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ANNEX 3

REDUNDANCY PROCEDURE

STATEMENT OF INTENT

1. This procedure has been drawn up by Oxfordshire County Council following consultations with UNISON.  It applies to all non-school employees whose terms and conditions of service are covered by the National Joint Council for Local Government Services (‘The Green Book’). A separate policy is applicable for employees in schools.

2. The Council, in consultation with UNISON, will seek to minimise the need to make employees redundant by careful management and planning of the service and by seeking to find alternative employment for employees who are identified as surplus to the requirements of the Council.

3. Where redundancy is unavoidable the Council will seek to handle the redundancy fairly, consistently and sympathetically.

4. Selection for redundancy will not be undertaken on the basis of trade union membership or other representational activity, for asserting employment or other rights, for maternity related reasons or on grounds ruled out by the Council’s Equal Opportunities Policy.

CONSULTATIONS REQUIRED

5. The Council will inform and consult trade unions and individual employees concerned at an early stage and in accordance with employment legislation, and will give consideration to the comments and recommendations received.

6. No redundancy or compulsory redeployment will be undertaken without early consultation and the concurrence of the County Human Resources Manager.

MEASURES TO AVOID OR MINIMISE REDUNDANCIES

7. The Council will manage and plan resources appropriately in order to keep redundancies to a minimum. Where redundancies are unavoidable the cost effectiveness of any measures will be taken into consideration. 

8. The Council will, in consultation with trade unions, consider the following alternatives:

· early restrictions on the recruitment of permanent staff;

· not filling vacancies arising, where appropriate, permitting a gradual reduction in numbers by “natural wastage”;

· reduction or elimination, where practicable, of overtime working;

· the retirement of employees who are beyond the normal retirement age;

· exploring other alternative solutions with the trade unions and work group affected;

· retraining and redeployment, where appropriate, of existing staff into internal vacancies which arise or are expected to arise (see paragraphs 13 to 16 below). 

IMPLEMENTING REDUNDANCIES

9. In order to implement redundancies as humanely as possible managers will adopt the following principles:

· consider carefully when to inform employees about potential redundancies and make sure that redundancies are not announced publicly until employees and trade union representatives have been informed;

· notify employees personally of their position and the terms of their redundancy;

· give redundant employees as much warning as possible;

· allow employees time off to look for alternative work or training, in accordance with employment law;

· assist employees in looking for alternative work where practicable;

· consider the impact of redundancies on morale among employees and keep them informed.
Where Redundancies are Unavoidable

10. Where redundancies are unavoidable, despite the measures listed in paragraph 8 above, managers will consider seeking applicants for voluntary and/or early retirement amongst existing employees, but will have regard to the needs of the service.

11. Where volunteers for redundancy are sought managers will carefully define the workgroup(s) to be approached, in consultation with UNISON.

12. Where notice of redundancy has been issued to an employee and subsequently suitable employment has been identified this will be offered to the employee as a redeployment.  

SELECTION CRITERIA
13. Where compulsory redeployment or compulsory redundancy is necessary managers will select employees in accordance with the following principles. Criteria must be discussed with Unison with a view to agreement. Where Unison’s agreement cannot be obtained the matter will be referred to the County Human Resources Manager before the selection process takes place.

· the workgroup(s) where reductions are required will be clearly defined;

· the operational needs of the service will be considered first;

· selection criteria will be objective, fair and consistent, and care will be taken not to unfairly disadvantage individuals or particular groups of employees;

· objective job related selection Criteria could include selection on the basis of skills, qualification, experience or standard of work performance where objective evidence is available. If attendance or disciplinary record is taken into account in selection full consideration should be given to the pattern over the wider period of employment. 

· where such criteria cannot be identified, and financial considerations allow, selection will be done on the basis of the employee with the shortest total local government service, not necessarily continuous, being selected first, and so on. 

REDEPLOYMENT
14. When seeking to avoid redundancies by redeploying employees, volunteers will be invited in the first instance.  Where practical and appropriate volunteers for redeployment will be given preferential consideration for vacancies which arise.

15. Where there are insufficient volunteers for redeployment, employees will be selected for redeployment to suitable alternative employment*, where this is available.

16. Redeployments are subject to a trial period, not normally exceeding four weeks.  The terms of the trial period will be put in writing to the redeployed employee when the offer of alternative employment is made.  Any cost of redeployment will be met by the department the redeployed employee is leaving.

17. Redundancy pay and any associated pension benefits will not normally be paid to an employee who has rejected suitable alternative employment*.
APPEALS

1. Employees who are redeployed or made redundant will be informed of their right to appeal to a Tribunal Panel of the Democracy and Organisation Committee.

*Suitable alternative employment will be interpreted in accordance with the ACAS advisory booklet ‘Redundancy Handling’.

Head of Human Resources & Organisational Development
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