Handling staffing reductions in schools

Staffordshire

County Council




What To Do If Your Job Is Selected For Redundancy

Introduction

1. The purpose of this booklet is to offer practical guidance and assistance from the County
Council to school - based employees who are informed that their posts are redundant.

2. The County Council has agreed a code of practice with representative trades unions and
teachers’ professional associations. The code sets out the procedures to be followed when
making staffing reductions in schools. Copies of the code of practice are available from schools,
trades unions, or the HR Unit of the Directorate for Children, Young People and Families.

3. Your professional association or trades union will help. You are advised to contact your local
union officer at the earliest opportunity, whether or not you contemplate making representations or
lodging an appeal under the provisions of the code of practice. You will find contact details on the
back cover of this booklet.

Frequently Asked Questions

4. Frequently asked questions and responses are given in Appendix 1 of this booklet. Appendix
2 is a copy of the table used to calculate statutory redundancy pay. This should be read in
conjunction with the County Council’'s scheme of funding redundancy benefits, which appears in
the agreed code of practice and is reproduced as Appendix 3 to this booklet.

Representations and Appeal Rights

5. Under the code of practice agreed between the County Council and the unions, employees who
are selected for displacement have the right to make representations to the Selection Committee
about the decision and a separate right to appeal to the school’'s Appeals Committee. The code of
practice sets out the procedures involved.

Early Retirement

6. If you are a pensionable employee aged over 55, you may be interested in taking early
retirement. Estimates of benefits may be requested on your behalf by your head teacher.

[ll-health Retirement

7. If you are a pensionable employee of any age under normal retirement age and it is determined
by a medical report that you are unable to do your job by reason of ill-health, then it might be
possible for you to retire on these grounds. Advice on this is available from the HR Unit.

‘Bumped’ Redundancy

8. The County Council’'s package of measures to assist displaced employees includes a scheme
known as the “bumped redundancy scheme”. Details are set out in Appendix 4 of this booklet.
Under this scheme, employees (other than head teachers and deputy head teachers) who are not
facing redundancy themselves and who otherwise meet the eligibility criteria for early retirement
may take early retirement provided they are replaced by displaced employees from schools
elsewhere within the County Council’s service.
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Alternative Employment

9. a) Powers of appointment and dismissal are the responsibility of school governors, but in law
both the County Council and schools are obliged to make genuine attempts to find suitable
alternative employment, wherever possible and where so requested by employees who are
subject to redundancy.

b) If you wish to seek an alternative post, you are ur ged to complete an “alternative
employment statement”. There are separate statements for teachers and support staff, see
Appendices 5 and 6 of this booklet. Completed statements should be sent to the HR Unit's
Schools Consultancy Team at Tipping Street, Stafford ST16 2DH.

Please note that:

Unless and until a completed statement is received from you, the County Council is unable
to place you on the redeployment register nor to se ek an alternative post for you.

Refusal to accept an opportunity or to be considere d for a particular vacancy or to accept
the offer of suitable alternative employment could lead to the forfeiture of entitlement to
redundancy benefits.

¢) The alternative employment statement will be registered and computerised, then details will be
circulated to head teachers of those schools where there are volunteers for ‘bumped’ redundancy
(see paragraph 8 above).

d) Governors with a vacancy in their school should consult this register so that consideration can
be given, before the vacancy is advertised, to whether any displaced employee might be suitable
for appointment. This will not always be possible and some posts will be advertised before your
suitability has been considered. To overcome this, employees on the register can access
vacancies bulletins, on www.staffordshire.gov.uk/jobs. If you apply for any of the vacancies
shown, it would be helpful also if you were to indicate clearly on any application forms you submit
that you are in a redeployment situation, as further support that your application should receive
prior consideration.

Protection of Salary
10. Conditions of service provide:
Teachers — salary safeguarding in the redeployed post for up to three years, in accordance

with the provisions of the School Teachers’ Pay and Conditions Document.

Support Staff — protection of basic pay for three years or until the effect of pay awards on the
pay of the new post cancels out the loss. Protection does not apply where the move is from
whole to half time employment, or where the maximum of the new scale exceeds the current
salary by more than seven spinal column points.
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Time Off to Look for Work

11. You have a legal right to a reasonable amount of time off work to seek alternative
employment. The legislation does not define what might not be considered ‘reasonable’ but,
clearly, any time off for these purposes must be by agreement with your current head teacher and
subject to acceptable notice or prior arrangement.

Retraining

12. If retraining needs can be identified well before the date when your contract is due to
terminate, you should, in the first instance liaise with your head teacher. The County Council will
endeavour to provide training that could lead to alternative employment.

Responsibilities and Accountability
School Managers

13. Employers have a legal responsibility to assist employees in finding alternative work where
displaced employees express such a wish. In order to support the redeployment process, school
managers should meet you and identify any support that might be needed and where the school
might assist. The type of support includes the following:

a) Access to a vacancy list — ensuring that you are given the opportunity to access the vacancy
list either electronically or, if requested, by the provision of hard copy printed from the school
office.

b) Time off to search for work - employment legislation makes provision for you to be allowed
reasonable paid time off to search for employment. This time could be used to access vacancies
either via the internet, media or the job centre or to attend interviews. This time could be used
also to access support to assist you in developing your CV or to provide assistance in completing
application forms or interview techniques. A useful resource is:
http://www.jobcentreplus.gov.uk/JCP/Customers/Jobhuntinghelp/.

c) Career Development - any discussion with you may identify gaps in your skills or knowledge
which could be addressed to help you to secure employment. Reasonable steps should be taken
to support the development of any areas identified to provide you with the best chance of securing
reasonable alternative work. This may include recommending information sources or a mentor
who could support you in the area identified.

Redeployees

14. Redeployees also have a responsibility to help themselves in finding alternative employment
and to co-operate with the employer in so doing. The following guidance is suggested:

a) Make sure that you access the weekly vacancy lis  t on a regular basis; access the list on the
County Council vacancy list on: www.staffordshire.gov.uk/jobs/ OR ask the school office to print a
copy for you each week.

Inform the HR Unit if you apply for a post within t he County Council
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b) Try to be as flexible with your hours and locati on as you can.

c) Ask your head teacher about any time off  you need to attend interviews or appointments you
need to help you find work, e.g. employment agency or Job Centre.

d) Speak to your head teacher about any support  they can identify which will help you gain any
knowledge or skills that you need to find another job.

e) You may be able to consider working in a neighbouring authority . All Local Authorities
have vacancies pages on their internet sites.

f) If you are considering a change of career, you might want to contact either Connexions or the
Job Centre.

Maodification Order

15. You may hear or read of references to something called the modifications order. This is a
Statutory Instrument (2003 No. 1964). Its full title is “The Education (Modification of Enactments
Relating to Employment) (England) Order 2003". It may be found at:

http://www.opsi.gov.uk./si/si2003/20031964.htm

Amongst other things, the order lists employers, such as other local authorities and public bodies,
who would be regarded as associated employers of the County Council for the purposes of
determining matters such as continuity of service and eligibility for redundancy payments.
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APPENDIX ONE - FREQUENTLY ASKED QUESTIONS

Question Response
Representations/ | What should I do | In  the first instance you have the right to make
Appeals if | have been | ‘representations’ to the Selection Committee against their
selected for | decision to select you. You can either attend this meeting
compulsory personally, or submit information prior to it. You have the right

redundancy but |
want to appeal
against this
decision?

to be represented by your union representative or a colleague.
You should notify the head teacher within three working days
of being notified that you have been selected.

You also have a separate right of appeal to a committee of
Governors (different from those on the Selection panel). If you
wish to exercise this right, you should notify the Chair of the
Appeals Committee, stating your grounds of appeal, in
sufficient time to allow five days calling notice for the
Committee to be convened on the appointed date. (The
appointed date should be published on the S188 document).
You have the right to be represented by your union
representative or a colleague.

Redundancy Pay

Who is entitled
to a redundancy

payment?
Who is not
entitted to a
redundancy
payment?

An employee must have two years' continuous service to
qualify for a redundancy payment. To accrue continuous
service you must have a contract of employment. A period of
continuous employment is reckoned on a week-by-week basis.
A ‘week’ for these purposes is the seven consecutive days that
begins on a Sunday and ends at midnight on the following
Saturday. Your date of continuous service should be in your
contract of employment. As this date is used to calculate
redundancy payments, it is important that our records are
correct. Please check this on any estimate you may receive.
Continuous service is different from reckonable (pensionable)
service.

An employee is ineligible for a redundancy payment if s/he has
less than two years’ continuous service.

An employee is ineligible for a redundancy payment if s/he
volunteers for or accepts a reduction in working hours.

An employee is ineligible for a redundancy payment if, before
the end of her or his employment, s/he accepts an offer of a
suitable comparable job with any employer listed in the
Modifications Order to start immediately or within four weeks of
the end of employment.
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Question

Response

How are
redundancy and
other benefit
payments
calculated ?

This will depend on a number of different things;
- Your length of continuous service
- Your age
- Whether you are a member of a pension scheme
- Whether you are a member of the support staff, or
teaching staff

If you have two or more years’ continuous service, you will be
entitled to a payment of a number of weeks' pay. See
Appendix 2 regarding the statutory calculation and Appendix
3 for the County Council’'s application of discretionary benefits.

What should | do
if 1 would like an
estimate of
redundancy pay/
benefits that

may apply ?

Contact your head teacher who has to submit the request on
your behalf using the appropriate form.

Estimate requests received direct from employees will not be
processed.

Members of the Teachers’ Pension Scheme may obtain
estimates from Teachers’ Pensions at;

teacherspensions.co.uk

Tax — what is
the position ?

Pension lump sum payments are not taxable.

Annual/monthly pension payments are considered income and
are therefore taxable.

Should the total of any compensation lump sum and
redundancy payment exceed £30,000 the excess is subject to
deduction of income tax at 40%.

When are
redundancy
payments
made?

Payment(s) will be made once all the necessary forms have
been completed and returned, including a declaration form
relating to offers of employment which cannot be signed until
AFTER your last day of service.
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Question

Response

When are
pension
payments
made?

If you are eligible to receive a pension as a result of the
redundancy;

Teaching

Teachers Pensions pay their element of the pension, a month
in arrears, on the day before your birth date, each month. E.g.
if you were born on 3™ of a month you will be paid on the 2™.
Any added years and contribution made by the County Council
will be paid to you on the last Wednesday of each month.

Support Staff

Payment of your Redundancy Payment, Compensation Lump
Sum (if applicable) and Retirement Grant should be made to
you early in the month following the effective date of your
redundancy. Your monthly pension payment will follow at the
end of the month.

Volunteering for

What do | need

You should let your head teacher know in writing or write to the

Redundancy to do if | would | Committee of Governors at the school, before the first meeting
like to volunteer | of the Selection Committee, outlining your request to volunteer.
for redundancy ? | The date of this meeting should be outlined on the S:188
Notice that is issued when consultations begin.
Salary Is salary Teaching
Protection protection in Salary safeguarding in the redeployed post for up to three
following place if | am years in accordance with the provisions of the School

Redeployment

redeployed ?

Teachers’ Pay and Conditions Document

Support Staff

Staff moving into a grade with a maximum lower than their
present pay point will be placed at the top pay point of the
lower scale, i.e. on the Contribution Based Pay point, and they
will not be eligible for incremental progression. Protection
relates to the grade, e.g. where redeployment takes place into
a post involving a reduction of working hours, it is the rate of
pay, not the overall salary that is subject to protection. Salary
protection arrangements will be put in place for these
employees for up to three years.

Those staff would not receive any cost of living awards during
this three-year period.
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Question

Response

Suitable
Alternative
Work?

What is a
suitable
alternative and
does it have to
be offered to the
affected
employee?

Suitable alternative

A drop of up to seven incremental points has been defined by
the Authority as constituting an offer of “reasonable alternative
work” for redundancy purposes in the case of support staff.

For all staff there would be an expectation that where there is a
redundancy at the school and a post which is suitable, i.e. the
same type of work, same conditions, is available, the school
would offer the post as a reasonable alternative.

The 2010 code of practice for handling staffing reductions in schools is available on the
Staffordshire Learning Net under HR Procedures and Policy.
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APPENDIX TWO — STATUTORY REDUNDANCY PAY TABLE

Statutory redundancy pay table

Service (Years)

Age| 2 | 3 |4 | 5|6 |7 ,8]9]|10(11|12|13]14]|15|16|1718]19 |20
17| 1

18 |1 |1%

19 |1 |1%| 2

20 |1 (1% | 2 |2%| -

21 |1 (1% 2 |[2%| 3 | -

22 |1 1% | 2 2% | 3 |3%]| -

23 |1%2| 2 (2% | 3 |3%| 4 4% -

24 | 2 2% | 3 |3% | 4 |4%| 5 |5%] -

25 2| 3 |3%] 4 |44 5 |5%| 6 |6%] -

26 |2 | 3 | 4 |4%| 5 |5%| 6 |6%| 7 |T%| -

27 |21 3 |4 |5 |5 6 |6%| 7 |7% 8 8% -

28 123 |4 |5 |6 |6%| 7 |78 |84 9 |9 -

29 |23 |14 | 5|6 |7 |7 8 8% 9 |9%]10 |10%] -

30|23 |4 | 5|6 |78 8% 9 |9%]10][10% 11 |11%| -

31 |23 |14 5|6 | 7]8]9 |9%)|10 |10%| 11 |11'%.| 12 |12% -

32 |23 |4 5|6 | 78] 9 ]10]|10%| 11 |11%| 12 |12%| 13 |13Y%| -
331234 |5 |6 |78 9 ]10)1111%| 12 |12'2]| 13 |13%2] 14 |14 -

34 213 |4 5|6 | 7189 ]10]11 |12 [12%| 13 |13%| 14 |14'2| 15 |15%,| -
351234 5|6 |78 9 ]10]11 |12 |13 |13%| 14 |14%| 15 |15%| 16 |16%
36 |23 |4 5|6 |7 [8]9 (1011 ]12]13]| 14 |14%| 15 |15%| 16 |16'%| 17
37 12134 5|6 |78 ]9 ]10[11|12|13|14 |15 |15%| 16 |16%| 17 |17%
381234 5|6 |7 [8]9]10]11]12][13|14 |15 |16 |16%| 17 |17%-| 18
3912|134 5|6 |78 9]10]11|12|13|14 15|16 |17 |17%| 18 |18%
40 12|13 |4 | 5|6 |7 ]8]9]10)11]1213|14|15|16 |17 |18 |18'] 19
41 1213 | 4| 5|6 | 7]18]9(10|11]12)13|14|15|16 17|18 |19 |19%
42 2% 3% |42 | 5% | 6% | 7% | 8Y2 | 9% |10%2|11%2|12Y%5|13Y2|14Y2|15%2|16Y2|17Y2|182|19Y2|20%
43 |34 5|6 |7 ]8]9]10]11 /121314 |15|16 1718|1920 |21
44 | 3 |4 | 5% | 6% | 7% | 8%2 | 9% |10%%|11%4|12%2|13%,|14%2|15Y5|16Y2|17Y2|18%4|19%2|20%:|21%
45 |3 |4%| 6 | 7 | 8] 910111213 |14 |15|16 |17 18|19 |20 |21 |22
46 | 3 |4% | 6 | 7% | 8Y2 | 9% |10%.|11Y2|12Y%2|13Y2|14%2|15Y2|16Y2|17%2|18Y2|19%2|20%2|21Y2|22Y
47 | 3 |4%| 6 |74 9 10111213 |14 |15]16 |17 1819|2021 |22 |23
48 | 3 |4 | 6 | 7% | 9 |10%|11Y%|12Y4|13%2|14%2|15%:|16%2|17Y2|18Y2|19Y%|20%4|21%2|22Y2|23%
49 | 3 4% | 6 |7%| 9 |10%| 12 |13 |14 15|16 |17 18|19 |20 |21 |22 |23 |24
50 | 3 [4%| 6 | 7% | 9 |10%| 12 |13Y2|14%2|15%.|16Y2|17%2|18%2|19Y2|20%2|21Y2|22%2|23%2|24Y>
51 | 3 4% | 6 |7% | 9 |10 12 |13%] 15 |16 |17 |18 19|20 |21 |22 |23 |24 |25
52 | 3 4% | 6 | 7% | 9 |10%| 12 |13%,| 15 |16%|17%2|18Y%2|19Y%|20%%|21Y%|22%2|23%2|24%2|25%
53 | 3 |4%| 6 | 7% | 9 [10%| 12 |13%| 15 |16%| 18 |19 |20 |21 |22 |23 |24 |25 | 26
54 | 3 |4%| 6 | 7% | 9 |10%| 12 |13%| 15 |16%| 18 |19%|20%2|21Y%|22Y2|23Y2|24%2|25Y2|26Y2
55 | 3 4% | 6 | 7% | 9 |10%| 12 |13%| 15 |16%| 18 |19%| 21 | 22 | 23 | 24 | 25 | 26 | 27
56 | 3 4% | 6 |[7% | 9 |10%| 12 |13',| 15 |16%| 18 [19%| 21 |22Y5|23Y2|24%2|25%2|26%2|27%
57 | 3 |4%| 6 | 7% | 9 [10%| 12 |13Y%| 15 |16%| 18 [19%| 21 |22%| 24 | 25 | 26 | 27 | 28
58 | 3 4% | 6 | 7% | 9 |10%| 12 |13%| 15 |16%| 18 |19%| 21 |22Y%| 24 |25Y%2|26%2|27%2|28Y>
59 | 3 4% | 6 | 7% | 9 |10%| 12 |13%| 15 |16%| 18 |19%| 21 |22%:| 24 |25%| 27 | 28 | 29
60 | 3 4% | 6 |7% | 9 |10%| 12 |13',| 15 |16%| 18 [19%| 21 |22Y%| 24 |25%| 27 |28%2|29%
61+ | 3 [4%| 6 | 7% | 9 [10%| 12 |13%| 15 |16%| 18 |19%;| 21 |22Y%| 24 |25Y%| 27 |28%2| 30
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APPENDIX THREE — COUNTY COUNCIL FUNDING OF REDUNDAN CY BENEFITS
TEACHING AND SUPPORT STAFF

N.B. The County Council reserves the right to reneg  otiate these provisions in the light of
its Standard Spending Assessment / finances.

1. Under local management, governing bodies have the power to determine, within statutory limits,
the benefits payable to employees whose employment is terminated on grounds of redundancy.
The County Council maintains a central fund to assist in meeting these payments and has
determined the following levels of benefits.

2. The following arrangements apply

a) TEACHING STAFF

i Where the teacher is aged under 55, and has no access to pension benefits, the
redundancy payment will be based on actual weekly salary (i.e. no cap at £380),

plus

Where the teacher is a member of the Teachers’ Pension Scheme, the County Council will
exercise its discretionary powers to pay a Compensation Lump Sum (CLS) of twice the
amount of the redundancy payment - subject to a maximum of 70 weeks’ pay (when
aggregated with the redundancy payment)

i.  Where the teacher is aged 55 and over , and entitled to pension benefits (in accordance
with the Teachers Pensions Regulations), added years up to a maximum of three years will
be granted for all cases of redundancy irrespective of the reason why redundancy has
occurred;

and

the redundancy payment will be capped at £380 per w  eek (except where actual week
salary is less than £380).

Note 1: Where a teacher is aged 55 and over and does not access pension benefits, the
redundancy payment will be based on actual salary up to £380 per week only, i.e. actual
weekly salary in excess of £380 will not be payable

Note 2: Where a teacher is aged 55 and over the regulations provide a 40 year service limit for
the purposes of this calculation (i.e. actual service years plus added years cannot exceed
40).

Note 3: No Compensation Lump Sum will be payable for teaching staff aged over 55.
Discretionary powers allow the County Council either to grant added years or to compensate
teachers with a severance payment (Compensation Lump Sum). There is no requirement to
pay both added years and Compensation Lump Sum. Where the discretionary powers are
used to grant added years, the County Council will not pay a Compensation Lump Sum.
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APPENDIX 3, PAGE TWO
b) SUPPORT STAFF
Where an employee has entitlement to a statutory redundancy payment:

i. The County Council will exercise its discretion to base the redundancy payment on the
employee’s contractual pay rather than the statutory limit.

ii. Where the employee is a member of the Local Government Pension Scheme, pension benefits
will be based on reckonable pension service for those aged 55 (subject to criteria contained within
new LGPS Pension Regulations) and the County Council will also award:

1. lump sum compensation of twice the amount of the redundancy payment subject to a
maximum of 70 weeks pay (when aggregated with the redundancy payment);

OR

2. a period of augmented service within the LGPS (calculated in accordance with factors
supplied by the Fund Actuary) that can be purchased by an amount of the value of the lump
sum compensation that would otherwise be payable, subject to .the service limits defined in
the LGPS.

[Note: In accordance with the provisions of the LGPS, the County Council does not grants added
years].

General Notes:

Employees who require an estimate of redundancy benefits should inform their head teacher who
will arrange for the estimate to be provided in accordance with the procedure at Appendix 2

Note: Should the total of any compensation lump sum and redundancy payment exceed £30,000,
the excess is subject to deduction of income tax.

Multiple posts — it is possible for an employee to be made redundant in one of a number of posts
held within the school or authority. In such cases, redundancy payments are limited to the
redundant post only and are calculated in accordance with continuous service in that post. With
regard to teachers seeking to take premature retirement, the pension scheme stipulates that all
employments must cease before benefits can be paid.

An employee is ineligible for a redundancy payment if, before the end of his or her employment,
he/she receives an offer of a suitable comparable job with any employer listed in the Modification
Order to start immediately or within four weeks of the end of the previous employment. Further
information regarding the Modification Order can be viewed at
WWW.0pPSi.gov.uk/si/si2003/20031964.htm. The HR Unit or the Pensions Services Section can
also offer further advice on this matter.
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APPENDIX FOUR - “BUMPED REDUNDANCY” SCHEME

1. The package of measures to assist displaced employees includes a scheme under which
employees not facing redundancy themselves (and who otherwise meet the eligibility criteria for
early retirement) may take early retirement, provided they are replaced by employees who are
displaced from elsewhere and are registered on the County Council's redeployment list. This is
commonly known as the 'bumped redundancy' scheme.

2. The scheme is available to all employees, other than head teachers and deputy head teachers,
under the agreed Code of Practice. If you wish to apply under this scheme, you should inform
your head teacher, who in turn should notify the County Council’s HR Unit within the Directorate
for Children, Young People and Families (DCYPF).

3. Notification requirements comprise:
a) a written application from the employee;

b) confirmation that the Governing Body is willing, in principle, to accept a displaced
employee as a replacement from another school within the DCYPF (schools will have the
opportunity to satisfy themselves that any potential replacement meets the needs of the
post);

C) an outline of the type of employee the school would be seeking.

4. The level of redundancy benefits that the County Council will fund in '‘bumped redundancy’
cases is the same as is available to employees volunteering or selected for redundancy at their
own school. This does not prevent anyone from later volunteering for redundancy at their own
school if that school is facing reductions. For all, any level of benefits above that which the
County Council will fund will normally be charged to the school's budget share and it is anticipated
that a Governing Body will only agree to this in exceptional cases.

5. Applications should be submitted in good time to allow for maximum opportunities to find
suitable matches.

Part-time employees

6. It is possible in approved cases for part-time employees facing displacement to move into
equivalent part-time posts or, exceptionally, posts involving a greater number of working hours per
week. If such cases arise, the HR Unit of the DCYPF should be consulted immediately.

Support Staff
7. These arrangements may also apply to support staff where a suitable “match” can be identified.
Notifications should be sent to:

HR Unit (Schools Consultancy Team), Directorate for Children, Young People and Families,
Wedgwood Building, Tipping Street, Stafford, ST16 2DH

Fax: 01785 278859
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APPENDIX FIVE — REDEPLOYMENT OF TEACHERS

Alternative Employment Statement — Teaching Staff

This statement is designed to help the County Council find alternative work for teachers whose
posts may become redundant. Please read the form carefully before completing it.

Section A

Full name:
Home address:

Tel. no.:
Mobile no:
Email address:
Present place of work:
Full/Part-time (delete as applicable)

if part-time state proportion (e.g. 0.8 etc)

Date of appointment to present post:
pay scale: .~
Allowances: (please circle) Special Needs 1 2
TLR 1(E ... ) 2(E. )
Are you personally protected on a higher salary as a result of redeployment, rationalisation/
re-organisation or school review? (please tick)
Yes No Not Known
Main professional qualification:

Additional qualification(s):

Subjects taught at present:

Subjects qualified to teach if different from above:

Reduction of teaching post as notified (e.g. 0.6 — 0.3, FT — Nil etc)

Professional ASSOCIAtION (I @Y ).
| agree to my Professional Association being made aware that | have been displaced from my
present post (please tick)

Yes No

Section B

1. For what type of teaching posts would you wish to be considered? (please tick)
(Specify age range of pupils and, where applicable, subjects)

5-7 7-11 11-18
5-11 9-13 13-18
5-9 11-16 Other
SUD OO S,
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2. Would you be interested in full-time teaching only? (please tick)
Yes No

If you would be interested in part-time teaching what would be the maximum and minimum hours
per week that you would prefer?
Hours minimum: Hours maximum:

Section C

1. Would you wish to be considered for any type of non-teaching employment with the County
Council? (please tick)
Yes No

2. If yes:
(a) Please specify the type(s) of work, i.e. job title/ responsibilities

(b) What total number of hours per week would you be prepared to work?
Hours minimum: Hours maximum:

(c) Would you be prepared to work weekends on a regular basis? (please tick)
Yes No

(d) Would you be prepared to undertake a working year longer than that of a teacher? (please
tick)
Yes No

Section D

Please indicate by ticking the appropriate box the maximum distance that you would be prepared
to consider travelling to alternative employment (please tick):

Up to 5 miles from home Up to 20 miles
Up to 10 miles No limit

In answering this question, you should assume that transport to work would not be provided by the
County Council. It must also be pointed out that, in certain circumstances, alternative employment
might only be available at some distance from your present home address and that in this event it
might be necessary for you to consider moving home or undertaking considerable daily travel in
order to maintain continuity of employment. The greater flexibility you can indicate in answer to
this question, the more likely it will be that the County Council might be able to relocate you.

You may wish to append any further comments which you think important and which are not
covered by Sections A-D above.

Signature: Date:

This statement is issued in accordance with the cur rent Code of Practice on Handling
Staffing Reductions in Schools. The details contai ned in it are to be used in a computer
based system which has been registered under Data P rotection legislation.

Send the completed statement to: HR Unit (Schools C  onsultancy Team), Directorate for
Children, Young people and Families, Staffordshire County Council, Tipping Street,
Stafford, ST16 2DH.
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APPENDIX SIX — REDEPLOYMENT OF SUPPORT STAFF

Alternative Employment Statement — Support Staff

This statement is designed to help the County Council find alternative work for support staff whose
posts may become redundant. Please read the form carefully before completing it.

Section A

Full name:
Home address:

Tel. no.:
Mobile no.
Email address:
Present place of work:
Present post:

Full/Part-time (delete as applicable)
(if part-time state hours per week)

Start of continuous Local Authority service:
Are you personally protected on a higher salary than above as a result of previous redeployment

or rationalisation/reorganisation? (please tick)
Yes No Not Known

Are you interested in full or part-time work? (please tick)
Full-time Part-time

If part-time, maximum number of hours per week and minimum number of hours per week:
Hours maximum: Hours minimum:
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Would you be prepared to work unsocial hours, shifts or weekends on a regular basis? (please
tick)
Yes No

Would you be willing to undergo retraining? (please tick)
Yes No

Please indicate by ticking the appropriate box the maximum distance that you would be prepared
to consider travelling to alternative employment (please tick):

Up to 5 miles from home Up to 20 miles
Up to 10 miles No limit

In answering this question, you should assume that transport to work would not be provided by the
County Council. It must also be pointed out that, in certain circumstances, alternative employment
might only be available at some distance from your present home address and that in this event it
might be necessary for you to consider moving home or undertaking considerable daily travel in
order to maintain continuity of employment. The greater flexibility you can indicate in answer to
this question, the more likely it will be that the County Council might be able to relocate you.

Section C

This section should be used to add any further comments which you think important and which are
not covered by the above. You may wish to include a note on any qualifications you have or work
experience outside the post you hold at present.

Section D

| am/am not* a member of a Trade Union.
(*delete as applicable)

My Trade Unionis .~ and | agree that if they are not already aware of it,
they should be made aware of my possible displacement from my present post.

Signature: Date:

This statement is issued in accordance with the cur rent Code of Practice on Handling
Staffing Reductions in Schools. The details contai ned in it are to be used in a computer
based system which has been registered under Data P rotection legislation.

Send the completed statement to: HR Unit (Schools C  onsultancy Team), Directorate for
Children, Young People and Families, Staffordshire County Council, Tipping Street,
Stafford, ST16 2DH.
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