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SECTION ONE – ORGANISATIONAL CHANGE POLICY 
1 [bookmark: _Toc100560017][bookmark: _Toc150530932]Introduction

1.1 Change is a constant feature of today’s work environment, and our University is operating within a rapidly changing local, national, and international educational environment. For the University to maintain a strong position in this environment it is important that our organisational design and structure continues to be flexible enough to enable us to deliver our services as efficiently and effectively as possible whilst meeting our strategic objectives. 

1.2 There will be times when it is appropriate and necessary to review and change organisational design and/or structure at an individual job, team, school/directorate, or organisational level to enable ongoing improvement and best practice.  

1.3 It is human nature to resist and instinctively react to change as a potential ‘threat’ to our safety and therefore change can feel uncomfortable and unsettling. The University acknowledges this and will make every effort to minimise detrimental impact of organisational change on job security. However, there are times when changes in the demand for services, the level of funding available to the University and/or the need for change because of technological, organisational, or academic development, may affect jobs to the extent that a change to the way services are designed, redeployment or compulsory redundancy may become necessary options.

1.4 All proposals for organisational change will require approval before implementation.

2 [bookmark: _Toc100560018][bookmark: _Toc150530933]Aims and Purpose

2.1 This policy statement describes the principles which underpin how the University will manage organisational change. 

3 [bookmark: _Toc150530934][bookmark: _Toc100560021]Scope
This procedure applies to all permanent employees, and employees on fixed term or temporary contracts with 2 years or more continuous service.  The procedure does not apply to employees on fixed term or temporary contracts of less than 2 years’ duration, casual employees, or agency workers.

4 [bookmark: _Toc150530935]Principles

4.1 Organisational change will be managed fairly, consistently, transparently, objectively and in line with employment and equality legislation and the University’s corporate values. 

4.2 The University will be transparent and open about potential redundancies and seek to inform affected employees as early as possible.  In line with our recognition of Unison and UCU, Trade Union representatives will be consulted in any situation where job security may be affected.  

4.3 When organisational change occurs, the University will aim to minimise disruption to business delivery and integrity where possible.

4.4 To support the preservation of employment, where reasonably possible, redeployment will be used. The University will provide reasonable support to maximise the potential for successful redeployment. 

4.5 If, having exhausted all available options, compulsory redundancy appears to be unavoidable, the University will manage the redundancy in a manner that is fair, consistent, open, and in line with employment legislation and the University’s corporate values. 

4.6 The University will treat employees with dignity and respect and will carry out a consultation process to ensure that views are heard before any decisions are made.  The University will be open to alternatives and will always provide feedback to consultation.

4.7 All affected employees have the right to be accompanied at any formal meeting held under this procedure by a Trade Union representative or work colleague.  

All parties involved in these procedures must ensure that they maintain the confidentiality of the process within and outside the University.
4.8 The Organisational Design Service will facilitate the review including specific principles such as:

· Why Change?
· What Changes?
· Design Principles
· Activity analysis
· Defining a new operating model
· Structure and roles
· Ways of Working
· Implementation plan
· Post implementation review

The Reviewer and HR Business Partner will communicate and engage with employees and Trade Union representatives throughout the organisational change process using consultation. With communication, the questions are focused on checking understanding. With consultation, the questions are focused on 'what do you think we should do?'. 

Our Trade Unions will play a key role in facilitating effective organisational change and will be an integral part of the consultation and communication process. Consultation may occur in a variety of forms, such as:

· 'Good practice consultation' – for example fact-finding or exploring options.
· 'Consultation under the law' –for example in redundancy situations where individual consultation is required as part of a fair process.
· 'Collective consultation' – when an employer is required to take all reasonable steps, following a set process, to consult with employee representatives.

4.9 The initial communication will take place following the approval of the Initial ‘Business Case for Organisational Change. This communication will include the reasons for the proposals and the anticipated benefits of the change. 

4.10 It is essential that colleagues and the Trade Unions are updated in a timely way and notified of any changes to the Initial Business Case to provide an opportunity for questions to be raised and answered quickly.  

 .




[bookmark: _Toc150530936]SECTION TWO - ORGANISATIONAL CHANGE PROCEDURE
1. [bookmark: _Toc150530937]Introduction

Any organisational change is likely to result in changes to the workforce. To ensure the consistent and fair management and implementation of organisational change this procedure will be used when there is a proposed organisational review which will materially affect the terms and conditions of employees. 

The University’s Articles of Government specify that the Vice-Chancellor (VC) is responsible for the ‘organisation’ of the institution.  This procedure has been formulated to enable the Vice-Chancellor to discharge this responsibility effectively.

1.3   Communication with colleagues during organisational change will be meaningful and regular.  

[bookmark: _Toc150530938] Responsibilities

The Reviewer 

To work in conjunction with appropriate managers, during any Organisational Design with HR Business Partners & Organisational Development Partners, Finance Business Partners, and Business Improvement Services (where applicable) to produce business case(s) for organisational change.
To ensure that appropriate and timely provision of information, communication and consultation takes place in accordance with this policy and procedure and the Communication and Consultation Guidance. 
To work in conjunction with their HR Business Partner and relevant Trade Unions to identify any action which can be taken to mitigate against potential compulsory redundancy or avoid the need for assimilation processes to take place.    
To develop the organisational change process and ensure that any decisions made are reasonable and that records are kept of the rationale behind those decisions.   Specific responsibilities include:

· Identifying stakeholders involved
· Managing risks
· Ensuring service delivery through the period of change
· Communicating the change process

To consider (in conjunction with the employee) how to communicate and consult with those employees who are absent from the workplace due to maternity, sickness, other leave, or those on secondment and those who have specific requirements due to a disability. 

To consider the accessibility of communication and consultation and whether there are any affected staff who would wish to be informed or carry out the consultation process through the medium of Welsh. 



HR Business Partner 

To support all aspects of the Organisational Design Service and the Reviewer with design tools and advice during the organisational design process in conjunction with an OD Partner. 
To support the Reviewer to identify which posts are in scope of the organisational change and which are not.
To support the Reviewer in anticipating and managing any legal risks and challenges.
To provide expert advice and guidance throughout the change process and as a member of the matching panel during the assimilation process. 
To work with employees who are eligible for redeployment to complete their Redeployment Skills Profile Form. 



Finance Business Partner

To support the Reviewer in the creation of a robust financial assessment of current and proposed new structure models for inclusion in the Business Case(s). 

Recruiting Managers (Redeployment)

To consider employees who are “at risk” of potential termination of employment and, where applicable, allow these employees priority over other candidates.
To provide reasonable support and guidance to redeployed employees during the trial period and provide constructive feedback should the employee not be suitable for the job. 

Employees affected by organisational change

To cooperate and engage with the redeployment process where appropriate to maximise the potential of finding suitable alternative employment. 
To engage with training and development which will enable them to undertake alternative employment opportunities where appropriate.
To accept matched posts which are substantially the same in current grade, job description, person specification (skills and experience required) and supervisory requirements as their current post. 

Organisational Development Partner

To support all aspects of the Organisational Design Service and the Reviewer with design tools and advice during the organisational design process in conjunction with a HR Business Partner. 

[bookmark: _Toc150530939]The Review Process 

The review process will include the following steps at the appropriate stage of the People Services Organisation Design Service; 
Consider why change is required and provide an options appraisal with the first business case for initial approval: The Reviewer will liaise with the HR Business Partner to determine the appropriate approval route. This may be the Organisational Change process or via HRPG. Where the Organisational Change process has been determined as the appropriate route, the Reviewer will then be required to complete the first Organisational Change Business Case for approval from the Vice Chancellor to progress. The Reviewer will need to submit this through their reporting line to their UEG member.

  3.2 Consider the rationale for change. This will be identified through   development of a future vision and culture: The relevant Trade Union(s) will be informed by People Services that a review will take place. Employees within the affected School or Directorate will be informed of the review at the earliest opportunity.

3.3    The core elements of service will be identified, and an activity analysis completed to inform the organisation design: The Reviewer or designated appropriate manager will undertake an organisation design review process in conjunction with People Services to use the appropriate organisation design tools/advice. 

3.4   Identifying which posts are in scope of the change: The teams, functions and posts that are in scope of the change will be identified. Those groups of posts which will be unaffected by the change and will not be subject to the change process will also be identified. This process will be carried out with support from a HR Business Partner.

3.5   Detailed Business Case for Organisational Change (2): The Reviewer will produce a Detailed Business Case for Organisational Change (2) detailing the proposed changes which have been developed following the initial business case, which will require the active involvement of the Dean of School/Director of Service, (should that not be the Reviewer), HR Business Partner and a Finance Business Partner. 

3.6    Approval of Proposals: The proposals will be considered by Vice-Chancellor’s Executive Group with the final approval from the Vice-Chancellor.

3.7   Consultation: The content of the Detailed Business Case for Organisational Change will be made available to those directly affected and form the basis for formal consultation with the relevant Trade Union(s) where the proposals may result in potential redundancies. Further guidance is available in the Communication and Consultation Guidance. If during the consultation period the proposals change, they will need to return to UEG for final approval. 

3.8 Final Approval of Proposals: The proposals will be considered by Vice-Chancellor’s Executive Group with the final approval from the Vice-Chancellor if required. 

3.9   Implementation: HR Business Partners will support the Reviewer at each stage of the change.  This will include supporting consultation communication and may include new recruitment processes and assimilation into posts. In circumstances where not all employees affected are able to be assimilated into the revised structure the HR Business Partner will support the Reviewer in commencing a formal redundancy consultation process with a focus on redeployment. Compulsory redundancy avoidance measures will be considered at the very last point of the process. An emphasis on retaining talent where possible will always be considered.

3.10 Post Implementation: To ensure the organisational change is effective and achieves its original aims the People Services Organisational Design Service will support the Reviewer in undertaking analysis of the change. A review date will be agreed and scheduled between 6 – 12 months following implementation depending on the size and scope of the change.  

[bookmark: _Toc150530940]Compulsory Redundancy Avoidance Measures

[bookmark: _Hlk100560862]Where a review has the potential to displace employees, consideration should be given to early avoidance measures and voluntary routes to mitigate against potential compulsory redundancy.  

Early avoidance measures to be considered: 

Reviewing roles filled by external agency workers to establish suitability for employees who may be potentially at risk of being made redundant.    
Reviewing the use of temporary or casual employees in affected areas. 
The potential for income generation or cost saving measures. 
Recruitment may be suspended in affected areas or across the University.  
Overtime working in affected areas will be eliminated as far as is practical. 
Where practical and reasonable targeted training and development opportunities will be offered in line with future capability requirements.   

Following any early avoidance measures, if it remains necessary to reduce the number of employees of the School/Directorate or University, the following voluntary routes will be considered: 

Employees will be invited to consider changes in working hours to produce necessary cost savings where appropriate.
Eligible employees may be allowed access to their pension entitlements on a voluntary basis (subject to the rules of the relevant scheme).  
Voluntary redeployment to another School/Directorate within the University with appropriate retraining may be offered where this is possible.  
Where appropriate there may be consideration of a voluntary redundancy scheme.

[bookmark: _Toc150530941]Assimilation (Matching)

Posts in the revised structure will be filled, where possible, through a process of assimilation. 

Assimilation will take place by a process of “matching” which is a paper-based exercise undertaken by a Matching Panel consisting of two senior managers from the affected School or Directorate and a HR Business Partner. They will compare the current grade, job description, person specification (skills and experience required) and supervisory requirements of posts in the current structure, with those in the revised structure. Assimilation (matching) will only take place when the current post is at the same grade. 

Post holders will generally move directly across to the new job on the revised structure when either: 

The combination of current grade, job description, person specification (skills and experience required) and supervisory requirements are substantially the same, not only in terms of the matching criteria but also in terms of the frequency and importance of the responsibilities and duties.

Or 

The post-holders can be reasonably expected to meet the essential requirements of the new job within a defined period of reasonable learning and development (3-6 months as a guide but may differ for each post). This will be decided in agreement with the manager and the HR Business Partner.

And when: 

The number of eligible post holders and new jobs are equal, or there are more jobs than the number of eligible post holders.

Employees who have been seconded into posts will only be considered for ‘matching’ against their substantive role.

Assimilation into a higher graded post will occur where the grade of a post has increased due to a management-initiated request for regrading through the job evaluation process.  This is relevant when there is an increase of one grade. Where the increase in grade is higher, an assessment will be made as to whether a new role has been created whereby employees will be required to go through a competitive process.

Following the matching process, employees whose jobs have been successfully matched with a job in the revised structure will automatically take up their new posts and will not undergo a selection process.  

If the Matching Panel determine a ‘match’ between a post in the current structure with a post in the revised structure but there are more employees affected that meet the requirements of the new post than the number of posts available, and all affected employees wish to be considered for those posts, a redundancy selection process will need to be undertaken. Employees on maternity leave will automatically assimilate to the job in the revised structure if there is a match.

Employees displaced because of the process outlined in 5.7, or where there is no matched post in the revised structure, will undertake competitive recruitment for the remaining vacant posts. 

This process will also be applicable to management-initiated requests for regrading through the job evaluation process outside of a formal organisational change review. 

[bookmark: _Toc150530942]Competitive Recruitment

Competitive recruitment will be appropriate to the circumstances and may comprise of a written short-listing exercise, an interview, or any other assessment activity or activities.

An Assessment Panel will be appointed consisting of a manager from the business area undergoing the change, a HR Business Partner and a manager from a different School or Directorate.  

The Assessment Panel will evaluate the required qualifications, skills, abilities, and experience of the job in the revised structure, and they will decide and inform affected employees which criteria will be assessed prior to the assessment.

Suitability will be objectively determined by whether the employee demonstrates that they meet the requirements of the job. Where more than one person is identified as suitable, the highest scoring individual will be appointed.  The only exception to this is where there is a suitable employee on maternity leave. Employees on maternity leave will automatically assimilate to the job in the revised structure without the requirement for competitive recruitment process if they meet the requirements of the job. 

If, after the process of assimilation and competitive recruitment there are any remaining employees, they will be eligible for redeployment and designated “at risk” of potential termination of employment by reason of redundancy.  

[bookmark: _Toc150530943]
SECTION THREE – REDEPLOYMENT AND REDUNDANCY 
1. [bookmark: _Toc150530944]Redeployment Eligibility 

Employees will be eligible for redeployment in the following circumstances: 

Where they have 2 years’ continuous service and have been designated “at risk” of potential termination of employment by reason of redundancy.
Where a restructure is in progress, but the employee has not yet been designated “at risk”. In these cases, the employee, their Trade Union representative (where applicable) and the University must agree to the redeployment.  

Eligibility for redeployment will cease: 

Upon successful redeployment. 
Where an employee is no longer “at risk” of redundancy.
At the end of an employee’s contractual notice period when their employment has been terminated.

[bookmark: _Toc150530945]Suitable Alternative Employment

Employees who have two years’ continuous service have the right to be offered a suitable alternative role if there is one available. 

In considering what constitutes “suitable alternative employment” consideration will be given to:  

The nature of the work e.g., academic, administrative, broadly similar, or same profession or career path. 
Whether there are any significant differences between the essential criteria - qualifications, skills and experience needed and those of the employee.
The similarity of working arrangements (hours, patterns of work, shifts).
Grade and pay.
Location and accessibility. 

If an employee is offered what the University considers to be suitable alternative employment, but they do not agree with this, they need to inform the Recruiting Manager in writing within 5 working days of being offered the role for consideration of whether this is deemed reasonable. 
[bookmark: _Toc150530946]Employees on Maternity Leave 

Employees who are on maternity leave from the affected pool are entitled to be provided with alternative employment ahead of any other employee and if they meet the essential criteria for the role, they must be offered the alternative position regardless of whether they are the preferred candidate. They do not need to be interviewed for this vacancy if it is suitable alternative employment. 

The alternative role must have conditions no less favourable than the current post in relation to location, terms, conditions, and status.

3.3      This applies from the date an expectant mother, or those adopting a child or taking shared parental leave, notifies their employer of their pregnancy, match for adoption, intention to take shared parental leave; and extends for 18 months from the birth date. 
1.4 The alternative post must remain open for them to assimilate into upon their return from maternity leave. 


[bookmark: _Toc150530947]Redeployment Register

When an employee is identified as eligible for redeployment, a HR Business Partner will work with them to complete a Redeployment Skills Profile Form. to capture skills, experience, qualifications, and knowledge information to determine the suitability of vacant posts and the HR Business Partner will place them on the register for redeployment. This form will also capture whether the employee wishes to consider posts at a lower grade. 

A delay in registering for redeployment may have an impact on finding an alternative role. 

Redeployees will remain on the redeployment register until such time as they are redeployed to a suitable alternative position, when their employment terminates or if they cease to be at risk of termination of employment.

[bookmark: _Toc150530948]Redeployment Matching and Selection Process

Prior to advertising a vacant post, Recruiting Managers and a People Services representative will determine if there is a grade match between the vacant post and employees who are registered for redeployment. Where a grade match exists, the essential criteria of the vacancy will be reviewed against the skills, experience, qualifications, and knowledge of employees on the Redeployment Register. Managers will also need to consider employees who have declared an interest in posts at a lower grade. 

Redeployees who are at risk of potential termination of employment will be given a priority interview ahead of other candidates (with the sole exception that employees who are both at risk of potential termination of employment and on maternity leave are given absolute priority over all others).

If the redeployee is appointable and their need for redeployment is due to potential redundancy, they will be legally entitled to a statutory trial period of 4 weeks.

The purpose of a trial period is for both the recruiting manager and the employee to assess suitability and they will be conducted in accordance with the following principles: 

Trial periods can be extended by written agreement between the employee and the recruiting manager but should last no longer than 12 weeks and will be dependent on the training and familiarisation required for the role. 

If during or after the trial period the employment is deemed unsuitable by either party, the employee will be dismissed by reason of redundancy as on the date that the previous contract terminated, and the period of notice will be calculated from that earlier date.

Where employees are still within their notice period, they will be eligible for redeployment until their termination date. 

[bookmark: _Toc150530949]Redeployment to Lower Graded Posts

Where an employee and the University agree to redeployment to a lower graded post as an alternative to redundancy, pay protection of basic salary (to a maximum of one grade) will be provided for 2 years from the date of implementation of the revised structure to accommodate the financial impact.

If more than one person is considered suitable for redeployment to the same job, the person whose grade is closest in grade will be given priority. 

When an employee is redeployed to a job which has fewer hours than they previously worked, pay protection will only apply to the number of hours worked in their previous post.  

When an employee is redeployed to a job which has more hours than they previously worked, pay protection will only apply if the overall level of remuneration is reduced.

At the end of the pay protection period, the employee’s salary will automatically be adjusted to the scale point closest to their previous salary within the salary scale for the new post. No further notice will be provided for this change in salary. 

[bookmark: _Toc150530950]Redeployment to Higher Graded Posts

Employees are invited to apply for higher graded posts through the University’s usual recruitment processes. 

In exceptional circumstances the University will consider redeploying employees who are “at risk” of potential termination of employment to posts which are one grade higher in situations where a new post is created as the result of a restructure and there is a “pool of one” who will be “at risk” of potential termination of employment as a direct result of this restructure.  

In these situations, if the employee wishes to apply for the post, the manager will meet with them and perform a thorough assessment of their qualifications, skills, and experience against the criteria of the new post. If the individual is deemed to be suitable, expectations of the post, revised performance objectives and success measures which are commensurate with the level of the new post, will be discussed, agreed, and recorded. 

Where the employee has development needs to enable them to reach their objectives and/or meet any other aspect of the post, these will be discussed and recorded in a Personal Development Plan (PDP).  

If the employee is not deemed to be suitable, recruitment to the new post will be managed in line with the University’s Recruitment Guidelines and the employee will remain on the redeployment register until such time as their employment is terminated or an alternative redeployment opportunity is found.

[bookmark: _Toc150530951]Redundancy

A potential redundancy situation arises in the following circumstances:

When the University has ceased or intends to cease, to carry on the business for 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
The requirements of the University 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 the employee was so employed, have ceased, or diminished or are expected to cease or diminish.

Potential redundancies will be highlighted within Organisational Change Business Cases and as part of the organisational change process following the process of assimilation. Where individuals have not been assimilated into a new post in the revised structure, the redundancy procedure will be followed.

[bookmark: _Toc150530952]Formal Consultation

Consultation is the process by which the University and employees or their Trade Union representatives jointly examine and discuss issues of mutual concern in relation to organisational change. It involves managers actively seeking and considering the views of employees before making a decision.    
The purpose of formal consultation is to seek ways of:

Avoiding the redundancy situation
Reducing the number of dismissals, or
Mitigating the effects of the redundancies proposed.

6.1 The scale and impact of the proposed organisational change will determine the level and type of consultation and communication required and may take a variety of forms as outlined in section 1 4.11. Where significant organisational changes are proposed and/or where redundancy situations may occur, a reasonable consultation period with regular consultation meetings is essential.  Advice on appropriate consultation will be provided by the HR Business Partner who supports the affected area.  
Consultation will be carried out to ensure that employee views are heard before any decisions are made. Following the change process being announced initial feedback will be sought and then this will be followed by formal 1:1 conversations as part of the consultation process. The University will be open to alternatives and will always seek feedback on the consultation and provide a response to affected employees.

Individual Redundancy Consultation will take place in all potential redundancy situations and ensures that employees are consulted in a meaningful way.  

Where individuals are also subject to collective consultation, individual consultation will not begin until the recognised trade unions have been informed.

Collective Redundancy Consultation: The University will make every effort to consult with Trade Unions but will always collectively consult when there are 20 or more redundancies proposed. In these circumstances, our Trade Unions will be provided with: 

HR1 Form (Advance Notifications of Redundancies form to notify the Secretary of State)
The total number and description of posts that it is proposed will be declared redundant and the total number of such employees employed by the University.
The nature and details of any voluntary redundancy. 

Collective consultation will commence.

At least 30 days before the first intended dismissal is due to take effect whether it is proposed to dismiss at least 20 but fewer than 100 employees at one establishment within 90 days or less. 
At least 45 days before the first intended dismissals is due to take effect where it is proposed to dismiss 100 or more employees at one establishment within a period of 90 days or less.
As soon as is reasonably practicable in all other circumstances. 

This consultation period may be extended where issues require further analysis or consideration.
A formal consultation period of a minimum of 15 days will follow the approval of the Detailed Business Case for Change (2). Communication and consultation may be achieved in a variety of ways including virtual or face-to-face group/team meetings, one-to-one meetings, email communications, and face to face or written briefings. Appropriate methods are suggested in the Communication and Consultation Timeline (appendix 1). 
Following Consultation if there are significant changes to the proposals, the Detailed Business Case (2) will be amended accordingly, outlining the rationale for the changes, for the approval of the Vice-Chancellor. 
 
6.2 There will be further statutory consultation where there is the potential for redundancies to take place. The purpose of this will be to seek ways of avoiding the redundancy situation, reducing the number of dismissals, or mitigating the effects of the redundancies proposed.

[bookmark: _Toc150530953]Redundancy Procedure

Following the consultation period, employees who have been selected for redundancy will be invited to a formal meeting with their line manager and HR Business Partner to confirm the decision to select them for redundancy. 

The employee may be accompanied at this meeting by a fellow worker or Trade Union representative.

At this meeting the employee will be informed of the reasons for dismissal and why they have been selected for redundancy and they will be advised of their right of appeal. 

Following the meeting, written notification will be sent to the employee to formally inform them of the decision to dismiss by reason of redundancy. This letter will provide notice of dismissal on grounds of redundancy, summarise the reasons for the dismissal and why they were selected, advise them of their right to appeal, advise them of their redundancy payment and provide information about support.

[bookmark: _Toc150530954]Appeals 

Employees can appeal against a decision made to select them for redundancy but cannot appeal the decision to invoke redundancy procedures.

The right of appeal must be exercised within two weeks of the date of the written notification of redundancy. 

The appeal, stating the grounds on which it is made, must be in writing and addressed to the University Secretary and Clerk to the Board of Governors.

Where the employee is a senior post holder as (as defined in the Articles of Government 1 (Interpretation) and Article of Government 3 (1) (d) (i).) an Appeal Committee will be convened, and the appeal will be heard by two independent governors supported by a senior member of the People Services team.  

Where the employee is senior but not designated as a senior post holder (as defined in the Articles of Government 1 (Interpretation) and Article of Government 3 (1) (d) (i).), the Appeal Officer will be heard the Vice-Chancellor. The Vice-Chancellor may give delegated authority to the Deputy Vice-Chancellor or the University Secretary. 

Appeals of all other post holders will be heard by the Vice-Chancellor as Appeals Officer or a senior employee with delegated authority as defined in the Scheme of Delegation. 

In all cases, Appeal Committee members or Appeal Officers will have no prior involvement in the decision making which led to the employee’s selection for redundancy. 

The University will aim for an appeal to be heard within four weeks of the appeal being lodged, unless otherwise agreed.

The appeal will be a review of the decision to dismiss.

The outcome of the appeal may be to:

Confirm the decision to dismiss by reason of redundancy, or; 
Revoke the decision to dismiss and reinstate the employee. 

The Appeals Officer or Appeal Committee is the final decision maker within this procedure.

[bookmark: _Toc150530955]Support 

Employees under notice of redundancy are entitled to reasonable time off work to look for a new job, attend interviews or arrange training. This must be agreed with the colleague’s line manager.

Employees under notice of redundancy who obtain employment with a different employer may ask for an earlier release date from that specified in their notification letter. These will be considered in accordance with the on-going needs of the University.

Employees have access to confidential counselling services via Health Assured if they wish to access this.

The University will also consider providing on-site workshops, support in CV writing or interview skills, consideration of financial support to attend training courses, outplacement support and time off to seek financial advice.

The ReAct scheme is available to all individuals who live in Wales and have been made redundant or under formal notice of redundancy. Those eligible may be able to receive recruitment and training support, a vocational training grant or an extra support grant. For more information, visit the ReAct pages at Careers Wales. 

[bookmark: _Toc150530956]Redundancy Payments

To qualify for a redundancy payment an employee must have two years' continuous employment with the University (Redundancy Payments (Local Government) (Modifications) Order) at the termination date. Completed years of continuous employment are counted back from the end of the week of the termination date.

For each completed year of service, up to a maximum of 20, employees are entitled to the following:

	Under age 22
	Half a week's pay for each completed year of continuous employment when the employee was below the age of 22

	Age 22-40
	1 week's pay for each completed year of continuous employment when the employee was between the ages of 22 and 40 inclusive

	Age 41 and over
	One and a half week's pay for each completed year of continuous employment when the employee was aged 41 or above




A week's pay will be defined as actual pay (not the statutory weekly maximum), and so will be based on average gross salary.

An employee will forfeit the right to their redundancy payment in the following circumstances:

If the employee is dismissed for gross misconduct
If they leave their employment before they have received notice of termination by the University. 
If they leave their employment before the expiry of their notice period except where this has been mutually agreed between the employee and University. 
If, at the date of termination of the contract they have obtained without a break, or with a break not exceeding 4 weeks, suitable alternative employment with the University or another body on the Redundancy Payments (Local Government) (Modifications) Order. For detail of organisations covered under the modification order contact your HR Business Partner.

[bookmark: _Toc150530957]Policy and Procedure Revision

The People Services Department will proactively advise, support, and monitor the application of this policy and procedure. 

To ensure it is relevant and effective, this policy, procedure and associated framework will be reviewed regularly or where there is a change in the University’s requirements, employment legislation or case law.
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