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REDUNDANCY POLICY

1. Purpose

South Lakeland District Council (SLDC – the Employer) recognises the importance of maintaining a stable 
and valued workforce and as such is committed, as far as reasonably practicable, to ensuring the 
continuity of employment through the careful planning of staffing and its business in order to continue to 
maintain and deliver effective and efficient service provisions.

However, it is recognised that, at times, redundancies may become necessary as a result of reorganisation 
or restructure, business change and the like.  This may include technological change, legal or 
organisational developments, levels of funding, this list is not exhaustive.

The purpose of this policy is to outline how we will approach these situations to ensure affected 
employees are treated in a fair, consistent and non-discriminatory manner.  In doing so, this policy will 
outline the Employers’ approach to managing compulsory redundancy, voluntary redundancy and also 
redeployment on the grounds of redundancy.

For the purposes of this document, South Lakeland District Council (SLDC) is referred to as the Employer 
and the Head of Paid Service is the Chief Executive.

2. Scope

This policy applies to all employees.  It does not form part of any employee’s terms and conditions of 
employment and the Employer may depart from it depending upon the circumstances of each redundancy 
situation that arises.

3. Definition (What Constitutes Redundancy?)

The criteria to satisfy redundancy includes the following:

 The fact that the employer has ceased or intends to cease to:

(a) carry on the business for the purposes of which the employee was employed by him; or

(b) carry on that business in the place where the employee was so employed; or

 the fact that the requirement of that business:

(a) for employees to carry out work of a particular kind; or
(b) 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.

Redundancy is a potentially fair reason for dismissal however, the Employer recognises that in order for a 
redundancy dismissal to be fair, it will:
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 advise and consult effected employees;
 adopt a fair criterion/process for the selection of redundancy; and
 wherever possible offer suitable alternative employment. 

4. Avoiding Redundancies

The Employer will try to avoid redundancies wherever practicable and is committed to making necessary 
adjustments to staffing levels in the least detrimental way.

In order to minimise the number of potential redundancies, alternative measures may be applied. Such 
measures will be in line with the Employer’s business and operational needs and may include the 
following:

 restricting recruitment in areas where affected employees could potentially be redeployed, 
however where business critical roles are vacant the Employer reserves the right to appoint to 
these vacancies irrespective of a potential redundancy situation;

 a reduction or limitation of overtime, with the exception of essential overtime;
 investigating the possibility of alternative working arrangements such as job sharing or flexible 

working;
 redeployment, where practicable, as a potential alternative to redundancy;
 reviewing the use of agency workers and self-employed contractors; and
 inviting applications for voluntary redundancy

This is not an exhaustive list and, further, not all measures will be appropriate in each case.  Measures 
will need to be assessed in line with the Employer’s needs.    Where the Employer wishes to apply one or 
all of the above this will be communicated accordingly.

5. Consultation

The Employer will keep affected employees informed as fully as possible about proposals for redundancies 
and will consult with those affected by any proposal and, where appropriate, representatives (such as 
Trade Union or employee representatives).  Consultation with Trade Unions and employee 
representatives will take place as early as possible.

The Employer will consider any alternative proposals with a view to avoiding redundancy and reducing 
the number of employees to be made redundant.

The redundancy process will be objective, transparent and fair. 

6. Voluntary Redundancy

In order for voluntary redundancy to be offered by the Employer there has to be a genuine redundancy 
situation which has been formally communicated and applications for voluntary redundancy sought as 
part of this process.  The employer may invite applications for voluntary redundancy and for this to occur 
there must be:

- an actual or intended closure (or part closure ) of the business;
- a closure of a particular place of work;
- a diminishing need for employees to carry out work of a particular kind; or
- a need to cease or reduce current activities or service(s) of a particular kind
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Whether or not enhanced payments will be offered in relation to voluntary redundancy will be a matter 
for consultation and will depend on the circumstances.

Where the Employer seeks applications for voluntary redundancy, the process for applying will be 
communicated to affected employees and may include:

- the background to the redundancy situation; 

- the process to be followed by those wishing to volunteer;

- that expressing an interest in volunteering for redundancy will not amount to a resignation and 
will not be held against the employee concerned if his/her application is refused or withdrawn; 
and

- the redundancy terms that will be available if the employees application is successful

Once the deadline for the receipt of voluntary redundancy applications has expired, the Employer will 
consider whether it has received sufficient applications or whether to extend the deadline or to complete 
the process.

When the application process has been completed, applications will be considered by the Employer on 
the basis of criteria, cost and skills retention.  The Employer reserves the right to establish the criteria and 
to objectively decline any voluntary redundancy applications.

Following careful consideration of all applications the Employer will establish who will be offered 
voluntary redundancy.  Employees who are successful in their application will be advised in writing.

Employees who are not successful in their application will be informed in writing with a right to appeal 
against this decision.

Applying for Voluntary Redundancy – The Process

Stage 1: The Employer seeks volunteers for voluntary redundancy.

Stage 2: The employee’s written application should be made to the respective Manager providing 
a copy to HR.

Stage 3: The written application is objectively considered by a select panel of senior management 
in line with the selection criteria.  In the case of Directors the application will be considered 
by the Head of Paid Service.

Stage 4: The outcome will be formally communicated in writing.

Stage 5:    Appeals against declined applications are to be made to a Director.  In the case of Directors, 
appeals are to be made to a Member panel.

The employee’s written appeal must be received within 10 working days of the date of the 
letter confirming the outcome with a copy to HR.
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The submission is required to set out why the employee feels the decision to decline their 
application is viewed as unfair.  

Stage 6: The employee will be invited to attend an appeal hearing.  The Director, an independent 
senior manager and representative from HR will objectively consider the employee’s 
submission and any further information the employee and their representative may wish 
to provide.

An appealing Director will be invited to attend a Member panel hearing with a member of 
HR present.  This will be arranged and co-ordinated by a member of HR.

The employee will have opportunity, if they wish, to be accompanied at the meeting by a 
Trade Union representative or fellow work colleague.

Following the appeal hearing, the outcome will be confirmed in writing to the employee.  
The panel’s decision will be final.

7. Redundancy Selection

Where the need for compulsory redundancies cannot be averted, the criteria used in selecting employees 
for redundancy will depend on the existing circumstances and the particular needs of the Employer at the 
time.  The Employer reserves the right to apply a process or criterion to be adopted on each differing 
occasion where a business generated redundancy situation arises.  However, every effort will be made to 
construct a fair and objective set of criteria following appropriate consultations.  Any selection criteria will 
be approved by the Head of Paid Service.

The Employer may consider the following options for redundancy selection:  (this list is purely illustrative and not 
exhaustive, points 8, 9 and 10).

8. Applying Selection Criteria

Where the Employer adopts a process of redundancy selection and seeks to apply selection criteria it will 
initially review the affected areas of the organisation.  Where appropriate the Employer will identify 
employees to be pooled. 

The term pooling is applied simply to employees who are at risk of redundancy.  There are no fixed rules 
around how an employer defines a pool and the choice of pool is at the Employer’s discretion.  When a 
redundancy situation arises the Employer, where appropriate, will consult with Trade Union 
representatives and the scope of the pool identified.

Where there is a requirement for a selection pool, the Employer will take a fair and reasonable approach 
to pooling and clearly define how it proposes to include certain groups of employees in a pool.  Ordinarily, 
pooling relates to employees who undertake the same or similar roles, although the roles do not have to 
be identical.  However the pool does not have to be limited to employees doing the same or similar type 
of work, it depends on whether or not the employees’ work is interchangeable.

Individual employees who are provisionally selected for compulsory redundancy will be informed of the 
fact and invited to a meeting.  The meeting will be an opportunity to make representations on the 
application of the criteria.
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Applying Selection Criteria – The Process
Stage 1: Through a process of consultation the selection criteria to be applied is determined by 

senior management.  

Stage 2: Pooled employees will be invited to attend an interview.  The interview will confirm the 
criteria that will be applied.  Employees may be accompanied at such meetings by their 
Trade Union representative or work colleague.

  
Stage 3: Using the approved selection criteria, scores will be objectively applied for all pooled 

employees.  

Stage 4: Once all interviews have been concluded an assessment of the results will take place, 
following which, the process will identify employees who have been selected for 
compulsory redundancy.  

Stage 5: Employees who have been selected for compulsory redundancy under this process will be 
invited to attend a meeting with management and a representative from HR.  At this stage 
the employees’ individual scores will be provided along with notice of redundancy.  This is 
provided verbally and in writing.

Stage 6: Employees who are selected for compulsory redundancy will have the right of appeal 
against this decision.  

Stage 7: Where an employee wishes to appeal against their score and selection for compulsory 
redundancy the appeal is to be forwarded to a Director with a copy to HR.

The appeal must be received within 10 working days of giving written notice of redundancy, 
otherwise they will lose their right of appeal (unless there are agreed exceptional 
circumstances).  The employee will be required to provide a written submission explaining 
why they feel the decision is unfair.

The appeal hearing will be convened consisting of a Director, an independent senior 
manager and a member of HR.

The employee will have opportunity, if they wish, to be accompanied at the meeting by a 
Trade Union representative or fellow work colleague.

Following the appeal hearing the outcome will be confirmed in writing to the employee.  The 
panel’s decision will be final.

9. Role Application

The Employer recognises that where a reorganisation or restructure has a substantial impact on service 
provision and fundamentally alters the way in which it currently operates it may require employees who 
are potentially redundant to apply for newly created posts arising from the reorganisation or restructure.

Where this happens the normal advertising and recruitment and selection arrangements may not be 
appropriate.
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With any occurring redundancy situation where role application will apply, following consultation, the 
Head of Paid Service will determine the recruitment and selection process to be adopted.

Where a post(s) in the new structure is deemed to be substantially altered in comparison to substantive 
post(s) and suitable permanent employees are in a redundancy situation, these employees may be 
included in ring-fencing with opportunity to apply for specific post(s).  Where this happens the internal 
advertising arrangements along with the recruitment and selection process will be determined by the 
Head of Paid Service.

Alternatively the Head of Paid Service may consider that the new roles within the structure should be 
open for all employees to consider and apply accordingly.  Similarly to ring-fencing roles the internal 
advertising arrangements and recruitment and selection process will be determined by the Head of Paid 
Service.

Where the internal recruitment and selection process applied at the time fails to appoint a suitable 
internal employee who is potentially redundant normal recruitment provisions will apply.  

Role Application – The Process

Stage 1: Through a process of consultation the recruitment and selection criteria to be applied is 
determined by the Head of Paid Service.  The recruitment and selection process will be 
communicated to affected employees.

Stage 2: Roles advertised and application process confirmed.

Stage 3: Expression of interest to be submitted by employees.

The interview panel will be determined by reference to the level of role being recruited.  
The use of external consultants may be considered to support the recruitment process and 
will be determined by the Head of Paid Service. 

The appropriate panel and a member of HR will be convened. (Additionally, as determined 
by the Head of Paid Service, the interview process may involve Members and Officers).

Stage 4: Interviews take place.  All applicants will be interviewed.  

Where ring-fencing does not apply, employees will be invited to apply for as many roles in 
the new structure they feel matches their skills and experience. However, employees need 
to be mindful this will mean more than one interview dependent on how many roles they 
have applied for and in which job family the role(s) sit.

Stage 5: Following completion of the interview process, the panel will conduct an assessment of the 
results and the successful employee(s) identified.

Stage 6: The outcome of the interviews will be confirmed in writing.  

Where employees are not successful there may be other opportunities to apply for 
different roles in the new structure.
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Where the internal recruitment and selection process applied at the time fails to appoint a suitable 
internal employee who is potentially redundant normal recruitment provisions will apply.

Stage 7: Appeal
As employees have been through a recruitment and selection process with appointments 
being made in accordance with applied criteria and based on merit there will be no right 
of appeal.   

10. Bumping/Transferred Redundancy

Bumping (transferred redundancy) occurs where an employee whose role is not at risk of redundancy is 
nevertheless dismissed and the vacancy is filled by an employee whose role was redundant.  

The Employer may wish to consider a bumping redundancy as a way to retain more skilled and 
experienced employees, and may be obliged to consider bumping to ensure a fair dismissal.  Where this 
methodology is applied this will be communicated to the affected employee(s).

11. Redeployment Register

Any employee of the Employer who is potentially redundant will be placed on the redeployment register.  
However, where a total business transformation takes place, or circumstances require, redeployment may 
be suspended to ensure equality of opportunity is provided for all employees.  The decision to suspend 
redeployment will be made by the Head of Paid Service.

Where redeployment is not suspended, and once compulsory redundancy is confirmed, employees will 
be placed on the register. Approved vacancies will then be firstly discussed with any potential redundant 
employees.

Where there is one vacancy and one potentially redundant person and the role is considered suitable the 
employee may be slotted in.  Where there is only one vacancy but more than one person that is potentially 
redundant the role will be advertised accordingly and all potentially redundant colleagues may apply.

Depending on the circumstances surrounding the redundancy situation, where there is no confirmed ring-
fencing of roles, or other process confirmed by the Head of Paid Service, if an employee who is potentially 
redundant meets at least 60% of the selection criteria for the post, they will be guaranteed an interview 
for a new role that they apply for.  

Although an employee may meet the criteria and be guaranteed an interview, there is no automatic right 
for the employee to be awarded the post.  The employee will still be subject to the normal rules associated 
with the recruitment and selection process.

A guaranteed interview will not be offered to any candidate who fails to meet at least 60% of the selection 
criteria for a new role. However the employee may still apply and their application will be compared 
against all other candidates in the usual manner.

Where an employee specifies their interest in an alternative role where they do not possess the skills and 
experience relevant for that role, there is opportunity for discussion with their senior manager regarding 
further training and development that will enable the employee to meet criteria of the role.  However 
employees need to be mindful of the time it would take to increase their skills and competency to the 
required 100% and the timescales of the recruitment activity.
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Where a potentially redundant employee secures a new role through the recruitment and selection 
process they will be offered the terms and conditions associated with that new role. 

However, where an employees’ current spinal column point (SCP) exceeds that of the new post, their level 
of pay will be maintained and frozen at their current SCP, excluding any additional allowances, additional 
contractual earnings or contractual overtime for a period of 12 months with effect from the employee’s 
commencement in the new post in line with the Council’s Pay Protection Policy.

If the Employer adopts a bumping redundancy approach normal consultation procedures will be applied 
with affected employees.

12. Suitable Alternative Employment and Trial Period

The Employer will assist employees, where possible, in finding alternative employment.  

Wherever possible, priority will be given to employees who are under threat of redundancy, however, the 
Employer reserves the right to select the best available candidate in relation to any given vacancy.

Employees have a separate legal entitlement to be offered any suitable alternative work that is available 
if they are made redundant while on maternity leave.

Where an alternative job has been identified, offered and accepted, the employee will be subject to a 
minimum four-week trial period.  The purpose of this period is to allow the employee and the Employer 
to assess whether the new role is suited to the individual and whether they are capable of doing it.  

A trial period will only be extended beyond the 4-week period in exceptional circumstances and only after 
discussion with their senior manager and HR.

Management will ensure that reviews take place on a weekly basis to discuss the progress of a trial period 
with the employee.  A formal review must take place one week prior to the end of the trial period.  If there 
are any issues regarding the redeployment, the appropriate senior manager and HR must be consulted 
prior to the review meeting taking place.

Following the final review meeting, where the trial period is successful, and the appointing manager will 
confirm to the appropriate senior manager and HR.  They will be required to complete a Notification of 
Change Form, this is to be forwarded to HR.  HR will then issue a new contract of employment.

If, at the end of the trial period, both parties agree that the new position is unsuitable, the employee will 
be entitled to claim redundancy pay.  Such pay will be calculated from the date the original job was 
declared redundant.  Where this happens compulsory redundancy will continue until the process is 
concluded.

If the Employer feels that the position is unsuitable a discussion will take place that provides explanation 
of the reasons.  If, with further training/support, the role will become suitable within an acceptable 
timescale, an extension may be considered.  Where further training/support will not achieve a successful 
outcome the employee will be entitled to claim redundancy pay and the compulsory redundancy will 
continue until the process is concluded.
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In cases where employees at risk of redundancy have been offered suitable alternative employment but 
reject the offer as unsuitable or unreasonably terminate the contract during the trial period in a new role, 
they will lose their right to any redundancy.

13. Time Off to Find Other Work

Employees who are under notice of redundancy and who qualify for a statutory redundancy payment also 
have a statutory entitlement to a reasonable amount of time off to look for another job or to arrange 
training.  Such time off must be arranged and agreed in advance with the appropriate senior manager.

14. Statutory Redundancy Pay 

To qualify for a redundancy payment an employee must have at least two years continuous service with 
SLDC or other relevant service as set out in The Redundancy Payments – Continuity of Employment in 
Local Government, (Modification) Order 1999 (as amended).

Where employees qualify they will be entitled to a statutory redundancy payment.  The statutory 
redundancy payment is calculated using a formula laid down by the Government.  Calculations are made 
according to the individual employee’s age, length of service and weekly pay.

15. Enhanced Redundancy Pay 

The calculation for a redundancy payment will be based on an employees’ actual contractual week’s pay 
and not the statutory limit.  Should the Head of Paid Service wish to offer further enhanced pay this will 
be communicated to affected employees.

If an employee accepts an alternative offer of employment with a relevant Local Government employer 
(or other employer included in the Redundancy Payments (Local Government) Modification Order 1999 
as amended) and commences employment within four weeks of their termination date they will not be 
entitled to a redundancy payment and if they have already received payment they will be required to 
repay it.

All continuous service with local authorities and other recognised bodies covered by the Modification 
Orders counts towards the entitlement to, and calculation of, a statutory redundancy payment, apart 
from any period in respect of which a redundancy payment has already been paid.

16. Pension Benefits – Local Government Pension Scheme Members

The Employer will comply with Local Government Pension Regulations (LGPS) in redundancy situations.

17. Notice of Redundancy

An employee dismissed by reason of redundancy will be entitled to receive notice of their dismissal in 
accordance with the terms of their contract of employment, which is at least one week for every year of 
recognised/continuous service with a minimum of one month and a maximum of 12 weeks as applicable.
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18. Appeals Against Dismissal Due to Redundancy

Any employee will have the right of appeal against their dismissal due to redundancy.  Appeals against 
dismissal on the grounds of redundancy will be heard by an appropriate level of Officer to the role of the 
person being dismissed.

Appeal – The Process

Stage 1: An employee who wishes to lodge an appeal against their dismissal due to redundancy 
must set out the nature of the grounds for their appeal which is to be forwarded to HR.  
The written appeal must be forwarded within 10 working days of the employee being 
informed of their dismissal.

Arrangements will be made for a panel to be convened, this will consist of a Director, an 
independent senior manager along with a representative from HR.  (In cases of a Director 
appeal this will be the Head of Paid Service and/or a Member panel).

In advance of the hearing, the dismissing manager will be required to prepare a report 
outlining the details of the dismissal.  This will be forwarded to HR where copies will be 
made available to the appeals panel and to the employee.

Stage 2: The employee will be invited to attend the appeal hearing.

The employee is entitled to be represented and/or accompanied at the appeal hearing by 
a Trade Union official or a work colleague.  

After the Chair of the Panel has opened the meeting, the dismissing manager will be invited 
to provide a summary of the dismissal on the grounds of redundancy.  There will be 
opportunity by the panel, the employee and/or their representative to question the 
information submitted by the dismissing manager.

Following this the employee and/or their representative will be invited to present their 
case explaining the grounds for appeal against dismissal on the ground of redundancy.  
There will be an opportunity for the panel and /or the dismissing manager to question 
information submitted by the employee.

Stage 3: The panel will consider the case made by the employee and/or their employee 
representative and those of the management.  The panel will then decide, on the basis of 
all the information provided together with any subsequent facts that may have come to 
light, whether to uphold the management’s original decision to dismiss.

The outcome of the appeal will be forwarded in writing to the employee no later than 5 
working days from the date of the appeal hearing taking place.  (In cases where the panel 
requires to carry out further investigation this timescale may be extended but this will be 
communicated to the employee).

Employees will only be entitled to one appeal and any decision made by the panel is final.

The redundancy process will continue until conclusion.
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19. Re-Engagement of Former Employees

Re-Engagement of Former Employees
There are no time periods before an employee dismissed by the Employer for reasons of redundancy can 
reapply but please refer to section 4 in relation to how this will affect your redundancy payment.
 

20. Taxable Status of Payments

Redundancy payments that do not exceed £30,000 will be ordinarily exempt from income tax.  However 
notice paid in lieu and outstanding leave are subject to normal tax and National Insurance deductions.


