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ive months after opening their new
mortgage shop on Ecclesall Road,
things are going from strength to

strength for business principals David
Blunden and Scott Woodward at Mortgage
Advice Bureau.

David said:“It’s already apparent that there
is going to be huge demand for our service in
the area.The number of clients that have
walked into the shop already for advice has
pleasantly surprised us and has far exceeded
what we anticipated or hoped for.

“The feedback we are getting is fantastic
and the positive comments about the shop
design and warm and welcoming atmosphere
is exactly what we set out to achieve.
Arranging a mortgage or getting advice can
be a daunting time but we want people to
feel comfortable as soon as they walk in, so
we can help them get to the most suitable
conclusion.”

Scott added:“We’re so pleased with how
the shop launch has gone. People like the fact

that they can walk in and have a same day
appointment and we are readily available on a
face-to-face basis.With a large commitment
such as a mortgage, we still believe that there
are people who prefer to talk face-to-face;
there are so many different factors to consider
with a mortgage, and to be able to sit in a
relaxing environment seems to be helping our
customers.

“The shop is open 9-5 Monday to Friday
but we are very flexible in terms of
appointments.We still see clients in their
homes or at work and can do this during
evenings or weekends to suit.We have already
had a large number of customers come into
the shop to arrange appointments in the
evening to fit around their work
commitments.”

Scott and David are also keen to expand
the business and have started discussions with
a large number of other Sheffield-based
businesses.

Scott explains: “The discussions we have

had so far have been incredibly beneficial and
we have already established strong links with
businesses in the area, including local builders,
estate agents and accountants and are now
looking to build strong relationships with
local solicitors.

Mortgage Advice Bureau is one of the UK’s leading
mortgage networks, with access to over 11,000
mortgages from more than 90 and has won 70
awards in the last five years, including two at the
recent Mortgage Strategy Awards.

mortgage Advice Bureau
926 Ecclesall road, Sheffield, S11 8tr
tel: 0114 478 9234
www.mortgageadvicebureau.com/sheffield
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CONTINUED POSITIVE FEEDBACK HAS DRIVEN MORTGAGE ADVICE BUREAU TO
LOOK AT WAYS IN WHICH THEY CAN IMPROVE THEIR SERVICE EVEN FURTHER.

High expectations
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Editor’s Notes
Welcome to the Summer 2017 
issue of The Legal, which has an 
Employment Law focus, which is 
most relevant in the light of the 
recently published Taylor Review 
of Employment Practices in the 
Modern Economy.  You can find the 
ACAS response to the review on 
page 18.  We hope that you will find 
all the wide-ranging articles both 
interesting and informative.

Now that the warm weather has at 
last arrived, hopefully you will all 
manage to get a well-earned break 
either at home or abroad. If so, 
perhaps Tracey Marsden’s article on 
‘Holiday Working’ on page 15 may be 
of particular interest. 

Please see page 20 for the Law 
Society’s upcoming social and 
training events.  The new President, 
Charles Neal and his committee 
very much look forward to seeing 
you here.



Welcome to the latest edition of the Legal. As this is my first 
“President’s Column”, allow me to introduce myself.  I am 
Charles Neal and I am a partner at Bell & Buxton.  I have been 
involved in the Sheffield and District Law Society more or less 
since qualification, and spent quite a few years as Treasurer 
before taking the plunge and accepting the nomination to 
become Vice President last year.  I am very proud to have 
been elected at our AGM in April to represent the Society as 
president for a year.  

The profession of solicitor is a great 
profession; the knowledge and skill that 
we bring to our clients is immense.  Every 
time I attend a meeting of solicitors, 
I am quite overwhelmed by the skill, 
talents and sheer knowledge of those I 
meet.  When we look back and see the 
contribution that local solicitors have 
made to Sheffield, and what is now 
becoming the Sheffield City Region, it is 
truly amazing! We certainly do stand on 
the shoulders of giants.  

I can’t help feeling that the title, role 
and standing of solicitors is constantly 
being watered down by the media and 
successive governments.  This is a shame 
for us personally, is unjustified in more 
ways than I can articulate here, and is 
ultimately, I believe, damaging to the 
proper functioning of society and the 
rule of law.  We are fortunate to live in 
a country that accepts the principle of 
the rule of law and the independence of 
lawyers with the legal system.  It is not an 
accident that solicitors and lawyers are 
often in the forefront of both opposition 
to and persecution by despotic regimes 
around the world.

Among the other things that the 
Sheffield & District Law Society does is 
to promote the profession, to provide 
a forum for a meeting of minds among 
the professionals, to respond on our 

behalf to consultations and to be one 
way of standing up for the rights of all in 
society.  We also have great socials and 
networking opportunities!

I am deeply indebted to work of so many 
other people, from Liz and Megan in the 
Law Society Office, to Natalie Cosgrove 
who worked so enthusiastically through 
her year as president and continues to 
work in and support the society, to my 
Vice President Paul Singh, the whole 
Committee from many of our member 
firms and to Lesley Lomax for her 
dedication to this publication. Thank you.

Each year, the President chooses a 
charity or charities which we support 
throughout the year.  My chosen charity 
is the Sheffield Carers Centre. This 
relatively small local charity does work 
around the city and region which belies 
its size, providing service to support 
people of all ages who are caring for a 
relative.  Services include: maintaining 
the Sheffield Carers Register and mailing 
list; publishing a regular, free, newsletter 
which is available by email or by post; 
running a Carers Advisory service – a 
free and confidential helpline offering 
advice and information on all aspect of 
caring; a weekly drop-in service; advice 
and information by email; specialist 
advice sessions on legal matters and on 
welfare benefits; support with gaining 

or maintaining employment; specialist 
support for young adult carers (aged 
18-25); and  servicing the Carers and 
Young Carers Partnership Board and 
representing the needs of carers on it 
among other activities.  I recommend 
this charity to you all; the needs of carers 
around the city are as diverse as each 
individual and their situation, and carers 
often struggle with things we take for 
granted and find it very difficult to get 
the necessary time away for themselves.  
We will be supporting the Carers Centre 
throughout my year with fundraising 
at our events. If anyone wants to know 
more about the work of the charity 
and if anybody either needs their 
support or wants to offer any support 
to the charity, please contact the 
Law Society or the charity direct via 
www.sheffieldcarers.org.uk .

We will be continuing at the Law Society 
providing learning and development 
by way of seminars and courses, details 
of some of which appear in the edition 
of the Legal and more will be provided 
through the website in due course.  
The change in ongoing professional 
learning and development means that 
focused courses of various kinds are 
more important than before.  I would 
encourage everyone to keep an eye 
out for courses that would fulfil their 
particular needs.

Welcome to Bell & Buxton Solicitors 
Sheffield

Legal Services for Businesses and Individuals.

0114 249 5969   |   legals@bellbuxton.co.uk   |   www.bellbuxton.co.uk
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Bullying at work - what, why and how to prevent!

Bullying only occurs in the school 
playground, with bullies being misguided 
unruly youths, who eventually grow out 
of their behaviour… sadly not! Bullying 
in the workplace is a huge issue. In the 
legal and professional sectors, bullying is 
a particular problem with a hierarchical 
system allowing those with power to 
mistreat those without.

It not only negatively effects the 
individual on the receiving end of the 
unwanted behaviour, but also can have 
a detrimental impact on the culture 
of the business, staff morale and 
productivity and recruitment. It is in 
everyone’s interest to identify and 
address issues which arise, promptly, 
fairly and consistently.

What is bullying in the 
workplace?

“Bullying is offensive, intimidating, 
malicious or insulting behaviour that 
can make a person feel vulnerable, upset, 
humiliated, undermined or threatened”.

Bullying can take the form of physical, 
verbal and non-verbal conduct and may 
include:

• physical or psychological threats;

• overbearing and intimidating 
 levels of supervision;

• inappropriate derogatory remarks   
 about someone’s performance.

What is harassment?

Any “unwanted physical, verbal or 
non-verbal conduct that has the purpose 
or effect of violating a person’s dignity 
or creating an intimidating, hostile, 
degrading, humiliating or offensive 
environment for them”.

This may involve conduct of a sexual 
nature (sexual harassment), or it may 
be related to age, disability, gender 
reassignment, pregnancy or 
maternity, race, colour, nationality, 
ethnic origin, religion or belief, sex 
or sexual orientation or be general. 
 
Cases

• In Bivonas LLP and other v Bennett,  
 a handwritten note found by an  

 employee referring to his ‘batty boy  
 mate’ was direct sexual orientation  
 discrimination. The importance of  
 providing employees with training 
 on equality and diversity was 
 emphasised.

• Questions about an employee’s  
 sexuality amounted to sexual  
 harassment and the company was  
 criticised for dismissing the  
 behaviour as ‘office banter’ in Austin 
 v Samuel Grant (North East) Ltd.

• A one-off comment is enough to 
 constitute discrimination. In  
 Clements v Lloyds Banking plc and 
 others the comment ‘you are not  
 25 anymore’ was found to be age  
 discrimination.

• In Harper v Housing 21, repeatedly  
 likening an employee to a woman on  
 ‘My Big Fat Gypsy Wedding’ was direct  
 race discrimination, racial harassment  
 and constructive dismissal.

• Office banter was considered in Minto  
 v Wernick Event Hire Ltd. The tribunal:  
 “Banter’ is a loose expression,  
 covering what otherwise might be  
 abusive behaviour on the basis that  
 those participating do so willingly  
 and on an equal level. It can easily  
 transform into bullying when a  
 subordinate employee effectively has  
 no alternative but to accept/ 
 participate in this conduct to keep his  
 or her job.”

How can you prevent bullying 
in your Firm?

• Have a clear Anti-Bullying and  
 Harassment Policy contained within  
 the Employee or Staff Handbook to  
 set out how you will support  
 employees and address bullying and  
 harassment. You have a duty to  
 protect not only employees, but  
 anyone who has contact with the  
 business including clients and  
 suppliers.

• Deal with complaints fairly, 
 compassionately and be consistent  
 in your approach. Often complaints  
 will be of a sensitive nature and  
 require careful handling. Employers  
 should decide whether the complaint  

 
 
 
 
 
 
 
 
 

 can be dealt with informally or  
 whether more serious action is  
 required.

• Conduct an unbiased investigation,  
 perhaps by an external investigator,  
 and speak to all those involved. You  
 may need to suspend an employee  
 to ensure that an unhindered  
 investigation can take place.

• Any disciplinary process which  
 follows, should be in line with the  
 Disciplinary Procedure.

What should you do as an 
employee?

Act promptly and address any behaviour 
you are uncomfortable with. First 
consult the firm’s Anti-Bullying and 
Harassment Policy.  However, if there 
isn’t one, then the starting point will be 
to try and resolve the issue informally. 
This could include having a chat with 
managers and colleagues, who may not 
be aware that their behaviour is causing 
offence or upset. If this is ineffective or 
the matter is more serious, then a formal 
grievance should be raised. The firm 
should have a Grievance Policy to guide 
an employee through this process.

What legal claims do you need 
to be aware of?

An employee may be able to bring claims 
for discrimination, constructive unfair 
dismissal, personal injury and breach 
of contract. As employment lawyers, 
we often witness the consequences of 
this. It’s not just the cost of defending 
a claim and compensation award that 
stings; the reputational damage and 
difficulty in recruiting the best talent is 
often a knock-on effect of getting a firm’s 
employee relations wrong.

Jay Bhayani, 
Bhayani HR & Employment Law
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Discrimination, flexible working and 
the modern workforce
The workforce is changing; employers and employees are 
adapting to modern and flexible ways of working.

It has long been the case that employees who are pregnant 
or on maternity leave are protected from discrimination 
and from suffering detriment in the workplace or being 
dismissed because of their pregnancy or maternity leave. 

At Howells, our specialist employment and discrimination 
team regularly handle pregnancy discrimination claims. For 
every respectable employer treating pregnant employees 
with decency, there are others that think that maternity 
leave is nothing but an inconvenience. 

The Department for Business, Innovation and Skills 
and the Equality and Human Rights Commission 
commissioned a report investigating the prevalence 
of pregnancy  discrimination in the workplace, interviewing 
over 3000 employers and 3000 mothers. Some of the main 
findings of their research are staggering:

• 11% reported they had been  
 dismissed, made redundant or  
 been treated so badly that they  
 had to resign after notifying their  
 employer of their pregnancy

• 20% said they had experienced  
 harassment because of their  
 pregnancy

• 27% of employers felt pregnancy  
 put an unreasonable cost burden  
 on the company

While there is protection for pregnant employees and those 
on maternity leave, by way of a discrimination claim to 
the Employment Tribunal this can be cost-prohibitive with 
Employment Tribunal fees. A government review identified 
that changes were needed in respect of the help with fees 
regime for those pursuing such claims. It was estimated that 
only 1% of women would pursue a pregnancy/maternity 
discrimination claim in the Employment Tribunal. This may 
well be due to the fees involved not only for the Tribunal but 
in seeking legal advice.

Howells provides discrimination advice under the Civil 
Legal Advice scheme, as one of three specialist providers 
nationally. This legal help scheme offers free legal assistance 
to those who are financially eligible.

A further statistic that arose from the aforementioned 
research is that 68% of mothers made flexible working 
requests and of those requests that were approved, 51% 

of them said that they felt they were treated negatively 
because of this. 

The workplace is changing, business is becoming more agile 
and flexible working is becoming commonplace in many 
businesses. Employers need to be alert to the increasing 
interest in flexible working and a consistent approach is 
recommended. However, it is not just employees with 
children who are entitled to request flexible working and 
employers should make sure all employees are aware of 
their rights to erode any perception that parents are treated 
more favourably than others.

More often than not, employers tend to find that permitting 
flexible and agile working increases loyalty, morale and 
productivity. 

Interestingly, it has recently been announced that some 
international law firms are introducing flexible working 
schemes to their associates and partners. Perhaps law firms 
are catching up and becoming innovative, forward thinking 
and attuned to the changing values of their employees.

That is particularly the case for myself and Howells – while 
often the arrival of a new baby is associated with the mother 
taking 9 -12 months maternity leave and the father having 
2 weeks paternity leave, a new scheme was introduced in 
2014 – shared parental leave.  This summer, I embark on a 3 
month period of shared parental leave, and responsibility for 
a 9 month old will rest solely with me while my wife returns 
to work. Yes, it is daunting, but to have this opportunity to 
take this precious time off is one I could not turn down. I’m 
a pioneer for shared parental leave within the firm and take 
up nationally has been very low - data from HMRC shows 
that only 3,000 couples took SPL in the first quarter of 2016, 
which equates to 2% of those families in which the mother 
took maternity leave during this time. 

Anyone taking shared parental leave has similar levels of 
protection to mothers taking maternity leave i.e. they are 
protected from detriment and dismissal. But, there is no 
protection from discrimination, so therefore no legal help 
funding available for any legal challenge.

As I embark on my shared parental leave, I can only be 
thankful for Howells being supportive in the way that all 
employers need to be in the modern world. The roles of men 
and women are changing, the set routine of a 9-5, Monday 
to Friday working week are changing and now is the time for 
employers to adapt. I can only encourage them to do so for 

the benefit of not just their employees, 
but their business as well. 

Tom Bernard, 
Howells Solicitors



Nearly every organisation has members of staff who do not fit 
in, who are “a square peg in a round hole”. It is hard to understand 
how this can happen: it is probably down to the limitations of 
the recruitment process, with everyone being on their best 
behaviour at the interview stage. Issues such as “chemistry” 
are rarely considered at that point. Psychometric testing is 
relatively rare and even that would not guarantee that recruits 
will behave well and fit in with their new colleagues. 

So, how do you deal with someone who does not really 
belong in an organisation? This can sometimes be through 
performance management or use of a disciplinary procedure or 
can be by making use of that little used potentially fair reason 
for dismissal, “some other substantial reason”. A breakdown of 
working relationships falls squarely into this category. 

In Treganowan -v- Robert Knee & Co Ltd, there was friction 
between a group of girls working together in an office, who 
had different views on ethical matters. Miss Treganowan was 
dismissed because her opinions caused a personality clash for 
which she was blamed. She was dismissed and the dismissal 
was found to be fair. The reason for dismissal was “some other 
substantial reason”. 

In a case called Perkin -v- St George’s Healthcare NHS Trust, Mr 
Perkin was a senior employee with the post of finance director, 
who was very difficult to work with. It was not that he behaved 
badly or was guilty of any misconduct; it was just that he had 
a rebarbative personality. He was un-cooperative and it was 
difficult to arrange meetings with him, for example. He was just 
“hard work” because of his manner and management style. 

The hospital trust wrongly decided that this behaviour pattern, 
which was down to personality rather than anything deliberate, 
constituted misconduct and dismissed Mr Perkin. Although the 
employee followed a completely wrong procedure and chose 
the wrong basis for the dismissal, it managed to win the case on 
an unusual basis. The Court of Appeal found that if the employer 

had decided to dismiss Mr Perkin 
because of his personality for 
“some other substantial reason” 
instead of for misconduct, then 
the dismissal would have been 
fair. The case is very unusual because, normally, if the employer 
picks the wrong reason for dismissal, the unfair dismissal claim 
will succeed, but in this case, Perkin was plainly so obnoxious 
that the Judges decided he had to lose the case. (That’s my 
interpretation, anyway!)

In the last couple of years, a statutory mechanism has been 
brought in called “protected conversations”. These allow an 
employer to have a “conversation” with an employee about 
severance terms. Such conversations often lead to the 
employee getting the point and to severance terms being 
agreed which are formalised in a settlement agreement. So long 
as the employer does not behave improperly, the conversation 
and any correspondence associated with the conversation are 
privileged and cannot be used as evidence in support a claim of 
constructive dismissal. So it is a relatively safe method of trying 
to get rid of someone who does not fit in or is not performing 
well, even someone who has acquired unfair dismissal rights.

My personal favourite story about getting rid of someone 
who was not liked predates the ban on smoking in buildings 
in England. I visited an employer in South Yorkshire that had a 
difficult employee. She was un-cooperative, unpleasant, selfish 
and was disliked by everybody. Smoking was permitted in the 
office and the problem employee smoked. I ascertained that she 
was the only person in the office who smoked. I recommended 
that the employer bring in a smoking ban in the building, and 
of course, there was no shelter in those days. The employer 
took the advice and introduced a smoking ban. The employee 
resigned a few days later having found herself another job, so 
the problem was solved in a jiffy! 

Those problem employees

John Gaunt & Partners promotions
John Gaunt & Partners, 
who are a specialist 
alcohol licensing firm, 
have promoted both 
Patrick Robson and Paul 
Henocq to Associates.

Patrick has been with the firm since 
2004, when he joined as a paralegal 
to assist our clients in navigating 
licensing reform in 2005. In 2008, he 
became the firm’s first trainee solicitor, 

qualifying as a solicitor in March 2010. 
Since then, he has handled all types 
of licensing applications in England, 
Wales and Scotland with a meticulous 
attention to detail, becoming a key 
member of our team.

Paul Henocq joined John Gaunt & 
Partners in December 2016 and has 
made his mark in Licensing Law, whilst 
expanding the firm’s expertise to its 
clients, particularly in  Regulatory 

and Health and Safety Law alongside  
Private Motoring Law, both areas of 
further development for the firm.

Partner Tim Shield, said: “We are 
delighted to have made these 
promotions. Both are key members 
of our team, as we look to grow our 
team and our licensing related areas 
of expertise."
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Arena’s smart technology
enables mailrooms to 
go digital

Arena Group recently featured their smart mailroom software at LegalEx 
to demonstrate how legal firms can transform how they handle the critical 
paperwork and documentation coming into and out of their business and 
reap benefits in terms of productivity, cost savings and reduced risk.

Traditional ways of managing the mailroom function in a busy 
law firm, and across many other commercial organisations, 
are inefficient and contain potential for mistakes with the 
double-handling of documents, and require costly resources 
to do straightforward tasks. Issues in finding siloed information 
will also hamper efficiency, with no single view or version of the 
truth, making timely responses to a client or internal query and 
maintaining high levels of customer service difficult.

The business is also subject to security breaches and risk, with 
difficulty in recording who has looked at what and maintaining 
accurate audit trails, and processes for responding to requests 
for information clunky and inefficient.

As demonstrated at LegalEx and featured in a seminar led by 
Arena’s Neil Maude, post can be scanned at the point of receipt. 
Arena’s solution then applies intelligent document capture 
and effective artificial intelligence or machine learning to 
ensure that documents are automatically routed to the correct 
individuals or teams.

The real story is in the benefits that a law firm can realise, not 
least through increased efficiencies. Documents are physically 
handled only once, simple tasks done automatically and 
consistently by a rules-based process, and documents are then 
immediately available.

Digital documents can also be made searchable and at the 
right person’s finger-tips. Risks are reduced with automatic 
audit trails, providing complete process visibility. Personally 
identifiable information (PII) content can be identified, 
retrieved and disposed when no longer needed with no hassle. 
Exceptions and issues are flagged early, and originals can be 
out-sorted and retained in the mailroom rather than travelling 
around the firm.

So why isn’t everyone doing it? Some firms are change averse 
and don’t see the need to change “back office processes” as a 
priority. But with increasing pressure on firms to reduce cost, 
improve efficiency, reduce risks through data protection 
changes (e.g. GDPR), enhance customer service and retain 
good staff through heightened job satisfaction, now’s the time 
to take a closer look:

Client service can be boosted through instant access to a 
complete set of data, enabling speedy, accurate and consistent 
processing which in turn improves client perception.

Efficiency is enhanced by removal of double-handling and 
repeated processes with delays removed, avoiding the cost of 
busy fee-earners waiting for the post.

Profits are enhanced as improved service excellence allows 
premium pricing, costs are reduced, client retention improves 
through increased client service and risk reduction safeguards 
future profits.

You can view Neil’s slides by using the URL below.

www.arenagroup.net/articles 
arena%E2%80%99s-smart-technology-enables-mail-
rooms-to-go-digital 

Or get in touch with Arena’s specialist legal team 

legal@arenagroup.net 0344 863 8000



The gig economy, zero hours’ contracts, the scope of 
self-employment - employment status has possibly 
never been as apparent in the public consciousness.      

For so long  it was the exclusive plaything 
of employment lawyers grappling over 
the intricacies of mutuality of obligation 
or the extent of control; now the mention 
of taxi drivers rights will prick the ears of 
most casual bystanders.

The world of work has changed. 
Technological developments have led 
to companies offering work via on-line 
platforms. Opportunists have spotted 
gaps in contract law to engage individuals 
in a manner that limits their financial and 
legal liability. Also, conversely, we have 
seen an increase in workers genuinely 
seeking flexibility in their working hours.

All of this is then brought into sharper 
relief when general election manifestos 
are launched, expressing polar opposite 
views on the extent of employment 
rights against the backdrop of a new 
employment law world post-Brexit.

Is the law on employment status fit for 
purpose, and if not, where is the room for 
improvement?

To re-cap the current position, at 
opposing ends of the work spectrum are 
employment status and self-employed 
status. An employee works under a 
contract to perform work personally. 
The tests of employment status are well 
established and revolve, largely, around 
personal service, mutuality of obligation 
and control. A self-employed contractor, 
by contrast, is in business on their own 
account providing services to customers 
or clients, generally providing their own 
equipment, marketing their business and 
engaging in financial risk. Mutuality of 
obligation, personal service and control 
are absent.

The third status classification is the 
intermediate status of “worker”. A worker 
shares the obligation of personal service 
with an employee, but frequently 
mutuality of obligation is absent. For 
example, in the case of casual workers, 

there is no obligation on the company to 
provide regular work and the worker is 
not obliged to accept work offered.

The current status quo creates 
uncertainty. Establishing the correct 
employment status is often left to be 
decided retrospectively by the courts. 
This is unsatisfactory, as judicial decisions 
tend to be very fact-specific, making it 
difficult for parties in a working relation-
ship to apply those decisions to different 
elements of their workforce.

This will not change, as judgments on this 
issue must take a multi-factorial approach 
when determining employment status, 
considering matters such as control, 
risk, integration into the business and 
so on. When this consideration is of 
a fact-specific nature, few judgments 
tend to create any great clarity across 
the employment spectrum, leaving the 
argument to persist. 

The greatest current concern is that 
the regime, as it stands, leaves room 
for abuse -the exploitation of workers, 
particularly within vulnerable sections of 
society. Reports of individuals unwillingly 
working regular, long hours, without the 
permanence of employment or access to 
the guarantees of the living wage, holiday 
pay and other minimum protections, 
suggest a real social issue. 

The solution is not simple, and will 
require in-depth consultation, particular-
ly to ensure any changes fit an evolving, 
technologically advanced labour market.

Some ideas worthy of discussion in the 
writer,s view are:

i) A review of the definitions of each 
employment status category. Self-
employment is currently undefined and 
the definition of worker status leaves 
significant grey areas. Both concepts are 
capable of being strengthened and a 
conjoined review of both could lead to far 

more certainty, and thus far easier 
enforcement routes against exploitative 
employers.

ii) A review of rights attached to 
each category of employment status, 
particularly post-Brexit. Uncertainty will 
exist in any event following our exit from 
the EU on issues such as holiday pay, for 
example, as a result of EU enforced rules 
on the taking of holiday and how it is paid. 
An opportune time therefore to review 
these matters alongside integration with 
employment status.

iii) Implementation of clearer guidance on 
employment status, from government, to 
both companies and workers. This could 
assist via intervention in the recruitment 
process. Companies could be required to 
identify the employment status in a job 
offer, which can then be coupled with 
guidance to workers on the applicable 
employment rights. This would offer 
clear choice to candidates and could 
also precipitate greater competition in 
the labour market (noting the potential 
Brexit impact on availability of labour), 
and thus an increase in more permanent 
offers of employment.

The current feeling is that the law in this 
area is not evolving with the changing 
labour market, and is instead constantly 
playing catch up via the courts. As a result, 
this is creating social issues within the 
shades of grey between each category 
of employment status. Public attention 
towards this has ensured a place on 
the agenda at government level and 
therefore changes, in some form, appear 
likely. It is unclear how radical those 
changes will be, but the forthcoming 
General Election will undoubtedly shape 
the extent of the review.  

Ben McFeely 
MKB Solicitors LLP
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MKB promotes employment solicitor to Partner

MKB Solicitors LLP has promoted Ben McFeely, an 
employment law solicitor, to the role of Partner.

Ben joined MKB in 2010 and, since that time, has become a 
highly regarded lawyer in Barnsley and South Yorkshire. Ben 
specialises in employment law and has built up an extensive 
portfolio of employer clients and senior executives. He has 
also developed the business of MKB across all practice areas 
in recent years in the role of Business Development Manager.

Ben is recognised in the 2016 edition of the Legal 500 as an 
expert in the field of employment law and HR and he is an 
active member of the Employment Lawyers Association and 
Industrial Law Society.

Ben began his new role as Partner on 1 April 2017.

Simon Brian, Senior 
Partner & Head of 
Employment Law at MKB, 
Simon Brian commented: 

“Ben’s promotion to 
Partner is well deserved 
and underpins MKB’s 
commitment to further 
growth and being 
recognised as the 
firm of choice for all 
Employment Law & HR 
related matters within Barnsley and the surrounding areas.  
Ben’s commitment and hard work in helping to develop our 
Employment & HR services has been invaluable during and 
throughout his time with the firm”.

Three DLA Piper lawyers have been promoted to the 
partnership in the firm's Sheffield office. 

Mark Keeling, who has been with the firm since 1999, joins 
the partnership from legal director in the Real Estate practice. 
Amanda Pilkington, from the IPT practice, joined the firm in 
September 2005 and is promoted from legal director. David 
Beech is promoted to partner from senior associate and has 
been with the firm’s Corporate practice since August 2005. 
The promotions are effective as of 1 May.

Petra Billing, Office Managing Partner for Sheffield, 
commented on the promotions: “We are absolutely 
delighted that these three very talented lawyers have been 
deservedly promoted  to the partnership  demonstrating the 
importance of the Sheffield office to the success of our firm 
around the world and supporting our strategy for growth. 
Securing such capable practitioners reinforces s our vision to 
become the world’s leading business law firm and allows us 
to provide the best possible service to our clients wherever 
they do business . We wish them all the very best in their 
future with the firm.”

These promotions form part of the firm's global announce-
ment, whereby 46 lawyers have been promoted to 
partnership. The promotions were made across many of the 
firm's practice areas in 28 different offices throughout 13 
countries. Nine partner promotions were made in the UK. 

Simon Levine, Global Co-CEO of DLA Piper, commented: "I 
would like to extend my thanks and congratulations to all 
of the highly talented lawyers that join the partnership this 
year. These lawyers represent the next generation of DLA 
Piper and their dedication and commitment remains integral 
to the firm's success and our continued ability to deliver first 
class legal advice to our clients."

DLA Piper announces  
promotions in Sheffield
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Employment lawyer, Jennifer Walker has 
joined Sheffield city centre solicitors, 
Graysons, as head of its employment law 
department. 

Jennifer, who hails from Sheffield, has 
over 15 years’ experience working in the 
field of employment law, starting in 2002 
at the Citizen’s Advice Bureau and then 

as an employment paralegal.  Jennifer initially graduated with a 
degree in English and history, but qualified as a solicitor in 2009 
after achieving a first-class degree in law. 

A member of the Employment Lawyers Association and the 
Industrial Law Society, Jennifer has worked closely with various 
unions over the past few years, advising organisations such as 
CWU and GMB and their members, in addition to working with 
the Police Federation and police officers.

She advises employers and employees and has a wealth of 
knowledge, with particular expertise in issues such as terms, 
conditions and contacts; policies and procedures; hours and 
pay; disciplinary and grievance procedures and employment 
tribunal claims; discrimination, harassment and victimisation; 
unfair dismissal, redundancy and reorganisation; restrictive 
covenants and TUPE claims.

Jennifer is also experienced in offering HR advice and assistance 
on a range of issues, including employee consultation; capability 
and performance; investigations; pay and reward and grievance 
and disciplinary hearings

Graysons’ managing partner, Peter Clark, says “Jennifer is a 
tremendous addition to the firm. Our clients will undoubtedly 
benefit from her skills, knowledge and breadth of experience.   
I’d like to welcome her to our team and look forward to her 
positive contribution to the continued growth of Graysons.”

Graysons appoints 
head of employment
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Taylor Bracewell Solicitors leading the legal 
field in South Yorkshire

Taylor Bracewell Solicitors 
LLP, based in Doncaster and 
Sheffield, have taken a big 
step to improve the services 
they offer their clients by 
converting to an Alternative 
Business Structure (ABS). 
This gives them the 
flexibility to develop 
completely new ways to 
help their clients. They are 
making an immediate start 

by appointing Clare Ashby, the firm’s Practice Manager, as 
a partner.

Taylor Bracewell believe that this is a major step forward. In 
the UK only 5% of solicitors have converted to an ABS, so the 
firm is one of very few in the South Yorkshire area which are 
leading the way by adopting this new business model.

Adopting the ABS model helps clients by increasing 
choice and competition, and allows law firms to develop 
a more diverse and complementary range of services. 
For example, solicitors can join up with other professional 
service businesses such as accountants, or to include such  
rofessionals as partners of the organisation.

As new services are developed and launched by Taylor 
Bracewell they will be available to all of their clients 
supported from their Doncaster and Sheffield offices.

Sharon Beck, Managing Partner, commented:

“I am delighted to welcome Clare to our partnership. These 
steps help us to stand out from the crowd in the legal world. The 
firm is breaking new ground in recognising that it is not exams 
which were taken many years ago that qualifies people to sit 
around the partnership table.”

“I am also excited to lead and to be part of such an innovative 
and forward thinking Law Practice. At Taylor Bracewell we aim 
to promote people based on their talent and abilities. Having 
the very best talent means we will offer exceptional solutions 
and services for our clients.”

Clare Ashby, Practice Partner, said:

“I am very proud to be part of the Taylor Bracewell team, and to 
have the opportunity to help guide the firm in the future. There 
are very few law firms which have made this change, and it 
just illustrates the forward thinking at Taylor Bracewell. And of 
course, our clients are the main beneficiaries of that constant 
desire to improve.”

Chesterfield based Spencers Solicitors have announced the appointment of 
Liam Kenealy into their Employment Law Team. 

Liam, who has previously worked for firms in Sheffield & Nottingham, is a qualified Employment 
Solicitor, with over ten years of practical experience across a wide range of employment matters. 
He also has a keen interest and niche specialism in representing medical professionals in professional disciplinary proceedings 
involving the Nursing & Midwifery Council & General Medical Council. Liam will lead the Spencers’ employment team and in 
addition to representing individual clients both locally and nationally, and will work alongside the firm’s HR Manager, Kelly 
Pashley-Handford, providing HR and Employment services to local businesses. 

Spencers’ Managing Director Robert Landman said: “We are really pleased to welcome Liam to the team and 
look forward to working with him to deliver significant growth of our employment services over the coming months 
and years”. 

Liam commented “I am looking forward to working at Spencers, and feel I have joined at an exciting time, with plans firmly underway 
to grow and expand the firm’s employment services.”

Spencers Solicitors is a multi accredited legal practice specialising in HR and Employment Law in addition to Personal Injury, 
Debt Recovery and Wills & Probate services. 

Key appointment at Spencers 
Solicitors in Chesterfield
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In 2013, the Coalition Government 
introduced fees for those wishing to bring 
proceedings in the Employment Tribunal 
and Employment Appeal Tribunal. 
That, perhaps together with other 
changes, including limiting the amount 
of compensation unfairly dismissed  
employees could recover, led to an 
enormous reduction in claims, 
somewhere in the order of 60% - 70%. 
The last 2 years have seen an average 
of just over 18,000 claims nationally. 
There has been no commensurate 
increase in the success rate of claims, 
giving lie to the suggestion that fees 
deter unmeritorious claims. 

The Government is now embarking 
upon further “radical” reform, with the 
purpose of providing “support [to] 
citizens to present their own cases simply 
and to obtain justice more swiftly; to 
reduce complexity in language, process 
and systems and to reduce the costs 
of the tribunal system to taxpayers”.  
A cynic might argue an analysis of the 
proposals indicates the latter appears to 
be the priority. 

Reforming the Employment 
Tribunal System 
The Government’s Consultation on 
“Reforming the Employment Tribunal 
System” has to be the fastest on record! It 
commenced in December 2016 and was 
all done and dusted within 3 months: 
proposal, consultation and publishing of 
the Impact Assessment.

The proposed reforms can be split 
(broadly) into 3 categories.

1. Increased Digitisation
The Government wish to “digitise the 
end-to-end process, facilitating online 
interaction between the parties and 
tribunal […] allowing users to engage 
with the tribunal at times and locations 
convenient to them.” However, given that 
90% of claims are already submitted 
online and much communication already 
by email, the heart of this proposal seems 
to be a wish for fewer “live” hearings and 
more “online” and “virtual” hearings. 

2. Use of “Tribunal Case Workers” instead 
of Judges
It is proposed that lay Case Workers 
will deal with certain aspects of judicial 
decision making, for example procedural 

issues and the timeliness of applications 
and amendment. Of course, the 
determination of procedural issues is 
often of huge importance in defining the 
scope, shape and method of substantive 
determination.

3. Reduction in use of lay panel members 
The Government suggests the automatic 
use of non-legal panel members, without 
considering the needs of the case, is no 
longer necessary; they ought to be used 
only when required by the demands of a 
particular case.

The Impact Assessment  
The devil is often in the detail and the 
proposals were short on that. However, 
the devil may be in the Impact Statement. 
The Government anticipates the effects 
of reform will be that:

•  All case management hearings will  
 be done virtually;

•  80% of all Preliminary Hearings will  
 be done virtually, with only 20% face  
 to face (“live”);

• 90% of Remedy Hearings/Cost   
 Applications will be done virtually.

In relation to final hearings, a distinction 
is made based on what “track” a case 
falls into. HMCTS categorise cases as 
follows:

• fast track - simpler cases (41% of 
 all cases);

• standard track - slightly more 
 complicated; must include unfair 
 dismissal or a “related” complaint  
 (34% of all cases);

• open track - the most complicated; 
 must include discrimination or 
 “disclosure type jurisdictional 
 complaint” (23% of all cases). 

The Government anticipates that: 
• 66% of all fast track/no track cases 
 will be dealt with online or by email 
 - that is nearly 5,000 of the 
 remaining 18,000 cases. 17% will be 
 dealt with virtually and only 17% 
 “live”;

• 50% of all standard and open track 
 cases will be dealt with virtually, 
 that is just over 5,000 of the more 
  complicated cases p.a.

The “shift away from the conventional 
format” will mean “estates savings” i.e. 
“some hearing centres to be closed”. 

The Government anticipates the 
combined effect of the proposals will 
result in a further staggering 34% 
reduction in judicial hearing time and 
“we have assumed there will be a 75% 
reduction in the number of panel 
members sitting days in ETs.”

Comment
Increased digitisation of the claims 
process up to, and at, a hearing is a 
good thing. However, even with a 
perfect platform, the move to such 
widespread “e-justice”, to be dispensed 
not only by judges but lay case workers 
on the papers, is concerning.  Will those 
involved in the 30% of all cases dealt with 
by email feel they’ve had a fair “hearing”?  
How can 50% of more complicated 
cases, including discrimination and 
whistleblowing cases, be fairly dealt with 
at a virtual hearing, perhaps even by 
telephone?

There is an implicit presumption that 
many litigants would prefer to pursue 
their claims without the assistance of a 
lawyer and without meeting a judge, thus 
more “efficient”. That is un-evidenced and 
almost certainly unsound. Most litigants, 
in our experience, regard a fair and full 
hearing more important than a quick, 
cheap one. Moreover, it is difficult to 
see many judges welcoming the idea of 
more litigants in person arguing cases 
in writing. 

Developments which increase efficiency, 
simplicity and access to justice are of 
course to be welcomed. The better 
use of technology in tribunals is to be 
encouraged. However, investment in 
technology is just that. These proposals 
have the purpose of saving money. The 
danger is they will do that by sacrificing  
the quality of justice. It is difficult to 
see how less judicial time, fewer lay 
members, fewer hearing centres and 
only a minority of cases actually dealt 
with by a judge face to face with parties 
at a hearing, can be said to be a change 
for the better. 

By Andrew Sugarman, Barrister at 
Parklane Plowden Chambers.

The demise of the 
employment tribunal? 
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Demand For Newly Qualified Solicitors Remains 
Greater Than Ever

The UK job market remains strong across sectors. We have record levels of Employment 
(74.6%) and we are very close to full employment. The job market continues to perform 
very well and vacancies are at their highest level for many years. This is certainly the 
case within the legal market.

The NQ market, as we write, is in full swing; there remains plenty of choice of oppor-
tunities. Dependent on the practice area, candidates are able to secure at least two to 
three interviews. There is certainly a high demand for Commercial Property, Planning, 
Construction and Corporate Finance, very similar to the demands we saw last year. 
At this stage in the year, NQ candidates have informed us they are in the process of 
being offered, or have been offered, a position to keep them in their current practice. 
Indications are that Commercial Property and Commercial Litigation will be popular 
and there has also been a surge in demand for Private Client solicitors.

There are many benefits of the current market for trainee solicitors. It is likely in this 
current market that NQ’s will have their strongest chance of being retained by their 
current firm in their chosen practice area. Additionally, there are also options for NQs 
to secure a position within their chosen practice area, even if this means moving 
firms; the roles are really out there and it should not be an anxious period for trainee 
solicitors. If you are a recently qualified solicitor and thinking about options in the 
wider market, CRA Legal have consultants who are experts in this area and can give a 
specific overview of current roles in the market. Contact Katie Hunt or Laura Chappell 
for more information.

T: 0114 2418030  
M: 0771 0677706  
E-mail: robert.addy@craconsultants.com    
 
Find us at  
www.craconsultants.com  

Follow us on Twitter: 
www.twitter.com/cralegal

We offer a referral bonus -  
if we place someone you refer  
to CRA Consulting you will 
receive up to £250 - subject  
to conditions.

‘Start Early and be prepared’ would be 
CRA Legal’s advice, if you are  a recently 
qualified solicitor looking for a move… 
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A recent Employment Appeal Tribunal case (Focus Care Agency 
Limited v Roberts – delivered on 21 April 2017) considered 
whether workers required to undertake ‘sleep-in shifts’ are 
deemed to be ‘working’ for the entire period that they are 
present on their employer’s premises, or whether they are 
simply deemed to be working for the period that they are awake 
and engaged in duties. The key distinction is whether workers 
are entitled to the minimum wage for the time that they are 
asleep (as they would be if they are ‘working’ throughout the 
entirety of the shift), or whether they are only entitled to the 
minimum wage whilst they are ‘working’.  

The Tribunal considered three cases, which concerned similar 
issues and so were heard together. The Tribunal considered that 
four factors must be considered when determining whether a 
person is ‘working’, simply by being present on the employer’s 
premises: 

1. The purpose for the worker’s presence on the employer’s 
premises (i.e. is it a regulatory requirement for staff to be 
present on the employer’s premises, which would suggest 
that a worker is working simply by being there?)

2. The extent to which the worker’s activities are restricted by 
being present on the employer’s premises (i.e. are they able 
to leave the premises, or are they limited in what they can 
do on the employer’s premises in any way? Could they be 
disciplined for leaving the premises?)

3. The immediacy of the worker, and the potential activities 
which they may be required to perform (i.e. do they simply 
have to be available in case something comes up, or are they 
there in case an emergency arises and they are needed to 
perform vital work?)

5. The immediacy of the requirement to provide services if an 
emergency occurs. 

The Tribunal considered 
the nature of the worker’s 
duties whilst on shift, and the 
purpose of the workers being 
there. Two of the three cases 
concerned care workers. The 
first was engaged to look 
after vulnerable adults. She 
was held to be working throughout the entirety of her shift, 
due to her employer’s clear legal contributions to ensure that 
there was adequate supervision and support, and the fact that 
the worker’s absence would have left them in breach of this. In 
addition, the worker, had she been required to act, would have 
needed to use her professional discretion, and had sole respon-
sibility in that regard. The second case also led to a finding that 
time spent on-call overnight was time spent working, on the 
basis that, whilst he wasn’t alone on the shift, he was required 
to deal with any emergency which arose during that time. 

The third of the three cases concerned on-site caravan wardens. 
They were held to be working for the purposes of the Minimum 
Wage Act only when they were on-site and engaged in work, 
as they could go home when they were not carrying out their 
duties. There was no legal requirement that these workers be 
present when they were not required, and there was nothing 
to stop the workers going home when they were not needed. 
They were paid a flat call-out rate, but they were not entitled to 
the minimum wage unless they were on-site, working. 

These cases are two very different examples, and I look forward 
to the inevitable borderline cases which test how the court 
applies the four criteria above. Unfortunately, the Tribunal did 
not go so far as to say that we can all get paid for sleeping on 
the job!

Emma Digby, Litigation Partner, Bell & Buxton LLP

Sleeping on the job

Switalskis Solicitors showed they have a heart 
of gold this week when they visited staff and 
patients on the Children’s Heart Surgery Unit 
at Leeds General Infirmary. The Yorkshire-
based law firm has pledged to raise money 
for the hospital charity’s ‘Keeping The Beat’ 
Appeal, which aims to raise £500,000 towards a 
revolutionary children’s heart theatre.

Several of the firm’s Directors were able to see first-hand the 
work carried out at the hospital. Ranjit Uppal, Director and 
specialist Children Law Solicitor said, “As a father of two, and 
someone whose work means that I have to consider the welfare 
of children on a daily basis, it’s humbling to see the incredible work 
being done at the hospital. From the tiniest of babies to the most 
poorly of teenagers – it’s easy to see just how special this place is.”

 

Leeds has the fourth 
busiest heart surgery 
unit in the UK and this 
specialist children’s 
theatre will lead the way 
in providing excellent care 
to babies and children 
for generations to come. 
The firm plans to hold 
a number of fundraising events over the forthcoming year, 
including a Skydive by their most daring lawyers!

Ellie Brown, Senior Corporate Partnerships Manager said, 
“As part of our partnership launch with Switalskis, it was great 
to show them how their fundraising will make a difference. By 
meeting children with congenital heart disease and learning more 
about the work funded by Children’s Heart Surgery Fund, it puts 
into context what we do.  Here at Children’s Heart Surgery Fund 
we’re excited about the year ahead!”

Solicitors show they have a heart of gold
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DLA Piper annonces three partner promotions 
in Sheffield
With the summer holidays fast 
approaching, employers may be thinking 
about offering work experience to 
students, taking on temporary or casual 
workers as holiday cover or to provide 
support during busier periods.  

Tracey Marsden, Employment Partner 
in CMS Cameron McKenna Nabarro 
Olswang LLP answers some common 
questions organisations have about 
these arrangements.

What is the difference between a 
worker and an employee?

A "worker" is someone who enters into 
any contract (express or implied) to 
personally perform work, where the 
other party is not their client or customer. 
An employee is employed under an 
express or implied contract of service or 
apprenticeship. 

The definition of “worker” is often applied 
to those engaged as summer interns and 
other forms of atypical worker who do 
not qualify as employees.  Whilst workers 
have more limited statutory employment 
rights than employees, these include the 
right to National Minimum Wage (or 
National Living Wage) (“NMW”), holiday 
pay, auto-enrolment and the right to 
protection under whistleblowing and 
discrimination law.  

Is a student who is undertaking work 
experience or an “internship” entitled 
to be paid national minimum wage 
(“NMW”)?

This will depend on the arrangement 
the individual has with the organisation.  
Work experience students (commonly 
called “interns”) will not be entitled to 
receive NMW if they are:

 voluntary workers (who work for  
 charities, voluntary organisations,  
 associated fund-raising or statutory  
 bodies only and receive no payment  
 other than expenses incurred); 

 students under compulsory school  
 leaving age; or 

  students in higher or further  
 education undertaking a work  
 placement of up to one year as part  
 of their course.

Government guidance also states that 
those who are simply job shadowing 
will not be entitled to NMW as they are 
not workers.  Furthermore, NMW will not 
apply to those who genuinely volunteer 

their services, although the question of 
whether someone is a genuine volunteer 
is not clear cut – it is important to look 
at the overall arrangements with the 
individual.

What is the NMW and what happens if 
I do not pay it?

The current NMW rates (as of April 2017) 
are:

 £7.50 per hour for people aged 25  
 and over (NB: this is the "National   
 Living Wage" rate);

  £7.05 per hour for people aged  
 21-24;

  £5.60 per hour for people aged  
 18-20; and

 £4.05 for those aged under 18 
 (and above compulsory school age).  

Employers who fail to pay NMW may be 
required to make backdated payments, 
can face potentially significant penalties 
(subject to a maximum penalty of £20,000 
per worker), and potential criminal 
action.  In addition, the organisation may 
be publicly named on the Government 
website with associated PR issues that 
can bring. An individual may also bring 
a claim for unlawful deductions from 
wages and/or breach of contract.

What employment rights do fixed-term 
summer staff have?

Those engaged as a fixed-term employee 
have the right not to be treated less 
favourably than a comparable full-time 
employee due to their fixed-term status.  
However, the nature of fixed-term 
employment means they may not accrue 
sufficient service to become eligible to 
certain benefits or bring certain claims, 
e.g. the two years needed in most cases 
to bring an unfair dismissal claim.

What if you engage staff through a 
temporary work agency?

Hiring temporary staff through an 
agency has the benefit of removing the 
responsibility of running the recruitment 
process and payroll and offers flexibility 
in bringing in or dispensing with staff on 
demand.  

It is unlikely that such staff will be 
employees or workers of the hirer, but 
they will have the benefit of certain rights 
under the Agency Workers Regulations 
2010 ("AWR") from day one of their 

placement, which are the responsibility 
of the hirer.  These include the right to 
use staff facilities, such as a canteen 
or child-care facilities, and the right to 
information about any job vacancies.  

If temporary workers continue to work 
in the same role for twelve weeks, they 
become entitled to the same basic 
employment conditions as the hirer’s 
own equivalent staff, including pay, 
bonuses, working hours, holiday and 
rest periods/breaks.  Although it is the 
responsibility of the agency to provide 
these benefits, the cost is usually passed 
on to the hirer. 

Can we employ someone in school 
holidays?

A child is someone under compulsory 
school age; a "young person" is someone 
under 18 but over compulsory school 
age. A person is over “compulsory school 
age” on the last Friday in June in the 
school year in which he/she becomes 16. 

Generally speaking, you cannot employ 
a child under 14, although there may be 
local exceptions to this.  You may be able 
to employ a child aged over 14 but under 
compulsory school age, but complex 
rules (made up of statutory provision and 
local byelaws) apply and breaches can 
result in criminal penalties. Furthermore, 
employers will have to obtain a permit, 
and there are strict requirements 
governing hours, time and type of 
work. There may also be safeguarding 
issues and requirements to undergo 
Disclosure and Barring Service checks on 
supervising employees.

It is more straightforward to employ 
a "young person", although specific 
protective rules apply in relation to their 
working hours and there is a "young 
workers'” rate for NMW purposes.

What if it's a work experience scheme?

Qualifying work experience schemes 
may fall outside some of the rules on 
child employment where the scheme is 
organised by the child’s school or local 
authority. This would apply to children 
within their last two compulsory years 
at school, although strict rules in relation 
to working hours and types of work 
undertaken by the child would still apply.

Holiday working
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Sheffield Hallam University's Helena Kennedy Centre for 
International Justice (HKC) has been named Best Legal 
Education Provider of the Year.

The prestigious prize was presented at the Solicitors Journal Awards in front of more 
than 450 legal professionals. The Awards, which are split into 19 categories and decided 
by an influential judging panel of legal peers, recognise and celebrate excellence in 
legal practice in the UK.

For this year’s judges, the HKC stood above all other submissions thanks to its breadth 
of work, impressive testimonials, and extensive working relationship with over 40 local 
law firms and businesses.

The award was presented to head of law at Sheffield Hallam, Professor Elizabeth 
Smart, and principal lecturer, Chris Riley, by former England rugby player and lawyer, 
Brian Moore.

Sheffield Hallam's HKC, part of the University's law and criminology department, was officially opened by Baroness Helena Kennedy 
in 2015 and is host to a range of social justice and human rights activities including teaching, research, scholarships, international 
projects, policy review, professional training and advocacy. 

Sital Dhillon, director of the HKC and head of law and criminology at Sheffield Hallam, said: "We are delighted to have received 
this award in a highly competitive category. This is deserved recognition for our talented and hard-working team and especially 
pleasing to be acknowledged by such an esteemed panel of judges”.

Sheffield Hallam University news 

Aspiring law students are set to benefit from a new 
initiative launched in Sheffield.

Urban Lawyers - which supports  
young people enter in to the legal 
profession from less traditional 
backgrounds - has launched its 
programme in partnership with 
Sheffield Hallam University's Helena 
Kennedy Centre for International 
Justice (HKC).

The award-winning charitable 
organisation, founded by barrister 
Tunde Okewale MBE, will lead a school 
outreach programme which will see 
Urban Lawyers training Sheffield 
Hallam law students to run regular  
law sessions at local Sheffield schools 
and colleges.

As well as networking events with 
Urban Lawyers representatives, the 
programme will include interactive 
sessions about areas such as criminal 
offences, drugs and weapons, 
human rights, cyber bullying, and 
the opportunity to take part in a 
mock trial

Tunde Okewale, founder of Urban 
Lawyers, said: "The launch of the 
Sheffield branch of Urban Lawyers 

provides a fantastic opportunity for 
the students to get involved with 
outreach work in the local community 
- as well as developing important and 
practical skills that they will have to 
call on should they decide to pursue 
a legal career.

"Sheffield Hallam is a progressive 
University and they have shown 
through this partnership that they are 
looking to be innovative through the 
community initiatives that they are 
developing." 

Chris Riley, principal lecturer in law 
at Sheffield Hallam University, said: 
"The Helena Kennedy Centre is 
delighted to be launching this very 
important partnership with Urban 
Lawyers, which has been spearheaded 
by its founder, Tunde Okewale. 

"The programme provides the perfect 
platform for our students to develop 
important skills whilst also helping to 
build regional partnerships and forge 
links with our local community. It is 
these relationships which lie at the 
very heart of what the HKC stands for.

"Tunde's personal story is also a real 
inspiration and will resonate with 
many young people who might have 
already written off the legal profession 
as a career option. We are now looking 
forward to seeing the programme 
develop with schools and colleges in 
the Sheffield City Region." 

Tunde Okewale (second left) and Chris Riley (middle), 
with Sheffield Hallam law students (l-r) Luke Van 
Dome, Noora Ali and Chris Birds.



Expertise in legal, business and 
commercial translations
Allegro Legal Translations provides translations of legal, 
business and commercial documents, all completed to the 
highest professional standard.

Allegro Legal Translations’ specialist translation languages are 
English, French, Spanish, Italian and Portuguese.
Is your document in a different language? No problem.
Translations involving other language combinations can often be 
arranged through a network of trusted professional colleagues.

Hello!
Bonjour!
Hola!
Ciao!
Olá!

• Agreements

• Articles of association

• Business documents

• Certificates

• Commercial leases

• Contracts

• Conveyancing documents

• Court documents

• Import/export documentation

• Notarised deeds

• Powers of attorney

• Terms and conditions of   
 business

• Wills

… and many more!

Allegro Legal Translations is run 
by specialist legal translator 
Andrew Leigh, who has over 
15 years of experience in the 
translation industry.Andrew Leigh LLB, MA, MITI

Blenheim Reach, 3rd Floor, 861 Ecclesall Road,
Sheffield, S11 8TH

Call now for a quote or for more information.

“We are always delighted with the highly professional prompt and 
accurate service provided by Allegro Legal Translations”

“I needed a fast and accurate translation of a complex legal file in 
Spanish. Andrew delivered in time with a precise translation and 
exceptional service.”

Tel: 01142686060
Mob: 07950 550760

E-mail: andrew.leigh@allegrolt.co.uk
Web: www.allegrolt.co.uk

for Law Society membersdiscount10%

Sheffield Hallam University news 

Wembley win for Hallam sports law students

Two Sheffield Hallam University law students have lifted a trophy at 
Wembley Stadium as they were crowned champions at the 2017 UK 
Sports Law Negotiation Competition.

Millie Broadbent and Billy Methley, third-year law students, fought off 19 
other finalists to win the competition at Wembley. They were successful 
in both negotiation scenarios and received the highest overall score.

The winners were presented with an engraved trophy which will be 
displayed in the law department's specially designed Moot Court. They also won a week’s work experience at the Rugby Football 
Union at Twickenham and VIP tickets to the NBL Playoff Finals.

Millie Broadbent said: "Representing the University in this competition was an amazing opportunity and something I will never 
forget. Billy and I were absolutely thrilled to have won, and we couldn’t quite believe it when they announced the result. I am so 
proud that our hard work has paid off." 

Dr Gregory Ioannidis, senior lecturer in law at Sheffield Hallam and international sports lawyer, helped train Millie and Billy in the 
lead-up to the competition.

Dr Ioannidis said: "Millie and Billy displayed exceptional levels of commitment, perseverance and professionalism to win this 
competition and they should be very proud.

"Not only did they work very hard, but they also followed instructions to the letter and recognised the importance of attention to 
detail in their preparation. They are a credit to the University and both have a great future ahead of them."

This was the second National Sports Law Negotiation Competition, organised and sponsored by Shulmans LLP.

SHU students: Billy Methley and Millie Broadbent.
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Acas publishes analysis of helpline 
calls on zero hours, agency, 
self-employment and gig economy 
working
Acas has published its response to the Matthew Taylor review 
on modern employment practices.    

The Acas Council response looked at calls to the Acas helpline, 
which revealed confusion and uncertainty around employment 
status and rights for those involved in non-standard types of 
working such as zero hours contracts, agency working, self- 
employment and ‘gig’ working.

Acas Chair, Sir Brendan Barber, said:

"Our helpline analysis revealed that many callers were in a zero 
hours, agency or self-employed arrangement out of necessity 
rather than by choice with some people feeling taken advantage 
of and unfairly excluded from employment rights.

“Many people have also called us for advice on how to challenge 
their employment status following recent high profile tribunal 
decisions that certain individuals should be defined as workers and 
not as self-employed.

“These types of working arrangements can offer flexibility to 
individuals and employers. But it is clear that there can be a lot of 
confusion around employment rights and feelings of insecurity 
within these non-traditional types of working.”

Acas’ analysis of helpline calls found a wide range of issues 
relating to non-standard working arrangements, such as:

 Workers who fell out of favour with their manager were  
 not sure if they had been dismissed or simply left out of  
 the rota temporarily – this had a knock on effect on their  
 income security as the Job Centre were unable to help  
 due to ambiguity around their employment situation;

 Offers of work that had dried up after an employer was 
 made aware of a change in circumstances, such as a worker 
  being pregnant or being diagnosed with a serious illness;

 Uncertainty around working time such as being paid 
 whilst travelling and pay entitlements whilst on call. People 
 working in the care sector in particular were not clear about 
 entitlements to pay during breaks and travelling between 
 assignments; and

 Some helpline callers that worked in construction, hair 
 dressing or cleaning were told that they needed to 
 become self-employed so that their employer could avoid  
 the costs of sick, holiday or maternity pay.

Acas has also published a new discussion paper today 
on non-standard or ‘atypical’ forms of work. The paper 
was prompted by evidence that these types of working 
arrangements are on the rise and identifies areas where good 
practice can be encouraged and improved.

Sir Brendan added:

“Whilst there’s existing 
guidance available to help 
people understand their 
rights and obligations, our 
helpline calls reveal that 
there’s more than can be 
done here."

“Clear and accessible guidance that allows people to make an 
informed choice before entering into these types of working 
arrangements would greatly help the situation. There is also a 
need to further promote good management practices where these 
contracts are used.

“Acas welcomes the Taylor Review and we are happy to work with 
the Government to help improve transparency and good practice 
in these increasingly typical types of working arrangements.”

The discussion paper, Ain’t that typical? Everyday challenges 
for an atypical workforce, further reveals that the practice of 
‘zeroing down’ workers’ hours is used in some workplaces to 
discourage staff from raising concerns or asserting rights 

It similarly found that uncertainty around employment status 
and a sense of insecurity can result in a lack of confidence in 
asserting rights and voicing concerns at work. This can in turn 
affect the ‘psychological contract’ between employers and 
the people who work for them, contributing to feelings of 
unfairness by workers about the way they are being treated. 

Sir Brendan Barber, concluded:

“We welcome the Matthew Taylor report’s focus on good 
quality work."  

 “Our submission to the Taylor review revealed that many Acas 
Helpline callers were in a zero hours, agency or self-employed 
arrangement out of necessity rather than by choice. Whilst these 
types of working relationships can offer flexibility, it is clear that 
there can be a lot of confusion around employment status and the 
rights within them." 

“The review has raised the profile of the debate around the 
importance of good employment practices in these non- 
standard working arrangements and we look forward to seeing 
the Government’s response to the report’s recommendations.”

To see the full discussion paper, please see: 
www.acas.org.uk/policydiscussion

Acas’ response to the Taylor Review is available at: 
www.acas.org.uk/consultations

Acas responds to 
Matthew Taylor review
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Spotlight on a Lawyer

Spotlight on a Lawyer'
Meet the Partner

Name:  Barry Warne, hlw Keeble Hawson LLP
Job Title:  Partner
Department/Team:  Head of Employment

1. How did you get into law?
I did a Law Degree with another career in mind 
(Journalism) but liked it and stuck with it. 

2. Career high?
Attending the hearing of Barber v The Guardian Royal 
Exchange in the European Court of Justice in 1990. 

3. Career low?
I lost my first three Employment Tribunals. 

4. What is the most dangerous thing you have ever done?
Swimming from France to Spain. I swam from Cerbère in 
France to Port-Bou in Spain, about 2 ½ miles, in rough sea, 
and had to hitchhike back across the border in swimming 
trunks. Also picking an argument with a heavyweight 
boxer about scaring my cat by driving too fast in our street. 

5. Do you get road rage?
Not recently..

6. Do you have any annoying habits?
Too many to list, but probably correcting people’s grammar 
annoys them a lot! 

7. If you could have a superpower, what would you 
have and why!
The gift of foresight, but then probably not, as life would 
become too predictable.

8. Have you ever used the phrase "Do you know who 
I am?!" to a junior member of staff? 
Not yet. 

9. Have you ever changed a car wheel?
Yes, but not for a few years. 

10. Tell us one interesting fact about yourself that 
people may not know.
I lived in Singapore as a child and learned to swim there 
at the age of 2. 

11. Have you ever broken anything and not told 
anyone (i.e in a shop and just put it back on the shelf, 
your wife's favourite vase and blamed it on the kids?)
Not yet. 

12. If I was an animal, I would be? 
A shark probably. 

13. When I was younger I wanted to be a? 
Refuse collector. 

14. I'd spend my last £5 on… 
Peanut brittle. 

15. If my house was burning down, I'd save… 
My wife. 

16. If I'd chosen my own name, I'd be called… 
The Count of Monte Cristo. 

17. If you had to sell yourself in three words, what 
would they be?  
Tenacious and succinct. 

18. What was your first car? 
A Volkswagen Beetle costing £95. I was very disappointed 
when I found that only two of the four spark plugs worked 
so the car was not very powerful at first!

19. What is your party trick?  
Throwing up nuts and catching them in my mouth. 
(I often miss though.) 
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Society news and events

Gin Tasting – 13 June 2017

Our first event of the new presidential year was a real sell out as 
we welcomed old and new faces to Sheffield Law Society Hall 
on 13 June. With Barry Starmore of StarmoreBoss delivering 
some exceptional Gins for our guests to sample, it was a very 
popular and well attended evening.

StarmoreBoss is a boutique retailing specialist quality wine, 
craft beer and intriguing spirits.  The product range focuses 
on representing items concerned with quality, provenance 
and heritage. Barry did not fail to deliver an informative yet 
interesting background of each gin and these were sampled 
with various tonics which were most definitely needed to 
accompany some quite fiery gins.

With over 45 guests in attendance and a very wide variety of 
meat, bread and cheese locally sourced from Porter Brook Deli, 
Seven Hills Bakery, the evening was thoroughly enjoyable. As 
the Law Society this year is supporting Sheffield Carers Trust, 
our charity raffle raised £211 and our winners were Paul Singh- 
Sheffield City Council, Colleen Dooney – HLW Keeble Hawson, 
Aaron Stocks – CRA Legal, Kate Saunders – Irwin Mitchell.

After a successful first event, we are eagerly looking forward to 
the next one! 

Social events
Sheffield and District Law Society Wine Tasting 

14/09  5:30pm - 8:00pm       

Sheffield and District Law Society Hall

Price for wine £24 inc VAT for members 
£30 inc VAT for non-members

 Halloween Masquerade Ball

26/10  7:30pm - 12:00am     

Sheffield Millennium Galleries, Arundel Gate, 
Sheffield, S1 2PP

Halloween £35 + vat for members 
£40 + vat for non-members

 SDLS Christmas Quiz

07/12  6:00pm - 9:00pm       

Bloo 88

Christmas quiz £20 + VAT members 
£25 + VAT non-members per team of 4

Training
Are Children at Risk 
from Substance 
Misuse (Avoiding 
Miscarriages of 
Justice)

SPEAKER/PROVIDER 
Mr Paul Hunter 
Technical Director of 
Forensic Testing Service 
– and Expert Witness

DATE AND TIME 
21/09 4:00pm - 6:00pm

VENUE 
Law Society’s Hall,  
8 Campo Lane, Sheffield

MEMBER PRICE 
Free of Charge

NON MEMBER PRICE 
£25.00

Managing Under 
performing Partners 
and Staff

SPEAKER/PROVIDER 
Jay Bhayani 
Bhayani Law

DATE AND TIME 
27/09 4:00pm - 5:30pm

VENUE 
Law Society’s Hall,  
8 Campo Lane, Sheffield

MEMBER PRICE 
£15.00

NON MEMBER PRICE 
£25.00

Leasehold Flat 
Management and 
Extensions Issues

SPEAKER/PROVIDER 
Richard Snape

DATE AND TIME 
30/11 10:00am - 1:00pm

VENUE 
Law Society’s Hall,  
8 Campo Lane, Sheffield

MEMBER PRICE 
£100.00

NON MEMBER PRICE 
£140.00

Key Issues Affecting 
Easements

SPEAKER/PROVIDER 
Richard Snape

DATE AND TIME 
30/11 2:00pm - 5:00pm

VENUE 
Law Society’s Hall,  
8 Campo Lane, Sheffield

MEMBER PRICE 
£100.00

NON MEMBER PRICE 
£140.00
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Meeting room for hire at the Sheffield & District Law Society!
Take advantage of the fantastic rates for our recently refurbished training hall which is available for hire.

THIS ROOM IS FREE TO HIRE FOR MEMBERS OF THE SHEFFIELD LAW SOCIETY!

The hall’s central location on Campo Lane is 
within walking distance of Sheffield train station 
and can easily be reached by bus or tram.  The 
close proximity too many of Sheffield’s law firms 
also makes it an ideal venue for CPD training in 
particular.

We have a flexible room set up and the room can be 
used in boardroom, theatre or classroom style.  
If you require a room for formal or informal meetings 
or training, please do not hesitate to get in touch to 
enquire about our competitive room hire rates.

Tea and coffee are available and breakfast or lunch 
buffets can be provided upon request. 

We offer full or half day hire and hourly rates are also 
available.  
 

To book our hall, please contact 
Elizabeth French, either by 
telephoning the Society's office 
on 0114 272 3655 or emailing 
elizabeth@sheffieldlawsociety.co.uk

NOTE: Students and trainees are entitled to free membership of the Society.

Over 57,000 people in Sheffield - 10% of the population - 
care for a family member, friend or neighbour who is unable 
to manage alone due to frailty, disability or severe illness. 
Caring can be rewarding, but can also be very stressful, 
and many sacrifice much in order to support the person 
they care for. For example, their caring may impact on their 
career, income, social life and mental and physical health. 
Many carers need support in order to be able to continue 
to care - and this is where Sheffield Carers Centre can help.

The Carers Centre is an independent charity which has been 
supporting carers in the city for nearly 24 years.

The services we offer include

 a Carer Advice line which can give free and confidential 
 information and emotional support to any adult carer.  
 Our advisors have a wealth of knowledge about all 
 aspects of caring and can give advice about the many  
 kinds of support available. They can also just listen to  
 carers who need to speak to someone who understands 
 the pressures of caring.

 a quarterly newsletter and other printed information.

 a series of ‘Lets’ Talk About‘ sessions around the city at  
 which carers can learn about such things as fire safety,  
 frauds and scams, and technology which can help them  
 as a carer.

 a range of online services including a website and social  
 media groups or carers in similar circumstances. Carers  
 can also contact us by email for advice and information.

 a monthly carers’ cafe held at a city centre location, where  
 carers can come along to meet other carers, and staff and  
 volunteers from the Centre.

 access to specialist services for carers who combine  
 working with caring, carers looking after someone with  
 a learning disability and those who need advice about  
 benefits or legal matters.

 a counselling service.

 a specialist service for younger adult carers whose  
 education, career and social life can be adversely affected  
 by caring.

 help with getting a break from caring.

 our  ‘In Safe Hands’ service, which gives carers some peace  
 of mind that their cared-for person will be looked after if  
 they themselves are involved in an accident or emergency.

Carers can refer themselves to the Carers Centre or you can 
make a referral on their behalf (with their permission).

We are very grateful to the Sheffield Law Society for choosing 
us as its charity of the year, and look forward to a fruitful 
partnership through the year. 

Sheffield Carers Centre, Ground Floor East, Concept House,  
5 Young Street, Sheffield  S1 4UP.

Tel: 0114 278 8942 (office) or 
0114 272 8362 (Carer Advice Line)

office@sheffieldcarers.org.uk or  
support@sheffieldcarers.org.uk

www.sheffieldcarers.org.uk

Sheffield Carers Centre - 
supporting Sheffield’s unpaid carers



Don’t miss your member benefits!

Whether it is a treat for yourself, or a Christmas present for that special person, do 
take advantage of your member benefits!  The discounts available are redeemable 
on presentation of a valid Member Benefits card.

Further details of benefits can be found on the website:  
www.sheffieldlawsociety.co.uk

Bee Wise Executive Travel of Sheffield 
10% off travel in the UK 
for between 8 and 53 passengers

The Hilton Hotel, Sheffield 
10% off

The Headonist, first class hair and 
beauty salon on Campo Lane  
10% off

George Jewellery, Glossop Road, 
Broomhill - George is offering members 
20% discount on bespoke manufacturing 
of all types of jewellery and repairs

Pavilion Designer Florist, 
Glossop Road, Broomhill  
10% discount on all local orders

The Beauty Clinic,  
Abbeydale Road  
15% off beauty treatments

The Feversham Arms Hotel,  
Helmsley, North Yorkshire  
A bottle of Champagne on arrival

Holiday Inn Express, Sheffield 
10% off best flexible rate

Formkraft 
25% off branded merchandise

Marco Pierre White Restaurant, Sheffield 
15% off food and drink

Tall Poppy Hairdressing, Campo Lane, Sheffield 
20% off first visit and 10% thereafter

Starmore Boss, Sharrowvale Road Sheffeild  
10% off when buying 2 or more bottles of wine

M & M Sign Solutions 
15% off signs and graphics

Bang & Olulfsen, Ecclesall Road, Sheffield 
10% off the supply of all Bang & Olufsen products

Medispa S10, Fulwood Road, Ranmoor  
10% off all beauty treatments

Sable Creative 
15% off your first design job

Cannon PR 
10% off public relation support services

CrossFire Protection 
15% off fire protection services
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Normal price for a routine Hygiene appointment is £54.25 and Tooth Whitening Starts from £295.00 is  

The regions largest  provider of purely  private cosmetic and 
implant dentistry

We would like to offer 50% off a routine hygiene 
appointment and 25% off Tooth Whitening

Plus 10% off all treatmenets 
 for all Sheffield Law Society Members 

Practice Details - 

Millhouses Dental Cosmetic and Implant Clinic 
40 Springfield Road, Millhouses, Sheffield, S7 2GD 
01142 363 615

Fountain Dental Cosmetic and Implant Clinic 
10 Bawtry Road, Doncaster DN4 5NW 
01302 533 635

Yorkshire Sedation, Dental, Cosmetic and 
Implant Clinic 
300 Wickersley Road, Rotherham S60 4JR



Puzzle corner
Word Wheel
Using the given letters no more than once, make as many words as possible of four or more letters, always including the central 
letter.  Capitalised words and plurals are disallowed.  You can also make one word using all the nine available letters.

t e
o s
r u

c p

e

Prize – £10 High Street Voucher.
Please e-mail your solution to editorial@sheffieldlawsociety.co.uk by Wednesday 30th August 2017.
The person with the most correct words will win the £10 High Street Voucher. 
Also, congratulations to Christine Thomson of GWBHarthills, who won the Spring Puzzle Corner.

DEFECTIVE TITLE?
Contact us for a solution:

0844 800 1043
enquiries@titlesolv.com 

www.titlesolv.com
Titlesolv is the trading name of London & European Title Insurance Services Ltd 
authorised and regulated by the Financial Conduct Authority 

3269TLV_105x148mm_Advert_140916_V1.indd   1 14/09/2016   14:58

 Notice of Employment 
Tribunal Relocation 

East Parade building closed on 
Friday 30th June. 

 

All employment tribunal hearings with effect  
from Monday 3rd July will take place in  

Sheffield Combined Court Centre, 50 West 
Bar, Sheffield, S3 8PH. 

This is also the address for bundles to be 
sent to.  Please note that Sheffield Combined 

Court will be a hearing centre only (as East 
Parade was) - Leeds remains the 

administrative and listing centre for 
employment tribunals.

Hearing notices have been issued with the 
new address on.



We are proud to be the official recruiters to the 
Sheffield and District Incorporated Law Society.
Below are a few of our current vacancies. Should 
you be interested in any, please do not hesitate 
to contact us on:

0114 2418030 or
email info@craconsultants.com

ADDRESS
CRA Legal
Fifth floor
11 Leopold street
Sheffield S1 2GY

TELEPHONE
0114 241 8030

EMAIL
info@craconsultants.com

GET IN TOUCH

P/T CIVIL LITIGATION SOLICITOR
Sheffield
£28 – £37K

PI AND FAMILY COSTS DRAFTS PERSON
Sheffield, Rotherham

P/T WILLS AND PROBATE SOLICITOR
Sheffield
£25K – £30K

NQ – 2 YEARS PQE COMMERCIAL 
PROPERTY SOLICITOR
Rotherham
£22 – £30K

COMMERCIAL DISPUTE SOLICITOR
Sheffield
£35 – £45K

SPECIALISTS 
IN LEGAL 
RECRUITMENT

S H E F F I E L D  |  L E E D S  |  M A N C H E S T E R
CRACONSULTANTS.COM


