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2020 — a year like no other

A year of change and challenges:

= Rise in prominence of Black Lives Matter movement
= COVID-19

= Government support programmes

* Redundancies and re-structures

» Remote/home working (including from abroad)

= Vaccination programmes

= Broader shift in relationship between employer and
employee

= Rise in prominence of Environment, Social and Governance
issues (ESG)

Global issues but very different local approaches




4 Key Topics
A year of change and challenges:

1. Vaccinations
2. Remote/Home Working

3. Government Support Schemes and
Reductions in Workforce

4. Diversity and Inclusion




Europe

No “one size fits all” approach
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Vaccinations

3 key questions — differing approaches across
Europe:

= Will governments make it mandatory to have the vaccine once
it becomes available?

= Can employers insist that employees have the vaccine once it
becomes available? / Can a client refuse to allow your staff on
its premises/to work alongside its own employees unless your
staff have had the vaccine?

= Will employers be able to arrange vaccination of their own
staff?

Please reach out if you'd like a copy of our Global Snapshot on
Vaccinations — covering 19 key jurisdictions




Remote/Home Working

Key questions for employers to consider in relation
to European locations:

= [s it currently mandatory for employees to work from home?

» [f not, do employees have a legal right to request working from
home?

= Can employers lawfully reject requests to work from home?
= Do employers have the right to impose working from home?
= Are employers are obliged to carry out a risk assessment?

= Are employers are obliged to reimburse their staff for any costs
incurred by them from working at home i.e. for equipment, data
packages, phone lines etc?

= How will they manage the potential confidentiality and security
risks?

Please reach out if you'd like a copy of our Global Snapshot on
Homeworking — covering 19 key jurisdictions




Government Support Schemes
and Reduction in Workforce

= The schemes are different in each European jurisdiction

= Some schemes prohibit employers from making redundancies
while taking the benefit of them

= Other jurisdictions have placed blanket bans on
individual/collective dismissals

= Alternatives to redundancy — actively encouraged in some
jurisdictions and important to consider if ESG issues are
relevant to your business



Diversity and Inclusion
Data collection — some key points to note

= More and more businesses want to be able to collect and track
diversity and inclusion data about their staff (D&l data) - to
understand the current profile of their workforce, what
measures they may need to take to address any barriers to
change and to measure progress against any objectives or
targets set.

= This may include information about gender, race, ethnic origin,
religion, socio-economic background and health.

= GDPR applies across Europe — but local law, custom/culture
also important

= Employee engagement can be a challenge

= Some classifications differ around the world which can make
comparisons difficult

Please reach out if you'd like a copy of our Global Snapshot on
Diversity and Inclusion Data Collection — covering 19 key
jurisdictions 9




Looking onto 2021

More of the same? Yes and no...

= Vaccinations

= Continued homework — even beyond pandemic as
employers see advantages of hybrid approach

= ESG issues — How businesses engage on these issues will
shape their long-term future. Reputation will be key, as will
corporate “purpose”.

“People at the Centre”
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Employment law resource for legal and HR professionals
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Employment law resource for legal and HR professionals

Key Benefits
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A multi-country report, high-level
chart or bespoke global
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go and offline.
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GL&BAL EDGE

Employment law resource for legal and HR professionals

Easy to create at a glance summaries provide quick answers across multiple countries

I*l canada
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EE United States of America

Restrictive covenants

B8 Australia

@ Yes, generally, as long as they are reasonable

1. Are post-termination restrictive covenants
enforceable?

© ves.

@ ves.

and do not violate the individual applicable state
law.

Generally enforceable but not favored by courts, and some

Prima facie unenforceable unless they are reasonable.
Subject to significant scrutiny by a Court.

Prima facie unenforceable unless reasonable as between the
parties and in the public interest

states such as California make nearly all restrictive covenants
unenforceable.

Depends on type of restrictive covenant/the state.

2. What are the main criteria for post-termination
restrictive covenants to be enforceable?

Must be necessary to protect a legitimate business

interest. Court will assess whether the clause goes

no further than reasonably necessary to protect that

legitimate interest by examining its reasonableness
in scope and duration.

Must be reasonable as between the parties and in
the public interest.

Must be reasonable and the courts consider:
geographic scope, duration, whether it protects a
legitimate business interest, whether it is no broader
than necessary to protect the employer's legitimate
business interest and public policy.

Approach varies from State to State.

Other characteristics include: protecting legitimate business
interests; being no broader than necessary to protect that
interest and is reasonable in terms of temporary length, area
covered, nature of activities, and overall fairness; terms are
clear, certain and not vague, and the restraint must be
reasonable in terms of public interest.

Some states have statutory law in place that addresses the
specific requirements of an enforceable restrictive covenant

® Yes with a few exceptions depending on the

4. Are non-competes permissible?

® ves.

@ ves, but only in exceptional cases.

state (like in California).

Usually the most difficult to enforce. State law may contain

Usually the most difficult to enforce. Must not go beyond
what is reasonably necessary. Reasonableness parameters
are duration, geography and activities

Courts reluctant to enforce. Must be reasonable between the
parties and in relation to the public interest

additional/different requirements, and the reasonableness
parameters generally are: duration, geography, and legitimate
business interest. Many states prohibit non-competes in
certain industries.




GL&BAL EDGE

Employment law resource for legal and HR professionals
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Customisable Global Employment
Law Hub

* Personalised experience with
customisable dashboard and
notifications

» Automatically recognises and adapts
to desktop and mobile platforms

* Intelligent search functionality for a
streamlined experience

» Webinars, podcasts and special
features

* Employment News feed, Twitter
feed, Employment Law Worldview and
Brexit Legal Blogs

L3

Easy-to-Create Customised
Reports, Charts and Newsletters

* Create and share customised reports
in seconds from your mobile device or
desktop. Prepare a tailored country or
multi-country report by jurisdiction or
topic.

» Generate tailored high-level multi-
country charts, which link back to the
reports for further information.

« Create your own newsletter by™
country and article.
L o »
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Horizon Scanning and Tailored
Proactive Key Alerts

* Anticipates upcoming legislative
changes with a colour-coded
system to flag the,actions you
should take. Customise your
country or multi-country report by
implementation date or need for
action.

* Tailor your notifications to receive
key alerts highlighting significant
legal changes in countries and
topics of your choosing.
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