A Break is a Break
The minimum break for an employee aged over 18yrs, if they work for over 6 hours, is 20 minutes. A recent tribunal has reaffirmed that 2 x 10 minute breaks do not satisfy the break requirement. Just to confirm the law doesn’t require 20 minutes every 6 hours
Premature Births

If a baby is born early and maternity leave has not already commenced, the mother’s maternity leave starts on the day after her baby was born.

Benefits Increases

Increases in SMP, SSP,SPP
The benefit rates take effect in April 2018:
· Maternity allowance £145.18 (earnings threshold increases to £116)
· Statutory maternity pay £145.18
· Statutory paternity pay £145.18 

· Statutory sick pay £92.05 (earnings threshold increases to £116)
Part Timers

Dismissing a part time employee because they won’t or can’t work additional hours is extremely high risk, especially if the refusal is related to child care. Part timers are entitled to the same rights as full time staff. If they are treated differently the line normally is that it’s discrimination; as part timers are predominantly female Therefore such a person wouldn’t need 2 years service to go to employment tribunal to claim discrimination.
Discovering an Employee “may be leaving” 
In some environments the temptation is to decide the employee must go now as they are leaving anyway.
Of course it isn't a disciplinary issue to look for another job and certainly there is no requirement for employees to tell you. But what can an employer do?

The correct route is to politely enquire about the rumour and possibly get to the bottom of the reason. 
But it can go badly wrong, as the following case shows.
A salon in Gloucestershire had employed Ms A from being an apprentice.  In October 2016 the owner heard that she might be going to work for a competitor (a former employee).The salon owner rang her. There were two stories about what he said. Ms A’s version was that she said she hadn't decided if she would leave, but he   told her she had left as far as he was concerned and wouldn't be paid notice. The salon owner claimed she had resigned and he accepted the resignation

Ms A reported for work the next day (unusual if she had resigned) to find her appointments rescheduled. She left the salon after being threatened with the police.

Ms A started work at the competitors later that month claiming she only secured the job after being dismissed. She claimed unfair dismissal and an unlawful deduction from her final pay.
The Tribunal concluded she had been dismissed, ie they preferred the employees’ version of events. 

Apart from the time spent, the costs, and the poor publicity; what did it cost the salon owner?
A basic award of £645 for unfair dismissal

£258 Compensation.
£93.88 for 2 days loss of earnings.
Total £996.88
Employees Do Lose Cases at Tribunal!
The cases where the employee loses at Tribunal rarely reach the press.
A hairdresser had 8 years’ service and made a claim of unfair dismissal and for notice pay. 

She had walked out indicating she was quitting but went to see her doctor the following day and was signed off with stress. When she returned to work she was told there was no job for her as she had resigned.
It seems that the employee had been agitated at work and became irate and at approximately 3.30pm she had started to switch off lights in the salon, despite the fact that the owner was still working there.  

She had packed up her equipment and informed the owner that she was leaving her employment .The conversation was witnessed by a customer. The owner text her the following day to accept her resignation.
It was over a day later that the employee replied to the text saying:
 “In response to your text message. I did not give a verbal resignation to Enzo.  I told him I was leaving work as I was feeling unwell. There has been no resignation.  As you are aware I have been unwell for a while majorly due to the stress I’ve been put under at work, the long hours, extra responsibilities (outside of my job description) and on many occasions not being able to have a break during the work day have taken its toll on my health. This being said I am requesting my remaining 6 days holiday from Friday 9th December and will return to work on Saturday 17th December. I feel this would be best for both parties rather than me taking time off sick.” 

Unfortunately she didn't have a contract (for which the standard penalty is 2 weeks’ pay) 

At Tribunal the employee denied she had resigned and said that she could not cope and said she was going home sick.  There were no clients waiting to be seen.  

She denied switching any lights off and said she had no reason to do so.  

Faced with 2 conflicting stories what do the Tribunal do?

There was CCTV but this did not have any sound but it was clear that the employee was walking around the salon in her coat, bringing in a sign from outside the shop, and switching off.
The Tribunal however felt the employee had great difficulty explaining why this material surfaced for the first time in her answers to cross-examination.  Those answers cast a completely different light on her departure from the material produced before the hearing. Referring back to the CCTV there was no obvious particular pressure on the employee.  The Tribunal felt her actions were undertaken in a calm and methodical approach-she was clearing closing the salon even though the owner was cutting a client’s hair and another stylist was awaiting a client.
In short the version of the employer was preferred and the claim for unfair dismissal was kicked out.
Employee Loses Stress Case Claim
There was a Preliminary Hearing in a Tribunal case to assess if an employee had been dismissed under the Equity Act 2010 i.e. did they have a disability?
The employee’s case was that he suffered from a mental health condition ie stress, anxiety and depression. He suggested his GP and a therapist had said that the headaches he suffered were linked to his stress and anxiety. 
The Tribunal found the employees records of his medical treatment were inadequate and did not in reality support his assertion that his headaches were due to stress and anxiety. The only reference to such a link was where the therapist made a record that the claimant had told him that his GP was of the view that the stress and anxiety were linked. 
In his evidence he repeated that his GP had confirmed this but that wasn’t what his medical records said. He was off for relatively short periods of time for which he was prescribed short term medication. The view of the Tribunal was that the absences were linked to his personal life events and not work.
The Tribunal chair concluded that his stress and anxiety was a reaction to life events and lasted for relatively short periods after which there were no further issues for some time and he was wholly symptom free.
The disability discrimination claim was dismissed.
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