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	How should your business deal with discipline and grievance issues.

[image: ]Most SMEs believe they have this covered. They have a policy in place, perhaps a template from years ago, and they assume that’s enough. But that assumption is fundamentally flawed. Having a policy is only the visible part of the protection — the smallest, most passive part. The real risk sits in how those policies are applied in practice, and for most businesses, that risk is far greater than they realise.
When an issue arises, the business doesn’t pause. Decisions are made in real time, often by managers who are under pressure and not fully equipped to handle complex situations. It means inconsistent approaches, missed steps, and procedural errors. It means grievances escalating rather than resolving, and disciplinary matters becoming drawn-out and costly. None of that is reflected in having a policy document — but all of it exposes your business to significant risk.
Now layer in what’s changing in April 2026. SSP will be paid from day one. It will apply to all employees. That means absence becomes more accessible and more frequent, while also becoming more expensive from the very first day. If your current approach is to monitor SSP and assume that’s under control, you are not prepared for what’s coming.
The risk here is not theoretical. It is immediate and measurable.
If you are not actively ensuring your discipline and grievance processes are clear, consistent, and correctly applied today, you are already exposed. And as expectations increase under ERA 2025, that exposure will only grow.
The risk here is not theoretical. It is immediate and measurable. 
So, the question is not whether your business has policies in place. It is whether they are robust, understood, and actually protecting you when it matters most.
Strong policies must be supported by confident, capable managers. Without proper training, even the best-written procedures will fail in practice. Managers need to understand not just what the policy says, but how to apply it fairly, consistently, and in line with current legislation. This is where many businesses fall short — and where the greatest risk often sits.
Consistency is critical. Handling similar situations differently across teams or individuals not only damages trust internally, it significantly increases the likelihood of claims. A structured, well-communicated approach ensures that decisions are defensible, documented, and aligned with best practice, reducing both legal and operational risk.
Ultimately, discipline and grievance processes are not just about compliance — they are about control. Businesses that take a proactive, structured approach are better positioned to protect productivity, maintain employee relations, and avoid unnecessary cost. Those that do not will find themselves reacting to issues rather than managing them, often when it is already too late.



	
	
	


	
	
	

	
	
	
	

	We also offer other services on a 


[image: A colorful text with leaves

Description automatically generated]

Call us on 07984 568523/01292 892713 to dicuss these services
	
	
	

	

	

	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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	People for Business
	Updates
	Business for People

	
Zero-Hours and Low-Hours Contracts: Workforce Risk, Cost & Compliance

	Zero-hours and low-hours contracts are under increasing legal scrutiny.  Guaranteed hours and shift notice rights will change how flexibility works.  Many businesses underestimate their exposure to cost and compliance risk.  Workforce data—not assumptions—must drive decisions.  Early analysis allows control; late reaction creates cost
Flexible contracts have long supported operational demand across hospitality, retail, and care.  The direction of travel is clear—greater predictability, fairness, and worker protection.  This is already influencing expectations from regulators, tribunals, and employees.  We regularly see businesses assume their current model will continue to work In reality, where working patterns are consistent, obligations are already shifting.  	In one case, a business discovered that over 60% of its zero-hours workforce were working consistent patterns—exposing them to significant contractual and compliance risk.
From working with SMEs, a consistent pattern emerges with limited visibility of contract types and a disconnect between contracted and actual hours. Scheduling that wouldn’t meet future requirements and financial exposure is not understood.
We also see businesses where managers believe flexibility exists—until data shows the same individuals working near-identical shifts every week. At that point, what appears flexible becomes predictable—and predictable becomes risk. `The issue is not the contract—it is how it operates in practice.  Where consistent patterns exist, they may form the basis of future rights.	We analyse real workforce data and provide practical, commercially focused insight.  We focus on what is actually happening—not just what contracts say. Early action allows control. Waiting increases cost and risk.  The businesses that act early will protect margins and retain flexibility.
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	Why Fire and Rehire Is No Longer Appropriate
Historically, businesses used fire and rehire to:
· Change pay structures
· Adjust shift patterns
· Modify contractual benefits
Today, the risk profile is completely different.  Employers must now demonstrate fair, reasonable, and consultative approaches—or face significant consequences.
The Risks of Getting It Wrong
Using fire and rehire incorrectly can result in:
· Automatic unfair dismissal claims
· Significant compensation awards
· Damage to employee trust and morale
· Long-term reputational harm
This is no longer a manageable risk it is a high impact exposure.
What a Lawful Approach Looks Like
From what we see working with businesses, a compliant and effective approach includes structured consultation
· Early engagement with employees
· Clear explanation of business rationale
· Genuine opportunity for feedback
· Genuine Negotiation
· Exploring alternatives
· Addressing concerns properly
· Finding workable solutions
· Incentivised Agreement
· Encouraging voluntary agreement
· Structuring proposals fairly
· Reducing resistance and conflict
· Clear and Consistent Communication
· Alignment across managers
· Legally compliant language

	Fire and Rehire: Why It’s No Longer a Viable Option - What to Do Instead
	

	What This Means for Your Business
· Fire and rehire is now heavily restricted and high-risk
· Most businesses using it face legal, financial, and reputational exposure
· A consultative, structured approach is now expected
· Getting this wrong can lead to tribunal claims and long-term damage
· There is a safer, more effective way to deliver change
Why This Matters Now
The landscape around fire and rehire has changed significantly—and many businesses haven’t fully adjusted.  We regularly see organisations assume this is still a viable fallback option. It isn’t.What was once used as a last resort is now one of the highest risk approaches you can take. In practice, using it incorrectly can trigger immediate legal and reputational consequences.
What We See in Practice
From working with SMEs and larger employers, a consistent pattern emerges when change is handled poorly:
· Decisions made too quickly without proper consultation
· Managers unsure how to communicate change
· Inconsistent messaging across the business
· Escalation into formal disputes or grievances
This is where risk builds—and often where costs begin to escalate.
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	Complete HR  
	     People for Business – Business for People
	One Stop for all support

	

	How Should Businesses Prepare for Increasing Union Activity in the Workplace?
[image: ]
	Why Union Readiness Matters Now
The employment landscape is shifting—and many businesses haven’t caught up yet.  We regularly see organisations assume this won’t affect them—until it does.  In reality, union activity often starts subtly and then builds quickly once momentum develops among employees.  At that point, hesitation, inconsistent messaging, or incorrect responses can significantly increase risk.
What We See in Practice
From working with SMEs, there’s a consistent pattern when businesses aren’t prepared.
Leaders unsure how to respond in real time
Different managers giving different answers to the same questions
Delays in escalation while decisions are made internally
Lack of clarity around legal boundaries and acceptable communication
What Our Union Readiness Workshop Actually Does
This is practical preparation for real situations—not generic training or theoretical advice.  	We focus on ensuring your leadership team can act confidently in the moments that matter most. We help leaders:
· Understand union access rights in real-world terms
· Respond confidently to recognition requests
· Communicate clearly without creating legal or reputational risk
Why This Matters Commercially
Union-related issues are not just compliance risks—they are commercial risks. They directly affect:
· Leadership confidence and decision-making
· Employee trust and engagement levels
· Operational stability across teams and sites
· Overall business reputation
Handled well = controlled outcome and reduced risk.
Handled poorly = escalation, disruption, and cost.


	What This Means for Your Business
Union access and recognition activity is increasing—and accelerating across multiple sectors. Many SMEs underestimate how quickly situations can escalate from informal conversations to formal processes.  Poor handling creates legal, operational, and reputational risk.  Consistent, confident leadership response is critical to maintaining control.  Preparing early is the most effective way to protect your business	
	

	
	
	

	

	LBJ Consultants Launches New Webinar Training Service
As businesses prepare for increasing employment law changes and operational pressures, the need for accessible, practical HR training has never been greater. At LBJ Consultants, we are responding to that need with the launch of our new webinar-based training service — designed specifically for SMEs who want clarity, confidence, and control in managing their people.
Many organisations recognise the importance of training but struggle to commit the time or resource to traditional, in-person sessions. Webinars remove that barrier. They provide a flexible, cost-effective way to equip managers and business owners with the knowledge they need, without disrupting day-to-day operations.
Our webinar programme focuses on the issues that matter most right now. From discipline and grievance handling to absence management, performance, and preparing for the Employment Rights Act 2025, each session is built to deliver practical, actionable insight — not theory. The aim is simple: to ensure your business is not just compliant, but confident in how it operates.
What sets LBJ Consultants apart is our real-world approach. We don’t just explain legislation — we show you how it applies in practice. Our sessions are designed to help managers make better decisions, avoid common pitfalls, and handle situations consistently and effectively. This is about reducing risk, protecting your business, and improving outcomes across your workforce.
The introduction of webinar training also allows us to support more businesses in a scalable and ongoing way. Rather than one-off sessions, organisations can engage regularly, keeping knowledge up to date as legislation evolves and challenges change. This continuous approach ensures that policies are not just in place, but actively supported by capable, informed managers.
As expectations on employers continue to rise, particularly with upcoming legislative changes, investing in the right training is no longer optional — it is essential. Businesses that prioritise development will be better positioned to manage risk, maintain productivity, and build stronger, more resilient teams.
Our new webinar service is now live, with a schedule of upcoming sessions available. If you want to ensure your business is prepared, protected, and operating with confidence, now is the time to engage.	All webinars will be delivered via Microsoft Teams, making access simple and familiar for most organisations. Attendees can join live sessions from anywhere, allowing for real-time engagement, discussion, and the opportunity to ask questions directly to our experts. This ensures the training remains interactive and relevant to the challenges your business is facing.
For those unable to attend live, every session will also be recorded and made available on demand. This provides complete flexibility, enabling businesses to access training at a time that suits them and to revisit key topics whenever needed. It also allows organisations to extend the value of each session by sharing content across teams.
This dual approach — live and on demand — ensures that learning is not restricted by time or availability. Whether you prefer to engage in the moment or access content at your convenience, our webinar service is designed to fit around your business, not disrupt it.
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	This overview highlights the key employment law changes taking effect from April 2026 and beyond, covering increases to compensation limits, statutory payments, and minimum wage rates, alongside important updates to tribunal claims and employer obligations. It also outlines upcoming developments under the Employment Rights Act 2025, including enhanced employee protections, extended time limits for claims, and new enforcement measures. For employers, this serves as a clear reminder that both the financial and operational risks associated with people management are increasing, making it essential to ensure policies, processes, and management capability are aligned, up to date, and ready for what’s ahead.
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EMPLOYMENT LAW

Key changes and increased rates from 6 April 2026

Ata glance
N )

£ ) COMPENSATION LIMITS (FROM 6 APRIL 2026) q‘% PARENTAL PAYMENTS (FROM 6 APRIL 2026)

Employment right Maximum award Type of payment Current rate Max. period
(previous limit) (previous limit)

Unfair dismissal Statutory maternity 90% of normal 6 weeks

Basic award £22,700 (£21,570) pay (higher rate) weekly earmings

Compensatory award -

—— s e ) Statutory maternity £18718(£184.03) aweek* 33 weeks

dditional awar £20,671-£41,342 (£18,694-£37,388) pay (basic rate)

(ie. 26-52 weeks' pay)
Statutory paternity pay  £187.18 (£184.03) aweek® 2 weeks

Redundancy pay £22,700 (£21,570)
R o Statutory adoption pay  90% of normal 6 weeks

Discrininstion o it (higher rate) weekly eamings

Dismissal for Statutory adoptionpay  £187.18 (£184.03) aweek* 33 weeks

union/employee representative

or pension trustee reasons (basic rate)

Basic award £22,700 (£21,570) Statutory shared £18718 (£184.03) aweek® 39 weeks
(minimum £8,853 (£8,763)) parental pay
Compensatory award £113,937 (£118,223)"
Statutory parental £18718 (€184.03) a week* 2 weeks
Dismissal for health & safety reasons bereavement pay
Basic award £22,700 (£21,570) Statutory neonatal £18718 2 week® 12 weeks.
(minimum £8,853 (£8,763)) e
Compensatory award No limit
Dismissal for making a protected disclosure PARENTAL PAYMENTS (FROM 7 APRIL 2026)
ey SR Maternity allowance £18718 (£184.03) aweek® 39 weeks
Compensatory award No limit
*Or 90% of normal weekly earnings, i lower
Guarantee pay £205 (5 days in any period
of 3 months) (£195)
(£41a day) NATIONAL MINIMUM WAGE AND NATIONAL LIVING WAGE RATES
Contract claims in a tribunal £25,000 [ApE2025 ites ARr2026€ rates
Limit on a week's pay = £780 (E719) (where applicable) 2 e S22
*Or one year's salary, if lower 18-20 £10.00 £10.85
16-17 £755 £8.00

EMPLOYMENT LAW CALEN UPCOMING CHANGES Apprentices £755 £6.00

6April 2026 The Paternity Leave (Bereavement) Act 2024 wil introduce bereaved partner’ paterity 73) SICKNESS PAYMENTS (FROM 6 APRIL 2026)

leave,which wil enable bereaved fathers and pariners totake up to 52 weeks of paterity
leave i the mother or adoptive parent dies within the first year of the chids Ife

Type of payment Current rate Max. period
6 Aprl 2026 The Employment Rights Act 2025 (ERA 2025)wil increase the maximum perod o the (previusly ENB7S)
colleciv recundancy protective award; make reporiing sexal hrassment a protected
discloure; removethe walting period andlower eamings it for et tosattory "
sick pay: simpliy the statutory recogniton scheme for trade unions; and remove the Statutory sick pay £118.75 a week 28 wecks
‘qualfying periods of employment for entitiement to statutory parental and paterniy leave. (standard rate)

7April 2026 The ERA 2025 will establish the new labour market enforcament body,the Fair Work
‘Agency. However,tis unclear when the Agency's enforcement powers wil come no frce.

1 October 2026 The ERA 2025 wil provide trade union members with protection from being subjected
t0: detriment of a prescribed descripton for taking industrial acton; introduce a ight
t0: statement of trade union ights; enhance an employer's duty to prevent sexual
harassment and impose ibilty for thir-party harassment; and require employers to
consult on writen polices about the llocation of tps

Notbefore  The ERA 2025 willincrease the ime liits fo bringing employment tibunal clais.
October 2026

1 January 2027 The ERA 2025 willmake it atomaicaly unfartodisiss an employee for refusing to
agree to: contractual varitio in certaincicumstances; andreduce the qualfying period
for ordinary unfar dsmissalclaims and remove the statutory cap o the compensatory award.

April 2026 brings further

) CASES ON APPEAL increases to key rates and
=S/ significant legislative reforms

Augustine v Data Cars Ltd (SC) Appeal against the Court of Appeal's decision that an employment tribunal was entitied to find under ERA 2025. Employers
that a minicab firm' imposition of a fat.rate crcuitfoe' on  part-time criver, which was set at the should review policies,
samelevel as for ful-time drivers, did not breach the Part.time Workers (Prevention of Less processes and budgets now

Favourabe Tratment) Reguiations 2000
to ensure compliance and
Appiah v Tripod Partners Ltd (EAT)  Appeal againstan employment trbunat decision that a consltant who contracted witha ecruiment e e
agency viaa service company was a worke of the agencyfr the purposs of an unlawfuldeductions

from wages claim under the Employment Rights Act 1996. and costs.

Please note: This nformation i provided for general quidance only and should ot be taken as legal advice. Source: GOV.UK - May 2025




