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1.0 Introduction 

 
The aim of this policy is to clarify what procedures will be followed in the event of 
redundancies becoming unavoidable in the company. Every effort will be made to 
ensure that redundancies will be avoided, but we have to accept that there could be 
circumstances beyond the company’s control, which could result in a reduced demand 
for our services. 

 

2.0 Scope 

 
This policy and procedure will apply in the unfortunate situation of an individual or 
group of staff being considered for redundancy.  The policy and procedure aims to 
comply with current UK employment legislation and good practice.  It will be subject to 
regular review especially in response to changes in relevant legislation. 
 

3.0 What is redundancy? 

 
You can be made redundant if the business that employs you closes down or closes 
down at the location where you work or if there is no longer a need to employ 
someone (or as many people) in the business to do what you do.  
 
The Employment Rights Act 1996 Section 139(1) states: “For the purposes of this Act an 
employee who is dismissed should be taken to be dismissed by reason of redundancy if 
the dismissal is wholly or mainly attributable to:  

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

(b) the fact that the requirements of that business: for employees to carry out 
work of a particular kind, or for employees to carry out work of a particular 
kind in the place where the employee was employed by the employer, have 
ceased or diminished or are expected to cease or diminish.” 

 
 
In order for you to be made redundant it follows that your employer must make a 
decision to dismiss you.  

4.0 Roles and Responsibilities 

 
 PTUK Human Resources department will coordinate the process of consultation 
between  PTUK staff, Trade Unions and PTUK Management. 
 
 The Operations Director, in conjunction with the Managing Director, will ultimately 
 make the final decision regarding the selection of any employee or group of employees 
 to whom possible redundancy may apply. 



PTUK034 

Redundancy policy -Version 1.0  Page 4 
When printed this document becomes uncontrolled 

 

5.0 Avoidance of redundancies 

 

 In the event of a reduction in demand serious enough to require a commensurate 
 reduction in working hours, our first step will be to consider organizational ways of 
 adjusting to the reduction. This will include: 

 reducing costs where possible; 

 cutting back on overtime; 

 reducing the number of short-term temporary or agency staff; 

 bringing work in-house, rather than using contractors, where this is possible; 

 redesigning jobs and reorganizing work; 

 asking for volunteers to work part-time or job-share; 

 considering any other proposals put forward. 
 

 If we are unable to achieve the required savings by reorganizing we would ask for 
 volunteers for redundancy. However, the company reserves the right to refuse to agree 
 to make someone redundant if it is not in our interests to do so. 

6.0 Consultation 

 

 In the event of compulsory redundancies being unavoidable the company will consult 
 trade union and employee representatives (PTUK Staff Partnership Forum) about: 

 redundancies proposed; 

 reasons for the proposals; 

 number and descriptions of employees who it is proposed to make redundant; 

 total number of employees of that type employed in the company; 

 proposed method of selecting the employees for redundancy; 

 how the redundancies will be carried out; 

 how any redundancy payments will be calculated. 
 

 The consultation will be carried out for the purpose of considering ways of: 

 avoiding the dismissals; 

 reducing the number of employees to be dismissed; and 

 mitigating the consequences of the dismissals. 
 

 In addition to any collective discussions, any individual employee whose job is 
 considered for redundancy will also be consulted to consider alternative suggestions. 

 

7.0 The Decision to Dismiss Because of Redundancy  
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A decision to dismiss someone for redundancy is not one that will ever be taken lightly. 
It will only arise either due to relocation of the business or a change in the trading 
conditions or technology that means that we have to reduce staff or that a particular 
job that we employ someone to do is no longer necessary in our business.  
 
When it becomes apparent that we have to consider making anyone redundant we will 
first consider how to avoid this by looking at the alternatives. These may include 
retraining the employees who would otherwise be redundant as well as finding new 
work for them in their existing roles. 
 
If redundancy is unavoidable we will objectively select from the employees whose jobs 
are at risk. You will be warned as soon as possible if you are being considered for 
redundancy and there will be a period of consultancy. If a decision is then made to 
dismiss you because of redundancy we will inform you and give you formal notice of 
the date that you will be leaving. During that period we will give you time off work to 
look for a new job and attend interviews.  
 
Any grievance or appeal that you raise about the decision will receive careful 
consideration.  
 

8.0 Right of appeal 

 
 Any employee who feels that the selection criteria were unfair or incorrectly applied 
 can appeal to the Managing Director. Any such appeal must be made in writing within 
 10 working days of receiving the redundancy notification. The Managing Director will 
 arrange an interview within five days with the employee, who has the right to be 
 accompanied by a trade union representative or colleague. The Managing Director will 
 give a decision on the issue within 10 working days of the interview. 

 

9.0 Statutory Redundancy Pay  

 
Subject to a qualifying period of two years’ continuous employment (and certain other 
exceptions) if you are made redundant you are entitled to a statutory redundancy 
payment paid free of tax and deductions by your employer.  
 
Statutory redundancy pay (“SRP”) is calculated according to the following formula:  
[no of year’s service] x [week’s pay] x [age factor] = SRP. The statutory redundancy pay 
rates can be accessed via the UK Government website. 
 
The number of year’s service will include a maximum of 20 years taken in to account. A 
week’s pay is subject to a maximum figure that the Government changes from time to 
time. The age factor is half, one, or one and a half depending on your age during the 
year of calculation.  
 
If you receive a pension on redundancy you may lose your right to SRP.  
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10.0 References 

 
http://www.acas.org.uk/index.aspx?articleid=1365  
 
https://www.gov.uk/staff-redundant/redundancy-pay  
 

11.0 Appendices 

 
Appendix 1 
Appendix 2 
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Appendix 1- Equality Impact Assessment Tool 
 
To be completed and attached to any procedural document when submitted to the 
appropriate committee for consideration and approval. 

 
If you have identified a potential discriminatory impact of this procedural document, please 
refer it to Human Resources, together with any suggestions as to the action required to 
avoid/reduce this impact. 

  Yes/No Comments 

1
. 

Does the policy/guidance affect one 
group less or more favourably than 
another on the basis of: 

  

  Race No  

  Ethnic origins (including gypsies and 
travellers) 

No  

  Nationality No  

  Gender No  

  Culture No  

  Religion or belief No  

  Sexual orientation including lesbian, gay 
and bisexual people 

No  

  Age No  

  Disability - learning disabilities, physical 
disability, sensory impairment and 
mental health problems 

No  

2
. 

Is there any evidence that some groups 
are affected differently? 

No  

3
. 

If you have identified potential 
discrimination, are any exceptions valid, 
legal and/or justifiable? 

No  

4
. 

Is the impact of the policy/guidance likely 
to be negative? 

No  

5
. 

If so can the impact be avoided? N/A  

6
. 

What alternatives are there to achieving 
the policy/guidance without the impact? 

N/A  

7
. 

Can we reduce the impact by taking 
different action? 

N/A  
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Appendix 2 - Checklist for the Review and Approval of Procedural Document 
 
To be completed and attached to any document which guides practice when submitted 
to the appropriate committee for consideration and approval. 

 Title of document being reviewed: 
Yes/No/ 
Unsure 

Comments 

1. Title   

 Is the title clear and unambiguous? Yes  

 Is it clear whether the document is a 
guideline, policy, protocol or standard? 

Yes  

2. Rationale   

 Are reasons for development of the 
document stated? 

Yes  

3. Development Process   

 Is the method described in brief? Yes  

 Are people involved in the development 
identified? 

No  

 Do you feel a reasonable attempt has been 
made to ensure relevant expertise has been 
used? 

Yes  

 Is there evidence of consultation with 
stakeholders and users? 

No  

4. Content   

 Is the objective of the document clear? Yes  

 Is the target population clear and 
unambiguous? 

Yes  

 Are the intended outcomes described?  Yes  

 Are the statements clear and unambiguous? Yes  

5. Evidence Base   

 Is the type of evidence to support the 
document identified explicitly? 

Yes  

 Are key references cited? Yes  

 Are the references cited in full? Yes  

 Are supporting documents referenced? No  

6. Approval   
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 Title of document being reviewed: 
Yes/No/ 
Unsure 

Comments 

 Does the document identify which 
committee/group will approve it?  

Yes  

 If appropriate have the joint Human 
Resources/staff side committee (or 
equivalent) approved the document? 

Yes  

7. Dissemination and Implementation   

 Is there an outline/plan to identify how this 
will be done? 

Yes  

 Does the plan include the necessary 
training/support to ensure compliance? 

Yes  

8. Document Control   

 Does the document identify where it will be 
held? 

Yes  

 Have archiving arrangements for 
superseded documents been addressed? 

Yes  

9. Process to Monitor Compliance and 
Effectiveness 

  

 Are there measurable standards or KPIs to 
support the monitoring of compliance with 
and effectiveness of the document? 

Yes  

 Is there a plan to review or audit 
compliance with the document? 

Yes  

10. Review Date   

 Is the review date identified? Yes  

 Is the frequency of review identified?  If so 
is it acceptable? 

Yes  

11. Overall Responsibility for the Document   

 Is it clear who will be responsible for co-
ordinating the dissemination, 
implementation and review of the 
document? 

Yes  
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Individual Approval 

If you are happy to approve this document, please sign and date it and forward to the 
chair of the committee/group where it will receive final approval. 

Name  Date 11.04.2020 

Signature  

Committee Approval 

If the committee is happy to approve this document, please sign and date it and forward 
copies to the person with responsibility for disseminating and implementing the document 
and the person who is responsible for maintaining the organisation’s database of 
approved documents. 

Name  Date 11.04.2020 

Signature  

 


