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REDUNDANCY & RESTRUCTURING
Redundancy Selection Criteria Framework
Redundancy Selection Criteria Framework
A fair, objective and transparent approach to redundancy selection
	 ORGANISATION
	[Organisation Name]

	 POLICY VERSION
	Version 1.0

	 DATE ADOPTED
	[Date]

	 REVIEW DATE
	[Annually or following any redundancy exercise]

	 POLICY OWNER
	HR / Senior Management

	 SCOPE 
	All employees within a proposed redundancy pool



This framework must be used consistently and objectively for all employees within the same selection pool. Criteria must not be discriminatory and must be applied without reference to any protected characteristic. All scoring must be documented with clear rationale and verified by a second assessor before being shared with employees.
SECTION 01
Purpose

This framework sets out the process and criteria by which employees will be selected for redundancy where it is not possible to make all roles within a pool redundant, or where selection is required from a defined group of employees. The framework is designed to ensure that selection is fair, objective, consistent and free from discrimination. This framework should be read alongside the organisation's Redundancy Policy and Procedure. It does not replace the requirement for a meaningful individual and/or collective consultation process.
SECTION 02
Scope

This framework applies to all employees within a defined redundancy selection pool. The pool will be defined at the outset of the redundancy process and will be communicated to all employees within it.


SECTION 03
Principles

-  Selection criteria must be objective, measurable and capable of independent verification
-  Criteria must not directly or indirectly discriminate against any employee on the basis of a protected characteristic (age, disability, gender reassignment, marriage and civil partnership, pregnancy and maternity, race, religion or belief, sex, sexual orientation)
-  The same criteria must be applied consistently to all employees within the same pool
-  All scoring must be evidenced and documented with a clear rationale
-  Scores must be verified by a second assessor (e.g. HR or a second manager) before being shared
-  Employees must be given the opportunity to see and challenge their individual scores during consultation
SECTION 04
Criteria to Avoid

The following criteria examples should NOT be used as they carry a higher risk of discrimination:
-  Last in, first out (LIFO) - disproportionate impact on younger workers
-  Part-time status - disproportionate impact on women
-  Pregnancy or maternity leave status - direct sex discrimination
-  Trade union membership or activity
-  Salary level alone - can indirectly discriminate on grounds of age
-  Subjective assessments without documented evidence
SECTION 05
Recommended Selection Criteria

The criteria below are recommended as objective, fair and legally defensible. Organisations should select the criteria most relevant to the business need and adjust weightings accordingly. The total available score should be clearly defined before scoring commences.
▪ Skills, Qualifications and Experience
Assessment of the skills, qualifications and experience required to fulfil the role(s) that will remain following the restructure. This criterion should be clearly defined against the requirements of the remaining role(s).
▪ Scoring guidance:
-  0 - Does not meet the skills/experience requirements of the remaining role(s)
-  1-2 - Partially meets requirements with significant gaps
-  3 - Meets most requirements with some development needed
-  4 - Meets all requirements of the role
-  5 - Exceeds requirements; brings additional value beyond the role
▪ Performance Record
Assessment based on the employee's documented performance record, including appraisal ratings, performance reviews, achievement of objectives and any performance improvement activity. Assessors must rely on documented evidence only.


▪ Scoring guidance:
-  0 - Significant and documented performance concerns; active PIP or formal process
-  1-2 - Below expected standard with documented evidence
-  3 - Meets expected standard consistently
-  4 - Exceeds standard in most areas; strong documented record
-  5 - Consistently outstanding documented performance
▪ Attendance Record
Assessment based on the employee's attendance record over the previous 12 months (excluding any absence related to pregnancy, maternity, disability or a condition linked to a protected characteristic, which must be disregarded). Absences due to disability-related reasons must not be scored negatively.
▪ Scoring guidance:
-  0 - Persistent attendance concerns; formal absence management process active
-  1-2 - Below average attendance; multiple absences within the period
-  3 - Average attendance; occasional absences within normal range
-  4 - Good attendance; minimal absences
-  5 - Excellent attendance; no or negligible absence in the period
▪ Disciplinary Record
Assessment based on live, current disciplinary warnings only. Spent warnings must not be taken into account. An employee with no current disciplinary record should receive the maximum score for this criterion.
▪ Scoring guidance:
-  0 - Final written warning currently live on file
-  2 - Written warning currently live on file
-  4 - Informal or verbal warning on file
-  5 - No current disciplinary record
▪ Business-Critical Flexibility and Adaptability
This criterion should only be used where demonstrably relevant to the future role requirements.
Assessment of the employee's ability and willingness to adapt to the requirements of the restructured organisation, including flexibility in working patterns, location, role requirements or ways of working. This must be assessed objectively against documented evidence and must not disadvantage those with caring responsibilities or disabilities.
▪ Scoring guidance:
-  0 - Unable or unwilling to meet the flexibility requirements of the role going forward
-  1-2 - Limited flexibility; significant constraints evidenced
-  3 - Reasonable flexibility demonstrated
-  4 - Good flexibility; willing and able to adapt to most requirements
-  5 - Highly flexible; consistently demonstrates adaptability


SECTION 06
Scoring Matrix - Individual Employee

Complete one matrix per employee. All scores must be supported by documented rationale in Section 7.
	 EMPLOYEE NAME 
	

	 JOB TITLE 
	

	 POOL 
	

	 SCORED BY (ASSESSOR 1) 
	

	 VERIFIED BY (ASSESSOR 2) 
	

	 DATE OF SCORING 
	



Weightings should reflect the future requirements of the business and should be agreed before scoring commences. Weightings must not be manipulated to favour or disadvantage individual employees.
	SELECTION CRITERION
	MAX SCORE
	SCORE (0-5)
	WEIGHTING
	WEIGHTED SCORE

	Skills, Qualifications and  Experience
	5
	
	x [weighting]
	

	Performance Record
	5
	
	x [weighting]
	

	Attendance Record
	5
	
	x [weighting]
	

	Disciplinary Record
	5
	
	x [weighting]
	

	Flexibility and Adaptability
	5
	
	x [weighting]
	

	[Additional criterion if applicable]
	5
	
	x [weighting]
	

	TOTAL POSSIBLE SCORE
	30
	
	TOTAL SCORE
	____ / 30





SECTION 07
Scoring Rationale - Assessor Notes

For each criterion, provide a clear and evidenced rationale for the score awarded. Attach supporting documents where appropriate.
Evidence may include:
-  Appraisals
-  Training records
-  Qualifications
-  Performance reviews
-  Attendance records
-  HR records
▪ Evidence Source
(For Example, Annual Performance Review, Training Record, Manager Observation, Customer Feedback etc.)
▪ Skills, Qualifications and Experience
Score awarded: _______     
Evidence / rationale:

▪ Performance Record
Score awarded: _______     
Evidence / rationale:

▪ Attendance Record
Score awarded: _______     
Evidence / rationale:

▪ Disciplinary Record
Score awarded: _______     
Evidence / rationale:

▪ Flexibility and Adaptability
Score awarded: _______     
Evidence / rationale:

Flexibility should only be assessed where it is genuinely relevant to the future requirements of the role.
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SECTION 08
Comparative Scoring Summary

	Use this table to compare the scores of all employees within the same selection pool. Complete after all individual scorecards have been verified.				

	EMPLOYEE NAME
	SKILLS / EXP.
	PERFORMANCE
	ATTENDANCE
	DISCIPLINARY
	FLEXIBILITY
	TOTAL
	SELECTED?

	[Name]
	 
	 
	 
	 
	 
	 
	☐ Yes
☐ No

	[Name]
	 
	 
	 
	 
	 
	 
	☐ Yes
☐ No

	[Name]
	 
	 
	 
	 
	 
	 
	☐ Yes
☐ No

	[Name]
	 
	 
	 
	 
	 
	 
	☐ Yes
☐ No

	[Name]
	 
	 
	 
	 
	 
	 
	☐ Yes
☐ No

	[Name]
	 
	 
	 
	 
	 
	 
	☐ Yes
☐ No

	[Name]
	
	
	
	
	
	
	☐ Yes
☐ No



Before scores are finalised, assessors should participate in a calibration meeting to ensure consistency of scoring across the selection pool.
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SECTION 09
Verification and Sign-Off

	CALIBRATION MEETING COMPLETED 

	☐ Yes ☐ No

	 DATE 
	

	 ASSESSOR 1 (SCORING MANAGER)
	

	 SIGNATURE 
	

	 DATE 
	

	 ASSESSOR 2 (VERIFIER - HR / 2ND MANAGER) 
	

	 SIGNATURE 
	

	 DATE 
	



This completed framework, together with all supporting evidence, must be retained securely on each employee's HR file and kept for a minimum of 6 years following the conclusion of the redundancy process.
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