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mank you to everyone Z@ho Your input has been invaluable in

shaping our understanding of the

partiCipated Z.n Our 2025 current HR landscape.
EmpIOyment Surﬁey. Our survey focused on five

key areas:

e HR Priorities for 2025

« Employment Rights Bill

« Workplace sexual harassment
e HR technologies and Al

e Business Confidence

Rena Magdani

Partner - National Head of
Employment,

Pensions and Immigration
0345 272 5715

077119 9946
rena.magdani@freeths.co.uk
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The insights gathered from these
areas have been instrumental

In designing our training
programme for this year. We
hope these findings also provide
the HR community with valuable
iInformation about the trends and
priorities of businesses in 2025.

Matt McBride

Partner

0345 274 6949

0771758 1853
matt.mcbride@freeths.co.uk
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HR Priorities for 2025
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We asked for organisations to list their DiVGI’Sity and Inclusion

Top 5 HR priorities for 2025. 2 2 O/ ‘y Employee motivation Takes a Backseat
O

and engagement Surprisingly, Diversity and Inclusion has
Employee health

dropped significantly in priority compared
to our 2024 survey. Last year, 27% of
and wellbeing respondents ranked it in their top five

n priorities, but this year, only 5% did. This
D
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shift raises questions: Have employers
Adapting to new

already addressed it? Is it seen as non-
Employment Rights O
3 3 O A Bill legislation 2 6 %)

essential in tight times? Or is there an
Retention of

ideological shift away from it?
Ensuring employees
compliance with

Adapting to the New
Employment Rights Bill

The top priority for businesses in 2025
is adapting to the new Employment
Rights Bill. Employers have identified
their top five priorities, with the
Employment Rights Bill being a common
focus due to its wide-ranging reforms
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HR legislation
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HR Priorities for 2025

The apparent cooling of interest in Diversity

and Inclusion and flexible working initiatives

is the standout issue. It is possible that

businesses do not consider it as much

of a priority because they already have

it covered, but if so, this might be unduly

62% complacent. There are no indications from
the statistics elsewhere about Employment
Tribunal claims and incidences of

Mental health

N |
oo
S

Wellbeing

Flexible working

Access to confidential
financial health/advice

discrimination in the workplace which would
suggest that “Diversity and Inclusion” has
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Healthy living been solved.
Agile/Hybrid working 470
- *Whistle blowing
Volunteering/charity work - . e .o
g/charity initiatives have
Team building 33 increased considerably
Whistleblowing 28% compared with
last year.
Financial Education Ly
Other/None
% businesses % businesses
promoting these promoting these
initiatives 2024 initiatives 2025
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Employment Rights Bill 2025

Bereavement
leave for all

Pessimism surrounds the reforms

12% Negative
59% No Real Impact
29% positive Impact

The overall sentiment is one of pessimism regarding the
Employment Rights Bill's impact. Few companies believe
the reforms will have a positive effect, with “Day One" Unfair
Dismissal Rights and SSP being the main concerns:

Net Impact

-28%

Restrictions on
“Fire and Re-hire

Reforms to zero
hour contracts

10% Negative
8/% No Real Impact

Trade Union Rights 23% Negative T
-49% Flexible Working Employer Liability i 5o < Aocess to i o izt I et
0 125 the Default” for Third Party orkplace 4% positive Impact

Harassment

34% Negative

“Day One” Unfair
Dismissal Rights

©68% Negative
2/% No Real Impact
4% positive Impact

FREETHS

Statutory Sick Pay
from Day One

58% Negative
33% No Real Impact
9% positive Impact

52% Negative
32% No Real Impact
17% positive Impact

45% Negative
44% No Real Impact
11% positive Impact

60% No Real Impact
6% positive Impact
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Employment Rights Bill 2025

Primary
Concerns

Ensuring
Compliance

Financial Cost of
Employee Benefit

*% businesses reporting concerns

FREETHS

Compliance and Cost Concerns

Businesses are primarily worried about compliance
and costs associated with the Act. Smaller
businesses (fewer than 100 employees) report being
more concerned about ensuring compliance, while
larger employers (more than 500 employees) are
more worried about increased Tribunal claims:

Secondary
Concerns

Increased tribunal claims

Changes to existing staff
working practices

Staff Training
Higher prices for customers
Other

Changing HR Systems

Staff Numbers Unlikely to Change

Most businesses do not expect the reforms to
impact staff numbers:

«22

Little or No Impact

O
17%
Slight
decrease

Significant

O
)
0
a4 A
Decrease '

O
2%
Slight
Increase

H
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Employment Rights Bill 2025

Organisational impacts of day one unfair dismissal rights Higher
among large

Day ()Ile Unfail’ DiSIIliSSﬂl companies
Rights and recruitment

The introduction of Day One Unfair
Dismissal Rights is expected to impact
recruitment processes.

We will provide more We will change We will use We will Other None
training to those our recruitment more agency recruit fewer
involved in recruitment procedures workers employees

Appropriate probationary period for “day one” unfair dismissal rights The introduction of Day One Unfair

The Government iS Dismissal Rights is viewed pessimistically

° ° 3 SPL and employers are preparing for changes
COHSlderlng dn Inltlal in recruitment training and practices to
Employment Period” deal with it.

during which this right will

not have full effect. 45% of

organisations expressed a

preference for a 6 month - e

. . . Less than 3 Months 6 Months 9 Months 12 Months
Initial Employment Period 3 Months
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Sexual harassment in the workplace

With the introduction of the obligation for UK employers to take
reasonable steps to prevent sexual harassment in the workplace,

o . . o« o . The survey suggests considerable movement
60% of businesses have yet to implement training, though a third towards addressing sexual harassment in the
have it In devel()pment. workplace, but there is still plenty of room for

progress. Sensible steps towards preventing
sexual harassment are “not in place and not
Sexual harassment policy (part of a wider policy)  [SJ}A in development” for many businesses.

Sexual harassment policy (stand-alone policy) pIFA

Sexual harassment training for managers |K§A

An option/system for anonymous reporting of sexual harassment E¥iVA

Sexual harassment risk assessment il
Sexual harassment training for employees [libA
3%

A process for periodic review of sexual harassment complaints to identify patterns

I

Staff survey (that is about, or includes questions on sexual harassment) [t
Sexual harassment champion/guardian  [38

In place before Implemented in Not in place Not in place
2024 2024 but in and not in
development development
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Technology and Al

Al in HR: A Mixed Picture

Despite the rapid pace of technological
advancement, interest in Al for HR seems
to have waned.

Already implementing
or implemented

Plan to implement No plan to implement
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| would trust Al
to support the
learning and
development
of employees

Technology and Al (2] 1wouta trus

Al to support
| would trust O < o \ the HR needs

Al to recruit @ of employees
the best

candidates

Trust and Knowledge

While knowledge levels about Al tools have increased,
trust has declined.

Legal Risks

Only 46% of respondents said they had a good
understanding of the legal risks associated with using
Al in HR. It's crucial for businesses to understand

the legal risks of using Al, particularly regarding
discrimination and data protection. Equality and Data

Impact Assessments are essential when considering 2024 2025 2024 2025 2024 2025

the implementation of Al in the workplace.

Trust has declined Trust has declined The only area where
since last year since last year trust has improved

Al still has some way to go to convince

businesses of its usefulness and

trustworthiness, particularly in recruitment . . ,
Disagree Neither Agree Don't know
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Business Confidence

FREETHS

UK trading

expectations
I for the next 12

months

Your
Industry
Sector UK
AS A
Whole
Will decrease
A pessimistic view

of the UK prospects

More than 50% of
respondents considered that
UK trading would become
worse for the next 12 months

O —1 Company

performance

expectations

for the next 12
I ;I: months

Employee

Turnover
Numbers

Profitability

Will stay the same Will increase

Positive Outlook for
Own Companies

Despite the pessimistic view of
UK prospects, HR managers are
more positive about their own
companies’ outlook

Staff
recruitment

[v
E expectations
[v

for the next 12
months

Retaining Recruiting
Staff Staff Finding Staff
With Right
Skills
Will get harder Will stay the same Will be easier

Skills Gap Remains
a Concern

The skills gap remains a significant
concern for HR professionals, with
few expecting recruitment and
retention to get easier
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Awards and accreditations

Chambers LEADING FIRM [ e G UiDE FEATED Certified
N e b - o= Business o"”DWERSHV
SN u ? egal500 . Disability 3
- [ 4 3 For (]
. = | ” orum 2
Freeths LLP — Corporation

sssssss oy | CYBER
@ @ 3 ESSENTIALS
o UKAS | PZN
A== s f éf ‘9 INVESTORS | Silver
IS0 22301
e e e o CERTIFIED Ny IN PEOPLE fr tI k
e e S ° C O ° u



