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Are you ready for the
new trade union access
rules?

If you've never had to deal with a trade union, the new
access rules could change that.

Workplace access rules are expected to come into force on
30 October 2026, subject to parliamentary approval. They
would allow trade unions to request physical or digital
access to workplaces to meet, recruit and organise workers.

A union does not need to have existing members in your
workplace to make a request. If you have 21 or more workers
across your business and you cannot agree access terms,
the Central Arbitration Committee (CAC) could impose
them.

Under the proposed process, you would have 15 working
days to respond to a formal request, followed by 25 working
days to negotiate. Repeated breaches of a statutory access
agreement could lead to penalties of up to £500,000.

There's a separate change to prepare for, too. From 1
January 2027, employers will be required to give workers a
written statement about their right to join a trade union.

There are a few things worth doing now.

Plan how you'll add the written statement to your
onboarding process. Decide who would handle an access
request and how they'd keep track of the deadlines. Make
sure your managers know where to direct any approach
from a union.

If you'd like help preparing your documents and
procedures, get in touch and we can talk it through.

At the time of writing (28 September 2026), the workplace access rules still
require parliamentary approval. Contact us for the latest position.

LATEST NEWS

Acas survey reveals which ERA
changes employers are finding the
hardest

A new Acas/YouGov survey of over 1,000 employers
has found that day-one statutory sick pay (30%), day-
one paternity leave (27%) and the reduced unfair
dismissal qualifying period (23%) are the Employment
Rights Act changes that businesses expect to find the
hardest to adopt.

Flexible working and trade union recognition were
close behind at 21% each.

The survey was conducted in late April and early May
2026, which means that many of these changes were
already in force when employers said that they were
still struggling with them.

Acas has updated its guidance on probation periods
and unfair dismissal to reflect the new rules. If you
haven't reviewed your processes against that
guidance yet, now is the time.



The tribunal time limit
has doubled

From 1 October 2026, the time limit for most employment
tribunal claims doubles from three to six months.

The three-month window that existed before worked in
employers' favour. Three months passes quickly and often
employees simply ran out of time to lodge a complaint.

With the new change, employees have more time to reflect,
take advice and build a stronger case. And, with the Acas
early conciliation period already extended to 12 weeks, a
workplace dispute could stay live for the best part of nine
months before you even see a claim.

The new limit applies to any dismissal or workplace incident
on or after 1 October 2026. Anything before that date still falls
under the old three-month rule.

Every conversation you don't document, every process you
cut short and every dismissal you handle loosely now carries
risk for twice as long. If your processes and documentation
aren't where they need to be, now is the time to tighten
things up.

If you'd like help with reviewing how you handle dismissals
and workplace issues so you're not exposed by the rule
change, reach out and we'll be happy to walk you through
things.

LATEST NEWS

Employee dismissed over Facebook
posts wins unfair dismissal claim

A warehouse worker who posted the details of
workplace grievance on Facebook was dismissed
for gross misconduct. A tribunal found that the
dismissal was unfair.

Why? The employer (DHL) hadn't sent the employee
a copy of its social media policy, hadn't given him
any guidance on online conduct and hadn't even
asked him to take the post down before moving to
dismiss. There was also little evidence that the posts
had caused any real harm to the business.

The tribunal ordered reinstatement.

There's a straightforward lesson here for business
owners. If you have a social media policy, make sure
that your staff have actually received it. And, if an
employee does something you don't like online, the
first step is a conversation, not a dismissal letter.

The government’s Keep Britain
Working review and what it means for
employers

The government's Keep Britain Working review is
developing a new employer-facing standard for
managing workplace health, sickness absence and
disability inclusion. For small businesses, this signals
a clear direction of travel: the government expects
employers to play a bigger, more structured role in
managing health at work.

The numbers behind it are sobering. 2.8 million
people are currently economically inactive due to
health conditions. Sickness absence is at a 15-year
high. And employers lose an estimated £120 per day
for every employee off sick.

The review found that 93% of fit notes are marked
"not fit for work” and is exploring replacing the
current system with collaborative stay-in-work and
return-to-work plans involving employers,
employees and health providers. Fit note reform
pilots launched in May 2026 and a draft employer
standard is expected by the end of the year.

Getting your absence management processes in
order now puts you ahead of where this is going.



Your top HR questions

Dol have to tell my
employees they can join a

trade union?

From 1 January 2027, yes. Every
employer will be required to give
workers a written statement informing
them of their right to join a trade
union.

New starters must receive it alongside
their statement of employment
particulars. Existing workers must
receive it, or be told where they can
access it, by 5 April 2027.

The government plans to publish the
standardised statement and final
guidance before the duty begins, so
check those requirements before
updating your documents.

Need a confidential

chat?

If you have a problem brewing in your
business, you're worried about something
or you simply need some expert HR support
then please get in touch with us for a

confidential chat.

A quick conversation could save you from
a very costly mistake and we could give
you the clarity you need to decide your

next steps with confidence.

Whether you're a new or existing client, we
offer a free 30 min chat (without any
obligation to buy from us in the future).

An employee left 5
months ago. Can they
still take me to tribunal?

It depends on when they left.

If their employment ended on or after
1 October 2026, the time limit for most
tribunal claims is six months, so yes,
they could still be within the deadline.
If they left before that date, the old
three-month limit applies and they
would likely be out of time.

The clock can also be paused during
Acas early conciliation, which can
add up to 12 weeks.

What are my obligations
if an employee asks for

adjustments because of
menopause symptoms?

Menopause isn't a standalone
protected characteristic under the
Equality Act, but symptoms can
amount to a disability if they have a
substantial and long-term effect on
day-to-day activities.

If they do, you have a duty to make
reasonable adjustments. Even
where symptoms don't meet that
threshold, handling requests
dismissively could lead to claims
under sex or age discrimination.

Take the conversation seriously and
explore what adjustments are
practical.
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