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The appendices do not form part of the policy and are for guidance purposes only.

Policy

1. 
Introduction
1.1
This policy sets out effective arrangements to deal with the redeployment of employees and the circumstances where action may be necessary. 

1.2
There will be occasions when the Council will need to redeploy employees. These could be following the completion of organisational change, on medical advice, domestic circumstances, or other appropriate circumstances. 

1.3
Redeployment is a positive act which can enable the Council to maintain the skills and experience of valued employees, as well as meeting its legal obligations. 

2. Objectives
2.1
The policy outlines the Council’s approach to the redeployment of Council employees. 

2.2
The policy sets out to ensure that all employees with 'At Risk' status are treated in a fair and consistent manner. 

2.3
The policy is also designed to provide a hierarchy of redeployment reasons, an explanation of what this will mean and when it would be appropriate to apply redeployment. 

2.4 
Attached is also a list of the procedural roles and responsibilities of employees, managers and HR Officers. 

Procedure 

3. ‘At Risk’
3.1
To facilitate redeployment, employees will be informed in writing that they have 'At Risk' status. 

3.2
Employees with ‘At Risk’ status have a right to prior consideration for appointment to any vacancy at the same or lower grade level to their existing post, for which they meet the essential requirements, or would do, given suitable training, as long as such training can be reasonably expected to be completed within a period of no more than 6 months. 

3.3
Prior consideration means that they will be entitled to an interview before any other candidate. 
3.4
Where employees with ‘At Risk’ status satisfy the essential requirements of the post they apply for, they should normally be appointed. If they are not appointed the appointing interviewing officer must ensure the employee receives, in writing, the reasons why they were not appointed, before another appointment is made. 

3.5
An employee on a fixed-term, temporary or relief contract will normally have no right to receive 'At Risk' status where their contract is reaching its fixed end date. 

3.6
However, there may be occasions (such as where a permanent employee is proposed to be dismissed on the grounds of redundancy but obtains a fixed-term position which is subsequently not renewed) that 'At Risk' status is afforded to the employee. In addition, an employee on a fixed term or temporary contract who has 4 years or more continuous service with the Council will be entitled to the same protection afforded to permanent employees. 

3.7
Employees will be informed by their line manager that the redeployment procedure will apply to them and the status they will be given under the policy, which will be confirmed in writing. 

3.8
The employee will be advised by their manager to create an online account on the ceri recruitment system and provided with information on how to set up job alerts. The employee must mark their 'At Risk' status on all applications they submit via the ceri recruitment system for suitable posts. 

3.9
Please note that all applications for vacancies will be managed using the ceri recruitment system. 

3.10
For those employees under notice of dismissal by reason of redundancy, they remain 'At Risk' during their period of notice. The period of notice for individual employees is determined by their grade and length of service which is for a minimum of one month and up to a maximum of 3 months. 

3.11
In normal circumstances other candidates cannot be considered whilst redeployment selection is taking place. Managers are required to seek Human Resources advice where necessary. An HR Officer may be present at any formal interview where a redeployed employee is being interviewed. 

3.12 
Please note that an applicant with a disability covered by the provisions of the Equality Act 2010, who is seeking redeployment, must be considered before any other applicant, including those facing redundancy. 

3.13. There are several categories of Redeployment. Managers will need to consider any applicants for posts in the following order: 

4. Redeployment 
4.1 Medical Capability where the employee is covered by the Equality Act 2010 

4.1.1
Where redeployment is necessary due to an underlying medical condition, and: 

· the employee has been designated by Occupational Health as being covered by the provisions of the Equality Act 2010, 

· has been deemed unfit to return to their substantive post for a prolonged  period 

· there are no reasonable adjustments that can be put in place or 

· it is not possible to make reasonable adjustments, following medical advice from Occupational Health 

then that employee will have prior consideration for a post at the same as their substantive post or where appropriate at an alternative grade. 

4.1.2
There is no salary protection or compensation payment associated with a medical  redeployment. 

4.1.3
Managers in consultation with HR Advisers will set a time limit to this type of  redeployment. If, at the end of this period no suitable alternative employment has been secured and decision is made to terminate employment by reason of ill 
health, the employee will remain a candidate for redeployment during their notice period. 



(See Absence Management Policy - Medical Redeployment)
4.2   
Redundancy/Organisational Change 
4.2.1
Employees declared redundant as a result of changes to the organisation of the 
Council, will have prior consideration for any posts at the same grade or below their previous grade. The Council has a statutory duty in redundancy situations to minimise the effect of redundancy and to actively consider whether suitable alternative employment exists and if such alternative employment is offered, it is offered subject to an appropriate trial period. The Council has a legal obligation to 
seek alternative employment for staff due to be made redundant. 

4.2.2
A compensation payment may apply in accordance with the Managing Change policy.  Salary protection will only apply in accordance with specific Terms & Conditions for example Teachers Pay & Conditions. 
4.2.3
Positions will be offered to employees who are redeployed as 'At Risk' on an initial four week trial basis. After this period the manager will make a 
determination about the success of the redeployment and confirm this or 
otherwise. If not successful the employee will return to their substantive post and remain a candidate for redeployment for whatever length of time has been determined. Advice should be sought from the HR Officer over any decision not to confirm appointment after the trial period. 


(See Managing Change Policy) 

4.2.4
Once managers have considered the above two reasons for redeployment, they may consider any other of the following reasons, which will be treated equally. 

5.  Redeployment – 'Other' 

5.1  
Medical Capability 

5.1.1
Where redeployment is needed due to an underlying medical condition and the employee has been deemed unfit to return to their substantive post for a prolonged period and no reasonable adjustments can be put in place or it is not possible to make reasonable adjustments, following medical advice from Occupational Health, that employee will have prior consideration for a post at the same as their substantive post or where appropriate at an alternative grade. 

5.1.2
There is normally no salary protection associated with a medical redeployment apart from in limited circumstances. 

5.1.3
There may depending on the circumstances be a time limit attached to this type of redeployment. 

(See Absence Management Policy – Medical Redeployment) 

5.2 
Breakdown of Relationships 

5.2.1
Where a manager has investigated a matter and has proved that there exists an irrevocable breakdown of relationship between two or more employees, consideration may be given to moving an employee from their current post to an alternative at the same or lower grade. 

5.2.2
There is no salary protection associated with this type of redeployment. 

(See Grievance Policy and Procedure) 

5.3  
Personal Relationships at Work 

5.3.1
Where the relationship between employees cannot be managed effectively or the individuals within the relationship feel uncomfortable remaining in the same team, there is a need to explore with both parties, whether to move to another team, establishment or location. 

5.3.2
There is no salary protection associated with this type of redeployment. 

(See Personal Relationships at Work Policy) 

5.4
Redeployment Due to Domestic Circumstances 

5.4.1
Where a change in an employee’s domestic circumstances make it difficult to undertake the duties and responsibilities of their post, consideration will be given to a move to another post, team or location. This change may also relate to a Domestic Abuse situation. This does not include a change of location where the employee has chosen to move house.
5.4.2
There is no salary protection associated with this type of redeployment. 

(See Work Life Balance) 

5.5 Medical capability

5.5.1
The Medical capability reason for redeployment must be considered first and all others considered equally after this. Employees covered by the provisions of the Equality Act 2010 will be given priority in respect of appointment over other employees with any other redeployment status. 
5.5.2

Should any candidates covered by this legislation be unsuccessful, the Appointing Manager should subsequently consider any candidates with 'At Risk' status of redundancy. 

5.5.3
If they are unsuccessful then they must consider any of the other reasons for priority before considering any applicants without a redeployment status. 

5.6
It should be noted that redeployment will only occur where a suitable alternative employment opportunity applies.  Ceredigion County Council is not duty bound to create a position in order to facilitate redeployment.

6.  
Responsibilities 
See Appendix 1 
7.  
Advice and Support 

Please contact Human Resources for further advice and support. 

8.  
Additional Relevant Policies 

· Relocation Expenses and Disturbance Allowance 

· Managing Change Policy

· Absence Management Policy 

APPENDIX 1 – Procedural Roles and Responsibilities - Redeployment 

The tables below outline the responsibilities for employees, managers and HR Officers 

during the redeployment process.

	EMPLOYEE RESPONSIBILITY

	Seeking alternative employment through job applications by registering on the e-recruitment system for suitable alternative employment up to their current or previous grade. 

	Monitor vacancies manually or set up alerts to receive job notifications via email. 

	Ensure job applications are completed correctly on the e-recruitment system to indicate 'At Risk' status. 

	Adopt a flexible approach when considering alternative posts. 

	Understand implications of refusing suitable alternative employment (this should have been explained to the employee by the manager when informed about the redeployment process). 

	Keep Manager/HR Adviser updated with progress. 


	MANAGER RESPONSIBILTY

	Inform affected employees of the redeployment process and their redeployment status 

	Allowing employees with 'At Risk' status to have time for interviews for alternative employment. 

	Shortlist/Interview relevant redeployment candidates for any suitable vacancy prior to considering other internal/external candidates. 

	Request a reference from the outgoing manager for the successful candidate. 

	Feed back to the HR Officer on the outcome of the interview. If any employee is considered unsuitable for the post, written documentation must be provided setting out the reasons why and retained locally. 

	Provide feedback to any candidate who is unsuccessful following interview. This may be done in conjunction with the HR Adviser. 

	If recruiting, initiate the 4 week trial period and manage it, setting objectives and provide monitoring. 

Release employee for the trial period as early as possible. 

	Complete and submit all relevant documentation required to set the employee up on ceri system. Includes: 

• Application form or expression of interest 

• Copies of all qualifications 

• Verification of right to work in the UK 

• DBS disclosure if appropriate 

• Medical Clearance if appropriate 


	HR OFFICER RESPONSIBILITY

	Advise managers and employees on the Redeployment Policy and Procedure (where appropriate). 

	Undertake a redeployment interview with the employee 

	Support the employee, if required, with information on the e-recruitment application process and 'At Risk' status, where the manager has asked for support. 

	Inform the manager as follows: 

· If there is only one application and providing the candidate meets the minimum criteria for the position or can do so with training then they must be offered the position as it will be classed as Suitable Alternative Employment (SAE). 

·  If there are more than one application and providing the candidates meet the minimum criteria for the position or can do so with training then they must all be given an interview, using the strict order criteria in this policy. 

	Attending ‘At Risk’ interviews as part of the Interviewing Panel as appropriate. 

	Support managers when providing feedback to unsuccessful candidates following interview or unsuccessful redeployment, when necessary. 


