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Redundancy 
 

1. Background 
From time to time, it will be necessary to restructure or close services operated by Abbeyfield The 
Dales (ATD). This policy has been developed to give guidance to management and staff as to both 
the legal requirements when redundancies are made and best practise to ensure our staff are 
treated fairly when impacted. 

 

2. Objectives 
ATD is committed to providing services that enhance the quality of life for older people and 
developing services that will meet the needs of future generations. This commitment is based on 
the Mission and Values of ATD. ATD will also comply with all relevant and current legislation. 

The aim of this policy is intended to clarify the policy and procedures that will be followed by ATD, 
where appropriate, where redundancy situations arise. 

 

3. Scope 
This policy and procedure applies to all permanent employees of ATD both full time and part time. 
It does not apply to staff employed on fixed term or temporary contracts or to volunteers. 

It does not apply to the termination of employment contracts due to unsatisfactory performance 
or conduct where the Disciplinary or Capability Policies will apply.  It does not apply to termination 
of contracts due to ill health, in which case the Sickness Absence policy will apply. 

 

4. Policy 
4.1. When May a Redundancy Situation Arise? 

Circumstances may arise where changes occur in the market, ATD’s activities, technology, 
organisational requirements or funding arrangements. Such changes may lead to the need 
for jobs within the organisation to be redesigned or lost. 

A redundancy situation will arise in the following instances: 
• Closure of the business. 
• Closure of the employees’ workplace; or 
• A reduced need for employees to do specific work. 

In these circumstances, and where possible, ATD commits to the following principles: 
• Compulsory redundancies will be avoided wherever possible. 
• Staff will be consulted at the earliest opportunity and their views considered. 
• The procedure for implementing change and/or redundancy will be applied fairly. 
• Staff will be treated with respect and dignity during periods of change and will be 

provided with appropriate support; and 
• Employees have a right of appeal against a decision to terminate their contract of 

employment because of redundancy. 
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4.2. Formal Consultation 
As soon as a redundancy situation arises, ATD will consult with all potentially affected 
employees. 

The purpose of consultation is to: 
• Explain the reasons for the need for redundancies. 
• Explain the procedure to be followed and the employee’s rights to representation and 

redundancy pay. 
• Explore alternative options to redundancy such as redeployment or reductions in hours; 

and 
• Agree the selection criteria and process to be followed, where applicable. 

Where less than 20 employees are at risk of redundancy, ATD will consult with employees 
individually. The consultation process will begin as soon as possible.  There is no minimum 
length that the consultation process must last; this will be dependent on individual 
circumstances and will be determined by ATD. 

Where 20 or more employees are to be made redundant at one establishment in any 90-day 
period, ATD will formally consult with representatives elected by the employees themselves 
at risk of redundancy. ATD will also notify any independent Trade Union of which affected 
employees are members. The Department for Business, Energy & Industrial Strategy (BEIS) 
will also be notified. 

Consultation will begin at least: 
• Thirty days before the first of the redundancies takes effect in a case where between 20 

and 99 redundancy dismissals are proposed within a period of ninety days or less; 
• Forty-five days before the first of the redundancies takes effect in a case where 100 or 

more redundancy dismissals are proposed at one establishment within a period of 
ninety days or less. 

4.3. Voluntary Redundancy 
Prior to selection, employees may be asked to volunteer for redundancy, and this may avoid 
or reduce the need for compulsory redundancies. ATD reserves the right not to accept any 
volunteer for redundancy. 

4.4. Selection Criteria to Fairly Select Individuals for Redundancy 
Where a specific job role at risk of redundancy is carried out by more than one employee, a 
selection process will be carried out. 

The criteria used to determine which employees are to be selected will be defined in each 
individual circumstance of redundancy. Where appropriate employees and/or their 
representatives will be consulted on the selection criteria and process to be followed. 

The selection criteria will usually be based on the Job Description and a scoring system will 
be used to assess the individual employee’s ability to carry out each aspect. The Redundancy 
Selection Assessment Form will be used. 

In addition, the following criteria may also be used: 
• Length of service or ‘Last in First Out’ (LIFO); 
• Attendance record. 
• Disciplinary record. 
• Skills/qualifications/training. 
• Experience. 
• Time keeping. 
• Future potential. 
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• Flexibility; and/or 
• Performance. 

The defined selection criteria will be applied fairly and consistently to all affected employees. 

4.5. Suitable Alternative Employment 
ATD’s priority will be to consider whether it is possible to provide suitable alternative 
employment for employees affected by redundancy. Suitable alternative employment will 
be judged on the following factors (and other factors which may apply in the specific 
circumstances): 
• Pay and benefits 
• Status 
• Location 
• Working environment 
• Hours of work 

Where there are no suitable alternative positions ATD will consider all other posts vacant at 
that point in time. These may be different roles in terms of tasks, seniority or terms and 
conditions of employment. 

There is no statutory obligation to offer alternative employment of this nature.  An employee 
is not obliged to accept an ‘alternative’ offer of employment which is substantially different 
to the role they currently carry out or which is on substantially different terms.  However, an 
employee may wish to consider this option as an alternative to redundancy. 

Where a redundant employee is redeployed, notice will be issued of the end of the 
redundant post and a new contract will be issued which will replace any existing terms and 
conditions although length of service will be deemed continuous. 

4.6. Trial Period for New Roles 
There will be a 4-week trial period for the employee and ATD to consider whether the new 
role is suitable. This will begin at the end of the employee’s contractual notice period for the 
role which has been made redundant. 

Where either party decides that the alternative role is not suitable, this will be formally 
confirmed, and the employee will be made redundant without any loss of entitlement to 
redundancy pay. 

4.7. Changes to Terms and Conditions as an Alternative to Redundancy 
In some situations, it may be possible to make reductions in working hours or other changes 
to terms and conditions such as implementing a pay freeze, to achieve the changes necessary 
as an alternative to redundancy. 

Where this is thought to be a possibility by ATD, it will be explained to employees as part of 
the formal consultation process. 

4.8. Redundancy Pay 
Employees who are dismissed due to redundancy will be entitled to a statutory redundancy 
payment (SRP) and notice in accordance with their individual contract of employment (or 
pay in lieu of notice). Employees are entitled to SRP if they have a minimum of two years 
continuous service with ATD and have not unreasonably refused suitable alternative 
employment. 

SRP is calculated according to the individual employee's age and length of service using the 
‘Ready Reckoner’. The employee’s weekly salary is capped at the current statutory 
maximum. 
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4.9. Right to Representation 
Employees will be entitled to be accompanied by a colleague or Trade Union representative 
at all stages of formal consultation. 

4.10. Recording Meetings 
Notes will be taken of all formal meetings and the detail of what was discussed will be 
confirmed in writing. ATD reserves the right to record the meeting. Where this occurs, the 
recording will be transcribed, and minutes will be provided to the employee. 

4.11. Collective Redundancies 
A collective redundancy situation arises when twenty or more employees may be made 
redundant within a ninety-day period at one establishment. 

4.12. Electing a Representative(s) in Collective Redundancies 
In any collective redundancy situation, we will seek to elect a representative who we will 
consult with on behalf of affected employees. 

ATD will determine the number of representatives to be elected so that there are sufficient 
representatives to represent the interests of all the affected employees, having regard to the 
number and classes of those employees.  Any employee affected by the redundancy action 
may stand as a representative. A ballot will be carried out to determine the representatives. 
The employee(s) who receive the most votes will be confirmed as representatives for the 
duration of the consultation process. 

4.13. Appeals Against Redundancies 
Any employee who has been made redundant has a right of appeal against this decision. 
Employees must make their appeal in writing within 5 days of receiving written confirmation 
of the redundancy. 

 

5. Finance, Value for Money & Social Value 
N/A 

 

6. Supported Appendices 
Redundancy Selection Assessment Form  

 

7. Linked Policies 
Disciplinary  

Capability 

Sickness Absence 

 

8. Legislation/Regulation 
Employment Rights Act 1996 
Collective Redundancies & The Transfer of Undertakings (Protection of Employment) 
(Amendment) Regulations 1999 

 

9. Review 
Every 3 years, subject to any regulatory or legislative updates. 
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10. Procedure/Guidance 
10.1. Redundancy Consultation Process 

10.1.1. Initial Meeting 
Individuals will be invited to a meeting to be informed that a redundancy situation 
has arisen. This is not a formal meeting under this procedure, therefore, there is 
no right to representation at this meeting. The meeting, where appropriate, will 
take the following format: 
• The manager will explain the reasons for the potential redundancy and 

confirm the effects of this in terms of what changes are needed and the 
numbers of employees at risk of redundancy. 

• The manager will explain that a formal consultation process will begin which 
will focus on avoiding or minimising redundancies. 

• Where it is necessary to go through a selection process, employees should be 
informed of this and the proposed selection criteria and procedure to be used 
should be fully explained. 

• Individuals should be informed of their rights to redundancy pay and how this 
will be calculated. 

• The manager should confirm how long the consultation process will last and 
arrangements for meeting on an individual basis again. 

• The meeting should be followed up in writing. The letter will be prepared by 
the manager in consultation with the HR Consultancy Service. 

10.1.2. Formal Consultation Meetings 
The Confirmation of Redundancy Consultation letter should confirm the 
arrangements for meeting formally with individuals. At least one formal 
consultation meeting will take place with the employee. The employee will have 
the right to be represented at any formal consultation meetings and any meeting, 
where appropriate, will take the following format: 
• The manager should discuss the suitable alternative posts (see 4.5 above for 

definition of suitable alternative) that are available (if this is the case) with the 
employee to confirm their interest. 

• Where no suitable alternative posts are available, the manager should provide 
the employee with a list of all vacant posts within ATD and explain that any of 
these may be considered as an alternative to redundancy. Where an 
employee expresses an interest in such a post, the manager should obtain 
further details about terms and conditions and confirm to the employee. 

• Where it is necessary to go through a selection process, the criteria and the 
procedure should again be explained and arrangements confirmed (see 2.1.3. 
below). 

This meeting should be followed up in writing. This letter will be prepared by the 
manager in consultation with the HR Consultancy Service. 

10.1.3. Final Consultation Meetings 
The purpose of the Final Consultation Meeting will be to confirm the redundancy 
or confirm alternatives to be put in place. The employee will have the right to 
representation and the meeting will, where appropriate, take the following 
format: 
• The manager will outline what has happened so far in the consultation 

process. This will include any selection process, alternative posts considered 
and changes to terms and conditions of employment. 
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• The manager will confirm the outcome of any selection process and what this 
means for the employee. 

• If the employee is to be made redundant, the manager will confirm this, their 
redundancy pay entitlement, notice arrangements and right to appeal against 
the decision. 

• If the employee is to be redeployed, formal notice that the employee’s post is 
redundant will be given, along with confirmation of the arrangements for the 
4-week trial period. 

• The meeting will be followed up in writing. This letter will be prepared by the 
manager in consultation with the HR Consultancy Service. 

10.1.4. Appeal 
Any employee who has been made redundant has a right of appeal against this 
decision. Employees must make their appeal in writing within 5 days of receiving 
written confirmation of the redundancy. 

An appeal meeting will be held within 10 days of receiving the employee’s appeal 
in writing and will consider the grounds on which the dismissal is appealed. 

The manager considering the appeal will confirm the decision as soon as possible, 
usually within 5 working days, of the date of the appeal meeting. 

10.2. Calculating Redundancy Pay 
The employee’s weekly salary will be calculated by dividing their gross annual salary by 52 
(weeks of the year). The maximum week's pay that an employee is entitled to under the 
statutory scheme capped at the current statutory rate which changes each year. 

Where an individual is employed on a zero hours contract, their weekly pay will be 
calculated by taking an average of their last 12 weeks salary. 

The Ready Reckoner will be used in all cases to calculate entitlement to redundancy pay.  
The redundancy payment due to each employee on his or her age and length of service (up 
to twenty years). This determines the number of weeks’ pay due. 

The following amounts are used to calculate number of weeks’ pay due: 
• 0.5 week's pay for each full year of service where age during year less than 22. 
• 1 week's pay for each full year of service where age during year is 22 or above, but less 

than 41; or 
• 1.5 weeks' pay for each full year of service where age during year is 41+. 

Where an employee’s service crosses two bands, the figures in each band should be added 
together. 

10.2.1. Example 1 
If an employee is 25 with 7 years’ service, they will be entitled to 5 weeks’ 
redundancy pay. The 5 weeks entitlement is based on 0.5 weeks’ pay for each 
completed year of service between age 18 and 22 and 1 week’s pay for each 
completed year of service between age 22 and 25. (The middle band of 1 weeks’ 
pay only applies where an employee, who is entitled to a redundancy payment, 
has completed a year service at age 22 or above). 

10.2.2. Example 2 
If an employee is 38 years old and has 12 years of service, they will be entitled to 
12 weeks’ redundancy pay. The 12 weeks is based on 1 week’s pay for each 
completed year of service between age 26 and 38. 
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10.2.3. Example 3 
If an employee is 49 years old and has 15 years of service, they will be entitled to 
19 weeks redundancy pay. The 19 weeks’ entitlement is based on 1 week’s pay for 
each completed year of service between age 34 and 41 and 1.5 weeks’ pay for 
each completed year of service between age 41 and 49. 
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