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1.
Scope

This Policy applies to all employees of the Council. It does not apply to staff employed by schools.
2.
Purpose
This policy provides the detail of the selection criteria that will be applied in redundancy situations. 
3.
Policy

The Restructuring and Redundancy Policy summarises the principles of redundancy and sets out the various stages involved in managing redundancies.  This process document provides advice and guidance on the practical application of the redundancy selection requirements as set out in the Restructuring and Redundancy Policy.    

Redundancy selection criteria will be objective, fair, reasonable, evidence based and non-discriminatory and used to determine which employees are to be selected for redundancy. Selection must ensure that the balance of skills and experience in the remaining workforce is viable and appropriate to the Council’s future operating and service needs. 

To ensure that the right balance of skills and experience remains within the workforce there needs to be a clear rationale in determining the selection criteria to be applied when a selection pool has been identified.

4.
Procedure

A selection tool will be available to managers based on the skills, experience and behaviours of employees that it needs to retain for the future needs of the business.
4 i
Selection Criteria 

The selection tool criteria will be based on:

- Performance (determined by overall PADA contribution): 60% weighted.

- Attendance record: 30% weighted.

- Disciplinary record: 10% weighted.

- Additional criteria (e.g. management and leadership)

4 ii
Selection Process

During the consultation period, employees and trade unions will be consulted on the selection criteria to be used where selection pools will be necessary (see Redundancy – Consultation Process).  They will also be notified of the selection method used for each role subject to consultation.  A selection pool will not normally apply in relation to unique posts (see Restructuring and Redundancy Policy).   

4 iii
   Selection scoring

The line manager will define the scoring criteria to be used and assess the score in respect of each employee within a selection pool as set out in Appendix 1.    
The Manager must collate PADA documents to confirm the performance assessment and identify the scores the employee has achieved against the competencies.

The Manager will collate managing attendance information to verify the number of days lost through sickness, identify the reasons for sickness and exclude absences that are DDA, pregnancy or industrial injury related. Managers should verify these details with the HR Advice & Support Team. When measuring sickness absence the measurement should commence from the first day of the consultation period and review the previous 12 month period.
The Manager will also obtain disciplinary records from the employee’s personal file to identify any warnings that are live or spent and score accordingly. 

Managers are responsible for ensuring accuracy of data informing the selection scoring and an opportunity should be given to employees to discuss how the scoring has been derived during the consultation process.

4 iv
Deciding appointments

Scoring will ultimately decide the selection outcome.

In cases where employees receive identical scores, priority will be given to the person with the highest like for like score based on the following hierarchy:

1.  Performance (determined by overall PADA contribution)

2.  Attendance Record

3.  Disciplinary Record 

Where additional criteria have been used, the HR Business Partner will advise on placement in the hierarchy and this will form part of the initial consultation process.    

If the scoring remains identical, then an interview/assessment will determine the successful candidate.

A meeting will then take place with individual employees to discuss how this form has been scored and the evidence source that has been used to determine the score.

4 v
New vacancy within new service

Where an employee within the selection pool wishes to express an interest in a vacancy within the new service/structure, the employee should do so during the consultation process or as required.

The manager must then assess the employee’s skills and experience against the Job Description and Person Specification for the vacancy. 

If the employee does not meet the Job Description and Person Specification, even with reasonable levels of training, then the employee will not be considered for the post. In such cases advice must be sought from the HR Business Partner before responding to the employee with the outcome of this process.

4 vi
Disputes relating to point scores 
Employees who feel that the selection criteria have been unfairly applied in their case should raise their concerns with the manager in writing as part of the consultation process.

APPENDIX 1
Definition and Scoring of Criteria

1. Performance

Performance will be determined by reference to whole job rating of the most recent annual PADA available together with most recent (including 6 months) selected competencies.

Whole Job Rating (Overall Performance)                                                 = 30 points

Competency ‘Can-do positive attitude’ (Approach to Work)                     = 10 points

Competency ‘Customer care’ (Resident and/or internal contacts focus) = 10 points

Competency ‘Responsibility for own development’ (Potential)                 = 10 points

Whole Job Ratings and Competencies will be scored as indicated in the tables below:

	WHOLE JOB RATING

	A
	30 points

	B
	20 points

	C
	10 points

	D
	0 points


	COMPETENCIES

	A
	10 points

	B
	7 points

	C
	4 points

	D
	0 points


2. Attendance Record

The attendance score will be assessed by multiplying the number of spells (periods) of absence by itself, multiplied by the total number of days taken in the rolling year from the date that consultation commences (see appendix 2).  The assessment will then be made as follows:

 Score 0 – 5         = 30 points

 Score 6 – 40       = 20 points

 Score 41 – 149   = 10 points

 Score Over 150   = 0 points  
3. Disciplinary Record

No unspent sanctions                                                               = 10 points

Unspent sanction(s) relating to one disciplinary hearing          = 5 points

Unspent sanctions from more than one disciplinary hearing    = 0 points

4. Additional Criteria

To be defined during consultation together with additional points available.  No more than 15 points should be added under these criteria unless agreed with the HR Business Partner.  Any additional criteria must be objective and evidence based. 

APPENDIX 2
REDUNDANCY SELECTION – ATTENDANCE ASSESSMENT GUIDELINES

	Bradford Scoring mechanism 

B = S x S x D

Where B = Bradford factor score; S = No of spells (periods) of absence over set period; D = Total no of days over set period

Set period: Last 12 months (rolling period) 

Assessment

Bradford Score 0 – 5        = 30 points

Bradford Score 6 – 40      = 20 points

Bradford Score 41 – 149  = 10 points

Bradford Score Over 150  =  0 points  

	SICKNESS ABSENCE EXAMPLES
	BRADFORD SCORE
	ASSESSMENT

	1 day’s absence


	1 x 1 x 1 = 1
	30 points

	3 periods of absence of 1 day each


	3 x 3 x 3 = 27
	20 points

	2 periods of absence of 5 days each 


	2 x 2 x 10 = 40
	20 points

	1 period of absence of 40 days


	1 x 1 x 40 = 40
	20 points

	4 periods of absence of 1 day each


	4 x 4 x 4 = 64
	10 points

	2 periods of absence of 1 day each and 1 absence of 20 days
	3 x 3 x 22 = 198
	0 points

	6 periods of absence of 1 day each


	6 x 6 x 6 = 216
	0 points


NOTE: This system recognises that short, frequent, and unplanned absences are more disruptive than one long term absence.
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