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	Redundancy Procedure



1 Scope

1.1
This procedure forms part of the Council’s overall Organisational Change Policy.  Readers are advised to familiarise themselves with the Organisational Change Policy before using this procedure and other supporting documents.
2

What Constitutes a Redundancy?
2.1 A redundancy dismissal occurs when an employee’s dismissal is wholly or mainly due to:-

· the closure, or expected closure, of a business;

· the closure, or expected closure, of a workplace;

· a decline, or expected decline, in the need for a particular kind of work to be undertaken at the place the individual was employed to do it

2.2
This definition includes the expiry of a fixed-term contract where a worker might have expected the contract to continue.  HR & OD should always be contacted for advice on dealing with workers on fixed-term contracts.

3
Reducing the Need for Redundancies
3.1
The Council will, where feasible and appropriate, endeavour to minimise redundancies by:-

· maximising workforce planning opportunities (e.g. natural wastage);

· suspending recruitment of permanent employees to vacancies likely to represent redeployment opportunities to ‘at risk’ employees;

· ceasing/reducing the use of agency/casual workers and overtime working

· retraining;

· where appropriate, seeking volunteers for early retirement or redundancy

4
Consultation


Note:  Approval to consult on proposed redundancies must be obtained from the relevant Corporate Director, Legal Services, HR & OD, the Director of Finance & Resources and the Chief Executive before consultation begins.

4.1
Collective Consultation

Collective consultation with the Council’s recognised trades unions must take place in situations where 20 or more redundancies are foreseen.

Managers need to set an appropriate timescale for consultation.  This will normally depend on the size and complexity of the proposed change.  However, consultation must begin in accordance with the following timetable:-

	Number of jobs under threat of redundancy:
	Notification required to Department for Business, Innovation & Skills:
	Collective consultation required:
	Consultation should begin:

	Less than 20
	No 
	No 
	As soon as is practical (ideally no later than 4 weeks before the first redundancy dismissal taking effect).  Managers must notify the corporate trade union representatives in writing of any proposed redundancy.  No consultation shall last less than two weeks.

	20+
	Yes, at least 30 days prior to first redundancy
	Yes
	At least 30 days prior to the first redundancy dismissal taking effect

	100+
	Yes, at least 90 days prior to first redundancy
	Yes
	At least 90 days prior to the first redundancy dismissal taking effect


Note 1:  The numbers of employees above is based on an estimate of the number of positions where dismissal may be the outcome.  Even if there is confidence that actual dismissals will be fewer, this does not alter the starting total.

Note 2:  The Assistant Director Human Resources & Organisational Development is responsible for notifying the Secretary of State of the Department for Business, Innovation & Skills of proposals which involve 20 or more potential redundancies.
4.2
Proper consultation requires that enough information is provided to enable the trade unions and the affected employees to understand the reasons for the proposals and the implications in terms of job losses.  Consultation will begin once the manager has provided the following information in writing:- 

· the reasons/rationale for the proposed redundancies;

· the numbers and descriptions of employees who may be dismissed as redundant;

· the proposed selection criteria and method of carrying out any redundancy dismissals;

· the time period over which the redundancies may be carried out;

· any proposed ways of avoiding redundancy, reducing the numbers affected, or mitigating the consequences of redundancy; and 

· the proposed method of calculating redundancy payments.

4.3
Individual Consultation

Once the information outlined in 4.2 above has been issued, managers will offer to meet with each affected employee on an individual basis.  


Each employee will have the right to be informed of the basis for their provisional selection and be invited to put forward any representations.   Employees have the right to be accompanied by a trade union representative or work colleague at any individual consultation meeting.  


Individual consultation will normally run concurrently with any collective consultation.

All ideas received from employees and the trade unions during the consultation period to prevent redundancy or minimise the number of redundancies will be actively considered.  Individual employees and the trade unions will be informed in writing of the outcome of the consultation process.  This will include a summary of the ideas received and the consideration that was given to them.
4.4 Consultation will normally run concurrently with the development of detailed plans (including the new organisational structure and any new job descriptions) and the selection for redundancy process:-
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Diagram 1(above) – The redundancy procedure

4.5
Before the selection process for redundancy begins, the proposal must be approved by the service Director, Legal Services, HR&OD, the Director of Finance & Resources and the Chief Executive.
5
Allocating Jobs in the New Structure/Selection for Redundancy
5.1
Where a specific and unique post is deleted, the individual post-holder will be regarded as selected for redundancy.

5.2 Direct assimilation will occur where:-

· there is no significant change between the ‘old’ and ‘new’ jobs; and

· there are the same number of employees with direct assimilation rights as jobs available

Employees can be directly assimilated into jobs at the same grade or one grade lower.   Where direct assimilation applies, employees will be automatically placed into the new post without an assessment process or trial period.

5.3 Competitive assimilation will occur where direct assimilation would have applied but where there are fewer posts than people.  

A selection process will be applied to determine who will be appointed.  Selection will be via an assessment of ability to do the ‘new’ job (i.e. the required skills and competencies).  This assessment will normally be achieved via a competitive interview and/or testing between employees with assimilation rights.

5.4
Ring-fencing 
Employees will be considered for a ‘new’ job where:-

· the employee has been displaced by the restructure; and
· where there are jobs available within the new structure that are sufficiently similar in nature to the ‘old’ job to be considered to be a suitable alternative
Managers will identify possible alternative posts based on the requirements of the employee’s current role and the duties, responsibilities, skill and grade of the new job.  Posts will be considered at the employee’s current grade, or one grade up or down.  
Where a suitable alternative post is identified, employees will be placed in a ring-fenced pool.  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 job.

5.5
Where posts are not filled through assimilation or ring fence selection, they will be offered as redeployment opportunities and then advertised (internally or externally).
5.6
Length of service or ‘last in, first out’ will not be adopted as criteria for redundancy selection. 

5.7
Employees who unreasonably refuse an offer of suitable alternative employment at competitive assimilation or ring-fencing stages will lose any entitlement to a redundancy payment. 
6
Voluntary Redundancy

6.1
Managers may decide to seek volunteers for voluntary redundancy – please see the Voluntary Redundancy Procedure at Appendix 1.

6.2
Voluntary redundancy will be considered on a case-by-case basis and offered where there are clear business benefits to be achieved.  The Council reserves the right to decline requests for voluntary redundancy at its absolute discretion.  The express approval of the Director of Finance & Resources must be obtained before any offer of voluntary redundancy is made.

6.3
There is no right of appeal for employees who are not accepted for voluntary redundancy.

7
Notifying employees of their selection for redundancy

7.1
Final selections for redundancy will be made using the agreed selection criteria.  Redundancy notices can be issued only when consultation has been completed (i.e. that consultation has resulted in agreement or has otherwise reached its conclusion).  A notice of dismissal may be issued provided that the dismissal does not take effect before the timescale outlined in 4.1.
7.2
Where the decision is to dismiss the employee due to redundancy, the manager will inform them of the decision and:-
· provide the employee with reasons for the dismissal;

· confirm the date their employment will end and any entitlements (such as redundancy payments) and appeal rights;

· explain to the employee that they are a redeployee and that a search will be conducted for suitable alternative employment using the Council’s Redeployment Procedure
Redundancy is a dismissal and it is important that the employee is provided with reasons and has the opportunity to input, at a meeting if requested.  This may have been adequately covered at the individual consultation meeting, in which case the final decision can be confirmed in writing.  If not, or if it’s particularly sensitive then another meeting may be appropriate.  Normal meeting rules will apply:-

· Managers should give the date for the formal meeting in advance, allowing for preparation time;

· Employees may request the postponement of a meeting by up to 5 working days if their chosen representative or colleague is not available;

· 
Only one postponement of a formal meeting is normally allowed

Employees are entitled to be accompanied to any formal meetings by a trade union representative or work colleague.

If the employee fails to attend a reconvened meeting, the decision will be communicated in writing.

8
Redundancy Payments

8.1
Employees with a minimum of two years’ continuous service with the London Borough of Hackney, or with bodies listed under the Redundancy Payments (Continuation of Employment in Local Government) (Modification) Order, at their dismissal date will qualify for a statutory redundancy payment.

8.2
The Council may exercise discretion and award an additional compensation payment in cases of redundancy.

The purpose of this discretionary payment is to recognise an affected employee’s co-operation with the process of change, and their continued performance and contribution until the end of their service.  The discretionary payment will be made to employees who:-

· comply fully with Council policies and procedures;

· fulfil the requirements of their post, and any alternative post where the current post no longer exists;

· complete work reasonably allocated by their manager before their last day of service;

· attend work and account for any absences;

· leave work in good order and ensure a full and complete handover;

· return keys and any Council property by a date specified by their manager;

· be flexible about work being undertaken during notice period, including support for introducing new working practices and arrangements

9
Redeployment 

9.1
The Council will look for suitable alternative employment for employees facing redundancy.  See the Council’s Redeployment Procedure for details.
10
Appeal

10.1
Employees have the right to appeal their redundancy dismissal on the following grounds only:-
· the organisational change policy and procedure was not followed properly and that this has significantly affected the decision; or
· the job is not redundant in law; or 
· they have been selected unfairly or that unfair criteria were used


Appeals may not be made on the following grounds:-

· the outcome of a competitive assimilation or ring-fenced interview;

· the fact that an employee has been refused voluntary redundancy;

· the outcome of a redeployment trial period; or

· personal disagreement with the policy or procedure


Appeals must be made in writing to the relevant Assistant Director and must be supported by evidence outlining the grounds for the appeal, within 10 working days of the date of written confirmation of notice of dismissal for redundancy.


Where an appeal does not meet the criteria above, it will not proceed.

10.2
The appeal and supporting evidence will be considered by a manager who is at least a third tier and at least of equal grade to the manager who made the original decision.

10.3
The manager considering the appeal will invite the employee to a meeting, unless the matter can be appropriately addressed in writing without the need for a meeting.  Where a meeting is held, the employee has the right to be accompanied by a union representative or a work colleague.  The manager will confirm the outcome of the appeal to the employee within 10 working days.  The decision is final.

10.4
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. 
Appendix 1
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	Voluntary Redundancy Procedure



1
Use of Voluntary Redundancy

1.1

The Council considers that redundancy is the last resort and that every effort will be made to redeploy displaced employees.

1.2
This procedure sets out how the Council may minimise the need for compulsory redundancies by seeking volunteers for redundancy in the first instance.
2
Voluntary Redundancy Linked to Restructures
2.1 In any restructure where redundancies are likely, managers may seek volunteers for redundancy as a first option from:-

· employees in any posts proposed for deletion as a result of a restructure;

· employees in posts where a reduction in FTE posts is proposed as a result of a restructure; or

· employees in posts not proposed for deletion or reduction, but which could be filled by employees in a compulsory redundancy situation to avoid them being made compulsorily redundant

2.2
Before issuing an invitation for voluntary redundancy, the manager will ensure that this is appropriate (i.e. that it is strategically and operationally viable).

2.3
Invitations for voluntary redundancies will normally be made at the time that the redundancy situation is generally announced.


2.4
Normally, opportunities to volunteer for redundancy will be available for a defined period of time (i.e. there will be a closing date for requests).

2.5
Normally, invitations for voluntary redundancy will only be made to employees within the affected department, function or team.  At the Council’s absolute discretion, employees that are not directly affected may be invited to apply for voluntary redundancy.

Where an application from an employee in an unaffected department, function or team is being considered, they will only be accepted if someone facing compulsory redundancy is willing and competent to take on the job that would be vacated.

2.6
HR&OD will, on request and without prejudice, provide provisional redundancy estimates to employees who are considering applying for voluntary redundancy.   A ‘ready reckoner’ is provided at Appendix 2 to assist employees in calculating their redundancy package.  Formal redundancy estimates will be provided by the Financial Services team once the employee’s application for voluntary redundancy is accepted.

2.7
Any application for voluntary redundancy made by an employee is without prejudice and may be withdrawn later and the employee considered for on-going employment opportunities.  Once the employee has accepted a formal offer of voluntary redundancy, they may not withdraw their application.

3
Authority to Act

3.1
The Corporate Director of Finance & Resources and relevant service Corporate Director must approve the issue of notices inviting employees to volunteer for redundancy before these are issued to employees.

3.2
Managers responsible for deciding on applications for voluntary redundancy must obtain approval from Financial Services, the Corporate Director of Finance & Resources, relevant Head of Directorate HR and relevant service Corporate Director before making any formal offer of voluntary redundancy to an individual employee.

4
The Decision-Making Process 

4.1
The decision to accept or decline an application for voluntary redundancy will be made at the absolute discretion of the Council and is final.  There is no right of appeal and no grievances against the decision will be considered or accepted.  All applications for voluntary redundancy are made on this understanding.


4.2
Decisions will be based on the impact on the service and could include:-

· the Council’s need to retain the types of knowledge and skills that are believed to be essential to meet future business aims;

· the need to retain a balance of employees with different skills;

· issues around skills shortages, retention problems;

· cost considerations (including capital costs of early pension payments)

4.3
Selection for redundancy will not be approved where the decision is based solely on poor performance, conduct or absence.  Voluntary redundancy is not an alternative to performance management or absence management.

4.4
Decisions will be based on business needs only.  Individual employees’ personal circumstances will not be considered as the basis for a decision whether to accept or decline an application for voluntary redundancy.

4.5
Where an employee’s application for voluntary redundancy is accepted, the manager will notify the employee in writing as soon as possible after the closing date for applications.  (NB: note requirements at 2.2)


The closing date for redundancy applications will take account of key dates in the restructuring process and will not be before collective consultation has ended*.  Similarly, dismissals will not take effect within statutory consultation periods*. (*Where statutory consultation periods apply)


The manager will, at a meeting if the employee wishes, agree the timing of the redundancy and confirm the employee’s entitlement to notice, final payments, benefits and severance payments.  Where a meeting takes place, employees will have the right to be accompanied. 

4.6

Following the meeting (if held), the manager will issue formal notice of redundancy in writing to the employee, along with written details of the financial package.

5

Voluntary Redundancy Linked to Workforce Reduction Programme

5.1
The Council may, as part of an overall workforce reduction programme, invite either all employees, or employees within a particular service, or employees carrying out specific types of work to apply for voluntary redundancy.  

5.2
Employees applying for voluntary redundancy in a workforce reduction programme would normally be invited to make a case for the deletion of their post (e.g. to identify how work might be organised or delivered differently).

5.3
Workforce reduction programmes will be managed by a Corporate Panel consisting of representatives of Finance & Resources and HR&OD.  Managers of individuals applying for voluntary redundancy would need to be supported by their Head of Service.  The Corporate Panel would decide to approve voluntary redundancy based on the criteria listed at 4.2 above.

6
Calculation of Payments for Voluntary Redundancy
6.1
The specific terms of the financial package will be announced when voluntary redundancy is offered either as part of an individual restructure or workforce reduction programme.  

7
Absent employees

7.1
Managers must include all affected employees where voluntary redundancy is offered.  This includes employees on sick leave, maternity leave, adoption leave or any form of absence.

8
Outplacement Support

8.1
Employees will be given access to the same outplacement support as employees on notice of compulsory redundancy.  This support may begin/continue after the employee has left employment with the Council.  Support will normally consist of:-

· counselling and emotional support on issues relating to redundancy;

· assistance with analysing skills and experience;

· coaching and/or training in CV writing skills and interview techniques;

· personal financial planning;

· career re-planning
9
Re-employment and related employment.

9.1
Employees who leave the Council under voluntary redundancy may not return to any job with Hackney Council, whether directly employed or via an agency, for a period of at least one year.

9.2
Employees who receive a job offer from another Modification Order body while under notice of redundancy and who begins work with that body within 4 weeks of the end of the old employment, will not be entitled to a redundancy payment.

10 
Insurance and benefits – including Mortgage Insurance, Income Protection Insurance and unemployment benefits
10.1
Employees who volunteer for redundancy must make their own enquiries about the impact this would have on any insurance they might have – including mortgage Insurance or Income Protection Insurance – and/or unemployment benefit.
Appendix 2
	Calculating an ESTIMATE of your Redundancy Pay and Discretionary Severance



1
Calculation Process

Please note: This process provides an indicative estimate only and must not be relied upon.  Accurate estimates will be provided by Treasury & Pensions once an application for voluntary redundancy is accepted.

(a) 
Calculating your redundancy entitlement:

Use the Statutory Redundancy pay table to calculate the number of weeks redundancy pay you are entitled to.  You will find this where your age (on the vertical line) intersects with your service in completed years (on the horizontal line).
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(b)
 Calculating weekly pay for redundancy pay:
Hackney pays redundancy pay at your actual weekly salary.  To calculate this, take your annual salary and divide it by 52.143.

	Annual salary
	/ 52.143 =
	Weekly Pay (b)


(c) Calculating your redundancy pay:
To calculate your redundancy pay, multiply your redundancy entitlement by your weekly pay. 

	Actual weekly pay (b) 
	x entitlement in weeks (a) =
	Redundancy Pay (c)


(d) Calculating Severance:
In addition, Hackney currently pays discretionary severance at the rate of your redundancy pay x 0.7.
	Redundancy Pay (c)
	X 0.7 = 
	Severance Pay (d)


CALCULATING REDUNDANCY & SEVERANCE

(a) Calculating your redundancy entitlement:

	Statutory weeks:
	Length of Service 

	Age
	


Weeks (a)


(b) Calculating weekly pay for redundancy pay:
	£
	/ 52.143 =
	£

	Annual salary
	/ 52.143 =
	Weekly Pay (b)


(c) Calculating your redundancy pay:
	£
	x ___weeks =
	£

	Actual weekly pay (b) 
	x entitlement in weeks (a) =
	Redundancy Pay (c)


(d) Calculating Severance:
	£
	X 0.7 = 
	£

	Redundancy pay (c)
	X 0.7 = 
	Severance Pay (d)


	Your redundancy pay (b) =
	£

	Your severance pay (c) = 
	£

	TOTAL
	£


FOR EXAMPLE:

An Employee who is 45 has 8 years service and is on SO2 (point 34)
(a) Calculating your redundancy entitlement:

	
	Length of Service (8 completed years)

	Age (45)
	10 Weeks (a)


(b) Calculating weekly pay for redundancy pay:
	£31,935
	/ 52.143 =
	£612.45

	Annual salary
	/ 52.143 =
	Weekly Pay (b)


(c) Calculating your redundancy pay:
	£612.45
	10 weeks =
	£6,124.50

	Actual weekly pay (b) 
	x entitlement in weeks (a) =
	Redundancy Pay (c)


(d) Calculating Severance:
	£6,124.50
	X 0.7 = 
	£4287.15

	Redundancy Pay (c)
	X 0.7 = 
	Severance Pay (d)


	Your redundancy pay (b) =
	£6,124.50

	Your severance pay (c) = 
	£4,287.15

	TOTAL
	£10,411.65


	Statutory redundancy pay table

	 
	Service (Years)

	Age
	2
	3
	4
	5
	6
	7
	8
	9
	10
	11
	12
	13
	14
	15
	16
	17
	18
	19
	20

	17*
	1
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 

	18
	1
	1½
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 

	19
	1
	1½
	2
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 

	20
	1
	1½
	2
	2½
	-
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 

	21
	1
	1½
	2
	2½
	3
	-
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 

	22
	1
	1½
	2
	2½
	3
	3½
	-
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 

	23
	1½
	2
	2½
	3
	3½
	4
	4½
	-
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 

	24
	2
	2½
	3
	3½
	4
	4½
	5
	5½
	-
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 

	25
	2
	3
	3½
	4
	4½
	5
	5½
	6
	6½
	-
	 
	 
	 
	 
	 
	 
	 
	 
	 

	26
	2
	3
	4
	4½
	5
	5½
	6
	6½
	7
	7½
	-
	 
	 
	 
	 
	 
	 
	 
	 

	27
	2
	3
	4
	5
	5½
	6
	6½
	7
	7½
	8
	8½
	-
	 
	 
	 
	 
	 
	 
	 

	28
	2
	3
	4
	5
	6
	6½
	7
	7½
	8
	8½
	9
	9½
	-
	 
	 
	 
	 
	 
	 

	29
	2
	3
	4
	5
	6
	7
	7½
	8
	8½
	9
	9½
	10
	10½
	-
	 
	 
	 
	 
	 

	30
	2
	3
	4
	5
	6
	7
	8
	8½
	9
	9½
	10
	10½
	11
	11½
	-
	 
	 
	 
	 

	31
	2
	3
	4
	5
	6
	7
	8
	9
	9½
	10
	10½
	11
	11½
	12
	12½
	-
	 
	 
	 

	32
	2
	3
	4
	5
	6
	7
	8
	9
	10
	10½
	11
	11½
	12
	12½
	13
	13½
	-
	 
	 

	33
	2
	3
	4
	5
	6
	7
	8
	9
	10
	11
	11½
	12
	12½
	13
	13½
	14
	14½
	-
	 

	34
	2
	3
	4
	5
	6
	7
	8
	9
	10
	11
	12
	12½
	13
	13½
	14
	14½
	15
	15½
	-

	35
	2
	3
	4
	5
	6
	7
	8
	9
	10
	11
	12
	13
	13½
	14
	14½
	15
	15½
	16
	16½

	36
	2
	3
	4
	5
	6
	7
	8
	9
	10
	11
	12
	13
	14
	14½
	15
	15½
	16
	16½
	17

	37
	2
	3
	4
	5
	6
	7
	8
	9
	10
	11
	12
	13
	14
	15
	15½
	16
	16½
	17
	17½

	38
	2
	3
	4
	5
	6
	7
	8
	9
	10
	11
	12
	13
	14
	15
	16
	16½
	17
	17½
	18

	39
	2
	3
	4
	5
	6
	7
	8
	9
	10
	11
	12
	13
	14
	15
	16
	17
	17½
	18
	18½

	40
	2
	3
	4
	5
	6
	7
	8
	9
	10
	11
	12
	13
	14
	15
	16
	17
	18
	18½
	19

	41
	2
	3
	4
	5
	6
	7
	8
	9
	10
	11
	12
	13
	14
	15
	16
	17
	18
	19
	19½

	42
	2½
	3½
	4½
	5½
	6½
	7½
	8½
	9½
	10½
	11½
	12½
	13½
	14½
	15½
	16½
	17½
	18½
	19½
	20½

	43
	3
	4
	5
	6
	7
	8
	9
	10
	11
	12
	13
	14
	15
	16
	17
	18
	19
	20
	21

	44
	3
	4½
	5½
	6½
	7½
	8½
	9½
	10½
	11½
	12½
	13½
	14½
	15½
	16½
	17½
	18½
	19½
	20½
	21½

	45
	3
	4½
	6
	7
	8
	9
	10
	11
	12
	13
	14
	15
	16
	17
	18
	19
	20
	21
	22

	46
	3
	4½
	6
	7½
	8½
	9½
	10½
	11½
	12½
	13½
	14½
	15½
	16½
	17½
	18½
	19½
	20½
	21½
	22½

	47
	3
	4½
	6
	7½
	9
	10
	11
	12
	13
	14
	15
	16
	17
	18
	19
	20
	21
	22
	23

	48
	3
	4½
	6
	7½
	9
	10½
	11½
	12½
	13½
	14½
	15½
	16½
	17½
	18½
	19½
	20½
	21½
	22½
	23½

	49
	3
	4½
	6
	7½
	9
	10½
	12
	13
	14
	15
	16
	17
	18
	19
	20
	21
	22
	23
	24

	50
	3
	4½
	6
	7½
	9
	10½
	12
	13½
	14½
	15½
	16½
	17½
	18½
	19½
	20½
	21½
	22½
	23½
	24½

	51
	3
	4½
	6
	7½
	9
	10½
	12
	13½
	15
	16
	17
	18
	19
	20
	21
	22
	23
	24
	25

	52
	3
	4½
	6
	7½
	9
	10½
	12
	13½
	15
	16½
	17½
	18½
	19½
	20½
	21½
	22½
	23½
	24½
	25½

	53
	3
	4½
	6
	7½
	9
	10½
	12
	13½
	15
	16½
	18
	19
	20
	21
	22
	23
	24
	25
	26

	54
	3
	4½
	6
	7½
	9
	10½
	12
	13½
	15
	16½
	18
	19½
	20½
	21½
	22½
	23½
	24½
	25½
	26½

	55
	3
	4½
	6
	7½
	9
	10½
	12
	13½
	15
	16½
	18
	19½
	21
	22
	23
	24
	25
	26
	27

	56
	3
	4½
	6
	7½
	9
	10½
	12
	13½
	15
	16½
	18
	19½
	21
	22½
	23½
	24½
	25½
	26½
	27½

	57
	3
	4½
	6
	7½
	9
	10½
	12
	13½
	15
	16½
	18
	19½
	21
	22½
	24
	25
	26
	27
	28

	58
	3
	4½
	6
	7½
	9
	10½
	12
	13½
	15
	16½
	18
	19½
	21
	22½
	24
	25½
	26½
	27½
	28½

	59
	3
	4½
	6
	7½
	9
	10½
	12
	13½
	15
	16½
	18
	19½
	21
	22½
	24
	25½
	27
	28
	29

	60
	3
	4½
	6
	7½
	9
	10½
	12
	13½
	15
	16½
	18
	19½
	21
	22½
	24
	25½
	27
	28½
	29½

	61+
	3
	4½
	6
	7½
	9
	10½
	12
	13½
	15
	16½
	18
	19½
	21
	22½
	24
	25½
	27
	28½
	30


Initiate consultation with trades unions and employees (when information specified at 4.2 is available)








Develop detailed proposals, proposed structure, job descriptions





Selection for redundancy


Competitive assimilation; and/or


Ring-fencing and selection pools





Issue notice of redundancy


























Consultation





Must start 30 days before first dismissal takes effect where 20 or more employees at risk





Must start 90 days before first dismissal takes effect where 100 or more employees at risk





Consultation should continue during the process where there is a meaningful dialogue





Redeployment search 





Appeal against dismissal





Dismissal takes effect
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