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[bookmark: _Toc229401437]Executive Summary
This report aims to give an in-depth analysis of the company’s position in regard to adherence to employment law, the risks of non-compliance and provide Human Resources (HR) advise and recommendations to move to a position of compliance and to reduce the potential of employment tribunals and claims, with the aim to improve employment relationships, productivity and reduce turnover. The key findings of this report demonstrate systemic issues with compliance and knowledge of core employment law components as evidenced by recent cases in the company. The recommendations outline in order of priority a set of actions to increase knowledge and understanding of the importance of complying with employment law. An analysis of cost and potential expenditure of the recommendations will be provided to move the company to a position of strengthened compliance. 


[bookmark: _Toc229401438]Introduction
Employment law encompasses the fair treatment for employees, establishes and protects employee rights and also provides a legal framework for employers to embed into workforce and Human Resource (HR) strategies (Atkinson, 2025). Failure to comply and adhere to the legalities set out in employment law can lead to increased risk of litigation, increased expenditure and impacted workforce wellbeing and safety (Papadopoulos, Lopez-Andreu and Jamalian, 2021). 
There are several key legal frameworks that are the core of employment law, those being but are not limited to:
· The Equality Act (2010), which focuses on protecting employees against discrimination.
· TUPE Regulations (2006), which is centred around the moving of business or part of a business from one to another, this regulation protects employees that are being transferred.
· The Data Protection Act (2018) and the General Data Protection Regulation (GDPR), which provides protection to employees privacy rights and the storage, gathering and processing of personal data. 
· The ACAS Codes of Practice (2026a), which provide employers with a set of fair standards that should be followed.
· The Trade Union and Labour Relations (Consolidation) Act (TULRCA) (1992), which protects the rights of unions and members, this is undergoing change under the Employment Rights Act (2025)
· The Employment Rights Act (2025), which has enhanced employee protection in the workplace and is an extension of the 1996 act.
The Employment Rights Act (2025) is undergoing substantial reform to increase workers protection and rights in several areas including changes to zero hour contract and proving guaranteed hours, trade union recognition and heightened duties around harassment cases, all of which have been recent cases in the company. These changes will give less tolerance to these cases and adherence to these are essential to reduce the potential of increased tribunal claims, poor workforce performance and increased turnover (Department for Business & Trade, 2025). 
The company’s current position poses several immediate risks to its workforce and overall success due to misalignment with the Employment Rights Act (2025). The following section aims to identify these risks and provide an analysis of successful mitigation through strengthening compliance with employment law and recommendations to move to total compliance.
[bookmark: _Toc229401439]
Immediate Risks to the Company
Zero Hour Contracts
The Department for Business & Trade (2025) report over 1million United Kingdom (UK) workers are employed through zero hour contracts. This previously offered many benefits to the employee as flexible working patterns were used to fit around lifestyles, however rising living costs have increased the risk of financial security and impacted wellbeing if employers were to cancel shifts at short notice. Financial insecurity is a main stressor for workers which can have a detriment on employee wellbeing, performance and behaviours at work inevitably impacting organisational success (Williamson and Munyon, 2025). 
The act aims to end exploitative zero hour contracts that leave employees with this financial risk, requiring that employees are offered guaranteed hours that reflect regular hours worked over a 12 week period (Department for Business & Trade, 2025). As the company relies on 900 zero hour employees, these changes create financial risk due to increased staffing and administrative costs (Department for Business & Trade, 2026). Although providing financially secured hours is likely to improve workforce wellbeing leading to the reduced potential of turnover it is uncertain whether these benefits outweigh the increased costs (Selenko, Klug and Gerlitz, 2025).
The Chartered Institute of Personnel Development (CIPD) (2022) found that most zero hour workers want to work more hours leaving them dissatisfied with their contracts. The changes to zero hour contracts could lead to the workforce becoming more satisfied with rotas, heightened financial security, performance and morale contributing to stronger organisational outcomes (Selenko, Klug and Gerlitz, 2025). Although the act aims to reduce financial insecurity, it could lead to a limited labour market for those who prefer flexible contracts which does not reflect varied workforce preferences which could reduce competitive edge and impact productivity (Eng et al, 2025).
It is worthwhile exploring the reduction of zero hours use to prepare for the changes in the Employment Rights Act (2025), this requires reviewing the current workforce model in place and assessing its viability compared with potential expenditure.
Trade Union Recognition
The company does not recognise trade unions, this is where an employer does not acknowledge the role of a union in an organisation or workplace and will not engage in collective bargaining in relation to terms and conditions (T&C’s) of employment and is governed under TULCRA (Lewis et al, 2023). Nonrecognition of trade unions can limit employee voice and is thought to maintain employer control (CIPD, 2026b).
The Employment Rights Act (2025) aims to strengthen workers protection and collective rights increasing immediate risks of nonrecognition including increased employee dissatisfaction and supressed employee voice, increased turnover and sickness and also reputational damage (CIPD, 2026b). As the AEU are exploring statutory recognition, the changes under the Employment Rights Act (2025) now makes this more likely and easier to achieve. 
Recognising the AEU will have indirect additional costs as strengthening the bargaining power of trade unions leads to providing better T&C’s for employees, higher wages and increased legal and dispute related costs (Department for Business & Trade, 2026). However, recognising the AEU also offers advantages including strengthened employee voice, improved dispute resolutions leading to disputes being settled earlier avoiding tribunal claims and associated costs (Department for Business & Trade, 2026). Although recognition can slow decision making, limit flexibility and could lead to adverse dynamics if not managed effectively highlighting a need for effective partnership working to create meaningful engagement (CIPD, 2026b). 
It would be beneficial to recognise the AEU to reduce risk related to nonrecognition, to align with policy and expand union influence to improve employee relations and become an employer of choice with good reputation (CIPD, 2026b). However, this is a complex dynamic to manage and a collaborative approach is needed to influence these dynamics and business outcomes (Stensaker, Colman and Grogaard, 2023).
Data Protection Breaches
Recently the company faced an employment tribunal claim of a data protection breach where sensitive employee information was improperly shared, this highlights a failing under the Data Protection Act (2018) and GDPR. The case of ‘Raine v JD Wetherspoon plc’ (2025) emphasises this failing where a member of staff disclosed confidential personal information, the data shared was drawn from electronic records, resulted in harm to an individual and the employer was held liable. It was also identified that staff had received GDPR training, this demonstrated the inability to apply in practice.
Applying this to Elmbridge Electronics this causes immediate risk of litigation, fines and reputational damage impacting productivity (Herath, Gelman and McKee, 2023). There is also the impact this has on the workforce, this increases the likelihood of psychological and physical safety being jeopardised if sensitive information is mishandled, as proven in ‘Raine v Wetherspoon plc’ (2025). 
As a large company the likelihood of mismanaged employee information and accidental disclosure without the application of proper training is higher and it is crucial this is avoided as the use of insufficient training materials significantly increases the risk of breaching GDPR (Information Commissioners Office, 2026). 
It is key to move to a position of compliance, to achieve this the company should also look to implement a need to know basis for employee information to minimise the potential of improper sharing however this could limit efficiency, a balance is needed between security and accessibility (Flett, Wilson and Gover, 2020). Data protection is being strengthened for workers under the Employment Rights Act changes, this includes workers having the right to complain directly to the company about the handling of their data (CIPD, 2026a). Although increased security and monitoring can reduce risk, it may create staff perception of surveillance undermining employee trust impacting performance, balancing this can increase staff commitment and productivity (Lumineau et al, 2023). 
Harassment at Work
A recent case of management failing to address bullying went to Employment Tribunal resulting in significant costs, highlighting an internal underlying issue with policy compliance and application in practice, this could be an implication of inadequate training. Harassment and bullying at work requires immediate and prompt intervention to reduce the potential of staff experiencing psychological harm and staff turnover (Gillen et al, 2017). The ‘Green v Deutsche Bank Group Services (UK) Ltd’ (2006) case reinforces this, as the employer was found liable of failing to prevent foreseeable harm, which later resulted in the individual resigning, experiencing long term psychiatric injury and a substantial award for damages. 
Failing to intervene with bullying can have a detrimental effect on costs, increased sickness absence, decreased productivity and frequent recruitment costs due to turnover (Gillen et al, 2017). Therefore, it should be a priority to increase staff and manager compliance with harassment policies, though without creating a culture change and increasing accountability, policies could remain ineffective (Hodgins et al, 2020). 
Alongside this ACAS (2026b) specify the changes stated in the Employment Rights Act taking place in 2027, stipulate that non-disclosure agreements (NDAs) will be void and all reasonable steps must be taken to prevent occurrence of any type of harassment; this creates a risk of reputational damage and exposure to public allegations stressing the need for compliance with policy.
Failure to Consult over TUPE
The company is preparing a TUPE arrangement to outsource facilities management to FacCo, a previous TUPE arrangement resulted in the company being found liable for failure to consult employees resulting in a significant payout. It is essential to scope whether learning has been recognised from the previous TUPE failure or if this is an underlying systemic issue with compliance.
Under TUPE regulations, employers must ensure consultation periods take place to inform those effected and give the opportunity to understand staff perspective (ACAS, 2026d). Noncompliance will result in significant costs of up to 13 weeks gross pay per affected employee (Wynn-Evans, 2022). ACAS (2026d) suggests as well as financial penalties, mismanaging TUPE can damage trust and increase uncertainty, wider research links this to poor performance and engagement (Kim and Cho, 2024).
Given the size of the company, both large and small scale TUPEs can incur significant costs if not managed correctly. Therefore, the TUPE to FacCo must ensure effective consultation to reduce the risk of increased costs, strengthen staff voice, leading to the impacted staff feeling heard and beneficial organisational outcomes (Torre, Gritti and Wilkinson, 2022). Although TUPE legally applies across sectors, most TUPE’s occur due to service provision changes such as outsourcing this happens more frequently in the public sector (CIPD, 2025b). 
Disability and Reasonable Adjustments
Disability is one of the nine protected characteristics that are legally protected under The Equality Act (2010), making discrimination unlawful. This act ensures fair treatment and equality in employment and is an employer’s duty to ensure compliance. Failure will result in legal action which leads to reputational damage and unlimited financial consequences (William, Corby and Pauksztat, 2025). Although more common in the public sector, reasonable adjustment requests are just as significant to the private sector to ensure that employees are not disadvantaged and the company’s reputation is not damaged (William, Corby and Pauksztat, 2025).
A recent case in the company saw a manager neglect to make reasonable adjustments for a disabled employee with a mobility impairment which resulted in a claim under The Equality Act (2010). This is evidence of a compliance issue, although compliance alone does not guarantee this not taking place again if managerial knowledge in insufficient. ‘Archibald v Fife Council’ (2004) supports this as this case resulted in the council being found unlawful for not properly considering reasonable adjustments which left a disabled employee disadvantaged and unfairly dismissed, highlighting that the council undermined policy in relation to The Equality Act (2010). 
Improving compliance across staff is widely encouraged to remove discriminatory behaviours, ensure consistency and focus efforts on building knowledge and awareness to remove the risk of employment tribunal claims in this area (Barrett, 2024).
Dispute Resolution
Over the last year the company has seen a rise in Employee Relations (ER) cases and continue to rise which has left employees frustrated and heightened sickness absence linked to stress at work, unless addressed this is likely to reoccur and result in increased turnover. 
ER is essential for employee wellbeing and positive business outcomes, the CIPD (2025a) emphasise that ER is a core people management principle and allowing a strong employee voice is essential for improving communication channels between management and employees and reducing conflict. Based on this, the continued rise in ER cases suggest current communication channels may be ineffective or are inconsistent. The increase in ER cases suggest a reactive approach to conflict resolutions rather than proactively preventing this from occurring to reduce the impact this has on the business and workforce and to also gain competitive advantage (Westover, 2025). 


[bookmark: _Toc229401440]Moving to Compliance
Improving compliance with core employment law is essential to enhance productivity, performance and quality and is cheaper than continued conflict. It is a common thought amongst employers that complying with employment law reduces managerial flexibility, burdensome, costly and results in employers looking to evade employment law (Davidov, 2021). However, evading employment law enforcement creates increases legal costs and leads to a disengaged workforce effecting productivity and performance levels, this is proven by the ‘Sports Direct’ case where several employment law practices were neglected and damaged the company’s reputation, impacted employee wellbeing and were found liable for associated costs (House of Commons, 2016). This emphasises the need to increase compliance to prevent conflict and employment tribunal claims, however underlying issues also need addressing to improve productivity, performance and organisational competitiveness (Red and Tend-Calleja, 2021).
Increasing managers knowledge in employment law is critical to improve compliance, ER, turnover and sickness rates. There is a link between sickness absence and poor psychological workplaces, which impacts staffing costs, workplace reputation and productivity and there needs to be a clear focus on prevention and improvements to workplace wellbeing to mitigate this (Kirkegaard, Dalgaard and Grytnes, 2024). The company must focus on promoting wellbeing, fostering trust and improving the psychological contract between managers and employees to reduce the number of ER cases, the opposite could expose the company to legal risks such as constructive dismissal claims (Kirkegaard, Dalgaard and Grytnes, 2024). Improvement in this area will result in improved business outcomes, less turnover and sickness absence and potentially resolve conflict or disagreements at an earlier stage, this requires increasing confidence in managers to undertake this efficiently (CIPD, 2025a). 


[bookmark: _Toc229401441]Conclusion
To conclude this  report, compliance with employment law is vital for positive business outcomes, enhanced employee wellbeing and competitive advantage. Although recent cases within the company have identified a systemic issues that need addressing to improve ER, productivity, performance and retention. This paired with complying with employment law and applying the changes within the Employment Rights Act (2025) will result in less disputes and employment tribunal claims, support employee wellbeing and improved organisational outcomes.

[bookmark: _Toc229401442] Recommendations
This section provides advise and recommendations to improve the company position and compliance, these will be costed where appropriate and suggest metrics to measure success. These are in order of priority and short, medium and long term recommendations.
1. Short term priority - Improve ER in the company to reduce disputes, turnover and sickness absence rates. As outlined in this report positive ER relations is crucial to improve the psychological contract amongst the workforce. This requires managers to have the confidence and knowledge to resolve cases earlier to prevent claims taking place (CIPD, 2025a). Therefore, it would be beneficial to provide ER and conflict resolution training to managers to undertake this appropriately and efficiently. 
ACAS (2026d) provide digital training sessions on having difficult conversations for managers, this covers dealing with conflict, increasing employee engagement and uncovering underlying issues to provide new skills and techniques to handle this confidently. The sessions are two three hour sessions delivered over two days, equating to six hours in total per manager, costing £325 per manager. Due to the cost, it is advised to implement this in a tiered approach to manage effectively. Implementing this will have many benefits to the company including positive relationship quality and enhanced workforce performance (Mehner, Rothenbusch and Kauffeld, 2025). The success of this can be measured through an obvious decrease in sickness absence, associated turnover and reduced ER cases.
2. Medium term priority - Create a zero hour contract workforce model that reflects company and workforce need. As there are around 900 zero hour contracts used to manage fluctuating demands, there is a heightened risk of increased staffing costs due to the changes outlined in the Employment Rights Act (2025). A review of the current workforce model is needed to identify if this model is fit for purpose, fits the needs of the company and provides flexibility to the workforce. 
There could be an opportunity to reduce the high number of zero hour contracts and convert employees to substantive contracts that also ensure flexibility, whilst also maintaining a zero hour model that meets fluctuating demand and diverse workforce preferences (Delado, Lale and Turon, 2022). This would provide the company with a fixed rate in wages instead of variable and unpredictable wages and allow better planning for increased productivity and performance (Smith and McBride, 2022). There is also a risk that the zero hour workers may want more secure hours and could leave the company if not offered, this would aid in retaining talent, experience and become an employer of choice (Tsolakis-Franka, 2017). Implementing this would ensure that employees are not experiencing financial insecurity as outlined in the Employment Rights Act (2025), improved wellbeing and enhanced reputation (Tsolakis-Franka, 2017). This could be measured against targeted staff surveys, sickness absence and turnover rates.
3. Long term priority - Establish an employment law trainer role within HR to enhance awareness and compliance with employment law and understand the changes within the Employment Rights Act. External training in this area is costly and given the size of the organisation this could result in significant training costs to increase awareness of both employee and employers rights. 
Instead, the company could look to hiring HR roles on a fixed term contract to assess the success of the roles, then look to expand and scale if found beneficial. The roles should include a core objective to deliver digital training to ensure accessibility across the workforce (Manor, 2025). Whist this has a high initial cost to recruit into; it is cheaper than legal claims and providing external training for each new employee would be cost ineffective especially at a time of increased turnover. This provides benefits including allowing control of the content being delivered, developing a targeted approach, time efficient and ease of monitoring progress and success aligned with this (Manor, 2025). The success could be monitored through associated reduction in disputes, claims, turnover and sickness. 
Potential role costs (Robert Half, 2026): 
· 1 x HR Advisor: £34,000
· 1 x HR Officer: £27,000
· Total Costs: £61,000
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