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1st October sees the introduction of new antenatal rights for fathers and
partners to take time off work to accompany a pregnant woman to see a
midwife or obstetrician.

This allows the father or partner the right to time off, on up to two occasions,
for a maximum of 6.5 hours each. Pregnant women normally attend around
10 antenatal appointments and it is open to employers to be more generous
in how much time off they give to employees.

Eligibility for the new right depends on an employee having a “qualifying
relationship” with the pregnant woman or the child.

However the Department for Business and Skills has pointed out in their
guidance published on the new rights that more than one employee may
have a qualifying relationship with the woman. For example where the father
and the woman’s partner or husband are different people, both individuals
may be eligible for time off.

It is a “day-one right”, so employees will not need to accrue a minimum
amount of service with their employer before taking advantage of it.
Agency workers may also qualify for time off under the new right, however,
their eligibility will depend on accruing the prescribed service.

And intended parents in a surrogacy situation also qualify for the new right.
This new right will sit alongside the existing right for pregnant women to paid
time off to attend any appointments for antenatal care.

In light of these new rights, employers should provide their staff with details
of it and review their documents, including their maternity, paternity and
agency workers policies.

For further advice and guidance on how to bring your company policies
up-to-date and provide staff with details of the updates to their antenatal
rights, contact our team of specialist solicitors.
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Do you know how to manage bereavement in the
workplace? 
Following the government’s announcement that it was not 
feasible to introduce further statutory bereavement leave, Acas
has published guidance on managing bereavement in the 
workplace.

Acas’ good practice advice to employers on managing 
bereavement includes:

1. Clear policies and practices
Prepare for managing bereavement in the workplace by having 
a clear policy on it and training managers, HR teams and selected staff to have 
compassionate and effective conversations with bereaved colleagues. 

It is good practice to involve trade unions or a staff representative in developing a 
bereavement policy.

2. Communication
A calm empathetic approach in all communications from managers will ensure 
employees feel supported and minimise their anxiety about returning to work.

3. Flexiblity
Some employees may feel able to return to work very swiftly, whilst others may need
more time. 

Be mindful of the family unit of the bereaved.  Offering part-time hours or flexible 
working is more likely to support and retain the employee and minimise sick days as
they negotiate new or increased caring responsibilities.

For advice on how to create a clear bereavement policy, contact our team of specialist
solicitors.

Tribunal Fees - here to stay or in need of reform?
UNISON has applied to admit new evidence in relation to a judicial review into the 
introduction of tribunal fees. This comes in the wake of the latest published tribunal
statistics showing a further significant drop in claims received. 

While a fall in tribunal claims is to be welcomed by employers, the introduction of fees
has had some unwelcome consequences for business:

• Employers may have long delays in receiving a claim, because of hold-ups in 
processing fees and the fee remission system. 

• Some Tribunals are failing to inform the respondent employer of when the hearing fee
will be due and whether it has been paid, meaning the employer doesn’t know
whether the hearing will proceed until the last minute.

There is a big question mark over the future of tribunal fees and whether they will 
withstand the scrutiny of the Court of Appeal. If the dramatic drop in claims continues,
the Government’s assertion that fees do not inhibit access to justice will look less 
tenable. 

For advice on specific claims or navigating the current fee system generally, contact
our team of specialist solicitors.

A round up of employment
law changes in October
2014 

As well as new antenatal rights
for fathers coming into force this
month; there are several other
key changes to employment law
around the corner:

Employment tribunals must
order equal pay audits
Where an equal pay claim is 
submitted on or after 1st October
2010, and the employment tribunal
finds that there has been an equal
pay breach, it must order the 
employer to carry out an equal pay
audit unless an exception applies.

The exceptions set out in the 
Equality Act 2010 (Equal Pay Audits)
Regulations 2014 relate to, among
other things, whether or not the 
employer has recently carried out an
audit that meets certain 
requirements, and whether or not
the benefits delivered by the audit
would exceed the disadvantages of
conducting it.

National minimum wage 
increases
The national minimum wage 
increases from £6.31 to £6.50 per
hour with effect from 1st October
2014. The youth rate increases from
£5.03 to £5.13 per hour.

Reservists better protected
against unfair dismissal
With effect from 1st October 2014,
where an employee is dismissed 
exclusively (or mainly) because he or
she is a member of reserve force,
the normal two-year service 
requirement for bringing an unfair
dismissal claim does not apply, and
an employee may pursue a claim
immediately in these circumstances. 

Be careful what you ‘like’
An employment tribunal has awarded £32,000 to a food 
inspector who was unfairly dismissed after “liking” a 
Facebook comment about their boss being attacked with 
a chair. 

While the employee has been recompensed,
it shows that what you do and don’t like 
can be seen on your Face (book)!


