
 

 

  Page 1 of 9 

 
 

     

 

 

 

 

 

 

 

 

 

 
 
 
 

CHAILEY SCHOOL 

 
 

Redeployment Policy 
 
 

 

 

 

Date of Governing Body’s Approval:   Dec 2018  

 

 

 

Chair of Governors:     

 

 

 

Head Teacher:  

     

    

   

 

Date Due for Review:     Dec 2020  

 

 

 

 

 



 

 

  Page 2 of 9 

 

Redeployment Policy 

Date: June 2015  

Document summary 

This policy sets out the steps that the County Council will take so as to ensure that 
employment stability can be maintained.  
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Redeployment Policy 

 

Key points 

 The County Council’s staff are its most significant and valuable asset. 

 There may be occasions where, through no fault of their own, highly skilled staff are 
unable to continue in their existing role. 

 The overriding principle of this policy is to maintain employment stability wherever 
possible, protecting the County Council’s investment in its staff, and retaining  valuable 
skills and experience in alternative employment wherever possible. 

 Due to different governance arrangements this policy does not apply to schools based 
employees, although school governors and managers are recommended to follow its 
principles as far as possible when employees’ jobs are at risk due to redundancy. 

 A redeployment opportunity must be a ‘suitable alternative’ match for the employee’s 
skills and experience and comparable in contractual terms to their existing job. 

 The principle of prior consideration for job vacancies will apply to all employees 
accepted for redeployment, subject to certain criteria being satisfied. 

 Employees offered redeployment into new posts can request a ‘settling in’ or trial 
period of 4 weeks. Pay protection may apply, depending on the circumstances. 

 Managers should follow the Redeployment Procedure to ensure the County Council’s 
legal duties and principles of fairness are met. 

 

1. Introduction 

1.1. Throughout the course of their employment with the County Council, some 
employees may be affected by changing circumstances beyond their control, which 
results in them not being able to continue in their current role. This could be related 
to restructuring, the ending of a fixed term contract or the need for redeployment as 
a reasonable adjustment in accordance with the provisions of the Equality Act 2010. 

1.2. The County Council invests heavily in recruitment and training to ensure that it 
maintains a highly skilled workforce capable of operating flexibly within the County 
Council’s complex governance arrangements and political environment.   

1.3. Consequently, the County Council is committed to retaining employees who are 
highly skilled and will make every reasonable effort to find alternative employment 
by exploring redeployment opportunities: 

 either as an alternative to redundancy; 
 or as a reasonable adjustment in accordance with the provisions of the Equality 

Act 2010. 

1.4. Whilst every effort will be made to secure a suitable alternative role this cannot be 
guaranteed and in such circumstances the outcome may be termination of 
employment. 
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1.5. The employee will know their own skills and experience better than anyone and 
while the County Council can monitor vacancies which arise, employees accepted 
for redeployment have the primary responsibility to monitor vacancies themselves 
and apply for those which they consider may be suitable. 

2. Schools based vacancies 

2.1. The process for redeployment to positions in schools is different, because schools 
are responsible for advertising and recruiting to their own vacancies. Therefore, 
schools based jobs will not appear on the redeployment website and are not part of 
the corporate redeployment process.  

2.2. However, governors and school managers are recommended to follow the key 
redeployment principles of employment stability, prior consideration and suitable 
alternative employment when managing redundancies and recruiting to vacancies 
within their establishments. 

3. Prior consideration for employees accepted for redeployment  

3.1. The County Council will give prior consideration for job vacancies, in advance of 
other candidates, to all employees accepted for redeployment, provided the 
following criteria are satisfied:  

 The employee’s skills, qualifications, abilities and experience must match the 
essential criteria of the post. 

 In cases of redeployment for reason of redundancy, priority will only be given 
where the alternative post is deemed a ‘suitable alternative’. 

 An employee without specific experience, but with transferable skills will be 
considered provided the experience can be acquired within a short induction 
period in the job. 

3.2. In order to protect the County Council’s investment in its existing staff and 
employment stability, managers recruiting to vacancies could be asked at any point 
during the recruitment process to give prior consideration to an employee for whom 
redeployment is being sought and for which the vacant post is considered a suitable 
alternative. 

3.3. The law indicates that where staff are at risk of redundancy, a ‘suitable alternative’ 
vacancy should be offered to an at risk employee on maternity leave in preference 
over others. 

3.4. Priority will then be given to other employees at risk of redundancy, or those being 
redeployed as a reasonable adjustment in accordance with the provisions of the 
Equality Act 2010. 

3.5. Prior consideration will not normally apply to a redeployee applying for a vacancy 
that is not considered a ‘suitable alternative’. In these circumstances, the 
redeployee should apply in the normal way through the County Council’s e-
recruitment system.  
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4. Suitable alternative vacancy  

4.1. In determining whether a vacancy represents a ‘suitable alternative’, for an 
employee at risk of redundancy, a range of factors will be taken into consideration, 
including but not limited to: 

 Relevance of the employee’s qualifications, skills and experience to the 
requirements of the post; 

 Salary difference between the two roles will not normally exceed 10%; see the 
Pay Protection Policy within the Managing Change Policy; 

 Location and other working arrangements; 
 Comparability of conditions of service; 
 Costs associated with retraining; and 
 The practicality of retraining the employee to function effectively within a 

reasonable period of time. 

4.2. The determination of ‘suitable alternative’ employment for employees being 
redeployed as a reasonable adjustment in accordance with the provisions of the 
Equality Act 2010 will broadly follow the above criteria, but more flexibility may be 
necessary to ensure the full range of options have been explored.  

5. Employees at risk of redundancy  

5.1. In normal circumstances, employees at risk of redundancy will be considered for 
vacancies for the duration of their notice period. It is possible to offer a suitable 
alternative that begins up to 4 weeks after the potential dismissal date, but the job 
offer must be in place before the redeployee notice period has expired. 
Redeployees will not be considered for redeployment after their last day of 
employment.  

5.2. If there is more than one candidate for whom a vacancy represents a ‘suitable 
alternative’ to redundancy, a formal selection process may be required. 

6. Pay protection  

6.1. Pay protection may apply in some circumstances where redeployment is an 
alternative to redundancy and the salary of the new position is lower. For more 
details see the Pay Protection Policy.  

7. Trial period  

7.1. Employees offered redeployment opportunities are entitled to request a 4-week trial 
period. A review meeting will be held at the end of the trial period. 

7.2. If, as a result of the review discussion, the redeployee does not feel comfortable 
about continuing in the job and an extension of the trial period for further training will 
not help, they will re-enter the redeployment procedure.  

7.3. In cases where the issue of suitability requires determination for the employee and 
the line manager, it may also be appropriate for a trial period to be used. This 
should be done by mutual agreement between the prospective line manager and 
the employee. 
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Redeployment Procedure 

8. Introduction  

8.1. This Redeployment Procedure provides managers and staff with a step by step 
approach to redeployment. The procedure complements other policies and 
procedures in the Managing Change Policy and the principles of employment 
stability set out in the 

8.2. Following the Redeployment Procedure enables managers to meet the County 
Council’s duties as an employer in respect of employees at risk of losing their job for 
reasons of: 

 Redundancy; 
 expiry of a fixed term contract; 
 requiring, and being eligible for, reasonable adjustments in accordance with the 

provisions of the Equality Act 2010, which their current role cannot provide. 

8.3. The procedure also enables employees accepted for redeployment to have clarity 
regarding: 

 what the redeployment process entails; 
 the responsibility they have to participate actively in the process and the 

expectations the County Council has of them; and 
 why the redeployment process may, or may not provide them with alternative 

employment. 

8.4. Redeployment is a formal process involving the transfer of an employee from 
his/her current job to an alternative post within the County Council.  This is normally 
managed with assistance from an HR Advisor in the Personnel and Training Team. 

8.5. The following procedure sets out the respective responsibilities of: 

 all hiring managers  
 employees accepted for redeployment  
 any manager currently responsible for an employee accepted for redeployment   

8.6. Co-ordination of the Redeployment Procedure will be maintained by the 
Recruitment Support Team, in consultation with the HR Advisor assigned to the 
redeployee and the hiring manager(s), as shown in the flow chart at Appendix 1. 

9. What all hiring managers must do  

Vacancy control  

9.1. Hiring managers must allow 7 days for their job vacancy to appear on the 
redeployment website, prior to advertising externally, so that all employees facing 
redundancy will have an opportunity of prior consideration if they meet the essential 
requirements of the post.  

9.2. HR Advisors within Personnel and Training maintain a list of employees accepted 
for redeployment, containing information on their key skills, abilities, qualifications 
and experience. On a weekly basis, a preliminary matching exercise for each 
redeployee is undertaken against the County Council’s vacancies as they are 
published on the redeployment website. Employees accepted for redeployment are 
also able to view the vacancies. 
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Prior consideration for redeployees  

9.3. If there is a potential match, the hiring manager will be asked to conduct a 
redeployment exercise, with prior consideration, provided the redeployee(s) meets 
the relevant essential criteria. Release of the job advertisement to a wider audience 
will be put on hold until the redeployment exercise has been completed. Hiring 
managers should note that this may take longer than the 7 day vacancy control 
period mentioned above.  

9.4. If there is more than one person at risk, for whom the post may be a ‘suitable 
alternative’, a competitive selection process will be necessary, except in situations 
where one of the redeployees is on maternity leave. In these circumstances, the 
redeployee on maternity leave must be offered the post prior to any other applicant. 

9.5. If the redeployee is successful, the hiring manager in each case should pass the 
interview notes to the HR Advisor supporting the case and liaise with them 
regarding a date for the redeployment to start. 

9.6. If the redeployee is unsuccessful in his/her application(s), the hiring manager in 
each case should record the reasons for not interviewing/appointing him/her and 
pass these to the HR Advisor supporting the redeployee. The unsuccessful 
applicant will be given feedback either by the HR Advisor or the hiring manager. If 
no further suitable matches or potential matches are identified, the job 
advertisement will be released to the County Council’s job vacancies website. 

9.7. Matches may still be identified after the vacancy control period has ended and there 
may be occasions where it is necessary to consider a redeployment match after the 
job advertisement has been released. If this happens, the HR Advisor managing the 
redeployment will contact the hiring manager and the recruitment process will be 
suspended while the redeployee is considered.  

10. What employees accepted for redeployment need to know   

10.1. The primary responsibility for finding a suitable alternative job rests with the 
employee accepted for redeployment.  

10.2. Arrangements will be made for these employees to have access to the 
Redeployment website and a nominated HR Advisor will guide them throughout the 
redeployment process. 

10.3. The nominated HR Advisor will be responsible for liaising with the redeployee’s 
current manager and the hiring manager(s) as necessary, until either the 
redeployee is successful in gaining alternative employment, or the redeployment 
process ends on termination of employment. 

10.4. When the redeployee finds a potentially suitable alternative vacancy he/she should 
send a completed expression of interest form, illustrating how they meet the 
essential criteria for the role, to redeployment@eastsussex.gov.uk and the 
procedure will then be as shown on the flow chart at Appendix 1. 

mailto:redeployment@eastsussex.gov.uk
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Refusing a suitable alternative post 

10.5. Whilst the primary responsibility for finding suitable alternative employment rests 
with the redeployee, he/she may also be provided with details of any potentially 
suitable job(s) by the employer. If, in these circumstances, the employee considers 
the post to be unsuitable, the following information should be filed on the 
employee’s personal file: 

 the job details; 
 the reason for refusal; 
 a statement from the redeployee’s current manager as to whether or not they 

consider the refusal to be reasonable. 

10.6. Redeployees unreasonably refusing a post deemed to be a suitable alternative by 
the employer may forfeit their entitlement to a redundancy payment, if they are 
subsequently made redundant. 

Applying for a post which is not a ‘suitable alternative’ 

10.7. A redeployee wishing to apply for a post which is not a suitable alternative should 
complete an application via the County Council’s e-recruitment system in the usual 
way and prior consideration will not apply. 

10.8. Redeployees offered a post after interview, which their current manager does not 
consider to be a suitable alternative, but which he/she nevertheless wishes to 
accept, should seek clarification about whether pay protection applies from their 
supporting HR Advisor. 

The role of a manager who has an employee(s) on redeployment   

10.9. A manager wishing to consider the redeployment of an employee should consult the 
relevant policies relating to the individual’s circumstances and seek advice from an 
HR Advisor, in order to decide whether redeployment will be sought in advance of 
giving notice.  

10.10. Once the employee has been accepted for redeployment, the manager should 
ensure the redeployee receives all necessary and appropriate support throughout 
the redeployment process.  

11. Conclusion of the redeployment process 

11.1. The redeployment process will be concluded either:  

 following any successful redeployment interview which results in a job offer; or 
 at the date of termination of employment, if the redeployee has been given 

notice and has not been successful in gaining a redeployment position when the 
notice period expires. 

11.2. If a redeployee is appointed to a role, the Appointment Support Procedure will apply 
from the date they started in the new post. 
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Appendix 1 – Redeployment overview flowchart 

 

HRA assists employee to 
complete redeployment form 

Employee sends form to 
redeployment mailbox 

RST add employee details to system 
and reply with login details and 
instructions for redeployment 

website 

Employee monitors 
vacancies 

Employee 
wishes to apply 

for a vacancy 

Employee completes expression 
of interest and sends to 
redeployment mailbox 

RST send expression to 
hiring manager (cc HRA) and 

place advert on hold 

Manager decides employee 
is potentially suitable and 

arranges interview 

Manager decides employee 
is not suitable and discusses 

with HRA 

Either HRA or manager 
feedback to employee Employee 

successful at 
interview 

Employee 
unsuccessful at 

interview 

Manager notifies RST and 
HRA and sends interview 

papers to HRA 

RST send appointment 
guidance to manager 

(cc HRA and PSU) 

RST send employee 
paperwork to PSU 

(cc HRA and manager) 

Manager liaises with 
PSU about pre-

employment checks 

HRA = HR Advisor 
RST = Recruitment Support Team 
PSU = Personnel Support Unit 


