
 

 

 

 

 


  



  



 

 

 

 

 

 
 

 

 

 



 

 

 

 

 

 

 

 

 

 

 



 

 

 

 

 

 

 

 
 

 

 

 

 

 
 





12 Responsibility for redundancy and severance costs 
This Section sets out Haringey Council’s approach to funding part or all of the costs arising from 

maintained school Governing Body decisions relating to teaching and support staff redundancies, 

dismissals on the ground of efficiency resulting in staffing reductions and severance agreements on the 

grounds of redundancy or efficiency resulting in staffing reductions. 

 

The information set out in the following paragraphs must be read in conjunction with the Council’s 

School Restructure Scrutiny Panel process. 

 

Under the Education Act 2002 the Local Authority has to decide whether the costs of redundancy 

dismissal on the grounds of efficiency and severance on the grounds of redundancy or of efficiency   

should be deducted from the school’s budget share.  This Section sets out a clear process for schools and 

the Local Authority to follow in order to support consistency and fairness. 

 

This Section is intended to support existing HR policies. It does not replace or supersede any of the 

processes set out in these policies. It should be noted that the timescales and processes set out within this 

Section are purely for the purpose of decision making on the funding of any possible decisions on 

redundancies, dismissals on the grounds of efficiency resulting in staffing reductions and severance on 

the grounds of redundancy or efficiency resulting in staffing reductions, for teaching staff and support 

staff. 

 

Decision making process 

 

Schools considering reducing their staffing complement through redundancies, or through dismissal on 

the grounds of efficiency, or by   entering into severance agreements on the grounds of redundancy or 

efficiency, should consult with their HR provider in the first instance.  A “severance agreement” is an 

agreement under which the employee agrees that their employment will end and in which a sum of money 

is payable by the employer in consideration for that agreement.   

 

With the support of their HR provider, the school is required to provide a written outline business case 

to the Local Authority setting out the possible need to reduce their staffing complement and the reasons 

for that possible reduction should there be a risk that the Local Authority will be all or partly funding 

any termination costs. As part of this outline business case, alternatives to dismissal should be fully 

explored. If these are discounted, then the reasons for this should be made very clear. 

 

Decisions on whether or not to make funding available in principle and based on the outline business 

case will be made by the Assistant Director for Schools and Learning following consultation with the 

finance, legal and HR colleagues as appropriate. 

 

The Local Authority will respond to the outline business case in writing within ten working days, setting 

out its position on funding or requesting a modification if required before a decision can be reached. 

 

If the Local Authority accepts in principle the risk of potential costs resulting from the outline business 

case put forward by the Governing Body then the school should begin to formally work through the 

relevant procedures relating to redundancy, dismissal on the grounds of efficiency and severance 

agreements on the grounds of redundancy or efficiency in conjunction with their HR provider and in 

accordance with relevant statutory requirements. 

 

If the Local Authority does not accept the outline business case put forward by the Governing Body, or 

requests modification which the Governing Body rejects, then the Head teacher or the Governing Body 

will have a period of ten working days in which it may appeal the decision to the Assistant Director(s) 

for Schools and Learning. 

 

Where the Local Authority decision is not to fund a proposed reduction, following either the original 

Governing Body request or any subsequent appeal, the Head teacher and Governing Body has the option 

to continue with their proposals and meet any funding requirement from their delegated budget. 

 

Where the Local Authority decision is in principle to fund in part or in full, the school will submit a 

further detailed schedule of proposed costs relating to the individuals affected once the process of 



consultation and school decision making has been completed with all reasonable efforts to secure 

redeployment for those affected having been made. 

 

The schedule of costs will then be considered by the Assistant Director(s) for Schools & Learning to 

determine if the proposed level of payment was in line with the Council’s policy. Payments above those 

set out in the Council’s Restructure Policy1 will not be approved. The Governing Body would have the 

option to fund the difference from the school delegated budget 

 

The Local Authority will then notify the school within ten working days of receiving the schedule of 

proposed costs that it is in agreement, unless it has good grounds for not agreeing.   

 

The school will progress the completion of the HR procedure, in conjunction with their HR provider, to 

a final decision to terminate employment/ determination to cease to work at the school and/or the school 

will finalise the severance agreement. The school or their HR provider will notify the Local Authority 

within ten working days of the decision and the date on which the decision will take effect and /or of the 

severance agreement 

 

The school should make any payment through their payroll provider and then reclaim the actual costs. 

This should be done through the Assistant Director of Schools & Learning.   

 

On receipt of final confirmation of the determination to cease to work at the school/ decision to terminate 

employment/ severance agreement.  the Assistant Director will arrange for the payment to the school. 

 

The Assistant Director of Schools & Learning will arrange for the recovery of any agreed portion of any 

payment from the school’s delegated budget if appropriate. 

 

Redundancy/ Dismissal on the grounds of efficiency   

 

The primary legislation for the issues addressed by this policy is set out in Section 37 of the Education 

Act 2002 which makes clear that decision making responsibilities concerning whether any payment 

should be made by the Local Authority in respect of the dismissal of, of teaching and support staff in 

schools, and concerning the amount of any such payment, lie with the Governing Body. 

 

Consequently, the Local Authority role in the consideration of any matter of possible staff redundancy/ 

dismissal on the ground of efficiency would be only be in making decisions about whether the cost of 

redundancy/ dismissal on the ground of efficiency should be met from the school’s budget share.  

In this Section “dismissal” includes the non-renewal of a fixed term contract.  

 

Section 37 of the Act makes it clear that the costs incurred in respect of securing the dismissal of staff 

by reason of redundancy / efficiency, shall not come from the school’s delegated budget unless the Local 

Authority has good reason for deducting all or part of the costs from the school’s budget share.  ‘Good 

reason’ is not defined but a good reason might be that the Local Authority: 

 

 Believes the proposed redundancy was unnecessary;  

 Considers insufficient efforts to secure redeployment were made;  

 Considers the payments are too high; or 

 Considers the school holds a surplus revenue balance which could reasonably be used to fund 

the additional costs. 

 

In considering any proposal which might require the Local Authority to fund redundancy payments the 

following criteria will be applied to a school’s outline business case by the Local Authority in reaching 

a decision: 

 

k) Is there a clear and detailed rationale for the proposed staffing reduction? 

l) Is the proposed reduction in staffing based on an accurate assessment of the school’s current 

financial position? 

m) Is the proposed reduction in staffing based on a reasonable and accurate prediction of the 

school’s future financial position? 

                                                           



n) Is the proposed reduction in staffing necessary to either set a balanced budget or meet the 

conditions of a licensed deficit? 

o) Does the proposed reduction in staffing arise from a deficit caused by factors within the school’s 

control? 

p) Does the school have excess surplus balances and no agreed plan to use these? 

q) Has the school provided sufficient advance warning (a minimum of four weeks) of any possible 

redundancy to the Local Authority? 

r) Has the school carried out a thorough investigation of ways to avoid any redundancy? 

s) Does the school have a clear plan in place to try and avoid any redundancy/ through re-

deployment of staff affected, including possible redeployment to other schools within the Local 

Authority pending the relevant a recruitment process of that school? 

t) Does the school have an agreed procedure and policy in place, which will be followed to make 

any reduction to staffing? 

 

Where the criteria set out above are met, the Local Authority will normally agree in principle to fund the 

redundancy lump sum compensation payments, including any enhancement in line with Haringey 

Council ’s policy for redundancy payments, The Local Authority will normally not meet any liability of 

the employer to make payment to Haringey Council’s Pension Fund   in respect of a support staff member 

aged between 55 and their normal pension age  at the date of termination, or to make payment to the  

Teachers’ Pension Fund in respect of a teacher aged between 55 and their normal pension age  at the date 

of termination . 

 

In considering any proposal which might require the Local Authority to fund the costs of a dismissal on 

the grounds of efficiency, the following criteria will be applied to a school’s outline business case by the 

Local Authority in reaching a decision: 

 

a) Has the school set out a compelling and consistent case which establishes the need to make the 

proposed dismissal on the grounds of efficiency? 

b) Has the school clearly demonstrated the efficiencies which will be delivered from the proposed 

dismissal? 

c) Is the proposed dismissal on efficiency grounds linked to the need to secure educational 

standards? 

d) Has the school provided sufficient advance warning (a minimum of four weeks) of any possible 

dismissal on the grounds of efficiency to the Local Authority? 

e) Has the school carried out a thorough investigation of ways to avoid the dismissal? 

f) Does the school have a clear plan in place to try and avoid the dismissal through re-deployment 

of the staff member affected, including possible redeployment to other schools within the Local 

Authority? 

g) Does the school have an agreed procedure and policy in place, which will be followed to make 

the dismissal? 

 

Where the criteria set out above are met, the Local 

Authority will normally agree in principle to fund the costs of the dismissal. However, the Local 

Authority will normally not meet any liability of the employer to make payment to Haringey Council’s 

Pension Fund   in respect of a support staff member aged between 55 and their normal pension age at the 

date of termination or to make payment to the Teachers’ Pension Fund in respect of a teacher aged 

between 55 and their normal pension age at the date of termination. 

 

Severance 

 

The primary legislation for the issues addressed by this policy is set out in Section 37 of the Education 

Act 2002 which makes it clear that decision making responsibilities concerning whether the Local 

Authority will make any payment for the purpose of securing the resignation of teaching and support 

staff, and concerning the amount of any such payment lies with the Governing Body. 

 

Consequently, the Local Authority role in the consideration of any matter of possible resignations on the 

grounds of redundancy or efficiency would be only be in making decisions about whether the cost of 

securing the resignation should be met from the school’s budget share.  

 

 



Section 37 of the Act makes it clear that the costs incurred in respect of securing the resignation of staff 

through severance agreements on the grounds of redundancy or efficiency, shall not come from the 

school’s delegated budget unless the Local Authority has good reason for deducting all or part of the 

costs from the school’s budget share.  

 

 

In considering any proposal which might require the Local Authority to fund the costs of a severance 

agreement on the grounds of redundancy or efficiency, the following criteria will be applied to a school’s 

outline business case by the Local Authority in reaching a decision: 

 

a) Has the school set out a compelling and consistent case which establishes the need to enter into 

the severance agreement on the grounds of redundancy or efficiency? 

b) Has the school clearly demonstrated the efficiencies which will be delivered from the proposed 

severance agreement? 

c) Is the proposed severance agreement on redundancy or efficiency grounds linked to the need to 

secure educational standards? 

d) Has the school provided sufficient advance warning (minimum of four weeks) of any possible 

severance agreement on the grounds of redundancy or efficiency to the Local Authority? 

 

Where the criteria set out above are met, the Local Authority may agree in principle to fund any lump 

sum payment to a member of staff to secure their resignation on the grounds of redundancy or efficiency. 

 

Having agreed in principle to fund the costs of securing a resignation on the grounds of redundancy or 

efficiency by accepting the outline business case put forward by a school, the Local Authority will then 

consider the schedule of proposed costs for any severance agreement for every individual affected. At 

this stage the Local Authority will only reverse its earlier decision to agree in principle if it has good 

grounds for doing so. The definition of ‘good grounds’ will be where the severance agreement payment 

costs are unreasonably large 

 

Therefore, the Local Authority will normally fund the cost of a lump sum payment to a member of staff 

to secure their resignation on the grounds of efficiency, provided this does not exceed what would be 

reasonable, from a reserve drawn from the schools budget as agreed with the Schools Forum. 

However, the Local Authority will normally not meet any liability of the employer to make payment to 

Haringey Council’s Pension Fund   in respect of a support staff member aged between 55 and their 

normal pension age at the date of termination or to make payment to the Teachers’ Pension Fund in 

respect of a teacher aged between 55 and their normal pension age at the date of termination. 

 


