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	We can review and amend existing policies where required or we can provide a set of bespoke policies to mirror the needs of your business. 

	
	
	
How do you deal with Employee issues? 
To begin with you must have compliant employment policies in place.  
Are your current policies fit for purpose?
Here’s the problem with many organisations’ HR Policies (maybe yours too)...

· They’re likely to be a ticking tribunal time bomb.
· It’s not a matter of if something will upset the HR applecart to test your policies but when.
· If your HR policies are not robust enough, that could result in a costly and time-consuming tribunal.

Now, if this resonates with you, recognise that it’s not your fault.
It’s not your job to implement effective HR……though as the business owner, it is your responsibility.
So, let us take all that hassle away from you by introducing a solution for you.

	
	
	In conjunction with the HR Inner Circle, we have updated our HR policy library.

It consists of 62 HR policies that are:

Compact and concise, making them easy to implement
Practical with effective and efficient HR processes born from years of employment law experience
Easy to read and understand by colleagues at every level of your business
Comprehensive, covering the full range of tricky employment issues busy HR professionals have to deal
with every day
Fully legally compliant as they include every relevant employment legislation change since 2020
We can provide a set of employment policies from £300.00 plus VAT.	Are you aware of the costs involved in defending an employment tribunal case?  

Solicitor's Fees cover case preparation, drafting documents, witness statement preparation, and general legal advice. 
For a multi-day hearing, these fees often start from £10,000 + VAT, the final amount depending on the number of documents, witnesses, and the complexity of the legal arguments.
You could also face additional award payments should the employee win their case.

Have you considered engaging with our Business Legal Insurance. 
Call us on 07984 568523 to arrange an appointment to discuss how we can help
	We also offer other services on a 
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Call us on 07984 568523/01292 892713 to dicuss these services
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	LBJ Consultants
Employee Protection Scheme.
Covers all employment tribunal, settlement and legal costs up to £50,000 for a monthly subscription. 
	LBJ Consultants
Employee Surveys.
We can offer our clients employee surveys that will identify all issues that employees may have
	LBJ Consultants
HR Management System.
Our HR management System will allow you to record and manage holidays, sick leave, performance management, documentation, pay and allow you to message employees.

	The charges are based on the number of employees.  Can be as little as £2.00 per month per employee 
	Call us on 07984 568523/01292 892713 to discuss these services.
	E-mail us on enquiries@lbjconsultants.co.uk to discuss these services.
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	Absence comes in all shapes and sizes – and it can last anything from a few days to a number of months.

Research has found that, in the last year, 34% of employees took 1 to 3 sick days, 13% took between 4 and 10 sick days and 51% say they didn’t take any sick days at all.  No matter how long an employee is off work for, it's important to keep tabs on their absence. 

By monitoring an employee's un-planned absence, you’ll be able to notice patterns and nip any potential problems in the bud before they get out of hand.  Issues with absence affect other employees. If other members of the team are having to cover the extra workload, it can lead to them feeling stressed and unhappy at work: a classic recipe for declining productivity and engagement.
So, monitoring absence clearly makes a lot of business-sense. The Bradford Factor is a useful way of doing this - and many businesses out there already make use of it.

As with all thing’s at first the Bradford Factor can seem a little confusing. Fear not - in this article we’ll help you understand what the Bradford Factor is and equip you with everything you’ll ever need to know about it.
What is the Bradford Factor?
The Bradford Factor is a formula commonly used in HR to measure employee absence. It's a number that represents how many un-planned absences an employee has taken during the last working year.

Generally, the rule is that the number increases with each bout of absence. By monitoring your employees’ absence, The Bradford Factor helps to measure the potential impact it could have on the overall running of the business. The bigger the score, the bigger the impact.

How is The Bradford Factor calculated?

At this point you’re probably wondering where on earth this number comes from. Here’s the formula behind the Bradford Factor.
· E² x D = Bradford Factor
· E = the number of instances of absence
· D = the total number of days absent in a 52-week period
Examples of Bradford Factor calculations?
As you may have noticed from the formula, an employee who takes frequent, short spells of sickness will rack up a higher Bradford Factor than an employee who has less bouts of sickness but tends to take more days off each time.
Let's say Lucy has had a total of 7 days off sick in the last year. Her Bradford Factor score will depend on how many blocks of absence she's taken. For example-
· 1 bout of absence: 1 instance x 1 instance x 7 total days off                            
= 7 (Bradford Factor score)
· 2 bouts of absence: 2 instances x 2 instances x 7 total days off
= 28 (Bradford Factor score)
· 3 bouts of absence: 3 instances x 3 instances x 7 total days off
= 63 (Bradford Factor Score)
The Bradford Factor and HR Software
Our Breathehr HR software, that contains absence management functions the system, will calculate your employees’ Bradford Factors for you, making life ten-times easier when it comes to monitoring absences.  With Bradford Factor scores already in the system, you can run insightful reports in a flash to identify employees that are frequently absent, as their scores will typically be higher.  Whilst the Bradford Factor can be an efficient way of monitoring absence, it’s worth bearing in mind that it’s just a calculation – it doesn’t take into account the reasoning behind absences and so shouldn’t be used in isolation
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	Call 01292 892743 to arrange an appointment. 

How do you deal with conduct, attendance or employee’s issues.

How can things go wrong when you have followed your policies, everything has been completed within your timelines, and your documentation is impeccable: but you have still had a call from Acas advising you that the employee has raised a claim against your business.  
What do you do next?
. 
[bookmark: N2]Do you have compliant Policies in place?
Is your internal HR able and aware how to deal with this problem?  Do you have external HR support or insurance cover to protect your business form tribunal claims made against your business?

Proposed changes in the Employment Rights Bill include 
· strengthening protections for pregnant workers and new mothers. 
· giving workers on zero-hours contracts the right to guaranteed hours.

These proposed changes are still going through the parliamentary process but expect to become law in 2026.

Is your Business ready to deal with these changes?

	Key proposed changes in the Employment Rights Bill.
Unfair dismissal: The two-year service requirement for claiming unfair dismissal is expected to be removed, the latest proposal is to allow a claim after six months employment.
Pregnancy and maternity: 
Protections against dismissal for pregnant employees and those returning from maternity leave will be strengthened, with dismissal potentially being unlawful during pregnancy and maternity leave and for a period after returning.
Bereavement leave:
A new statutory bereavement leave is expected.
Flexible working: Employers will be required to have a valid business reason to refuse a flexible working request and will have to state the reason for refusal.
Non-Disclosure Agreements (NDAs): Proposed amendments aim to void terms in NDAs that prevent workers from speaking out about harassment or discrimination.
"Fire and rehire": The bill is expected to include a provision that bans the practice of "fire and rehire".
Worker status: There are proposals to introduce a "single worker status," which would give all workers full employment rights from day one. 
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	Delay in raising misconduct concerns with an employee may make a dismissal unfair.
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The Trust became aware of the concerns in 2018 but did not speak to Ms O’Brien about them until a year later, by which time her ability to recall events had been affected by PTSD.The Employment Appeal Tribunal found that the original tribunal had not properly considered the impact of this delay on the fairness of the dismissal.We can support you at employment tribunals.

We will deal with Acas conciliation prepare your ET3 response to any claim and help draft a bundle on your behalf.

	
If the dismissal is motivated not simply by the expression of the belief itself (or third parties’ reaction to it) but by something objectionable in the way in which it was expressed, determined objectively, then the effect of the decision in Page v NHS Trust Development Authority is that the dismissal will be lawful if, but only if, the employer shows that dismissal was a proportionate response to the objectionable feature – in short, that it was objectively justified. 
Although point (2) modifies the usual approach under the Equality Act so as to conform with that required by the European Convention of Human Rights, that “blending” is jurisprudentially legitimate. 



	We can provide Business Insurance to protect against Emloyment Tribunal claims. 
	
	

	Unfair dismissal
Delay in raising misconduct concerns with an employee may make a dismissal unfair if the delay prevents them from properly defending themselves.
Ms O’Brien was dismissed for misconduct after allegations that she had failed to work her contracted hours and falsely claimed overtime. 	
	

	
	
	

	

	
Number of Employment Tribunal Cases Increase. 

The latest annual Employment Tribunal statistics are out, covering the period from April 2023 to March 2024, and they reveal a concerning trend for employers. Most notably, total claims have increased from 86,000 to 97,000 – a nearly 13% rise – and for certain claim types, the sums awarded to employees have increased.
Tribunal fees were abolished in July 2017 after the UK Supreme Court ruled them unlawful, meaning it now costs employees nothing to bring a claim. Since then, claims have risen significantly; for context, 88,461 applications were lodged in 2016/17, and 83,015 in 2015/16. This year’s total therefore represents an increase of roughly 10-17% compared to pre-fee-abolishment levels.
What’s more, with a swathe of new workers’ rights anticipated under the upcoming Employment Rights Bill, employers should brace themselves for a further increase in Tribunals, particularly due to the government’s pledge to making unfair dismissal a day one right.  Indeed, according to our recent poll, nearly two-thirds of employers (59.4%) are concerned about the heightened risk of litigation resulting from impending changes to employment law.
With the release of new statistics, the question most employers will be asking is: How much is an Employment Tribunal claim likely to cost me in 2024?
It has never been more important for SME’s to have employment Law advice and support.

	
We would recommend that all employers consider seriously taken on employment law protection against employment tribunal claims being raised against them.  

More and more employees are bringing cases and precenting these claims themselves.  Even when the cases brought by them are weak – you as the employer have done everything correctly – the employee can still bring the case.  You as the employer could  face large legal fees to defend the case.  This is not the only issue employers face there is the time spent preparing for the case not forgetting the worry and stress caused by having this case to face.

If you wish to receive more information on our business insurance e-mail enquiries@lbjconsultants.co.uk to arrange an appointment
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	When should an Occupational Health referral be made?
It can be difficult to know when to make an occupational health referral, so we thought you may appreciate a little guidance. Here are five instances in which you may consider a referral to occupational health: 
1.In the early stages of an absence
When an employee is absent, involving occupational health early means you can support your employee as early as possible. Try not to leave it too long, because you may have missed an opportunity to help the employee through a difficult time and re-engage them with the workplace sooner rather than later. 
2.When an employee discloses a health condition and may need support
An employee has bravely confided in you about their health condition, and you aren’t sure what needs to be done. As a line/HR manager it’s unlikely that you’re a medical professional, which means you probably aren’t going to be best place to make decisions on what treatment or support would best help the employee to manage their condition.
This is where an occupational health referral can help. You’ll receive the advice and information you need to support the employee and your organisation. 
3.When an employee is considering a return to work
When an employee has been absent and is looking to return to work, they may need a few adjustments and a little support to ensure they’re ready, and their return to work is successful. Referring to occupational health will give you advice on this, ensuring you fulfil your responsibilities too. 
4.When health may prevent an employee doing their job
In some unfortunate circumstances it can be possible that an employee can no longer do their job due to their health. Case law and previous employment tribunals have been very clear about this – you should obtain the advice of an occupational health specialist to determine what the next steps may be. 
5.Ill-health retirement
If an employee is unable to perform their role due to ill-health, and it seems likely that this will extend to their normal retirement age, then ill-health retirement can be an option. Employment Tribunals usually require that an occupational health would have been completed before deciding and signing this off. 
We can help you organise your Occupational health reviews call us on 01292 892713 or 07984 568523 to discuss.  You can also e-mail us on enquiries@lbjconsultants.co.uk.

New statutory rates proposed – to take effect from 6th April 2026 

 	Old Rate	New Rate
Statutory maternity pay	£187.18 per week	£194.32 per week
Statutory paternity pay	£187.18 per week	£194.32 per week
Statutory shared parental pay	£187.18 per week	£194.32 per week
Statutory adoption pay	£187.18 per week	£194.32 per week
Statutory parental bereavement pay	£187.18 per week	£194.32 per week
Statutory neonatal care leave pay	£187.18 per week	£194.32 per week
Statutory sick pay	£118.75 per week	£123.25 per week




	

	
We now offer a full Health & Safety support service with fully qualified Health & Safety Consultant partner.

Call us on 07375 097443 or e-mail enquiries@lbjconsultants.co.uk for more details.	LBJ Consultants
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