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Better Organisations-Stronger Communities
Below is a sample redundancy policy that can be adopted by a community or voluntary organisation. It allows for a fair selection process to be developed and covers the main aspects of the relevant legislation. Before embarking on redundancies, it is important to consult with legal advice.
SAMPLE REDUNDANCY POLICY 

A genuine redundancy situation exists where;

· The organisation closes down .

· Part of the organisation closes down. 

· The requirement for particular work reduces or disappears.

· A situation arises from the ending of grants or because of reduced funds.
In the event of a redundancy situation arising, the company is not bound by a ‘last in-first out’ policy.

The redundancy situation will be treated in line with the organisational and funding requirements of the organisation. 

The selection for redundancy will be carried out in a fair manner using selection criteria in order to maintain key skills, experience and knowledge as part of the strategic choices necessary to maintain the viability of the organisation.

Where a collective redundancy situation exists (as defined by the relevant legislation), the company will enter into consultation with employee representatives to explain the selection criteria and also to investigate the possibility of avoiding or reducing the number of redundancies. Redundancy policy will be part of the organisation staffing handbook  which will be made available to all staff members on taking up employment.

All employees will receive a notice of redundancy
 at least one month before the date of termination of contract. Before this date, employees will receive a calculation of a statutory lump sum to which they are entitled.

Notice of redundancy will correspond to the ‘obligatory period of notice’. This means either the statutory minimum notice (at least two weeks and depending on service up to eight weeks. For service of between 2 & 5 years – 2 weeks notice, 5 & 10 years – 4 weeks notice, 10 & 15 years – 6 weeks notice, over 15 years – 8 weeks notice.) or the period of notice specified in the contract of employment, whichever is the longer. 

On the date of termination of employment due to redundancy, the employee(s) will receive a P45, a redundancy certificate (RP50) which they will be required to sign (part B) before receiving the lump sum payment to which they are entitled. Employees with less the two years service are not entitled to a statutory redundancy payment but will be paid all monies owed to them including any outstanding salary, annual leave, notice period, pension rebate (if applicable) and public holiday entitlements. 










� The official form for use in redundancy situations is the RP50. (available from � HYPERLINK "http://www.entemp.ie/forms/formrp50.pdf" ��http://www.entemp.ie/forms/formrp50.pdf�). Part A of this form needs to be completed when you wish to notify an employee of your intention to terminate their employment for reasons as stated in the Redundancy Payments Acts.
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