
STRENGTHENED HARASSMENT
PROTECTIONS
Employers must take "all
reasonable steps" to prevent
harassment (including third-
party harassment).

EMPLOYMENT TRIBUNAL
CHANGES RESTRICTIONS ON
Time limit for claims extended to
6 months (up from 3 months on
most cases).

FURTHER TRADE UNION
REFORMS
Increased rights of access,
facilities, and recognition.

STRENGTHENING
TIPS/GRATUITIES REFORM

Employers must consult with
representatives when
developing or revising tipping
policies.
Policies must be reviewed
with representatives at least
once every 3 years.

EMPLOYMENT RIGHTS ACT 2025
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RIGHTS (ACCRUAL POINT)
NEXT WAVE OF REFORMS

MAJOR EMPLOYER
LIABILITY CHANGES

FUTURE REFORMS
(EXPECTED IN 2027)

SSP OVERHAUL
No more 3-day waiting period.
SSP payable from day one.
Lower earnings limit removed.

DAY-ONE RIGHTS FOR PARENTS
Paternity leave and unpaid
parental leave can be requested
from the first day of employment.

ENHANCED WHISTLEBLOWING
PROTECTIONS
Sexual harassment now a
protected disclosure subject
matter.

COLLECTIVE REDUNDANCY
CONSULTATION
Maximum protective award
increases from 90 days to 180
days.

FAIR WORK AGENCY (FWA)
ESTABLISHED
New single enforcement body
with stronger powers across
NMW, SSP,
Statutory Holiday Pay and more.

HOLIDAY RECORD-KEEPING
DUTY
Duty to make and retain
employee annual leave records for
6 years.

SIMPLIFIED TRADE UNION
RECOGNITION
Easier recognition processes and
the beginning of major trade
union reform.

The qualifying period for unfair
dismissal rights will reduce
from two years to 6 months
from January 2027 and will be
backdated to those currently
employed, meaning new
employees from July 2026 will
begin accruing their 6 months'
service.

UNFAIR DISMISSAL RIGHTS
Qualifying period reduced
from two years to six months.
Removal of the cap on
compensatory awards.

RESTRICTIONS ON "FIRE AND
REHIRE" PRACTICES

Employers prohibited from
dismissing and re-engaging
employees to impose less
favourable terms unless
strict statutory conditions
are met.
Must demonstrate genuine
business necessity and show
all reasonable alternatives
have been explored,
including meaningful
consultation.
Dismissals linked to non-
compliant processes will be
automatically unfair,
exposing employers to
uncapped compensation
and protective awards.

BEREAVEMENT LEAVE
Will cover wider set of
circumstances including
miscarriage.

FLEXIBLE WORKING
Will become default - employers
will need to show why it's
objectively reasonable to refuse.

COLLECTIVE REDUNDANCY
Changes affecting multi sites.

MORE PROTECTION FOR
PREGNANT WORKERS
Up to 6 months on returning to
work for other reasons for
dismissal, not just redundancy.

ZERO HOURS WORKERS
Reasonable notice of cancelled/
moved shifts & offer of
guaranteed hours contracts to
reflect regular hours after
working a defined period.

ACTION PLANS
Large employers (250+
employees)
to support employees through
menopause and reduce the
gender pay gap

WHAT EMPLOYERS
SHOULD DO NOW

Prepare early to ensure
compliance and mitigate risk.

REVIEW
POLICIES &

PROCEDURES

ENGAGE &
CONSULT

STRENGTHEN
COMPLIANCE

MANAGE
RISK

PLAN
AHEAD
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