
Collective Response to the ‘Proposed Staff Restructure for Financial Services Team’ 
 
This response is a collective one from affected IWGB members, many of whom have also responded 
individually.  
 
The key issues that we would like to flag up at this stage concern: 
 

1. Compulsory Redundancies 
 
The consultation document states that it is ‘the intention of the University of London to 
avoid redundancy wherever possible’. 
 
The UoL’s ‘Redundancy Policy and Procedural Framework’ 
(https://uolonline.sharepoint.com/SiteCollectionDocuments/Redundancy_Policy.pdf) states: 
 
‘The University is committed to promoting continuity and security of employment for its 
employees … in exceptional cases the University may develop a proposal to make 
redundancies [but] [t]he University will deal with such matters in as objective and 
sympathetic a manner as possible, with the aim of avoiding compulsory redundancies.’ 
 
It is clear that this restructure, where 15 posts are to be disestablished and 17 created and 
with some current positions held by temporary staff, does NOT constitute an ‘exceptional 
case’. As such, we would request that the University make it clear that there will be NO 
compulsory redundancies as part of this process. 
 
Furthermore, the University’s own policy states: 
 
3.  The University may propose that an employee, or group of employees, is at  
risk of redundancy in the following circumstances:  
(a)        the fact that the University has ceased or intends to cease –   
            (i)         to carry on the business for the purposes of which the employee was 
employed by the University, or  
           (ii)       to carry on that business in the place where the employee was so employed,   
 or  
(b)        the fact that the requirements of that business –   
             (i)    for employees to carry out work of a particular kind, or  
             (ii)         for employees to carry out work of a particular kind in the  
place where the employee was employed by the employer, have ceased or diminished or are 
expected to cease or diminish.  
 or  
(c) (in the case of collective redundancies) where a dismissal is proposed for a reason not 
related to the individual concerned or for a number of reasons which are not so related.   
(d) Where a member of staff is coming to the end of a fixed term contract  
and one or more of points (a) to (c) above apply 
 
The current situation does not fit any of these categories, and therefore the University 
would be in contravention of its own policies should ANY compulsory redundancies occur as 
a result of this process. 
 

2. Voluntary Redundancies 
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Staff should be offered the option of voluntary redundancy, with any voluntary redundancy 
payment being calculated at one month’s salary for every year’s complete service, as is the 
sector norm in such circumstances. 
 

3. Selection criteria 
 
In order to fulfil the UoL’s stated objectives of ‘Attracting, Retaining and Motivating the best 
people for the work’ (‘Human Resources People Strategy 2014 to 2019’, 
https://uolonline.sharepoint.com/SiteCollectionDocuments/HR_People_Strategy_-
_2014_to_2019.pdf), there should be a policy where possible of slotting existing staff into 
the  new roles, and support and guidance should be available for staff as part of this process. 
 
Many staff have also expressed a clear preference that the interview panel contain external 
managers as well as a member of HR, to ensure objectivity in this process. 
 

4. Interim structure / inherent advantages for certain members of staff 
 
Some staff are currently in some of these new roles / are being trained up in these roles in 
an interim structure, with posts being tailored to the experience they are gaining as a result. 
 
The restructuring process can only be fair if all staff have an equal opportunity to get the 
necessary experience to apply for all these posts, rather than some staff effectively being 
‘slotted in’, while others have seen their current roles eroded in this interim period.  
 
Many staff believe that while they have been keeping the department running in its recent 
difficult and under-staffed period, including by training and supervising junior staff, they 
have missed out on relevant new experience and training opportunities. 
 
Staff would like a guarantee that rather than being discriminated against in the selection 
process for these new posts, it will be acknowledged that they have not received the training 
that many have recently been promised, and their commitment in ensuring that the day-to-
day operations of the department have been maintained will be recognised. 
 

5. Interview training 
 
Staff were concerned that more experienced members of the team will miss out on training 
because more junior staff can’t be left alone.  
 
It should thus be guaranteed that additional sessions will be organised if for unforeseen 
reasons anyone cannot attend the training as originally scheduled. 
 

6. Appraisals 
 
Many staff believe that recent appraisals have not been conducted fairly, or according to 
due process. 
 
When they have sought to flag this up with the University, and ascertain the process for 
appeal, they have been told that the relevant policy is ‘under review’. 
 
This is clearly extremely unsatisfactory, and staff would like a categorical assurance that 
these appraisals will play no part in the selection process and will not be seen by any 
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members of the selection panel. Furthermore, staff would like a categorical assurance that 
the Deputy Director of Finance, who conducted these appraisals in contravention of due 
process, be removed from the selection process. 
 
Failure to ensure in this way that the selection process is objective and fair could be used as 
evidence by the IWGB in any subsequent employment tribunal claims for unfair dismissal, 
which may arise as a result.  
 

7. Trial period 
 
The concept of the 4-week trial period for the new posts seems to have come from the 
redundancy policy section on redeployment. However this is not a redeployment, and staff’s 
continuous length of service will be preserved.  
 
As such, should an employee be made redundant following this four-week trial period this 
could constitute unfair dismissal, and the University should undertake to guarantee that this 
will not happen.  
 
 

8. Equality Impact Assessment 
 
The consultation document states that the proposal was subject to an Equality Impact 
Assessment on 11/11/2015 and the identified actions completed. 
 
We would request that details of the assessment, the identified actions and the steps taken 
to ensure they have been completed be made available to all affected staff. 
 

9. Study requirements 
 
The restructure document states that all staff will be required to have ‘the aptitude and 
work ethic to obtain the AAT’s certificate of accountancy’, at various levels depending on the 
grade. 
 
While staff are keen to have the opportunity to develop their skills, they would like it to be 
clearly recognised that: 
 
a) The fault for any lack of qualification hitherto lies with the organisation and the failure 

to invest in training, rather than staff themselves. 
 

b) These qualifications are onerous, and that proper support is required to assist staff in 
their study – in terms of time off and workload. The proposed three days per 
examination (with a maximum of three exams per year) is not sufficient given that the 
majority of affected staff are mature, full-time workers with responsibilities outside or 
the working environment. 

 
c) There are two (broad) options: AAT or ICAEW, which both use a variety of training 

providers and study methods. This could be confusing/difficult and overwhelming. Can 
the university give more detail about which training providers it plans to use, what study 
options will be accessible to staff, and how registration and payment for these courses 
will be handled? 
 



d) Furthermore, although 18 months is given as the average time to complete these 
qualifications, staff will be studying part time, in addition to a full-time job, and thus a 
longer period should be specified. 

   
e) The University should apply its policies on study leave fairly to all staff affected by this 

restructure, bearing in mind its recent commitment that ‘We will invest in our people by 
increasing significantly the resource on staff development and learning at all levels’ 
(‘Human Resources People Strategy 2014 to 2019’,  
https://uolonline.sharepoint.com/SiteCollectionDocuments/HR_People_Strategy_-
_2014_to_2019.pdf). 
 

f) The University’s flexible working policy 
(https://uolonline.sharepoint.com/Pages/Human%20Resources/Flexible-Working.aspx) 
should also apply to these study requirements. 
 

g) In recruitment, it is normal practice for experience to be allowed to stand in place of 
formal qualifications. Should staff complete the AAT skill check 
(https://www.aat.org.uk/find-a-course/aat-accounting-courses/skillcheck) and find 
themselves at a point above that of the qualification required by the post, they should 
not be forced to take the qualification.  

 
h) The grading of the new posts should reflect the additional expertise that qualified staff 

will provide. We would suggest that all posts are re-graded so that staff automatically 
move to a higher grade once they achieve their qualification. 

 
10. Acknowledgement of the contribution of existing staff  

 
The Finance Department, as the document acknowledges, has in recent years suffered from 
a high turnover of staff, and a series of periods where key posts have remained unfilled, 
increasing the workload on remaining staff. 
 
These staff have had to train a succession of temporary staff in addition to managing their 
own work. 
 
The absence of managerial staff has meant staff have taken on responsibilities beyond their 
grades. 
 
The fact that more posts are being created than currently exist is an overt admission that the 
department has been understaffed. 
 
As such, staff would like their contribution to ensuring the continued functioning of the 
department in extremely stressful and trying times to be acknowledged, and would also like 
it to be recognised that any issues arising in this period are as a consequence of structural 
problems and understaffing rather than being the fault of hardworking staff doing their best 
under difficult circumstances. 
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