
 

 

Collective redundancies GB  
 
Introduction  
 
Employers are required to inform and consult ‘appropriate representatives’ of employees who may be 
affected by proposed collective redundancy dismissals, or by measures taken in connection with 
them, regardless of how long the employees have worked for their employer. Employers are also 
required to notify The Insolvency Service of the proposed dismissals using Form HR1, available on-
line at: www.gov.uk (search Form HR1).  
 
A ‘collective redundancy’ situation arises where an employer proposes to dismiss 20 or more 
employees at one establishment as redundant within a 90-day period. There is no legal obligation to 
inform and consult employee representatives if there are less than 20 redundancies at one 
establishment, although employers must still inform and consult individual employees who they are 
proposing to dismiss.  
 
Who to inform and consult  
 
Where employees who may be affected by the proposed dismissals are represented by a recognised 
independent trade union, the employer must inform and consult an authorised official of that union. 
The employer is not required to inform and consult any other employee representatives in such 
circumstances but may do so voluntarily if desired. A trade union may be recognised for one group of 
employees, but not for another.  
 
Where employees who may be affected by the proposed dismissals, or by measures taken in 
connection with them, are not represented by a trade union the employer must inform and consult 
other appropriate representatives of those employees. These may be either existing representatives 
or new ones specially elected for the purpose. It is the employer’s responsibility to ensure that 
consultation is offered to appropriate representatives and if they are to be existing representatives, 
that their remit and method of election or appointment gives them suitable authority from the 
employees concerned.  
 
In non-union cases, where affected employees fail to elect representatives, having had a genuine 
opportunity to do so, the employer must provide the relevant information directly to the employees.  
Note that employees may be “affected by the proposed dismissals, or by measures taken in 
connection with them”, even though they themselves are not to be dismissed.  
 
 
Rules where employee representatives are specially elected  
 
The employer’s prime responsibility is to try to ensure that the election is fair. It is the employer who 
decides the number of representatives to be elected so that there are sufficient representatives to 
represent the interests of all the affected employees. The employer must also decide whether the 
affected employees should be represented by representatives of all the affected employees or by 
representatives of particular classes of those employees, for example by having different 
representatives for clinical and non-clinical staff. Before the election takes place, the employer must 
decide how long the representatives’ term of office will be, so that it is long enough to enable relevant 
information to be given and consultations to be completed.  
 



 

 

Candidates for election as employee representatives must be affected employees on the date of the 
election and no affected employee can be unreasonably excluded from standing for election.  
All affected employees on the date of the election are entitled to vote and they can vote for as many 
candidates as there are representatives to be elected to represent them or, if there are 
representatives for particular classes of employees, for as many candidates as there are 
representatives to be elected to represent their particular class of employee.  
 
The election must be conducted by secret ballot and the votes must be accurately counted. 
 
When consultation must begin 
 
Unless prevented by special circumstances the employer must begin the process of consultation in 
good time and in any event at least:  
 

• 30 days before the first of the dismissals takes effect in a case where between 20 and 99 
redundancy dismissals are proposed at one establishment within a 90-day period;  

 
• 45 days before the first of the dismissals takes effect in a case where 100 or more 

redundancy dismissals are proposed at one establishment within a 90-day period.  
 
An employer who has already begun consultations about one group of proposed redundancy 
dismissals and later finds it necessary to make a further group redundant does not have to add the 
numbers of employees together to calculate the minimum period for either group.  
 
Where employee representatives are specially elected, the employer must ensure that the election is 
completed, and the representatives are in place in time to allow for the minimum period of 
consultation.  
 
 
Information to be disclosed  
 
An employer must disclose the following information in writing in relation to its employees:  

• the reasons for the proposals,  
 

• the numbers and descriptions of employees it is proposed to dismiss as redundant,  
 

• the total number of employees of any such description employed by the employer at the 
establishment in question,  

 
• the proposed method of selecting the employees who may be dismissed,  

 
• the proposed method of carrying out the dismissals, taking account of any agreed procedure, 

including the period over which the dismissals are to take effect,  
 

• the proposed method of calculating any redundancy payments, other than those required by 
statute, that the employer proposes to make.  

 
 
 



 

 

The employer must also disclose the following information in writing in relation to all agency workers 
working temporarily for the employer and under its supervision:  
 

• the total number of agency workers,  
 

• where in the organisation they work?  
 

• the type of work they do.  
 
All the above information must be handed to each of the appropriate representatives or sent by post 
to an address notified to the employer or, in the case of a trade union, to the address of the union’s 
head or main office.  
 
 
Scope of consultation  
 
The consultation must include ways of avoiding the redundancy situation or dismissals, or of reducing 
the number of dismissals involved and mitigating the effects of the dismissals. The legislation does 
not require agreement to be reached but the employer must consult in good faith with a view to 
reaching agreement.  
 
 
Individual consultation and dismissal  
 
Collective consultation, even where agreement is reached, does not absolve the employer from 
carrying out individual consultation with each employee who may be made redundant.  
Individual notices of dismissal must not be issued until the statutory 30-day or 45-day period has expired and, 
notwithstanding, should not be issued to employees in a collective redundancy situation until there has been 
sufficient meaningful consultation in accordance with the statutory requirements, even if this consultation 
extends beyond the 30 or 45-day period. 
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