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Redundancy Regulation 

Part 1 – All Staff  

1. Introduction 
1.1  This Regulation should be read in conjunction with Statute 35 and any 
amendments made from time to time. 

1.2 Where the term ‘line manager’ is used, this refers to the Head of Department, 
Head of House or the member of staff’s immediate supervisor/manager. 

1.3 References to ‘Departments’ also relate to Schools, Colleges and 
Professional Support Departments.  Confirmation of the appropriate person in these 
areas to conduct redundancy meetings should be sought from HR. 

1.4 Any reference to Head of Department, Head of House or HR Director includes 
any person acting for him/her.   

2. Purpose and Scope 
2.1 The University recognises the importance of maintaining and enhancing the 
efficiency of its operations, while seeking to safeguard security of employment for 
members of staff.  Accordingly, the University will seek to avoid compulsory 
termination of employment on the grounds of redundancy wherever possible. 

2.2 Where there is a potential redundancy situation, the processes outlined in this 
Regulation shall be applied so that the University’s interests are protected and 
members of staff are treated fairly and consistently. 

2.3  This Regulation sets out the measures that shall be taken to avoid or 
minimise the need for compulsory redundancies and outlines the process that shall 
be followed, should redundancies be unavoidable. 

2.4 The Regulation applies to all members of staff employed by the University 
(with the exception of the Vice-Chancellor for whom separate provision is made). 

2.5  In order to seek to avoid potential redundancies, the University will discuss 
workforce planning, funding and organisational issues at the regular meetings of the 
Joint Consultative and Negotiating groups. 

3. Responsibility for Managing Redundancy 
3.1 Heads of Departments and Heads of House will normally have overall 
responsibility for managing redundancy matters and conducting redundancy 
meetings for members of staff within their departments. 

3.2 There may be some circumstances where it would be inappropriate for a 
Head of Department or Head of House to be responsible for managing a redundancy  
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process.  Where this is the case, affected member(s) of staff and relevant trade 
union(s) will be duly informed by HR of the member of staff who will lead the process. 

4. Definition 
4.1 A potential redundancy situation occurs where: 

a) The University has ceased, or intends to cease, to carry out any activity 
for which a member or members of staff are employed; or ceases, or 
intends to cease to carry out such activity at any particular place; or 

b) The University’s requirements for members of staff to carry out work of a 
particular kind, or for members of staff to carry out work of a particular 
kind in any particular place, has ceased or diminished or is expected to 
do so. 

5. Consultation 
5.1 The University shall undertake meaningful consultation with relevant 
recognised relevant campus trade union(s) as soon as any proposal highlighting the 
possibility of redundancies has been formally considered and given provisional 
approval by the University Executive Committee or the Divisional Head (where 
he/she is acting with the delegated authority of the University Executive Committee) 
to proceed to consultation. 

5.2 Relevant recognised campus trade union(s) will be consulted as part of the 
development of final proposals before they are approved by the University Executive 
Committee or by the Divisional Head. 

5.3 In addition to consultation with relevant recognised campus trade union(s), 
individual consultation will also take place with the members of staff who may be 
affected by the proposals before final proposals are approved by the University 
Executive Committee or Divisional Head.  Members of staff will be reminded of their 
right to be accompanied at any stage of this Regulation by a trade union 
representative or work colleague. 

5.4 The purpose of the consultation process is to seek ways to avoid a 
redundancy situation and/or to reduce the numbers of dismissals and/or to mitigate 
the effects of the redundancies. 

5.5  The formal consultation process shall begin: 

a) at least 45 days before the first dismissal is due to take effect, where it is 
proposed to dismiss, as redundant, 100 or more staff within a period of 45 
days or less; 

b) at least 30 days before the first dismissal is due to take effect, where it is 
proposed to dismiss, as redundant, between 20-99 staff within a period of 90 
days or less; 

c) as soon as is reasonably practicable before the first dismissal is due to take 
effect, where it is proposed to dismiss, as redundant, fewer than 20 staff. 
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5.6 To begin formal consultation, the University shall provide the appropriate full-
time official and the relevant recognised campus trade union(s) and affected 
members of staff with the following information: 

a) the reasons for the proposals; 
b) whether a ‘pool for selection’ is appropriate, in some situations a ‘pool’ will not 

be appropriate; 
c) if a ‘pool for selection’ is appropriate, details of how the ‘pool’ is defined and 

the proposed method of selecting the members of staff who are at risk of 
dismissal; 

d) the total number and description of members of staff it is proposed to declare 
redundant and the total number of such staff employed by the University; 

e) the proposed method of carrying out the dismissals, with due regard to the 
appropriate procedure as detailed in Parts 2 and 3 of this Regulation, 
including the period of time over which the dismissals are to take effect; 

f) the method of calculating the amount of redundancy payments. 
 

6. Measures to avoid or minimise redundancies 
6.1 In considering the appropriateness of the measures outlined in 6.2, the 
University will be guided by its institutional strategy and financial requirements. 

6.2 The University will seek to minimise the need for redundancies by appropriate 
forward planning.  However, where redundancies are proposed, consideration will be 
given to the following: 

a) natural wastage; 
b) restricting recruitment and review the use of any agency staff; 
c) retraining and re-deployment; 
d) reduction or elimination of overtime working; 
e) consider short time working, temporary lay-offs or unpaid sabbaticals; 
f) consider volunteers for part-time working; 
g) consider volunteers for career breaks; 
h) seeking applicants for early retirement or volunteers for redundancy; 
i) consideration of reward strategies; 
j) seeking to make savings in non-staff budgets; 
k) seeking alternative funding (e.g. where funding for a particular project has 

expired). 

7. Redeployment 
7.1 Where it is necessary to select staff to be made redundant, the University will 
seek to identify suitable alternative employment for affected staff in accordance with 
the University’s Redeployment Policy. 

8. Selection criteria 
8.1 Where it is necessary to select staff to be made redundant, relevant 
recognised trade union(s) and affected member(s) of staff will be consulted at the 
earliest opportunity on the process to be followed and any criteria to be used, both of 
which shall be fair, transparent and objective. 

 

http://www.dur.ac.uk/hr/policies/redeployment/
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8.2 In seeking to agree fair, transparent and objective selection criteria, the most 
important consideration will be the long-term sustainability of the University and the 
need to maintain a high quality, balanced workforce with appropriate skills to meet 
the needs of the University. 

9. Non-attendance 

9.1 Where individual or group meetings are convened under this Regulation (as 
detailed in parts 2 and 3) members of staff are expected to attend. 

9.2 If a member of staff does not attend a meeting without good reason, the 
meeting may proceed in his/her absence. Normally, however, the meeting will be 
adjourned to enable contact to be made with the member of staff to ascertain the 
cause of his/her absence, unless the meeting has already been adjourned due to 
previous absence without good reason. 

9.3 Where a member of staff is persistently unable or unwilling to attend a 
meeting without good cause, the meeting may proceed in the absence of the 
member of staff. 

10. Representation 

10.1 All members of staff have the right at meetings and appeals under this 
Regulation to be accompanied by a trade union representative or work colleague. For 
the avoidance of doubt, the work colleague must be an employee of Durham 
University, not acting in a legal capacity. The member of staff must make all such 
arrangements for his/her own representation/companion to attend the meeting(s). 

10.2 Staff should always be allowed adequate time to arrange representation.  
Members of staff and their work colleagues should make every effort to attend the 
meeting. If a trade union representative or work colleague is unavailable on the date 
of the formal meeting, the manager should rearrange the meeting on a suitable 
alternative date, provided this is within a reasonable timescale – e.g. within five 
working days after the date initially proposed. 

10.3 Under no circumstances should staff be refused the right of representation.  If 
the trade union representative is employed by Durham University, he/she is entitled 
to reasonable paid time off both to attend and prepare for the meeting. 

11. HR Representation 

11.1 A representative from HR will normally be present at meetings under this 
procedure to provide advice and guidance. 
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11.2 If required, a further person, normally from HR, will act as note taker during 
the meeting. The member of staff and his/her work colleague or trade union 
representative are free to take their own notes if they wish. 

12. Recording of meetings 

12.1 Recording of meetings is not permitted. 

13. Equal Opportunity 
13.1 All parties involved in the operation of these regulations shall ensure that the 
application is in line with the University’s Diversity and Equality Policy. 
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