Good Work Plan and other key
changes to employment law
Changes to employment contracts
Whilst currently you have two months to provide employees with a
written statement of employment, from 6 April 2020 you will need to
provide this to any new recruits no later than the first day of their
employment*. Workers, as well as employees, will also be
entitled to a written statement, which should now be contained in a
single document.
By law, there is also additional information the statement of
employment will need to include. In many instances your existing
contracts will likely already include this information. However,
it is important that you double check your current contract templates to
ensure they include the following:
The employee’s normal working hours
The employee’s normal working days
If hours or days of work are likely to vary how they may vary, or how
any variation may be determined
Any other benefits you provide as part of an individual’s employment
Any applicable probationary period including any conditions and
duration
Any training the individual will be required to complete and who will
cover the cost of this. If no training is offered this should be stated.

There are certain exceptions where you still have two months to provide
the required legal information. This includes information relating to:
Pension entitlement
Any collective agreements that apply
Applicable disciplinary and grievance procedures
Any voluntary, rather than compulsory, training you offer and which
staff members are entitled to take advantage of.
However, if this can feasibly be included in the initial document this will
often be best practice.
If your current contracts are not compliant with the changes above, or it
has otherwise been some time since we last reviewed your employment
contracts, please do not hesitate to contact us for further assistance.

Holiday pay calculation
Under the same legislation and where you have need to calculate
holiday pay by reference to an employee or worker’s average week’s
pay, the reference period for your calculation purposes is changing from
12 weeks to 52 weeks. This will, of course, only effect the calculation of
holiday entitlement for those individuals who have no normal working
hours, are paid commission and in certain cases those individuals who
regularly work overtime or are required to work overtime.
If you are unsure if this change affects you please do not hesitate to get
in touch.

Introduction of Parental Bereavement Pay
Finally, from 6 April bereaved parents will have the right to two weeks of
leave following the loss of child under the age of 18, or a stillbirth after
24 weeks of pregnancy**.
Bereaved parents will be entitled to take their leave in one two-week
block or in two separate blocks of one week. The leave must be taken
before the end of a period of 56 weeks beginning with the date of the
child’s death. This allows parents to use some of their leave entitlement
on the anniversary of their child’s death, if they wish.
Bereaved parents employed with a minimum of 26 weeks’ continuous
service will also be entitled to receive statutory parental bereavement
pay. Those with less than 26 weeks’ continuous service will be
entitled to take two weeks of unpaid leave.
* Full details of the changes required are set out within the Employment Rights (Employment
Particulars and Paid Annual Leave) Amendment Regulations 2018 (SI 2018/1378)
** The Parental Bereavement (Leave and Pay) Act 2018.
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