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GIG is: 

• An employer  

• In the private sector  

• 250+ employees  
 
“We wholeheartedly agree with the government’s decision to move in the 
direction of state-led enforcement of a basic set of core pay rights that apply to 
all workers – NMW, sick pay, and holiday pay for the lowest paid workers. 
 
“As for the issue of non-compliance with these basic rights and entitlements – 
we consider it to be a multisector issue, but most apparent in hospitality, 
logistics, courier services, and warehousing. 
 
“It’s also one that disproportionately affects the most vulnerable workers in 
society, for whom rights like holiday pay and sick pay are even more important; 
as these payments make up a larger proportion of their overall pay. These 
people are also less likely than higher earners to be able to mount and finance 
a challenge through a tribunal process that’s slow and difficult to negotiate. 
 
“Simplification, digitisation, and automation – where possible – will no doubt 
improve the ability to challenge employers. However, we could also prevent the 
need for intervention and enforcement in many cases by improving clarity and 
transparency of information at the outset of the working relationship e.g. via a 
key facts document.  
 
“We accept the reality of the working relationship, as decided by courts or 
tribunals, is the decisive factor in determining employment status. And not 
written documentation e.g. a key facts document. However, for those engaging 
with the gig economy (for whom, due to the atypical nature of their work, 
determining their likely employment status is significantly more difficult than 
those in typical working relationships) it would be helpful for them to know at 
the outset:  
 

• What employment status their employer or provider considers them to 
have, if any 

• What rights this does and does not confer e.g. Holiday pay? Sick pay? 
Minimum wage? Maternity leave? Pension contributions? Etc. etc.  

• And how and when those rights are to be realised (e.g. outlining how 
holiday pay is accrued and collected)  

• And who to speak to should they have any queries or issues 
 
“For example – as part of our onboarding process, all new GIG seekers are 
provided with hard copy and electronic versions of a key facts document which 



they are walked through as part of their training. This explains how holiday pay 
is accrued (i.e. pro rata for each hour worked) and how holiday pay receipts 
can be collected. 
 
“For atypical workers, there is no similar standard for how sick pay can be 
calculated. We would be in favour of a system where sick pay is accrued in the 
same manner as holiday pay, and then paid on top of each salary payment as 
standard – so should workers become sick, they’ve already collected the 
maximum entitlement.” 
 
“One might even consider a hygiene rating-style system where businesses with 
an atypical workforce of a certain size pay a nominal fee to be rated 
independently based on a number of criteria, e.g.  
 

• The percentage of jobs that pay (or average at) NLW or above 

• Whether workers are informed of and encouraged to collect holiday 
receipts 

• Whether SSP is paid as standard 

• Whether the pension contributions collected (or at least a percentage of 
them) are paid to workers who don’t hit the threshold necessary to quality 
for pension contributions etc.” 

 
“While positive measures – like those described above – as well as measures 
to simplify enforcement are welcome, the root of the problem to be considered 
first is how we classify people engaging with the gig economy, what rights that 
confers, and how those rights can be practically applied.” 


