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REDUNDANCY PROCEDURE 
 

1          POLICY STATEMENT & SCOPE 
 

1.1 Recognising that its employees are its most important resource, The College is committed to maintaining 

security of employment for all its employees.  Where circumstances (arising from economic, technical or 

organisational factors) make it necessary to reduce or change staffing levels, the College will seek to 

avoid the need for compulsory redundancies. 

 

1.2 Recognising however, that this is not always possib
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3.7  Individual consultation with employees will take place regardless of the number of employees affected. 

 

3.8 Where it appears that redundancies will be necessary, the manager concerned will convene a meeting of 

the staff of the area(s), or of the individual(s) affected to explain the position.   

 

3.9 The College will then write to each employee concerned, confirming the reasons why they have been 

identified for proposed redundancy.  The employee(s
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6 ALTERNATIVE EMPLOYMENT 

 
6.1 The College will attempt to redeploy staff facing r
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7.5 Where an employee is eligible for a redundancy payment, the College will provide a written statement 

of how the proposed payment has been calculated, see also paragraph 8.1. 

 

 
8 ASSISTANCE TO REDUNDANT STAFF 

 
8.1 Provided they continue to perform their duties in an effective and responsible manner for the remainder 
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10 ASSISTANCE TO STAFF LIVING IN COLLEGE ACCOMODATION 

 
10.1 The College recognises the difficulties faced by members of staff who as a result of redundancy, have to 

vacate accommodation provided by the College.  The College undertakes to deal with each member of 

staff reasonably and sensitively. 

 

10.2 Where a member of staff occupying accommodation provided by the College is dismissed, or takes early 

retirement, on grounds of redundancy, the College’s current policy is to permit them to remain in the 

accommodation for a period of three months beyond the expiry of their termination of employment on 
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PART 2 - APPEALS 

 

 

13 THE PURPOSE OF AN APPEAL 
 

13.1 Employees facing termination of their employment on grounds of redundancy are entitled to appeal, 

and to be represented at the appeal hearing by a trade union representative or work colleague. 

 

13.2 If the appellant is able to demonstrate that the decision to select him/her for redundancy was unfair, the 

appeal is the means by which such a decision is formally withdrawn or amended.  If they are unable to 

do so, the fairness of the decision will be confirmed and upheld. 

 

13.3 The appellant will be required to state clearly the grounds of their appeal    The College reserves the 
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15 AUTHORITY TO HEAR AN APPEAL 

 
15.1 A senior manager, not previously connected with the decision to terminate the appellant’s employment 

on grounds of redundancy will be nominated by the Principal to hear the case.  The Principal may at 

his/her absolute discretion decide to hear the appeal him/herself. 

 

15.2 In cases of academic staff (as defined in Statute 18), an appeal will be heard by a panel made up of the 

Principal (or the Principal’s nominee - see below) and a person not employed by the College holding, or 

having held, judicial office or being barristers or solicitors of at least 10 years’ standing. In the event of 

disagreement between the members of the panel the Principal’s decision shall be final. Where the 

Principal determines not to hear the appeal in person, authority to hear the appeal will normally be 

delegated to the Deputy Principal or appropriate Vice-Principal.  

 

 
16 ROLES AND RESPONSIBILITIES OF THE OTHER PARTICIPANTS 

 
16.1 The Appellant 

 

Having set out the written grounds of their appeal beforehand, the appellant must concentrate on the 

issue(s) that the appeal has been called to consider.  They must not attempt to present all the facts of the 

case afresh. 

 
16.2 The Appellant’s Trade Union Representative/Work Colleague 

 

If the appellant is to be accompanied, it must be agreed before hand whether that person is to do so as a 

“representative”, i.e. to speak for them, or as their “companion”, i.e. to support them and act as witness 

to the proceedings. 

 
16.3 The Responding Manager 

 

Having set out their written response to the appellant’s case beforehand, the role of the responding 

manager is to summarise why their decision to select the appellant for redundancy was reasonable, 

given the circumstances. 

 

16.4 The HR Adviser 

 

A senior member of Human Resources will advise those hearing the appeal on matters of procedure, 

Employment Law and best practice.  HR will also pro
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 17.2 The hearing will then be adjourned while the facts of the case are considered and a decision made by the 

manager hearing the appeal.  If deemed necessary by the manager hearing the appeal, the adjournment 

may be extended to allow further investigation to take place. 

 

17.3 Normally, the hearing will be reconvened and the decision conveyed verbally to the appellant and 

confirmed in writing.  In some circumstances, for example complex cases involving the assessment of a 

substantial volume of evidence or information, the manager hearing the appeal may decide not to 


