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BRECKLAND COUNCIL 
 

REDEPLOYMENT POLICY 
 
 

1.    INTRODUCTION 
 
Breckland Council is committed to job security and recognises the benefits to be gained in 
trying to avoid compulsory redundancy or medical termination of employment, and will 
endeavour to identify suitable alternative employment wherever reasonably practicable. 

 

2. SCOPE 
 
2.1 This policy applies: 
 

• where an employee has been identified by management as requiring redeployment 
to avoid redundancy, or 

• where the employee has a medical condition which prevents them from  continuing 
in their current post in accordance with the guidance on medical redeployment 
provided in the sickness policy and all reasonable adjustments have been 
exhausted, or 

• in any other cases at the discretion of the Head of Human Resources.   
 
 

The principles in this procedure apply in all cases, although there may be a need to adapt 
the process to meet the needs of individuals where ill health or capability prompt the 
redeployment. The aim is to be fair, consistent and sensitive to the rights of the employee 
as well as the business needs of the employer. 

 
 

3.     THE PRINCIPLE OF REDEPLOYMENT 

 
 The underlying principle behind the Redeployment Policy is that an employee at risk of 

redundancy should be appointed on the basis of whether they are capable of undertaking 
the post applied for, rather than them being demonstrably the best applicant for the post, 
as a means of avoiding compulsory redundancy/termination. 

 
 

4. REORGANISATION 
 

4.1     A review in the Council may result in the number of posts being reduced when 
departments are merged or work is reorganised. Affected employees who are at risk of 
redundancy will be considered for alternative posts within Breckland Council. 

         
4.2     Suitable alternative employment is defined as a post which offers substantially similar 

work, under substantially similar terms and conditions of service.  
 
4.3    If an employee unreasonably refuses an offer of suitable alternative employment there is 

no entitlement to a redundancy payment. 

 

 

 

 

 

 



Draft 1  

 

 

5.   PROCESS 
 

5.1 As soon as an employee needs to be redeployed they will be considered for any post, at         
an equivalent level or below, available or becoming available prior to any advertisement.   

 
5.2      An employee at risk of redundancy is expected to apply, and will be considered, for all 

‘suitable’ positions arising, prior to an advert being circulated.  
 
5.3     If a post is identified as being ‘suitable alternative employment’ the affected employee will 

be considered for the post. If the employee could be deemed to meet the requirements 
for the post, with any training considered reasonable, then the post will be offered as an 
alternative to termination of employment. 
 

Trial Period 

 
5.4    If the new post offered is substantially the same as the redundant post, then a trial period    

would not normally be applicable.  In other cases it may be appropriate to agree a trial for 
a specified period of up to 12 weeks. 
 

5.5 During the trial period an employee will continue to be paid their substantive salary 
‘package’.  No change in salary will be implemented until a new contract is issued, 
following confirmation of redeployment. 
 

5.6 If the new employing manager wishes to extend the trial period, they may do so, by    
agreement, for a maximum of up to a further 12 weeks, in order to ensure suitability for 
the post.  

 
5.7 If, at the end of the trial period, the new employing manager and employee are satisfied 

that the post is suitable then the employee’s appointment to that post will be confirmed in 
writing and a new contract or amendment to their current contract will be issued.  

 
5.8 At the end of a trial period the employee may still be entitled to a redundancy payment if 

the alternative post is deemed unsuitable. However, if the employee unreasonably 
refuses the post at the end of the period then they may lose their entitlement to 
redundancy. 

 
5.9 If, at the end of the trial period, the employee is considered not to be suitable for the 

vacancy he must be notified in writing as to the reasons for this decision. If the employee 
is unhappy with this decision, they have the right to appeal against the decision.  Appeals 
should be submitted to their manager within 7 days of receiving notification. 

 

 

6. PAY PROTECTION 
 

6.1 Purpose of the Pay Protection Policy 
 
6.1.1  The purpose of protection from financial detriment is to encourage employees who 

wish to continue their career with the Council to do so.  It gives them the choice of 
continued employment where the rate of pay offered is lower than their existing salary 
rather than the Council having no alternative other than redundancy. 

 

6.1.2  These protection arrangements will also apply to employees where the rate of pay 
attached to the existing post is reduced by organisational changes. 
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6.2    Eligibility/Application 
 
6.2.1  Protection arrangements apply to all employees irrespective of length of Council 

service. 
 
6.2.2  Employees whose earnings reduce as a result of a reorganisation may apply for a 

Certificate of Material Change.  This allows protection of pension benefits at the 
previous rate of pay if the member of staff retires from the Council within 10 years of 
the date of the change. 

 
6.2.3  The employee affected must either: 
 
  (i)  be subject to the redeployment policy due to organisational change; 
 
  (ii) have had their hourly earnings reduced by an organisational change; 
 
  (iii) been redeployed as part of the ill-health procedure. 

 
 

6.3 Basis of Calculation 
 
6.3.1  Employees who are redeployed to a post on the same salary grade as their 

redundant post will transfer on the same salary. 
 
6.3.2  Employees who accept redeployment to a post on a lower salary grade will have their 

salary frozen for a period of three years from the date of appointment to the new 
post. A frozen salary is one which does not receive annual cost of living pay awards 
or increments  

   
6.3.3  Protection of earnings will cease when: 
 
  (i) the member of staff has obtained employment at an equivalent or improved level 

to their protection; 
 
  (ii) the period of pay protection has been for a period of three years; 
 
  (iii) earnings in the new post reach the value of the protected pay level; 
 
  whichever is the shortest period. 
 

 
Salary enhancements/supplements, essential user allowances and ongoing Honoraria 
payments are not included as part of the salary in these circumstances. 

 
 

7. OTHER REDEPLOYMENT 
 
7.1 A member of staff’s health or capabilities may change in relation to the duties they are 

expected to fulfil.  Where a member of staff has difficulty in meeting the demands of their 
post, it may be necessary to discuss alternative employment options. 

 
7.2 The Manager, in conjunction with HR, will discuss the situation fully with the member of 

staff, obtaining medical advice where appropriate.  They will be considered for 
redeployment when it becomes clear that they cannot continue to work effectively in their 
own post. In these circumstances if redeployment is agreed there will be no salary 
protection and the employee will receive the rate of pay applicable to the new post. 
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7.3 The Council will make every effort when a member of staff becomes disabled, to make 

reasonable adjustments and/or adaptations to retain the disabled person in their post. 
 
7.4 Employees can be accompanied by their Trade Union representative or work       

colleague at any stage of this process. 
 

 

8.    REVIEW OF POLICY 
 
This policy will be reviewed periodically to ensure its continuing relevance and effectiveness in 
light of experience, good employment relations’ practice an developments in employment law. 


