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Introduction
1. The Independent Remuneration Board of the Senedd [the Board] undertook a consultation exercise between 27 July and 18 September 2026 on changes to the standard contract for support staff paid for through the Determination. 
2. The proposals were intended to reflect changes introduced by the Employment Rights Act 2025 [the Act], including statutory leave entitlements and changes to probationary periods for staff, as a result of changes to unfair dismissal periods. 
3. The Board received five responses to the consultation: the Accounting Officer of the Senedd, Natasha Asghar MS, the Plaid Cymru Group, Unite Cymru and a support staff member. The majority of responses were supportive of the proposed changes. The Board was grateful to those who responded and it carefully considered their views when reaching its decisions.
Summary of Report, amended contracts and exceptional Determination
4. This report summarises the original consultation proposals and responses received. 
5. It sets out the Board’s final decisions and clarifies which employees may be affected by any changes. Some changes only apply to employees appointed from 21st September 2026.
6. The amended standard Permanent and Fixed Term contracts have been published on the Board website and will be provided by the Commission to Members to issue to newly appointed staff. The contractual changes will be reflected in updated templates as soon as possible and as appropriate in any relevant guidance, information or model policies provided by the Commission through the Staff Handbook (published on the Members’ Intranet (Hwb Online).
7. An Exceptional Determination Statement has been laid before the Senedd and an amended Determination (Number 2) 2026-27  incorporating relevant changes will be published on the Board’s website ‘as soon as is reasonably practicable’ in accordance with Section 12 (3) of the National Assembly for Wales (Remuneration) Measure 2010[footnoteRef:2]. [2:  https://www.legislation.gov.uk/mwa/2010/4/contents] 

Contractual probationary period for new employees
Proposed changes
8. The Act changes employees’ qualification period for protection from unfair dismissal; from 1 January 2027 employees will be protected from unfair dismissal after 6 months’ employment (compared with the current protection after a 2 year period). 
9. The Board proposed to reflect the statutory change with the following changes to clause 1.2 of the contract:
reducing the 6 month probation period (extendable by up to 3 months) to 3 months (extendable by up to 2 months) and 
Setting the notice period at 1 week’s prior notice (or payment in lieu of notice) for the duration of the probation period, compared with the current 1 week’s notice/payment in lieu of notice for the first three months and a month’s notice for the remaining period.
10. The proposed amendment would provide earlier clarity and certainty for support staff who pass their probation, in that they would be likely to be made permanent employees sooner (within 3-5 months) than the current contractual arrangements (within 6-9 months). For Members, these changes would align the contract with the Act and ensure a manageable approach to probation.
Summary of Responses and Board considerations
11. The Plaid Cymru Group and the Accounting Officer agreed with the specific proposals and the support staff member who responded agreed the Board’s consultation proposals to align with the Act. 
12. Unite Cymru broadly agreed with the proposed changes, but made the case that the Board should retain the current provision of one month's notice after three months' service.  The Board considered this view but noted reasonable notice is required to be given, and that one week would likely be regarded as reasonable during this the probation period if support staff themselves wish to leave their employment. The Board also noted that extending the proposed notice in months 4 and 5 of the probation period would impact on the policy intent that the probationary period is concluded within 6 months. 
13. Unite Cymru also stated that there should be a fair, evidence-based probation process with safeguards regarding extensions, reasonable adjustments and trade union representation. The Board noted these provisions and understands that processes and safeguards are set out in guidance for Members as employers, provided by the Commission.
14. Natasha Asghar MS did not agree with the proposals and preferred retention of the current arrangements, given it would allow more time for Members to make an informed assessment of probationary performance. She noted that it may be challenging to make such assessments during a shorter period, particularly if other factors impacted, for example, should training be delayed or if a staff member had a significant period of absence. 
15. The Board noted these observations. It concluded that its policy proposals were proportionate and consistent with changes to unfair dismissal introduced by the Act and that Members would be supported in managing the probationary process through Commission guidance.
16. The Board agreed to amend the contract as per the proposals in the consultation. 
17. The contract will include a probation period of 3 months (extendable by up to 2 months), with a notice period throughout the probationary period of 1 week’s prior notice (or payment in lieu of notice). 
18. The changes to the probationary period are applicable only for employees appointed from 21 September 2026.
Other Paid Leave
Proposed Changes
19. The Board proposed changes to ‘Other Paid Leave’ entitlements for support staff, including insertion of the word ‘statutory’ alongside existing references to ‘parental leave’ and ‘parental bereavement leave’ and the insertion of a new ‘statutory neonatal care leave’ clause, following changes introduced by the Act. 
20. The Staff Handbook provided by the Senedd Commission already includes a new ‘neonatal care leave policy’ following changes introduced by Act. 
Summary of Responses and Board considerations
21. The Accounting Officer welcomed the general changes proposed to update the contracts in line with statutory requirements.
22. The proposed amendments to leave entitlements were supported by the staff member, the Plaid Cymru Group and Unite Cymru. 
23. The support staff member proposed introducing ‘carers’ leave’ and broadening the definition of ‘immediate family’ in policies for bereavement or compassionate leave. 
24. Unite Cymru stated that neonatal care leave should reference a day one right, that the reference to ‘may be eligible’ for enhanced neonatal care leave pay should be linked to objective eligibility rules and the rate of pay should be set.  
25. The Plaid Cymru group recognised the need for a limited focused consultation at this stage. However it identified several ‘family friendly employment policies’ for future consideration by the Board. These included extending parental bereavement leave payable at full pay from one to two weeks and reviewing the flexibility and duration of paid paternity or partner leave. 
Decisions
26. The Board noted the proposed additional ‘family friendly employment policy’ proposals received. These may be considered as part of a wider review of support staff terms and conditions in due course.
27. The Board agreed to amend the contract as per the proposals in the consultation. 
28. The Board also agreed that neonatal care leave pay would be ‘enhanced’ to full pay instead of the lower statutory neonatal care leave pay. Although this was not a proposal in the consultation, this decision is consistent with the Board’s previous decisions on payment of other statutory leave entitlements. The overall cost is anticipated to be small given the expected low number of claims and would limit the financial concerns for employees, including those with protected characteristics, who would already be experiencing stressful and challenging personal circumstances. 
29. This decision will be reflected in amendments to the annex to the contract and the table of ‘Entitlements to be included in support staff contracts of employment’ in Annex B of the Determination. 
30. The changes to leave entitlements are applicable to all support staff.
Trade Union Membership
Consultation Proposals
31. The Act will require employers to give employees a written statement advising them that they have the right to join a trade union. This must be provided at the same time as the employee’s Section 1 Statement, as required by the Employment Rights Act 1996, or at other prescribed times to be set out in regulations.
32. The UK Government has not yet published the relevant regulations. To ensure that any statutory requirements can be incorporated as soon as possible into the standard contract, the Board consulted on the principle of changing the contractual wording, if necessary, to reflect any requirements concerning trade union membership introduced by those regulations.
Summary of Responses 
33. The Plaid Cymru Group and Unite Cymru strongly supported this proposal and sought early engagement with recognised trade unions on the wording and practical implementation of the new provisions.
Decision 
34. The Board will consider the implications of any changes required to information about the right to join a trade union following the making of UK Government regulations. If those regulations allow the Board any material discretion, it will consult with recognised trade unions before confirming any changes to the wording of this provision in the contract.
Other amendments to reflect legislative provisions

35. In reviewing the contracts as part of this consultation, the Board has also made two other amendments to the standard contract to clarify and reflect legislative provisions as follows. 
Pension auto-enrolment (Clause 16)
36. The Accounting Officer’s response noted that references to pensions (clause 16) currently described employees’ ‘eligibility to be enrolled’ into the pension scheme and that the reference should be amended to reflect the actual position, required by law, of ‘automatic enrolment’ into the pension scheme (unless someone is over 75 when they commence employment). 
37. Auto-enrolment is already routinely reflected in letters of appointment and in further pension information on the Members’ intranet (Hwb online).
38. The Board agreed to amend clause 16 of the contract to reflect the current and required practice of auto-enrolment into the pension scheme. 
39. The change is a factual amendment, clarifying the current pension provision for employees appointed from 21 September 2026.
Removal of reference to ‘Electoral Regions (Clause 4.2)
40. Clause 4.2 of the contract currently references ‘Electoral Regional Offices’. However the Senedd Cymru (Members and Elections) Act 2024 replaced electoral regions with the new Senedd consistencies.
41. The Board has therefore removed references to ‘electoral regional offices’ from clause 4.2 of the contract. 
42. The change is a factual amendment, clarifying the constituency references for employees appointed from 21 September 2026.
Equalities Implications
43. The Board considered the equalities implications of its proposed changes and also sought views during the consultation.
44. The Board does not have access to current support staff employment data as many Members are continuing to recruit staff to their offices. The Board intends to gather equality and diversity data through Members’ offices later in the term to inform the Board’s future equality impact assessments. 
45. The potential implications of a shorter probationary period for support staff with certain protected characteristics was considered. The Board’s view was clarity and earlier certainty of completion of probation was positive, however, a shorter period may have an impact on employees with protected characteristics, including those who are pregnant, new parents or carers. The Board noted that the amendments have however been influenced by statutory changes and that Members, as employers, should consider the implications for employees with protected characteristics during a properly managed and supportive probationary process.
46. Unite Cymru recommended that the Board monitor the outcomes of employees’ probations by relevant equality characteristics. The management of the probation process is a matter for Members as individual employers and the Board does not have access to, nor is it able to collect, detailed employment or staff performance data from Members.
47. The Board’s changes to clarify statutory leave entitlement for employees has a positive impact for employees generally and those with protected characteristics. The Board is of the opinion that its decision to enhance neonatal care leave pay to full pay (from the lower statutory pay) has a positive impact for affected employees, including those who have protected characteristics.
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