On consideration of the current UK Government’s Make Work Pay plan which a legislative measure aimed at enhancing and modernising protections for employees.  It seeks to address gaps in existing employment law, introduce new worker rights and improve enforcement mechanisms.  (UK Government, 2025). 1

Organisations are compelled by legislative changes governed by law and therefore, it is important to be aware of how the proposals may impact Neath Port Talbot Council in terms of decision making, competitive advantage and long-term sustainability.

Recent research has been undertaken in relation to external factors including Legal, Political and XXXXXX as detailed below.

Legal Factor
The Employment Rights Bill proposes to provide employees with protection against unfair dismissal from the first day of employment and introduces a ‘statutory probation period’ to recognise the importance of ensuring a job is the right fit for both employers and employees.  (UK Government, 2025). 2

Currently, employees need two years continuous service to qualify for unfair dismissal protection.  In addition, employers can use their discretion on whether to implement probationary periods.

Research suggests that to date; the current legislation lowers the risk for employers when dismissing employees enabling them to make a decision without undertaking a fair and thorough process.  Whereas the implementation of this legislative change will ensure robust procedures are followed and employees treated equally irrelevant to their length of service, (People Management, 2025). 3

However, research suggests that whilst organisations can utilise probation periods to demonstrate a fair process, it is recognised that there will be increased pressure on line managers in ensuring due process and implementing early intervention strategies to support fair dismissals, (Personnel Today, 2024). 10

NPTCBC has had a probation scheme in place for many years which was last reviewed in 2020 (NPTCBC, Probation Scheme, 2020).  Whilst all new starters are subject to a satisfactory probationary period, the annual workforce data report 2024/25 (NPTCBC, 2025b) 5 (figure 1) outlines that during the last 12 months, 37 employees were dismissed from NPTCBC, 5 of which were due to unsatisfactory probation.  It must also be noted that as at 30th September 2025, 19.4% of the workforce within NPTCBC are Teachers and are therefore, not subject to probation.

[image: ]
(Figure 1: Extract taken from the Annual Workforce Information Report 2024/2025)

In addition, during the same period, 7 employees with under 2 years’ service were dismissed.  Therefore, it is important to recognise that if probation and performance management processes are not undertaken effectively, there could be a rise in unfair dismissal claims.

The Government are proposing a phased approach which includes consultation taking place in Summer/Autumn 2025 with the aim of implementation in 2027, specific dates will be become apparent following the close of consultation, (UK Government, 2025).

In light of this, CIPD (2025) 4, recognises the importance of reviewing policies and procedures in relation to the employment journey e.g. recruitment, induction, performance management to ensure robust and effective processes are in place.

Therefore, it is important that businesses are proactive in considering any adaptions to their policies and practices as necessary.  NPTCBC will be required to review current policies and procedures to ensure they are fit for purpose and update in line with legislative changes.  Communication is key to successful implementation and the HR and Organisational Development Team will play a vital role in supporting the organisation through the change and ensuring the workforce is fit for the future.

NPTCBC is a Local Government Organisation with the public having a particular interest in decision making around budget.  Therefore, it is important to recognise the impact on the organisation in relation to legal, financial, operational and reputational consequences should there be an increase in unfair dismissal claims.

Whilst we may see a rise in Unfair Dismissal claims, NPTCBC must have a proactive approach to mitigate the risk of unfair dismissal claims by working in Social Partnership with Trade Unions in embedding a culture of effective recruitment and performance management practices across the organisation, (CIPD, 2025).

NPTCBC already recognise the importance of policy development and as detailed within the Strategic Workforce Plan there is a commitment to review performance management processes to ensure they are fit for purpose and applied consistently across the organisation (NPTCBC Future of Work Strategy, 2022-2027).



Recommendations
On consideration of the external factors detailed above, the following recommendations are made to ensure longer term sustainability to mitigate the risks identified.

Legal
In order to keep abreast with the proposed changes, the HR & OD Team in conjunction with Legal Services will be responsible for ensuring any changes to legislation and employment law are aligned to our policies and procedures.  The teams will be required to attend employment law updates and receive regular communication of any informed changes.  Whilst there are organisations who provide free updates and advice, there will be a requirement to allow time for the teams to attend.  HR Managers to attend the sessions and present updates to the wider Teams and Senior Leadership Team, (Local Government Association, 2025, ACAS, 2025)

Upskill managers on effective performance management and conduct issues from day one which can be incorporated into the Management Development Training Programme.

Estimated annual costs
HR Managers time to attend training seminars, x 6 hours approximately £650
HR Manager to act as Subject Matter Experts in providing training £450
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