
EMPLOYMENT RIGHTS BILL 
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Key areas of the Bill 

 
Zero hour 
contracts 

Introducing a right to reasonable notice of shifts and to be offered a contract with 
guaranteed hours, reflecting hours regularly worked. 

 
<Redacted – not 
in scope> 

<Redacted – not in scope> 

 
<Redacted – not 
in scope> 

<Redacted – not in scope> 

 
<Redacted – not 
in scope> 

<Redacted – not in scope> 

 
<Redacted – not 
in scope> 

<Redacted – not in scope> 

 
<Redacted – not 
in scope> 

<Redacted – not in scope> 

 Fire and rehire 
Making it automatically unfair to dismiss workers because they refuse to agree to a 
variation of contract.  

<Redacted – not in scope> 



 
Avoiding unintended consequences for growth in 
the Employment Rights Bill 
 
<Redacted – not in scope> 
 
Provisions on guaranteed hour contracts restrict firms’ ability to respond to 
consumer demands and mean disproportionate administration. 
Labour market flexibility allows firms to a) deliver the diverse range of work needed 
to respond to the different preferences of staff and b) response to fluctuating or 
unpredictable demand. The Bill’s clauses on guaranteed hours set the risk and cost 
of offering flexibility so high that the simple solution for many will be to not offer 
flexible working arrangements at all. 

 A right to be offered, rather than a right to claim a guaranteed hours contract 
means businesses face higher costs whenever they let workers take on 
additional shifts. This financial pressure to limit non-guaranteed hours is why 
businesses have warned that it becomes harder to offer voluntary overtime or 
accept requests for flexible working. 

 While it is widely recognised that businesses need to be able to manage 
season peaks, no workable solution has yet been accepted by the 
government. The 12-week reference period will force firms to offer contracts 
they cannot afford, risking redundancy soon after accepting the new contract. 
This will be unworkable for hospitality and retail over busy periods, or for 
industries like the creative arts with inherent unpredictability. 

 Applying the guaranteed hours policy to agency workers undermines the very 
flexibility firms seek when engaging them. This puts jobs at risk for those who 
choose to be agency workers and will reduce the valuable role the sector 
plays in supporting growth. 

 
<Redacted – not in scope> 
 
Annex: recommended amendments 
 
<Redacted – not in scope> 
 
Provisions on zero-hour contracts & variable hours 

 Amend s.1 to read “Right to claim guaranteed hours”. Amend s.1(4) to insert 
the following words at the beginning of s.27BA(1): ‘If claimed by a worker’. 
This will change the right to be offered a guaranteed hours contract to a right 
to claim one. 

 Existing powers can be used to implement a 52-week reference period. 
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 <Redacted – Not in 
Scope> 
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<Redacted – 
Not in Scope> 

<Redacted – Not in 
Scope> 

<Redacted – Not in Scope> <Redacted – Not in Scope> <Redacted – Not in Scope> 

Disability 
employment 
gap 

Disabled Peoples 
Employment Team  
 <Redacted – Third 

Party Personal 
Information> 

 Ongoing commitment to 
at least halve DEG by 
2038 to 18.7 p.p. (from 
37.4 p.p. in 2016, 
baseline year) - reiterated 
in FWAP (2022). 2024 
DEG = 31.3 p.p.. 

  KBW recommendations may lead to 
delivery impacting DEG (pending 
resources and capacity etc). 
Issues potentially not covered/ included 
in ERB/ KBW etc and which we may 
want to continue (or start) focusing 
more on include:  

 sectoral issues;  
 pay gap (further/ others);  
 flexible working and disability 

employment 
 implementation and delivery of 

our Specialist employment 
support (SES) in Scotland;  

 zero hrs contracts and disability 
employment; and  

 Access to Work (AtW) in 
Scotland.  

<Redacted – 
Not in Scope> 

 <Redacted – Not in 
Scope> 

<Redacted – Not in 
Scope> 

<Redacted – Not in 
Scope> 

<Redacted – Not in Scope>  <Redacted – Not in Scope> <Redacted – Not in Scope> 

<Redacted – 
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 <Redacted – Not in 
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<Redacted – Not in 
Scope> 
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<Redacted – Not in 
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 <Redacted – Not in 
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<Redacted – Not in 
Scope> 

<Redacted – Not in 
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<Redacted – Not in Scope> <Redacted – Not in Scope> <Redacted – Not in Scope> 

<Redacted – 
Not in Scope> 

 <Redacted – Not in 
Scope> 

<Redacted – 
Not in Scope> 

<Redacted – Not in 
Scope> 

<Redacted – Not in Scope> <Redacted – Not in Scope> <Redacted – Not in Scope> 

<Redacted – 
Not in Scope> 

 <Redacted – Not in 
Scope> 

 <Redacted – Not 
in Scope> 

<Redacted – Not in 
Scope> 

o <Redacted – Not in 
Scope> 

<Redacted – Not in Scope> <Redacted – Not in Scope> 

Fair Work First <Redacted – Third Party 
Personal Information> 

Various policy leads 
across SG, incl FW & 
wider, in partic. 
 All FW Div 
 <Redacted – 

Third Party 
Personal 

Application of FWF 
criteria to public sector 
grants, other funding and 
contracts. Relevant 
criteria: 
- No inappropriate use 

of ZHC (desirable) 

See ZHC, fire and rehire, etc 
proposals 

See minimum wage proposals Employment Rights Bill may align 
wholly/more closely with FWF criteria 
and the specific criteria could 
potentially be removed from the policy.   
 
ZHC 
ERB aims to introduce: 
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Information>- 
OCEA 

 <Redacted – 
Third Party 
Personal 
Information>– 
Procurement 

 <Redacted – 
Third Party 
Personal 
Information>- 
SGLD  

 

- Oppose the use of fire 
& rehire practices 
(desirable) 

- Payment of at least 
the rLW (mandatory) 

 a right to a reasonable notice of 
shifts 

 payment for shift cancellation, 
movement and curtailment at short 
notice 

 a right to be offered a contract with 
guaranteed hours which reflects the 
hours eligible workers regularly 
work over a statutory reference 
period 

 a right to information for workers 
from employers about aspects of 
their statutory rights. 

Agency workers - Bill was amended at 
the Commons report stage to allow 
similar protections for agency workers 
as those already afforded to other 
types of workers in the Bill 
 
Fire & Rehire:  
 Clause 26 of the Bill would add a 

new section to the 1996 Act, 
creating a new type of automatically 
unfair dismissal linked to changes 
in a specified list of contractual 
terms (“restricted variations”). i.e. 
fire and rehire practice  

 There is an exemption - dismissal 
would not be automatically unfair if 
the employer can show that the 
variation of contract was because of 
"financial difficulties" that would 
affect its ability to carry on the 
business. Furthermore, the 
employer could not have 
"reasonably avoided" making the 
variation. If the exemption applies, 
the employer would still have to 
show that the dismissal was fair, 
according to the normal tests for 
unfair dismissal, and additional 
factors proposed in the Bill 

 Specific exemptions for local 
authorities and public sector 
employers due to the different 
financial arrangements of these 
organisations.  

Also includes protection for employees 
who are fired and replaced by non-
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employee workers (e.g. agency 
workers), to do substantially the same 
role. 
 
Minimum wage: 

 Legally enshrines April 2025 
National Living Wage rate of 
£12.21 per hour for workers 
aged 21+. 

 Rate increases will be 
benchmarked to inflation and 
cost of living 

 New enforcement body (Fair 
Work Agency) will ensure 
compliance 

 Phase-out of age-based wage 
bands, moving toward a unified 
adult rate, strengthens FWF’s 
emphasis on fairness and equal 
treatment. 

Right to Information 

Statutory right for workers to receive 
clear information about their 
employment terms and rights – 
supports informed decision-making and 
access to justice. 
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Race 
Employment  

Anti-Racism in 
Employment Team  
 <Redacted – Third 

Party Personal 
Information> 

 Through Anti-Racist 
Employment Strategy we 
are supporting and 
encouraging employers 
to reduce barriers for 
racialised minorities 
through better data 
gathering and application, 
inclusive policy and 
practice, and leadership-
driven culture change.  

Nothing directly related but a few 
proposals likely to have positive 
impact on racialised minorities -  
Zero-hours and low hours 
contracts 
SSP 
Protection from harassment 
Unfair dismissal 
Fire and rehire 
Flexible working 

Equality (Race & Disability) Bill: 
 Extension of pay gap 

reporting (from gender) to 
disability and ethnicity for 
large employers (250+) 

 Produce an action plan on 
improving workplace equality 
for racialised minority 
employees and disabled 
employees. 
 

 

MWP agenda does not focus on 
structural improvements needed to 
address barriers for racialised 
minorities, including leadership 
engagement and culture change. We 
would therefore pitch these aspects as 
part of FW, setting ourselves apart 
from UKG, and as the crucial 
underpinning to any operational/HR 
activity such as EPG reporting. 
 
Would continue to focus on getting 
useful data not covered through MWP 
(only pay data) such as staff 
experience/survey data, barriers 
experienced by particular ethnic 
groups, intersectional groups, and 
migration status etc.  
 
MWP also doesn’t cover impact AI or 
reflect its increased usage among 
employers. There is evidenced concern 
around the risk of AI perpetuating 
existing biases, so would need to focus 
on supporting employers to use AI 
appropriately.  
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Unfair 
dismissal, 
including Fire 
and rehire 

Fair Work First 
 <Redacted – Third 

Party Personal 
Information> 

Local Government 
Analytical Services 
 <Redacted – 

Third Party 
Personal 
Information> (re 
exemption for 
LAs) 

FWF applies FW criteria 
to public sector grants, 
other funding and 
procurement. This 
includes a specific 
desirable criteria asking 
grant recipients to commit 
to opposing the use of 
fire and rehire practices. 

Clause 26 
 Clause 26 of the Bill would add 

a new section to the 1996 Act, 
creating a new type of 
automatically unfair dismissal 
linked to changes in a specified 
list of contractual terms 
(“restricted variations”). i.e. fire 
and rehire practice  

 There is an exemption - 
dismissal would not be 
automatically unfair if the 
employer can show that the 
variation of contract was 
because of "financial 
difficulties" that would affect its 
ability to carry on the business. 
Furthermore, the employer 
could not have "reasonably 
avoided" making the variation. 
If the exemption applies, the 
employer would still have to 
show that the dismissal was 
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fair, according to the normal 
tests for unfair dismissal 
discussed earlier, and 
additional factors proposed in 
the Bill 

 Specific exemptions for local 
authorities and public sector 
employers due to the different 
financial arrangements of these 
organisations.  

 Also includes protection for 
employees who are fired and 
replaced by non-employee 
workers (e.g. agency workers), 
to do substantially the same 
role. 

<Redacted – 
Not in Scope> 

 <Redacted – Not in 
Scope> 

<Redacted – Not in 
Scope> 

<Redacted – Not in 
Scope> 
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<Redacted – Not in 
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<Redacted – Not in Scope> <Redacted – Not in Scope> <Redacted – Not in Scope> 

Zero Hour 
Contracts 
 

Fair Work and Labour 
Market Policy Team  
 <Redacted – Third 

Party Personal 
Information> 

 Oppose inappropriate 
use of zero hours 
contracts (ZHCs) and 
other non-standard types 
of employment that offer 
workers minimal job or 
financial security. (For the 
purposes of Fair Work 
First.) 
 
Would like Employment 
Law devolved to directly 
address (and ban) ZHCs 
and other insecure forms 
of work. 
 
SG is an accredited Real 
Living Hours (RLH) 
employer, and 
encourages other 
employers to either 
likewise accredit, or at 

Clauses 1-8 and schedules 1-2 
For workers on ZHCs, the Bill aims 
to introduce: 
 right to a reasonable notice of 

shifts 
 payment for shift cancellation, 

movement and curtailment at 
short notice 

 a right to be offered a contract 
with guaranteed hours - which 
reflects the hours eligible 
workers regularly work over a 
statutory reference period 

 a right to information for 
workers from employers about 
aspects of their statutory rights. 
Agency workers - Bill was 
amended at the Commons 
report stage to allow similar 
protections for agency workers 
as those already afforded to 

Some relation to other sections 
such as: Living Hours, Definition 
of worker, sick pay etc. 

In principle, the ERB proposals would 
assist in a curtailment of ZHC use, 
which is something SG would support, 
in absence of the needed devolved 
powers to ban them. 
 
With both consultation on this pending, 
to what extent how this measure will be 
implemented and enforced remains to 
be seen at this time. While the 
perception on ZHCs is broadly 
negative, they do have a legitimate 
function for industries where there are 
peaks in demand throughout the year, 
for example in the hospitality and retail 
sectors. 
 
When it is confirmed what measures 
will be covered by law in the ERB, at 
that point SG can explore what options 
are available within devolved 
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least adopt as many of 
RLH standards as much 
as possible. 

other types of workers in the 
Bill 

competence to set any potential higher 
standards against ZHCs. 
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What <Redacted – not in scope>  

When <Redacted – not in scope> 

Key 
messages 

 <Redacted – not in scope> 
 The Scottish Government believes all workers must be paid fairly for the work 

they do and understands zero hours contracts offer workers minimal job or 
financial security. We firmly oppose the misuse of zero hour contracts, and 
addressing the number and frequency of work hours is critical to tackling in-
work poverty. 

Official 
support 

<Redacted – not in scope> 

Comms 
Activity 

<Redacted – not in scope> 

 
  



<Redacted – not in scope> 
F1 – Zero hour contracts ........................................................................................ 8 

F2 – Fire and rehire ................................................................................................ 9 

<Redacted – not in scope> 
 

 
<Redacted – not in scope> 

 
 Such matters dealt with by the Bill include in relation to: 

o Zero hour contracts – introducing a right to reasonable notice of shifts 
and to be offered a contract with guaranteed hours, reflecting hours 
regularly worked.  

o <Redacted – not in scope> 
o Fire and rehire – making it automatically unfair to dismiss workers 

because they refuse to agree to a variation of contract.  
o <Redacted – not in scope> 

 
  

 <Redacted – not in scope> 
 The UK Government lost the vote on the following Non-Government amendments 

concerning: 
o Zero hour contracts polarity (right to request) 

 Instead of a duty on employers to offer guaranteed hours to eligible 
workers, workers have a right to request a guaranteed contract. 

 Adds a definition of "short notice" (when payment for cancellations 
will be triggered), so that employers will be exempt from paying 
employees for cancelled shifts if the cancellation is made with at 
least 48 hours' notice. 

 <Redacted – not in scope> 
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Fire and rehire Autumn 2025 October 2026 
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Ending the exploitative use of 
Zero Hours Contracts (ZHCs) 

Autumn 2025 2027 

<Redacted – not in scope> <Redacted – 
not in scope> 

 <Redacted – not in scope> 

 <Redacted – not in scope> 

<Redacted – not in scope> <Redacted – 
not in scope> 

<Redacted – not in scope> 

<Redacted – not in scope> <Redacted – 
not in scope> 

 <Redacted – not in scope> 

 <Redacted – not in scope> 

<Redacted – not in scope> <Redacted – 
not in scope> 

<Redacted – not in scope> 

<Redacted – not in scope> <Redacted – 
not in scope> 

<Redacted – not in scope> 

<Redacted – not in scope> <Redacted – 
not in scope> 

<Redacted – not in scope> 

<Redacted – not in scope> <Redacted – 
not in scope> 

<Redacted – not in scope> 

<Redacted – not in scope> <Redacted – 
not in scope> 

<Redacted – not in scope> 



Policy area Consultation Measure takes effect 
<Redacted – not in scope> <Redacted – 

not in scope> 
<Redacted – not in scope> 

<Redacted – not in scope> <Redacted – 
not in scope> 

<Redacted – not in scope> 

<Redacted – not in scope> <Redacted – 
not in scope> 

<Redacted – not in scope> 

<Redacted – not in scope> <Redacted – 
not in scope> 

<Redacted – not in scope> 

<Redacted – not in scope> <Redacted – 
not in scope> 

<Redacted – not in scope> 

<Redacted – not in scope> <Redacted – 
not in scope> 

<Redacted – not in scope> 

<Redacted – not in scope> <Redacted – 
not in scope> 

<Redacted – not in scope> 

<Redacted – not in scope> <Redacted – 
not in scope> 

<Redacted – not in scope> 

  



 
<Redacted – not in scope> 

 
<Redacted – not in scope> 
 

  

  

 

  



<Redacted – not in scope> 
  
 

  



1. ANNEX F – OTHER AREAS IN THE BILL 
 
1.1 F1 – Zero hour contracts 
 We firmly oppose the inappropriate use of zero hour contracts and other 

non-standard types of employment that offer workers minimal job or 
financial security. 

 Although zero hour contracts fall under employment law which is reserved to the 
UK Government, we are committed to mainstreaming fair work throughout 
Scotland. 

 Employment law, including Zero Hour Contracts and setting the National Minimum 
Wage rate is currently reserved to the UK Parliament. 

 Having employment powers in the hands of the Scottish Parliament would enable 
us to protect and enhance workers’ rights and tackle the inappropriate use of zero 
hours contracts. 

 We welcome the measures in the Bill to provide protections for workers on zero 
hours or low hours contracts, including:  

o a right to a reasonable notice of shifts 
o payment for shift cancellation, movement and curtailment at short notice 
o a right to be offered a contract with guaranteed hours - which reflects the 

hours eligible workers regularly work over a statutory reference period 
o a right to information for workers from employers about aspects of their 

statutory rights. 
o And the extension of these rights to allow similar protection for agency 

workers 
 Our Fair Work Action Plan aims to use the levers that we have control over to 

promote and deliver fairer working practices. 
 Our statutory guidance on Addressing Fair Work Practices in Procurement re-

enforces our belief that a stable contract is an important element of Fair Work. 
 The statutory guidance aims to discourage the use of zero hour contracts in public 

sector procurement. 
 The Living Hours Accreditation Scheme for Scotland (LHAS) will help to alleviate 

in work poverty and create more secure, sustainable and satisfying jobs. 
 LHAS provides workers a contract reflecting accurate hours worked and a 

guaranteed minimum of 16 hours a week, unless the worker requests otherwise. 
 This offers workers the flexibility to pursue other aspects of their lives, while 

working a reliable number of hours on which to budget. 
 We believe that it is vital to support working people by ensuring they are paid a fair 

wage, and provided a reliable number of hours on which to budget, which in turn 
improves living standards and boosts our economy. 

 We will continue to call on the UK government to take action to devolve these crucial 
powers. 

 The Scottish Government and its main agencies have no employees, workers 
assigned through contracted frameworks or inward secondees who have contracts 
with their minimum hours per week listed as zero. 

 
 
 

  



1.2 F2 – Fire and rehire 
 Fire and rehire practice that diminishes workers terms and conditions does 

not align with the criteria and expected practice of Fair Work 
 The Scottish Government strongly opposes the use of such fire and rehire 

practices and is fully committed to protecting workers and promoting Fair 
Work, including in Local Government. 

 We welcome the UK Government’s proposals in the Bill to end unscrupulous fire 
and rehire tactics by amending the law on unfair dismissal by closing loopholes.  

 Our Fair Work First policy applies Fair Work criteria to discretionary grants and 
contracts awarded by, and across, the public sector where relevant and 
proportionate. As part of this approach, two of the seven criteria are conditions of 
grants; these are the payment of the real Living Wage and provision of 
appropriate channels for effective workers’ voice. In addition, grant recipients are 
also asked to oppose the use of fire and rehire as part of commitments to the five 
desirable criteria, although this is not mandatory. 

 We understand that many employers will be looking to adapt for the future to 
ensure their future viability, but fire and rehire can create significant uncertainty 
for workers and is incompatible with Fair Work. 

 The vast majority of employers consult and reach agreement with their 
employees when they have to consider making changes to contracts and will only 
consider using fire and rehire practice as an exceptional and pressing business 
necessity. 

 There must be meaningful dialogue between employers and employees and their 
trade unions, to ensure employees are treated fairly. 

 
<Redacted – not in scope> 
  



2. ANNEX F – OVERVIEW KEY PROPOSALS IN THE BILL 
 

Policy area Proposal 
Zero hours and 
low hours 
contracts 
(Clauses 1-8 and 
schedules 1-2) 

For those workers on zero-hours contracts and low-hours contracts, the 
Bill aims to introduce: 
 a right to a reasonable notice of shifts 
 payment for shift cancellation, movement and curtailment at short 

notice 
 a right to be offered a contract with guaranteed hours - which reflects 

the hours eligible workers regularly work over a statutory reference 
period 

 a right to information for workers from employers about aspects of 
their statutory rights. 

 Agency workers - Bill was amended at the Commons report stage to 
allow similar protections for agency workers as those already afforded 
to other types of workers in the Bill 

<Redacted – not in 
scope> 

 <Redacted – not in scope> 

<Redacted – not in 
scope> 

<Redacted – not in scope> 

<Redacted – not in 
scope> 
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 <Redacted – not in scope> 

<Redacted – not in 
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 <Redacted – not in scope> 

<Redacted – not in 
scope> 

 <Redacted – not in scope> 

Fire and rehire 
(Clause 26) 

 Clause 26 of the Bill would add a new section to the 1996 Act, 
creating a new type of automatically unfair dismissal related to fire 
and rehire practice 

 There is an exemption - dismissal would not be automatically unfair if 
the employer can show that the variation of contract was because of 
"financial difficulties" that would affect its ability to carry on the 
business. Furthermore, the employer could not have "reasonably 
avoided" making the variation. If the exemption applies, the employer 
would still have to show that the dismissal was fair, according to the 
normal tests for unfair dismissal discussed earlier, and additional 
factors proposed in the Bill 

  UK Government has also committed to bringing forward 
amendments at Lords Report stage to provide specific exemptions for 
local authorities and public sector employers due to the different 
financial arrangements of these organisations. (detail included in 
Annex G) 
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 <Redacted – not in scope> 
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From: <Redacted – Third Party Personal Information>@gov.scot>  
Sent: 05 August 2025 11:38 
To: <Redacted – Third Party Personal Information>businessandtrade.gov.uk>; <Redacted – 
Third Party Personal Information>@gov.scot> 
Cc: <Redacted – Third Party Personal Information>@businessandtrade.gov.uk>; <Redacted – 
Third Party Personal Information>@businessandtrade.gov.uk>; <Redacted – Third Party 
Personal Information>@businessandtrade.gov.uk>; <Redacted – Third Party Personal 
Information>@gov.scot>; <Redacted – Third Party Personal Information>@gov.scot>; 
<Redacted – Third Party Personal Information>@gov.scot>; <Redacted – Third Party Personal 
Information>@businessandtrade.gov.uk>; <Redacted – Third Party Personal 
Information>@businessandtrade.gov.uk>; <Redacted – Third Party Personal 
Information>@businessandtrade.gov.uk>; <Redacted – Third Party Personal 
Information>@businessandtrade.gov.uk>; <Redacted – Third Party Personal 
Information>@businessandtrade.gov.uk> 
Subject: RE: Fair Work First agreement 
 
Good morning <Redacted – Third Party Personal Information> 
 
Thanks again to you and your colleagues for the very useful discussion the other 
week. Just to cover a couple of follow-ups from questions that had been asked. 
 
In regards to wording on use of Zero Hour Contracts: position remains that as per 
the Fair Work First (FWF) guidance, employers in receipt of grants are asked to 
avoid the inappropriate use of zero hour contracts. Those employers using zero hour 
contracts should be able to credibly explain their exceptional circumstance which 
leads to them using such contracts, and the steps they are taking to review their 
business model to eliminate these circumstances. The guidance defines where an 
employer might be using zero hour contracts inappropriately and provides good 
practice examples to take action. 
 
<Redacted – not in scope> 
 
<Redacted – not in scope> 
 
Best regards, 
 
<Redacted – Third Party Personal Information> | Labour Market Policy Unit | The Scottish 
Government | 5 Atlantic Quay | Glasgow | G2 8LG 
<Redacted – Third Party Personal Information> 

<Redacted – Third Party Personal Information>@gov.scot 
NB: currently working from home and available by MSTeams 
My approximate working hours are: 0700 – 1545 Mon – Thur and 0700 – 1030 Fri 
 
Working to make Scotland a leading Fair Work Nation by 2025 
 
<Redacted – not in scope> 
 



From: <Redacted – Third Party Personal Information>@businessandtrade.gov.uk  
Sent: 04 July 2025 14:56 
To: <Redacted – Third Party Personal Information>@gov.scot>; <Redacted – Third Party 
Personal Information>@gov.scot> 
Cc: <Redacted – Third Party Personal Information>@businessandtrade.gov.uk>; <Redacted – 
Third Party Personal Information>@businessandtrade.gov.uk>; <Redacted – Third Party 
Personal Information>@businessandtrade.gov.uk> 
Subject: Fair Work First agreement 
 
Dear <Redacted – Third Party Personal Information> 
 
I hope you are both well. I am a policy advisor working on the Employment Rights Bill and 
was passed your details by <Redacted – Third Party Personal Information> who works in our 
Bill team here at the Department for Business and Trade. 
 
My team and I work on the zero-hour contracts measures in the Bill. These measures aim to 
end the exploitaƟve use of zero-hour contracts by guaranteeing eligible workers a set 
number of hours, providing them with the right to reasonable noƟce of shiŌs and the right 
to payment for shiŌs that are cancelled, moved or curtailed at short noƟce. 
 
I am interested in Scotland’s Fair Work First agreement, noƟng some similariƟes between 
some of the listed desirable criteria and some of our intended aims in the Bill. I wondered if 
it would be possible for my colleagues and I to please meet with you both to discuss how the 
agreement works in pracƟce? 
 
Best wishes, 
<Redacted – Third Party Personal Information> 
 

 

<Redacted – Third Party Personal Information> | Zero Hours Contracts | 
Employment Rights Directorate 
Department for Business and Trade | Old Admiralty Building, London 
<Redacted – Third Party Personal Information>@businessandtrade.gov.uk 
 
<Redacted – Third Party Personal Information> 

 
  



Doc 04 
 
Minister for Business and Employment Richard Lochhead MSP T: 0300 244 4000 E: 
scottish.ministers@gov.scot  

JUSTIN MADDERS MP Minister for Employment Rights, Competition and Markets Department 
for Business and Trade Via email ___  

14 July 2025 

 Make Work Pay – UK Employment Rights Bill 

 

 Dear Justin  

<Redacted – not in scope> 
 

Fire and rehire  

We have already confirmed our position in relation to the fire and rehire exemption clarification 
for the wider public sector and specifically for local authorities in Scotland, and we remain 
content with those for private sector employers, recognising their diƯerent financial 
arrangements. We are also content with the amendments concerning restricted variations and 
those which protect employees who are fired and replaced by non-employee workers, for 
example agency workers or self-employed contractors, to do substantially the same role.  

<Redacted – not in scope> 
 

 Zero Hour Contracts  

The Scottish Government firmly opposes the inappropriate use of zero-hour contracts and other 
non-standard types of employment that oƯer workers minimal job or financial security. We 
believe that it is vital to support working people by ensuring they are paid a fair wage, and 
provided a reliable number of hours on which to budget. We promote the Living Hours 
Accreditation Scheme for Scotland, which oƯers workers the flexibility to pursue other aspects 
of their lives, while ensuring a reliable number of hours on which to budget. We welcome the 
invitation from UK Government oƯicials to further discuss the zero-hour contracts measures in 
the Bill, and will put forward our detailed feedback in those discussions.  

<Redacted – not in scope> 
 

Sincerely RICHARD LOCHHEAD 
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<Redacted – not in scope> 
 
From: <Redacted – Third Party Personal Information>@gov.scot>  
Sent: 12 August 2025 09:12 
To: <Redacted – Third Party Personal Information>@gov.scot> 
Cc: <Redacted – Third Party Personal Information>@gov.scot>; <Redacted – Third Party 
Personal Information>@gov.scot>; <Redacted – Third Party Personal 
Information>@gov.scot> 
Subject: Employment Rights Bill - Update to HR mailing list August 2025 
 
<Redacted – not in scope> 
 

 Softening the ban on fire and rehire - the Bill contains a ban on dismissing 
any employee for refusing to agree to a variation of their contract, making any 
'fire and rehire' dismissal automatically unfair unless the employer can meet 
two conditions. The amendments seek to limit this by banning fire and rehire 
only where there are certain types of variations to the employment contract 
e.g. changes to pay, pension, hours of work, holiday entitlement.  

 
<Redacted – not in scope> 
 
Possible commencement 
date 

Measure 

<Redacted – not in scope>  <Redacted – not in scope> 
<Redacted – not in scope>  <Redacted – not in scope> 
October 2026  Restrictions on fire and rehire practices.  

 
<Redacted – not in scope> 
 

2027 <Redacted – not in scope> 
 
 ‘Day 1’ right – protection from unfair dismissal.  

 
 
<Redacted – not in scope> 
 
 
<Redacted – Third Party Personal Information> | Legal Trainee | Employment and Covid-
19 Inquiries Division | SGLD | 1G North | Victoria Quay | Edinburgh | EH6 6QQ 
 
This advice is from the Scottish Government Legal Directorate.࣯It may be exempt 
from disclosure under Freedom of Information legislation.࣯Legal advice and the 
source of legal advice must not be disclosed࣯outside the Scottish Government 
without the prior consent of the Law Officers.࣯Find out more on Pathways LPP 
training 
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From: <Redacted – Third Party Personal Information>@gov.scot>  
Sent: 24 July 2025 17:26 
To: <Redacted – Third Party Personal Information>@gov.scot>; <Redacted – Third Party 
Personal Information>@gov.scot>; <Redacted – Third Party Personal 
Information>@gov.scot>; <Redacted – Third Party Personal Information>@gov.scot>; 
<Redacted – Third Party Personal Information>@gov.scot>; <Redacted – Third Party 
Personal Information>@gov.scot> 
Cc: <Redacted – Third Party Personal Information>@gov.scot> 
Subject: FW: CBI Quarterly MeeƟng – 25 June 2025 - Readout 
AƩachment: CBI – July 2025 Employment Rights Bill, HoL Report Stage briefing 
[Final] (Please see separate aƩachment) 
<Redacted – not in scope> 
 
To see – parƟcularly CBI briefing re ERB, incl on industrial relaƟons and zero 
hours contracts 
 
<Redacted – Third Party Personal Information> (she/her) | Team Leader - Make Work Pay 
Programme | Fair Work Division | Jobs and Wellbeing Economy Directorate | 6th Floor 
Atlantic Quay, Glasgow G2 8LU |M: <Redacted – Third Party Personal Information> 
Working days:  Tuesday - Friday 
 
From: <Redacted – Third Party Personal Information@gov.scot>  
Sent: 24 July 2025 17:21 
To: Minister for Business and Employment <MinisterforBE@gov.scot> 
Cc: <Redacted – Third Party Personal Information>@gov.scot>;<Redacted – Third Party 
Personal Information>@gov.scot>; <Redacted – Third Party Personal 
Information>@gov.scot>; <Redacted – Third Party Personal Information>@gov.scot>; 
<Redacted – Third Party Personal Information>@gov.scot>; <Redacted – Third Party Personal 
Information>@gov.scot>; <Redacted – Third Party Personal Information>@gov.scot>; 
<Redacted – Third Party Personal Information>@gov.scot>; <Redacted – Third Party Personal 
Information>@gov.scot>; <Redacted – Third Party Personal Information>@gov.scot>; 
<Redacted – Third Party Personal Information>@gov.scot>; <Redacted – Third Party Personal 
Information>@gov.scot>; <Redacted – Third Party Personal Information>@gov.scot>; 
<Redacted – Third Party Personal Information>@gov.scot>; <Redacted – Third Party Personal 
Information>@gov.scot>; <Redacted – Third Party Personal Information>@gov.scot>; 
<Redacted – Third Party Personal Information>@transport.gov.scot>; <Redacted – Third 
Party Personal Information>@gov.scot>; <Redacted – Third Party Personal 
Information>@gov.scot>; <Redacted – Third Party Personal Information>@gov.scot>; 
<Redacted – Third Party Personal Information>@gov.scot> 
Subject: RE: CBI Quarterly Meeting - 25 June 2025 - Readout  
 
Good afternoon PO, 
 



Following on from the below readout and associated actions, please find attached 
Terms of Reference and note of the latest CBI Scotland Infrastructure working group, 
as well as their briefing on the Employee Rights Bill. Also copying in relevant policy 
officials for awareness – colleagues please feel free to forward this on as 
appropriate.  
 
Best wishes, 
 
<Redacted – Third Party Personal Information> 
 
<Redacted – Third Party Personal Information> (she/her) | Strategic Relationships 
Manager 
 
Strategic Relationships 
Directorate for Business and Better Regulation  
DG Economy | Scottish Government 
5 Atlantic Quay | 150 Broomielaw | Glasgow | G2 8LU 
 
My working hours are 07:30-17:00 Tuesday-Friday 
 

 
 
<Redacted – not in scope> 
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From: <Redacted – Third Party Personal Information>@gov.scot> 
Sent: 24 July 2025 11:15 
To: <Redacted – Third Party Personal Information>@gov.scot> 
Cc: <Redacted – Third Party Personal Information>@gov.scot>; <Redacted – Third Party 
Personal Information>@gov.scot> 
Subject: Employment Rights Bill - roadmap 
 
Hi <Redacted – Third Party Personal Information> 
 
Thanks for your time this morning, it was good to connect. As promised, here is the 
link to UKG’s roadmap for implementation of the Employment Rights Bill. 
 
In addition, you (and stakeholders) may also be interested in: 

 UKG Factsheets on key proposals within the Bill - most of these are a quick 
read of about 2 pages and include, for example: FW Agency;  Fire and Rehire; 
Statutory Sick Pay, etc. 

 UKG’s initial Economic Analysis and Summary Impact Assessment of the Bill 
– at 108 pages it’s a cure for insomnia, but it is pretty easy to navigate 
through to relevant sections, with the impact assessment summary including 
consideration of: impact on small and micro businesses; sectoral impacts; 
regional impacts, etc. 

 Finally, just published this week is the UK Labour Market Enforcement 
Strategy 2025-26, which includes some recommendations by the Director of 
Labour Market Enforcement for the Fair Work agency. 

 
Best wishes 
<Redacted – Third Party Personal Information> 
 
<Redacted – Third Party Personal Information> (she/her) | Team Leader - Make Work 
Pay Programme | Fair Work Division | Jobs and Wellbeing Economy Directorate | 6th 
Floor Atlantic Quay, Glasgow G2 8LU |M: <Redacted – Third Party Personal Information> 
Working days:  Tuesday - Friday 
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From: <Redacted – Third Party Personal Information>@gov.scot> 
Sent: 17 July 2025 11:38 
To: <Redacted – Third Party Personal Information>@gov.scot> 
Cc: <Redacted – Third Party Personal Information>@gov.scot>; <Redacted – Third Party 
Personal Information>@gov.scot> 
Subject: TO READ: Employment Rights Bill – key docs 
AƩachment: MWP & ERB overview – June 25 
 
Hi <Redacted – Third Party Personal Information>, 
 
Thanks for your Ɵme this morning , it was good to catch up. As discussed, 
please find below some documents that would be useful for you to have a look 
at to help get up to speed with all things Make Work Pay and Employment 
Rights Bill (including a couple that I thought of aŌer we spoke, though you’ll be 
relieved to hear they’re short summaries!): 
 

 Overview of ERB that I provided for Employability colleagues last month: 
AƩached (as One Drive link not playing ball) 

 Debate briefing pack: ERB - Debate - MLC - Briefing - June 2025 
(A53235044) (See Doc 01) 

 One pager for the Minister that accompanied the above briefing pack: 
ERB - One pager - June 2025 (A53235049) (See Doc 02) 

 SPICe report: The UK Employment Rights Bill 
 UKG Roadmap: ImplemenƟng the Employment Rights Bill - Our roadmap 

for delivering change 
 
<Redacted – not in scope> 
 
Best wishes 
<Redacted – Third Party Personal Information> 
 
<Redacted – Third Party Personal Information> (she/her) | Team Leader - Make Work Pay 
Programme | Fair Work Division | Jobs and Wellbeing Economy Directorate | 6th Floor 
Atlantic Quay, Glasgow G2 8LU |M: <Redacted – Third Party Personal Information> 
Working days:  Tuesday - Friday 
 
  



AƩachment: MWP & ERB overview – June 25 
 
<Redacted – not in scope> 
 
 
Employment Law Reforms 
 The Bill consists of six parts: 

o Part 1 provides for reform of employment rights including zero-hour contracts, 
flexible working, statutory sick pay and entitlements to leave. 

o <Redacted – not in scope> 
 

 
 Such matters dealt with by the Bill include in relation to: 

o Zero hour contracts – introducing a right to reasonable notice of shifts and to be 
oƯered a contract with guaranteed hours, reflecting hours regularly worked.  

o <Redacted – not in scope> 
o Fire and rehire – making it automatically unfair to dismiss workers because they 

refuse to agree to a variation of contract.  
o <Redacted – not in scope> 

 
<Redacted – not in scope> 
 
Annex A: Key proposals in the Bill 
 
The table below provides an overview of key proposals in the Bill – UK Government have 
developed factsheets with more detailed information on individual measures here. 
 

Policy area Proposal Implementation 
(where known) 

Zero hours and 
low hours 
contracts 
(Clauses 1-8 and 
schedules 1-2) 

For those workers on zero-hours contracts and low-
hours contracts, the Bill aims to introduce: 
 a right to a reasonable notice of shifts 
 payment for shift cancellation, movement and 

curtailment at short notice 
 a right to be oƯered a contract with guaranteed 

hours - which reflects the hours eligible workers 
regularly work over a statutory reference period 

 a right to information for workers from employers 
about aspects of their statutory rights. 

 Agency workers - Bill was amended at the 
Commons report stage to allow similar 
protections for agency workers as those already 
aƯorded to other types of workers in the Bill 

Consultation 
followed by 
secondary 
legislation 

<Redacted – 
not in scope> 

 <Redacted – not in scope> <Redacted – 
not in scope> 

<Redacted – 
not in scope> 

 <Redacted – not in scope> <Redacted – 
not in scope> 

<Redacted – 
not in scope> 

 <Redacted – not in scope> <Redacted – 
not in scope> 



Policy area Proposal Implementation 
(where known) 

<Redacted – 
not in scope> 

 <Redacted – not in scope> <Redacted – 
not in scope> 

<Redacted – 
not in scope> 

 <Redacted – not in scope> <Redacted – 
not in scope> 

<Redacted – 
not in scope> 

 <Redacted – not in scope> <Redacted – 
not in scope> 

<Redacted – 
not in scope> 

 <Redacted – not in scope> <Redacted – 
not in scope> 

Fire and rehire 
(Clause 26) 

 Clause 26 of the Bill would add a new section to 
the 1996 Act, creating a new type of automatically 
unfair dismissal related to fire and rehire practice 

 There is an exemption - dismissal would not be 
automatically unfair if the employer can show 
that the variation of contract was because of 
"financial diƯiculties" that would aƯect its ability 
to carry on the business. Furthermore, the 
employer could not have "reasonably avoided" 
making the variation. If the exemption applies, 
the employer would still have to show that the 
dismissal was fair, according to the normal tests 
for unfair dismissal discussed earlier, and 
additional factors proposed in the Bill 

  UK Government has also committed to bringing 
forward amendments at Lords Report stage to 
provide specific exemptions for local authorities 
and public sector employers due to the diƯerent 
financial arrangements of these organisations.  

Unknown 

<Redacted – 
not in scope> 

 <Redacted – not in scope> <Redacted – 
not in scope> 

<Redacted – 
not in scope> 

 <Redacted – not in scope> <Redacted – 
not in scope> 

<Redacted – 
not in scope> 

 <Redacted – not in scope> <Redacted – 
not in scope> 

<Redacted – 
not in scope> 

 <Redacted – not in scope> <Redacted – 
not in scope> 

<Redacted – 
not in scope> 

 <Redacted – not in scope> <Redacted – 
not in scope> 

<Redacted – 
not in scope> 

o <Redacted – not in scope> <Redacted – 
not in scope> 
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From: <Redacted – Third Party Personal Information>@gov.scot> 
Sent: 16 July 2025 16:04 
To: <Redacted – Third Party Personal Information>@gov.scot>; <Redacted – Third Party 
Personal Information>@gov.scot>; <Redacted – Third Party Personal 
Information>@gov.scot> 
Cc: <Redacted – Third Party Personal Information>@gov.scot> 
Subject: FW: Action – Advice for Minister 
Attachment: See Doc 02 
 
Hi <Redacted – Third Party Personal Information> 
Just forwarding in <Redacted – Third Party Personal Information> absence this afternoon 
–  
Can you have a look at <Redacted – Third Party Personal Information>ask re checking 
the ERB/MWK elements.  
Many thanks 
 
<Redacted – Third Party Personal Information> - BB: <Redacted – Third Party Personal 
Information>. I work Monday – Thursday. 
 
From: <Redacted – Third Party Personal Information>@gov.scot>  
Sent: 16 July 2025 10:21 
To: <Redacted – Third Party Personal Information>@gov.scot>; <Redacted – Third Party 
Personal Information>@gov.scot>; <Redacted – Third Party Personal 
Information>@gov.scot>; <Redacted – Third Party Personal Information>@gov.scot>; 
<Redacted – Third Party Personal Information>@gov.scot>; <Redacted – Third Party Personal 
Information>@gov.scot> 
Cc: Claire Renton <Claire.Renton@gov.scot>; Colin MacBean <Colin.MacBean@gov.scot>; 
<Redacted – Third Party Personal Information>@gov.scot>; <Redacted – Third Party Personal 
Information>@gov.scot>; <Redacted – Third Party Personal Information>@gov.scot>; 
<Redacted – Third Party Personal Information>@gov.scot>; <Redacted – Third Party Personal 
Information>@gov.scot> 
Subject: Action - Advice for Minister 
 
Unit heads 
 
We have an action from a fairly recent meeting with Mr Lochhead.  
 
<Redacted – not in scope> 
 
For Action 
 

 Fair Work – Could you review the eRDM link and confirm if you are content 
with the information I’ve added on MWP/ERB? (this was taken from your one 
pager and tweaked to meet the ask) 

 Fair Work – Can you confirm if the attached is the latest version of the ERB 
one pager?  Do you have a live eRDM link?  Has this already been shared 
with Mr Lochhead? 



 <Redacted – not in scope> 
 
<Redacted – Third Party Personal Information> 
 
Work Pattern:  Mon/Tues/Wed/Fri 
Employability | Directorate for Jobs and Wellbeing Economy | Scottish Government | 
6th Floor, 5 Atlantic Quay, 150 Broomielaw Glasgow, G2 8LU | 
 
<Redacted – Third Party Personal Information> 
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From: <Redacted – Third Party Personal Information>@gov.scot> 
Sent: 15 July 2025 07:16 
To: <Redacted – Third Party Personal Information>@gov.scot>; <Redacted – Third Party 
Personal Information>@gov.scot>; <Redacted – Third Party Personal 
Information>@gov.scot> 
Subject: RE: Age discrimination of young people and lack of employment opportunities for 
this group  
 
Good morning, 
 
Thank you all for providing lines, they are very helpful. 
 
Kind regards, 
 
<Redacted – Third Party Personal Information> 
<Redacted – Third Party Personal Information> | Policy OƯicer 
Careers and Developing the Young Workforce | Skills Division | Directorate for 
Lifelong Learning and Skills | Scottish Government 
 
From: <Redacted – Third Party Personal Information>@gov.scot>  
Sent: 15 July 2025 07:16 
To: <Redacted – Third Party Personal Information>@gov.scot>; <Redacted – Third Party 
Personal Information>@gov.scot>; <Redacted – Third Party Personal 
Information>@gov.scot> 
Subject: RE: Age discrimination of young people and lack of employment opportunities for 
this group  
 
Good morning <Redacted – Third Party Personal Information>, 
 
I’ve included below our lines on Zero Hour Contracts: 
 
•           We firmly oppose the inappropriate use of zero hours contracts and other 
non-standard types of employment that offer workers minimal job or financial 
security. 
•           Although zero hour contracts fall under employment law which is reserved to 
the UK Government, we are committed to mainstreaming fair work throughout 
Scotland. 
•           Through our Fair Work First policy we will use the Scottish Government’s 
financial powers to drive fair work practice, this includes no inappropriate use of zero 
hours contracts. 
•           We do not directly employ people on zero hours contracts. The inappropriate 
use of zero hour contracts is unacceptable and they undermine our ambitions to 
grow our economy and tackle inequalities in our society. 
•           For some workers, zero hours contracts offer the flexibility to pursue other 
aspects of their lives. Banning them entirely would remove that choice. 
•           The Living Hours Accreditation Scheme for Scotland will help to alleviate in 
work poverty and create more secure, sustainable and satisfying jobs. 



•           We will take whatever action we can to eradicate unfair working practices. 
 
Best regards, 
 
<Redacted – Third Party Personal Information> | Labour Market Policy Unit | The Scottish 
Government | 5 Atlantic Quay | Glasgow | G2 8LG 
<Redacted – Third Party Personal Information> 
<Redacted – Third Party Personal Information>@gov.scot 
NB: currently working from home and available by MSTeams 
My approximate working hours are: 0700 – 1545 Mon – Thur and 0700 – 1030 Fri 
 
Working to make Scotland a leading Fair Work Nation by 2025 
 
From: <Redacted – Third Party Personal Information>@gov.scot>  
Sent: 10 July 2025 12:25 
To: <Redacted – Third Party Personal Information>@gov.scot>; <Redacted – Third Party 
Personal Information>@gov.scot>; <Redacted – Third Party Personal 
Information>@gov.scot> 
Subject: RE: Age discrimination of young people and lack of employment opportunities for 
this group  
 
Hi <Redacted – Third Party Personal Information> 
 
You may wish to draw on the following lines relating to the employment rights bill 
 
 The Scottish Government is supportive of the overall ambitions of the UK 

Government Employment Rights Bill and welcome the vast majority of the 
proposals which put on a statutory footing some of the progress we have made 
already in Scotland.   

 The Bill, and the wider Make Work Pay programme, aligns closely with our Fair 
Work Agenda. 

 The gains that this bill will undoubtedly make to workers’ rights must be 
protected. The Scottish Government remains committed to advocating for the 
devolution of employment powers as the best way to protect workers’ rights in 
Scotland from a future UK Government that might remove these protections. 

 While it is reserved to the UK Parliament, we have and will continue to use our 
Fair Work policy to drive up labour market standards for workers across the 
Scottish labour market. 

 Our vision, shared with the Fair Work Convention, has been for Scotland to be a 
leading Fair Work Nation by 2025, and we continue to use fair work to drive 
success, wellbeing and prosperity for individuals, businesses, organisations and 
society.  

 We have made significant Fair Work progress in Scotland in the absence of 
employment powers. The changes being brought forward through the Bill are 
vindication of Scotland’s trail blazing policy.  

 Given the detail for most provisions will come via regulations following 
consultation, there will be further opportunity for SG to influence these.   

 
Hope this helps 
 



Thanks 
<Redacted – Third Party Personal Information> 
 
<Redacted – Third Party Personal Information>Senior Policy Officer 
Fair Work Policy 
Directorate for Jobs and Wellbeing Economy 
Scottish Government  

<Redacted – Third Party Personal Information>@gov.scot 

 
From: <Redacted – Third Party Personal Information>@gov.scot>  
Sent: 10 July 2025 10:17 
To: <Redacted – Third Party Personal Information>@gov.scot>; <Redacted – Third Party 
Personal Information>@gov.scot>; <Redacted – Third Party Personal 
Information>@gov.scot> 
Subject: RE: Age discrimination of young people and lack of employment opportunities for 
this group  
 
Hi <Redacted – Third Party Personal Information>, 
 
Copying in my colleagues <Redacted – Third Party Personal Information> and <Redacted 
– Third Party Personal Information> who lead on ZHCs and ERB SG co-ordination 
respectively. 
 
<Redacted – Third Party Personal Information> – grateful if you could send over any 
relevant lines for <Redacted – Third Party Personal Information>’s response please? 
 
Many thanks, 
 
<Redacted – Third Party Personal Information> 
 
<Redacted – Third Party Personal Information> (she/her) 
 
Fair Work Senior Policy Officer | Fair Work Division | Scottish Government | 6th 
Floor, 5 Atlantic Quay, 150 Broomielaw Glasgow, G2 8LU | Available by MS Teams 
– Hybrid working 
 
From: <Redacted – Third Party Personal Information>@gov.scot>  
Sent: 10 July 2025 10:07 
To: <Redacted – Third Party Personal Information>@gov.scot> 
Subject: RE: Age discrimination of young people and lack of employment opportunities for 
this group  
 
Good morning, 
 
I hope you’re well. 
 
I am currently drafting a response to the below MiCase from a careers angle. As 
below, there is mention of zero hour contracts and having hours cut in jobs, due to 
this, I would be grateful if you could please provide relevant lines to support this 



response. If you have any lines on the employments right bill in the UK that we could 
use, that would be great.  
 
Grateful if you can please provide these by 14 July if possible. If you have any 
questions, please let me know. 
 
Kind regards, 
 
<Redacted – Third Party Personal Information> 
 
<Redacted – Third Party Personal Information> | Policy OƯicer 
Careers and Developing the Young Workforce | Skills Division | Directorate for 
Lifelong Learning and Skills | Scottish Government 
 
 
From: <Redacted – Third Party Personal Information>@gov.scot> On Behalf Of Minister for 
Business and Employment 
Sent: 02 July 2025 10:41 
To: Central Correspondence Unit <CentralCorrespondenceUnit@gov.scot> 
Cc: Minister for Business and Employment <MinisterforBE@gov.scot> 
Subject: FW: Age discrimination of young people and lack of employment opportunities for 
this group  
 
For MiCase please, MR 
 
Kind regards,  
 
<Redacted – Third Party Personal Information> 
 
Assistant Private Secretary to the Minister for Business and Employment – Richard 
Lochhead MSP 
The Scottish Government | St Andrew’s House, Regent Road, Edinburgh EH1 3DG | 
MinisterforBE@gov.scot 
 
From: Lochhead R (Richard), MSP  
Sent: 01 July 2025 11:34 
To: Minister for Business and Employment  
Subject: Fwd: Age discrimination of young people and lack of employment opportunities for 
this group  
 
 
Richard Lochhead MSP for Moray 
Moray Constituency Office | 80 South Street | Elgin | Moray | IV30 1JG 
t: 01343 545077 | e: richard.lochhead.msp@parliament.scot 
Twitter: @RichardLochhead 
facebook.com/RichardLochheadMSP 
 
Begin forwarded message: 



From: <Redacted – Third Party Personal Information>@hotmail.com> 
Date: 1 July 2025 at 10:51:46 GMT+1 
To: "Lochhead R (Richard), MSP" <Richard.Lochhead.msp@parliament.scot> 
Subject: Re: Age discrimination of young people and lack of employment 
opportunities for this group 

  
<Redacted – not in scope> 
 
I have been working 30 hours in a local community initiative but have had my contacted 
hours cut as it is cheaper to employ 16 year olds. I have not been successful in constant 
applications for even part time jobs.  
 
<Redacted – not in scope> 
 
The government urgently needs to address the damage being done to my age group in 
particular. Age discrimination is occurring due to younger people being cheaper. Zero 
hour contracts, part time only work for this age group is frankly disgusting. What is the 
government going to do to support young, hard working adults in Scotland before it is 
too late?  
 
<Redacted – not in scope> 
 
<Redacted – Third Party Personal Information> 
 
Sent from Outlook for iOS 
**********************************************************************  

The Scottish Parliament: Making a positive difference to the lives of the people of 
Scotland  
Pàrlamaid na h-Alba: A’ toirt deagh bhuaidh air beatha sluagh na h-Alba 

www.parliament.scot : facebook.com/scottishparliament : twitter.com/scotparl 
 
The information in this email may be confidential. If you think you have received this 
email in error please delete it and do not share its contents. 

**********************************************************************  
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<Redacted – not in scope> 
 
From: <Redacted – Third Party Personal Information>@gov.scot>  
Sent: 11 July 2025 15:54 
To: Minister for Business and Employment <MinisterforBE@gov.scot> 
Cc: Deputy First Minister and Cabinet Secretary for Economy & Gaelic 
<DFMCSEG@gov.scot>; Cabinet Secretary for Constitution, External Affairs and 
Culture 2024 <CabSecCEAC@gov.scot>; Minister for Social Care and Mental 
Wellbeing <MinisterSCMW@gov.scot>; Minister for Equalities 
<MinisterforEqualities@gov.scot>; Aidan Grisewood <Aidan.Grisewood@gov.scot>; 
Colin MacBean <Colin.MacBean@gov.scot>; <Redacted – Third Party Personal 
Information>@gov.scot>; <Redacted – Third Party Personal Information>@gov.scot>; 
<Redacted – Third Party Personal Information>@gov.scot>; <Redacted – Third Party 
Personal Information>@gov.scot>; <Redacted – Third Party Personal 
Information>@gov.scot>; <Redacted – Third Party Personal Information>@gov.scot>; 
<Redacted – Third Party Personal Information>@gov.scot>; <Redacted – Third Party 
Personal Information>@gov.scot>; <Redacted – Third Party Personal 
Information>@gov.scot>; <Redacted – Third Party Personal 
Information>@transport.gov.scot>; <Redacted – Third Party Personal 
Information>@gov.scot>; <Redacted – Third Party Personal Information>@gov.scot>; 
<Redacted – Third Party Personal Information>@gov.scot>; <Redacted – Third Party 
Personal Information>@gov.scot>; <Redacted – Third Party Personal 
Information>@gov.scot>; <Redacted – Third Party Personal Information>@gov.scot>; 
<Redacted – Third Party Personal Information>@gov.scot>; <Redacted – Third Party 
Personal Information>@gov.scot>; <Redacted – Third Party Personal 
Information>@gov.scot>; <Redacted – Third Party Personal Information>@gov.scot>; 
<Redacted – Third Party Personal Information>@gov.scot>; <Redacted – Third Party 
Personal Information>@gov.scot>; <Redacted – Third Party Personal 
Information>@gov.scot>; Spads Admin <Spads_Admin@gov.scot> 
Subject: RE: ERB - Letter from Minister for Business and Employment to Minister 
Madders  
 
Hi <Redacted – Third Party Personal Information> 
 
The Minister is quite correct – that is an oversight on our part, apologies. 
I am attaching a revised copy of the letter, with that phrasing amended. 
 
Best wishes 
<Redacted – Third Party Personal Information> 
 
<Redacted – Third Party Personal Information> (she/her) | Team Leader - Make Work 
Pay Programme | Fair Work Division | Jobs and Wellbeing Economy Directorate | 6th 
Floor Atlantic Quay, Glasgow G2 8LU |M: <Redacted – Third Party Personal Information> 
Working days:  Tuesday - Friday 
 
From: <Redacted – Third Party Personal Information>@gov.scot> On Behalf Of Minister 
for Business and Employment 



Sent: 11 July 2025 15:40 
To: <Redacted – Third Party Personal Information>@gov.scot>; Minister for Business 
and Employment <MinisterforBE@gov.scot> 
Cc: Deputy First Minister and Cabinet Secretary for Economy & Gaelic 
<DFMCSEG@gov.scot>; Cabinet Secretary for Constitution, External Affairs and 
Culture 2024 <CabSecCEAC@gov.scot>; Minister for Social Care and Mental 
Wellbeing <MinisterSCMW@gov.scot>; Minister for Equalities 
<MinisterforEqualities@gov.scot>; Aidan Grisewood <Aidan.Grisewood@gov.scot>; 
Colin MacBean <Colin.MacBean@gov.scot>; <Redacted – Third Party Personal 
Information>@gov.scot>; <Redacted – Third Party Personal Information>@gov.scot>; 
<Redacted – Third Party Personal Information>@gov.scot>; <Redacted – Third Party 
Personal Information>@gov.scot>; <Redacted – Third Party Personal 
Information>@gov.scot>; <Redacted – Third Party Personal Information>@gov.scot>; 
<Redacted – Third Party Personal Information>@gov.scot>; <Redacted – Third Party 
Personal Information>@gov.scot>; <Redacted – Third Party Personal 
Information>@gov.scot>; <Redacted – Third Party Personal 
Information>@transport.gov.scot>; <Redacted – Third Party Personal 
Information>@gov.scot>; <Redacted – Third Party Personal Information>@gov.scot>; 
<Redacted – Third Party Personal Information>@gov.scot>; <Redacted – Third Party 
Personal Information>@gov.scot>; <Redacted – Third Party Personal 
Information>@gov.scot>; <Redacted – Third Party Personal Information>@gov.scot>; 
<Redacted – Third Party Personal Information>@gov.scot>; <Redacted – Third Party 
Personal Information>@gov.scot>; <Redacted – Third Party Personal 
Information>@gov.scot>; <Redacted – Third Party Personal Information>@gov.scot>; 
<Redacted – Third Party Personal Information>@gov.scot>; <Redacted – Third Party 
Personal Information>@gov.scot>; <Redacted – Third Party Personal 
Information>@gov.scot>; Spads Admin <Spads_Admin@gov.scot> 
Subject: RE: ERB - Letter from Minister for Business and Employment to Minister 
Madders  
 
Hi <Redacted – Third Party Personal Information>, 
 
The Minister has commented that we usually state that the “inappropriate use” of 
zero hour contracts but we don’t say that here – Mr Lochhead is wondering why not? 
 
Grateful if you could clarify. 
 
Kind regards, 
 
<Redacted – Third Party Personal Information> (she/her) 
Deputy Private Secretary to the Deputy First Minister and Cabinet Secretary for 
Economy and Gaelic – Kate Forbes MSP 
<Redacted – Third Party Personal Information>, Leas-rùnaire Prìobhaideach dhan Leas-
Phrìomh Mhinistear is do Rùnaire a’ Chaibineit airson na h-Eaconamaidh is Gàidhlig 
– Ceit Fhoirbeis BPA 
The Scottish Government | St Andrew’s House | Regent Road | Edinburgh | EH1 
3DG  
E: DFMCSEG@gov.scot   
 



All e-mails and attachments sent by a Ministerial Private Office to any other official 
on behalf of a Minister relating to a decision, request or comment made by a 
Minister, or a note of a Ministerial meeting, must be filed appropriately by the 
recipient.  Private Offices do not keep official records of such e-mails or attachments.  
 
Scottish Ministers, Special advisers and the Permanent Secretary are covered by the 
terms of the Lobbying (Scotland) Act 2016.  See www.lobbying.scot 
 
From: <Redacted – Third Party Personal Information>@gov.scot>  
Sent: 11 July 2025 14:03 
To: Minister for Business and Employment <MinisterforBE@gov.scot> 
Cc: Deputy First Minister and Cabinet Secretary for Economy & Gaelic 
<DFMCSEG@gov.scot>; Cabinet Secretary for Constitution, External Affairs and 
Culture 2024 <CabSecCEAC@gov.scot>; Minister for Social Care and Mental 
Wellbeing <MinisterSCMW@gov.scot>; Minister for Equalities 
<MinisterforEqualities@gov.scot>; Aidan Grisewood <Aidan.Grisewood@gov.scot>; 
Colin MacBean <Colin.MacBean@gov.scot>; <Redacted – Third Party Personal 
Information>@gov.scot>; <Redacted – Third Party Personal Information>@gov.scot>; 
<Redacted – Third Party Personal Information>@gov.scot>; <Redacted – Third Party 
Personal Information>@gov.scot>; <Redacted – Third Party Personal 
Information>@gov.scot>; <Redacted – Third Party Personal Information>@gov.scot>; 
<Redacted – Third Party Personal Information>@gov.scot>; <Redacted – Third Party 
Personal Information>@gov.scot>; <Redacted – Third Party Personal 
Information>@gov.scot>; <Redacted – Third Party Personal 
Information>@transport.gov.scot>; <Redacted – Third Party Personal 
Information>@gov.scot>; <Redacted – Third Party Personal Information>@gov.scot>; 
<Redacted – Third Party Personal Information>@gov.scot>; <Redacted – Third Party 
Personal Information>@gov.scot>; <Redacted – Third Party Personal 
Information>@gov.scot>; <Redacted – Third Party Personal Information>@gov.scot>; 
<Redacted – Third Party Personal Information>@gov.scot>; <Redacted – Third Party 
Personal Information>@gov.scot>; <Redacted – Third Party Personal 
Information>@gov.scot>; <Redacted – Third Party Personal Information>@gov.scot>; 
<Redacted – Third Party Personal Information>@gov.scot>; <Redacted – Third Party 
Personal Information>@gov.scot>; <Redacted – Third Party Personal 
Information>@gov.scot>; Spads Admin <Spads_Admin@gov.scot> 
Subject: ERB - Letter from Minister for Business and Employment to Minister 
Madders  
 
PO / Minister for Business and Employment 
 
Please see attached combined response to UK Minister Madders’ letters of 13 June, 
1 July and 7 July concerning: the timeline for the remaining stages of the 
Employment Rights Bill; the publication of the roadmap and parental leave and pay 
review; and the tabling of Government amendments for Lords’ Report Stage, 
respectively. 
 
Priority: Immediate - if the Minister is content, it would be preferable for this 
correspondence to issue on Monday to coincide with the start of the Lords Report 
Stage on 14 July.  



 
Kind regards 
<Redacted – Third Party Personal Information> 
 
<Redacted – Third Party Personal Information> (she/her) | Team Leader - Make Work 
Pay Programme | Fair Work Division | Jobs and Wellbeing Economy Directorate | 6th 
Floor Atlantic Quay, Glasgow G2 8LU |M: <Redacted – Third Party Personal Information> 
Working days:  Tuesday - Friday 
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From: <Redacted – Third Party Personal Information>@gov.scot>  
Sent: 28 July 2025 08:15 
To: <Redacted – Third Party Personal Information>@gov.scot> 
Cc: <Redacted – Third Party Personal Information>@gov.scot> 
Subject: RE: Fair Work FMQ - Due 9:30am on Monday (28/07/25) 
 
Morning <Redacted – Third Party Personal Information> 
 
I’ve added a guardian article on the Lords amendments, one of which concerns 
changes to the guaranteed hours proposals.  Is there anything you want to add to 
your ZHC lines. 
 
Zero-hours contracts: peers accused of ‘trying to block stronger UK workers’ rights’ | 
Zero-hours contracts | The Guardian 
This article gives an overview of the amends - Employment Rights Bill: surprise 
amendments from the House of Lords 
 
Cheers 
<Redacted – Third Party Personal Information> 
 
<Redacted – Third Party Personal Information>Senior Policy Officer 
Fair Work Policy 
Directorate for Jobs and Wellbeing Economy 
Scottish Government  
<Redacted – Third Party Personal Information>@gov.scot 

 
<Redacted – not in scope> 
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Fri 25/07/2025 13:07 
From: <Redacted – Third Party Personal Information>@gov.scot  
To: Minister for Business and Employment MinisterforBE@gov.scot  
Cc: Aidan Grisewood <Aidan.Grisewood@gov.scot>; Claire Renton 
<Claire.Renton@gov.scot>; <Redacted – Third Party Personal Information>@gov.scot>; 
<Redacted – Third Party Personal Information>@gov.scot>; <Redacted – Third Party 
Personal Information>@gov.scot>; <Redacted – Third Party Personal 
Information>@gov.scot>; <Redacted – Third Party Personal Information>@gov.scot>; 
<Redacted – Third Party Personal Information>@gov.scot>; <Redacted – Third Party 
Personal Information>@gov.scot>; <Redacted – Third Party Personal 
Information>@gov.scot>; <Redacted – Third Party Personal Information>@gov.scot>; 
<Redacted – Third Party Personal Information>@gov.scot>; <Redacted – Third Party 
Personal Information>@gov.scot>; <Redacted – Third Party Personal 
Information>@gov.scot 
Subject: Routine - Update on UK Government's action on economic inactivity and 
employability 
Attachment: See Doc 02 
 
Dear Private Office Colleagues, 
 
Please find attached, as requested, an update on the UK Government’s action on 
economic inactivity and current policy. 
 
If there is anything that you would like to discuss further or seek clarification on 
please do not hesitate to contact me. 
 
Kind regards, 
 
<Redacted – Third Party Personal Information>                                                            
 
<Redacted – Third Party Personal Information> 
Economic Inactivity 
Jobs and Wellbeing Economy Directorate - DG Economy  
 
<Redacted – Third Party Personal Information>@gov.scot 
Scottish Government | Atlantic Quay | 150 Broomielaw | Glasgow | G2 8LU  
 
To find out more about Employability in Scotland visit 
www.employabilityinscotland.com  or follow us on X @Employinscot  

 
 
 
<Redacted – not in scope> 
 
 



  



Doc 22 
 
Fri 18/07/2025 07:31 
From: Lexology <editorc@lexology.com> 
To: <Redacted – Third Party Personal Information>@gov.scot> 
Subject: Lexology - practical know-how 

To ensure delivery to your mailbox please add domain @lexology.com to your safe 
senders list View in Browser  

 

<Redacted – Third Party Personal Information> 

Europe | Global  

<Redacted – not in scope> 

<Redacted – not in scope> 
It's not over 'til it's over: Further amendments made to the Employment 
Rights Bill  
TLT LLP 
As the Employment Rights Bill (ERB) continues to make its way through 
Parliament, a significant series of further amendments have been proposed 
by… 

Employment Rights Bill Update Audio  
Womble Bond Dickinson (UK) LLP 
In this Episode of HR Moments, Gearalt Fahy and Dan Fawcett discuss the 
latest updates on the Employment Rights Bill, including key changes that… 

<Redacted – not in scope> 

Employment Rights Bill: next steps for implementation  
Dentons 
The Employment Rights Bill (ERB) is set to bring in the most significant reforms 
to UK employment law for more than 20 years. The government will… 

<Redacted – not in scope> 

United Kingdom: Important proposed amendments to Employment 
Rights Bill  
Baker McKenzie 
The government has tabled amendments to its flagship Employment Rights Bill 
in relation to the new proposed right to a guaranteed hours offer… 

Government publishes Employment Rights Bill roadmap, review of 
parental leave and pay and numerous amendments to the Employment 
Rights Bill  
Deloitte Legal 



On 1 July 2025, the government published its planned timetable for future 
consultations and implementation of key measures within the Employment… 

<Redacted – not in scope> 
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