
 

 

Wages Regulations 
April 2018 

There are some specific pieces of legislation targeted at the payment of wages. 

 The Minimum Wage  

 Equal Pay Act 

 Itemised Pay Statements  

 Employment Rights Act - Unlawful Deduction of Wages  

The following summarises the key points that need to be followed: 

Contract of Employment - In the Employees contract there will be a section on pay. In this 

section it will detail the annual, weekly or monthly pay that the person will receive. Over 

what pay period and whether it will be in advance or in arrears. The Employer has an 

obligation to meet this part of the contract on an ongoing basis. 

Itemised pay statement - At the same time as giving the employee their pay the employer 

is required to provide a detailed breakdown of that pay, including: 

 Gross amount of wages/salary  

 Amounts of variable and fixed deductions (separately) and the purposes for which 

they are made, where particulars have not been previously notified to employees  

 Net amount of wages/salary payable  

 Breakdown of net payments if paid by different methods, e.g. cash, cheque.  

Lawful Deductions - The Employer is automatically allowed to makes certain deductions 

without i.e. tax, National Insurance and other ad- hoc deductions specified by legislation.  

The Employer can only make further deductions with the employee’s consent.  These may 

be benefit deductions for private medical or pension purposes, or a social club 

membership etc.  To enable this to happen, the employee must sign a Consent Form 

usually in the form of a Benefit Enrolment Form authorising the deduction of monies. 

Deductions by, or payments to, the Employer are lawful where they are allowed by: 

 Legislation, such as income tax or national insurance  

 The worker's contract of employment  

 Prior written consent of the worker, 

Or where the deduction/payment is made for the following purposes:  

 Recovering an earlier over-payment of wages or expenses due to an 

administrative or calculation error.  Where this has occurred the Employer is entitled 

to deduct the overpayment and does not need the Employees consent to do so. 

 As a result of disciplinary proceedings provided for in legislation. 

 Because the Employee has taken part in a strike or other industrial action. 

 To satisfy a court order or tribunal decision provided the employee has given his or 

her prior written agreement.  



   

 

 

National Minimum Wage (NMW) 
The Minimum Wages Regulations were introduced to ensure all workers received at least 

a minimum wage for working.  These rates of pay below that have bands relating to age, 

are exempt from the Age Discrimination Regulations. 

Current National Minimum wage rates: 

Category             April 2017       April 2018 

Living Wage Premium for workers aged 25 or over  £7.50  £7.83 

Main (adult) rate for workers aged 21 and over:     £7.05  £7.38 

Development rate for workers aged 18-20 inclusive:     £5.60  £5.90 

Rate for 16 and 17 year olds:        £4.05  £4.20 

Apprentices not otherwise covered by the NMW  £3.50  £3.70 

The Government target is 60% of median earnings by 2020 (est. £8.75/hr) 

All Employees and workers must receive at least these rates except the following groups 

of employees: 

 The genuinely self-employed 

 Genuine volunteers 

 Apprentices under 19 

 Apprentices under 26 who are still within the first 12 months of their apprenticeship  

 Students doing work as part of their undergraduate or post-graduate course 

 Workers on certain training schemes  

 Residents of certain religious communities 

 Prisoners 

 The Armed Forces 

 Share fishermen 

However, there are no exemptions according to size of business or by sector, job or region. 

All workers including pieceworkers, homeworkers, agency workers, commission workers, 

part-time workers and casual workers must receive at least the National minimum wage  

Equal Pay 
Employees must receive the same rates of pay as members of the opposite sex for doing 

like work.  “Pay” includes basic salary, occupational pension, sick pay, holiday pay, 

overtime, shift payments, performance / profit related pay and share options. 

The purpose of this legislation is to eliminate sexual discrimination and as such it does not 

apply between to people of the same sex.  It is different from the Sex Discrimination Act 

because that Act covers all items in the workplace whereas the Equal Pay Act only covers 

only contractual and pay related issues. 

 



   

 

 

Guarantee Payments 
An Employee who is not provided with work throughout a day during which s/he would 

normally be required to work under their Contract of Employment is entitled to be paid a 

guarantee payment by his Employer if:  

 There is a reduction in the requirements of the Employer's business for work of the 

kind the Employee is employed to do; or  

 There is any other occurrence which affects the normal working of the business in 

relation to this type of work. 

 However, the entitlement to a guarantee payment is also subject to the following 

provisos:  

 Guarantee payments can be made only in respect of a complete working day 

lost, they are not required to be made in respect of a day in which some work 

is provided, even if that work is provided outside normal working hours;  

 An employee must comply with any reasonable requirements imposed by an 

Employer to ensure that his services are available;  

 An employee must not unreasonably refuse an offer from an Employer of 

suitable alternative work (which need not be work he is under his contract 

employed to perform);  

 An employee will not be entitled to a guarantee payment if the failure to 

provide him with work is a result of a strike, lock-out or other industrial action 

involving any other employee of his Employer or of an Associated Employer. 

These provisions do not affect the question of whether or not an Employer is entitled to 

put an Employee on short time or temporary lay-off which is unpaid or at lower than 

average levels of pay. Such entitlement is determined by individual contracts of 

employment. 

The statutory entitlement to a guarantee payment is limited to 5 days in any period of 3 

months, except where under the contract of employment an Employee is normally 

required to work less than 5 days in a week. (In that case the entitlement cannot exceed 

the number of days the Employee is required to work by that contract).  

To establish whether or not an Employee is entitled to a guarantee payment in respect of 

a day of lay-off it must be determined how many days of guarantee pay (if any) have 

been allowed in the 3-month period ending with the day in question.  

 

The current rate of guaranteed payment is £28.00 / day (effective April 2018). 


