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The HR Priority for 2022 – Effective 
Retention Strategies 
In recent months, the HR profession has been 
suggesting that we need to be concentrating all of 
our energies on ensuring that, as employers, we are 
offering flexible working opportunities and taking 
responsibility for the wellbeing of every member of 
our team. Although we see both as important goals, 
we would suggest that they are contributors to a far 
more important and complex issue which is key to 
the continuing success of any organisation. The 
ability to hold onto every member of your trained 
and valued team. 

There are a number of reasons why people may 
consider leaving their current roles including: 

 the employment market is very active. There 
are a lot of job opportunities being 
advertised but employers are saying they are 
having great difficulty filling them. The short-
term solution has been to increase salaries 
and rates of pay to entice people away from 
their existing employers; 

 inflation is rising rapidly and is forecast to 
continue to do so. We know also about the 
increases in National Insurance and in energy 
costs which will hit everyone in April. 
Extreme difficulties in the supply chain have 
also had an adverse impact on prices. The 
result of each is that all of us will have less to 
spend and, in many cases, may not be able to 
meet our commitments unless we find a 
better paid job; 

 some people have found that working from 
home over the past two years has suited 
them and have been reluctant to give it up 
when their employers have insisted that they 
return to their normal working environment. 
They are now looking for other opportunities 
which will allow them to work from home;  

 during the Covid crisis, many people have 
reviewed what is important in their lives and 
where their priorities lie. Many are now 
advising their employers that they want 
something different and do not believe it can 
be achieved in their current role. 

So, increasing numbers of people are leaving their 
employment. It is damaging to lose experienced, 
knowledgeable members of your team and costly to 
recruit replacements. In addition, the recruitment 

market is very competitive and so you may 
experience difficulties in finding suitable candidates. 

So, how can you ensure the effective retention of 
your team? The first point to emphasise is that it is 
highly unlikely that you will be able to hang onto 
everyone you value. However, there are many actions 
you can consider and here are a few of them: 

 you must undertake a regular market review 
of salaries and rates of pay. If you do not 
remain competitive, you will encounter 
problems. Being competitive does not mean 
that you have to be the best payer in your 
market or in your area – there are many 
other factors related to the working 
environment which are important to 
individuals and will influence them to stay 
with you; 

 are your managers and team leaders 
providing the leadership, motivation and 
support which generates the necessary 
confidence and security to every member of 
the team? People want to enjoy their work 
and want to feel a part of the team. The 
abilities of their immediate line manager will 
decide this; 

 effective two-way communications are 
essential. There is no point in guessing what 
your team wants from you as an employer. 
So, ask them! This can be done informally 
through face-to-face meetings or you can ask 
them to complete questionnaires. Make sure 
that everyone is involved.  It is essential that 
you communicate and act on the results. If 
not, the credibility of the organisation and 
management team will be undermined; 

 do not assume that home-working is the 
perfect solution. In our experience, there are 
as many people who want to return to the 
workplace as there are who want to remain 
at home. Of course, in many cases, 
homeworking is entirely impractical; 

 encourage ideas for flexible working from 
everyone and do not dismiss suggestions 
simply because they do not fit comfortably 
within your current structures. It is possible 
that new structures will not only help you 
keep hold of your existing team but may also 
prove attractive to prospective employees. 



These are just a few ideas of many and we would be 
delighted to discuss your issues and the possible 
solutions. 

Statutory Pay Rates From April 2022 
We are approaching the time of the year when the 
various types of statutory pay are reviewed. Here 
are the details of what is happening in 2022. 

Increases in National Living Wage and National 
Minimum Wage   

With effect from 1st April 2022, the National Living 
Wage, which applies to all working people aged 23 
and over, will increase from £8.91 to £9.50 per hour – 
a 6.6% increase.   

For employees aged under 23, the National Minimum 
Wage will also increase in April in accordance with the 
following details:  

 £9.18 per hour for those aged 21 and 22; 

 £6.83 per hour for those aged 18-20;  

 £4.81 per hour for those aged 16-17;  

 £4.81 per hour will be the apprentice rate. 

These are significant increases ranging from 4.1% to 
11.9%. Consequently, it would be advisable that you 
double-check the rates you are paying currently to 
ensure that the extent of the increase has not left you 
unwittingly paying below the minimum rate.  

Statutory Payment Rates for 2022/23  

The new rates for statutory maternity pay (SMP), 
statutory adoption pay (SAP), statutory paternity pay 
(SPP), statutory shared parental pay (ShPP), Statutory 
Parental Bereavement Pay (SPBP) and statutory sick 
pay (SSP) for the 2022/23 tax year have been 
confirmed by the Government.    

The standard weekly rates of SSP will increase from 
£96.35 to 99.35 from 6th April 2022. SMP, SAP, SPP, 
ShPP and SPBP will increase from £151.97 to £156.66 
(or 90% of average earnings if lower) from 3rd April 
2022. 

Plans to Extend Auto-Enrolment 
Pensions Will Result In Higher Costs For 
Employers 
Proposed changes to reduce the age that employees 
are automatically enrolled into workplace pensions 
will be beneficial for savers but may present an 
additional burden to organisations. 

Proposed legislation expanding auto-enrolment 
pensions to include thousands more employees, 
including younger workers and lower earners, could 
lead to higher costs for employers, experts have 
warned. 

A bill was introduced to Parliament last month which 
would see the minimum age for auto-enrolment drop 

from 22 to 18, giving employees an extra four years of 
savings towards their pensions. 

The proposal would also scrap the £10,000 minimum 
earning threshold that currently triggers automatic 
enrolment, meaning that all workers over 18 would 
be enrolled. 

Think tank, Onward, has estimated that the proposed 
change would allow younger workers to save an 
additional £20,267 by the time that they retire. So, it 
is good news for savers but extending the scheme will 
result in higher costs for employers who, currently, 
are required to make a pension contribution of a 
minimum of 3 per cent of salary of those who qualify. 

Organisations with a large proportion of part-time 
staff who are not earning enough currently to qualify 
for auto-enrolment are likely to see the most 
significant cost increases under the proposal.  

Care Worker Who Refused Covid 
Vaccine Was Fairly Dismissed 
A Care Assistant who refused to receive the Covid-19 
vaccination when instructed to do so by her 
employer was fairly dismissed, a tribunal has found. 

The claimant told the court that taking “any form of 
non-natural medication” would go against her 
Rastafarian beliefs. However, the tribunal found that 
the claimant refused the vaccine because  she did not 
trust what her employer or the authorities were 
saying at the time about the safety of the vaccine. In 
addition, it was concluded that she was aware that 
her decision would “potentially put others at risk”. 

The care home’s director, listened to the claimant’s 
concerns about the vaccine, which included a belief 
that the government was lying about its safety. 
However, there was no mention of her religious 
beliefs or reservations against pharmaceutical 
medicines during that initial conversation. 

During the call, the director attempted to reassure 
the claimant but also made clear that she would be 
suspended and disciplined if she refused the 
vaccination the following day. When she continued to 
refuse, she was suspended. 

Her religious beliefs were first raised at a virtual 
disciplinary hearing but, upon investigation, no other 
staff members were aware of her Rastafarian beliefs. 

The care home was also very concerned that it faced 
the risk of liability if a resident or visitor contracted 
the virus from unvaccinated staff members. Its 
insurers had said that, after March 2021, it would not 
provide public liability insurance for Covid-related 
risks.  

The claimant argued that, as the only unvaccinated 
staff member, she would not need to be vaccinated 
to protect others. She also claimed that her employer 
had not provided her with expert advice about the 



safety of the vaccine. However, the tribunal found 
that the notes of meetings taken by the director was 
more acceptable evidence than the claimant’s 
recollection of the meeting. It also concluded that 
while there was no contractual term requiring the 
claimant to have the Covid vaccine or any other 
vaccine, the home’s instruction to make vaccination 
mandatory for all staff was a “reasonable 
management instruction” and that the claimant’s 
refusal amounted to gross misconduct. 

Nathan Donaldson, employment law solicitor at 
Keystone Law, said that given the context of national 
lockdowns and high mortality rates in the home at 
the time, the claimant’s refusal to be vaccinated was 
unreasonable. 

It should be noted that if there has been “legitimate 
medical reasons” for the claimant refusing the 
vaccination, the outcome of the case may have been 
different. 

It should be emphasised that the decision is not 
binding on other employment tribunals but it is an 
indicator of approach others may follow on cases 
concerning an employer's voluntary decision to 
impose vaccination requirements on its staff. 

The dismissal of the claimant happened before 
vaccination became a legal requirement for care 
workers and so the ruling is relevant to all employers 
considering the introduction of mandatory vaccine 
policies for all members of their teams. 

Promoting and Maintaining Team 
Engagement With Homeworking 
Homeworking is here to stay for some organisations. 
It has worked well for them in many ways except 
that there have been reports that team engagement 
has suffered which has adversely affected:  

 ideas being generated from general ‘chat’ in 
the office; 

 the sharing of problems (especially for newer 
team members); 

 awareness of others’ issues within the team; 

 the building friendships to create a feeling of 
belonging. 

It has also been reported that there have been strong 
feelings of isolation amongst new or younger team 
members. So, what can be done to alleviate these 
issues? 

Ideas Generation 

Ideas which benefit an organisation are often 
generated when people are simply chatting informally 
amongst themselves.  How can we replicate this when 
people are working from home?  Perhaps through a 
regular ‘Teams’ chat for the whole team which is not 
work-focussed but everyone getting together for a 

catch-up.  The relaxed informality will allow ideas to 
emerge.  You can also arrange to bring them together 
occasionally – maybe a team lunch or tea where 
people are encouraged to attend. 

Sharing Of Problems 

Often, new staff do not want to be seen to be 
constantly having to ask their manager for help 
because it might be seen that they are struggling.  In 
normal circumstances, such people would just ask a 
colleague who works nearby. If you are working 
remotely, this is not possible.  

Also, many new members of teams are required to 
work with other departments where there is a need 
to influence others throughout an organisation.  If 
you are new and working from home, it is difficult 
enough to get to know people within your own 
department and so building rapport with colleagues 
elsewhere is virtually impossible unless positive 
management action is taken.  

An effective way forward is to ensure that induction 
plans provide the solutions. Consciously providing the 
means to make the connections both inside and 
outside of the immediate team will promote the 
building of relationships.  In addition, a buddy system 
within the team can help with the problem sharing 
issue for new staff. Naturally, the ‘buddy’ will have to 
be amenable to helping the new person.  In addition, 
the manager and the buddy will have to agree the 
basic parameters of the support being provided to 
ensure that the manager is still a reference point 
particularly when specific issues require it. 

Lack Of Understanding Of Others’ Issues Within The 
Team  

This situation arises when people do not get together 
often enough or do not have sufficient understanding 
of what each member of the team does.  Action 
should be taken to get the team talking together 
more regularly at team meetings (preferably face to 
face or if necessary, via video link).  In addition, time 
should be devoted to ensuring that everyone in the 
team has a good understanding of everyone else’s 
roles in order to provide an awareness and context of 
the problems being raised within the team. A further 
benefit of understanding other team members’ issues 
is that it helps to develop other team members skills. 

Feelings Of Isolation For New And Younger Team 
Members 

A number of clients have experienced this issue 
during the pandemic. They have taken on new 
graduates, apprentices or trainees who, very soon 
afterwards, have been told to work from home.  
Some of these new joiners did not have previous 
work experience of any sort. Special consideration 
needs to be put into their inductions to assist them in 
integrating as quickly as possible.  Even simple, small 
housekeeping and cultural organisation issues can be 



a challenge if you have not worked in a formal 
working environment.  Again, having a buddy within 
the team can really help the new team members.  
Also, getting together with at least some of the team 
is really vital.  Arranging a tour of the main office, a 
lunchtime meal with a few team members or other 
means of physically meeting people can really make a 
difference which will reduce anxieties and the feelings 
of isolation.  

Managers can really help to alleviate issues that arise 
out of home working.  A bit of creativity and flexibility 
will really make a difference!  

Is A Four-Day Working Week A Viable 
Alternative? 
Having already highlighted the need for taking a 
flexible approach to work, it is interesting to see that 
more than 30 UK companies are moving to a four-
day working week as part of an international study 
on how flexible working can improve productivity. 

For the next six months, employees in participating 
firms will work just 80 per cent of their usual hours. 
They will not receive any loss in pay but will be 
expected to maintain the same levels of productivity 
as when they were working a full five-day week. 

There are many supporters of the concept of the four-
day working week but some experts and businesses 
are worried that reducing hours while expecting the 
same levels of productivity could lead to higher stress 
levels.  

Employers must also ensure that team connections 
are maintained even if there is one less day in the 
office. 

In 2019, Microsoft trialled a shorter week with no loss 
of pay in its Japan office, giving its 2,300 workforce 
five Fridays off in a row. The company concluded at 
the end of the trial that the shortened weeks led to 
more efficient meetings, happier workers and 
boosted productivity by 40 per cent. 

But not all firms have been so successful. In the same 
year, the Wellcome Trust dropped its plans to roll out 
a four-day week because a consultation showed the 
reduction in hours would have been harder for some 
of its employees to manage than others, with back-
office and support staff including IT, finance and HR 
finding the change more difficult than individuals with 
roles that allowed more flexibility in how they 
worked. 

The experience of the Wellcome Trust also highlights 
the need to be careful about the implementation of 
such a scheme. It involves changes to contractual 
terms and conditions which means that it can only be 
made with the agreement of employees. It is vital to 
listen to feedback from employees to understand all 
doubts and concerns amongst them. Without the 

commitment of the team, it will be doomed from the 
outset.  

And Finally….Creating An Impact With 
Job Applications 
Many employers request that candidates send a 
covering letter when applying for a job. It gives the 
applicant the chance to make an impact and detail 
how they are perfectly suited to the role. However, 
sometimes they get it badly wrong – here are a few 
examples: 

 “Why should you employ me?  I bring 
doughnuts on Fridays.” 

 “Please disregard the attached CV; it’s totally 
outdated.” 

 “Please don’t misconstrue my 14 jobs as ‘job-
hopping’. I have never quit a job.” 

 “I would be prepared to meet at your earliest 
convenience to discuss what I can do to your 
company.” 

 “I’m submitting my CV to spite my lack of C++ 
and HTML experience.” 

 “I have guts, drive and heart which is 
probably more than a lot of the other drones 
that work for you.” 

 “Dear Sir/Modem.” 

 “Peekaboo! I just hacked your webcam and I 
am watching you read this…” 

 “I’m sick of writing these ‘pedestrian’ cover 
letters; you’re sick of reading them.” 

 “Sorry for any incontinence.” 

 “I’m not going to waste your time by lying. I 
have no skills, yet.” 

 “For the sake of my sanity, please hire me!” 

 “I am intrested in any job use have avaiable if 
u could please send vercation that reciceved 
the email.” 

 “looking for a party-time position.” 

 “I have something up my sleeve for you – it’s 
called inspiration.” 

 “I have a lot of integrity so I promise not to 
steal office supplies and take them home.” 

 


