

[CONFIDENTIAL: LEGAL ADVICE]
[GUIDANCE FOR FIRST CONSULTATION MEETING]
	
[Note: the meeting should be attended by a representative of the LPC leading the consultation and someone acting in a support capacity who can take a careful note.]
Explain the purpose of the meeting:
to discuss issues raised in the letter informing the employee that the LPC proposes to make redundancies; 
that the employee has been selected as being at risk of redundancy;
to provide an opportunity for consultation;
to allow the employee to challenge the proposed redundancy; and 
to put forward any suggested alternatives to redundancy for the LPC to consider.
Explain in more detail the reasons for the proposed redundancy(ies).
Discuss the employee’s provisional selection for redundancy:
deal with any queries about the selection process, including the employee's scoring on the selection criteria;
make it clear that the redundancy process and the employee’s selection for redundancy is subject to consultation, and that no decision has been made at this stage.
Discuss the LPC’s proposals and the employee's own ideas on:
ways of avoiding, or reducing, redundancies; and
ways of mitigating the consequences of the redundancies.
[OPTIONAL – ONLY INCLUDE IF ALTERNATE ROLES ARE AVAILABLE] Give the employee any updated information about available alternative employment within the LPC. 
[OPTIONAL – ONLY INCLUDE IF ALTERNATE ROLES ARE AVAILABLE] Find out if the employee is interested in any of the alternative employment options available.
If the employee specifically asks about a without prejudice settlement or a protected conversation then seek further advice from Clyde & Co LLP.
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