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1. Policy Statement 

 
1.1 The Organisation seeks, as far as is practicable, to give employees the maximum level of 

job security in line with the principles of good employment practice and in order to 
promote a positive employment relationship. However, circumstances may arise where 
changes in the economy, funding, finances, technology, organisational requirements, or 
in other areas mean that redundancies may be necessary. 
 

1.2 The Employment Rights Act 1996, states that redundancy occurs when: 
 

(i) The employer has ceased, or intends to cease, to carry on the business for the 
purposes for which the employee was employed 

 
(ii) The employer has ceased, or intends to cease, to carry on the business in the 

place where the employee was employed 
 

(iii) The requirement of that business for employees to carry out work of a 
particular kind, or for the employees to carry out work of a particular kind in 
the place where the employee was employed, has ceased or diminished or is 
expected to cease or diminish. 

 
 
1.3 This policy document seeks to ensure that where redundancies are proposed, all staff 

are aware of the procedure to be followed and the provisions made by the 
Organisation. The Organisation also seeks to ensure that equal opportunities principles 
are followed and that staff are treated fairly throughout. 

 
 

2. Scope 
 
 
2.1 This policy applies only to full and part time employees of the Organisation.  It does not 

apply to agency temps volunteers or sessional or casual/bank workers. 
 

3. Consultation 

 
3.1 General Principles and Process 
 
3.1.1 Once an individual, or a group of staff, are identified as being at risk of redundancy 

(e.g. due to a pending re-structure) consultation will take place and the process 
involved made clear to the affected staff.  The Organisation will provide information 
about proposals at the earliest practicable stage.   

 
3.1.2 The consultation process will comply with good practice and legislative requirements.  

‘Consultation’ in the context of this policy means engaging in a meaningful dialogue 
with affected staff, their representatives (if represented), in the case of individual 



consultation and the recognised union in the case of collective consultation, with a 
view to reaching agreement on ways of avoiding dismissals, ways of reducing the 
numbers to be dismissed and ways of mitigating the consequences of any dismissals. 

 
3.1.3 To minimise compulsory redundancies, the measures management will consider in 

consultation with staff and representatives will include: 
 

 implementing a moratorium on recruitment. This may not be a total recruitment 
freeze in every instance, but recruitment may be restricted on certain posts, 
departments and/or restricted to internal recruitment only. 

 seeking applications for voluntary severance from staff unaffected by the 
redundancy proposals with a view to increasing the number of available 
redeployment opportunities 
 

3.1.4 Information and consultation will take place through meetings with the staff 
concerned and their representatives. At the initial meeting, management will issue 
the written proposal, explaining the reasoning and invite responses from employees.  
Information will also be given about proposed selection methods and redundancy 
pay and provisions. 

 
3.1.5 Further meetings will be scheduled to give staff the opportunity to make 

representations about alternative solutions to the proposed redundancies.   
Management will consider the feedback given by staff and respond in a final 
meeting, confirming the final decision on whether the proposed redundancies will 
proceed, and any amendments to the proposals as a result of the consultation. 

 
3.1.6 In the event that the outcome of the consultation is that the redundancy will 

proceed, all staff will be offered an individual consultation meeting prior to a 
redundancy notice being issued. 

 
 
3.2 Timescales for consultation 
 
3.2.1. In the case of collective consultation, where there are 20 or more proposed 

redundancies at one establishment in a 90 day period, the statutory requirement is 
for a consultation period lasting a minimum of 30 days.  Where proposed 
redundancies number more than 100 in a 90 day period the minimum consultation 
period is 45 days.   

 
3.2.2. Where proposed redundancies relate to individual employees or groups of less than 

20, there is no statutory minimum timescale for consultation.  Timescales for 
consultation may vary depending on individual situations, however in all cases staff 
will be given reasonable time in which to respond and will be informed of relevant 
deadlines.   

 
 
 



3.3 Consultation with the recognised Trade Union 

3.3.1 In the normal context of liaison with the recognised Trade Union, management will 
share general information about staffing levels via the existing framework of regular 
meetings.  

3.3.2 In the event that 20 or more redundancies are proposed, the Organisation will enter 
into collective consultation with the recognised Trade Union in a timely way so as to 
dovetail with discussions taking place with affected staff.  At the outset management 
will provide the Trade Union with comprehensive information about the proposed 
redundancies which will include: 

 the number of proposed redundancies and their job types  

 the total number of employees affected 

 the reason for the redundancy dismissals 

 the proposed methods of selection 

 the procedure to be followed in dealing with the redundancies 

 the method of calculating redundancy payment 
 
3.3.3 Management will hold meetings with staff and the recognised union throughout the 

formal consultation period. 
 

4. Selection for redundancy 

 
4.1 In situations where an individual post changes, and is substantially different from the 

original job the post holder was employed to do, redundancy provisions will apply. 
This could, be where substantial changes have been made to a job description for 
example, or where the hours, location or other terms and conditions have changed. 
Typically, individual posts will be selected for redundancy during a wider 
restructuring process. 

 
 

4.2 Where a group of staff doing the same or similar jobs is affected and a smaller 
number of similar jobs will be available in future, staff wishing to be considered for 
retention in the remaining roles will be selected through a fair process.  Management 
will first offer affected staff the opportunity to apply for voluntary redundancy as a 
means of avoiding compulsory redundancies.  The Organisation is not obliged to 
agree an application for voluntary redundancy. All such requests will be agreed by 
the Senior Management Team prior to a formal offer of voluntary redundancy being 
made. 

 
4.3 Once opportunities for voluntary redundancy have been exhausted, if further 

reductions are required to reduce the pool of affected staff the Organisation will seek 
to retain the most able staff and those where there are no outstanding conduct or 
capability issues.  In that event, the criteria to select for redundancy will normally 
include the use of objective information on performance, conduct and capability (e.g. 



information from appraisals, formal disciplinary and capability sanctions).  This list of 
criteria is not exhaustive, and other available and appropriate objective data (e.g. 
individual KPIs) may be used in the selection at this stage.    

 
4.4 Where the application of conduct, performance and capability criteria does not 

sufficiently reduce the pool of staff, a further assessment of skills will be required to 
determine which of the remaining staff will be retained.  Abilities will be tested using 
a scored written, verbal or practical test and/or a scored interview. Where such 
assessments are used as part of a selection process these will be based on the person 
specification criteria for the job concerned and HR will be part of the selection panel. 
 

4.5 The selection criteria and/or actual method of assessment will be a matter for 
consultation with staff and representatives.   

 
4.6 Any staff member who is dissatisfied with their selection for redundancy is entitled to 

appeal. 
 
5. Notice Period 
 
5.1 Any staff member selected for redundancy will be issued a formal notice of 

redundancy specifying the length and end date of their notice period.  The length of 
the notice period will be as specified in the individual’s contract of employment.   
 

5.2 During the formal notice period, the employee will be entitled to request reasonable 
time off to prepare for and attend interviews.  All such requests will be granted 
provided managers are given reasonable notice by the employee.  Staff may also 
request time off to undertake other job search activities.  Management will consider 
all reasonable requests and may authorise according to operational need. 
 

 
6. Career Transition Support 
 
6.1 The Organisation will put in place career transition support mechanisms for staff in 

the form of redundancy counselling, training courses, help with job search and CV/ 
interview preparation using internal expertise and/or accessing external provision as 
resources allow. 
 

7. Redeployment 

 
7.1 For the purposes of enabling staff at risk to secure suitable alternative employment, 

the organisation will maximise redeployment opportunities as far as is possible.  Staff 
who are under notice of redundancy will be eligible to seek redeployment into 
another vacant post within the organisation.  Staff under notice will be advised of all 
available posts and the deadline by which to express an interest.  

 



7.2 Restrictions will be placed on vacant posts so that they are ring-fenced for staff under 
notice in the first instance, so they will not be required to compete with external 
candidates or internal staff who are not at risk of redundancy.  Where more than one 
redeployee expresses an interest in the same post, they will be required to compete 
with each other. 

 
7.3 Staff will be eligible for redeployment into posts within a specified grade range in 

relation to their current post. This will normally mean they may redeploy into roles of 
a similar grade, up to [x] grades higher, or [x] grades lower than their current role.  
Redeployment options will only extend beyond this grade range in exceptional 
circumstances, which management will discuss with representatives in advance.  

 
7.4 Redeployees will be required to demonstrate their suitability in relation to the 

criteria for the role, including the potential to achieve the required standard with 
support and training if required. This will be determined by a selection interview 
conducted by a panel which will include HR. 

 
7.5 Any employee who unreasonably declines an offer of suitable alternative 

employment will forfeit their right to a redundancy payment. 
 
 
8. Redeployment Trial Period 
 
8.1 An offer of redeployment is subject to a [minimum four week] trial period which 

begins immediately after the end of the notice period.  During the trial period both 
managers and employees should genuinely assess the suitability of the role. The line 
manager must set clear objectives, regularly review progress with the employee, and 
offer all reasonable support for a successful redeployment to take place.  If shortfalls 
in performance are identified, indicating that this may not be suitable alternative 
employment, advice from Human Resources must immediately be sought. 

 
8.2 If at the end of the trial period there are good reasons why the employee is not able 

to continue in the post (ie why it is not suitable alternative employment), then the 
right to a redundancy payment is maintained.   

 
 
9. Protected pay 
 
9.1 Where redeployment is into a post of a lower grade, the employee’s salary will be 

fully protected at it’s current level for a period of [x] years.  Thereafter, the salary will 
be payable at the level corresponding with the grade of the job, at the spine point 
nearest to the current pay level.  

 
9.2 If redeployment is to a job of a higher grade, the grade and salary applying to the 

new job will be applied. 
 

 



10. Redundancy pay 

 
10.1 Staff with at least two years’ continuous service who are selected for redundancy 

and not redeployed will be entitled to a redundancy payment.  This will be calculated 
according to the statutory entitlement which is as follows:  

 

 Half a week's pay for each completed year of service under the age of 22 

 One week's pay for each year of service completed between the ages of 22 and 40 

 One and a half weeks’ pay for each complete year of service after reaching the age of 
41. 

 
10.2 Irrespective of actual earnings, the amount of weekly pay for the purposes of 

calculating redundancy payments is subject to an upper limit which is varied by the 
government from time to time.  The current maximum weekly pay is £475 per week 
(April 2015). 

   
10.3 A maximum of 20 years’ service is taken into account when calculating redundancy 

payments. Payments of less than £30,000 are not subject to tax and National 
Insurance deductions. 

 
10.4 No redundancy payment will be made to an employee who has unreasonably refused 

a suitable offer of alternative employment. 
 

11 Redundancy appeals 

 
11.1 Staff will be advised in their notice of redundancy of their right to appeal their 

selection for redundancy and the timescale for doing so.  Appeals should be lodged in 
writing to HR, detailing the grounds for the appeal. 

 
11.2 The Organisation will arrange for appeals to be heard as soon as is practicable and 

will make every attempt to hear an appeal within the appellant’s notice period. 
 
11.3 All appeals against redundancy will be heard by a manager more senior than the one 

who made the original selection decision.  HR will be present at the hearing and the 
employee will be entitled to bring a trade union representative or colleague. 

 
11.4 There is no further appeal against the decision of the appeal hearing. 
 
 


