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1.0 EXPECTED OUTCOME

1.1 The report sets out SDLC’s continued approach to managing redundancies in accordance with 
employment best practice.

1.2.1 The report provides information relative to the methodology for the amalgamation of three 
existing policies (Compulsory Redundancy Policy, Voluntary Redundancy Policy and 
Redeployment Policy) into one all-encompassing policy resulting in a more user-friendly 
resource for all officers.

2.0 RECOMMENDATION

It is recommended that the Human Resources Committee considers and approves 
the Redundancy Policy as attached at Appendix 1 for implementation with 
immediate effect.

3.0 BACKGROUND AND PROPOSALS

3.1 It is essential to stress the importance that the Council places on its’ commitment to our 
people in ensuring a safe, secure and stable workforce.  However, every organisation 
acknowledges that in order to constantly meet customer expectations and needs, and 
the consistent delivery of good services there will be, at times, the need for change.

3.2 It is also crucial to highlight that Voluntary Redundancy, Compulsory Redundancy, and 
Redeployment are actually three stages within one process which is defined by the 
emergence of any redundancy situation, and should be set out as such in one single 
policy.  
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3.3 The three inter-related policies currently in operation (attached as Appendices 2, 3 and 
4) focus on differing aspects of redundancy (as named above).  The existence of three 
policies provides room for ambiguity and a lack of clarity for people.  It is considered, 
therefore, that one policy should be created to cover the three normal elements that 
arise from a redundancy situation rather than separating them from one another.

3.4 In addition, the policies are prescriptive and provide limited flexibility for SDLC to 
operate when a redundancy situation arises.  In line with best practice, organisations 
should assert the ability to deploy flexibility in their approach to managing every 
emerging redundancy situation.  The existing three policies restricts any level of 
flexibility.

3.5 Over time, it has become apparent that policy adherence has become a grey area due 
to the levels of ambiguity and contradiction within policy content.  This has led to 
confusion and the need to simplify the policies.

3.6 The single new policy has been crafted in order to detail a clear simplified mechanism 
of how we will manage any emerging redundancy situation in the future.  It is 
unsophisticated in its approach but well-defined in terms of the process to be applied 
at each step of a redundancy situation and includes the approach to compulsory 
redundancy, voluntary redundancy and redeployment.

3.7 Having reviewed the approach of other Local Authorities, it is evident that they comply 
with best practice and have one policy covering all aspects of the redundancy process.

3.8 In view of the forthcoming changes that the Customer Connect will command, there is 
a requirement to be clear in our approach to redundancy.  This policy sets out the clarity 
required from the outset.

3.9 The policy is not designed to set out key descriptors relating to Compulsory and 
Voluntary Redundancy packages as this will be a matter of determination by the 
Corporate Management Team following consultation with respective Trade Union 
partners.  Once determined, this information will be incorporated into a consultation 
document and provided to every single employee in the organisation.  The new policy 
is purely a descriptor that provides information to people on our commitment and 
approach to managing redundancy situations.

3.10 The law entitles employees to a statutory minimum redundancy payment if they are 
made redundant, and there is a statutory formulae for calculating it, however at SDLC 
the redundancy payment is based on an employee’s actual contractual weeks’ pay and 
not the limit.  This is above the statutory limit.

4.0 CONSULTATION
4.1 SDLC work in partnership with our Trade Union colleagues and have jointly participated 

in the development of the new policy.  

4.2 In taking this approach, our partners have been able to obtain reassurance that the 
policy has been developed for the appropriate reasons.  They have had opportunity to 
influence as desired.
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4.3 Trade Union key requirements focus on ensuring that the policy is applied equally and 
consistency across the organisation and throughout the process and that our people are 
treated with dignity and respect.

4.4 Our partners acknowledge and understand the necessity for the amalgamation of the 
existing policies and support this move.

5.0 ALTERNATIVE OPTIONS
5.1 There is the option to maintain the existing three policies, however these are open to 

varying degrees of interpretation and this creates uncertainty.  Realistically, there is no 
alternative option available.

6.0 IMPLICATIONS

6.1 Financial and Resources
There are no financial implications in the amalgamation of three policies into one single 
document.

6.2 Human Resources
There is significant risk to our people being treated differently due to differences of 
interpretation of the existing policies.  

There is also a danger that previously applied custom and practice approaches do not 
adhere to the boundaries of existing policy.  Both points could lead to employment law 
claims if they remain in their current guise.

6.3 Legal
The Council has a duty to ensure that it complies with employment legislation.  In order 
to ensure compliance, it is best practice to create, review and update employment 
policies encompassing all aspects of employee relations.  The redundancy policy is one 
of those policies which assists the Council in ensuring its legal compliance.  The 
principles contained within the policy accord with best practice.

6.4 Health, Social, Economic and Environmental
Whilst it is acknowledged that redundancy situations are one of the challenging 
elements of managing a business the approval and implementation of the new policy 
will have no impact.

7.0 EQUALITY and DIVERSITY
The new process provides increased compliance with equality and diversity due to the 
removal of the current ambiguity where it could be viewed that our people are treated 
inconsistently.

8.0 RISKS
There are no risks associated with the implementation of the new policy.
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Contact Officers
Kerry Wallace, Human Resources Manager, 01539 793299
kerry.wallace@southlakeland.gov.uk

Appendices Attached to this Report
(Delete if no appendices attached)

Appendix No.
1 New Redundancy Policy
2 Compulsory Redundancy Policy
3 Voluntary Redundancy Policy
4 Redeployment Policy

Background Documents Available
As per Appendices 2, 3, 4.
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