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	Political 
	Government commitment to labour reform: The Employment Rights Bill is central to the Make Work Pay plan, signalling a major overhaul of employment law.
Political agenda focused on improving employment conditions and fairness in the labour market
Equality (Race and Disability) Bill indicating strong political will for systemic change
Some businesses and political groups may resist change fearing it impacts flexibility and competitiveness
Cross-departmental collaboration: The Department for Business and Trade and the Department for Work and Pensions are jointly leading consultations, showing a coordinated policy push.
CIPD's stance: CIPD supports the intent to modernize employment rights but urges careful implementation to avoid unintended consequences for businesses and HR professionals


	Economic
	Boosting worker security: Proposals like day-one unfair dismissal rights and improved statutory sick pay aim to reduce economic insecurity.
Impact on business costs rising national minimum wage and living wage increases payroll
Higher wages may stimulate demand in the economy due to more disposable income 
Businesses may face short term costs adapting to changes such as removing the 2 year qualifying period
Impact on business costs: Employers may face higher costs due to expanded rights and reduced waiting periods for benefits.
CIPD's concern: While supportive of fair work, CIPD warns that reforms must balance worker protections with business sustainability


	Social
	Focus on inclusivity: The plan includes earlier access to parental rights and protections for lower earners, promoting social equity.
Improved job security 
Greater inclusivity 
Employees may expect more transparency, fairness and support from employers 
Right to disconnect: This proposed measure reflects growing awareness of work-life balance and mental health.
CIPD's view: These changes align with evolving workplace values, but CIPD calls for clear guidance to help employers implement them effectively


	Technical
	Modernizing labour frameworks: The plan acknowledges that outdated systems are strained by new technologies and work patterns.
Digital compliance tools – employers are encouraged to go digital to manage new regulatory requirements. 
Digital HR systems: Employers may need to upgrade systems to comply with new rights and reporting requirements.
CIPD's role: CIPD emphasizes the need for digital readiness and HR capability-building to support these transitions


	Legal 
	Major legal reforms: The Employment Rights Bill proposes sweeping changes, including removal of the two-year qualifying period for unfair dismissal and statutory probation periods.
Stronger enforcement of worker rights.
Must update policies and and contracts to comply 
Consultations underway: Topics include statutory sick pay, redundancy rules, and flexible working.
CIPD's input: CIPD is actively engaging in consultations to shape practical, enforceable legislation that supports both workers and employers


	Environmental
	Indirect relevance: While not a core focus, improved work conditions may support sustainability goals by reducing burnout and promoting long-term workforce stability.
CIPD's broader agenda: CIPD encourages alignment between employment policy and ESG (Environmental, Social, Governance) priorities.




