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EMPLOYMENT RIGHTS ACT 2025 – Explainer

Introduction
Over the next two years, a number of important changes to UK employment law will come into effect under the Employment Rights Act 2025. These reforms will affect areas such as sick pay, family leave, harassment prevention, whistleblowing protections, redundancy consultation and employee rights from day one of employment. 
This briefing is designed to give line managers a straightforward overview of what is changing and when, and what this may mean in practice for managing teams. The focus is on helping managers understand the practical impact, rather than the legal detail.
These changes below will take effect from April 2026, with further updates expected later in 2026 and into 2027. We will continue to monitor government and ACAS guidance as the final regulations are confirmed, and HR will update policies and provide support ahead of each change.
If you have questions about how any of these updates apply in your area, please contact us for advice.
Timeline of changes
	April 2026

	 1 April 2026
	Statutory Sick Pay (SSP) – day-one entitlement
SSP is payable from the first day of sickness absence for all workers, at 80% of weekly earnings or the flat rate (whichever is lower).
	Be ready for more employees to qualify for SSP from day one. Make sure you know the sickness reporting steps, keep absence records accurate, and signpost support early.

	1 April 2026
	Parental leave – day-one right
Employees will be able to take parental leave from the start of employment (no one-year qualifying period). As this is uppaid, pay is unaffected 
	Expect requests from newer employees. Route requests to HR early and avoid making assumptions about eligibility based on length of service.

	1 April 2026
	Paternity leave – day-one right
Employees will be to be able to take paternity leave from the start of employment (no qualifying service requirement). Leave is a day one right, however leave with pay is still a 26 weeks qualifying period
	 Plan cover early where possible and follow the agreed process for approving leave.

	1 April 2026
	Fair Work Agency created
New enforcement body expected to bring together several enforcement functions and support statutory payment enforcement and tribunal claims.
	Expect more proactive enforcement of statutory rights. Keep records tidy (hours, pay, leave, absence) and escalate issues early.

	1 April 2026
	Collective consultation – higher protective awards
Maximum protective award for failing to follow collective consultation obligations expected to increase from 90 days’ pay to 180 days’ pay.
	If your area is affected by large-scale change or potential redundancies, involve HR early. Consultation timing and documentation will matter more.

	1 April 2026
	The law will make it clearer that raising concerns about sexual harassment at work can count as protected whistleblowing.
This means that if an employee reports sexual harassment through whistleblowing channels, they will have stronger legal protection from being treated unfairly or suffering negative consequences because they spoke up.

	For line managers, this means:
· Concerns about sexual harassment may be raised not only as a complaint, but also as a whistleblowing disclosure
· Employees must feel safe to speak up without fear of retaliation
· Managers should take all concerns seriously and escalate them through the correct HR reporting routes
· Whistleblowing policies and training may be updated to reflect this change
This change is intended to encourage people to report serious workplace wrongdoing and improve protections for those who do.



Glossary (quick explanations)
Day-one right: A right you can use from your first day of employment. No minimum length of service required.
Qualifying period: The minimum length of time someone must have worked for an employer before they get a particular right.
Collective consultation: A formal consultation process required when an employer is proposing large-scale redundancies or certain major changes. There are strict rules on timing and information.
Protective award: A financial award a tribunal can make when an employer fails to follow collective consultation rules. It is designed to penalise poor process.
Sexual harassment duty: “all reasonable steps”: Employers must be proactive. In practice this means training, clear policies, safe reporting routes, prompt action, and learning from incidents.
Third-party harassment: Harassment aimed at an employee by someone who is not employed by the organisation (for example a customer, client, service user, or member of the public). The planned change means the employer can be held responsible if it doesn’t take reasonable action to prevent or deal with it.
Unfair dismissal qualifying period: The length of service someone needs before they can bring an ordinary unfair dismissal claim. Planned reduction to 6 months means managers need tighter, better-documented probation and performance processes.


Manager checklist (what to do now)
Check sickness reporting and absence recording steps so SSP can be applied correctly from day one.
Get familiar with family leave request routes (and escalate early if unsure).
If restructure/redundancy is possible in your area, involve HR early and avoid informal promises.
Refresh harassment prevention: remind teams of standards, how to report, and how concerns are handled.
Watch for HR updates as Acas and government guidance is published and processes are finalised.
Where to get help
If you’re unsure how a change applies to a situation in your team, don’t guess. Speak to us early so we can guide you on the right process and keep decisions consistent.
As more detailed regulations and Acas guidance are published, HR will share updated templates, FAQs and training where needed.
	


For advice from an HR professional at Breathing Space HR, call 0113 426 7735 or email us at howtohr@breathingspacehr.co.uk
DISCLAIMER: Breathing Space HR offers advice and these documents to UK organisations as a free service and cannot be responsible or liable to any person or entity in respect of any cost, loss or damage caused, consequential or otherwise, directly or indirectly by the information contained in any advice, policies or procedures or their component parts, this includes any mistakes therein on this website.
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