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Employers have been grappling with difficult issues
regarding sick pay and annual leave. There have been a
number of recent cases on this at a European and
national level. Readers may recall the email alert we
sent in October last year, on the European Court of
Justice ruling in Pereda v Madrid Movilidad SA. We
now report on a recent employment tribunal decision,
Shah v First West Yorkshire Ltd, which considered the
issues raised in the Pereda case.

Although Shah is only an employment tribunal
decision, and therefore not legally binding on other
tribunals, it is likely that other tribunals will apply this
decision. Going forward, it seems likely that employers
will be obliged to allow their employees to carry holiday
entitlement into the next holiday year, if the employee
has been prevented by ill-health from taking it in the
current year.

Facts

Mr Shah broke his ankle and was absent from work for
three months. During this period, he had booked 12
days annual leave which he was unable to take due to
his injury. He eventually returned to work in the next
holiday year.

During his absence, he received contractual sick pay
but was also paid holiday pay at a higher rate for those
days which he had booked as annual leave. Shortly
before his scheduled return, Mr Shah wrote to his
employer and asked to reclaim the holiday which he
had been unable to take as a result of his sickness. The
employer responded by saying that the holiday could
not be reclaimed as it related to the previous year’s
holiday entitlement and as such had been “lost”. He
submitted a claim to the employment tribunal for loss
of holiday under the Working Time Regulations.
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The tribunal upheld Mr Shah’s claim and made a
declaration that the employer had refused to permit Mr
Shah to exercise his rights under the WTR by refusing
to allow him to take his accrued holiday in the
following holiday year, when he had been prevented
from taking it in the current leave year because of
sickness.

Tribunal bound to make legislation
compatible with European ruling

In coming to its decision, the tribunal considered itself
bound to follow the decision in Pereda. In order to
comply with the Working Time Directive, the national
law of member states must permit an employee who
falls sick during a period of annual leave to take that
annual leave subsequently within the current leave year,
or, if time does not permit, within the following leave
year.

The WTR provide that at least four weeks’ of a worker’s
annual leave entitlement must be taken in the leave
year to which it relates (subject to any provision for
carry over in a relevant agreement). In this case, the
tribunal was required to read additional wording into
the WTR, to render it compatible with the ECJ’s ruling
in Pereda.

Impact

This is the first case in which an employment tribunal
has given effect to the ECJ’s decision in Pereda. As Mr
Shah’s position was essentially the same as Mr Pereda’s
(a fact which was acknowledged by the tribunal) it
would have been very surprising if the tribunal had not
considered itself bound by the ECJ case. The decision,
however, indicates that tribunals are increasingly
emboldened to apply principles of EU law, even if they
conflict with current UK legislation.

Although the tribunal’s decision here is not binding, an
amendment to the WTR in a similar form to that



contemplated by this tribunal is inevitable. In the 2. The employee may also be required to produce a
meantime, we expect that either tribunals will apply medical certificate to verify the illness if s/he wishes
this decision going forward or a similar approach will to reclassify holiday as sick leave.
be endorsed by the Employment Appeal Tribunal
. . ¥ . p. Y . PP 3. An employee who elects to take sick leave in lieu of
(which will then be binding on tribunals), so as to .
. . . annual leave could be paid SSP only.
resolve the current incompatibility of the WTR with
European law. 4. An employee does not have to treat a period of
annual leave as sick leave in these circumstances, so
. the employer can treat the period as annual leave
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unless the employee requests otherwise.
Given the impact above, it is recommended that

. . . . An 1 id in lieu of 11
employers consider amending their sick leave > employee cannot be paid in lieu of annual leave

procedures (suggestions below). However, one option other than in the year their employment terminates.
that is probably no longer available is providing in a
holiday procedure that an employee can only take
annual leave lost though sickness in the current holiday

year.

1. Ifan employee is taken ill during a period of annual
leave, or if a pre-booked period of leave coincides
with a period of illness, and the employee wishes to
treat that as sick leave, s/he should be required to
follow normal notification procedures on the first
day of sickness.

Mayer Brown is a leading global law firm with approximately 1000 lawyers in the Americas, 300 in Asia and 450 in Europe. We serve many of the
world’s largest companies, including a significant proportion of the Fortune 100, FTSE 100, DAX and Hang Seng Index companies and more than
half of the world’s largest investment banks. We provide legal services in areas such as Supreme Court and appellate; litigation; corporate and
securities; finance; real estate; tax; intellectual property; government and global trade; restructuring, bankruptcy and insolvency; and environmental.

OFFICE LOCATIONS  AMERICAS: Charlotte, Chicago, Houston, Los Angeles, New York, Palo Alto, Rio de Janeiro, Sdo Paulo, Washington
ASIA: Bangkok, Beijing, Guangzhou, Hanoi, Ho Chi Minh City, Hong Kong, Shanghai
EUROPE: Berlin, Brussels, Cologne, Frankfurt, London, Paris

ALLIANCE LAW FIRMS Mexico, Jauregui, Navarrete y Nader; Spain, Ramén & Cajal; Italy and Eastern Europe, Tonucci & Partners
Please visit our web site for comprehensive contact information for all Mayer Brown offices.
www.mayerbrown.com

This Mayer Brown publication provides information and comments on legal issues and developments of interest to our clients and friends. The material is not a comprehensive treatment of the
subject matter covered and is not intended to provide legal advice. Readers should seek specific legal advice before taking any action with respect to the matters discussed in this publication.

©2010. Mayer Brown LLP, Mayer Brown International LLP, and/or JSM. All rights reserved.

Mayer Brown is a global legal services organisation comprising legal practices that are separate entities (the “Mayer Brown Practices”). The Mayer Brown Practices are: Mayer Brown LLP, a
limited liability partnership established in the United States; Mayer Brown International LLP, a limited liability partnership (regulated by the Solicitors Regulation Authority and registered in
England and Wales number OC 303359); JSM, a Hong Kong partnership, and its associated entities in Asia ; and Tauil & Chequer Advogados, a Brazilian law partnership with which Mayer Brown
is associated. The Mayer Brown Practices are known as Mayer Brown JSM in Asia. “Mayer Brown” and the “Mayer Brown” logo are the trademarks of the individual Mayer Brown Practices in
their respective jurisdictions.

0273emp
March 2010



