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			Welcome to the latest edition of the
DDHR Advice for the Boss
newsletter







		






		Insights and Updates on Workplace Dynamics

This month's newsletter focuses on work trials, job offers, and workplace
induction.
The work trial should not be confused with a probationary period. Work
trials serve as a tool to evaluate potential employees and can be part of
the recruitment process.
Job offers should be clear and concise, while the induction process
provides an opportunity to outline the job details and the housekeeping
protocols.
This article mentions the 5-day core statement, the contract of
employment, and a staff handbook, all of which will be covered in detail in
the next newsletter.
We hope you find these articles both enlightening and applicable to your
experiences.
DDHR is available to help you navigate the employment process.
 






		Any questions you have click here
email Dermot 
and we will respond accordingly
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It may be a good idea to offer a work trial to a potential new employee









	



		Work Trials
 A work trial is a period during which an employer assesses a potential employee's suitability for a specific job, and the individual gains insight into the role and workplace before permanent employment is offered. In Ireland, work trials are a common feature of recruitment processes across various industries, but they must adhere to employment and labour law to ensure fairness and compliance.

What Is a Work Trial?
A work trial is a "try-out" period where a candidate performs specific duties or tasks related to the job they are applying for. This provides employers with an opportunity to evaluate the individual’s skills, capabilities, and compatibility with the team or organisational culture. Simultaneously, candidates get to experience the role firsthand and decide if it aligns with their career expectations. Work trials are particularly common in industries such as hospitality, retail, and customer service, where practical skills and customer interaction are key evaluation points. However, they may also be used in other fields, including creative industries, IT, and manufacturing.

Payment During Work Trials
Under Irish law, individuals undertaking a work trial are entitled to receive at least the national minimum wage. Employers are required to pay candidates for the hours they work during the trial, even if it is part of the recruitment process. Work trials should not be used as a means of obtaining unpaid labour, as this could constitute a breach of employment law.

Duration of Work Trials
The duration of work trials is typically short and reasonable, usually ranging from a few hours to a couple of days. This is to ensure that the work trial is used solely for assessment purposes and does not become exploitative. Extended work trials without appropriate remuneration or clear justification may be viewed as unfair labour practices.
Clear Communication and Consent
Employers must provide clear communication about the nature, purpose, and duration of the work trial. Candidates should be informed about what is expected of them, and that the trial period will be paid. Written consent or agreement is advisable to ensure transparency and mutual understanding.

For Employers
· Provide candidates with a clear outline of the trial's purpose, duration, and compensation.
· Limit the scope of the trial to tasks related to the role.
· Ensure that candidates are supervised and supported during the trial period.
· Offer constructive feedback at the end of the trial, regardless of the hiring decision.
Conclusion
Work trials in Ireland can be a valuable tool in the recruitment process, offering benefits to both employers and job seekers. However, they must be conducted ethically and in compliance with Irish employment law to ensure fairness and transparency. By following best practices, work trials can serve as an effective means of matching the right candidates with the right opportunities while safeguarding workers' rights.
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		Job Offer and Induction
 
 
Do not underestimate the value of a proper induction. It is time well spent and avoids misunderstandings during employment.
 
· When you complete the interview process, you are ready to make the job offer.
· Consider a work trial if you want to test the skills mentioned by the employee in their CV
· Ring the candidate and follow up with a confirmation email.
· Request references
· Work Permit details if the person is from outside the EU.
· The employer should check ID for all employees.
· Pass on your employer number (tax number) to the employee to obtain a TFA from Revenue to avoid emergency tax situations and for your payroll system.
· Agree on a start date.
· Within 5 days of starting, employers should give the “5-day statement” containing the core elements of the contract.
· After 1 month, the employer must pass on the full contract and, for clarity, a proper handbook to cover the employer’s policies, for example, on mobile phone use and smoking breaks during working hours.
· The employer and employee should sign both.
· On commencing employment, go through the company handbook with the employee and ask them to sign to confirm they understand all the protocols.
· Explain simple procedures like hours of work, start time, breaks, lunch, and finishing time.
· How to request a day off and report when out sick
· Canteen facilities, location of toilets, entrances/exits, and car parking facilities.
· Introductions to the other employees
· Go through their job description in detail.
· Consider appointing a relevant mentor for the initial period.
The law is noticeably clear about the contract or terms of employment as quoted in the Terms of Employment Act.
Detailed contracts and staff handbooks are a frequent practice and are an invaluable source of knowledge for employees and safeguard employers. They can be tailor-made to suit your requirements and should cover every protocol possible. The employer can update the handbook on an ongoing basis and keep employees updated.

Please click below to read about a recent WRC case relevant to the Terms of Employment (Information) Act  and the consequences to the employer for not adhering to this Act






		Case Study






		






		Click here for an example of an induction checklist that you can start using in your business now






		






		Email DDHR
We can help you ensure your contracts are up to date with current HR Legislation






			Please call us for a chat on any issue

Dermot 086 8436361
dermot@ddhrsupportandadvice.com

Marie  085 1736722
marie@ddhrsupportandadvice.net









		






		







					












		Please forward and share this newsletter with your colleagues and friends
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Want to change how you receive these emails?
You can update your preferences or unsubscribe from this list.
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