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Appendix 5 

Security of Employment of Staff on Fixed Funding 

1. Introduction 

1.1. In research orientated universities there are broadly three types of situations in which redundancies of 
staff can arise.  First is the infrequent situation where University Council makes a decision under the 
Statute that it is desirable to reduce an academic area, close down or restructure one of the university 
functions.  This would result in a group or range of staff being made redundant and can be termed 
collective redundancy. 

1.2. Second is the form of redundancy arising from the employer’s decision to terminate following the 
failure or cessation of an external source of funding, where redeployment is not possible.  This 
prompts an individual redundancy of the person employed on the funding source and has in the past 
been managed through the use of fixed term contracts.  There is also a third type of redundancy 
which is the termination of a specific task, event or opportunity such as cover for maternity or for a 
colleague’s secondment. 

1.3. The proposals in this paper reflect the following assumptions: 

1.3.1. that the University wishes to be seen to be proactive and fair in resolving the issue of how to 
deal with the end of a period of fixed term funding (EFF),  

1.3.2. that some contract terminations resulting from EFF or from the end of a task or cover will 
however be unavoidable, and 

1.3.3. that it is agreed that managing these situations through a standing Statute Redundancy 
Committee is not desirable. 

1.4. The proposals in this paper are intended to provide a basis on which the regular termination of 
contracts resulting from EFF can be regulated and managed without having a Statute Redundancy 
Committee in permanent session.   

2. Introduction 

2.1. There are really only two options available in relation to managing the termination of contracts.  The 
first is to do what has up until now been avoided which is to apply the Statute dealing with 
redundancies among academic and related staff to all such terminations.  This would mean that in 
order to comply with the Fixed Term Workers Regulations fixed term contract terminations would have 
to be dealt with by the appointment of a Statute Redundancy Committee. 

2.2. The second is to move away from the Statute leaving it as a contingency arrangement for decisions of 
Council relating to collective redundancy and devise a new procedure which attempts to maintain 
security of employment for all staff outside of such contingencies.  Such a procedure would require 
that the use of fixed term contacts in relation to research funding in particular would have to cease.  
All staff would be appointed on permanent contracts except those which are for specific time limited 
tasks or cover arrangements for absent colleagues or related to the trialling of new roles for example. 

3. The Proposal for Negotiation 

3.1. This proposal does not require changes to the Redundancy Statute for the purposes of collective or 
group redundancies decided upon by Council.  Whether a new Statute will be needed or whether the 
proposal below could be contained in Ordinances will have to be considered following agreement with 
respect to these proposals.   
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3.2.  This proposal is to be applied to those individual redundancy situations arising from external funding 
failure (EFF ) or the termination of a time limited contract linked to a task or cover arrangements.  In 
the event however of Council making decisions under Statute relating to collective redundancy this 
proposal may still be relevant in that it provides a modus operandi for dealing with redundancy by way 
of limiting its effect on members of staff. 

3.3. The university will move to place all contracts on a permanent basis except where there are genuine 
objective reasons for not doing so.  The circumstances in which non-permanent time limited contracts 
will normally be offered are as follows: 

3.3.1. Where a member of staff cannot continue in post for a limited period because they have 
been granted secondment or leave of absence statutory or otherwise or; 

3.3.2. Where the duties of the post are for a period linked to a specific task or set of tasks or related 
to unpredictable circumstances (such as long term sickness absence) but not to funding. 

Such contracts would not normally be extended beyond five years. 

3.4. All contracts will state the funding source supporting the work and whether it is university core 
funding, external funding or a combination of these.  Whilst dates will not be included in the contract 
they will be brought to the attention of the post holder. 

3.5. Security of Employment Procedures, which include the legislative requirements in relation to 
redundancy, will be agreed with the unions to restrict the number of terminations arising from external 
funding failure. 

4. Security of Employment Procedure  

4.1. These procedures describe how the termination of contracts of employment with the University of 
Leeds will be dealt with.  The title of SEP is proposed rather than redundancy procedure as this more 
accurately reflects the university’s intentions in relation to those contracts which because they are 
funded from external sources or are for time limited activities are more likely to terminate from time to 
time.  The University’s intentions are to improve the security of employment of these groups of staff by 
adopting procedures which manage their retention more systematically whilst recognising the 
constraints which result from the funding regimes which currently operate. 

4.2. All terminations of contract whether permanent or limited term will be subject to the SEP. 

4.3. There are two major prerequisites to an effective SEP.  These are first a review group in which the 
relevant trade unions are involved, such that the legal requirement of redundancy consultation can be 
met.  Second is a redeployment procedure such that the legal requirements of seeking alternative 
work can be met.  After these have been established a third part of this proposal is that a procedure 
for dealing with terminations can be set in place. 

4.4. The Employment Security Review Group (ESRG) will be established, which will comprise a 
representative of each recognised campus union, two senior members of the University and two 
members of the HR department.  The University will service the group by providing agendas and 
minutes and arranging meeting dates in advance and appropriate time off from normal duties for the 
TU members will be incorporated in the unions’ facilities agreements (an alternative arrangement 
could be to have ESRGs based on bargaining groups or grades.  Whilst this could require more time 
and administrative resources it would reflect the fact that most terminations will be occurring in the 
UCU bargaining area.  In this case more than one union representative would be required to attend 
the ESRG.  The essential point however is that it should meet sufficiently often to meet the employer’s 
legal duties regarding consultation.) 
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4.5. The ESRG will: 

4.5.1. meet monthly on pre-arranged dates,  

4.5.2. be provided with information on all potential contract terminations 6 months in advance 
arising from external funding failure (EFF) and limited term contracts, 

4.5.3. be the relevant body for consultation with the trade union in relation to the legal requirement 
for consultation in relation to redundancy, 

4.5.4. be advised of the actions to be taken in each case to seek to secure the employment of the 
individual affected, 

4.5.5. consider and discuss those proposed actions and make agreed recommendations, 

4.5.6. be advised of circumstances where securing employment has not been successful or where 
there have been objections and of further actions to be taken, and 

4.5.7. make any further agreed recommendations. 

Involvement in the ESRG will not remove a trade union’s right to represent its members. 

5. Redeployment Procedures 

5.1. One of the major functions of the ESRG will be to review the attempts to redeploy those whose 
contracts may be terminating.  Having an effective and proactive redeployment procedure is an 
essential element of the SEP.   

5.2. To achieve such a forward looking redeployment and alternative work strategy a dedicated 
redeployment service within the HR department will be established with the following functions: 

5.2.1. reviewing all potential terminations, 

5.2.2. being notified of all vacancies, 

5.2.3. liaising with other institutions about vacancies, 

5.2.4. matching terminations to vacancies, 

5.2.5. advising the parties concerned where a suitable alternative employment is found, 

5.2.6. facilitating the use of available funds to bridge gaps between contracts, 

5.2.7. advising the ESRG, and 

5.2.8. encouraging agreement to the redeployment from the parties. 

6. Procedure for Dealing with Potential Terminations 

The following procedure shall apply to all contract terminations: 

6.1. Six months in advance of possible termination of a contract due to EFF or end of a limited term the 
member of staff concerned and the ESRG will be notified. 
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6.2. At the same time the redeployment service would be notified and would make subsequent reports to 
each meeting of the ESRG on progress in each case and measures taken to resolve any 
disagreements. 

6.3. Individual representations by unions on behalf of their members could be made at the ESRG or 
directly to HR if confidence and privacy is desired. 

6.4. Failure to secure the employment of a member of staff by the above will result in a redundancy 
payment being made.  The University would like to discuss further with the trade unions the issue of 
redundancy terms..   

6.5. Following consideration by the ESRG, if the employee concerned cannot be redeployed and does not 
wish to accept a redundancy payment, the issue will be referred to a redundancy panel, where there 
is more than one termination in the same area of employment. 

6.6. The panel will consist of three people, a Chair and one member (both representing Council) and 
another member representing the Senate, the panel will be serviced by the HR department. 

6.7. Where the pool for redundancy is more than one the redundancy panel in consultation with the 
relevant union(s) will draw up selection criteria where necessary and select.  It will be serviced by the 
HR department and will be able to take advice as it deems appropriate.  The panel will: 

6.7.1. determine in consultation with the relevant trade unions which members of staff are 
potentially affected by the redundancy proposal, 

6.7.2. determine which members of staff fall into the redundancy pool having regard to other jobs 
which are similar or interchangeable, whether inclusion in the pool is consistent with the 
person’s previous position and whether the pool has been agreed with the recognised trade 
union, 

6.7.3. determine whether a selection process is necessary, 

6.7.4. draw up transparent selection criteria in consultation with the trade union,  

6.7.5. notify those members of staff who have been provisionally selected for redundancy, and 

6.7.6. undertake individual consultations with the members of staff selected for redundancy. 

6.8. Those selected for redundancy whether in a pool of one or more will have the right of appeal. 

6.9. Throughout this process the member of staff will have a right of representation by a trade union or 
colleague but not a legal representative. 

6.10. Council will be notified of the outcome of the redundancy panel and appeal body deliberations. 

6.11. This procedure will be reviewed after one year of operation to ascertain its effectiveness. 


