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Redeployment Policy

Policy Statement

It is recognised across NHS Wales that the process of securing alternative
employment for displaced staff requires a consistent and committed approach
from all parties. Public Health Wales is committed to following best practice in
this.

This policy incorporates the principles for redeployment of employees in cases
of:-

Capability, e.g. Long term sickness or frequent short term sickness;

Other health issues directly relating to an individual’s occupation;

Capability due to performance

Flexible working requests/ work life balance issues

As an outcome of a Disciplinary process

Where it has not been possible to resolve conflict, e.g. in relation to

Respect and Resolution issues;

e After a secondment or a Career Break, where the post has changed or
could not be held vacant

e Non-renewal of a fixed term contract where the contract duration or

total length of service is 2 years or more - see Procedure for Managing

the Expiry of Fixed Term Contracts

In cases of redeployment related to potential redundancy situations, please see
the All Wales Organisational Change Policy and All Wales Redundancy Policy (as
per Appendix 2 of the All Wales Organisational Change Policy).

Public Health Wales makes every effort to retain the valuable skills, knowledge
and experience of our people wherever possible. However, there may be
circumstances where it is necessary to make organisational changes which could
lead to redundancies, or employees may be unable to carry out the duties of
their role, for a variety of reasons, either permanently or temporarily.

Where a member of staff who becomes/is disabled needs adjustments to enable
them to be redeployed into another post, specialist advice will be sought in
relation to their practical needs which may be accessed through Occupational
Health or from external sources, for example the Disability Employment Advisor
(Employment Service), Shaw Trust, Remploy Interwork or other specialist
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organisations/ charities. For further guidance please see the Appendix -
Reasonable Adjustments.

Policy Commitment

As an organisation, we have a duty of care for our staff and, in line with our
values of working together with trust and respect to make a difference, we want
all staff to be treated fairly and equally with a kind and compassionate approach.

There is an expectation that all staff, including Directors and line managers make
every effort to support the intention of this policy and; co-operate in the
implementation of this policy in order to enable Public Health Wales to fulfil its
obligations to its employees.

In addition to the All Wales Organisational Change Policy, other Public Health
Wales Policies/ Protocols/ Guidelines may need to be cross referenced when
considering redeployment, details below.

Supporting Procedures and Written Control Documents

All corporate policies and procedures are available on the Public Health Wales
website

To be read in conjunction with:

e Agenda for Change NHS Terms and Conditions of Service Handbook -
NHS Wales

All Wales Organisational Change Policy

All Wales Capability Policy and Procedure

Disciplinary Policy

All Wales Managing Attendance at Work Policy

Menopause Policy

Procedure for Managing the Expiry of Fixed Term Contracts
Redundancy Policy (as per Appendix 2 of the All Wales Organisational
Change Policy)

All Wales Respect and Resolution Policy

All Wales Secondment Procedure

Relocation Expenses Policy

VERs Application Procedure

Redeployment Procedure

Scope

The policy will apply to all eligible employees of Public Health Wales. Please see
Policy Statement for details.
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Assessment has been completed and can be viewed on
the policy webpages.
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Disclaimer

If the review date of this document has passed please ensure that the
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1 Introduction

This policy outlines the process to be followed when an employee needs to
be redeployed for reasons other than organisational change. The All Wales
Organisational Change Policy (OCP) sets out the process for staff who need
to be redeployed due to organisational change.

The All Wales Organisational Change Policy includes a Redundancy Policy
which sets out all the measures which the organisation will explore to avoid
compulsory redundancy and the procedure to be followed. A redundancy
situation may also arise as a result of the non-renewal of a fixed term
contract, the process is set out in the Procedure for Managing the Expiry of
Fixed Term Contracts.

2 Aims and Objectives

The aim of the policy is to secure alternative employment for displaced
employees within Public Heath Wales to enable them to remain within the
employment of Public Health Wales by moving them to an alternative vacant
post which is more suited to their needs and/or abilities, or because it is no
longer tenable for them to remain in their current role.

The objectives of the policy are:

() To provide clear guidance to managers and employees
regarding their role(s) in managing situations where employees
need to be redeployed into suitable alternative posts;

(i) To thereby minimise the incidence of dismissal arising from
organisational change, ill-health, capability, redundancy, etc.

To ensure staff are aware of redeployment opportunities and the process
followed to match appropriate vacancies with eligible staff. Where a fixed-
term position becomes permanent, please refer to Procedure for Managing
Expiry of Fixed Term Contracts. This should be discussed with People and
OD in the first instance.

3 Circumstances which may lead to
Redeployment
3.1 Health reasons

Where it is recommended by the Occupational Health Department that an
employee can no longer carry out the duties of their post due to health
reasons, redeployment on ill health grounds will be considered.
Occupational Health will provide guidance in respect of any post which
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becomes available. Where appropriate an assessment should be taken to
determine if reasonable adjustments can be made to either the work
environment or any specific duties of the post. Where this can be achieved,
it may not be necessary to see redeployment to an alternative post. The
above options must be considered prior to considering ill health retirement.

Please see the Appendix for further information about reasonable
adjustments.

3.2 Temporary redeployment

There may be occasions when Occupational Health, a GP or Consultant
suggests redeployment for a limited time, for example, an employee may
be unable to perform their substantive duties while waiting for/recuperating
from surgery or after a period of long term sickness. In these cases the
temporary redeployment process should be managed in line with the All
Wales Managing Attendance at work Policy and employees will not be placed
on the redeployment register.

3.3 Capability process

The outcome of a capability process could also result in a member of staff
being temporarily or permanently redeployed.

3.4 Respect and Resolution

Where a complaint is about another individual, we will consider what action
may be appropriate to protect employees involved pending the outcome of
the investigation, taking into account the needs of PHW and the rights of
that individual. Where appropriate, we will attempt to discuss the matter
with the third party. We will also consider any request that an employee
makes for changes to their working arrangements during the investigation.
For example, a change to duties or working hours so as to avoid or minimise
contact between the parties involved. The All Wales Respect and Resolution
Policy should be followed.

3.5 Disciplinary process

The outcome of a disciplinary process could also result in a member of staff
being temporarily or permanently redeployed

3.6 Following a secondment or a career break

After a secondment or a Career Break, where the post has changed or could
not be held vacant.

3.7 End of fixed term contract
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Non-renewal of a fixed term contract where the contract duration or total
length of service is 2 years or more. Please see Procedure for Managing
Expiry of Fixed Term Contracts.

4 Roles and responsibilities

Whilst the process of attempting to find a redeployment opportunity is co-
ordinated by People and OD, the responsibility and ownership for actions
taken is shared with the Managers as well as with the individual concerned.

4.1 Managers

4.1.1 Line Managers (existing managers):

e Liaise with People and OD, to identify suitable alternative employment
opportunities and provide advice to employees in respect of this
policy.

e Ensure familiarity with the policy and procedure to be followed and
that staff are treated fairly and equitably.

4.1.2 Appointing Managers:

e Appointing managers must consider the appointment of a
redeployment candidate before considering any other applicant(s)
and before a vacancy is advertised.

e Where an individual is not shortlisted staff for an identified suitable
re-deployment vacancy, provide information/feedback to the People
and OD team to support their decision.

e Ensure the timely provision of feedback following informal interviews.

e Ensure familiarity with the policy and procedure to be followed and
that staff are treated fairly and equitably.

4.2 Colleagues

Colleagues who are on the Redeployment Register should consider any
suitable alternative roles. Should there be any dispute regarding suitability
of a role then the employee and their line manager should discuss with
People and OD.

Support to employees is also available via Trade Union representatives.

When placed on the redeployment register, review all vacancies, and should
they identify a post which may be suitable, contact the People and OD team.

https://phw.nhs.wales/careers/

Page: 7 of 13


https://phw.nhs.wales/careers/

| Public Health Wales | Redeployment Policy |

e Take all reasonable steps to consider options, participate in training
provided by Public Health Wales, and pursue opportunities which may
be suitable, in whatever way appropriate.

4.3 People and OD

People and OD will be responsible for operationally managing the
Redeployment register.

The People and OD team will:

e Provide staff on the Redeployment Register with necessary and
relevant information, in respect of redeployment opportunities, to
assist them to assess and make an informed decision regarding the
suitability of a post.

e Contact the line manager if they fail to shortlist a member of staff for
an identified suitable re-deployment vacancy, to ensure the matter is
investigated and resolved appropriately and in a timely manner.

e Work with the appointing manager to ensure the timely provision of
feedback following informal interviews.

e Advise the member of staff to contact a Trade Union representative
for advice and support.

4.4 Occupational Health Services

Occupational Health advice will be sought where appropriate on such issues
as capabilities, nature of duties and hours of work etc.

Where a temporary reduction in hours is recommended by Occupational
Health in order to facilitate a gradual return to full duties, reference should
be made to the Managing Attendance at Work Policy and rehabilitation back
into the workplace following sickness absence.

4.5 Trade Union Representatives

Staff representatives have a role in supporting and advising employees
regarding the redeployment process and working with the employee and
managers to help achieve a successful outcome.

5 Pay Protection and other terms

Protection of pay will only apply in cases of redeployment as a result of
sickness, organisational change or where the employee is found to be a
victim of bullying and harassment, under the terms of the All Wales Respect
and Resolution Policy.

If redeployment is to a lower pay band then the appointment will be made
to the highest available point of the pay band allowable under NHS Terms
and Conditions of Service Handbook.
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5.1 Capability or disciplinary issues

Redeployment due to capability or disciplinary issues may result in no pay
protection being provided. Advice should be sought from People and OD in
such situations.

5.2 Temporary redeployment

Where the redeployment is only required for a limited time, such as in cases
of rehabilitation back to work following ill-health then the employee’s
substantive post will be kept open. Such arrangements will take into account
any Occupational Health advice.

Where the post available for redeployment is temporary or a secondment
then the employee’s substantive post will be kept open, if appropriate, and
other substantive options will continue to be sought.

Where the reason for redeployment is due to ill-health and is being managed
under the All Wales Managing Attendance at Work Policy with Occupational
Health advice, the individual will, if appropriate, receive short-term
protection of earnings in accordance with the NHS Terms and Conditions.

5.3 Expenses

With the exception of redundancy situations, excess travel and car parking
expenses are payable for the trial period only.

5.4 Redeployment to a post more than one pay band lower than
substantive post

If a member of staff wishes to be redeployed into a post which is more than
one pay band lower than their current substantive post, this will not be
deemed to be a ‘suitable alternative post’ and negotiation between the
manager and member of staff will take place to agree a reasonable level of
protection in these circumstances. Any such situations MUST be referred to
the People and OD team for advice, before agreement is reached.

5.5 Trial period

Once an employee has undertaken one trial period, for any subsequent trial
periods the period of pay protection will be reduced accordingly.

6 Training and awareness raising

All staff will be made aware of this policy upon commencement with Public
Health Wales. Copies can also be viewed on the Public Health Wales
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internet site or obtained via the People and OD Team,
PeopleSupport.PHW@wales.nhs.uk

In the event that individuals need to use this policy, advice and guidance
can be sought from PeopleSupport.PHW@wales.nhs.uk

7 Monitoring and auditing

The policy lead will monitor and audit this policy as outlined in the EqHIA to
ensure it is compliant with current legislation, and that it is implemented
and adhered to.

8 Review and feedback

The policy and will be reviewed every three years or whenever a relevant
change in legislation occurs.

We are continually looking to improve our employment practices and
welcome any feedback you may have in relation to this policy.

Feedback can be provided by emailing, PeopleSupport.PHW@wales.nhs.uk
or you may wish to provide feedback via your Trade Union.

9 Equality and Welsh language monitoring

This policy is inclusive of all staff regardless of age, disability, gender
identity, marriage or civil partnership, pregnancy and maternity, race,
religion or belief, sex or sexual orientation. This policy will be available in
both Welsh and English.

10 Information Governance statement

All documents generated under this policy are official records of Public
Health Wales and will be managed and stored and utilised in accordance
with the Public Health Wales’ Guidance on Record Retention and
Destruction.
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This policy has the potential to deal with sensitive information and Public

Health Wales staff involved need to be fully aware of the material they are
handling.
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Appendix - Reasonable adjustments - Equality Act
2010

Throughout the application of this Policy, due regard must be given to the
Equality Act 2010. Public Health Wales recognises that a disability should
not bar a person from employment unless it would genuinely and
significantly impede that person from doing the job in question, and there
is nothing that Public Health Wales can reasonably do to overcome this. A
disabled person must be given equal opportunities to take up employment
and take up training opportunities even when adjustments would require
treating that person more favourably than others.

Definition

The Equality Act 2010 defines a disabled person as anyone with a physical
or mental impairment, which has a substantial and long-term adverse effect
on their ability to carry out normal day to day activities.

() Physical Impairment includes, for instance, a weakening of part
of the body caused through illness, by accident or congenitally.

(i) Mental Impairment includes a clinically well recognised mental
illness, or learning disability.

(iii) Substantial means that the effect is more than minor or trivial,
but it does not have to be severe.

(iv) Long-term adverse effect means that the effect has lasted or is

likely to last for at least 12 months, and the effect is a
detrimental one. A person whose life expectancy is less than
12 months is also covered if the effect is likely to last for the
whole of that time.

(v) Normal day to day activity means something that is carried out
by most people on a fairly regular and frequent basis.

Under the Act, the person may be affected in one of the following respects:

(i) Mobility

(i) Manual dexterity

(iii) Continence

(iv) Physical co-ordination

(v) Ability to lift, carry or move everyday objects

(vi) Speech, hearing or eyesight

(vii) Memory or ability to concentrate, learn or understand

(viii) Perception of the risk or physical danger
Also covered by the Act are:

(i) Recurring or fluctuating conditions such as arthritis
(i) Conditions which progressively deteriorate such as multiple
sclerosis, HIV and cancer
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(iii) Severe disfigurements
Reasonableness

Reasonable adjustments will be made to working conditions where these
would otherwise place a disabled person at a substantial disadvantage. Less
favourable treatment of a disabled person for a reason related to the
disability cannot be justified where the reason for the treatment can be
removed, or made less than substantial, by reasonable adjustment. In
determining the reasonableness of a proposed adjustment the following will
be considered:

() The effectiveness of the adjustment in preventing the
disadvantage

(i) The extent to which it is practicable to make the adjustment

(iii) The effects on the service provided

(iv) Financial and other costs including any options for assistance

(for example, via the Disability Advisory Service)
Advice

Where a colleague has, through sickness or accident become disabled,
Public Health Wales will assess the potential to retain the person in
employment, either within the post currently occupied or in another
identified and suitable role. Advice on the implications of the Disability
Discrimination Acts should be sought at any stage of the application of the
Managing Attendance at Work Policy from People and OD or from Trade
Union representatives. The employee will be offered input from the
Disability Advisory Service who will advise on work place adjustments, and
where necessary possible alternative employment options. In certain cases,
the Disability Advisory Service will contribute to the purchase of specific
equipment or other workplace adjustments, which will enable the person to
continue in employment. The employee will be involved in all of the above
processes.
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