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HR Newsletter

Welcome to the latest edition of our HR newsletter!
In this issue we will discuss the following:

 > The new entitlement to Paternity Leave and what you 
need to know as an employer

 > Understanding parental leave

 > The pressing issue of Bullying and Harassment in the 
workplace

 > Retention and Motivation of staff

 > Guidelines regarding data protection

Paternity Leave:

As of the 1st of September 2016, an employee who is a 
relevant parent in relation to a child shall be entitled to two 
weeks/ten days paternity leave from their employment. This 
will allow the parent to provide or assist in the provision of 
care to the child, or to provide support to the relevant adopting 
parent of the child, or the mother of the child. 

The main points surrounding Paternity Leave are:

 > The relevant person will be entitled to two week/ten days 
paternity leave

 > Paternity leave must be taken in a single, continuous 
period and cannot be broken up. 

 > The relevant person is required to provide the Company 
with four weeks’ written notice of their intention to take 
this leave. Shorter notice may be granted in substantial 
cases, for example, the premature birth of the child.

 > Paternity leave must be taken within 26 weeks of the 
child being born or adopted and will only be applicable 
to parents where their child has been born/adopted on or 
after the 1st of September 2016. 

 > Paternity leave will be paid by the Department of Social 
Protection. Employee’s wishing to take Paternity Leave 
must register for a Public Services Card and must also 
satisfy the PRSI contributions conditions. 
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Paternity Leave (contd.):

It is important to note that should two or more children be 
born, or two or more children are adopted, then the relevant 
person will still only be entitled to the two weeks/ten days 
Paternity Leave. Paternity Leave is governed by the Paternity 
Leave and Benefit Bill 2016.

If you have any further queries on the Paternity Leave 
legislation, or if you would like Russell Brennan Keane to 
draft a Paternity Leave policy for your company, please get in 
touch with our HR Solutions team on 0906480600.

Parental Leave:

As an employer you must consider your standpoint on 
how you manage and administer Parental Leave within 
your Company. It is important that you are aware of the 
Employee’s entitlements and also your entitlement as an 
Employer.

 > In Accordance with The Parental Leave Act 1998, as 
amended by the Parental Leave (Amendment) Act 2006, 
a Parent is entitled to take 18 weeks (90 days) of unpaid 
leave known as Parental Leave. 

 > Parental Leave can be taken at any stage when the child 
is under the age of 8 years old. If a child is suffering from 
a long term illness this is extended to 16 years old. 

 > An employer can postpone a request for Parental Leave 
for no more than six months from the date of the request. 
The breakdown of how the Parental Leave is taken is at 
the discretion of the employer.

 > The 18 weeks per child may be taken in one continuous 
period or in 2 separate blocks of a minimum of 6 weeks. 
There must be a gap of at least 10 weeks between the 
2 periods of parental leave per child. However, with the 
employer’s consent the leave can be broken down into 
periods of days or even hours. 

 > Failure to appropriately manage Parental Leave may lead 
to resourcing issues for your Company and as a result 
have an impact on overall organisational performance.

If you have any further queries on the Parental Leave 
legislation, or if you would like Russell Brennan Keane to 
draft a Parental Leave policy for your company, please get in 
touch with our HR Solutions team on 0906480600.
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Bullying and Harassment in the Workplace:

Bullying and Harassment can be a pressing issue in many 
organisations, so what we would like to do in this newsletter is 
define both clearly and give guidance on how to deal with any 
Bullying and Harassment claims, along with some case law 
examples to really get the point across.

Bullying: The Health and Safety Authority defines bullying as:

‘’repeated inappropriate behaviour, whether verbal, physical 
or otherwise, conducted by one or more persons against 

another or others, at the place of work and/or in the course 
of employment, which could reasonably be regarded as 

undermining the individual’s right to dignity at work.’’

An isolated incident of behaviour described in this definition, 
may be an affront to dignity at work, but, as a once off 
incident, it is not considered to be bullying.

Harassment: The Employment Equality Act 1988-2015 define 
harassment as:

‘’any form of unwanted conduct related to any of the 
discriminatory grounds which has the purpose or effect 
of violating a person’s dignity and creating an intimidating, 
hostile, degrading, humiliating or offensive environment for 

the person.’’

The nine grounds of discrimination are:

 > Age  > Gender
 > Race  > Religion
 > Family Status  > Civil Status
 > Sexual Orientation  > Disability Status
 > Membership of the 

Travelling Community

 > It is of critical importance that all companies have set 
policies and procedures in place for employee’s to make a 
complaint should they feel the need to do so, and also to 
ensure they are following these policies and procedures 
strictly and fairly should a complaint arise. 

 > It is advisable that all staff are provided with a copy of any 
policies and procedures and that these are also available 
somewhere on site should any employees need to access 
them.
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In the case Mezel & Magyar v Eddie Rocket’s Blackpool 
Cork [2013], Eddie Rockets was ordered to pay €15,000 in 
compensation to two lesbian employees who quit work in the 
Blackpool, Cork restaurant after just two weeks of having 
started there as the couple claimed that they had experienced 
obscene comments from other work colleagues which were 
offensive to them on the grounds of their sexual orientation 
and Eddie Rockets did not have a Dignity at Work policy for 
the employees to follow. 

This shows the importance of having a strict policy in place 
and ensuring that it is communicated to staff and always 
available for staff to access on site.

If you have any further queries on Bullying and Harassment, 
or if you would like Russell Brennan Keane to draft a policy 
for your company, please get in touch with our HR Solutions 
team on 0906480600.

Staff Retention and Motivation:

The steady improvement in the market has seen employers 
having to switch into retention mode. A number of approaches 
should be considered when attempting to retain talent:

 > A review of the pay and reward structure within the 
company.

 > As an employer, being able to show a clear career path of 
progression within the Company. 

 > Training employees and also paying for employees to do 
courses that may enhance their career progression and 
performance at work.

 > Non-pay related incentives mean a lot to employees, such 
as, gym membership, subsidised childcare, healthcare, 
etc.

 > Creating a work-life balance for employees by offering 
for them to do flexi-time if possible, increasing the annual 
leave entitlement, etc.

 > Development of a Talent Management Strategy, which will 
enable the Company to identify high potential employees 
for the purpose of further development and in turn the 
creation of a succession plan within the Company.

Successful retention and motivation of staff can help 
companies in retaining their current workforce whilst also 
becoming more attractive when searching for new talent.

If you require further assistance and guidance on how to 
retain and motivate staff, please do not hesitate to contact the 
HR Solutions team on 0906480600.

Understanding Data Protection:

As an employer, it is very important to understand data, the 
legislation and what is expected of you. Data Protection 
is governed by the Data Protection Acts 1988-2003. This 
legislation outlines the requirements in relation to the holding, 
the use and the disclosure of personal data.

As an employer it is unavoidable that you come into contact 
with a lot of sensitive and personal information and it is your 
obligation to store this in a safe and confidential manner.

 > All current and former employees have the right to access 
any of their personal information.

 > They can make this request in writing and employers 
must return the requested information within 40 days. 
This is governed by Section 4 of the Data Protection Act 
2003. 

 > It is important to note that employees can request a 
lot more than what is on their personnel/HR files. They 
can request anything from handwriting notes to emails, 
photographs and accident reports. 

 > It is very important to have an IT usage policy in place 
that outlines how any personal information relating to the 
employee is treated. 

 > Employees should be informed of their rights and feel 
confident that any sensitive data being used in the 
company about them is stored safely and confidentially. 

 > It is important to note that the use of CCTV in the 
workplace must also be clearly outlined and that it may be 
used in any disciplinary issues.

If you have any further queries on Data Protection, or if you 
would like Russell Brennan Keane to draft a policy for your 
company, please get in touch with our HR Solutions team on 
0906480600.
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Disclaimer

While every effort has been made to ensure the accuracy of information within 
this publication is correct at the time of going to print, Russell Brennan Keane 
do not accept any responsibility for any errors, omissions or misinformation 
whatsoever in this publication and shall have no liability whatsoever. The 
information contained in this publication is not intended to be an advice on any 
particular matter. No reader should act on the basis of any matter contained in 
this publication without appropriate professional advice.

Contact Us

If you are interested in discussing any of the above, please get in 
touch with a member of our HR Solutions Team.

Shaunagh Dunican 
HR Solutions Administrator 
T: (090) 6480600 
E: sdunican@rbk.ie

The HR Solutions Team:

The HR Solutions Team at Russell Brennan Keane have the 
expertise to support business to apply HR Best Practice. 
Our areas of specialisation include, but are not limited to, the 
following:

 > HR Compliance  (audit review of HR Documentation)

 > HR Consultancy Support – Change Management, 
Organisational Review and Design, Performance 
Management, Disciplinary and Grievance, Workplace 
Investigations and Talent Management

 > HR Helpdesk Support

 > Recruitment

 > Training
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