Holly Lewis – Legal Factor 


The Government’s Make Work Pay plan proposes extensive changes to employment rights, which are laid out in the Employment Rights Bill. The changes include making unfair dismissal claims a right from the first day of employment, subject to a probation period (CIPD, 2025).  If introduced,  the impact will be significant for organisations and employees (Merritt, 2025a). Whilst South Wales Police (SWP) is a public organisation, policing is unique as police officers are not employees, rather are servants of the Crown. Therefore this legal change will not impact SWP in relation to officers, as they are not offered protection by this employment law (Gorvins Solicitors, n.d.). However, the Bill will impact the rights of our staff.

Poor hiring decisions could become costly and sources advocate that businesses examine the following in their decision making if the Bill is introduced; enhancing pre-employment checks, reconsidering temporary contracts, reviewing and strengthening recruitment procedures, (Crossland 2024; McGrory 2025). This is  supported by Mayne (2024) who suggests day one rights will make employers more cautious, may introduce more robust recruitment stages, additional reference processes and will likely prompt more background checks. The introduction of this right is by far the biggest impact for businesses and what HR teams will be most concerned about, with survey results showing 76% of employers were concerned (Soliman, 2024a).   Research warns, even with a statutory probation period, it will be harder to dismiss employees, thus appointing the best candidate for the job becomes critical. Boxall & Purcell (2008, cited by Sutherland and Wöcke, 2011) explain that unreliable selection processes are a fundamental issue, finding techniques to assess candidate performance will improve the identification of the best candidate. Grigoryev (2006) states that poor hiring decisions can cost 50-200% of the first year salary, with soft costs even more significant. 

Policing is a heavy user of fixed term contracts and therefore the introduction of the Bill could impact SWP competitive advantage. Between 2021 to 2022 policing spent around £82 million on temporary staff (Jacques, 2022). Temporary contracts are utilised to provide  specialist skills, projects and occasionally to screen individuals prior to permanent recruitment. Fixed term contracts can be favoured by employers when the future is uncertain (Taylor and Perkins, 2021, p.219). A positive impact of day one rights is that short term contracts may become more attractive to experienced candidates in permanent roles elsewhere, previously unwilling to risk losing existing protections, which could broaden the recruitment pool for organisations to secure the best talent (Merritt, 2025b). Negatively, research suggests that the removal of the unfair dismissal period may in fact adversely impact those considered higher risk, such as young workers, those poorly qualified or long term unemployed (Willmott, 2024). Whilst the introduction of this Bill may improve recruitment into hard to fill, specialised roles, organisations may become more risk adverse in giving ‘higher risk’ candidates a chance. The introduction of this Bill is expected to have both a positive and negative impact on SWP competitive advantage. 
The Bill will introduce statutory probation periods where employers will be able to use a lighter touch process to dismiss an individual who is not fit for the job (GOV.UK, 2024). SWP already utilises a six month probationary period to monitor initial performance, which can be extended to 9 months (South Wales Police, 2024). Therefore the big impact of this legislative change on long term sustainability is  the need to ensure line managers understand and robustly implement internal processes and policies, including probation, rather than merely paying them lip service. HR professionals have a role to play in equipping managers with skills to handle performance issues, which could be investing in training programmes and reviewing current processes are fit for purpose (Soliman, 2024b). This is supported by Trullen et al. (2016) who found even the best HR policies, if they are not implemented are of little help. The study cites initiatives that HR could utilise to improve line managers’ execution of policies such as in-the-field HR specialists, proactive engagement, CEO role modelling and even pressure. The study concludes that filling management positions with candidates equipped with the right people management attitudes will likely result in more effective implementation of policies. CIPD (2021) advises HR should be proactive in assessing potential gaps and create a plan to align the organisational culture with its strategy and goals. Clemo (2024) suggests organisations get into good habits now ensuring clear performance expectations, consider line managers’ skill set and if training is needed. Since February 2025 to date, all SWP employment tribunal claims have come from police officers with the exception of one who withdrew (South Wales Police, 2025). Managers must understand how to undertake fair and reasonable processes to minimise the organisation’s legal risk (Huttley, 2025). Wren (2025) forewarns, as the Government plans to double the tribunal claim time limit and introduce day one rights, employers can expect a higher number of claims. Therefore, mitigating the risk of increased costs, an ineffective workforce, reputational damage and staff employment tribunal claims caused by ineffective line management is vital. 


