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Whether you are looking to reorganise your business to change
the structure or skills mix or just reduce headcount, we can
support your business if a redundancy situation arises.

We understand that redundancy can be a daunting process and
have extensive experience of supporting our clients through
what is often a difficult time. Our practical and pragmatic
advice will ensure that you are able to achieve the reduction
in workforce or restructure that you envisage by following the
correct legal procedures to avoid any potential claims.

We set out below our top tips for dealing with redundancy.

Before instigating any kind of redundancy dismissal process,
you should be aware that if tested, you would need to satisfy
a Tribunal that you have a genuine redundancy situation.
Broadly speaking this means that you must either closing a
place of work or reducing the number of employees doing work
of a particular type. If you are replacing the employee in
question, or it is a restructuring which will not result in
fewer employees doing work of a particular type, then it 1is
unlikely to be considered a genuine redundancy situation.
Employees may have a valid claim against your company if they
believe that there was another reason for their dismissal
which amounted to discrimination (e.g. pregnancy), or was a
result of whistleblowing. With our guidance throughout the
redundancy process, we will show you how to avoid this
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eventuality.

If you are proposing to make 20 or more employees redundant in
one establishment in a 90-day period, then you will have
additional collective consultation obligations. Employee
representatives will need to be appointed if not in post
already, and minimum time periods for consultation apply. If
you fail to comply with these obligations, your employees may
have an additional claim for up to 180 days’ gross pay. Our
team are highly experienced in the rules of collective
consultation, and will follow best practice to ensure the best
possible outcome for your firm.

If employees have more than two years’ service, from the point
of view of the Employment Tribunal, they must be consulted
with, in order to ensure fairness. You have a duty to warn
employees of the possibility of redundancy and consult with
them during the process. In the interests of fairness, it is
recommended that you enter the consultation period with an
open mind, ensuring that no final decision is made until the
period has ended.

Where work of a particular kind is ceasing or reducing, you
will need to consider carefully which employees to ‘pool’
together as potentially redundant. This will normally involve
grouping those who do the same or similar work, but may also
include employees who, despite doing different work, have
interchangeable skills.

When deciding which employees to select for redundancy, you
must ensure that you undertake a comparison of all those in
the pool. Your selection criteria should be, as far as
possible, objective and capable of verification. You should be
very careful to avoid using criteria which puts certain
protected groups at a particular disadvantage; for example, a
policy of ‘last in, first out’ can (if used on its own) put
younger employees at a disadvantage, as they are less likely
to have longer periods of service. This could amount to age



discrimination.

Bumping is a process whereby you move a potentially redundant
employee into a different post and instead dismiss the
employee currently performing that role. This can still
constitute a fair dismissal and can give your business greater
control over which employees are dismissed if used correctly.

Once you have identified the employees who will be made
redundant, you should then make efforts to look for
alternative employment for them within the company, or
associated companies. Failure to do so is likely to give rise
to an unfair dismissal claim. You should inform ‘at risk’
employees of all existing job vacancies (including roles that
are more junior/senior to the role they are in), and give them
a fair opportunity to apply.

If an employee is on maternity leave during your redundancy
consultation process, she will have the right of first refusal
of any suitable alternative roles. If you fail to offer such
roles to her before all others, it may mean her redundancy
dismissal amounts to an automatically unfair dismissal claim
and sex/maternity discrimination.

As part of the redundancy process, there are advantages to
giving your employees a right of appeal. You must ensure that
you listen to the employee’s issues and respond to each point
they raise.
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It is imperative directors understand their duties and
obligations, not only during an insolvency, but prior to the
company’'s collapse. Even 1if personal 1liability is not
established, in cases where there 1is significant media
interest, such as that of Carillion, the reputational damage
caused by allegations of improper and/or fraudulent actions
can be severe.
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Given the potentially serious consequences of getting it
wrong, here are some top tips for employers to prevent
harassment and deal with allegations.
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Quick Tips for Preparing for
GDPR
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GDPR will come into force on 25th May 2018. It’'s a big change
but it builds on the existing UK data protection regime. So,
if you have the basics such as a data protection policy in
place, then you will be building from solid foundations. Here
are 10 quick tips for HR managers on preparing for the GDPR.

[/et pb text][/et pb column][et pb column

type="1 2”][et pb cta title="Quick Tips for Preparing for the

General Data Protection Regulation (GDPR) ” button url="/wp-

content/uploads/2018/01/BDBF-article-rebrand-Quick-tips-for-

GDPR.pdf” button text="View PDF” background color="#1d7079"
_builder version="3.0.99" custom button="on"

button text color="#ffffff” button font="|]||]|||]|]|"]


https://www.bdbf.co.uk/quick-tips-preparing-general-data-protection-regulation-gdpr/
https://www.bdbf.co.uk/quick-tips-preparing-general-data-protection-regulation-gdpr/

[/et_pb cta][/et_pb_column][/et pb_row][/et pb section]



