
Handling redundancies with compassion 
Handling redundancies in the correct way will make a significant difference to how people cope 
and react to the event, to the reputation and future success of the organisation, and to the morale 
of those remaining in the workforce.
You want to ensure that those employees you unfortunately have to let go are well-equipped for 
the challenges that lie ahead and feel in as positive a place as possible emotionally. Putting some 
time and effort into this will also result in less hassle later. 
When in the difficult position of having to make redundancies, here are some key actions we can 
take – as leaders, managers and HR professionals – to ease some of the stress and anxiety, both 
for the employees and the business.

Communicate with openness and transparency
Communications around redundancies need not be complicated: compassion and clarity are key. 
Compassion means treating people as humans. Losing a job is traumatic in any circumstances 
and especially so in these challenging economic times, and how you break the news and the way 
you communicate should acknowledge and reflect that. Share the facts along with the rationale 
for your decisions. Explain what actions the organisation may have already taken to try to avoid 
or minimise job cuts, how you’ve made it as fair as possible, and be clear and open about the 
procedures and timescales involved. Clarity means being straightforward, clear and consistent 
with the key messages. Use empathetic, sincere language that shows how much you care.

Show respect
Treat people like the adults they are, with respect and empathy. Redundancy is sad news and 
making someone redundant is one of the worst jobs you may have to do as a manager, so decision 
makers should acknowledge that it is hard for everyone involved. 
People may take the news of redundancy personally – it can be hard not to do that when your job 
and livelihood is at risk. Put yourself in the employees shoes and try not to get defensive – instead 
empathise, and seek to understand where the anger is coming from. It is important to recognise 
and value the contributions individuals have made to the organisation, and to reinforce that it is 

the job and not the person themselves that is being made 
redundant. There is no stigma or shame involved.

Be prepared
Take time for information gathering and setting out 
responsibilities. Identify your time frame and prepare 
the appropriate documentation. Have accurate figures 
and entitlements ready. Ensure that those conveying the 
message know how to hold difficult conversations and are 
equipped to handle the reactions and feedback.

Be fair and flexible
Don’t rush the consultations and allow time for people to 
digest information and give feedback. Be open and flexible 
to exploring and discussing alternatives as there may be 

proposals put forward that hadn’t been thought of e.g. changes to roles or 
reduced hours. If the organisation has alternatives to suggest this can make a 
big difference to the experience. Even if the employee doesn’t take them up, 
they can really appreciate it.

Be supportive
Anticipate a range of reactions and be prepared to deal with them. Ensure 
those being made redundant fully understand their rights and options and there are open 
channels to discuss these as required. Make sure that those affected have support and someone 
they can talk to. Provide access to counselling services, financial advice and other relevant tools 
if you can. Ultimately you want to be sure that the people you unfortunately have to let go are as 
well-equipped for the challenges that lie ahead and feel as positive as possible emotionally.
 
Offer HR outplacement support
Help people enhance their employability with access to practical help such as CV writing, 
interviewing skills, job hunting etc. Help them think about transferrable skills and being open to 
options they may not have themselves considered. It pays to take practical steps to stay connected 
and maintain positive relationships with talented people you may want to rehire at some point 
when business picks up. It’s worth checking in occasionally, if only to show you’re concerned with 
how they’re getting along and to offer your help, where needed — whether a reference or access 
to your network of contacts.

Don’t rush the process
Sometimes organisations want to get the redundancy process over and done with as quickly as 
possible and ‘move on’, but this can have a much worse impact longer term. When you rush the 
process, you risk it coming across as overly harsh and uncaring. It can really damage your brand 
and leaves your retained employees with low morale, which means low productivity and loyalty.

Communicate with the wider team
Think about the impact on the wider team and those that are remaining with the organisation. 
Have a communications plan and be proactive rather than allowing rumours or whispers to 
circulate. Acknowledge how the whole team are feeling and offer support. Show that the company 
is looking out for the wellbeing of all those impacted and make sure management are visible, 
positive and approachable.  Keep communicating and updating the team, and work out a plan for 
restoring confidence, rebuilding moral and resolving fears for the future. Be sure to provide regular 
updates on progress to maintain ongoing confidence.

Final thoughts
Companies are undoubtedly facing difficult decisions in these challenging times, but how you 
treat and communicate with your people will be remembered. By leading with compassion and 
empathy in any redundancies you may have to make, you can stay true to your values and ensure 
people leave feeling they have been treated fairly and respectfully.
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