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Adare Human Resource Management – Our Services





HR and Employment Law Support Services�Our HR and Employment Law Support Services provide your organisation with unlimited HR advice and support along with contracts of employment and customised employee handbooks containing all relevant policies and procedures.





HR Consultancy Services�Our HR Consultancy Services assist organisations in areas such as Bullying & Harassment Investigations, Managing Redundancy Programmes, HR Audits and Organisational Change.�


Employment Law Compliance Toolkit�Our Employment Law Compliance Toolkit provides SME’s with a practical easy to implement solution to assist with achieving compliance with Employment Legislation.  





Health and Safety Services�Our Health and Safety Consultancy Services assist organisations through carrying out a risk assessment to identify hazards, development and implementation of a customised Health and Safety Statement and delivery of training.
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Welcome to Adare Human Resource Management’s �September edition of our HR Newsletter�HR E-zine.








The topics covered in this month’s issue are as follows:


Wellbeing and the Working Environment


Case Report – Unfair Dismissal


HR Helpdesk Query of the Month


�


Wellbeing and the Working Environment


The link between the working environment and productivity has been well documented. As Organisations continue to gain a better understanding of the positive effects of a good working environment on employees and productivity, it can assist them with their focus in key policy areas such as health and safety and work-life balance. According to the European Working Conditions Survey (2007), 1 in 4 employees in Ireland believe that their work affects their health, with 1 in 7 Irish employees are taking health-related leave.


Whilst many Organisations may have Work-Life Balance (WLB) initiatives in place, the focus on these initiatives may have waivered over recent times. 








For an initial consultation contact us on 01-612 7092 or info@adarehrm.ie











If your Organisation is interested in applying for a Grant to promote Employment Equality and develop an Equality Infrastructure or you would like to explore the development of a Work-Life Balance Programme, full details of the grants available are in the news section of � HYPERLINK "http://www.adarehrm.ie" �www.adarehrm.ie� or contact Derek on (01) 612 7092 / � HYPERLINK "mailto:info@adarehrm.ie" \o "mailto:info@adarehrm.ie" �info@adarehrm.ie�
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Holding information seminars on health awareness


Launch a Health Day/Week to highlight the options available to Employees


Acknowledge Participation


Employees who take part in the Organisational health improvement initiatives can be acknowledged by the organisation for reaching set targets or walking/running/cycling regularly. This will recognise those who are taking part and can also encourage other Employees to get involved.


Adare Human Resource Management, in conjunction with the National Framework Committee for Work-Life Balance, can work with your organisation to implement an effective Work-Life Balance Programme. 


Go to: � HYPERLINK "http://www.worklifebalance.ie/index.asp?locID=92&docID=-1" �http://www.worklifebalance.ie/index.asp?locID=92&docID=-1� or call Adare Human Resource Management on 01-612 7092 for further information.








“no fair consideration was given to the Claimant for the vacant position or for other options to keep him in employment”
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The Tribunal determined that the Claimant be re-engaged by the Respondent from the date of termination, being the 10th April 2009, with no loss of continuity of service or pay, to the position advertised locally or in an equivalent role on equivalent terms in the Finance department.


Case Learnings / Considerations


This case highlights a number of points for consideration for all Organisations:





all suitable alternatives should be considered prior to initiating redundancies, including reduced working hours, pay cuts, lay off, alternative work





an employee may be willing to take a role that may be deemed as more junior in an effort to stay within gainful employment


To obtain the full case contact us on � HYPERLINK "mailto:info@adarehrm.ie" �info@adarehrm.ie� / 01 6127092











six people and reduced the number of employees to two, which resulted in a number of staff being made redundant, the Claimant being one of those affected.


One of two people remaining decided to apply for a transfer to another department, thereby opening that role as a vacancy. It was deemed that the vacancy was not open when the Claimant was still in employment with the company and was therefore not considered at the time.


The CFO claimed he had never received a request from the Claimant to apply for the position. However, he had been informed by the CEO of the Claimant’s wish to do so. The CFO confirmed that the vacancy which was advertised in local papers was seen as a more junior role to that which the Claimant held and he would not be considered as it was believed that he would probably want a more senior role elsewhere should the opportunity become available.


Determination


Although the Tribunal accepted that the necessity for redundancy was reasonable, they found that the Respondent acted unreasonably in the manner in which they went about the vacancy that arose since the redundancy.











Following the Claimant’s termination, an accountant was hired into the finance department in which he worked, he was not given consideration for this role as the company deemed him over-qualified for the role in question.





When he was made redundant, the Claimant was paid €11,494.93 as full and final settlement, which was claimed by the Respondent to be  an ex-gratia payment, when in fact it related to notice payment, holidays outstanding and salary owing to date.





The Claimant signed the final agreement to allow him receive the cheque which he required immediately due to not having been paid within the previous six weeks.


Respondent’s case


The Respondent Company had merged with other companies. The CFO of the company was charged with managing the integration and streamlining of processes. The CFO determined that the finance team no longer required





HR Helpdesk Query of the Month





Organisations are becoming more actively involved in managing Employees’ performance and are seeking to provide clarity on responsibilities and expectations. We answered a recent query from a client about what should be contained within an Employees’ job description. 





A job description is a list of the main tasks, or functions, and responsibilities of a position. Typically, it also includes to whom the position reports and specifies details such as the qualifications required by the person in the job, salary range for the position, etc. A job description is usually developed by conducting a job analysis, which includes examining the tasks and sequences of tasks necessary to perform the job. The analysis looks at the areas of knowledge and skills needed for the job. 





When revising job descriptions it is important to ensure that there is agreement between the Organisation and the Employee on the job description and buy-in from the Employee. The job analysis process should be inclusive, liaising with the Employee’s who are currently working in those roles.


A well developed job description will assist an Organisation not only with the recruitment process for that particular role but also the performance management process, highlighting the key responsibilities of the individual in the job.


Job descriptions should be dated to allow reviews to take place as required and also should be signed by the Manager and Employee to confirm agreement with the job description.





If you require any assistance in the development or review of job descriptions, please contact us on 01-612 7092 for further information.
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Issue X   Month/Year
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Given the benefits of taking a systematic approach to WLB within the workplace, the upcoming months may now present an opportunity for a renewed focus on this area by HR and Managers, starting with Health and Wellbeing. 


Organisations can become more involved in encouraging Employees to take an active role in their health and fitness through support and promotion. 


Implementing Work Fitness Programmes can encourage employees to review their own health and fitness and take measurable action to improve, creating a positive effect on Employee stress management, health and fitness and energy levels and focus.


Basic Steps for Improvement


Suggesting to employees to walk to work, avail of the Bike Scheme (� HYPERLINK "http://www.bikescheme.ie" ��www.bikescheme.ie�) and/or use the stairs while in the office. These are all positive movements towards building a better fitness regime. 





For an initial consultation contact us on 01-612 7092 or info@adarehrm.ie
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Case Report – Unfair Dismissal





Introduction


This case concerns and Employee who was made redundant and signed a full and final settlement upon termination of employment. The Respondent submitted that the case was not eligible for hearing given that the claimant had signed this agreement. The Tribunal agreed to hear the case as it envisaged that the ex-gratia payment was not made.





Claimant’s case


The claimant held the position of Financial Controller in the Respondent’s Company. On the 10th March 2009, the CFO told the claimant his position had been selected for redundancy. The claimant asked CFO if he minded if he spoke to CEO about his selection for redundancy. The claimant also made it clear to the CFO that he was desperate to remain in employment.





The Claimant stated that he repeatedly requested consideration to be given to other options such as reduced working hours, pay cut or alternative work, rather than redundancy.
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