—————— ClientLed Pr ional Advisory

The Silent Redundancy Checklist:
7 Al-Related Employment Risks Irish
SMEs Are Getting Wrong Right Now

From the HR, Legal and Tax teams at Orbitus:

Part of the Orbitus 360 advisory model — Specialist expertise across
HR, Litigation, 1ax and Commercial Law, working together around
your business.



Risk 1. You've introduced Al tools but haven't audited what

changed in eachrole

Al adoption changes what people do — often without anyone formally
acknowledging it. Without a role audit, you have no baseline to assess
whether a redundancy situation has emerged.

Why it matters:

You cannot manage what you have not measured. If a role has

materially changed, that must be identified before any process
can be followed.

Which Orbitus team leads: HR

Risk 2. You're assuming no formal restructure means no

redundancy risk

A role that has been gradually reduced, reshaped, or rendered
surplus — even without announcement — can constitute a
redundancy under Irish employment law.

Why it matters:

lne absence of a rormal process IS Not a protection. In MOost
silent redundancy cases, it is the core of the problem.

Which Orbitus team leads: HR + Litigation




Risk 3. You have no documentation of how or why roles

changed

If a WRC claim is made, the question will be: what was the
business rationale, how was it communicated, and when?
Without documentation, that question cannot be answered
credibly.

Why it matters:

undocumented decisions |00k arbitrary. Arbitrary decisions
look unfair. Unfair decisions cost money.

Which Orbitus team leads: HR + Litigation

Risk 4. Affected employees were not consulted before their

roles changed

Consultation is a legal requirement under Irish employment
law in a redundancy situation — not a courtesy. It must be
meaningful, and it must happen before a decision is finalised.

Why it matters:

Failure to consult is one of the most commmon grounds for
unfair dismissal findings at the WRC.

Which Orbitus team leads: Litigation + HR




Risk 5. You haven't considered the tax implications of role

restructuring

When roles change significantly, or when redundancy
situations do emerge, there are specific financial and
compliance obligations involved — statutory redundancy
entitlements, the tax treatment of termination payments, and
the broader cost of getting it wrong.

Why it matters:

The tinancial exposure ot a poorly managed situation extends
beyond legal claims. Tax and cost implications need to be
understood and planned for in advance.

Which Orbitus team leads: Tax

Risk 6. There is no governance framework for Al adoption at

director level

Most SMEs are introducing Al tools on an operational basis
with no policy governing how those tools interact with people’s
roles, data, or employment conditions. Directors are making
significant business decisions without a formal framework to
support them.

Why it matters:

In the absence of a policy, employers have no documented
basis for the decisions they made. Boards and directors carry
personal exposure when governance is absent.

Which Orbitus team leads: Commercial + HR



Risk 7. You're getting advice from one discipline when the
issue spans several

Al-related employment risk sits across HR, employment law,
litigation, tax, and governance. Addressing only one part of it —
or receiving advice in isolation — leaves the rest of the picture

unaddressed.

Why it matters:

This is precisely the kind of issue where joined-up advice
makes the difference between a managed situation and an

expensive one.

The Orbitus Model: Specialist teams across HR,
Litigation, Tax and Commercial Law — working

together so the advice joins up around you.
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