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Executive Summary
The purpose of the report is to support yourself as the new Chief Executive Officer (CEO) of Elmbridge Electronics Ltd (EEL) in understanding the immediate organisational risks in relation to employee relations and employment law, providing practical advice on mitigating risks within the context of a rapidly evolving legal landscape.

EEL is currently experiencing ongoing challenges due to predominantly having a reactive approach to people management practices.  The organisation has seen an increase in workplace disputes, a rise in Employment Tribunal claims, reputational damage and workplace uncertainly which have subsequently resulted in reduced performance and productivity.  These issues are further impacted by continued reliance on the use of zero-hour contracts along with upcoming changes to the Employment Rights Act 2025 which will significantly increase the requirements for effective compliance and governance within EEL.

The report analyses key areas of legal and organisational risk, including dispute resolution, harassment, disability discrimination and reasonable adjustments, data protection breaches, failure to consult under TUPE, reliance on the use of zero-hour contracts and trade union recognition.  Throughout these areas, weaknesses are consistently identified within governance, management capability, policy consistency and early intervention strategies.  Collectively, these weaknesses expose EEL to financial risks, reputational damage and a continued impact on employee engagement and trust and confidence across the workforce.

Specifically, the report highlights increased risks linked to harassment due to the statutory duty on employers to take reasonable steps to prevent sexual harassment, increase exposure to discrimination claims relating to inconsistencies when considering reasonable adjustments, significant liability arising from GDPR breaches regarding sensitive employee data and potential financial penalties due to failing to comply with TUPE consultation requirements.  Furthermore, with expected changes to zero hour contracts and enhanced rights for trade union recognition, it is even more crucial for EEL to plan ahead of the changes.

On consideration of the current situation, the report offers a strong business case for moving from being ‘near compliance’ to a proactive, values-led approach to people management practices.  Evidence shows how embedding fair, transparent and consistent practices result in lower levels of workplace conflict, stronger psychological contracts, improved employee engagement and increased productivity.  In contrast, whilst being ‘near compliance’ may satisfy statutory requirements it does not prevent conflict or rebuilt trust and confidence.

In order to guide EEL with the transition and support long‑term organisational resilience and sustainability, three priority recommendations are presented:
· A review of policies and procedures in line with legislative changes
· The introduction of a mandatory management development programme with the aim of improving decision making and developing conflict resolution capabilities
· Implementation of workforce planning and culture change initiatives led by the CEO
Success measures and costs are identified to ensure impact can be evaluated within a 12 month period.

In conclusion, EEL is in a position to review and reset its approach to employment relations in order to achieve future success.  Strengthening governance, investing in management capability and embedding a proactive approach in relation to people management will reduce legal and financial risk, improve employee wellbeing and engagement and build a sustainable, resilient workforce of meeting future business challenges.
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1. Introduction

1.1	Purpose
The purpose of this report is to provide advice to yourself as the new Chief Executive Officer (CEO) at Elmbridge Electronics Ltd (EEL) in raising awareness and understanding of essential aspects of employment law in England and Wales that are most relevant to the Company’s current situation.

1.2	Background
Over recent years, EEL has faced ongoing challenges with employment relations, including a high number of formal disputes resulting in significant costs related to Employment Tribunal cases, settlements and high staff turnover.

Subsequently, both productivity and quality have declined resulting in the organisation becoming more reliant on casual workers, such as zero-hour contracts.  This shift comes at a time when anticipated changes in legislation under the Employment Rights Act 2025 (ERA) may significantly affect compliance (CIPD, 2026).

The report identifies the main legal and employee relations risks for EEL, referring to recent HR disputes and subject matters including GDPR, harassment, TUPE and reasonable adjustments.

Considering the legislative changes emerging from the ERA 2025, as suggested by Paton (2026) it is important for EEL to adopt a proactive approach ensuring timely and effective implementation which will improve legal compliance and mitigate potential risk of workplace disputes.

Furthermore, the report outlines wider benefits to the organisation in transitioning from being ‘near compliance’ to proactively preventing workplace disputes.  Evidence from CIPD (2025a) shows how preventative approaches can improve employment relations, enhance the psychological contract and job quality, which in turn contributes to improved engagement, trust and overall productivity.

Recommendations will be provided for consideration, to guide EEL towards a preventative approach to employment relations.  By adopting these strategies, the Organisation can strengthen legal compliance, reduce risks of legal litigation and encourage greater productivity and engagement across the workforce.

2	Analysis and Advice
Based on an analysis of the current situation, please see below information highlighting the immediate risks.

2.1	Dispute Resolution
Considering the ongoing challenges arising from unresolved disputes, a predominantly reactive approach to people management practices and high staff turnover, EEL is increasingly exposed to the risk of employment tribunal claims relating to unfair dismissal, discrimination, breach of contract and unlawful deduction of wages.  All of which could have a detrimental effect on the organisation including increased legal costs, additional strain on management resources and reputational damage (CIPD, 2026b).

The Ministry of Justice Statistics (Gov.UK, 2026) confirms how Employment Tribunal (ET) claims are increasing, with single claims rising by over 20% year on year with a substantial proportion of news cases relating to unfair dismissal, discrimination and Whistleblowing related claims.

As stated by Smith (2021) the challenges of unresolved workplace conflict and tribunal cases inevitably contribute to increased legal fees, higher settlement costs, greater strain on resources and potential reputational damage.

Evidence from the CIPD (2020) indicates that when workplace conflict is not dealt effectively, it often leads to formal grievances, disciplinary actions or tribunal claims, particularly when early intervention strategies are not in place.  Therefore, it is important for EEL to consider a review of its Workforce Strategy to ensure effective policies and procedures are embedded and consistently applied across the organisation.  This will support a transition from reactive to proactive approach in relation to people management practices (Machell, 2024).

Recent regulatory changes means that Acas Early Conciliation can last up to 12 weeks providing opportunities to resolve disputes prior to them escalating to an Employment Tribunal.  Therefore, EEL can benefit from enhancing and making better use of early conciliation to avoid the escalation of disputes, significantly reducing legal costs, timescales of cases and disruption to the organisation (ACAS 2026b).

2.2	Harassment at Work
ACAS (2025a) refers to three types of Harassment within the workplace, those being unwanted conduct related to a relevant protected characteristic, sexual harassment and being treated less favourably because of harassment.  All of which can result in an employee bringing a tribunal claim against the Organisation.

Morris (2026) highlights how employers are required to take reasonable steps to avoid harassment at work and since 26th October 2025 have a statutory duty to take reasonable steps to avoid sexual harassment in the workplace.  It is therefore important for EEL to take action to manage the legal risks related to workplace harassment complaints, which in turn will help to prevent associated issues such as employee engagement, staff morale and poor staff retention.

The recent high-profile harassment claim within EEL indicates an increased risk of further claims relating to harassment, discrimination and victimisation.  CIPD HR-Inform (2026) refers to the maximum costs awarded for unfair dismissal, which is reviewed annually however, cases of discrimination are not limited by the same statutory cap as unfair dismissal.  The Court of Appeal in ‘De Souza v Vinci Construction (UK) Ltd (2017) confirmed that compensation for discrimination is usually determined based on ‘injury to feelings’ guidelines such as the Vento bands resulting in potential additional risks if grievances are not managed effectively.

Therefore, implementing a proactive risk assessment approach and having preventative measures in place, will strengthen the way in which the organisation deals with grievances and investigations.  This will not only ensure EEL complies with the statutory duty to take reasonable steps to prevent sexual harassment but also avoid escalation of future claims.

2.3	Disability Discrimination and Reasonable Adjustments
The Equality Act 2010 outlines the duty on employers in making reasonable adjustments for employees and prospective applicants who have a disability or physical or mental health condition in ensuring they are not substantially disadvantaged.  Failure to do so may result in discrimination claims and EEL could be liable for costs should the employee make a claim to the Employment Tribunal (Equality and Human Rights Commission, 2019).

Inconsistent management practices, insufficient medical evidence and poor documentation can significantly increase legal and organisational risks in relation to reasonable adjustments and disability discrimination (CIPD, 2025b).  These factors can also undermine the Organisation’s ability to demonstrate it has acted in a fair, reasonable and lawful manner.  Case law requires employers to be proactive and flexible when making reasonable adjustments and must not apply standard procedures without considering disability-related disadvantages (Archibald v Fife Council (2004) UKHL 32).

CIPD (2025c) highlights that failure to make reasonable adjustments does not only expose EEL to legal liability, but it may also result in reduced employee engagement, lower staff morale and higher staff turnover.  According to Personnel Today (Faragher, 2026) employers who apply standard practices without taking into consideration reasonable adjustments face an increased risk of disability discrimination claims.  Recent tribunal rulings show that managers who failed to recognise and respond to the challenges faced by disabled employees were found to be liable.

To mitigate future claims, EEL will be required to steer away from a reactive approach and adopt a proactive, consistent and well-governed strategy for managing reasonable adjustments.  SOM (2026) guidance recognises how upskilling managers capability, early recognition of disability related disadvantages, high quality medical evidence, maintaining accurate records and embedding flexibility into wider people management practices will support the organisation in mitigating future discrimination and reasonable adjustment claims.  In addition, Kroon (2025) recognises that if these measures are implemented effectively, it will reduce potential legal claims but also support employee engagement, morale and retention.

2.4	Data Protection Breaches
In the UK, data protection is governed by the UK General Data Protection Regulation (GDPR) and the Data Protection Act 2018 (Gov.uk, No Date) which places a statutory duty on organisations to process personal data in a lawful, fair and secure manner, whilst remaining accountable for how data is handled.

Employees have a right to expect that their personal data will be kept confidential and secure.  Complying with GDPR is not only a statutory requirement but also helps build trust, psychological safety and improved working relationships, particularly during sensitive HR processes such as sickness absence, disciplinary or safeguarding matters.  Morris (2026) highlights how GDPR for HR is an essential framework that runs through the employment lifecycle.

Guidance from the Information Commissioner’s Office (ICO, 2025) highlights how transparent, timely and well documented responses evidence accountability and can mitigate reputational and regulatory risks.  Soliman (2026) reports how employee data protection breaches continue to rise and therefore, to avoid potential future breaches when handling employee data, EEL must put robust data protection practices in place to comply with the law and to meet legal, financial and organisational requirements.

2.5	Failure to Consult Over Transfer of Undertakings Protection of Employment (TUPE)
To prepare EEL for the transition of employees within the facilities management section, it is important to reflect on the previous case and ensure the organisation complies with the requirements under TUPE Regulations 2006 (Legislation UK, 2006).

On the basis that EEL does not currently recognise Trade Unions, there is a requirement for both EEL and FacCo to undertake meaningful consultation with staff through elected employee representatives.  Whilst the requirement to inform and consult staff is a legal obligation, it is also seen as best practice to support health and wellbeing and ensure a smooth transfer process (ACAS, 2025c).  As experienced previously, failure to consult and inform, could be costly, including payment of up to 13 weeks uncapped gross pay for each affected employee.

As acknowledged by Smith (2023) undertaking a TUPE process represents a significant organisational change involving legal, financial and employee relations risks.  Applying TUPE effectively requires early identification of risk, thorough due diligence, lawful consultation and exercising careful control around post-transfer to terms and conditions.  CIPD (2024b) recognises the impact change has on employees and therefore involving them at the early stage and ensuring effective employee engagement and communication throughout the process will avoid resistance, disengagement and tribunal claims.

2.6	Zero-hour contracts
Due to the fluctuation of work demands throughout the year, EEL employ approximately 900 employees on zero-hour contracts.  Whilst this offers flexibility for both staff and the organisation, being heavily reliant on them could pose further risks.  ACAS (2024) confirm that whilst someone may be on a zero-hour contract, their employment rights are based on employment status i.e. someone on a zero-hours contract can be considered a worker or an employee which may cause disputes in determining their employment status.

In addition, EEL need to ensure holiday pay is calculated effectively for those employees on a zero-hour contract.  The UK Supreme Court (Harpur Trust v Brazel) ruled that using inaccurate calculation methods may result in unlawful deductions, directly affecting zero-hour employees.

Consideration should also be taken regarding the proposed changes within the ERA 2025 (Department of Business & Trade, 2026a), which include the right to be offered ‘guaranteed hours’ contracts and for individuals to be compensated accordingly if shifts are cancelled at short notice.  Whilst the full details are yet to be finalised, it is anticipated that the changes will take effect in 2027.

CIPD (2026a) suggests steps organisations can take to plan ahead of the changes, these include:
· Reviewing the number of people currently engaged on such contracts and assessing whether this method remains fit for purpose in achieving operational requirements
· Analyse the current recording and monitoring process of hours and consider effective systems to ensure hours are recorded and retained accurately
· Evaluate how to manage the reference period when the changes are implemented

As suggested by Eversheds Sutherland (2026) to prepare for the changes, it is important for EEL to be proactive in considering appropriate measures to build a sustainable workforce that meets future organisational requirements.

2.7	Trade Union Recognition and Collective Rights
Whilst EEL does not currently recognise Trade Unions, the ERA 2025 (Legislation UK, 2025) streamlines the statutory recognition process and strengthens protection for trade union activity, thus increasing the likelihood of successful recognition applications.  An updated Code of Practice on trade union recognition supporting this is expected to come into force in October 2026.

Therefore, it would be sensible for yourself as CEO to re-open dialogue with AEU as it represents a strategic leadership decision to proactively manage legal and organisational risks considering the evolving legal landscape (Wren, 2025).

Furthermore, D'Souza (2026) recognises how this approach evidences a culture change whereby the organisation is considering a proactive approach to work in partnership with trade unions in managing legal, employee relations and reputational risk.  This will also align EEL with current expectations of good governance and effective people management, which the CIPD identifies as critical to organisational reputation and long-term sustainability (Green, 2022).

Collectively, the risks identified indicate that EEL’s immediate focus must be to ensure day to day legal compliance, especially in relation to equality, GDPR and change management.  With a specific focus on reducing errors and ensuring fair and thorough processes are conducted with the aim of avoiding disputes.  This approach will enable EEL to develop the necessary skills and governance to respond effectively to upcoming legislative changes (Department of Business and Trade 2026b; ACAS 2026a).

3	Business case for moving beyond compliance
As the new CEO for EEL, moving from ‘near compliance’ to a preventative people management approach represents a key strategic opportunity for the future of the organisation.  The CIPD Good Work Index (2025d) highlights how effective policies, procedures and management practices are fundamental to individual wellbeing, engagement and productivity across the workforce.

Although ‘near compliance’ aims to avoid issues as they arise and ensure statutory legal requirements are met, it may not always prevent workplace disputes, due to inconsistencies in management practices which may result in a breakdown of trust and confidence.  According to a study from the CIPD (Machell 2024) individuals who experience workplace conflict often report reduced engagement, low job satisfaction and poor physical and mental health.

In contrast, a preventative approach aims to avoid issues arising by embedding fair, transparent and consistent people management practices.  As reported within Deloitte’s 2024 Global Human Capital Trends (Cantrell, 2024) 86% of leaders claim that increased transparency leads to greater trust amongst the workforce.  Cantrell et, al. (2024) also highlights the benefits of this approach in building trust and confidence between the employer and employees, subsequently strengthening the ‘psychological contract’ and reducing the likelihood of conflict.

Therefore, it would be advisable for EEL to move beyond compliance, establishing a culture whereby management practices focus on integrity, embedding fair and transparent policies and procedures and implementing early intervention strategies which subsequently reduces workplace disputes, improves employee engagement, and increases productivity.  All of which are essential in achieving a sustainable workforce for the future (CIPD, 2024a).

4 Conclusion
This report has identified that EEL’s predominately reactive approach towards people management practices and employment law compliance currently exposes the organisation to several substantial legal, financial and employee relations risks.

Analysis of several key risk areas including dispute resolution, harassment, disability discrimination and reasonable adjustments, GDPR and TUPE suggests how weaknesses in governance, consistency and capability have contributed to workplace conflict leading to higher levels of Employment Tribunal cases, reputational damage and reduced employee engagement (CIPD, 2025a).

The findings also show the evolving legal landscape particularly considering the recent and forthcoming legislative changes under the ERA 2025 (CIPD, 2026).  Therefore, the importance of establishing robust policies and practices, informed leadership and proactive risk management is essential to the future success of EEL.  Hasyim (2023) recognises if these challenges are not addressed in a timely and structured manner, there will be a risk of further disputes, increased costs and a continued breakdown of trust and confidence.

Importantly, this report demonstrates how compliance alone does not ensure sustainable organisational performance.  Even though being ‘near compliance’ satisfies legal standards, it does not address workplace disputes, lower legal risk or rebuild trust in psychological contacts.  In contrast, evidence suggests how having a proactive approach in embedding fairness, transparency and consistency in people management practices improves employee relations, trust, engagement and productivity (Cantrell et, al. 2024).

As the new CEO, there is an opportunity to embed an organisational culture change, enhancing management skills and strengthening governance to ensure employment law principles become an integral part of everyday decision making.  CIPD (2025a) recognises how this will place EEL in a stronger position to reduce legal risks, support employee wellbeing and build a committed, engaged workforce capable of meeting future challenges.

5 Recommendations
The following recommendations are provided to guide EEL towards a more proactive and preventative approach to employment relations.

5.1	Review of Policies and Procedures
The ERA 2025 (CIPD, 2026) introduces significant amendments to legislation requiring EEL to undertake a review of policies and procedures to ensure organisation practice aligns with new legal requirements and case law expectations.  Whilst legislative changes can act as a method for wider organisational improvement, reviewing policies will enable EEL to move beyond compliance by embedding best practice approaches, strengthening the psychological contract, improving employee engagement and supporting long-term workforce sustainability.  This in turn reduces escalation of employee relations cases and mitigates legal risk (ACAS, 2015).

The HR team will be required to register and attend employment law updates and receive regular communication of any informed changes.  Overall, there will be no costs in attending these seminars as many organisations provide free updates and advice (ACAS, 2025b).  However, there will be a requirement to allow time for the HR Team to attend and present updates to the wider Management and Senior Leadership Team.

Indicative costs within the next 12 months
· HR time to attend employment law update seminars
· HR Resources to review and update policies and procedures
· Management time to attend update sessions (2-hour session)

Success measures
· Reduction in procedural errors cited in formal employee relations cases
· Conduct a survey to understand the level of policy awareness

5.2	Management Development Programme
Inconsistent management practices often result in workplace disputes and therefore, EEL should develop a mandatory training programme to develop confident and capable managers, focusing on fair decision making, conflict resolution, managing reasonable adjustments and preventing harassment in the workplace.  Curran (2025) highlights how informal resolution strategies can prevent workplace conflicts escalating to formal procedures which then become more difficult to resolve.  Therefore, providing managers with the necessary skills and resources will enable an informal approach to disputes before they escalate to formal procedures being instigated.

Indicative Cost
· HR time to design and deliver training programme
· Management time to attend training – offer blended approach to reduce impact on service delivery (2 full days - split over 4 half day sessions per year)



Success measures
· Percentage of managers who have completed mandatory training
· Analysis of formal employee relations cases linked to management decisions
· Employee engagement survey results in relation to fairness, trust and confidence in management

5.3	Workforce Planning and Culture Change
EEL should initiate a medium-term workforce planning and culture programme including a review of the current workforce and undertaking a skills gap analysis which would allow a proactive approach in relation to future workforce requirements.  In addition, a visible culture change led by yourself as the CEO emphasising fairness, inclusion, encouraging employee voice and responsible people management practices.

As supported by CIPD (2025e) when EEL aligns workforce planning with organisational values, future business demands and people strategy, it can improve workforce stability, increase engagement and retention and build resilience which will enable the organisation to respond effectively to future challenges and prepare for initiatives to support longer term business objectives.

Indicative Cost
· CEO investing time to actively lead culture change
· HR time to undertake skills gap analysis and develop effective workforce planning
· Management time to participate in workforce planning discussions

Success Measures within 12 months
· Decrease in reliance on zero-hour contracts
· Reduced employee turnover rates
· Improved absence levels indicating enhanced wellbeing and engagement

Evidence from the CIPD (2025) and ACAS (2015) demonstrates if these recommendations are implemented effectively, EEL can improve compliance, reduce the risk of employment tribunal claims, reputational damage, and promote more consistent, fair and transparent approach to people management.  This will also have a positive impact on employee engagement, morale and trust across the organisation.
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