
Let’s Talk....Doing Business with Europe:

Employment & 
HR Checklist
Introduction
The UK’s relationship with the EU is likely to be changing in the coming months and years, and this 
will have implications for UK businesses in terms of their human resources management, employment 
practices and training.

On 25th September 2018, the Leeds City Region Enterprise Partnership, the Department for International 
Trade and the Enterprise Europe Network organised a workshop to help local companies consider what 
the issues might be and what steps they should take to prepare for change.  

Expert input from the Labour and Employment team at law firm Squire Patton Boggs was complemented 
by a practical case study from Leeds-based Equifax Ltd.  This checklist has been drawn from their advice 
and experience and is designed to highlight some key points that local businesses might want consider for 
their own HR management.

Make sure you are up-to-date 
The situation is changing quickly and it’s important that you, and / or your HR team, 
have the right tools and information if you wish to support EU nationals amongst 
your staff and their families, for example regarding the EU Settlement Scheme – 
which opens for applications in March 2019 - or other immigration issues.  There is 
lots of information from the Home Office and UK Visas and Immigration on the .Gov. 
uk website (https://www.gov.uk/settled-status-eu-citizens-families) or contact the 
Enterprise Europe Network (see below). 

Assess skills needs and your dependence on workers from the EU 
Whilst you have a duty not to discriminate against EU citizens in light of the UK’s 
decision to leave the EU, it’s important that you are aware of the skills needs in your 
business going forward and your current dependence on workers from the EU.  So 
take some time to assess this.  You might also want to consider how dependent the 
firms in your supply chain are as well, as this could impact upon your business.

Communicate with your staff
Whilst there is no legal obligation to do so, you may wish - as a matter of good 
employment practice - to communicate about the EU Settlement Scheme and other 
changes with your staff.  Again, there are useful posters, leaflets and videos on 
the .Gov.uk website which might help you to do this or you might find some FAQs 
from Squire Patton Boggs useful. 

Consider the occupational health implications
It is possible that any EU nationals amongst your staff are feeling increased stress due 
to the uncertainty associated with all the changes.  Be prepared to help with additional 
resources for stress management or extra time off to complete any paperwork.  Be 
aware also that the uncertainty may be impacting upon other members of the team 
who, although UK nationals themselves, may have family members who are affected 
by the changes. 
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https://www.squirepattonboggs.com/~/media/files/insights/publications/2018/07/brexit-immigration-faqs-july-2018/brexit-frequently-asked-questions-for-eea-nationals-in-the-uk.pdf


Be prepared to offer extra reassurance to EU applicants 
Until such time as the UK leaves the EU, EU citizens are free to come and live and 
work in the UK under the EU Treaty’s provisions on freedom of movement.  However, 
due to the on-going uncertainty about the changing relationship, you may find that 
you will need to offer extra reassurance to any potential applicants for jobs and 
extra support, in order to attract them to the UK.  Again, make sure you are properly 
informed about their rights.

Consider supporting staff applying for Settled Status
You are not expected to pay/support the cost of the EU Settlement Scheme 
application for your EU citizen employees.  However, you may wish to consider doing 
this, at your discretion, either by way of a loan or by paying the fee.  You should take 
advice on any tax implications of doing this and also be prepared to provide similar 
support for non-EU nationals for any similar costs, in order not to discriminate. 

Prepare for increased competition in the job market
Whilst it is impossible to predict what the longer-term impact of changes in the UK-
EU relationship on the employment market might be, some experts are predicting 
that there will be increased competition when looking for skilled staff, as well as 
upward pressure on salaries.  Consider alternative recruitment strategies, such as 
growing your own talent through apprenticeships and developing closer relationships 
with universities and other educational establishments. 

Look at your ways of working 
Changing times may mean that you need to look at how you access the skills you 
need or organise the way your teams work, especially if – up to now – you’ve 
recruited from the EU or had staff travelling to work there for periods of time.  
Consider how you can deploy technology such as web conferencing to help or 
whether you can collaborate with other businesses to access the required skills or 
services.

Be prepared to deploy increased HR resources  
This may not only be necessary in the medium-term, but also in the longer term, 
in order to address day-to-day immigration issues for staff and related HR issues.  
Although the details of any future immigration system have not yet been agreed, you 
might also want to consider applying for a Tier 2 licence now, in order to be able to 
sponsor overseas workers to come and work in the UK in the future. 

If unsure, ask for advice 
With the situation changing by the day, it’s important that you have the right 
information in order to be act upon it.  If you are unsure, seek advice, either from HR 
professionals, your legal advisors or Government helplines.
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If you have any queries on this matter, or on any other potential impacts of our changing 
relationship with the EU on your business, please contact the Enterprise Europe Network 
enquiry line on 0300 123 3144.  Please note, however, that we are unable to give legal 
advice or interpretation

Whilst we make every endeavour to provide full and accurate reports we are unable to guarantee the absolute accuracy of information provided 
to you.  We therefore exclude liability for claims by you for damages or losses resulting from the provision or otherwise of information to you.

https://www.gov.uk/tier-2-general

