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Entering
a new ERA: | .

The Employment Rights Act 2025 (ERA 2025) will bring
various changes to employment law within England and
Wales, with many coming into force in April 2026.

From 1 April 2026
From this date, the levy on trade unions and employer
associations paid to the Certification Officer is repealed.

From 6 April 2026

Family-Friendly Rights

- Paternity leave and unpaid parental leave become day one rights
(employees previously needed 26 weeks qualifying service).

- Bereaved partners can take a maximum of 52 weeks of unpaid
paternity leave if either mother/adopter passes away within
the child’s first year.

Statutory Sick Pay (SSP)

+ SSP will become payable from the first day of absence
(previously only payable from the fourth day of absence).

- The lower earnings limit will be removed, meaning all employees
will be eligible to receive SSP, regardless of their earnings.

- The rate of SSP will be either 80% of average weekly earnings
or the statutory rate (£123.25 per week), whichever is lower.

Collective Redundancy Consultation — Increased Penalties

- If an employer has failed to properly consult in a collective
redundancy situation, the maximum protective award that can
be recovered by a claimant doubles from 90 to 180 days’ pay.

Whistleblowing Protections

- A disclosure of sexual harassment becomes protected as
a whistleblowing disclosure. Employees are protected from
any dismissal or detriment they receive in response to this.

This expands on the Worker Protection (Amendment

of Equality Act 2010) Act 2023, which came into force in
October 2024, requiring employers to take reasonable steps
to prevent sexual harassment in the workplace.

Suggested Actions in relation to ERA 2025 Changes

Given these changes, we advise that family-friendly and
sickness absence policies be updated.

Regarding collective redundancies, it is important that senior
managers and directors are briefed on the increased penalties
and the legal obligations surrounding collective consultation.

If there are any proposed restructurings, they should include
the costs of potential protective awards in the cost modelling.

Whistleblowing and sexual harassment policies and procedures
should also be reviewed and updated. Businesses should consider
dedicated reporting channels for sexual harassment and further
promote a zero-tolerance attitude towards sexual harassment.

Managers should be trained on:

- How management decisions are made after a protected
disclosure.

- What constitutes sexual harassment.

- How to handle disclosures without diminishing or justifying
the allegation.

It is also important that managers are made aware that a
dismissal by reason of a sexual harassment disclosure will be
an automatically unfair dismissal, regardless of the employee’s
length of service.

If you need any guidance on the
upcoming changes, please contact
Andrew on 01904 528395 or at
ama@hethertons.co.uk
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