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Here’s a little more on what qualifies me to 
guide you through your recruitment process.

reedglobal.com

Length recruiting Specialist areas

Testimonial

I have only recently worked with Laura Thompson when we had a vacancy for a 
Group HR Manager and needed Reed HR support. I found Laura to be 

courteous, helpful, prompt and reliable. If I had any queries or concerns Laura 
handled these efficiently with professionalism and the right amount of 

friendliness.  

It has been a pleasure having Laura help us with our vacancy and I am pleased 
to say that it was one of Laura’s recommended candidates that we eventually 

offered our permanent position to. We would certainly use Reed HR and 
specifically Laura Thompson if we had other opportunities in the future. 

I'm your dedicated HR 
Consultant.

Not only can I help you find 
the best talent for your 
business, but I'm here to 
guide and advise you 
through the recruitment 
journey ensuring your 
experience is seamless 
and stress free, as well as 
providing you with the 
latest and most relevant 
market insight.

Laura Thompson

Senior Executive Recruitment Consultant (North East)

HR and Marketing & Creative

8 Years • HR, L&D, and Recruitment
• Marketing, Digital and Design
• PR and Communications
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Get in touch…

Email - laura.thompson@reed.com

Phone - 0191 255 1785

Connect with me on LinkedIn!
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Furlough leave



The current position…

• Seventh Treasury Direction - 1 May - 30 September 
2021

• HMRC guidance updated 6 May 2021

• Ending on 30 September 2021

• What after…? No further guidance as to whether Job 
Support Scheme will be used 



Seventh Treasury Direction

• Changes made on 8 April for period 1 May - 30 September 2021

• Rules of the scheme are largely unchanged

• Points to note:

- HMRC will continue to publish names of employers claiming   
under scheme

- No claims may be made in respect of employee on notice, 
sabbatical or unpaid leave

- Employers can only claim for employees for whom they made 
PAYE submission to HMRC between 20 March 2020 - 2 March 
2021 and for whom they have not notified HMRC of cessation of 
employment. 



Seventh Treasury Direction contd…

• When calculating amount to due to an employee, their relevant 
reference salary will be that paid in the same month in 2019 
rather than 2020 (to allow for fact they may have been 
furloughed then)

• From 1 July 2021 - the grant from HMRC will reduce from 80% 
salary (capped at £2,500) to 70% (capped at £2,187.50)

• From 1 August 2021 - it will reduce further to 60% (capped at 
£1,875)

(in each case with employers required to make up the difference  
to 80%/£2,500)

• Employers will continue to pay all employers’ National Insurance 
and pension contributions



Seventh Treasury Direction contd…

• TUPE - new employers can claim for employees of previous 
business who have transferred on/after 1 January 2021 where:

- they were employed by old employer before 3 March 2021; and

- PAYE RTI submission was made to HMRC for them between 20    
March 2020 and 2 March 2021



If furloughing staff now (1 May onwards)… 

• Remembering the principle - ‘”where employment activities have
been adversely affected by the coronavirus and coronavirus
disease or the measures taken to prevent or limit its
transmission”.

• You do not need to have previously claimed for an employee
before 30 October 2020

• Were they employed on 2 March 2021? (and you made PAYE RTI
submission to HMRC in relation to them between 20 March 2020
and 2 March 2021)

• You will still need to agree the change and confirm this in writing

• Flexible furlough arrangements can last any amount of time and
you can enter into agreements more than once



Returning to work



Preparing workplaces for a return to work

• Communication with the workforce

• Hybrid working

• Flexible working

• Policies and procedures

• Commuting and attendance

• Mental health

• Supporting employees who have had Covid return

• Staff returning from furlough leave 



Communication with the workforce

• Post 21 June 2021 - what are your plans?

• Consult with staff and representatives as early as 
possible

• Share risk assessments

• Include staff in the decision making (which will allow for 
an assessment of how any proposals will impact on 
individuals and the potential for indirect discrimination 
and help identify the need for any reasonable 
adjustments) 

• Talk to staff who are anxious



Communication with the workforce cont.

• Cover:

– How you intend to return in line with Government 
advice

– What steps you have taken to inform your position and 
what this means for employees

– What changes you have made to the workplace to 
enable a return to work

– The support in place for employees

– The requirement for staff to remain vigilant about their 
health



Hybrid working

• The pandemic has demonstrated effectiveness for many 
and flexible arrangements have been popular

• Formalising? Practical issues to consider:

– Tailoring of employment contracts

– Measures to protect confidential information

– Review of health and safety implications/risk assessments

– Whether special equipment is to be provided

– Whether special planning or insurance arrangements required

– Management and supervision arrangements

– Tax consequences 



Flexible working

• Takes many forms which may assist to adapt workforce as
lockdown continues to ease

• Homeworking/change to hours/change to terms

• Employer - introducing a change to employee terms and
conditions

• Employee - request for flexible working

- changes to personal circumstances

- statutory right to request



Policies and procedures 

• Ensure applicable to and support any new ways of working

• Policies which may have been affected include:

- Sickness absence and pay - adjustment of notification     
evidence requirements

- Health and safety - a reminder may be required 

- Disciplinary offences - failure to follow new procedures

- Harassment and bullying - increase in certain areas e.g. 
race

- Homeworking - review if regularising homeworking



Policies and procedures contd…

- Flexible working - consideration of circumstances in which 
either employer/employee may wish to adopt certain 
form of working

- Enabling employees to take time off - consideration of 
whether compassionate leave, career break policies can 
be used to help employees in certain situations 

- Annual leave - if few have been taken - management of 
potentially large amount of requests 

- Redundancies - if having to make staff redundant

- Mental health - renewed focus on employee mental  

health 



Commuting and attendance at the workplace 

• Review due which will inform government guidance on 
home-working, with people advised to continue to work 
from home where they can until this is complete.

• We will need to await guidance on travel to work

• Consider staggering start/finish times to avoid large 
numbers using public transport at peak travel times.

• Employees may still have concerns:

- around vulnerable position

- perceived health and safety failures

- be extremely anxious about the risk



Mental health

• Employees’ mental health may have been affected by:

- illness

- finances

- future employment

- family

• Take this into account when communicating with staff and 
organising return to work

• Acas Guidance - Coronavirus and mental health at work



Supporting employees who have had Covid return

• 17 February 2021 - Society of Occupational Medicine 
guide - COVID-19 Return to Work Guide for Recovering 
Workers

- Steps that can be taken to support employees during
their illness and support their return to work with
example adjustments that can be made to do so

• Acas guidance - Acas: Coronavirus (COVID-19): long 
COVID 



Supporting staff returning from furlough leave

• Be aware of the impact furlough may have had on
employees:

– Concerns around job security/looking for reassurance

– Not feeling supported/feelings of alienation

– Impact on mental and physical health (financial
concerns/missing usual routine/spending time alone)

– Keen and anxious about new ways of working which they may
not have experienced



Vaccinations and Testing



Vaccinations and Testing

• Vaccinations

–Can an employer insist that staff are vaccinated?

• Discrimination issues

• Effect on health and safety measures

• Personal injury claim risk

• Alternatives

–What steps can an employer take if an 
employee/worker refuses to be vaccinated?

–What about Data Protection?



Vaccinations and Testing

• Testing

–Can an employer insist that staff are tested?

–What steps can an employer take if an 
employee/worker refuses to be tested?



Covid related Absences



Covid related absences

• Employee with childcare issues

–Is the Employee entitled to time off if their child has 
to self-isolate?

–Are there any circumstances under which you can 
insist the Employee attends work?

–What do you need to pay?



Covid related absences

• Employee who needs to self-isolate but doesn’t 
have virus or symptoms

–How long could they be off?

–What pay are they entitled to?



Covid related absences

• Employee with positive test result

–How long do they have to be off?

–How long might they be off?

–How much are they entitled to be paid?

–Will any other staff need to self-isolate?



Covid related absences

• Travel and the traffic light system

–Red List countries

• Travel is prohibited to red list countries

–Amber List countries

• Travel is prohibited to amber list countries for leisure 
purposes

–Green List countries

• Travel is permitted to green list countries but subject to 
certain requirements



Covid related absences

• Travel and the traffic light system

– Green List country requirements

• fill in the passenger locator form

• provide a valid notification of a negative test result prior to 
travel

• take a sequencing test on day 2 after arrival

–Green to Amber potential issues

• Quarantine period

• Designate holiday

• Can employers prohibit travel?



And Finally…



Significant cases

• Uber v Aslam

–Supreme Court handed down its decision in Uber 
v Aslam, reaching the same conclusion as 
earlier courts that Uber drivers are ‘workers’.
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Questions?
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