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1 Introduction 

1.1 What is the policy about? 

The aim of the policy is to support employees who are ‘at risk’ of redundancy or unable to continue 
in their substantive role due to ill-health or disability. These employees will have the opportunity to 
apply for any internal vacancies before any other internal or external candidates to enable 
employees to try to secure suitable alternative employment within Durham County Council (the 
council). 
 

1.2 Who does the policy apply to? 

The Redeployment Policy applies to employees whose employment is at risk and who meet one of 
the following criteria:  
 

 Permanent employees; 

 Non-permanent employees (temporary or fixed-term employees and in some cases causal 
employees where a regular working pattern exists) who have a minimum of two year’s 
continuous local government service. 

 
This policy covers all employees of the council, including maintained school based employees. 
Non-employees e.g. agency workers, academy employees, employees of Voluntary Aided 
Schools, contractors and consultants, are excluded. 
 

1.3 Legislation 

The Employment Rights Act (1996) places a legal obligation on the council to ensure that 
employees who are placed ‘at risk’ and who are issued with their notice of dismissal are provided 
with an opportunity to find alternative employment. The council has a duty to make all reasonable 
efforts to redeploy the employee during their notice period and this policy sets out the process that 
will be used to ensure this takes place. 
 
This will generally involve the employee being given prior consideration, including short listing and 
interview, for vacancies that arise during their notice period. This will be undertaken as quickly as 
reasonably practicable to support the employee in securing suitable redeployment. 
 
The legislation also requires that the council provides a 4 week trial period of a redeployment role 
in all cases on compulsory redundancy. The council voluntarily extends this provision to all 
employees who are placed ‘at risk’ through either disability or ill health. This will also apply where 
an employee listed on the redeployment register gains a higher graded post, as an alternative to 
redundancy, through a normal recruitment exercise. Further details about the trial period can be 
found in section 7. 
 
1.3.1 Disability Confident Scheme  

The Disability Confident Scheme aims to help employers make the most of the opportunities 
provided by employing disabled people. It is voluntary and has been developed by employers and 
disabled people’s representatives. By building a reputation as a Disability Confident Employer 
(level 2) that actively seeks out and hires skilled disabled people, the council aims to help to 
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positively change attitudes, behaviours and cultures, not just in its immediate business but in its 
networks, supply chains, and the surrounding communities. 
 
Further information in relation to the Disability Confident Scheme can be found in the Recruitment 
and Selection Policy. 
 

1.4 Responsibilities 

The key stakeholders involved in the Redeployment process and their responsibilities are as 
follows: 
 
Employees who are at risk 

 responsible for registering on the North East Recruitment Portal (NEP); 

 actively searching and applying for suitable vacancies using the NEP; 

 preparing for and attending interviews for suitable vacancies. 
 

Head Teachers/Managers – both of the employee at risk and of a team where a vacancy 
exists 

 referring employees to the redeployment register, in conjunction with Human Resources 
(HR); 

 supporting those employees who do not have access to a computer through all elements of 
the redeployment process; 

 supporting employees throughout the redeployment process including, promptly providing 
references, allowing time off to attend redeployment interviews and providing support 
through the trial period; 

 applying the principles of the redeployment policy when advertising and recruiting to a post 
within their team. (This does not apply to schools.) 

 
Human Resources (HR) 

 advertising job vacancies on the NEP; 

 referring employees to the redeployment register, in conjunction with the employees 
manager and the HR Advice and Support Team; 

 authorising registration requests on the NEP; 

 validating redeployment application forms prior to submitting to the relevant service for 
short-listing; 

 supporting employees during the interview and trial period processes; 

 providing advice and guidance, as required on all elements of the policy; 

 reviewing and maintaining the Redeployment Policy. 
 

Occupational Health Service (OHS) 

 provide advice and guidance in relation to disability or medical conditions which may affect 
an employee’s ability to fulfil the requirements of the current role; 

 support employees’ inclusion on the redeployment register. 
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2 When is redeployment considered? 

An employee may find themselves ‘at risk’ as a result of redundancy following a 
restructure/staffing reduction exercise or as a result of finding they are unable to fulfil the 
requirements of their current post because of a disability or ill-health. In these situations, the 
Redeployment Policy provides an at risk employee with the opportunity to apply for internal job 
vacancies before any other internal or external candidates. 
 
Suitable alternative employment is regarded as such, where the vacant post is a ‘match’ to the 
employees’ substantive terms and conditions of employment (such as pay, grade, location, hours 
of work and status). 
 

2.1 Restructure and redundancy 

During restructuring/staffing reduction exercises, an employee may be issued with a Section 188 
identifying that their employment may be at risk of compulsory redundancy.  At this stage, the 
school is responsible for consultation with the employee during the redundancy consultation 
process, based on advice from the HR Advice and Support Team.  
 
There is an expectation that any posts that form part of the restructure they are involved in will 
have been fully considered before the employee is given notice of redundancy. 
 
The employee will be considered for redeployment during the period of their contractual notice 
period, up to a maximum of 12 weeks.  
 
In some compulsory redundancy situations, the employee may be eligible to access redeployment 
prior to their notice being issued. Consideration will be given to requests and will be agreed during 
the consultation process following advice from the HR Advice and Support Team. 
 

2.2 Disability/ill-health  

Redeployment may be considered as an alternative to dismissal where an employee is unable to 
undertake the full duties and responsibilities of their current role, but may be able to take up the 
duties and responsibilities of an alternative vacant post.   
 
The employee is only eligible for redeployment where: 
 

 options for rehabilitation back to their substantive post have been fully explored, with the 
benefit of Occupational Health Service advice; 

 this has not led to a plan for return to work in a foreseeable timescale; 

 it is necessary for the manager/Head Teacher to progress to a Final Attendance 
Management Interview (i.e. the employee is at risk). 

 
If a long-term reasonable adjustment can be made within the employee’s existing role, they will not 
be considered ‘at risk’ and therefore would not be considered eligible for redeployment. 
 
The employee will also continue to be considered for redeployment during the period of their 
contractual period of notice, up to a maximum period of 12 weeks.   
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The employee will not remain on the Redeployment Register during a phased-return to a post or 
during the trial period of a new post.   
 

2.3 End of temporary or fixed-term contracts of employment 

Where an employee is undertaking a temporary or fixed-term contract of employment, has a 
minimum of two years’ continuous service and does not have a permanent substantive post, they 
will be considered for redeployment. 
 
The employee will be considered for redeployment with notice being issued towards the end of the 
contract as necessary. If at the end of the employees notice period, or when the temporary 
contract expires, a suitable alternative post has not been found, the employment will terminate 
immediately. 
 
At the end of the temporary or fixed-term contract, should the employee secure further temporary 
redeployment, this will maintain continuous service, provided there has been no break.   
 

3 What is a suitable alternative? 

A vacant post will be considered to be suitable where the terms and conditions, such as pay, 
grade, location, hours of work and status, are similar to the terms and conditions of the employee’s 
substantive post. It is for the employee to make this determination when choosing which post(s) to 
apply for. 
 
In order to facilitate the retention of employees some flexibility will be required when considering 
whether a vacancy matches the employee’s substantive terms and conditions, particularly with 
regard to hours of work and location. However, restrictions do apply with regard to the grade of the 
new and substantive posts. 
 

3.1 Grade 

Employees are only eligible to apply and be given prior consideration for a post(s) through 
redeployment that are the same grade or lower grade than their substantive post. Where the 
employee’s post has a progression scale within the grade, they will only be able to apply for posts 
that are the same grade or lower than the grade they are currently receiving.  
 
Where an employee is ‘at risk’ as a result of a disability, within the scope of the Equality Act 2010, 
it is considered a reasonable adjustment to offer suitable alternative employment at a higher 
grade. Therefore, employees who meet this criteria can apply and receive prior consideration for 
posts through redeployment that are up to one grade higher than their substantive post. 
 
In circumstances where the grade of the new and substantive posts are not comparable e.g. when 
comparing NJC grades to Soulbury or Craft grades, it may be necessary for an employee to be 
given prior consideration for a post even where the top of the grade is higher than their substantive 
post. In these circumstances, eligibility will be considered on an individual basis and after seeking 
advice from the HR Advice and Support Team. 
 
Information about pay protection can be found in section 4. 
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3.2 Hours 

If a part time employee wishes to apply for a redeployment vacancy that is advertised as full time 
and open to job share, the post will initially be offered to them on the same hours as their 
substantive post. However, if the service deems it unfeasible to operate with the hours and/or the 
remaining hours cannot be filled by someone else, the employee can choose to increase their 
hours and accept the post on a full time basis. 
 

3.3 Location 

Employees must determine what they believe is suitable for them with regard to the location of a 
redeployment post, as employees who are appointed through redeployment are not entitled to 
claim for any excess travel expenses or any increase in travelling time.  
 

3.4 Temporary and fixed term contracts 

When considering whether a post is a suitable alternative through redeployment, employees 
should be aware of the implications of applying for some fixed term posts. An employee will only 
be eligible for a future redundancy payment where the post is being deleted from the 
establishment and the reason for dismissal is redundancy. 
 
An employee who accepts a temporary or fixed term post that is covering a substantive 
postholder, e.g. covering maternity leave or sickness absence, would not be eligible for a 
redundancy payment at the end of the contract as the post is still required and the reason for 
dismissal will be ‘some other substantial reason’ not redundancy.  
 
Employees must therefore think carefully about accepting offers of temporary or fixed term 
employment as a suitable alternative post. 
 

4 Pay protection 

Employees should make every effort to find suitable alternative employment at a similar salary 
level as their substantive post, however, this cannot be guaranteed.  
 
Please note Pay Protection does not apply to school based employees.  
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5 Vacancy cycle 

All vacancies are progressed through the Payroll and Employee Services Team and advertised on 
the NEP via www.northeastjobs.org.uk and will go through the advertising cycle described below. 
As the NEP is a web-based system, job vacancies can now be more widely accessed. 
 

5.1 Stage 1 – Restricted to redeployment candidates 

The vacancy (except school vacancies) will be advertised on the NEP for a period of 7 calendar 
days and will be clearly marked ‘Redeployment only’. Employees will need to submit their unique 
password to prove eligibility to apply for a post restricted ‘Redeployment only’.  Please note, 
school vacancies are excluded from ‘Stage 1’ advertising. 
 
If the vacancy remains unfilled following Stage 1, the vacancy will proceed to the next stage. 
 

5.2 Stage 2 – Restricted to internal candidates 

The vacancy (except school vacancies) will be advertised on the NEP for 10 calendar days, 
restricted to existing council employees and agency workers on a current assignment with the 
council.  
 
On some occasions, stages 1 and 2 may be combined and vacancies may be advertised for 
redeployment and internal candidates concurrently. In this case, prior consideration will still be 
given to employees registered on the Redeployment Register, subject to the eligibility criteria 
described in section 3. If an employee registered for redeployment identifies an internal vacancy at 
this stage, they should contact the Payroll and Employee Services Team who will liaise with the 
lead officer to organise prior consideration. Prior consideration can only be arranged via the 
Payroll and Employee Services Team. 
 
If the vacancy remains unfilled following Stage 2, the vacancy will proceed to the next stage. 
 

5.3 Stage 3 – External advertising 

The vacancy will be advertised externally on the NEP for 14 calendar days with no restrictions 
regarding who can apply. 
 
At this stage applications can be made by both internal employees and external applicants, 
however prior consideration will still be given to employees registered on the Redeployment 
Register subject to the eligibility criteria described in section 3. Again, if an employee registered for 
redeployment identifies an external vacancy at this stage, they must contact the Payroll and 
Employee Services Team who will liaise with the lead officer to organise prior consideration. Prior 
consideration can only be arranged via the Payroll and Employee Services Team. 
 
All school vacancies are advertised externally on the NEP during stage 3 and are not generally 
eligible for prior consideration. 
 
 
 
 

http://www.northeastjobs.org.uk/
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5.4 School Vacancies (Brokerage Scheme) 

School vacancies are not included in the above vacancy cycle and are therefore not restricted to 
redeployment candidates.  If an eligible school based employee who is deemed ‘at risk’ identifies a 
suitable school vacancy (schools where the council is the contractual employer), they should 
contact the Schools HR Advice and Support Team (HRAdvice@durham.gov.uk ) who will contact 
the school to request prior consideration for the role.  Please note however, the school is not 
obliged to give prior consideration in these circumstances. 
 
 

6 The redeployment process 

A summary of the redeployment procedure can be found within the flowchart at section 5. 

6.1 Registration 

The redeployment register is a list of all employees whose employment has been placed at risk as 
a result of compulsory redundancy or due to disability or ill-health. The Payroll and Employee 
Services Team are responsible for adding these employees to the register. 
 
As soon as the employee is eligible to register for redeployment, their Head Teacher will forward 
the Redeployment Referral Form to the Payroll and Employee Services Team, following 
consultation with the HR Advice and Support Team. The employee’s details will then be added to 
the register and they will receive an email advising them to register on the NEP (if they have not 
previously registered) for access to all job vacancies.  A unique password will also be provided to 
allow them to apply for job vacancies restricted to ‘Redeployment only’. 
 
The employee will be advised upon registration to complete a ‘Talent Profile’ with their personal 
details.  Once entered, this information can be automatically used each time an employee wishes 
to apply for a job without the need to re-enter the details.  The Talent Profile can be updated at 
any point if circumstances change i.e. new qualifications obtained, change of employment or 
referee details etc. 
 
If the employee does not have regular access to a computer at work or at home, or requires 
support in using a computer, it is recommended that they seek advice from their Head 
Teacher/manager to discuss what provisions can be made for them.  Where an employee does 
not have access to a computer, the Head Teacher/manager may act as the contact point for all 
redeployment correspondence for the employee at risk. 
 

6.2 Identification of suitable redeployment 

As vacancies are advertised on the NEP, employees are given every opportunity to self-select 
potential redeployment opportunities based upon their full range of experience. 
 
Employees are responsible for regularly checking job vacancies on the NEP as new job vacancies 
are added to the NEP on a daily basis. It is the employee’s responsibility to continuously search 
for redeployment throughout and up to their termination date and to identify suitable alternative 
posts to apply for. 
 

mailto:HRAdvice@durham.gov.uk
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Suitable alternative employment is normally regarded as such, where the vacant post is a ‘match’ 
to the employees substantive terms and conditions of employment (such as pay, grade, location, 
hours of work and status).  Qualification requirements, as detailed on the person specification, 
may be relaxed wherever possible; however, this is subject to the needs of the post/service. 
 
In order to avoid redundancy an employee may consider applying for a post of a lower salary 
grade and/or for a post of more or less hours than their substantive post. Employees are unable to 
apply for posts of a higher grade, as detailed in section 3. 
 
Information regarding protection arrangements can be found in section 4. 
 

6.3 Applying for a vacancy restricted to ‘Redeployment only' 

Wherever possible an employee who is registered for redeployment should apply for a suitable 
vacancy when it is advertised at stage 1. The vacancy will only be advertised in Stage 1 for 7 
calendar days therefore the employee should be pro-active in their search for redeployment. 
 
The employee must ensure that the interview date for the post is before their termination date; 
otherwise, they are not eligible to apply. Employees are encouraged to contact the Payroll and 
Employee Services Team to discuss interview arrangements where interviews are scheduled to be 
held after their termination date. 
 
Where the employee does not have access to a computer, the Head Teacher/ manager should 
assist in this process.  In such circumstances, hard copy application forms are available from the 
Payroll and Employee Services Team. 
 
Once completed application forms have been received, they will be forwarded electronically by the 
Payroll and Employee Services Team to the relevant Service for short-listing. 
 

6.4 Recruitment process 

6.4.1 Short-listing 

It is usually the responsibility of the service lead officer, in consultation with at least one other 
panel interview member, to identify suitable employees to go through to the next stage of the 
selection process. 
 
Service lead officers should use the Redeployment Short-listing Matrix available on the intranet to 
record the information and return the completed form to the Payroll and Employee Services Team.  
 
Short-listing is a ‘matching’ process that measures the information provided by the employee in 
the application form, against the qualifications (where appropriate), experience, skills and 
knowledge on the person specification. The short-listing stage, along with any follow-up interview 
process should be used to determine the capability of the employee to carry out the vacant post. 
 
When shortlisting for redeployment, it should be remembered that the focus is one of retention and 
it should therefore be recognised that the main principle is to secure suitable redeployment for the 
employee, where possible. The service lead officer should measure the information provided by 
the employee in the application form, against the criteria of the person specification as flexibly as 
reasonably possible, in order to retain employment for the employee. 
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In cases of redeployment, lead officers should consult with the Payroll and Employee Services 
Team to discuss and confirm the outcome of the short-listing process prior to notifying employees 
of the outcome. Employees are informed of the outcome by the Payroll and Employee Services 
Team but where an employee has not been shortlisted; the lead officer may need to provide 
further details to the employee if requested. 
 
In all cases, lead officers must record clear reasons why the employee is not to be shortlisted on 
the redeployment short-listing matrix.  This information may be referred to should an employee 
wish to make a representation. 
 
6.4.2 Interview 

Interviews will be undertaken by the interview panel within the relevant service. Please note, there 
are significant restrictions on the type of questions or information relating to a person’s health or 
disability which can be asked or considered during the interview process. 
 
As previously highlighted, in circumstances of redeployment, the focus is one of retention.  It 
should therefore be recognised that the main principle is to secure suitable redeployment for the 
employee, where it is possible.  Reasonable measures to re-train and the transferable skills of the 
employee should therefore be considered to ensure their retention, as an alternative to 
redundancy.   All information should be recorded using the usual documentation for interviewing, 
as outlined in the Recruitment and Selection Policy. 
 
In all cases, lead officers must record the feedback which will be provided to unsuccessful 
candidates on the Prior Consideration Interview Summary Sheet available on the intranet and a 
detailed note of the discussions confirming the decision and the feedback offered.  A copy of this 
paperwork should be returned to the Payroll and Employee Services Team for audit purposes. 
 
A member of the Payroll and Employee Services Team will attend redeployment interviews to offer 
support to the candidate and advise the panel, as required. 
 
Please refer to the Recruitment and Selection Policy for further information regarding the interview 
process. 
 
6.4.3 Offer of employment 

Following satisfactory interview, a verbal conditional offer of appointment can be made to the 
employee. This should be undertaken by the interview panel before the employee’s termination 
date and following consultation with the Payroll and Employee Services Team. 
 
On a conditional offer of appointment, the lead officer will need to consider any necessary 
reasonable adjustments for employees with a disability and may need to seek advice from the 
Occupational Health Service where necessary.  Where the employee is unsuccessful at interview, 
feedback must be provided by the lead officer following advice from the Payroll and Employee 
Services Team. 
 
The Payroll and Employee Services Team will monitor why conditional offers of temporary and 
permanent employment have not been given to the employee and intervene as applicable. 
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Conditional offers of appointment at a lower grade will need to be made in accordance with the 
Pay Protection Policy. 
 
Employees must be aware that any redundancy entitlement may be affected where the employee 
unreasonably refuses the offer of suitable alternative employment. See section 7.1.2. 
 
6.4.4 References 

The council’s policy on references as detailed in the Recruitment and Selection Policy applies, 
please note that the only exception here is that sickness absence information is not to be sought 
for employees subject to redeployment processes. Please refer to the Recruitment and Selection 
Policy for further information. 
 
6.4.5 Short-term temporary appointments 

Where an employee is facing redundancy and they have accepted a post of less than 6 months 
within the same establishment, this will be classed as an extension of their original notice period, 
therefore no further redundancy consultation will be required to end the temporary contract. 
 
Head Teachers should monitor short-term temporary contracts and where employees have a 
minimum of two years’ continuous service, they should be referred to the Redeployment Register 
one month prior to their termination date. 
 

7 Trial period 

A four week trial period will apply to all appointments through redeployment (statutory for 
compulsory redundancies). In exceptional circumstances the trial period may be extended to an 
eight week period for the purposes of retraining only. Any extension to the trial period should be 
mutually agreed between the employer and employee and confirmed in writing. 
 
 
7.1.1 Appointment through normal recruitment process 

Where an employee listed on the redeployment register gains a higher graded post, as an 
alternative to redundancy, via a normal recruitment exercise outside of the redeployment process, 
the statutory four week trial period will still apply.  In this instance, the employee would be posted 
into their new post and paid in line with the terms and conditions of the new post, however, the 
appointment will not be confirmed until the trial period has been confirmed by both the new service 
and the employee. 
 
Should the trial period be unsuccessful the employee would automatically revert to their original at 
risk position (and terms and conditions, including salary) and re-join the redeployment register.  
Any redundancy payment would still be payable in line with their notice termination date. For 
candidates who have worked beyond their notice termination date at the point the trial period 
proves unsuccessful, they would leave the council with immediate effect. 
 
7.1.2 Supporting employees during the trial period 

During the trial period the manager must undertake weekly reviews with the employee and these 
reviews will be used to assess the suitability of the new employment for both the council and the 



Redeployment Policy 
 
 

 
 

13 
 

Human Resources 

employee.  These sessions should be documented and signed by both parties. The mid-trial 
review will also include attendance by a member of the Payroll and Employee Services Team. 
 
7.1.3 Reasons for ending a trial period 

Prior to the end of a trial period, either the employee or council may decide that they do not deem 
the post to be suitable alternative employment. The employee will be entitled to receive their 
redundancy compensation as long as the refusal is not deemed ‘unreasonable’, based upon their 
substantive terms and conditions. 
 
In such circumstances, the employee will have their remaining period of notice to be considered 
for further redeployment.  The trial period can commence at any stage during the employees 
redundancy notice period and up to their last day of employment, however should the trial period 
be unsuccessful and their notice period has ended, the employee will end their employment with 
the school on their substantive terms and conditions with immediate effect. 
 
The assessment of the suitability of a job during a trial period is the same as assessing suitability 
of alternative employment (i.e. terms and conditions of employment such as location, status, hours 
of work and pay). Therefore, during a trial period, should the employee consider the new job to be 
not suitable redeployment, the employee would need to demonstrate how the new post is 
substantially different to their redundant post. 
 
Where an employee unreasonably refuses alternative employment, the reason for termination will 
still be redundancy however the requirement for the council to make a redundancy payment is 
waived. 
 
A trial period must not be used as a probationary period.  When considering whether a job is 
suitable for an employee during a trial period, issues of performance, capability and personal 
qualities must not be taken into consideration by the manager when determining whether the trial 
period is successful or unsuccessful. 
 
The employee will not remain on the redeployment register during a trial period, however at the 
mid-trial review if the trial is not deemed to be progressing successfully, despite full support being 
offered and provided this can be fully justified, the employee may be placed back onto the 
redeployment register. 
 
The manager will be contacted by the Payroll and Employee Services Team prior to the end of the 
trial period to confirm appointment arrangements or provide any necessary advice regarding the 
outcome of the trial period prior to the employee being informed. 
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8 Redeployment process flowchart 

Employee eligible for redeployment 
 

(all permanent employees or temporary employees 
with a minimum of two years’ continuous local 

government service) 

Redundancy 
Procedure commences 

generally when the employee 
has been issued with a notice 

of dismissal 

Employee will remain 
on the Database for 

their contractual 
period of notice (up 

to 12 weeks 
maximum) 

Ill health or disability 
Procedure commences as 

advised by the Occupational 
Health Service (OHS) 

 

Employee searches for and applies for 
potential suitable posts via 

northeastjobs.org.uk 
 

Payroll and Employee Services Team to 
forward applications to the service  

Service Short-listing and Interview  

Employee successful at interview. 
Offer of employment made (subject to any 

pre-employment checks as required) 

Employee unsuccessful at 
interview: 

 Feedback offered by 
service 

 Employee remains on 
Redeployment Register 

Employee commences statutory trial period 

Trial 
successful  

 
Employee 

confirmed in 
post 

Trial unsuccessful 
Employee is re-added to the 

Redeployment Register if they are 
still within their notice period.  

If notice period has ended, they will 
leave employment with immediate 

effect. 

End of Temp or  
Fixed-Term Contract 

Procedure commences in 
the last month of the 
employee’s contract 

Employee is added to the Redeployment Register and 
registers on the NE Recruitment Portal 

Employee unsuccessful 
at interview  
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9 Supporting documents  

The following documents associated with this policy can be downloaded from the extranet: 
 

Recruitment and Selection Policy 

Attendance Management Policy and Procedure 

 

10 Further information 

10.1 Confidentiality 

 
The school complies with all relevant statutory obligations.  For more information please contact 
the school directly. 
 
The school privacy notice provides more specific information on the data collected and how it is 
handled, a copy of which can be accessed from the school. 
 
If you have any concerns about how your data is handled, please contact either the school Data 
Protection Officer (details available from the school office), or the Information Commissioner’s 
Office. 
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10.2 Dealing with abuses of the policy 

Employees who attempt to abuse this policy may face disciplinary action.  The council takes false 
or misleading accusations very seriously which may result in further action taken through the 
disciplinary procedure. This will not include ill-founded allegations that were made in good faith. 
 

10.3 Equality and diversity 

Durham County Council is committed to promoting equality of opportunity, valuing diversity and 
ensuring discrimination, harassment or victimisation is not tolerated.  
 
Our policy is to treat people fairly, with respect and dignity. We also comply with legal 
requirements in relation to age, disability, gender, pregnancy and maternity, marriage and civil 
partnership, gender reassignment, race, religion or belief and sexual orientation. 
 

10.4 Contact details 

Head Teachers should forward copies of any forms/letters required by the Payroll and Employee 
Services Team to: Payroll and Employee Services Team, Financial and HR Services, Green Lane, 
Spennymoor, Co. Durham DL16 6JQ or via email, as follows: 
 
 
 
Schools Payroll and Employee Services Team   PESSchools@durham.gov.uk  
 
 
 
 
If you would like any further advice or would like the document in an alternative format, please 
contact the Schools HR Advice and Support Team using the contact details below: 
 
 
 

HRadviceandsupport@durham.gov.uk 

03000 266688 

mailto:PESSchools@durham.gov.uk

