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Employing foreign nationals may be the solution your organisation needs to bridge a
labour gap, but there are important factors you should consider before doing so.

n recent years the jobs market

has truly become a global market

and many UK employers are hiring Does your

workers outside Great Britain and organisation
Northern Ireland. If you are considering have a sponsor /
this path, in the majority of cases, you 3 2 .
will be seeking to employ a foreign licenses Is the JOb you
national on a Skilled Worker Visa. are advertiSing

——— « at a skill level of

Before hiring a foreign national, RQF3 or above?
however, you need to be sure that

you can answer yes to the following Does you.r
questions: prospective

candidate speak
English to a

satisfactory
Does your level?

potential

This list is, of course, a simplification,
. e
candidate score and in some limited instances,

enough points exceptions apply to these points.
under the new Does the salary
points-based being offered meet HR Team director, Breda Cullen, said:

- q q “Employing foreign nationals is a
immigration the general salary PIoYIng ToTeis

system? threshold of £25,600

) - I
or the going rate required to hire a foreign national, or
for your industry? wish to employ a foreign national using
(Whichever of the an alternative route, be sure to contact

two is higher) employment law professionals at your
earliest convenience for comprehensive

complex area. If you are in any doubt
as to whether you satisfy the criteria

advice and guidance.”
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WHAT IS ‘QUIET QUITTING’
AND HOW TO MANAGE IT

‘Quiet quitting’ is a new trending term doing the global rounds on
social media and is leading to reduced productivity in the workplace.

Workers are said to be ‘quiet quitting’
when they disconnect from work.
Essentially, this means they show up -
but do the bare minimum required.

If you notice your worker’s productivity
dipping, they are leaving work early, or
they are no longer contributing as much
to projects, they might be quiet quitting.

What Can | Do If My Employee Is Quiet
Quitting?

If your worker still meets their contractual
obligations, it can be difficult to take
formal action.

However, this attitude can create a

toxic workplace. Happy workers are

more successful workers. Support your
staff where possible, and if they still
underperform, get to the bottom of it
and find ways to improve it together.

To keep staff productivity high and
prevent your workers from joining in

the trend, HR Team recommends the
following steps to counteract quiet
quitting.

1. Provide regular feedback
According to a study, 85% of employees
take more initiative if they get regular
feedback. Lack of feedback is a big
factor in decreased staff morale leading
to them leaving their jobs.

Give your worker the advice and tools
they need to succeed, and you'll help
keep them engaged and loyal. If an
employee is unaware of how they are
performing, they're likely to disconnect
and start looking for opportunities
elsewhere. If performance is not at the
required standard, let the employee
know this in a private and constructive
way.

Positive feedback is also a great
motivational tool. When an employee
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performs particularly well let the

employee know this.

2. Invest in the employee experience
If you want to keep staff invested, you
must provide a great staff experience.
When you do this, your workers will be
more likely to stay loyal.

You can create a good employee

experience by following best practices,

such as:

+ Looking at what motivates your
employees. Time off and work-
life balance have become important
factors for employees when choosing
an employer. This could involve setting
up a flexible working policy which can
help staff better manage their work
and personal lives - leading to higher

employee satisfaction and productivity.

+ Engaging with employees - staff want
to be recognised for their performance
and they want feedback from senior
management on how well individual
and company performance is doing.

Following correct procedures in cases
of bullying or harassment, and taking
the right steps to tackle issues may
lead to speedier resolutions.

Having an ‘open-door’ policy and
keeping staff in the loop helps them feel
valued.

3. Help employees manage their
workloads

Staff may begin to disengage because
they feel overwhelmed by their
workload.

Employees who are constantly under
pressure to meet unrealistic deadlines

or have an outstanding number of tasks
to complete might experience burnout.
Staff burnout leads to lower productivity,
mistakes, and health risks - it's important
to avoid this at all costs.

Make sure you arrange regular one-to-
ones with your staff. And if you start to
notice anyone is disengaging or dipping
in productivity, talk to them about this to
discover what the problem may be.

4. Make staff wellbeing a priority

If your staff are struggling with their
mental and/or physical health, they
might not feel able to perform as well at
work. And if they feel under pressure,
this might eventually lead to burnout or
resignation.

It's important to encourage your workers
to ask for help if they need it and outline
the support systems you have in place.
We recommend having a mental health
policy in place which outlines what the
organisation is doing and will do to assist
employees who are suffering from
mental health concerns.



COMMON REDUNDANCY

RISKS TO AVOID

With consumer confidence down in
recent economic data, many business
owners are preparing for the worst.

he pandemic
reduced
revenues
across
various industries, and
many business owners
are struggling with
increased energy costs.

If your business has been

affected, you are probably

considering how to reduce your outgoings.

Labour costs often make up a large portion of overall
business costs. Reducing the cost of labour may be
the best option for your business. And, despite your
best efforts to avoid losing staff, you might need to
make redundancies.

Why Is Redundancy Risky?

Even though making redundancies might be the only
way to protect your business during a downturn, it's
also one of the most technical areas of employment
law.

If you do not complete a redundancy process in line
with the law, your business will be exposed to the risk
of potential claims under:

+ Redundancy legislation
+ Unfair dismissals legislation

+ Employment equality legislation

Steps To Safeguard Your Organisation

During Redundancy

Obijective selection process
f the key elements of a
redundancy procedure is
running fair and objective
selection processes. As part
of this exercise, you should
retain documents that record
why certain employees were
selected over others.

Having the records to
demonstrate the objective
criteria used for employee
selection in a redundancy
situation will minimise your risk
of a discrimination claim linked
to your procedures.

Employee consultations

In addition to the objective
selection process, you must
also ensure that you put a
consultation procedure in
place to allow employees who
are at risk of redundancy to
participate in the process.
Employee consultations
should allow the employee to
suggest possible alternatives to
redundancies.

Unfair dismissal risks
Redundancy is a fair reason to
terminate employment. The risk
of redundancy-related unfair
dismissal claims tends to arise
in two ways.

Firstly, it needs to be clear

that a genuine redundancy
situation exists. In economic
downturns, for example, many
redundancies will be justified
by a lack of work, and fewer
employees are needed to
complete the work.

Secondly, you must
demonstrate that you followed
fair procedures before making
the role redundant.

If either, or both of these
elements cannot be confirmed,
you might be at risk of an unfair

dismissal claim.

Business risks of a flawed redundancy process

If you fail to comply with redundancy
legislation, you leave your business
exposed to significant financial downsides.

claims by employees and negative
experiences can negatively impact your
reputation as a business.

business.
A time of change and uncertainty can be
difficult for many employees. Regular

If an employee succeeds with an unfair One final issue that is sometimes and ongoing communications with staff

dismissal claim, they may receive up to overlooked is the risk of alienating are vital once the redundancy process

two years' salary in compensation. employees who avoid redundancy. It's has concluded.

You should also consider the reputational vital to do as much as you can to foster For expert advice and assistance with

consequences of a badly managed a positive working environment for the redundancy in your organisation, please

redundancy process. Any subsequent employees who remain on with your contact us today.
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https://hrteamservices.com/contact/

BREDA'S EMPLOYMENT LAW TIPS

f an employer does not have enough work for their When can an employee be laid off or placed on short-
employees, they may need to consider: time working
« lay-offs (sending employees home temporarily) By law, employers can lay off employees or put them on
+ short-time working (reducing employees' working hours)  short-time working, in any of the following cases:

These options may help avoid redundancies. But + It'sincluded in the employee's employment contract.

this should be a last resort (short of redundancy) for - It's a national agreement for the industry.

employers. + It's an agreement between your workplace and a
trade union.

Employers should consider other options first, for * It's agreed by the employer and employee to

example, agreeing with employees to: change the terms in the employment contract.

+ Take holiday time.

+ Work from home.

+ Work more flexibly.

+ Take unpaid leave.
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UPCOMING HR TEAM
WEBINARS IN 2022

September 27
Effective

Recruitment i
and Selection

N

What will you learn from the webinar?

+ The process overview for employing
foreign nationals

» The importance of a structured recruitment
process and the use of relevant selection
methods.

» How to screen candidates’ CVs or application
forms using agreed selection criteria for a job
role.

+ How to prepare for a first-stage selection interview.

+ How to design effective questions to accurately
assess a candidate’s suitability for a role.

Register Now

Tuesday, October 25
How to Manage Social Media in the
Workplace

Register Now

Tuesday, November 29
Using the Probationary Period
Effectively and Compliantly

Register Now

Tuesday, December 13
Measuring Employee Performance
Register Now
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Do you have an employment
law question?

Team HR can help business start-ups, SMEs and large
multinational organisations. Call to speak to us today
on any aspect of employment law or strategic human
resource services.

Tel from NI: 028 71271882, or from ROI: 01695 0749.

Alternatively, contact us via email:
hello@hrteamgroup.com



https://us06web.zoom.us/webinar/register/WN_XOATh_4KRVayjxrYNzPlGA
https://us06web.zoom.us/webinar/register/WN_BK9fBtPIQjCP_ZparmcX4w
https://us06web.zoom.us/webinar/register/WN_EK71mdPfSZqJsGbsWUi3HQ
https://us06web.zoom.us/webinar/register/WN_Uk-PlfbYQZC_PNZIXshU9g

HRTEAM

TOGETHER EVERYONE ACHIEVES MORE

If you require further information, please do not hesitate to contact HR Team.

Northern Ireland
HR Team Limited
Catalyst Inc,

Bay Road,
Derry ~ Londonderry
BT48 7TG

Repubilic of Ireland
Level 1,

The Chase,
Sandyford,
Dublin,

D18 Y3X2

www.hrteamservices.com

Tel NI/GB: +44 (0) 28 71271 882
ROI: 01 695 0749

hello@hrteamgroup.com




