
COVID-19: Job Retention Scheme

On Friday 20th March, the Government announced the Job Retention Scheme. There is a lot of detail still to be disclosed/finalized but there are 

some key points for employers and employees which have already been published. A summary of these is detailed below:

Summary
The aim of the Job Retention Scheme is to enable employers to avoid

potential redundancy situations and protect employment during the

COVID-19 crisis. All employers, regardless of size or industry, will be

eligible to enroll into the Scheme. Only workers that are “furloughed” will

be covered under the Scheme. HMRC will reimburse employers for 80%

of a “furloughed” worker’s salary and this will be capped at £2,500 per

month.

Scheme Details
• In order to participate in the Scheme an employer will need to

register with HMRC. Registrations can be made via a portal that is not

yet live, but it is expected that the first grants will be paid “within

weeks” and that the Scheme will be fully up and running by the end of

April.

• Once registered, an employer will need to determine and identify

which of its workforce are “furloughed”, for example those workers

who will not be carrying any work for their employer during the

COVID-19 crisis.

• A worker that is furloughed must be told about this change in their

status.

• It is important to remember that a change of employment status, even

in the current situation, is subject to the normal employment

legislation governing changes to contracts of employment.

• Consent should be sought from the furloughed employees as a result

of their change in status and this should be documented in writing.

• Employers will need to provide HMRC with the details of

furloughed workers and this will include names and salary

information.

• The Scheme will be backdated to cover salary for “furloughed”

workers from 1 March 2020 and is intended to run for three months,

although this could be extended further.

• Any worker that has already been laid off or made redundant will

be covered if they were employed on or before 28 February 2020.

• An employer does not have to “furlough” its entire workforce. As

such, an employer does not have to close down its operations to

apply to the Scheme.

• Should an employer wish to do so, it can top-up a “furloughed”

worker’s salary to 100% of earnings. However, there is no

requirement to do so.

Process
The process for enrolling on the Job Retention Scheme is as follows:

1. Select which employees you are intending to Furlough

2. Gain their written consent to the reduction in pay

3. Send the employee home without work and confirm everything in

writing

4. When it’s ready, register for the Furlough Pay using the online

registration portal.



COVID-19: Job Retention Scheme Frequently 
Asked Questions

There is a lot of information still to be published but we have been busy helping clients and employers with various questions and scenarios 

today. Things are changing rapidly and the below are accurate question and answers as of 23rd March 2020. The below will be kept up to date 

and added to as the situation progresses. 

Question Answer

How do I select which employees are going to 

be placed on Furlough?

It would be advisable to document your rationale as to why you are placing employees on furlough.

This is especially important if you are selecting some employees and not others. It would be good

practice to use a matrix of criteria and information, with a scoring system, similar to what you would

use if you were to make somebody redundant. Doing it this way would ensure that an employer is in a

strong position if an individual refuses the furlough, and as a result is made redundant.

Can I put someone on furlough on a part-time 

basis? 

This is not yet clear, however as you are changing someone’s status from being a paid employee to a

furloughed employee, it is unlikely that an individual would be able to be on furlough ‘part-time’. This

will be updated as further guidance is given.

If an employee refuses furlough can they be 

made redundant. 

Yes, they can. This is why it is important to keep a documented audit trail of furlough decisions, with 

clear criteria. 

If an employee is on sick leave can they be 

placed on furlough?

It is not clear if employees absent on sick leave will also be entitled to be “furloughed”. Those on 

Statutory Sick Pay could receive an increase in pay. More information will be provided in due course. 

What happens with holiday entitlement and 

holiday pay during furlough?

There is no clarity on holiday and holiday pay for those workers that are “furloughed”. 

What will the impact on pensions contributions 

be?

As yet there has been no confirmation on whether the 80% furlough contribution includes pension 

contributions and/or what happens to pension contributions during “furlough” leave. More 

information will be provided in due course. 


