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1

Purpose
The purpose of the redundancy policy is to set out a clear and fair framework for the circumstances in which staff have to be made redundant. It is intended to stress the need for openness, make clear to everyone what to expect and to demonstrate support for staff who are facing redundancy.


2

Policy statement

2.1
Keniston Housing Association recognises that there may be changes in circumstances, organisational requirements and technological developments which may affect staffing needs.

2.2 Whilst Keniston accepts its responsibilities to ensure the secure employment for all permanent staff, this needs to operate within a framework of economic viability and organisational development.   However, it is fundamental to this policy that the decision to make a member of staff compulsorily redundant will be the last option after considering all other possibilities.  


2.3 The policy has been drawn up acknowledging the value that Keniston places on its staff and that redundancy requires compensation. 


2.4 The policy and procedure has been drawn up in consultation with staff, and will similarly be reviewed. 


2.5 Where compulsory redundancy is inevitable, Keniston will handle the redundancy in a fair, consistent and sympathetic manner in accordance with the redundancy procedure and with regard to the provisions of current employment legislation and best practice.  Managers will ensure that staff are kept fully informed of all pertinent facts and are fully consulted about any such proposed changes. Where new jobs can be created, staff who have been made redundant will be invited to apply for these posts where their skills and experiences make them suitable applicants.

3

Definition of redundancy

3.1
In this document, Keniston will adopt the statutory declaration of Redundancy which is defined by section 81 (2) of the Employment Protection (Consolidation) Act 1978 as a dismissal attributable wholly or mainly to situations:

· where the employer has ceased, or intends to cease, to carry on the business for the purposes of which the employee was employed; or

· where the employer has ceased, or intends to cease, to carry on that business in the place where the employee was so employed; or

· where the requirements of the business for employee(s) to carry out work of a particular kind has ceased or diminished or are expected to cease or diminish; or

· where the requirements of the business for employee(s) to carry out work of a particular kind has ceased or diminished or are expected to cease or diminish.




4
Alternatives to redundancy and redundancy payments

4.1 Offer of alternative employment

Staff who are facing redundancy will be offered the possibility of applying for a different kind of position where such a vacancy exists and where the level of job is similar to their current position. 

Such an offer will be made with a protected pay rate for twelve months.  This means that if the hourly rate of pay for the job in which the person has been made redundant exceeds the hourly rate of pay for the alternative employment, the higher rate will apply.  In such circumstances, after twelve months the rate of pay to that individual will revert to that applicable for the alternative employment.  Hourly rates will be calculated by dividing the normal annual salary (before overtime and benefits) by 52 and then again by the normal number of contracted hours for each job.

Staff will be able to try the alternative job for a trial period (at least three months and up to a maximum of six months) without prejudicing the right to redundancy payment.


4.2 Redundancy payments

Staff who are made redundant will be entitled to redundancy payments as follows, and subject to the maximum: 


	Length of service 
	Age of member of staff
	Basis of redundancy payment

	Up to and including one year’s service
	All ages
	1 week’s pay

	Over 1 year’s service
	Has not reached 41st birthday
	2 week’s pay for each complete year of service

	Over 1 year’s service
	Is 41 or over
	2½ week’s pay for each complete year of service



The maximum payment that can be made to any member of staff is one year’s salary.  This includes the sum of both payment for time in lieu of notice and redundancy payment.  

A week’s pay will be calculated as the normal annual gross salary (before overtime and benefits) at the point of redundancy divided by fifty two. 

It is usually necessary to consult with the Housing Corporation about redundancy payments to staff and in some circumstances it is recognised that direction on the maximum level of redundancy payment may be given by the Housing Corporation.
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