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Welcome to Huntress’s Employment Law Guide 

2016; the second edition of our now annual 

update. We have researched and compiled 

this document with essential information for 

employers who want to keep up to date with 

the latest changes in employment law affecting 

businesses in the UK this year.   

We hope you will find this guide useful and keep 

it to hand as a point of reference throughout the 

rest of the year. We also regularly partner with 

local law firms to offer our clients complimentary 

in-depth and current employment law seminars. 

For information please visit

www.huntressgroup.com/upcoming-events

Introduction

Disclaimer: This guide is only meant as an overview for changes affecting employers in 2016 and is by no means an exhaustive document and its contents must not be taken as legal advice. 
Please contact ACAS, a solicitors or law firm for more information on any of these topics. You can also attend one of our employment law seminars run by one of our partner law firms.
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Employment Law Changes 
Starting in 2016

Finance Bill 2016

The Finance Bill 2016 aims to simplify the tax 

system to make it more effective. There are a 

number of measures being introduced this year 

which will affect employers, including:

• From the 6th April, new legislation in the 
Finance Bill will restrict tax relief for travel 
and subsistence expenses for temporary 
workers who are employed through 
intermediary companies, such as an 
umbrella company. Temporary workers 
who are under the supervision, direction 
or control of the end client will no longer 
be able to claim tax relief on their ordinary 
commute from home-to-work.

• Employers will no longer be required to 
provide statutory exemption for qualifying 
trivial benefits-in-kind costing £50 or less 
on either form P11D or the Pay As You Earn 
Settlement Agreements (PSAs). An annual 
cap of £300 applies for directors. This 

should alleviate 
the burdensome 
process for 
employers and 
reduce their 
administrative 
costs. 

• Micro-employers (businesses with nine 
employees or less) will continue to benefit 
from relaxed reporting of PAYE information 
until April 2016. After this date they will be 
required to comply with Real Time PAYE 
reporting on all payments made in a tax 
month on or before the last payday of 
that tax month as opposed to on or before 
each payday.

• The 6th April 2016 will also see the tax 
thresholds increase for employees. The 
personal allowance will increase to £10,800 
per annum, the basic limit to £31,900 and 

the higher rate threshold to £42,700 for 
2016-2017. 

• From April 2017, an apprenticeship levy 
will be set at 0.5% of the employer’s paybill 
to fund new apprenticeships, and will be 
paid through PAYE. Employers will have 
an allowance of £15,000 to offset against 
their levy payment. This will only affect UK 
employers whose annual paybill is in excess 
of £3million.
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From 1st April 2016, the Government will 

introduce a mandatory National Living Wage set 

at £7.20 per hour - an increase of £0.50 an hour 

or £910 per annum for full-time workers currently 

on the National Minimum Wage. This is the new 

minimum wage which is compulsory for working 

adults aged 25 years or older. For workers aged 

21-24 years old, the existing National Minimum 

Wage will continue to apply.

Any employers failing to pay employees the 

National Minimum Wage and the National 

Living Wage respectively will be fined 200% of 

the amount in arrears by which the worker has 

been paid below the National Minimum Wage 

/ National Living Wage; the current penalty is 

100%.  The penalty continues to be halved if the 

employer pays it within 14 days and the maximum 

penalty of £20,000 stays the same.

From April 2016, the National Minimum Wage per 

hour for workers is: 

• Aged 25 and over = £7.20

• 21-24 years old = £6.70

• 18-20 years old = £5.30

• 16-17 years old = £3.87

• Apprentices aged 16-18, or aged over 19 in 

their first year of the apprenticeship* = £3.30

* All other apprentices are entitled to the National 

Minimum Wage for their age.

The National Living Wage / 
The National Minimum Wage
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Managing Sickness Absence

Under the Government-funded Fit for Work 

service, employers can now refer their staff for an 

occupational health assessment if they have been 

off work for four weeks or more due to illness, 

but only if the employee can realistically return 

to work. The service is voluntary and employees 

must provide consent to be referred and for 

their Return to Work Plan to be shared with their 

employer and/or GP.

Employers who take part in this free service will 

benefit from employees returning to work sooner 

as well as reduced costs of sickness absence. 

The intention is not for this to replace current 

occupational health services but help fill gaps in 

existing support, most notably benefitting those 

employers without extensive in-house resources.  

Employers will also have access to free work-

related health advice for employees who are 

expected to reach over four weeks of sickness 

absence and can use the Return to Work Plans 

issued by the Fit for Work service in the same way 

as GP fit for work notes. More information can be 

found at www.fitforwork.org.
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Compulsory Gender Pay Reporting

Draft Regulations issued by the Government 

on 12th February 2016 mean employers in the 

private and voluntary sectors with at least 250 

employees will need to comply with Gender 

Pay Gap reporting. Under the draft, affected 

employers will be required to publish: 

• The difference in mean and median pay 

between male and female employees and the 

number of men and women in each quartile 

of their pay. 

• The difference in mean bonuses between 

male and female staff over a 12-month period. 

• The proportions of male and female 

employees who received bonus pay; overtime 

not included.  

• Publish the information on their website. 

A written statement confirming that the 

information is accurate will have to be 

provided. This information will have to be 

retained online for three years so that any 

progress can be monitored. Employers will 

also have to upload the information to a 

Government-sponsored website.

Subject to approval by Parliament, Regulations 

will come into force on 1st October 2016. 

Employers must start publishing information 

from April 2018 and then annually. There will 

be no civil penalties for non-compliance but 

companies risk negative publicity and a threat 

to the brand image. The Government will offer 

further guidance for employers later in the year 

and further information can be found at

www.gov.uk/government/consultations/

mandatory-gender-pay-gap-reporting
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Enterprise Bill / Small Business, 
Enterprise and Employment (SBEE) 
Act 2015

Part of the aim of the SBEE Act 2015, is to support 

small businesses to reduce regulatory costs, 

improve access to invoice finance and provide 

incentives to improve their payment policies and 

practices.

• The Enterprise Bill will also provide legal 

protection to the term “apprenticeship” to 

ensure courses described as such provide on-

the-job training and a minimum of 30 hours 

of work a week paid at the National Minimum 

Wage.

NICs: Abolition of Employer 
Contributions for Apprentices 
Under 25

From the 6th April 2016, employer National 

Insurance contributions for young apprentices 

will be abolished. Employers will not have to pay 

Class 1 National Insurance contributions (NICs) 

on earnings up to the upper earnings limit for 

apprentices aged under 25 years.

• The Bill will also introduce a cap of £95,000 

on exit payments made to public sector 

workers who earn over £80,000 per annum. 

Additionally, should the high earners return 

to work in any part of the public sector within 

a 12 month period, the public sector employer 

can require an employee to pay back part or 

all of their previous exit payment.
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Salary Requirement for Tier 2 
Workers Introduced

From 6th April 2016, most migrant workers who 

choose to apply for the Tier 2 (General, Minister of 

Religion or Sports person categories) visa to settle 

in the UK from outside of the European Economic 

Area (EEA) must be earning £35,000 per annum 

or more to qualify for permanent residence after 

five years of employment. However, the minimum 

salary required may be higher if it is appropriate 

for the worker’s job or may not even be applied to 

jobs on the shortage occupation list and scientists 

and researchers in PhD level jobs.

Immigration Act and Immigration 
Bill

Employers employing illegal workers may face a 

penalty of up to £20,000 for each worker, closure 

of their business for 48 hours whilst they prove 

“right to work” checks have been carried out 

and the withdrawal of licences for employers 

operating any pub, off-licence or takeaway 

which breach immigration laws. In some cases, 

employers may even receive a prison sentence of 

up to 2 years and an unlimited fine.

The Immigration Bill also aims to tighten up illegal 

migration, including new sanctions being placed 

on illegal workers, seizing the wages paid to illegal 

workers, prison sentences of up to six months and 

an uncapped fine for anyone prosecuted of working 

illegally.

From the 1st February 2016 the Immigration Act 2014 

has been amended to require that all private landlords 

in England must check their new tenant’s rights to be 

in the UK before they rent property to them. Illegal 

migrants also will have measures placed against them, 

including their access to housing, driving licences and 

bank accounts.
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Modern Slavery Act

The Modern Slavery Act 2015 covers slavery, 

forced or compulsory labour, human trafficking, 

the protection of victims and the provisions 

of these by an Independent Anti-Slavery 

Commissioner.

A person commits an offence if they hold another 

person in slavery or servitude, or requires them 

to carry out forced labour, in accordance to the 

Human Rights Convention. Additionally, offences 

are being carried out if work is carried out by 

vulnerable persons, including children or any 

mentally or physically ill people.

From November 2015, the Act requires 

organisations to publish an annual statement 

providing information on the steps taken to 

make sure that slavery and human trafficking 

is not taking place in any part of their business 

or supply chain where the organisation has an 

annual turnover of £36 million. 

Exclusivity Terms in Zero Hour 
Contracts (Redress) Regulations 
2015

Exclusivity terms in zero hour contracts are 

unenforceable.  Employees working under zero 

hour contracts will be able to present a complaint 

to the employment tribunal for unfair dismissal if 

they are dismissed or subjected to detriment for 

breaching an exclusivity term without the need 

of satisfying any qualifying period.

Employees working on zero hour contracts are 

entitled to statutory rights, without exception 

and entitled to at least the National Minimum 

Wage / National Living Wage, paid statutory 

annual leave and protection from discrimination. 

These workers are entitled to accept or decline 

offers of work, but these contracts provide no 

guarantee to offer work.
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State Pension Overhaul

From April 2016, employers will have to consider 

the changes to the state pension as it undergoes 

an overhaul. Workers who are automatically 

enrolled into workplace pensions are not 

affected, but those who opt into contracted-

out schemes (or employer-sponsored schemes) 

will see its imminent closure as a new single tier 

pension is introduced. Employees and employers 

sponsoring contracted-out schemes currently 

receive a rebate on their National Insurance 

contributions at a rate of 1.4% and 3.4% 

respectively.

As part of the state pension overhaul, employers 

and employees will pay the standard rate of NICs 

(which is currently set to 13.8% of all employee 

earnings over 

the secondary 

threshold) and not 

the contracted-

out rate. Neither 

employers nor 

employees in these 

schemes will continue to 

receive the above stated National 

Insurance rebates, which will result in an increased 

cost of running these schemes.

The changes to the pension system mean that 

most people who were on contracted-out 

schemes will now be able to receive a higher 

state pension than previously available to them.
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Statutory Maternity, Paternity, 
Adoption and Shared Parental Pay

As of April 2016, the statutory pay rates remain 

the same as 2015, freezing at £139.58 per week. 

This applies to maternity, paternity, adoption and 

shared parental pay.

Childcare Bill

The Childcare Bill which is awaiting Royal Assent 

will entitle eligible working parents to a total 

of 30 hours of free childcare per week for their 

three and four year old children. This applies to 

38 weeks or the equivalent number of hours over 

more weeks per year.

In some areas of the UK the Childcare Bill will be 

implemented in September 2016, with the full 

implementation taking place in September 2017. 

Eligibility requirements will be checked by HMRC 

and based on actual income earned and should 

be less than £100,000 per annum for each parent.

Shared Parental Leave for 
Grandparents

The Government is considering the 

implementation of the extension of shared 

parental leave and pay to working grandparents 

in 2018. The system will provide flexibility in 

working arrangements for the seven million 

grandparents who may feel the pressure to retire 

from their jobs to help with childcare.

A consultation on this topic is expected in the 

first half of 2016.

Childcare Payments Act 2014 / Tax-
free Childcare Scheme

From 2017, eligible parents earning less than 

£150,000 a year for a single working parent and 

£300,000 per year where both parents work, 

will be able to benefit from a childcare scheme 

allowing them to claim 20% of the costs of 

childcare.  This will replace the existing Employer-

Supported Childcare scheme (also known as 

childcare vouchers).  It is anticipated that parents 

who wish to remain on the Employer-Supported 

Childcare scheme once the Tax-Free Childcare is 

launched will have the option to do so as long as 

their employer continues to offer it.

Working parents will need to pay into a dedicated 

childcare account and the Government will 

provide a top-up of 20% on these deposits up to 

a maximum of £2,000 per child under the age of 

12, per year (or £4,000 for a disabled child below 

17 years) through a simple online system.
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We hope you find this information useful and are 

able to make positive changes that will benefit your 

business as a result.

Visit www.huntressgroup.com/upcoming-events 

if you would like to attend one of our employment 

law seminars where we will be teaming up with 

specialist local solicitors and law firms to discuss a 

range of employment-related topics. Our contact 

details can also be found on the next page.

Disclaimer: This guide is only meant as an overview for changes affecting employers in 2016 and is by no means an exhaustive document and its contents must not be taken as legal advice. 
Please contact ACAS, a solicitors or law firm for more information on any of these topics. You can also attend one of our employment law seminars run by one of our partner law firms.

Information Sources

Primary sources:

www.gov.uk

www.parliament.uk 

Secondary sources:

www.personneltoday.com

www.businesshr.net

www.acas.org.uk

www.cpag.org.uk

www.familyandchildcaretrust.org

www.safeguardworld.com
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If you are interested in working with us, and would like some more information on this, please get in touch.

Contact Us

Bracknell 
Circa
2a High Street
Bracknell, Berkshire
RG12 1AA

01344 353880
bracknell@huntressgroup.com

Brighton 
1 Queens Square
Brighton
East Sussex
BN1 3FD

01273 712 150
brighton@huntressgroup.com

Chelmsford
4th Floor, Victoria House
Victoria Road
Chelmsford, Essex
CM1 1JR

01245 206 240
chelmsford@huntressgroup.com

Crawley
3 Brittingham House
Orchard Street
Crawley, West Sussex
RH11 7AE

01293 584 400
crawley@huntressgroup.com

Epsom
1st Floor, Aqua House
30-32 High Street
Epsom, Surrey
KT19 8AH

01372 751 200
epsom@huntressgroup.com

Exeter 
2nd Floor, The Forum
Barnfield Road
Exeter, Devon
EX1 1QR

01392 221 300
exeter@huntressgroup.com

Guildford 
1st Floor, Cavendish House
229-235 High Street
Guildford, Surrey
GU1 3BJ

01483 400 980
guildford@huntressgroup.com

Harlow 
Enterprise Hub, Kao Hockham 
Building, Edinburgh Way
Harlow, Essex
CM20 2NQ 

01279 216 303
harlow@huntressgroup.com

Leeds 
Ground Floor, Coverdale House
13 East Parade
Leeds, West Yorkshire
LS1 2BH 

0113 205 6400
leeds@huntressgroup.com

Maidstone 
3rd Floor, Colman House
Kings Street
Maidstone, Kent
ME14 1DN

01622 679779 
maidstone@huntressgroup.com

Reading
Suite 1, 1st Floor
1-7 King Street
Reading, Berkshire
RG1 2AN

0118 951 6720
reading@huntressgroup.com 

St Albans 
Fountain Court
2 Victoria Square, Victoria Street
St Albans, Hertfordshire
AL1 3TF 

01727 226 599
stalbans@huntressgroup.com

London Teams

Head Office
Imperial House
15-19 Kingsway
London
WC2B 6UN

Regional Teams

Office Support
020 7759 9000
office.london@huntressgroup.com

Accounting & Finance
020 7744 1310 
finance.london@huntressgroup.com

IT
020 7759 7900 
it.london@huntressgroup.com

Hammersmith
26-28 Hammersmith Grove
London 
W6 7HA

020 8742 6100
hammersmith@huntressgroup.com


