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APPENDIX 5 
 

ORGANISATIONAL CHANGE WITHIN NHS WALES 
 

REDEPLOYMENT POLICY 
 
 

1. Introduction 
 

The National Health Service (NHS) in Wales is committed to attracting and 
retaining excellent, committed staff and values the depth and breadth of 
experience, knowledge and skills that they hold and contribute to the service.  
 
The changing needs of the NHS in Wales, as a result of ongoing organisational 
change and the requirement to pro-actively manage these changes, means 
that some employees may need to be redeployed into alternative roles, should 
they be displaced from their current post and / or their post has been identified 
as being at risk of redundancy.  In these circumstances, it is recognised that 
the employees affected will have experience, knowledge, skills and expertise, 
which will enable them to continue to contribute to the success of a Health 
Board (LHB) / NHS Trust, should they be given suitable opportunities to do so.  
 
It is the responsibility of each of the LHB and Trusts to make all reasonable 
efforts to assist employees, where necessary to find suitable alternative 
employment, to enable them to continue their careers within the National 
Health Service.  This will include fully supporting the potential and actual 
redeployment of NHS Wales’s staff from outside of their own organisations, 
into suitable vacancies in other organisations in circumstances where it is 
appropriate and where there is agreement to do so. 
 
During any period of organisational change, the following Redeployment Policy 
will be utilised by all LHBs and Trusts when there is a requirement for them to 
seek to find suitable alternative employment for employees that have been 
displaced from their current post and / or their post has been identified as 
being at risk of redundancy. 
 
The Policy must be read in conjunction with other NHS Wales policies. 
 

2. Scope 
 

This Policy will only apply in instances where redeployment is appropriate as a 
result of organisational change.   
 
This Policy will apply to all NHS Wales employees who hold a substantive or 
fixed term contract that have been displaced from their current post and / or 
their post has been identified as being at risk of redundancy, as a result of an 
organisational change process.  
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Each NHS Wales organisation will establish arrangements within their 
Workforce & OD Departments to co-ordinate and manage the process of 
managing employees who are eligible for redeployment and will ensure that 
collaborative arrangements are put in place with their counterparts within the 
other NHS Wales LHBs/Trusts. 
 
Displaced employees will be designated as a Redeployment Candidates, once 
it has been confirmed in writing that they have been unsuccessful in securing a 
suitable post within the new organisational structure, i.e. they have been 
formally displaced or their post has been identified as being at risk of 
redundancy and it has been confirmed that continuing in their current post is 
not tenable.  
 
Such employees will retain the designation as a Redeployment Candidate for a 
maximum period of 3 months, unless they secure a substantive post in the 
intervening period.  It is anticipated that LHBs and Trusts, working co-
operatively, should be able to find candidates, suitable alternative employment 
within the above timescale.  It should be noted that any staff at risk of 
redundancy will be given precedence in identifying suitable alternative 
employment over staff who are already in an alternative post and on 
protection.  Additionally, an employee being made redundant, and who is 
taking leave such as statutory maternity leave, must be offered any suitable 
vacancy before any other employee. Also, they do not have to apply for it. If 
the organisation has doubts about the employee’s suitability for the role, it can 
assess/interview them for the role – and if they are found to be suitable, they 
must be offered the role first. However, if there is not a suitable role, they can 
be made redundant if the decision is not because of their legally-protected 
leave, and the redundancy process is fair. 

 
All Redeployment Candidates will have all of their employment rights 
protected, as required by the Employment Rights Act (1996).  It should be 
noted and specifically communicated to employees in writing that where they 
are redeployed to a post within a new NHS Wales employer, they would be 
given a new start date in post with that employer, however their continuous 
NHS service would be counted as reckonable in respect of sick pay, annual 
leave and incremental credit. 
 
 
3. Purpose 
 
This Policy will assist employees to identify suitable alternative posts within 
NHS Wales, when they are unable to continue in their current substantive post, 
by providing a commitment and process which allows them preferential 
consideration when applying for identified vacant posts. 
 
The purpose of the Redeployment Candidate designation is to: 
 

• ensure that displaced employees are made aware of vacancies prior to 
them being advertised via the open competition process; 



3 
 

• ensure that displaced employees are matched to appropriate vacancies, to 
secure alternative employment in accordance with the 3 month timescale 
and in accordance with best practice; 

• ensure that a fair, equitable and consistent approach is adopted in the 
management of suitable alternative employment, within NHS Wales, during 
any organisational change process;  

• maintain continuity of service and service efficiency and effectiveness 
during all organisational change processes;  

• ensure that all employees remain valued and that their ongoing contribution 
to the NHS Wales is recognised and supported during any organisational 
change process;  

• provide effective and ongoing support to employees who have been 
displaced from their current post or their post has been identified as being 
at risk of redundancy and is no-longer tenable for them to continue working 
in that post: 

• assist and support employees to find suitable employment and where 
possible, provide for their career development and aspirations; and 

• ensure that NHS Wales’s organisations meet all of their relevant legal 
obligations, as regards finding suitable alternative employment for 
employees at risk of redundancy, in accordance with the Employment 
Rights Act (1996).  

 
 

4. Equality Statement 
 

All employees subject to redeployment will be treated with dignity and respect 
and in accordance with equality and human rights legislation.  No individual will 
be treated less favourably on the basis of age, disability, gender , race, religion 
and belief and non-belief, sexual orientation, pregnancy and maternity or 
because they are transgender, married or in civil partnership.  No employee 
should be treated less favourably due to their hours worked (full-time or part-
time) or trades union membership. 

 
Selection for suitable alternative employment or training / re-training will be on 
the basis of the employee’s qualifications, knowledge, skills and relevant 
experience, against the job description, essential person specification criteria 
and requirements of the role. 

 
5. Roles and responsibilities 
 

The effective operation of this all Wales Policy is dependent on the full co-
operation of all Welsh NHS LHBs and Trusts working collaboratively, to ensure 
that all appropriate vacancies are made available to staff Redeployment 
Candidates.  
 
Each LHB and Trust will therefore review and consider all of their new 
vacancies, against any notified Redeployment Candidates, to determine 
whether they may provide suitable alternative employment opportunities.   
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NHS Wales LHBs and Trusts will not therefore arrange open competition 
interviews for new vacancies, until potential eligible redeployment candidates 
have been considered for these posts, via the agreed recruitment process. 

 
5.1 Executive Organisational Change Redeployment Lead 

 
The Director of Workforce and OD will have overall organisational 
responsibility for ensuring the effective resourcing and operation of this Policy. 
 
It will also be their role to facilitate local discussions with senior managers and 
appointing managers within their own organisation (as well as cross 
organisational discussions with their counterparts), where it is identified that 
there are challenges, which may be preventing an employee being deployed to 
a suitable alternative post, which they clearly have the knowledge, skill and 
experience to fulfil. 
 
The Director of Workforce and OD will also ensure that their organisation 
implements a vacancy control process.  This process will ensure that no 
vacancies are authorised to be advertised via an open competition process, 
until it has been confirmed that these vacant posts will not offer a potential 
suitable alternative opportunity, to any Redeployment Candidates. 
 

 
5.2      Head of Department  

 
Initial responsibility for finding suitable alternative employment opportunities for 
an employee, displaced from within a departmental structure, will rest with the 
Head of Department*  
 
The Head of Department* will initially be required to make every effort to find a 
suitable alternative position for the affected employee, within their new 
structure. 
 
The Head of Department* must liaise with their HR representative, supporting 
the organisational change within their structure, to obtain and provide 
appropriate advice to the affected employee, in relation to the Organisational 
Change Policy, redeployment etc. This will be necessary to ensure that any 
employees designated as Redeployment Candidates receive timely and 
appropriate support and advice throughout the change process.   
 
* N.B. This responsibility may rest with the head of department, functional head, line manager 
or professional lead, depending on the organisation’s structure. 

                                                                             
5.3 Nominated HR Officer/Manager  

 
Each NHS LHB and Trust will nominate a HR Officer / Manager, to support 
Redeployment Candidates in their search for suitable alternative employment.  
Such HR nominees will act as the “Case Manager” for all such redeployments 
cases. 
 
It will be the role of the nominated Case Manager to: 
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• work proactively with redeployment candidates to assist them to secure 
where possible suitable alternative employment, within 3 months of being 
designated as such; 

• Seek completion of and signature on the Agreement Form to confirm that 
both parties (the employee and the LHB/Trust) are committed to work 
together, within the specified period to find a suitable post; 

• ensure the identified employee’s information is recorded by  the LHB / Trust 
in a system which can ensure appropriate management of all employees 
designated as Redeployment Candidates; 

• review all vacancies that are submitted via the vacancy control process, to 
establish whether any of these posts could offer a potential suitable 
alternative opportunity, to redeployment candidates. 

• make regular contact with redeployment candidates; 

• as necessary, assist redeployment candidates to access NHS jobs and 
download vacancy information;  

• ensure that all appropriate vacancies and the associated recruitment 
documentation are made available to redeployment candidates;  

• discuss appropriate vacancies with redeployment candidates to assist them 
to assess and make an informed decision regarding their suitability of the 
post, with particular reference to the person specification,  job description 
and any other information available, which is relevant to vacancy; 

• as necessary, assist redeployment candidates with their application for 
suitable alternative posts, where it has been identified that they meet the 
essential selection criteria for a post; 

• ensure that employees designated as redeployment candidates that meet 
the essential short listing criteria are offered the opportunity to discuss the 
post with the appointing manager, prior to the agreed redeployment 
recruitment process; 

• liaise with a more senior HR Manager, should an appointing manager fail to 
consider an employee, that meets the essential criteria for the post, to 
ensure the matter is investigated and resolved appropriately and in a timely 
manner; 

• liaise with a more senior HR Manager, in view of the potential 
consequences, should a registered employee decline to apply for a 
potential suitable alternative employment post, which has been brought to 
their attention.   

• provide initial constructive and timely feedback to the employee, following 
their application being considered for a post, as appropriate; 

• as appropriate provide support to redeployment candidates in seeking 
approval for requests  in respect of funding for training, to enable them to 
update their skills and / or knowledge or to re-train for work of a different 
type or in a different discipline / field; 

• ensure employees designated as redeployment candidates have access to 
counselling / careers advice services, communicating the availability of 
such services as appropriate; 

• ensure the details of redeployment candidates is maintained and kept up to 
date 

• manage the transactional processes associated with redeploying an 
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employee e.g. any agreed pay protection, terms and conditions protection, 
and excess mileage payments arrangements etc. 

 
5.4 Appointing Manager 

 
The appointing manager is responsible for; 

 

• ensuring that redeployment candidates that express an interest in a 
vacancy and meet the essential person specification criteria for the post 
are offered the opportunity to have an informal discussion about the 
role, prior to the redeployment interview; 

• ensuring where redeployment candidates, meet the essential person 
specification criteria for the post (based on the content of their formal 
application for the post) are offered a formal interview, prior to any open 
recruitment competitive process; 

• seeking advice from the HR Case Manager where there is an 
application from a redeployment candidate for their post and they 
consider that they do not meet all of the essential elements of the 
person specification and provide written reasons. 

• Approval to advertise the posts for open competition will not be granted 
until this information is provided by the appointing manager; 

• notifying the HR Case Manager supporting the redeployment candidate 
of the outcomes from any meetings/interviews and providing initial 
feedback to them;  

• notifying the candidate of their recruitment decision and providing 
constructive feedback, following a recruitment interview, should the 
employee not be appointable; and 

• providing the HR Case Manager with a copy of the recruitment 
documentation, to ensure the reasons for not appointing are reasonable 
and documented. 

 
 

5.5       Employee 
 
All employees that are displaced from their substantive post and / or their 
post has been identified as being at risk of redundancy,  as a result of an 
organisational change process, will be designated by their LHB and Trust 
as a Redeployment Candidate.   
 
These Redeployment Candidates may also request that their details be 
notified to other NHS Wales LHB/Trusts for consideration of vacancies.  
The appointed HR Case Manager will ensure that the employee’s details 
are forwarded to the LHB/Trust HR Case Manager, for consideration of 
vacancies within that organisation. 
 
It will be the responsibility of these Redeployment Candidates to: 

 

• maintain regular contact with their LHB/Trust HR Case Manager (and 
the HR Case Managers of any external LHB/Trust , which they have 
requested to be considered for), including notifying them of any 
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protracted periods of absence, such as extended leave whether annual, 
maternity, sick leave etc., to ensure that information about vacancies 
can continue to be made available to them; 

• complete and sign the Redeployment Registration Form, providing all 
relevant information / documentation in relation to contact details, 
employment record, qualifications, experience and role / job 
preferences; 

• submit their Form to their HR Case Manager, so that their base-line 
skills levels and competencies can be established; 

• complete and sign the Redeployment Scheme Employee Agreement 
Form to comply with the terms of the redeployment scheme and work 
proactively with the LHB/Trust to secure alternative employment within 
the prescribed 3 month timescale; 

• access and review NHS jobs on a daily basis and other relevant 
recruitment media on a regular basis to assist in the identification of  
potentially suitable internal and external NHS vacancies; 

• consider and pursue all reasonable suitable alternative employment 
opportunities within NHS Wales, expressing an interest in those vacant 
posts for which they may be potentially suitable (with reference to their 
knowledge, skills, qualifications and experience) and submitting an 
application; 

• contact their HR Case Manager, should they require any additional 
information regarding a potential suitable vacant post, to enable them to 
make an informed decision regarding the suitability of the vacancy;  

• consider alternative posts, which would be regarded as suitable except 
for the rate of pay, terms and conditions of service, location etc. In such 
circumstances the employing LHB / Trust organisation will give full and 
fair consideration to offering pay and / or terms and conditions of 
employment protection and / or excess travel expenses etc. in 
accordance with the provisions set out in the Organisation Change 
Policy; 

• co-operate fully and to exercise reasonable flexibility when considering 
and being considered for suitable alternative posts, to ensure where 
possible that they are able to secure substantive employment, prior to 
the expiry of their Redeployment Candidate status. Whilst reasonable 
attempts will be made to accommodate employee’s preferences, they 
should not unreasonably refuse a post within a reasonable travelling 
distance or at a lower band, as pay protection will be given in 
accordance with the terms set out in the OCP. Should an employee 
unreasonably refuse a post that has been assessed as one which could 
provide suitable alternative employment, the matter will be dealt with in 
accordance of Section 6.6 of this policy “Refusal of an Offer of Suitable 
Alternative Employment”; 

• contact their HR Case Manager, should they wish to consider attending 
a training course, to enable them to update their skills and / or 
knowledge or to re-train for work of a different type or in a different 
discipline / field; 

• complete the application process in respect of all identified suitable 
alternative post and attend all associated arranged meetings and 
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interviews;  

• approach their manager to request reasonable time off work to find 
suitable alternative employment, including attendance at interviews and 
meetings in relation to their redeployment and training events;  

• meet with a senior HR Manager should their HR Case Manager believe 
that they have unreasonably refused an offer of suitable alternative 
employment.  

 
All Redeployment Candidates will be entitled to be accompanied by a trades 
union representative or a work colleague, if they so wish during any 
redeployment related meetings.  

 
5.6 Trades Union / Professional Organisation Representative 

 
At the request of the displaced employee the trades union / professional 
organisation representative is responsible for; 

 

• Supporting the employee and attending meetings with them in relation to 
their redeployment. This will not include attendance at formal meetings 
with an appointing manager to discuss a specific post or recruitment 
interviews; 
 

• Working with the Health Board/Trust representatives to address any 
concerns they may have regarding the organisation and/or the employee’s 
adherence to the provisions of this policy, seeking to resolve any issues of 
concern, informally where possible. 

  
6.        Interview and appointment process 
 
6.1 Process for identifying suitable alternative employment  
 vacancies 
 

All recruitment to suitable alternative employment vacancies must be 
undertaken in line with the NHS Wales Shared Services Recruitment Process 
and Procedures. 
 
The person specification and job description for a post will be the principle 
documents used as the means, by which the HR Case Manager and the 
Redeployment Candidate, will identify and determine potential suitable 
alternative posts.   
 
To be eligible for consideration for vacant posts, the employee must be able to 
demonstrate that they meet all of the essential person specification criteria for 
the post. 
 
Whilst consideration of suitability will necessarily focus on knowledge, skills, 
experience and qualifications, it will also be necessary to take into 
consideration any personal circumstances which may render the post 
unsuitable such as caring responsibilities and hours of work. In addition, due 
regard must be given to the requirement to make reasonable adjustments to 
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posts in accordance with the Disability Discrimination Act (2005) and the 
requirement not to unlawfully discriminate against disabled staff seeking 
redeployment opportunities, by providing staff at risk of redundancy with 
preferential treatment. 
 
An employee will not have a right to more than one offer of suitable alternative 
employment, unless it can be established that the offer did not in fact provide 
them with a suitable alternative post. 
 

6.2 Identified appropriate suitable alternative employment vacancies  
 
Where a post has been identified as a potential suitable post for a 
Redeployment Candidate, the HR Case Manager will advise the appointing 
manager that they are required to consider and offer the employee an 
interview.  Such vacancies will not be the subject of an open competition 
recruitment process, unless an appointment cannot be made from any eligible 
Redeployment Candidates. 
 
If a full skills match does not exist at the outset, the vacancy may still be 
deemed suitable if it is agreed that after a trial period (see 6.6 below) and/or a 
period of training it is assessed that there is certainty that the full skills match 
would be achieved. 
 

6.3  Appointment process 
 
Where it has been identified and agreed that an employee on the 
Redeployment Candidate list is able to demonstrate, via their job application 
that they meet the essential person specification criteria for a vacant post, the 
appointing manager must meet with them to discuss the post and role 
requirements, prior to the recruitment interview process.   
 
The purpose of the meeting will be to establish whether the employee is 
potentially appointable to the post.  This will ensure that both parties are 
confident going into the recruitment process that the post may provide suitable 
alternative employment and could potentially be filled by the identified 
employee. 
 
Where only one individual is involved, the decision to offer a post will still be 
based on whether the individual could reasonably be expected to undertake 
the duties to the required standard through a formal recruitment interview as 
the only candidate. 
 
Should it be determined that the post would represent a significant change in 
responsibilities and pay band for the employee, a formal recruitment interview 
would be required under the normal open competition arrangements, to ensure 
that there was no unfair advantage in securing a promotion. 
 
Where more than one redeployment candidate expresses an interest in a 
vacancy and they meet the essential person specification criteria for the post, 
they will all be interviewed for the post.  The selection decision will be based 
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on the appointed individual’s ability, as demonstrated via the interview process, 
that they could undertake and perform in the role to the required standards. 
 
Where appropriate, redeployment to a fixed term or temporary post on an 
interim basis will be considered if this is deemed to be in the best interests of 
an employee and the service.  In such cases, the employee’s designation as a 
Redeployment Candidate will be suspended, while they undertake this post.  
Their designation will resume once the fixed term / temporary post comes to an 
end.  In such circumstances, and in preparation for the ending of this post, the 
employee will be able to apply for vacancies as a redeployment candidate 3 
months prior to the end of the fixed term/temporary arrangement. 

 
Where an employee has been identified as suitable for a post and they can 
demonstrate that they meet the essential person specification criteria, and they 
are the only candidate, but they are not considered to be suitable by the 
appointing manager (either at the formal meeting or interview stage), the 
appointing manager will be required to provide written objective reasons to the 
HR Case Manager supporting the displaced employee, copied to the Director 
of Workforce and OD.  The purpose of this written documentation will be to 
confirm the reason(s) for their decision, based on their deliberations against 
the post’s essential person specification criteria, the job description and the 
candidate’s knowledge, skills, qualifications and experience.   

  
In such circumstances the appointing manager will not be permitted to proceed 
to appoint to the post, via a process of open competition, until they have met 
with a senior Workforce & OD Manager and / or executive lead (depending on 
the seniority of the post).  The purpose of this meeting will be to discuss the 
decision, explore concerns and where possible reach a final conclusion, 
regarding whether the post would offer the employee suitable alternative 
employment. 

 
Should it be concluded that the appointing manager can objectively justify not 
considering the employee for their post, the senior Workforce & OD Manager / 
executive lead will contact the HR Case Manager, to advise them of this 
decision.  
 
If no other Redeployment Candidates are eligible/suitable for appointment to 
the post  the HR Case Manager should notify the appointing manager, to 
enable them to put the vacancy through the Vacancy Process for approval to 
advertise the post via a process of open competition. 
 

6.4 Appointment to the post 
 

Should an appointing manager recommend that a Redeployment Candidate is 
appointable following an interview process, they should inform the relevant HR 
Case Manager of the outcome, the associated terms and conditions of service 
and where applicable the agreed commencement date. The manager will 
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confirm the recruitment decision in a letter to the employee, which will be 
followed up with the official appointment letter and contract.  

It will be the responsibility of the relevant HR Case Manager to ensure that the 
employee’s status as a Redeployment Candidate is changed.   

6.5 Not recommended for appointment to the post 
 

Should an appointing manager conclude that a Redeployment Candidate is not 
appointable following an interview process, they should not inform the 
candidate of the outcome until they have discussed their decision with the HR 
Case Manager. (depending on the seniority of the post).  Initial contact 
regarding this matter, will be via the HR Case Manager who will refer the 
matter to a senior HR Manager /Executive Lead, depending on the seniority of 
the post.  

 
Prior to contacting the HR Case Manager the appointing manager should 
ensure that they have produced written objective reasons, supporting their 
decision.  These reasons should be mapped across to the post’s person 
specification criteria, the job description content and the candidate’s 
knowledge, skills, qualifications and experience and fully explain why the 
employee was unsuccessful at interview.  
 
This information will be used for the following purposes: 

 
1. to aid the discussion between the appointing manager and the senior 

Workforce & OD Manager / or their executive lead (depending on the 
seniority of the post);  

 
2.  to enable the HR Case Manager to provide initial constructive feedback to 

the unsuccessful employee.  
 

It will be the responsibility of the appointing Manager to provide the 
unsuccessful employee with detailed and constructive interview feedback. 

 
The purpose of the meeting between the Appointing Manager and the senior 
HR Manager / or the executive lead (depending on the seniority of the post), 
will be to discuss the decision, explore concerns and where possible reach a 
final conclusion, regarding whether the employee is appointable to the post.  

 
Depending on the reasons given not to appoint the employee, the Appointing 
Manager may be asked to consider offering the employee a minimum four 
week trial period, in accordance with the statutory provisions set out in the 
Employment Rights Act (1996), to provide them with training and adaptation 
time in the new post.  

 
Should the appointing manager agree to allow the employee to take up the 
post on a trial period, they must be advised during this meeting that they would 
be required to confirm the employee’s appointment as permanent, at the end 
of this agreed period, should the trial prove successful.   
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They should also be advised that should a trial prove unsuccessful, due to 
practical and reasonable reasons the employee would return, where 
practicable to their previous position on a supernumerary basis. Where a 
return to their previous post is not possible, the employee’s former manager 
will allocate them meaningful work to undertake, in accordance with the 
provisions set out in Section 7 of this policy. 

 
Should it be concluded that the appointing manager’s decision not to appoint 
the employee was justified and it would not be appropriate in the 
circumstances to offer a trial period, the senior Workforce & OD Manager / an 
executive lead (depending on the seniority of the post) will contact the HR 
Case Manager, to advise them of this decision.  

 
 
6.6 Trial period 

 
In accordance with the employee’s statutory rights, as set out in the 
Employment Rights Act (1996) redundancy provisions, they are entitled to a 
four week trial period, to provide them with some time to decide whether they 
consider the new post to be suitable.  A trial period may also be used where 
the suitability of the post is disputed or unclear to either the LHB/Trust or the 
employee.  A longer trial period may be agreed by the appointing manager and 
the employee, in limited circumstances, for example to provide training or re-
training.   
 
Where a trial period is agreed, the appointing manager and the employee 
should establish in writing, the agreed duration of the trial and how both parties 
will assess the suitability of the post during and / or at the end of this period.   
 
At the end of the trial period it is the responsibility of the appointing manager to 
inform the employee and the HR Case Manager whether or not the 
appointment to the post has been regarded as successful. Where the 
employee proves to be competent in the new post at an early stage the 
appointment can be confirmed at any stage prior to the end of the 4 week 
period. 
 
Where the appointment is deemed not to have been successful at the end of 
the agreed trial period, the written objective reason(s) must be provided to the 
relevant HR Case Manager using the Record of Trial Redeployment Period 
Form. 
 
Where the manager concludes that the trial appointment has been 
unsuccessful and the employee is not suitable for the post, they will be 
responsible for putting the reason(s) in writing to the employee using the 
Record of Trial Redeployment Period Form, copied to the HR Case Manager.   
 
Where the employee concludes that the trial appointment has been 
unsuccessful and the post is not suitable for them, they will be responsible for 
putting the reason(s) in writing to the Appointing manager and the relevant HR 
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Case Manager using the Record of Trial Redeployment Period Form. 
 
The written reasons will be reviewed by the HR Case Manager and discussed 
with the senior HR Manager/ Executive Lead (depending on the seniority of the 
post), to determine what follow up action may be required. 
 
 Where it is concluded that an employee has unreasonably refused an offer of 
suitable alternative employment, following a trial period, their entitlement to a 
redundancy payment will be forfeited and the LHB / Trust reserves the right to 
proceed to terminate their employment. 
  
Where it is established that an employee has reasonably refused an offer of 
suitable alternative employment, following a trial period, they will be required to 
continue to seek suitable alternative employment in accordance with the 
provisions set out in this policy.  
 

6.7 Refusal of an offer of suitable alternative employment  
 
Where the senior HR Manager/ executive lead concludes that an offer of 
suitable alternative employment has been unreasonably refused, a formal 
meeting will be held with the employee.   
 
The employee will have the right to be accompanied by a trades union / 
professional organisation representative or a work colleague.  The purpose of 
this meeting will be fully explore and discuss the reasons for the refusal and to 
establish whether the reasons are valid and reasonable in the circumstances. 

 
 Where it is established that the employee has unreasonably refused an offer of 
suitable alternative employment, their entitlement to a redundancy payment will be 
forfeited and the employing LHB / Trust may reserve the right to proceed to terminate 
their contract of employment. An employee may appeal against this decision directly 
to Stage 3 of the All Wales Grievance Policy and Procedure. 
 
Where it is established that an employee has reasonably refused an offer of 
suitable alternative employment, following a trial period, they will be required to 
continue to seek suitable alternative employment in accordance with the 
provisions set out in this policy.  
 
 

6.8 Failure to secure a suitable alternative employment post 
 

If at the end of the 3 month redeployment period a Redeployment Candidate 
has not secured suitable alternative employment, as a last resort, the LHB / 
Trust organisation may need to consider terminating the employee’s contract 
of employment by reason of redundancy, in accordance with the provision set 
out in the Employment Rights Act (1996), Section 16 of the NHS Agenda for 
Change Terms and Conditions of Service Handbook and their contract of 
employment. 
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No redundancy payment will be made where suitable alternative employment 
has been identified but the displaced employee has unreasonably refused the 
post.  
 

6.9 Posts advertised under open competition 
 
Should no Redeployment Candidate meet the specified essential person 
specification criteria and the vacancy is not considered to provide a suitable 
alternative employment opportunity, then posts will be advertised via the open 
competition process.  In these circumstances Redeployment Candidates may 
apply for the post, in accordance with the LHB’s/Trust’s recruitment and 
selection policy.  As such these candidates will be considered for the post, in 
competition with other applicants.  

 
Where a Redeployment Candidate secure a post via a process of open 
competition, they are required to advise their HR Case Manager as soon as 
practicably possible, to ensure that their status as no longer being a 
Redeployment Candidate is appropriately recorded.  
 

 
7. Allocation of meaningful work 
 

Wherever possible, employees who have been displaced and / or identified as 
being at risk of redundancy will remain in their original post, and continue to 
report to the appropriate manager.  
 
Where it is not possible for an employee to remain in their original post and 
they cannot be immediately redeployed to a suitable permanent post, their 
manager in conjunction with the Head of Department / Function will find and 
allocate the employee, meaningful, interim work  

 
In such cases, the employee is expected, through discussion and agreement 
with their Head of Department / Function, to be flexible regarding the type and 
nature of work that they are allocated to undertake, to ensure that the LHB / 
Trust can provide continuity of service and meet its operational needs, during 
the period of organisational change.  

 
In any such discussions, the employee would be offered reasonable interim 
work, which was broadly commensurate with their substantive pay band / 
grade  and  which would best utilise their knowledge, skills, experience and 
expertise.  The employee’s personal circumstances and commitments outside 
of work would also be taken into consideration, during any such discussions. 

 
The employee would be entitled to be accompanied by a trades union or work 
colleague, should they so wish during any meetings to discuss this matter.  
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8. Secondments and fixed term posts 
 

A Redeployment Candidate who takes up a secondment or fixed term post, will 
have their displaced / at risk status suspended, until the contract comes to an 
end.  
 
If the secondment or fixed term post is for less than 12 months they would 
have the balance of their 3 months as a Redeployment Candidate reinstated 
and the search for suitable alternative employment continue from the date of 
the termination of the fixed-term / temporary post. 
 
If the secondment or fixed term post is for more than 12 months then the 
employee will become displaced 3 months before the secondment or 
temporary post is due to end and their status as a Redeployment Candidate 
will be re-activated for a further 3 months at that stage.  
 

9. Pay Protection 
 

Where an employee accepts a suitable alternative post, which attracts a lower 
salary, their pay will be protected in accordance with the Arrangements for 
Salary Protection, set out in Section 10 of the Organisational Change 
Policy. 

 
10.  Grievance and right of appeal 
 

Where an employee has a grievance, in respect of the application of the 
Organisational Change Redeployment Policy or the management of their case, 
they may lodge a grievance in accordance with the provisions set out in the All 
Wales Grievance Policy and Procedure.  

 
Should an employee raise a grievance which is not entirely within the control of 
their LHB / Trust (for example; failure of an external LHB / Trust to consider an 
application from an eligible displaced employee), their organisation should 
treat the matter in the same way as any other internal grievance.   

 
In such circumstances the employing LHB / Trust will be required to make the 
third party organisation aware of the grievance and their need to fully engage, 
participate and contribute to the investigation process. Where appropriate the 
employing LHB / Trust will also inform the third party organisation of their 
obligation to be involved in the implementation of any agreed resolution, 
decision or recommendations.  
 
Once this process has been exhausted the employee will have no further 
recourse to their organisation’s local grievance policy and procedure. 

 
11.  Monitoring and review 
 

This Policy will come into effect on the <Insert date> and will be used solely for 
the purpose of managing employees who are displaced / at risk during the 
implementation of an organisational change process. 
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The Welsh Government in conjunction with the NHS Wales LHB / Trust will 
regularly monitor and review the effectiveness and any issues of concern, 
regarding the implementation of this Policy and the local management 
arrangements for supporting Redeployment Candidates. 
 

 


