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Changes under the Employment Rights Act (ERA) 2025
	
Legislative Change

	Details
	Commencement Date

	Exclusivity terms in zero hours arrangements 
	Section.8 ERA 2025 amends S.27B of the Employment Rights Act 1996 (ERA 1996) on exclusivity terms in zero hours arrangements in consequence of the new definition of ‘zero hours arrangement’, which will replace the previous definition of ‘non-contractual zero hours arrangement’ in S.27B. The definition clarifies that such arrangements can be contracts other than worker’s contracts.

This means that the change makes it clear that zero‑hours arrangements can be contractual or non‑contractual, so the rules banning exclusivity now apply much more widely.

	6 January 2026 (Reg 2(5) Commencement No.1 Regulations)

	Removal of qualifying period for unpaid parental and paternity leave 
	Removal of qualifying periods of employment for entitlement to statutory parental and paternity leave, making these ‘day one’ rights for eligible employees. Guidance on these changes are available on gov.uk. 
	6 April 2026 (subject to transitional and savings provisions) 
18 February 2026 for the purposes of paternity leave in relation to cases where a child’s mother or adopter dies. Eligible employees will be able to give notices in relation to parental and paternity leave from 18 February 2026.

	Increase in collective redundancy protective award 
	ERA 2025 amends protections to double the maximum protective award that may be awarded for a breach of S.188 from 90 to 180 days.

This means if an employer fails to properly consult employees in a collective redundancy situation, the tribunal can now award up to 180 days’ pay instead of 90 days’ pay.

	Expected 6 April 2026

	Ability to take paternity leave following shared parental leave 
	Removal of the current restriction on taking paternity leave and pay following a period of shared parental leave and pay. Guidance on this is available on gov.uk.
	18 February 2026 in relation to cases where a child’s mother or adopter dies

	Reporting sexual harassment in the workplace to become a protected disclosure 
	It will now be made a protected disclosure for a worker to report that sexual harassment has occurred, is occurring or is likely to occur.
	Expected 6 April 2026

	Removal of waiting period for entitlement to statutory sick pay (SSP) 
	SSP will be payable from the first day of sickness rather than from the fourth day, abolishing the three-day waiting period.
	6 April 2026

	Removal of lower earnings limit for SSP 
	There will no longer be a requirement for an employee’s earnings to be at least the lower earnings limit to be eligible for SSP.
	6 April 2026

	Automatic unfair dismissal: dismissal and re-engagement (‘fire and rehire’) practices 
	Provisions that will make it automatically unfair to dismiss an employee for refusing to agree to a contractual variation in certain circumstances.
	Expected 1 October 2026

	Extension of time limits to bring employment tribunal claims 
	Amendments for the purpose of increasing the time limits for making claims in employment tribunals in Great Britain from three months to six months.
	Expected 1 October 2026

	Duty of employers to prevent sexual harassment 
	Enhanced duty on employers to prevent sexual harassment in the Equality Act 2010 by requiring them to take ‘all’ reasonable steps.
	Expected 1 October 2026 

Regulations specifying what steps are to be regarded as ‘reasonable’ are expected at the earliest in 2027 after consultation.

	Liability for third-party harassment 
	The ERA will make employers liable for third-party harassment of their employees during the course of their employment if the employer has failed to take all reasonable steps to prevent the harassment.
	Expected 1 October 2026

	Reduction in the qualifying period for unfair dismissal claims, and removal of the statutory cap on the compensatory award 
	Reduction in the qualifying period for bringing an ordinary unfair dismissal claim and remove the statutory cap on the compensatory award. 

The Government has stated that it will ‘convene a series of meetings’ in early 2026 to obtain stakeholder perspectives on these changes, and will also consider what additional dedicated support or guidance might be needed.
	Expected 1 January 2027

	Enhanced dismissal protections for pregnant women and new mothers, and those returning from a period of statutory family leave 
	ERA 2025 provides the Secretary of State with the power to make regulations about dismissal during or after a protected period of pregnancy, extending the current provisions relating to redundancy. 

On 23 October 2025, the Government launched a consultation seeking views on its proposal to make it unlawful to dismiss pregnant women and new mothers for at least a six-month period after they return to work. The consultation closed on 15 January. The Secretary of State has the power to make regulations about dismissal for reasons other than redundancy after a period of maternity, adoption, shared parental, bereaved partner’s paternity or neonatal care leave.
	The powers to make regulations were brought into force on 6 January 2026 (Reg 2(11) and (12) Commencement No.1 Regulations). Substantive regulations are expected to be made to bring these protections into force in 2027.

	Expansion of right to bereavement leave 
	Creation of a general bereavement leave entitlement. 

Entitlement to this right will depend on the employee’s relationship with the deceased person (details of which will be set out in regulations). 
· It will cover pregnancy loss before 24 weeks. Duration of the leave is expected to be at least one week, to be taken within 56 days of the person’s death. 
	6 January 2026 

Substantive regulations are expected to be made to bring this enhanced right into force in 2027.

	National Minimum Wage/National Living Wage rates 
	For those aged 21 and over, the NLW will increase from £12.21 to £12.71 per hour. 

For those aged 18–20, the NMW will increase from £10.00 to £10.85 per hour.
 
For those aged 16–17 and apprentices, the rate will increase from £7.55 to £8.00 per hour.
	1 April 2026

	Weekly rates of certain statutory payments 
	The weekly rate of SSP will increase to £123.25 (up from £118.75). 

The weekly rate of statutory maternity pay, maternity allowance, statutory adoption pay, statutory paternity pay, shared parental leave pay, neonatal leave pay and parental bereavement pay will be £194.32 (up from £187.18). 

The weekly earnings threshold for qualifying for the above payments, except maternity allowance, will be £129 (up from £125). For maternity allowance, the threshold remains at £30 a week.
	6 April 2026

	Bereaved partner’s paternity leave 
	The Paternity Leave (Bereavement) Act 2024 makes provision about paternity leave in cases where a child’s primary carer dies. The draft Bereaved Partner’s Paternity Leave Regulations 2026, set out the detail of the new right and provide for up to 52 weeks’ paternity leave (to be known as bereaved partner’s paternity leave) where the child’s mother or adopter has died in childbirth or within a year of the birth or adoption placement.
	6 April 2026
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