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National Living Wage

Changes from 6th April 2016

1st April 2016

Income tax threshold

A significant change for the lowestpaid workers is the introduction of
the national living wage.
Employers will need to pay staff aged
25 and over the national living wage
of £7.20 per hour.
For those aged under 25,
lower national minimum wage rates
will apply.

Increase in the income tax personal
allowance to £11,000.

Basic rate tax threshold
The basic rate tax threshold increases to £32,000.

Apprentice Employer NIC contribution
Employer NICs for apprentices under the age of 25
will be abolished.

Statutory Redundancy pay
The maximum amount of a ‘week’s pay’ – used to
calculate statutory redundancy pay and various
other payments – increases from £475 to £479.

Unfair dismissal
The maximum compensatory award for unfair
dismissal increases from £78,335 to £78,962.
The upper limit remains the lower of a year’s salary
or the maximum statutory limit.
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Gender Pay Reporting

Prepare for the
Gender Pay Gap Reporting

26th March 2016

Gather Information

Large employers will be obliged to publish information
about their gender pay gaps.
Organisations with 250 or more employees will be required to
publish information about the difference in pay between men and
women to include details of the gap in bonus payments, in new
regulations to be introduced.
There is still further guidance awaited on the particulars
that they will need to provide and where the information should
be published.
It is expected that employers will be given time to get to grips with
the legislation before the reporting requirements come into force.

The first step is to carry out an equal pay audit and
gather information about what employees are paid.
Guidance from the Equality and Human Rights
Commission recommends that employers should gather
information about their pay and grading arrangements,
job evaluation scheme, payroll system, HR information
systems and occupational segregation. Determine
which jobs are equal. Next, determine which groups
of employees are doing “equal work”. The Equality Act
2010 defines equal work as: “like work”; “work rated as
equivalent”; and “work of equal value”.

Identify Pay Gaps
Once you have identified which groups carry out equal
work, clarify whether or not there are gaps in their pay.
For each group that performs equal work, calculate the
average basic pay and the total average pay for men and
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Also, compare the pay of part-time and full-time
employees, as more women tend to work part time
than men.

Determine the Causes of Pay Gaps
If gaps have been identified, look at the reasons why.
Are they because of gender? There are a number of nondiscriminatory reasons behind pay gaps:
Pay progression,

Pay protection,
“Like work” is defined as work that is the same or
broadly similar; “equivalent work” is where the demands
Performance pay,
of a job are determined to be equal to those of another
Competency pay, premiums and allowances.
job under a job evaluation scheme; and “work of equal
value” is work that is different to another job but of equal However, determine if these are genuinely the reasons
value in terms of the demands of the role.
behind the pay difference and whether or not sex has still
Employers should consider carrying out a job evaluation played a role in deciding the pay of the employee.
scheme to help determine whether or not employees are
performing equal work, if they have not already done so.

For more information:

women, including benefits, and determine whether
or not there are any gaps between them.

Develop an Equal Pay Action Plan
Having identified employees who may not have been
paid equally because of gender, put together a plan
to address the gaps in pay. For example, you could
reduce the excess pay of employees who are overpaid
or move underpaid employees to the relevant point
in the pay scale.
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Our guide to new legislation
Apprenticeship protection
The Government has stopped organisations
from using the term “apprenticeship” where it is
applied to describe a scheme that is not a statutory
apprenticeship, for example in a job advert.
There will also be an apprenticeship target for
public-sector organisations.

Statutory sick pay
and parental pay
The annual increase in the weekly
rate of statutory maternity pay,
statutory paternity pay, statutory
adoption pay and statutory shared
parental pay will not happen in
201 . The rate will remain at
£139.58.
tatutory sick pay will also be fro en
and will remain at £88.45.

Trade union law
ore stringent requirements on trade unions before
they take industrial action.

The measures include:
Increasing the voting threshold to 50 ;
Introducing a requirement that 40 of all those
entitled to vote in the ballot vote in favour of
industrial action in important public services;
etting a four-month time limit for industrial action
after the ballot;
And increasing the amount of notice to be given
to an employer of strike action.
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