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1. INTRODUCTION 

 

This is a model Restructuring and Redundancy Policy recommended by the 

Council for adoption by Governing Bodies.  

 

The Governing Body must have the flexibility to respond to changing 

circumstances. Changes in the delivery of the curriculum, legislative changes, 

decline in pupil numbers and budget restrictions can all have an impact on the 

composition and structure of the School’s workforce. This document outlines 

the guidance that will support Governing Bodies and Headteachers to design 

effective organisational structures and staffing levels and introduce change that 

meet the School’s vision and Development Plan.  

  

Change is best secured following full and effective involvement of employees 

and their trade unions. For the purposes of collective redundancies, the 

recognised trade unions will represent all employees for the purposes of 

collective consultation. 

 

The School’s policy is to manage change in a way which minimises the impact 

on the employees whenever possible.  Where redundancies are unavoidable 

they should be carefully planned and implemented.  The Governing Body gives 

its commitment to handle redundancies in a responsible and fair manner and it 

will make every effort to identify any suitable alternative employment 

opportunities for those who are at risk of redundancy. 

 

2. SCOPE OF THE POLICY 

 

2.1. This policy applies to all School employees (paid for by delegated 

budget).   

 

2.2. Nothing in this policy is intended to be contractually binding upon the 

Governing Body and the provisions of the policy may be varied following 

appropriate consultation with the recognised trade unions, undertaken with a 

view to reaching agreement. 

 

3. SCHOOL REDESIGN 

 

3.1. Given changing circumstances it may be necessary to reassess the 

number and type of job roles. Situations that may lead to a restructure and 

potential redundancy situation will be managed adhering to the following 

principles: 

 



 

 

• A fair and equitable process will be adopted for implementing 

organisational change including an equalities impact assessment of the 

impact of the change 

 

• Redundancy selection criteria based on fairness, objectivity and 

transparency 

 

• Consultation with individuals affected and the trade unions at the earliest 

appropriate opportunity 

 

• Recognition that organisational change can cause concern for 

employees and the Council will support employees affected by any 

process 

 

• The Council will seek to minimise compulsory redundancies 

 

• Where organisational change may constitute additional responsibility, 

the Council will use appropriate measures to evaluate changes as set 

out in 3.2. 

 

3.2. New jobs, or significantly changed jobs, will need to be evaluated using 

the appropriate job evaluation scheme (support staff only).  Teaching roles 

should be reviewed to ensure any changes are in line with the School Teachers 

Pay and Conditions Document. 

 

4. DEFINITION OF A REDUNDANCY 

 

4.1. It is important in the early stage of any organisational change process to 

identify whether there is likely to be a redundancy situation as this will impact 

upon the steps to be followed to achieve the change. Under the Employment 

Rights Act 1996 a redundancy situation arises in the following circumstances: 

 

• Where there is an Economical, Technical or Organisational (ETO) 

business reason for a particular post no longer to exist; 

 

• The employer ceases or intends to cease to carry on the business in the 

place where the employee was employed; 

 

• The requirements of the business for employees to carry out work of a 

particular kind have ceased or diminished or are expected to cease or 

diminish. 

 



 

 

4.2. In the Anglesey context, a redundancy situation will potentially occur 

under the following circumstances: 

 

• Where it is no longer necessary for particular jobs to exist 

 

• Where the number of existing posts is no longer required to deliver the 

work. If the job remains identical, or broadly the same, but there is a 

need to reduce the number of posts, a fair selection for redundancy will 

become necessary. 

 

• Where the role/responsibility/status/job content and design of specific 

posts change considerably, and it cannot be argued that the 

changed/new posts are the same as the old posts, and the change is 

such that assimilation of the previous post holders would not be 

appropriate, it is likely that ring-fenced selection of affected staff would 

be appropriate. 

 

(see sections 15 and 16 below for further details of processes to be 

applied in these scenarios)  

 

5. CONSULTATION – GENERAL   

 

5.1. It is important to set clear timescales for consultation that is not subject 

to statutory requirements (in other words, informal) and to ensure that 

employees and trade unions are informed of key dates. 

 

Whilst it is the Governing Body’s intention to have meaningful consultation with 

the aim of reaching agreement, it is recognised that there will be occasions 

where meaningful consultation will not lead to agreement. In these 

circumstances, it is the responsibility of the Governing Body and/or 

Headteacher to make reasonable decisions and communicate them in 

consultation with HR. 

 

Consultation will aim to: 

 

• Give as much warning as possible and seek to identify ways of 

minimising redundancies  

• Discuss the best way that the redundancies can be implemented 

including the selection methods 

• Ensure that selection criteria employed can be checked against 

objective criteria 

• That agreed policies are followed 



 

 

• Explore possibility of voluntary redundancy process and redeployment 

 

It is the responsibility of the Governing Body to develop a timetable for 

managing the process to ensure that all statutory notices etc are met.   

 

5.2. EARLY TRADE UNION CONSULTATION 

Where it becomes necessary for organisational change to be made which may 

have staffing implications, consultation should commence with the recognised 

trade unions at the earliest appropriate opportunity facilitated by the school.   

 

To this end, the recognised trade unions should be informed as soon as 

possible of any relevant information.  The trade unions will be provided with 

relevant information at this point including an outline of the business case for 

the changes and potential employment implications, if available. The trade 

unions will subsequently be able to submit any comments or alternative 

proposals for consideration by the Governing Body.  It is recognised that at an 

early stage the information available may only be in broad general principles. 

 

The trade unions will respect the confidentiality of the information supplied 

where it is sensitive and specifically as it is part of an early consultation process.  

 

 

5.3. EMPLOYEE CONSULTATION 

The Governing Body will identify the groups/ jobs potentially affected by the 

change proposals. This may include changes to terms and conditions; working 

arrangements; job design; as well as potential redundancy situations. The 

employees in this group/ occupying these posts will be notified of the proposed 

changes and will be offered to attend a meeting on an individual basis with the 

Headteacher.  

 

It is understood that these situations can be very distressing for individuals, and 

that schools too need support to deal with this. It should be made clear to the 

affected employees that they and the recognised trade unions will be consulted 

and all reasonable efforts will be made to support individuals and to avoid 

compulsory redundancies wherever possible.  

 

Individual consultation meetings will be offered to all relevant employee/s. The 

purpose of the meeting will be to explain the background to the proposed 

changes and the processes  / criteria that will be followed in accordance with 

this procedure. The trade unions may also request to meet with their members 

and this should be facilitated wherever possible.   

 



 

 

Support will be made available to all school employees being made redundant 

throughout the process. 

 

 

 

6. STATUTORY CONSULTATION REQUIREMENTS – REDUNDANCY 

 

6.1. There is a statutory requirement to consult with all individuals who may 

be at risk of redundancy. There is also a statutory requirement to conduct 

collective consultation with trade unions, however this is dependent upon the 

numbers of staff affected, and the timescales as stated below. 

 

6.2. In addition, if there are to be dismissals on the grounds of redundancy, 

these will be deemed to be immediately unfair if the employer has not: 

 

• Provided a written statement about the grounds of redundancy 

 

• Held meetings with the individual 

 

• And given the individual the right of appeal 

 

6.3. The statutory obligation to consult arises when the employer is proposing 

to dismiss employees on the grounds of redundancy. 

 

6.4. There are statutory time periods within which consultation must 

commence, and employers who are proposing to make an employee or 

employees redundant must consult first, and formally, with the appropriate 

recognised trade unions. 

 

6.5. Where 100 or more employees have been identified as being at risk of 

redundancy within a period of 90 days or less, consultation must commence at 

least 45 days before the first dismissal on the grounds of redundancy. 

 

6.6. Where 20 or more employees have been identified as being at risk of 

redundancy within a period of 90 days or less, consultation must commence at 

least 30 days before the first dismissal on the grounds of redundancy. 

 

6.7. The above are the statutory minima time periods. However,  Schools will 

wish to commence consultation at the earliest appropriate opportunity. This 

means commencing consultation whilst the proposals are still at a formative 

stage and before any firm decisions have been made, as long as that is 

practical in all the circumstances. 

 



 

 

6.8. It is also necessary to consult with individual employees and their 

representatives who may be impacted by the proposed changes. This means 

not only in respect of those employees directly affected by the risk of 

redundancy, but also any consequential impact on those who remain e.g. 

changes in working arrangements or terms and conditions. 

 

7. MAKING CONSULTATION MEANINGFUL WHEN THERE IS A RISK OF 

REDUNDANCY 

 

7.1.  In order that consultation is meaningful and complies with statutory 

obligations the Governing Body will be responsible for overseeing the 

consultation and will disclose in writing to the recognised trade unions the 

following information: 

 

• The business reasons for the proposals 

 

• The likely number and description of employees proposed as redundant. 

This includes all the posts affected, regardless of whether suitable 

alternative employment becomes available in any new structure. 

 

• The total number of employees of such description employed within the 

establishment. 

 

• The proposed criteria and method of selection for redundancy 

 

• The redundancy procedure and timescales 

 

 

7.2. Additionally, if there are 20 or more employees at risk,  the recognised 

trades unions will be provided with a report ( S. 188 ) setting out the key 

aspects of the proposed organisational change. 

 

7.3. Delivery of this information to the trade unions triggers the beginning of 

the statutory formal collective consultation.  

 

7.4. The trade unions will be asked by the Governing Body to respect the 

confidentiality of the information supplied. 

 

7.5. Formal consultation will be undertaken with a view to reaching 

agreement about ways to: 

 

• Avoid the proposed dismissals on grounds of redundancy 

 



 

 

• Reduce the number of employees to be dismissed on the grounds of 

redundancy 

 

• Mitigate the consequences of the dismissals on the individuals 

concerned by providing HR support in respect of redeployment etc. 

 

7.6. The recognised trade unions have the right to put forward alternative 

proposals to the employer who must consider any points raised and answer 

these points. The Governing Body will, for its part: 

 

• Give adequate information to the trade unions about the proposals as 

outlined above 

 

• Allow the trade unions reasonable time to consider and respond to the 

proposals with counter proposals for consideration 

 

• Give careful consideration to the proposals put forward by the trade 

unions 

 

7.7. The timetable to manage any redundancy programme must be a realistic 

timeframe to allow for all the stages identified above. This should be a balance 

both for the requirement for meaningful consultation and the need to expedite 

the business need for change. 

 

7.8. Agreement is the preferred outcome however the Governing Body 

reserves the right to implement its proposals where agreement has not been 

reached after meaningful consultation, and where the process is considered 

to have been exhausted.  

 

7.9        Trade unions and employee representatives must be provided with the 

facility time to provide the necessary contact time and reporting back to their 

members.   

 

7.10        Redundancy dismissals may be deemed unfair if the trade unions 

have been consulted but employees affected by the proposals have not. All 

relevant employees must  be consulted regardless of whether or not they are 

members of the recognised trade unions. 

 

7.11. This will be undertaken through collective meetings open to all affected 

staff, and separate meetings with individual employees to discuss particular 

issues relevant to their own personal circumstances.  

 



 

 

7.12. Individual employees may be accompanied at any individual meetings 

by a trade union representative or official, or a work colleague of their choice. 

         

7.13.   The Governing Body / Headteacher will consult with the employees 

affected so that they fully understand the issues involved, the implications of 

the proposed change, and are provided with an opportunity to comment on the 

proposals. The consultation shall include exploring possible ways of avoiding 

redundancy and possible alternative work. No final decision will be taken until 

any views put forward by the employee have been given proper 

consideration. However the written correspondence will explain that the 

Governing Body is in a position where it has formed a view that, subject to 

consultation, dismissal on the grounds of redundancy may be the eventual 

outcome. In addition the selection criteria and process will be explained to the 

individuals. 

 

7.14.  The Governing Body / Headteacher must individually consult with staff, 

absent from work for whatever reason, for example on long term sick or 

maternity leave.  

 

8. AVOIDING OR MINIMISING COMPULSORY REDUNDANCIES 

 

8.1 Where proposals to reorganise are intended principally to secure budget 

savings, the Governing Body will consider the following measures to protect the 

employment of permanent staff. It is recognised that these actions will not apply 

to every set of circumstances: 

 

• Examining all non-pay budget headings to assess any potential saving 

 

• Reducing overtime 

 

• Freezing or imposing limitations on recruitment for the categories of 

employees where potential redundancies are planned or where it is 

possible to redeploy those staff who are at risk 

 

• Eliminating or reducing the use of agency, casual and temporary staff in 

relevant areas or where threatened staff could possibly be redeployed 

(unless the use of agency, casual or temporary staff is a measure utilised 

to assist in vacancy control as referred to above) 

 

• Terminating the service of temporary staff where appropriate, taking into 

account any individual contractual rights 

 

• Seeking volunteers to working part time subject to school needs 



 

 

 

• Seeking volunteers, without commitment on either side, for redundancy 

or early retirement on the grounds of redundancy, from employees in the 

groups at risk of redundancy, or those staff which might provide suitable 

alternative redeployment opportunities 

 

8.2. The Council will seek to redeploy employees at risk where possible to a 

suitable alternative post in order to avoid or minimise redundancies.   

 

8.3. When considering which measures to take to avoid or minimise 

redundancies, the Governing Body, following consultation with the trade 

unions, will introduce those it considers the most appropriate in the 

circumstances and the most compatible with the School Development Plan 

and service delivery needs of the school.  

 

9. VOLUNTARY REDUNDANCY/EARLY RETIREMENT/VOLUNTARY 

REDUCTION IN HOURS 

 

9.1. The Governing Body in the first instance must seek volunteers for 

redundancy / early retirement / voluntary reduction in hours from among the 

groups at risk of redundancy, and from whose jobs would provide suitable 

redeployment opportunities. 

 

9.2. In the event that a voluntary redundancy process in certain areas be 

agreed, the  Headteacher will inform employees concerned of the proposed 

voluntary redundancy/ early retirement scheme and inviting applications from 

those wishing to be considered.  

 

9.3. Employees must be advised that these requests for voluntary 

redundancy/early retirement will be treated in the strictest confidence and 

explored without commitment on either side. Approval must be obtained from 

the Governing Body as well as the Corporate Voluntary Redundancy Panel 

prior to any release being agreed.  

 

9.4. The Governing Body / Council  reserves the right to refuse individual 

requests for voluntary redundancy where these might result in a less effective 

service provision or not be cost effective. Therefore in determining which 

employees will be released on the grounds of voluntary redundancy/early 

retirement, the Council will consider: 

 

• The need to maintain efficient services 

 

• The need to maintain the right balance of skills and experience 



 

 

 

• The cost implications 

 

 

10.  REDEPLOYMENT (REFER TO THE REDEPLOYMENT POLICY)  

 

10.1 Employers should always consider whether employees likely to be 

affected by redundancy can be offered suitable alternative work. This will 

include priority consideration, on a ring-fenced basis, for appointment to 

any new posts, at the same grade, or one grade lower in the revised 

structure. All redeployees will be put on an Authority wide redeployment 

register and as such will be free to apply for any posts which they 

consider would be suitable alternative employment.  The Pay Transition 

Policy will apply to redeployees.  

 

10.2. Employees will be given the opportunity to access the redeployment 

process when they are formally identified as being at risk of redundancy 

i.e. once a decision has been taken on the principles of any reorganisation 

involving potential redundancies. 

 

10.3 Employees will continue to have access to the redeployment service until 

they find  suitable alternative employment, or until the date of the 

termination of their employment, whichever is sooner. 

10.4 Redeployment will be managed in line with the School’s Redeployment 

Policy. 

 
11. SUITABLE ALTERNATIVE EMPLOYMENT 

 

11.1 The question of what legally constitutes “suitable alternative 

employment” arises only if an employee rejects an offer the employer considers 

suitable. The onus is on the employer to demonstrate that the offer was 

“suitable” and the refusal “unreasonable”. The Governing Body will consider the 

following factors when deciding what constitutes an offer of suitable alternative 

employment: 

 

• Pay: Whenever possible the earnings should be as close as possible to 

those in the redundant post. However it is reasonable, in most cases, to 

consider that the alternative employment is deemed “suitable alternative 

employment”, at one grade above and one grade below the post 

currently occupied by the potential redeployee. 

 

• Type of work 
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• Hours of work 

 

• The employee’s skills profile, competencies and qualifications ( giving 

consideration to the need for a reasonable level of training; retraining; or 

development interventions) 

 

• Personal circumstances/ equality issues 

 

• Whether the post is temporary/ fixed term or permanent 

 

• Location and reasonable travelling distance 

 

11.2. Offers of alternative employment will be made in writing to the employee 

and must include the following information: 

 

• The type of work to be offered and where appropriate, the training that 

will be given 

 

• The location of the new job 

 

• The rate of pay (including any pay transition arrangements) and any 

other terms and conditions of service which differ from the previous 

appointment 

 

• The hours of work 

 

• The date of commencement and the date of the end of the trial period 

 

• The duties of the new post 

 

11.3. An employee may lose the right to a redundancy payment if they have 

unreasonably refused an offer that the Governing Body considers to be suitable, 

alternative employment. 

 

12. TERMS AND CONDITIONS ON REDEPLOYMENT 

 

12.1. Pay Transition (see Pay Transition Policy) 

 

The School’s Pay Transition Policy applies to all staff however recognises the 

differences in pay transition arrangements for Teachers and Support Staff, 

subject to their terms and conditions of employment.  

 



 

 

 

 

 

13. TRIAL PERIOD ( REFER ALSO TO REDEPLOYMENT POLICY FOR 

PROCESS)  

 

13.1 Under law, a redundant employee who is offered alternative employment 

under a new contract of employment with terms and conditions that differ 

(wholly or in part) from the corresponding provisions of the previous 

contract, has the right to a trial period of at least four weeks (if appropriate) 

in which they and the employer can make up their mind about the suitability 

of the new job.  

 

13.2 The trial period of 4 weeks may be extended by mutual agreement for 

the purposes of any necessary training. This extension will be confirmed in 

writing. 

 

13.3 If this trial period occurs prior to the notified date of termination of 

employment and the alternative job offer is deemed unsuitable, the 

employee will return to their original post and will continue to have access 

to the redeployment  process for the remaining period under their 

substantive contract of employment. 

 

13.4 During the trial period the employee is free to terminate the new contract, 

for whatever reason, and on termination to be treated as though dismissed 

on the date the old job ended. If the reason for the termination is reasonable 

then the individual will not lose any entitlement to a redundancy payment. If 

in the view of the Council, the reason given for the termination is not 

reasonable, for example, it is not related to the duties of the post or the 

contractual arrangements, this may lead to a loss of entitlement to a 

redundancy payment. 

 

13.5 If the employer terminates the new contract during the trial period for a 

reason connected with or arising out of the employee’s suitability for the new 

job, for example, by reason of capability or competence, the employee will 

be treated as being dismissed on the date when their employment under 

the previous contract ended. The employee’s entitlement to redundancy  

remains. Any decision to terminate during or at the end of the trial period 

needs to be evidence-based, to include details of the support that has been 

made available to the employee, records of weekly supervision meetings, 

training attended and so on. 

 

14 TIME OFF TO SEEK ALTERNATIVE EMPLOYMENT 

 



 

 

14.1. Under law, an employee who is given notice of redundancy has the right, 

before their notice expires, to reasonable time off from work in order to look 

for new employment or arrange any training for future employment. The 

statutory right includes that such time off should be paid up to 40% of 

normal pay. 

 

14.2. The Authority will provide reasonable paid time off to any employee in 

receipt of notice of redundancy.  

 

14.3. Employees must also provide reasonable notice to the Headteacher of 

any interviews or appointments for which they are seeking paid time off. 

The amount and timing of time off taken, and the amount to be paid, is at 

the Headteacher’s discretion, but reasonable requests should not be 

unreasonably refused. 

 

15 THE SELECTION PROCESS IN REDUNDANCY SITUATIONS 

 

15.1. There will be occasions when the need to make compulsory 

redundancies is unavoidable.  The selection process followed will largely 

depend on the nature of the change and how many posts are affected. The 

following sets out the main differing key scenarios that can occur when 

managing change.  It is advised that other scenarios may exist in certain 

circumstances and advice should be sought from HR: 

 

Reduction of Roles at the Same Grade 

Where a reduction of the number of posts at the same grade is required, a 

selection process will be followed as outlined below.  

 

 

 Employee Skills and Experience Assessment Form  
Individuals who score the highest scores relating to the number of roles 

available will remain in their posts with no change to their terms and conditions. 

Those displaced will still remain at risk of redundancy and formal consultation 

will continue with the displaced employees. 

 
  

Job Matching/Slotting 

Where a job role is varied to fit the requirements of a new structure, it may be 

possible that an individual, or individuals in the substantive job roles can be 

“slotted in” to the new job dependent on how much the role has changed. This 

process is outlined in section 16 below. 

 

Restructure 



 

 

In cases where, in a new structure, job roles have significantly changed by more 

than 20%, then employees cannot be slotted in and will be put at risk of 

redundancy. This will have been confirmed through a job matching exercise. In 

this scenario all affected employees are put at risk and asked to apply for 

positions in the new structure commensurate with their grade and previous role. 

The selection process for jobs in the new structure will be through competitive 

interview, following the School’s Recruitment and Selection Procedure. 

 

The new positions are therefore “ring – fenced” for the at-risk employees to 

apply for before they are opened up to a wider pool, or advertised internally or 

externally. 

 

15.2 The Council undertakes to act reasonably and ensure that selection for 

redundancy is carried out in accordance with objective criteria that are: 

 

• Relevant to the situation 

• Reasonable in the circumstances 

• Applied fairly 

• Transparent and easily understood  

• Without discrimination or bias of protected equality characteristics (race, 

sex, gender reassignment, disability, sexual orientation, religion or 

belief, age, pregnancy or maternity, marriage or civil partnership) or part-

time status or fixed term status 

• Mindful of unconscious bias 

 

15.3  Following consultation with the recognised trade unions, the Governing 

Body will identify and apply appropriate selection criteria according to the 

particular circumstances of the redundancy situation and the type of 

work/service concerned. The objective will be the retention of a balanced 

workforce with the relevant skills and capabilities appropriate to the future 

needs of the school.  This will be based on the principles set out in the School’s 

Recruitment and Selection procedures, via a competitive interview if 

appropriate, using tests where appropriate at which employees will be 

assessed against the selection criteria. Scoring systems need to be developed 

and weighting may be given to different factors depending on their importance.  

 

15.4 The best practice approach is to base the assessment on the 

competencies, experience and qualifications required to perform the role. If 

interviews are used then they should be conducted by a Panel of the Governing 

Body, against the agreed criteria, with the decisions recorded and supported by 

objective data and explanations of why decisions were made. There must be a 

clear audit trail of decision making on each interview carried out. 

 



 

 

15.5 Following assessment against each criterion, the scores will be added 

together for each individual and a rank order produced to decide which 

employees will remain and which will be made redundant. In the event of these 

scores being equal then other factors can be considered as long as they have 

been agreed prior with the recognised trade unions and may include live 

records relating to attendance, performance or conduct and, as a last resort in 

a tie-break situation, last-in-first-out may be used. (Please contact HR for 

further advice). 

 

15.6 The results of the selection assessments should be explained by the 

Headteacher, at an individual consultation meeting as soon as possible after 

the exercise has been completed and subsequently confirmed in writing, 

outlining the appeals process as set out in paragraph 17.   

 

16 JOB MATCHING / SLOTTING IN 

 

16.1. Where there are the same number of posts at the same grade, 

undertaking the same type of work (as a general rule 80% or more of the duties 

remain unchanged) in the new structure, as compared with the existing 

structure, a process of “slotting-in” may be followed.  

 

16.2.      The group which will constitute the “unit of selection” will be identified 

based on whether the redundancy is due to the cessation or diminution in the 

need for employees to carry out work of a particular kind.  All employees 

undertaking such work will form the unit of selection. 

 

16.3.    In determining which employees are undertaking  “ work of a particular 

kind”, the following factors should be taken into consideration: 

 

• Are there common skills which are required ? 

 

• Are the qualification requirements the same? 

 

• Is the nature of the work identical or broadly similar? 

 

In making this assessment, account should be taken of the full range of duties, 

referring only to the job title, job description and person specification. 

 

16.5.     When conducting a job matching exercise, the Governing Body must 

be mindful to match the job and not the person. 

 

16.6.    The unit of selection, once identified, will then form the pool of 

employees for the purposes of “slotting”. Whether or not criteria are satisfied 



 

 

will be determined by the staffing/hr panel and the HR Officer. The relevant 

trade union will be advised of the panel’s  decision. 

 

16.7.     The staffing panel will undertake an examination of the job descriptions, 

grades and numbers in posts in the old structure compared to those in the new 

structure to determine which are agreed for slotting. The reasons for their 

decisions must be recorded on the Job Matching/Slotting Assessment Form. 

 

16.8.    Where employees are slotted in this way they will be advised that they 

are no longer at risk of redundancy and that they will not be able to apply for 

any new posts in the new structure until those “at-risk” employees have first 

been considered.  

 

16.9.  Employees may appeal against a slotting decision. The sole grounds for 

appeal must relate to whether or not there has been a 20% change in the duties 

of the post.  

 

17. PERSONAL HEARING 

 

17.1  In accordance with the Staffing of Maintained Schools Regulations 2006 

employees selected for redundancy will be invited to a personal hearing.  For 

this purpose the Disciplinary and Dismissal Panel who made the selection will 

convene within 5 working days as far is practicable, to consider the employee’s 

comments and confirm resulting decision. Employees will have the right to have 

a Trade Union Representative or work colleague present with them at this 

meeting.  

 

18. APPEALS 

 

18.1. An employee may appeal against their selection for redundancy. The 

appeal must be lodged in writing to the Chair of the Governing Body within 5 

school days of receiving written confirmation of their redundancy, clearly stating 

the grounds for the appeal. The timescale for receipt of an appeal may be 

extended if the trade unions request this on the basis of the numbers of 

employees affected. 

 

18.2.  Appeals will be heard by an Appeal Panel who has not been involved in 

the selection process. Employees will have the right to have a Trade Union 

Representative or work colleague present with them at this meeting.  

 

 

19. NOTIFICATION OF TERMINATION OF EMPLOYMENT 

 



 

 

19.1. Individual employees will be notified of the termination of their 

employment on the grounds of redundancy at the earliest possible opportunity, 

and in any event will receive not less than the contractual or statutory period of 

notice, whichever is the longer. However the Council must not give notice of 

dismissal prior to the conclusion of the consultation process.  

 

19.2.  Only in exceptional circumstances will pay in lieu of notice be given, 

although the Council reserves the right to do this at its discretion. This 

decision will be taken by the Governing Body and the relevant Head of 

Service. 

 

19.3.  The statutory notice period for  NJC employees who have completed 2 

years’ continuous employment is 4 weeks rising to a week for each year 

of continuous employment after 4 years, subject to a maximum of 12 

weeks. For employees with less than two years’ service, the statutory 

notice period is 4 weeks. 

 

19.4 All teachers shall be under a minimum of two months’ notice, and in the 

Summer term three months’, terminating at the end of a school term as 

defined in the Conditions of Service for School Teachers in England and 

Wales document.  All head teachers shall be under a minimum of three 

months’ notice and in the Summer term four months, terminating at the 

end of a school term as defined in the Conditions of Service for School 

Teachers in England and Wales document.  However, where a teacher 

has been continuously employed for more than eight years they shall be 

entitled to receive additional notice, as specified in the Employment 

Rights Act 1996. 

 

 

20  REDUNDANCY PAYMENTS 

 

20.1. Employees who have been continuously employed within local 
government or related service, covered by the Redundancy Payments 
(Continuity of Employment in Local Government, etc.) (Modification) Order, for 
a period of 2 years or more will be eligible for a redundancy payment.   

 
20.2 Redundancy payments are calculated based on the statutory 
redundancy pay table i.e. up to a maximum of 30 weeks’ pay (calculated on 
age and length of service).    Under the Councils existing policy the Authority 
may exercise its maximum discretion under the enhanced severance 
provisions and pay up to 45 weeks pay (calculated on age and length of 
continuous service multiplied by 1.5).  
 



 

 

 20.3  Employees receiving payments in relation to redundancy, severance or 

other forms of compensation may be requested to enter into a settlement 

agreement. This is at the employer’s discretion, without prejudice, and would 

be undertaken in accordance with statutory and non-statutory requirements and 

guidelines. It is acknowledged that settlement agreements are voluntary 

agreements for both parties, and an employee’s refusal to enter into one does 

not replace their statutory rights. 

 

21 Redundancy During Pregnancy, Maternity, Adoption, Paternity and 

Shared    Parental Leave 

 

21.1. The period from when an employee informs their employer that they 

are pregnant to 18 months after the birth is defined in law as a “protected 

period”, during which an employee is entitled to special consideration if this is 

necessary to make good any disadvantage they may otherwise experience. 

This includes redundancy consultation and selection criteria. 

 

21.2. An employee who is made redundant after qualifying for statutory 

maternity, adoption or paternity pay will retain their entitlement to such pay. 

 

21.3.  Where a redundancy situation arises whilst an employee is pregnant or 

on a period of maternity, adoption, paternity or shared parental leave they 

should be treated and consulted in the same way as they would have been 

treated had they not been pregnant or on maternity, adoption, paternity or 

shared parental leave. Therefore they should have access  to the 

redeployment service as soon as they  are  identified as being at risk of 

redundancy. 

 

21.4. If an employee is prevented from returning to their original job by 

reason of redundancy, they are entitled to be offered suitable alternative 

employment if a suitable vacancy exists. This means work that is suitable and 

appropriate for them, on terms and conditions which are not substantially less 

favourable than those under their  previous contract. A pregnant employee, or 

an employee on maternity, adoption, paternity or shared parental leave, has 

priority over other employees for alternative employment and does not have to 

apply for the job. 

 

21.5. Where the redundancy would take effect in a period of extended 

maternity or adoption leave or shared parental leave, the employee will retain 

their  right to return to work on the notified date of return. The employee is 

entitled to be offered any suitable alternative employment either before or 

upon their  return to work. Where no suitable vacancy exists, the date of 

termination of employment will be the notified date of return unless mutual 

agreement is reached on an earlier date of termination. The relevant notice 



 

 

period should be on full pay (less any maternity,  adoption or shared parental 

leave payments). 

 

 

      22 RE-EMPLOYMENT FOLLOWING VOLUNTARY REDUNDANCY 

22.1 Teachers who leave the employment of the Authority on voluntary 

redundancy terms will not be re-employed on a contract for the duration of the 

redundancy compensation payment period received (including any enhanced 

payment period applied by the Authority), e.g. If a member of staff receives 45 

weeks’ redundancy payment, they cannot be re-employed by the Authority for 

45 weeks after the termination. date. However they  will be allowed to 

undertake short term supply work after 4 weeks.   

 

22.2 Other school based staff (NJC staff) who leave the employment of the 

Authority on voluntary redundancy terms will not be re-employed in any 

capacity by the Authority for the duration of the redundancy compensation 

payment period received (including any enhanced payment period applied by 

the Authority), e.g. If a member of staff receives 45 weeks’ redundancy 

payment, they cannot be re-employed by the Authority for 45 weeks after the 

termination 

22.3.      Staff who leave the employment of the Authority on voluntary 

redundancy terms, and who receive a pension for which the Authority incurred 

additional costs, cannot be re-employed in any capacity by the Authority for 12 

months after the termination date without authorisation by the Senior 

Leadership Team.   Where authorisation is given, the individual is still subject 

to 22.1 and 22.2 above if they have received a compensation payment and will 

only be allowed to commence work after the compensation payment period 

ends.  This would also apply to the appointment of staff previously employed 

as consultants. 

In exceptional cases, it may be possible for staff who have left on voluntary 

redundancy terms to be re-employed sooner than the above scenarios, but this 

would have to be with the express authorisation of the Head of Profession – 

HR and the Senior Leadership Team who would consider each case on its 

merits.         

23 FORMAL LETTERS   

 

23.1. Within any redundancy process a number of formal letters will need to 

be issued to the trade unions and the staff affected.  HR will provide templates.  

 



 

 

23.2 A local timetable within each School will need to be drawn up by the 

Governing Body identifying when consultation meetings and letters will need to 

be sent to individuals affected. HR will provide  a template. 

 

  



 

 

 

 

 

APPENDIX 1 
Redundancy Pay Calculator 

 

Service (Years) 

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

Age 
  

                                  

17* [1] 
1   

                

18 
1 1 ½  

                                

19 
1 1 ½ 2  

                              

20 
1 1 ½ 2  2 ½  

                           

21 
1 1 ½ 2  2 ½ 3  

                         

22 
1 1 ½ 2  2 ½ 3 3½  

                        

23 
1 ½ 2   2 ½ 3 3½ 4 4½  

                      

24 
2  2 ½ 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 

http://www.dti.gov.uk/employment/employment-legislation/employment-guidance/page33157_print.html#_ftn2#_ftn2


 

 

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* [2] 
3 4½ 6 7½ 9   10½ 12 13½ 15 16½ 18 19½ 21 22½ 24 25½ 27 28½ 30 

17* [1]   - It is possible that an individual could start to build up continuous service 
before age 16, but this is likely to be rare, and therefore we have started Table 2 from 
age 17.  

61* [2] – The same figures should be used when calculating the redundancy payment 
for a person aged 61 and above. 

 
In cases of redundancy employees are entitled to a statutory redundancy payment of 
up to 30 weeks pay (calculated on age and length of continuous service).  Under the 
Councils existing policy the Authority may exercise its maximum discretion under the 
enhanced severance provisions and pay up to 45 weeks pay (calculated on age and 
length of continuous service multiplied by 1.5).  
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APPENDIX 2 
 

 

Role & Responsibilities 

Headteacher / Governing Body 

To ensure consultation with staff and trade union is meaningful and complies with 

statutory obligations.   Ensure processes are carried out transparently and fairly. 

Employees 

To ensure they familiarize themselves with the process 

If unclear on any elements, they should ensure they contact either their Headteacher 

or line manager as soon as possible to obtain clarification. 

HR 

To ensure that the process is followed appropriately  

Trade Union 

To provide support to any affected members 

To consult with the Headteacher/Governing Body 

To consult with union members on any proposals 

 

 


