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PURPOSE OF THE REPORT 

1. To inform members of the revised Redundancy Policy for consideration
PORTFOLIO RECOMMENDATIONS

2. To approve the inclusion of the revised redundancy policy in the Pay Policy 
REASONS FOR THE DECISION

3. The changes to the redundancy policy will support the wellbeing of employees faced with a redundancy situation. 

CORPORATE OUTCOMES

4. The report relates to the following corporate priorities: (tick all those applicable):
	Excellence, Investment and Financial Sustainability


	x

	Health, Wellbeing and Safety


	x

	Place, Homes and Environment


	


Projects relating to People in the Corporate Plan:

	Our People and Communities


	 x


BACKGROUND TO THE REPORT

5. Redundancy payment is based upon a specific number of weeks’ pay, in accordance with the age of an employee and length of service. It is calculated in line with the statutory calculation. The Council last reviewed the redundancy policy in 2014, at this time the number of weeks payable was increased by a multiple of 2.2. This was incrementally removed over two years and the policy now only pays redundancy compensation for both Compulsory and Voluntary redundancy on the statutory number of weeks entitlement. 
PROPOSALS (e.g. RATIONALE, DETAIL, FINANCIAL, PROCUREMENT)

6. The proposal is to reintroduce the multiplier of 2.2 for compulsory redundancies, and give the Head of Paid Service delegated authority, for those seeking voluntary redundancy, to enhance the compensation payment, up to equivalent of 2.2.
7. Since 2014, as shown in the table below, there has only been two compulsory redundancies, and therefore the impact of reintroducing would not greatly impact the Council but provide great reassurance to all employees.
	YEAR
	Voluntary
	Compulsory

	14/15
	4
	0

	15/16
	0
	0

	16/17
	0
	0

	17/18
	6
	0

	18/19
	3
	2


8. On occasion it may be greatly beneficial for the Council and employee to leave employment on grounds of voluntary redundancy. For the Head of Paid Service to have the authority to apply discretion, when there is a clear justification to do so, to enhancement to the standard compensation, will assist both the Council and Employees leaving employment. 
9. A commitment to outplacement support for employee leaving the Council has also been included in the revised policy – this would be support for job search, job interview, coaching etc. 

CONSULTATION CARRIED OUT AND OUTCOME OF CONSULTATION

10. Unison have been consulted and are supportive of the revised policy. 
ALTERNATIVE OPTIONS CONSIDERED AND REJECTED

11. No alternatives have been considered.
AIR QUALITY IMPLICATIONS

12. Relevant details to be inserted here following liaison with the appropriate Environmental Health Officer
RISK MANAGEMENT

13. None risks have been identified.
EQUALITY AND DIVERSITY IMPACT

14. Any additional compensation awarded for Voluntary redundancy should consider any Equality factors. 
COMMENTS OF THE STATUTORY FINANCE OFFICER

15. There are no immediate financial implications of approving the revised policy, however clearly the increase in the multiplier proposed may increase the cost of any redundancy payments approved in the future. As with any potential redundancy situation, the financial and budgetary implications will need to be addressed at the time and funding identified.  
COMMENTS OF THE MONITORING OFFICER

16. In accordance with the Local Government (Early Termination of Employment) (Discretionary Compensation) Regulations 2006 states that if a Local Authority decides to change their policy, they must publish a statement of the amended policy and may not give effect to any policy change until one month after the date of publication.  

17. An Equality Impact Assessment should be undertaken to ensure that the Council follows a transparent process about the changes to the Redundancy Policy.

There are no background papers to this report

APPENDICES 

Appendix A - Revised Draft Redundancy Policy and Procedure 
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