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introduction
Purpose and scope
Stroud District Council recognise a responsibility to safeguard the job security and prospects of their employees as far as possible. However, it is recognised that changes in the demand for services, levels of funding and/or the need for change because of technological or organisational developments may lead to a requirement for a reduction in the number of employees.

Whilst the Council would wish to avoid redundancies wherever possible, the following procedures are designed to be applied whenever the potential for redundancies arises.
The Council is committed to managing any redundancy situation in a fair, sympathetic and non-discriminatory manner.

This policy and procedure apply to all employees of the Council, except the Chief Executive who is employed on the terms and conditions for Local Authority Chief Executives, as these conditions contain specific arrangements for redundancy.

REDUNDANCY PROCEDURE:
Consultation
The Council will keep individual employees and trade union representatives informed, as fully as possible, about staffing requirements and any need for redundancies.  Formal consultation will commence at the earliest opportunity and will comply with the requirements of the S.188 Trade Union and Labour Relations (Consolidation) Act 1992.

The Council will consider any alternative proposals with a view to reaching agreement on ways of avoiding redundancy and reducing the number of employees to be made redundant.
In order to facilitate this process, the Council will provide the following information to representatives:

· The reasons why it is proposed to make redundancies
· The number and descriptions of employees who may be redundant
· The total number of employees of any such description employed by the Council
· The proposed method of selecting those who may be dismissed by reason of redundancy  in which employees will be selected for redundancy
· How the dismissals are to be carried out, including the period over which the dismissals are to take effect
· The method of calculating the amount of redundancy payments to be made to those who are dismissed.

The timescale for consultation will be clearly outlined at the commencement of the consultative process.  The timescale will allow individuals and representatives to consider proposals, seek views and make representations.  This timescale will depend on the particular circumstances of each case and these circumstances will be clearly stated in the consultation document.  Wherever practicable, individual consultation will take the form of a personal meeting between the employee and line manager, supported by a HR Operations Partner.  However, where this is not possible the information will be communicated in writing.

The employee shall have the right to be represented by a workplace colleague, or trade union representative, during any such consultation.  Consideration will be given to any matter raised by or on behalf of the employee during consultation. 
measures to avoid or minimise redundancy 
Before deciding upon compulsory redundancy, consideration will be given to alternatives to redundancy, which could include the following

· Natural staff turnover
· Restricting all recruitment in the areas of reduced need
· Reduction or termination of self- employed contractors or temporary employees or agency staff
· Redeployment as an alternative to redundancy
· Job share
· Reduction in hours
· Voluntary redundancy
· flexible retirement.

The above list is not exhaustive and any or all may be used, according to the circumstances, and not necessarily in the order shown.  As part of its consultation with individuals and representatives, the Council will consider any other proposals which are aimed at avoiding compulsory redundancy as are submitted.

Rights of employees ‘at risk’: 

Employees ‘at risk’ of redundancy have certain rights. The Council will make every effort to redeploy the individuals within the Council’s’ services. 

Employees are entitled to reasonable paid time off to look for alternative employment. This may include time off to attend interviews or attend relevant training courses. A reasonable amount of time is up to two days per week (pro rata for part-time employees). Such time off must be arranged in advance with the line manager.

A central register of employees ‘at risk’ of redundancy will be held by Human Resources and those employees ‘at risk’ will be informed by HR of all relevant vacancies arising within the Council. 

Efforts will be made to redeploy employees within the Council to retain skills, knowledge and experience and reasonable training will be provided if necessary. 

The Council will make every effort to facilitate employees search for new employment, either through in-house support or, on occasions, outplacement specialists. Support may include advice on writing application forms or preparing CVs, interview tips, coaching etc.
compulsory redundancy
After consultation and careful consideration of all other measures available, it may still be necessary to declare employees compulsorily redundant. Once a proposal for a restructure or reduction in headcount is approved and compulsory redundancies are unavoidable, the ring fence arrangements and process of selection for redundancy will be agreed with UNISON. The Council and UNISON have agreed an ‘Allocation & Selection Process’ that will be used throughout consultation and into at risk and selection for redundancy stages. 

Compulsory redundancies will be affected using selection criteria determined following consultation with employees and representatives.  The Council is committed to the use of fair and non-discriminatory selection criteria.  The list below is illustrative and gives examples of fair criteria:

· Skills, experience and aptitude of the employee
· The standard of work performance.
· Flexibility and ability to respond positively to changing work practices.
· The attendance (other than absences covered by the Equality Act 2010) or disciplinary record of employee (live warnings only)
· A selection interview 

The Council will always need to have regard to retaining specific knowledge, experience and skills to preserve a balance within the workforce and further criteria in addition to those outlined above may be required to select individuals for redundancy.

Individuals identified following application of the selection criteria will be consulted about their proposed redundancy. This will normally require at least two meetings between the manager and each employee affected, who may be accompanied by their representative.

Discussion will include:

· Consideration of any matter concerning the proposed redundancy raised by, or on behalf of, the employee
· Notification of the calculated entitlement to a redundancy payment 
· Possible options for redeployment.


Calculation of Redundancy Payments: 

Employees will be notified personally about their redundancy entitlements as soon as possible after they have been notified that they are ‘at risk’ of redundancy, including the compensation/severance payment in writing and details of any pension due where applicable. 

The qualifying service in respect of redundancy payments is two years continuous local government service (in accordance with the Redundancy Payments (Local Government) Modification Order. Reckonable service is limited to the last 20 years before redundancy. 

Statutory redundancy payments are made according to the following scale: 

a) one and a half week’s pay* for each year of employment during which the employee was aged 41 and over; 

(b) one week’s pay* for each year of employment during which the employee was aged 22 to 40 inclusive; 

(c) half a week’s pay* for each year of employment in which the employee was aged 21 and under. 

* A week’s pay is based on actual weekly pay 

If prior to the expiry of the employee’s notice of dismissal an individual receives an offer of employment with a related employer (in accordance with the Redundancy Payments Continuity of Employment in Local Government Modification Order 1999) to start immediately or within four of the end of the previous employment, a redundancy payment cannot be made by the Council.

Local Government Pension Scheme 

If you are age 55 or over, your main LGPS benefits are payable immediately without any early retirement reductions if the Council makes you redundant and you have met the two years vesting period in the Scheme.
Right of appeal
After the notice of dismissal has been issued, the employee has a right of appeal in respect of selection for redundancy and the ways in which the redundancy procedures have been operated.

The appeal should be made in writing to the Head of HR within five working days of receipt of the written notification.

The appeal should state the reasons for the appeal and the grounds on which the decision should be reviewed.

An appeal meeting will normally be arranged to take place within ten working days of the submission of your appeal (or a later alternative date if mutually acceptable) and you will be given a minimum of five working days’ notice of the appeal meeting date.

The outcome of the appeal will normally be confirmed in writing within 10 working days stating the decision made and the reasons.

Where an appeal against dismissal fails, the effective date of termination will be the original date on which the redundancy notice would have taken effect.

The decision of the manager hearing the appeal will be final. 

redeployment
Redeployment, if possible and where appropriate, will be utilised to avoid compulsory redundancy.  All suitable vacancies within the Council will be ring-fenced in order that they may be offered first to those individuals whose skills and experience are compatible with the job description of the vacant post and who otherwise would be made redundant.  

The employee will be placed on the redeployment register for the duration of their notice period.

Where there is more than one employee that matches the role or a group of employees to more than one role, a selection procedure panel will take place that involves a formal interview and other recruitment selection procedures.

HR will inform those individuals at risk of all relevant vacancies within the Council.  (Note:  Where an employee is on maternity leave and at risk of redundancy, the Council is obliged to offer suitable alternative employment as a priority over other staff).
A redeployed employee will be given reasonable appropriate training to enable them to perform the duties of the new job.
Redeployment will be subject to the agreement of the employees concerned and the relevant Head of Service who will carry out a formal selection process.  Should an employee refuse a post which is deemed to constitute a suitable alternative to redundancy the Council will consider withholding any redundancy payment to which they would otherwise be entitled.

Any employees that are redeployed into a new role will be given a 4-week trial period. This period may be extended by mutual agreement.

If the trial period is successful, the employee will be sent written confirmation of any changes to terms and conditions. If the trial period is deemed unsuccessful by the manager, contractual notice will be reduced by the length of the trial period. 

If an offer of redeployment is made by the Council and the employee decides during the trial period that they wish to reject the offer, they must advise HR in writing within the trial period. 

An employee who believes that a job offer is not suitable alternative employment may claim a redundancy payment. However, this will only be paid where the Council agree that the job is unsuitable. The decision will be made by a Head of Service and HR, taking account of any changes to terms and conditions and the level of seniority. 

HR will provide information, advice and help to employees at risk.  

salary on redeployment
It is expected that redeployment will normally be to a post near the existing salary level.  However, representations from employees for all suitable alternative posts will be considered.  Where an employee is redeployed to a post designated at a lower grade, salary protection will be in accordance within the Council’s prevailing policy.

severance payments
Compensation for loss of employment on redundancy will be in accordance with statutory entitlement laid down in The Employment Rights Act 1996. In order to qualify for redundancy payment, employees must have been employed for a minimum of two years. Reckonable service is limited to the last twenty years before redundancy.

If prior to the expiry of the employees notice of dismissal an individual receives the offer of a job with a related employer, to start immediately or within four weeks of the end of the previous employment, a redundancy payment cannot be made by the Council.

assistance in finishing other work
The Council will assist, where possible, at risk employees in finding alternative posts and in addition will grant reasonable paid time off to look for work or to arrange for training for new employment.  Reasonable time off with pay will also be given to attend interviews.  Such time off must be arranged in advance with the relevant line manager.

advice and counselling
Advice on CV writing, online applications and job interview skills will be provided by the HR team or their representative on request, this can include outplacement support. 

Individual counselling will also be available for those employees who wish to access this service through the Councils wellbeing provider or through Human Resources. This service is also available for employees not selected for redundancy but who may be in need of extra support during such a period of uncertainty.

miscellaneous
If an employee leaves on early retirement or redundancy other than at the end of the leave year, the Council will not deduct pay in respect of leave already taken in excess of their proportional entitlement.

volunteers for redundancy & retirement
Where appropriate, employees will be invited to indicate their willingness to consider voluntary redundancy or early retirement.  Such indications will not imply any commitment on the part of either the Council or the individual.
Volunteers for redundancy (including those eligible for early retirement) may be considered from those normally within the same employment category as the employee group at risk where acceptance of redundancy by volunteers would reduce the risk of a compulsory redundancy.  Consultations will take place with a view to reaching agreement in respect of the criteria to be used in the selection among the volunteers for redundancy.
The Council reserves the right to retain employees on the grounds of specialist knowledge, training and qualifications or to preserve organisational balance and, therefore, has the right to refuse or to accept any application made for voluntary redundancy or early retirement.
The Council will consider applications for early retirement from employees not themselves at risk if their leaving might then avert the need for redundancy.  If approved, an employee will be eligible to receive payment of pension benefits in accordance with the Local Government Pension Scheme, provided they meet the relevant criteria (See the “Flexible Retirement Policy” in Section 3.1 of the Employee Handbook).

In these circumstances, where an employee leaves the Council through early retirement, this will be by ‘mutual consent’ (i.e. there will be no ‘dismissal’ by the employer) and there will be no entitlement to a statutory redundancy payment.

When making any decision to allow an early retirement, the Council will take into account the financial implications associated with any such retirement.
An employee taking early retirement will be subject to the re-employed pensioner rule if they take employment in another related public service (e.g. local government) whereby pension will be abated, depending upon the amount of the new salary.
Any employees indicating a willingness to consider voluntary redundancy or early retirement will be able to discuss their position and details of compensation (accompanied by a colleague or representative if so wished) with the appropriate Head of Service and HR.  
Estimates of the potential benefits for the employee can be obtained in confidence and without prejudice from HR
Any offer of voluntary redundancy or early retirement will be formally confirmed in writing with all the appropriate terms and conditions set out for agreement by both parties.
If any request for voluntary redundancy or early retirement is rejected, the Council will clearly state in writing the reasons why.



Related Policies:
· Allocation & Selection Policy 
· Pay & Benefits Policy 
· Flexible Retirement Policy
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