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Here’s a little more on what qualifies me to 

guide you through your recruitment process.

reedglobal.com

Length recruiting Specialist areas

Testimonial

I have only recently worked with Laura Thompson when we had a vacancy for a 

Group HR Manager and needed Reed HR support. I found Laura to be 

courteous, helpful, prompt and reliable. If I had any queries or concerns Laura 

handled these efficiently with professionalism and the right amount of 

friendliness.  

It has been a pleasure having Laura help us with our vacancy and I am pleased 

to say that it was one of Laura’s recommended candidates that we eventually 

offered our permanent position to. We would certainly use Reed HR and 

specifically Laura Thompson if we had other opportunities in the future. 

I'm your dedicated HR 
Consultant.

Not only can I help you find 
the best talent for your 
business, I'm here to guide 
and advise you through the 
recruitment journey 
ensuring your experience 
is seamless and stress 
free, as well as providing 
you with the latest and 
most relevant market 
insight.

Laura Thompson

Senior Executive Recruitment Consultant (North East)
HR and Marketing & Creative

8 Years • HR, L&D, and Recruitment
• Marketing, Digital and Design
• PR and Communications
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Get in touch…

Email - laura.thompson@reed.com

Phone - 0191 255 1785

Connect with me on LinkedIn!

http://www.reedglobal.com/
mailto:laura.thompson@reed.com


Legislation Update



Overview of some main employment points

Covid-19 changes…

• Coronavirus Act 2020 

• Government Guidance

• Statutory Sick Pay - Statutory Sick Pay (General) (Coronavirus
Amendment) Regulations 2020 (SI 2020/287) - ‘deemed
incapacity’ extended to cover COVID-19 related absences

• Annual leave - The Working Time (Coronavirus)
(Amendment) Regulations 2020 - permits carry-over of
untaken statutory leave where not reasonably practicable to
take "as a result of the effects of the coronavirus…”



Coronavirus Job Retention Scheme

Covid-19 changes…

• Treasury Directions and Government guidance 

• Extension from 1 November 2020 onwards:

- eligibility

- what employers can claim - calculations

- annual leave

- claiming in respect of notice periods 

- employees on family leave

- written confirmation

• Postponement of Job Support Scheme and Job 
Retention Bonus 



Legislation 

The Good Work Plan

• The Employment Rights (Employment Particulars and
Paid Annual Leave) (Amendment) Regulations 2018 (SI
2018/1378)

• The Employment Rights (Miscellaneous Amendments)
Regulations 2019 (SI 2019/731)



Summary of main changes …

The Good Work Plan

• Obligation to provide section 1 statement extended to workers

• The majority of written particulars have to be provided in a single
document on or before the date on which the employment starts (it
is a "day 1 right")

• There are exceptions relating to details of pensions, collective
agreements, any training entitlement provided by the employer and
certain information about disciplinary and grievance procedures,
which has to be given no later than two months after the beginning
of employment

• Reference period for determining a week’s pay increased from 12 to
52 weeks

• Repeal of “Swedish Derogation” in Agency Worker Regulations 2010



Changes to section 1 particulars

The Good Work Plan

• New particulars required in section 1 statement:

- the days of the week a worker is required to work,
whether the days and working hours might be variable
and how any variation would be determined

- paid leave to which a worker is entitled

- details of any other benefits provided

- probationary period, including conditions and duration

- any training entitlement provided by an employer,
including whether any training is mandatory and/or has
to be paid for by the worker



Parental Bereavement Leave

• The Parental Bereavement Leave Regulations 2020 
(SI 2020/249)

- all employees who lose a child under 18 (or suffer
stillbirth after 24 weeks of pregnancy) are entitled to
two weeks' statutory leave to be taken in one block
or as two separate one week blocks.

- Employees with at least 26 weeks' service, who meet
minimum earnings criteria, will also qualify for
statutory parental bereavement pay (at the same
rate as statutory paternity pay).



Restriction of Public Sector Payments

• Restriction of Public Sector Exit Payments Regulations
2020 (SI 2020/1122)

- came into force on 4 November 2020

- introduce a £95,000 cap on exit payments in the public
sector

- there are exemptions and circumstances where the cap
may be waived with Treasury consent or in accordance
with Treasury Directions



Tribunal Awards

• Employment Rights (Increase of Limits) Order 2020
increased the limit applying to certain employment 
tribunal awards, and other amounts payable under 
employment legislation from 6 April 2020:

- maximum limit on a week's pay: £525 to £538

- maximum compensatory award for unfair dismissal: 
£86,444 to £88,519

- minimum basic award for certain unfair dismissals: £6,408 
to £6,562



National Minimum Wage

From 1 April 2020, the minimum wage and national living
wage increased to:

- 25+ = £8.72 (previously £8.21)

- 21-24 = £8.20 (previously £7.70)

- 18-20 = £6.45 (previously £6.15)

- under 18 = £4.55 (previously £4.35)

- accommodation offset = £8.20 per day
(previously £7.55)

- Apprentices - £4.15 (previously £3.90)



Statutory Payments

• Payment increases include:

- From 6 April 2020, statutory maternity pay, paternity
pay, shared parental pay and adoption pay increased
from £148.68 per week to £151.20

- As of 6 April 2020, statutory sick pay increased from
£94.25 per week to £95.85



The UK’s new immigration system

Immigration

Changes to the Immigration Rules as of 1 December 2020

• Introduction of the skilled worker route which replaces Tier 2.
– Minimum skill level is being lowered from graduate occupations to A-levels or Scottish Highers

– General salary threshold lowered from £30,000 to £25,600

– Can be paid less than minimum if applicants fulfil certain requirements e.g. shortage occupation role or role in health or 
education.

– The cap is being suspended

– No Resident Labour Market Test

– 12 month cooling off period and 6 year maximum length of stay are being removed.

– The £35,800 salary threshold for settlement is being removed.  Instead sponsors must be paying at least £25,600 and the 
going rate.

– Can switch into Skilled Worker category from other Immigration categories.

• Organisations can, from 12 November pay £500 to have their sponsor licence application 
processed on a priority basis.

• Intra-Company Transfer (ICT) route will replace Tier 2 (Intra-Company Transfer: Long term Staff)
– High earner salary threshold reduced to £73,900.  They can hold ICT leave for 9 out of 10 years.

– Can switch from within the UK

• Changes to other routes such as Global Talent and Student



EU Settlement Scheme Update

• To be eligible EU citizens need to reside in the UK by 31
December 2020.

• Settled Status requires 5 years continuous residence, otherwise
categorised as pre-settled status which lasts for 5 years so they
can reside in UK long enough to get settled status.

• Rights:
– Work in the UK

– Use NHS

– Study

– Access public funds

• Apply online by 30 June 2021



Forthcoming changes…

• Government response to consultation on workplace
sexual harassment (originally expected Spring 2020)

• Late October 2020 - Interim Government response to
Law Commission report on employment law hearing
structures (Full response expected late April 2021)

• 6 April 2021 - changes to post-employment notice pay
formula

• 6 April 2021 - delayed extension of IR35 rules to private
sector



Case Law Update



Unfair Dismissal

Gallacher v Abelio Scotrail Ltd

A dismissal for "some other substantial reason", effected by an 
employer without following any procedure, was not unfair.



Unfair Dismissal

Uddin v London Borough of Ealing

An employee accused of sexually assaulting a work placement
student was unfairly dismissed where the student withdrew her
police complaint, but the investigating officer did not share this
information with the manager conducting the disciplinary
hearing.



Unfair Dismissal

K V L

The EAT has held that a teacher was unfairly dismissed for
misconduct after he was charged with possession of indecent
images of children, but not prosecuted.



Discrimination

Casamitjana v League Against Cruel Sports

• Claimant's ethical veganism was a philosophical belief 
under the Equality Act 2010.

But

Conisbee v Crossley Farms Ltd and others

• Vegetarianism was not a belief qualifying for
protection under the Equality Act 2010.



Discrimination

Taylor v Jaguar Land Rover Ltd
• A gender fluid/non-binary employee was covered by the

definition of gender reassignment in the Equality Act 2010.

and

Mackereth v DWP and another
• A doctor engaged to carry out health assessments for the

Department for Work and Pensions was not discriminated
against on the grounds of religion or belief for refusing to
address transgender patients by their chosen pronoun.



Discrimination

Heskett v Secretary of State for Justice

An employer’s need to reduce expenditure, including staff

costs, in response to financial constraints can constitute a
legitimate aim for the purposes of the justification test.



Employment Status

Uber BV and others v Aslam and others
• Uber drivers are workers for the purposes of the Employment

Rights Act 1996, the National Minimum Wage Act 1998 and the
Working Time Regulations 1998.

• no contract between the driver and passenger and the drivers
worked for Uber.

Community Based Care Health Ltd v Narayan
• Doctor was a worker despite the fact that she was paid through a

limited company



Pay and Benefits

Royal Mencap Society v Tomlinson-Blake
• Workers on sleep-in shifts were only entitled to the national

minimum wage in respect of hours in which they were required
to be awake for the purposes of working, not for the whole shift

Harris and others v Kaamil Education Ltd and
others
• Employment tribunal has ordered three homecare providers to 

pay ten care workers the national minimum wage for travelling 
and waiting time between care appointments



Working Time and Time Off

Harpur Trust v Brazel (UNISON intervening)

The calculation exercise required by regulation 16 of the WTR
1998, which involves identifying a week's pay and multiplying it
by 5.6 weeks, is straightforward and should be followed, even if it
results in part-year workers receiving a higher proportion of their
annual earnings as holiday pay.



Holiday Pay

Flowers and others v East of England Ambulance Trust
• WTD holiday pay must include regular voluntary overtime.

Econ Engineering Ltd v Dixon and others
• A profitability bonus should not be included in holiday pay under regulation

13A of the Working Time Regulations 1998 for a worker with normal working
hours, as it was not payable simply for working those hours but was
conditional on company performance

TSN v Hyvinvointialan liitto ry
• Member States may limit carry-over of holiday in the event of a worker's

sickness absence to the four-week entitlement under Article 7(1) of the
Working Time Directive



Holiday Pay

Chief Constable of the Police Service of Northern 
Ireland and another v Agnew and others

Northern Ireland Court of Appeal held that a "series" of unlawful
deductions from holiday pay would not be interrupted by gaps of
more than three months



Data Protection

Various claimants v Wm Morrisons Supermarket

Morrisons was not vicariously liable for the actions of an
employee who, without authorisation and in a deliberate
attempt to harm his employer, uploaded payroll data to the
internet using personal equipment at home.



Whistleblowing

Jesudason v Alder Hey Children's NHS Foundation 
Trust

• Employer not liable to whistleblower for damage to his
reputation caused by the Employer trying to set the record
straight.

• The detriment did not arise from the protected disclosures. The
employer had been motivated by an intention to minimise the
harm from adverse, and in part misleading, information which
the claimant had chosen to put in the public domain



TUPE

Ferguson and others v Astrea Asset Management 
Ltd

• Transfer-related contractual changes void even if
advantageous to employees.
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