
 

 

New and Expectant Mothers: Employee Factsheet 
 

Being a new or expectant mother can mean that certain risks in your workplace that were at an 

acceptable level before, no longer are. This means your employer needs to be aware of how to 

lower and control risks to ensure the safety of you and your baby, whether you are pregnant, a 

new mother or breastfeeding. Your employer must undertake a specific risk assessment as soon as 

they are notified of your pregnancy and keep it under review. 

 

Identifying the risk 
 

Risks to new and expectant mothers include: 

 

• physical agents: movements and postures, manual handling, 

shocks and vibrations, noise, radiation (ionising and non-ionising), 

compressed air and diving, underground mining work 

 

• biological agents: infectious diseases 

 

• chemical agents: toxic chemicals, mercury, antimitotic cytotoxic 

drugs, pesticides, carbon monoxide, lead 

 

• working conditions: lack of facilities (including rest rooms), 

mental and physical fatigue, working hours, stress (including post-

natal depression), passive smoking, temperature, working with 

visual display units (VDUs), working alone, working at height, 

travelling, violence, personal protective equipment, nutrition. 

 

Controlling the risk 
 

Some ways in which your employer could lower or lessen risk would be: 

 

• ensuring lighter duties not requiring excessive physical exertion 

 

• ensuring access to refreshments and regular short breaks 

 

• ensure seating is available where possible 

 

• discussing and agreeing the volume of work and the pace of work 

 

• agreeing flexible rotas 

 

• agreeing flexible work allocation 

 

• ensuring access to suitable and sufficient personal protective equipment. 

 

Your employer must bring all risks to an acceptable level. Their actions should be as follows: 
 

 
 

 

 

Did you know? 

 
• There were 698,512 live births 

in England and Wales in 2013  

 

• it is illegal for employers to 

refuse to give pregnant 

employees time off for 

antenatal care or refuse to 

pay their normal rate for this 

time off, however partners do 

not have a legal right to time 

off to accompany them  

 

• certain activities at work can 

put an unborn child or the 

pregnant worker at greater risk 

than other workers. 



 

 

Key information for employees 

 
As a pregnant worker you have the right to:  

 

• maternity leave  

 

• paid time off for antenatal care – including antenatal or parenting classes if they have been 

recommended by a doctor or midwife  

 

• maternity pay  

 

• protection against unfair treatment, discrimination or dismissal. As an employee you should give 

your manager/employer written notification of your pregnancy at least 15 weeks before the 

beginning of the week that your baby is due. The letter should state that:  

 

• you are pregnant  

 

• the date your baby is due  

 

• when you would like to start maternity leave (this can be changed with notice and cannot be 

more than 11 weeks beofre your due date).  

 

It is important to communicate with your manager/employer so that they can ensure your safety. 

If you have any medical conditions that may effect any risk assessment they undertake it is 

important to let them know. If you receive any documentation from your GP or midwife that you 

feel is relevant to work – also show your employer this. 

 

If you feel that you are suffering from postnatal depression you should speak to your midwife or 

GP. They will be able to help and support you and advise you how best to return to work. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 
Disclaimer 

 

These example Director’s Briefings are provided by Hettle Andrews for general guidance on matters of interest. In making these 

documents available to a general and diverse audience it is not possible to anticipate the requirements or the hazards of any 

subscriber’s business. Users are therefore advised to carefully evaluate the contents.  Hettle Andrews does not accept any liabi lity 

whatsoever for injury, damage or other losses which may arise from reliance on this information and the use of these documents.  

 

Copyright of these documents remains with Hettle Andrews and whilst subscribers are permitted to make use of them for their own 

purposes, permission is not granted for resale of the intellectual property to third parties. 


