
 
 

Briefing: Abolition of the Agricultural Wages Board 

 
Background 
 

The lead up to the abolition of the Agricultural Wages Board (“AWB”) has been 

widely publicised. We have run several features and blogs on the possible 

implications (see here for our latest blog). Legislation giving effect to the abolition of 

the AWB came into force on 25th June 2013. 

 

Following the abolition of the AWB the current Agricultural Wages Order 2012 

(“AWO”) will continue to apply up to 1st October 2013.  Thereafter there will be no 

minimum terms of employment provided specifically for agricultural workers. 

 

Implications 
 

What does abolition mean for agricultural employers? 

 

1. New Employees 

 

With regard to employees employed on the 1st October 2013 or later the position is 

clear, employers will be able to negotiate terms of employment as in any other 

industry.  Agricultural employment will be subject to the national minimum wage, 

statutory sick pay and working time regulations (covering minimum rates of pay, 

holiday entitlement and SSP) but overall, the minimum provisions are less onerous 

for employers than the former AWO provisions. 

 

That said, employing some staff on one rate of pay and others on a different rate 

raises the possibility of “Equal Pay” issues in the future. 

 

2. Existing Employees 

 

Dealing with existing employees requires more detailed consideration as they will 

have been working, for differing periods of time, subject to the provisions set out by 
the current (and former) AWO. 

 

We are aware that there have been soundings within the agricultural sector which 

tend to suggest that existing employees’ terms and conditions of employment must 

continue as provided by the AWO.  This is certainly one option for employers 

although clearly it would not sit well with the intention behind the abolition of the 

AWB if everything simply remained as it was. 

 

Having considered the legislation and taken Leading Counsel’s opinion, our view is 

that it is possible for existing terms of employment to be changed albeit careful 

consideration of the potential risks and advantages needs to be given before changes 

are made, together with consultation with affected employees. 

http://roythornesagriblog.roythorne.co.uk/2013/06/life-after-agricultural-wages-board.html
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Options 
 

From 1st October 2013 there will be various options open to agricultural employers 

regarding how they seek to operate without the “guidance” of an authority setting 

minimum terms and conditions of employment for their staff. 

 

The obvious option might be to simply continue applying terms and conditions that 

currently exist.  However, given the change brought about by the abolition of the 

AWB this is not the only option. 

 

As with any major change in legislation the subsequent advice as to “what should be 

done” will vary and range from conservative to radical opinion.  For the conservative 

employer there is the option to simply continue to adhere to the terms currently 

applicable as provided by the AWO.  The other end of the spectrum is that all terms 

and conditions of employment are essentially negotiable as the removal of the AWO 

means that the “entitlement” to the terms provided by it is removed. 

 

Advice 
 

The removal of the AWB means there is no overarching authority which will provide 

agricultural employers with standards of employment and, accordingly, many 

agricultural employers will, for the first time, be required to negotiate terms and 

conditions of employment with employees. 

 

When deciding what terms and conditions of employment to offer, agricultural 

employers will be required to consider their needs for staff and the particular skill 

and expertise required.  A significant factor which may well drive any discussions 

about terms will undoubtedly be cost.  The removal of the AWO provides that 

agricultural employers will have more freedom to offer employment on a 

commercial basis taking account of the “value” of labour and the position of the 

business. 

 

Our view is that discussion with employees and agreement of terms and conditions 

of employment will be required and that this underpins all of the options open to 

employers.  Agricultural employers should be making arrangements to discuss, and 

thereafter record in new contracts, the “post AWO” terms of employment with 

their staff, including any amendments to the existing terms which may result from 
the removal of the AWO. 

 

When deciding how to approach employing staff from 1st October 2013, employers 

need to bear in mind the implications of a workforce with mixed terms and 

conditions of employment.  This is particularly the case where a decision is taken to 

continue to provide “AWO terms” from 1st October 2013. 

 

We would strongly suggest taking advice before implementing changes or issuing 

new contracts of employment. Contact Maz Dannourah (01733 898967) or Phil 

Cookson (01733 898970) in the first instance.  
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Seminar 

 
We will be holding a breakfast seminar for employers on Tuesday 10th September, 

at the Springfields Centre in Spalding. The seminar will run from 8:15 – 10:00. 

 

The seminar gives you a chance to hear from agricultural employment specialists 

about how the abolition of the AWB will affect you. With a particular focus on the 

horticulture and arable sectors, we aim to provide you with focussed, practical 
guidance in relation to both new and existing workers. 

 

For full details click here http://bit.ly/14PAnCY.  To book a place for yourself and other 

members of your team, please email carolynlake@roythornes.co.uk. 

 

 

Services 
 

In addition to the above seminar, we are also offering the following tiered advice 

packages. 

 

Level 1 

 

Provision of template documents for the recording of agreements reached and a 

statement of terms and conditions of employment for your implementation. 

 

£250.00 plus VAT 

 

Level 2 
 

Provision of contracts of employment tailored to your business as drafted by our 

employment team. 

 

Assistance with consultation documentation and advice as to procedure regarding 

amendments to terms and conditions. 

 

£900.00 plus VAT 

 

Level 3 

 

Bespoke advice regarding terms and conditions of employment, consultation, 

documentation and negotiations with employees, as required according to your 

business’s needs. 

 

£POA 

 

 

http://bit.ly/14PAnCY
mailto:carolynlake@roythornes.co.uk

