Redundancy policy

This policy provides a guide to our approach when dealing with potential redundancies.  It is the intention of the organisation to provide secure employment and our objective is to avoid compulsory redundancies.  However occasionally business circumstances may arise which give rise to a redundancy situation, in which case this policy will apply.  

This policy does not form part of the employee’s contract of employment and the content may be subject to changes at the organisation’s discretion [and/or in consultation with the recognised trade union].

Principles

When a redundancy is deemed necessary the organisation will undertake, as far as practicable, to ensure the following:

· That the number of employees affected is kept to a minimum

· That consultation is carried out with all affected employees and/or their elected [trade 
union] representatives on the proposed reduction, its implementation and measures 
of mitigation

· That, if appropriate, selection will be on the basis of criteria which are, as far as 
practicable, objective and fairly applied

· That where available, employees are given the opportunity to apply for alternative 
vacancies in the organisation [and in its parent organisation [insert name]].

· That employees who are identified as redundant will be given assistance to help them 
find other work when their employment ends.

In carrying out redundancies the organisation will not discriminate directly or indirectly on the grounds of any protected characteristic as per the Equality Act 2010 nor treat less favourably those on part time or fixed term contracts in comparison to their full time or permanent counterparts.

Consultation
If the number of proposed redundancies at the location where the employees work exceeds 19 the organisation will carry out collective consultation with the [recognised trade union and/or elected representatives]. 

If the proposed redundancy will affect less than 20 employees consultation will be carried out with the departments/job groups affected and/or the recognised trade union.

[Optional where no existing representatives are in place
Arrangements will be made to hold elections for representatives to be appointed for the purpose of collective consultation.]

Consultation will cover the following subjects:

· avoiding the dismissals; 

· reducing the number of employees to be dismissed; and 

· mitigating the consequences of the dismissals;

Consultation will also take place with individual employees who are identified as being “at risk” of redundancy due to their position be identified for redundancy or their having been selected as a result of a selection process.

Announcement and Initial Information

At the start of the consultation process the organisation will issue an announcement giving employees information about the proposed redundancy.

If the proposed redundancies are more than 19 at the commencement of the consultation process, the organisation will provide the following information in compliance with section 188 (1), TULRCA:

· the reasons for the proposed dismissals;

· the number and descriptions of employees whom it is proposed to dismiss as redundant;

· the total number of employees of any such description employed by the employer at the establishment in question;

· the proposed method of selecting employees who may be dismissed; 

· the proposed method of carrying out the dismissals, with due regard to any agreed procedure, including the period over which the dismissals are to take effect; 

· the proposed method of calculating the amount of any redundancy payments to be made (over and above the statutory redundancy payment) to employees who may be dismissed; 

· the number of agency workers we currently have working temporarily for us, where they are working are and the type of work that they are carrying out; and

· the HR1 Form 

Where the number of proposed redundancies is less than 20 the organisation may still provide the information above, excluding the HR 1 form, to affected groups of employees and/or their representatives.

Voluntary Redundancy [and/or Early Retirement]

The organisation may invite written applications for voluntary redundancy [and/or early retirement] in order to reduce the number of compulsory redundancies required.  However the organisation reserves the right to refuse requests for voluntary redundancy [and/or early retirement] if this adversely affects business efficacy, for example, leading to skill shortages or high additional costs. 

Selection Procedures

The organisation uses a standard set of criteria, a copy of which is attached.  The organisation reserves the right to amend this, in consultation with representatives, should business needs change.

OR

The organisation will propose criteria depending on prevailing circumstances at the time of the proposed redundancy.  However the organisation will endeavour to ensure that criteria are objective and applied fairly.  [To ensure the marking of criteria is equitable, the marking of the criteria will normally be carried out by a line manager and another supervisory employee.  [HR personnel will mark those aspects of the criteria based on factual information from the employee’s personnel record]].

In the event of tie occurring where two employees have the same score the organisation will select the employee using [insert details].

Individual Consultation

Individual employees who are placed at risk following the application of selection criteria will be invited to a meeting to discuss their scores with the person(s) who marked the criteria.  At the meeting they will have the opportunity to challenge their scores if they believe there has been an error in the application of the criteria.

Employees who are placed at risk because they occupy unique positions and are therefore not in a pool with comparable employees, will be invited to a consultation meeting to discuss the reasons why their post is at risk and to allow them an opportunity to express any views and ask questions.  

A second consultation meeting will be held with each affected employee to feedback answers to any to outstanding issues they may have, discuss alternative work opportunities and provide figures relating to potential redundancy payments.

All employees applying for voluntary redundancy will be invited to a consultation meeting to discuss their application.  Successful volunteers will be notified in writing if their application is accepted.

Alternative Job Opportunities

In some cases, the organisation may identify “suitable alternative work” that an employee can be offered.  If the employee unreasonably refuses to accept such an offer they may forfeit their right to be paid a redundancy payment.  Offers of suitable alternative work will be put in writing to the employee and may be eligible for a four week trial period.  Employees who are on maternity leave or additional paternity leave will be offered suitable alternative work, where such vacancies exist, as a priority over other employees.

Where no suitable alternative opportunities exist the organisation will make available to all employees at risk of redundancy details of current vacancies available in the organisation [and in other associated group companies – details to be inserted].  Employees will be given basic information about each vacancy and how they should apply.  Whilst priority will be given where possible to employees who are “at risk” of redundancy, competitive selection processes will apply and not all applicants are guaranteed an interview.   The organisation reserves the right to select the best candidate for any given vacancy.  Where appropriate, training will be provided to assist a redeployed employee in a new role and all new roles are subject to a minimum trial period of 4 weeks.  This period may be extended by agreement where training is likely to take longer than 4 weeks.

Employees who are working their notice will be provided with alternative vacancy information up to their date of termination.

Time off

Any employee, who is under notice of redundancy, is entitled to a reasonable amount of time off work with pay to look for alternative work.  This can include attendance at interviews, time to arrange training or visit agencies.  The total amount of paid time off allowed during a notice period (regardless of the length of the notice period) is 2/5ths of a week’s pay [OR insert details if more generous scheme exists].  Unpaid time off work in excess of this may be granted at the organisation’s discretion.  Employees who wish to take time off must apply through their line manager who will not unreasonably withhold permission.

[OPTIONAL

Outplacement

Outplacement assistance will be provided [insert details].]

Termination and Notice

Employees who have completed the consultation process will be invited to a final meeting in which their redundancy will be confirmed.   This will be followed up with a letter setting out their entitlements to notice and redundancy pay and offering them the right of appeal.

 In certain circumstance the organisation may not require employees to work their notice and may instead make a payment in lieu.  

Employees who have more than 2 year’s service and have been served with notice of termination will normally be entitled to a statutory redundancy payment.

[OPTIONAL

In addition to the statutory amount of redundancy pay the organisation also pays the following enhancement [provide details plus any conditions]].

[OPTIONAL

A loyalty bonus of [insert details] is available for employees who continue to work normally during the period of their notice subject to [insert conditions]].

Appeals

Employees who wish to appeal against their selection for redundancy should submit an appeal in writing within 5 working days of receiving their termination letter.  In the letter they should set out their grounds for appeal.

Appeal hearings will normally be conducted within 7 working days of receiving the appeal letter and will be heard by a manager not previously involved in the selection or consultation process.

Right to be accompanied

Employees may be accompanied by a companion at [any OR final] consultation meeting or any appeal hearing under this policy.  The companion may be either a fellow worker or trade union official of the employee’s choice. 

The companion may put views forward at the meeting and sum up the employee’s points.  The companion may confer with the employee at the hearing but may not answer questions on their behalf. 

Where appropriate, eligible employees (e.g. those with disabilities and/or language difficulties) may be permitted, with the approval of the organisation, to have the attendance of a supporter or interpreter.  

