ANTRIM BOROUGH COUNCIL

POLICY ON REDUNDANCY AND EARLY RETIREMENT
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INTRODUCTION

This policy sets out the principles that need¢ followed by the Council in
handling any redundancies that may arise at ang tivithin Antrim Borough
Council.

The Council will use their best endeavours voic the need for redundancy;
however, where redundancies are unavoidable, maragewill make every
reasonable effort to minimise the number of empdsyeompulsorily made
redundant.

For the avoidance of doubt, it is emphasisatttie exigencies of the service will
be fundamental in any decisions made regardingneahcies and the Council’s
need to retain specific knowledge and a balanceéfoce.

The following sets out the approach which wéladopted by management when
faced with a redundancy situation.

This policy in no way diminishes the rightsemtitlements of employees under
relevant legislation.

REDUNDANCY AGREEMENT

While it is recognised that different situasamay require different methods, the
arrangements below have been used as a basic fakewithin which
management and Trade Unions can consult and setyleedundancy problems.
Management accept that consultation with staffrésgts should be commenced at
the earliest possible stage and then be a congjrfie@ture for resolution. The
Trade Unions accept that any arrangements to saiyefuture redundancies
should take account of the efficiency of the Coliand the services it provides.

DEFINITION OF ‘REDUNDANCY’

Under the Employment Rights (Northern Irela@djler 1996, a dismissal is only
for redundancy if the reason or principal reasahad:

the employer has ceased, or intends to cease,rtp @a the business for the
purposes of which the Employee was employed; or

the employer has ceased, or intends to ceaserrioarathe business in the place
where the employee was employed; or

the requirements of the business for employeesaty ®ut work of a particular
kind have ceased or diminished or are expectedasecor diminish; or

the requirements of the business for employeesity out work of a particular
kind, in the place where they were so employedet@ased or diminished or are
expected to cease or diminish.
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CONSULTATION

Where the Council has determined that redundarare unavoidable, the Trade
Union(s) or representatives of the staff involval be consulted.

Consultation will normally include disclosuré the following information to
recognised Trade Unions so that they can play astnmtive part in the
consultation process:

the reasons for the proposals;
the numbers and categories of employees itbiggaed to dismiss as redundant;

the total number of employees of any such dgson employed at the location
under consideration;

the way in which it is proposed employees waldelected for redundancy;

how the dismissals are to be carried out, taktwpunt of any agreed procedure,
including the period over which the dismissalstarake effect.

how the method of calculating the amount of rethncy payment is to be made.

Some employees who may be made redundant midyenmion members. The
Council will make no difference in the treatmentvibeen Trade Union members
and non-members. However, if they belong to asctdsemployee in respect of
which a Trade Union is recognised, then the ohkibgato consult that union will
still apply. While it is not possible to lay dovmmecise guidelines, which would
fit the circumstances of every case, the arrang&sndetailed below should be
used as a basic framework within which managemaedt Brade Unions will
consult and settle any redundancy problems.

If an employee is to be made redundant the €bwiill begin consultation with
Trade Unions at the earliest opportunity. No resicof termination of
employment will be issued prior to the expiry of tstatutory consultation periods
set out below. The timing for such consultatiotl & no less than the statutory
periods, which are as follows :

if between 1 and 9 employees are to be dismissededundant — 20 days
consultation period.

if between 10 and 99 employees are to be disohisseredundant - 30 days
consultation period.

if 100 or more employees are to be dismisse@dsndant — 90 days consultation
period.

Similarly, an employer proposing to dismisgedundant 20 or more employees
as redundant at one establishment within a perid@Daays must also notify the
Secretary of State of the proposal at least 30 t&fsre the date of the first
dismissal.
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4.6  The employer must also inform the Secretar$tate as to which representative
has been consulted and as to when the consultstigoted. The employer must
provide the appropriate representative with a aaffthie notice to the Secretary of
State. The information required by law should beegion Form HR1.

4.7 During consultation the Council undertake tosider any Trade Union proposals
for alternative action to avoid/reduce redundanaesnitigate the effects thereof,
that have not already been considered.

4.8 Once the Trade Unions have been advised ofetthendancy, the Council will
also write to every individual employee concernethie redundancy exercise and
advise him or her that they have been selectededundancy. The employee
shall also be advised of his/her right to makeasentations in this regard. Such
representations should be made through the emptoyesde Union.

5.0 CONSULTATION WITH THE INDIVIDUAL

5.1  Although not required strictly by statute, &#shbecome accepted good practice to
consult with individuals as well as the recognisadie unions, as individuals are
also more likely to respond constructively to tlhasultation.

6.0 VOLUNTARY REDUNDANCY

6.1  The scheme will be subject to a continual nowimy process to be undertaken by
the Human Resources Department with approvals ltmtary early redundancies
being granted only in those circumstances wherg ta® be shown to be cost
effective and generally beneficial to Council.

6.2  Voluntary redundancy will only be consideredha following circumstances:

- Any cases involving the payment of redundancyefiesr meet the statutory
definition of redundancy.

- That employees fully understand that they ateetonade redundant;

- An employee who volunteers and is accepted fduntary redundancy will be
entitled to redundancy payments;

- Where there is a need to select employees fantaty redundancy from a group
of volunteers the procedure and priorities for datring selection will be
decided according to the circumstances relevarthab particular category of
employment by the Director of the Department and thuman Resources
Department in consultation with the appropriate Eyge representative.

7.0 MEASURES TO AVOID OR MINIMISE ANY COMPULSORY
REDUNDANCIES

7.1  The basis for compulsory redundancy will taleeg as follows:-

7.2  Where individual posts are declared redundanselection method is necessary.
The post holder is the redundant person.

7.3  Although each redundancy situation will be ledkat on an individual basis, all

measures, which might avoid or minimise the needcémmpulsory redundancies
should be considered. Such measures may include:
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natural wastage;

a review of the use of casual, agency and/otracnworkers;
reduction or elimination of overtime;

re-deployment and/or the retraining of staff;

restrictions or suspensions of recruitment angfomotion where similar grades
or disciplines exist;

inviting staff to volunteer for redundancy

These measures are not exhaustive and aréstemt in any particular order of
importance or priority. The Council shall considand reply to any other
measures Unions may suggest or other represerddtiey may make to avoid
redundancies or minimise their effect.

The overriding consideration will, however, te provision of a balanced
workplace to maintain operational efficiency.

SUITABLE ALTERNATIVE EMPLOYMENT

In a redundancy situation every effort will imade to find employees suitable
alternative employment. Management will considérether or not alternative
employment at the same grade can be offered witiegnsame department or
another department.

Criteria relating to regrading and voluntarywidgrading are set out in Section 15
of this policy.

REDUNDANCY PAYMENTS AND COMPENSATION

No redundancy payment will be made to employatsless than two years’
service.

Redundancy payments will be calculated on divitiual’'s age and number of
complete years of continuous service up to a maxirati20 years.

Redundancy entitlement will be based on thee&pay at the calculation date.
Where payment levels vary (because of obligatosrtowe, incentive schemes,
shift work etc) the amount of a week’s pay willdeeraged over the 12 weeks
prior to the calculation date. No maximum limit Mbe imposed on earnings
levels used for this calculation.

Where an employee is within 12 months of his@# birthday the redundancy
entitlement will be reduced by one twelfth for eacimplete month after the 64
birthday. By the age of 65 years the employee waolkbe entitled to any
redundancy payment.

These same criteria will also apply to partetiworkers who have a minimum of
two years’ continuous service.
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See Appendix 1 for detailed information on entitlarthand added years.
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UNIT OF REDUNDANCY

In the event of it becoming apparent that adsgy redundancies will be
necessary, management will need to decide theofimédundancy - that is, the
appropriate pool of employees to which the selactidteria are to be applied. In
arriving at the unit of redundancy management shoahsider such factors as:

grade;
specialism/discipline;
geographical location;
functional area of work; and

the required coverage, e.g. Council-wide, depamtal, geographical area, taking
account of efficiency and fairness factors.

In the case of individual posts, the postholéeing one of a number of staff
similarly qualified to fill the post that is beirgpolished, may not necessarily be
the person to be declared redundant.

The employee selected must have informatitatimg to the selection criteria,
and those criteria must be applied fairly and csiesitly.

SELECTION

In the event of it being found necessary tkecteindividual employees for
redundancy, it may be found that the criteria setvall make it self-evident who
should be made redundant. If this is not so, amaesfurther process of selection
is necessary, likely candidates identified by themtdn Resources Department in
accordance with these criteria will need to be mered by a Redundancy Panel.
The Panel will consist of One Director one AssistBirector and the Human
Resources Officer. Those selected for redundanttyowinotified as soon as the
choice has been made and will at the same timeviea @ memorandum setting
out the reasons for the redundancy and the critesea in selecting the staff to be
made redundant, and indicating the extent to whitdse criteria have been
agreed with the Unions concerned. The memorandihalso inform them of
their entitlement to appeal.

Management shall consult with the Trade Uniomghe selection of individual
officers having regard to the criteria set out.

SELECTION CRITERIA

In considering the selection of staff for canspry redundancy, management will
establish in consultation with the appropriate Erddnions specific criteria

against which such selection will be made and shenkure that these criteria are
fair, objective and precisely defined. Managem&muld also ensure that the
selection criteria maintain the acceptable balariagelevant skills and experience
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within the remaining workforce, particularly in g to Departments’ future
operational needs.

12.2 The selection criteria may include:

a) Skills or qualifications: in order to ensure the retention of a staffingfifgo
appropriate to future needs;

b) Individual ability: ability or specialist knowledge acquired as a Itesuspecial
training at the expense of the Department;

c) Standard of work performance: selection on this basis must be supported by
management reports;
(Area of Appraisalsunder consideration)

d) Attendance, timekeeping and disciplinary recordsrecords of absence must be
accurate, and reasons taken into account;

e) Length of service in Local Government
f) Length of service with Antrim Borough Council.

12.3 Whatever selection criteria are chosen, theyuls, as indicated above, be
objective, consistently applied and not based gotmt the opinion of an
individual line manager. They should be adheredstrictly (i.e. the actual
selection should accord with the chosen criteriad they should cover all the
employees concerned in the unit of redundancy ety anyone absent (for
example, sick). Managers should examine carefiily implications of any
selection procedure to ensure that unlawful disicition does not result directly
or indirectly.

12.4 It is also important for Management to be &anard take account of the fact that
the securing and continuity of fair participatiam their Department could be
compromised by redundancies and the method usseldot them. For example,
gains resulting from those most recently recruitedld be dissipated under a
LIFO (last in, first out) redundancy scheme. Hoem\t is important to note that
under Equal Opportunities Legislation it is lawfid negotiate a method of
redundancy as part of affirmative action provideid not selective on the basis of
religious belief or political opinion. It is lawfio base a redundancy scheme on
various other criteria such as skills, qualificagoor disciplinary records, etc. In
doing so employers are protected against accusatibboth direct and indirect
discrimination even though the scheme may impasprdportionately on the
over-represented community in the workforce.

13.0 APPEALS

13.1 If the selected employees are content toetetven though they had not
volunteered at an earlier stage, there will be eedrfor any further action. But if
the employee concerned signifies his/her wish fmeaf the Appeal Panel will be
invited to consider the case before recommendatfaihe Redundancy Panel is
confirmed, as an added safeguard against wrongfiisisal.
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Appeals concerning selection for redundanoylshbe made in accordance with
the following procedure. At each stage of the pdoce the employee affected has
the right to be accompanied by his/her Trade Umepresentative or work
colleague of his/her choice.

If the employee is dissatisfied with the reipdéf/she should report the matter to the
Assistant Director Human Resources. Arrangementistiaen be made within
seven working days for a panel consisting of theefdBxecutive, an independent
Director and the Assistant Director Human Resoutoesonsider the matter. The
employee will be advised in writing within seven nking days of the panel’s
decision.

REFERENCE TO THE LABOUR RELATIONS AGENCY

If the employee is not satisfied with the oate of the appeal, the matter may by
mutual agreement be referred to the Labour Relatidigency (LRA) for
conciliation where a substantive issue can be kstaol in respect of the
application of the criteria set out and used by riédu The LRA will not be
empowered to arbitrate on any issue other tharappication of the selection
criteria established in accordance with Section df2this policy. Where
conciliation fails to resolve the matter, it shdle open to the aggrieved
employee(s) to refer the matter to independentratimn.

The Appeals Committee shall consist of anpeddent Chairperson appointed by
the Labour Relations Agency and two panel memloers,drawn from a list
supplied by the recognised unions and the otrexmlfrom a list supplied by the
Management.

The Agency shall also appoint a Secretarhpe@oAppeals Committee who shall be
responsible for the setting up of the Committeg fan the provision of
administrative services.

The Secretary, in conjunction with the Chaispa, shall fix a date for the
Committee’s hearing of the appeal and shall ad¥isegparties accordingly; and
shall invite nomination to the committee.

The Secretary shall also invite the partianaéie written submissions to the
Committee, such submissions to be received net taan ten days before the date
of the hearing. The Secretary shall distributeieomf the submissions to the .
Committee members and to the other party not tater five days before the date
of the hearing.

The Committee shall meet the parties to Heaappeal within twenty working
days of the matter being referred to the Labouaties Agency. The Chairperson
shall determine the order of the oral presentattorthe Committee.

13.10 The decision of the Appeals Committee shealjilven in writing to both parties

within ten working days of the hearing.

13.11 The work of the Appeals Committee shall reoirtvalidated by the absence of one

or other of the parties.

13.12 The decision of the Appeals Committee wilfibal and binding on both parties.
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Note

Nothing in this agreement may be construed asynay diminishing the rights of the
individual in law.
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15.7

PERIODS OF NOTICE

During the period of notice, reasonable tirfievith pay will be allowed to attend
interviews for other posts. The fullest noticelw# given of all likely and actual
redundancy programmes. This should maximise thenéexo which normal
wastage can be used to solve redundancy problems.

DOWN-GRADING/REGRADING

Employees facing redundancy may request vatyrttowngrading to fill a vacant
post, or management may consider offering staffadigg, or downgrading as an
alternative to redundancy.

Where an employee requests voluntary downgradiregiading the employee
must be able to demonstrate the competencies eeqtorcarry out the duties of
the alternative post.

Where an employee accepts regrading, a tei@bg should apply. The purpose
of the trial period which should be for a minimurindoweeks, to decide whether
the alternative employment is suitable without esgpks losing the right to be
treated as redundant if it proves not to be.

During the trial period, the Council may decitat the job is unsuitable, and may
terminate the contract with notice, but the entigat to the original redundancy
payment remains. In these circumstances the Couorayl look at the option of
further alternative employment for the employeethd dismissal during the trial
period is, for example, misconduct and not redungaihe entitlement to a
redundancy payment is lost.

A trial period may also be appropriate whemgpleyees are redeployed in a
different specialism within the same grade.

Pay Treatment on Down-grading/Regrading
Where an Employee accepts down-grading/regradingamsalternative to
redundancy, pay will be retained on a mark-timeidbggersonal to the post
holder) until the new salary rises to that level.

Pension Treatment on Down-grading/Regrading

The Finance Department can give details of how ipans treated when an
employee is down-graded/regraded.

Retraining and Resettlement

Where vacancies exist in the Council for which redhant staff would be suitable
subject to an element of re-training, appropriatening will be given. Re-

Adopted July 2002 -9-



training of a more general nature would more appatcgly be undertaken on the
personal initiative of those concerned, but managenwill offer advice and
guidance wherever possible.

EARLY RETIREMENT
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2.2

[l Health

The Policy on Long Term Sickness will be folemhin this instance.
See Appendix 2 for detailed information on entitterhand added years.
Efficiency of the Service

In order to meet future needs, or where a rflexéble approach may be needed
to meet varying staffing needs, Council will use tbllowing criteria to assist in
considering opportunities where discretion may beerased in offering
premature retirement on the grounds of the effyesf the service.

where an employee is nearing normal retirenaggg and no longer has the
capability of developing to meet the future neefdhe service;

when an employee nearing normal retirementraddés a job which might more
satisfactorily be performed by a younger person wiay be more capable of
coping with change/new technology;

where there is an increasing amount of casakhsss which is not sufficient to
justify premature retirement on health grounds d¢art be linked to the strain of
coping with changing work practices. Before ratiriunder these conditions the
case should first be considered by the Council’dioa¢ adviser;

where a number of employees at a particulallevin a particular area are of an
age where there could be a number of retirementehwivould affect the
efficiency and cost effectiveness of the servicthdy took place within a short
time of each other;

where a restructuring and/or reallocation dieduwith or without redundancy is
considered to provide for the more efficient orgation and discharge of
functions;

where the transfer of an employee due to reusgdion is limited due to
performance or lack of relevant experience.

In all cases other than redundancy the employeeetnad and Council must both
be willing parties to premature retirement arrangets.

Note: All employees who have reached the age of 60 yaeaover and have at
least 25 years service may take early retiremetitont any abatement to their
existing level pension entitlement. This does nawehto be linked to the
efficiency of the service.

Early Retirement Criteria (Efficiency of ther@ee)
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2.3

2.4

2.5

2.6

If an employee is to be considered for early ratgat then he/she must:
- be aged between 50 and 65 years;

- at the time of early retirement request have lmeployed by Antrim
Borough Council for at least 5 years;

- be employed on a permanent contract (not a fieed);
- be a contributory member of NILGOSC for at Igagkears.

Where applications are approved by the Couwiployees permitted to retire
early under the provisions of this scheme will baesidered for benefits under the
Local Government (Discretionary Payments) ReguteatidNorthern Ireland)
2001.

If a Director considers the proposition of gadtirement can be supported both
in financial and efficiency terms, they will refére matter to the Management
Team for endorsement and consequent consideratidmelCouncil.

As part of this scheme consideration may bergiw the cost of compensation,
which may be recovered through savings, made pedsjbthe retirement, within
a reasonable period (normally about 2 years). Mamagmt would reserve the
right to undertake a cost benefit analysis befoamng voluntary retirement.

Where the Council undertakes a cost beneflysisat may inter alia consider the
following:

a) Savings resulting from the restructuring of steffing establishment.
b) Savings through the non-filling of specified @sated vacancies (i.e.

Relating to posts which would have otherwise bd&adj.

c) The non-filling of the post of the retiring erogee for a defined period of
time in order to accrue savings.

d) A reduction in related costs (other than manppwe

e) Permanent replacement of an employee at a wage/grade level.

See Appendix 3 for detailed information on addearge

EQUAL OPPORTUNITIES CONSIDERATIONS

Management should be aware that arrangements gogerselection for
redundancy carry the potential to offset gains meadée equal opportunities
composition of the workforce by persons of an umdgresented group. In
devising redundancy arrangements due regard witlabe to the Council’'s Equal
Opportunity policy and objectives.

CHIEF EXECUTIVES AND DIRECTORS

There are special provisions in relation to redmegidaid down in the national
conditions of service for chief executives and ctives.
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The conditions of service of the Joint Negotiat@gmmittee (JNC) for Chief
Executives of Local Authorities states that if,|é@ling a proper investigation, a
proposal to abolish the post of a chief executias been put forward by the
employing authority, or an appropriate committees-committee, so that there
is the possibility of the redundancy of the posigieg a period of consultation is
necessary under the procedure for handling Redaiegnas set out in Article 49
of the Industrial Relations (Northern Ireland) QrdE976. The information
required under the Act should be given in writing t

(@) the chief executive and a representative ahd@pendent trade union
(b) the Joint Secretaries of the JNC.

Receipt of this information by the chief executsieould start the consultation
period, which must be of at least 28 days' duratidaring this consultation
period, alternative employment should be considered the light of the

consultations the authority should first considdre tproposals and any
representations made by or on behalf of the chietetive, and only then take
whatever decision it considers appropriate. Théaity should bear in mind
throughout this procedure the desirability of tiegtthe matter as confidential
until a final decision has been made.

Dismissals on grounds of redundancy aog however, coveretdy The Local
Authorities (Standing Orders) Regulations 1993SI 1993 No. 202) and there is
no requirement under regulation 3 to appoint aepesdent person to investigate
the redundancy.

The conditions of service of th#oint Negotiating Committee for Directors of
Local Authorities also contain provisions relating to redundancfolisws.

1. Authorities should consult with any director eafied at the earliest
possible stage when there is a suggestion thabffleer's post might be
abolished or proposed for abolition.

2. If after such consultation a proposal is fornediato abolish the director’s
post, the procedure of requiring consultation vitide unions should be
followed, the statutory information being sent be tirector and to each
independent trade union recognised by the employerscollective
bargaining purposes for each director. A perioahaif less than 28 days
should be allowed for the statutory consultatioocpss. The director and
a trade union representative should also be affoale opportunity of
making oral representations to the committee orncibumeeting
concerned before a final decision is made.

3. If following such consultations the authoritycdées that the post must
nevertheless be abolished, the officer should Wered any suitable
alternative employment that may be available orciwhimay become
available in consequence of the reorganisatiomgivise to the abolition
of the officer's post.

4. The authority should also bear in mind the pwesiapplication of
discretionary powers of early retirement and pesible enhancement of
benefits of redundancy compensation under the gians of the

Adopted July 2002 -12 -



Regulation 62 of the Local Government (Superanouagli Regulations
(Northern Ireland) 1992. The possibilities of ping an alternative post
or of extending the period of notice to assistdirector in finding other

employment should also be considered.

A number of points follow from the above provisions

1. It is likely that the procedure will form partf othe chief
executive/director’s contract, and failure to fallét properly may lead to

a finding of unfair dismissal.

2. The consultation must be genuine, the provisiotihe law fully complied
with, and the authority must be able to demonstitzé redundancy is the

real reason for the dismissal.
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Appendix 1 (Redundancy)

Redundancy payments will be calculated on an iddiai's age and number of complete
years of continuous service up to a maximum of 4ry.

Employees aged 50 years or over with 5 years oerseivice

- redundancy payment (no upper limit on a weekg;pay

- pay in lieu of notice (if cannot be worked);

- payment of immediate pension benefits (both taee flump sum and annual
pension);

- added years up to a maximum of 6 and 2/3 years.

Added years will count both towards the lump sum annual pension.

Employees aged 50 years or over with 2 years awdthan 5

- redundancy payment (no upper limit on a weekg;pay
- pay in lieu of notice (if cannot be worked);
- payment of immediate pension (cannot give addezds).

Employees aged 50 years or over with less thamgsyaervice

- NO redundancy payment;
- pay in lieu of notice (if cannot be worked);
- five weeks pay for one years service;

Employees aged under 50 years of age with 2 year®me service

Age Entitlement
18-19 Half a weeks pay per year of service dfterage of 18.
20 -22 Half a weeks pay for each year after ageo1® and one weeks

pay per year of service after age 20.

23 -40 Two weeks pay per year of service.
(based on service from age 18 years)

41 — + Two weeks pay for each year since 18 told® five weeks pay
per year after age 41.

The cap is set at 66 weeks.
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Appendix 2 (lll Health Retirement)

Enhanced Service

Reckonable Service Service Benefit

0 -5years Actual Service
5to 10 years Doubled

10 to 13 and 1/3 years 20 years

Over 13 and 1/3 years 6 and 2/3 years

In all cases the added years service is subjeatrtmximum of 40 years in total or the
service that could have been completed by the Bi§B gears if less.

Example:

Termination at age 57 with 10 years service - aglda#ls
57 with 20 yearsvses - add 6 years and 2/3 years
60 with 20 yearsvies - add 5 years
60 with 40 yearsvies - Nil
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Appendix 3 (Benefits on the Efficiency of the Serei)

Employees aged 50 years with 5 years or more ysaridce (at least 5 years has to be
with Antrim Borough Council):

- NO redundancy pay;

- pay in lieu of notice (if cannot be worked);

- immediate pension (both tax free lump sum andiahpension);
- added years up to a maximum of 6 and 2/3 years.

Added years may be granted not exceeding the shaftéhe following:

- a maximum of 6 and 2/3 years;

- a period which when added to the employees reaiienservice does not exceed
40 years;

- a period equivalent to the employees total qualif service;

- a period equal to the time from the employeetisement to his/her 65birthday.
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Appendix 4 Local Government Pension Scheme Requlatis (Northern Ireland)
2002

The above regulations are expected to come intfor the autumn / winter 2002. The
Regulations will require a policy statement covegyimter alia:
0] early retirement between the ages of 50 — 60;
(i) the waiving, on compassionate grounds, of df@tement to an employee’s
pension if he/she retires without satisfying thelérof 85”;
(i)  the award of additional years to employeesviag after age 50.

Any additional provisions or other form of amendmanising out of the policy

statement and impacting on the redundancy and esgtitgment policy will be cross-
references to, and integrated with, the policy.
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