
 

 

THE CORONAVIRUS JOB RETENTION SCHEME  
INFORMATION AND FREQUENTLY ASKED QUESTIONS 
 
In response to widespread business and social disruption as a result of the 
coronavirus crisis, on Friday 20 March the Chancellor announced a new Job 
Retention Scheme whereby 80% of wages of workers who would otherwise be laid 
off/made redundant will be funded by the Government.  
 
Since its initial launch there has been an important change to the government 
guidance that affects Service Users and their ability to use the Job Retention 
Scheme (or Furlough scheme). 
 
The new guidance specifically states the following: 
 
“Public sector organisations 
The government expects that the scheme will not be used by many public sector 
organisations, as the majority of public sector employees are continuing to 
provide essential public services or contribute to the response to the coronavirus 
outbreak. 
 
Where employers receive public funding for staff costs, and that funding is 
continuing, we expect employers to use that money to continue to pay staff in the 
usual fashion – and correspondingly not furlough them. This also applies to non-
public sector employers who receive public funding for staff costs.” 
 
The clear implication of this is that Service Users who receive public funding to 
pay for their staffing costs will be classed as an Employer who is covered by the 
guidance wording above and therefore should not be furloughing their workers. 
They should continue to pay their workers in line with their normal working hours 
(or funding). 
 
We are aware of course that any decisions regarding the use of the Job Retention 
Scheme may be a matter of policy for individual Local Authorities to consider. Our 
advice to our Service User clients is to:  
 

• Contact their Local Authority to find out if it is policy to follow government 
guidelines.  

• Call their Insurance Legal Helpline in the next instance to obtain 
indemnified advice on what to do and only Furlough a worker if specifically 
advised to do so by their insurers and not in any other circumstance. 

 
Please see our Covid-19 FAQ Information sheet or our website at 
paypacket.co.uk/services/coronavirus for further information on the Job Retention 
Scheme 
 
 
 
 
 
 
 
 



 

 

 
For your information please see our frequently-asked-questions about the 
scheme, however please note this information is correct as of 31st March 2020 
and is subject to change.  
 
How does it work? 
The idea is that an employer (in our case, a Service User client) is able to designate 
employees (PA / Carers) who would otherwise be made redundant or laid off as ‘furloughed 
workers’ instead, and claim back some of their salary from the Government so they can 
continue to pay them.  
 
Is there a minimum period of furlough leave? 
Yes. Furlough leave must be a minimum of 3 weeks duration to qualify for the scheme. 
 
What funds can be claimed back?  
Employers will be able to claim back 80% of costs, or a maximum of £2,500 if this is less. 
For employees whose pay varies, an employer can claim for the higher of (i) the same 
month's earning from the previous year (eg earnings from March 2019); or (ii) average 
monthly earnings in the 2019-20 tax year 
 
How do employers claim it?  
Employers will need to submit details of furloughed workers to an HMRC portal which will be 
available soon – no further detail has been announced. The funds should be available soon, 
and the Chancellor indicated this will be no later than the end of April.  
 
What about the other 20% of salary – do employers need to pay this?  
No. Employers don’t have to top the wages up, although can do if they wish.  
 
Is it just salary or other employment costs as well?  
Other employment costs in a broader sense are included, specifically employer’s NI 
contribution and the minimum auto enrolment pension contribution for the 80% wage rate.  

If an employer has already made some people redundant, can they be put back on 
the payroll and be ‘furloughed’ instead? 
The Government has said that the scheme will be backdated to include those who were on 
the payroll as at 28th February, to ensure that those who have already been made 
redundant as a result of the crisis don’t lose out.  
 
What about staff who started more recently?  
Any employee who started work after 28 February is not eligible to be furloughed. 
 
Does it apply only to employees or can employers furlough casual workers, 
freelancers, contractors or other people they usually pay?  
The Government initially stated “employees” however the Chancellor later clarified that staff 
who have casual worker status are also included, based on an average of their normal 
weekly pay.  
There is also separate financial assistance for self-employed individuals. If self-employed 
carers or similar are used, employers not need to worry about furloughing them and their 
support will be provided directly by HMRC in the form of a taxable grant up to £2500 per 
month. 
  
 



 

 

If an employer has reduced the hours of their staff because they require some 
care but not as much – can the furlough scheme be used to make up the 
difference in pay?  
No, the scheme is clear that it is only for employees who would otherwise be made 
redundant/laid off without pay.  
 
Can furloughed employees come in and do some care work if an employer needs 
them to?  
No, once they are furloughed they can’t work for their employer during the furloughed period.  
 
If an employer wants to be fair – can they switch employees over from being 
furloughed and working week-by-week?  
Yes. As long as the furloughed leave is in a minimum of 3 week blocks then who is 
furloughed can vary. 

If an employer has several employees wanting to be furloughed as they prefer to 
be at home receiving 80% of salary. How do they choose?  
Normally when an employer is making people redundant or similar, this is not what people 
want so they have to be careful to select fairly, using lawful criteria. This is an unusual 
situation in that employers may have people queuing up for furlough. While there is currently 
no selection criteria established for anything like this, employers should be fair, and ensure 
that whatever selection process used isn’t (or couldn’t be perceived as being) discriminatory 
in any way.  
 
Can an employer force staff to go on furlough?  
This depends on the contract of employment that exists between the parties. If there is the 
right in the contract of employment to ‘lay-off’ staff, an employer can invoke this clause to 
furlough workers, the only difference being the employer will be paying them 80% of their 
normal wages and reclaiming the money, rather than leaving them unpaid as they would 
normally be during a period of lay off.  
 
If there is no lay-off clause, how can an employer furlough their staff?  
Without a lay-off clause, an employer will need to seek consent of their employees to go on 
furlough, through consultation. This will be a change to their contract of employment and 
should be implemented with care just as any other change to terms and conditions an 
employer might wish to make.  
 
Can an employer use furlough funding to help staff who can’t work because their 
children are off school and their work can’t be done from home?  
No, the scheme is very clearly for employees who would otherwise have been made 
redundant due to a lack of work. If staff cannot work due to their children’s school being 
closed, they should be allowed to take unpaid leave or annual leave.  
 
While staff are furloughed, what happens to their terms and conditions?  
During a period of ‘lay off’, terms and conditions such as holiday continue to accrue as 
normal, so the assumption is that the same will apply during a furlough. They will remain 
employed and continuous service will continue. 


