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1. Evaluate the aims and objectives of employment regulation. (AC 1.1) – 366 words  

Employment regulations exist for several different reasons but the main reason we have Employment regulation is to balance relationships between employers and employees (Daniels, 2022). Employment Law in the UK changes fast and we are currently seeing new changes come in in April 2024 in relation to flexible working, protection from redundancy during parental leave and paid and unpaid leave (UK Parliament, 2024).
Employment regulation protects minority groups from unfair treatment and encourages employers to achieve more equality in the workplace. It also introduced the need for the National Minimum Wage in 1998 which ensures anyone that is employed must get the National Minimum Wage or National Living Wage. The Modern Slavery Act 2015 ensures that immigration officers can only grant applications when they are satisfied that the worker is going to be paid at least the National Minimum Wage therefore eradicating modern day slavery (Gov.uk, 2016).    
Employment regulations are affected by external factors such as the political party that is in Government (Daniels, 2022). 
If Employment Law didn’t exist, then we could be faced with employees having no protection from unfair dismissal, discrimination or unfair pay, However, having the regulations does not mean that these things won’t happen, but if they do there are penalties for the employer in doing so (Daniels, 2022).
Employment regulations can be seen to have a negative effect on employers as it can raise costs for employers with the National Minimum Wage Act 1998 and the Equality Act 2010 and therefore it can put off small businesses from starting up. The UK Employment regulations can be seen to be too complex, and employers are saying they are tied up with so much red tape with regards to employment regulations they are unable to focus on being more competitive (Personnel Today, 2000) this may put off companies operating overseas wanting to transfer their business to the UK.
Although the Employment Regulations change quickly, are they changing effectively? The Equal Pay Act was the first piece of legislation that focused on discrimination issues and looked at the equality between men and women around pay/reward (Daniels, 2022), this was introduced in 1970 but in 2024 Men and Women are still being paid differently. 

2. Examine the role played by the tribunal and courts system in enforcing employment law. (AC 1.2) – 397 words

Employment tribunals (previously known as Industrial tribunals) were created initially by the Industrial training Act 1964 so that appeals in relation to the assessment of training levies could be heard (Daniels, 2022). 
The role of an employment tribunal or court system in enforcing employment law is to deal with employment cases that have not been able to be settled out of court by Acas (Armstrong and Taylor, 2023). They are the judicial body for dealing with disputes between an employer and employee and are part of a wider judicial system (Courts and Tribunals Judiciary, no date). 
At a full employment tribunal there would be three members, the Employment Judge (an experienced lawyer) and two lay members. The lay members consist of one person from an employer background (such as HR Manager) and one person from an employee background (such as union official) and all three members have an equal vote in the outcome of the case (Daniels, 2022). However, more increasingly the cases brought to a tribunal have related to unfair dismissal claims and the Employment Judge would hear these cases alone.   
Employment tribunal cases are usually dealt with in Civil courts, however, if the claim is related to failing to comply with health and safety regulations or breaching immigration regulations then these cases will be heard in Criminal courts (CIPD, 2023). Civil courts work ‘on the balance of probabilities’ meaning it is the claimant’s responsibility to prove their case however in the case of employment law this can be reversed meaning if the employer is being accused of acting unlawfully then they need to persuade the court otherwise (CIPD, 2023).
CIPD (2023) state that Employment cases start in one of three courts which are Employment Tribunal, County Court or High Court and which court depends on the legal matter to be decided and the level of compensation wanting to be claimed. The Employment Law Hierarchy (Figure 1.1) shows that after the Employment Tribunal a case can be taken to the Employment Appeal Tribunal (EAT) however this can only be an appeal on a point of law for example if the Judge has applied the wrong law. This has to be on specific details and not just because a decision is not liked, both parties can apply to EAT but this has to be done within 14 days of the decision. 

Figure 1.1, UK Employment Law Hierarchy
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3. Explain how cases are settled before and during legal procedures. (AC 1.3) – 396 words

Settlement agreements are legally binding contracts that can be used to resolve disputes or to end employment in situations like voluntary redundancy. They waive the right to an individual making a claim to a tribunal on matters that are in the agreement (Acas, 2013). It is a voluntary process, so parties don’t have to agree if they don’t want to. The employee must have received advice from an independent advisor (the employer would normally cover the cost of a lawyer if between £250-£500) around the terms of the agreement. Settlement agreements must be in writing and can only settle one complaint (CIPD, 2023a). The main features of a settlement agreement are that the employee usually receives some sort of financial payment and often receives a reference, the discussions are confidential without prejudice so may not be admissible as evidence in an employment tribunal at a later date (Acas, 2018).
A claimant has 3 months minus 1 day from the alleged incident occurring to submit a claim to an employment tribunal (Daniels, 2022). This starts with Early Conciliation through Acas and this process is free and allows the claimant and the respondent to reach an agreement without having to go to an employment tribunal. If the claimant wants to pursue the claim the case will be passed to a Conciliation Officer who have 6 weeks to settle. If the claimant and respondent agree to settle the terms can be recorded in a COT3 form and once agreed it is legally binding and needs to be kept even if not signed (Acas, 2022) the claimant will no longer be able to take their case to a tribunal if settled in early conciliation.
If the claimant states they do not want to go any further with early conciliation, the employer doesn’t engage, or no settlement is agreed then the claimant will be given an Early Conciliation number and an ET1 form can be completed to progress to an employment tribunal (Daniels, 2022). The claimant would have a minimum of one calendar month to submit the claim to tribunal after receiving the conciliation certificate (Acas, 2022).
Acas have a part to play throughout the whole legal process and parties can settle at any point up to the judgement being made but if no settlement is agreed, the case will be heard, and a decision made by a judge (Acas, 2022).

And provide tailored advice for each of the following scenarios:
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) – 367 words

The Equality Act 2010 replaced 9 major and more than 100 smaller pieces of discrimination legislation to make it more straightforward. It protects workers from discrimination in the workplace and covers 9 protected characteristics and 6 different types of discrimination (Daniels, 2022). Discrimination occurs when someone believes they are treated less favourably than someone else due to a protected characteristic (Acas, 2015). Being treated less favourably is anything that puts someone with a protected characteristic at a disadvantage to someone who does not (Acas, 2023).  
Acas (2023) states that there isn’t a legal definition about what is putting someone at a disadvantage, but they advise it can include excluding someone from opportunities. The Equality Act 2010 doesn’t only protect employees/workers, but it covers job applicants also so by only appointing young men, Charlotte and Madeleine are directly discriminating against women and older men and women as two of the nine protected characteristics in the Equality Act 2010 are sex and age. 
Section 11 of the Equality Act 2020 states that it is unlawful to discriminate a person in relation to being male or female.
The main part of the recruitment and selection process that this type of discrimination can be picked up is in the job advert, if Charlotte and Madeleine input their intentions in the advert and the content means someone didn’t apply due to them directly relating to them wanting ‘young men’, or applicant is rejected at shortlisting or interview stage because of their protected characteristic then the applicant could bring a discrimination case against Charlotte and Madeleine (CIPD, 2023b).
The consequences aren’t only possible discrimination employment tribunals but also reputational damage and a restricted diverse workforce. Abercrombie and Fitch have seen shares fall by over 38% in the last 12 months due to their discriminatory ‘look policy’ and have had many lawsuits in relation to employing ‘beefcakes’ (HR Review, 2015).
Charlotte and Madeleine need to ensure their recruitment and selection process is based on capability to do the job. They need to remove any discriminatory or biased wording from adverts and job descriptions and anonymise any applications as women are more likey to progress through the application process when gender is obscured (CIPD, 2022).

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) – 395 words

Equal pay law is now covered under the Equality Act 2010 and is there to ensure that someone is not paid less than someone of the opposite sex who is doing like work, work rated as equivalent or work of equal value (Daniels, 2022). It doesn’t only include pay but addresses all Terms & Conditions of contracts to include but not limited to pension, holiday pay, sick pay, annual leave entitlement and working hours (Acas, 2024a). It does not address same sex comparisons and the comparators have to work for the same employer but can be at different locations (Daniels, 2022). 
It could be difficult for employees to bring a case about equal pay due to not knowing how much other employees are working so the Equality Act 2010 made it unlawful to add a pay secrecy clause into a contract if it meant it could not be disclosed at an Employment Tribunal (Daniels, 2022).
If Cat takes to tribunal and wins, then Charlotte could have to carry out a pay audit as per the Enterprise and Regulatory Reform Act 2013 and compensation could be awarded. Compensation can be arrears of pay to a maximum of 2 years before proceedings were investigated (Daniels, 2022).
Charlotte can defend the reason for the difference in pay between Cat and Kit if she can prove that there is a material defence other than sex or if the work carried out isn’t ‘like work’ (two employees doing the same or similar roles), ‘work rated as equivalent’ (given the same rating by a job evaluation study) or ‘work of equal value’ (two very different jobs but employee claims they require same level of skill and ability) (CIPD, 2024b).
Charlotte could have a defence if the difference in pay is in relation to experience. In the case of Cadman v Health and Safety Executive (2006) the employer justified the reason for paying the male employee more than Cadman (female employee) by pointing out that she has less service and experience than her male colleagues. 
Charlotte needs to look at the reasons why Kit is being paid more that Cat and what the reason is for him ‘deserving it’ if this is based on time served and experience then this is a defence, she can use but if there is no other reason then Charlotte should increase Cat’s pay to match Kit’s. 

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) – 404 words

Redundancy occurs when an employer needs to reduce its workforce due to ceasing or intending to cease the continuation of the business, the location where the work is carried out is diminished or the need for specific employees to perform a certain task is no longer needed (CIPD, 2024). Under the Employment Rights Act 1996, Redundancy is one of five fair reasons for dismissal (Daniels, 2022) and employees are due a redundancy payment if they have worked for the company for more than two years and have been dismissed by the employer, not resigned, with the reason being ‘redundancy’ (Documents ETC, 2009).
Charlotte and Madeleine should write to all six employees advising them that they are at risk of redundancy. The length of consultation time is laid down in the Trade Union and Labour Relations (Consolidation) Act 1992 however in this case there is no requirement to do collective consultation or any minimum timescales with there being less than 20 employees affected but they should invite them all to individual consultations at least once where they have the right to be accompanied by a Trade Union Representative as this is required for all redundancies regardless of number of jobs.
Charlotte and Madeleine should not only offer two weeks’ notice pay to everyone. As Angelica is 53 years old and has 8 years’ service, she is entitled to 1.5 weeks’ pay for each year (12 weeks) plus her 2 weeks’ notice pay therefore she should be paid 14 weeks at £700 per week totalling £9,800. The maximum redundancy payment from 6th April 2024 is £700 per week (CIPD, 2024a).
Saffron is 30 years old and has 5 years’ service so she is entitled to 1 weeks’ pay for each year (5 weeks) plus her 2 weeks’ notice pay therefore she should be paid 7 weeks at £350 per week totalling £2,450. 
As Chip, Cherry, Reese and Carmel haven’t worked for the employer for 2 years they aren’t entitled to any redundancy pay, they would only receive their 2 weeks’ notice pay (£450 each), However they are all entitled to time off to find alternative employment paid at 40% of weeks’ pay (Daniels, 2022). For example, they could all take 10 hours paid time off to seek alternative employment.
If Charlotte and Madeleine don’t follow this approach, they could be liable for unfair dismissal compensation which awards up to 90 days’ gross pay per employee (CIPD,2024). 

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) – 403 words

The Transfer of Undertakings (Protection of Employment) Regulations 2006 (TUPE) protects employees during a transfer to new owners by ensuring they keep the same terms and conditions of employment they had prior to the transfer (Armstrong and Taylor, 2023). This relates to business that are retaining their identity so the buyer will run it as the same type of business (Transfer of economic entity) or by changes in service and applies to employees that are specifically assigned to that task. Changes in service providers cover outsourcing (where activities carried out by one person are transferred to another person, Second + generation outsourcing (where activities are carried out by one contractor and transferred to another contractor) or insourcing (where an organisation decides to carry out activities itself that are currently being done by a contractor) (Daniels, 2022).   
The transferor, Crumbly Cakes, must inform staff representatives about the transfer and consult them about any changes to working practices (measures) that will come with the transfer such as changes to the location of work, date workers are paid or hours of work (Acas, 2021). If the transferor does not consult with employee representatives such as the trade union or an elected employee representative, then they are able to make a claim at an employment tribunal and all affected could be awarded 13 weeks’ pay. 
Charlotte and Madeleine can only change the contracts of the employees from Crumbly Cakes if the contracts for existing staff at Peachy Desserts Ltd provide them with better terms and conditions, such as increased annual leave entitlement (Acas, 2021) or if there is an economic, technical or organisational reason (ETO) such as profitability, change of equipment or organisational structure (Daniels, 2022). They can also be changed if the reason for the change is not related to the transfer (Acas, 2021). There can’t be any variation of contractual terms that aren’t’ agreed by the existing employees of Crumbly Cakes or any dismissals as a result of the transfer unless there is an ETO reason and there is no time limit on this so therefore there is no time in the future where the changes can be made (Daniels, 2022). 
Any employee that is unfairly dismissed for reasons relating to the transfer or immediately prior to the transfer they will be covered by TUPE but there is still a requirement to have been employed by the company for at least two years (Daniels, 2022).

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) – 384 words

The National Minimum Wage Act 1998 (NMW) gives workers the right to a minimum hourly rate when working under a contract of employment (Daniels, 2022). It applies to almost all workers and depends on the age of the worker and if they are an apprentice (Gov.uk, no date). The NMW applies to anyone over school leaving age. Apprentices are entitled to the apprentice rate if they are under 19 or 19 and over but in the first year of apprenticeship. The National Living Wage (NLW) is higher than the NMW and since April 2024 applies to workers over 21 years old (Gov.uk, no date).  
By paying all workers £9 per hour, Charlotte and Madeleine are breaking the law if any of the workers are 21 or over as the NLW is £11.44 per hour (Gov.uk, no date). However, if all workers are 20 years old or under, there is nothing wrong with them all being paid £9 per hour as this is higher than the NMW for all age groups (Figure 1.2).

Figure 1.2 – National Minimum/Living Wage rates (Gov.uk, no date)
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It is a criminal offence to not pay the national minimum or national living wage and if Charlotte and Madeleine discovered they’ve underpaid workers then they need to pay back the arrears immediately. The Small Business, Enterprise and Employment Act 2015 increased the possible fine to a maximum of £20,000 per employee (Daniels, 2022). HM Revenue and Customs can carry out checks at any time and request to see payment records which must be kept by the employer for at least six years (Gov.uk, no date). If they find that Charlotte and Madeline have not been paying the correct rates, then there could also be a fine on top of paying the arrears back and the government can ‘name and shame’ them potentially damaging their reputation.
Charlotte and Madeleine also need to ensure that their employees receive an itemised pay statement on or before their payment date as per the Employment Rights Act 1996 (Daniels, 2022). The contents of the pay statement should include gross salary, elements of variable pay, deductions from gross amount and their purpose, net salary, amount and method of part payments. If an employee’s pay varies due to working hours, then hours worked must be itemised too (Daniels, 2022). 

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) – 338 words

The Working Time Regulations 1998 relate to the health and safety of workers by ensuring that workers have at least the minimum rest periods, working hours and holidays therefore workers should be healthier and there is less change of accidents (Daniels, 2022). Under the Regulations a worker is anyone that has a contract of employment (including if ceased) or undertakes work/services for another party. Self-employed people are not covered under The Regulations. 
Kit has legal cause for complaint as his normal hours are 60 per week and unless Kit has opted-out (which it wouldn’t appear so as he has raised the issue) then he shouldn’t work more than 48 hours per week over a 17-week period (Daniels, 2022).  Kit is entitled to a minimum of 20 minutes break as he is working for 6 hours or more and should have 11 hours rest in any 24-hour period (or 24 hours rest in any seven days averaged over 14 days). Kit is also entitled to 28 days of paid annual leave each year (which includes the eight public holidays in the UK) and this should be calculated by paying a sum equivalent to a week’s pay for each week of leave. If Kit receives variable pay, then his leave should be an average of the pay received over the past 52 weeks (Daniels, 2022). 
In the case of Hone v Six Continents Retail, a pub manager successfully made a claim for psychiatric injury after collapsing at work following giddiness and chest pain due to working between 80 to 90 hours a week, Hone had not signed the 48-hour opt-out and was awarded £21,840 in damages (HR Magazine, 2013). 
Charlotte and Madeleine as employers should have procedures in place to monitor the working hours of employees (HR Magazine, 2013) and ensure that Kit has the correct working hours and sufficient breaks as per the regulations. They should have something in place for situations when Kit’s supervisor is on leave so Kit doesn’t have to cover their working hours as well.

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) – 466 words

All pregnant employees must take at least 2 weeks compulsory maternity leave (Acas, 2024b).  They are entitled to 26 weeks Ordinary Maternity Leave (OML), regardless of length of service and can return to the same job with the same (or more favourable) terms of employment (Daniels, 2022). They can also take 26 weeks Additional Maternity Leave (AML) starting immediately after OML giving 52 weeks in total.  They can return to a suitable, different job which is appropriate in the circumstances and the Terms & Conditions shouldn’t be less favourable. With OML or AML the contract continues as does continuous employment dates (Daniels, 2022).
Coco has worked for the company for 8 years so is entitled to Statutory Maternity Pay (SMP) which is payable by employers for a period of 39 weeks to pregnant employees that have work continuously for 26 weeks at the 15th week before the expected week of childbirth (EWC). SMP is paid at a rate of 90% of average weekly earnings for the first 6 weeks then £184.03 per week (Gov.uk, 2024) for the remaining 33 weeks. 
Coco is covered by Maternity protection through periods of antenatal care, care at work during pregnancy and maternity leave. She is protected against dismissal, discrimination or other detrimental treatment relating to her pregnancy and is entitled to paid time off to attend antenatal appointments during working hours (Daniels, 2022).
For the health and safety of Coco and her unborn child, Charlotte and Madeleine should carry out an individual risk assessment and should review this regularly (Acas, 2024b). If any work duties are deemed to be harmful then these should be changed. 
If treated unfairly whilst pregnant by being forced to work or being dismissed then Coco take them to an employment tribunal under discrimination in the Equality Act 2010 which could be costly and damaging for their reputation (Acas, 2024c).
Statutory Paternity leave is for employees who have been in continuous employment for 26 weeks ending at the 15th week prior to the baby’s due date (CIPD, 2024c), they should be the baby’s biologic father or the mother’s partner and has responsibility for the upbringing of the baby. From April 2024 they can take two weeks between the birth and 52 weeks after the birth and this can be taken in two, one-week block (CIPD, 2024c). They must give 28-days’ notice. SPP is paid at the same rate as SMP. 
Statutory Adoption Leave (SAL) mirrors maternity leave but if a couple are adopting either person (but not both) can take the leave (Daniels, 2022). The leave can start on the day the child is placed with them or up to 14 days before the expected date. It cannot start later than the expected date of placement. Statutory adoption pay is calculated the same way as SMP.

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) – 373 words (I have answered this question on the pre-April 2024 law)

The Flexible Working Regulations 2014 are for anyone that has worked for their employer continuously for at least 26 weeks to be able to make a flexible working request so long as they have not previously made a flexible working request in the last 12 months. 
The employee can submit a flexible working request to reduce or vary their working hours, the days that are worked or the location in which the work is done (Daniels, 2022). 
The changes that commenced on 30th June 2014 meant that it no longer matters what the reason for the employee asking is, this doesn’t have to be in relation to caring duties and the requests can be submitted in writing for any reason which does not have to be disclosed.
Charlotte and Madeleine should have the flexible working request off Chelsea outlining the date, what the nature of the change is and when she wants it to start, how Chelsea thinks it will affect Peachy Desserts Ltd and how she thinks it could be addressed, that it is a statutory request and whether she has made any similar requests in the past 12 months. Once Charlotte and Madeleine have this information, they should arrange a meeting with Chelsea to discuss (Daniels, 2022).
There are specific reasons in the regulations where an employer can reject the request (Figure 1.3) and if Charlotte refuses the request as Peachy Desserts Ltd ‘don’t do’ flexible working then Chelsea can take them to an Employment Tribunal (Acas, 2024). 

Figure 1.3, Reasons for rejecting a request (Acas, 2024)  
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An Employment Tribunal can examine if the request was given serious consideration, if the reason for refusal is one permitted by legislation, if the facts were correctly used to assess the request and to see if the employer acted reasonably (Daniels, 2022). If the Employment Tribunal deems the employer to have failed in any of these parts, then they can award compensation of up to a maximum of 8 weeks’ pay (£544 per week max) or order the request to be reconsidered.
Chelsea could also bring cases to the Employment Tribunal in relation to sex discrimination or if force to leave to ‘find a part-time job’ she could input a claim for Constructive Dismissal.
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By law, as an employer, you can only reject a request if it's for one or more
of the following business reasons:

* it will cost your business too much

* you cannot reorganise the work among other staff
* you cannot recruit more staff

* there will be a negative effect on quality of work

* there will be a negative effect on the business's ability to meet customer
demand

* there will be a negative effect on performance

* there's not enough work for your employee to do when they've
requested to work

* there are planned changes to the business, for example, you intend to
reorganise or change the business and think the request will not fit with
these plans
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Current rates

These rates are for the National Living Wage (for those aged 21and over) and
the National Minimum Wage (for those of at least school leaving age). The
rates change on 1 April every year.
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