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Executive summary
Elmbridge Electronics Ltd is a company in decline with a strong manufacturing employee base. The decline could be attributed to a few current contributing factors including a negative culture amongst staff and a lack of employee voice. 
This is in the context of extensive new legislation called the Employment Rights Act 2025. This legislation updates and extends the Employment Rights Act 1996 and will have a projected cost of 1 billion a year to most UK businesses (UK Government, 2026) in terms of implementing the changes. 
With this in mind EE Ltd needs to reduce the wasted resources on litigation and the historical lack of focus on staff needs and lack of recognition for equality law (Equality Act 2010). It must improve employee relations, welcome in trade unions and create stability for the workforce through substantive contracts and regular feedback sessions. 
The management should be able to quickly lead this organisation to a more profitable future and healthy workforce with only a few key changes and with a fraction of the cost of previous years’ mistakes. 
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Introduction
Elmbridge Electronics Ltd has been a successful company with 15,000 employees currently working across England and Wales. This report will analyse the current issues of culture and the legislative nature of current employees’ complaints. It will consider the new Employment Rights Act 2025 and the impact this could have on the contracts held with Elmbridge Electronics employees. This impact will be far reaching from individual contracts and an increase in family friendly rights to potential impact on structure and a renewed emphasis on wellbeing and a turnaround in culture.
The report will provide advice based on the current analysis and a clear set of recommendations for the future to go beyond compliance. It will consider the business case for these recommendations with a consideration of strengthening areas such as psychological safety, productivity and some reference to the CIPD Good Work Index (2025b). Elmbridge Electronics must work within Employment Law as it currently stands and consider meeting the expectations of statutes yet to be implemented into law. This will come with a responsibility to consider where systems and policies may have already caused employee harm (Cooper and Neal, 2025, pp. 1-2). EE Ltd can improve this picture by taking steps to go ahead of new legislation, this report aims to set out reasonable steps to achieve this objective.
This report will consider appropriate costings and measurable outcomes linked to the recommendations and consider the reasonable responses, organisational action to litigation, fair consultation process and employee adjustments within the setting of a fair, positive and productive workplace. 
This report will answer the question of how Elmbridge Electronics (EE Ltd) could become an employer going beyond compliance to be considered an employer of choice and a leader in its field of specialism.  
Risk Analysis
The management team must consider the current risks to the organisation including the most recent high level HR concerns. This analysis will take us through the current concerns and the impact these will have on the company’s productivity, team culture and individual wellbeing as well as the financial and reputational damage that is currently being suffered through mishandling of employee concerns. 
1. Trade Unions
As a priority EE Ltd needs to reopen negotiations with trade unions and recognise the significant part they could play within the organisation. This can be for the benefit of employees and EE Ltd in a number of ways (Lewis and Sargeant, 2023, pp. 446-447). The primary benefit would be for the TU to be recognised by EE Ltd for the upcoming TUPE as Elmbridge has already been subject to costly fines for failure to consult appropriately with employees. This can be easily rectified with the use of a TU representative informing and consulting in a timely way, discussing the measures being implemented by FacCo and allowing the TU representative to manage employee questions and discussions (Acas, 2024a). The repercussions for EE Ltd if trade unions are not granted voluntary recognition will be them pursuing statutory recognition. Voluntary recognition is a far more collaborative approach (Acas, 2025) and can result in collective agreements that benefit the organisation and employee. 
Lewis and Sargeant (2023, pp.452-453) list the best outcomes being best practice and appropriate benchmarking advice from unions in all areas from pay and benefits, recruitment and employee welfare to absenteeism, productivity and efficiency data. To allow AEU a seat at the table for the many issues Elmbridge are currently facing would seem to be a key part of the organisational strategy for future success. CIPD (2025a) recommend a framework for the relationship to be set out with your TU as a step beyond just compliance with the ERA 2025, showing a commitment to work together and see the best outcomes would put EE Ltd ahead of the pack as a good employer. 
Advice
Acas (2026c) advises the difference between informing and consulting is allowing time for genuinely listening, talking and considering the effect changes will have on employees through their representatives. Elmbridge would benefit from the expertise AEU could offer in this area and save the financial retribution that has been afforded them in the past in TUPE preparations.
As trade union rights are strengthened through the Employment Rights Act 2025, as of April 2026 the threshold is much lower (between 2-10%) for membership of employees when TU’s are seeking recognition (Cooney & Jones, 2026), this new threshold has implications that require a strategic mindset as an organisation that has many employees who are potentially signed up members of AEU. 
Elmbridge needs to harness clear communication channels with employees and regain trust if they are to have healthy relations with AEU and HR should foster good relationships with TU representatives in order to further positive culture and an ‘invested ally in your business’ (CIPD, 2026b). 

2. Zero-hour contracts
EE Ltd currently has nearly a 1,000 of its workers on zero-hour contracts, understandably this has been the logical approach to allow for the peaks and troughs of demand throughout the year. This is a regular undertaking for businesses that have these fluctuations in demand (CIPD, 2024) but it is important to consider if this is a necessity for EE Ltd in the future as well as the impact of the Employment Rights Act 2025 on this type of contract. Though it is of note that these changes are not likely to be enacted before 2027, it is best practice if Elmbridge are ahead of these changes and go beyond compliance with all the facts available now. 
Belton (2026) notes the reforms in this area proposed include;
• Employers must make an offer of guaranteed hours reflecting hours regularly worked (likely to be 12-week reference period) 
• Right to reasonable notice of shifts AND changes in or cancellation of shifts 
• Right to payment for any shifts cancelled or curtailed 
• Right not to suffer detriment if refuse shift where notice not given
As an organisation it is important to consider if the zero-hour contract is still the best fit for the most productivity. Though zero-hour contracts offer a flexible workforce that can be utilised with minimal notice, the employees can also be less motivated and create a less cohesive and settled culture in the workforce. Trade Unions can also perceive these contracts quite negatively (Croix, 2024) so Elmbridge may do well to take on board views from AEU should they gain recognition within the organisation.
Advice
EE Ltd could start to consider the strategy for the coming 2-5 years considering; work patterns, supply and demand and falling productivity. The potential benefits of recruiting some of the best candidates into permanent roles and creating a more cohesive workforce, as well as maintaining good flexibility with the possibility of bank work when demand increases, for those who wish to undertake extra hours ad hoc are all considerations for the future success of Elmbridge.
It is expected that the new Employment Rights Act 2025 will incorporate some standardised rights as suggested above, such as ‘guaranteed hours, reasonable notice of shifts, and payments for short-notice cancellation of shifts’ (UK Government, 2024). These all appear to be commitments EE Ltd could consider now in order to stabilise the workforce and be ahead of any legislation as it is introduced. 
3. Rise in ER cases
The CIPD Good Work Index (2025b) details the important aspects for workers to be at their most productive and motivated for the organisations they are employed by. As a company that has seen recent decline, Elmbridge Electronics would benefit from using these indicators as a guide for how to re-engage the workforce successfully in order to improve their growth and provide resilience and innovation for the future. 
In recent data collected there has been a reported rise of frustrations and ER case numbers are increasing. EE Ltd has a history of making these cases formal and proceeding with investigations. In their recent book, Neal and Cooper (2025, p.2) detail the extent to which employee harm can be done with unnecessary formal proceedings. Taking into consideration the factors; delivers a supportive environment with constructive relationships and is physically and mentally healthy for people, from the Good Work Index (CIPD, 2025b) it is possible Elmbridge is not dealing with some ER cases in a way to causes the least harm and fosters healthy working relationships for its employees. 
Elmbridge is seeing high levels of sickness citing stress at work as the reason for absence. This shows a direct correlation between some of these negative embedded work practices and employee health and harm. Some of the common signs of stress at work having an impact on mental health of employees are changes in your thoughts and feelings, this then impacts on the levels and quality of work an individual can produce (NHS UK, 2023). It can also produce negative emotions in individuals such as oversensitivity, tearfulness and aggression. This could be a contributing factor in the rise in ER cases Elmbridge has seen in recent months as employees become more fractious due to poor mental health and wellbeing. This cycle can be broken by addressing some of the processes we have for disciplinaries and grievances, putting the employee back in the centre of the policy and considering the impact the instigation of formal proceedings can have (Neal and Cooper, 2025, pp.14-22). 
In the case of ‘Sadeghi v TJX UK’ (2017) the full impact of mental health issues on work capacity and quality are considered and TK Maxx was shown to have full knowledge of the impairments the claimant was suffering. The employment tribunal deemed this to constitute a disability and found this unfavourable treatment along with a failure to make adjustments, tantamount to disability discrimination. This case law was supported again by ‘Phillips v Aneurin Bevan University Healthboard’ (2022) when Phillips was successful in her claim that work related stress did amount to a disability.
EE Ltd cannot afford these unlimited payouts at tribunal when conversations about the positive action of reasonable adjustments can so easily be held and mostly accommodated. 
Advice
Acas (2025) recommends many concerns can be addressed appropriately through a conversation between manager and employee and this approach could directly impact on the cost to the organisation of long, drawn-out procedures and further ET claims. Again, this is an area where Trade Unions can advise as there are clear best practice guidelines and policies which can be brought to TU’s for collaboration and approval. 
4. Harassment Claims 
Elmbridge Electronics have recently been through a high-profile harassment claim, this indicates a clear need for an overhaul of procedure and training managers to take employees seriously when concerns are being raised (Acas, 2026a). Managers can be taught how to spot and deal with inappropriate banter and deal with it appropriately before it escalates as well as how to have meaningful conversations with employees. In the CIPD Good Work Index (CIPD, 2025b), dimension 6 notes that Employee Voice is an essential part of any healthy workplace, having appropriate channels to be open with the employer.
Forbes Expert Panel (2023) recommends building healthy relationships with employees directly using techniques such as; utilising opportunities to walk around and being available to employees, being transparent and promoting psychological safety. These are all elements of management that have not been taken note of in recent years and have had a significantly negative impact on the resilience of the workforce as well as the number of frustrations that have shown themselves through ER cases and litigation. EE Ltd must strengthen the psychological contract in order to allay high litigation costs, this comes from the mutual understanding of obligations and trust (Rousseau, 1989). 
Advice
Petraeus (2024) asks employers to consider a ‘Feedback Friday’ to take the weight from employees feeling they have to approach a manager and give the manager a chance to ask what they need to know. Considering the recent issues, conflicts and even not putting appropriate adjustments in place where needed it seems these could have easy solutions if employees are given a chance to be heard.

5. Data Breaches
Elmbridge does not have a robust data handling policy, which is coming at a high cost to the organisation. ICO (2023) ask that companies consider systems for detection, investigation and that there are robust internal procedures. Without these systems in place EE Ltd will waste unnecessary resource on compensation claims and fines, not to mention the huge amount of reputational damage that can be done by such breaches. 
Recent examples of this have been the MOD data breach in 2025 (Bancroft, 2025) where Afghan lives were put at risk and huge reputational damage was done to the Government Offices. In the case of ‘Farley v Paymaster (1836) Ltd trading as Equiniti’ (2025) it showed there is no threshold for what may constitute damage when it comes to data breaches. It was not required to provide evidence of data being viewed, only that damage has been caused with the anxiety of the potential for it to be viewed and shared to third parties.

Advice
With this in mind all employees must have a full understanding of GDPR law and the implications of breaching confidentiality when it comes to sharing information. The cost to EE Ltd in this area alone will reduce successful strategy markers in the future.
These are the immediate risks that Elmbridge Electronics must mitigate with the recommendations below. 
Recommendations and Compliance
Key Recommendations for EE Ltd would be:
1. An arranged review of conversations with AEU to agree voluntary recognition of the trade union within the organisation. The costs of this will be related to time given for TU representatives carrying out union work and negotiations on pay, benefits as well as reviews of policy. 
A suitable timescale for this would be within 2-4 months.
To pursue true partnership EE Ltd must go beyond compliance (CIPD, 2025a) by looking into the TU and Labour Relations (Consolidation) Act 1992, which is the legal framework for trade union rights and consider these when drawing up an Industrial Strategy. This could be done in the next 12 months. 

Costings –
TU representative time – 1 day a fortnight
Average daily rate for EE employee - £150 (based on average UK salary, ONS, 2026)
AEU would expect to see a representative on each site, estimated 10 sites.
Annual cost - £150 x 26 = £3,900   Across ten sites £39,000 per annum

2. EE Ltd could see a considerable improvement in the number of ER cases by addressing the culture and systems in place for reporting concerns and training. Disciplinaries and Grievances grow from frustration amongst colleagues where they have not been heard adequately by management and cannot function competently in the environment. 
EE Ltd would benefit from considering the processes for workers to speak up anonymously. CIPD (2026a) recommend a clear policy noting the employees right to confidentiality and that there will be no repercussions for them to speak up about any wrongdoing at all levels.
Timescales for this would be an immediate implementation of an anonymous feedback forum and an opportunity for regular check ins with the line manager.

The metric for measuring the impact here can be two-fold. 
An initial short survey asking questions around psychological safety, concerns that have not been raised and why they have not been raised. A repeat of this survey will be carried out in 6 months and again in 12 months to measure success.
A further metric would be to measure the decline over the next 12 months of ER cases, implementing a system that can produce reports for this could be helpful. 

EE Ltd does need to see an improvement in productivity and quality of work and this can be impacted by the reduction in stress factors at work resulting from a poor culture. 
Using measurements of production rates in the electronics manufacturing department as well as regular quality tests of product and seeing realistic KPI’s for employees could be a helpful factor for measuring success in this area. 
There is a strong business case here for this trial over the next 12 months.

Costings –
Survey production and distribution time – ½ day (produced and sent by email) £75  for ½ day wage for an average employee (ONS, 2026)
Repeated 6 monthly for the first year - £75 x 3 = £225 (Month 1, 6,12)
Analysis of results – 1WTE for 1 day each time £150 x 3 = £450
Total = £625

ER case system – booking a demo and understanding a cloud based system will be free and then there will be a quote bespoke to the needs of EE Ltd. 

3. A further recommendation takes into account the impact of the upcoming Employment Rights Act 2025 and the implementation of the different stages on zero-hour contracts. As the government seeks to enforce guaranteed hours to workers to some extent (UK Government, 2025) and this will be an offer from 2027 (Acas, 2026d) we can spread the load administratively and financially by confirming which workers we want to offer contracts to now. This would be more prudent than keeping on the 900+ contracts we currently have and having to address this with so many workers next year. 

The timescales for this will be within the next 12 months to go ahead of the ERA 2025. The costings for this will not be measurable until the initial 12 months has completed and we can see the difference in wage spend. 
We will also take into account the spend on bank contracts to support the peaks and troughs in a 12 month period.

4. Soliman (2026) reports a rise in data breaches caused simply by a lack of training, he states most breaches are a result of human error as opposed to malicious intent. EE Ltd could address this recent data breach issue with the implementation of robust training and a clear reporting policy. 
Training should be implemented in the next 6 months over all 10 sites. 

The government provides free online GDPR training accessible to all (ICO, 2024). Due to new legislation that came in June 2025, Data (Use and Access) Act the information is currently being updated but should be accessible soon. 

Conclusion
Elmbridge Electronics has a duty to employees and their wellbeing to improve the culture of the sites and offices they inhabit every day. The improvement in the psychological safety of those employees will encourage the rise in productivity and quality of work that EE Ltd needs to meet the organisational goals (TWN, 2026). Amy Edmondson (2019, pp.53-60) discusses the outdated practice of fear producing results in the workplace. That employees feeling that they cannot speak up but are at the bidding of all powerful bosses can lead to errors on a major scale, as in the case with the VW green diesel scandal. In the manufacturing world it is important for Elmbridge to be leaders in quality and design, something that can only be achieved by a healthy organisational culture (Edmondson, 2019, pp.58-60). 
The new Employment Rights Act 2025 has given a clear framework for improving employee relations across the board, giving Trade Unions more rights and improving the basic contract hours for workers who want them. But as an organisation EE Ltd wants to go beyond compliance to lead in the areas of positive employee culture and employee voice. On a basic cost basis, this is imperative for survival but on an organisational strategy level it will be what sets Elmbridge apart from competitors as an Employer of Choice and successful manufacturer in its field. 
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