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POLICY SUMMARY  

This document sets out proposals for the Adults and Communities Delivery Unit and the 
Adults Joint Commissioning Service to deliver both a new structure that aligns to the 
senior management restructure proposals and delivers efficiency savings in the 2019/20 – 
2020/21 financial years. This document arises out of the requirement to formally consult 
with staff on these changes and their potential impact upon the workforce. 
 
The senior management restructure entered formal consultation on 19 November 2018, for 
30 days, and closes on 18 December 2018. It proposes a reduction in senior 
management, to take effect in April 2019.  
 
This consultation document therefore proposes a structure that reorganises adult social 
care operational and commissioning teams in line with these senior management changes, 
as well as delivering the savings required in the 2019/20 and 2020/21 financial years.  
 
This document is provided under Section 188 of the Trade Union and Labour relations 
(Consolidation) Act 1992 and in line with the council’s obligations under Information and 
Consultation of Employees (ICE) Regulations to inform and consult employees about 
proposed changes to their working circumstances. This document constitutes the start of 
consultation. 
 
The consultation will take place in accordance with the Council’s Policy on Managing 

Organisational Change, which is within the Employee Handbook on the Council Intranet 

site. 

DECISION MAKING 

This proposal involves changes to the workforce, as a result of the senior management 
restructure and the requirement to deliver savings. It takes place in the context of the 
council’s process to develop a five-year MTFS that delivers the required savings for the 
period 19/20 – 23/24. As a consequence of these proposals, a small number of staff will be 
placed at risk of redundancy due to it being proposed that their posts be deleted. 
 
Following the closure of consultation, the final proposals will require approval for 
implementation from the Constitution and General Purposes Committee.   
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1 EXECUTIVE SUMMARY INFORMATION 

1.1 Officers 

ROLE NAME CONTACT 

Sponsor Dawn Wakeling dawn.wakeling@barnet.gov.uk  

Human Resources Advisory  Stephen Cranfield stephen.cranfield@barnet.gov.uk  

Project Support  Anita Thawani  anita.thawani@barnet.gov.uk 

 

All responses to this consultation should be sent to: anita.thawani@barnet.gov.uk  

1.2 Timetable 

It is proposed to implement the final service and staff structure in Adults, Communities and 

Health in April 2019, subject to the completion of the consultation and approval from the 

Constitution and General Purposes Committee.   

The full timetable is set out in Section 4 of this document.  

The consultation is proposed to last for 30 days to allow staff time to consider the 

proposals and engage effectively on the decisions that need to be made. 

Group Purpose Date 

Formal 
Consultation 
Period (30 days) 
 
 

1 to 1 meetings will be held with directly 
affected employees during the formal 
consultation period.  
Trade Unions will be engaged during this 
period.  

5th December 2018 –  
3rd of January   

Constitution and 
General Purposes 
Committee  

 

Consideration of proposals by 
Committee  

17 January 2019  

1.3 Staff in Scope 

The changes proposed within this document affect posts within the Adults and 

Communities Delivery Unit and the Adults Joint Commissioning Service. The Adults Joint 

Commissioning Team is a joint service with NHS Barnet CCG and changes proposed to 

this team have been jointly developed by the Council and the CCG.  

The changes proposed as part of the senior management restructure consultation                

(relating to posts at head of service level and above) are not within the scope of this 

document but these proposals are referenced where they relate to changes proposed 

within this consultation.  

mailto:dawn.wakeling@barnet.gov.uk
mailto:stephen.cranfield@barnet.gov.uk
mailto:anita.thawani@barnet.gov.uk
mailto:anita.thawani@barnet.gov.uk
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A list of all positions potentially affected by these proposals (either directly or indirectly) is 

included in Section 3 (see also Appendix A for proposed structures).  

1.4 Proposed Changes Summary 

 
1.4.1 It is necessary to review and restructure the service based on the changes 

proposed by the senior management restructure, particularly where senior 
management posts are being deleted, but also in response to the proposal to 
dissolve the commissioning group and delivery unit structure and organise the 
Council into 6 directorates. This brings together the adult social care commissioning 
and delivery functions into one Adults and Health Directorate.  

 
1.4.2 Additionally, the Adults and Safeguarding Committee’s medium term financial 

strategy (MTFS) for 2019-2024 includes workforce savings of £682k and £113k in 
19/20 and 20/21, respectively, for a total of £795k across the two financial years. 
These savings are based on the previous MTFS saving (£213k) plus an additional 
5% budget reduction across Adults, Communities and Health. The total staffing 
spend is circa £15.5m 
 

These proposals are required to deliver the savings after taking account of the 
savings delivered by the senior management restructure.  

 
 
1.4.3 It is proposed that 17 posts in the Delivery Unit and Joint Commissioning Team are 

deleted. Where possible, this will be achieved through the deletion of vacant posts 
although this will not be possible in all circumstances. Of the posts proposed for 
deletion, 14 are currently vacant and 3 members of staff will be put at risk of 
redundancy (this does not include roles impacted in the senior management 
restructure.)    
 

1.4.4 The proposed changes in the senior management restructure will require the 
realignment of teams and functions in adult social care. The principles of the senior 
management proposals (in addition to dissolving the commissioning and delivery 
split, and financial efficiencies) are about reducing management layers, ensuring 
clarity of accountability, and appropriate spans of control. The proposals in this 
consultation document embed these principles across adult social care services in 
the council.  
 

1.4.5 No changes to terms and conditions of employment will take place as a 
consequence of this restructure. 
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1.5 Responding to the Consultation 

Comments and ideas to improve the proposals and alternative proposals are welcomed. 

There are a number of ways to put these forward or to ask questions. 

Email Comments and suggestions can be emailed to 
anita.thawani@barnet.gov.uk  

Drop-in 

sessions 

There will be open drop-in sessions throughout the consultation 
period where staff can discuss the proposals with senior 
management. The dates are Monday 10th December 11-12 at Barnet 
House; Monday 17th December 11-12 at Barnet House; 17th 
December 3.30-4.30 at NLBP; Wednesday 19th December 10-11 at 
NLBP; and Wednesday 19th December 11.30-12.30  at Barnet 
House. If you would like to attend one of these sessions, you can 
either drop in or email Julie Cairns (Julie.cairns@barnet.gov.uk) to 
book a specific time slot within these sessions. You may attend as 
an individual or as a group. 

One-to-one 
meetings 

You can discuss your thoughts on the proposals with your line 
manager. If you would prefer to discuss with a senior manager this 
can be arranged. 

Consultation 
FAQs / Log on 
intranet 

Throughout the consultation feedback, common questions and 
concerns will be logged and responses provided, where appropriate, 
at the close of consultation.   
 

 

2 BACKGROUND AND PRINCIPLES 

2.1 Background 

The council’s MTFS for 19/20 – 23/24 requires a budget reduction of £69.9m, with a target 
of £27.1m to be delivered in 19/20.  
 
To address the budget gap between 2019 and 2024, the Adults and Safeguarding 

Committee were asked to set out savings proposals to contribute to the council’s overall 

savings requirement. Committee approved proposals delivering c. £14M of savings and 

supported the continued development of further pipeline savings totalling circa £5.5m, as 

part of the council’s budget setting process. 

The agreed proposals include workforce savings of £682k and £113k in 19/20 and 20/21, 

respectively. 

To deliver these savings it was necessary to review and restructure both the senior 
management arrangements and the roles, teams and functions that sit below the Head of 
Service (HoS) level.   

mailto:anita.thawani@barnet.gov.uk
mailto:Julie.cairns@barnet.gov.uk
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2.2 Principles  

 
The changes proposed as part of the senior management restructure were shaped by and 

tested against a set of design principles as follows:  

• Improving control and oversight of strategic functions, particularly finance and 
human resources;  

• Supports the delivery of key organisational priorities around children’s services 
improvement, financial sustainability and prevention and the realignment of our 
contracts with Capita;  

• Integrates commissioning and delivery functions;  

• Improves accountability; and  

• Flattens the management hierarchy.  
 
These principles support the organisation’s approach to improving its operations and 
governance in relation to a number of issues and challenges that have been identified and 
prioritised over the last year, for example in the Annual Governance Statement. In 
particular, these include strengthening the control environment; increased control of 
strategic functions; clarifying lines of accountability; signalling the importance of financial 
management and prevention for the council’s financial sustainability; and improving 
consistency with regard to spans of control and role titles. This structure also proposes a 
move away from a commissioning structure, with the commissioning group/delivery unit 
model replaced by a directorate structure. 
 
In addition to the design principles set out in the senior management restructure, the 

proposals in this consultation are based on the following principles: 

 

• Maintaining frontline staffing, thereby minimising the impact on service delivery.  

The proposals seek to ensure that redundancies are avoided or minimised for front 

line social work, occupational therapy and assessment & enablement officer roles 

working directly with residents who use our services. Savings in this area are 

achieved by the permanent deletion of vacant posts. 

 

• Delivering an effective integrated structure through alignment between related 

functions, which brings together teams and functions to optimise knowledge, skills 

and experience, ensuring that we are making the most of all our resources to deliver 

our priorities.  The design principle applied is to ensure alignment, i.e.: to maintain all 

operational social work, occupational therapy, AEO and related practice support 

together within one service area; to ensure that functions relating to the 

commissioning cycle with providers are grouped within one service area: and that 

key support functions are grouped within one service area. 
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• Minimising redundancy: Keeping the number of redundancies as low as possible is 

very important. Many of the proposed deleted posts are vacant and have not been 

covered by agency staff. Where staff are placed at risk of redundancy, we will work 

closely with Human Resources to ensure that opportunities for realignment are 

maximised, both within adult social care and council-wide. 

 

• Delivering services as efficiently as possible: Where there are opportunities to 
achieve the same outcomes at a lower cost, these should be taken. The 
opportunities afforded by new ways of working should enable reductions to the 
establishment without an impact of residents of Barnet, allowing us to ensure that we 
are making the most of all our resources.  

3 PROPOSED CHANGES TO STAFF 

As part of the senior management restructure consultation, the following posts in adult 

social care are proposed for deletion: 

• Assistant Director Adult Social Care 

• Head of Safeguarding 

• Head of Customer Financial Affairs 

• Head of Communications and Customer Care (Vacant)  

 

The proposed senior management structure, as set out in the senior management 

consultation paper, is shown below, along with the proposed alignment of adult social care 

teams and functions to each of the service areas.   
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The dissolution of the Commissioning Group and the move to a simpler structure of six 
directorates recognises that, whilst commissioning of services is a critical function of any 
Council (whether they are in house, external or arms-length delivery arrangements) the 
organisation needs a simpler model, with clear lines of accountability, that allows it to 
focus on the challenges and improvements it needs to address.  
 
The following table identifies the posts proposed for deletion:  

Role  Impact  

Communications Lead  1.0 FTE – vacant 

DOLS Co-ordinator (D)  1.0 FTE  

Review Team Manager - Review Team  1.0 FTE 

Review Team Manager - Review Team  0.5 FTE  

Team Manger Quality and Practice  

Delete Fixed Term Post, current post holder 
seconded, secondment to be made 
permanent. 

Prevention and Wellbeing Dev Lead  

1.0 FTE, current post holder seconded, 
secondment to be made permanent and 
substantive post deleted  

Prevention and Wellbeing Officer  1.0 FTE vacant 
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AEO (Reablement) 0.67 FTE vacant 

AEO Reviews Team  1 FTE, vacant  

AEO Hospital Team  1.0 FTE vacant 

Improvement and Policy Manager  
1.0 FTE, current post holder seconded, post 
holder assimilated to new role 

Business Support Officer  1.0 FTE vacant 

Business Support Assistant  1.0 FTE vacant 

Business Intelligence officer, Joint 
Commissioning Team  

1.0 FT, current post holder assimilated to new 
role 

Health and Social Care Commissioner, Joint 
Commissioning Team 

2.0 FTE vacant 

Health and Wellbeing Commissioning Lead  1.0 FTE vacant  
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Specific changes proposed to roles, teams and functions are described below.  

3.1 Communications and Customer Care 

It is proposed that: 

• The Head of Service post has been vacant since September 2017 and the 

Communications Lead since September 2018.  A significant proportion of these 

activities have already been absorbed by managers and relevant business support 

staff. 

• The Engagement Lead post will transfer to the Joint Commissioning Team. 

Engagement will continue to be a function that applies to all elements of adult social 

care. However, the change is intended to strengthen the voice of residents and people 

with lived experience in the development of commissioning strategies, procurement 

and service development.  The function will continue to support operational 

engagement. 

• The apprentice role will transfer to the Transformation Team to continue providing 

communication support, however, senior managers will play an important role in 

communications related to their area. 

 

3.2 Customer Financial Affairs 

It is proposed that: 

• As a result of the proposed deletion of the Head of Service in the senior management 

restructure, the function will be transferred to the care quality service area. The two 

teams will transfer in their entirety.  

• The team manager (Community and Financial Affairs) and the team manager 

(Residential Financial Affairs) will report directly to the Head of Care Quality.  

• The financial affairs teams and the brokerage team need to work closely together on a 

range of processes including client billing and provider invoicing. Bringing the teams 

together in the same service area will enable closer working between the teams and 

improvements to processes.  

 

3.3 Care Quality 

It is proposed that:  

• The Head of Service has been on a fixed term basis pending the development of the 

senior management proposals. In light of these proposals, the current post holder will 

be confirmed in the role on a permanent basis. 

• The customer financial affairs teams are moved to this service area, as set out above. 
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• In the current structure, the review team is aligned with the provider quality function. 

However, this does not optimise alignment with the rest of social work and OT teams 

working with older and disabled people. It is recognised that reviews, along with 

strength-based conversations, assessments and support planning, are key to the work 

we do with those who use our services; and that we require sufficient operational 

capacity for all these elements of the service user journey. In keeping with the design 

principle of alignment between related functions, the proposal is that the Review Team 

is dissolved, with staff in this team moving across to the Localities service area where 

they will form part of existing Locality teams. This results in the current team manager 

posts being deleted, with current post holders placed at risk. 

• It is proposed that the Lead Practitioner in the team would move into the newly created 
vacant Lead Practitioner post in the Localities and be moved onto a permanent 
contract.  
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3.4 Safeguarding  

The senior management consultation proposes that the Head of Safeguarding role is 

deleted. Arising from this, the following changes are proposed.  

It is proposed that:  

• The Quality and Practice team and the Safeguarding Team manager will be 

restructured into a single team focusing on practice improvement and development and 

will be based within the Localities service area. This team will comprise learning & 

development and the case auditing and practice quality programme. The Safeguarding 

Team Manager will be renamed Practice Quality Manager. The Practice Quality 

Manager will line manage the Workforce Lead and the Learning and Development 

Consultant. 

• The MCA and DOLs team will transfer to the Head of Hospitals and Health 

Partnerships service area. This move creates stronger alignment for staff working on 

complex transfers of care and continuing health care and recognises the often strong 

health element of DoLS work. However, this does not change the referral criteria for the 

team. 

• The line management of the Team Manager (MCA and DoLS) will change, to report to 

the Head of Hospitals and Health Partnerships.  

• The Safeguarding service area has business support staff within the current teams. 

The proposal is that all business support staff are transferred to the Business Support 

Team based in the Performance service area and that business support is in general 

consolidated into this team. This will allow economies of scale and increased resilience 

in specialist business support processes such as DoLS and safeguarding minute 

taking.  This results in the current DoLS Co-ordinator post being deleted, with the 

current post holder placed at risk. 

• The Principal Social Worker role has been focused on the Mosaic reimplementation. It 

is proposed that this continues and that the role is re-designated as Lead Professional-

Quality of Practice and Systems and remains part of the Practice Quality Team, 

focused on Mosaic and quality of practice. The role of Principal Social Worker has 

proven very successful in terms of providing operational support to the teams and the 

intention is that this good work continue with the existing worker carrying the 

operational responsibility for these duties. However, as there is a need for a Principal 

Social Worker operating at a senior level in line with national guidance, it is proposed 

that the Head of Localities is designated as the Principal Social Worker (PSW) and 

carries out the duties associated with the PSW role, supported by the Practice Quality 

team. This will necessitate some job description changes to both roles but no grading 

change. 
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• The Safeguarding Adults Board (SAB) Business Manager has been temporarily line-

managed by the Head of Safeguarding. It is proposed that the line management of this 

this post will transfer to the Head of Transformation.  

• The Head of Assessment and Prevention will be designated as professional lead for 

safeguarding. This will not entail any additional line management responsibilities but 

recognises the value of a designated lead for senior expert advice to staff. In addition, 

the majority of safeguarding concerns and many enquiries are dealt with by the 

assessment and prevention service area. Finally, the Head of Assessment and 

Prevention is also the designated lead for the development of the Adult MASH. 

 

3.5 Performance and Improvement 

It is proposed that:  

• As set out earlier in this document, there are business support roles spread across 

different service areas. In line with the design principle of alignment, it is proposed 

that as far as possible, business support is consolidated into the main business 

support team based in the Performance Service area. This will include the specialist 

DoLS and safeguarding business support roles.  

• In the current commissioning and delivery model, adult social care has two small 

teams of staff working on transformation and change. With the dissolution of the 

commissioning and delivery model, there is a need to amalgamate the two teams 

into one. This will create efficiencies and a single focus on delivery of the 

transformation required to deliver the Council’s corporate plan, performance and 

MTFS requirements. This single team will be located in the Transformation service 

area. Posts in the existing Improvement and Policy team will move to this service 

area and be formed into a single team reporting to the Head of Transformation. 

• Two vacant posts will be deleted: Business Support Officer and Business Support 

Assistant.  

• The Improvement and Policy Manager post will be deleted, the current post holder 

is seconded into the Transformation team and the post holder will be assimilated 

into a new role. 

• The job title of the head of service will be amended to Head of Performance and 

Business Intelligence. 
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3.6 Localities  

It is proposed that:  

• The Head of Service has been on a fixed term basis pending the development of 

the senior management proposals. In light of these proposals, the current post 

holder will be confirmed in role on a permanent basis.  

• As set out above, the Head of Service will be designated as the Principal Social 

Worker. 

• As set out above, the Practice Quality Team will transfer to the Localities 

Service Area. 

• As set out above, staff within the reviews team move across to Localities service 

area.  

• One vacant AEO post will move to the Assessment & Prevention service to 
permanently resource the dementia team. 

• A vacant Social Work post will be re-designated as a Lead Practitioner role. 
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3.7 Joint Commissioning 

It is proposed that:  

• The senior management consultation proposes that public health commissioning 

moves from Joint Commissioning to the Director of Public Health’s line 

management.  

• In line with the senior management proposals, which make job titles consistent with 

grades, jointly employed lead commissioners are redesignated as Heads of 

Service. 

• Two Health and Care Commissioner posts are deleted 

• The Health and Wellbeing Commissioning Lead is deleted. 

• The Business Intelligence (BI) officer role is deleted.  The current BI post holder will 

be assimilated into a Commissioning Officer role. 

 

3.8 Hospitals and Health Partnerships  

It is proposed that:  

• As set out above, the MCA/DoLS social work team will transfer to this service area. 

• A vacant AEO post is deleted 

 

3.9 Transformation  

It is proposed that:  

• The senior management consultation proposes a line management change for the 

Head of Service from the Strategic Director to the Assistant Director, Community 

and Performance. 

• Staff from the Improvement and Policy team will transfer to this area and be formed 

into a single transformation team with existing fixed term Transformation staff. 

• Following a review and evaluation of the role profile, the seconded Adults and 

Health Programme Lead (Mat cover) will be assimilated on the basis of job match.  

• The Safeguarding Adults Board Manager post will move into this team and report 

into the Head of Transformation.  

• The Apprentice roles in Customer Care and Business Improvement will transfer to 

the Transformation Team. 

 

3.10 Assessment and Prevention  
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• As set out above, it is proposed that the Head of Assessment and Prevention is 

designated as professional lead for safeguarding. This will involve minor changes to 

this role’s job description but no grading change.  

• Deletion of the Prevention and Wellbeing Development Lead, the current post 

holder is seconded and the secondment to be made permanent.  

• Deletion of the vacant Prevention and Wellbeing Officer post. 

• These proposals will make permanent the specialist dementia team capacity. 

• The Occupational Therapy teams will move permanently to Assessment and 
Prevention following the interim move in December 2017.Budget will be allocated to 
permanently create an AEO post for the dementia team. In addition, the current 
AEO post on secondment to the dementia team will move from the Localities 
service to provide the second permanent resource. 

 

3.11 Areas of no or limited change  

• The senior management consultation proposes that the heads of service for 

Assessment & Prevention, Localities, Hospitals and Health, Mental Health and 

Learning Disability report directly to the Director of Adult Social Care.  

• No other changes are proposed to the Mental Health and Learning Disability service 

areas.  

4 REORGANISATION TIMETABLE AND APPROACH 

This section sets out how we will engage and consult with employees and their 

representatives; support staff through the changes proposed; how staff can make 

comments and suggestions; and how management will respond to concerns.  

4.1 Timetable 

The timetable is split into 2 phases. Any notice of redundancy will not be issued until the 

consultation period has closed and the proposals have been agreed by General Purposes 

Committee. 

 

4.1 .1     Phase one: consultation and engagement (5th December 2018 – 3 January 

2019) 

• Collective Consultation (including Trade Unions) 

• Individual Consultation (Individual Employees) 

4.1.2    Phase two: implementation (subject to approval by Committee, from January 

2019 onwards) 

• Statutory Notices of Redundancies (if applicable) 

• Assimilation/post preference exercise (if applicable) 
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• Implementation of new structure (from April 2019) 

 

4.2 Consultation timetable   

 

Date Activity 

 Initiation of Restructure 

22 November 2018 Meeting with Trade Unions to give initial outline of restructure 

3 December 2018 Email/Communication to staff informing of the formal launch of the 
restructure and inviting staff to the launch of consultation meeting. 

5 December 2018  
 

Meeting to launch consultation  
 
 
 

Phase 1 
Consultation 

 

5 December 2018 
to 
3 January 2019 

Consultation and engagement activities including drop -in 
sessions and 1:1 meetings 
 

3 January 2019  Consultation closes  

17 January 2019 General Purposes Committee to seek approval of new structure 
and authority to implement 

Phase 2 
Implementation 

 

18 January 2019 

to 

April 2019 

Assimilation / Post Preference Exercise 

April 2019 onwards New structure in place.  
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5 CONSULTATION  

5.1  Consultation method 

The consultation will take place by means of: 

• Pre-consultation meetings with at risk staff and trade unions. 

• Launch of consultation: this document will be shared with all those affected. An open 

event to present proposals.  

• Trade Union engagement: The Executive Director to offer meetings with trade union 

representatives  

• Collective consultation: in addition to the launch of consultation meeting, we will set 

up other group and team meetings with those affected or potentially affected by 

proposals. Please indicate if your team would like a specific consultation meeting. 

• Drop-in sessions, open to all staff, listed above 

• Individual consultation: managers to meet with individuals directly affected.  

5.2  Responding to consultation 

Comments and ideas to improve the proposals and alternative proposals are welcomed. 

There are a number of ways to put these forward or to ask questions. 

Email Comments and suggestions can be emailed to 
anita.thawani@barnet.gov.uk,  

Drop-in 
sessions 

There will be open drop-in sessions on a regular basis throughout the 
consultation period where staff can discuss the proposals with senior 
managers.  

One-to-
one 
meetings 

Staff can discuss their thoughts on the proposals with their line 
manager, or a meeting with Senior Management can be arranged. 

 

6 FEEDING BACK 

Following the closure of consultation there will be a written consultation report and a 

briefing to staff. 

7 AREAS FOR CONSULTATION  

The key areas for consultation are: 

• Structural proposals: what are the views of those being consulted about the proposed 

structures, alignment of responsibilities, functions and approach to meeting the 

financial savings?  

• Redundancies: how else can the council mitigate any potential redundancies 

resulting from this proposal? 

mailto:anita.thawani@barnet.gov.uk
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8 ADDITIONAL SUPPORT 

We recognise that it is imperative that employees are given support during this time. This 

can be provided through: 

• The Council’s Employee Assistance Programme: Access to free 24-hour 

telephone counselling and information services at any time of the day or night:  

Tel: 0800 716 017; Textphone: 0845 600 5499; Online: www.employeecare.com. 

• HR advice: Where required the Employee relations team can provide some on site 

advice, via Stephen Cranfield (Stephen.cranfield@barnet.gov.uk). 

• Line management: please discuss directly with your line manager or, if they are not 

available, their own line manager. 

  

http://www.employeecare.com/
mailto:Stephen.cranfield@barnet.gov.uk
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9 SELECTION FOR ROLES 

The Council has an objective to minimise the potential for redundancies. This is through 

identifying employees who are potentially ‘at risk’ of redundancy early and providing 

access to the Council’s realignment register.  

9.1 Managing Organisational Change  

This consultation will be conducted in accordance with Barnet’s Managing Organisational 

Change Policy.  

9.2 Ring-fencing and assimilation 

• The post being assimilated to is identical and is available in the same work area and 

it is a grade match, or 

• The post is a 55% match and it is available in the same work area and it is a grade 

match. 

Where there are more people than posts available within the new structure, a ring-fenced 

redundancy selection process will need to take place, using redundancy selection criteria 

which will be consulted upon as part of the consultation process. The proposed 

redundancy selection criteria are published at Appendix C.  
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10 SELECTION FOR REDUNDANCY 

 

Realignment and redundancy  

All employees potentially at risk of redundancy will have access to the Council’s 

realignment opportunities.  

For employees who may accept a lower-graded role in the new structure, the Council will 

apply pay protection in line with the Pay Protection Policy.  

APPENDICES 

A – PROPOSED STRUCTURE 

B – EMPLOYEE EQUALITIES IMPACT ASSESSMENT  

C – REDUNDANCY SELECTION CRITERIA 

D – ASSIMILATION / ROLE PREFERENCE EXERCISE 

 

Draft role profiles for those roles significantly impacted by these proposals are being 

finalised and will be available  on request next week  


