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POLICY AND RESOURCES COMMITTEE  
 

Information for Members of the Public 
 
Due to the current Covid-19 pandemic Worcester City Council will be holding this meeting in 

accordance with the relevant legislative arrangements for remote meetings of a local authority. For 

more information please refer to: Local Authorities and Police and Crime Panels (Coronavirus) 

(Flexibility of Local Authority and Police and Crime Panel Meetings) (England and Wales) Regulations 

2020. 

 

Please note that this is a public meeting, conducting remotely by videoconferencing between invited 

participants and live streamed for general access by audio via the Council’s website. 

 

Part I of the Agenda includes items for discussion in public. You can listen to a live audio stream of the 

meeting via the City Council website www.worcester.gov.uk/councillors-democracy. You have the right 

to inspect electronic copies of Minutes and reports on this part of the Agenda as well as background 

documents used in the preparation of these reports. Details of the background papers appear at the 

foot of each report. Part II of the Agenda (if applicable) deals with items of 'Exempt Information' for 

which it is anticipated that the public may be excluded from the meeting and neither reports nor 

background papers are open to public inspection. 

 

Members of the public and press are permitted to report on the proceedings. "Reporting" in the context 

of this remote meeting includes making an audio recording of the live streamed audio and providing 

commentary on proceedings. Any communicative method can be used to report on the proceedings, 

including the internet, to publish, post or share the proceedings. 

 

At the start of the meeting under the item 'Public Participation' up to fifteen minutes in total is allowed 

for members of the public to present a petition, ask a question or comment on any matter on the 

Agenda. Participation in remote meetings will extend to video and/or audio participation or written 

submission read aloud at the appropriate point in the meeting by the Chairman. Participants need to 

indicate that they wish to take part in a remote meeting by 4.30 p.m. on the last working day before 

the meeting by telephoning or E-Mailing the officer mentioned below. A Democratic Services Officer will 

then contact to advise how to participate in the remote meeting, by invitation. Requests to participate 

received later than this cut-off time may not be accommodated. 

 

If a member of the public chooses to speak at a meeting of the City Council, he/she will be deemed to 

have given their consent to being recorded and audio being published live to the Council’s website. The 

Chairman of the meeting, can at their discretion, terminate or suspend recording, if in their opinion, 

continuing to do so would prejudice the proceedings of the meeting or if they consider that continued 

recording might infringe the rights of any individual, or breach any statutory provision. 

 

If you have any queries about this Agenda, require any details of background papers, or wish to 

discuss the arrangements for public participation please contact Julian Pugh, Democratic Services 

Administrator, Democratic Services, Guildhall, Worcester WR1 2EY  Telephone: 01905 722027 (direct 

line).  E-Mail Address: committeeadministration@worcester.gov.uk 

 

This agenda can be made available in large print, braille, on PC disk, tape or in a number of ethnic 

minority languages. Please contact the above-named officer for further information. 
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Policy and Resources Committee 
Tuesday, 15 December 2020 

 

Members of the Committee:- 

 

Chairman: Councillor Louis Stephen (G) 
Vice-Chairman: Councillor Marc Bayliss (C) and Councillor Adrian Gregson (L) 

 
Councillor Patricia Agar (LCo) 

Councillor Roger Berry (LCo) 
Councillor Simon Geraghty (C) 
Councillor Jo Hodges (L) 

Councillor Mrs. Lucy Hodgson (C) 
 

Councillor Steve Mackay (C) 

Councillor Chris Mitchell (C) 
Councillor Jabba Riaz (L) 
Councillor Joy Squires (L) 

Councillor James Stanley (C) 
 

 

  
C= Conservative G = Green L = Labour LCo = Labour and Co-operative  

LD = Liberal Democrat 

 
SUPPLEMENTARY AGENDA 

 

Part 1 
(ITEMS FOR DISCUSSION AND DECISION IN PUBLIC) 

 
10.1 Voluntary Redundancy Scheme  

Page(s): 1 - 10 

Ward(s): All Wards 

Contact Officer:  Mark Edwards, Head of People Services 
Tel: 01905 722042 

 Appendix 1 – Redundancy Policy. 
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Redundancy Policy v6 December 2020 

Summary of proposed changes 

 

Paragraph 5.5: new paragraph to refer explicitly to the Equality Act 2010 

Paragraphs 8.2-8.4 : new paragraphs to refer to rights of people on maternity, paternity or adoption 

leave and process for consulting with them 

Paragraph 10.1: new paragraph explaining how notice pay is calculated 

Paragraph 10.2: amendment to clarify when notice may be waived 

Section 11: rewritten to provide greater clarity without changing the terms available to employees. 

Clearer explanation of how the statutory position is enhanced by the Council and clearer explanation 

of the conditions which attach to redundancy payments. New reference to the public sector exit 

payment cap. New paragraphs dealing with zero hours contracts. New paragraph introducing the 

concept of special voluntary redundancy schemes which may be introduced to supplement the 

terms of this Redundancy Policy. 
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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 

establishes 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.  

Scope 

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

employees. 

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; 

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; 
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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.    

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.  

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.  

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.  
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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 ensure that selection criteria are compatible with the Equality Act 

2010. 

5.6 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.  

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.   

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. 
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7.3 Successful redeployment and re-training within the Council will be considered to be 

continuous employment for all purposes.  

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.  

 

8.2  Employees who are pregnant, on maternity, adoption or shared parental leave are 
afforded special protection under the law. While pregnant employees can be declared 

at risk of redundancy, their pregnancy (or any absence on maternity, adoption or 
shared parental leave) must not in any circumstances be used either directly or 
indirectly as a selection criterion for redundancy.  

8.3  The Council will invite employees on maternity, adoption or shared parental leave to 
a meeting to discuss their personal situation. If the employee is unable to meet, the 

Council will ensure that they stay in touch by phone or in writing in each individual 
case.  

8.4  Employees on maternity, adoption or shared parental leave, who are put ‘at risk’ must 

be formally notified in the same way as any other employee. They are able to remain 
on maternity, adoption or family leave and to seek suitable alternative work during 

their leave period, unless their redundancy takes effect in the meantime. The Council 
will ensure that any suitable redeployment opportunities are identified to them. 

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. 
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Early Release 

10.1 The amount of notice (notice period) each individual receives differs because notice is 

whichever the greater amount of:  

  What is set out in an employee’s contract of employment; or  

  One week’s notice for each year of service (up to a maximum of 12 weeks). 

10.2 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 where 

that is in the best interests of the Council or for other exceptional circumstances. This 

may affect any redundancy payments they might be expecting. The process for 

applying for early release will be as follows: 

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.     

10.3 Employees who leave without prior arrangement either prior to or during the formal 

notice period may not be entitled to any redundancy payment. 

Redundancy Payments 

11.1 Employees only receive redundancy payments if they have at least 2 years continuous 

Local Government service.  

11.2  Where employees have been TUPE transferred into the Council, managers must use 

the correct policy to ensure that any contractual terms and payments relating to 

redundancy are applied to those employees.  

11.3 Previous continuous service with organisations covered by the Redundancy Payments 

Modifications Order will also be used to calculate redundancy payments.  

11.4 There is a statutory sliding scale for redundancy payments dependent upon age and 

length of service. The statutory scale is currently as follows:  

 Service up to age 21 (inclusive): 0.5 week’s pay for every year of service  

 Service from ages 22 to 40 (inclusive): 1 week’s pay for every year of service  

 Service from age 41: 1.5 week’s pay for every year of service  

More information on the statutory scale can be found on the Gov.Uk website. 

11.5 The Council has powers to enhance the statutory redundancy pay scheme, within 

certain legal parameters. Any enhanced scheme must be kept under review by the 

Council and may be withdrawn or varied.  
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11.6 The Council currently enhances the statutory redundancy pay scheme in two respects:  

  The Council bases redundancy pay on an employee’s actual contractual gross 

weekly pay, rather than cap this at the maximum statutory limit for a week’s 

pay, as set by the Secretary of State; and  

  The Council multiplies the statutory scale (number of weeks’ pay for every year 

of service) by a factor of 1.34.  

Therefore, redundancy calculations are based on the following:  

Actual Contractual 
Gross Weekly Pay 

 X Number of weeks 
statutory 

redundancy 
entitlement (based 
on age and length of 

service - see above) 

X 1.34 = Redundancy Pay Due* 

 

*Subject to the factors at 
section 11.6 and 11.7 
below and the other terms 

of this Policy 

 

11.7 The following factors also apply:  

  The maximum years of service that can be given is 20 years. (The years which 

count are found by starting at the date of redundancy and working back).  

  Redundancy Pay is not taxable, or subject to national insurance contributions, 

up to a limit of £30,000. Above that, any payments are taxable.  

  Redundancy pay will not be paid until after the end of the notice period.  

  Before employees can receive their redundancy pay, they have to confirm in 

writing that they have not accepted other employment within the Council, or 

with an organisation covered by the Redundancy Payments Modifications Order 

1999, which is due to start within 4 weeks of their redundancy.  

 Redundancy payments are subject to the Restriction of Public Sector Exit 

Payments Regulations 2020 which places a cap on the amount of a payment 

that an employee receives on termination (including redundancy pay, notice pay 

and pension payments) to a maximum sum of £95,000. 

11.8 There are also some occasions when redundancy pay cannot be paid. They are when 

an employee:  

  Unreasonably refuses to accept an offer of a job that the relevant Corporate 

Director considers to be suitable alternative employment  

  Does not have the relevant length of service  

  Is issued with notice of redundancy but, before the dismissal takes effect they 

receive an offer of employment from the Council or another employer covered 

by the Redundancy Payments Modifications Order 1999. This will mean that 

they will lose entitlement to a redundancy payment but will maintain their 

continuous Local Government service (as determined by the Modifications 

Order). This only applies where the offer of a new job is made before the end 
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of the contract and the employment starts within 28 days of their dismissal due 

to redundancy.  

  If an employee on a zero hours contract is made redundant and if entitled to 

redundancy pay, the redundancy pay calculation would be based on their weekly 

pay. Their weekly pay would be calculated in line with existing processes that 

relate to any other employee who works variable working hours and would be 

based on their average weekly pay earnings based on a 12 week reference 

period. The 12 week reference period is the 12 weeks prior to the date of the 

notice being served (the calculation date) unless another reference period is 

agreed, in consultation with the trades unions.  

  The 12 week reference period should be made up of 12 weeks in which pay was 

due to the worker, if during this period of time there was a week in which the 

worker received no pay this will be replaced by one of the weeks preceding the 

12 week reference period when the worker was paid.  

11.9 The Council may, in consultation with the trade unions, introduce additional 

enhancements (subject to the legal parameters) to incentivise employees to leave by 

way of voluntary redundancy prior to a compulsory redundancy exercise. These 

enhancements may include introducing a higher multiplier of the statutory scale for a 

limited period of time and/or offering pension benefit enhancements where the law 

allows. If the Council introduces additional enhancements for voluntary redundancy 

then additional conditions may be imposed to ensure the scheme gives good value for 

money and is a responsible use of public funds. These additional conditions may 

include a requirement for employees benefitting from the enhanced voluntary terms 

and early exits without full consultation processes, to enter into binding agreements 

to waive any legal claims relating to the redundancy process itself. They may also 

include a requirement that the employee may not be re-employed by the Council, after 

termination, for an extended specified period of time, or else be required to repay all 

or part of their redundancy payment. 

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. 
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