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Note:  Under current legislation, an employer’s duties in a redundancy procedure differ depending on the number of staff that might be made redundant. Where the employer may make less than 20 staff redundant (at any one site within a 90 day period) then there will be duty to carry out meaningful consultation. Where the employer may make 20 or more staff redundant (at any one site within a 90 day period) there is a duty to use an HR1 form to contact the relevant government department, and to consult with employee representatives for a minimum of 30 days (or 90 days if 100 or more staff may be made redundant). 
1. Introduction and Guiding Principles
Staff working for the National Park Authority are skilled and committed and are the key means by which we deliver Park Purposes. The Authority is committed to developing, supporting and engaging all staff and we achieve a high level of staff who are satisfied in their work and who would recommend us as a good place to work. Staffing costs are around 60% of the authority’s budget – which is why it is important to invest in our people and our people management so we get the best outcomes possible from this resource. 
It is the joint agreed aim of staff and the Authority to maintain and enhance the Authority as a well-governed and managed organisation, highly performing and relevant to the national aims for Wales and the UK.

By planning effectively to meet current and future staffing needs, the Authority will be well-placed to protect the employment security of staff, as far as possible. 
However, there are times when we need to review and change the functions and services that we do or the way that we do them, to respond to changing priorities, external factors, funding provision or organisational and technological developments. These changes often impact on staffing requirements. 
In such cases the Authority will seek to minimise the effect of staffing changes and in particular redundancies, by looking at all alternatives and by adopting a fair, consistent and sympathetic approach to minimise as far as possible the hardship for individuals concerned.
This document outlines that approach, which will always be subject to relevant employment law.
2. What is redundancy? 

In brief, redundancy is a dismissal because the employer wants fewer employees to do work of a particular kind at the place of employment.

The legal definition is:


A redundancy is where an employee is dismissed for a reason wholly or mainly 
attributable to:

a) the fact that the employer has ceased or intends to cease – 

· to carry on the business for the purposes of which the employee was employed, 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 he/she was so employed,


has ceased or diminished or are expected to cease or diminish.


(Employment Rights Act 1996)


It is sometimes possible for employers to seek ‘volunteers’ for redundancy.

3. How will I and other employees be consulted? 

The Authority’s ‘Staff Representation and Involvement policy’ states that ‘The Chief Executive and managers believe that we make better decisions about our services and about staff issues if we listen to our staff.  So we aim to provide the opportunity for you to be involved in developing and improving our work environment and work processes.’  

Where we are considering reorganisation or changes within which a redundancy situation arises, we are committed to consulting with staff (the Staff Representatives Group, the recognised trade union and individual employees who may be affected). 
These areas are those identified in employment law for consultation where the law applies and are therefore a useful benchmark :

· The reason for the proposed redundancies 

· The definition of the pool from which those to be dismissed are to be drawn (including the number within the pool) 

· The numbers of employees the Authority proposes to dismiss as redundant 

· Details of the selection criteria 

· The period of time over which the dismissals are to take effect 

The aim of consultation is to seek ways of avoiding the redundancy situation, reducing the number of dismissals or of mitigating the effects of the redundancies proposed.  It does therefore need to take place at an early stage and places a responsibility on management and staff representatives to retain confidentiality and to work together to manage unhelpful rumours or staff anxieties.
4. What alternatives will be considered? 

The Authority is committed to retaining employees wherever possible and will seek to minimise redundancies by appropriate planning. 
· Consideration will be given to the following as possible alternatives to redundancy:
· Reducing the use of pool or agency staff 
· Not filling vacant posts

· Banning overtime
· Redeploying individuals to alternative posts 
· Providing reasonable training or re-training of individuals for alternative work 
· Voluntary reduced hours working or lengthy sabbaticals

· Voluntary early retirement or volunteers for redundancy
· Partnership working

· Short-time working or temporary lay-offs

· Retirement at the default retirement age (under national review)
· Other ideas arising in the future that are discussed with staff representatives.

We cannot guarantee that volunteers for redundancy or early retirement will be selected or approved: selection will be at the discretion of the Authority and subject to our need to retain key skills and experience as necessary.
5. How will the Authority select for redundancy/redeployment? 
The Authority expects a fair, consistent and objective approach to selection decisions. Selection for redundancy/ redeployment is in effect ‘selection to retain’ ie we will seek to retain staff who best fit the future needs of the organisation.  

Sometimes the specialist nature of the work will mean that there is only one post (person) at risk of redundancy. However, selection decisions are needed when the need for work of a particular kind reduces and there is more than 1 employee doing this work (across the Authority, not necessarily restricted to a particular team).

Selection criteria will be agreed specifically at the time and in general will include: skills, qualifications and experience and records of attendance, performance, adaptability and conduct. The criteria will be available to those affected.

6. What process can we expect?

Consultation as above: at representative and individual level.


The formal selection process will be agreed at the time and may be paper-based or may be via interview.  Selection decisions will be made by a panel of at least 3 people and will be made on the basis of objective supporting evidence such as absence records and appraisals.
Employees selected for redundancy will be notified in writing and invited to a meeting to discuss their selection. The employee has the right to be accompanied at that meeting by a fellow worker or trade union representative and shall have the opportunity to make oral or written representations in respect of their selection. 

Following the meeting, and having taken account of any representations made at the meeting, the employee will be advised in writing of the decision.
There is a right of appeal against selection for redundancy.  The appeal process will mirror that in the disciplinary procedure.
7. Will there be opportunities for redeployment?


Alternative suitable work will be offered subject to trial period as per the law, as an alternative to redundancy  

Note: Individuals under notice of redundancy have a statutory right to a trial period of four weeks in any suitable alternative employment within the authority to which they are appointed. If, during this period, the employment is terminated by the employee or employer for a reason connected with the new contract, the individual will remain eligible for a redundancy payment. If, however, the employee unreasonably terminates the contract, he/she will not be entitled to a redundancy payment. Eligibility for a redundancy payment may also be lost if an individual unreasonably refuses an offer of suitable alternative employment. The trial period of four weeks may be extended by agreement of both parties.

If the Authority identifies a post that it considers ‘suitable alternative’ in terms of general skills and competencies required and the key terms and conditions, then the Authority can decide to employ you in this post, subject to the trial period. 


If the Authority identifies a post that differs from your current role in terms of key terms and conditions or requires skills or competencies that you don’t match or would take significant retraining, then a joint decision between employee and Authority is needed for the post to be offered.

Factors to be considered when deciding whether a post is ‘suitable alternative’ would be: 
· Grading

· Status and terms and conditions

· Match between job needs and employee’s skills

· Training requirements

· Location/mobility issues

· Working environment

If the ‘suitable alternative’ post offered has reduced terms and conditions to employees current role, the Authority’s pay protection arrangements will apply. 

An employee selected for redundancy will normally be given consideration for any appropriate vacancy although please note that some staff eg women returning from maternity leave, have a statutory right to be redeployed.  
8. What support will the Authority give to employees made redundant?

The Authority will help redundant employees to access the help available from JobCentrePlus and if appropriate we will contact other employers in connection with job opportunities. Help will be available in-house in developing skills in:
· job search

· job application and

· interview.

The Authority’s existing counselling service will be available and will be reviewed if required.

9. Does the law provide for anything else?  (time off to look for new work or for training). 
Employees under notice of redundancy will be entitled to a reasonable amount of paid time off to look for work or to arrange training.
10. Redundancy Payments/ Pension entitlements
These are set out in the Authority’s Compensation Payments Scheme and Retirement Policy and Pension Benefits for leavers.
11. Pay Protection Arrangements

These arrangements are set out in the Authority’s Pay Protection Policy
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