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1.
INTRODUCTION
1.1
This procedure provides managers with a structured framework that will enable them to manage the process of change affecting the organisation in a way, which

· Minimises disruption to services;

· Avoids the need to make redundancies, wherever possible;

· Reduces uncertainty and anxiety among the workforce;

· Ensures equality and fairness in the treatment of affected employees;

· Ensures the Council complies with minimum statutory requirements and recognised good practice;

· Achieves a workforce which supports the aims of Bromley Council and is fit for purpose.

1.2. The Council is committed to the principle of avoiding or minimising compulsory redundancies and ensuring that alternative ways of working and methods such as redeployment, voluntary redundancy, flexible working and flexible/early retirement are used if appropriate to manage the process effectively.

1.3.
This Procedure applies to all permanent and temporary employees except  school based employees who have their own procedures.  The policy does not cover casual employees.
1.4.
This procedure is intended to provide an effective method of responding to the need for organisational change, recognising that restructuring and reorganisation is a normal aspect of local authority business, responding to local and national priorities and initiatives, some of which are driven by statute.
1.5
Managers are responsible for ensuring that change is properly planned, organised and managed throughout the process. Managers are also expected to engage their staff in the formation, design and implementation of service and organisational changes. 

1.6. Consultation with recognised trade unions and departmental representatives should take place in accordance with the guidelines set out in paragraph 7. of this document.
1.7. Increasingly the Council will be restructuring and reorganising in conjunction with partner organisations, for example where joint working under Section 75 of the National Health Services Act 2006 has been approved to facilitate the provision of integrated services using pooled resources. In such circumstances there will be no legal obligation on the Council to redeploy employees of partner organisations however consideration may given to adapt the procedure in order to achieve a common approach with the partner organisation.  Where this occurs, any variation to the process should be kept to a minimum and be the subject of full consultation with Council employees, trade unions and departmental representatives.

2.
LEGAL CONTEXT


2.1. The framework for managing organisational change takes account of current employment legislation and will be regularly reviewed to ensure that the framework continues to reflect both legislative requirements and best practice.
3.
EQUALITIES IMPACT ASSESSMENT
3.1.
The Council takes seriously its commitment to equality in employment and service delivery, and will therefore proactively assess the equality impact of this procedure on its diverse workforce.
4.
SCOPE AND DEFINITION 

4.1. “Reorganisation”   For the purpose of this procedure a reorganisation is defined as a restructuring of the workforce which results in changes, considered as significant by the Chief Officer, to the duties of the employees concerned and/or to a reduction in a number of posts. 

4.2.
Exclusions     There are situations where this procedure would not apply and 
examples of 
these are shown below.  This list is not exclusive or exhaustive 
however and there may be other instances where this procedure would not 
apply depending on the circumstances:

· The creation of new posts within a work area where no other changes are planned, or are expected to be caused by the creation of the new posts;

· Proposed variations to an employee’s job description which managers do not consider significant. 

· Changes are proposed to line management resulting in changes to reporting lines only (subject to HR advice).

4.3.
“Employees at risk” are those who will be displaced because their existing posts have been significantly altered, deleted or proposed for deletion as a consequence of a review.  This includes employees who hold a post in a group of similar posts the total number of which is to be reduced.

4.4.
“Vacant Posts” are new posts arising out of the reorganisation, and relevant vacancies occurring in existing posts on the Council’s agreed establishment.


(Note:  Employees at risk may be nominated to school Governing Bodies for consideration for vacant school‑based posts.  However, these appointments are the Governors’ responsibility and are not automatically included within the Council’s general ring‑fencing process.)

4.5.
“Chief Officer, Director of Resources, Director of Legal, Democratic and Customer Services, Assistant Chief Executive (HR), and Head of Service” includes their representatives as appropriate.”

5.
PREPARATION AND PLANNING

5.1
At the outset the manager should prepare a plan for the proposed reorganisation.  This will take account of the following:

· The timescales involved. (See 5.2. below which sets out the factors that need to be taken into account).

· The reasons for the required change, e.g. external factors, legislation, financial,  improvement, efficiency and effectiveness considerations and expected outcomes;

· The reasonable options available and the benefits of each, stating the preferred solution and business case;
· What the proposed reorganisation will look like – how many jobs will be required in the new structure and at what level?  (prepare a proposed organisation chart if this will help);
· Whether the service can be delivered through the existing job descriptions or with very little change to the job descriptions;
· Whether a more fundamental review is proposed – If so are new posts required, with new job descriptions?;
· Whether there are likely to be any redundancies caused by the proposals;
· The costs of the reorganisation (the potential loss of skills and experience as well as financial);
5.2. The manager will need to:
· Identify the work area(s) and postholder(s) affected by the proposed reorganisation;

· Prepare a consultation document which will take into account the need  to provide information to employees, trade unions and departmental representatives with an outline of the proposals and business case; 

· Consider whether there is a need to carry out an equality impact and a risk assessment of the impact of the proposals;

· Decide who will manage the reorganisation and ensure they are familiar with the procedure;

· Prepare a draft timetable for implementation.  This should take account of: 
· the minimum statutory consultation period of 30 days with employees, trade unions and departmental representatives; 

· time to hold group and individual meetings with employees; 

· the time required for finalising job descriptions and person specifications and having jobs evaluated; 

· time for the interview and selection process; 

· time to obtain details of redundancy and early retirement figures 

      both in terms of employer’s costs and payments to employees; 

· time to allow for statutory or contractual notice if it becomes necessary to dismiss anyone through redundancy or early retirement;

· time where appropriate to take a report to the Portfolio Holder and/or the Executive, where necessary to consider the service/financial implications(see 5.3. below).  In such cases the time allocated needs to take into account  the committee call-in period, which is normally 5 working days after the publication of the minutes of the meeting.

· Have drafted proposed job descriptions and person specifications for any new posts or for any existing posts which are to be changed significantly;

· Arrange for HR Consultancy to evaluate any proposed changes to job descriptions;

· Consider what steps can be taken to avoid the need for compulsory redundancies, e.g. redeployment, voluntary redundancy, flexible or early retirement, training, flexible working or natural wastage.

· Consider whether existing employees could be offered ring-fenced interviews for any proposed new posts (see paragraph 11 on ring-fenced interviews); 

· Arrange to hold meetings with employees as a group and as individuals.  Where employees work part-time,  irregular hours or shift patterns, meetings will need to be arranged to take account of this.  

5.3. Approval for any reorganisations will need to be sought from the following levels of authority as regards the service and financial implications:
	Type of Reorganisation
	Level of Authority Required

	No Redundancies or Early Retirement
	Chief Officer 

	Redundancies and or Early Retirement where there is funding available to meet the associated costs
	*Chief Executive in consultation with the Leader, and relevant Director(s) and Portfolio Holder(s)



*All recommendations going to the Chief Executive should identify the service implications and the costs of the change (including the costs of any redundancy and/or early retirement) and should include a summary of the issues raised during consultation and the Chief Officer’s response; any such reports should be the subject of consultation with the Assistant Chief Executive (HR) or their representative.
6.
CONSIDERING WHETHER THERE IS A REDUNDANCY

6.1
It will be necessary to assess if the proposals could result in redundancies.  A redundancy will arise if an employee is dismissed wholly or mainly due to the fact that:

· the employer has ceased or intends to cease to carry on the business for the purposes for which the employee was employed or to carry on the business in the place where the employee was so employed; or

· the requirements of the business for employees 

· to carry on work of a particular kind or

· to carry on work of a particular kind in a place where they were so employed, have ceased or diminished or are expected to cease or diminish.
This is a legal definition and managers should consult with HR Consultancy on this matter.
7.
CONSULTATION
Consultation with Employees

7.1
Any proposals for change affecting the organisation usually produces a degree of uncertainty for employees about how the changes will affect their 
future role or job security.  To reduce the level of anxiety and disruption that this could cause, consultation should begin as early as possible and in any event before dismissal notices are sent out.  This should be a minimum of 30 days before the decision is made to allow the consultation process in 7.2. to be undertaken.

7.2.
When consulting employees the manager should be prepared to:

· Be open with employees about any proposals involving redundancies as this will help to alleviate any fears and reduce rumour; 

· To listen and take account of what employees have to say, wherever possible;
· Explain why the reorganisation is being proposed;
· Prepare proposed structure charts, where this will help to explain the proposals; 

· Consult employees on any changes affecting their job description;
· Consult employees over the wording of proposed job descriptions and        person specifications;
· Consult employees on assimilation and ring fenced arrangements and put this in writing;
· Hold meetings with groups of employees and individual meetings with employees who are particularly affected or who request a meeting;
· Involve trade union and departmental representatives in meetings where employees request this;
· Send written communication to employees, trade unions and the Staff 

Side Secretary about the proposals;
· Give general information about redundancy and early retirement options.
7.3.
Managers should not issue details of proposals in which it is obvious that the post(s) of specific individual employees may be deleted, without first speaking to the employee(s).

7.4.
Employees who are temporarily away from work on extended leave should also be told of the reorganisation (i.e. those on maternity leave, secondment, filling temporary posts elsewhere or those on long term sick leave).  Keep them up-to-date with any changes as they occur and allow them the opportunity to participate in the consultation process.  Managers should ensure that employees who are currently seconded to the section under review are kept informed of how the proposed changes will affect them.
7.5.
Failure to carry out “meaningful consultation” with affected staff and their representatives could undermine the Council’s legal position.
Consultation with Trade Unions & Departmental Representatives
7.6.
This procedure sets out the requirement to consult about proposals for changes within a workforce with employees, trade unions and departmental representatives for a minimum period of 30 days before the decision is made.  In addition there is a statutory requirement to consult with trade unions where the decision made results in the dismissal of employees and this is set out in paragraph 7.7.  below.  This needs to be borne in mind when planning the timescale for implementation, which needs to reflect both statutory requirements and this procedure.
7.7.
Where it is proposed to dismiss as redundant 20 or more employees within a period of 90 days or less, there are specific statutory time limits for starting consultation with trade unions that must be followed.  These time limits relate to each affected service.  Care should be taken to ensure that managers monitor the numbers which might be affected at any one time, so that consultation can begin at the appropriate time.  Consultation should begin at the earliest opportunity but in any event no later than:


No of employees affected
Commencement of consultation

20* – 99 employees


30 days before the first dismissal occurs


100 or more employees


90 days before the first dismissal





occurs

*   See 7.9 below
7.8.
Consultation must be initiated in writing to each of the recognised trade unions for the group of employees affected, whether or not those vulnerable to redundancy are trade union members.  At the same time the Departmental Representatives for the affected department should also be consulted. Where there are no departmental representatives for a particular department, consultation should be with the Staff Side Secretary.
7.9.
There are no statutory requirements for consultation with trade unions on reorganisations leading to the dismissal for redundancy of 1-19 employees.   For the purposes of this procedure however employees, trade unions and departmental representatives should always be consulted on any proposals at an early stage, and with a minimum of 30 days before the decision is made.   Consultation should relate not only to those employees who are at risk but should also involve employees who may be affected by the measures taken in connection with the proposals.

7.10
In all cases the following information should be provided:
· The reasons for the organisational change;
· The number of employees who may be dismissed and the type of work they carry out, together with the total number of employees who are carrying out that type of work;
· The way the manager plans to select the employees who may be dismissed ;
· The way the manager plans to dismiss the employees selected and the time period involved;
· Any proposals for mitigating the consequences of the dismissal in other ways, e.g. asking for volunteers;
· The proposed method of calculating the amount of any redundancy payments;
7.11    For the purposes of consultation, managers should also provide copies of the documentation relating to the reorganisation set out in paragraphs 5.1 and 5.2. above.
7.12.
   It is emphasised that trade unions and departmental representatives should be approached for the purpose of consultation when managers are making a proposal to delete posts not when a final decision has been made.  Where necessary, arrange to meet the trade union and department representatives to discuss the proposals.

7.13.
   To ensure that consultation is meaningful managers should seriously consider any proposals the trade unions and departmental representatives make on ways of avoiding or reducing the number of employees that may be dismissed and mitigating the consequences of those dismissals.  The manager should reply in writing to any suggestions put forward by them and also advise them of any management proposals for mitigating the consequences of the dismissals.
Employees on Temporary Contracts

7.14.
  Temporary employees are protected by employment legislation from being treated less favourably than employees on permanent contracts where there is no justification for such treatment.  Managers will therefore need to be mindful of this when putting together proposals for a reorganisation and should not automatically select temporary employees just because of their employment status. 
8.
   NOTIFICATION TO THE DEPARTMENT FOR BUSINESS, INNOVATION AND SKILLS (BIS) (formerly known as the DBERR)
8..1
   Where it is proposed to dismiss as redundant 20 or more employees within a period of 90 days or less, BIS must be notified, using Form HR1.  This form will be completed by HR Consultancy in consultation with the relevant manager.  These time limits relate to each establishment and are the same as for commencing consultation with the trade unions.


   The notice must be at least: 

· 30 days in advance of the first of these dismissals, if 20 – 99 employees are proposed to be dismissed as redundant

· 90 days in advance of the first of the dismissals if 100 or more employees are proposed to be dismissed as redundant.

8.2.
   HR Consultancy will also send a copy of the HR1 form to the designated representative of each the recognised trade unions for the group of employees affected, whether or not those vulnerable to redundancy are trade union members.  


A copy will also be sent to the departmental representatives for the affected Council department(s).
9.        IMPLEMENTING THE REORGANISATION
9.1    
The objective is to secure suitable alternative employment for employees at risk  who are displaced by a reorganisation, either within the revised structure of their own service, or elsewhere within the Council where this is not possible.
9.2    
At the end of the consultation period the proposals, job descriptions and person specifications should be finalised by the manager. Job descriptions should be evaluated and grades determined by HR Consultancy, using the agreed job evaluation scheme, appropriate to the group of employees affected. 
9.3. These documents should be sent to all employees concerned and copied to the appropriate trade union and departmental representatives. At the same time managers should ask employees at risk to indicate an expression of interest for appropriate posts within the new structure. A reasonable time should be given for the receipt of applications. 
9.4. Whilst managers, in conjunction with HR Consultancy, should actively assist employees in identifying suitable alternative employment (see paragraph 11 below) there is also a duty on employees to co-operate with the process and to actively seek suitable alternative employment themselves. Should an employee fail to apply for any post within the new structure the manager, in conjunction with HR Consultancy, may identify suitable matches/suitable alternative employment.
9.5.
Once expressions of interest, which should be in writing, have been received, the following steps will then apply:

10.    
REDUCTION IN THE NUMBER OF POSTS WITH THE SAME GRADE 
         
AND DUTIES WITHIN A GROUP OF EMPLOYEES
10.1  
Where a reorganisation proposes a reduction in the number of like posts 



within the structure, the provisions of this paragraph will apply.  Where the 


posts affected are not like jobs the provisions of paragraph 11 below will 



apply.  
10.2.
Where a group of like posts are being reduced the remaining like posts within 


the service will be ring-fenced to the existing postholders.  In order to



mitigate the consequences of redundancy managers may seek volunteers for 


redundancy or early retirement. There is, however, no automatic right to 



redundancy or early retirement in these circumstances (see paragraph 14.2. 


below). 
10.3    The selection method chosen should be clear, objective and defined.   Managers should ensure that the selection does not adversely discriminate against employees on grounds of trade union membership or any of the “protected characteristics” including race, sex, disability, age, sexual orientation, religion or belief pursuant to the Equality Act 2010.
10.4
The selection method should be determined by the manager following consultation at the beginning of the reorganisation process. Where possible more than one person should be involved in the selection process to ensure fairness and consistency of approach.  

10.5
Where the process is used to assimilate employees into a reduced number of like posts following a reorganisation, selection will be for redundancy/ redeployment.  In the first instance the criteria for assimilation to the remaining positions will be based on the ability to undertake the duties and responsibilities of the post; absence and performance/conduct records may  be taken into consideration, but with due regard to any reasonable adjustments that may be necessary for employees covered by the Equality Act 2010. 
10.6.
Employees should be given reasonable notice of any interview arrangements and details of the selection criteria. If an employee fails to attend an interview, without a justifiable reason, the manager may decide to assess them based on the information available at that time. 

10.7.  
Employees should be notified of the decision of the selection panel as soon as possible and confirm this in writing.  Offer to give feedback to unsuccessful employees and advise them of the consequences,  e.g. whether there are any other ring-fenced processes for them to participate in or whether the decision means that they will now be made redundant.

11. 
REDEPLOYMENT
11.1.
If the reorganisation involves pregnant or disabled employees please seek advice from HR Consultancy first.

Redeployment to Posts at the Same or Lower Grade

11.2    The Manager will assess whether any employees at risk can be assimilated into posts in the new structure, where the grade is the same and there is no competition for the vacant post. 

11.3.   If the Manager considers that there are significant differences between an employee’s current post and the duties, responsibilities and person specification requirements of the vacant post employees will be required to go through a selection process to assess whether they have the appropriate skills and abilities for the post.  This process will include a review of the person’s skills, abilities and previous performance.  As part of the assessment there may be an interview if the Manager and Human Resources representative consider it necessary.

11.4.  Where, as a result of this process, it is considered that employees meet the requirements of the vacant post they will be redeployed without a dismissal situation arising. 

11.5.
Where the employee does not meet the essential requirements of the vacant post then consideration will also be given as to whether training would enable the employee to undertake the duties of the post. The type and duration of the training shall be such as is reasonable having regard to the requirements of the service, and the employee must have the capability to benefit from the training. 
11.6.  Where it is decided to offer the employee the vacant post in these circumstances, dismissal and re-engagement will apply together with an extended statutory trial period where the specified training period is to extend beyond four weeks. The limit of this extension will be stated in a written agreement at the start of the trial period.

Internal Competition for Posts at the Same or a Lower Grade

11.7.
Where more than one employee at risk expresses an interest in a vacant post at the same or a lower grade, applicants who meet the essential requirements of the post will be interviewed and a competitive selection process will apply.  Employees who are successful in their application will be redeployed into the new post if there is no change of grade.  In the event that no internal candidate meets the full requirements of the post in these circumstances, then consideration will be given to the potential for training (see 11.5. above), before advertising the vacancy further.

11.8.
Once they have been considered for redeployment at the same or a lower grade within the ring‑fence, employees who remain at risk of redundancy will advised in writing that it is proposed to terminate their employment on grounds of redundancy and offered a meeting with the Assistant Chief Executive (HR) to discuss their situation.  Where it is decided, following this meeting, to issue employees with notice that their employment will terminate on grounds of redundancy they will have the right of appeal against dismissal to the Chief Executive.  The Council will continue to seek suitable alternative employment for employees throughout their notice period.

11.9.
In exceptional circumstances individuals will also be considered for vacant posts at a higher grade as an alternative to redundancy; please seek advice from HR first
Internal Competition for posts at a higher grade

11.10 
Vacant posts will initially be considered as redeployment opportunities for employees at risk who are currently employed in the same or a higher grade.  Where the vacant post would result in an appointment to a post at a higher grade, employees at risk will normally be considered along with internal candidates across the Council who will be invited to apply. Where potentially redundant staff are at the point of dismissal however and no suitable vacancies have arisen at the same or lower grade, a higher graded post may be ring fenced to them prior to the vacancy being advertised internally across the Council.
11.11.
One further exception would be in the case of vacant career or linked grade posts where the maximum of the grade is no more than one grade higher than the current grade of employees at risk, and the duties and responsibilities of the vacant post are the same or similar to those currently being undertaken.  In these circumstances, where the vacant posts do not represent suitable alternative employment for anyone else at risk on the same grade as the post maximum, employees at risk within the ring-fence may first be considered for redeployment prior to the vacant post being advertised internally across the Council.

11.12
In circumstances where someone at risk is redeployed to a linked grade post with a higher grade maximum through the process set out in the preceding paragraph, then the salary point on redeployment will be the same as the employee’s substantive salary in their previous post.  Further incremental progression beyond the “bar” will be conditional on the employee being able to demonstrate to the Chief Officer’s satisfaction that they meet the specified criteria for the higher grade.

Clearing House Procedure

11.13.  Employees who are under notice of dismissal because of redundancy will be offered support to find alternative employment through the Council’s redeployment process up to their last working day of employment with the Council.
Statutory Right to a Trial Period

11.14.
Where an employee who is under notice of dismissal because of redundancy is offered redeployment to an alternative job where the new contract differs from the original contract, they have a statutory right to a trial period of 4 weeks in that job.  The trial period is used to give the employee and the Council an opportunity to assess whether the new job is suitable, without the employee losing the right to a redundancy payment.

11.15
The trial period may be extended by agreement at the outset to take account of any agreed training. The agreement must :

(a)  
be in writing and be made before the employee starts work under the new contract;

(b) 
specify the date on which the period of retraining will end;
            (c) 
specify the terms and conditions of employment that will apply to the employee at the end of the trial period.
11.16
If trial period is terminated due to the employee being incapable of doing the new job, the employee will still have the right to a redundancy payment based on the original contract. If the employees leaves or gives notice of resignation during the trial period the employee will only receive the redundancy payment  if the job was deemed unsuitable and/or they did not act unreasonably in leaving it. 

11.17
If at the end of the trial period both the employee and manager consider that the redeployment is suitable alternative employment the employee will be confirmed into the new role.

12.
SALARY PROTECTION

12.1
The Council’s normal provisions with regard to salary, grade and conditions of service protection will apply to all non‑teaching staff who are redeployed to a post at a lower grade, or with different conditions than their deleted post as follows:


(a)
Subject to the conditions set out in (b) below, where a person is redeployed to a post at a lower grade than the post which has been deleted s/he will receive a protected salary, grade and appropriate conditions of service for one year. Thereafter protection will be on a “marking time” basis, where only the value of the salary point at that time will be protected until the maximum salary of the grade of the new post catches up with the employee’s protected salary.


(b)
These protection arrangements will be offered to displaced staff in accordance with the guidance set out above, but there will be the following ceiling on the amount of protection given:


(i)
for staff in the management grades, the difference between the employee’s existing salary and the maximum salary of the grade of the post to which s/he is redeployed should not exceed £6,000;


(ii)
for all other staff the difference between their current grade and the post to which they are redeployed should not exceed two grades, or eight spinal column points whichever is the greater.

12.2
Salary safeguarding arrangements for teaching staff will be in accordance with the relevant edition of the School Teachers’ Pay and Conditions Document.

12.3
Staff who currently have a lease car and who are redeployed to a post without a lease car entitlement, will have their entitlement protected for the remainder of the current lease period only.

13.
DEFINITION OF WHAT IS SUITABLE ALTERNATIVE EMPLOYMENT

13.1
In the event of there being a difference of opinion between an employee and management as to whether a vacant post constitutes suitable alternative employment, then the matter shall be determined by a Panel consisting of representatives of the Assistant Chief Executive (HR), Director of Legal, Democratic and Customer Services, and the Chief Officer of the Department in which the employee is currently based.  Where appropriate the manager of the service in which the vacancy is located will also be involved.

13.2
The employee will be given the opportunity to make a written submission to this Panel, and to attend the Panel meeting with a representative to make a verbal presentation should they so wish.

14.
VOLUNTEERS FOR REDUNDANCY OR FLEXIBLE/EARLY RETIREMENT 


AND/OR PART-TIME WORKING

14.1   The objective of this procedure is to secure suitable alternative employment for all employees at risk. Employees at risk who do not wish to continue in the Council’s employment will, however, be given the opportunity of volunteering for redundancy or, where appropriate early retirement, at the commencement of the redeployment procedure.  It should, however, be emphasised that this is unlikely to be agreed if suitable alternative employment exists.

14.2
A decision on whether or not to agree to a request for voluntary redundancy or early retirement will be taken by the Assistant Chief Executive (HR) in consultation with the Departmental Chief Officer.  In determining whether to allow voluntary redundancy or early retirement in these circumstances the Assistant Chief Executive (HR) and Chief Officer will take into account:

· the availability of suitable alternative employment within the Council;

· the skills and expertise of the employees concerned;  and

· the costs of the redundancy/early retirement options.

14.3
Chief Officers will also consider expressions of interest in part-time or flexible working to assist in the management of a potential redundancy situation.  Any applications for Flexible Retirement will be considered by the Chief Officers’ Early Retirement Panel.
15.
  REDUNDANCY BENEFITS – WHETHER VOLUNTARY OR  COMPULSORY

15.1.
The Council has a policy of avoiding compulsory redundancies wherever possible and all efforts will be made to find redeployment for employees at risk. In the event that suitable alternative redeployment cannot be found however or where a request for voluntary redundancy has been agreed, employees will be made redundant.  
15.2.
Where eligible employees are made redundant, their redundancy payment will be calculated on the discretionary basis of an actual week’s pay (contractual payments only), with the exception of staff employed on a temporary basis with no expectation of future employment in which case the statutory calculation will apply; each case will be considered on its merits.  The number of weeks’ redundancy pay which would be due is set out in the table at 15.9. below.
Employees Under 55 Years of Age

15.3.  
Employees under 55 years of age who have at least 2 years’ continuous local    government or related service will be eligible for a redundancy payment based on age and length of qualifying service.  In order to qualify for a redundancy payment the dismissal must satisfy the statutory test of redundancy set out in paragraph 6 of this procedure.  

15.4     Employees who accept an offer of alternative employment made before their old contract ends, where the new contract will start within 4 weeks of their old contract ending, will not be entitled to a redundancy payment (subject to their statutory right to a trial period).  Where the employee refuses such an offer they will also lose the right to a redundancy payment if the offer is of suitable alternative employment and the refusal was unreasonable. These provisions apply where the offer is made by the Council or by any other body covered by the Redundancy Payments (Continuity of Employment in Local Government etc) (Modification) Order 1999 ( as amended).

15.5.   Previous service will not count, for the purpose of a redundancy payment, if     
   the employee has already received a redundancy payment for that period. 

Employees Aged 55 and Over

15.6..   In addition to the employee being potentially eligible for a redundancy payment, if the employee is an active member of the Local Government Pension Scheme, or the Teachers’ Pension Scheme there will be an early release of pension benefits as provided for in accordance with the Pension Scheme regulations where the employee leaves the Council’s service and is aged 55 or over.  
15.8.
HR Consultancy will arrange for employees to be given estimates of the likely compensation that will be available to them.  This should be undertaken following completion of the consultation stage or when an employee makes a request for this information.

Redundancy Calculator Table  (Source: Department for Business, Innovation And Skills (BIS))
15.9.     A maximum of 20 years’ service is used for the purposes of calculating how many weeks’ redundancy pay someone will be entitled to. 
	Service / age 
	2
	3
	4
	5
	6
	7
	8
	9
	10
	11
	12
	13
	14
	15
	16
	17
	18
	19
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	20
	1
	1½
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	2½
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	21
	1
	1½
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	2½
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	-
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 

	22
	1
	1½
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	2½
	3
	3½
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	23
	1½
	2
	2½
	3
	3½
	4
	4½
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	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


16.       APPEALS
16.1.
Employees should be advised of their right of appeal against any decision to select them for redundancy.  The Appeal must be submitted to the Assistant Chief Executive (Human Resources) and will be heard by the Chief Executive..
16.2.   Any appeals against such decisions must be in writing and must be clear and specific about the grounds of appeal.  The appeal must be received by the Assistant Chief Executive (Human Resources) within 10 days of receipt by the employee of the letter confirming the decision. 

17.
TIME OFF TO LOOK FOR NEW EMPLOYMENT OR FOR TRAINING

17.1
Employees who are under notice of dismissal because of redundancy are entitled to a reasonable amount of paid time off to look for another job (and to attend interviews) or to arrange training for future employment. In deciding the amount of paid time off allowed, a balance has to be struck between the needs of the employee and the effect of the employee’s absence on service delivery.   Wherever possible managers should allow such assistance to all employees who are affected by redundancy.  

18.
NEW DIRECTIONS 

18.1 
An in-house support package is available to displaced staff via HR 


providing a range of help and advice including:

· Job search 

· CV writing

· Preparing for interviews and practising interview techniques
· Preparing for retirement

· Managing finances[image: image1][image: image2][image: image3]
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