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HR Policy & Procedure: 
Date of Issue  JULY 2007 
  

HANDLING OF REDUNDANCY   
 

Policy Statement 
 
The Trust is committed to ensuring as far as possible job security for its employees. However, it is recognised 
that there may be changes in competitive conditions, organisational requirements and technological 
developments that may affect its staffing needs.   It is the agreed aim of the Trust and its recognised trade union, 
Prospect to enhance the efficiency and financial sustainability of the Trust and so safeguard the current and 
future employment of the Trust’s employees. 
 
The Trust, in consultation with Prospect, will seek to minimise the effect of redundancy through the provision of 
sufficient time and effort to finding alternative employment for employees whose posts have been identified for 
redundancy. 
 
Where compulsory redundancy is inevitable the Trust will handle the redundancy in the most fair, consistent 
and sympathetic manner possible and will seek to minimise as far as possible any hardship that may be suffered 
by the employees concerned. 
 
Definition of Redundancy: 
 

In legal terms an employee is dismissed by reason of redundancy if the dismissal is wholly or mainly attributable 
to: 

  
a) The fact that his employer has ceased or intends to cease  
 (i) to carry on the business for the purposes of which the employee was employed by him or 
 (ii) to carry on that business in the place where the employee was so employed; or 
  

b) The fact that the requirements of that business  
 (i) for employees to carry out work of a particular kind or 
 (ii) for employees to carry out work of a particular kind in the place where the employee was so 

employed by the employer  
 have ceased or diminished or are expected to cease or diminish. 

 
These legally defined redundancy situations can be described as arising when fewer employees are needed due 
to: closure of whole business; closure of part of a business; closure of a particular workplace; a reduction in 
business; the introduction of technology or a re-organisation which changes working practices and increases 
efficiency.   
 
Application of Policy 
While it should generally be taken that this Policy applies to all staff, advice must be sought from the HR 
Department before it is assumed that the dismissal of any employee - whether employed on a permanent, long-
term fixed-term or recurring seasonal basis - is for reason of redundancy.   
 
Roles and Responsibilities: 
 
Leadership Team members will be responsible for: alerting the Director of HR & Change to any proposed - 
however embryonic - organisational changes that may result in the redundancy of permanent and/or fixed-term 
posts: providing a business rationale for such changes for communication with affected employees and 
Prospect; for ensuring line managers support the HR team in the handling of redundancies in line with Trust 
policy and within the procedures and timescales agreed with Prospect for specific situations.  Leadership Team 
members managing staff affected by redundancy proposals will collectively consult with representatives of 
Prospect and will lead in all briefings of staff; they will also ensure that staff affected by any redundancy 
proposals are consulted with on an individual basis and that any dismissals by reason of redundancy are 
handled in line with Trust policy.   
 

Line Managers of employees at risk of and ultimately selected for redundancy are expected to manage them 
sensitively, ensuring they are kept well informed regarding the proposals affecting them.  Managers of staff 
redeployed by reason of redundancy are expected to ensure such staff are equipped and trained to fulfill their 
alternative role and are sensitively supported in making the transition from old to new posts.   
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Note: As redundancy is a dismissal only line managers in Band F and above will have the authority to select 
employees for redundancy. Consequently, only managers in Band G and above will handle employee appeals 
regarding the handling of their redundancy.  
 

The Director of HR & Change is responsible for ensuring the Trust complies with its statutory consultation and 
dismissal obligations and for the fair application of the Trust’s Policy on Handling Redundancy. S/he, or their 
nominated deputy, will administer the consultation process and facilitate feedback to individuals and Prospect; 
s/he will appoint members of the HR Department to support line managers and members of the Leadership 
Team in meetings with Prospect and individual employees and will oversee any appeals lodged by staff at risk of 
redundancy.     
 

The HR Department will manage the voluntary redundancy process; issue individual at risk and notice of 
dismissal correspondence on behalf of line managers and ensure the accurate and timeous payment of 
redundancy payments.  As directed by the Director of HR & Change, a member of the HR Department will 
advise and support line managers and Leadership Team members in meetings with Prospect and individual 
employees, including any appeal hearings.   
 

Detailed Procedure: 
  

1. Consultation  
  

1.1 The Trust has an obligation under its Joint Recognition, Procedural and Partnership Agreement to 
consult with the independent trade union Prospect on all proposed redundancies, organisational 
changes and redeployment of Trust staff. Bearing this is mind the Trust is committed to informing 
Prospect representatives as soon as possible about any proposed changes to staffing requirements and 
the possible need for redundancies. This consultation will precede any public announcement of the 
redundancy programme and occur before the issue of any notices of termination. 

  

1.2  For all redundancies involving 1-99 employees the Trust will begin its consultation with Prospect at least 
30 calendar days before dismissals are proposed to take place. For redundancies involving 100 or more 
employees consultation will begin at least 90 calendar days before dismissals are proposed to take 
place.  

  

1.3 The Trust will also consult on an individual basis with any employee whose post has been identified as 
potentially ‘vulnerable’ and whose employment may consequentially be at risk of being terminated by 
reason of redundancy. Affected staff will also be informed of the Trust’s redundancy procedure and be 
made aware of how they will be consulted regarding the proposals affecting them and how to appeal 
any  ‘notice of redundancy’ if it is issued to them. 

 

 1.4 The Trust has a statutory duty to disclose in writing to Prospect the following information concerning 
proposals for any redundancies: 

 1.4.1  The reasons for the proposals - which will include any ‘business case’ 
 1.4.2  The ‘unit - or units - of redundancy’ (i.e. the operational area(s) of the Trust and/or specific 

group(s) of staff affected by the proposals) will be proposed by the Trust at this stage with the 
view to reaching agreement on this with Prospect. 

 1.4.3  The numbers and descriptions of employees it is proposed to dismiss by reason of redundancy 
 1.4.4  The total number of employees of any such description employed at each of the proposed 

units of redundancy’. 
 1.4.5  How the dismissals are to be carried out, taking into account any agreed procedure including 

the period over which the dismissals are to take effect 
 1.4.6  Any other such information that both parties jointly agree 
  

1.5 The Trust will also include in this notification:  
 1.5.1 Proposed timescales for the consultation with individually affected employees and collectively 

with Prospect; 
 1.5.2  Proposed measures to minimise compulsory redundancies, including; 

 any proposed moratorium on the filling of vacancies within the proposed ‘unit(s) of 
redundancy’, or elsewhere in or across the Trust, which could prove suitable 
redeployment opportunities for those potentially at risk of redundancy.   

 proposals regarding a call for volunteers for redundancy.  
 1.5.3  Any proposals regarding the way in which employees are to be selected for redundancy. 
  

1.6 This information will be provided to the Prospect Full Time Official and copied to the local Prospect 
Branch Convenor who will respond timeously to requests for meetings to discuss the proposals. 
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2 Measures for Minimising Compulsory Redundancies  
 
General Measures   
   

2.1 The Trust and Prospect acknowledge that compulsory redundancy should as far as possible be considered 
only as a ‘last resort’. With this in mind, the consultation process will include consideration of ways to 
avoid dismissals, redeployment of vulnerable staff, reducing the number of employees to be dismissed, and 
mitigating the effects of any dismissals. The Trust is committed to consultation with Prospect with a view to 
reaching agreement on all of these issues. 

  
2.2 During any proposed redundancy situation the Director of HR & Change, in consultation with Prospect, will 

suspend recruitment within the ‘units of redundancy’ unless the recruitment business case states that filling 
the vacancy is immediately required.  

 
Call for Volunteers and Handling of Voluntary Redundancy Applications  
   

2.3 As far as possible once it has been agreed that there is a redundancy situation the Trust will always 
consider, in consultation with Prospect, whether or not it is appropriate to put out a ‘call for volunteers’ for 
redundancy.  The Trust and Prospect will discuss and decide whether or not this ‘call’ should be restricted 
to selected categories of staff. 

  
2.4 If it is agreed that a call for volunteers should be issued, the following steps will be followed: 
 2.4.1 The Director of HR & Change or their nominated deputy will issue a ‘call for volunteers for 

redundancy’ to the category/categories of staff discussed and agreed with Prospect.  This 
communication will clearly advise staff of the closing date for voluntary applications and will also 
advise them that they may request details of the redundancy payment to which they would be 
entitled were their application to be taken forward 

 2.4.2 The closing date for applications for voluntary applications will be set to ensure a minimum of two 
weekends fall between the issue of the ‘call’ and the closing date for voluntary applications. 

 2.4.3 Line managers will be expected to make every effort to alert their employees, including writing to 
those absent on annual leave, on long term sick leave or maternity/paternity leave or on sabbatical/ 
seconded to another organisation, to any call for voluntary redundancies. 

 2.4.4 Employees interested in volunteering for redundancy will be asked to make written application to 
the HR Department by the agreed closing date, or extended date where mutually agreed between 
the Trust and Prospect. 

  
2.5 A joint NTS/Prospect meeting will be held as soon after the closing date as is practical, to consider if any 

voluntary applications can be progressed.  When considering any voluntary applications the Trust will, in 
consultation with Prospect, bear in mind the following: 

 2.5.1 Whether accepting a volunteer will ‘save’ another employee from compulsory redundancy 
 2.5.2 The balance of skills left in the Trust if any of the volunteers were to be accepted 
 2.5.3 How to inform individual employees that their application has been rejected 
  
2.6 If it is agreed that a voluntary application should be progressed the following steps will be taken 
 2.6.1 The employee volunteering for redundancy will be advised by a member of the HR Department 

that their application has been accepted;  
 2.6.2 Following discussion with the employee volunteering for redundancy and their line manager, a 

letter will be issued by the HR Department confirming the arrangements for the employee to leave 
the Trust’s employment and the make-up of their redundancy payment.  

 2.6.3 Unless agreed otherwise, the expectation from the Trust will normally be that once a termination 
date is agreed, the employee volunteering for redundancy will work their full notice period.  

 2.6.4 Dependent upon the need and timescale for accommodation to be offered and available to an 
employee redeployed into the vacated post, a volunteer leaving the Trust’s employment earlier than 
their minimum notice period [as due to them by the Trust] will normally be able to stay in the 
accommodation until the date upon which notice would otherwise have ended.  

 2.6.5 If the accommodation is not immediately required by the Trust, it may be possible to offer 
continued use of the accommodation to the volunteer under a seven-month Short Assured Tenancy 
(“SAT”).  Rental terms and conditions would be discussed and agreed between the employee and a 
Trust land agent before the employee’s notice period has expired and the employee is due to vacate 
the accommodation.      
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3. Notification of Compulsory Redundancies  
  

3.1 If, after full consultation and consideration of any voluntary applications, specific posts are still identified for 
compulsory redundancy, then the following steps will be taken: - 

 3.1.1 Affected employees will receive a letter from their line manager confirming that the Trust is 
contemplating dismissing them on grounds of redundancy and inviting them to a meeting to discuss 
the situation. This letter will make clear that the employee is entitled to be accompanied at this 
meeting by either a work colleague or trade union representative; 

 3.1.2 The line manager, accompanied by a member of the HR Department, will meet with the affected 
employee and their accompanying work colleague/trade union representative and will explain the 
reasons for progressing with the proposed redundancy of their post.   

 3.1.3 Following this meeting the affected employee’s line manager will personally confirm the outcome 
of the meeting to the employee 

 3.1.4 The outcome of the meeting will be confirmed in writing to the affected employee by a member of 
the HR Department.  If this is confirmation of the proposed redundancy, the letter will make clear:  

   that the letter constitutes formal notice of the termination of the employee’s employment by 
reason of redundancy; 

 the date employment will come to an end; 
 that the employee has the right to appeal the decision to render their post redundant and to 

terminate their employment and to be accompanied at any appeal hearing by a work colleague 
or trade union representative [See Section 5]; 

 the make-up of the employee’s redundancy payment; 
 that the Trust will continue to search for suitable alternative employment until the termination 

date [See Section 7]  
 3.1.5 Notice of termination of employment will be as follows: 
  For staff entitled to 12 weeks notice: 12 weeks’ notice 
  For staff entitled to notice in line with their 

service:  
4 weeks’ notice for staff with 4 years’ service 
or less, thereafter 1 week per year of service 
up to a maximum of 12 weeks. 

   

4. Selection for Compulsory Redundancy  
  

4.1 Where it is necessary to select employees for compulsory redundancy from within the agreed ‘unit(s) of 
redundancy’, the Trust will consult Prospect, with a view to reaching agreement on the objective criteria to 
be used to select individual employees for redundancy.  

  

4.2 In seeking to agree selection criteria the Trust and Prospect will seek to maintain a balanced workforce post 
the redundancy situation.  A selection matrix will be drawn up for each redundancy situation in advance of 
any communication to employees at risk of redundancy.  The matrix will be comprised of criteria 
objectively based on employees’:  

 - Skills, Qualifications and Experience 
 - Job Performance and Conduct, including current attendance and disciplinary records.  
   

4.3 Length of service will only be used as a criterion to distinguish between employees with the same technical 
know-how and job performance/conduct assessments.   

 

5. Appeal against Selection for Compulsory Redundancy  
  

5.1 Employees given notice of the termination of their employment by reason of redundancy are entitled to 
appeal against their dismissal and to be accompanied at an appeal hearing by a work colleague or trade 
union representative.   

  

5.2 An employee seeking to make such an appeal must notify the Director of HR & Change in writing by the 
date specified in the letter formally giving them notice of redundancy. [See 3.1.4 above].   Note: Such 
notification can be by email and must give an outline reason for the appeal. 

  

5.3 An employee may appeal their dismissal on the following grounds: 
 Unfair reason for their dismissal, i.e. it was not for reason of genuine redundancy;   
 Unfair application of the criteria used to select them for compulsory redundancy; 
 Failure to offer them a suitable alternative to redundancy; 
 Incorrect use of the redundancy procedure. 
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5.4 To ensure impartiality, an employee’s appeal will be escalated to a manager more senior [i.e. in a higher 
banded post] to the manager previously involved and who had no prior involvement in the selection of the 
employee for redundancy.  The Appeal Manager will be appointed by the Director of HR & Change and the 
appeal will normally be heard by the appointed Appeal Manager within ten working days of receipt of the 
appeal by the HR Department.   

  
5.5 The Director of HR & Change will appoint a member of the HR Department to advise and accompany the 

appointed Appeal Manager to the meeting with the employee and their accompanying work colleague or 
trade union representative to:  produce notes of the Hearing; provide advice as necessary to the Appeal 
Manager and to ensure Trust procedures are followed.  

  
5.6 The Appeal Manager will carefully consider the evidence submitted by the employee and their 

accompanying colleague/trade union representative.  S/he may, dependent upon the reason for the appeal, 
need to take evidence from the manager[s] involved in the business case for the redundancy and the 
selecting of the employee for redundancy.  They may also have to speak with the Director of HR & Change 
or their nominated deputy regarding redeployment opportunities and the reason they were not offered to 
the employee. 

  
5.7 The Appeal Manager will decide whether the employee’s appeal should be upheld - and the decision 

referred back to the manager[s] involved in the handling of their redundancy - or rejected.    
  
5.8 Depending on the reason for the [upheld] appeal, the employee’s manager may need to: review the 

business case for the proposed redundancy[ies]; the application of the selection criteria to the individual 
employee or review, with the HR Department, redeployment opportunities.    

  
5.9 If the appeal is rejected, the employee’s selection for compulsory redundancy will proceed. 
  
5.10 The Appeal Manager will relay their decision to the employee in person and the accompanying member of 

the HR Department will confirm this in writing on their behalf within five working days of the Appeal 
Hearing.  

  
6. Redundancy Payments  
  
The Trust will apply the following formula when calculating individual redundancy payments irrespective of 
whether the employee statutorily qualified for redundancy pay, i.e. has more than two years’ continuous service at 
date of redundancy.  
  
6.1. Statutory Payment 
   

6.1.1 X number of weeks statutory pay based on employee’s age and length of service - bearing in mind 
statutory maximum week’s pay, which is set and reviewed by the government and reviewed annually. 
(See attached Statutory Ready Reckoner to calculate number of weeks due [Appendix I].) 
 

6.1.2 ‘Pay’ for statutory redundancy pay will be calculated as follows:  
 For seasonally employed staff with core hour contracts: average ‘basic rate earnings’ in the 12 

working weeks prior to the ‘calculation date’, capped at the statutory maximum.  
Note: where less than 12 weeks have been worked the employee’s average will be based on the actual 
number of weeks worked.  
 For part-time salaried staff: average ‘basic rate earnings’ in the 12 working weeks prior to the 

‘calculation date’, capped at the statutory maximum; 
 For full-time salaried staff: contracted ‘salary’ at the ‘calculation date’.     
 

6.1.3 The ‘calculation date’ will be the date when the employee was given their minimum statutory notice of 
redundancy or the actual date of redundancy if no or insufficient notice was given.   

  
6.1.4 ‘Basic rate earnings’ and ‘salary’ for statutory redundancy pay will include all allowances excepting: in 

lieu of housing allowance and expense related allowances, e.g. essential business car user allowance and 
other travel related allowances, dog allowances.  Non-contractual premium rated earnings [e.g. overtime 
at 1.5 x basic rate] will be excluded except where overtime is part of an employee’s normal contracted 
working hours.  



Collectively Agreed with Prospect 24th July 2007 
 

6 

 
6.2. Enhanced Payment 
 
The Trust will enhance the statutory redundancy payment due as follows:  
  
6.2.1 By basing the statutory payment referred to in 6.1.1 on an employee’s actual weekly ‘pay’, if this exceeds 

the statutory limit on a week’s pay in force at the date of redundancy.  Note: the number of years’ service 
included in this calculation will be limited – as in the statutory scheme – to 20 years. 

  
6.2.2 ‘Pay’ for this component will be as defined as in 6.1.2, 6.1.3 and 6.1.4 above.  
  
6.2.3 By paying an additional sum based on 2 weeks’ pay per year and complete calendar months of service.   

 
6.2.4 ‘Pay’ for this additional sum will calculated as follows: 

 For seasonally employed staff with core hour contracts: average ‘basic rate earnings’ in the 12 
working weeks prior to the ‘calculation date’.   

Note: where less than 12 weeks have been worked the employee’s average will be based on the actual 
number of weeks worked. 
 For part-time salaried staff: their part-time ‘salary’ at date of termination; 
 For full-time salaried staff: their full-time ‘salary’ at date of termination.      

  
6.2.5 ‘Weekly pay’ and ‘salary’ for the enhanced payment described in 6.2.3 will include all ‘permanent’ 

allowances excepting: in lieu of housing allowance and expense related allowances, e.g. essential 
business car user allowance and other travel related allowances, dog allowances.  They will thus exclude 
temporary allowances such as ‘acting up’ and ‘responsibility’ payments.  Non-contractual premium-rated 
earnings [e.g. overtime at 1.5 x basic rate] will be excluded except where overtime is part of an 
employee’s normal contracted working hours. 

 
For example:  An employee aged 48 with 10 years and 5 months’ service, earning £17,279 [i.e. £332.29 per week] 
would receive a total payment of £11,397.55, made up as follows: 
 1. A statutory payment of £4,185, i.e. 13.5 weeks at the present weekly statutory limit of £310;  
 2. An enhancement of £300.92, which is the difference between the employee’s actual weekly salary, 

i.e. £332.29 and the statutory limit of £310 x 13.5 weeks; 
 3. The additional sum of £6,911.63, i.e. 10.4 x 2 x £332.29 
  
7 Search for and Offer of Suitable Alternative Employment to Redundancy 
  
7.1 The Trust will make all reasonable efforts to redeploy staff whose posts are made redundant.   
  
7.2 To minimise compulsory redundancies, the Director of HR & Change, upon being advised of an impending 

redundancy situation, may ‘ring fence’ vacancies s/he deems may prove suitable for offer to staff at risk of 
redundancy.      

  
7.3 In assessing and considering suitable alternative employment, both the Trust and the employee facing 

redundancy will take reasonable account of:  
 Job content, including job size and associated pay banding; 
 Salary and other financial terms and conditions; (See Section 8 below) 
 Working hours; 
 Place of work; (See Section 9 below) 
 Job prospects, e.g. the temporary/permanent status of the offer.  

  
7.4 An employee facing compulsory redundancy who expresses interest in suitable alternative work will be 

guaranteed an interview provided they demonstrate an ability to do the job or could do so after a 
reasonable period of re-training within a three-month trial period.   

  
7.5 The HR Department will ensure that employees affected by compulsory redundancy are kept informed of 

all vacancies throughout their notice period. 
 

 



Collectively Agreed with Prospect 24th July 2007 
 

7 

 
8. Protection of Salary upon Redeployment  
 
8.1. An employee who accepts a lower pay banded post as an acceptable alternative to redundancy will 

transfer to that pay band on their existing salary/hourly rate.  
  
8.2 Should the employee’s old salary/hourly rate sit within the pay band parameters for the new post 

their salary/hourly rate will not be ‘protected’ but will be subject to the changes applied to that pay 
band.   

  
8.3 Should the employee’s old salary/hourly rate sit outwith the maximum of the pay band for the new 

post, their old salary/hourly rate will be protected until a) the new pay band maximum exceeds their 
protected salary/hourly rate or b) they have been in the new post for three years, whichever is the 
earlier.   

  
8.4 Employees with ‘protected’ salaries will be assigned the maximum of the new pay band as their 

‘notional’ salary and this ‘notional’ salary will be used to calculate: allowances which are a 
percentage of salary, pension contributions and death in service entitlement and any pay award.   
Any redundancy payment due within the three-year protected period will be based on the higher of 
the employee’s entitlement at the time the new post was accepted as an alternative to redundancy 
[updated to take account of the age and service components] and their entitlement at the time they 
are again at risk of redundancy or apply for voluntary redundancy.  

8.5 Should redeployment into a lower banded post take effect before the end of the employee’s notice 
period, the employee’s old salary/hourly rate will continue to be paid until the date upon which due 
notice would have ended. The three- year protection period will commence from this date.  

  
8.6 Allowances will not be payable unless the new post is one that attracts the payment of the same 

allowances. Should redeployment into a post that does not attract the same allowances take effect 
before the end of the employee’s notice period, payment of the allowance[s] will continue until the 
date upon which due notice would have ended. 
 

9 Offer of Alternative Employment Involving a Change of Workplace 
  
9.1 When making an offer of suitable alternative employment to redundancy the Trust will take 

reasonable account of the impact of any change in workplace on a) the additional home to work 
distance to be traveled by the employee, and thus additional cost of home to work travel and b) 
home to work travel time.  
 

9.2 To maximise redeployment opportunities for staff affected by redundancy and minimise additional 
home to work travel time and cost, the Trust will give serious consideration to alternative methods of 
working, e.g. a compressed working week, flexible daily working hours, home-working, a 
combination of workplaces.     
 

 Whilst every effort will be made to accommodate an employee’s personal circumstances and to 
secure their redeployment the operational needs of the new role and the impact on others will also 
be taken into account.    

  
Offer of Redeployment Requiring Home to Work Travel Time in Excess of Two Hours 

 
9.3 In the interests of an employee’s health and safety and worklife balance, the Trust will generally 

consider an each way home to work journey in excess of two hours [120 minutes] to be 
unreasonable.   It will thus consider the offer of redeployment involving home to work travel in 
excess of 2 hours to require the employee to relocate their home residence.    

  

9.4 Should the employee be unable to relocate their home and thus be unable to accept the new post as 
a suitable alternative the Trust will continue to search for redeployment opportunities during the 
employee’s notice period, failing which the employee will be entitled to a redundancy payment. 

  

9.5 Should the employee accept such an offer of redeployment, the Trust will assist the employee to 
relocate their home residence, provided the move results in home to work travel time of less than 60 
minutes. Details of the relocation assistance provided by the Trust are contained in Appendix II. 
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Offer of Redeployment Requiring Home to Work Travel Time of between One and Two Hours 
  

9.6 Should the alternative workplace increase an employee’s home to work travel to between 60 and 
120 minutes [each way] the Trust will assist the employee to relocate their home residence, provided 
this results in a home to work journey of less than 60 minutes [each way].   Details of the relocation 
assistance provided by the Trust are contained in Appendix II. 

  

9.7 Should the employee wish to accept such an offer of alternative employment but be unable to 
relocate their home s/he will be entitled to claim travel cost assistance, details of which are 
contained in Appendix II.    

  

9.8 Should the employee be reasonably unable to accept such an offer of alternative employment the 
Trust will continue to search for redeployment opportunities during the employee’s notice period, 
failing which the employee will be entitled to a redundancy payment.   

  
Offer of Redeployment Increasing Home to Work Travel Time to One Hour or less  
  

9.9 Should the alternative workplace increase the employee’s home to work travel time to less than one 
hour [each way] s/he will be entitled to claim travel cost assistance, details of which are in Appendix 
II. 

  

9.10 Should the employee be reasonably unable to accept such an offer of alternative employment the 
Trust will continue to search for redeployment opportunities during the employee’s notice period, 
failing which the employee will be entitled to a redundancy payment.   

  
Note:  
When determining suitability of an alternative to redundancy both employee and the Trust will also take into 
account: job content, salary, working hours, etc [See Sections 7 and 8 above].    In addition the Trust will 
take into account an employee’s responsibilities as a ‘carer’ when considering the reasonableness of an 
employee’s inability to accept an alternative to redundancy involving a change in workplace.  
  
  
10. Redeployment as a Consequence of Workplace Closure and Relocation 
  

10.1 In the event of proposals involving the whole scale closure of a particular workplace and its 
relocation representatives of the Trust and Prospect will meet to discuss and agree what, in the 
specific set of circumstances, will constitute ‘reasonable additional home to work travel time’, which 
in turn will determine an employee’s entitlement to financial support for either a) necessary 
relocation nearer the new workplace or b) the cost of additional home to work travel costs, as 
detailed in Appendix II     

  

10.2 These criteria will be agreed prior to any briefings of and consultation with staff affected by the 
proposed closure and relocation of the specific workplace. 

  
11. Trial Period  
  

11.1 To enable an employee affected by redundancy to ‘try out’ a different job and so enable both the 
employee and Trust to fully assess its suitability or acceptability as alternative employment, it will be 
offered on a three-month trial period.  

  

11.2 An employee who reasonably finds the alternative employment to be unsuitable or unacceptable 
may fall back upon their redundancy pay entitlement provided they: 

 have tried the new job for a minimum of four weeks; 
 have discussed their concerns with their new line manager and have given the Trust the 

opportunity to address any difficulties, e.g. provide any training required; 
 give a minimum of four weeks’ written notice of the unsuitability of the new job before the 

end of the trial period; 
 are reasonable in their refusal of any other redeployment offers the Trust may be able to 

make as an alternative to terminating their employment by reason of redundancy 
  

 Any redundancy payment due will be updated to reflect increases in the employee’s age and service 
at the date of termination. The ‘weekly pay’ basis of the calculation will be based on the original 
redundancy calculation, with weekly ‘pay’ updated to reflect any collective uplift in salaries/hourly 
rates.   
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11.3 The Trust may deem the employee to be unsuitable for the alternative employment on a permanent 

basis provided: 
 at least four weeks’ of the trial period have elapsed; 
 any training identified at offer stage has been undertaken; 
 the employee has been advised of the Trust’s concerns and been given all reasonable 

opportunity to address these concerns, including, as appropriate, an agreed extension to the 
trial period; 

 the Trust meets with the employee at least four weeks’ prior to the end of the trial period and 
gives a minimum of four weeks’ written notice of the unsuccessful end of the trial period  

  
 In such circumstances the Trust will search for other suitable alternative employment to offer to the 

employee, failing which the employee’s contract will be terminated by reason of redundancy.  
  
 Any such alternative employment will again be offered to the employee on a three-month trial 

period.   
  
 Any redundancy payment due will be updated to reflect increases in the employee’s age and service 

at the date of termination.   The ‘weekly pay’ basis of the calculation will be based on the original 
redundancy calculation, with weekly ‘pay’ updated to reflect any collective uplift in salaries/hourly 
rates.  

  
11.4 Four weeks prior to the end of the trial period, the new line manager will convene a meeting with the 

employee and agree the acceptance of the new post as a suitable alternative to redundancy.  In 
exceptional circumstances, either or both parties may approach the Director of HR & Change for an 
extension to the original trial period.   

  
11.5 Assuming satisfactory completion of the three -month trial period, or its agreed extension, notice to 

be given and received by the Trust will revert to that determined by the employee’s new contract of 
employment.  

   
12. Time Off to Look for New Work or for Training  
  
12.1 The Trust recognises that employees facing compulsory redundancy may increase their chance of 

securing future employment outwith the Trust after some additional training. Employees under notice 
of redundancy are legally entitled to a reasonable amount of paid time off work to look for another 
job and/or to arrange training. The Trust will ensure that all employees in this position are allowed to 
take this time. 

  
13. General Support    
  
13.1 The Trust will offer staff at risk of redundancy help in preparing for any interview – whether for 

redeployment elsewhere in the Trust or with a potential new employer.   This will include help in the 
production of, for example, up-to-date Curriculum Vitae, the filling in of job application forms and 
interview practice.  Dependent upon the nature and scale of any redundancy situation this support 
may be provided by an external third-party.   

  
13.2 The Trust will also offer staff help in understanding their entitlement to, for example, state benefits 

and will provide access to pensions and related financial advice.    
  
14. Access to Training  
  
14.1 Following confirmation that a member of staff is under notice of redundancy and is not interested in 

or has not been successful in securing alternative employment with the Trust. The People 
Development Manager will contact the employee to discuss their interest in/need for additional 
training which the Trust may be able to provide in-house, or, if already part of an employee’s 
personal development plan, provide funding to be undertaken externally.     
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Review of Policy: 
This Procedure may be reviewed jointly at any time at the request of either the Trust or its recognised trade 
union, Prospect.  The Trust and Prospect have jointly agreed to retain the enhanced redundancy payment 
component based on length of service [see Section 8.1.2 above] as this ensures that the redundancy payment 
rewards an employee’s past loyalty, as expressed in their length of service.   Both parties agree however to 
keep this aspect of the policy under review.    
 
Further Guidance/Associated Documents, Policies and Procedures: 
The law surrounding dismissal by reason of redundancy is exceedingly complex. Advice and guidance on 
the handling of redundancy and the application of this Policy and Procedure must therefore always be 
sought from the HR Department.   Reference should also be made to the Trust’s policies on the 
administration of fixed-term contracts. 
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APPENDIX I 
Ready Reckoner for Calculating Statutory Redundancy Pay Entitlement  
To calculate the number of weeks’ statutory redundancy pay due pay, a) identify the employee’s age and b) their 
completed years of service [at the date of termination of employment]. For example, an employee aged 38 and with 
12 years of service will be entitled to 12 weeks’ statutory redundancy pay. Service is limited to 20 years and the 
amount of a week’s pay that can be taken into account is also limited. This limit is revised annually, normally each 
February in line with the Retail Prices Index. The limit in force at the date of this policy agreement is £310.  
 

 No of Completed Years of Continuous Service 

 11 2 3 4 5 6 7 8 9 10 11 12 13 14 15 16 17 18 19 20 

Age                     

16                     

17 1                    

18 1 1 1.5 2                 

19 1 1 1.5 2 2.5                

20 1 1 1.5 2 2.5 3               

21 1 1 1.5 2 2.5 3 3.5              

22 1 1 1.5 2 2.5 3 3.5 4             

23 1.5 1.5 2 2.5 3 3.5 4 4.5 5            

24 2 2 2.5 3 3.5 4 4.5 5 5.5 6           

25 2 2 3 3.5 4 4.5 5 5.5 6 6.5 7          

26 2 2 3 4 4.5 5 5.5 6 6.5 7 7.5 8         

27 2 2 3 4 5 5.5 6 6.5 7 7.5 8 8.5 9        

28 2 2 3 4 5 6 6.5 7 7.5 8 8.5 9 9.5 10       

29 2 2 3 4 5 6 7 7.5 8 8.5 9 9.5 10 10.5 11      

30 2 2 3 4 5 6 7 8 8.5 9 9.5 10 10.5 11 11.5 12     

31 2 2 3 4 5 6 7 8 9 9.5 10 10.5 11 11.5 12 12.5 13    

32 2 2 3 4 5 6 7 8 9 10 10.5 11 11.5 12 12.5 13 13.5 14   

33 2 2 3 4 5 6 7 8 9 10 11 11.5 12 12.5 13 13.5 14 13 13 13 

34 2 2 3 4 5 6 7 8 9 10 11 12 12.5 13 13.5 14 14.5 14 14 14 

35 2 2 3 4 5 6 7 8 9 10 11 12 13 13.5 14 14.5 15 15 15 15 

36 2 2 3 4 5 6 7 8 9 10 11 12 13 14 14.5 15 15.5 16 16 16 

37 2 2 3 4 5 6 7 8 9 10 11 12 13 14 15 15.5 16 16.5 17 17 

38 2 2 3 4 5 6 7 8 9 10 11 12 13 14 15 16 16.5 17 17.5 18 

39 2 2 3 4 5 6 7 8 9 10 11 12 13 14 15 16 17 17.5 18 18.5 

40 2 2 3 4 5 6 7 8 9 10 11 12 13 14 15 16 17 18 18.5 19 

41 2 2 3 4 5 6 7 8 9 10 11 12 13 14 15 16 17 18 19 19.5 

42 2.5 2.5 3.5 4.5 5.5 6.5 7.5 8.5 9.5 10.5 11.5 12.5 13.5 14.5 15.5 16.5 17.5 18.5 19.5 20.5 

43 3 3 4 5 6 7 8 9 10 11 12 13 14 15 16 17 18 19 20 21 

44 3 3 4.5 5.5 6.5 7.5 8.5 9.5 10.5 11.5 12.5 13.5 14.5 15.5 16.5 17.5 18.5 19.5 20.5 21.5 

45 3 3 4.5 6 7 8 9 10 11 12 13 14 15 16 17 18 19 20 21 22 

46 3 3 4.5 6 7.5 8.5 9.5 10.5 11.5 12.5 13.5 14.5 15.5 16.5 17.5 18.5 19.5 20.5 21.5 22.5 

47 3 3 4.5 6 7.5 9 10 11 12 13 14 15 16 17 18 19 20 21 22 23 

48 3 3 4.5 6 7.5 9 10.5 11.5 12.5 13.5 14.5 15.5 16.5 17.5 18.5 19.5 20.5 21.5 22.5 23.5 

49 3 3 4.5 6 7.5 9 10.5 12 13 14 15 16 17 18 19 20 21 22 23 24 

50 3 3 4.5 6 7.5 9 10.5 12 13.5 14.5 15.5 16.5 17.5 18.5 19.5 20.5 21.5 22.5 23.5 24.5 

51 3 3 4.5 6 7.5 9 10.5 12 13.5 15 16 17 18 19 20 21 22 23 24 25 

52 3 3 4.5 6 7.5 9 10.5 12 13.5 15 16.5 17.5 18.5 19.5 20.5 21.5 22.5 23.5 24.5 25.5 

53 3 3 4.5 6 7.5 9 10.5 12 13.5 15 16.5 18 19 20 21 22 23 24 25 26 

54 3 3 4.5 6 7.5 9 10.5 12 13.5 15 16.5 18 19.5 20.5 21.5 22.5 23.5 24.5 25.5 26.5 

55 3 3 4.5 6 7.5 9 10.5 12 13.5 15 16.5 18 19.5 21 22 23 24 25 26 27 

56 3 3 4.5 6 7.5 9 10.5 12 13.5 15 16.5 18 19.5 21 22.5 23.5 24.5 25.5 26.5 27.5 

57 3 3 4.5 6 7.5 9 10.5 12 13.5 15 16.5 18 19.5 21 22.5 24 25 26 27 28 

58 3 3 4.5 6 7.5 9 10.5 12 13.5 15 16.5 18 19.5 21 22.5 24 25.5 26.5 27.5 28.5 

59 3 3 4.5 6 7.5 9 10.5 12 13.5 15 16.5 18 19.5 21 22.5 24 25.5 27 28 29 

60 3 3 4.5 6 7.5 9 10.5 12 13.5 15 16.5 18 19.5 21 22.5 24 25.5 27 28.5 29.5 

61* 3 3 4.5 6 7.5 9 10.5 12 13.5 15 16.5 18 19.5 21 22.5 24 25.5 27 28.5 30 

* and above [The same number of weeks’ entitlement applies to all employees aged 61 and over, varying only in line with their service] 

                                                 
1 Note: For staff with less than two years’ service, this ‘component’ will be added to part one of the Trust’s additional payment.   
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 APPENDIX II 

 
 

Workplace Redeployment as an Alternative to Redundancy 
 
Policy Statement: 
 
The Trust is committed to the redeployment of staff affected by redundancy situations and thus will support them with 
the cost of additional travel incurred by a change in workplace location or of relocating their home to be nearer their 
new workplace.  
 
Reasonable Daily Journey Time:  
 
In the interests of an employee’s work life balance, the Trust will generally consider a standard2 home to work journey 
in excess of two hours [120 minutes] to be unreasonable.   The Trust will thus deem any job offer to an employee at 
risk of redundancy that would result in a 2-hour home to work journey to be an unsuitable offer of redeployment as it 
would require the employee to relocate their home residence.    
 
If an employee at risk of redundancy is able to accept the offer of redeployment involving increased travel time the 
Trust will provide either home relocation assistance [see 1 below] or additional travel cost assistance [see 2 below].   
 
If the employee is unable to accept the offer of redeployment they will be entitled to a redundancy payment.  
 
1.     Assistance with Home Relocation 
1.1 The Trust will always support an employee’s home move if: 

 their standard home to work journey [between the old home and new workplace] would increase to in excess 
of two hours [120 minutes] and   

 the standard time to travel between the new home and the new workplace is less than one hour [60 minutes].  
 

1.2 The Trust will give serious consideration to supporting an employee’s home move if: 
 their standard home to work journey [between the old home and new workplace] increases and would 

exceed one hour [60 minutes] and   
 the standard time to travel between the new home and the new workplace is less than they would have 

travelled between their old home and old workplace and  
 the standard time to travel between the new home and the new workplace is less than one hour [60 minutes]. 
 

1.3 If eligible, an employee will be entitled to a support package comprising: 
 
For home owners: 
1.3.1 Legal costs in respect of the sale of current property and search, survey and legal costs in respect of the 

purchase of new property; 
1.3.2 Like for like property stamp duty costs. Should an employee decide to ‘upgrade’ their property when 

relocating, e.g. purchase a home with an additional bedroom, the Trust will only contribute the equivalent of 
the stamp duty costs associated with the price of the property sold; 

1.3.3 Removal fees in respect of the cost of moving possessions from old to new property; 
1.3.4 Re-imbursement - to a maximum of £1,500 and on provision of expenditure receipts - of the cost of removing, 

refitting or replacing domestic goods, carpets, curtains and kitchen appliances and disconnecting and 
reconnecting of utilities and other reasonable lost costs.    

Note: Such payments will be made to a maximum contribution from the Trust of £8,000 and they will governed by the 
Inland Revenue rulings on relocation expenses and benefits, details of which will be provided by the HR Department 
when redeployment offers are being made and considered. 
1.3.5 An ‘uprooting’ allowance of £1,500.  This allowance is subject to tax and national insurance deductions and 

will be paid in the payrun immediately following the employee’s redeployment into their new post.  
1.3.6 The maximum contribution from the Trust will thus be £9,500 made up of a maximum of £8,000 tax-exempt 

payments and the £1,500 taxable ‘uprooting’ allowance.   
1.3.7 Reasonable, paid time off will be granted to enable an employee and their family to research the property 

market in and around their new place of work and to view potential new homes.         

                                                 
2  

Standard home to work journey time means the time the journey would take under normal traffic and weather conditions and without any 

detour to other Trust properties/offices en route.   
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For tenants of rented accommodation: 
1.3.8 Removal fees in respect of the cost of moving possessions from old to new rented accommodation;  
1.3.9 Re-imbursement - to a maximum of £1,500 and on provision of expenditure receipts - of the cost of removing, 

refitting or replacing domestic goods, carpets, curtains and kitchen appliances and disconnecting and 
reconnecting of utilities and other reasonable lost costs, e.g. lost deposits, rental payments due on remaining 
lease duration.     

Note: Such payments will be governed by the Inland Revenue rulings on relocation expenses and benefits, details of 
which will be provided by the HR Department when redeployment offers are being made and considered. 
1.3.10 An ‘uprooting’ allowance of £1,500.  This allowance is subject to tax and national insurance deductions and 

will be paid in the payrun immediately following the employee’s redeployment into their new post.   
1.3.11 Reasonable, paid time off will be granted to enable an employee and their family to research the property 

market in and around their new place of work and to view potential new homes.         
 
For staff in Trust accommodation  
1.3.12 Removal fees in respect of the cost of moving possessions from old to new accommodation; 
1.3.13 Re-imbursement - to a maximum of £1,500 and on provision of expenditure receipts - of the cost of removing, 

refitting or replacing personally [i.e. not Trust] supplied domestic goods, carpets, curtains and kitchen 
appliances and disconnecting and reconnecting of utilities and other reasonable lost costs. 

Note: Such payments will be governed by the Inland Revenue rulings on relocation expenses and benefits, details of 
which will be provided by the HR Department when redeployment offers are being made and considered. 
1.3.14 An ‘uprooting’ allowance of £1,500.  This allowance is subject to tax and national insurance deductions and 

will be paid in the payrun immediately following the employee’s redeployment into their new post.   
 
1.4 Employees who subsequently resign or are dismissed by reason of misconduct within 2 years [24 months] of 

relocating will be required to repay the assistance provided by the Trust as follows 
 Within 6 months of relocating their home: 100% 
 In Months 7 to 12 after relocation:   92%; 84%; 76%; 68%; 60%; 52% 
 In Months 13 to 24 after relocation:  48%; 44%; 40% etc to 4% in month 24. 

 
2.     Assistance with Additional Home to Work Travel Costs 
  
2.1 Where it is reasonable for an employee to continue to travel from their existing home residence to their new place 

of work they will be eligible to claim additional cost of travel support.  Note: ‘reasonable’ means a standard [each 
way] journey] of no more than 2 hours [120 minutes], and ideally one hour [60 minutes] or less.     

 
2.2 Such support will reflect:  

 The actual increase in cost if public transport is used, the cost of which will be grossed up for tax and national 
insurance; or.  

 Additional home to work mileage if private transport is used; each additional mile to be reimbursed at 
40pence per mile.  As such a payment is in respect of home to work mileage it will be subject to tax and 
national insurance deductions.   

 
2.3 Such support will be available for a maximum of 36 months from date of redeployment.    

 


