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1 Introduction
1.1 The school is committed to maintaining a secure and stable working environment, and ensuring wherever possible that there is security of employment for all its employees.  The school values the importance of its workforce and the role played by the Trade Unions and wishes to promote an atmosphere of good employee relations by communication, consultation and fair treatment.

1.2 The school’s work is guided by a clear set of objectives and values, one of which is equality.  The school is committed to eliminating discrimination, promoting equality of opportunity and good employee relations. The school strives to be an equality of opportunity employer.

1.3 During employment there will be changes in legislative, economic, technical and organisational requirements which may affect staffing levels / requirements. The school will endeavour to maintain efficiency and effectiveness along with safeguarding the current and future employment of its employees.

1.4 In any re-structuring or re-organisation, the school will, in consultation with the recognised Trade Unions, seek to avoid and minimise the number and effect of redundancies.  Every effort will be made to avoid compulsory redundancies.  Where this cannot be avoided the school will manage the situation                 in a fair, consistent and sympathetic manner to minimise, as far and              as reasonably practicable, any hardship that may be experienced by the employees concerned.

1.5 The school recognises the importance of workforce planning in minimising the need for redundancy and is committed to ensuring recruitment decisions are reasonable and considered in line with good employment relations and overall workforce strategy.

1.6 The school intends to implement this policy in line with ACAS guidance and all relevant legislation including the Employment Rights Act 1996, The Redundancy Payments (Continuity of Employment in Local Government) (Modification) Order 1999 and the Equality Act 2010.

2 Scope of the Policy
2.1 The Policy applies to all employees of the school.

2.2 This policy applies in situations where the school is restructuring or re- organising its workforce or wherever a redundancy situation arises.

2.3 Aspects of this policy will be applied in circumstances of school closures or amalgamations which result in redundancies. In such circumstances reference should also be made to the policy Early Retirement Arrangements for Teaching Staff in Schools with Delegated Budgets.
3 Definition of Redundancy/Reason for Dismissal
3.1 The Employment Rights Act 1996 defines a redundancy situation as one where:-

The Employer has ceased, or intends to cease

(a) to carry on the business for the purposes of which the employee was employed, or

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

(c) the requirements of the business for employees to carry out work of a particular kind has ceased or diminished or are expected to cease or diminish; or

(d) the requirements of the business for employees to carry out work of a particular kind, at the place where the employee was employed, have ceased or diminished or are expected to cease or diminish

3.2 Fixed Term Employees
Under section 197 of the Employment Rights Act 1996, the non-renewal of a fixed term contract is a dismissal in law.  Employees with two years service whose fixed term/fixed task contract is not renewed are entitled to a redundancy payment.  However, there may be exceptions where the reason for dismissal is not redundancy e.g. where the employee on a fixed term contract is covering for the absence (sickness, maternity leave, secondment etc.) of an employee and there is no cessation of the work.  Each individual circumstance needs to be considered on its own merits in relation to selection for redundancy.

3.2.1 The Fixed Term Employees (Prevention of Less Favourable Treatment) Regulations 2002 give fixed term employees the rights:

(a) not to be treated less favourably than a comparable permanent employee with regards to terms and conditions of employment

(b) to be informed of suitable permanent vacancies

(c) to have their contracts automatically converted to indefinite contracts after four years successive contracts unless the employer has good reason not to do so

(d) not to be selected for redundancy or be unfairly dismissed if the principle reason for selection is because they are a fixed term employee, unless the difference in treatment can be justified on objective grounds.

4 Consultation
4.1 Who will be Consulted
Where there is a potential redundancy situation or re-structuring exercise which affects employment there will be full and meaningful consultation in the first instance with the appropriate recognised Trade Unions / employee representatives and subsequently individual employees who may be affected by the proposal. The requirement to consult covers not only those employees who are likely to be dismissed but also those employees who may be affected by the measures taken in connection with those dismissals, e.g. staff having to take on reallocated work.

4.2 Pre-Decision Consultation
To ensure a meaningful consultation exercise, consultation must begin at a time when the possibility of declaring redundancies becomes a proposal, or the possibility is being seriously contemplated, not when it is a final decision. When it is identified that a proposal being formulated by management may result in a redundancy situation, Human Resources should be contacted immediately to enable appropriate consultation to commence.  Contact with individuals, staff representatives and trade unions at this stage is referred to as Pre-Decision Consultation. Once pre-decision consultation has been concluded a formal decision will be taken where redundancies are necessary using the relevant internal decision making process. The length of pre- decision consultation is not defined in law and will be set by management in consultation with staff and trade unions.

4.3 Collective Consultation – 20 or more employees
If there are proposals to dismiss/make redundant 20 or more employees within a period of 90 days or less at an establishment, there is an obligation to consult with the appropriate employee representatives/trade unions. This is known as collective consultation and is in addition to the obligations to consult individually with each of the potentially redundant employees.

4.4 Dismissal and Re-engagement
The obligation to consult collectively may be triggered in circumstances where it is proposed to vary the employee’s contract of employment by dismissal  and offering continued employment on new terms and conditions (re- engagement).

4.5 Minimum Statutory Requirements
There are minimum statutory requirements for consultation with which the school will comply.  The school will consult the appropriate Trade Unions at the earliest opportunity but in any case will begin at least: -

(a) 30 days before the first redundancy takes effect (i.e. the date of dismissal) where there are more than 20 and up to 99 employees at the establishment to be made redundant over a period of 90 days or less

(b) 45 days before the first redundancy takes effect (i.e. the date of dismissal) if 100 or more employees at the establishment are to be made redundant over a period of 90 days or less

4.5.1
The earliest dismissal for redundancy cannot take place before the end of the relevant statutory consultation period, however notice can be issued if meaningful consultation has ended.

4.6 What will be Involved in Consultation Consultation will consider ways of: -

(a) avoiding proposed dismissals

(b) reducing the numbers to be dismissed

(c) mitigating the consequences of any dismissals

4.6.1 In order that the appropriate representatives can play a constructive part in the consultation process, information should be made available, in writing, to the relevant recognised representatives covering the following: -

(a) the reasons for the proposals

(b) the numbers and description of employees affected by the proposals

(c) the total number of employees of any such description employed

(d) the proposed method of selecting the employees who may be dismissed

(e) the proposed method of carrying out the dismissals with due regard to any procedure, including the period over which the dismissals are to take effect

(f) the method of calculating any redundancy payment to be made to employees who may be dismissed

(g) The number of agency workers, where they are working and the type of work they are doing

4.6.2 This complies with the provisions of Section 188 of the Trade Unions Labour Relations (Consolidation) Act 1992 which is a legal requirement in relation to redundancies of 20 or more employees.  Such detail is not a requirement for fewer than 20 redundancies however the school accepts the need to provide reasonable information to allow individuals and representatives to enter into meaningful consultation.

4.6.3 Individual staff, staff representatives and Trade Unions will be given the opportunity to provide alternative proposals for the school to consider. These proposals must be provided in writing. The school will consider any alternative proposals put forward to avoid redundancies and give reasons, if these are not acceptable to the school.

4.6.4 The school recognises that during consultation there may be changes in circumstances, for example in terms of the fluidity of the budget situation, natural turnover, etc., which will require regular communication and update.

5 Notifying Arrangements – Collective Redundancies
5.1 In addition to consulting employees/trade unions, it is necessary to notify the Secretary of State at the Department for Business Innovation and Skills (BIS) via the Insolvency Service on form HR1 of proposed redundancies involving 20 or more employees at any one 'establishment' in a 90 day period. This should be sent before notice of dismissal is issued.  A copy of the HR1 will be given to the trade unions who are to be consulted.

6 Measures to Avoid or Minimise Redundancies
6.1 Where proposals do involve the displacement of employees the school, in consultation with the appropriate recognised Trade Unions, will seek to avoid compulsory redundancies by considering the following measures where

practicably possible, bearing in mind service constraints, legislation, financial considerations and the need to maintain services;

(a) natural wastage

(b) terminating the use of outside contractors and consultants, wherever possible

(c) reducing regular overtime working if it is shown that extra posts would be more efficient and effective

(d) reviewing the use of temporary / agency staff

(e) restrictions on recruitment to posts

(f) consideration of applications for Voluntary Redundancy (see paragraph 8.2).

(g) consideration of redeployment (see paragraph 11).

(h) workforce / forward planning

7 Assimilation, Ring Fencing and Displacement
7.1 Assimilation
In some circumstances proposals may not affect employees in the job that they do. Where the work content has not significantly changed in terms of duties, responsibilities, or job title, or where a significant proportion of the duties remain from their previous post, the individual will be assimilated without interview into the post in the new structure.

7.2 Ring Fencing
Proposals may require that certain vacant posts be ‘ring fenced’ for those whose jobs are ‘at risk’. Proposals to ring fence posts will be subject to consultation.

7.2.1 The ring fencing of posts (i.e. the restriction of applicants from an identified pool of employees) can be applied in any of the circumstances outlined below:

(a) Where as a result of a restructure an employee’s post is deleted and the employee is ‘at risk’ of redundancy.

(b) Where there are a reduced number of posts, which remain unchanged in duties and responsibilities, selection will be in accordance with paragraph 9 of this Policy unless determined otherwise and this process has been subject to consultation.

(c) Vacant posts may also be ring fenced for employees within the Council who require redeployment.

7.2.2 In situations outlined above it is possible for posts to be ring fenced for either a group or a single employee.

7.3 Displacement
Employees who are neither assimilated nor successful in obtaining a post following ring-fenced selection are displaced and will be classed as ‘at risk’ of redundancy.  Redeployment options will be considered and support will be provided to access this (see paragraph 11).

7.4 Posts Remaining Unfilled in a Restructure / Re-organisation
Any posts remaining unfilled in the structure can be advertised internally throughout the school.

7.5 External Advertisement of Posts Remaining Unfilled
In certain cases, e.g. specialist appointments, where it is recognised that the skills, knowledge and experience do not exist within the school then the post will be advertised externally.

8 Voluntary Options
8.1 During consultation employees will be asked to consider or suggest any voluntary options that may be agreed which would either avoid in full or part the need to reduce staffing compulsorily.  Examples of this could be:

(a) Employees agreeing to a reduction in hours

(b) Voluntary Redundancy

(c) Part time arrangements

(d) New or different ways of working

(e) Sabbaticals or Career break

(f) Redeployment / re-training

(g) Employees requesting early retirement

Whilst any offers or suggestions will be given serious consideration, the acceptance and implementation of these will be based on cost, maintenance of effective service delivery and the needs of the school.  Decisions will be subject to the relevant approval process.

8.2 Voluntary Redundancy
The option of seeking volunteers for redundancy will be considered. This could be achieved by the following:

(a) asking for those within the service area under review who might be prepared to volunteer to submit their names for consideration, while letting it be known that the school will retain the right to decide whether any particular volunteer will be released;

(b) to avoid compulsory redundancy, targeted requests to those staff across the school who hold posts that may provide a suitable alternative

(c) considering the value of the current and future contributions to the school of those who have responded to the initial request, and deciding from whom formal applications would be accepted;

(d) dismissing, with notice, those whose formal applications have been approved.

9 Selection for Compulsory Redundancy
9.1 The school will consult the trade unions on the proposed selection criteria, the selection pool, the process of selection and subsequent notification to staff.

9.2 Objective Justification
In relevant circumstances, selection may be made via objective justification without the need to identify a pool of staff and the application of selection criteria. Redundancy will be objectively justified if it can be shown that it is:

(a) To achieve a legitimate objective,

(b) necessary to achieve that objective

(c) an appropriate way to achieve that objective.

9.2.1
For example if specific funding ceases or there is a cessation of work that can be attributable to one (or more) individuals, then it may be possible to successfully argue that there is no need to identify and select, using criteria, from a pool of staff. It may therefore be possible to objectively justify that this one (or more) individual(s) can be automatically selected as the individual(s) to be made redundant. In such circumstances the school will consult with relevant individuals and trade union representatives to explain why objective justification applies.

9.3 Selection Criteria & Method of Selection
The application of selection criteria must be clear, objective, and precisely defined. The selection criteria used and the method of application must be applied in a reasonable, fair and objective manner and should not unlawfully discriminate against employees.  Examples of criteria and the process for selection are attached as appendices. The school is not confined to these criteria or selection methods and through consultation may devise other suitable criteria for use.

9.4 The Equality Act 2010 stipulates that an employer is under a duty to make reasonable adjustments in favour of a disabled employee, unless it can be justified not to.

9.5 Redundancy During Maternity or Adoption Leave
It is automatically unfair to select an employee for redundancy on the grounds of pregnancy or due to taking maternity or adoption leave.  Under Regulation 10 of the Maternity and Parental Leave Regulations 1999, the school is under a statutory obligation to offer any suitable alternative vacancy that exists to any employee on maternity or adoption leave, even if this means that the employee is treated more favourably than other colleagues who are also at risk of redundancy. Employees who are selected for redundancy and are on maternity or adoption leave must be offered any suitable alternative vacancy available in preference to any other employee even if there are more suitable candidates for this post.

9.6 Post Selection Notification to Staff
The school will inform the pool of staff of the outcome of the selection process in the manner agreed during consultation.

9.7 Selection Letter / Individual Consultation
The school will write to the individual(s) selected for redundancy providing justification for how the selection was made.  Each employee selected for redundancy will be offered a meeting to discuss on an individual basis, how they were selected. The letter will also include reference to redeployment support. The letter may refer to a subsequent letter that will actually issue notice of redundancy, should redeployment not be found.

10
Issuing Notice
For Community schools
10.1
Once nomination for redundancy is confirmed as selection for redundancy this will then form the basis of a determination by the school and a recommendation to the Local Authority to serve notice.  Before notice of redundancy is issued, Local Authority approval must be obtained.

For Aided / Trust schools
10.1 Once nomination for redundancy is confirmed as selection for redundancy the school will serve notice at the relevant date.

10.1.1 Employees who are selected for redundancy will receive in writing the appropriate statutory or contractual notice, whichever is the greater up to a maximum of 12 weeks. This letter will include details of any redundancy payment to which the the individual is entitled (see paragraph 13).

10.2 Counter-Notice
Employees who are under notice of dismissal may ask the school to allow them to leave before the expiry of their notice period or may issue the school with a written counter notice.  If accepted, this will not invalidate the right to a redundancy payment unless The Redundancy Payments (Continuity of Employment in Local Government) (Modification) Order 1999 (as amended) applies (see paragraph 16).  Acceptance will impact on the date of expiry of the employee’s notice and subsequently the notice pay.

10.3 Rescinding Notice
Once notice of redundancy has been issued to an employee, it is legally binding and cannot be unilaterally withdrawn by the school. If the school subsequently offers to withdraw the notice of redundancy because of a change in business or economic circumstances e.g. further funding or the identification of suitable alternative employment, the withdrawal of the notice will only become effective if the employee agrees to the notice being rescinded. There may be circumstances where the school wishes to offer to rescind notice of redundancy because a suitable alternative role has been identified.  If the employee unreasonably refuses to accept a role that is deemed to be a suitable alternative, the employee may lose the right to a redundancy payment.  Please refer to paragraph 11.5 of this Policy for further information.

11 Redeployment / Suitable Alternatives / Trial Periods
11.1 The school will provide redeployment support to staff who are selected for redundancy.  Further, those who find themselves at risk of redundancy will be offered support and be given access to redeployment opportunities.  In considering and assessing redeployment opportunities, managers will consider the range of an individual’s qualifications and experience.

11.1.1 The school’s obligations to consider reasonable adjustments in favour of disabled employees extends to redeployment.

11.2 Suitable Alternative Employment
Suitable alternative employment can be deemed to be work that:

a) the employee can reasonably be expected to do, taking into account his or her level of seniority and skills; and

b) is on terms and conditions that are not substantially less favourable to the employee.

c) could be undertaken with training within a reasonable timeframe

11.2.1 This generally means that the employee’s pay and contractual benefits are the same, that the duties and responsibilities of the new role are generally equivalent, that the status of the new role is generally comparable, and that the working hours and location of the new role are in line with the previous contract.

11.2.2 Where a new role is offered to an employee which is similar in nature to their previous role in all respects other than salary level, then provided that the employee is offered salary protection, the new role will be deemed to be a suitable alternative (see 11.3 below).

11.2.3 Only in exceptional circumstances, may employees be considered for redeployment into roles at a higher salary level, where the school feels that a reasonable period of training at a reasonable cost would allow the employee to undertake the higher graded post. The school reserves the right to take decisions on suitability, time and cost when considering any employee for a higher paid role.  However the intention in the first instance is to match employees to similar alternatives which mirror their current salary levels.

11.3 Salary Protection
Teaching Staff

Salary protection arrangements for teachers are outlined by the School Teachers Pay and Conditions Document and the School Pay Policy.

11.3.1 Support staff

Salary protection involves freezing an employee’s current salary at its existing rate for a maximum of 24 calendar months (unless their individual conditions of service dictate otherwise).

Salary protection will be afforded if the alternative post offered is one grade below the grade of the individual’s substantive grade. The salary protection will be eroded by any pay progression and pay awards and will terminate prior to the 24 months term if the protected salary has been equalled or surpassed.

11.3.2 Hours of duty are not protected.

11.3.3 Only contractual elements of substantive contracts of employment will be considered for salary protection.

11.3.4 Alternative roles may be available which are not deemed to be suitable alternative employment (i.e. more than one grade below).  Employees who accept these roles do so on the terms and conditions of that post. There will be no salary protection arrangements applied in these circumstances.

11.4 Trial Periods
Where an alternative role exists, the school will offer a four-week trial period in the alternative role if any terms of the new contract differs from the corresponding term in the old contract. The four-week trial period can be extended by agreement for the purposes of retraining only.

11.4.1 If the trial period is successful, the employee accepts the new role and dismissal will not take place.  If the trial period is unsuccessful, the employee will be dismissed by reason of redundancy. This will take effect from either the original redundancy date if notice has already been served, or the date of redundancy once notice has been served. The employee will be entitled to a redundancy payment, provided that the employee has at least two years’ continuous service with the Council.   If a trial period is deemed to be successful and the employee unreasonably refuses the offer, the employer may withhold the redundancy payment (see paragraph 11.5 below).

11.4.2 In addition, there is a statutory right to offer a trial period at the expiry of notice if a suitable alternative is identified at that time.

11.5 Refusal to Accept Suitable Alternative Employment
Discussion will take place regarding any post deemed to be a suitable alternative.  Should an individual refuse the offer of suitable alternative employment then they may forfeit their redundancy pay.  If a suitable job offer is made and the employee unreasonably refuses the offer, the reason for the dismissal will still be redundancy.  However, the Employment Rights Act 1996 allows the employer to withhold the statutory redundancy compensation in these circumstances.

12 Assistance with Job Seeking / Employee Support and Assistance
12.1 Employees under notice of redundancy will be given reasonable time off with pay to attend for interviews or to attend appointments or training for new employment.  Evidence of appointments or interviews should be produced wherever possible.

12.2 Wherever reasonably possible, when requested, the school will provide advice and support on training, job search, completion of application forms, self presentation at interviews and personal matters relating to redundancy.

12.3 External help, e.g. Job Centre Plus will be offered where this is practical and available.

13 Redundancy Payments
13.1 Employees who have at least 2 years’ continuous service are entitled to a redundancy payment.

13.2 The basic entitlement is that an employee with 2 years’ continuous service with the school / Council and whose employment is terminated for reasons of redundancy will be entitled to a redundancy payment subject to the conditions of this policy.  The redundancy payment will include recognition of continuous previous service with any public authority to which the Redundancy Payments (Continuity of Employment in Local Government etc) (Modification) Order 1999 (as amended) applies. This is calculated in accordance with the Employment Rights Act 1996;

· ½ weeks pay for each year of employment in which the employee was aged under 22

· 1 weeks pay for each year of employment in which the employee was aged 22 to 40

· 1 ½ weeks pay for each year of employment in which the employee was aged 41 or over

13.3 The maximum period of service for calculation purposes is the last 20 years of continuous Local Government or with associated employers as provided in the Redundancy Payments (Continuity of Employment in Local Government etc) (Modification) Order 1999 (as amended).

13.4 Where an employee is employed under more than one contract of employment with either with the school or with St. Helens Council, and these are distinctly separate, the two contracts will be treated independently when determining the employee’s continuous service date for redundancy pay purposes.  Any redundancy calculation will be based on the length of service of the contract from which the employee is being made redundant.  However, each case will be considered on its own merits.

14 Calculation of a Week’s Pay
14.1 The Local Government (Early Termination of Employment) (Discretionary Compensation) (England and Wales) Regulations 2006, provides local authorities with the discretion to enhance redundancy payments for employees using the actual week’s gross pay of the employee, rather than limit it to the statutory maximum pay.  The school will exercise this discretion. Calculation of a week’s pay will be based on contractual pay only.

15 Employees Entitled to Pension on Redundancy
15.1 Employees who are employed under NJC Conditions of Service and who are aged over 55 with reckonable pensionable service will be entitled to the release of their Local Government pension on being made redundant. This is in line with current regulations and subject to amendment.

15.2 Those employed under Teachers’ Pay and Conditions may apply for actuarially reduced benefits within the Teachers’ Pensions Scheme. There is no automatic pension release and those who wish to access their pension

and are eligible to do so must apply direct to Teachers Pensions and fulfill criteria as outlined by the scheme.

16 Re-engagement
16.1 An individual will be ineligible for a redundancy payment if they have received an offer of employment from an organisation covered by The Redundancy Payments (Continuity of Employment in Local Government) (Modification) Order 1999 (as amended) before the termination of employment and they take this up within 4 weeks of the termination of employment.

16.2 If there are any queries on re-engagement following receipt of pension, individuals should consult the appropriate Fund Administering Body directly,

i.e. Merseyside Pension Fund or Teachers Pensions.

17 Employee Appeals
17.1 An individual who has been selected for redundancy and who believes that the selection criteria have been unfairly applied will have the right to appeal against the selection. The appeal should be submitted, in writing, to the Chair of Governors, within ten working days of notice being served, state the specific grounds for appeal and provide evidence in support of their appeal.

17.2 There is no right of appeal against the decision to reduce or vary the level of service, or to close an establishment or specific unit.

17.3 The Appellant may be accompanied at the appeal hearing by a Trade Union representative or work colleague of their choice.
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Appendix 1
Redundancy Selection Criteria and The Process for Selection
The redundancy criteria listed below are suggested examples. The school will consider the pool of staff and in so doing, may choose to employ criteria which the school believes are of relevance to their current and future needs. The examples provided are in line with selection criteria suggested by ACAS and include for example skills, qualifications, training, standard of work, attendance and disciplinary record.

The school is not restricted exclusively to selecting from the examples listed and may utilise any selection criteria as it deems fit. The same selection criteria may be applied across different key stages, departments / faculties and to differing selection pools if this is applicable.  Further, the method of selection will not be pre-determined by this policy.  For example, methods such as desk based assessment or interview, or indeed a combination of the two, may be applied.  In all circumstances the criteria and the method of selection will be subject to relevant consultation.

The criteria should be applied using accurate, current information about each employee.  The information should be objective, correct and where possible agreed as such.  The attached ‘Employee Profile’ (see Appendix 2) form is suggested to collate personal information.  Employees should be allowed sufficient time to complete the form whilst at the same time being notified of the date by which it needs to be returned.

Individuals will be assessed against relevant criteria and at the end of the exercise the appropriate employee(s) will be selected for redundancy.

Weighting
Weighting of criteria can be applied to support the recognition of key contributions / skills / qualifications etc. that the school may wish to retain.

The use of scoring mechanisms will need to be considered to reflect this accurately. The use of ticks and crosses may be appropriate, although the use of a points scoring system may be better suited in some cases.

Examples of weighting that can be applied are in relation to specialist skills, knowledge or qualifications that can be evidenced as relevant to the future needs of the school.  Multiple ticks or a relevant points score can be applied to recognise this.

Weighting can also be applied to warnings related criteria. Weighting can recognise the number of warnings in place under any formal procedure via negative scoring.

For example a second formal warning under the School Employee Performance Improvement Procedure could result in the award of two X’s or a negative points score could be applied.
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Examples of Selection Criteria
Service Related Criteria
A tick (or any other agreed points scoring) will be awarded for each aggregated service milestone reached.  Recognised service is completed years within St. Helens Local Authority

0 – 4 years
= one tick 5 years plus
= two ticks

UPS related criteria
A tick (or any other agreed points scoring) will be awarded for each UPS progression reached:

UPS 1 = one tick UPS 2 = two ticks UPS 3 = three ticks

Essential Qualification Related Criteria
Are the employee’s qualifications/experience relevant to the school’s curriculum?

Qualifications - all teachers will receive a tick if qualified.
Primary Curriculum Related Criteria
Are the employee’s current / recent (please specify) curriculum contributions reflected in the school’s curriculum next year?

Are the employee’s current / recent (please specify) curriculum contributions essential to meet next year’s curriculum need within the Foundation Stage.

Are the employee’s current / recent (please specify) curriculum contributions essential to meet next year’s curriculum need within Key Stage 1?

For example: Staff who currently teach within Key Stage 1 and will be needed next year.
Are the employee’s current / recent (please specify) curriculum contributions essential to meet next year’s curriculum need within Key Stage 2?

For example: As above but within Key Stage 2.
Are the employee’s current / recent (please specify) curriculum contributions essential to meet both Key Stage 1 and Key Stage 2?

For example: Looking at core subjects employees are responsible for and other subjects which the Head Teacher/School deem as having a great impact on the school.  These may be mentioned in School Development Plan or OFSTED action plans.
Secondary Curriculum Criteria
Are the employee’s current / recent (please specify) curriculum contributions essential to meet the next year’s curriculum need within the faculty at Key Stage 3?

Are the employee’s current / recent (please specify) curriculum contributions essential to meet the next year’s curriculum need within the faculty at Key Stage 4?

Are the employee’s current / recent (please specify) curriculum contributions essential to meet the next year’s curriculum need within the faculty at Key Stage 5?

Are the employee’s current / recent (please specify) curriculum contributions essential to meet next year’s curriculum need outside the faculty?

Are any of the employee’s other potential curriculum contributions (qualifications/experience) essential to meet next year’s curriculum need? Use of this criteria should be reasonably evidenced as a future need
Specialist Skills / Training / Qualifications Criteria
Has the employee any specialist contribution / skills relevant to the curriculum/school. For example: Schools may wish to retain certain skills that an employee holds as to lose these would have a significant and detrimental effect on the school.
Are the employee’s qualifications/skills and abilities relevant to the role?

For example: Qualifications - all employees will receive a tick if they have the relevant qualification, skills and abilities.
Is the employee’s current role essential to meet the school’s current and future needs?

Has the employee any specialist training relevant to the work of the school and to lose this would be detrimental?

All staff should have had training relevant to their role.  ‘Specialist training’ is any additional formal training relevant to the work of the school.
Has the employee any specialist qualification relevant to the curriculum/school. Schools may wish to retain certain qualifications that employees hold as to lose these would have a significant and detrimental effect on the school.
Management Responsibility Criteria
Does the teacher have management responsibility reflected in the school staffing structure?

Does the teacher have a TLR responsibility reflected in the school’s staffing structure?

This applies if teachers are being paid a TLR for responsibility.
Does the employee have formal recognised management/supervisory responsibility for staff?

In relation to support staff, those who have line management/supervisory responsibility.
Knowledge / Experience Criteria
Can the employee demonstrate knowledge/experience that is relevant to the work of the school and to lose this would be detrimental?

There may be multiple criteria or questions relating to these areas dependant upon the type of work and the need for knowledge and experience to be demonstrated in order to differentiate and make an objective selection.
Breadth of Management Experience Criteria
Does the employee have management responsibility reflected in the staffing structure?

Does the employee have formal recognised management / supervisory responsibility for staff?

This may need to be recognised within the assessment process.
Warnings Related Criteria
Does the employee have any current disciplinary warnings on file? If yes, indicate with X or minus score (or any other agreed points scoring).  For example:

Oral Warning = X or -1 Written Warning = XX or -2

Final Written Warning = XXX or -3

The appeal process must have been exhausted i.e. if the employee chose to appeal against the disciplinary sanction, or alternatively if the employee chose not to appeal and the period of time in which to appeal has expired.
Does the employee have any current formal warnings issued in line with the Employee Performance Improvement Procedure on file? If yes, indicate with X or minus score. (or any other agreed points scoring).  For example:

First Formal Warning = X or -1 Second Formal Warning = XX or -2 Final Warning = XXX or -3

The appeal process must have been exhausted if the employee chose to  appeal against the formal warning, or alternatively if the employee chose not to appeal, the period of time in which to appeal must have expired.
OR
Is the employee currently subject to the Employee Performance Improvement Procedure? If yes, indicate with X or pre-determined minus score.

The employee must have been issued with a Notice to Improve letter and a formal meeting been arranged / held in line with the Employee Performance Improvement Procedure.
Does the employee have any current formal warnings issued in line with the Managing Attendance Procedure on file? If yes, indicate with X or minus score (or any other agreed points scoring). For example:

First Formal Warning = X or -1 Second Formal Warning = XX or -2 Final Warning = XXX or -3

The appeal process must have been exhausted if the employee chose to  appeal against the formal warning, or alternatively if the employee chose not to appeal, the period of time in which to appeal must have expired.
Tie-Breaker criteria
Finance related – Of those who have the lowest equal scores, the individual(s) selected will be based on financial consideration, i.e. the lowest redundancy cost.

Example only may require modification
Appendix 2
Redundancy Selection
Employee Profile
Confidential
1) Personal Details
Name:

(leave blank if profiles are to be assessed anonymously) Employee Payroll Number:

Profile Number (Management use only):
 


[image: image3]
2) Skills and Abilities
Please list the skills and abilities you have utilised within your role.

3) Knowledge and Experience
4) Management / supervisory responsibility for staff
5) Specialist Training indicating the contributions to the school

[image: image4]
6) Qualifications
List degree(s), diploma(s), certificate(s) with dates of attainment.


[image: image5]
7) Service
Date of appointment in current post


[image: image6]
Date of continuous service with St Helens Council
 


[image: image7]
8) Confirmation
Signed
Date
Manager signature
Date
Manager name (print)
Appendix 3
Example of completed desk based assessment summary
Employee Profile Number

	Factors
	1
	2
	3
	4
	5
	6

	1
	
	
	
	
	
	

	2
	
	
	X
	
	
	X

	3
	
	X
	
	
	
	X

	4
	X
	X
	
	X
	
	

	5
	X
	
	X
	
	
	

	6
	
	
	X
	
	
	X

	7
	X
	
	
	
	X
	

	8
	
	
	
	X
	X
	

	9
	
	X
	
	
	
	

	10
	
	
	
	
	
	

	11
	X
	
	
	
	
	X

	12
	
	X
	
	
	
	X

	
	8
	8
	9
	10
	10
	7

	X
	4
	4
	3
	2
	2
	5


Employee 6 to be nominated for redundancy.  Should the first stage select more than the required number of redundancies, the criterion of least financial cost will be applied.

DESK BASED ASSESSMENT SUMMARY

Appendix 4
Factor

1

2

3

4

5

6

7

8

9

10


X

Employee(s) No.:
to be nominated for redundancy.

Panel Chairperson
Signed:  

Dated:  

REDUNDANCY SELECTION PANEL MEMBER SCORE SHEET / NOTES


Appendix 5
Candidate Name:
Name of Panel Member:
	Question No
	Model Answers
	Interview Notes
	Score

	
	
	
	

	
	
	
	

	
	
	
	

	
	
	
	

	
	
	
	


Note:  All interview notes must be returned to the Human Resources Section
Appendix 6
REDUNDANCY SELECTION PANEL SUMMARY
Candidate Name:
Panel Members:
	Question Number
	Agreed Overall Score from Panel
	Justification Summary

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	


Note: The panel summary sheet must be returned to the Human Resources Section
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