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Evaluate the aims and objectives of employment regulation. (AC 1.1)
The aim and objectives of employment regulation is to ensure fair processes are adhered to between the employer and employee seeking balance in the interest of the business whilst guaranteeing the rights, safety and fair treatment of the employee (Daniels, 2022 p.12).  Furthermore, it also aims to prevent discrimination promising equitable compensation, adherence to The Working Time Regulations Act 1998 and providing dispute resolutions to name a few (Woodhams and Taylor, 2022 p.139).  
Employment legislation such as The Working Time Regulations Act 1998 offer clear guidelines to ensure workers are not exploited and are given adequate rest time in between shifts as well as paid Annual Leave (Woodhams and Taylor, 2022 p.139).  Whereas the Equality Act 2010 was devised to inhibit discrimination taking into consideration the ‘9 protected characteristics’ such as age, race and pregnancy and maternity to name a few and in short mean that anyone who has a protected characteristic cannot be at detriment to someone who does not (ACAS, 2023).  Failure to abide by employment law can lead to a legal claim against the organisation resulting in reputational damage and considerable financial implications (Woodhams and Taylor, 2022 p. 135).  
According to Daniels (2022 p. 24) the development and operation of employment legislation in the UK is directly influenced by a number of institutions such as ACAS.  ACAS (2022a) provide free impartial employment law advice to both employers and employees and although are subsidised by the Government, they are independent of any control.  They can inform on employment rights, policies and also aid in conflict by way of mediation, arbitration and conciliation (ACAS, 2022a).  
However, while employment regulations have many benefits to both employer and employee as stated above, it can also be argued it is not always seen as beneficial due to the complexity of the legislation and then implementing it into the workplace (CIPD, 2017).  A survey performed by the CIPD (2017) found that 28% believe that putting into practice employment legislation can be deemed as an “administrative burden”.  TUPE laws (transfer of undertakings protection of employment rights) often fall into the category of complexity with a staggering 32% of employers agreeing that the legislation is difficult to understand therefore making it problematic to implement (CIPD, 2017).   371 words

Examine the role played by the tribunal and courts system in enforcing employment law. (AC 1.2)
The tribunal and court system provide a legal framework enforcing employment law and aim to solve disputes fairly between employers and employees.  The court system has advanced over the years developing into a hierarchical structure meaning certain cases are handled by particular courts and can be seen below in Image A (Judiciary, no date):
Image A [image: ]

Dependant on what legal matter an employment case brings as well as the amount of compensation being sought by the claimant will determine what court the case begins in (Taylor, 2023).  Cases in relation to employment legislation such as unfair dismissal are deemed appropriate in an Employment Tribunal (ET) with a maximum award of compensation restricted at £25k.  Claims in relation to the health and safety of employees will be heard in a county court with damages below £15k and high court thereafter (Taylor, 2023).  
If claimants are unhappy with the decision of the Employment Tribunal, they are able to appeal to the Employment Appeals Tribunal (EAT) however this must be on a point of law (Daniels, 2022 p.48). Following this, further appeals must be made to the Court of Appeal who have the power to overturn a decision of the EAT and revert back to the original outcome of the ET if they deem necessary.  The final stage of appeal would then be the Supreme Court however this is only if it is deemed in the best interest of the public and is the final decision regarding all concerns of UK law including both criminal and civil cases (Taylor, 2023).    
In 2013 fees were introduced in regard to ET claims which the Ministry of Justice defended by stating it would promote disputes being resolved informally and promptly (Unison, 2017).  Unison (2017) refuted this claim arguing that “employment tribunal fees was unlawful because the fees interfere unjustifiably with the right of access to justice under both the common law and EU law”.  Unison took their claim through the hierarchical court system eventually winning the case in the Supreme Court further cementing the ideology that employment law is there to provide both employees and employers with protection and a forum to seek redress (Unison, 2017).  360 words 
Explain how cases are settled before and during legal procedures. (AC 1.3)
Disputes can be settled without going to an Employment Tribunal in various ways such as, conciliation via ACAS applying a COT3 (which will compromise the claim), mediation or employers and employees liaising directly with one another (Ayling and Suff, 2023).
Before filing an ET1 for an Employment Tribunal ACAS (2022b) can assist with processes such as Early Conciliation and Conciliation (depending on when they take place) which can be done on behalf of the employer or employee.  ACAS will liaise and facilitate communication between both parties, while staying impartial, in an attempt to resolve the issue.  The aim is to mutually form an agreement and way forward to avoid any lengthy and costly litigation process (ACAS, 2022b).  
A representative can be used on behalf of either party and there are no limitations as to who this can be whether that is a friend or relative, a Trade Union Representative or someone with an interest in law.   They will converse on their representees behalf, and it is therefore imperative that there are clear lines of communication between the representative and representee ensuring their desired outcome is clear (ACAS, 2022b).  Discussions that take place with the philosophy that a settlement agreement will occur often do so on a ‘without prejudice basis’ excluding the information to later be brought to court if an agreement was not reached (Clarke and Davies, 2023).  
If a mutual agreement is reached ACAS will produce a COT3, a legally binding document therefore must be followed by both parties further mitigating any future claim being made (ACAS, 2022b).  Independent legal advice must be sought to ensure the employee is fully aware of the terms and conditions the settlement agreement poses including any awardable compensation (Ayling and Suff, 2023).  If a mutual agreement is not met ACAS will provide the claimant with a certificate providing a unique reference code which will need to be put onto an ET1 form when submitting a claim (ACAS, 2022b). 
It is worth noting however that while early conciliation is done in the beginning of process, conciliation can continue to occur up until a judgement is made during an Employment Tribunal and continuing to conciliate will have no detriment towards the decision of a tribunal (ACAS, 2022b). 372 words 

And provide tailored advice for each of the following scenarios:
[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) 
In order to avoid any unlawful allegations, it is imperative Peachy Desserts Ltd have in place a fair and robust recruitment process adhering to current legislation (Morris, 2022).  In this regard I have advised Charlotte and Madeline that they need to take into consideration the Equality Act 2010 to avoid discrimination against protected characteristics.  In particular, pregnancy as defined in section 18 of the act and age as defined in section 5 of the Equality Act 2010 during the recruitment process for their two new branches.  
Discrimination can be divided into 6 main categories;
· Direct 
· Associative 
· Perceptive 
· Indirect 
· Harassment 
· Victimisation (Daniels, 2022 p.153) 
Discrimination law provides a wider range of protection than any other law including but not limited to employees and potential employees and therefore discriminating against age or sex during the recruitment process would be deemed unlawful (Daniels, 2022 p.153).  Being discriminatory during the recruitment process breaches the Equality Act 2010 not only making it illegal but it is considered unethical whilst also being unfair (CIPD, 2024a).
However, contrary to the (Equality Act 2010) it is possible to specify requirements in a job advert i.e. a particular age or sex if there is a justifiable business reason to do so known as an “objective justification” (ACAS, 2023b).  For example, a job that requires intimate care and therefore would only be suitable for a carer of the same sex would therefore be an occupational requirement resulting in a objective justification (Daniels, 2002 p.159).  
Nonetheless, after considering the reasons that Charlotte and Madeleine wish to restrict applicants to “young men only” i.e., to avoid retirement or maternity leave, I do not believe this can be deemed an objective justification and based on this I have advised them against advertising with requirements.  I believe If Charlotte and Madeline were to continue with their ambition to appoint young men only, they are at risk of facing a claim of direct discrimination as they are specifically excluding other demographical groups based solely on gender and age (Morris, 2022).  Discriminating against any of the protected characteristics could lead to a lengthy and expensive Employment Tribunal claim to the detriment of Peachy Desserts Ltd resulting in a fine being imposed ranging from £1000 - £50,000 (Citizens Advice, 2019).  This could also damage the corporate reputation of the organisation resulting in difficulty to attract and retain employees and customers (Bashir, 2023). 395 words 
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)
As previously discussed in 2.1 it is unlawful to discriminate against someone due to their sex and this is not only during recruitment but provides the right to equal pay and terms and conditions affording woman with the right to be paid the same as men and vice-versa (Daniels, 2022 p. 172).  The Equal Pay Act also provides transparency of wages making it unlawful to have a “pay secrecy clause” diminishing complications when it comes to wage comparison between sex.  This aids in identifying a comparator when it comes to bringing a case of equal pay for the opposite sex that is ‘like work’.  Even though the actual tasks performed may differ, ‘like work’ refers to employment that are comparable in terms of skills, effort and responsibility.  When it comes to equal pay it means that workers of all genders, races and other protected characteristics should be paid equally for equivalent labour (Daniels, 2022 p. 173).
As Cat and Kit are employed by the same organisation and both hold the role as a manager Kit is an identifiable comparator in terms of wages and ‘like work’ which provides Cat with the potential opportunity for bringing a claim of equal pay against the organisation. 
In order for Peachy Desserts Ltd to be able to refute this claim they would need to prove that that the difference in salary is not due to sex of the employee but a “material factor” which could be due to multiple reasons such as “experience, difference negotiating groups, collective bargaining or red circling (Daniels, 2022 p.177).  
I would therefore advise Charlotte to undertake a job evaluation to determine if the difference in pay was due to differences such as experience or shift patterns (ACAS, 2024a).  If there was no identifiable factor for the difference in pay Peachy Desserts is susceptible to losing the case if Cat was to take it to an employment tribunal as was the case in Samira Ahmed v BBC (2019).  
I would further advise Charlotte to produce an “Equal Pay Policy” whilst also having in place accurate job descriptions for each employee and role determining their responsibilities irrespective of gender while also being in harmony when determining people’s pay and contractual terms (ACAS, 2024b).  This could prevent any further disputes of pay going forward.  382 words 

 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)
As Charlotte and Madeline are ceasing trading due to their lease expiring redundancy is their only viable option.  However, they need to carefully consider the laws surrounding this otherwise they could be liable for an unfair dismissal claim due to a potential breach of contract (Suff, 2024).  
They must therefore confer with each employee providing them with a ‘fair’ period notice of the forthcoming redundancy.  When fewer than 20 employees are due to be made redundant, as is the case for Peachy Desserts Ltd, there is no statutory timeframe, however the consultation period must be deemed “meaningful” (Suff, 2024).  
The consultation aims to inform the employees of the reason for dismissal, total number of redundancies, selection method, appropriate processes and how redundancy pay will be calculated as defined in section 188(4) of the Act (Trade Union and Labour Relations (Consolidation) Act 1992).  
Once a consultation is complete written notice must be provided to the employees stipulating the reason for redundancy, termination date and estimated severance pay while also offering a meeting with the employees where they have the right to be accompanied should they so wish (ACAS, no date). 
[image: ]Statutory redundancy pay is awarded to employees if they have worked for the organisation for 2 years or more at the time of dismissal (Daniels, 2022 p. 263) 





Image B – (GOV.UK, no date) 
In line with government guidance as can be seen set out in image b Charlotte and Madeline would need to pay statutory redundancy to each employee as follows; 
a. Angelica; eight years’ service, 53 years old, salary £700 per week
1.5 weeks x £700 = £1050 x 8 = £8400 
b. Saffron, the supervisor (five years’ service, 30 years old, salary £350 per week)
£350 x 5 = £1750
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)
£0 statutory redundancy pay due to length of service 
£9.00 x 25 = £225 x 2 = £450
Charlotte and Madeline also need to take into consideration the notice period as set out in image c below; 
[image: ]




Image C – (GOV.UK, no date) 
In accordance with government guidance Angela is entitled to 8 weeks’ notice and Saffron 5 weeks’ notice due to their length of service.  Charlotte and Madeline will need to take this into consideration when issuing written notice or they are breaching legislation and again, run the risk of being liable to a claim of unfair dismissal.  431 words 
[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)
In order for a seamless and legal business transfer to take place Charlotte and Madeline need to adhere to The Transfer of Undertakings (Protection of Employment) Regulations Act 2006 as they intend to transfer over a “economic entity” (CIPD, 2022).  The Act provides employees with protection when their current organisation is transferring to a new provider (Daniels, 2022 p.265) in this case from Crumbly Cakes (Transferor) to Peach Desserts Ltd (Transferee).  Employees of the transferor should not suffer any detriment due to the transfer which includes “continuity of service, contracts of employment, trade union recognition, collective agreements and all rights and obligations detailed within the contract of employment” (Daniels, 2022 p.265).  
In order to change the contracts Charlotte and Madeline need to determine an adequate ETO (economic, technical or organisational) such as an organisational restructure as stipulated by TUPE otherwise they are at risk of breaching legislation (Daniels, 2022 p.266) as demonstrated by Taylor v Connex South Eastern Ltd (2000).  Their other viable options would be to “harmonise” the contracts, so they are identical to those of the current employees on the basis that it improves their terms and conditions (ACAS, 2021).  
Employees have the right to refuse to transfer in which case they lose the right to an unfair dismissal claim as they are effectively terminating their contract by resignation also forfeiting any redundancy pay (CIPD, 2022).  However, employees will automatically be eligible for an unfair dismissal claim if they are refusing due to the change of contract which is prohibited by The Transfer of Undertakings (Protection of Employment) Regulations Act 2006.  
Crumbly Cakes are also legally responsible to consult their employees of the impending change detailing the cause for transfer, implications that may affect them and also any actions that prospective and existing employers plan to conduct with reference to the staff.  Failure to do so will result in each affected employee being awarded 13 weeks’ pay which both the Transferor and Transferee will be liable to pay (Suff, 2023).  
Based on this information I have advised Charlotte and Madeline to ensure a meaningful consultation process takes places with the prospective employees engaging with Trade Union representatives, employee representatives or directly with the employees providing them with all relevant information ensuring they are fully aware of their rights in line with The Transfer of Undertakings (Protection of Employment) Regulations Act 2006 to negate any legal claim (Daniels, 2022 p. 271).  402 words
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)
In line with the National Minimum Wage Act 1998 employers are obliged to pay a minimum hourly wage to their employees which ensures they are fairly compensated for their labour.  However, this is governed by age and consists of school leaving age to 21 years old (Daniels, 2022 p. 130), from 21 years onwards the National Living Wage applies (ACAS, 2024c).  These are illustrated in image D below.  Minimum wage reviews take place each year by the Government and are typically updated in April.  
Image D – (ACAS, 2024c)
[image: ]
Although Charlotte and Madeline believe that by paying each employee the same wage they are being ‘fair’ they could potentially fall foul to this if it is not the legal required amount for their age.  I would therefore advise Charlotte and Madeline to review their pay structure accordingly rectifying any issues and backdating any deficit regarding the national minimum wage.  Failure to do so could result in action being taken by HMRC resultant in a fine and the information being made public which could damage the organisations reputation (ACAS, 2024d).  It is also worth noting that when conducting a pay review tips or enhancements for working weekends or bank holidays are not to be included to the hourly rate of pay (ACAS, 2024e).  
Charlotte and Madeline also need to take into consideration that it is a statutory right for all employees to be provided with an itemised pay statement as stipulated by the Employment Rights Act 1996 providing the following information: 
· Gross salary
· Net salary 
· Elements of variable pay
· Deductions and purpose
· Sum and method of any applicable partial payments (Daniels, 2022 p.126).  
Furthermore, it is imperative that Charlotte and Madeline keep a record of wages paid for a minimum of 3 years in accordance with the National Minimum Wage Act 1998 as employees who feel they have been paid below these regulations have the right to request the records.  Refusal to provide them could lead to an employee making a complaint to the Employment Tribunal (Daniels, 2022 p.133).  337 words 

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)
In the UK The Working Time Regulations Act 1998 governs the hours an employee can work in a given period including breaks, rest periods and overtime and prohibits exceeding 48 hours per week averaged over 17 weeks, although employees are eligible to opt out of this should they wish (Ayling and Suff, 2024).  Police and armed services are however exempt from these regulations alongside transport categories as they have regulations explicit to their services (Daniels 2022, p.116).  The legislation was brought in with the aim to protect workers health and safety as workers who are well rested are not only more productive but also less susceptible workplace accidents (Daniels 2022, p.117).  
The Working Time Regulations Act 1998 stipulates that each employee must have at least 20 minutes rest period if an employee works 6 hours or more, 11 hours of rest within a 24-hour period and 24 hours of rest within a 7-day period although the latter can be averaged over 14 days (Daniels 2022, p.124).  
To avoid Kit making a claim to an employment tribunal or reporting Charlotte to the Health and Safety Executive (HSE) (ACAS, 2023c) I have advised Charlotte to take the following steps; 
· Ensure Kit is taking his entitled 20-minute break per shift according to legislation and consider whether a further break should be given in light of the 12-hour shifts, although this is not a legal requirement (ACAS, 2023c)
· Enquire as to whether Kit has a disability that requires the need for extra breaks and make reasonable adjustments accordingly (ACAS, 2023c)
· Establish if Kit exceeds the 48-hour week legislation and if so, obtain a written opt out agreement for this although Kit has the right to refuse with no detriment should he wish (GOV.UK., no date).
·  Ensure that Kit has 24 hours rest when covering his supervisors shifts due to annual leave 
Furthermore, I have also advised Charlotte to ensure all employees are receiving their statutory right to annual leave totalling 28 days (including bank holidays) for which they are eligible to a full week’s pay for each week taken, however this will need to be averaged over 52 weeks if they receive enhancements (Daniels 2022, p119). 362 words 
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)

Employers are obligated to provide employees who are in receipt of a contract with a total of 52 weeks maternity leave; 26 weeks ordinary maternity leave (OML) and 26 weeks additional maternity leave (AML) (GOV.UK, no dateb).  To qualify employees must inform their employer they are pregnant no later than 15 weeks prior to the expected date of delivery and the date they wish to start their maternity leave (ACAS, 2024f).  Coco is therefore entitled to 52 weeks maternity leave should she wish to take it with a statutory required minimum of 2 weeks in line with legislation (ACAS, 2024f).  Charlotte therefore needs to reconsider her offer of 2 weeks annual leave as this breaches legislation making it illegal.  

Regarding the pay aspect Charlotte and Madeline need to determine whether Coco fits the criteria to be awarded SMP (statutory maternity pay).  These are demonstrated below in Image D;
[image: ]




Image D (GOV.UK, no dateb)
If Coco fits the above criteria, she is entitled to be awarded pay for 39 weeks, receiving 90% of her salary for an initial 6 weeks, statutory pay (currently £184.03) for a further 33 weeks with the final 13 weeks being unpaid should she wish to take her full 52 weeks entitlement (ACAS, 2024g).  
Charlotte also needs to be aware that Coco is also protected by the Equality Act 2010 due to her pregnancy prohibiting any unfair treatment or dismissal in relation to this and therefore if Coco was to suffer any detriment due to her pregnancy, she would be eligible to bring a case to the Employment Tribunal (ACAS, 2024f).  
Regarding Paternity Leave this became a statutory right in accordance with the Employment Act 2002 which entitles employees who have worked incessantly for 26 weeks at the 15th week prior to the expected confinement to have 2 weeks off either consecutively or 1 week at a time (ACAS, 2024h).  To be eligible they must either be the child’s father, the spouse or partner of the adoptee or mother or partner or anticipate having a role in the child’s upbringing (Daniels, 2022 p. 141).  The following amounts make up for statutory paternity pay; £184.03 a week or 90% of weekly average earnings the lowest of which will be awarded (ACAS,2024h).  
Adoption leave is similar to those pertaining to maternity leave and if a couple were to adopt only 1 parent is eligible for the leave however taking statutory adoption leave does not necessitate any qualifying length of service (Daniels, 2022 p.141). 414 words

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)
Flexible working provides employees with the ability to choose, how, when and where they work and can include scenarios such as the following: part-time working, term-time working, job sharing, hybrid working or remote working to name a few (McCartney, 2024).  Flexible working is an employee’s day 1 right and are eligible to apply to their organisation twice within a 12-month period.  It is important to note however that while it is an employee’s statutory right to apply for flexible working they do not have the right to work flexibly (CIPD, 2024b).  Charlotte’s approach to notify Chelsea that Peachy Desserts Ltd ‘don’t do’ flexible working and advising her to find alternative employment is in breach of legislation according to The Flexible Working (Amendment) Regulations Act 2023.
I have therefore advised Charlotte that she needs to inform Chelsea she is required to put her request in writing stating she wishes to make an application in accordance with the statutory right to apply for flexible working noting any previous requests made and their date and the proposed date of commencement as well as the date of the current application (CIPD, 2024b).  Charlotte and Madeline then have 2 months to respond to Chelsea’s request and must give thought to the decision using a fair approach (McCartney, 2024).  The request can be reasonably denied for various reasons such as if it doesn’t’ suit the requirements of the business i.e., the inability to meet the customers’ demands or inadequacy of working during the proposed work pattern (Daniels, 2022 p. 103).  
Failure to follow the correct procedures could result in an Employment Tribunal claim granting the employee a maximum of 8 weeks’ pay or an order to reconsider the decision (Daniels, 2022 p.104).  It is also worth noting that employees may file additional claims in relation to how they believe the application has been handled including sex or disability discrimination (Daniels, 2022 p.104).
Aside from the legal implications, providing employees with flexible working can enhance productivity, help to attract and retain staff saving on recruitment and training costs and also create a more diverse inclusive workplace culture which all benefit the wider organisation (McCartney, 2024).  359 words 
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Wage band Current rate (from 1 April

2024)
Age 21 or over (National Living £11.44
Wage)
Age 18 to 20 £8.60
Under 18 £6.40

Apprentice £6.40
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Statutory Maternity Pay (SMP)

Employees must:

be onyour payrollin the ‘qualifying week’ - the 15th week before the
expected week of childbirth

give you the correct notice

give you proof they're pregnant

have been continuously employed by you for at least 26 weeks up to any
day in the qualifying week

earn at least £123 a week (gross) in an 8-week ‘relevant period”
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o All criminal cases will start in the Magistrates’ court, but more serious criminal matters are sent to the
Crown Court. Appeals from the Crown Court will go to the Court of Appeal Criminal Division and
potentially the UK Supreme Court.

¢ Civil cases will usually start in the County Court. Again, appeals will go to the High Court and then to the
Court of Appeal — although to different divisions of those courts.

¢ The tribunals system has its own structure for dealing with cases and appeals, but decisions from
different chambers of the Upper Tribunal, and the Employment Appeals Tribunal, may also go to the
Court of Appeal.
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Statutory redundancy pay

You'llnormally be entitled to statutory redundancy pay if you're an employee
and you've been working for your current employer for 2 years or more.
You'll get:

« half a week’s pay for each full year you were under 22

« one week’s pay for each full year you were 22 or older, but under 41
« one and half week’s pay for each full year you were 41 or older

Length of service is capped at 20 years.
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Notice periods

You must be given a notice period before your employment ends.
The statutory redundancy notice periods are:

« atleast one week’s notice if employed between one month and 2 years
« one week’s notice for each year if employed between 2 and 12 years
« 12 weeks’ notice if employed for 12 years or more




