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Business Continuity Planning Webinar
8 October 2020
Agenda
• Reviewing the Furlough and Job Support (JSS) schemes
• How to manage deferment to pay/bonuses
Colin O’Kane – HR Specialist
• Advice on managing an agile workforce through these uncertain times
• Exploring changes to T&Cs and managing redundancies as a last resort
Alison Horner – VAT Partner
• An update on the current VAT deferral position
• Time to get back to Brexit
Greg Taylor – Partner Head of Financial Services
• Coronavirus Business Interruption Loan Schemes - What did the Chancellor change & how does it effect my
business?

CJRS
@ 20 September

9.6m jobs

1.2m employers

£39.3bn

Ends 30 October and 30 November 2020 last day you can submit claims for periods ending on or before 31
October 2020. After this date you will not be able to submit any further claims or add to existing claims.
Before then 20th October deadline to correct errors without penalties!

JRB

Under the Plan for Jobs in July, Government launched the Job Retention Bonus (JRB).
• A bonus of £1,000 for each employee who returns to work from furlough is paid each month receives at least
£1,560 (gross) between Nov 2020 & end Jan 2021.
• Employers can’t claim until 15 February 2021
• Claim between 15 February 2021 and 31 March 2021, then the scheme will be closed no further claims
accepted.
• The JRB does not have to be paid to the employee
• No JRB if you repaid the CJRS
• Only claim if furloughed employees & made eligible claim under CJRS, but must:
» continuously employed them from end of claim period of last CJRS claim for them until 31 January 2021;
and
» not serving a contractual or statutory notice period on 31 January 2021 (includes retirement); and
» paid an amount in each tax month to meet the JRB minimum income threshold of a total of at least £1,560
(gross) throughout the tax months
• Claim JRB even if HMRC checking CJRS claims, but payment may be delayed
• No JRB if employer made incorrect CJRS claim & employee not eligible for CJRS
• TUPE/change in business ownership, but employee must have been on a successful CJRS claim by the new
employer. Employers can’t claim JRB for any employees transferred to them after CJRS closes on 31 October
2020

Minimum Income Thresholds

• Employers must pay employee at least one payment of taxable earnings (of any amount) in each of the
relevant tax months.
• Only payments recorded as taxable pay Full Payment Submissions (FPS) via Real Time Information (RTI)
count and HMRC will check!
JRB guidance updated by end January 2021 including how to access online claim service!

JSS

• New support for viable jobs until 30 April 2021
• Aimed at jobs where employee is fully employed for at least 1/3 of their normal hours
» Government supports 1/3 of remaining 2/3
» Employers supports 1/3 of remaining 2/3
• Employee Gross pay ‘guaranteed’ at least 77% of their normal pay
• Employees cannot be made redundant or put on notice of redundancy during the period within which their
employer is claiming the grant for them
• Capped at £697.92 per month
• Does not cover NIC or Pension, but they must still be paid
• Open to all Employers, even if they didn’t furlough
• PAYE scheme and employees on payroll notified to HMRC by 23/9
• Usual wages (pre-furlough) and usual hours to be used
• Must agree new short-time working arrangements with staff make any changes to the employment contract
by agreement, and notify the employee in writing.
• Employers must meet a financial assessment test (FAT) turnover lower than before (slimmer!)
• No FAT for all SMEs
• For larger Employers whose turnover has fallen
We will provide a full update when more details are known.

Deferring pay
An option many were considering before Furlough and may be relevant from November is the potential to agree
changes to employee terms and conditions and defer pay and bonuses.
JSS potentially costing 55% plus NIC and pension for 33.3% of work and overall 77% of Gross pay may not be
economic. The higher the proportion worked the better the economic cost to the employer.
May be more economic to defer pay and:
• Safeguard roles
• Save Tax
• Save NIC
• Save Pension
• Save on holiday pay
But ensure:
• All agreed
• T&Cs secured not diminished
• All deferments re-instated at an agreed future time
• All amounts deferred safe guarded in the event of loss of position
We can assist with the HR and tax considerations

Managing an agile workforce, changes to T&Cs and managing redundancies as a last resort
• What do we me by agile working?
» Make a business more effective and responsive and to enhance efficiency, productivity and job
satisfaction in response to social, economic and environmental factors.
» The characteristics to an agile business will be:
1. Goal-driven
2. Open to new technology
3. Flexible in their approach to working practices
4. Dedicated to a culture of trust and learning
5. Creative in their thinking and direction
6. Performance-driven
7. Good at managing change
• Set clear expectations through:
» an effective Business Continuity Plan and
» through clear and transparent communication
• Use new tools, like video conferencing and regular team meetings with access control mechanisms and
management of data security
• Manage workforce remotely. This can be achieved by:
1. Showing trust in employees with allowing a sense of freedom and empowerment
2. Utilise core hours to of (say) 10 to 2pm with flexibility to work more or less hours each day so that the
total working hours per week equate to the employees contracted hours.
3. Review HR policies to reflect the current working practices
4. Review Company benefits and implement counselling helplines and wellness sessions available to
employees and their families. Manage mental health, and feelings of being alone.
Companies were reassured when the government introduced the CJRS back in March to support them during
these uncertain times as it:
• Avoided the need to make immediate redundancies, or
• Limit changes to employees T&Cs
• Gave businesses time to think, plan, prepare and adopt new ways of working and create new opportunities for
the continued sustainability of the business going forward.
Introducing a new Job Support Scheme means Companies are now faced with the reality of having to making
changes across the business, including restructure and make redundancies due to the change in demand for
business.
Before making redundancies consider reviewing, analysing and determining making permanent changes to
employees’ T&Cs of employment first.
Businesses may have already agreed temporary pay reductions with employees, particularly the higher paid
ones during lockdown. They may consider asking them to agree to this being extended for a further period of
time, but weigh this up against an employee’s goodwill in agreeing to it initially on the understanding that they
would be returning to full pay with a review period agreed.
Payments on bonuses due at the end of the financial year for many were placed on hold but businesses may
wish to consider withholding/reducing bonuses until the Company is at pre COVID-19 levels.
You may want to consider reducing entitlement from 25 days down to 20 days a year for a period of time with a
review date agreed.

Employer pension contribution levels, if they are above the statutory minimum, you could consider reducing the
level of contributions for all staff.
Introducing new shift systems, reducing hours, reducing overtime rates and removing some Company benefits
can make significant changes to the cost associated with employing people.
Be careful, because any changes made to fundamental terms such as the above will need to be achieved via
consultation and agreement. You cannot unilaterally vary therefore, you will need to set out your business
reasons for needing to make these changes and consult with your employees.
If after all of that you are still considering making redundancies, you must ensure that a fair and meaningful
redundancy process is conducted to eliminate risks of employees making claims for unfair dismissal at an
employment tribunal.
Establish the foundation before starting the process and ensure you have a clear business case which sets out
the history, current circumstances facing the Company, what changes the Company are proposing to make and
what objectives the Company are wanting to achieve by proposing the changes.
Finally, agreeing a proposed timeline of consultation meetings, having a prepared selection criteria as well as
preparing indicative redundancy figures, will put you in a position equipped to manage the process that needs to
be shown to be transparent and honest with the aim and contribution to a smooth and amicable outcome.

