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Hospitality HR Compliance Checklist
Preparing Scottish SME Hospitality Businesses for the Employment Rights Act 2025 & 2027 Reforms
Introduction
From 1 January 2027, employees will gain protection from unfair dismissal after six months’ service, and the statutory compensation cap will be removed.
Any employee with six months’ continuous service as at 1 January 2027 will automatically qualify for protection.
For Scotland’s hospitality SMEs, this significantly increases employment tribunal risk.
This checklist will help you assess whether your business is prepared.






Section 1: Employment Contracts Audit
☐ All employment contracts have been reviewed within the last 12 months
☐ Probation clauses clearly define duration and review process
☐ Probation periods align with the new six-month qualifying rule
☐ Notice provisions are clear and legally compliant
☐ Hours of work and flexibility clauses reflect actual working practices
☐ Overtime, shift allocation and variation clauses are properly drafted
☐ Lay-off and short-time working clauses (if used) are contractually included
☐ Holiday entitlement and pay calculations are compliant
☐ Zero-hours or casual arrangements are legally robust
☐ All contract variations have been formally documented

Risk Indicator:
If you ticked fewer than 8 boxes, your contracts may expose you to tribunal vulnerability.








Section 2: Six-Month Qualifying Period (Effective 1 January 2027)
☐ You have identified employees approaching six months’ service
☐ You have mapped which employees will qualify automatically on 1 January 2027
☐ Managers understand the significance of the six-month threshold
☐ Dismissal decisions near the six-month mark require documented review
☐ Performance concerns are addressed before six months where appropriate
☐ Probation reviews are structured and recorded
Key Risk:
Dismissals shortly after six months without documented fair process will carry significant legal exposure.











Section 3: Unfair Dismissal & Tribunal Risk
☐ Managers are trained in fair dismissal procedures
☐ A documented disciplinary procedure is in place
☐ A grievance procedure is available and accessible to all staff
☐ All disciplinary hearings are minuted
☐ Employees are given the right to respond to allegations
☐ Appeal processes are documented and applied
☐ You can demonstrate procedural fairness in dismissal decisions
☐ Documentation is stored securely and consistently
Important:
From 2027, compensation will be uncapped. A poorly handled dismissal could result in substantial financial liability.









Section 4: Core HR Policies
☐ Disciplinary Policy
☐ Grievance Policy
☐ Equal Opportunities & Anti-Discrimination Policy
☐ Harassment & Dignity at Work Policy
☐ Flexible Working Policy
☐ Absence & Sickness Management Policy
☐ Family Leave Policies
☐ Whistleblowing Policy
☐ Data Protection Policy
☐ Staff Handbook updated within last 24 months
Risk Indicator:
Missing or outdated policies significantly weaken your tribunal defence.










Section 5: Fair Work Alignment (Scotland)
Scotland’s Fair Work principles focus on:
· Effective Voice
· Opportunity
· Security
· Fulfilment
· Respect
Assess your position:
☐ Employees have clear communication channels
☐ Shift allocation is transparent and fair
☐ Contracts provide clarity and predictability
☐ Managers promote respectful treatment
☐ Staff concerns are addressed early
☐ Working practices promote stability and security
Business Advantage:
Strong Fair Work practices reduce disputes and improve retention.









Section 6: Practical Risk Controls for Hospitality SMEs
☐ High turnover areas are monitored for risk
☐ Seasonal recruitment processes are documented
☐ Exit processes are formalised
☐ Verbal warnings are followed up in writing
☐ Performance management conversations are recorded
☐ Managers understand legal obligations before making termination decisions
☐ HR advice is sought before high-risk dismissals














Overall Risk Assessment
If you answered:
· Mostly Yes → Your framework is broadly aligned but should still be reviewed before 2027.
· Several No responses → Your business may be exposed to tribunal risk under the new six-month rule.
· Many No responses → Immediate action is recommended to avoid financial and reputational exposure.
Next Steps
Preparing now protects your business later.
LBJ Consultants support Scottish hospitality SMEs by:
✔ Reviewing and redrafting employment contracts
✔ Updating policies and procedures
✔ Delivering manager training
✔ Conducting tribunal risk audits
✔ Embedding Fair Work principles
✔ Preparing businesses for the 2027 reforms
Protect Your Business Before a Claim Arises
📞 Call 07984 568523 today and LBJ Consultants will ensure that your business has protection from any Tribunal claims.
Early preparation is always more cost-effective than defending a case.







Prepared by LBJ Consultants
📞 07984 568523
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