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HR Documentation
Employment Rights Act 25 Impact Assessment
October 2026 Changes 


	What is the Documentation Employment Rights Act 2025 Impact Assessment?

	[bookmark: _Hlk219969265]With 173 new pieces of Employment Law changing in the next few years, your employees will have new rights, and your business is exposed to new risks, so it is essential that you are aware of these changes, when they come into place and your HR Documentation is kept up to date.

[bookmark: _Hlk219969399]We’re here to help.

[bookmark: _Hlk219969408]The HR Documentation Impact Assessment will provide further details surrounding the changes that came in on 6th April 2026 under the Employment Rights Act 2025, further changes coming into effect in October 2026 and other non-ERA 2025 changes that are being introduced this year along with what impact they individually have upon your business. We have also highlighted some key practices and recommendations to implement as soon as possible to cover yourself from future risks. 
 

	Employment Rights Act 2025 – upcoming changes 

	
The documentation updates referenced below are based on your current Peninsula drafted documentation and you can find a copy of this in your bespoke folder in BrightHR 

What do you need to do?

· [bookmark: _Hlk219969488]Simply review the Employment Rights Act 2025 Impact Assessment detailing the legislation changes  for April 2026, October 2026 and other non-ERA 2025 changes being introduced this year and the changes we recommend to your current Peninsula HR documents.  

· Update the review form below and confirm you would like an update actioned to your HR Documentation. You can also include a note in the additional comments section. 

· Email your completed review form to HRDocuments@peninsula-uk.com and we will make these changes for you. Please note you will be able to review the updated version of your documents before they are finalised and if there is anything we need to speak to you about, we will simply give you a call to discuss it further. 
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	Employment Rights Act 25 Documentation Updates
	Yes
	No
	Additional Comments

	APRIL 2026 CHANGES
	
	
	

	
Extension of the statutory sick pay (SSP) system

What has changed?
Under the ERA25, the requirements to earn the Lower Earnings Limit (LEL) and to serve three waiting days before receiving SSP have been removed. 

Instead, all workers are entitled to either 80% of their usual earnings, or the flat statutory SSP rate, whichever is lower, from the first day of absence.

Our recommendation:
Update your Sickness/ Injury Payments and Conditions Policy in your Employee Handbook to remove reference to a qualifying period or waiting days and add that SSP will apply from day one of absence. 

	
	
	

	
Paternity Leave

What has changed? 
The qualifying service requirement for paternity leave has been removed. This means that employees are entitled to take paternity leave from day one of employment. However, employees will still be expected to give the required notice to take paternity leave.

There is no change to the service requirement for statutory paternity pay.

Our recommendation:
Update your Paternity Leave Policy to confirm that eligibility for paternity leave will start from day one of employment. 


	
	
	

	
Parental Leave

What has changed?
The qualifying service requirement for unpaid parental leave has been removed. This means that employees are entitled to take parental leave from day one of employment. However, employees will still be expected to give the required notice to take parental leave. 

Our recommendation:
Update your Parental Leave Policy to confirm that eligibility for parental leave will start from day one of employment. 


	
	
	

	
Bereaved Partner’s Paternity Leave 

What has changed?
A new right to bereaved partner’s paternity leave has been introduced which provides up to 52 weeks of leave for fathers and partners who lose their child’s primary carer (mother or main adopter) before their child’s first birthday. 

Employees must give notice of their intention to take bereaved partner’s paternity leave, and they must be taking the leave to care for the child. 

Employees have enhanced redundancy protection as well as protection from detriment and unfair dismissal as a result of taking or seeking to take this type of leave. 

During a period of bereaved partner’s paternity leave, employees can work up to 10 ‘Keeping in Touch’ (KIT) days without bringing the leave to an end.

Our recommendations:
Update your Employee Handbook, Paternity Leave Policy, Bereavement Leave Policy and Compassionate Leave Policy to include bereaved partner’s paternity leave.

Introduce a new Bereaved Partner’s Paternity Leave Policy setting out details of eligibility and notice requirements.

	
	
	

	
Whistleblowing 

What has changed?
Disclosures made around sexual harassment, including that it has occurred, is occurring, or is likely to occur, now qualify as a “protected disclosure”.

As with other qualifying disclosures, the disclosure does not need to be substantiated, however the individual must have reasonable belief that it is true and it must be in the public interest.

As a result, employees making a qualifying disclosure in relation to sexual harassment will be protected from suffering a detriment and any dismissal for this reason would be automatically unfair.

Our recommendation:
Update your Whistleblowing Policy in your Employee Handbook to cover protected disclosures regarding sexual harassment.


	
	
	

	
Redundancy 

What has changed?
Employees who take bereaved partner’s paternity leave are entitled to redundancy protection whilst on leave. 

Where the leave lasts for six or more consecutive weeks, the protected period will continue to apply when they return to work, ending 18 months after the child’s date of birth, date of placement, or the date the child entered Great Britain.

Our recommendation:
Update your Redundancy Policy to include enhanced protection for bereaved partner’s paternity leave.
	
	
	

	
REDUCTION OF UNFAIR DISMISSAL QUALIFYING PERIOD (In force 1 January 2027 with retrospective effect)

	
	
	

	
Probationary Periods 

What is changing?
With effect from 1 January 2027, the ERA25 will reduce the qualifying service required for employees to claim ordinary unfair dismissal from two years to six months. 

This will apply retrospectively which means that any employees with six months’ service by 1 January 2027 will be able to claim ordinary unfair dismissal.

As a result of this change, employers who operate a 6-month probationary period or longer will be at risk of ordinary unfair dismissal claims.

A 3-month probationary period is recommended to give you the option to extend the probationary period (maximum recommended extension is one month) and complete the probation review process before your new employees reach 6 months’ service and gain the right to claim ordinary unfair dismissal.

Our recommendation:
If you have a 6-month (or longer) probationary period in your Contract/ Statement of Main Terms we would recommend changing this to 3 or 4 months to allow time for you to extend the probationary period or have a buffer before your new employees gain the right to claim ordinary unfair dismissal at 6 months’ service.

**Please include in the comments the length of probationary period you want to include**

	
	
	

	
OCTOBER 2026 ERA 2025 CHANGES

	
	
	

	
Harassment

What is changing?

From 30 October 2026, the proactive duty to take ‘reasonable steps’ to prevent sexual harassment will be strengthened to a requirement to take ‘all reasonable steps’. Also, third-party harassment liability will be re-introduced.

Our recommendation: 
Update your Sexual Harassment Policy, Bullying and Harassment Policy and any separate Third-Party Harassment Policy to refer to ‘all reasonable steps’ and amended third-party harassment provisions.

	
	
	

	
Trade Union Right of Access to Workplaces

What is changing?
From 30 October 2026, the Employment Rights Act 2025 introduces a statutory right for independent trade unions to request access to workplaces.

The statutory process applies to employers with 21 or more workers (including employers that are under this threshold but are part of a wider company that employs 21 or more workers). 

Access requests will need to be managed in accordance with the new statutory Code of Practice: Right of Trade Unions to Access Workplaces.

Our recommendation:
Introduce a new Trade Union Right of Access to Workplaces Policy setting out your stance on access requests.

	
	
	

	Trade Union Representatives

What is changing?
From 30 October 2026, statutory rights include rights to reasonable facilities for trade union officials, trade union learning representatives, and trade union equality representatives to carry out their functions and to receive relevant training.

Also, the right to reasonable paid time off to carry out trade union duties is extended to trade union equality representatives.

Our recommendation:
Introduce a new Trade Union Representatives Policy explaining rights to time off and facilities for trade union duties and training.

	
	
	

	
OTHER NON-ERA 2025 UPDATES

	
	
	

	
Data Protection Complaints

What has changed?
From 19 June 2026, organisations must have a process for handling data protection complaints. 

The organisation must tell people they can complain to the organisation, as well as the Information Commissioner’s Office (ICO), at the point that the organisation collects personal information (i.e. in its privacy notice) and when it responds to a subject access request.

Our recommendation:
Introduce a new Data Protection Complaints Policy.

Update your privacy notices, Data Protection Policy and Subject Access Request Policy.


	
	
	

	
Gender Reassignment Policy

What has changed?
Following a Supreme Court ruling, it was determined that in the Equality Act 2010, ‘man’, ‘woman’, and ‘sex’ refers only to biological sex. Despite this decision, it doesn’t remove nor change a transperson’s protection under the protected characteristic of gender reassignment.

Legally, this means individuals should use facilities corresponding to their biological sex. Employers must note that allowing transgender individuals to use facilities of their acquired gender means they’re no longer a single-sex space and could be at risk of discrimination and harassment claims from biological men and women. 
 
A transgender individual must, however, still have access to appropriate facilities—but one that matches their biological sex may not, in their view, be suitable, meaning employers are still vulnerable to claims of discrimination and harassment. Where possible, employers should offer mixed-sex facilities in addition to single-sex.  

Employers must also remember that these are incredibly sensitive matters and therefore employees’ individual concerns should be dealt with on a case-by-case basis.   

Our recommendation:
Update your Gender Reassignment Policy and Equality and Diversity Policies to reflect the legal position on the use of facilities.

	
	
	

	
Right to work

What has changed?
From 1 October 2026, the Border Security, Asylum and Immigration Act 2025 expands the right to work scheme to cover a wider range of working relationships in addition to employees, including workers and individual sub-contractors engaged to provide work or services. Extended liability may apply to employers in non-direct contractual arrangements.

Our recommendation:
Update your Work Permits and Eligibility to Work Policy. 

Add a right to work clause to your Worker SOE.

	
	
	

	Products and Services
	Yes
	No
	Additional Comments

	Health and Safety Documentation Review
We have referenced a Health & Safety Policy in your Employee Handbook; however, we need to ensure you have separate robust health and safety documents when you employ five or more employees. We recommend communicating your company’s Health & Safety policy and procedures in a transparent format such as an employee safety handbook. 
If you have not had your Health & Safety documentation reviewed recently, please select Yes and we will review your current documents to ensure they are up to date with current legislation and draft up a report for areas of improvement.

	
	
	

	Bright Exchange 
We recommend providing further details about Bright Exchange in the benefits section in your Statement of Main Terms and your Employee Handbook. 

	
	
	

	Bright Exchange 
You can also advertise your own business on Bright Exchange. If you would like more information on this select Yes and we will pass your details on to the team.
	
	
	

	Employee Assistance Programme 
If you don’t have our current employee assistance programme as a service and this is a benefit you would like to offer to your employees, then select Yes and we will pass your details on to the team. 

	
	
	

	Wisdom AI
Update your Employee Handbook to make employees aware they have 24/7 access to instant, fast answers to any wellbeing questions they have regarding their physical and mental health. 

	
	
	

	Peninsula Emails 
We will always keep you informed of any key employment law updates via our marketing communications, and it is essential that you receive these emails in order to stay up to date. Please confirm Yes if you receive our emails or if you would like to resubscribe then please include the names and email addresses that you would like to be added to the mailing list.

	
	
	

	Letterhead
Did you know we can add your branded logo or letterhead to your advice letters. If you would like this adding onto our system, please highlight yes and attach a copy to the email alongside this review form. 

	
	
	

	Face2Face Training 
Peninsula’s Face2Face service offers a comprehensive suite of CPD accredited training courses which will enable you to upskill your employees and give your employees the confidence to deal with a variety of situations which may arise in the workplace. This includes:
· Absence management
· Appraisal and performance management, Assertiveness
· Effective communication
· Equality and diversity
· Managing disciplinaries and grievances
· Managing behaviour and harassment awareness in the workplace
· Recruitment and selection
· Time management 
· Redundancy 
· Workplace mediation 

If you would be interested in additional Face2Face training, then select Yes and we will pass your details on to the team.

	
	
	

	Face2Face Documentation Set Up Service
If you are feeling the pressure of issuing your HR Documentation, we can complete an onsite visit and do this for you!  At an additional cost, one of our HR Documentation Experts can issue your bespoke documentation to your employees, on your behalf and ensure you are compliant in every single area of employment law. 
If you would be interested in the additional on-site support, please select Yes and a member of the team will contact you for further information.

	
	
	

	Do you have any additional comments?
Please include any questions or additional comments you would like us to consider when updating your HR Documentation.

	
	
	




We want to make sure you’re getting the most out of your Peninsula services. Browse all the new features available to you in your BrightHR software here 

Please ensure all areas of the review form have been filled in and then send your completed review form to HRDocuments@peninsula-uk.com
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