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This summary accompanies our November 2026 webinar for employment businesses. It sets out what is already in force, what is coming, and the practical steps for businesses that supply temporary workers. Every source cited is a government or official publication. Future dates are government targets and, as GOV.UK notes, remain subject to parliamentary processes.
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Key dates at a glance
	Date
	Change
	Status
	Relevance

	18 Feb 2026
	Most of the Trade Union Act 2016 repealed; simplified industrial action notices; protection against dismissal for taking industrial action
	In force
	Medium

	6 Apr 2026
	Day-one paternity and unpaid parental leave; SSP lower earnings limit and waiting period removed; maximum collective redundancy protective award doubled; stronger whistleblowing protection for reporting sexual harassment; simplified union recognition
	In force
	High

	7 Apr 2026
	Fair Work Agency established
	In force
	High

	1 Oct 2026
	Employment tribunal time limit extended from three to six months (Scotland breach of contract claims: 9 Nov 2026). Right to Work checks extended beyond employees (immigration legislation)
	In force
	High

	30 Oct 2026
	Duty to take “all reasonable steps” to prevent sexual harassment; duty not to permit third-party harassment; stronger union right of access; recognition reforms; new rights for union representatives
	In force
	High

	1 Jan 2027
	Unfair dismissal qualifying period reduced to six months; compensatory award uncapped. Duty to inform workers of their right to join a union
	Scheduled
	High

	1 Apr 2027
	National Living Wage rises to £13.21 an hour
	Confirmed
	High

	Apr 2027
	Bereavement leave (including pregnancy loss); organisation-wide collective redundancy threshold; extended blacklisting protections
	Scheduled
	Medium

	During 2027
	Fair Work Agency to begin holiday pay compliance and enforcement (government plan)
	Planned
	High

	Oct 2027
	Enhanced dismissal protection for pregnant women and new mothers; flexible working reforms
	Scheduled
	Medium

	Dec 2027
	Regulation of umbrella companies
	Scheduled
	High

	No date yet
	Zero hours package: guaranteed hours, reasonable notice of shifts, payment for short-notice changes. Fair Work Agency enforcement of SSP
	No date
	Very high


Sources: [1] GOV.UK (DBT)  ·  [20] GOV.UK  ·  [11] GOV.UK  ·  [8] GOV.UK
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Sexual harassment: the “all reasonable steps” duty
In force since 30 October 2026. Employers must now take all reasonable steps to prevent sexual harassment of their workers. They are also under a duty not to permit harassment of their workers by third parties, such as clients, customers and contractors. The government can set out specific steps in later regulations.
1. Since 6 April 2026, disclosures about sexual harassment have stronger whistleblowing protection.
1. The Equality and Human Rights Commission’s technical guidance explains how the duties apply in practice, and is the starting point for any risk assessment.

	Our recommendations for employment businesses
1. Where you employ the temp, the duty is yours, even though the workplace is your client’s.
1. Ask about the site before you place: the environment, lone working and customer contact.
1. Give every temp a clear way to report concerns to you, not only to the client.
1. Agree with clients how quickly incidents are shared, who investigates, and how a worker can be moved quickly.
1. Make sure your terms of business support that process: policy compliance, cooperation with investigations, and removal of individuals.


Sources: [1] GOV.UK (DBT)  ·  [4] Equality and Human Rights Commission
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Trade union rights
Already in force
1. 18 February 2026: most of the Trade Union Act 2016 repealed, simplified industrial action notices, and protection against dismissal for taking industrial action.
1. 30 October 2026: a stronger right for unions to access workplaces, physically and digitally; recognition and derecognition reforms; new rights for union representatives.
How an access request works
	Stage
	What happens

	Request
	The union makes a request for access. The Code recommends email to an address the employer provides, using the standard form.

	Response
	The employer has 15 working days from the day the request is given to respond.

	Negotiation
	The parties then have 25 working days to negotiate.

	Referral
	Without agreement, either side can apply to the Central Arbitration Committee (CAC) within 55 working days of the original request (extendable to 70 in limited cases).

	Model terms
	Weekly access is a model term. At least five working days’ notice before the first visit, and two working days for later visits, is treated as reasonable.

	Exemption
	The CAC must refuse access where the employer has fewer than 21 workers.

	Penalties
	Up to £75,000 for a first penalty order, £150,000 for a second, and £500,000 for a third or later order.


The Code does not deal specifically with agency workers or hirers.
From 1 January 2027
1. Employers must inform workers of their right to join a trade union, in the written statement of particulars and regularly afterwards.
1. For temps employed by an employment business, the agency is the employer, so in our view the duty will usually fall on the agency.
Specific points for agency workers
1. Strike cover is prohibited. Regulation 7 of the Conduct Regulations 2003 prevents an employment business from supplying a work-seeker to do the work of someone taking part in a strike or other industrial action, or of someone assigned to cover for them, where it knows or has reasonable grounds to know of the action. It does not apply to unofficial action.
1. Claims against the end user are limited. In Smith v Carillion (2015), the Court of Appeal held that an agency worker could not bring a union-related detriment claim against the end user, because there was no contract between them.
1. Blacklisting. From April 2027, extended protections are scheduled, including banning blacklisting by third parties.

	Do and don’t
1. Do add the union statement to onboarding from January 2027.
1. Do name one person to deal with union requests, and agree with key clients who responds to an access request.
1. Don’t supply temps to cover strikers.
1. Don’t end an assignment because a temp joins a union or is active in one, even if the client asks.
1. Don’t sit on an access request: the 15-working-day clock starts when it is given.


Sources: [1] GOV.UK (DBT)  ·  [5] GOV.UK  ·  [3] legislation.gov.uk  ·  [6] legislation.gov.uk  ·  [7] The National Archives (Find Case Law)
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Unfair dismissal from 1 January 2027
1. The qualifying period for unfair dismissal falls to six months for dismissals from 1 January 2027.
1. The compensatory award will be uncapped.
1. Unfair dismissal protects employees. Most temps are engaged as workers, so the main exposure for employment businesses is their own staff, and any temps employed on contracts of employment.
1. Where client feedback drives a decision, get it in writing and promptly. Manage probation actively.
Sources: [1] GOV.UK (DBT)  ·  [2] legislation.gov.uk
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The Fair Work Agency
The Fair Work Agency was established on 7 April 2026. It has taken over the National Minimum Wage enforcement work of HMRC and the functions of the Employment Agency Standards Inspectorate. The government plans for it to begin holiday pay compliance and enforcement in 2027. Statutory Sick Pay enforcement will follow in a later stage.
	Stage
	Powers and remit

	Now
	Enforcing the minimum wage and employment agency standards.
Requiring information or documents, and visiting premises, sometimes unannounced.
Notices of underpayment: arrears plus a penalty of 200% of the underpayment (minimum £100, maximum £20,000 per worker), halved if paid within 14 days. Employers can be publicly named.
Labour market enforcement undertakings and orders (up to two years each), and prohibitions on running an agency for up to 10 years.
Obstruction and giving false information are criminal offences.

	Planned for 2027
	Holiday pay compliance and enforcement. Proposed notices of underpayment with a penalty of 200% of arrears per worker (minimum £100, maximum £20,000 per worker), effectively halved if paid within 14 days. Naming for holiday pay underpayment is under consultation.
Underpayments can be enforced for up to six years back, but not before 18 December 2025 (Royal Assent).

	Later stages
	Enforcement of Statutory Sick Pay.
Bringing employment tribunal proceedings on a worker’s behalf.
Legal advice and assistance for workers in employment or trade union cases.
Recovering enforcement costs from non-compliant employers, under future regulations.



Holiday records: since April 2026, employers have had to keep holiday pay records for six years. The holiday pay consultation closed on 22 September 2026, and the penalty figures above are proposals until the government responds.
	Our recommendations for employment businesses
1. Holiday pay for temps is the obvious risk: audit how it is calculated and paid now.
1. Keep six years of holiday pay records, as the law now requires.
1. Have a response plan for an inspection or information request, with a named lead.


Sources: [8] GOV.UK  ·  [9] GOV.UK  ·  [11] GOV.UK  ·  [10] GOV.UK
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Zero and low-hours workers
The Act creates three linked rights, and they apply to agency workers as well as directly engaged workers. No start date has been set. The consultation closed on 25 August 2026 and the government is analysing responses. The detail will be in regulations.
	Right
	What the Act and consultation say
	Who is responsible for agency workers

	Guaranteed hours
	Qualifying workers must be offered guaranteed hours that reflect the hours they worked during a reference period.
Government preference: an hours threshold in the range of 8–20 hours a week, and a 12-week initial reference period.
Still open: a regularity test (hours spread across weeks, with or without a total-hours requirement), and whether the offer uses mean or median hours.
	The end hirer is the default party. Regulations may place the duty elsewhere in some cases.

	Reasonable notice of shifts
	Workers must get reasonable notice of shifts and of changes to them. Regulations will set a presumed reasonable period.
For agency workers, the consultation asks what notice should be presumed reasonable, with options from less than five days to four weeks.
	Shared by the employment business and the hirer. A tribunal can split liability between them.

	Payment for short-notice changes
	Payment where a shift is cancelled, moved or curtailed at short notice. The Act does not allow “short notice” to be more than seven days, and a separate “very short notice” tier is being considered.
Payment options: a percentage of the worker’s actual pay, or of the minimum wage, and never more than they would have earned. Worker-initiated changes do not count.
The government proposes that the Fair Work Agency enforces these payments, with a penalty of 50% of arrears (minimum £100, maximum £5,000 per worker).
	The employment business pays the worker. It can recover the hirer’s share of the cost (see below).



Recovering cancellation costs from clients
The government’s 2025 response explains that the statutory right to recover from the hirer applies to arrangements made before a date two months after Royal Assent, and not modified since. For arrangements made after that point, the parties are expected to agree recovery in their own contract terms. The 2026 consultation also asks whether some types of hirer should be excluded from recovery. Check your terms of business now.
Illustrative cost of a late cancellation
A client cancels an eight-hour shift for 20 agency workers, using the National Living Wage from 1 April 2027. The 50% and 65% rates are the government’s modelling assumptions for three days’ and one day’s notice, not confirmed entitlements.
	Scenario
	50% (3 days)
	65% (1 day)

	Wages at stake: 20 workers × 8 hours × £13.21 = £2,113.60
	£1,056.80
	£1,373.84

	Ten such cancellations in a year
	£10,568.00
	£13,738.40


The government’s indicative direct cost of the package to employers is £350 million to £2.9 billion a year, depending on final policy choices.
	Our recommendations for employment businesses
1. Map zero and low-hours workers by client, and check your data shows actual hours worked and when notice was given.
1. Agree with clients who runs the guaranteed-hours calculation, who checks it, and who records the offer.
1. Timestamp every shift change: when the client told you, and when you told the worker.
1. Review your terms of business so the cost of a client-caused change is recoverable from the client.
1. Brief clients now: many will not know that the guaranteed-hours duty falls on them.


Sources: [12] GOV.UK  ·  [13] GOV.UK  ·  [14] GOV.UK  ·  [15] GOV.UK  ·  [16] GOV.UK  ·  [17] GOV.UK (DBT)  ·  [2] legislation.gov.uk  ·  [20] GOV.UK
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Other changes on your radar
	Topic
	Position

	Tribunal time limits
	Since 1 October 2026, the time limit for employment tribunal claims is six months rather than three. Keep records for longer and agree with clients how evidence is shared.

	Right to Work
	Since 1 October 2026, the civil penalty regime covers people engaged under a worker’s contract, individual subcontractors and online matching services, for engagements starting on or after that date. Liability can extend up a contractual chain. The penalty starting point is £45,000 per illegal worker, or £60,000 for a repeat breach within three years. An employer cannot rely on a check carried out by a recruitment agency to establish its own statutory excuse.

	Statutory Sick Pay
	Since 6 April 2026, no lower earnings limit and no waiting period. SSP is £123.25 a week or 80% of average weekly earnings, whichever is lower.

	Minimum wage from 1 April 2027
	National Living Wage (21+): £13.21, a 3.9% rise confirmed in the 28 October 2026 Budget. Age 18–20: £11.27. Age 16–17 and apprentices: £8.31. Accommodation offset: £11.53.

	Umbrella companies
	Regulation of umbrella companies is scheduled for December 2027.

	Non-compete clauses
	The Department for Business and Trade published a working paper on options for reform in November 2025, which closed on 18 February 2026. No legislation has been published yet.


Sources: [1] GOV.UK (DBT)  ·  [18] GOV.UK (Home Office)  ·  [19] GOV.UK  ·  [20] GOV.UK  ·  [21] GOV.UK (HM Treasury)  ·  [22] GOV.UK (DBT)
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Action checklist
1. Risk-assess the client sites you supply to, and give every temp a reporting route to you.
1. Agree harassment incident and investigation routes with clients, and check your terms of business support them.
1. Name an owner for union access requests, and agree with key clients who responds.
1. Add the statement of the right to join a union to onboarding from 1 January 2027.
1. Never supply temps to cover official industrial action; brief consultants on the rule.
1. Tighten probation and performance management for your own staff before 1 January 2027.
1. Audit holiday pay for temps and keep six years of holiday pay records.
1. Prepare a response plan for a Fair Work Agency information request or visit.
1. Map zero and low-hours workers by client, with hours data and rota decision-makers.
1. Model cancellation costs at £13.21 an hour and review recovery clauses in client terms.
1. Review Right to Work processes across your supply chain.
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Important: This summary is general information about the law as at 10 November 2026 and is not legal advice. Recommendations are C2E Law’s own. Several measures depend on regulations and consultation outcomes that have not yet been published, and dates may change. Please take specific advice before acting.
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