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Having a redeployment policy in place is a key part of enabling a positive colleague 
experience even at times of change in a colleague’s life and career with YBS. Colleagues may 
require redeployment support because as a result of organisational change their role is at 
risk of redundancy or because ill health means a particular role is no longer viable for them.

Purpose
The purpose of the policy is really simple, it’s 
about having great conversations that enable us 
to understand colleague capability, experience 
and strengths. In doing so, the aim is to provide 
opportunities for colleagues to stay with the Society 
but where colleagues still leave we will help them 
to leave well.

Who is the guide for
This guide is a framework that supports line 
managers, colleagues and hiring managers in 
ensuring all opportunities for redeployment are 
fully considered and explored prior to anyone 
leaving the Society. 

Fundamental to its success is everyone, especially 
the colleagues in a redeployment situation, 
proactively engaging in the process.
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What is redeployment and when does it apply? 2

Redeployment will apply to all colleagues who are either:

How long does a colleague remain in the redeployment talent pool:

Colleagues “at risk” of redundancy or under notice of redundancy will remain in the 
redeployment talent pool until they leave  or until they are redeployed to a different role

For colleagues in the redeployment talent pool because of ill health or a disability, 
a decision will be made on a case by case basis on how long they remain in the 
redeployment talent pool

“At Risk” of redundancy or under notice of redundancy and no new role has been 
identified

Impacted by ill health or a disability (as defined under the Equality Act) and unable to 
carry out their current role (where reasonable adjustments have been implemented and 
not worked)

Redeployment is the process that we go through to help colleagues find another 
position within the organisation as a way of preventing them leaving on grounds 
of redundancy or ill health. We also have a legal duty to mitigate redundancy 
wherever possible.



• Colleagues will be placed in a 
‘redeployment talent pool’ at the point 
redeployment applies 

• The consultation/line manager will let 
the colleague know that they’re in the 
redeployment talent pool and what this 
means for them.

• The Talent Acquisition team (TA) will be 
notified of any colleagues who are now 
in the redeployment talent pool. 

• The TA team will then send a list of all 
current vacancies to the colleague and 
their consultation manager. All vacancies 
can also be viewed on the internal 
vacancies site.

• The consultation manager and/ or line 
manager will work with the colleague 
to establish the transferable skills the 
colleague has, helping them identify 
roles they may want to consider today. 
Colleagues are asked to submit their CV 
via JobTrain under the”Redeployment 
Talent Pool” ‘vacancy’. The Talent 
Acquisition team will use this to     
 

assess suitability for any roles where 
the colleague’s skills potentially match 
the job

• The colleague will need to apply for 
any role they’re interested in. This can 
be done by either emailing the Talent 
Acquisition team advising them of the 
role the colleague is interested in and 
requesting their CV to be moved across 
or by applying for the vacancy via 
JobTrain. They will be able to indicate 
they are a redeployee to the TA team 
during the application process. In ill 
health cases, sometimes, colleagues may 
not need to apply for role. The HR Advice 
team will be able to offer guidance on 
when this may apply. 

• Vacancies will be advertised in the 
normal way but applications from 
colleagues in the redeployment 
talent pool will be forwarded to the 
recruiting manager before those of other 
applicants where possible.

 
 

• The TA team and the recruiting manager 
may sometimes contact the colleague 
to discuss the position and to help them 
assess if the colleague should be invited 
for an interview.

• Recruiting managers  will be 
encouraged to think about the 
transferable skills a colleague has and 
whether, with appropriate training and 
development, they could perform the 
role to an acceptable standard rather 
than looking for a ‘perfect fit’ for the role.

• Where a redeployment colleague 
meets the minimum/essential criteria 
for a role, they will be prioritised for 
interview and seen before any other 
applicants where possible.

• If the colleague is then offered the role, 
they would be given a trial period.

• Where a colleague is unsuccessful in 
securing an interview/role, they can 
request feedback from the recruiting 
manager including advice and 
guidance on areas for improvement or 
development.

3How does redeployment work?
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Registering for        
vacancy alerts 
will ensure colleagues are 
notified whenever a role 
is advertised that fits their 
requirements. Colleagues 
should regularly review current 
vacancies and put themselves 
forward for any suitable 
opportunities.

 

Preparing for interviews and 
selection processes  
Tailoring an application for the role a 
colleague is applying for can really help a 
recruiting manager understand your ability to 
do the role.

Think about:

• your skills, knowledge and experience;

• any transferable skills you have;

• any specific areas of expertise or interest   
you have;

• your level of responsibility;

• any relevant training you have undertaken;

• your ambitions/aspirations;

if appropriate, any personal circumstances 
relevant to undertaking a new position.

It is important that colleagues in the redeployment talent pool proactively engage with the process and 
take steps to ensure they have the best chance of securing a role internally.

Proactively seek 
out support  
to ensure the 
colleague is taking 
advantage of all the 
resources to help them 
stay with the Society. 



•  Respond positively to considering 
applications from colleagues in the 
rdeployment talent pool and and 
prioritise them in the selection process

 •  Assess colleagues against the essential/
minimum selection criteria for the role 
seeking guidance from HR Advice or the 
TA team as needed

•  Providing feedback to a colleague 
where requested

•  Provide support during a trial period 
and having regular reviews with the 
colleague

•  Determine suitability at the end of the 
trial period

Recruiting Manager Role and 
Responsibilities

Support available to colleagues in the 
redeployment talent pool
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A range of support is available to colleagues while they’re in 
the redeployment talent pool.

•  Support and advise the colleague as 
needed and answer any questions that 
the colleague may have 

•  Work with the colleague to help them 
identify their skills, highlight their 
contribution to date and help the 
colleagues think about how their skills 
could potentially be transferred into 
other roles

•  Suggest additional training and 
development a colleague could 
undertake, which might help them with 
securing another role internally. It’s 
really important for the colleague to 
participate if such opportunities arise. 

Consultation/Line Manager Role 
and Responsibilities



•  Provide support and 
guidance on the process and 
procedure

 •  Support colleagues’ 
understanding of the 
process to maximise 
opportunities for successful 
redeployment

•  Where necessary, liaise 
with Occupational Health 
Services (and others as 
appropriate) and the line 
manager to obtain advice 
on reasonable adjustments 
and the suitability of 
redeployment opportunities

•  You can find lots of information and 
resources  on the Wellbeing intranet pages

 •  You have access to a variety of different 
tools and techniques through Unmind, a 
free and confidential online platform

•  You also have unlimited and free access 
to the Employee Assistance Programme 
which is completely confidential.

HR Advice Role and 
Responsibilities

It’s important to look after your 
health and wellbeing, especially at 
times of change or uncertainty

Support available to colleagues in the 
redeployment talent pool continued
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A range of support is available to colleagues while they’re in 
the redeployment talent pool.

•  Provide colleagues and their 
line manager with an up-
to-date list of vacancies to 
ensure they’re aware of all 
opportunities available as 
they arise

•  Can be contacted for advice 
and guidance on current 
vacancies, updating CVs, 
preparing for interviews

•  Support recruiting managers 
assess colleagues against the 
essential/minimum selection 
criteria for the role

TA Team Role and 
Responsibilities
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Q. What happens when more 
than one colleague in the 
redeployment talent pool  
meets essential/minimum 
criteria for a role?

 A. The usual selection process 
approach would be followed 
in that all eligible colleagues 
would be considered and 
the offer would be based on 
matching the best candidate 
available to the post.

Q. I have two candidates 
who I believe are equally 
capable of performing in the 
role, one is a redeployment 
colleague and one isn’t, what 
should I do?

A. The redeployment 
colleague should be 
prioritised and offered the 
role.

Q. Can a redeployment 
colleague apply for a role 
at a higher or lower Career 
Framework Level (CFL)?

A. Yes, a colleague can choose 
to consider a position at a 
higher or lower CFL. 

If a colleague applies for 
a role they would take the 
terms associated with the 
role. So any benefits would 
be brought in line with that 
Career Framework Level.  

If successful in applying up, a 
colleague would receive any 
additional benefits associated 
with that Career Framework 
Level. In relation to salary we 
would apply the approach we 
take with a BAU promotion 
and review the colleague’s 
salary and capability level in 
the usual way.

If a colleague applies for, and 
ultimately moves into, a role 
at a lower Career Framework 
Level, and their salary is 
above the salary level for 
the new role, it would be 
brought in line with the top of 
that Career Framework Level 
salary range.

Q. What if the opportunity 
offered in not a permanent 
role?

A. If a colleague is redeployed 
into a temporary role, the 
redeployment process would 
re-commence 3 months prior 
to that role coming to an end.

  Q. Can a colleague still 
explore other opportunities 
even if they’ve been offered 
a role?

A.Where a colleague has 
been offered a permanent 
role, they can continue to 
apply for other vacancies 
however they wouldn’t be 
given prior consideration 
over other applicants. In 
cases where colleagues in 
the redeployment talent pool 
have been offered temporary 
roles, they would continue to 
be given prior consideration. 

If a colleague has accepted 
a role, then we would 
consider them to have 
been redeployed and they 
would no longer be in the 
redeployment talent pool.
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Q. What is suitable 
alternative employment?

 A. If a colleague is at risk 
of redundancy, we must 
try to find them a suitable 
alternative role within the 
Society, so we can redeploy 
them and avoid making them 
redundant. Where a colleague 
is offered a role, they do not 
have to take the job if it is 
not suitable for them or it is 
reasonable for them to refuse 
the role. Whether a job is 
suitable or reasonable for 
them to refuse depends on a 
number of factors include pay 
and benefits, location, hours, 
status, similarities to their 
current role, and their skills 
and abilities in relation to   
the role.

In some instances, a role may 
be identified and offered 
as alternative employment 
that is at a Career Framework  
Level lower that their current 
grade. Where the pay and 
benefits associated with that 
role may mean a difference 
for the colleague, we would 
discuss the suitability of the 
role with them. 

The different pay and  
benefits may provide grounds 
for the colleague to reject 
the role offered as not 
suitable and where we are 
in agreement, they would 
remain at risk of redundancy 
and unless another role was 
secured they would be served 
notice and leave YBS by 
reason of redundancy.

Q. Does a colleague get a trial 
period if they’re successful in 
securing a role?

A. Yes. If a colleague is in the 
redeployment pool and they 
secure a new role, they will 
get a trial period. 

The duration of any trial 
period would be agreed 
between the colleague and 
the recruiting manager. It 
would normally be for a 
period of 4 weeks however 
can be agreed for up to 
a maximum of 12 weeks 
depending on the training 
requirements. 

The trial period allows 
the colleague and YBS to 
determine whether the role 
is suitable. At the start of the 

trial period the manager will 
set out the requirements of 
the role and expectations 
for the trial. There will be a 
review between the manager 
and colleague at the end of 
the trial period to decide 
if the role is suitable and 
there would be regular 
conversations during the trial 
to give the colleague and 
manager a chance to discuss 
progress.  
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Q. What happens at the end 
of any trial period?

 A. In the event that the 
new role is deemed not 
suitable (and the colleague 
is not offered any other 
suitable alternative roles) the 
colleague would be redundant 
at the end of their notice 
period and if they are eligible, 
a redundancy payment would 
be made.  

Suitability takes into account 
both the colleague and 
manager’s views and roles 
shouldn’t be unreasonably 
refused. If a colleague does 
unreasonably decline a 
suitable alternative role 
they would lose the right to 
a redundancy payment. The 
discussions around suitability 
would focus on the role, the 

colleague’s skills and ability to 
do this and any other relevant 
personal circumstances.  

In practice with regular 
conversations during the trial 
period, both parties should be 
clear by the end of the trial 
what the outcome is likely 
to be. Once a trial period is 
successful (i.e. accepted) the 
colleague is no longer at risk 
of redundancy.

For colleagues in the 
redeployment talent pool 
because of ill health or a 
disability, should the role be 
considered unsuitable, the 
line manager with guidance 
from the HR Advice team 
would make a decision on 
moving to holding an ill health 
capability meeting where 
consideration would be given 
to terminating employment.

Q. Can a colleague turn down 
an interview for a proposed 
role or an offer of a suitable 
alternative role?

A. We want to avoid 
redundancies wherever 
possible; for this reason we 
will actively seek to identify 
suitable alternative roles for 
colleagues.

A colleague may provide 
grounds for rejecting the role 
offered as not suitable and 
where we are in agreement, 
the colleague would remain at 
risk of redundancy and unless 
another role was secured 
they would be served notice 
and leave YBS by reason of 
redundancy.

If a colleague unreasonably 
refuses an offer of suitable 
alternative employment, 

or declines to attend an 
interview for a position 
that may present such an 
opportunity, the line manager, 
with guidance from the HR 
Advice team, will consider 
whether the colleague may 
risk losing any eligibility to 
redundancy payment. 

Colleagues in the 
redeployment talent pool 
because of ill health or a 
disability, can turn down 
an interview or proposed 
role. The line manager with 
guidance from the HR Advice 
team would make a decision 
on moving to holding an ill 
health capability meeting 
where consideration would 
be given to terminating 
employment.
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Q. What should a colleague 
do if they believe there 
is a role advertised that 
is suitable alternative 
employment for them?

A. The colleague should 
flag this via their line or 
consultation manager with 
the TA Team who will then 
work with the HR Advice team 
and hiring manager to assess 
whether the role is suitable 
alternative employment. 

Q. What happens if a 
colleague is unable to 
find a redeployment 
opportunity by the end of the 
redeployment period?

A. For colleagues whose 
roles are redundant, then 
their employment will end on 
grounds of redundancy once 
their notice period ended.

For colleagues in the 
redeployment talent pool 
because of ill health or a 
disability, a decision would 
be made to hold an ill health 
capability meeting where 
consideration would be 
given to ending employment 
because a colleague is  
unable to carry out the duties 
of their role.
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