qualification period and time limits we can help with:

Compan quligpeiod | imelimiobing i = representation at an employment tribunal
—— m disciplinary and dismissal matters
= written reasons for dismissal one year' three months starting from EDT ® redundancy and reorganisation
= unfair dismissal two years' (but reduced three months starting from EDT m transfer of undertakings (TUPE)
to none or one month in q q q . .
certain cases) m trade union rights and industrial action
= automatically unfair dismissal: ~ none three months starting from EDT B contracts for services
eg pregnancy, whistleblowing,
leave for family reasons,
SR m employment co.n.tracts
redundancy payment two years six months from relevant date L equal opportunltles and equal pay
failure to conduct collective none before the date on which the last dismissal takes m discrimination
consultation (protective award) effect or three months starting with that date q q q ‘ ‘
m family friendly rights
discrimination . : Al R -
= discrimination none three months from date last act " prOteCtmg confidential information
complained of m enforcement of restrictive covenants em p I Oy nent I aw
= equal pay none at employment tribunal — i A i i
six months from last day of employment ® business |mm|grat|on
at court — six years from alleged breach n training h d f t d 2 O 1 2
miscellaneous A i a‘ n y a C C a‘ r
B resourcing and outsourcmg
= guarantee pay one month three months starting from date when
payment was payable .
= written particulars of none** three months starting from date employment E: employmentl nfO@ b l l aw.Co.u k
employment ceased
= contract claim none at employment tribunal — T: 0870 240 8096

EDT = effective date of termination

three months from EDT or last day worked
at court — six years from alleged breach

in some cases the employment tribunal may extend these periods

t qualifying period one year until 6 April 2012. Transitional provisions and changes to written reasons for
dismissal not announced at the time of going to press
** employers must provide written particulars within two months of commencement of employment
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compensation limits

Most types of compensation in employment law are subject to statutory limits, which
change each year. As from 1 February 2012 the main limits are:

= basic award £430 £12,900
= compensatory award unlimited £72,300
= additional award - failure to reinstate £430 minimum £11,180

(26 weeks’ pay)

maximum £22,360
(52 weeks’ pay)

= basic award £430 £12,900
(health and safety and certain
others subject to a minimum
of £5,300)

unlimited unlimited

= basic award £430

= compensatory award

£12,900 subject to a mini-

mum of £5,300
£72,300

= compensatory award unlimited

redundancy calculation

The right to redundancy pay starts when the employee has completed two years’ employment.
For each completed year of employment use the following multiplier:

under the age of 22 % x week’s pay
between 22nd and 41st birthday 1 x week’s pay
41st birthday onwards 1% x week’s pay

B The ‘week’s pay’ is an actual week’s gross B The multiplier is subject to a maximum
pay up to a maximum of £430. of 30 weeks.

national minimum wage

adult rate (21 and over) £6.08 per hour
development rate (18-20) £4.98 per hour
youth rate (16-17) £3.68 per hour
apprentice rate (under 19 or in the first year of £2.60 per hour
apprenticeship

(This will be reviewed in October 2012)
statutory notice

under one month no statutory notice requirement
one month to two years one week

one week for each completed

two years to 12 years year of employment

12 years or more 12 weeks

B Notice by employee to employer is one week after one month’s employment.

statutory maternity, paternity and adoption leave and pay

statutory maternity leave  none 52 weeks (26 weeks’ ordinary maternity
leave, 26 weeks' additional maternity leave)

statutory paternity leave = 26 weeks’ service at the end of the relevant 28 weeks (two weeks’ ordinary paternity
(childbirth and adoption) week*, and leave within 56 days of the birth/placement

= for additional paternity leave, the mother for adoption; 26 weeks' additional paternity
or adopter entitled to leave must have leave from 20 weeks after the birth/
returned to work placement for adoption)

statutory adoption leave 26 weeks’ service at the end of the 52 weeks (26 weeks’ ordinary adoption
relevant week* leave, 26 weeks’ additional adoption leave)

statutory maternity pay = 26 weeks' service at the end of the relevant = 90% of average weekly earnings for

week®, and six weeks

= average weekly earnings of at least = the lower of £135.45** or 90% of
£1071 for the eight weeks ending with the average weekly earnings,
relevant week* for following 33 weeks

statutory paternity pay service as for paternity leave, and the lower of £135.45** or 90% of average
(childbirth and adoption) = average weekly earnings of at least £1077 weekly earnings for:

for the eight weeks ending with the relevant « (ordinary paternity leave) up to two
week*, and weeks

for additional statutory paternity pay, the + (additional paternity leave) the
mother/adopter must have at least two unexpired period of the mother/
weeks’' SMP, SAP or Maternity Allowance adopter's SMP/SAP/MA

(MA) left when returning to work

statutory adoption pay = service as for adoption leave, and the lower of £135.45™* or 90% of average
= average weekly earnings of at least £107* weekly earnings for up to 39 weeks
during the eight weeks ending with the
relevant week*

* The relevant week is:
= for childbirth, the 15th week before the expected week of confinement (EWC)
= for adoption, the week the adopter is notified of the adoption match
** or £128.73 before 1 April 2012
t or £102 where the relevant week is before 6 April 2012 (ie the lower earnings limit for Class 1 NI contributions)
NB: new rates from 1 April 2012 based on Government announcements at the time of going to press



