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Scope

The Scheme applies to employees who at the date of termination of employment: 
· have continuous local government service of 2 years or more;  
· are not already on notice of termination of their employment; 
· are not subject to a live disciplinary process relating to safeguarding, health and safety or fraud. 

For Council wide voluntary redundancy (VR) schemes the Chief Executive will determine, following consultation with the Senior Leadership Team the filter criteria upon which VR may be approved. 
 
The acceptance of a voluntary redundancy application is entirely discretionary and making an application does not guarantee that it will be approved. In determining who to open the scheme to and whose application will be accepted, Cumberland Council will take into account relevant factors that may include but are not limited to:

· the balance of experience and skills to be retained to ensure business continuity;
· the number of applications against the proposed staffing reductions;
· the long-term interests of the Council to retain certain skill sets; and.
· the staffing numbers required for each department. 

The council reserves the absolute right to open the scheme to certain departments and employees only and does not need to open the scheme to all employees of the Council.  

Purpose of the Scheme

In appropriate circumstances Cumberland Council may consider Voluntary Redundancy when the organisation identifies the need to reduce staff numbers and will open up applications for voluntary redundancy as a way to avoid or limit the need for compulsory redundancies. 

The objective of the scheme is to facilitate identified necessary reductions in staffing numbers in the least detrimental way. 



Voluntary Redundancy Consultation

It is necessary to consult the recognised trade unions about all redundancies, including voluntary redundancies. 

Criteria for Voluntary Redundancy 

The acceptance of applications for voluntary redundancy is entirely at the discretion of the Council.  

Applications for voluntary redundancy will be assessed against the following criteria.

Criterion 1) is a gateway criterion and must be met in order to proceed with an application
Criterion 2) or 3) must be likely to be achievable
Criterion 4) 5) and 6) must be considered in all cases to assess the impact of deleting the post.   

Criterion which must be met (cannot proceed if not met):

1)      Genuine Redundancy – it must be possible to either:
a) delete the applicant’s post;
or 
i) appoint an existing member of Council staff as a replacement for the applicant, with the consequential vacancy being deleted.

Criteria which should be met as a result of meeting criterion 1:

2) Efficiency savings – would the deletion of the applicant’s post contribute to efficiency savings within the Council (e.g. organisational change, restructuring, new ways of working, modernisation of work/transformation)

3) Reduction in cost – would the deletion of the applicant’s post result in savings generated over a 2-year period.

Criteria which must be considered in all cases:

4) Knowledge/skills retention – it is important that the Council retains the appropriate balance of knowledge and skills within its workforce, and therefore one issue to consider would be whether the deletion of the applicant’s post would have a detrimental impact in this area;

5) Business continuity/continued service delivery – the Council needs to ensure it still delivers its frontline services to the citizens of Cumbria and therefore an issue to consider is whether the deletion of the applicant’s post would have a detrimental impact in this area;

6) Statutory posts – the Council has a number of statutory posts and statutory services which 
need to be retained in order to meet its legal obligations.  It is therefore necessary to consider if the applicant’s post is a statutory post or a post involved in providing a statutory service.


PROCEDURE

Employee Application

Employees may submit a request to apply for VR by accessing one of the following options: 
 
1. Using the HR Portal – using this link (add link) and choosing the ‘Voluntary Redundancy Application’ box; or  

2. Sending an email to the HR/OD team – using this email address vr@cumberland.gov.uk.  In this option employee must provide the following information in their email so their request can be processed:

· Employee number; 
· Employee name; and  
· Post title(s) – of the post(s) VR is being applied for. 
 
Employees using option 1 (HR Portal) will receive an automated acknowledgement email. 

Employees using option 2 (email) will receive an email from the HR/OD team within 2 workings days of receipt of their request being submitted.

Manager and Assistant Director (or their nominee) comments on applications

The manager will receive notification of an employee’s application directly from the HR Portal.  On receipt they must offer to meet with the employee to discuss their application.    The manager should after meeting with the employee, discuss the application with their Assistant Director (or nominee), consider the criteria on page 2 of this document and record their commentary and supporting rationale on the application form and return this back to HR/OD through the HR Portal.  

HR Comments

The HR/OD team will provide further commentary on eligibility, process compliance and workforce risk.

Director Recommendations

The Relevant Director (RD) supported by their Strategic HR Business Partner (SHRBP) will cross reference the application against the selection criteria, filtering out any which do not meet the criterion.  Consideration will be given to the commentary and supporting rationale from the Assistant Director (or nominee) as per the input provided on the system, and the (RD) will make a recommendation for consideration by the Chief Executive (Head of Paid Service - HoPS.

Final Decision – Chief Executive (Head of Paid Service) 

The Chief Executive (HOPS), supported by the AD for HR/OD (or nominee) will make the final decision on whether to approve a VR application, considering the recommendation of the Relevant Director, Director of Corporate and Transformation Services, and after taking advice from the Section 151 Officer and the Monitoring Officer.

Approval Process

Applications for voluntary redundancy will go through a fair and transparent decision-making process and will be considered in accordance with the application process as set out above.  The final decision will be taken by the Chief Executive (HoPS).  The Council does not offer a right of appeal against voluntary redundancy decisions made under this policy.

If the application is approved, the employee will receive, in writing, confirmation of the acceptance of their application for voluntary redundancy.  The employee will be required to accept in writing, the offer of voluntary redundancy, within 14 days of receipt of confirmation, or the offer will be withdrawn.
Once confirmation of acceptance of the offer is received, the HR/OD Team will: 
a. confirm the date the employee’s contract and employment with the Council will terminate, allowing for the notice period that the employee is contractually entitled to see Notice Periods and Pay in Lieu of Notice; 
b. formally notify the employee in writing that his or her services are to be terminated on the grounds of redundancy; and 
c. advise the employee of their redundancy payment and / or pension benefits as appropriate, as soon as possible.
	        
The financial benefits to which employees made voluntarily redundant will be entitled are set out in the Redundancy and Early Release Policy.

If the application is neither progressed nor approved, the employee will be informed in writing of this decision. 











INFORMATION FOR EMPLOYEES AND MANAGERS TO SUPPORT THE PROCESS

Consultation Meeting

To comply with the Council’s legal obligations and best practice, employees must be offered a one-to-one consultation meeting.  Given the consequences of the overall Scheme, such meetings will be offered by a senior manager of the employee – this may or may not be their direct line manager.  

If they wish, the individual may be accompanied to this meeting by a recognised Trade Union representative or a colleague.

If the employee does not want to attend a consultation meeting, they cannot be forced to do so.  However, in such circumstances it would be advisable to gain written confirmation from the employee to confirm that they have been offered a meeting and have declined.

The purpose of this meeting is to review the individual’s selection for redundancy.  It will also provide an opportunity for the employee to ask any questions they might have about the process or to provide any feedback they may wish to. 

Managers should keep a record of the one-to-one meetings by completing the employee application form.

Redundancy Benefits
Discretionary Payments - Voluntary Redundancy
If an application for voluntary redundancy is approved, the payment is based on a statutory redundancy entitlement – see appendix 1 with an additional 50% compensation payment – see appendix 2. As an example, when an employee receives a statutory redundancy payment of 10 weeks’ wage, they will receive an additional 5-week wage.  This gives a total of 15 weeks (10 weeks redundancy pay and 5 weeks compensation).

No employee shall receive a total payment of less than £1,000, or pro rata if part-time.  
There is a restriction on the compensation element as this cannot be more than the equivalent of 104 weeks’ pay and is capped at £1,000 per week. 

Example:	Employee working 20 hours per week.
Redundancy pay calculated on actual weekly wage equates to less than £1,000.
To pro rata the payment uses the formula:
£1,000 divided by standard working week, i.e. 37 hours
Multiply by number of contracted hours, i.e. 20

£1,000 ÷ 37 × 20 = £540 (pro rata redundancy payment)

In the case of an employee contracted to a number of posts, the redundancy payment, in terms of determining length of service, will be calculated from the employees’ date of continuous service in the post being made redundant. 

Pension Benefits

Under the Local Government Pension Regulations, a pensionable employee whose service is terminated on the grounds of redundancy (whether voluntary or compulsory) and who is aged 55 or over is entitled to immediate payment of pension benefits, without reduction, in accordance with the Regulations.

Notice Periods and Payment in Lieu of Notice

In normal circumstances when the Council gives notice of termination of employment, the employee would be expected to work their period of notice. Pay in lieu of notice is not a specific contractual obligation in Cumberland Council and will only be made where it is not possible to give the period of notice to which an employee is entitled to under the terms of their contract of employment.

However, there may be occasions when Voluntary Redundancy is offered, and approval is based on a pre-agreed leaving date.  Where this is acceptable by both parties’ entitlement to pay in lieu of notice may be waived.

Pay in lieu of notice needs to be approved by the Assistant Director of HR/OD, and should meet one of the following criteria:
· Grant Reductions - where funding for a particular post will cease and therefore there will be no requirement for that post to continue after a given date, which may occur prior to the end of the employee's notice period;
· Budget efficiencies - where certain budget efficiencies need to take effect before the end of the employee's notice period;
· Restructure - where a restructure will take effect prior to the end of the employee's notice period and therefore there is no post/duties for the employee to perform;
· Closure of premises - where a site, e.g. a care home, will close prior to the end of the employee's notice period and there is no suitable alternative work to transfer the employee into during this period;
· Extenuating/special circumstances - where there is an objectively justified business case to release the employee from their employment prior to the end of their notice period.



Obtaining Employment with a Modification Order Body

If the Council issues an employee with notice of redundancy (including voluntary redundancy) and before the dismissal takes effect, they accept an offer of employment from another body specified in Part II of Schedule 2 of the Redundancy Payments (Continuity of Employment in Local Government, etc.) (Modification) Order 1999, they will lose their entitlement to a redundancy payment. 

This only applies where the relevant body makes the offer of a new job before the end of the employee’s notice period with the Council and the new employment starts within the four weeks after the date of redundancy. 

Withdrawal of Application

Individuals who make an application to take voluntary redundancy can withdraw their application at any time up until the point at which they sign the voluntary redundancy offer letter.  After this time, any request to withdraw from the voluntary redundancy programme would be subject to the approval of the Assistant Director of HR/OD having regard to the view of the Chief Finance Officer

The following measures will assist in ensuring that only genuine applications for voluntary redundancy reach the stage of being assessed by managers:

· The ability for employees to gain a rough estimate of benefits prior to applying by using the tools available to them;
· Providing applicants with a more accurate estimate of benefits soon after their application;
· Requiring applicants to confirm that they wish to proceed with their application once they have received an estimate of the benefits they could receive through the voluntary redundancy scheme.

Amendment to VR Scheme

This Scheme may be amended at any time by the Assistant Director of HR and OD.

Re-engagement Following Voluntary Redundancy

Due to the significant costs associated with the VR scheme, and the Council’s duty to demonstrate that the use of public money is justified, if an employee leaves the Council by way of voluntary redundancy they will not be permitted to be re-engaged (whether permanent, temporary or fixed term) by the Council for a period of 24 months from the date of Termination. If a former employee applies for employment, after at least 12 months from their termination date, the matter will be referred to the Assistant Director of HR and OD for a decision.  Each case will be considered on its merits, having regard to the business needs of the Council at the time of the application. The decision will be final.   

Criteria for Consideration

 The criteria which will be used for consideration of the request will be:

· whether the proposed employment is to the same, a similar, or a successor role, to that from which they were granted VR
· reasons and circumstances for granting VR
· amortisation period for the costs of release
· current business needs of the Council
· whether there is now a skills or experience shortage which did not exist when the VR was granted
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Appendix 1

Statutory Redundancy Pay Ready Reckoner (compulsory)
	Statutory redundancy pay table

	 
	Service (Years)

	Age
	2
	3
	4
	5
	6
	7
	8
	9
	10
	11
	12
	13
	14
	15
	16
	17
	18
	19
	20

	17*
	1
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 

	18
	1
	1½
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 

	19
	1
	1½
	2
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 

	20
	1
	1½
	2
	2½
	-
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 

	21
	1
	1½
	2
	2½
	3
	-
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 

	22
	1
	1½
	2
	2½
	3
	3½
	-
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 

	23
	1½
	2
	2½
	3
	3½
	4
	4½
	-
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 

	24
	2
	2½
	3
	3½
	4
	4½
	5
	5½
	-
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 

	25
	2
	3
	3½
	4
	4½
	5
	5½
	6
	6½
	-
	 
	 
	 
	 
	 
	 
	 
	 
	 

	26
	2
	3
	4
	4½
	5
	5½
	6
	6½
	7
	7½
	-
	 
	 
	 
	 
	 
	 
	 
	 

	27
	2
	3
	4
	5
	5½
	6
	6½
	7
	7½
	8
	8½
	-
	 
	 
	 
	 
	 
	 
	 

	28
	2
	3
	4
	5
	6
	6½
	7
	7½
	8
	8½
	9
	9½
	-
	 
	 
	 
	 
	 
	 

	29
	2
	3
	4
	5
	6
	7
	7½
	8
	8½
	9
	9½
	10
	10½
	-
	 
	 
	 
	 
	 

	30
	2
	3
	4
	5
	6
	7
	8
	8½
	9
	9½
	10
	10½
	11
	11½
	-
	 
	 
	 
	 

	31
	2
	3
	4
	5
	6
	7
	8
	9
	9½
	10
	10½
	11
	11½
	12
	12½
	-
	 
	 
	 

	32
	2
	3
	4
	5
	6
	7
	8
	9
	10
	10½
	11
	11½
	12
	12½
	13
	13½
	-
	 
	 

	33
	2
	3
	4
	5
	6
	7
	8
	9
	10
	11
	11½
	12
	12½
	13
	13½
	14
	14½
	-
	 

	34
	2
	3
	4
	5
	6
	7
	8
	9
	10
	11
	12
	12½
	13
	13½
	14
	14½
	15
	15½
	-

	35
	2
	3
	4
	5
	6
	7
	8
	9
	10
	11
	12
	13
	13½
	14
	14½
	15
	15½
	16
	16½

	36
	2
	3
	4
	5
	6
	7
	8
	9
	10
	11
	12
	13
	14
	14½
	15
	15½
	16
	16½
	17

	37
	2
	3
	4
	5
	6
	7
	8
	9
	10
	11
	12
	13
	14
	15
	15½
	16
	16½
	17
	17½

	38
	2
	3
	4
	5
	6
	7
	8
	9
	10
	11
	12
	13
	14
	15
	16
	16½
	17
	17½
	18

	39
	2
	3
	4
	5
	6
	7
	8
	9
	10
	11
	12
	13
	14
	15
	16
	17
	17½
	18
	18½

	40
	2
	3
	4
	5
	6
	7
	8
	9
	10
	11
	12
	13
	14
	15
	16
	17
	18
	18½
	19

	41
	2
	3
	4
	5
	6
	7
	8
	9
	10
	11
	12
	13
	14
	15
	16
	17
	18
	19
	19½

	42
	2½
	3½
	4½
	5½
	6½
	7½
	8½
	9½
	10½
	11½
	12½
	13½
	14½
	15½
	16½
	17½
	18½
	19½
	20½

	43
	3
	4
	5
	6
	7
	8
	9
	10
	11
	12
	13
	14
	15
	16
	17
	18
	19
	20
	21

	44
	3
	4½
	5½
	6½
	7½
	8½
	9½
	10½
	11½
	12½
	13½
	14½
	15½
	16½
	17½
	18½
	19½
	20½
	21½

	45
	3
	4½
	6
	7
	8
	9
	10
	11
	12
	13
	14
	15
	16
	17
	18
	19
	20
	21
	22

	46
	3
	4½
	6
	7½
	8½
	9½
	10½
	11½
	12½
	13½
	14½
	15½
	16½
	17½
	18½
	19½
	20½
	21½
	22½

	47
	3
	4½
	6
	7½
	9
	10
	11
	12
	13
	14
	15
	16
	17
	18
	19
	20
	21
	22
	23

	48
	3
	4½
	6
	7½
	9
	10½
	11½
	12½
	13½
	14½
	15½
	16½
	17½
	18½
	19½
	20½
	21½
	22½
	23½

	49
	3
	4½
	6
	7½
	9
	10½
	12
	13
	14
	15
	16
	17
	18
	19
	20
	21
	22
	23
	24

	50
	3
	4½
	6
	7½
	9
	10½
	12
	13½
	14½
	15½
	16½
	17½
	18½
	19½
	20½
	21½
	22½
	23½
	24½

	51
	3
	4½
	6
	7½
	9
	10½
	12
	13½
	15
	16
	17
	18
	19
	20
	21
	22
	23
	24
	25

	52
	3
	4½
	6
	7½
	9
	10½
	12
	13½
	15
	16½
	17½
	18½
	19½
	20½
	21½
	22½
	23½
	24½
	25½

	53
	3
	4½
	6
	7½
	9
	10½
	12
	13½
	15
	16½
	18
	19
	20
	21
	22
	23
	24
	25
	26

	54
	3
	4½
	6
	7½
	9
	10½
	12
	13½
	15
	16½
	18
	19½
	20½
	21½
	22½
	23½
	24½
	25½
	26½

	55
	3
	4½
	6
	7½
	9
	10½
	12
	13½
	15
	16½
	18
	19½
	21
	22
	23
	24
	25
	26
	27

	56
	3
	4½
	6
	7½
	9
	10½
	12
	13½
	15
	16½
	18
	19½
	21
	22½
	23½
	24½
	25½
	26½
	27½

	57
	3
	4½
	6
	7½
	9
	10½
	12
	13½
	15
	16½
	18
	19½
	21
	22½
	24
	25
	26
	27
	28

	58
	3
	4½
	6
	7½
	9
	10½
	12
	13½
	15
	16½
	18
	19½
	21
	22½
	24
	25½
	26½
	27½
	28½

	59
	3
	4½
	6
	7½
	9
	10½
	12
	13½
	15
	16½
	18
	19½
	21
	22½
	24
	25½
	27
	28
	29

	60
	3
	4½
	6
	7½
	9
	10½
	12
	13½
	15
	16½
	18
	19½
	21
	22½
	24
	25½
	27
	28½
	29½

	61+
	3
	4½
	6
	7½
	9
	10½
	12
	13½
	15
	16½
	18
	19½
	21
	22½
	24
	25½
	27
	28½
	30



The redundancy payment due to an employee depends on their age and years of service (up to a maximum of twenty years). This determines the number of weeks’ pay due as set out in the statutory redundancy pay table.  

To calculate the number of weeks’ redundancy, pay, cross reference the person's age and complete years of service.

17*	The table starts at age 17, as it is possible for a 17-year-old to have 2 years’ service.  Compulsory school leaving age can be 15¾ or 15 4/5ths where a child is 16 before 1 September.

61+ The same figures will apply for all employees aged 61 and above.

The number of weeks’ pay due is based on the following:

· 0.5 weeks’ pay for each full year of service where age during year less than 22
· 1 week's pay for each full year of service where age during year is 22 or above, but less than 41
· 1.5 weeks' pay for each full year of service where age during year is 41+

When using the above amounts to calculate an employee’s entitlement to redundancy pay where an employee’s service crosses two bands, the figures in each band should be added together. For example:

Example 1 - if you are 25 with 7 years’ service, you will be entitled to 5 weeks’ redundancy pay. The 5 weeks entitlement is based on 0.5 weeks’ pay for each completed year of service between age 18 and 22 and 1 week’s pay for each completed year of service between age 22 and 25. (The middle band of 1 weeks’ pay only applies where an employee, who is entitled to a redundancy payment, has completed a year service at age 22 or above).

Example 2 - if you are 38 years old and have 12 years of service, you will be entitled to 12 weeks’ redundancy pay. The 12 weeks are based on 1 week’s pay for each completed year of service between age 26 and 38.

Example 3 – if you are 49 years old and have 15 years of service, you will be entitled to 19 weeks redundancy pay. The 19 weeks’ entitlement is based on 1 week’s pay for each completed year of service between age 34 and 41 and 1.5 weeks’ pay for each completed year of service between age 41 and 49.


	




Appendix 2
Cumberland Discretionary VR Scheme 2026 - Enhanced (weeks) 

	Age
	Service (Years)

	
	2
	3
	4
	5
	6
	7
	8
	9
	10
	11
	12
	13
	14
	15
	16
	17
	18
	19
	20

	17
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	18
	1.5
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	19
	1.5
	2.25
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	20
	1.5
	2.25
	3.0
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	21
	1.5
	2.25
	3.0
	3.75
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	22
	2.25
	3.0
	3.75
	4.5
	5.25
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	23
	3.0
	3.75
	4.5
	5.25
	6.0
	6.75
	
	
	
	
	
	
	
	
	
	
	
	
	

	24
	3.0
	4.5
	5.25
	6.0
	6.75
	7.5
	8.25
	
	
	
	
	
	
	
	
	
	
	
	

	25
	3.0
	4.5
	6.0
	6.75
	7.5
	8.25
	9.0
	9.75
	
	
	
	
	
	
	
	
	
	
	

	26
	3.0
	4.5
	6.0
	7.5
	8.25
	9.0
	9.75
	10.5
	11.25
	
	
	
	
	
	
	
	
	
	

	27
	3.0
	4.5
	6.0
	7.5
	9.0
	9.75
	10.5
	11.25
	12.0
	12.75
	
	
	
	
	
	
	
	
	

	28
	3.0
	4.5
	6.0
	7.5
	9.0
	10.5
	11.25
	12.0
	12.75
	13.5
	14.25
	
	
	
	
	
	
	
	

	29
	3.0
	4.5
	6.0
	7.5
	9.0
	10.5
	12.0
	12.75
	13.5
	14.25
	15.0
	15.75
	
	
	
	
	
	
	

	30
	3.0
	4.5
	6.0
	7.5
	9.0
	10.5
	12.0
	13.5
	14.25
	15.0
	15.75
	16.5
	17.25
	
	
	
	
	
	

	31
	3.0
	4.5
	6.0
	7.5
	9.0
	10.5
	12.0
	13.5
	15.0
	15.75
	16.5
	17.25
	18.0
	18.75
	
	
	
	
	

	32
	3.0
	4.5
	6.0
	7.5
	9.0
	10.5
	12.0
	13.5
	15.0
	16.5
	17.25
	18.0
	18.75
	19.5
	20.25
	
	
	
	

	33
	3.0
	4.5
	6.0
	7.5
	9.0
	10.5
	12.0
	13.5
	15.0
	16.5
	18.0
	18.75
	19.5
	20.25
	21.0
	21.75
	
	
	

	34
	3.0
	4.5
	6.0
	7.5
	9.0
	10.5
	12.0
	13.5
	15.0
	16.5
	18.0
	19.5
	20.25
	21.0
	21.75
	22.5
	23.25
	
	

	35
	3.0
	4.5
	6.0
	7.5
	9.0
	10.5
	12.0
	13.5
	15.0
	16.5
	18.0
	19.5
	21.0
	21.75
	22.5
	23.25
	24.0
	24.5
	

	36
	3.0
	4.5
	6.0
	7.5
	9.0
	10.5
	12.0
	13.5
	15.0
	16.5
	18.0
	19.5
	21.0
	22.5
	23.25
	24.0
	24.75
	25.5
	26.25

	37
	3.0
	4.5
	6.0
	7.5
	9.0
	10.5
	12.0
	13.5
	15.0
	16.5
	18.0
	19.5
	21.0
	22.5
	24.0
	24.75
	25.5
	26.25
	27.0

	38
	3.0
	4.5
	6.0
	7.5
	9.0
	10.5
	12.0
	13.5
	15.0
	16.5
	18.0
	19.5
	21.0
	22.5
	24.0
	25.5
	26.25
	27.0
	27.75

	39
	3.0
	4.5
	6.0
	7.5
	9.0
	10.5
	12.0
	13.5
	15.0
	16.5
	18.0
	19.5
	21.0
	22.5
	24.0
	25.5
	27.0
	27.75
	28.5

	40
	3.0
	4.5
	6.0
	7.5
	9.0
	10.5
	12.0
	13.5
	15.0
	16.5
	18.0
	19.5
	21.0
	22.5
	24.0
	25.5
	27.0
	28.5
	29.25

	41
	3.75
	5.3
	6.75
	8.25
	9.75
	11.25
	12.75
	14.3
	15.75
	17.25
	18.75
	20.25
	21.75
	23.25
	24.75
	26.25
	27.75
	29.25
	30.75

	42
	4.5
	6.0
	7.5
	9.0
	10.5
	12.0
	13.5
	15.0
	16.5
	18.0
	19.5
	21.0
	22.5
	24.0
	25.5
	27.0
	28.5
	30.0
	31.5

	43
	4.5
	6.75
	8.25
	9.75
	11.25
	12.75
	14.25
	15.75
	17.25
	18.75
	20.25
	21.75
	23.25
	24.75
	26.25
	27.75
	29.25
	30.75
	32.25

	44
	4.5
	6.75
	9.0
	10.5
	12.0
	13.5
	15.0
	16.5
	18.0
	19.5
	21.0
	22.5
	24.0
	25.5
	27.0
	28.5
	30.0
	31.5
	33.0

	45
	4.5
	6.75
	9.0
	11.25
	12.75
	14.25
	15.75
	17.25
	18.75
	20.25
	21.75
	23.25
	24.75
	26.25
	27.75
	29.25
	30.75
	32.25
	33.75

	46
	4.5
	6.75
	9.0
	11.25
	13.5
	15.0
	16.5
	18.0
	19.5
	21.0
	22.5
	24.0
	25.5
	27.0
	28.5
	30.0
	31.5
	33.0
	34.5

	47
	4.5
	6.75
	9.0
	11.25
	13.5
	15.75
	17.25
	18.75
	20.25
	21.75
	23.25
	24.75
	26.25
	27.75
	29.25
	30.75
	32.25
	33.75
	35.25

	48
	4.5
	6.75
	9.0
	11.25
	13.5
	15.75
	18.0
	19.5
	21.0
	22.5
	24.0
	25.5
	27.0
	28.5
	30.0
	31.5
	33.0
	34.5
	36.0

	49
	4.5
	6.75
	9.0
	11.25
	13.5
	15.75
	18.0
	20.25
	21.75
	23.25
	24.7
	26.25
	27.75
	29.25
	30.75
	32.25
	33.75
	35.25
	36.75

	50
	4.5
	6.75
	9.0
	11.25
	13.5
	15.75
	18.0
	20.25
	22.5
	24.0
	25.5
	27.0
	28.5
	30.0
	31.5
	33.0
	34.5
	36.0
	37.5

	51
	4.5
	6.75
	9.0
	11.25
	13.5
	15.75
	18.0
	20.25
	22.5
	24.75
	26.25
	27.75
	29.25
	30.75
	32.25
	33.75
	35.25
	36.75
	38.25

	52
	4.5
	6.75
	9.0
	11.25
	13.5
	15.75
	18.0
	20.25
	22.5
	24.75
	27.0
	28.5
	30.0
	31.5
	33.0
	34.5
	36.0
	37.5
	39.0

	53
	4.5
	6.75
	9.0
	11.25
	13.5
	15.75
	18.0
	20.25
	22.5
	24.75
	27.0
	29.25
	30.75
	32.25
	33.75
	35.25
	36.75
	38.25
	39.75

	54
	4.5
	6.75
	9.0
	11.25
	13.5
	15.75
	18.0
	20.25
	22.5
	24.75
	27.0
	29.25
	31.5
	33.0
	34.5
	36.0
	37.5
	39.0
	40.5

	55
	4.5
	6.75
	9.0
	11.25
	13.5
	15.75
	18.0
	20.25
	22.5
	24.75
	27.0
	29.25
	31.5
	33.75
	35.25
	36.75
	38.25
	39.75
	41.25

	56
	4.5
	6.75
	9.0
	11.25
	13.5
	15.75
	18.0
	20.25
	22.5
	24.75
	27.0
	29.25
	31.5
	33.75
	36.0
	37.5
	39.0
	40.5
	42.0

	57
	4.5
	6.75
	9.0
	11.25
	13.5
	15.75
	18.0
	20.25
	22.5
	24.75
	27.0
	29.25
	31.5
	33.75
	36.0
	38.25
	39.75
	41.25
	42.75

	58
	4.5
	6.75
	9.0
	11.25
	13.5
	15.75
	18.0
	20.25
	22.5
	24.75
	27.0
	29.25
	31.5
	33.75
	36.0
	38.25
	40.5
	42.0
	43.5

	59
	4.5
	6.75
	9.0
	11.25
	13.5
	15.75
	18.0
	20.25
	22.5
	24.75
	27.0
	29.25
	31.5
	33.75
	36.0
	38.25
	40.5
	42.75
	44.25

	60
	4.5
	6.75
	9.0
	11.25
	13.5
	15.75
	18.0
	20.25
	22.5
	24.75
	27.0
	29.25
	31.5
	33.75
	36.0
	38.25
	40.5
	42.75
	45.0

	61+
	4.5
	6.75
	9.0
	11.25
	13.5
	15.75
	18.0
	20.25
	22.5
	24.75
	27.0
	29.25
	31.5
	33.75
	36.0
	38.25
	40.5
	42.75
	45.0









Years of Service

Years of service are defined by the Redundancy Payments (Continuity of Employment in Local Government etc) (Modification) Order 1999.  This provides that, for mainstream local government staff, continuous service within local government and with several other prescribed associated bodies shall be considered in respect of entitlement to and calculation of a redundancy payment. 

A Week’s Pay

The actual weekly wage is that which the employee is entitled to under the terms of their contract at the calculation date.   The calculation date is the date on which the employer gives the employee the minimum notice to which they are legally entitled.    

The actual weekly wage will be calculated as follows:

· Where hours of work do not vary - weekly wage will be calculated based upon Basic salary.   Whereby the annual salary is divided by 52.14.

· Where hours of work vary from week to week - weekly wage will be calculated using Basic pay received within the last 3-month period.

· In exceptional cases a decision to consider the best 3-month period, in the last 12 months, will be considered (but only with approval from the Section 151 Officer/Director of Corporate and Transformation Services).

· Weeks’ pay is capped at £1,000 per week for voluntary redundancy and at £719 per week for compulsory redundancy. 

 Discretionary VR calculation 

For the purposes of the discretionary voluntary redundancy scheme only the number of weeks for redundancy pay is worked out using the statutory calculation of age and number of years’ service then enhanced by 50%. See Cumberland Discretionary VR Scheme 2026 - Enhanced (weeks) table in appendix 2, which only applies to discretionary VR payments. 
Compulsory redundancy payments are calculated using the statutory table in appendix 1. 
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