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1. Purpose 
1.1 The University recognises the value of retaining staff skills and experience which 
contribute to the achievement of its strategic plans and objectives.  It is the overall 
aim of the University to ensure, as far as possible, security of employment and the 
avoidance of compulsory redundancies for its employees through effective business 
planning.  The University is committed the fair and equal treatment of employees and 
to developing and maintaining employment practices which promote the principles of 
security and diversity of employment including supporting the mobility of 
employment. 

1.2 This policy is applicable to all staff employed directly by the University. 

1.3 Workforce planning can help to determine future staffing needs in ways which 
can improve job security for staff and avoid short term actions which are inconsistent 
with longer term strategic plans. 

1.4 However, from time to time circumstances may make it necessary to consider 
reductions in staffing levels.  

1.5 Accordingly this policy has been designed to provide clarity for all staff members 
regarding what the University’s expectations are of their roles and responsibilities 
wherever potential redundancies are anticipated. 

1.6 Where potential redundancies are anticipated, the University will ensure that: 

• Every effort is made to redeploy or find someone alternative employment for 
employees selected for redundancy 
 

• Employees and, where applicable, their representatives are fully consulted on 
any proposals and their implementation 
 

• Selection for redundancy is based on clear criteria that will be objectively and 
fairly applied 
 

• The total number of redundancies made is kept to a minimum 

 

2. Definition of Redundancy and ‘At Risk’ 
2.1 Redundancy is defined within The Employment Rights Act (1996) under section 
139 as follows: 

 “Redundancy: 

(1) For the purposes of this Act an employee who is dismissed shall be taken to be 
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  
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(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 employed by the employer,  

  have ceased or diminished or are expected to cease or diminish.” 

2.2 Employees who work in posts that are identified as likely to diminish or cease are 
said to be “at risk” of redundancy.  The University will formally notify all employees 
who work in posts that are likely to reduce, although this does not necessarily mean 
that they will be made redundant. 

 

3. Consultation 
3.1 The University will ensure that as a minimum standard it fulfils its legal duty to 
undertake and meet with the statutory obligation for consultation. 

3.2 Individual employees will be consulted in good time in respect of their own 
particular circumstances, in every case. 

3.3 In addition, appropriate and reasonable collective consultations will be carried 
out in good time with the relevant Trade Union, i.e. UCU and / or UNISON, or staff 
representatives where applicable
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• Enable staff so that they are able to meet with Trade Union representatives 
and / or staff representatives where applicable 
 

• Work closely with PPC to ensure that interventions are in place to support the 
wellbeing and minimise impact for all staff affected, both before and after any 
redundancies take place 
 

• Assist in the redeployment process by identifying suitable alternative 
employment and opportunities for retraining 
 

• Conduct a review to ensure appropriate skills and experience mix is 
maintained 

4.2 The responsibilities of the Department of People, Performance and Culture 
(PPC) are to: 

• Provide support to Management in the coordination of the formal collective 
and individual consultation and overall communication process 
 

• Issue formal notifications to the Department of Business Innovation and Skills, 
unions and employees as appropriate 
 

• Ensure adherence to policy and statutory duties 
 

• Provide support and advice to Managers and employees, as required 
 

• Ensure assessments are designed and carried out fairly and objectively where 
selection for redundancy is required 
 

• Ensure the selection process for suitable alternative employment is carried 
out fairly and objectively 
 

• Ensure ‘due regard’ has been exercised in relation to the Equality Act (2010) 
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• Inform PPC representatives if they identify situations where they believe 
policy is not being adhered to 

4.4 The responsibilities of Employees are to: 

• Engage in individual consultation 
 

• Be willing to take up suitable alternative employment or retraining 
 

• Actively consider other redeployment opportunities at the University by 
participating in the redeployment process 

 

5. Measures to avoid or reduce redundancies 
5.1 The measures for minimising or avoiding compulsory redundancies may include 
the following, however, it is recognised that not all will be appropriate or possible in 
every situation:  

• Not replacing leavers 
 

• Restricting external recruitment 
 

• Retraining and redeployment to other parts of the University, with ring fencing 
of vacancies where appropriate  
 

• Reduction or elimination of overtime 
 

• Reduction of use of agency staff 
 

• Voluntary reduction of hours to a fractional or part time post 
 

• Seeking volunteers for redundancy 

 

6. Voluntary Redundancy (VR) 
6.1 As noted above in order to minimise the need for compulsory redundancies, the 
University may, in some cases, consider presenting employees placed ‘at risk’, the 
opportunity of expressing an interest in voluntary redundancy.   

6.2 An invitation to express interest does not constitute an offer of terms for voluntary 
redundancy and the University reserves the right to refuse to offer VR to any 
employee who may register an expression of interest. 

6.3 Written confirmation of whether or not an expression of interest has been 
accepted will be sent to the employee once the process of redeployment is 
complete.   

6.4 The University will consider all requests for voluntary redundancy in accordance 
with this policy but reserves the right at its absolute discretion to decline requests for 
voluntary redundancy in order to ensure the University’s business requirements are 
met. 
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10. Compulsory selection criteria 
10.1 The University will aim to minimise and avoid compulsory redundancy as far as 
possible.  However, when redundancies are unavoidable, the University will consult 
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