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Shared Parental Leave and Grandparents 
 
The Government has recently announced an extension for Shared Parental Leave and Pay to 
include working Grandparents. 
 
The Government is due to consult on the details during the first half of 2016 and the aim is for the 
change to be brought into force by 2018.  Grandparents play a crucial role in providing child care 
and the new system is due to help support working families. 
 
According to various reports, nearly 2 million Grandparents have reduced their hours, taken time 
off or given up work altogether to help cut down childcare costs. 
 
Guidance for Employers on zero-hour contracts 
 
The Department for Business, Innovation and Skills (BIS) has produced a guide for employers on 
zero-hour contracts.  A “zero-hours contract” is a non-legal term used to describe types of casual 
agreements between an employer and an individual.   
 
Under such agreements the Employer does not guarantee the individual any hours of work and 
the employee can decide whether or not to take up the offer.  Zero-hours  contracts can be useful 
where work demands are irregular or where there isn’t a constant demand for staff.  Any 
individuals employed on a zero-hours contract are entitled to statutory employment rights. 
 
Please find below some examples of when the use of zero-hours contracts might be appropriate. 
 

• New businesses – e.g building up a customer base to undertake work 

• Seasonal work where there are peaks in demand for short periods of time; 

• Unexpected sickness - Employers may need to cover periods of unexpected staff 
sickness at short notice; 

• Special events - a wedding venue, restaurant or bar may need to be able to call on 
trained experienced staff; 

• Also testing out a new service. 
 
Some zero-hours contracts have been used unfairly.  Therefore, it is important that employers 
consider whether a zero-hour contract is the best type of contract for their business depending on 
the nature of the work and the specific circumstances.  Alternatives might include: 
 

• Offering overtime to staff to ensure experienced staff deal with fluctuations in demand; 

• Recruiting a part-time employee or individual on a fixed-term contract to work regular 
hours when there is a change in business needs; 

• Offering annualised hours contracts; and 

• Using Agency staff where there is a temporary need. 
 
Professional Development Network for Disabled People 
 
PurpleSpace, a professional development network for disabled people has launched. Kate Nash 
OBE and creator of PurpleSpace has said “PurpleSpace will facilitate the biggest UK 
conversation between network leaders and disabled employees about how to stay in work 



and flourish when you acquire a disability or health condition” 
 
The new innovative online platform offers a unique one-stop shared space for disabled employee 
network leaders to find contacts, links, help, support and information to aid in the recruitment and 
career progression for disabled individuals. 
 
PurpleSpace is the UK’s only learning, network and professional development hub for disabled 
employees, employee network leaders and allies from all sectors and trades.  It is targeted to 
three primary audiences: 
 

• Employee network / resource group leaders; 

• Individual disabled employees; and 

• Employers / organisations who want to support disabled employees. 
 
The website can be accessed at: www.purplespace.org 
 
And finally3.. Sports Direct makes the ‘headlines’ again3  

 
The Chief Executive of Sports Direct, David Forsey, has been prosecuted under Section 194 of 
the Trade Union and Labour Relations (Consolidation) Act 1992 for failing to notify BIS of 
collective redundancies at USC the fashion retailer owned by Sports Direct since 2011. 
 
Earlier this year, Parliament investigated how Sports Direct laid off 83 staff at the USC 
Distribution Depot in South Ayrshire after USC went into administration and was bought by 
another part of Sports Direct. 
 
The case was heard at Chesterfield Magistrates Court on 14 October 2015 and is ongoing.  The 
maximum penalty for an offence under TULRCA 1992 is £5,000. 
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