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1 Policy Statement

1.1 Worcester City Council recognises the contribution of all employees in delivering its 
aim of providing excellent public services for Worcester. However, there will be 
occasions when the Council needs to redeploy employees as a result of a 
restructure or reorganisation; or when the employee is no longer capable of 
fulfilling their current role due to health issues and the application and /or 
investigation into all reasonable adjustments have been exhausted.

1.2 The Council is committed to retaining the valuable skills, knowledge and experience 
of all existing employees through redeployment, where this is practicable.   

1.3 This policy  outlines the Council’s approach to supporting individuals who are 
subject to redeployment. It is designed to assist, advise and encourage all 
employees in a redeployment situation to work towards a satisfactory outcome. Its 
aim is to ensure consistent and fair treatment for all, whilst meeting legislative 
requirements. 

2 Scope

2.1 The policy applies to all employees of the Council.  

2.2 It will not apply in cases where the employees themselves request a transfer, 
unless this is as a result of an operational need or a health and safety requirement.

2.3 If the Council enters a contract with an external provider such that the service 
provider changes it would normally be expected that TUPE applies and in these 
circumstances the employees involved would usually be required to transfer to the 
new employer under existing terms and conditions as within the prevailing TUPE 
legislation. 

3 Principles

3.1 The Council’s commitment to equality of opportunity will be observed at all times 
during the operation of this  policy. 

3.2 The policy  has been designed to maximise opportunities for employees eligible for 
redeployment and avoid the wasted time and cost of advertising jobs which could 
be filled by employees entitled to preferential treatment.

3.3 The Council will provide reasonable levels of support and training for employees 
subject to redeployment where this could realistically enable them to be 
successfully redeployed.   
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4 Identification / Notification of Displaced Employees

4.1 Heads of Service and People Services will consult with Trade Unions about any 
changes they anticipate at the earliest opportunity and prior to any formal decisions 
being made. 

In the majority of cases it will be obvious which employees require redeployment 
because specific posts will have been identified or the individual will require a 
medical redeployment.  However, in some cases it will be necessary to identify 
some employees out of a larger group because the amount of work has diminished 
rather than disappeared completely.   

4.2 The selection process will follow the ACAS guidelines prevalent at the time and be 
subject to Trade Union consultation. (See also Redundancy Policy).    

4.3 Following consultation and any assimilation/ring-fenced process, People Services 
will be responsible for notifying the employee in writing that his/her post is no 
longer required, as per the prevailing employment legislation, and the date from 
which they will be regarded as requiring redeployment.  People Services will enter 
the employee’s details on the Redeployment Register.

  

5 Vacancy Control

5.1 Service Areas will continue to submit details of vacant positions to People Services 
via WM Jobs together with a copy of the advert, Role Profile/Job Description, Task 
Specifics/Work-Plan and Person Specification (if applicable) for advertising.  

5.2 Jobs will be advertised via the WM Jobs Redeployment Site for at risk employees 
only for 5 working days before being released internally and externally, if 
appropriate. Employees are then responsible for reviewing the details of the 
vacancy and applying should they wish. This may be done by submitting a CV 
and/or covering letter highlighting their skills, experience and competencies against 
the job and Person Specification. 

5.3 Support will be provided for those employees who do not have IT access or IT 
skills.

5.4 If, for any reason a vacancy has been advertised prior to employees requiring 
redeployment being identified, they will be given preferential consideration 
irrespective of other applicants.    

6 Suitable Alternative Employment

6.1 If an employee is redeployed and receives Pay Protection the intention is that 
wherever possible the employee concerned may remain on the redeployment 
register so as to return to a post at an equivalent level to their contractual pay.   
This means redeployed employees may not regard the initial redeployment as 
permanent and will be expected to accept further offers of suitable redeployment 
possibly requiring a series of moves before permanent redeployment to a post at an 
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equivalent level to their contractual pay is finally secured.  Individuals may choose 
not to remain on the redeployment register if they so wish. 

6.2 An offer will only be made when the Service Area holding the vacancy, the 
individual seeking to be redeployed and People Services have given detailed 
consideration to the suitability of the vacancy. The employee should be appointed 
unless it can be demonstrated to the satisfaction of the People Services Team that 
the employee is not capable, even with suitable training, of satisfactorily 
undertaking the duties of the post or where there are reasons personal to the 
employee concerned.

6.3 All offers must be reasonable in terms of skills and experience required, level of 
responsibility and terms and conditions of service.  

6.4 If there is more than one applicant who is eligible for redeployment, all those who 
meet or come close to meeting the essential requirements will undergo a selection 
process and the most suitable candidate will be offered the job.  

6.5 Where an individual declines a reasonable offer of alternative employment they will 
be entitled to a right of appeal.    Should the appeal find the offer reasonable the 
individual will be expected to accept the post.  Should the employee fail to take up 
the post the Council will consider that it has met its statutory obligation and, if 
applicable, no redundancy payment will be due.   

6.6 Where a previously redeployed employee in receipt of Pay Protection declines a 
reasonable offer of alternative employment at or near their protected pay they will 
be entitled to a right of appeal.   Should the offer be found to be reasonable on 
appeal, the individual will be expected to accept the post or elect to remain in their 
current post without continued Pay Protection.   

6.7 Appeals should be submitted in writing, within 21 days of the receipt of the 
redeployment offer with full reasons for the appeal, to the Managing Director for 
consideration.

7 Employees Awaiting Job Offers

7.1 The Council has a statutory duty to continue to seek suitable alternative 
employment for employees served with notice of redundancy up to the date of 
termination.  

7.2 Heads of Service will be expected to make positive use of the skills and talents of 
employees who are awaiting a redeployment offer.  Displaced employees may be 
required to undertake any reasonable tasks in any Service Area whilst on the 
redeployment register. This includes those employees awaiting redeployment on 
medical grounds who will be required, if fit to do so, to fulfil a role with reasonable 
adjustments made if necessary. Advice must be taken from the relevant People 
Services Lead, as appropriate. 
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7.3 Opportunities for work shadowing may also be considered, in order to provide 
individuals with a wider range of alternative work.  This will also have the additional 
benefit of assisting the employee to enhance their skills and knowledge and 
ultimately make them more employable.  

7.4 In the event that an employee requiring medical redeployment has not received an 
offer, before the end of 3 months, dismissal on the grounds of capability will be 
considered.

8 Trial Period(s)

8.1 Offers of alternative employment are subject to a statutory four week trial period. 
During this period both the manager and employee can decide upon the suitability 
of the employee for the job.

8.2 The trial period may be extended by mutual agreement following discussion with 
People Services. This will be up to a maximum of 12 weeks to allow for suitable 
training where necessary. Where the trial period is interrupted by absence including 
sickness or pre-planned leave arrangements, then the trial period may be extended 
by an equivalent amount. 

8.3 If the employee works beyond the end of the agreed trial period, including any 
jointly agreed extended period, any redundancy entitlement will be lost because the 
employee will be deemed to have accepted the new employment. 

8.4 Progress meetings should take place throughout the trial period and the employee 
will be given reasonable assistance, if necessary, to reach the required standard of 
performance. The employee may terminate the trial period at any time though 
he/she should be mindful of the possible consequences on any redundancy 
entitlement if this is done unreasonably.

8.5 A trial period may run concurrently with any notice period. If the trial period is 
longer than any already notified period of notice then the notice period may be 
extended to the end of the trial period.

8.6 Should the trial period be unsuccessful or not suitable then the employee will be 
eligible to seek other redeployment opportunities, so long as they are still within 
their notice period or the maximum length of stay on redeployment status.. 
Otherwise their contract will be terminated in accordance with redundancy notice 
already issued.

9 Pay Protection    
9.1 All employees will continue to receive their full contractual pay entitlement and 

annual pay awards for 12 months from the date their existing position was 
terminated.
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9.2 Other than the contractual pay and allowances entitlement, the redeployed 
employee will be employed under the terms and conditions of the post to which 
they have been redeployed.

9.3 Any employee opting to remain in a lower graded post rather than accept further 
redeployment will no longer be covered by pay protection and will revert to the 
substantive grade for the post and be removed from the redeployment register.

9.4 When an employee has been redeployed this will be confirmed in writing by the 
relevant People Services Lead for the Service area.  If this involves Pay Protection 
the confirmation letter will also outline the employee’s right to preferential 
consideration for future vacancies at their previous substantive, or an intermediate 
grade, and the employee’s obligation to accept further suitable redeployment 
opportunities at or closer to their level of pay in accordance with Section 6.1.


