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Redundancy and Restructure Policy 

 

1. Definition 

 

1.1. Redundancy is one of the potentially fair reasons for dismissal (Employment Rights 

Act 1996). 

 

1.2. An employee who is dismissed shall be taken to be dismissed for redundancy if the 

dismissal is attributable wholly or mainly to the fact that:  

 

o the employer has ceased, or intends to cease, to carry on the business for the 

purposes of which the employee was employed, or has ceased, or intends to 

cease, to carry on that business in the place where the employee was so 

employed; or  

 

o 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 was so employed, have ceased or diminished, or are 

expected to cease or diminish. (Section 139 (1) Employment Rights Act (ERA 

1996)).  

 

1.3  A restructure may be defined as a reorganisation of the School’s operations which 

may give rise to a need to change:  

 The staffing structure  

 An Employee’s job role and / or job description  

 An Employee’s salary, hours or other terms and conditions  

 The way in which a service is delivered including an Employee’s pattern of 

work.  

 

A restructure may also result in the need to reduce the total number of staff and this

 could lead to a redundancy situation. 

 

2. Introduction 

 

2.1. School redundancies may occur either where a school is closing or amalgamating 

with another school; where it has to reduce its staffing establishment due to falling 

pupil numbers or budgetary problems; or where the staffing needs to be restructured 

to respond to organisational or curricular changes.  

 

2.2. The surplus staffing situation at the school may involve:  

 A unique post being declared redundant  

 A reduction in the number of staff employed to do the same work (e.g. class 

teachers)  

 A reduction in hours and/or a change in duties and responsibilities where a 

complete reorganisation of the structure may be advisable.  
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3. Purpose and Scope 

 

3.1. This policy applies to teaching and support staff in schools and sets out the legal 

requirements and procedural steps required to manage situations of restructuring/re-

organising and redundancy. 

 

3.2. This policy should be read in conjunction with the redundancy and restructure 

procedure and guidance documents available, details of which can be found at 

Appendix 1. 

 

3.3. This policy and procedure is based on a Dorset County Council model which has 

been agreed following consultation with the recognised trade unions. 

 

4. Core Principles 

 

4.1. The Minerva Learning Trust will: 

 make every effort to mitigate the need for redundancies. 

 ensure that employees and trade unions are fully consulted on proposals and 

their implications. 

 explore and consider ways to reduce the number of staff being made redundant. 

 ensure where compulsory redundancies are unavoidable, that selection for 

redundancy is based on a criteria that is fair, transparent and objective. 

 assist in the provision of access to appropriate support to employees at risk of 

redundancy. 

 

4.2. The Minerva Learning Trust will seek to find suitable alternative employment 

wherever possible for employees who are selected for compulsory redundancy in 

their schools. 

 

4.3. Employees may be entitled to salary protection if redeployed as a result of 

redundancy or reorganisation as determined in the salary protection policy. 

 

4.4. The school will provide support, information and advice to employees during change 

and reorganisation. 

 

4.5. If at any time throughout a redundancy process the necessary reduction in staff can 

be achieved through natural wastage, e.g. resignations/retirements, the relevant 

staff will be informed in writing that the redundancy process has been terminated. 

 

4.6.  An employee under notice of redundancy will be entitled to a reasonable amount of 

paid time off to look for alternative work. 

 

4.7. To prevent compulsory redundancies, The Minerva Learning Trust will , where 

appropriate, invite applications for voluntary redundancy. However, the school 

reserves the right to decline volunteers and consider applications on a case by case 

basis, taking account of the school’s budget and future needs.   
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4.8. An employee has the right of appeal if they feel that their selection for compulsory 

redundancy was unfair or that the reason for dismissal is not redundancy. 

 

4.9. Should circumstances change which subsequently reduces the requirement for 

redundancies, notice of redundancy may be withdrawn. In such circumstances, the 

school will notify affected employees and trade unions at the earliest opportunity. 

 

5. Redundancy Compensation 

 

5.1. Employees who have at least 2 years continuous service with The Minerva Learning 

Trust at the date of dismissal will qualify for a redundancy payment, regardless of 

age. 

 

5.2. Taking account of statutory obligations, redundancy compensation payments will be 

made: 

• using the formula for calculating redundancy payments that applies at the date of 

notice of dismissal 

• following regulations in relation to tax free payments and public sector exit 

payments  

 

5.3. Employees who are aged over 55 and are also an active member of a workplace 

pension scheme provided by the school may be required to take their pension 

benefits when they are dismissed on the grounds of redundancy.  

 

6.4 Employees within a public sector organisation may be subject to a statutory ‘cap’ on 

the total amount payable as part of a redundancy package and are advised to seek 

financial advice and information regarding any legal limitations. 

 

6.5 Employees who fail to accept a reasonable offer of suitable alternative employment 

will lose their entitlement to redundancy compensation. 

 

7 Trade Union Representation 

 

7.1 The appropriate recognised trade unions will be notified as soon as possible when 

potential redundancies are being considered. 

 

7.2 Trade union representatives will be invited to attend formal consultation meetings 

with employees. 

 

7.3 Staff will be encouraged to seek advice from their professional association/trade 

union throughout any redundancy or reorganisation/restructuring process.  

 

8 Equality and Diversity 

 

8.1 Selection criteria for redundancy will be free from any direct or indirect discrimination 

because of any protected characteristic. 
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8.2 Employees who are absent because of family leave (maternity, paternity, 

paternity support, adoption or shared parental leave) will be offered any suitable 

alternative work that is available if they are made redundant while they are absent. 

 

8.3 In all cases, where employees have particular support needs by reason of disability, 

language or other factors, reasonable adjustments will be considered and made as 

necessary. 
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Appendix 1 

Related policies and guidance information 

 

ACAS: Advisory Booklet on Redundancy handling: 

 

ACAS: Handling small-scale redundancies:  

 

ACAS: Handling large-scale redundancies: 

 

Dispute/Grievance Policy:  

 

Exit Payments: 

 

Equality Impact Assessment:  

 

Modification Order: http://www.local.gov.uk/employment-relations/-

/journal_content/56/10180/3510617/ARTICLE 

 

Redundancy, Your Rights: https://www.gov.uk/redundant-your-rights 

 

Managing Redundancies: http://www.cipd.co.uk/hr-

resources/factsheets/redundancy.aspx#link_1 

 

Redundancy Procedure:  

 

Redundancy rights: https://www.gov.uk/redundant-your-rights/overview 

 

Salary Protection Policy:  

 

Workplace Pension Schemes: Teachers Pension; Local Government Pension Scheme 

 

 

  

http://www.local.gov.uk/employment-relations/-/journal_content/56/10180/3510617/ARTICLE
http://www.local.gov.uk/employment-relations/-/journal_content/56/10180/3510617/ARTICLE
https://www.gov.uk/redundant-your-rights
http://www.cipd.co.uk/hr-resources/factsheets/redundancy.aspx#link_1
http://www.cipd.co.uk/hr-resources/factsheets/redundancy.aspx#link_1
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Redundancy and Restructure Procedure 

1. Purpose 

The purpose of this procedure is to provide a clear and fair process to be followed when 
it becomes necessary to reduce/restructure the school’s staffing establishment and 
where redundancies may arise. 

 
The procedure is compliant with statutory requirements in relation to consultation, 
equalities legislation and dismissal procedures and will aim to avoid or minimise the 
need for compulsory redundancies where possible.  

 
Where a redundancy situation exists, this procedure must be followed to ensure that any 
redundancy dismissal is fair.  

 
If a fixed term contract is ending for reason of redundancy and no other individuals are 
affected, the fixed term contract protocol should be followed.  

 
2. Delegated Responsibility and the Role of the Redundancy / Restructure Panel  

 
The application of this procedure will be managed by the Executive Principal or an 
individual or panel with delegated authority to take decisions regarding the process, 
including making dismissals on behalf of The Minerva Learning Trust.   

 
Appeals will be heard by a panel who have had no prior involvement in the matter under 
consideration. It will be usual for a Trustee panel to be comprised of not less than 3 
members, although this may vary depending on the circumstances.  

 
 

3. Timescales for the Procedure 
 

The Minerva Learning Trust will set reasonable timescales for each stage of the process 
and in accordance with any statutory requirements. 

 
The Minerva Learning Trust may, where appropriate adopt a shorter timescale for the 
process, but with due regard for the need for meaningful consultation. A shorter 
timescale may also be followed in the case of restructures which do not involve potential 
redundancies or where potentially affected employees are in agreement to the proposed 
changes.   

 
Where it is identified that new posts will be created by a restructure consideration will be 
given to any job evaluation requirements as early as possible, so as not to delay any 
timescales set. 

 
An equality impact assessment (EqIA) will be undertaken (as appropriate) as soon as 
practicable following the commencement of any restructure/redundancy procedure and 
will be shared and reviewed through consultation with employees and the trade unions. 

 
4. Right to Representation 

  
A workplace colleague or trade union representative may accompany an employee to 
any formal meeting connected with a restructure or redundancy process. Employees 
cannot be accompanied by a practicing lawyer.  

 

https://www.dorsetforyou.gov.uk/article/398210/F?detailid=400128
https://www.dorsetforyou.gov.uk/article/398232/J?detailid=398356
https://www.dorsetforyou.gov.uk/article/398211/E?detailid=411883
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The Minerva Learning Trust undertakes to consult with recognised Trade Union 
Representatives during any formal process, in line with statutory requirements. 
Consultation would usually be with the officers of recognised unions who may delegate 
the matter to school or local representatives.  

 
The Minerva Learning Trust also undertakes to facilitate reasonable opportunities for 
employees to meet with their Trade Union representatives during any formal process. 
Any such meeting to be held at the school premises or during the working day should be 
agreed by the Executive Principal and the Headteacher. 

 
5. Selection Pools  

 
When a restructure or redundancy situation arises the Minerva Learning Trust will use 
objective criteria to establish at the outset those employee(s) who will be in the selection 
‘pool’.  

  
The precise pool(s) will be determined by the circumstances and may comprise of the 
whole School / a discrete department or a particular group of employees or individual 
employees who undertake the same or similar work.  

 
6. Avoidance Measures  

 
Where a potential redundancy situation arises, the Minerva Learning Trust will in the first 
instance consider any avoidance measures including:  

 Non recruitment to vacant posts.  

 Seeking volunteers for redundancy.  

 Appointing to vacancies from among existing Employees.  

 Cessation of temporary / fixed term contracts / secondments, where this is lawful 
and fair.  

 Exploring other options with Employees such as a reduction in hours.  

 Redeployment to suitable alternative employment within the Trust. 

 Retraining.  

 Flexible Retirement (within the provisions of the Teacher’s Pension and Local 
Government Pension Scheme).  

 Reduction in the use of casual or supply staff.  

 Reduction in overtime or additional hours.  
 

Additionally the Trust will explore all non-staff cost saving/income generating measures. 
Exploration of these measures will continue during the consultation process. Should 
avoidance measures come to light the process may be halted in one or all of the 
selection pools. 

 
7. Step 1 - Planning 

 
Prior to commencing a restructure or redundancy process, the Executive Principal must 
present a business case and rationale to the Trust Board and the Local Governing Body 
for consideration and approval.  

 
Where the Trust Board is satisfied of the need to proceed, and that no other reasonable 
alternatives exist, they will instruct the Executive Principal to begin a consultation 
process confirming (where applicable) that a redundancy situation is unavoidable. 

 
In the case of restructures a redundancy situation may be declared as a precautionary 
measure in situations where the extent of any redundancies is not yet known. 
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The Trust Board will also identify appropriate panels, as necessary, who will have 
delegated responsibility for managing particular steps within the process. Consideration 
will be given to the appropriate composition of the panel in the circumstances.  

 

8. Step 2 - Consultation 

 
Informal Consultation  

 
The Minerva Learning Trust will begin communicating at the earliest opportunity, when it 
is first known that redundancies could be considered. This may include sharing initial 
information with employees and recognised trade unions representatives before any 
formal consultation commences.  

 
Formal consultation 

 
The school will commence meaningful consultation with all affected staff, not just 
those who may be made redundant. 

 
The objectives of formal consultation are to: 

 

 seek the views of employees and their representatives on the proposals;  

 seek to avoid the need for redundancies wherever possible;  

 where avoidance of redundancies is not possible seek to reduce the number of 
employees who are to be made redundant to a minimum; and  

 determine and share the criteria to be used to select employees for redundancy.  
 
Written notification and information about the proposals will be provided to the 
recognised trade union representatives as part of the formal consultation process 
and in accordance with any legal requirements. 

 
Arrangements will be put in place to ensure that where employees are absent from 
work on family leave; long term sickness absence; secondments or for other reasons, 
they are formally consulted and provided with suitable ways to communicate and 
participate in any formal consultation process. 

 
     Timescales for formal consultation 
 

1-20 posts   No statutory timescales but reasonable consultation will apply 

 
21-99 posts  Minimum of 30 days consultation will apply 

 
100 posts plus Minimum of 45 days consultation will apply 

 
 
 

Fewer than 20 redundancies  
 

Although there is no fixed period of consultation required where fewer than 20   
edundancies are proposed, the Minerva Learning Trust will ensure this is enough to be 
meaningful to the particular situation. 
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Individuals will be invited to a formal consultation meeting during the consultation   
period. In some cases more than one meeting may be required. Consultation periods will 
therefore be determined to allow for meaningful consultation to take place. 

 
Although the school is not legally required to consult with employees as a group, if it will  
help the process this may be arranged in addition to individual consultation as required. 

 
      Over 20 redundancies 
 

The Minerva Learning Trust will undertake formal consultation with staff and trade unions 
in accordance with statutory timescales outlined in the table (i.e.30 or 45 days). 

 
In line with statutory requirements, where the number of anticipated redundancies is 20 
or  more, the school will notify the government’s Redundancy Payments Service (RPS) 
and complete a HR1 form at least 30 days before any notice of dismissal is issued.  

 
Following a formal consultation meeting with staff collectively, individual meetings with 
the Executive Principal and/or the Headteacher may be arranged during the consultation 
period upon request.  

 
9. Feedback 

 
Staff and recognised trade unions will be given the opportunity to provide feedback and 
comments on the proposals outlined in the business case during any period of formal 
consultation.  

 
Feedback provided by staff and/or trade unions may result in a need to amend the 
business case. Where this happens, staff and trade unions will be notified of any 
changes.  

 
Formal consultation will be completed before any final decision is made in respect of a 
restructure or redundancies and before any employees are given written notice of 
dismissal. 

 
No public announcements of potential redundancies will be made until all employees 
concerned have been informed. 

 
10. Voluntary Redundancy 

 
During the consultation period, employees are encouraged to contribute ideas and 
alternative proposals to mitigate or avoid the need for compulsory redundancies. 

 
In some circumstances it may be possible for the school to consider volunteers for 
redundancy or other voluntary options. 

 
Where voluntary redundancies are sought, employees will be strongly advised to seek 
independent financial advice before making any decisions to apply for voluntary 
redundancy. 

 
Employees will be informed of any opportunity to apply for voluntary redundancy as part 
of formal consultation during a restructure. Clear timeframes will be provided in which 
voluntary redundancy applications can be made.  

 
Employees applying for voluntary redundancy should ensure that they understand how 
their pension is affected before accepting voluntary redundancy. In some cases, 
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employees may have a choice in respect of redundancy compensation payment and 
pension. 

 
Employees considering voluntary redundancy should obtain an estimate of the benefits 
they may be entitled using the guidance for redundancy and pension calculations. 

 
Applications will be treated confidentially, and will be considered on a case by case 
basis. The wishes of the employee will be taken into account, balancing this with the 
needs of the school. 

 
The Minerva Learning Trust will provide objective business reasons to support or refuse 
a voluntary redundancy application, considering: 

 current and future workforce needs within the school or wider organisation.  

 retaining the specific skills and experience required to deliver business priorities 
either within the school or across the Trust.  

 the cost of redundancy and whether the cost can be recovered by The Minerva 
Learning Trust by not replacing the position within a reasonable time period.  

 
The school will always act in accordance with the Equality Act 2010.  No decision will 
be made on the basis of any personal characteristic. 

 
Wherever possible, employees will be informed verbally of the outcome of their  
application and this will be confirmed in writing. As voluntary redundancy is a dismissal, 
the letter will also take the form of the employee’s written notice of their dismissal by 
reason of redundancy, where redundancy is approved.  

 
Employees who have accepted voluntary redundancy will not be eligible for any suitable 
alternative employment opportunities. 

 
Should circumstances change which subsequently reduce the requirement for 
redundancies, the notice of redundancy may be withdrawn. In such circumstances, 
affected employees and trade unions will be notified at the earliest opportunity.  

 
Where resolutions have been reached through the formal consultation process that 
avoids the need for further steps and/or compulsory redundancies the process may be 
stopped at this point. Where this occurs The Minerva Learning Trust will notify staff and 
trade unions. 

 
If there is a need to proceed with a compulsory selection process, then details of the 
next steps will be confirmed in writing to affected staff and trade unions.  

 
11. Step 3 – Implementation 

 
Selection Criteria and Process 

 
The selection process undertaken will be fair and objective and selection criteria used 
will be clear and capable of being objectively assessed and evidenced.  

 
Consideration will be given to any reasonable adjustments to the process that might be 
necessary for disabled employees.  

The selection process may be carried out by a redundancy panel or may include 
alternative approaches, such as slotting, post-preferencing and/or selection interviews. 

http://staffnet/index.jsp?articleid=237632
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In some cases, where special conditions apply (such as staff absences for family leave 
reasons), The Minerva Learning Trust will need to consider its statutory obligations to 
those employees during a selection process if those employees would otherwise be 
made redundant whilst they are on leave.  
 
Relevant guidance documents and checklists will be used alongside the redundancy and 
restructuring procedure to enable the selection criteria and process to be implemented. 

 
12. Suitable Alternative Employment (SAE) 

 
Every effort will be made to find SAE within the school for employees whose posts are 
redundant in accordance with the SAE guidance. 

 
Where a formal offer to a suitable alternative post is made to an employee, this will 
be made in writing. If an employee accepts an offer of SAE they are entitled to a trial 
period of 4 weeks in the alternative role. 

 
Where applicable, salary protection will be applied in accordance with the school’s 
salary protection policy and in accordance with the employee’s terms and conditions.  

 
If an employee disagrees with a post they are offered in a restructure they should raise 
their concerns with the Executive Principal, the Headteacher/nominated lead in the first 
instance. If it is agreed that the alternative offer of employment is not suitable, the 
employee will still be entitled to receive redundancy compensation. If an employee 
doesn’t accept an offer of SAE, they can be dismissed on the grounds of redundancy but 
may lose any entitlement to a redundancy payment.  

 
Where it is not possible to identify any SAE, notice of redundancy dismissal will be 
issued. In these cases all reasonable efforts will continue to identify SAE until the last 
day of employment as an alternative to dismissal on the grounds of redundancy.  

 
13. Employee Support  

 
Employees under formal notice of redundancy will be granted reasonable time off to 
seek alternative work or undertake training for future employment. Any requests for time 
off will need to be made as far in advance as possible to the employee’s line manager.  

 
The Minerva Learning Trust recognises the potential trauma and stress that employees 
face in such situations and will do everything possible to support them. Support offered 
may include the following areas, and will utilise internal and external expertise wherever 
possible as appropriate;  

 Information on pensions and other benefits  

 Redundancy payments  

 Assistance with applications / interviews etc.  

 Redeployment support  

 Training guidance and support  

 Individual advice / guidance and or counselling  
 
 

14. Leaving the employment of the school before the end of the notice period 
 

In redundancy situations, once an employee has been formally given notice, should they 
wish to leave before the expiry of their notice period, they will still be entitled to a 
redundancy payment where eligible, although it will be recalculated to take account of 

https://sharepoint.dorsetcc.gov.uk/howwework/corporate-information/Pages/Salary-protection.aspx
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the revised leaving date. This will be subject to the agreement of the school. Any such 
agreement must be in writing. In such cases the notice period will be reduced to take 
account of the agreed counter notice. 

 
15. Accepting an offer of employment within 4 weeks of leaving 

 
Where an employee who is under notice of redundancy receives an offer of employment 
from another body included on the Redundancy Payments (Continuity of 
Employment in Local Government) (Modification) Order 1999 before the termination 
of their employment and takes it up within 4 weeks of leaving the school, then there will 
be no dismissal for redundancy payment purposes because employment with the new 
employer is continuous. The individual's right to a redundancy payment will be lost 
(unless the individual decides not to continue with the new job during the first 4 weeks). 

 
Find out more about the Modification Order. 

 
16. Right of Appeal  

 
An employee has the right of appeal if they feel that their selection for redundancy was 
unfair or that the reason for their dismissal is not redundancy. 

 
The effective date of dismissal on redundancy grounds will remain as stated in the notice 
letter unless the appeal is successful. 

 
There is no right of appeal if a voluntary redundancy application is declined. 

 
17. Grievances in respect of other matters 

 
No right of appeal exists in respect of the reason for declaring redundancies or requiring 
redeployment. Employees are entitled to follow the school’s grievance procedure. 

 
 
  

http://www.legislation.gov.uk/uksi/1999/2277/schedule/1/made
http://www.legislation.gov.uk/uksi/1999/2277/schedule/1/made
http://www.local.gov.uk/employment-relations/-/journal_content/56/10180/3510617/ARTICLE
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Appendix 1 
 
Related guidance and checklists to be used with procedure 
 
Planning, Consultation and Implementation checklist 

 

Business Case Document 

 

Consultation Guidance and checklist 

 

Compulsory Selection Guidance 

 

Suitable Alternative Employment Guidance and checklist 

 

Selection Criteria Guidance and checklist 

 

Selection Pool Guidance and checklist 

 

Single Post Redundancy Guidance 

 

Appeal Process guidance 

 

 
 


