





Quality delivered
as standard

We value you as a client and aim to deliver
a first class service at all times. To help us
achieve this we have compiled this list of
service standards which we will endeavour
to meet at all times.

® \We will act with integrity, honesty and
openness in everything we do for
you and will respect absolutely the

confidentiality of our working relationship.

m A specific member of our staff will be
responsible for your work at all times
and available to answer your queries
whenever possible.

® A partner or consultant of this firm will
have overall responsibility for your file
and may be contacted should you have
a query which cannot be satisfied by the
member of staff handling your case.

m \We will endeavour to deal with your
communications promptly and
courteously. We will strive to meet
agreed deadlines, or advise you well in
advance if there are reasons.

m \We will seek to deal with your matter
in the most cost effective way, whilst
maintaining our commitment to quality.

How to avoid an age discrimination
claim and a big bill -

Surrey executive Megan Thomas
recently won a ground-breaking age
discrimination case. Whilst working as
the membership secretary at the Eight
Members Club in London, she was told
that she was not mature enough to deal
with customers, and was dismissed.
The Central London Employment
Tribunal found that she had been unfairly
dismissed and discriminated against

on the grounds of age under new laws
targeting age discrimination. Ms Thomas
was awarded compensation for injury

to feelings.

Richard Brown, expert in employment
law at Howell Jones Soalicitors, says
that much of the emphasis on the age
discrimination laws to date has been
targeted towards senior employees,
retirement ages and pension rights.

“The case of Megan Thomas shows,
however, that employers bear the risk of
age discrimination claims throughout the
entire employment lifespan, even before
the person is employed; from advertising
for an employee, recruitment, training to
termination”.

“Many employers do not appreciate
that they can be vicariously liable for the
acts of their employees”, says Richard.

Employers need to act now to ensure that
they are compliant. The Employers Forum
on Age estimates that 200 age discrimination
cases are reaching the tribunals every
month, i.e. nearly 2,500 cases a year.

Human Resource departments need
to be aware of the criteria for a claim, and
what their potential defences to a claim
could be. Equally they should know the
form of the complainant’s questionnaire
and how to respond.

® Employers should review their internal
policies to make sure that there are no
practices or procedures that could be
construed as being ageist, or creating
an ageist environment, and they should
provide training to staff.

B The harassment strand of the law
extends to where an individual engages
in unwanted conduct which has the
purpose or effect of violating dignity;
or creating an intimidating, hostile,
degrading, humiliating or offensive
environment for the other person.

Howell Jones Solicitors, which has offices
in the City of London (Old Bailey) Walton-
Upon-Thames, Kingston-Upon-Thames,
Guildford and Leatherhead in Surrey,
offer a corporate “health check” review
of internal policies.

This is especially relevant as there is
a statutory defence for the employer to
prove that they took such steps as were
reasonably practicable to prevent employees
from committing an act of age discrimination
on a third party, who might then sue.

Telephone: 01483 302000
www.howell-jones.com

Do you have a question or concern that you would like help with, email us at dental.advice@howell-jones.com




Howell Jones News

The Manches Cup is now considered

to be the leading sailing regatta for the
legal sector, with teams participating

from most of the leading law firms in the
country. The Howell Jones team comprised
Nicky Spurling, Penny Chick, Simi Kalsi,
Elizabeth Leah, Linda Bell, Elsie Lyford,
Nick Ball, Ollie Bourne, Chris Pomfret and a
professional skipper provided with the boat
by the organisers.

The first race was on Saturday morning in
light winds with the team getting a cracking
start, and leading the fleet over the finishing
line to gain both line honours and a win on
corrected time. The second race on the
Saturday afternoon was abandoned when
the wind died away to nothing and the
fleet retired to Cowes for the evening fancy
dress party.

Sunday morning dawned with sunny
conditions and a strong easterly breeze.
Again the team led the fleet away from the

start line and held their first place to the last
mark of the course. With the wind dropping
away again, the team were briefly held up
by a boat in another division and dropped
to third position. In an exciting race for

the line and in second position, the team
were then prevented from finishing by a
spectator craft which got in the way. This
enabled several following boats to finish
first and the team crossed the line in fifth
place. Their total score however placed
them in second position overall out of a
fleet of 20 yachts.

A question often asked is what happens to the dental practice
upon divorce? There are various options, although the extent
of available options is reliant upon a number of factors:

® \What sorts of practice is it i.e. are you a
sole practitioner or in partnership etc?

® What are you proposing to do with the
practice and is this achievable?

m \What issues arise that have an impact
on the matrimonial dispute in relation to
the practice?

® \What is the practice worth and what is
each party’s true interest in the practice?

® \What impact any decision relating to the
practice will have.

The main concern, often, is that the
practice will have to be sold, however this
should not be assumed. Example of cases
where the sale of the practice might be
inappropriate is:

® The small practice which produces the
family income.

® A party has made a small or negligible
contribution.

m A practice owning party can ‘buy out’
the other spouse’s entitlement,

m Practice assets can be transferred
between the spouses.

® The practice can be divided up in such
a way that both parties can continue to
treat patients and maintain their goodwill.

One should seek the advice of a family
lawyer at the outset of the matter as to
the various options available and even if
agreement has been reached to ensure
that the proposed resolution can be
implemented. Howell Jones is able to
assist in this regard.

Samantha Jago
Family Solicitor — Guildford Office
Howell Jones LLP
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A specialised legal
service - your
introduction to our
dental law team

Chris Pomfret heads
the team and handles the
sales and purchases of
dental practices. He also
has wide experience in
dealing with commercial
property transactions,

in particular concerning
dental premises.

Martyn Whiteman
advises on acquisitions
and disposals as well as
practice arrangements.
Martyn is a founder
member of the Association
of Specialist Providers to
Dentists(ASPD).

Mark Waterfield is an
experienced commercial
lawyer with extensive
expertise in advising

on acquisitions and
disposals generally.

Richard Brown is an
experienced employment
lawyer drafting and
advising on associate and
employment contacts.

Oliver Bourne is a
trainee Solicitor dealing
with sales, purchases
and generally assisting
in the dental team.
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contact our specialists

we are here to help, email:
chris.pomfret@howell-jones.com
martyn.whiteman@howell-jones.com
mark.waterfield@howell-jones.com
richard.brown@howell-jones.com
oliver.oourne@howell-jones.com

Specialist help and advice when you need it most. Contact Howell Jones on 01483 302000
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