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Shared parental leave 
time to prepare for changes

From 5th April 2015,
parents eligible for shared
parental leave can share up
to 50 weeks of leave and
37 weeks of pay in the first
year of a child’s life or
placement.

Here we address a few of
employers common
concerns: 

“I don’t have time to negotiate with other employers”

Some employers believe that if an employee wants to take shared
parental leave they will have to work closely with the employers of the
employee’s partner. In fact, you only need to liaise with your staff
about their leave options.

“It’s going to cost me more than maternity leave”

Up to 37 weeks of shared parental pay can be split between the
parents after a child’s birth or adoption and before the child’s first
birthday or year of placement. But as with statutory maternity pay,
shared parental pay will be refunded to employers – you can claim
92% back from the government.

“It’s too complicated”

While the legislation is new, it has been designed to be flexible and
straightforward for both employers and parents. The rules are no
more complex than the maternity leave regulations currently in place.

“I can’t afford for workers to take time out”

Shared parental leave gives parents the flexibility to choose a pattern
of leave that suits their work and family needs. This will mean Dads
are taking more time out of work, but it also means Mums can come
back to work earlier if they want to. In addition, unlike maternity leave,
employees can stop and start shared parental leave and return to
work for key periods and projects. 

Through flexible changes such as shared parental leave that allow
employees to choose how they balance their careers and family,
employers stand to benefit from increased staff loyalty and the ability
to attract talented recruits.

For more advice on this legislation, contact our team of specialist
solicitors.
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Religious discrimination: How to navigate religion and belief in
the workplace
Last month’s survey by the Equality and Human Rights Commission showed that
half of workers feel that the laws protecting religion and belief are inadequate. 

So what should employers know about employee rights to freedom of expression,
religious views in the workplace?

1. There is no absolute rule that employers must give employees days off for 
religious worship. 

2. Employers can discuss relevant religious issues during the recruitment process. 

3. The Equality Act 2010 does not require employers to provide time off or alter an
employee’s working pattern for prayer or religious observance. Nevertheless, a 
refusal without good reason could amount to indirect religious discrimination. 

4. An employee has a right to manifest his or her religious belief by wearing a 
religious symbol unless it compromises the health and safety of them or others.

5. An employee cannot refuse to carry out a task on religious grounds if it 
prevents an employer providing a service without discrimination. 

6. An employer has a duty to prevent harassment based on someone
else’s religion or belief.

For more detailed advice on how to accommodate and protect 
religion and belief in the workplace, contact our team.

Bank Holidays: five things employers need to know
The UK has eight permanent bank holidays per year, but how much
do you know about the law concerning bank holidays? 

1. There is no statutory right for employees to take bank holidays off work. It is de
pendent on the employee’s contract of employment.

2. There is no statutory right to extra pay on bank holidays.  This depends on the
terms of the employee’s contract of employment. 

3. A part-time worker has the right to be treated comparably to their full-time
counter-parts. The best practice is to give part-time employees a pro-rata 
allowance of paid bank holidays.

4. If an employee is required to work on bank holidays under the terms of their
employment contract, the employee cannot refuse to work, even for religious 
reasons. However, a refusal to grant Christian employees time off for bank 
holidays with religious significance could amount to indirect religious 
discrimination.

5. Following the increase in statutory minimum leave, worded contracts entitling
employees to “statutory entitlement plus bank holidays” now allow 28 days’ 
holiday with an additional eight bank holidays. 

April 2015 employment law
changes checklist

April is a busy time in the world of
employment law, so here’s a round
up of all the changes coming into
force this month:

Shared parental leave takes full 
effect: The right to take shared
parental leave and receive statutory
shared parental pay applies to 
qualifying parents of babies due on
or after 5th April 2015. 

Adoptive parents’ rights are 
enhanced: From 5th April 2015, the
continuous service requirement for
adoption leave will no longer apply;
the amount of statutory adoption
pay will increase and adopters will
be entitled to paid time off work to 
attend appointments and have 
contact with the child.

Ordinary parental leave extended:
From 5th April 2015, the right to
take up to 18 weeks’ unpaid
parental leave will apply to parents
of children under 18 in all cases. 

Major changes to pension rights:
From 6th April 2015, individuals
aged 55 or over will be able to 
access their pension funds flexibly,
subject to their marginal rate of tax. 

Other changes coming into force
from the 6th April include:

• Employers’ national insurance will
not be due in relation to employees
under 21. 

• The limits on the amount of 
compensation, which an 
employment tribunal, can award 
increases.

• The standard weekly rate of 
statutory maternity pay, paternity
pay and adoption pay will increase.
Statutory shared parental pay will be
payable at the same rate.

• The weekly rate of statutory sick
pay will increase.

Everyday email-drain leads to 20% loss in UK business 
productivity
Time wasted reading unnecessary emails you have been cc’d on has been 
identified, by UK office workers, as the single biggest disruption to workplace 
efficiency.

More than half of respondents in Epson’s survey identified unnecessary emails as
the most frequent disruption, followed by restrictions on being able to upgrade
technology equipment (35%) and 
distractions caused by technology 
in meetings (27%).


