
 

 

 

 

 

 

 

Response to BEIS Consultation on Good Work Proposals to 

Support Families – Neonatal leave and pay  

About the STUC 

  

The STUC is Scotland’s trade union centre.  Its purpose is 

to co-ordinate, develop and articulate the views and 

policies of the trade union movement in Scotland; 

reflecting the aspirations of trade unionists as workers and 

citizens.            

 

The STUC represents over 540,000 working people and 

their families throughout Scotland. It speaks for trade 

union members in and out of work, in the community and 

in the workplace.  Our affiliated organisations have 

interests in all sectors of the economy and our 

representative structures are constructed to take account 

of the specific views of women members, young members, 

Black members, LGBT+ members, and members with a 

disability, as well as retired and unemployed workers. 
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STUC response to BEIS Consultation on Good Work Proposals to 

Support Families - Neonatal leave and pay 

 
Overview 
 

• The STUC believes that neonatal leave and pay provisions should 
be extended, including to workers and self-employed;  

• The provisions should be applied after one week of neonatal care; 

• The provisions are day-one rights; 

• There should be no leave or pay cap.  
 
The STUC notes that, in Scotland, over 6,000 babies are born 
prematurely or sick every year.  When a baby is born prematurely it can 
be a difficult time for parents and the last thing that they should have to 
worry about is their place of employment or the amount of paid maternity 
leave they have left before they have to return to work. 
 
After the birth of a premature baby, families will spend extended periods 
of time in hospital and in some cases may be forced to return to work 
either before the baby is released from hospital or shortly after being 
able to take their baby home.  Even after the baby is allowed home there 
will be an increased number of hospital and doctor visits which could 
have an impact on the mother’s ability to remain in the employment. 
 
The STUC believes that more could and should be done to support 
families during these difficult times. The STUC largely agrees with the 
points previously raised by organisations such as BLISS Scotland and 
The Smallest Things on this important issue, as well as the submissions 
from Close the Gap and the TUC. 
 
The STUC welcomes the proposal to introduce neonatal pay and 
neonatal leave. Establishing these new entitlements is a pivotal 
development in creating family-friendly working practices, provision and 
regulation.  The STUC are interested in how this consultation fits with 
simultaneous consultations on parental leave and notes an opportunity 
to ensure further space for gender equality in legislation and 
entitlements, which can further impact on perceived gender expectations 
and roles.  
 
The STUC strongly agrees that parents or primary care givers should 

have extra paid leave and pay if their baby or babies are admitted to 
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neonatal care.  As well as potentially lost wages, parents who have a 

baby in neonatal care also face additional costs which means a paid 

entitlement is vitally important.  

This consultation cuts across the Good Work consultation on paternity 

leave. In line with the STUC’s response to that consultation, we believe 

that fathers of new-born children should not have to return to work 

before their children have left hospital, as a result of using their full 

paternity leave entitlement while the baby is in hospital, or have to use 

sick leave or annual leave entitlements in order to stay off work. A recent 

survey found that 66% of fathers and partners had returned to work 

while their baby was in neonatal care, and over a quarter of fathers were 

forced to choose between taking time off when their baby was in 

hospital, or when their baby is discharged home. 

The STUC disagrees that only parents of babies receiving two or more 

weeks of neonatal care should be entitled to neonatal leave and pay. 

Two weeks is unnecessarily restrictive, particularly in the context of 

current paternity entitlements.  

Considering the duration of current paternity leave entitlements, the 

STUC believes that entitlements should become applicable after one 

week of neonatal care.1  

In line with the examples detailed in the consultation document, we 

believe that there should be other circumstances that make a family 

eligible for neonatal leave and pay including: 

• Circumstances where there is a break between the baby’s birth 

and admission to hospital;  

• Circumstances where a baby is receiving life-supporting treatment 

outside of a hospital; and 

• Parents of babies born with a serious condition which means they 

will spend a limited time in a neonatal unit before being transferred 

to a specialist paediatric service.  

The STUC strongly agrees that neonatal leave and pay must be a ‘day 

one right’.  The TUC have reported that around a quarter of working men 

 
1 Bliss (2019) Responding to the Neonatal Leave and Pay Consultation  
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in the UK do not qualify for Paternity Leave2 and this cannot continue.  A 

2019 survey highlighted that half of parents said they returned to work 

because they could not afford to take any longer off. This rose to 62% 

for parents whose baby was in neonatal care for 10 weeks or more.3 

Research by the TUC has also found that many low-paid fathers 

struggle to take the time off because Statutory Paternity Pay is so low.4 

Pay is therefore a vital part of ensuring the right to Neonatal Leave can 

be utilised by all parents when their baby or babies are admitted to 

neonatal care. Requiring that employees need to have 26 weeks’ 

continuous service will therefore have a detrimental impact on the 

uptake of neonatal leave, creating a particular barrier for low-income 

families and is potentially discriminatory by association.  

The STUC has seen no evidence as to why neonatal leave or pay 

should be capped.  

The STUC understand that employees should give notice to their 

employer, but the notice period and notice requirements should be 

sensitive to the needs of parents and conscious of the difficulties facing 

families with sick children.  

The STUC strongly agrees that parents on neonatal leave should have 

the same protections as parents on other types of leave, including right 

to return. This is a necessary prerequisite for parents feeling comfortable 

to utilise their entitlements.  

In line with the STUC’s submissions on various other Good Work 

consultations, we believe that these rights should extend to workers and 

self-employed people.  72,000 workers were on zero-hour contracts in 

Scotland between October-December 2018.5 In 2018, 321,000 workers, 

 
2 TUC (2019) 1 in 4 new dads missed out on paid paternity leave https://www.tuc.org.uk/news/1-4-

new-dads-missed-out-paid-paternity-leave-last-year-says-tuc  

3 Bliss (2019) Responding to the Neonatal Leave and Pay Consultation  

4 TUC (2019) 1 in 4 new dads missed out on paid paternity leave  https://www.tuc.org.uk/news/1-4-

new-dads-missed-out-paternity-pay-over-last-12-months-says-tuc  

5 ONS (February 2019) People in employment on zero hours contracts 
https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/employmentandemployeetypes/datasets/emp
17peopleinemploymentonzerohourscontracts 

https://www.tuc.org.uk/news/1-4-new-dads-missed-out-paid-paternity-leave-last-year-says-tuc
https://www.tuc.org.uk/news/1-4-new-dads-missed-out-paid-paternity-leave-last-year-says-tuc
https://www.tuc.org.uk/news/1-4-new-dads-missed-out-paternity-pay-over-last-12-months-says-tuc
https://www.tuc.org.uk/news/1-4-new-dads-missed-out-paternity-pay-over-last-12-months-says-tuc
https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/employmentandemployeetypes/datasets/emp17peopleinemploymentonzerohourscontracts
https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/employmentandemployeetypes/datasets/emp17peopleinemploymentonzerohourscontracts
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12.2% of the overall workforce, were self-employed.6 Studies have 

suggested half of self-employed workers are low-paid, and a number of 

employers use bogus self-employment contracts to reduce their tax bill 

and deny workers their rights.7  A recent TUC commissioned report 

found that nearly one in ten workers now do platform work at least once 

a week, 60% of them between 16 and 34 years old and workers are 

turning to this gig economy to top up incomes.8 The STUC believes that 

access to parental rights should be open to these, predominantly low-

paid, workers too.  

 
 

STUC  
October 2019 
 

 
6 ONS (June 2019)  Regional labour market: Headline indicators for Scotland 
https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/employmentandemployeetypes/datasets/hea
dlinelabourforcesurveyindicatorsforscotlandhi11 

7 TUC (2018) Two million self-employed adults earn less than the minimum wage 
https://www.tuc.org.uk/news/two-million-self-employed-adults-earn-less-minimum-wage  

8 Report by the University of Hertfordshire and Ipsos MORI (July 2019) 

https://www.tuc.org.uk/blogs/boom-gig-economy-workers-shows-struggle-make-ends-meet 

https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/employmentandemployeetypes/datasets/headlinelabourforcesurveyindicatorsforscotlandhi11
https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/employmentandemployeetypes/datasets/headlinelabourforcesurveyindicatorsforscotlandhi11
https://www.tuc.org.uk/news/two-million-self-employed-adults-earn-less-minimum-wage
https://www.tuc.org.uk/news/uk%E2%80%99s-gig-economy-workforce-has-doubled-2016-tuc-and-feps-backed-research-shows
http://www.tuc.org.uk/news/uk%E2%80%99s-gig-economy-workforce-has-doubled-2016-tuc-and-feps-backed-research-shows

