

[CONFIDENTIAL: LEGAL ADVICE]
[GUIDANCE FOR OUTCOME MEETING]
	
[Note: the meeting should be attended by a representative of the LPC conducting the consultation and someone acting in a support capacity who can take a careful note.]
1 Explain the purpose of the meeting:
(a) to respond to any issues raised by the employee at the second consultation meeting; and
(b) to confirm whether the employee is being made redundant or not.
Discuss the issues raised by the employee in the previous consultation meeting:
outline the issues;
give details of the investigations undertaken, and the outcome of these; and
explain the conclusions reached.
Ask employee to confirm that there are no outstanding matters to discuss.
Revisit the LPC’s proposals and the employee's own ideas on:
ways of avoiding, or reducing, redundancies; 
ways of mitigating the consequences of the redundancies; and
confirm whether, as at the date of the meeting it appears that there are any workable proposals so that redundancy can be avoided.
[OPTIONAL: ONLY INCLUDE IF ALTERNATE ROLES ARE AVAILABLE] Discuss suitable alternative employment:
summarise the alternative positions for which the employee has been considered (if applicable); and 
confirm whether or not there are any further employment opportunities.
Inform the employee of the outcome – redundant or not.
Confirm notice and statutory redundancy payment entitlements should the employee be made redundant.
To follow up, send employee redundancy outcome letter confirming the decision taken.
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