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1. Introduction
1.1	Background to Neath Port Talbot Council (NPTC)
NPTC is a Local Authority in the public sector established in 1996, ensuing local government reorganisation. They must ensure that public money is safeguarded, rightly accounted for and used economically, efficiently and effectively (NPTC, 2021)
1.2 	Why is it important for NPTC to attempt to reduce redundancies? 

Public spending money contributes to redundancy costs, which was the council’s third overall highest expenditure in the last financial year (2023/2024) costing £374,314.91. Staffing salaries and sickness absence costs were first and second retrospectively (NPTC, 2024a). The council has seen an increase in redundancy costs of nearly £170,000 over a three year period, ensuing redeployment was unachieved (figure 1). 
	 
	Subjective
	TOTAL

	 
	 
	---------------

	2021/22
	0602 Redundancy Payments
	204,855.78

	2022/23
	0602 Redundancy Payments
	219,604.40

	2023/24
	0602 Redundancy Payments                    
	374,314.91


Figure 1 – Extract of NPTC redundancy costs over a three year period from the Director of Finance.
1.3	Why review NPTC’s redeployment process?
It is inevitable that redundancies will occur across businesses in an attempt to make savings and reduce costs, heightened by an inflation crisis (Kelly, 2022, Sheffield, 2024). It is important that NPTC’s redeployment process is fit for purpose in an attempt to withstand compulsory redundancies and endorse their pledge that “Redeployment is a positive act which can enable the Council to maintain the skills and experience of valued employees” (NPTC, 2018).
Avoiding redundancies could ease current pressures in local economic-unemployment, highlighted within the Corporate Plan 2024-2027 (NPTC, 2024b).
A total of 40 employees were at risk of compulsory redundancy (figure 2). Only 35% (15 employees) of employees being made redundant were successfully redeployed (figure 3), arguing the case for a review.

Figure 2 – Data from NPT’s prior consideration register in the last financial year (2023/2024) (SAP Business Objects, 2024b).

Figure 3 - NPT redeployment succession rates in the last financial year (2023/2024) (SAP Business Objects, 2024b).
NPTC’s current redeployment procedure (Appendix 1) provides informative advice, setting out a statement of intent to maximise opportunities for employees to be redeployed. However, given that this policy was last reviewed nearly six years ago, interpretation may be that the process has become custom and practice rather than procedural.
2.	Literature review
2.1	What is ‘redeployment?
Cambridge Dictionary (2024) defines redeployment as “the act of moving employees, soldiers, equipment, etc. to a different place or using them in a more effective way”.
Hall (2024) states that redeployment is a positive means of employee commitment through long-term employment relationships. However, it also implies job status insecurity; a fear of being moved to a less interesting role causing a deterioration in skills-fit (Lewis et al, 2023, MacKenzie et al, 2023).
2.2	Are there current best practice approaches to redeployment?
The Chartered Institute in Personnel and Development (CIPD) and Advisory, Conciliation and Arbitration Service (ACAS) support organisations, providing advice and guidance (ACAS, 2024a, CIPD, 2024, GOV.UK, no date).
Whilst ACAS (2024b) offers an overview on an employer’s obligations to offer suitable alternative employment, redeployment guidance was sparse. MacKenzie et al (2023) stating that there has been little attention into researching redeployment in general and remains an unstudied despite its increasing prevalence.
Training providing ‘brief reference to redeployment as part of a real case study’ was suggested, however, any research would have already been concluded (Appendix 2). 
CIPD (2024) sets out clear guidance on how to effectively deploy the workforce, highlighting a need to assess and develop transferrable skills. Organisations are considered more inclusive recognising talent and deploying according to job fit, however, it is argued that such an approach can create a workforce differentiation (Boeck et al, 2017).
There is emphasis on identifying generic skills and how these can be easily applied across various roles if required, stressing the need to consider what an employee ‘CAN’ do, rather than what they ‘CAN’T’. Setting good practice for redeployment, there is particular importance on effective communication. Arguing there is no such thing as ‘too much’ communication and transparency throughout any process, with the avoidance of ‘overload’ (Suff, 2020).
Furthermore, investing in workforce development through training and development opportunities could be the decisive ingredient in achieving organisational goals (CIPD, 2024). 

2.3      Other public sector organisations’ approaches to redeployment 
In line with the research objectives, policies were requested from other public sector organisations on their redeployment process. 
2.3.1 South Wales Police (SWP)
SWP have adopted a policy on Redundancy and Re-Deployment, which includes a procedure for Redeployment (SWP, 2013) (Appendix 3). 
The policy provides notable guidance on the appropriate steps to be adhered too during the redundancy process, with clear expectations of roles and responsibilities. 
Whilst the policy emphasises that the Force will endeavour to redeploy any individual who is deemed ‘at risk’, there is limited direction on their approaches in achieving this. For example, the procedure outlines initial communication with the individual, there is no mention of communication thereafter.
Key procedures that support redeployment in comparison to NPTC’s process include that external advertisements and existing recruitment practices are frozen, allowing any redundant employee the utmost opportunity..   
2.3.2. Swansea Bay University Health Board (Swansea Bay UHB)
Swansea Bay UHB (2021) redeployment policy and procedure provides informative guidance, in particular, on the importance of the employee’s role throughout the process (Appendix 4).
This policy sets out imperative information for employees on what is considered suitable alternative employment and a blended approach in identifying suitable vacancies (Swansea Bay UHB, 2021).  
They have a dedicated Shared Services Recruitment Team that supports redeployees through weekly distribution of any vacancies for their consideration, aided by the HR Advisor and Line Manager (Swansea Bay UHB, 2021).
Whilst there is no requirement to ‘hold’ or ‘freeze’ any vacancies from external advertisement, their policy highlights that Swansea Bay UHB (2021) reserves the right to withdraw any post. However, this is only adopted at a certain stage of the recruitment process which could create undue high expectations for a redeployee. 
3.	Methodology
3.1	Aim and Objectives
3.1.1	Aim of this report
The aim of this report is to undertake a critical review of Neath Port Talbot Council’s (NPTC) redeployment process and make recommendations for improving current practice with a view to reducing redundancies.
3.1.2	Objectives
The objectives are as follows:
· To research and analyse existing literature relating to current best practice approaches to redeployment.
· To benchmark NPTC’s current redeployment process against other public sector organisations.
· To review secondary data within NPTC relating to the current redeployment process.
· To conduct quantitative/qualitative primary research using a mixed method approach, through the use of surveys and interviews to establish any inconsistencies within the current redeployment process and what is currently working well.
· To make recommendations for improvement to the redeployment process to reduce redundancy costs and retain experienced professionals.

3.2	Research Philosophy
Saunders et al (2023) refers to research philosophy as a system of beliefs and assumptions that inform the development of knowledge. It is argued that although philosophical paradigms are generally hidden in research, these are imperative in influencing the research design (Creswell et al, 2023).
[image: ]
Figure 4 – Research Onion diagram (Saunders et al, 2023)
There are five commonly known philosophies being Positivism, Critical Realism, Interpretivism, Postmodernism and Pragmatism. A Pragmatism approach was applied as part of this research, supporting the research topic which ‘arises out of actions, situations, and consequences…identifying whether there is a concern with applications-what works-and solutions to problems’ (Creswell et al, 2023). 
Applying this philosophy supports a mixed method approach and allows the freedom to choose the techniques, methods and processes that best fit the research topic (Anderson et al, 2024, Creswell et al, 2023, Saunders et al, 2023) 
The submission of such philosophy has allowed for the utilisation of both inductive and deductive data analysis.

3.3.	Research Methodology
A mixed method approach to integrate both qualitative and quantitative data informed the primary research. This research purportedly formed in the late 1980s, designed to neutralise any weaknesses and bias through the convergence of both data sources (Creswell et al, 2023). Bazeley (2023) argues that whilst both forms of data can provide gainful insight and develop a stronger understanding of the research problem, a lack of diligence of what is involved in the integration of research data can impede the practice of mixed methods.
In the case of this research, the use of both qualitative and quantitative data was imperative to “gathering numbers and hearing the voices of individuals” (Creswell et al, 2023). 
Qualitative data was collected using ‘both open- and closed-ended questions’ through conducting interviews and the completion of a survey using Microsoft Forms.  With quantitative data providing invaluable insight on NPTC’s redeployment statistics that supported obtaining the qualitative data.  
3.3.1	Research participants
Creswell (2023) emphasises that meaningful data collection starts with learning the participants understanding of the problem. According to Saunders et al (2023) it is beneficial to obtain a diverse opinion from participants through a varied data collection – this was pivotal in the researcher’s decision to carry out both types of primary data; interviews and a survey. 
Semi-structured interviews were held with six HR colleagues based in various teams, carrying out different roles. This selection process allowed the researcher to gain a varied perspective given that they would have had different involvements in the redeployment process. Aiming to identify any inconsistences and what is working well with the current process (Appendix 5).
A survey was carried out with a specific group of participants known as a ‘true experiment’. All fifteen redeployees were chosen to participate, with twelve responding to the survey questions (Appendix 6). Data was anonymised to encourage participants to provide honest feedback on their experiences’ during the redeployment process. Any involvement would provide invaluable information that could recommend improvement of the current practices (Anderson et al, 2024).
[bookmark: _Toc174519108]3.4	Reliability, validity, and research limitations
Belotto (2018) argues that reliability and validity are similar in that they support to assess the quality of the research undertaken. However, these two concepts differ in that validity focuses on the accuracy of a set of measures, with reliability measuring the consistency of a set of measures. 
The use of reliable and valid data ensures that thorough research has been conducted. 
There are no concerns with the validity and reliability of the quantitative data used as part of this research. Data was retrieved using NPTC’s Business Objects reporting tool, a system which provides authoritative data across the council that informs strategic decision-making. It would have been beneficial to have obtained redeployment data prior to the last financial year for comparison purposes, however, due to a change in operating system, it would have been difficult to retrieve reliable data. 
The same set of questions were used to all participants during interviewing and completion of the survey. However, there is no certainty that the participant would provide true and accurate answer. Transcripts were signed by participants who were interviewed.
4.	Research findings
Like many Local Authorities, NPTC is already faced with intense financial pressures (LGA, 2023) with the expense of redundancies costs contributing towards this. Whiting (2021) emphasises that redeployment is not only cost-effective, but allows an organisation to retain specialist skills and experience.
4.1	NPTC’s current process versus best practice 
A crucial part of this research was to establish best practice approaches to redeployment to review with NPTC’s current process. Whilst credible professional bodies ACAS and CIPD provide extensive guidance on redundancy and relevant legislation associated with offering suitable alternative employment, there was little in the way of redeployment. 
CIPD (2024) does stipulate the need to consider generic transferrable skills, taking into account what an employee CAN do, instead of CAN’T – such approaches are not necessarily being sustained at NPTC, as redeployees are assessed against an ‘essential’ criteria of a specific role. 
It is evident that there is some work required on communication. NPTC’s process sets out expectations to “work with the employee to achieve a successful redeployment outcome, ensuring regular contact with the employee”. There is no evidence to suggest that regular contact is made, with one common theme from redeployees suggesting no or little communication tends to be provided throughout the process.
Unfortunately, best practice approaches were constricted with Kraaijenbrink (2019) arguing that best practice comes with serious limitations as organisations operate differently. Striving for a ‘fit’ approach, centres on anything can work if all fits naturally. Alluding to NPTC (2023) core values, which includes ‘collaboration’ and in the absence of robust best practice approaches, perhaps consideration should be made to work with redeployees on what ‘fits’ with the current process. 
4.2	Benchmark against other public sector organisations
Clear principles are set out in the process implemented by NPTC, SWP and Swansea Bay UHB, all supportive in the redeployment and retention of skills and experience within their organisations. However, any similarities tend to end there. 
There are notable differences for applying for suitable vacancies, with it seeming that a lack of support is provided to the applicant within NPTC. The requirement to complete an application form for each vacancy applied for, with other organisations, supported by the line manager, to complete a skills audit at the initial stage of the process. 
It is important note that the identification of training and development opportunities in the initial stage of the process would support wider redeployment opportunities across different functions the potential to lessen hard to fill vacancies (Taylor, 2022, Whiting, 2021). With there being little acknowledgement of any in-house training, but rather reasonable time off to explore external training opportunities.
4.3	Interviews
Whilst there was a common theme that everyone involved had a clear understanding of NPTC’s redeployment process, concerns were raised with possible inconsistencies across different departments. 
Sabel et al (2021) highlighting that the transfer of employees between functions stems fear that will impact or adversely affect their survival and performance. 
The majority of colleagues highlighting concerns with the “Historical stigma associated with those on redeployment register”. Negative beliefs may be compounded by the stigma attached to job losses with ‘Imposed’ Managers resistant to accept redeployees, feeling a loss of control in the recruitment process (MacKenzie et al, 2023).
A resonation in proposals to carry out “redeployment workshops” across departments, aiming to provide transparency on the process as well as a positive outlook on recruiting redeployees. However, imperative to the success of holding workshops is gaining those involved on-board due to time commitments (Momirski, 2019).
There was a divide in the “stipulation of what each HR team’s role is on the process”. Posing the question that would uncertainty amongst HR colleagues on their involvement on the process, create controversy amongst managers and disengage them from the process.
4.4	Survey
One notable result from the survey distinctively shows that the majority are long-standing employees that ascertains skills and experience (figure 5) (Taylor, 2022). There is a vast agreement in their understanding of the redeployment process as well as contentment that their new roles suit their ‘skills, knowledge and experience’. 
Whilst there was strong agreement in ‘being made fully aware of the process’, disproportionate responses in receiving ‘clear communication throughout process’ is a theme that coincides with other research findings. 

Figure 5 – redeployment survey results – NPT service
Employees were relatively satisfied with their overall experience in the redeployment process (Figure 6), however, a contradiction in responses to being ‘supported throughout the process’, questions the reliability of the data and whether participants were answering truthfully or just became disinterested (Figure 7) (Creswell et al, 2023).

Figure 6 – Redeployment survey results – overall satisfied

Figure 7 – Redeployment survey results - supported
Largely positive responses were received on what they felt was ‘helpful advice’, with ‘wellbeing support available’ being a common trend. ‘Least helpful’ responses were few but there was noticeable frustration with the application and interview process, arguing that a lack of involvement in a recruitment process sets a disadvantage. 
5.	Conclusion
After careful analysis of feedback received from all participants, it is evident that NPTC’s redeployment process does represent flaws. Whilst there is evidence that supports elements of the process which are working well, a notable flaw is the miscommunication in supporting individuals throughout the process. Pivotal to encouraging redeployment, is supressing the probable stigma associated with prior consideration applicants (CIPD, 2024, Suff, 2020).
Whilst redeployment can be considered compelled, MacKenzie (2023) suggests that supporting internal appointments can not only reduce uncertainty but promote ‘culture-fit’, with an employee already aware of the organisation. 
An empathetic approach is applied by other public sector organisations with regard to freezing/withholding any external advertisements considered as suitable vacancies for those at risk. An employee is assisted throughout the process by a dedicated team/line manager.
It could be construed that maybe there is a fear amongst those long-standing employees having potentially had prior little involvement in a recruitment process. It is anticipated that further support in the application and interview process could boost their confidence and support successful redeployment. 
With best practice approaches being limited, consideration should be made for a best ‘fit’ process, taking into account employee feedback, undertaken using an anonymised survey (Kraaijenbrink, 2019). However, it could be considered that data obtained was ‘one sided’, with research undertaken with those who were successful in obtaining redeployment.
Further research would have provided a more stringent review of the process. Understanding a manager’s perspective would have provided an overall review of NPTC’s redeployment process and informed recommendations for improvement.
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Appendix 1 – NPTC’s redeployment procedure encompassed within their Management of Change in Partnership policy
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Appendix 2 – Response from ACAS research team in relation best practice approaches to redeployment
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Appendix 3 – South Wales Police Redundancy and Re-Deployment Policy
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Appendix 4 – Swansea Bay University Health Board Redeployment policy and procedure 
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Appendix 5 – Template interview questions to HR colleagues
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Appendix 6 – Survey template questions on NPT’s redeployment process distributed to successful redeployees
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Introduction
NPTC is a public sector organisation employing nearly 6,900 staff (SAP Business Objects, 2024a). It is imperative that public spending money is rightly safeguarded and used efficiently with redundancy costs being the council’s third highest overall expenditure in the last financial year.
In the last financial year (2023/2024), NPTC paid out a total of £374,314.91 in redundancy costs. An increase of over £150,000 from the previous year (NPTC, 2021). A total of 40 employees were at deemed at risk of compulsory redundancy, with only 35% (15 employees) of those employees achieving redeployment. These figures argue the case for a review of the current redeployment process. 
It is inevitable that redundancies will occur across businesses to make savings and reduce costs, intensified by an inflation crunch (Kelly, 2022, Sheffield, 2024). Is NPTC’s redeployment process is fit for purpose and withstand compulsory redundancies and endorse their pledge “Redeployment is a positive act which can enable the Council to maintain the skills and experience of valued employees” (NPTC, 2018).
The current procedure was last reviewed nearly six years ago and therefore, it could be considered that the process has become custom and practice rather than procedural.
Literature
Cambridge Dictionary (2024) defines redeployment as “the act of moving employees, soldiers, equipment, etc. to a different place or using them in a more effective way”.
The CIPD and ACAS were identified to research any best practice approaches for employers to imply and support their redeployment process.
ACAS (2024b) offers an overview on an employer’s obligations to offer suitable alternative employment as part of a redundancy process, however, redeployment guidance was sparse.
CIPD (2024) provided good practice guidelines which includes identifying generic transferrable skills, emphasising that employers should consider what an individual ‘CAN’ do, rather than what they ‘CAN’T’. Particular importance was applied to effective communication and transparency throughout any process. Arguing that there is no such thing as ‘too much’ communication (Suff, 2020).
Policies were obtained from other public sector organisations for benchmarking purposes.
Methodology
The aim of this report is to undertake a critical review of Neath Port Talbot Council’s (NPTC) redeployment process and make recommendations for improving current practice with a view to reducing redundancies.
The objectives are as follows:
· To research and analyse existing literature relating to current best practice approaches to redeployment.
· To benchmark NPTC’s current redeployment process against other public sector organisations.
· To review secondary data within NPTC relating to the current redeployment process.
· To conduct quantitative/qualitative primary research using a mixed method approach, through the use of surveys and interviews to establish any inconsistencies within the current redeployment process and what is currently working well.
· To make recommendations for improvement to the redeployment process to reduce redundancy costs and retain experienced professionals.
A Pragmatism approach was applied, supporting the research topic which ‘identifies whether there is a concern with applications-what works-and solutions to problems’ (Creswell et al, 2023).
A mixed method approach was used to integrate both qualitative and quantitative data, with Bazeley (2023) arguing that both sets of data can provide better insight and a stronger understanding of the problem.
Findings
Benchmarking with Swansea Bay UHB (2021) and SWP (2013) policies, all set out clear principles to support successful redeployment. One notable variation was the ‘freezing’/’withdrawal’ of external advertisements. Whereas, NPTC’s approach places the onus on recruiting managers to identify any ‘prior consideration’ applicants and trust that they consider these before other applicants.
Semi-structured interviews were held with six HR colleagues with common themes arguing that there is a ‘stigma’ associated with those on prior consideration and would ‘redeployment workshops’ support managers in minimising this.
Redeployment survey was provided to individuals previously involved in the process and results indicate that whilst they were satisfied with the overall process, lack of communication was echoed. 
Conclusion
Whilst elements of NPTC’s process are working well, there are also flaws. There is clearly work to be done on improving communication and support needed for individuals to enhance their experience in a recruitment process. 
A review of any external advertisements and identification of ‘matching’ those with generic transferrable skills to current vacancies will enhance success rates and retain skills and knowledge and promote ‘culture-fit’ (MacKenzie, 2013).
Further research in gaining an understanding of the process from a recruiting manager’s perspective will provide an overall review. This will then support any recommendations for improving the current process.
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How long have you been working for NPT Council?




Total	
2-3 years	3-4 years	4-5 years	More than 5 years	1	1	3	7	
Number of responses




Overall, how satisfied were you with the redeployment process? 

Disagree	Neither agree or disagree	Agree	Strongly agree	4	3	3	2	

I was supported throughout the redeployment process 


Disagree	Neither agree or disagree	Agree	Strongly agree	4	3	3	2	




Total	At Risk of Redundancy	End of Temp/Fixed Term Contract	Management of Change	Medical Redeployment	Pay Protection	Temporary Medical Redeployment	40	65	2	8	5	2	Reason on register


Number of employees



NPT redeployment succession rates


Successfully Redeployed	Yes	No	14	26	
20
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1.3

1.4

1.5

Appendix D
Redeployment Procedure

Statement of intent

This procedure is designed to assist employees who are at risk of losing their job
as a result of a redundancy situation, on the grounds of ill health capability, at
Stage 3 of the Capability Procedure, at the end of a fixed term contract of over a
year’s duration or who are in a pay protection situation,|

Redeployment is a positive act which can enable the Council to maintain the
skills and experience of valued employees, as well as meeting its legal
obligations.

The purpose of this guidance is to ensure that the procedure is clear and
transparent to all and that the roles and responsibilities of all parties are clearly
understood.

This procedure will not discriminate either directly or indirectly on the grounds
of gender, race, colour, ethnic or national origin, sexual orientation, marital
status, religion or belief, age, trade union membership, disability, offending
background or any other personal characteristic.

This procedure has been developed to maximise the opportunities for
employees to be redeployed and avoid advertising jobs which can be filled by
employees at risk.
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RE: Redeployment and best practice approaches/methods.

Friday 19 July 2024

Dear Jodie Barnett,

Thank you for contacting the Acas Research team who have passed
on your request to my team.

You have asked for the following information:

I am currently undertaking some research as part of my studies
in relation to redeployment and best practice
approaches/methods.

Please do you have any guidance around this? I can only find
very little information under your redundancy section.

I have reached out to various Acas teams, and they have provided the
following information, some of which you may have already seen.

Information on ‘suitable alternative employment’ can be found on the
Acas website: https://www.acas.org.uk/your-rights-during-
redundancy/taking-another-job-with-your-employer

The HR for Beginners training product makes a brief reference to
redeployment as part of a (real) case - Waddingham vs NHS -and
considerations within the Equality Act 2010.
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POLICY IDENTIFICATION PAGE
This policy has been drafted in accordance with the principles of human rights legislation.

Public disclosure is approved unless otherwise indicated and justified.

Policy title: Redundancy and Re-Deployment

Policy reference number: 380

Issue number: 11
Underlying procedures:
« Redundancy Consultation with the Trade Unions and "At Risk” Employees
« Assimilation or Redeployment Arising from Redundancy and Restructuring
Programmes
« Redundancy and Early Retirement Schemes
« Protection Arrangements.
« Appeals Procedure

Last review date: July 2013

Chief Officer: Strategic Director of Human Resources

Department responsible: HR Shared Services

Policy Lead: Assistant Director of HR

Links to other policies:
« Discretionary Policy Statements
« Recruitment and Selection Policy and Procedures
+ PSC Pay and Conditions of Service Handbook
«  Retirement at Age 65
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‘SOUTH WALES POLICE
FORCE POLICIES & PROCEDURES

years continuous service will be given reasonable time off to look for
alternative employment or to arrange training.

(12)  The Strategic Director of Human Resources will submit an annual report
of all redundancies to the Police & Crime Commissioner at the end of
each financial year.

Individual Roles & Responsibilities within General Procedure
Divisional/Departmental Management

(1)  Contact HR Business Partner as soon as possible.

(2)  Prepare Business Case and obtain necessary approval.

(3)  Arrange meaningful consultation with the trade unions in good time.

(4)  Consult with potentially redundant employees on an individual basis.

(5)  In conjunction with HR accommodate redundant employees who have to
be slotted in or relocated where possible.

(6)  Review redundant employees who have been relocated to
Division/Department during the trial period/s.

(7)  As an impartial member of an Appeals Panel conduct appeal hearings.

(8)  Authorise time off during notice period to seek alternative work or
retraining.

(9)  Complete Self Inspection Checklist.

Human Resources Department

(1)  Advise Departmental/Divisional Management.

(2)  Notify the Secretary of State for Business, Innovation and Skil
appropriate.

(3)  Assist management in consulting with trade unions.

(4)  Assist management in consulting with employees

(5)  Assist management in selection process for redundancies.

(6)  Notify redundant employees of any available vacancies.

(7)  Issue relevant at risk” or redundancy notices.

when

Redeployment Panel
Agree and administer selection criteria for selecting redundant staff and seek to
identify opportunities for redeployment.

Chief Officers.
Approve business cases for all compulsory redundancy, early retirement and
voluntary redundancy exercises, and obtain approval from the Police and Crime
Commissioner.

Strategic Director of Human Resources
Where appropriate conduct appeal hearings.

Submit an annual report of all redundancies to the Police and Crime Commi
the end of each financial year.

ner
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3.

Procedure for Redeployment:

3.1.

3.2.

South Wales Police will endeavour to redeploy an individual whose job has been
made redundant or the subject of a restructuring programme into a reasonable
suitable alternative vacancy during the statutory or contractual notice period.

The procedure and arrangements will be as follows:

3.2.1. The Human Resources Department will maintain and update on a regular basis
a list of all employees seeking redeployment into a reasonable suitable
alternative employment.

3.2.2. “At risk” employees will complete a Skills Profile detailing their skills,
qualifications and experience. The line manager will also complete a
performance report against the agreed selection criteria for a particular
vacancy for each “at risk” employee.

3.2.3. An initial meeting with their designated HR Business Partner will inform the
employee of the process of finding reasonable suitable alternative
employment within the Force and will include and be subject to the following:

a) External advertisements will be frozen and existing recruitment
exercises curtailed until full consideration has been given to the
redundant candidate.

©)  Where there is an internal failure to agree terms for redeployment with
a Line Manager, the Assistant Director of HR will make the final
decision.

d)  The statutory trial period will commence on the completion of the

statutory or contractual notice period or sooner by mutual agreement.
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7.

8.

What is Suitable Alternative Employment?

Redeployment Policy V2.
Reissued June 2021

Suitable Alternative Employment will be:

A post that wherever possible is at the same pay band as the employee’s
substantive post and carries broadly similar levels of responsibility.

Subject to Occupational Health approval as necessary including any
immunisations required in the new role.

Subject to DBS clearance as appropriate to the role. A new and
satisfactory DBS at the appropriate level must be sought before the
employee takes up the post. Time on the redeployment register will be
paused for the period it takes to get a DBS check.

Located so that where possible the employee does not incur
unreasonable additional travelling expenses or time. No excess travelling
expenses are payable on redeployment under this policy.

Identifying Suitable Alternative Employment

8.1

8.2

The Shared Services Recruitment Team will issue a vacancy list to all HR
advisors on a weekly basis setting out all vacancies, both interal and
external, that have become available.

All HR advisors must review the list in conjunction with the Line Manager,
and consider the requirements of any employee on the register within their
remit. If a redeployment trial is agreed, the HR Advisor must notify the
Shared Services recruitment team to withdraw the advert. An advert can
be withdrawn up to interview stage. If a verbal conditional offer of
employment has been made, the advert cannot be withdrawn for
redeployment.
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8.3

8.4

8.5

8.6

8.7

Al vacancies will be advertised within 2 working days of receipt by the
Shared Services Recruitment Team and will include a phrase indicating to
applicants that prior consideration will be given to those on the
redeployment register and the Health Board reserves the right to withdraw
the post at any stage prior to a formal offer being made.

It is expected that the individual employee will also search for alternative
employment by accessing NHS Jobs/TRAC on a weekly basis.

Where, in the view of the Line Manager and HR advisor, the employee
meets all the essential criteria within the Person Specification or would be
able to do so within a reasonable period, with appropriate support or
training (which in cases of ill health disability will include any reasonable
adjustments required), this post will be regarded as being a potential match.

The Line Manager will contact the employee and send further details of the
post for consideration. If the employee does not feel the post is a match
they must indicate the reasons for this in writing to their Line Manager
within 2 working days of receiving the details of the vacancy.

If there is more than one possible post the employee must choose which
post they wish to pursue and this post wil be withdrawn from
advertisement.
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Interview questions to HR colleagues on NPTC’s redeployment

process
Name: Interview date: Time:
Position:

Team:

Introduction - have been asked to pick a resesrch topic of my choice ss part o my UWTSD
Studlies and  have ientiied NPT’ redeployment process. | have chosen this opic due fo
Various HR teams’ involvement and historc inconsistencies and possible ack of awareness
Of roles within the service.

Q1. What are your experiences with the redeployment process?

Q2. What s your current role in the redeployment process?

Q3. Which policy/procedure should you to refer to for guidance on the
redeployment process?

Q4. What s your understanding of NPTC's redeployment process?

Q5. What do you feel is currently working well on the process?

Q6. Can you identify any inconsistencies? How could the process be
improved?

Q7. Any further comments?

1 you agree that this s a correct transcript of the interview held on Xy and you
~provide consent for this information to be used as part of a UWTSD research project,
please sign and date below.

Signas Pt Name: Date:
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Redeployment process survey

Please can you complete this short survey on NPTC's current redeployment
process. Any feedback provided is anonymised and will be used as part of
a university research project. Any information provided may be used to im-
prove the process in the future. Many thanks for your assistance.





image13.png
1. Do you provide consent that any information provided within this survey can be used for
research purposes? *

O Yes
O No

2. What is your current role / work department? *

Enter your answer

3. What was your role / work department prior to being redeployed? *

Enter your answer
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4. How long have you been working for NPT Council? *
O 1-2 years
O 2-3 years
O 3-4 years
O 4-5 years
O

More than 5 years

5. Overall, how satisfied were you with the redeployment process? *

0 1 2 3 4 5 6 7 8 9 10

Not at all satisfied Extremely satisfied
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6. How strongly do you agree or disagree with the following statements regarding the current
redeployment process? *

Strongly . Neither agree

disagree Disagree nor disagree Agree Strongly agree
e e @) O O O O
theredepioymentocess O @) ) O O
Srtreet Sie SO @) O O O

| was regularly communicated

to and offered support O O O O O

throughout the process
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7. Please provide feedback on the role you have been successfully redeployed too: *

Strongl! . Neither agree

disagrgeg Disagree nor disaggree Agree Strongly agree
| am pleased with the role |
have been redeployed too O O O O O

| feel the new role suits my

skills, knowledge and O O O O @)

experience

| have been provided with

relevant training to support O O O O O

me in my new role

| am pleased that | was able to
undertake a new challenge O O O O O
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8. How strongly do you agree or disagree with the following statements around NPT Council? *

Strongly . Neither agree
disagree Disagree nor disagree Agree Strongly agree

Every effort has been made to

support me during the O O O O O

redeployment process

There has been clear O

communication throughout O O O O

the process

| was made fully aware of the O O O O O

process from the start

9. What was the most helpful bit of advice you were given? *

Enter your answer
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10. What was the least helpful bit of advice you were given? *

Enter your answer

11. Please provide any other feedback relating to the process and how it could be improved *

Enter your answer

12. Additional comments

Enter your answer




