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Academies transferring to OAT after 1 September 2014 are required to adopt this policy under the terms
of the TUPE transfer and are only required to inform staff of any changes agreed with unions at National
level.
Academies that transferred before this date can chose to consult locally and adopt. In these situations the
Principal should issue the policy to all staff and academy representatives for consultation over a calendar
month. In the absence of union representatives at school level a copy should be sent to the local offices.
The feedback and proposed policy should be taken to the Governors for discussion and either adopted or
rejected. Staff will be informed of the outcome. If for any reason the staff and local representatives are
unhappy with the outcome then the matter may be escalated by way of a dispute notification.
The Trust cannot accept liability for claims that arise out of failure to follow policies that have been agreed
with the national unions or previous Local Authorities if relevant. Academies should ensure they consider
the potential impact of claims should they go outside agreed policies. If in any doubt, please contact OAT
HR for further information on this matter
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1. Introduction
1.1. This policy has been fully consulted with the JCC in line with the Trusts Trade Union Recognition
Agreement for the purposes of restructure and reorganisation.
1.2. Academies that joined the Trust after 1 September 2014 are required to adopt a number of OAT policies
which includes the reorganisation policy. There is no requirement for local consultation however we
would expect that staff and Governors are informed and that the action is recorded in the relevant
Governors minutes.
1.3. OAT regards its employees as its most valuable asset and aims to provide a stable work environment and
security of employment for all staff.
1.4. Each academy must, however, be able to respond to the need for organisational development and change.
In order to minimise the impact of such events and wherever possible avoid redundancies, the principles
and procedures within this policy will be followed.
1.5. Academies must inform the Regional Director and OAT HR of any proposed changes that may result
in employees being made redundant/affected by re-organisation at the earliest opportunity, prior to
any discussion with the trade unions or employees.

Definition of a redundancy situation:
 The employer has ceased, or intends to cease, to carry on the business for which the employee was
employed, or to carry on that business in the place where the employee was employed; or
 The requirements of the business for employees to carry out work of a particular kind, or to carry it out in
the place where they are employed, have ceased or diminished or are expected to cease or diminish.
If either of these conditions is met, there will be a genuine redundancy situation.
A job change resulting from reorganisation, restructuring or a change of duties will only be a redundancy if the
criteria for redundancy are met

2. Purpose
2.1. The principle aim of this policy is to provide an effective, transparent and equitable way of dealing with the
staffing implications of financial constraints, organisational improvements and service reviews. The
framework recognises the need to reorganise, rationalise and, where necessary, reduce staff numbers.
It is essential that the academy seek to consider all alternatives to redundancy at the earliest possible
opportunity.
The academy will ensure every effort is made to avoid or minimise compulsory redundancies by for example:







Human Resource strategies and workforce planning.
Natural wastage/Leavers e.g. employee turnover/retirements.
Cost saving in other areas of the business
Vacancy control.
Reduction of overtime.
Reduction of casual and agency staff and additional hours.
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 Voluntary reduction in hours/buy out of hours.
 Redeployment into suitable alternative employment or temporary employment within the academy or
other schools within OAT
 Seeking volunteers for Voluntary Redundancy/Voluntary Early Retirement/Flexible Retirement.
 Voluntary Sabbaticals/Career breaks.

3. Scope
3.1 This procedure should be used whenever an academy considers reorganisation which may lead to
reductions of permanent staff.
3.2 In cases where reorganisation is unlikely to result in reduced numbers of staff, but will impact on existing
roles, reporting lines etc, the Principal, or nominated alternate, will consult with relevant staff and trade
unions following the same process having sought HR advice.

4. Equal Opportunities
4.1. The reorganisation procedure must always be applied fairly and in accordance with employment law and
OAT Equal Opportunities Policy. When considering changes to the structure the academy should carry
out an equality impact assessment regularly review this information throughout the process.

5. Determining Academy Staffing Structures
5.1. It is the Principal’s responsibility, in consultation with the OAT Regional Director and governing body, to
define the service that is to be provided within their academy and to formulate the most appropriate
staffing structure to deliver that service within the constraints of budgets etc.
5.2. The staffing structure of each OAT academy will be reviewed annually by the governing body and
Principal. Where change is proposed, this review will include consultation, at the earliest opportunity,
with the relevant trade unions in line with paragraph 3.2 above.
5.3. The possible need for reorganisation of the academy staffing structure may be identified for the following
reasons:






Changing requirements
New legislation
Organisational improvements
Budgetary restrictions
Other substantial reasons not listed above
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6. Legal Requirements and Timescales for Consultation
6.1. Legislation and case law in relation to redundancy require that consultation shall take place at the earliest
opportunity and continue throughout the redundancy process and must in any event begin:
 at least 30 days before the first dismissal takes effect if between 20 and 99 employees are to be made
redundant at one establishment over a period of 30 days or less or
 at least 45 days before the first dismissal takes effect if 100 or more employees are to be made redundant
at one establishment over a period of 90 days or less.
 Where less than 20 staff are affected there must be meaningful consultation, academies must allow sufficient
time to fully consult with those staff affected and ensure that the trade unions are individually informed and
consulted throughout the process.
There is no requirement to collectively consult where less than 20 staff are at risk in a 90 day period however,
unions must receive the same documentation at least 10 days before the proposed announcement in order
that they can provide feedback and or meet individually and support their members effectively.
6.2. As an employer, OAT academies are required by law to notify in advance proposed redundancies of 20 or
more employees in a period of 90 days or less to the Department for Business, Energy and Industrial
Strategy (BEIS). A copy must be sent to OAT HR.
6.3. Trade unions will, however, be informed as soon as possible in writing, in accordance with section 8
below, where the Principal has identified the possible need for reorganisation of the staffing structure
under which there would appear to be no practical alternative to a change in staffing
6.4. The formal consultation process will cease when any reorganisation has been completed and any
employees affected have either been appointed to a new structure, successfully redeployed or made
redundant having completed their contractual notice period.

7. Establishing Appropriate Panels
7.1. The governing body will establish:
 A ‘Staffing Panel’ (usually consisting of three members of the senior leadership team, (usually including the
Principal).
 If the reorganisation or redundancy includes the senior leadership team, the ‘Staffing Panel’ should consist of
the Principal and two members of the academy governors.
 An ‘Appeals Panel’ (normally comprising three members, consisting of at least 3 OAT academy governors.

Members of the Staffing Panel are not permitted to be members of the Appeals Panel.
7.2. The function of the Staffing Panel is to:
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 establish and weigh criteria by which staff would be identified for positions in the new structure and/or to
establish and weigh criteria by which staff would be identified for potential placement into a new structure
or redundancy;
 determine which posts on the new structure will be regarded as new and which posts will be subject to
ring-fencing or direct matching;
 conduct consultations and respond to the consultation procedures as detailed below;
 make a preliminary identification of staff;
 inform the identified staff in writing of the reasons for identification and ensure they are aware of their right
to make representation and to be accompanied by a representative;
 hear representations;
 ensure that the names of those members of staff identified are not published until the ‘Staffing Panel’ has
finished its work;
 inform the employee of their formal identification for redundancy and the right to make an appeal.

8. The Consultation Process
8.1. Where the Principal has identified the possible need for reorganisation of the staffing structure under
which there would appear to be no practical alternative to a reduction/changes in staffing structure, the
Principal will submit a proposal to the governing body for approval to open consultation.
8.2. The relevant Trade Union representatives should be informed as soon as possible in writing of the
following: (document often referred to as S188).














The reasons for the proposals/business case presented to Governors
The number and descriptions of staff affected
The total number of employees of each description that work in the academy
Voluntary redundancy arrangements/offer
The proposed method of selection for staff to be placed into posts and how the dismissals will be carried
out
The procedures and timescale to be used, including proposals for consultation meetings with union
representatives
The proposed method of calculating the amount of redundancy payments
The budgetary considerations
Details of planned curriculum changes
The current and proposed staffing structures, including staff numbers
Details of which posts are new, slotted-in and ring-fenced;
Current and proposed new job descriptions.
Copy of an equality impact assessment

8.3. It is an important part of the procedure that consultations begin with trade unions at the earliest possible
opportunity. Ideally, academy management should agree dates and times of the consultation meetings
with trade unions, which are mutually convenient.
8.4. In the case of collective redundancy situations (more than 20 staff affected), a meeting will take place with
the trades unions to consult over reorganisation proposals and any anticipated staff reductions prior to

Reorganisation Policy

7

any consultation with staff. In good time before that meeting, the trade unions must be provided with
any relevant information.
8.5. In the case of collective consultation when the consultation meeting with the relevant trade unions has
taken place, meetings should take place with all staff and with the groups affected.
The meetings should give time for a full explanation, as well as questions and comments from the staff. An HR
representative may be present to advise on, or answer, any HR matters. Notes of any consultation meetings
should be taken. Arrangements should be made to allow affected employees to meet both collectively and
individually with their trade union representatives during work hours to discuss the proposed reorganisation.
Throughout the process written records should be made of all meetings and copies of questions raised along
with responses by the school. Responses will be sent either directly to the person, union representatives or
wider group as appropriate. All unions will receive copies of communications regardless of whether they have
members that are affected.
8.6. Appropriate consultation on proposed re-organisation or redundancy must be undertaken with
employees on maternity and adoption leave and long term sick leave. Special arrangements will be made
with these employees to ensure that they are not disadvantaged and receive the same treatment as any
other employee would receive.
8.7. Where an employee is affected by a reorganisation whilst on maternity or adoption leave, special
protections apply.
8.8. Following these consultations, consideration will be given to whether the proposals need to go ahead or
be revised. If new proposals are drawn up then it may be necessary to repeat the steps in 8.1 to 8.7.
8.9. Once the proposals have been finalized the next step is for the Staffing Panel to issue a statement to all
staff (copied to all Trade Union Representatives) which should contain:
The current and proposed staffing structures, including staff numbers
 Reasons for the proposed reorganisation details (where relevant) of academy budget; the academy
development plan and the curriculum plan
 Clarification of the areas in which reductions are envisaged
 The total number of employees of each description, who are selected for new posts in the structure or
whom it is proposed to make redundant
 The proposed criteria to be used in selecting those for new posts in the structure or for identifying staff to
be made redundant
 Proposed timescales, including when dismissals are envisaged to take place
 Consider a further request for volunteers for reduced hours, severance, early retirement, etc., if
appropriate
8.10. Individual employees affected should be informed in writing as soon as possible of:
 Their proposed placement or non-placement in the structure;
 Any need to be interviewed;
 Any redeployment proposals and options. This could include but not be limited to:
 Contacting all academies to ascertain any current or impending opportunities
 Offering an interview for potential suitable employment
 Considering secondment opportunities
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 Considering retraining support from one subject to another
 Potential relocation packages (under consideration by OAT Executive Committee)
Simultaneously, the relevant trade union representatives must be sent a complete set of the proposals.

9. Alternatives to Redundancy
9.1. When it has been identified that there is a need for staff reductions, it is important that all steps are taken
to avoid compulsory redundancy.
9.2. There are various options that should be explored before individual members of staff are identified for
redundancy (see appendix 1 for a list of options for consideration).

10. Voluntary Severance or Early Retirement
10.1. Staff in the work area concerned may be invited to express an interest in voluntary severance/early
retirement on the grounds of the exigencies of the service, however this should normally be
targeted/limited to those work areas where staff will be allowed to go, and not to general calls for
volunteers in work areas where those coming forward will be refused release. Where there is
competition for a post, that group may be targeted.
Offering VR to the wider workforce may be considered to allow bumping of posts and reduce compulsory
redundancies. The scope of the VR offer should be agreed as part of the initial consultation process
Voluntary early retirement with non-actuarial reduction basis may be considered on an individual basis
dependent on costs for both teaching and non-teaching staff.

11. Methods of Selection and Criteria Used to Identify
Staff
11.1. Before any action is taken to identify staff for positions in the new structure, it is important to initiate a
freeze on recruitment to protect potential suitable alternative posts for staff at risk. The Trust should
also consider, in exceptional cases, a wider freeze on recruitment in other academies in order to
consider these as, suitable alternative employment.
11.2. A balanced approach will be used to assess employees for positions in the new structure using a range
of weighted criteria. Selection will normally be paper-based assessment. The overriding factor for
selection is to retain those employees who most closely match the skill sets required and therefore are
most likely to contribute to the future success of the academy. The criteria for selection for redundancy
must be objective and fair and not unlawfully discriminate.
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11.3. In relation to reorganisations and rationalisations, the method of selecting employees for posts within
the new structure/staffing arrangements (and therefore of identifying those who have no post, if this is
necessary), is to match the duties of the existing posts to equivalent duties required of posts in the new
structure. Where a direct match to direct match is not apparent (by comparing job documentation of
the old and new posts), a judgement is to be reached by the staffing panel as to the closest match
available. The existing postholder(s) should then be placed into the new post. This will be based on
substantive posts only.
11.4. Where there are two or more suitable candidates for a post, and where the ‘direct match’ criterion is
unable to discriminate between them, the individuals should be interviewed in competition for that
work. Where competitive interviews are impractical, a skills audit approach may be used. Any criteria
set will have full regard to future service needs and the OAT academy’s equal opportunities policy. In
all cases, the selection criteria proposed must be subject to consultation with the relevant Trade Unions
prior to its application (see a list in appendix 1 for a list of possible criteria)
11.5. Any criteria used for the identification of staff, must be:







Capable of clarifying the unit of selection
Objective
Consistently applied
Capable of being checked and used by the governors
Known to the staff in advance
Relevant to the posts in question.

12. Personal Representations
12.1. Having completed the consultation and selection process, the Staffing Panel should convene a meeting to
make their final decisions. However, before final decisions are made, the employee(s) concerned must
be given an opportunity to make written and personal representation to the Staffing Panel. The
employee may be accompanied at the meeting by a trade union representative or a work colleague of
their choice.
12.2. Prior to this meeting, employees should be given adequate information to assist them in preparing
representations, particularly (if appropriate) on the criteria used to recommend the deletion of their
post, resulting in their dismissal by reason of redundancy.
12.3. After considering these representations, the Staffing Panel will inform the employee(s) concerned of
their decision in writing within 10 working days. Notice of dismissal will be given to the employee(s) at
this stage.

13. Appeals
13.1. If the employee wishes to appeal against the decision of the Staffing Panel, such an appeal must be
received in writing by the Principal, within 10 working days of the date of the notification of the Staffing
Panel’s decision.
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13.2. The Appeal Panel shall, within 10 working days of receipt of the appeal notification, meet to hear the
appeal. The employee has a right to be accompanied by a trade union representative or a work colleague
of their choice.
13.3. At the appeal meeting, the employee or his/her representative shall present the employee’s case. This
will be followed by the Staffing Panel’s case, presented normally by the Principal. The employee or his/her
representative is then entitled to sum up the employee’s case, followed by summing up of the Staffing
Panel’s case. The decision of the Appeal Panel will be conveyed to the employee verbally at the end of
the meeting, if practicable, and in writing, within five working days of the meeting. The decision of the
Appeal Panel shall be final.

14. Redeployment of Staff
14.1. When the need for reorganisation, resulting in staff reductions, is identified within academies, it is the
direct duty of the Trust, Principals and governing bodies to do all in its power to find, or facilitate the
search for, alternative employment. Alternative employment may be sought within the academy, in other
Ormiston academies or in neighbouring schools through local liaison.

15. Trial Periods
15.1. An employee who is redeployed has a statutory right to a trial period of four weeks in an alternative job
where the provisions of the new contract differ from the original contract, without losing their
entitlement to redundancy term. The period to begin when the previous contract has ended. The fourweek trial period can be extended for retraining by written agreement. The length of the extension is
discretionary, to be reviewed after four weeks.

16. Rejection of Suitable Alternative Employment
16.1. Where an employee unreasonably refuses offers of alternative suitable employment they may lose all
rights to redundancy compensation. Alternative employment is, however, unlikely to be considered
suitable if it rejected by the employee on the basis that:
a. the salary is lower, or the non-salary benefits are significantly less than the original job;
b. the status is significantly lower, in terms of the effect this would have on the employee’s career history;
c. the location or working time for the job involve the employee in significant domestic / personal
disruption or additional costs, (subject to flexibility clauses in the contract of employment).
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17. Assistance in Finding Other Work
17.1. Employees who are ‘at risk’ of redundancy and who qualify for a statutory redundancy payment also
have a statutory entitlement to a reasonable amount of paid time off to look for another job or to
arrange training. As a good employer the academy should provide a range of assistance in finding other
work, e.g. access to Internet, referral to outplacement services as appropriate. EPM and OAT HR can
offer advice as to what may be available for staff.

18. Redundancy – Compensation Package
18.1. All employees who have at least two years' continuous service will qualify for redundancy pay. This
includes continuous service with any employer covered by the provisions of the Redundancy Payments
Modification Order
18.2. The number of weeks’ pay on which the payment is based are as follows, up to a maximum of 20 years’
service:
 0.5 week’s pay for each full year of service where the employee’s age was under 22
 1 week’s pay for each full year of service where the employee’s age was 22 or above, but under 41
 1.5 weeks’ pay for each full year of service where the employee’s age was 41 or above
18.3. A week’s pay for the purposes of redundancy pay is defined as either a normal week’s pay for the
employee or the pay figure used in calculating limits on statutory redundancy payments* whichever is the
higher, representing a just and reasonable amount as compensation for loss of office.
Where a term time only worker is paid in 12 equal monthly instalments, a "week's pay‟ for redundancy
purposes is based on the weeks actually worked in a year (including holiday) rather than 1/52.
18.4. A written statement must be given to an employee who is eligible for a statutory redundancy payment
detailing how the payment has been calculated. While this requirement relates to the statutory payment,
good practice demands that all such payments should be explained.
18.5. Where appropriate, the employer may consider offering a payment greater than that above, in particular
in order to seek to achieve job reductions by voluntary means. Where employees retain the right to
different terms by virtue of TUPE protection, this right will in all cases be observed.
* The pay figure used of calculating limits on statutory redundancy pay is £508 per week from 6 April 2018 as
set out in the Employment Rights (Increase of Limits) Order 2018. The pay figure applicable under this policy
will include any increases in this pay figure as made from time to time. Staff will be given the most up-to-date
calculation at the point when consultation begins.
18.6. EPM will provide redundancy quotations and pension strain estimates as part of the service agreement
although academies should be mindful of providing sufficient notice for these to be prepared.
18.7. Staff who are members of the LGPS and are made redundant who have been a member of the scheme for
at least 2 years and are 55 years old or over at the date they are redundant automatically access their
pension without actuarial reduction. This is a policy of the LGPS and the academy will be required to pay
the difference in contribution to the scheme.
Teachers do not have an automatic right to pension upon redundancy.
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19. Salary Safeguarding
19.1. In the event that reorganisation results in redeployment to a lower paid position:
 Salary safeguarding arrangements for teaching staff will be in accordance with national terms and conditions
and includes protection arrangements for removal of TLR payments
 Salary safeguarding arrangements for non-teaching staff will be in accordance with the relevant local
authority's arrangements at the time of transfer. If no such arrangements exist, then salary will be
safeguarded for a minimum of 12 months.

20. Records
20.1. It is recommended that the following records are maintained and be readily accessible for a minimum of
6 months after the last dismissal arising from redundancy has occurred:













Evidence of action to avoid potential redundancies;
Evidence of the use of objective redundancy selection;
Comprehensive information on the ‘Staffing Panel’ decisions, dates of meetings,
Contemporaneous notes, information considered by the Staffing Panel, notification of the outcome.
Comprehensive information on any appeals raised including the basis of the appeal, dates of meetings,
contemporaneous notes, information considered by the Appeals Panel in considering the employee’s
appeal, clarification of the decision-making process, notification of the outcome.
Copies of redundancy termination letters to employees, including the calculation of benefits;
Copies of an employee’s written acceptance to payments made under OAT’s financial package as
compensation for loss of office;
Copies of written notification to the trade unions of potential redundancies;
Evidence of appropriate consultation;
Copies of written notification to the BEIS
Copy of the academy equality impact assessment

21. Review
21.1. This policy will be reviewed every three years in consultation with the recognised trade unions.
21.2. Academies to complete an impact assessment at the end of the re-structuring exercise and forward copy
to Governors and OAT HR
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Appendix 1 – Selection criteria template sample
When deciding the approach for selection of staff for roles available and those to be made redundant, you may
wish to use a number of approaches.
Voluntary redundancy, job matching, competitive interview, skills audit or a combination of these.
When you are working on the proposals, please discuss this with your HR Adviser at EPM and agree the most
appropriate approach for your situation, before sending information out for consultation.
Below are some samples of selection criteria forms that you may wish to use or adapt.
Please note; the proposed method for selection will need to be consulted upon with staff and unions.

Example Selection Criteria - Teaching Staff
When completing this form please:
 Give as much information as possible for the Staffing Committee to consider, continuing on a separate
sheet if necessary.
 Ensure the answers provided are relevant to the Job and Person Specification(s) you are being considered
for.
 Remember that this form will be made anonymous before it is considered by the Committee. This means
that they will not have any personal information about you, other than what is contained in this form.
The following are example, generic criteria, and are not meant as an exhaustive list. In addition to those listed
below, schools may want to set more definitive criteria that are appropriate to their school and/or in line with
specific Job and person specifications.
If you would like any assistance in completing the form, please contact [insert name / post]
This form must be returned to the Principal, not later than [insert date]
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To be completed by individual member of staff

Committee Use
Comments

Qualification and Training
Qualified Teacher Status (QTS)

Yes

No

(Tick as appropriate)

List any further professional or formal qualifications that you hold, e.g. higher
degrees or specialist teaching qualifications)

Teaching age ranges
What age ranges do you currently teach (indicate proportion of time devoted to
each if appropriate and length of experience with this/these age ranges)

Experience with other age ranges (indicate when, length of experience, giving
dates where possible)
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Do you have experience of teaching mixed age groups? If so, please provide
further details and give dates where possible.

Specialist subject knowledge/experience
Indicate areas of the curriculum where you have specialist interest and/or
recognised expertise

Curriculum responsibilities
Indicate areas of special responsibility and whether you receive a TLR or SEN
payment

Whole school responsibilities
State any whole school roles / responsibilities / tasks you have undertaken, e.g.
membership of the leadership team, NQT coordinator, cross-curricular
coordinator (giving dates where possible)
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Indicate any pastoral or other whole school responsibility not covered above
(giving dates where possible)

Training, CPD and other relevant professional qualifications
List recent CPD, secondments, acting up, temporary responsibilities etc, given
dates where possible.

In the event of a tie break, the following desirable criteria will be evaluated:
List any other formal qualifications that you hold, e.g. SEN, EAL etc

Please return this form to [insert name]:

All selection criteria will be applied in accordance with our commitment to diversity and inclusion and
will not discriminate on the grounds of disability, gender, race, colour, ethnic origin, religion, faith,
beliefs, culture, nationality, age, sexuality, family circumstances, socio-economic status and trade
union membership or non-membership.
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Example Selection Criteria - Support Staff
When completing this form please:
Give as much information as possible for the Staffing Committee to consider, continuing on a separate sheet if
necessary.
Ensure the answers provided are relevant to the Job and Person Specification(s) you are being considered for.
Remember that this form will be made anonymous before it is considered by the Staffing Committee. This
means that they will not have any personal information about you, other than what is contained in this form.
The following are example, generic criteria, and are not meant as an exhaustive list. In addition to those listed
below, schools may want to set more definitive criteria that are appropriate to their school and/or in line with
specific Job and person specifications.
If you would like any assistance in completing the form, please contact [insert name / post].
This form must be returned to the Headteacher, not later than [date]

To be completed by individual member of staff

Staffing committee
comments

Qualifications, Training & Experience
List all relevant qualifications that you hold (these will be dependent on what’s
included in the job and person profile for your role)

List all relevant, recent CPD, secondments, temporary responsibilities etc., giving
dates where possible
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Give examples of how you have applied that training/experience (listed above) to
your role, i.e. in the classroom

List how your skills and experience compliment those required in the job
description

Mental Skills
Give examples of the research and planning you have to undertake as part of your
job, e.g. financial regulations, Health & safety, planning of school trips etc.

Give examples of how you organise your workload and priorities, including
examples of non-routine tasks and working collaboratively with others

Interpersonal & Communications Skills
Do you have line management responsibility? If yes, please give details
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Have you trained other colleagues, including informal training and
coaching/mentoring? If yes, please give details

Explain what support you have provided to the school by undertaking tasks and
responsibilities not directly required by your job.

Physical Skills
Give examples of the ICT programmes you use as part of your job, including the
age groups you work with

Give examples of the equipment/tools you use as part of your job

Please return this form to [insert name]:

All selection criteria will be applied in accordance with our commitment to diversity and inclusion and
will not discriminate on the grounds of disability, gender, race, colour, ethnic origin, religion, faith,
beliefs, culture, nationality, age, sexuality, family circumstances, socio-economic status and trade
union membership or non-membership.
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Appendix 2 – Alternatives to redundancy
Options may include:















Natural Wastage (e.g. resignations, retirements, etc.)
Restriction on recruitment and non-replacement of posts
Use of temporary, short term or part-time contracts
Termination of temporary/casual appointments (subject to the requirements of the Employees (Prevention
of Less Favourable Treatment) Regulations 2002)
Voluntary early retirement without enhancement
Voluntary severance
Voluntary job sharing arrangements (if appropriate)
Voluntary transfer to part-time employment within the school
Voluntary reduction in hours (including overtime, if relevant)
Transfer of staff into other suitable work within the school (retraining where applicable)
Potential redeployment of staff in to other suitable work within Ormiston academies where both governing
bodies agree to this.
Career breaks
Reduced working for short periods

Reorganisation Policy

21

Appendix 3 – Possible criteria for selection for
redundancy
Criteria should include a range of relevant factors, and due consideration needs to be given to the context of
the reorganisation. Possible criteria may include:
Organisational / curriculum requirements of the school;
Overall subject needs;
Special subject requirements (e.g. to boost, say, poor maths performance in a school)
Levels of responsibility;
Skills and level of qualifications required;
Academic qualification generally;
Particular subject expertise (e.g. recent specialist courses);
Capability to switch from subject to subject as demonstrated either by current actual teaching and/or
qualifications and/or past actual teaching;
 Lack of qualifications in above/below certain age groups and/or to teach to particular exam standards;
 Additional qualifications, e.g. administration, sports, music, counselling
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Appendix 4 – Consultation timeframe
Where a change is proposed to the staffing structure, consultation will begin at the earliest opportunity.
The following timescales are for guidance only. There will be occasions when the suggested timescales will not
be appropriate.

 Written details should be sent to all relevant trade unions as soon as possible after the Principal has
identified the possible need for a reduction in staffing.
 Trade unions should be given at least 10 working days’ notice of the consultation meeting.
 The full staff meeting should be arranged as soon after the trade union consultation meeting. Preferably 5
working days’ notice for staff should be given.
 Following the staff meeting, a statement of intentions should be issued to staff (copy to trade unions)
preferably within 10 working days of the meeting.
 If volunteers for redundancy, reduced hours, etc., have been requested in the statement to staff, volunteers
should be given 7 working days (from date of letter) to show an interest
 Volunteers should receive estimates within 7 working days of showing an interest.
 Volunteers would be expected to give a response as to whether they wish to accept redundancy, reduced
hours, etc., within 10 working days of receiving their estimate.
 If no volunteers are forthcoming, the selection criteria/process (discussed with trade unions in consultation
meeting) will need to be implemented. The selection process will, ideally, be completed within 15 working
days.
 The Principal (or nominee) should meet individually with those employees selected for redundancy (or
variations in duties, etc.) within three working days of completion of the selection process. The Principal
should explain the reasons for selection orally and in writing. The letter should include an opportunity to
declare a wish to make oral representation to the Staffing Panel within 10 working days of receipt of
notification letter.
 Employees selected should be given 10 working days’ notice of the oral representation hearing.
 After hearing oral representations, the Staffing Panel should confirm their decision in writing within 5
working days of the meeting. The letter should give the employee an opportunity to appeal against the
decision to an Appeals Panel. The employee should be given 10 working days from receipt of the decision
letter to lodge an appeal.
 Employees should be given 10 working days’ notice of the appeal hearing.
 After hearing the appeal, the Appeals Panel should confirm their decision verbally at the end of the meeting,
if practicable, and in writing within 5 working days of the meeting. The Appeals Panel’s decision is final.
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Appendix 5 – Teacher redundancy timetable
This timetable details the required legal timeframes for teacher redundancies, these must be adhered to.
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