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2 Purpose
1 This procedure describes a fair and reasonable method for managing reorganisations, including job allocation, redundancy and redeployment.
1 It is part of and linked to Camden’s organisation change policy. Users are advised to familiarise themselves with the policy first before using this procedure and other supporting documents. 

3 The process involved
The following process will be applied with an appropriate level of flexibility and management discretion to accommodate the particular circumstances. Managers will use the process described below to guide their actions in organisational change while taking into account the principles set out in the policy statement. 
3.1 Planning and Proposals

3.1.1 A lead manager of the reorganisation will be identified. In consultation with relevant service head and HR, the lead manager will:

· Research the options for change and identify possible solutions for the Council. 

· Make proposals, work out the costs, plan the changes and prepare an outline timetable for the process including consultation.

· Confirm which group or individual is responsible for approving proposals for reorganisation

· Establish and allow for any statutory consultation and notification requirements in consultation with HR
· Establish the project team

3.1.2 Where there are significant changes to the service, managers are required to conduct an Equality Impact Assessment (EIA). The EIA must be completed at the early stages of the proposals and the action plan should be regularly monitored and revisited throughout the reorganisation. 

3.2 Consultation

3.2.1 Consultation should start as soon as practicable, and before any final decision is made. 
Collective consultation

3.2.2 The purpose of consultation is to seek the input of employees and unions to assist in facilitating change and to reach agreement where practicable. It enables employees and their representatives to comment on proposals, suggest improvements or alternatives to any proposals and to be given a reasoned response to opinions expressed
3.2.3 At the relevant points in the process, the manager will meet with affected staff and their unions to consult on:

· Number and description of all posts affected with proposed job profiles and indicative grades where appropriate;
· The method of allocating any new or revised posts to affected staff;
· Number of employees who may find themselves at risk of redundancy
· How dismissals by reason of redundancy will be avoided or reduced and, where this is not possible, how the consequences of such dismissals will be mitigated. 
· Expected timescales.
3.2.4 Subject to the statutory minimum consultation periods, as set out below, the manager needs to set an appropriate time for consultation:  
· Where between 20 and 99 employees are to be made redundant over a period of up to 90 days, consultation will begin at least 30 days before the first dismissal; and
· Where 100 or more employees are to be made redundant over a period of up to 90 days, consultation will begin at least 90 days before the first dismissal.
3.2.5 Managers are responsible for deciding the most appropriate methods of informing and consulting with affected employees, including staff absent from the workplace due to maternity, sickness or other leave, those with specific requirements due to disability, or those on secondment.
Individual consultation

3.2.6 In addition to the collective consultation process, management will offer to meet with each affected employee on an individual basis as early within the change process as practicable. 
3.2.7 The purpose of individual consultation is to:

· Ensure employees fully understand the implications for themselves arising from the organisational change and new structure
· Identify potential roles in the new structure to which the individuals might be matched, or that might be considered a suitable alternative, taking into account any development need; and
· Outline the selection and appeals procedure, where appropriate
3.3. Allocating jobs in the new structure
3.3.1 Different approaches can be adopted for allocating jobs in new structures, as outlined below. Managers must assess affected staff group(s) against these options prior to commencing selection to posts, and inform the individuals of their rights.
3.3.2 Voluntary redundancy 

In order to reduce the need for compulsory redundancy, management may decide to seek volunteers for voluntary redundancies or early retirement. However: 
· Camden reserves the right to decline requests at its absolute discretion.
· Any request for voluntary redundancy made by employees is without prejudice, and they may withdraw their request at any point up to the start of any selection process for their substantive post or suitable alternative position. 
3.3.3 Job matching: 
3.3.3.1 Assimilation

Where there is little or no change between the roles in the old and new structure (including same grade), and the number of roles remains the same; employees will be automatically placed into the new post without an assessment process or trial period.
3.3.3.2 Ring-fencing 
Where assimilation would have applied but there are fewer posts than people; there will be a selection process;
· Given that there will be fewer roles, the selection process applied will determine which employee should be appointed.  
· There is no entitlement to a trial period
· If an employee turns down an offer of a new post following ring-fencing, s/he will not be entitled to a redundancy payment 
3.3.3.3 Ring-fencing (alternative position)

Where roles in the new structure are not fundamentally the same as the roles in the old structure, but are sufficiently similar in nature to be considered a possible suitable alternative. 
· The Manager will identify possible suitable alternative posts based on the requirements of the employee’s current role, and the duties, responsibilities, skill and grade of the new job. Posts at the employee’s current grade and/or one grade lower will be considered. Posts up to one grade higher than the employee’s current grade may be considered, but only where the employee meets the requirements of the job profile.
· Where a suitable alternative post is identified, employees will be ring-fenced for this position.
· There will be a selection process to assess the suitability of the employee for the post, however there is no automatic right for any employee to be appointed to a role.
· As the post is not fundamentally the same, the Council will operate a trial period that will start on the first working day in the new or revised position and will last for four weeks. If during the trial period either the Council or the employee can show that the employment offered is not in fact suitable, either party can end the arrangement, and the employee will retain any entitlement s/he has to a redundancy payment. If the trial period is successful, employment in the new job will continue and the employee will have no further entitlement to a redundancy payment. The trial period can be extended if both parties agree.
· Employees who unreasonably refuse an offer of suitable alternative employment will lose any entitlement to redundancy pay. 
3.3.4 Restricted competitive selection  
Where there are posts created in the new structure which are not considered suitable alternative posts for any current post-holders:
· Employees from the affected group will given the opportunity to apply for such posts prior to them being advertised more widely in order to retain the employment of affected employees or as an additional way to avoid the number of redundancies within the reorganisation.
· The employee will be required to participate in a selection process to assess suitability for the post. There is no automatic right for any employee to be appointed to a role.
· As the post is not fundamentally the same, the Council will operate a 4-week trial period that will start on the first working day in the new position. 
3.3.5 Posts not filled under job matching, or restrictive competitive selection

Once consideration has been given to affected staff within the service, any remaining vacancies can be advertised (internally or externally). 
3.4  Assessment and selection

3.4.1 Management will use comparisons of posts in the old structure with posts in the new structure as a guide for assessing the options for allocating jobs and for the actual assessment.  
3.4.2 The manager will decide on the appropriate selection and assessment methods for allocating employees to the new structure. Methods may include any or all of the following; management assessment, interview, assessment centre etc. 
3.4.3 If the number of suitable alternative posts before and after the proposed reorganisation is equal and/or there is only one candidate there may be no need to carry out assessment meetings and a managerial assessment may be sufficient. 

3.4.4 The manager needs to ensure that the selection criteria are fairly and consistently applied, do not discriminate against any employees, makes any reasonable adjustments for disabled employees and are valid for making assessment of suitability for the new jobs. 
3.4.5 Selection criteria may include:
· Relevant skills, knowledge  experience and qualifications 
· Review of past performance
· Employee’s employment record (including attendance, time-keeping, conduct and current disciplinary record)
3.4.6 Managers must ensure that employees are not selected for redundancy on the basis of disability and that any criteria or selection methods used do not put disabled staff at a disadvantage. Reasonable adjustments must be made to accommodate individual needs, including adjustments to the selection process or roles in the new structure that would enable a disabled employee to carry them out. 

3.4.7 Where relevant, priority consideration for alternative employment will be given to those who are pregnant or on maternity leave in accordance with legal obligations. Managers should seek advice from HR. 
3.4.8 The employee is required to participate in any selection process. If an employee does not or is unable to participate or where the manager is not reasonably able to adjust the approach/and or time to accommodate individual circumstances, the manager will complete an assessment in the employee’s absence using any appropriate information available. This could either result in the employee being displaced or being allocated to a job.
Outcome of the selection process 
3.4.9 The manager will inform the affected employee about the outcome of the selection process, and where relevant, on the remaining options to mitigate against redundancy.  
3.4.10 The manager will decide on the appropriate way of informing affected employees, based on individual circumstances, the particular circumstance of the organisational change involved and previous consultation outcomes.  
3.5 Appointment or redundancy

   Appointment

3.5.1 Following the selection outcome decision, an appointment letter will be sent to each employee to whom a job has been allocated in the reorganised service. 

   Redundancy 

3.5.2. Following the selection outcome decision, the manager will arrange to inform the employee of his/her post being redundant. In normal circumstances the manager will arrange to meet with the employee. 
3.5.3. The employee may bring a companion to the meeting. This can be a trade union representative, a work colleague or a representative from a self-organised employee group. 
3.5.4. The employee will be given written contractual notice that his or her post is to become redundant, and details of any severance payments
3.6 Appeal
3.6.1 An employee has the right to appeal against a decision to appoint or to dismiss made under this procedure if they meet the accepted grounds for appeal.
3.6.2 The request for an appeal hearing must be made by completing and returning an appeal form (see appeal template) within 5 working days of receipt of the decision letter, giving the grounds for appealing as below. 
3.6.3 The form should be sent to Lead HR Organisational Change with a copy to the responsible line manager. 
3.6.4 The request should outline the grounds on which the decision should be reviewed, clearly stating how the appeal relates to one or more of the following, supported by evidence:
i. A belief that the organisational change policy and procedure has not been fairly and correctly followed and this has significantly affected the decision.  (A small procedural flaw which would not have significantly influenced the decision is not sufficient ground for upholding an appeal request)
ii. A belief that the manager has made a decision about a significant fact, which it was not reasonable for him or her to make
iii. A belief that the outcome of the decision was one which no reasonable person could have come to. This includes ‘unreasonable’ decisions made on job grading, appropriate alternatives, decisions to assimilate and/or ring fence etc. (The fact that the employee disagrees with the manager’s outcome is not a sufficient ground for upholding an appeal request)
iv. The fact that new evidence has come to light, which the employee could not have introduced at an earlier stage, and which could have a significant effect on the decision on appointment or dismissal taken. 
v. Employee believes the basis for the redundancy is unreasonable and insufficiently supported i.e. would include where the original job (or similar one) still exist. 
3.6.5 Appeals will not be allowed on any other grounds than mentioned above, and in particular the following grounds are excluded:

· The fact that the employee has been refused voluntary redundancy
· The fact that the employee disagrees with the policy and/or procedure
· A belief that another employee should have been selected/deselected instead of him/her 
· Or solely on the employee believing they were the best candidate for a job
3.6.6 For an appeal to be heard, the grounds for an appeal must be properly and fully substantiated. Any appeal submissions which are not properly substantiated within 5 days of the original decision will be considered invalid for appeal purposes, and the decision of the designated manager on this matter will be final.
3.6.7 The appeal process cannot be used to raise a grievance unrelated to the redundancy dismissal or appointment  (grievances related to the dismissal or appointment under this procedure will be considered as part of the appeal)

3.6.8 Where the appointment is linked to a trial period, the employee may postpone the appeal until the end of the trial period. Where the employee feels during or at the end of the trial period the job offered is not a suitable alternative, or the post is not confirmed, the employee can request an appeal within 5 days of the end of the trial period being ended or of being advised of non-confirmation of the post (whichever occurs first). 
3.6.9 Within 5 working days of receiving the letter for an appeal, HR will organise the appeal hearing and inform the employee of the details. The appeal hearing will be arranged as soon as reasonably practical and should be confirmed in writing to the employee (giving between 5 and 8 working days’ notice of the hearing) 
3.6.10 The appeal will be heard by a panel chaired by the Director of Organisation Development (or chosen representative) with up to two representatives from the organisation (chief officers or head of service). The panel requires a minimum of 2, and cannot consist of managers who have been directly involved in the reorganisation.
3.6.11 The employee can be represented by a trade union representative, a representative from a self-organised employee group or a work colleague. 
3.6.12 The outcome of the appeal hearing will be either to:
· Uphold the original decision
· Allow the appeal entirely
· Vary the conditions attached to the decision, or substitute a different decision in place of the original decision.

A successful appeal does not necessarily mean that an employee will be offered a permanent role in the new structure if it is already filled 
3.6.13 The employee will be informed of the decision normally within 3 working days of the hearing. The decision is final. 

3.7 Redeployment
3.7.1 Suitable alternative job in redeployment
3.7.1.1 An employee will be registered for a corporate redeployment search immediately after the selection outcome decision, or earlier where possible, for the duration of the employee’s relevant notice period.
3.7.1.2 The employee may be asked to provide information relevant to a redeployment search, and to participate in selection procedures where appropriate. 
3.7.1.3 The Council has a legal duty to consider whether a suitable alternative post can be offered to the employee. 
3.7.1.4 For a post to be considered ‘suitable’ it needs to be on:

· The same or substantially equivalent terms and conditions of those of the employee’s old post where capacity, status and location is also largely equivalent.
· Equivalent pay: employee’s current grade or one grade lower with the appropriate pay protection (see Appendix 2) 
3.7.1.5 Where relevant, priority consideration for alternative employment will be given to those who are pregnant or on maternity or adoption leave in accordance with legal obligations. Managers should seek advice from HR. 
3.7.1.6 If an employee unreasonably refuses an offer of a suitable redeployment opportunity, s/he will not be entitled to a redundancy payment. 
3.7.1.7 Unless the new job is fundamentally the same as the old job, the Council will operate a trial period. 
3.7.1.8 Where a trial period is offered, it will be for a minimum of four weeks from the date of starting work under the new or revised contract. If during the trial period either the Council or the employee can show that the employment offered is not in fact suitable, either party can end the arrangement, and the employee will retain any entitlement s/he has to a redundancy payment. If the trial period is successful, employment in the new job will continue and the employee will have no further entitlement to a redundancy payment. The trial period can be extended if both parties agree.
3.7.1.9 The employee may be offered redeployment in a temporary post, where it is desirable to retain the individual in employment for a period of time.  Temporary posts would not normally be considered a suitable alternative and employees who refuse an offer of a temporary post will not normally lose their entitlement to a redundancy payment.  Where accepted, arrangements for funding any subsequent or increased redundancy payment must be agreed in advance.
3.7.1.10 If during the redeployment search an employee believes s/he has unreasonably failed to be considered for or offered a suitable alternative opportunity, s/he can ask for a review.
3.7.1.11 The request for a review must be made at the earliest possible occasion, and before the employee leaves the organisation. The review will be considered by the Head of Resourcing and Policy who will review the circumstances, make recommendations where appropriate and will inform the employee of the outcome.
3.7.2 Other reasonable employment in redeployment

3.7.2.1 The Council will support employees made redundant who wish to apply for other available positions within the Council that may not be considered a suitable alternative, but where the redeployee may reasonably be able to carry out the duties.
3.7.2.2 Employees are encouraged to put themselves forward for other job opportunities within the council based on their skills and knowledge. 
3.7.2.3 The employee will be required to take part in a selection/assessment process, and may be considered alongside candidates who are not affected by redundancy.
3.7.2.4 Employees should be advised that besides relevant skills, experience and qualifications, their current employment record (including past performance, attendance, time-keeping, conduct and current disciplinary record) will be taken into account where appropriate. 
3.7.2.5 Employees who are offered and accept other reasonable employment on changed terms and conditions will be offered a trial period (for a minimum of four weeks from the date of starting work under the new or revised contract). 
3.7.2.6 Employees may be offered a post at a higher grade, but only if they meet the requirements of the job.
4 Activity during notice period

4.1 Employees will normally remain at work during their notice periods. 
4.2 The council may ask employees to carry out alternative duties during their notice period and this may be for a different part of the Council. Typically, this will be required where a post has been deleted but the employee’s notice period has not expired. The Council will consult with the employee and will take individual circumstances into consideration. 

4.3 In some circumstances, the council may agree for an employee to leave the organisation without a redeployment search or with pay in lieu of the notice period where it is in the interests of both parties

4.4 The council may require employees not to attend work during their notice period but to be on call should their services be required. This is known as garden leave.

4.5 If an employee requests to leave prior to the expiry of the notice period (even though there may be a possibility of redeployment), s/he will not be entitled to receive pay in lieu of the remaining period. Depending on the circumstances, the right to a redundancy payment could also be affected. 

4.6 During the notice period, the employee is entitled to reasonable time off to look for other employment, attend external interviews or training for future employment. The employee should follow normal processes for notifying their manager of planned time-off.

5 Redundancy payments and pension payments

5.1 If an employee accepts a new post within the Council either as part of the immediate restructure or through a redeployment search and satisfactorily completes any trial period where relevant, s/he will not be entitled to a redundancy payment. 

5.2 Where no other employment within Camden has been found or a request for voluntary redundancy has been accepted, the employee will be entitled to a redundancy payment, as set out in Appendix 1.
5.3 Employees are not entitled to receive a redundancy payment if they enter further local government employment within 4 weeks of leaving, unless the job offer is made after leaving.

5.4 Unless there are special circumstances, employees who leave by reason of redundancy will not be considered for further employment with Camden, or for the hiring of their services in another capacity within two years of leaving.
6 Accompaniment, representation and request for postponement 
6.1 The employee can be accompanied to individual consultation meetings only by a trade union official, or a representative from a self-organised employee group, or a work colleague. 
6.2 The employee can be represented at appeal hearing or (formal) selection and/or dismissal meetings only by a trade union official, or a representative from a self-organised employee group, or a work colleague. In cases relating to alleged discrimination, employees may bring a second representative, from an appropriate self-organised employee group. In these circumstances the employee must confirm which representative will present their case.
6.3 The employee’s representative will be allowed to address the hearing/meeting to put and sum up the employee’s case, respond on behalf of the employee to any views expressed at the hearing/meeting and confer with the employee during the hearing. The representative does not, however, have the right to answer questions on the employee’s behalf, address the hearing if the employee does not wish it or prevent management from explaining their case. 
6.4 Being accompanied is different from being represented. The companion will not be allowed to speak on the employee’s behalf, but may ask for clarification. At the end of the meeting, the companion may raise any other issues that are important to the individual situation. 
6.5 Where an employee is to be accompanied or represented, they should provide relevant details to the manager convening the meeting sufficiently in advance of the meeting. It is the employee’s responsibility to supply copy documentation for their representative or companion.
6.6 Where a formal meeting has been scheduled, both parties, including the representative or companion, should make every effort to attend.
6.7 The employee can request for the selection meeting and/or dismissal or appeal hearing to be postponed by up to five working days from the date on which the meeting was originally convened, for the sole reason of non-availability of a chosen representative or companion. One postponement of a formal meeting on these grounds may be allowed. In exceptional circumstances, other reasons for postponement may be considered. However, there is no entitlement and it cannot be guaranteed. If the employee fails to attend a reconvened meeting, it may be held in his or her absence. See FAQs. 
6.8 In exceptional circumstances, requests for postponement of individual consultation meetings for reasons of non-availability of the companion will be allowed where considered reasonable. The request can be for a postponement by up to five working days from the date on which the meeting was originally convened. In exceptional circumstances, other reasons for postponement may be considered. However, there is no entitlement and it cannot be guaranteed, and unnecessary delays should be avoided.  If the employee fails to attend a reconvened meeting, it may be held in his or her absence. See FAQs. 

7 Following reorganisation

7.1 The manager should set up an induction and/or transitional programme for the staff appointed into the new structure to address changes to the role, development and training required and provide support to staff.
7.2 The manager and employee should together assess further development and training needs for the employee in the new structure.
8 Review of Procedure 

8.1 This is Camden’s organisational change procedure as at 1 January 2010. This procedure will be reviewed on a regular basis in line with legislative changes, and Camden’s Equality policy. As a consequence we may need to change this policy in future, but if we do, we will do so in consultation with our recognised trade unions and will let staff know. If we need to do something different, we will always be fair and reasonable.
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Appendix 1.  Details on Redundancy and Compensation payments 

Redundancy Pay

· All employees who are made redundant will receive a basic redundancy package, this will be equal to the statutory redundancy calculations
, other than it will be based on actual weeks pay.
· In order to be entitled to a redundancy payment, the employee has to have at least two years of continuous service
 and has been made redundant. Length of service to be taken into account is up to 20 years, in keeping with the statutory redundancy calculations.
Compensation Payment (Discretionary)

· In addition, Camden may exercise discretion and award an additional compensation payment in cases of redundancy. This will be equal to the statutory redundancy calculations, based on actual weeks pay multiplied by 0.4. 

· The purpose of this discretionary payment is to recognise affected employees’ cooperation with the process of change, and their continued performance and contribution until the end of their service. 

· The Council may exercise its discretion to make compensation payments in redundancy situations but is not obliged to do so.  In deciding whether or not to make a discretionary payment the council will have regard to the circumstances of the redundancy and the employee’s overall performance and contribution during her/ his notice period; this includes but is not limited to:

· Full compliance with organisational policies and procedures;

· Fulfilling the requirements of the post  (or alternative post if current post no longer exists); 
· Completion of all work reasonably allocated by manager before last days of attendance in office;

· Full attendance, with all absences accounted for and approved by the manager;

· Leaving work in good order and ensuring a full and complete handover;

· Return of keys and any council property at a date specified by manager;
· Flexibility around notice period (always subject to payment for the contractual notice period being paid);
· Flexibility around work being undertaken during notice period, including support for introducing new working practices and arrangements.
The employee’s line manager is responsible for approving the compensation payment at the end of the notice period. If it is decided by management that an employee will not work all or part of his/her notice period, managers may award part or whole of the compensation payment.

Notwithstanding any action regarding the discretionary compensation payment, entitlement to redundancy pay will not be affected.
In exceptional circumstances, enhancements can be made to the amount paid to an individual who leaves the organisation on grounds of redundancy, subject to the total payment not exceeding the regulatory limit. The decision to make enhancements will be taken by the Director of Organisation Development. 
Efficiency of the Service

Release in the interest of the efficiency of the service takes place where the organisation or content of an employee’s work or the way in which it was carried out (i.e. the nature or scope) has altered radically and the employee, through no fault of their own, has been unable to adapt to the changing circumstances and is no longer able to carry out the job.

In these circumstances, we use powers under the Discretionary Compensation Regulations for Local Government to make a payment to individuals. This payment will be equal to the calculations provided above.

Where an employee is over the age of 50 (rising to 55 from 1 April 2010), they are also entitled to receive immediate benefit from the Pension Scheme.

When assessing whether an employee may be released in the interest of the efficiency of the service, the following factors must be included in the criteria:

· Evaluation of their performance during regular performance review meetings or during appraisals.

· Training courses attended and any other records showing how the employee has tried to obtain the skill(s) required

· Details of new systems required to operate or changed priorities (e.g. new computer systems or other different working practices)

Efficiency of service provisions should not be used to deal with cases of incapability or incompetence (refer to the Underperformance policy), nor should it be used for dealing with long term sickness cases (refer to the Sickness Absence policy). 
Continuous Service
Calculations on redundancy and compensation payments will be based on ‘continuous service’ which includes all unbroken service with bodies listed under the Redundancy Payments (Continuity Of Employment In Local Government) (Modification) Order. 

If there is a break in service of more than a week (running from Sunday to Saturday) between two contracts, continuity will be broken and previous service will not therefore be counted.

Additional information
Circumstances where employees may lose their right to a redundancy payment are set out in the policy and procedure documents.

For redundancy and discretionary compensation purposes, a week’s pay includes basic pay (in line with the relevant pay spine), and contractual payments on which pension contributions are payable, for example, bonus or productivity payments and shift allowances.
The Council’s approach to compensation payments is regulated by the Local Government (Early Termination of Employment) (Discretionary Compensation) (England and Wales) Regulations 2006. 

Taxation

Redundancy payments, compensation payments and enhanced lump sums are tax free if the total of these payments is less than £30,000.  Tax must be paid on any amount over this limit.

If a payment is received in lieu of notice, it will be taxable.
Appendix 2 – Pay Protection

All employees who are redeployed to a role in a lower grade as a suitable alternative position (i.e. one grade below their current grade) in a redundancy situation will receive pay protection for a period of 3 years with an additional 2 year marking time, regardless of years in service. 
The purpose of pay protection is to enable the employee to make a smooth transition to the new job and grade and to assist the Council in making changes effectively and efficiently. 

Salary protection means that increments and pay awards to basic pay will be protected, i.e. will continue to be awarded for the period of time stated. Bonus, overtime or other extra contractual pay not covered under the basic pay definition, are not protected.
Marking time involves freezing the level of basic pay until an employee has passed that level by increments or pay awards under the new grade. Bonus, overtime and other extra pay under a contract are not protected.

After the set period, the transitional payments cease and the employee will be paid at the maximum of the evaluated grade for the job. 

In the event of further changes to an employee’s terms and conditions of employment during the period when they are receiving transitional payments (e.g. as a result of a promotion, further organisational change) the transitional agreement will be reviewed and may be amended/stopped.

An employee may ask to be considered for a post of more than one grade difference. Whilst this would not be offered as a suitable alternative to redundancy, the request may be considered. However, in these circumstances, the salary will not be protected, and the employee will only be offered the salary, terms and conditions of the lower graded post.

Appendix 3 – Early release of pension
Under the Local Government Pension Scheme, where an employee leaves the organisation on grounds of redundancy or efficiency, s/he may also be entitled to early release of a pension and a pension lump sum. This is known as early retirement.

From 1 April 2010, all employees will need to be aged 55 or over to benefit from early release of their pension in these circumstances.

All employees must have a minimum of 3 months’ pensionable service to be entitled to early release and must also be a current member of Camden’s pension scheme.

Although pension scheme lump sums are tax free, a pension is treated as income and so will be subject to tax.
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� Statutory redundancy payment scheme as at October 2009 is based on the employee’s age and length of service (up to twenty years). This determines the number of weeks pay due, which is then subject to a limit on weekly pay (max £380 p/w). To calculate the numbers of weeks due,  the following calculation is used: 


- 0.5 week’s pay for each full year of service where age during year less than 22 


- 1.0 week’s pay for each full year of service where age during year is 22 or above, but less than 41


- 1.5 weeks’ pay for each full year of service where age during year is 41+


In order to be entitled to a redundancy payment, the employee has to have worked continuously for the employer for at least two years and has been made redundant.  Length of service taken into account up to 20 years. 





� Continuous Service includes all unbroken service with bodies listed under the Redundancy Payments (Continuity of Employment In Local Government) (Modification) Order. 
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