 Redundancy Policy

Who is covered by this policy?

All staff

What is covered by this policy?

This policy outlines the process which will be followed when there are redundancies at [CHARITY NAME] including how redundancies are decided, consultations with staff and severance terms.

Purpose

The purpose of this policy is to let staff know when and how they may be affected by redundancy.

[CHARITY NAME] hopes to maintain security of employment for its staff.  However, there may be changes in competitive conditions, organisational requirements and technological developments which may affect staffing needs. 

The Policy

[CHARITY NAME] will seek to minimise the effect of redundancies through providing sufficient time and effort towards finding alternative employment for surplus staff.  Where compulsory redundancy is inevitable, [CHARITY NAME] will handle the redundancy in the most fair, consistent and sympathetic manner possible and minimise as far as possible any hardship that may be suffered by the staff concerned

[CHARITY NAME] is not required to consult on redundancies if fewer than 20 staff are affected.  However, [CHARITY NAME] will always make every reasonable effort to give staff an opportunity to challenge any decision to make a post, or group of posts, redundant.

How are redundancies decided?

[CHARITY NAME] may make posts redundant for any of the following reasons:
	To manage and reduce costs
	If the job is deemed to have significantly altered
	If the job is deemed to be no longer required.


Who makes the decision?

The line manager and senior managers will normally decide whether or not a job should be made redundant.  They will present their case to the Chief Executive who will decide whether or not that is the case.

Redundancy Notice

Staff who are selected for redundancy will be given the statutory notice period which is:

	At least one week’s notice if the staff member has been employed between one month and two years
	One week’s notice for each year of employment between two years and 12 years
	12 weeks’ notice for someone who has been employed for 12 or more years.

Severance Payments

All staff with at least two years' continuous employment are entitled to statutory redundancy pay of:

	Half one week's pay for each full year of service while they were under 22 years of age
	One week's pay for each full year of service while they were 22 years of age or older, but under 41 years of age
	One and half week's pay for each full year of service while they were 41 years of age or older.

Staff can only count a maximum of 20 years' service.  The 'weekly pay' is subject to an upper limit.  The statutory redundancy payment is capped at the level set by the government and can be found out by contacting the Finance Department.

Written details will be provided about how severance pay will be calculated and how commission, overtime payments, accrued holiday pay and time off in lieu not taken will be paid.

Process if more than 20 employees are likely to be affected by redundancy

The right to consultation will normally only be applied when 20 or more staff are made redundant at one time and will take place over a period of 90 days or less.

Consultation will begin:

	At least 30 days before the first dismissal takes effect if 20 to 99 staff are to be made redundant at one establishment over a period of 90 days or less
	At least 45 days before the first dismissal takes effect if 100 or more staff are to be made redundant at one establishment over a period of 90 days or less.

To ensure employee representatives can play a useful part in the consultation process over proposed redundancies [CHARITY NAME] will disclose in writing the following information:

	Reasons for the proposed redundancies
	Numbers and descriptions of staff affected
	Proposed method of selecting the staff who may be dismissed
	Proposed method of carrying out the dismissals, taking account of any agreed  procedure, including the period over which the dismissals are to take effect
	How redundancy payments, other than the legal minimum, will be calculated.

Measures for minimising or avoiding compulsory redundancies

[CHARITY NAME] will make every effort to reduce the number of possible redundancies by:

	Natural wastage 
	Restricting the recruitment of permanent staff 
	Reducing the use of temporary staff
	Filling vacancies from among existing staff 
	Training, re-training or redeploying staff for different work for which there is a requirement either at the same or at a different location. 
	Seeking applicants for early retirement or voluntary redundancy.

General guidance on the selection criteria

If, having taken any of the above steps, the number of staff still exceeds requirements, [CHARITY NAME] will select staff for redundancy on the basis of: 

	The skills, experience and aptitude of the staff members 
	The standard of work performance 
	The attendance or disciplinary record of the staff member
	The potential of the staff member to be adaptable should alternative work be offered.

Hardship and Appeals Procedure

All staff who face redundancy have a right of appeal.  This should, in the first instance, be made to the line manager, who will consult the Chief Executive.  

The staff member at risk may be asked to submit a short business plan, outlining:
 
	why and how their position should not be made redundant 
	the economic reasons for retaining it.  

This will be given serious consideration by the line manager and the Chief Executive and the staff member at risk of redundancy will be notified of the decision as soon as is practicably possible.  

The decision of the Chief Executive is final.

Assisting with training or search for alternative work

[CHARITY NAME] recognises the statutory right of staff to take time off to look for work or arrange for training for new employment.


