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1 Policy Statement

1.1 Worcester City Council is committed to ensuring security of employment for its 
employees, as far as possible.  However, it is recognised that there may be changes 
in organisational requirements, economic or technological developments and 
financial pressures which may affect staffing needs. 

1.2 The Council will seek to minimise the effect of redundancies through the provision 
of sufficient time and effort to finding alternative employment for employees 
potentially facing redundancy. Where compulsory redundancy is inevitable the 
Council will handle the redundancy in the most fair, consistent and sympathetic 
manner possible.

1.3 The purpose of this policy is to explain the  process that would apply when the 
Council establish that there is a need to reduce staffing levels. It details the 
measures that will be sought to avoid compulsory redundancies and the process to 
be followed in the event that this becomes necessary.

1.4 This policy will operate in addition to all other related policies and statutory 
obligations, e.g. Redeployment Policy, Change Management Policy and Employment 
Rights Act 1996. 

2 Scope

2.1 The policy is based on the ACAS Code of Practice and will apply to all Council 
employees.

  

3 Consultation

3.1 There is a statutory requirement for collective consultation with the Trade Union 
representatives or employee representatives of employees who are affected by a 
redundancy process if there are likely to be more than 20 redundancies in total. 
Irrespective of the numbers affected by potential redundancy the Trade Unions will 
be consulted in every case. 

3.2 Irrespective of the number of potential redundancies consultation shall take place 
with each employee at risk of redundancy, accompanied by their union 
representative or a colleague if they so wish, to ensure a fair process is being 
followed.

3.3 The Council has a duty to make known the proposals and to consult affected 
employees and Trade Union representatives as soon as possible, and at least 
adhere to the minimum periods of consultation laid down by legislation.   

3.4 The Council will disclose in writing to Trade Unions: 

i) The reasons for the redundancy proposals;

ii) The number and descriptions of employees it is proposing to dismiss as redundant;

iii) The total numbers of employees of any such description;
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iv) The way in which employees will be selected for redundancy;

v) How the dismissals are to be carried out, including the period over which the 
dismissals are to take effect;

vi) The method of calculating the amount of redundancy payments to be made to those 
who are dismissed;

vii) Agency Workers: the number of agency workers, where they are working and the 
type of work they are doing. 

3.5 Consultation with trade unions and individuals must commence prior to any public 
or corporate announcement of any redundancy programme. 

3.6 Consultation and notification of any redundancies will begin at the earliest 
opportunity, and in any event:- 

30 days before the first dismissals take effect where between 20 and 99 
redundancy dismissals are proposed at one establishment within a period of 90 
days or less;

45 days before the first of the dismissals take effect where 100 or more redundancy 
dismissals are proposed at one establishment within a period of 90 days or less.

For the purposes of this document, “one establishment” shall mean Worcester City 
Council in its entirety.   

4 Measures to Avoid or Minimise Redundancies

4.1 The Council will take reasonable steps to avoid compulsory redundancy for affected 
employees, including:

 A recruitment freeze

 Ring fencing vacancies / restricting external recruitment

 Allowing a gradual reduction by natural wastage, e.g. resignation

 Reduction / Review in overtime

 Reducing the use of agency and/or temporary employees

 At risk employees being given priority for any vacancies

 Working with other local employers to help redeploy employees

 Voluntary reductions in hours of work or job share

 Redeployment and/or training, retraining.

 Voluntary redundancy, where it suits the business / operational need. 

5 Selection Criteria
5.1 Where redundancies are necessary the Council will aim to handle these in the most 

fair, consistent and sympathetic manner possible, and will bring about any 
workforce changes in line with this guidance. 
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5.2 A person is at risk of redundancy after posts in the new structure have been filled 
or a clear statement of workforce reduction in a particular area or department e.g. 
budget cuts have been made.    

When a person is identified as at risk, the situation should be explained to them at 
a meeting (group or individual) with the appropriate managers, followed by a letter 
to the individual confirming that they are at risk and the reasons for it. 

5.3 The Council will agree the pool of employees and the criteria for selection with 
recognised Trade Unions as part of the consultation process.      

5.4 Relevant selection criteria will depend on the circumstances but may include some 
or all of the following:

i) The skills, experience and aptitude of the employee.

ii) The standard of work performance.    

iii) The attendance or disciplinary record of the employee (absence relating to disability 
or pregnancy should not be included).

5.5 The Council will notify the Redundancy Payments Service (RPS) before consultation 
starts if it proposes to dismiss more than 20 employees, a copy of which will be 
forwarded to the relevant Trade Union representatives. 

6 Individual Meetings with Employees (At Risk Meetings)

6.1 Employees at risk of redundancy will meet with an appropriate manager and a 
member of People Services (along with a Trade Union representative or work 
colleague if required).    

6.2 At these meetings the line manager / People Services representative will explain:

 Why redundancies are necessary   

 Why the employee is in the pool being considered

 Discuss options available, e.g. suitable alternative employment

The following areas will also be discussed:

 Current skills, training and experience

 Willingness / ability to increase/decrease hours and/or change shift patterns as 
appropriate

 Willingness / ability to retrain

 Other areas in which they may like to work in

 Career prospects

 Other relevant personal circumstances

Further meetings will take place to issue any formal notices of redundancy and 
explain requirements during notice period.  
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7 Redeployment
7.1 Success in redeploying employees will depend upon all the circumstances including 

numbers and types of jobs involved and the personal circumstances of each 
individual:

7.2 Redeployment will be carried out as described in the Redeployment Policy.  This 
policy details the search for suitable alternative employment and where offered, 
trial periods.

7.3 Successful redeployment and re-training within the Council will be considered to be 
continuous employment for all purposes. 

8 Assistance to Staff at Risk of Redundancy
8.1 The following facilities will be made available to those individuals who have been 

identified as “at risk”:-

i) Reasonable time off, outside of allocated annual leave, to attend job interviews, and 
a reasonable level of administrative support (telephone, internet access etc). 
Employees should request time off at the earliest opportunity through the normal 
leave procedures and they should not have these requests unreasonably refused.

ii) Reasonable time off to receive advice from other agencies (Department for Work & 
Pensions, HM Revenue and Customs, etc.) 

iii) The opportunity to access counselling and an Employee Assistance Programme

iv) Internet access to relevant job search sites will be made available to employees for 
job search purposes.

v) Advice and training in writing CVs and interview techniques (available as e-learning 
on the Learning Lounge). 

vi) Appropriate outplacement services may be considered. 

9 Retraining / Updating Skills
9.1 Where an individual wishes to change to a new post within the Council which 

requires retraining, this will be encouraged wherever possible depending on the 
time and resources required for the employee to become competent within the 
new role.

9.2 Retraining to seek a new professional or occupational qualification will be 
considered on an individual basis taking into account current skills, experience 
and finances available for this support.

10 Early Release
10.1 All employees will be expected to work their notice period.  However, 

consideration may be given to the early release of employees under notice of 
redundancy who can provide evidence of obtaining employment either within or 
outside the Council. This may affect any redundancy payments they might be 
expecting. The process for applying for early release will be as follows:
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i) The employee must have received formal written notice of the termination of their 
employment by reason of redundancy. 

ii) A request in writing to leave earlier than the termination date must be received 
during the formal notice period as defined in section 3.6 above.

iii) The line manager, with People Services advice, will consider the request with due 
consideration to the individual circumstances and service needs.  

iv) The line manager will write formally to agree a date for early release.

v) This new date will become the revised date of redundancy for the purpose of 
calculating any entitlement to a redundancy payment.    

10.2 Employees who leave without prior arrangement either prior to or during the formal 
notice period may not be entitled to any redundancy payment.

11 Redundancy Payments

11.1 Payments will be made in line with current employment legislation. 

(See ACAS website - www.acas.org.uk or the GOV.UK website -  www.gov.uk 
or details available from People Services or Trade Unions (Unison and GMB)).  

The Council calculates payments as follows:- 

Statutory weeks payment from statutory calculator** x 1.34 x current weekly basic 
pay.  

For example:- 10 weeks (statutory calculation) x 1.34 x £150.    

**Weeks payment will be made in accordance with the prevailing legislation and 
the current statutory redundancy weeks calculator which is published on the 
GOV.UK website.   

The Statutory Redundancy Pay Calculator may only be used to indicate the weeks 
payable based on age and service:

https://www.gov.uk/calculate-your-redundancy-pay

11.2 Payments are based on continuous Local Government service. Where an employee 
has previously received either a redundancy payment and/or been given early 
retirement with pension benefits, previous Local Government service will not count 
for the purposes of calculating redundancy pay.

11.3 An employee will not be entitled to a redundancy payment if they have 
unreasonably refused to accept suitable alternative employment before or during 
the period of notice.

11.4 If the Council gives an employee notice of redundancy and before the dismissal 
takes effect (i.e. the last day of service) the employee receives an offer of 
employment from another organisation specified in Schedule 2 of the Modification 
Order 1999, the employee will lose entitlement to a redundancy payment if the new 
employment starts within four weeks of the date of the redundancy.

http://www.gov.uk/
https://www.gov.uk/calculate-your-redundancy-pay
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12 Appeal

12.1 Employees to be made redundant are entitled to appeal against the decision if they 
feel that the selection criteria has been unfairly applied in their case.

  The appeal should be submitted in writing, with full reasons for the appeal, to the 
Managing Director within 21 days of the receipt of the written notification of the 
dismissal.

 


