
 
 

 

 
 
 
11 November 2011 
 
 
 
 
Freedom of Information Request - RFI20111304 
 
Thank you for your requests under the Freedom of Information Act 2000 (the Act) received on 24th 
October 2011, seeking the following information: 
 

I would like to know the current BBC policy on redundancy procedures and payments. 
  
In particular, under the Freedom of Information Act 2000 I would like to know whether the BBC's Agreed 
Statement G5a Reorganisation, Redeployment, Redundancy Procedures and Payments has undergone any 
changes since 31 March 2007 and, if so, what these changes are.  
 
I would be grateful for information regarding the date on which a cap of 24 years was imposed limiting the 
maximum redundancy payment to 24 months' salary. 

 
  
Attached is the Redundancy Policy Agreed Statement G5a Redundancy Procedures and Payments which was in 
force in 2007. This Policy was substantially re-negotiated in 2008. I attach the most current version for 
your comparison purposes. 
 
The BBC’s cap of a maximum redundancy payment of 24 months salary has always been set at 24 years. 
 
I hope this response satisfies your request. 
   
Appeal Rights 
 
If you are not satisfied with this response you have the right to an internal review by a BBC senior manager 
or legal adviser. Please contact us at the address above, explaining what you would like us to review and 
including your reference number. If you are not satisfied with the internal review, you can appeal to the 
Information Commissioner. The contact details are: Information Commissioner's Office, Wycliffe House, 
Water Lane, Wilmslow, Cheshire, SK9 5AF, telephone 01625 545 700 or see http://www.ico.gov.uk/  
 
Yours sincerely 
 
 
Karen Wood 
BBC People
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BBC Reorganisation and Redundancy Policy   
 
This policy forms part of the contract of employment that applies to BBC employees in 
the UK on Grades 2-11, and is an agreed statement between the BBC and recognised 
joint unions which may only be varied by joint negotiation at the National Joint Council. 
 
Definition 
 
This policy outlines the BBC’s approach to managing reorganisation and redundancy. 
 
Redundancy arises when cessation of employment is attributable wholly or mainly to the 
fact:- 
 

• That the employer has ceased or intends to cease, to carry on the business for 
the purpose for which the employee was employed, or has ceased, or intends to 
cease, to carry on that business in the place where the employee was employed; 
or 

• That the requirements of that business for employees to carry out work of a 
particular kind, or for employees to carry out work of a particular kind in the place 
where they are so employed, have ceased or diminished, or are expected to 
cease or diminish. 

 
The BBC is committed to securing employment for its employees in the context of need 
to ensure the efficient and economic discharge of its business. 
 
Contents 
 

1. Consultation 

2. Procedure for Identifying Selection Pools 

3. Redundancy Termination Procedure 
4. Redeployment 

5. Redundancy Payments 

6. Employees appointed before 6 April 1986 
7. Statutory Redundancy Payment 

8. BBC Pension Scheme 
 
Principles 
 

• Managers should consider ways of avoiding redundancies which may include 
alternative proposals such as the development of new job roles, alternative 
working patterns or contractual arrangements, new ways of working, natural 
turnover, a review of work undertaken by atypical workers and controlled 
recruitment activity, prior to progressing to a redundancy situation. 

• Once a selection process has been completed, the BBC reserves the right to 
proceed with redundancy termination and the trade unions reserve the right to 
register a failure to agree.  

• The BBC will not terminate employment on the grounds of redundancy for at 
least 6 months from the date of formal written notification to the Unions National 
Officers.  
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• The 6 months period includes notification of potential redundancy and contractual 
notice periods. This does not apply to employees who volunteer for redundancy 
or those on fixed-term contracts. 

• In redundancy exercises where selection criteria are applied to a pool of 
employees, the BBC has agreed to guarantee minimum periods between the 
point when an employee is notified of their provisional selection for redundancy 
following a selection exercise and termination of employment on the grounds of 
redundancy.   

• The guaranteed minimum periods may run wholly or partially concurrently with 
the 6 month provision above and will include contractual notice as follows:- 

 
Contractual notice period given to the 
employee by the BBC 

Guaranteed Minimum Period 
(including contractual notice) 

1 or 2 months 3 months 
3 months 4 months 

 
• The guaranteed minimum periods do not apply to employees who volunteer for 

redundancy or those on fixed term contracts. 
 
1. Consultation 
 
The BBC will consult the recognised trade unions and employees about business 
changes which may lead to potential redundancies at the earliest practical opportunity. 
 
Consultation will be with a view to reaching agreement with the trade unions on ways of 
avoiding, reducing or mitigating redundancies, wherever possible.  
 
Written Notification 
Consultation will commence with formal written notification to the appropriate National 
Officer(s) of the appropriate recognised union(s).  It will then proceed within the Division 
as agreed with the National Officer(s). Whilst the parties are not required to agree, at 
each stage of the process the recognised trade unions will be consulted.  As appropriate, 
employees will also be consulted through joint and individual meetings. 
 
Written notification will include reasons for the proposal, number and job category of 
employees expected to be made redundant, total number of employees by job category 
employed at the establishment, method of the dismissals and period over which they 
shall apply. In addition, the notification will also include the total number of agency 
workers engaged in the BBC as a whole, the areas in which they are working and the 
type of work that they are carrying out. 
 
The notification will confirm that the method of calculating redundancy will be in 
accordance with this policy. The notification will also confirm the selection method, 
indicating where this differs from provisions outlined within section 2 of this policy. 
 
Minimum Periods of Consultation 
The BBC will comply with the law ensuring that the minimum periods between the 
beginning of consultation and redundancy terminations taking effect is as follows: 
 

• At least 30 days where it is proposed to dismiss as redundant between 20 and 99 
employees at one establishment within a 90 day period; or  

• At least 90 days where it is proposed to dismiss as redundant 100 or more 
employees at one establishment within 90 days or less.  
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The BBC will consult for a minimum of 30 days where it is proposed to dismiss as 
redundant between 1 to 99 employees.    
 
2. Procedure for Identifying Selection Pools 
 
The BBC reserves the right to exclude from selection employees who by the loss of their 
specialised skills or experience might unduly impair the efficient and economic discharge 
of its business. The BBC will inform the trade unions about such decisions. 
 
The following 2 steps assume there is a reorganisation but no reduction in posts:- 
 
Job role/s not subject to change 
Employees whose job function, role and responsibilities do not change or the changes 
are minimal will merely transfer into the new organisational arrangements / structure.  
 
Job role/s broadly similar 
Where the roles in the new structure differ, the new positions will be compared to existing 
positions. Where the new post is broadly similar to an existing post, requiring similar 
competence and skill of a post holder, the post holder may be transferred to the new 
post. There may be sufficient numbers of posts, which whilst similar, may differ in 
emphasis. In such instances management will determine which employee is most suited 
to each post.  Such a decision will take into account individual preference. 
 
2.1 Selection 
 
The BBC will determine the appropriate method of appointment and selection for 
positions available within the organisation. The default selection criteria will be based on 
skills, knowledge, and competencies appropriate to the job. The selection process must 
be applied fairly and consistently. 
 
Selection for Retention 
Where there are insufficient posts available for all employees within the new structure or 
where the new posts are not broadly similar, selection for retention will apply. The BBC 
will determine the pool for selection and who should be appointed to posts in the new 
organisation by applying the default selection process. The method of selection will be by 
any of the following:  
 

• reviewing an employee’s performance record  

• a paper based application  

• a selection interview 
 
The criteria will be based on the default criteria as identified above, via the assessment of 
skills, knowledge and competencies appropriate to the job. 
 
Employees who are unsuccessful in securing a position within the new structure or for 
whom there is no post are potentially redundant. During their individual consultation and 
notice period BBC redeployment arrangements will apply. 
 
Alternative selection methods 
BBC management may decide to develop an alternative reorganisation appointment 
process, developing assessment criteria that may include objective factors such as 
attendance, performance, conduct, skills and experience. The trade unions will be 
consulted prior to the application of these criteria. Safeguards must be put in place to 
ensure these are fair and consistently applied.  
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BBC management will consult with employees and trade unions on the results of the 
reorganisation selection procedure. The trade unions have agreed to cooperate with the 
standard reorganisation appointment process whilst reserving the right to register a 
failure to agree on the outcome of its application. A failure to agree can only be 
registered once the selection process is completed by informing employees who are 
provisionally (i.e. subject to further consultation) at risk of redundancy. The trade union 
may register a failure to agree earlier where the BBC acts arbitrarily. A failure to agree 
cannot be raised against the selection process and / or selection decisions including a 
selection pool unless that pool is not compliant with agreed BBC policies. 
 
3. Redundancy Termination Procedure 
 
A potentially redundant employee will be invited to a meeting at which a final decision will 
be taken on whether to issue notice of termination on the grounds of redundancy.  
 
This meeting is conducted by a Head of Department or nominee to determine a 
redundancy decision by evaluating and considering an employee’s representations.  
 
Authority for dismissal lies with the Head of Department or nominee. 
 
Appeal 
An employee may appeal once against the decision to be dismissed on the grounds of 
redundancy. The appeal must be registered by the employee within 7 working days, in 
writing, to the Head of Department or nominee, specifying the grounds. The employee 
will be notified within 14 days of receipt of the agreed appeal meeting date.  
 
The appeal meeting will be conducted by a more senior manager than the manager who 
made the original redundancy dismissal decision, unless exceptional circumstances 
make it impractical. The meeting will consider the application of this procedure and the 
selection criteria. 
 
The appeal meeting must be held before the end of the employee’s notice period. 
 
An employee may be represented at either a redundancy dismissal meeting or appeal 
meeting by a trade union representative or work colleague (excluding practising lawyers). 
 
Notice 
Redundant employees under notice of dismissal will usually be required to work their 
notice. In specific instances the employee’s manager may decide that an employee is not 
required to work their notice. Time-off to seek other employment should be granted 
subject to operational requirements.  
 
Employees may request not to work their notice or to amend their last day of employment 
at a date earlier than when notice was due to expire.  
 
4. Redeployment 
 
Redeployment Process 
The BBC will assist employees faced with redundancy in the search for alternative 
employment inside and outside the BBC. HR is responsible for ensuring the proper 
conduct of the redeployment process.  
 
If employees wish, they will be given priority consideration for vacant posts (excluding 
BBC Worldwide) in advance of any other internal or external candidates, providing they 
meet the skills and competency requirements of the job. Appointment without competition 
is covered in the Agreed Statement Recruitment. However, final selection for the job will 
be dependent entirely on merit.  
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In circumstances where internal or external recruitment has commenced, a potentially 
redundant employee will only be appointed above other candidates if they are either the 
strongest candidate or equally suitable for appointment.  
 
Disabled employees with a redeployment plan will be given priority consideration for any 
BBC vacancy where they meet the key skill and competency requirements of the job 
taking into account reasonable adjustments. Where the selection process identifies two 
equally suitable candidates for a vacancy and one of the candidates is a disabled 
redeployee, that candidate must be offered the position.  
 
Women have a legal right to be considered for suitable alternative vacancies, where 
available, if they would otherwise have to be made redundant at any time during a 
statutory maternity leave period. 
 
An attachment or retraining may be arranged where this is practicable and at reasonable 
cost. These options are discretionary and aim to equip an employee to compete for 
related or comparable work.  
 
The onus is on employees themselves to apply for any suitable posts advertised 
internally, by searching on the BBC internal website. 
 
Redeployment and or any other assistance will normally run concurrently with notice of 
dismissal and may also precede it, according to circumstances. Employees retain their 
existing grade and salary during redeployment. 
 
A potentially redundant employee will be referred to CareerLink. The service offers 
individual career coaching, a wide ranging programme of workshops and use of online 
transition tools. 
 
Employees are not obliged to accept an offer of alternative employment. However, 
employees who refuse an offer of 'suitable alternative employment' made in writing will 
lose their entitlement to redundancy payments. 
 

a. ‘Suitable alternative employment’ is defined as broadly similar work and location 
with no reduction in basic pensionable salary, reflecting the individual’s 
experience and qualifications. 

b. Redundant employees without a post who accepts redeployment to a new post 
have a statutory right to a trial period of four weeks or such longer period as may 
be agreed. Before taking up a new job employees will be informed in writing of 
the length of the trial period (normally not more than three months) and of any 
new terms and conditions of employment that may be applicable. 

 
If during or at the end of the trial period it is determined by the BBC that either the 
individual is unsuitable for the new job, or the job is not a suitable alternative, that person 
will be eligible for redundancy payments. 
 
Salary Protection 
Certain protection of earnings will be afforded to employees who are potentially 
redundant and redeployed to another post: 
 

• Employees who are offered ‘suitable alternative employment’ will transfer at their 
current basic pensionable salary (not including London Weighting) and will 
continue to be eligible, if appropriate, for the standard increase and performance 
awards.  
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• In addition, any UPA applicable before redeployment will be protected for a 
period of six months from the date of transfer if UPA is not applicable to the new 
role or if redeployment involves a change from UPA2 to UPA1. The protection 
provisions of UPA also apply to flexibility allowances. 

• Employees who transfer to a job at the BBC’s instigation which is defined as not 
being ‘suitable alternative employment’ will, from the end of the four week 
statutory trial period, have their basic pensionable salary (not including London 
Weighting) protected, on a standstill basis (i.e. no standard increases or 
performance awards) until the salary falls within the salary scale of the new 
grade.  

• In addition, any UPA applicable before redeployment will be protected for a 
period of six months from the date of transfer if UPA is not applicable to the new 
role or if redeployment involves a change from UPA2 to UPA1. The protection 
provisions of UPA also apply to flexibility allowances. 

 
Re-employment of Redundant Employees 
No individual can be re-hired into the BBC: 
 

• on an employment contract (fixed-term or continuing) for 12 months following a 
redundancy/compromise agreement settlement.  

• in any other temporary capacity (e.g. freelance, casual) of a genuinely short-term 
nature and unforeseen at the point of departure, for 3 months following a 
redundancy/compromise agreement.    

 
Exceptions may be agreed by the Divisional Director, the Divisional Finance Director and 
either the HR Director or Head of HR. 
 
5. Redundancy Payments 
 
Employees terminated on grounds of redundancy will, subject to paragraphs 5.1 to 5.4, 
receive a redundancy payment equal to annual substantive salary divided by 12 and then 
multiplied by the number of completed years of continuous service i.e. as follows: 
 

 
 
Notes: 
 

• Employees must have 2 or more years’ continuous service on cessation to be 
eligible for payment. 

• The above calculation is subject to a maximum of 24 years’ continuous service. 

• Any periods of service for which a severance payment has already been made 
and/or for which there is no entitlement to a redundancy payment, are not 
included. 

 
5.1 Statutory Redundancy Pay 
 
In no case will the redundancy payment be less than the statutory redundancy payment 
due. 
 
5.2 Interaction with BBC Pension Scheme  
[Clause 5.2 has been temporarily suspended with effect from 30 September 2011]. 
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When the redundancy payment is added to the full benefit of any continuing pension for 
which employees may be eligible under the rules of the BBC Pension Scheme (whether 
or not they elect to receive that benefit), it must not be more than the total substantive 
salary they would have received had they remained in service to normal retiring age 
(which is 65 years), or anticipated date of retirement if aged over 65.  
 
 
5.3 Total Substantive Salary 
 
'Total substantive' salary in relation to 5.2 above is calculated in years and days (as are 
pensions) using the substantive salary payable on the date of cessation. 
 
5.4 Part-time employees 
 
Employees who, at the time of their redundancy are engaged on a part-time contract of 
service, which is contiguous with a previous full-time contract, will receive a redundancy 
payment which compensates them on the basis of their average hours of work over their 
continuous period of service. 
 
The adjusted final substantive salary is used in the normal calculation of BBC 
redundancy pay in Sections 5 and 6 subject to the conditions applied to those 
calculations. 
 
For employees who also qualify for a BBC Pension, the adjusted final substantive salary 
will be used for calculating the total substantive salary will be used for calculating the 
total substantive salary they would have received had they remained in service until 
normal retiring age. This applies to calculations under 5.2 and 6.3. 
 
The adjusted final substantive salary is equal to ‘average hours’ multiplied by the final 
part-time salary and divided by final part-time hours: 
 

 
 
Average hours are calculated as follows: multiply the duration (in years) of the full-time 
arrangement by 35 i.e. full-time weekly hours. Then, for each subsequent part-time 
arrangement, multiply the duration of that arrangement by the part-time weekly hours. 
Aggregate these amounts and divide by the total years of service. 
 

• For the purpose of this calculation full-time hours should be taken as 35 per 
week, unless there are exceptional reasons for varying the figure; 

• Meal breaks are not paid under part-time conditions of service; 

• Average hours are calculated only over the continuous length of service used for 
the redundancy calculation.  

 
6. Employees appointed before 6 April 1986 
 
Employees who joined the BBC before 6 April 1986 and who are dismissed on the 
grounds of redundancy will, subject to paragraph 6.2, have their redundancy payment 
calculated on the following basis provided that it produces a greater benefit to the 
individual than that treatment awarded by Section 5: 
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• One-twelfth of the annual substantive salary, for each year of service 

 
Notes: 
 

• Subject to a maximum of one year's substantive salary; 
• Part years and previous service in respect of which no severance payment has 

already been made are aggregated. 
 
6.1 Statutory Redundancy Pay 
 
In no case will the redundancy payment be less than the statutory redundancy payment 
due. 
 
6.2 Total Substantive Salary 
 
The total substantive salary is calculated in years and days using the substantive salary 
payable on the date of cessation. In no case will payments under this section be more 
than the total substantive salary employees could have expected to receive had they 
remained in service to normal retiring age, or anticipated date of retirement if aged over 
65.  
 
6.3 Part-time and full-time service 
 
Employees who, at the time of their redundancy are engaged on a part-time contract of 
service, which is contiguous with a previous full-time contract, will receive a redundancy 
payment which compensates them on the basis of their average hours of work over their 
continuous period of service. The rule for making the calculation is set out in section 5.4 
above. 
 
7. Statutory Redundancy Payment 
 
A redundancy payment is inclusive of any corresponding entitlement to a statutory 
redundancy payment. It is made under Section 5 or Section 6, but not both. 
 
8. BBC Pension Scheme 
 
Details of all the pension options for members of the BBC Pension Scheme are set out in 
the BBC Pension Scheme Members’ Handbooks. 
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Agreed Statement G5a Redundancy Procedures and 
Payments  
 
1 Introduction 
1.1 
This statement sets out the basis for managing redundancies in the BBC. It is the 
BBC's policy to safeguard employment for its staff, consistent with the need to 
ensure the efficient and economic discharge of its business. When redundancies have 
to be considered the BBC's aim is to keep to a minimum the effect on staff. The BBC 
will assist in the search for alternative employment by those faced with compulsory 
redundancy, either within the BBC or outside, and will consider whether retraining is 
appropriate. 
 
1.2 Definition 
Redundancy arises when cessation of employment is attributable wholly or mainly to 
the fact: 
 

• That the employer has ceased or intends to cease, to carry on the business 
for the purpose for which the employee was employed, or has ceased, or 
intends to cease, to carry on that business in the place where the employee 
was so employed; or 

• That the requirements of that business for employees to carry out work of a 
particular kind, or for employees to carry out work of a particular kind in the 
place where they are so employed, have ceased or diminished, or are 
expected to cease or diminish. 

 
2 Consultation 
2.1 
The BBC will consult the recognised trade unions about potential redundancies at the 
earliest opportunity, as soon as it is foreseen that any reorganisation affecting a post 
or posts may lead to redundancy or dismissal. 
 
Consultation will begin with a letter to the National Officer(s) concerned with a copy 
to the local branch of the union(s). It will then proceed within the Division(s) 
concerned on a pattern agreed with the National Officer(s). 
 
In accordance with current legislation, the requirement is to consult with a view to 
reaching agreement with the trade unions on ways of avoiding, reducing or 
mitigating the consequences of dismissal, wherever possible. 
 
2.2 
Staff whose jobs may be at risk will also be told by the BBC at the earliest 
opportunity. 
 
3 Selection for redundancy 
3.1 
As far as is practicable and consistent with business need, the BBC will seek to avoid  
redundancies through redeployment and natural wastage. 
 
3.2 
Where redundancies are necessary, the BBC will consult the recognised Trade Unions 
on the methods of selection for redundancy. 
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3.3 
Consultation will include discussion of the selection criteria to be adopted and 
whether or not it is appropriate to seek volunteers and the appropriateness of the 
non-renewal of fixed term contracts. The BBC will not use criteria that depend on the 
arbitrary judgement of those responsible for selection; nor will it use criteria that 
discriminate either directly or indirectly against individuals, in contravention of its 
equal opportunities policy. 
 
 
 
3.4 
As far as possible objective criteria, precisely defined and capable of being applied in 
an independent way, will be used, eg: 
 

• Length of service;  

• Attendance record;  

• Performance;  

• Conduct;  

• Skills; 

• Experience.  

 
3.5 
The BBC will ensure that selection is made fairly in accordance with the selection 
criteria. Where personal judgement is called for this will be exercised consistently. 
Any representations that trade unions make about selections will be considered. 
 
3.6 
The BBC reserves the right to exclude from selection staff who by the loss of their 
specialised skills or experience might unduly impair the efficient and economic 
discharge of its business. The recognised trade unions will be consulted about such 
decisions. 
 
3.7 
Women have a legal right to be considered for suitable alternative vacancies, where 
available, if they would otherwise have to be made redundant at any time during a 
statutory maternity leave period. 
 
4 Redeployment 
4.1 
The BBC will assist employees faced with compulsory redundancy in the search for 
alternative employment inside and outside the BBC. If employees wish they will be 
considered for: 
 

• any internal vacancies for which their qualifications and experience suit 
them;    appointment without competition is covered in the Agreed 
Statement Appointments Procedure; 

• attachment or retraining that will allow them to compete realistically in 
related or comparable work. 

 
Notwithstanding such assistance, the onus is on staff themselves to apply for any 
suitable posts advertised internally, whether or not these have been drawn to their 
attention. 
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Redeployment will normally run concurrently with notice of dismissal and may also 
precede it, according to circumstances. Staff retain their existing scale/grade and 
salary during redeployment. 
 
4.2  
Members of staff who are facing compulsory redundancy (excluding staff who have 
been accepted as volunteers for redundancy) will be given priority consideration for 
any BBC vacancy (excluding BBC Worldwide) where they meet the skills and 
competency requirements of the job, in advance of any other internal or external 
candidates.  However, final selection for the job will be dependent entirely on merit. 
 
Priority consideration will depend on circumstances and the point in the selection 
process at which a possible job match is identified. 
 
There will be certain circumstances where it is appropriate for an individual facing 
redundancy to fill a vacancy, without the vacancy being advertised. 
 
In circumstances where a vacancy has been advertised and internal or external 
candidates have been identified, it is a minimum requirement that an individual 
facing compulsory redundancy and whose skills and competencies match the job 
specification must be included in the selection process for the position at the earliest 
opportunity. Where the selection process identifies two equally suitable candidates 
for a vacancy and one of the candidates is facing compulsory redundancy that 
candidate must be offered the position. 
 
4.3 
Everyone who is facing compulsory redundancy will be referred to CareerLink, who 
will arrange for the individual to be offered the opportunity to compile a Personal 
Development Plan together with regular one to one progress reviews based on the 
Plan.  CareerLink will provide advice on skills analysis, job search, preparing 
applications and interview techniques. 
 
4.4 
HR Partners within Divisions are responsible for the proper conduct of the 
redeployment procedure. They must ensure that there are appropriate mechanisms 
for identifying those staff who wish to find alternative employment and identifying 
realistic opportunities for their redeployment. 
 
4.5 
Staff are not obliged to accept an offer of alternative employment. However, staff 
who refuse an offer of 'suitable alternative employment' made in writing will lose 
their entitlement to redundancy payments. 
 
a) ‘Suitable alternative employment’ is defined as broadly similar work and location 
with no reduction in basic pensionable salary, reflecting the individual’s experience 
and qualifications. 
 
b) Redundant staff who accept redeployment to a new post have a statutory right to 
a trial period of four weeks or such longer period as may be agreed. Before taking up 
a new job staff will be informed in writing of the length of the trial period (normally 
not more than three months) and of any new terms and conditions of employment 
that may be applicable. 
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If during or at the end of the trial period: 
 

• The BBC dismisses someone because of unsuitability for the new job, that 
person will be eligible for redundancy payments 

• An individual decides to leave the BBC, that person will be eligible for 
redundancy payments provided that this does not amount to a refusal of an 
offer of suitable alternative employment. 

 
4.6 
Certain protection of earnings will be afforded to staff who are redeployed in 
circumstances where they are facing compulsory redundancy: 
 

• Staff who are offered ‘suitable alternative employment’ will transfer at their 
current basic pensionable salary and will continue to be eligible, if 
appropriate, for the standard increase and performance awards.  In addition, 
any UPA applicable before redeployment will be protected for a period of six 
months from the date of transfer, if UPA is not applicable to the new role or 
if redeployment involves a change from UPA2 to UPA1. 

• Staff who transfer to a job which is defined as not being ‘suitable alternative 
employment’ will, from the end of the four week statutory trial period, have 
their basic pensionable salary protected, on a standstill basis (ie no standard 
increases or performance awards) until the salary falls within the salary scale 
of the new grade.  In addition, any UPA applicable before redeployment will 
be protected for a period of six months from the date of transfer, if UPA is 
not applicable to the new role or if redeployment involves a change from 
UPA2 to UPA1. 

 
5 Dismissal 
5.1 
The authority for dismissal on grounds of redundancy lies with the individual's Head 
of Department or above. 
 
5.2 
Monthly staff will be given one month's warning plus contractual notice, in writing; 
weekly staff will be given four weeks' warning plus contractual notice in writing. 
 
5.3 
The appropriate National Officer(s) of the recognised union(s) and the local 
branch(es) will be notified in writing as soon as it is proposed to dismiss a member 
of staff as redundant or it is proposed to dismiss as redundant specified members of 
staff in a specific category or categories. This complies with the requirement of 
TURERA 1993 and the TULR(C) Act 1992 which applies whether or not the employee 
is a member of that union, or has volunteered for dismissal. 
 
5.4 
The legal requirements on consultation, as outlined in 2.1 above, must have been 
followed. The law requires minimum periods between the beginning of consultation 
and dismissals taking effect, as follows: 
 

• At least 30 days where it is proposed to dismiss as redundant between 20 
and 99 employees at one establishment within a 90 day period; or 

• At least 90 days where it is proposed to dismiss as redundant 100 or more 
employees at one establishment within 90 days or less. 
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The law does not define a minimum period between the beginning of the consultation 
and the issue of notice of dismissal. However, the BBC, in order to provide adequate 
time for exploring re-training and redeployment opportunities, will not terminate the 
employment of a member of staff on the grounds of redundancy for at least six 
months from the date of written notification to the trade union(s). 
 
Notes:  

a. The six month provision does not apply where staff volunteer for 
redundancy or in circumstances where staff request their service to end at 
a date earlier than their notice is due to expire. 

b. The six month provision includes the existing warning and contractual 
notice periods, see section 5.2. 

c. The six month provision does not apply to staff on fixed term contracts with 
termination dates which fall within the six month period described above or 
the five month period described in 5.5 ie there is not a requirement to 
extend fixed term contracts as a result of these provisions. 

 
5.5 
In addition to the provisions in Section 5.4 it is further agreed that in specific 
redundancy situations where selection criteria need to be negotiated and applied to a 
pool of staff the BBC will not terminate the employment of a member of staff on the 
grounds of redundancy for at least five months from the date on which the individual 
receives notification of selection for redundancy. This provision will apply to 31 March 
2008, when it will be subject to further review. 
 
Note :  The conditions that apply to the six month provision in the notes of 
Section 5.4 above will also apply to the five month provision in this section.  
 
5.6 
Staff who are given notice of dismissal on grounds of redundancy, including those 
whose fixed-term contracts are terminated prematurely, are entitled to appeal under 
the terms of the current Agreed Statement Appeals and grievances. 
 
5.7 
Redundant staff under notice of dismissal may be given time off to seek other 
employment, subject to operational requirements. Staff who cannot be usefully 
employed may be released from duty altogether. 
 
Staff who find other employment outside the BBC may request their service to end at 
a date earlier than that on which the notice is due to expire. This would become their 
last day of service and the redundancy payment, including any statutory redundancy 
pay and any pension benefits, will be calculated as at the new date. 
 
 
 
5.8 
Staff dismissed on grounds of redundancy may apply for internal vacancies for a 
period of 12 months after their termination date. 
 
6 Redundancy payments 
6.1 
Staff who are dismissed on grounds of redundancy will, subject to paragraphs 6.2 to 
6.5, receive a redundancy payment: 
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Monthly staff 
 

 
 
Weekly, catering and cleaning staff 
 

 
 
Subject to a maximum of 24 years' service. 
 
Staff must satisfy the following criteria: 
 

• Have two or more years' continuous service on cessation; 

• Be less than normal retiring age on cessation. 

 
6.2 
In no case will the redundancy payment be less than the statutory redundancy 
payment due. 
 
6.3 
When the redundancy payment is added to the full benefit of any continuing pension 
for which staff may be eligible under the rules of the BBC Pension Scheme (whether or 
not they elect to receive that benefit), it must not be more than the total substantive 
salary they would have received had they remained in service to normal retiring age; 
see 6.6 for part-time staff. 
 
6.4  
Normal retiring age for staff: 
 
Monthly staff- 60 years. 
 
Weekly, catering and cleaning staff- 65 years, unless local custom and practice has 
established some other age between 60 and 65 for a particular category. 
 
6.5 
'Total substantive' salary in relation to 6.3 above is calculated in years and days (as 
are pensions), using the substantive salary payable on the date of cessation. 
 
6.6 Part-time staff 
Staff who, at the time of their redundancy are engaged on a part-time contract of 
service, which is contiguous with a previous full-time contract, will receive a 
redundancy payment which compensates them on the basis of their average hours of 
work over their continuous period of service. 
 
The adjusted final substantive salary is used in the normal calculation of BBC 
redundancy pay in Sections 6 and 7 subject to the conditions applied to those 
calculations. 
 
For staff who also qualify for a BBC Pension, the adjusted final substantive salary will 
be used for calculating the total substantive salary will be used for calculating the 
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total substantive salary they would have received had they remained in service until 
normal retiring age. This applies to calculations under 6.3 and 7.4. 
 
 
The following formula is used: 
 

 
 

• For the purpose of this calculation full-time hours should be taken as 35 per 
week, unless there are exceptional reasons for varying the figure; 

• Meal breaks are not paid under part-time conditions of service; 

• Average hours are calculated only over the continuous length of service used 
for the redundancy calculation. Any periods of service for which a severance 
payment has already been made and/or for which there is no entitlement to 
a redundancy payment, are not included. 

 
7 Staff appointed before 6 April 1986 
7.1 
Staff who joined the BBC before 6 April 1986 and who are dismissed on the grounds 
of redundancy will, subject to paragraph 7.3, have their redundancy payment 
calculated on the following basis provided that it produces a greater benefit to the 
individual than that treatment awarded by Section 6: 
 
Monthly staff 
One-twelfth of the annual substantive salary, for each year of service. 
 
Weekly, catering and cleaning staff 
One-twelfth of the weekly substantive salary x 52, for each year of service. 
 
Notes: 
 

• Subject to a maximum of one year's substantive salary (for weekly, catering 
and cleaning staff this is the weekly substantive salary x 52); 

• Staff must be less than 60 years of age on cessation; 

• Part years and previous service in respect of which no severance payment 
has already been made are aggregated. 
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7.2 
In addition, for staff aged between 44 and 58 the redundancy payment in 7.1 will 
also include an age supplement calculated as follows: 
 
Age on 
cessation 

 Age supplement as a 
%addition to redundancy 
pay in paragraph 7.1 

 % by which the age 
supplement is reduced when 
cessation is treated as 
premature retirement  

     
44  7.5  30 
45  15.0  30 
46  22.5  30 
47  30.0  30 
48  37.5  30 
49  45.0  30 
50  52.5  30 
51  60.0  26 
52  52.5  22 
53  45.0  18 
54  37.5  14 
55  30.0  10 
56  22.5  8 
57  15.0  6 
58  7.5  4 
 
7.3 
In no case will the redundancy payment be less than the statutory redundancy 
payment due. 
 
7.4  
In no case will payments under this section be more than the total substantive salary 
staff could have expected to receive had they remained in service to age 60, see 6.6 
for part-time staff. 
 
7.5  
The total substantive salary is calculated in years and days using the substantive 
salary payable on the date of cessation. 
 
8 Statutory redundancy payment 
A redundancy payment is inclusive of any corresponding entitlement to a statutory 
redundancy payment and/or any contractual Security Pay (see Agreed Statement 
G6a). It is made under Section 6 or Section 7, but not both. 
 
9 Preferential discounting of deferred pensions 
The BBC Pension Scheme provides for preferential discounting of deferred pensions 
in cases of redundancy. The details are outlined in the BBC Pension Scheme 
Members’ Handbook. 
 
The key points are: 
 

• staff aged 50 and over (but under 60) with at least 2 years’ continuous 
pensionable service are eligible for premature retirement benefits, if they are 
contributing members of the Scheme when their employment ends 
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• staff aged 45 but less than 50 who joined the BBC Pension Scheme before 1 
October 1996 (Old Benefit Members) with at least 10 years’ pensionable 
service will, upon reaching 50 or at any time thereafter and subject to Inland 
Revenue limits, be eligible to apply for a deferred pension to be paid 
immediately at a preferential rate of discounting 

• for the period to 31 March 2002, staff who were aged between 40 and 44 
who had at least 10 years pensionable service (excluding added years and 
transferred-in service) received a preferential rate of discounting 

• staff aged less than 40 are eligible for deferred pension benefits as detailed 
in the handbook. 

 
Updated 26th July 2005 




