
 
 

Employment Law 
Facts & Figures 2023 

 
 

Compensation limits from 6 April 2023 Qualifying periods and time limits 
Complaint Qualifying period  Time limit to bring claim 

Discrimination None 3 months from the date of 
the act complained of 

Equal pay None 6 months from the last 
day of employment in the 
Employment Tribunal (6 
years from breach in the 
High Court or County 
Court) 

Written reasons for 
dismissal 

2 years 
(1 year if started 
work before 
06.04.12) 

3 months starting from 
EDT* 

Unfair dismissal 2 Years 
(1 year if started 
work before 
06.04.12) 

3 months starting from 
EDT* 

Automatically unfair 
dismissal e.g. 
pregnancy, health & 
safety and whistle 
blowing 

None 3 months starting from 
EDT* 

Statutory redundancy 
payment 

2 years 6 months from relevant 
date 

Failure to conduct 
collective 
consultation 

None 3 months starting with 
the date the last dismissal 
takes effect 

Failure to pay a 
protective award 

 None 3 months starting with 
the last day in respect of 
which the complaint is 
made 

Failure to consult 
under TUPE 

None 3 months from the date of 
the transfer 

Written particulars of 
employment 

None 3 months from the date 
the employment ceased 

Contract claim None 3 months from EDT* in the 
Employment Tribunal (6 
years from breach in the 
High Court or County 
Court) 

 

Sick pay

*EDT means effective date of termination 

 

Payment From 6 April 2022 

Statutory sick pay £109.40 per week 

 

*or 52 weeks’ actual gross pay at time of dismissal, whichever is lower 

Complaint Maximum award 

Discrimination Unlimited 

Unfair dismissal: 
- Basic award 
- Compensatory award 

 
£19,290 
£105,707*  

 

Additional award for failure to 
reinstate 

26 to 52 weeks’ pay 
(£14,846 to £29,692) 

A weeks’ pay used to calculate 
basic awards and statutory 
redundancy payments 

 
£571 

Statutory redundancy pay £19,290 

Dismissal for union or 
employee representative or 
pension trustee reasons: 

- Basic award 
- Compensatory award 

 
 
£17,130 (minimum £6,959) 
£93,878* 

Dismissal for health and safety 
reasons: 

- Basic award 
- Compensatory award 

 
 
£17,130 (minimum £6,959) 
No limit 

Dismissal for making a 
protected disclosure: 

- Basic award 
- Compensatory award 

 
 
£17,130 (minimum £6,959)  
No limit 

Contract claims £25,000 in the Employment 
Tribunal (no limit in the High or 
County Courts) 

Failure to conduct collective 
consultation 

90 days’ gross pay per 
employee 

Failure to inform or consult over a 
TUPE transfer 

13 weeks’ gross pay per employee 

Breach of right to be 
accompanied 

2 weeks’ pay (up to £1,142) 

Breach of flexible working 
regulations 

8 weeks’ pay (up to £4,568) 

Failure to give a statement of 
employment particulars 

£1,142 or £2,284 (two or four 
weeks’ pay capped at the statutory 
amount) 

Guarantee pay if no work is 
provided 

£30.00 per day up to a 
maximum of £150.00 in respect of 
5 days in any 3 month period 

Aggravated breach of a worker’s 
rights 

£20,000 

 

Labour’s Plan to 
'Make Work Pay'

S O L I C I T O R S

The Labour Party’s new Employment Rights Bill is said to be one of the largest employment law shake 
ups since the 1970's.  

With a bold tag line ‘Make Work Pay’ what does that mean and how will it be implemented? The idea 
behind Labour‘s intentions, affirmed during the King’s Speech of 17th July 2024 is that work 
should provide a sufficient income to ensure a decent standard of living. 

Here’s what we know so far on the Bill and what you can do to get ahead:

Worker Protections

Labour pledges to harmonise employee and worker status to provide day one rights for all workers.  

What should Employers do to prepare and ease their introduction?

• Unfair Dismissal rights
• Statutory Sick Pay
• Parental Leave
• Default Flexible Working, protection for

pregnant employees returning from 
maternity leave

• Full review of all handbooks, contracts and
policies ensuring clear and transparent terms 
relating to SSP, parental leave, �exible working 
requirements and probations

• Strict use of Probationary Periods, ensuring
they �t the business needs and requirements, 
allow for structured reviews

• Fully trained Line Managers on how to
conduct meetings, rights available to 
workers, business needs and operational 
requirements, contractual provisions for those 
they manage

• Considerations for storage and adaptability of
contracts, handbooks, and policies

• Case Management or document systems to
track absences, reasons, special circumstances

• Open dialogue and communications with
employees

• Expert Legal and HR advice

Proposed Changes Suggested Resolutions

info@sillslegal.co.uk 0800 542 4245 www.sillslegal.co.uk

tel:08005424245


National minimum wage / Living wage 
 

Category of worker From 1 April 2023 

Aged 23 and over (National Living 
Wage)* 

£10.42 per hour 

Aged 21-22 £10.18   per hour 

Aged 18-20 £7.49 per hour 

Aged 16-17 £5.28 per hour 

Apprentice £5.28 per hour 

Accommodation Offset £9.10 per day / £63.70 a week 

Calculating statutory redundancy pay 
 

  

1 1/2 week’s pay Each year in employment aged 41+ 

1 week’s pay Each year in employment aged 
22-40 

1/2 week’s pay Each year in employment aged 21 
and under 

Maximum week’s pay £571 

Maximum number of years Last 20 worked 

Statutory minimum notice to employers 
 

Length of employment Notice required 

Under 1 month No statutory notice requirement 

1 month or more 1 week 

Statutory minimum notice to employees

Family friendly payments 
 

 From 3 April 2023    Max period 

Statutory maternity 
pay (higher rate) 

90% of normal 
weekly earnings 

6 weeks 

Statutory maternity 
pay (basic rate) 

£172.48.  a week or 
90% of normal 
weekly earnings if 
lower 

33 weeks 

Statutory paternity 
pay 

£172.48 a week or 
90% of normal 
weekly earnings if 
lower 

2 weeks 

Statutory adoption 
pay (higher rate) 

90% of normal 
weekly earnings 

6 weeks 

Statutory adoption 
pay (basic rate) 

£172.48 a week 
or 90% of normal 
weekly earnings if 
lower 

33 weeks 

Shared parental pay £172.48 a week 
or 90% of normal 
weekly earnings if 
lower 

39 weeks less any time 
taken by the mother or 
adopter 

Parental  bereavement 
leave pay 

£172.48 a week or 
90% of normal 
weekly earnings if 
lower 

2 weeks 

Maternity allowance £172.48 a week 
or 90% of normal 
weekly earnings if 
lower 

39 weeks 

Family friendly leave 

 

Length of employment Notice required 

Under 1 month No statutory notice requirement 

1 month to 2 years 1 week 

2 years to 12 years 1 week for each completed year of 
employment 

12 years or more 12 weeks 
 

Working time
 

Type of leave Minimum amount 

Paid annual leave 5.6 weeks 

Rest break after 6 hours 20 minutes (30 minutes after 4.5  
hours for 16-17 year olds) 

Daily rest period 11 hours (12 hours for 16-17 year 
olds) 

Weekly rest period 24 hours (48 hours for 16-17 year 
olds) 

Maximum average working time 48 hours per week (in last 17 
weeks) 

*From 1 April 2021, workers aged 23 and over became entitled to the National Living Wage  

Sills & Betteridge LLP is a limited liability partnership registered in England and Wales No OC339586. Sills & Betteridge is authorised and regulated by the Solicitors Regulation Authority. 
These facts & ßgures were correct at publication in March 2023 and may be subject to change. They are for guidance only and do not constitute legal or professional advice.  

Readers should not act on the basis of the information included and should take appropriate professional advice upon their own particular circumstances. 
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Offices in Lincolnshire, Yorkshire,  

Nottingham and Northampton 

 Maximum entitlement 

Statutory maternity leave 52 weeks (26 weeks ordinary and 
26 weeks additional) 

Statutory paternity leave 2 weeks leave 

Statutory adoption leave 52 weeks (26 weeks ordinary and 
26 weeks additional) 

Shared parental leave 52 weeks less any time taken by 
the mother or adopter 

 Parental leave 18 weeks unpaid per child in 
respect of children aged under 18 

Time off for dependents “Reasonable” amount (unpaid) 

Parental bereavement leave 2 weeks leave 

 

Subject to some exceptions and special cases 

Promoting Fair Practices

Strengthening of current practices and conduct within all businesses to tighten, promote transparency 
and fairness in the workplace.  

info@sillslegal.co.uk 0800 542 4245 www.sillslegal.co.uk

Principally the government believes these measures are expected to improve individuals' quality 
of work life balance combined with greater financial security. Additionally, the government 
considers these changes will contribute to a fairer and more equitable workplace, which can, in 
turn, lead to a more motivated and productive workforce.

Overall, while there may be challenges in adapting to these changes, they also present an opportunity 
for small businesses to invest in their workforce, potentially leading to a more loyal, productive, and 
stable team. It’s important for small business owners to stay informed about these changes and plan 
accordingly.

Sills & Betteridge Employment Law Team provide specialist representation and advice on complex 
contentious tribunal cases and non-contentious HR and employment matters, policies and 
procedures from their large network of offices in Lincolnshire, Yorkshire and the East Midlands.

For details of the team, their specialisms and contact details please see here.

S O L I C I T O R S

Labour’s Plan to 
'Make Work Pay'

• Restrictions on use of 'Fire and Rehire'
• Tightening of consultations
• Strengthened protection for whistle blowing
• Menopause action plans (250 +)
• Creation of a genuine living wage
• Mandatory pay reporting for disabled and

ethnic workers 

• Re�ned approach to restructures within the
business, openness and transparency on 
business needs and rationale for decision 
making

• Considerations and enhancements to
redundancy practices and procedures allowing 
for greater consultation, considerations of 
alternative options with genuine meaningful 
dialogue

• Expert support in identifying the correct pool
of individuals combined with independent 
and open selections

• Su�cient training for all responsible
• Online access to policies and practices for ease 

of use and revisions, if and when required
• Clear contractual provisions
• Menopause café, group, EMP services,

counselling, consideration of reasonable 
adjustments, mental health �rst aiders, 
wellbeing time o�, suitably trained managers

• Freedom for individuals to raise worries and
concerns

Proposed Changes Suggested Resolutions

https://www.sillslegal.co.uk/staff/team/employment-law
tel:08005424245
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