimant and comparator are in different employment for example.
3. The difference in pay is due to other factors and can be proven to NOT be related to sex.



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)
Considering the forthcoming closure of the restaurant, it is advisable to start considering the plans for your employees. The current process is not lawful practice and risks high chance of a tribunal claim where redundancy payments and compensatory awards for damage to feelings would be owed.  There is the added danger of reputational repercussions too, not only for external parties but for internal colleagues too seeing how exiting colleagues are treated when leaving the business.

Prior to considering Redundancy, Peachey should consider whether there may be suitable alternatives for employment elsewhere within the business. Once explored and confirmed, all employees at-risk need to be consulted with providing the reasoning of why they are being made redundant alongside these employment alternatives.  Transparency, reassurance and clear channels of communication are vital throughout the process.  This ensuring that employees are well-informed and those remaining feel secure in their employment.

Whilst there are no legal enforcements for redundancies of up to 19 people, it is important to follow the correct process and timelines for at-risk employees and redundancy.  If a 4-week trial period of suitable alternative employment to an individual can be offered, the employee can garner whether this is something they would accept on a permanent basis.  If the new role is accepted by the employee, then there would be no redundancy payment to pay and length of service with the company continues (GOV.UKb, 2024). 
If the employee needs time to consider a new role before trialling it, they have 4 weeks to make that decision. If they decide it is not a suitable alternative (because of location or terms and conditions of employment perhaps) during the trial, they can refuse the offer on these grounds and will be considered redundant from the original end of employment date and will receive the redundancy payment. 
However, if a suitable job alternative is offered but refused by the employee without good reason, there is no eligibility to a redundancy payment.



Redundancy payment calculations:

	EMPLOYEE
	AGE (years)
	LENGTH OF SERVICE (years)
	RATE OF PAY ENTITLEMENT
(weeks)
	CALCULATION BREAKDOWN
(Entitlement in weeks, untaxable payment)
	ADDITIONAL NOTICE PERIOD PAYMENT
	TOTAL PAYMENTS DUE

	Angelica
	53
	8
	1.5
	1.5 weeks pay for each year worked (over 41 years old)  = 1.5 x £700 = £1050. 
£1050 x 8 years  = £8,400 

	1 weeks notice paid for each year worked. 
= 8 weeks x £700 p/week wages 
= £5,600

	£8,400 
+  
£5,600 notice period payment 

= £14,000 (before tax/ deductions on earnings)

	Saffron
	30
	5
	1
	1 weeks pay for each year worked (under 41 years old) = 1 x £350 = £350. 
£350 x 5 years = £1,750 
	1 weeks notice paid for each year worked.
= 5 weeks  x £350 p/week wages
 = £1750
	 £1750 
+  
£1750 notice period payment 

= £3,500 (before tax/deductions on earnings)

	Chip,
Cherry, Reese 
& 
Carmel

	18 + 19 years of age
	1 
	N/A
	No redundancy payment eligibility (less than 2 years length of service).



	£225 x 2 weeks notice pay  

= £550 per employee


	 

= £550 per employee subject to tax/deductions



 



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)    
When Peachy Desserts takes over Crumbly Cakes through a business transfer, TUPE 2006 will apply. TUPE stands for the Transfer of Undertakings (Protection of Employment) regulations 2006 and is in place to clarify the law regarding the rights of employees, when a business changes ownership (Suff, 2023). TUPE ensures that UK employees will not be at detriment and will continue to experience the same terms and conditions of employment when their employer changes through a business sale. 
For Peachy to ignore the legal stance and to issue new contracts, would be a direct contravention of the law and risk a costly claim for constructive dismissal.  What is important during the employee transfer process, is that consultation occurs as soon as possible between the parties (seller of Crumbly, Peachy as the buyer of the business and the employees) with a transparent and sensitive approach.  Whilst there are no strict time constraints on holding consultation, failure to inform and consult employees could mean compensation of up to 13 weeks’ pay per worker. During consultation, Crumbly employees will need to be notified in writing (ACAS, 2024). Crumbly will also have to provide Peachy with 'employee liability information' (ELI) which confirms specific information about each individual (ACASa, 2024). 
Whilst employee’s enjoy continuity of employment, the transferee (Peachy) becomes accountable for all statutory rights, claims and legal obligations which arise from the contract, unfair dismissal, equal pay and discrimination claims, although criminal liabilities are exempt from this (Suff, 2023).  Employees are protected against dismissal because of business transfer automatically under TUPE, but should businesses be able to provide an ‘economic, technical or organisational’ (ETO) reason which shows a workforce change, then the transferee can refuse to take on Crumbly cakes employees. However, if there is found to be no actual change, then Peachy may be liable for tribunal claims.
Post TUPE transfer, you will need to ensure that morale amongst colleagues is managed proactively and with sensitivity to potential uncertainty about the move.  To encourage the best start with Peachy, I would urge a formal welcome and sit down 1-2-1 to identify any concerns/needs.






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)    
The law relating to National Minimum Wage aims to ensure that there are minimum levels of pay that employers are bound to provide their employees, as per the National Minimum Wage Act 1998 (NMW).  This piece of legislation states that a worker who is employed under a contract of employment or carries out work for another party, should be paid fairly at a minimum amount that corresponds to the National Living Wage Act 2016 (NLW). 
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                Figure 1 – National Minimum Wage

As you can see the different bands of pay relating to age above will impact on Peachy’s sales assistants. Whilst £9.00 an hour is a very competitive wage rate for the younger colleagues within the business, anyone over the age of 21 will be at a detriment with the current pay strategy.  At the earliest opportunity, please implement a planned annual pay review exercise to ensure you continue to abide by the law’s minimum standards as per the Low Pay Commission section on the UK Government website (Daniels, 2022).  And ensure going forward you retain employee pay records, storing securely for a minimum of 3 years.  
As well as statutory wage amounts, be mindful that employees also have rights in relation to sickness, where the government has statutory sick pay (SSP) in place for employers to pay for a maximum of 28 weeks, currently at £116.75 per week (but calculated at day rate for payment of sickness absences).
Redundancy pay is also applicable to employees with a minimum of 2 years’ service, as we have discussed above.
Please take heed that although you can rectify the wage rates for the colleagues over 21years of age in line with the law now, there remains a risk of being taken to Employment tribunal.  Where employees consider they have been paid incorrectly, they are entitled to ask for a reassessment of their pay. Costs involved here are financial as well as reputational.  Fines per employee are currently reaching a maximum of £20,000 but employers are also publicly named by HMRC, who share business names with the Department of Business and Trade (DBT), ACASb (2024). 

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)  
The Working Time Regulations (WTR) 1998 allow UK workers the assumption of a maximum working week of 48 hours, paid annual leave and regular rest breaks. Originating from the EU Working Time Directive, the regulations are in place to improve employee wellbeing and workplace safety. Despite Brexit, the WTR continue to represent a significant point of law regarding workers employment rights, says Kenner (2018).
Considering Kits working hours, it is obvious that Kit is far exceeding the 48-hour working week and the fact that he has raised a complaint would suggest he has not opted out of this working arrangement. In practical terms, unless an employee requests to opt-out of working a maximum working week, the law states that over a 17-week period, workers cannot work for more than 48 hours on average per week.  Opting out of the 48-hour working week agreement is not compulsory and employers cannot compel employees to sign an agreement as part of their contract, nor terminate an employee for failure to sign one.  
In short, Kits long working hours and the fact he must cover days off when his supervisor is away, presents very little to no adequate rest breaks for Kit over his working week. 

Employees are entitled the following rest periods per working day:

	Employees over 18 years old
	Employees under 18 years old (young workers)
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 Figure 2: Acas – rest and breaks at work: The right to rest

As well as rest breaks, Kits holiday entitlement current sits at the statutory 5.6 weeks (28 days). I would consider reviewing the company annual leave policy for holiday entitlement for Peachy’s workers to ensure a fair provision of leave entitlement remunerates colleagues appropriately.
As expansion plans are on the horizon with redundancies amidst the business, a review of Kits working hours within this branch should be undertaken at the earliest opportunity to address the concerns here. There are opportunities for other employees to pick up these hours. 
Discuss with Kit:
1.desired working hours
2. implement adequate rest breaks into policy daily operations 
3. review rest breaks between shifts especially for younger colleagues  

Addressing the above for Kit  will contribute to his wellbeing and will positively impact his approach to work in his energy and attitude, reducing the likelihood of health & safety related accidents.  
If Peachy does not comply with the law, it will be open to a claim via Employment Tribunal and/or Fines from the Health & Safety Executive or the local authority (ACASc, 2024).  In Kepak v Grainne O’Hara (2018) ADJ-00008654, Miss O’Hara won a claim at tribunal due to her employer knowingly allowing her to work excessive hours of work above the statutory amount and not preventing this.


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)   
Coco’s rights as an employee include up to 52 weeks maternity leave, comprising of 26 weeks of Ordinary maternity leave (OML) and 26 weeks of Additional Maternity leave (AML). By law, Coco is entitled to statutory maternity pay (SMP), payable for 39 weeks, which applies to employees with continuous 26 weeks of service before the employee’s qualifying week.  This qualifying week is the date 15 weeks from the week the baby is due.  The breakdown of SMP payments equates to 90% of her average weekly earnings for the initial 6 weeks of new motherhood. The following 33 weeks, either £184.03 per week or 90% of the average weekly earnings (whichever is the lowest) would be paid.  The remaining 13 weeks of the 52-week entitlement would be unpaid (ACASf, 2024).
Other rights for Coco include paid time off for medically advised pregnancy related appointments. Peachy cannot ask Coco to change appointments, unless she wants to, but it is permissible to ask for proof.
Regular risk assessments are necessary prior to and post Coco having her baby.  Should Coco decide to breastfeed, there are points of law that protect here also.  Should an assessment highlight a risk to Coco and her baby, it should be ascertained whether it can be controlled. If not, alternative work or a change in working conditions must be implemented.  It may be necessary to suspend Coco on paid leave for as long as necessary to protect her and her baby’s health and safety (HSE, 2024).
Prior to Coco’s return, she is entitled to take up to 10 optional ‘Keeping-in-touch’ days (K.I.T), to familiarise herself with business changes. These can be any duration but are paid in full (ACASf, 2024). As Coco is a protected employee as a new mother, she has the right to return to the same job within 26 weeks of ordinary maternity leave. Surpassing these 26 weeks, a job of equal terms (pay, benefits, seniority etc) may be offered if the original role is not possible.
Other legal provisions for prospective parents:
a.) Paternity leave applies to the baby’s father or the individual that is married to or is a civil partner of the mother or birth parent. The same eligibility applies to paternity leave as maternity leave with regards to length of service, but leave duration is offered at a 2-week statutory amount.
b.) Adoption leave applies to a parent who is adopting through an adoption agency (not private adoption) and the employee will need to provide proof of this. Only one parent can apply for Adoption leave and pay and that employee will be entitled to 52 weeks of paid leave, eligible from day 1 of employment.
I would urge the creation and implementation of Family policies to address all enquiries relating to family leave as soon as possible.  Failure to consider the above points of law as a minimum and continuing with Peachy’s current stance on maternity leave will open the business up to costly discrimination claims (pregnancy, sex) under the Equality Act 2010.


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)   
The Employment Rights Act 1996 stipulates an employee’s statutory legal right to request flexible working (ACASd, 2024) and since April 6th, 2024, requests can be made from the first day of employment. The Flexible Working Regulations (Amendment) 2023 requires employers to review requests within a 2-month timeframe (Jackson, 2024).  Also, employees can now request up to 2 flexible working requests during a 12-month period, so employers must be more mindful to meet the ever-changing requirements of the modern employee, who actively wellbeing through a work life balance (ACASd, 2024).  
When employers offer flexibility in working arrangements, it is very attractive and leads not only to increased engagement but has marked impact on retention rates.  
Flexible working can be reduced hours, remote/hybrid working, job sharing, flexitime or termtime working as well as other options.
Employers are able to accept, partially accept or reject a request for flexible working.  This can be done informally, but there are no statutory protections afforded if this is proceeded with (ACASd, 2024). However, where requests are submitted formally there are statutory provisions set out in the ACAS code of practice that ensure both parties manage the request fairly.  Managing this request as an employer, means to acknowledge and carefully review it without bias and within a timely manner.
Legitimate reasons to reject a request, would have to fall under the following, as per ACASe (2024): 
· Excessive business costs to implement.
· Inability to reassign workload to another.
· Incapacity to recruit more employees.
· Work quality impacted.
· Customer demand negatively impacted.
· Performance detrimentally impacted.
· Inability to provide work to the employee at the required point of time.
· Scheduled business changes meaning the request will not work within the remit of the changes.

Should one of the above reasons apply, speak with the employee first and start a conversation to explore other options.  When a decision is finally reached, this must be communicated in writing outlining in full, the reasons for agreement or rejection. If the employee disagrees, an appeal can be submitted for further consideration by a different party. If the employees appeal is unsuccessful, they can inform ACAS of their intention to make a claim to ET for discrimination so that perhaps Arbitration can be offered in an attempt to resolve.  
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¢ during the working day - 20-minute rest break if they're expected
to work more than 6 hours during the day

e between working days - 11 hours' rest between finishing work and
starting work

e between working weeks - 24 hours every 7 working days or 48 hours
every 14 working days




image3.png
¢ a 30-minute break if their working day is longer than 4.5 hours
e 12 hours' rest in any 24-hour period in which they work (for example,
between one working day and the next)

e 48 hours' (2 days) rest taken together, each week or - if there is a good
business reason why this is not possible - at least 36 hours' rest, with
the remaining 12 hours taken as soon as possible afterwards
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e ina7-day period - at least 24 hours of rest

¢ in a 14-day period - at least 48 hours of rest, which they can take as 1
block of 48 hours or 2 blocks of 24 hours
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By law, young workers must not work more than:

e 8 hours a day
e 40 hours a week
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Rates to apply from 1 April 2024

Annual increase

NMW rate Annual increase (£) {per cent)
A
21-22 Year Old Rate See NLW 1.26 124
18-20 Year Old Rate £8.60 1.1 14.8
16-17 Year Old Rate £6.40 112 212
Apprentice Rate £6.40 112 212

Accommodation Offset £9.99 0.89 98




