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REDUNDANCY POLICY AND PROCEDURE 
 
 
1 Purpose and Scope 
 
1.1 It is the aim of the Glasgow School of Art to ensure, as far as possible, 

security of employment for its staff.  However, it is recognised that from 
time to time circumstances may make redundancies unavoidable, such 
as the need to consider reductions in staffing levels, restructuring to 
enhance effectiveness where this involves a reduction or cessation of 
work of a particular kind, or the School adapting to meet changing 
needs.  In these circumstances, the provisions of this policy shall be 
applied.   

 
1.2 This procedure will apply to individual redundancies and in the event of 

collective redundancies affecting 20 or more staff over a 90-day period. 
  
1.3 Where redundancy is necessary, following all reasonable efforts to 

avoid it, the School will handle the redundancy in a fair and non-
discriminatory manner. 

 
2 Definition of redundancy 
 
2.1 According to the statutory definition, as set out in the Employment 

Rights Act 1996, a redundancy occurs where a dismissal is wholly or 
mainly because: 

 
• the employer has ceased, or intends to cease, to carry out their 

business for the purposes for which the employee is employed; 
• the employer has ceased, or intends to cease, to carry on that 

business in the place where the employee was so employed; 
• the requirements of that business for employees to carry out work of 

a particular kind have ceased or diminished or expected to do so; 
• the requirements of the business for employees to carry out work of 

a particular kind in the place where they were so employed have 
ceased or diminished or are expected to do so. 

 
3 Measures to avoid or minimise redundancy 
 
3.1 Before deciding on compulsory redundancy, consideration will be given 

to the following: - 
 

• Natural staff turnover 
• Restricting recruitment in the areas of reduced need  
• Redeployment  
• Retraining  
• Reduction in hours 
• Seeking volunteers from the affected staff 
• Voluntary Severance Scheme 
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4 Notification – collective redundancies 
 
4.1 In the event of the School proposing to dismiss as redundant:- 
 

• 20-99 staff members at one establishment within a period of 90 
days or less 

 
the Department for Business Innovation and Skills (BIS)  will be notified 
in writing via Form HR1.  

 
4.2 At the same time as formal notification is given to the BIS, formal 

notification of such redundancies will be given to the local 
representatives of the relevant trade unions.   

 
4.3 There is no requirement to notify the BIS in the event of individual 

redundancies. 
  
5 Consultation - Timescales 

 
5.1 No set time period for consultation is stipulated in the legislation in 

cases of individual redundancies.  However, the School will consult 
with the relevant trade union/s in confidence, as early as possible and 
directly before consulting with affected individuals. The full period of 
consultation comprising initial consultation with the trade unions 
followed by consultation with individuals will normally last for up to 4 
weeks.  The timescale for consultation will, of course, be affected by 
the particular constraints of each case, for example, the requirement to 
make savings by a particular date. 

 
5.2 Where it is proposed that more than 20 staff are to be made redundant 

within 90 days or less, consultation will begin with the trade unions at 
least 30 days before the first of those redundancies take effect.  “Take 
effect” is the point at which the decision to make someone redundant is 
finally communicated, i.e. when notice is served, not the date of actual 
termination of employment.  Further consultation with individuals will 
take place thereafter (see section 7 below).    
 

6 Consultation with trade union representatives 
 

6.1 Where there is a possibility of compulsory redundancy (whether 
individual or collective) the School will engage in meaningful 
consultation with the appropriate trade union representatives on the 
following points:   
 
• the reason(s) for the proposed redundancies,  
• the number and description of posts likely to be affected  
• the proposed method of selecting staff, if applicable, who may be 

affected  
• the proposed selection criteria   
• the proposed method of carrying out the dismissals and timescales 
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• the proposed method of calculating the amount of redundancy 
payment to be made in the event of a dismissal by reason of 
redundancy 

• the provisional scoring of potentially affected individuals against the 
agreed criteria 

 
7 Consultation with individuals 

 
At the stage when consultation takes place with the individuals, the 
process outlined below will be followed.  This process will be in addition 
to ongoing dialogue with a member of the HR Team.    
 

7.1 Invitation to a meeting 
 

The School will write to each member of staff who is at risk of 
redundancy, setting out the circumstances that have led the School to 
contemplate dismissing them by reason of redundancy (see 2.1), and 
inviting them to attend an individual meeting to discuss the matter.  The 
individual will be asked to give thought, prior to the meeting, to how 
redundancy can be avoided.  If applicable, they will also be advised of 
how the selection criteria will be applied, how it will affect them should 
the redundancy be unavoidable and will be asked to consider this 
information in advance of the meeting.  The member of staff will be 
advised in general how the application of the selection criteria has 
placed them in relation to others in the same pool.  
 
The individual will be advised of their right to be accompanied at the 
meeting by a GSA colleague or trade union representative. 
 

7.2 The Meetings 
 
At the meeting, the School will explain in more detail why the 
redundancy situation has arisen and why their particular role is at risk 
of redundancy. The School will discuss any alternatives to redundancy 
with the member of staff the selection criteria that will be used should 
this be applicable or become necessary and how they have been 
scored against these criteria. The member of staff will have the 
opportunity to ask questions and make representations.  The School 
will consider any suggestions made by the individual following the 
meeting and before taking any final decisions.   
 
Where it is deemed necessary, or where it is considered that the 
discussions outlined above have not been concluded, there may be an 
opportunity to re-convene the meeting. 
 
No decisions will be made at this initial meeting(s).   

 
7.3 Following the consultation meeting(s), the School will write to the 

individual to invite them to a final meeting and advise them of the 
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outcome of its deliberations regarding the suggestions and 
representations made at the previous meeting(s).      

 If neither party has identified a viable alternative to redundancy then 
either;  

 
a) in the case of unique roles where no selection criteria is required -  
subject to any representations made by the individual, his/her dismissal 
by reason of redundancy will be confirmed.  

  
or,  
 
b) the scores against the criteria will be confirmed. If this results in the 
individual being selected for redundancy, his/her dismissal by reason of 
redundancy will be confirmed.   
 
Again, the member of staff will be entitled to be accompanied by a GSA 
colleague or a trade union representative at this final meeting.  

 
8 Selection Criteria 
 
8.1 Due to the often sporadic nature of redundancies within the School, the 

methods that will be used to identify affected staff cannot in all 
circumstances be specified fully in advance.  There may also be 
situations where the post that is to be made redundant is unique and 
only has a single job holder.  In such situations there will be not usually 
be any need for selection criteria.   

 
8.2 However, where a post is identified as being at risk of redundancy but 

there are other posts of the same or similar nature within a particular 
Department/School, it may be necessary to identify a pool for selection.  
Objective selection criteria will be considered based upon the skills 
required to meet the current and future needs of the School and will be 
applied during the period of consultation with trade union 
representatives.  The School is committed to the use of fair and non-
discriminatory selection criteria. 

 
8.3 The criteria that will be applied will be as objective as possible in order 

that a fair comparison between staff can be carried out.  Skills, 
experience, qualifications, aptitude and performance of the member(s) 
of staff will usually be key features.  Examples of other factors that may 
be considered appropriate to take into account are attendance and 
current disciplinary records.   

 
8.4 The practice of applying last in, first out (LIFO) or first in, first out 

(FIFO) as sole selection criteria can have a discriminatory effect under 
employment legislation.  Therefore this criterion will only be used as 
one of a number of different criteria and will never be determinative.     
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9 Redeployment 
 
9.1 Wherever possible, the School will seek to avoid redundancy by 

exploring redeployment opportunities with the affected member of staff.  
In these circumstances, the School’s Redeployment Policy would 
apply.    

  
10 Notice of termination  
 
10.1 Where selection has been confirmed, those selected for redundancy 

will be given notice of termination in accordance with contractual and 
legal entitlements.   

 
10.2 The School may ask the member of staff to work their notice period, or 

permit them paid leave, i.e. allow them to remain at home to allow them 
to seek alternative employment, or pay them in lieu of notice, 
depending on the circumstances of the redundancy.  

 
11 Appeals 
 
11.1 A member of staff who is being dismissed by reason of redundancy has 

the right to appeal against the decision.    
 
11.2 The appeal must be lodged in writing to the Human Resources 

Department with full reasons within 10 working days from the date the 
member of staff received written notice of the redundancy. 

 
11.3 The appeal will be considered by the line manager of the individual who 

made the original decision regarding the redundancy or, if s/he has had 
prior involvement in the case or is unavailable, another line manager at 
an equivalent level. 

 
11.4 On receipt of the notice of appeal, the person dealing with the appeal 

will send a copy to the manager who took the original decision asking 
them to provide information for consideration at the appeal such as: - 

 
• Reasons for dismissal 
• Any factors taken into account in reaching the decision 
• The process that was followed prior to reaching the decision. 

 
11.5 Within 10 working days of having received this information, the person 

dealing with the appeal will write to the affected member of staff inviting 
them to an appeal meeting and informing them of their right to be 
accompanied by a GSA colleague or trade union representative.   

 
11.6 Following the appeal meeting, the individual will be advised in writing of 

the outcome and the reason for the decision.  This is the final stage of 
the appeal process and the decision taken by the person who dealt 
with the appeal is final. 
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11.7 It is possible that a member of staff can be serving their notice whilst 
waiting to have their appeal considered.  In the event that the appeal is 
successful, then the notice will be withdrawn.    

 
12 Time off to look for work 
 
12.1 Staff under notice of redundancy are entitled, during their notice 

periods, to reasonable paid time off during working hours to look for 
new employment or to attend training in respect of future employment.  

 
12.2 Subject to the relevant department’s operational needs, staff should 

give their line managers as much notice as possible of their intended 
absence.  Subject to this condition, requests for time off will not 
normally be refused.  

 
13 Redundancy Payment 
 
13.1 A member of staff who has at least 2 years’ continuous service who is 

dismissed by reason of redundancy is entitled to a statutory 
redundancy payment.  The actual redundancy payment will be 
determined by the School’s Enhanced Redundancy Package in place 
(if any) at that time.  Any changes to the Enhanced Redundancy 
Packages will be discussed with the representatives of the recognised 
Trade Unions. 

  
13.2 Redundancy payments will be processed on the member of staff’s 

termination date if they have advised the School in writing that they do 
not intend to appeal the decision.  Alternatively, the redundancy 
payment will be processed once the appeal process has been 
concluded and if the original decision has been upheld.  


