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The United Kingdom 
 

Key Facts 
 

• The country abbreviation is UK and comprises the ‘home nations’ of England, Scotland, 
Wales and Northern Ireland 

• The starting point for legislation and control is the UK Government in Westminster.  
However, the UK comprises three devolved administrations that impact on payroll, 
pensions and HR legislation: 
1. The Scottish Government 
2. The Welsh Government, and 
3. The Northern Ireland Executive 

• The official language is English 
• The country dial code is +44 
• The fiscal year is 06 April in one calendar year to 05 April in the following year 
• The time zone is Greenwich Mean Time 

 

Patron Saints, Flags and National Flowers 
 

Each of the four nations has its own Patron Saint, flag and National Flower signalling the identity of 
that nation from the others.  The flags are combined to form the Union Flag which is the flag 
representing the entire United Kingdom. Although, this is not totally true and we attempt to explain 
below: 
 

The Union Flag 
 
This is the flag that represents the four nations that make up the United Kingdom.  It is also the official 
flag in Gibraltar and some small British overseas territories that have not been granted independence 
or have voted to remain British.   
 
It is a historical amalgamation of the flags of the Kingdoms of England, Scotland and Ireland.  Wales is 
not specifically represented and is controversially represented under the English St George’s Cross 
within the Union Flag. 
 

England 
 
The Patron Saint of England is St George and the English national flag is the St George’s Cross.  The 
National Flower is the Tudor Rose.   
 

Wales 
 
The Patron Saint of Wales is St David.  The Welsh national flag is the ‘red dragon’.  The National Flower 
is the daffodil but may also be represented by the leek.   
 

Scotland 
 
The Patron Saint of Scotland is St Andrew and the Scottish national flag is called the Saltire or St 
Andrew’s Cross.  The National Flower is the thistle.   
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Northern Ireland 
 
The Patron Saint of Northern Ireland is St Patrick.  The official flag of Northern Ireland is the Union 
Flag, incorporating the St Patrick’s Saltire.  The Ulster Banner, or red hand flag, was used by the 
Parliament of Northern Ireland until it was dissolved in 1973. 
 
The National Flower is the flax flower or shamrock. 
 

Bank Holidays 
 

Name 2018 2019 

New Year’s Day 1 January 1 January 

Good Friday 30 March 19 April 

Easter Monday 02 April 22 April 

Early May 7 May 6 May 

Spring 28 May 27 May 

Summer 27 August 26 August 

Christmas Day 25 December 25 December 

Boxing Day 26 December 26 December 

 

Public Holidays 
 
Whilst the above represents the UK-wide Bank Holidays (i.e. non-banking days), there are other 
holidays in each of the home nations.  These are Public Holidays.  These may be non-banking days in 
those nations, however, they are not UK non-banking days.  So, whilst banks and financial institutions 
may be closed on these ‘other’ days, banking and financial transactions can still take place. 
 

Name Type / Region 2018 2019 

02 January 
Additional New Year holiday  
(Scotland) 

2 January 2 January 

St Patrick’s Day Patron Saint (Northern Ireland) 17 March 17 March 

St Patrick’s Day Substitute day (Northern Ireland) 19 March 18 March 

Battle of the Boyne Northern Ireland 12 July 12 July 

August holiday Scotland 6 August 5 August 

St Andrew’s Day Patron Saint (Scotland) 30 November 30 November 

St Andrew’s Day Substitute day (Scotland) N/A 2 December 

 
Note that the Patron Saint Days in England (St George’s Day 23 April) and Wales (St David’s Day 1 
March) are not celebrated as Public Holidays in those home nations. 
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Business and Culture  
 

Employment Legislation 
 
Employment Rights 
 
Employers have to be aware of the different employment statuses that exist in the UK – employee, 
worker and self-employment.  All of these bring with them separate rights of employment (employee 
and worker) and self-employment. 
 
Plus, employers need to be aware of the nature of contractual arrangements which take the form of 
contracts of employment (employee) and contracts for services (worker and self-employed).  
Employment status is a complicated issue that gives different rights to the different categories and 
one that is always under review. 
 
With regards to employment (employee and workers), there are two overriding pieces of legislation: 
 

1. The Employment Rights Act 1996 (in Great Britain) and 
2. The Employment Rights (Northern Ireland) Order 1996 

 
Employment law is a devolved issue to Northern Ireland and the two pieces of legislation confer 
slightly different rights.  It is essential employers are aware of the legislation that applies in the 
jurisdiction in which they are operating. 
 
Working Time 
 
The European Working Time Directive was transposed as the Working Time Regulations in Great 
Britain and by the same Regulations in Northern Ireland.  Whilst there are two separate pieces of 
legislation, essentially, they say the same thing and determine maximum weekly working time, rest 
periods and holiday entitlements. 
 
Hours of work vary considerably from one employer to the next and depend on the nature and needs 
of the business.  Flexible working is increasingly acceptable to employers, as is home-working. 
 

Establishing a Business 
 
There are two important processes that need to be considered.  This information is not intended to 
be definitive in any way and only acts as an overview of the two main bodies involved in establishing 
a business.  Both processes apply UK-wide and, as such, are denoted with the Union Flag symbol.              
 
Companies House 
 
There are many company formats in the United Kingdom, for example sole traders, a private limited 
company and a Limited Liability Partnership (LLP).   
 
When considering establishing a business in the UK, employers should find the Companies House 
Website on the central Gov.UK for information and for details of registration. 
 

https://www.gov.uk/government/organisations/companies-house
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Her Majesty’s Revenue and Customs (HMRC)  
 
Employers will normally have to register with HMRC when they start employing staff, or 
using subcontractors for construction work.  Registration also applies for sole traders. 
 
When considering establishing a business in the UK, employers should find the HMRC ‘Register as an 
employer’ section on the www.gov.uk.co.uk Website. 
 

The Right to Work in the United Kingdom  
 
The employer has a responsibility for ensuring that their worker has the right to work in the UK.  This 
involves the employer ensuring that sufficient evidence is provided to prove entitlement to work. 
 
This right to work check is mandatory and employers are advised to use to ‘Check if someone can work 
in the UK’ tool on the www.gov.uk.co.uk Website.  The following information is guidance only and 
does not replace the need for employers to perform their own checking: 
 
British Citizens 
 
If the worker has a UK passport and is a British citizen, they are automatically entitled to work in the 
United Kingdom.  The employer must copy the parts of the passport that confirm the expiry date and 
the worker’s details and retain this.  The automatic right to work also applies if the worker has a 
Certificate of Registration or Naturalisation as a British citizen. 
 
Channel Islands or Isle of Man 
 
The worker needs to show proof of their permission to work in the UK in the form of an official letter 
or document from a UK Government agency and a birth or adoption certificate.  Again, the employer 
needs to copy and retain this information as proof that they have checked the eligibility to work in the 
UK. 
 
EU, EEA or Switzerland 
 
If the worker has an EU, EEA or Swiss passport or National Identity Card or is a named person in their 
parent's or child's passport there is an automatic entitlement to work in the UK.  The employer needs 
to copy this information and retain it. 
 
Employers should be aware that the only exception to the above is some people who are from Croatia 
where there is a worker authorisation document that should be produced before there is an 
entitlement to work. 
 
Other 
 
If the worker has an endorsement from the UK’s Home Office, there is an entitlement to work.  This 
would also apply if the worker has a Biometric Residence Permit which replaced the UK visa.  The right 
to work is also granted if the worker has a valid and current Immigration Status Document. 
 
 
 

http://www.gov.uk.co.uk/
http://www.gov.uk.co.uk/
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Taxation and Social Security 
 

Introduction 
 

The following information is intended as an overview of the United Kingdom’s Income Tax and social 
security allowances and rates (the social security system is referred to as National Insurance).  This is 
not intended to be a definitive interpretation of the two regimes and we recommend attending the 
Global Payroll Association’s dedicated courses on the subjects.  
 
For information, where a rate or allowance applies UK-wide, this is represented by the Union Flag 
symbol.             Please also see our guide ‘Rates and Allowances 2018/19. 
 

Income Tax Allowances 
 

All Taxpayers are entitled to receive the UK Personal Allowance.  This can be described as an amount 
of money that can be earned free from any Income Tax liability.  There are also a number of other 
allowances that are available, depending on a Taxpayer’s circumstances.  All of the allowances below 
detail the 2018/19 values, from the 6th of April 2018 to the 5th of April 2019:: 
 

Personal Allowance 
 

 2018/19 

 £ 

Personal Allowance  11,850 

Income limit 100,000 
 

Marriage Allowance 
 

 2018/19 

 £ 

Marriage Allowance 1,190 
 

Other 
 

Tax Allowance 2018/19 

 £ 

The Married Couple’s Allowance* 

• Maximum 8,695 

• Minimum 3,360 

• Income Limit 28,900 

Blind Person’s Allowance 2,390 

 
The Married Couple’s Allowance is an age-related allowance.  This has a different income limit, 
whereby this age-related allowance is reduced by £1 for every £2 of income over (£28,900 in 2018/19). 
 
 
 
 

https://www.gov.uk/married-couples-allowance
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Income Tax Rates and Thresholds 
 
From tax year 2016/17, there have been two Income Tax regimes in the UK as a result of the sharing 
of Income Tax powers as per provisions in the Scotland Act 2016.  For non-savings and non-dividend 
income, the UK is now split: 
 

• rUK Taxpayers (where HMRC deem the individual to be an English, Welsh or Northern Irish 
Taxpayer)  and 

• Scotland (where HMRC deem the individual to be a Scottish Taxpayer) 
 
Rates (rUK Taxpayers) 
 

Band Rate 

 % 

Basic  20 

Higher  40 

Additional  45 
 

Thresholds (rUK Taxpayers) 
 

Band Threshold 

 £ 

Basic 1 – 34,500 

Higher 34,501 to 150,000 

Additional Over 150,000 

 
Coupled with the rates above, the following is a much clearer table of the Income Tax “bracket” that 
rUK Taxpayers will fall into: 
 

Band Rate Threshold 

 % £ 

Basic 20 1 – 46,350 

Higher 40 46,351 to 150,000 

Additional 45 Over 150,000 

 
Rates (Scottish Taxpayers) 
 

Band Rate 

 % 

Scottish Starter 19 

Scottish Basic  20 

Scottish Intermediate 21 

Scottish Higher  41 

Scottish Top  46 
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Thresholds (Scottish Taxpayers) 
 

Band Threshold 

 £ 

Scottish Starter 1 – 2,000 

Scottish Basic  2,001 – 12,150 

Scottish Intermediate 12,151 – 31,580 

Scottish Higher  31,581 – 150,000 

Scottish Top  Over 150,000 
 

Coupled with the rates above and the value of the UK-wide Personal Allowance, the following is a 
much clearer table of the Income Tax “bracket” that Scottish Taxpayers will fall into: 
 

Band Threshold Rate 

 £ % 

Scottish Starter 11,850 – 13,850 19 

Scottish Basic 13,851 – 24,000 20 

Scottish Intermediate 24,001 – 43,430 21 

Scottish Higher 43,431 – 150,000 41 

Scottish Top Over 150,000 46 

 

National Insurance 
 
National Insurance Contributions (NICs) are performed as a totally separate calculation from the 
Income Tax calculation.  Whilst they also form an important part of UK Government revenue-
generation, they should not be confused with Income Tax and the two should be looked at totally 
independently.  Also, Income Tax is a personal liability but NICs has two parts: an employee liability 
and an employer liability. 
 
 The NICs calculation also allows some part of income to be free from a liability.  Very simply: 
 

• No NICs are calculated on the portion of earnings up to and including the Lower Earnings 
Limit (LEL).  This band of earning is important for eligibility to UK State benefits and pension  

• Primary (employee) NICs are calculated from the point that the earnings reach and exceed 
the Primary Threshold (PT).  They cease to be paid at the highest percentage once the level 
of earnings exceed the Upper Earnings Limit  (UEL) 

• Secondary (employer) NICs are calculated from the point that the earnings reach and 
exceed the Secondary Threshold (PT).    The UEL plays no part in the calculation of 
Secondary NICs.  Although: 

o Some employees may have a NI Letter that allows a NIL calculations, for 
example, employees who are exempt from a NI liability 

o For employees under the age of 21, Secondary NICs become payable from the 
point the employee’s earnings exceed the Upper Secondary Threshold (UST) 

o The apprentices studying a recognised Government apprenticeship, 
Secondary NICs become payable from the point the employee’s earnings 
exceed the Apprentice Upper Secondary Threshold (AUST) 
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National Insurance Rates and Thresholds 
 
Thresholds 
 

 Weekly Fort-nightly Four-weekly Monthly Annual 

 £ £ £ £ £ 

Lower Earnings Limit (LEL) 116 232 464 503 6,032 

Primary Threshold (PT) 162 324 648 702 8,424 

Secondary Threshold (ST) 162 324 648 702 8,424 

Upper Earnings Limit (UEL) 892 1,783 3,566 3,863 46,350 

 
The Upper Secondary Threshold (UST) and the Apprentice Upper Secondary Threshold (AUST) are 
aligned with the value of the Upper Earnings Limit in 2018/19. 
 
Rates 
 
The Class 1 NICs rates structure is as follows, not including the letters that apply to mariners: 
 
Primary (employee) Contributions 
 

Band Standard Pensioners Reduced Deferred 

Table Letters A / M and H C B J / Z 

Earnings up to LEL NIL NIL NIL NIL 

Earnings between LEL and PT 0% NIL 0% 0% 

Earnings between PT and UEL  12% NIL 5.85% 2% 

Earnings above UEL  2% NIL 2% 2% 

 
Secondary (employer) Contributions (over 25) 
 

Band A, B, C and J 

Earnings up to LEL NIL 

Earnings between LEL and ST 0% 

Earnings between  ST and UEL  13.8% 

Earnings above UEL  13.8% 
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Age-Related Secondary (employer) Contributions (16 – 20) 
 

Band M and Z 

Earnings up to LEL NIL 

Earnings between LEL and ST 0% 

Earnings between ST and UST 0% 

Earnings above UST 13.8% 

 
Relevant Apprentice Secondary (employer) Contributions (under 25) 
 

Band H 

Earnings up to LEL NIL 

Earnings between LEL and ST 0% 

Earnings between ST and AUST 0% 

Earnings above AUST 13.8% 

 

Class 1A NICs 
 
NICs are paid on certain benefits-in-kind at a rate of 13.8% of the taxable value 
 

Class 1B NICs 
 
If the employer has entered in a PAYE Settlement Agreement with HMRC to meet the tax liability on 
behalf of the employee for certain benefits-in-kind, NICs are payable at a rate of 13.8%. 
 

Employment Allowance 
 

Eligible employers can offset some of their Secondary NICs liability by using the Employment 
Allowance, valued at £3,000 in 2018/19.  Employers should seek guidance on the Gov.UK Website. 
 

Filing Deadlines 
  
There are several notable UK filing deadlines for employers 
 

• 19th or 22nd (electronic) monthly – payment of PAYE liabilities to HMRC.  This is amended 
to a quarterly payment for some small employers 

• 19 April annually – final Real Time Information (RTI) submission to HMRC 
• 31 May annually – deadline for employers to send a P60 to employees employed on 05 

April of the previous tax year 
• 06 July annually – deadline for submission of forms P11D to HMRC and for issue of same 

to employees 
• 19 or 22nd (electronic) July annually – deadline for payment of Class 1A NICs to HMRC 
• 19 or 22nd (electronic) October annually – deadline for payment of Class 1B NICs to HMRC 

https://www.gov.uk/claim-employment-allowance
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Apprenticeship Levy 
 

Introduction 
 
From April 2017, some employers have had to pay the Apprenticeship Levy.  The idea of the Levy is 
that it will create a fund that will prompt employers to employ more apprentices.  The Levy applies 
UK-wide. 
 
The main issue with the funding of these apprentices is that apprenticeships is a devolved policy 
meaning that each nation in the UK can approach the creation of apprenticeships in whatever way 
suits that nation best.  In England, this is with the creation of apprenticeships that conform to new 
“standards” that are created by employers.  It is only in England where there is a clear government 
policy to create up to 3 million more apprenticeships by 2020.  The other nations do not have such 
schemes or targets but do have apprentice quality control measures and initiatives in place, many as 
a direct result of the introduction of the Levy. 
 

Overview 
 
As above, the Levy requires certain employers to “contribute” towards the government’s plans of 
extending apprenticeships in the workplace and there are two different aspects to it: 
 

1. Calculating and paying the Levy (covered below), and 
2. Using the Levy funds (in England and not covered in this document) 

 
The Levy 
 
On a tax monthly basis, the Levy will be calculated at 0.5% of the employer’s “paybill” for the PAYE 
scheme over the course of the tax year. 
 
The paybill is new terminology to payroll in the UK and is the total amount of earnings on which the 
employer has a liability to pay Class 1 NICs.  It is not the same as the pay on which employer NICs are 
actually calculated as it includes earnings below the Secondary Threshold (and Upper Secondary 
Threshold and Apprentice Upper Secondary Threshold). 
 
The Levy Allowance 
 
Once the payroll system has calculated the Levy, the PAYE scheme can make an offset of this amount 
by using the “Levy Allowance”.  In 2018/19 this is £15,000 per tax year.  The net result of the Levy 
calculation and the offset with the Levy Allowance means only employers with an annual paybill of 
£3million and more actually pay any Levy Allowance to HMRC. 
 
Each employer is entitled to one £15,000 Levy Allowance and is similar to the Employment Allowance 
where entitlement is £3,000 per employer.  Neither are allowance per PAYE scheme but are per 
employer.  Employers need to look at their company structure as it could be that they are part of a 
connected group of employers meaning that they are only entitled to one Levy and Employment 
Allowance. 
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Sickness and Parental Leave and Pay 
 

Introduction 
 

All of the below apply UK-wide.  It is important to say that separate legislation exists in Great Britain 
and Northern Ireland.  The different legislation are mirror images, though employers have to ensure 
they do not diverge. 
 
Each of the sections below are split into obligations for leave and the obligations for the employer to 
make payment.  It is also important to state that this Global Payroll Association guide only covers the 
statutory entitlements.  Frequently, the statutory entitlements are enhanced by occupational ones. 
 

Sickness Leave and Pay 
 

Leave 
 

Unlike the other leave entitlements below, there is no statutory employment right for the employee 
to be sick. 
 

Pay 
 

Even though there is no statutory sickness leave entitlement, there is an obligation to pay an employee 
when they are sick or unable to work and they provide certification.  In brief, employers are 
responsible for paying Statutory Sick Pay (SSP) to employees who are absent from work for 4 or more 
consecutive calendar days.  This entitlement to pay lasts for a maximum of 28 weeks. 
 
SSP requires the employer to understand important terminology.  This is essential to understand and 
the Global Payroll Association does provide an in-depth course on this subject. 
 
When it is paid by the employer, SSP is fully taxable, subject to National Insurance and included in the 
definition of the paybill for the Apprenticeship Levy.  Unlike the other statutory payments, the 
employer cannot reclaim any portion of the SSP back from the payments that it makes to HMRC on a 
monthly basis. 
 
The weekly rate of SSP in 2018/19 is £92.05 and paid as a daily rate depending on the number of 
Qualifying Days (QDs) on or after the 6th of April 2018: 
 

Number of 
QDs in week 

Number of days due 

1 2 3 4 5 6 7 

 £ £ £ £ £ £ £ 

7 13.15 26.30 39.45 52.60 65.75 78.90 92.05 

6 15.35 30.69 46.03 61.37 76.71 92.05  

5 18.41 36.82 55.23 73.64 92.05   

4 23.02 46.03 69.04 92.05    

3 30.69 61.37 92.05     

2 46.03 92.05      

1 92.05       
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Maternity Leave and Pay  
 

Leave 
 

All employees are entitled to 52 week’s Statutory Maternity Leave (SML) regardless of their length of 
service.  This is split into three types: 
 

1. Ordinary Maternity Leave (which is the first 26 weeks of SML) 
2. Compulsory Maternity Leave (which is the 2 weeks following the baby’s birth) 
3. Additional Maternity Leave (which is the last 26 weeks of SML) 

 
Women do not have to take the whole 52 weeks but can chose to “share” this with their partner which 
is explained below.  But they must take Compulsory Maternity Leave.  This is the extended to 4 weeks 
if the woman works in a factory environment and is for the health and safety of the woman. 
  
Pay 
 

The right to be paid Statutory Maternity Pay (SMP) is not an automatic day 1 right but is conditional.  
This means that the woman has to satisfy two qualifying conditions: 
 

1. 26 week’s continuous service and 
2. Have Average Weekly Earnings at or above the Lower Earnings Limit for National 

Insurance 
 
If the woman meets these conditions and provides the necessary evidence and notifications, SMP is 
paid for a maximum of 39 weeks as follows: 
 

Rates effective from week starting on or after Sunday 
01 April 

2018 

Earnings Threshold (Lower Earnings Limit)  £116 

SMP weekly rate for first 6 weeks 

90% 
Average 
Weekly 
Earnings 

SMP weekly rate for up to next 33 weeks (unless 90% of Average Weekly 
Earnings is lower) 

£145.18 

Percentage of payment recoverable 92% 

Percentage of payment recoverable (Small Employer’s Relief) 100% 

NI compensation recoverable under Small Employer’s Relief 3% 

Annual NICs threshold for Small Employer’s Relief £45,000 

 

When it is paid by the employer, SMP is fully taxable, subject to National Insurance and included in 
the definition of the paybill for the Apprenticeship Levy.   
 
Like SSP, SMP requires the employer to understand important terminology and this is covered in the 
Global Payroll Association’s in-depth course on this subject. 
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Adoption Leave and Pay 
 

Leave 
 

All employees are entitled to 52 week’s Statutory Adoption Leave (SAL) regardless of their length of 
service.  This is split into two types: 
 

1. Ordinary Adoption Leave (which is the first 26 weeks of SAL) 
2. Additional Adoption Leave (which is the last 26 weeks of SAL) 

 
There is no compulsory period of SAL unlike with maternity. 
 
The primary adopter does not have to take the whole 52 weeks but can chose to “share” this with 
their partner which is explained below.   
 

Pay 
 

The Statutory Adoption Pay (SAP) qualifying conditions mirror those for SMP.   
 
If the primary adopter meets these conditions and provides the necessary evidence and notifications, 
SAP is paid for a maximum of 39 weeks as follows: 
 

Rates effective from week starting on or after Sunday 
01 April 

2018 

Earnings Threshold (Lower Earnings Limit)  £116 

SAP weekly rate for first 6 weeks 

90% 
Average 
Weekly 
Earnings 

SAP weekly rate for up to next 33 weeks (unless 90% of Average Weekly 
Earnings is lower) 

£145.18 

Percentage of payment recoverable 92% 

Percentage of payment recoverable (Small Employer’s Relief) 100% 

NI compensation recoverable under Small Employer’s Relief 3% 

Annual NICs threshold for Small Employer’s Relief £45,000 

 

When it is paid by the employer, SAP is fully taxable, subject to National Insurance and included in the 
definition of the paybill for the Apprenticeship Levy.   
 
SAP mirrors SMP in many aspects except important terminology.  This is covered in the Global Payroll 
Association’s in-depth course on this subject. 
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Paternity Leave and Pay  
 
Leave 
 
This applies when the qualifying partner in maternity and adoption cases may be able to take leave 
and pay.  This must be taken within 56 days of the child’s birth or placement.  It is not an automatic 
right and the partner must satisfy three qualifying conditions: 
 

1. 26 week’s continuous service 
2. Provide the correct notice to the employer and 
3. Remain an employee (unlike SML and SAL) 

 
Where the partner qualifies, they are entitled to take a maximum of 2 week’s Statutory Paternity 
Leave (SPL) that must be taken in weekly blocks. 
 
Pay 
 
There are 4 qualifying conditions to be entitled to be paid Statutory Paternity Pay (SPP) throughout 
the SPL period: 
 

1. 26 week’s continuous service and 
2. Have Average Weekly Earnings at or above the Lower Earnings Limit for National 

Insurance 
3. Provide the correct notice to the employer and 
4. Remain an employee (unlike SML and SAL) 

 
SPP is paid for a maximum of two weeks as follows: 
 

Rates effective from week starting on or after Sunday 
01 April 

2018 

Earnings Threshold (LEL)  £116 

SPP weekly rate (or 90% of Average Weekly Earnings if this is lower) £145.18 

Percentage of payment recoverable 92% 

Percentage of payment recoverable (Small Employer’s Relief) 100% 

NI compensation recoverable under Small Employer’s Relief 3% 

Annual NICs threshold for Small Employer’s Relief £45,000 

 
When it is paid by the employer, SPP is fully taxable, subject to National Insurance and included in the 
definition of the paybill for the Apprenticeship Levy.   
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Shared Parental Leave and Pay 
 
Leave 
 
Shared Parental, put simply, is where the SML or SAL period is curtailed by the receiver who then 
elects to share the remaining portion with their partner.  The shared leave entitlement is the 52 weeks 
less the leave that has already been taken by the mother or the primary adopter. 
 
Further information can be obtained from the Gov.UK website.   
 
The Global Payroll Association runs a course that includes Shared Parental Leave which explains the 
complicated rules around eligibility and the booking of the leave with the employer.   
 
Pay 
 
Put simply again, the complicated Shared system allows for the sharing of SMP and SAP as well as the 
leave (SML and SAL).  The total shared pay entitlement is 39 weeks less the pay that has already been 
taken by the mother or the primary adopter. 
 
Further information can be obtained from the Gov.UK website.   
 

Parental Leave and Pay 
 
Leave 
 
In addition to the above statutory entitlements for child-related leave and pay, parental leave allows 
the employee to take a further 18 weeks’ leave for each child and adopted child, up to their 18th 
birthday.   
 
There is a limit on how much parental leave can be taken each year, capped at 4 weeks. 
 
Pay 
 
This is a statutory leave entitlement only and is unpaid.   
 
The employer may choose to pay the employee for the parental leave but this is regarded as an 
occupational agreement. 
 
When it is paid by the employer, SPP is fully taxable, subject to National Insurance and included in the 
definition of the paybill for the Apprenticeship Levy.   
 
 

  

https://www.gov.uk/shared-parental-leave-and-pay
https://www.gov.uk/shared-parental-leave-and-pay
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Other Statutory Obligations 
 

Introduction 
 
All of the below apply the same UK-wide.     
 
It is important to state that separate legislation exists in Great Britain and Northern Ireland for holiday 
leave and pay (the Working Time Regulations).  Although they are virtually mirror images, employers 
have to ensure they do not diverge in the future. 
  

National Minimum / Living Wage 
 
The National Minimum Wage legislation is the same UK-wide.  It’s also important to recognise that 
the legislation applies to workers and not just employees.   
 
Employers in the UK have a statutory obligation to pay workers at least the value of the hourly National 
Minimum Wage for their working time.    This obligation applies to full “pay reference periods” and 
not from a set date.  Where the worker is over the age of 25, the National Minimum Wages is referred 
to as the National Living Wage.  These rates change annually in April and the following hourly rates 
apply for the first full pay reference period on or after 01 April 2018: 
 

Rate From April 2018 

 £ 

Adults (25+) (the National Living Wage) 7.83 

Adult (21 – 24) 7.38 

Youth Development (18 – 20) 5.90 

16 – 17 Year Old (under 18 but over school leaving age) 4.20 

Apprentice* 3.70 

 
* For apprentices aged 16 to 18 and those aged 19 or over who are in their first year.  All other 
apprentices are entitled to rate applicable for their age. 
 
The Accommodation Offset daily rate is £7.00. 
 
A complexity for employers in the UK is the definition of working time.  Many HMRC investigations 
have found that employers underestimate the time a worker has spent working and have been 
concluded to be paying them at less that the National Minimum / Living Wage. 
 
Things are different for agricultural workers in Scotland and Northern Ireland and those employed in 
England before the 1st of October 2013.  An agricultural worker is one whose work involves farming 
and rearing animals, growing produce, forestry, market gardens and nurseries.  Agriculture is a 
devolved function in the UK and employers should be careful when looking at the leave and rights that 
apply to these workers. 

https://www.gov.uk/national-minimum-wage-accommodation
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Holiday Leave and Pay 
 

Leave 
 

Self-employed workers aren’t entitled to annual leave.  Almost all other workers are legally entitled 
to 5.6 weeks’ paid holiday per year that starts to build up (accrue) when they start employment.  This 
is comprised of two elements: 
 

1. 4 weeks as defined by European legislation (and known as Euroleave) 
2. 1.6 weeks as defined by domestic UK legislation 

 

Assuming a worker works 5 days in the week, the annual leave entitlement is converted to a number 
of days by applying the formula 5 * 5.6 weeks = 28 days.  Part-time workers are also entitled to a 
minimum of 5.6 weeks each year and this will result in fewer actual days of leave entitlement.  28 days 
is the statutory maximum, even if a worker works 6 days per week.   
 
Some other key facts regarding holiday leave: 
 

• An employer can include bank holidays as part of statutory annual leave 
• Workers have the right to accrue leave during maternity, paternity and adoption leave 
• Workers accrue holiday leave while off work sick 
• Workers have the right to be paid for accrued leave  

 

The compilation of a workers’ annual leave entitlement is important as, increasingly, UK employment 
case law is applying to particular components of the leave make-up rather than the total annual leave.  
Good guidance is provided on the Advisory, Conciliation and Arbitration Service (ACAS) Website in 
Great Britain and NI Direct in Northern Ireland. 
 
Some contracts of employment may prescribe additional leave entitlements and this is known as 
occupational leave.   
 

Pay 
 

The workers is entitled to be paid for the statutory leave that is accrued (5.6 weeks).  The rate of 
payment is the value of a week’s pay and this leads to different rates depending on the worker’s 
working pattern: 
 

Working Pattern A week’s pay 

Fixed hours and fixed pay (part time or full time) 
Holiday pay equals how much a worker gets 
for a week’s work 

Shift work with fixed hours (part time or full time) 
Holiday pay equals the average number of 
weekly fixed hours a worker worked in the 
previous 12 weeks at their average hourly rate 

No fixed hours (i.e. casual work)  
Holiday pay is the average pay a worker got 
over the previous 12 weeks (in which they 
were paid) 

 
The issue for employers over recent months and years has been case law judgements that have 
clarified and mystified the definition of the pay elements that need to be included in the week’s pay 
calculation.  

http://www.acas.org.uk/index.aspx?articleid=1374
https://www.nidirect.gov.uk/articles/holiday-entitlements
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Workplace Pensions 
 

Introduction 
 

Although workplace pensions apply UK-wide, again it’s important to say that separate legislation exists 
in Great Britain and Northern Ireland.  They are mirror images but employers have to ensure they do 
not diverge in the future. 
 

Concept 
 

Workplace pensions (or auto enrolment) is all part of the government’s pension reforms, phased in 
from October 2012 and aimed at encouraging more people to save for their retirement.  It applies to 
workers, not just employees, so employers have to consider a wider range of people that are in the 
scope of this pension regime. 
 
In brief, the employer is required to establish a “qualifying” pension scheme and enrol “eligible 
jobholders” automatically (though there is a “postponement” period that employers can use).  There 
is a total minimum contribution rate, often split between the employer and the worker. 
 
Further, there are obligations for employers on the workers that are not eligible for automatic 
enrolment in terms of monitoring them every pay period.  When the worker does fall into the category 
of eligible, the employer must enrol them into the qualifying pension scheme.  Or, these workers can 
choice to “opt in” or “join” the pension scheme of their own free will. 
 
Workers do not have to remain in the pension scheme if they choose not to which gives rise to the 
terminology “opting out” and “ceasing membership”. 
 
It is a complicated regime and employers often seek guidance from their agents or The Pensions 
Regulator.  The following offers an explanation of three parts of the regime: 
 

1. The workers that the employer has to consider and 
2. The minimum contribution percentages, and 
3. Re-enrolment 

 

The Worker 
 

Deciding whether or not the employer has to enrol automatically into a qualifying workplace pension 
depends on the status of the worker by looking at the age and level of earnings in the pension pay 
reference period.  There are three “types” of worker that an employer has to consider: 
 

1. The Entitled Worker is entitled to “join” the pension scheme but there is no obligation for the 
employer to make a pension contribution 

2. The Non-Eligible Jobholder can “opt in” to the pension scheme.  If they do, the employer is 
obliged to make a contribution 

3. The Eligible Jobholder will be enrolled automatically and the employer is required to make a 
pension contribution 

 
 
 

http://www.thepensionsregulator.gov.uk/en/employers
http://www.thepensionsregulator.gov.uk/en/employers
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The above have to be considered with the value of the lower “Qualifying Earnings Band” and the 
“Earnings Trigger” in the pay reference period and categorisation of the worker can be expressed in 
the following table, where SPa refers to the UK State Pension age: 
 

Earnings 
Age (inclusive) 

16 - 21 22 – SPa SPa - 74 

Below Lower QEB Threshold* Entitled Worker 

Between Lower QEB Threshold* and 
Earnings Trigger** 

Non-Eligible Jobholder 

Over Earnings Trigger** 
Non-Eligible 
Jobholder 

Eligible Jobholder 
Non-Eligible 
Jobholder 

 
* The lower Qualifying Earnings band is the same as the LEL for National Insurance 
** The Earnings Trigger is £10,000 per year 
 
As can be seen, the duty to enrol a worker automatically applies to Eligible Jobholders who are the 
ones aged between 22 up to the UK State Pension age and earn over £10,000 per year (£833 per 
month / £192 per week). 
 

The Contribution 
 
The pension contributions payable are set in the individual pension scheme rules, though they must 
conform to the minimum contribution requirement (or the scheme fails to be a “qualifying” one).  As 
workplace pensions applies to all employers, the minimum contributions are being phased in over a 
number of years as follows: 
 

Phase Date 
Employer 

Minimum 
Total Minimum 

1 To 5 April 2018 1% 2% 

2 6 April ‘18 to 5 April ‘19 2% 5% 

3 6 April ’19 onwards 3% 8% 

 

Re-Enrolment 
 
Workers have the opportunity to cease membership of the pension scheme or to opt-out.  Though the 
government’s drive to increase pension scheme membership means that employers need to re-enrol 
these workers back into the scheme at 3-yearly intervals. 
 

----------------------- 
 
Many payroll software providers have included workplace pensions as part of their standard offering 
to employers.  Or, some employers may choose to use middleware providers as an intermediary 
between their payroll software and the pension scheme. 
 
Workplace pensions is on on-going responsibility and one that employers need to give significant 
through and attention to. 
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Other Deductions from Pay 
 
As well as deductions for tax, National Insurance, Student Loans and workplace pensions, employers 
may have to make deductions from pay for other mandatory / statutory reasons.  The employer must 
deduct these and does not need to obtain written permission from the employee first.  These may 
include: 
 

 Deduction from Earnings Orders 

 Attachment of Earnings Orders 

 Orders for Child Maintenance 

 Earnings Arrestments (in Scotland) 

 Direct Earnings Attachments 
 
The contract of employment may specify other deductions, for example where the employee has 
incurred a traffic penalty or fine and the company has paid this on their behalf.  Also, the employer 
may also offer the facility for voluntary deductions for 3rd parties for items such as trade union 
subscriptions and charitable giving.  The employer must first obtain the employees written 
authorisation before they can commence these deductions. 
 
As can be seen, there are many types of deductions but there are only three situations in which the 
employer can make one that is lawful: 
 

1. Statutory (where there is legislation requiring the deduction to be made) 
2. Contractual (where the signed contract of employment allows the deduction) 
3. Voluntary (where this is a signed agreement in place authorising the deduction) 


