











Stamp taxes

There are three separate stamp taxes in existence:

« Stamp Duty on documents transferring shares and
marketable securities,

- Stamp Duty Reserve Tax on paperless transfers of
listed stocks and shares, and

« Stamp Duty Land Tax ('SDLT’) on transactions
involving land and buildings.

There are certain exemptions available for both
Stamp Duty and SDLT. All stamp taxes are borne by
the purchaser.

Stamp Duty is charged at 0.5%.
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SDLT has got a maximum rate of 4%, depending

on the amount of chargeable consideration. Lease
transactions are subject to a 1% tax charge, although
the tax chargeable is calculated by applying a
percentage to the net present value of the rent
receivable under the lease.

For SDLT purposes a land transaction return needs to
be delivered to HMRC for every notifiable transaction,
together with the relevant payment. HMRC will then
issue a certificate that SDLT obligations have been
met. Without such a certificate a land transaction
may not be registered at any of the UK Land
Registries, unless where a purchaser can self-certify
that no land transaction return is required.
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Other matters

Employment regulations

National minimum wage regulations were
introduced in 1999. The majority of workers aged 16
and over qualify to receive the national minimum
wage. Exclusions from the right include au pairs,
family members in the family business, voluntary
workers and apprentices over 19 and in the first 12
months of employment or under the age of 19. There
are three rates of payment for the national minimum
wage:

« The main rate: for workers who are aged 22 or over,
the rate is £5.73 per hour.

- The youth rate: for workers who are aged 18 but
under 22, the rate is £4.77 per hour.

- The young workers’ rate: for workers below 18
who are no longer of compulsory school age, with
apprentices aged 16 and 17 excepted, the rate is
£3.53 per hour.

Working time regulations implemented in 1998

give adult workers the legal right to refuse to work
more than an average of 48 hours a week, calculated
over a reference period of 17 consecutive weeks. An
adult worker may opt out of the maximum 48-hour
week so long as he or she does so voluntarily and

in writing. There are, however, some exceptions

to this rule and there are also specific regulations
concerning night workers, workers under 18 years
of age and road transport workers. The regulations
also set out minimum rest periods both during and in
between working days.

The Working Time Directive also entitles workers
to four weeks' holiday in each leave year, including
public holidays. From October 2007 workers are also
entitled to an additional 0.8 week'’s statutory leave
and this will increase to 1.6 weeks leave in April
2009. This additional 1.6 weeks'leave represents
the number of public holidays in England and
Wales, although there is no specific right for paid
holiday to be taken on public holidays themselves.
There are some limitations and exceptions to these
arrangements.

Since 2003, an employee who is the parent or
guardian of a child under the age of six (or under the
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age of 18 if the child is disabled) has had the legal
right to submit a written application requesting

a more flexible pattern of working hours. In 2007

this was extended to employees with caring
responsibilities for an adult who is a relative or a
person living at their home address. The employee
must have worked for the company for 26 weeks
continuously. The employer has a duty to consider an
application and specify fair reasons if they refuse the
request.

Statutory paternity leave of either one or two
consecutive weeks is available for employees with
more than 26 weeks service and is paid at the rate of
£117 per week from April 2008.

The employed parents of a child under the age of
five each have the legal right to take up to 13 weeks’
unpaid parental leave until the child’s fifth birthday
(or 5th anniversary of adoption up to age of 18). For
the parents of a disabled child this increases to up to
18 weeks until the child’s 18th birthday. Employees
must have completed one year’s continuous service
to qualify.

Certain terms and conditions of employment
(“written particulars”) must be given to the employee
by the end of the second month after employment
has begun. Usually they will be contained in a written
offer and/or contract of employment.

There are statutory discipline and grievance
procedures in place that must be followed in order
to avoid a finding of “automatic” unfair dismissal in
an Employment Tribunal. These arrangements are
being revised in 2009, although the key principles
will remain.

Employees have the right to claim unfair dismissal
after 12 months of employment except in the case
of discrimination claims when there is no qualifying
period.

Legislation is in place to protect employees from
discrimination on the grounds of sex (including
pregnancy, maternity leave, being married orin a
civil partnership and gender reassignment), sexual
orientation, race, religion or belief, age and disability.
An employer will generally also be vicariously

liable for any discriminatory acts committed by its
employees in the course of their employment.



To comply with the provisions of the Immigration,
Asylum and Nationality Act 2006, employers should
require a potential employee to produce certain
documentary evidence indicating that he or she has
the right to work in the UK, and keep copies of the
documents. Citizens of any country in the European
Economic Area (EEA) (apart from Romania and
Bulgaria) and of Switzerland are entitled to work in
the UK without special permission, although citizens
from eight of the 10 countries that joined the EU on
1 May 2004 are required to register with the Home
Office under the Worker Registration Scheme. Non-
EEA nationals will require a work permit and entry
clearance to work in the UK.

Employers' liability insurance must be held by
all employers and there is a requirement for the
company to have a dedicated health and safety
policy (including a risk assessment).
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A calendar of important UK business dates

The following summarises some of the more significant dates for a corporation using a calendar year end.
Many of these requirements also apply to partnerships and sole-traders. Naturally if a year end other than
31 December is used, some of these dates will vary.

Annual Events

19 May Submission of the employer’s year end return ( form P35) together with forms P14 *

31 May Issue P60’s to employees
6 July Submission of form P11D
19 July Payment of Class 1A NIC

Payment of corporation tax (due 9 months and 1 day after the year end, here a year end of
31 December is assumed)

Meinlbs Year end tax plannin
December P 9

Submission of Corporation Tax returns form CT600 (12 months after the accounting
period end)

1 October

31 December

Monthly Events

19* of each
month Payment of payroll taxes

Quarterly Events

14 April / July

/ October / Submission of form CT61 (detailing tax deducted/received on interest payments).
January

Quarterly VAT Returns to be submitted (can also be submitted monthly in certain cases)
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Sole-traders and partnerships

In respect of sole-traders and partnerships the following annual events apply (in addition to those marked * in
Annual Events, on previous page).

31 October Submission of Self Assessment paper income tax return if online filing is not possible.

Submission of online Self Assessment income tax return. Balancing payment of unpaid tax

31 January and Class 4 NIC for the previous year and also the first payment on account is due for the
forthcoming year.

31 July Payment of the second payment on account for the current year.
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To learn more about our business services, contact one of our
local offices for a no-obligation, free initial consultation with one

of our partners.

Blackwater Valley

Kingston upon Thames

Leatherhead
Solent
Heathrow

Woking

Stuart Casey
Paul Hickson
Steve Mitchison
Mike Dawe
Nick Farmer

Chris Chowney

01252 541 244
020 8974 7500
01372360 130
02392 448 400
01784 497 100

01483 755 000

scasey@menzies.co.uk
phickson@menzies.co.uk
smitchison@menzies.co.uk
mdawe@menzies.co.uk
nfarmer@menzies.co.uk

cchowney@menzies.co.uk

Any reference in this document to Menzies means Menzies LLP, a limited liability partnership registered in

England and Wales with registered number 0C336077.

www.menzies.co.uk



