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CYRIL JACKSON PRIMARY SCHOOL 

STAFF REDUCTION POLICY 
 

VISION: 
Cyril Jackson is a safe and stimulating environment where children encounter challenging 
and creative learning experiences 
 
Each member of the school community is motivated to be a life-long learner. 
 
We will equip everyone with the skills to achieve their full potential in a climate of 
mutual respect and personal responsibility. 
 
STATEMENT OF AIMS: 
To provide a supportive, stimulating environment in which each child is enabled and 
encouraged to attain the highest standard of achievement of which he or she is capable. 
 
To ensure that the curriculum is broad and well balanced following all subjects in the 
National Curriculum. 
 
To value each individual’s contribution irrespective of race, gender, religion or ability. 
 
To encourage children to be aware of their behaviour and how it affects other people. 
 
To recognise that children have a variety of special needs and endeavour to provide 
appropriately for the needs of individuals. 
 
To ensure that the curriculum reflects the richness of our multi-cultural society. 
 
To foster and build on relationships with parents, governors and the wider community. 
 
To provide a planned process of staff development. 
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1. General Scope of the Procedure 
 
1.1 This procedure should be applied whenever there is a proposal to make reductions in 

permanent teaching/support staff and fixed term staff with more than one years 
service who are employed in schools under the control of Governing Bodies (even 
though the right to receive a redundancy payment is not acquired until after 2 years 
continuous service). 

 
1.2 This is an agreed procedure, which also applies in the case of voluntary redundancies 

for the above staff. 
 
2. Aims of the Procedure 
 
2.1 School requirements for staff are liable to vary from time to time.  It is therefore 

essential that the best use is made of the resources available to schools in order to 
meet the needs of the pupils. 

 
2.2 This procedure is intended: 
 
 To take account of the school’s statutory duty to provide for the educational needs 

of all pupils in line with the National Curriculum 
 To minimise the impact of situations involving staff reductions 
 To ensure that organisational change takes place as effectively as possible and avoids  

unnecessary disruption 
 To ensure staff reductions are reached fairly and in accordance with employment law 

and statutory entitlements 
 To ensure that consultation with staff and the trade unions is commenced at the 

earliest possible opportunity. 
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3. Equal Opportunities Considerations 
 

There are equalities implications involved when any employment procedure is applied.  
Application of the Staff Reductions Procedure has particular implications for the 
multi-cultured workforce employed by Tower Hamlets LA. 
 
Headteachers should ensure that they assess the situation across the group of 
employees likely to be affected before they embark upon any action relating to staff 
reductions. 
 
In order to establish whether any single person or group of employees is being 
treated less favourably than others under this procedure it is important that all 
action taken is monitored.  If details are not already available, employees may be 
asked to provide information (e.g. about their ethnic origin) to enable the LA to 
review the impact of this procedure. 

 
4. The Procedure 
 
4.1 The headteacher completes the school development plan and budgetary information 

with proposals to reduce staffing costs and submits this to the school’s governing 
body.  

 
4.2  Having approved the proposal, the governing body will agree a: 
 
 Staff Reductions Panel (consisting of the headteacher and one governor) 
 Appeals Panel (consisting of 3 governors – excluding the governor that was on the 

Staff Reductions Panel) 
 

The Staff Reductions Panel will be responsible for consulting with staff and trade 
unions on  methods for making reductions, and for selecting posts for redundancy 
following full consultation.  In the event of a disagreement between members of the 
Staff Reduction Panel the Headteacher will have the casting vote. 

 
4.3 The Staff Reductions Panel will consult with staff and trade unions on methods for 

avoiding compulsory redundancies, e.g. voluntary redundancy/early retirement, 
bumped redundancies, natural wastage, alternative internal redeployment, reductions 
in hours, agency staff.  This consultation will initially be in the form of a written 
document to the trade unions and relevant staff and will include the following 
information:   
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Where staff are redeployed into a post and the salary is lower they shall be entitled to 
salary protection in accordance with the pay and conditions document (paragraph 28 of 
the 2000 document) 
 
 The reason for the proposal 
 
 The number and description of employees at risk 
 
 The total numbers at the establishment(current and proposed structure) 
 
 Steps that will be taken as a means of trying to avoid compulsory redundancies, such 

as voluntary redundancies 
 
 The proposed method for selecting for compulsory redundancies, in the event that 

this is necessary 
 
 Confirmation of the procedure that will be used to make the proposed redundancies 
 
 The proposed method of calculating any redundancy payments. 
 
This written document should be sent to the trade unions and relevant staff at least 3 
months before the first dismissal is envisaged to take place. 

 
4.4 Invitations may be sought at this point for volunteers for redundancy.  The Staff 

Reductions Panel will take into account curriculum requirements when deciding 
whether to accept an application for voluntary redundancy. 

 
4.5 Where sufficient staffing reductions cannot be met through the above methods, the 

Staff Reductions Panel will be responsible for identifying the numbers and types of 
posts for compulsory redundancy.  Upon identification of such posts the panel will 
write to the relevant Trade Unions and staff informing them of this (letter 1). The 
panel will also at the earliest opportunity liaise with the LA regarding availability of 
funding for potential redundancies. 

 
4.6 The Panel will continue to consult with staff and trade unions regarding the proposals 

and on the proposed selection criteria for making compulsory redundancies. 
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4.7 The Staff Reductions Panel will then apply the agreed selection criteria and identify 
specific posts for redundancy.  At this point, they will write to those staff whose 
posts have been identified and offer to meet with them in order that they may make 
individual representations. (letter 2) 

 
4.8 Following this meeting the Panel will write to the relevant individuals confirming their 

decision to make a determination to dismiss on the grounds of redundancy (or in 
cases of non-teaching staff, to dismiss on the grounds of redundancy) and advise 
them of their right to appeal (letter 3).   

 
4.9 At this point suitable alternative employment will be sought for those individuals 

selected for redundancy. Where this search for alternative employment is 
unsuccessful, the determination to dismiss will proceed.  The search for 
redeployment will be co-ordinated by the LA Human Resources Section. 

 
5. Appeals 
 
5.1 Upon receipt of appeals, the Appeals Panel will meet with the appellant and their 

representative to consider the grounds for appeal. 
 
5.2 A representative from the LA Human Resources Section will attend this meeting to 

advise on procedural matters and matters of precedent. 
 
5.3 The Appeals Panel will write to the individual concerned informing them of their 

decision, which will be final. 
 
NB. Where no appeal is made, or where the individual’s appeal is unsuccessful, Community 

Schools must inform the Corporate Director of Education in writing of the 
determination to dismiss on grounds of redundancy, in order that a dismissal may be 
made. 

 
 
  


