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REDUNDANCY POLICY AND PROCEDURE 
 
1. Introduction and Context 

 
1.1. This policy sets out the University’s approach to dealing with potential redundancies.  It has 

been drafted in consultation with the recognised trade unions. 
 

1.2. The University recognises the contribution made by staff to the achievement of its aims and 
objectives in the areas of teaching, research, and support services.  It also recognises the 
importance of security of employment for staff and the desirability of avoiding redundancy. 
As far as possible, the University is committed to protecting the employment of its 
staff.  However, there may be occasions when the University is subject to a range of internal 
and external factors, such as economic pressures, decreased student numbers/demand, 
expiry, or changes to funding or academic, organisational, or technological developments 
which influence and may reduce its staffing requirements. 

 
1.3. This procedure recognises the benefit of early consultation and the importance of planning 

resources to avoid or minimise the need for redundancies. The University, in consultation 
with the recognised unions (Unison and UCU), will consider all reasonable measures to 
avoid or minimise the effect of compulsory redundancy.  

 
The University, in consultation with the recognised unions, will consider all reasonable 
measures to avoid or minimise compulsory redundancies. In so doing the University will 
consider: potential redeployment opportunities, voluntary leavers schemes (VLS) and 
vacancy management (restrictions on recruitment).  

 
1.4. The University is committed to handling staff affected by redundancy in a fair, equitable, 

consistent, and sensitive manner. 
 
2.  Scope 
 
2.1. This policy applies to all fixed term and permanent members of staff, including those on 

maternity, sickness, and other types of leave. 
 

Should a redundancy situation arise when a staff member is absent, the University will 
consult with them in accordance with the arrangements that are put in place for all affected 
staff.  

 
NB: If the University intends to make employees redundant and this includes staff who are 
pregnant or on maternity leave, the University will follow these steps: 

• Check the redundancy is genuine and necessary 

• Ensure they are consulted and kept in touch with 

• Establish non-discriminatory selection criteria  

• Consider alternative work 
 
2.2. This policy will not apply to Associate, Honorary or staff on casual contracts, such as Hourly 

Paid Lecturers.  
 

3. Definitions 



 

 
3.1. The definition of redundancy can be found in Section 139(1) of the Employment Rights Act 

1996 (ERA). 
 
3.2. Legally, redundancy occurs if employees are dismissed due to one of the following reasons: 

• the employer has ceased, or intends to cease, to carry on the business for the 
purposes of which the employee was so employed; 

• the employer has ceased, or intends to cease, to carry on the business in the 
place where the employee was so employed; 

• the requirements of the business for employees to carry out work of a particular 
kind has ceased or diminished or are expected to cease or diminish; and 

• the requirements of the business for the employees to carry out work of a 
particular kind, in the place where they were so employed, has ceased, or 
diminished or are expected to cease or diminish. 

 
4. Policy Principles 
 
4.1. Consultation 
 
4.1.1. The University will consult with all employees who are potentially affected by the 

redundancy situation and not just those who are at direct risk of redundancy.   
 
4.1.2. Where it is not possible to hold a face-to-face meeting, the consultation process will be 

managed remotely.  
 
4.1.3. When it is proposed to dismiss as redundant 20 or more employees within a period of 90 

days or less, the University will consult with its recognised trade union representatives 
and/or elected employee representatives on the proposed selection criteria and how those 
criteria will be scored, in addition to other matters relating to the redundancy proposal. 
This is known as collective consultation. In any collective consultation exercise, the 
University will also consult individually with each employee affected by 
the redundancy proposal in respect of their own circumstances. 

 
4.1.4. Consultation will begin: 

• at least 30 days before the first dismissal takes effect if 20 to 99 employees are to be 
made redundant at one establishment over a period of 90 days or less; and 

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

 
4.1.5. Consultations will precede the issue of dismissal notices.  Notices will not be issued until 

the consultation process has been completed. 
 
4.1.6. The following information will be provided in writing to the appropriate representatives so 

that they can play a constructive part in the consultation process: 

• the reasons for the proposals; 

• the numbers and descriptions of employees it is proposed to dismiss as redundant; 

• the total number of employees of any such description employed at the 
establishment in question; 

• the proposed method of selecting the employees who may be dismissed; 

• the proposed method for carrying out the dismissals taking account of any agreed 
procedure, including the period over which the dismissals are to take effect; and 



 

• the proposed method for calculating the amount of any redundancy payments 
made to those who are dismissed.  

 
Any relevant financial information to support the proposals will be provided on request. 

 
4.1.7. Members of staff at risk will be advised: 

• that they are a potential candidate for redundancy (i.e. at risk); 

• how their position may be affected; 

• of the selection criteria; 

• of the way in which they may be selected for redundancy; 

• how the redundancies are to be carried out including the period over which it is 
proposed the redundancies are to be implemented; 

• what consideration has been given to the possibility of alternative employment 
and confirmation that alternative employment opportunities will continue to be 
sought throughout the consultation process and, if appropriate, throughout the 
notice period. 

 
4.1.8. A second meeting will be arranged, ideally at least two weeks after the first meeting, 

where the member of staff will be given the opportunity to submit any further 
representations which have occurred since the initial meeting. Further individual 
consultative meetings may be necessary depending upon the input from the member of 
staff, information that needs to be discussed on an individual basis or the timescales. 
 

4.2. Individual Notice Periods 
 

4.2.1. Individual notices of dismissal will not be issued to members of staff in a collective 
redundancy situation until the collective consultation period of 30 or 45 days (as 
appropriate) has been exhausted. 

4.2.2. The required notice period will depend on the member of staff’s contract or employment 
and statutory requirements.  

 
4.3.  Selection Pools 

 
4.3.1. As a starting point, the University will consider the type of work that is ceasing or 

diminishing and which employees do that work. The composition of selection pools will 
depend on specific circumstances and will normally consist of employees who carry out the 
same, or similar work and perform jobs that are interchangeable. However, a selection 
pool will not be necessary for example where redundancies are expected to involve the 
whole University or just one specific role. The decision on who to include in the pool will be 
based on genuine business reasons. Care must be taken to ensure that the correct pool is 
identified and advice should be taken from the Human Resources department. 

4.3.2. Where there is more than one employee in the ‘pool’, objective criteria, precisely defined 
and capable of being applied in an independent way, should be used when determining 
which employees are to be selected for redundancy. Human Resources and relevant trade 
union(s) will be consulted on the selection criteria to be used. 

4.3.3. The purpose of having objective criteria is to ensure that employees are not unfairly 
selected for redundancy. In considering the criteria for selection, it is important to ensure 
that the balance of skills and experience within the remaining workforce is appropriate to 
the University’s future operating needs. Examples of such criteria are: the skills, experience 
and aptitude of the employee; the standard of work performance; the attendance record 
and/or disciplinary record (current offences) of the employee. The chosen criteria must be 



 

consistently applied and there must be objective evidence to support selection on any 
basis. It is advisable to follow a points-based scoring system based on the selection criteria. 
These selection criteria are in no particular order, represent examples and are not 
exhaustive. 

4.3.4. The University will carry out a scoring exercise for employees in the redundancy pool. The 
employees with the lowest scores will be provisionally selected for redundancy. The 
University will ensure that the selection criteria used to select those employees are 
reasonably objective, measurable, capable of being applied fairly and reflect the 
requirements of the job that will need to be performed after the redundancy exercise has 
been completed. 

4.3.5. The University will consult with employees individually about the selection pool, the 
selection criteria that will be used, how those criteria will be scored, and the provisional 
scores that have been awarded once the selection exercise has been completed. 

 
4.4. Selection Process 

 
4.4.1. When an employee is provisionally selected for redundancy they will be invited to attend a 

meeting with the appropriate manager.  At this meeting they will be offered the 
opportunity to be accompanied by a trade union representative or work colleague.  The 
purpose of the meeting will be to inform and consult with the employee about the 
selection and to enable the employee to respond. The employee may ask about the 
selection criteria and the way they have been applied and make representation as to why 
they should not have been selected. The University will take into consideration the 
representations made by the employee before deciding on redundancy selection. 

4.4.2. If, after individual consultation, the University proposes to select the employee for 
redundancy the employee will be invited to attend a further meeting.  The employee has 
the right to be accompanied by a trade union representative or work colleague.  At this 
meeting the final decision will be confirmed taking into consideration the outcome of the 
consultation process and any further representations made by the employee.  This decision 
will be confirmed in writing. 

4.4.3. Consideration will be given to suitable alternative employment opportunities and 
employees under notice will be given information about all available opportunities. 

4.4.4. If notice of dismissal by reason of redundancy is given, the employee’s contractual or 
statutory notice (whichever is greater) will apply. 

4.4.5. Where possible, the University will give as much notice of redundancy as possible. 
 

4.5.  Appeals  
 

4.5.1. All employees have the right to appeal against dismissal for redundancy. 
4.5.2. To exercise this right the employee must set out their grounds for appeal in writing to the 

Director of Human Resources within ten working days of receiving written confirmation of 
the decision. 

4.5.3. The appeal will normally be heard by a panel of three senior managers. A member of HR 
will also be present to take notes. 

4.5.4. At the Appeal hearing the employee will have the right to be accompanied by a trade union 
representative or work colleague. 

 
 

4.6. Redeployment 
 

4.6.1. Employees who are under notice of potential redundancy will be considered for alternative 



 

posts.  They will be given prior consideration for any vacancy at the same or lower grade 
provided they meet the minimum requirements of the person specification.  In this 
instance the employee may be asked to attend an interview to ensure they have clarity 
about the role. 

4.6.2. Support and guidance with the application process will be provided on request. 
4.6.3. In considering the suitability of an employee for an alternative post, consideration will be 

given to the employee being able to undertake the role with suitable training. 
4.6.4. If the employee proves suitable or would be suitable given appropriate training, they 

should be offered the post and the job offer made in writing before the previous 
employment ends.  Employees who unreasonably refuse an offer of suitable alternative 
employment may lose entitlement to redundancy pay. 

4.6.5. Where an employee is offered a lower graded post as a suitable alternative, their current 
salary will be frozen for a period of two years or until the salary is overtaken by the top of 
the new grade whichever is sooner. At that point the employee’s salary will be amended to 
the top point on the new grade. 

 
4.7.  Trial Periods 

 
4.7.1. An employee who is under notice of redundancy has a statutory right to a trial period of 

four weeks in an alternative job where the provisions of the new contract differ from the 
original contract.  The effect of the trial period is to give the employee a chance to decide 
whether the new job is suitable without necessarily losing the right to redundancy 
payment.  The four-week trial period can be extended by agreement in writing, specifying 
the date on which it will end and the employee’s terms and conditions after it ends. 

4.7.2. The employer may also use the trial period to assess the employee’s suitability.  Should the 
University end the new contract within the four weeks for a reason connected with the 
new job, the employee will preserve the right to a redundancy payment under the old 
contract. 

4.7.3. If the employee works beyond the end of any four-week period or the jointly agreed 
extended period, any redundancy entitlement may be lost because the employee will be 
deemed to have accepted the new employment. 

 
4.8. Statutory Redundancy Pay 
 
4.8.1. Members of staff who have 2 or more years’ continuous service at the date of dismissal on 

grounds of redundancy will be eligible for Statutory Redundancy Pay.  
4.8.2. To calculate Statutory Redundancy Pay refer 

to http://www.direct.gov.uk/en/Diol1/DoItOnline/DG_4017872 
 
4.9. Redundancy Modification Order 

 
4.9.1. Continuous employment for the purpose of calculating the amount of redundancy 

payment and for assessing the entitlement to a redundancy payment may be affected by 
the provisions of the Redundancy Payments ((Continuity of Employment in Local 
Government, etc) (Modification Order (RMO)).  If an individual has continuous service from 
a previous employer listed in the RMO, then that employment will be taken into 
consideration when assessing the entitlement to a redundancy payment and for calculating 
the amount of that payment. 

4.9.2. If an employee who is under notice of redundancy receives an offer of a job from another 
RMO employer (e.g., another post 92 HEI, an FE College or local authority) before the 
termination of their employment and takes it up within four weeks of the end of the old 

http://www.direct.gov.uk/en/Diol1/DoItOnline/DG_4017972


 

employment, there will be no dismissal for redundancy payment purposes, no redundancy 
payment, and continuity of employment will be preserved in the new job.  

4.9.3. If an employee takes a redundancy payment and commences work for the next RMO 
employer after four weeks have elapsed, then continuous service will be broken. 

 
 

 


