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UK employment law: Three changes every Japanese employer in the UK should be planning
for now

Contributors: Priya Hunjan, Associate, Employment, Baker McKenzie London. Stephen Ratcliffe, Partner, Employment,
Baker McKenzie London.

We are at an exciting juncture in the employment law landscape in the UK, with many significant legal reforms imminently coming
into force. For Japanese businesses with UK operations, three developments in particular warrant early attention: a new trade
union right of access (30 October 2026), an enhanced duty to prevent sexual harassment (30 October 2026), and a fundamental
reshaping of unfair dismissal protection (1 January 2027). In this article we set out what is changing, why these changes are
significant, and what you can do to effectively prepare.

Unfair dismissal: shorter qualifying period and uncapped exposure

This area will see some far-reaching practical changes for employers over the coming months. From 1 January 2027, employees
will be protected from unfair dismissal after six months of employment, reducing from two years. While there are some cases in
which no period of continuous service is required to bring an unfair dismissal claim (e.g., where the employee was mainly
dismissed due to whistleblowing or pregnancy), this significantly expands the pool of employees who will have access to unfair
dismissal protection on the basis that there was no fair reason for their dismissal or no fair process followed.

Also effective from 1 January 2027, the statutory cap on the compensatory award for unfair dismissal claims — currently the lower of
52 weeks’ salary or GBP 123,543 — will be removed entirely. So, while compensation will remain subject to the principles of loss,
mitigation and causation, the Employment Tribunals will no longer be constrained by a fixed upper limit that once provided
employers with a predictable upper limit on exposure in these claims. This brings these claims in line with the current position for
discrimination and whistleblowing claims, which do not have a cap on the amount of compensation that can be awarded. This
increases the potential value of claims, particularly for dismissals involving employees with a longer-term career or an earnings
impact. There are many practical consequences of these changes.

The first and most obvious implication is that as more employees will be eligible to challenge dismissals, and the financial benefit to
doing so will increase, employers can expect more unfair dismissal challenges from employees. Managers cannot just use a six
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month or longer probationary period as a testing period any more, or indeed the first two years of employment. This means that
every stage of the employee journey — from recruitment through to performance management and ultimately termination — now
carries greater significance in how it is managed because the risk of an unfair dismissal claim arises after only 6 months of
employment.

For exits after the first 6 months, it will be important for employers to ensure that their performance, capability, and disciplinary
processes are managed effectively and documented carefully. Additional training for managers involved in these processes may be
helpful at this stage to ensure awareness of the need to prioritise early exits where there are concerns, and how best to manage
potential dismissals after the six month period in line with current processes.

Second, in the short term, if there are any existing performance and capability processes underway for employees with under 2
years’ service, it is worth ensuring exits are implemented well in advance of January where possible to reduce potential liability. It is
important to be mindful of the potential to add on statutory notice in some cases to bring employees within the current qualifying
period for unfair dismissal claims.

Third, the removal of the compensation cap materially increases the cost of dismissals of higher earners or long-serving employees
in particular. This is especially relevant to high-earning executives, who are likely to be long-term employees in Japanese
companies, where there is a stronger culture of rewarding long service with promotion. For many years, senior executives have had
limited incentive to bring unfair dismissal claims because the cap on the compensatory award is usually below their annual
remuneration. Now these employees will have grounds to bring potentially significant claims for future loss of salary and benefits,
including incentive plans, carried interest schemes, share options and bonus arrangements. Negotiating mutual exits and
settlement for these employees — currently a common approach to practically managing senior exits — is likely to become more
complex and more costly in light of this more attractive alternative. We recommend reviewing senior departure practices, tightening
recruitment rigour so that new hires are properly stress-tested at the outset, and ensuring performance is carefully managed
(especially where this isn’t currently the case, taking into account these employees’ seniority and pressure from key stakeholders
e.g., company shareholders). It may also be helpful to review your current probationary period durations and process, to ensure
careful documentation, regular reviews, and timely feedback. We’ve seen our clients taking different approaches to prepare for the
upcoming changes, with some clients extending probationary periods to 6 months and others landing on 5 month probationary
periods. Our dedicated employment team can provide tailored advice on what duration of probationary period may work best for
your business.

Fourth, employers who approach redundancy pay with reference to the unfair dismissal cap may also want to review their existing
approach as a result.

Right of access: Increased trade union engagement for all employers

One of the most significant albeit often overlooked changes from the Employment Rights Act 2025 is the introduction of a new right
that dramatically expands the physical and digital access of trade unions to meet, support, represent, recruit or organise workers
and to facilitate collective bargaining. Crucially, this new right applies to both recognised and unrecognised unions, meaning that
employers without a history of union engagement are likely to be impacted. Both the legislation and the government’s relevant draft
Code of Practice make clear that access will be the default outcome where a union asks. There are going to be very limited cases
in which requests can be refused outright.

The timeframes to respond to access requests are very tight. Employers will have only 15 working days to respond to an access
request, with short negotiation periods. Once in place, access agreements are backed by the Central Arbitration Committee (an
independent body with statutory powers) who have enforcement powers, including penalties that can escalate up to GBP 500,000
for breaches. Advance planning, including identification of a response plan and decision-making route, is crucial to avoid being
unprepared and to facilitate timely, compliant responses. The access agreement is the critical document as it captures what access
should look like.

While you won'’t be expected to make significant structural changes to your physical premises to facilitate physical access, physical
access means union representatives entering the premises where workers are based, which may include third-party sites. Digital
access captures virtually any other form of direct or indirect communication, so we recommend early engagement with your IT and
facilities teams on how to facilitate access and what you will need to refuse.

This new right is likely to transform employer—union relations, particularly in sectors that have not traditionally been unionised —
which describes many Japanese-owned operations in the UK. We anticipate that unions will be highly active in pursuing these
rights once they are in force. We are expecting there to be a significant use of this right at least in the first instance for the purpose
of driving up membership in sectors which historically have had low trade union membership, such as in tech and financial services.

Given that so little time is available to respond once a request lands and as penalties for failing to comply can be significant, the
time to prepare is now. Baker McKenzie can support with crucial preparation steps, like devising a strategy for access, identifying
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red lines and justifications for any access restrictions you want to impose on unions, and getting ahead of issues likely to generate
union support ahead of time.

Duty to prevent harassment: From “reasonable” to “all reasonable” steps

From 30 October 2026, employers in the UK will face a significantly higher bar in tackling workplace sexual harassment. The
current duty on UK employers to take reasonable steps to prevent sexual harassment of their staff will be strengthened to a duty to
take all reasonable steps to prevent it. Just as significantly, employers will become liable for the harassment of their staff by third
parties — such as clients, customers, suppliers and contractors — unless they can show that they took all reasonable steps to
prevent it.

In order to satisfy this requirement, employers will need to demonstrate that they have considered the full range of reasonable
preventative measures available for each identified risk and implemented all those that are appropriate for their organisation. In
practice, this means that an employment tribunal is likely to ask not only whether reasonable action was taken, but also whether
there were additional reasonable steps that could and should have been taken. This means it is important for employers to review
existing risk assessments and ask whether current mitigations — and the way they are documented — meet the new, higher
standard. Financial services firms in particular should consider how measures you implement align with non-financial misconduct
expectations, including fitness and propriety assessments, regulatory reporting and conduct rule breach analysis.

The consequences of failing to meet these requirements are significant. The Equality and Human Rights Commission can take
enforcement action, and where an employee successfully brings a sexual harassment claim against their employer, employment
tribunals must consider whether the employer has complied with the preventative duty; if it did not, compensation due to the
individual can be uplifted by up to 25%.

This duty deserves particular attention because it demands a proactive and workplace-specific approach. Organisations that wait
for the update to take effect before taking action may face a rush to review policies, training and risk assessments. Acting now
allows you to assess your workplace-specific risks, strengthen prevention measures (including updating policies and ensuring
managers understand their personal responsibilities), test your reporting systems and build a clear audit trail evidencing proactive
steps. We recommend taking these steps to provide the best protection against non-compliance.

Other changes

While in this article we've explored some of the key changes that employers will need to urgently prepare for, there are many other
significant changes to the UK employment law landscape on the horizon that are soon coming into force. Other changes of note
include:

. From 1 October 2026, the time limit for bringing tribunal claims will double from three to six months, giving aggrieved
employees longer to commence proceedings.

. From 1 October 2026, there will be extended employer obligations to check employees’ right to work in the UK. This is
particularly of note where employees may be relocating from company headquarters in Japan and other locations to UK
branches.

. From 1 January 2027, there will be more regulation around making changes to employees’ terms and conditions, including
‘fire and rehire’ becoming unlawful with very limited exceptions.

. In 2027, there will be increased enforcement relating to statutory holiday pay, which will fall into the remit of the Fair Work
Agency (the newly established UK employment law enforcement body).

. In 2027, there will be increased requirements relating to equalities reporting for large employers regarding gender equality
action plans, and supporting employees through menopause

. In 2027, there will be changes to the information and consultation threshold triggers relating to collective redundancy, which
are likely to mean more redundancy exercises will be in scope of more onerous and time-consuming collective information
and consultation requirements.

Why this matters for Japanese businesses

Taken together, these reforms raise both the financial and reputational stakes of getting employment matters wrong. Japanese
companies frequently manage a mix of local hires, senior expatriate leadership, often within corporate cultures where consensus,
discretion and long-term relationships are highly valued. Each of these changes interacts with that context: shorter service
thresholds and uncapped unfair dismissal awards reward diligent performance management from day one; the right of access may
bring union engagement into workplaces that have never experienced it; and employers’ enhanced duties to proactively prevent
workplace harassment calls for pro-active, well-documented prevention across an increasingly cross-cultural workforce.
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The implementation dates of these reforms are not far away, and in each case the value lies in early preparation — reviewing
contracts, policies and processes, training managers, and putting response plans in place before the changes take effect. Our
dedicated employment team are very happy to discuss what these developments mean for your UK operations and to help you
build a practical readiness plan tailored to your business.

For further information, or to discuss a readiness plan for any of these developments, please contact your usual Baker McKenzie
contact in the UKJC team.

This communication has been prepared for the general information of clients and professional associates of Baker & McKenzie. It is
not legal advice and should not be regarded as a substitute for legal advice. This may qualify as “Attorney Advertising” requiring
notice in some jurisdictions. Prior results do not guarantee a similar outcome.

Navigating change: Ed Poulton on leadership, Japanese business and cross-border
challenges

Ed Poulton is the Managing Partner of Baker McKenzie’s London office. His practice focuses on international arbitration
and investment treaty arbitration, and he has extensive experience acting in complex cross-border disputes across a
range of sectors, including financial services, energy, infrastructure and manufacturing. Ed kindly spoke to UKJC to share
his insights on leadership, the opportunities and challenges facing Japanese businesses across the UK and EMEA, and
the increasing complexity of cross-border disputes.

1. Reflections on leadership

Your tenure as London Managing Partner spanned an extraordinary period for businesses globally, including the challenges of
COVID and its aftermath. Looking back, what leadership lessons and reflections stand out most to you — and what excites you most
as you begin your new role as EMEA Disputes Practice Group Leader?

My time as Managing Partner has certainly been interesting. My first year was very much focused on getting people back into the
office after COVID, and then my second year was focused on the move to our new office and bedding in new ways of working. The
key lesson | took from this is that we are better and stronger when we spend time together, as colleagues, as lawyers and clients,
as human beings. It also demonstrated that, in order to thrive as a business, we need to be flexible and able and willing to adapt to
new circumstances very quickly. This has always been the case, and one of Baker McKenzie’s strengths, but change is faster than
it has ever been. This was a key takeaway from COVID, but also from the increasing impact of Al and geopolitical turmoil. Leaders
will increasingly need to be both comfortable with constant change, but also able to lead their teams with clarity and conviction
through that change, appreciating that not everyone is as comfortable with change.

In my new role, | am very much looking forward to working even more closely with my colleagues across the region, and the globe,
to promote and grow our market-leading cross-border offering in this time of huge change and volatility. | have been part of

Baker McKenzie and the disputes team in particular for over 25 years, so it is a huge honour to lead that group, just as it was to
lead our London office.

2. Japanese businesses in the UK and EMEA

Having worked closely with many Japanese clients over the years, what do you see as the key challenges and opportunities ahead
for Japanese businesses operating and investing across the UK and wider EMEA region? How do you think Baker McKenzie is
uniquely positioned to support them through this evolving landscape?

Notwithstanding the political volatility we have seen over the last 10 years, the UK remains a predictable and stable economy, with
strong institutions, a deep financial market and a very stable judiciary and legal system. As such, it is an excellent place for
Japanese corporates to invest or to use as a base for their EMEA operations, and we continue to see huge engagement on this
front.

The EMEA region comprises a hugely diverse, asset-rich set of countries (from the Nordics to sub-Saharan Africa), offering
opportunities as varied as any conglomerate could wish for, and Japanese companies continue to be hugely active in seeking out
these opportunities as they consider their supply chains and other diversification in these uncertain times. Baker McKenzie has
been working alongside Japanese clients for decades, in every corner of the world, advising on deals, managing risks and standing
with them in the most difficult moments. We bring a unique blend of understanding for the Japanese way of doing business
alongside our deep knowledge of the different jurisdictions (and legal complexities) across the whole EMEA region.

3. Cross-border disputes in a changing world

Cross-border disputes are becoming increasingly complex and multi-jurisdictional. What do you see as the biggest challenges for
clients in navigating these matters, and how does Baker McKenzie add value in this space?
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The current regulatory and legal framework is hugely affected by the geopolitical turmoil that we have seen over the past 5 years,
and it makes doing business and dealing with conflicts much more challenging and unpredictable than it had become.
Understanding these nuances, thinking beyond the obvious issues that arise, and seeing how a dispute could unfold is increasingly
like a game of three-dimensional chess. We are second-to-none when it comes to navigating these cross-border complexities,
whether it is dealing with a regulatory investigation (or any follow-on claims that may flow) or managing the jurisdictional
complexities that are increasingly arising in a world of sanctions and counter-measures. Again, our ability to see beyond borders,
but also with deep understanding of each jurisdiction, is a unique proposition.

4. A personal reflection on working with Japanese businesses
Please share a story about your time working in Japan and with Japanese clients.

| am delighted to have worked with Japanese clients on a huge variety of matters, ranging from claims under a Warranty and
Indemnity insurance policy to dealing with serious fraud allegations by a disgruntled former agent, so there are lots of stories | could
choose. My longest running case for any client is for a Japanese client which came into our office in 2003 having just been served
with a GBP 1bn judgment against it from a foreign jurisdiction. This was an error, as the underlying claim was for 30% of a GBP 1m
contract, but the judge had failed to apply the 30% and had added an extra “000” on the end of the judgment debt. The client was
understandably concerned about whether this might be enforced. We successfully resisted enforcement in the UK, but the
counterparty then commenced criminal proceedings in the foreign jurisdiction against a large number of individuals (and in fact, our
client’s local lawyer even spent some time in jail!). It was a hugely painful case for the client, but remains one of the most
fascinating and expensive typographical (and mathematical) errors | have ever seen!

Ed Poulton, Managing Partner of Baker McKenzie London

UKJC meets the Mayor of London during his trade mission to Japan
Contributor: Dominic Sharman, Deputy Chair, UKJC, Baker McKenzie Tokyo

On 17 June 2026, our Deputy Chairman in Japan, Dom Sharman, had the pleasure of attending the British Chamber of Commerce
in Japan’s event with Sadiq Khan, Mayor of London, in Tokyo.

The event was another welcome opportunity to engage with the British and Japanese community during the Mayor’s visit to Japan.
Lord Khan answered several questions on the position of London as a global financial and cultural hub and explored the connection
of the UK and Japan more broadly.

Following the main Q&A session, Dom had the pleasure of engaging in a brief discussion with Lord Khan, who himself was a
practising solicitor in the UK. The conversation touched on the opportunities presented by Al, but also the potentially profound
implications of technological change for a sector that forms an important part of London’s position as a global business centre. For
lawyers in both the UK and Japan, the question is increasingly not whether Al will change the way we practise, but the extent and
speed of that change, and what it will mean for the professional-services ecosystems surrounding our respective financial centres.

Dom gave his view that Al will augment — and is already augmenting — rather than replace human judgment and professional
expertise. This will help deliver better legal services whilst ensuring that lawyers remain at the heart of legal advice and
decision-making.

Thanks must go to the BCCJ for organising the event and for its continuing work in fostering dialogue and connections between the
UK and Japan.
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UKJC Deputy Chair Dom Sharman meets with Sadiq Khan, Mayor of London, in Tokyo

Baker McKenzie supports the Law Society of England & Wales in advocacy meeting
with Japan’s Ministry of Justice

Baker McKenzie’s Dominic Sharman and Lisa Nagao joined the Law Society of England & Wales for a meeting with Japan’s
Ministry of Justice (MoJ) in Tokyo on 17 September 2026, further demonstrating the firm’s commitment to strengthening the UK-
Japan legal corridor.

The meeting formed part of the Law Society’s ongoing engagement with the ModJ to discuss improving the gaiben registration
process — the system by which foreign lawyers are authorised to practise in Japan. The Law Society’s delegation was led by its
President, Mark Evans, and included Donna Evans, International Policy Manager, Will Miller, International Policy Adviser, and
representatives from the British Embassy in Tokyo. Baker McKenzie’s representatives were invited not only to assist with
interpretation, but also to share first-hand insight into how the challenges of registering as an authorised foreign attorney affect the
firm’s ability to operate and advise its clients in Japan.

The meeting yielded positive movement on the issues discussed, and Baker McKenzie looks forward to continuing to work
alongside the Law Society in supporting efforts to modernise and streamline the regulatory framework for foreign lawyers practising
in Japan. During their visit, the Law Society also met with the Japan Federation of Bar Associations, Japanese Cabinet Office, the
Keidanren and Japanese law firms to advance discussions on improving the gaiben registration process.
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(From left) Lisa Nagao (Associate, Baker McKenzie Tokyo), Donna Evans (International Policy Manager, The Law
Society), Will Miller (International Policy Adviser, The Law Society), Dominic Sharman (Partner and UKJC Deputy
Chair, Baker McKenzie Tokyo) and Mark Evans (President, The Law Society)
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[CCOEFMETFRTHERRAEN, DIKER BT, TH/OD—DPERY—ERF, K, FEHEE~DMAENE,N-EREZHD
A EDIHARZBMELTLGERESNSAIRESAHYFET,

TOLREFEZTTHORIEETORMMARONTINDIZ BRLEGEICIERGHIRER TEHAREELH L=, ROEREMNSE
REEDTHIENEETT . A—H—Tv7 o O—TE, 7IVERICETIEBBORE. FEHEEOT /XTI HHIROEELEZ D
RIDEE, FEEEOXFERDLARMEDHOIMEANDEAHIGEF. FEOEITICAF-EREEVNLES,

NFRAVSLLERE: [SENSHEINS Ho S EIGHEEIN

2026 Z£10 A 30 B&Y., ZEEDERAEICIE. BBICHS T2 1T ILNSZAAVEDRFIEICDNT, KYBKRLERENROLNET, 1
EBICRTEIEITATILNSRAVNERRIET 5O GBI E 1ZBLALLVSRTORKIL. [Hon 25 BMGHEIZEL R
BALBIEINET, FRAKICEELREL T ISAM7 UM BE. Y TSAV—RUBEEESEDE=SFICLIMEBADNTRAAUL
[COWTH. ERENZOHLEDHIZHO S EEBMNEIHBEEZRELI-CLEIATERMEERICIK. EREASLITRYET,

COFRERERB-I-H. ERERF BESNEEIYRVICHLTHARRGSENGFHIEEZE TREIL. TOMBMBISEL-EE
EETERELECEETIREAHYFT . ERBHICENTH, SEMNGHEMNBLONTOENEITTEL SHISELHIEMATRE
T DBELORETHOLAEMNBHEN G2 DV THREFASN DAL HYFTT . TD1=0 . ERELEIF DR V5TTZE
REL. REOERIEERVZDERAEN, F=IT5IELFoN-BEEH L TWINEHR TSI ENEETY  HITEMY—ER
ERFERERCED SO, BHUBADHRE. TAREEROINEZED. RETOHENFUBLOFETHICHETIE
REBALTVAMZERFATIDENHYFT,

LRDEBEBIENOGEE. RRITEZADHBIEIEXRTY . PEAMEZERICIOMITHED RN RELDMREMEAHHIEMN. X
BIZ&DEIVATIVNFAAVIDBRITHRDoNI=5E . EREFHFIEX. ERENNSAAVMNAEERBEETFL TV =AIZDONTE
BRETAHILIBYES  CORBICERLTWIHEICE, HEBITTILHONSMHELEINRK 25%BEESNHARENHYET,

COEHT. FBISOERBITSCEBEBULFHIEEZRODIDTHA O, FITEENDLETY . REDHEITEF>THOREE
H-HE. At e VRAVFHEF D RELZRHH TED R ITN LR ARLFIRESLHYFET . SHLEREEDH ST, FHS
[CERDYRVEHELI- LT, AHOREL®, EEBABLOREEZERTI-ODOTHEEE L FHIEEDRIL. MEKFIDREL.
SHITHEY RIS ER L TECLETT HARGRROBRATEES  AVTSATURABRDYRVEERT 50120, BOEREMN ST
SUEHMIGICEF I HEEHELES,
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ZOMOEE

AEETRH. ERAEINRRICHKA DV EDH AT HEREICOVTEY LIFELEDN, EKEDEREFTIE, COEMIBERLGHE

SRETSNDTFETT . EERBEUTOEESYTY,

2026 10 A1 Ao ERABHIFT~OBRIHRLN 3 NAHND 6 HANMEEL. THEZZ - REENFHEEMBTETHHEN
RBYFT,

* 2026 10 A1 BMD. REXEDREITEITIMFEZHER T IERINDEHNBRSNFTYT . I, BADARLZ DDA M
LEEXENMREEZEYSEIGRICITIEABETT,

- 202751 A1 BhS. #EBORAEHOEEISET ARAABIESA, BOTREMRBINERE . [RELCERATSIF%
PREERYET,

s 2027 FIZIFEEOKRIRF LIS HMTHABIE SN, RSN D EEEREMITHETHS Fair Work Agency DFFEERYE
_d-o

o 2027 FITF KRBREREICHL, ST —FHFTHHEC. EFHATUASREE~NOIEICHTIBEESH1RIEEIE
_d-o

o 2027 FITF. EEMEERECET ARRIEE - BESBOEREENEESN, JYZOEEREN . RIEAKREHHEZET
SEFMGIERIRME - HEEHORMRELGLTRIENHYES .

BEERICESTOEEN

CNODERIEICKY ., ERMEANDORIGEROHEEOEHMRVFTH LOYRIBEVWTNEEFSEATFEENET . BAEREXT
(T, BRAELBNEEEERARICEHE. ARRACEECERRE. REWGEREERIHIEEXLDLETAMEEELTW
BT —RALD L HYFER A, SRIDRERF, ISLE-AAEEREOERRRICHLREEHLLILDTY . FEBEZTHALILTH O
BRGSO EREEELRED ERMEICEY . ARBNSBEYE/NTF—IURIRIAVIEITICEDS . CNETUEICEREICGYE
T EF FBERICEIH-LBT IV EREDBAIZLY, ChETHEESLOBOYN G >1BIETYL, BE~NDORISABELL DT
BEMEAHYET , EBIT BIBITE T ANSRAAVNEEBHICHIET 2EAEIDEBENRIESNDIEICLY ., XIEWERN—BEHIET
BDEIZICENT, RMMEDHLFHIEEEZRELHELLIT, TDOREEBYIHEL THELENRDLNET,

CNEDEREDETRHANEBLH. WVTAICODVWTHLRYDERFNEETY, BITICELSL, 2#. AHRVTOLROREL., EE
BAOHHE . RICKROBHKEEDIVENHYFET . AEBHOAEFHF— L. ChoDERENKEEERICRFIHEEZRER.
BEEEORBICEIL-RBNEH ISR DORAEZENLET,

HMXIEINEDEREANDRIGITONTOITHHRIE, R—H—Tv7oP— UKIC F—LDHEHBFETHBLEHLELZEL,

AXERA—A—IVT o O—DIFAT7 VrRVEMRAD—RAOGIERIREEEMELTERSN O THY  ZHBEZRET S
3OTRHEL AR DEHMEICRDEIDTEHYFEEA ANEFREDERICEVT. [HELLEITHIEDRTEET HESh
BHEREMNHYET . BEDEREICEHT HEHIIRAHRDBERERILT HLDTEHYFELE A,

ZibDxERIEZ T Ed Poulton MES—4F—vT BATEDHSLERE, yOX
R"—5—%E

Ed Poulton [&, R—H—2 v P— AVRUA T4 ADRT/IA— b —TF . BERHERUVBREGTEREEZEMALL. EBY—EX,. IR
NE¥— AVISRUBEEZ ELEVEROBHELIORR—F —BEICEELTRBEALTVET, $E O UKIC DAUEE2L—T
X U—F—vFIcxtd5EZ S, EEXR U EMEA B CHASENEE IS LEE. HVIERIETEII/ARR—F—RFIZD
WTEYET,

1. ==Yy TERYEST

AOVRUF 74 ZADRT/SA—FF—ELTHOETHIRM L, COVID-19 EZNHRDEELE HRDEENKELELICETBLU-FHEELST
WBHNEBWNET, CRETEIRYERY, V=5 =y T OB EAMSEIZHNRIZE > TLDREVORAEHATLLEID, £i-. EMEA %7
RISOTART =T D) —F—EWSF=HREIZHLIZHT=Y . RBBLAIZLTWBI LI TLEI D,

RF/IN—PF—ELTINFETEILTEHRMIE. IEREICEEKRENEDTL Iz, 1 £BIE. COVID-19 D/ TIVIER T, AXHBUL
TARATHICECBEE B ACLICESEEE. 2 BB IXHA T ANDBELT-HEEADEBITSEALEL, FONLBERLEE
BREUVD—DOIE. BMEELT. FELELEISATURLT. ZLTABR LT ELTHRICHMZERS T 2LT, S bIELY BV EREES, &
YN BENSETT, T BREELTHRELEEITS2O(2(1E. REEEES . HAKRITRRISEIST 2N EZBLTARTHS
CEHWDTERRELELIz, SHLI=FHMELEIEADFEIS AL, LEIDNOR—H—I VT o O—DBAD—DOTEHYET M. TILDRE
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—RENDTHRNFERIZOTNES , ThlE COVID-19 ZBL THI-EELHKINTHAHERFFIC, Al DEEIROHBFRIEE N DD
BHLMNTY . SERO)—F—IZE, MERABBOELEZITANDILITNR . BIEADRAZTEVAIFAZTNENELLILEEBBLGEN D,
B A A EREEE T > TF—LEENTIKIER ., ChETUEITROOENESTLLS,

EMEA S BRTSOTART IN—T D) —F—EWSFHT-HRETIE, RKEGEILEFEERMENGE D, TiEE)—FTHLFEHRDOIAO
AR—F—H—ERESHIZEBIE TN =0, R UHRA R MORBECNFECULICBRBRIEETESRLEZRERLAICLTLE
T FhE 25 FRLEICHIZUR—A—TvT o O—HEEL, FITREMBRTF—LO—BELTREEHICEL>TEEL. AV F Ty
ARERNTELDERHIC. ZOTN—TE2HRNIMEEB/IEERERLRIZBEVET,

2. HEERUEMEARICHBH5EADE

REITOEYSDERDISAT UM BESN TERRN L. RERY EMEA il £ A TEXERVREZTIBAERICELST. &
BROELGREEBRFAEESEZTI D T, RILTDREDP T, A—H—Iv 7o O—FED LGB DX ELRMTELLEEE

BE 10 £/, BUABRENTFRELCHPEOHYELA REFSHE. BELGHIE. HRAL-EMTE. RELLAX-EZHEEZHRA. S
ERBEOFRFREMEIBOTETY . 5LAh D, BAREICL>TIEHREBANTIRESLTHY . EMEA BEDOW R ELTLELT-
MHEL T GLEDERDTVET,

EMEA #ulgh (3, JLERASH T HNT-FIVAICESE T BOTEHLGE - B TEREIN. ThENNEELGERPERZALTNE
T, 2D MBENEEEZRFATILEICEST, BEITHIAEDRABENHYFET . FTEERLNTFLH. YTF1F—%EL
HETHIEREBDHHERFTHIRELEL, 5IEMESLHREBEBHISERLTVET . A—H—Iv 70 O— (X BHFITH
YRS TREERDISAT oM ERITHA BEICETHMECIRVEEN S, FICRBLRHEICHE T EHIIEE T, IRILHR—FL
TEELEz, BRDOEDSRRBITITH T HIRVERR L, EMEA gD BRI ORI EMNREICE IS ERMREHE/FOILA . &
EBHMELTIIOBATY

3. EETHHRIIBITEZIOAR—F—HE

DORR—F—iF(E, FTETERIEL. BROEBICFENDEITHEO>TVET  SOLEEHCHIET S LT, VATV ERT
BRADFEEILATLLIDN T CORFICEVWTR—A—IvTr o P — R ED L ITEAERIETELELSEZTT D,

MADOHRH R ERIGEAE, BE 5 FROHMBZEHGREICE O TRELGEEEZZTTREY . FHEREEOCHFRGE, LIFTIZHIELT
BHTEZRBLIKVWBDEGH>TVET  IOLIRE T TR, FRBORHE OEZNEHHEICIEA . BORDGRRTZIT TR D %I
BENEDLSIERALTIKDONRBT CENRDONET TSI, ERAFIRADLOIGERINHYFET, RALBICEIA/E~D
JIEAG, EDRICELTDIFERADHG ., SHITEFE O/ BENLASF TEMIET HEE LOFEADHIEET, A—h—7y
TUoO—E BEOEBITELASEMEEGICHITT SODEEGRBREALTVET  AREZMIA TEHOEHKREERAHERLE.
BEBICETHIRVAMREHEFOILT BMLBIORR—F —EHITHIFHEISHIS T 5 ENTEET,

4. BEREREOHFZRYIEST
BAT. FERDISAT7 UMM EET SR T, BICHRIE>TVSIEY—FESEMELZE,

FAETIET, REPRIEREICESCGERNS ., FFHEEOVETREBAICLKIZERGHEROBITADORIEET, EICBLEVERHTER
DIFAT AT IETHRRITEENTEELz, TD=H, TN TESIEY—FRIEHZBYET . S TE, —DDISAT UMD
TRLREO>TEEHIL, 2003 FICHEBEHEINTZARDISATUMNBETELDTT, TDISATUME. HEHNEDEHIFT
T10 BEARUVFOIILWERLEHEREZ(TIENYTLIz, LAL. SHIXRY T, TDEFERIL 100 FEARUFDIZFIZED 30%IZET
LOTHSICENDIDET BHEH 30%ZFEAELT . SHITHIREBEDOREICI0001ZRAMMATLE>TL=DTY , V51470
MIDFREPITINDZEICKREGBRESZRN DL HATL -, BEBAEEBRICE T HIROBITEHEIE T A2 EITHIILELT:
M. Z0R.BFAFLUZNEZEBICEVTEROBREEZNRET IHEFHERBLEL - RIE. V547U rORMFE TN —B
BICUREEINDBREICETEYELIz VAT U ML TIZERBICBELLWESHTLEA. FABEBIZES>TH, CNETREBRLIzH TRELH
SR FLTBEAKBLEEEL, B EHEI AN EL SR O—DELTRIBIZE->TLET,

Ed Poulton (R—H— v P— AVKRUA T4 R R F|/I8—F—
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AVRUHRDFBIZE TS UKIC LD
& $%& :Dominic Sharman(R—H—T v P— BEEREA T4 X, UKJC Deputy Chair)

2026 Z£6 B 17 B. UKJC @ Deputy Chair 2758 % Dominic Sharman |&. ER CHEIN-EAEEBLELEF (BCCJ) EED., OVK
& Sadig Khan & Zill 2 f=A R RIS mMLELT=,

RARVME. TROGFAICEL. EERUVBARDIZ A —TAEDRREREHIEELHELTYELIz, Khan KX, HFRMEER- UL
DOHLELTOOVRY DEENIFTIZET 28D ERICEZ 5012, BEBFRE2BRICOVTELESDEZEEYEL,

AU DEEISEITHE, Sharman [E, BEIEETYIIEA—ELTEHICED-REBZHED Khan KEBEWERTMEITVEL ., &
Bl AL T AR, RITOERA., HRMLBE SRRt S—ELTOAVRUERZAEELREEIZRIZILEBIHEIZLRY
FLI. ZEERUVBHADHFELICESTAINEFDEYAEEZLZINEINTIILHL, ZOEENEDEEDRIELESTEA ., HED
Rt A—FRYETOIIVIaF I —ERD IOV AT LIZED ESHEELFLELTOMID., EEGRAELYDDOHYET,
Sharman [&. Al [Z AR DH| - OEFIENEICER>TRHZEDTIEHL, FAOEHTT LD THY . ERIZT TIZZFDOREZR=LIRD
TWBENEZETRLELE, ChIZKY ., EZMBECERREICEBT2FELODDHLREEHBFLLELAS, KVEOEWNW —HILY—
ERADRMBEIZDEIFEIENTESLLLTLET,

FARVEOREIZMA . ZEEBADOAMEEEFERBEICHRBAICR AT TS BCCJ (S HTREHBLLITES,
I Y

h

UKJC Deputy Chair @ Dominic Sharman &, RRCHEL-AVKUHE @ Sadiq Khan K

R—HP—T Y5> —M The Law Society of England & Wales [Z&KBEEALENDE R
2%
I~

R—H— v P —h The Law Society of England & Wales [Z&KDEFKEENDER XIS ETTIE

R—h—v4 2P —0 Dominic Sharman RUKEED (X, 2026 £ 9 A 17 HICEE TR SN T= The Law Society of England & Wales
(TLaw Society |) EEBELNERKMKITHEL . HEMOZMEERILICAITIEERICEBRERKRLTSMLEL

COERXBEE. NEEEERREENHBARATERETITOICLEHASNLFHETHA N AZZRIFHEOHEIIOVLTHET S
8. The Law Society A\ETSE SR ZIToTLVDXIEED—IREL TRES N EL T, The Law Society Mt R H [ Mark Evans &R A FE
L\, Donna Evans EFBUREE. Will Miller EIFffBURBER RV ERREEBREEORRENSMLEL 2 R—h—TvT o O—DRRE
X, BROZEFTIFITTEH AR BFICESBEENBRIZE T2EHBFTOEFETRVISATUCNDMEIZED LSHEEER
ELTLANIONWT, BIEOMREHEF I H-0ICBINELT,

CHDEETI, BHRIN-FEBISOVWTHIRERERN RSN, RA—H—Tvh o o—(F, BRIZEWTEHREITONEFELD-HDIR
HAEAOERIEESEBILICRIT-EMEAETIET H1=6. 5= The Law Society EBELTEWET , A ABBFHEEDOREIC

MR EH AT 5728 The Law Society (S E D SRHMPIZIENMNLEARELES S, NEF. REERUVEREEBHEAL
LREETVELE,
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(END)REREBW (R—D—Tvr o S—HRFTEH. 7Y IAF), Donna Evans K (The Law Society, EFEBIEE4E) . Will Miller K
(The Law Society, EFEBUREER]) . Dominic Sharman (R—H—T v o O—HEAEH. /S—hF—R T UKJC Deputy Chair) . Mark
Evans K (The Law Society, &)
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