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Business Opportunities 
A Park Homes and Leisure Lodges company require beds, tables, chairs and 
associated occasional furniture to service each individual requirement for their 
park homes – ideally those prepared to hold stock as lead times are very tight.  If 

you are interested please contact: mikedimond@bfm.org.uk 
  

An investment company wishes to find a manufacturer of retro style leather 
armchairs within the Dorset or Hampshire areas, or within 100 miles radius. If you 

are interested, please contact: mikedimond@bfm.org.uk 
 

 

No-fault dismissals for micro businesses  
The Government has published a call for evidence seeking views on whether 
current dismissal procedures are too onerous, complex and extensive, and 

whether their application is misunderstood.  The Call for evidence closes on 8 
June 2012. 

 
Also (subject to parliamentary approval) from 6th April this year, the length of the 
unfair dismissal qualifying period will increase from one to two years although we 

understand the qualifying period will remain as one year for those who started 
employment before 6th April.   

 
The review focuses on micro and small business in particular and the constraints 
current employment protection laws may have on growing employment in these 

companies.  Specifically, views are sought on introducing compensated (at a level 
to be decided) no-fault dismissals for micro-businesses with fewer than 10 

employees.   
 
At the same time and rather at odds we would argue with lifting constraints on 

employers is the Government’s confirmation that it intends to introduce a 
discretionary power to enable tribunal judges to levy additional financial penalties 

on employers who have breached employment rights in order to encourage 
compliance. This is on top of the basic and compensatory awards that an 

employee can achieve and the proceeds from these fines will go directly to the 
Treasury.     
 

No fault dismissals 
If this were to go ahead, micro-businesses would be able to dismiss employees 

without a formal dismissal procedure where no fault was identified on their part, 
provided that the employee receives a set amount of compensation.  As is 



 

 

currently the case, employers could dismiss employees without compensation if 
there is a fair reason for dismissal and the employer acts reasonably.  Employees 

dismissed through compensated no fault dismissal would not be able to claim 
unfair dismissal but could still bring automatic unfair dismissal claims, as well as 

discrimination claims.   
 
The Australian Fair Dismissal Code 

One question being asked is whether the current Acas Code of Practice on 
disciplinary and grievance procedures aids understanding of the dismissal process 

and whether it should be amended.  For example, is the language used in the 
Code understood by small businesses? Is it too focused on disciplinary issues 
rather than capability/performance ones?  One suggestion which links the 

proposed unfair dismissal exemption for small businesses and a revision of the 
Code is whether the UK should adopt with appropriate amendments the Australian 

Fair Dismissal Code which applies to companies with fewer that 15 employees.  
This Code is in the form of a checklist which if followed means that the dismissal 
will be deemed to be fair.   At first glance, it could be argued that by adopting 

such a Code we could actually be taking a retrograde step by embracing a system 
not too dissimilar from the prescriptive approach of the Disputes Resolution 

Procedures which were abandoned in 2009.           
 

Compromise agreements 
A welcome move is the announcement of the intention to simplify compromise 
agreements (to be renamed settlement agreements) which enable employees to 

sign away their rights to go to tribunal in return for compensation.  This includes 
giving considering to making standard compromise agreement texts available for 

employers to download, which was advocated by BFM in an earlier review of 
employment laws.   
 

The BFM will of course be submitting views to the consultation – if you have any 
please let us know. 

 
 
 


