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1.0

Introduction

1.1

Purpose of this policy

In order to provide the best possible services to our patients, changing the way we
operate is often required. This policy also applies when financial savings are required or
when the trust loses an NHS contract.
This policy sets out the process and principles to be adopted where we seek to make a
significant change in the services we provide or how existing services are delivered,
including consultations, implementing changes and managing redundancy.
1.2

Definitions
As outlined in Appendix 2 appendix-2-definitions-management-of-organisationalchange-policy

1.3

Scope of the policy

1.3.1 This policy applies to all NHS staff employed by the trust and will be applied
consistently and equitably to all staff.
1.3.2 This policy deals with significant organisational change including the reorganisation, relocation, merger, expansion or closure of a service, competitive
tendering or outsourcing, additional funding ,a major change in working practice,
or changes affecting staff contracts of employment. This is not an exclusive or
exhaustive list.
1.3.3 The formal procedures in this policy do not apply to minor changes in work
practice but the ‘Principles of Change Management Good Practice Guidelines’
(See Appendix 11) appendix-11-good-practice-guidelines-management-oforganisational-change-policy should apply to all organisational change, small or
large, and should be read in conjunction with this policy.
1.3.4 A change which puts individuals at risk of redundancy must be dealt with under
this policy. There is a statutory requirement to consult individuals and staff side in
such circumstances.
1.3.5 Individual changes initiated by staff e.g. a flexible working request are covered by
other relevant policies.

2.0

Policy Statement and Principles

2.1

The trust’s aim is to ensure that organisational change is managed in a fair and
supportive manner, in line with the good practice guidelines mentioned above and
statutory requirements.
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The principles of managing change in this way are:


a fair, transparent and equitable process will be adopted for considering and
implementing organisational change



any process or decision-making will be objective and meet the trust’s Equality
and Diversity principles



all proposals for major change are subject to consultation with both staff and
staff side at the earliest opportunity to ensure meaningful dialogue can take
place in a reasonable timeframe.



management should discuss with staff side at the earliest opportunity their
proposals for change and establish whether a consultation paper is required



the trust encourages individuals to exercise their right to representation at all
stages of the formal change management process



every effort will be made to minimise disruption to patients, services and staff



compulsory redundancies will be avoided, wherever possible



where redundancies are necessary, the trust shall aim to handle these in the
most fair, timely and sympathetic manner possible



where redeployment will need to take place or redundancy may be a possibility
a decision may be needed, in liaison with the director of HR and OD , to
restrict or freeze recruitment for specific posts or within a specific department.



staff will be treated as individuals in regards to their personal and employment
circumstances



staff will receive training and development, as appropriate, to meet new skill
requirements



staff will have access to the trust’s Employee Assistance Programme and
career support will be available as appropriate



staff on maternity leave will be invited to participate in change management
processes as normal with the exception of the two week period immediately
following childbirth, and must have their circumstances taken into account



other staff on extended leave must be considered and included in the change
processes



staff with a known disability must have their circumstances taken into account



Very minor changes to work practices should be dealt with via usual
management arrangements such as supervision, appraisals and team
meetings using the Good Practice Guidelines mentioned in 1.3.3 above.



Minor changes to work practices which do not fall under the remit of this policy
but require more than a normal management discussion, should be the subject
of appropriate consultation with staff again, using the Good Practice
Guidelines mentioned in 1.3.3.above
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3.0

Duties and Responsibilities

3.1

The director of HR and OD is responsible for regularly reviewing the effectiveness
of the policy and ensuring it is up to date.

3.2

Other directors, senior managers and heads of department are responsible for
the effective implementation of this policy within their directorates;

3.3

Managers involved in implementing organisational change are responsible for
ensuring this policy is followed and its principles adhered to.

3.4

Human resources business partners and advisers will provide advice, guidance
and support on the content and operation of this policy.

3.5

All employees are responsible for participating and engaging in management of
change plans.

3.6

Trade union (TU) representatives will work in partnership with the trust regarding
proposed changes, and attend meetings where requested. Trade union
representatives, otherwise known workplace representatives or as stewards, are
elected representatives whose role includes representing members both
individually and collectively. All stewards have basic training in representation and
access to regular training courses. They can gain support, advice and information
from their branch, paid union officials via their regional offices and their union’s
online resources.

4.0

Change Management Procedure

4.1

Staff engagement
Managers should engage with their staff at an early stage, to gather their ideas
and suggestions to the proposed changes. Changes may also be suggested by
staff and or staff side.
With any contractual change or large scale change, managers need to involve HR
and staff side representatives at the earliest possible stage.
A managers' checklist for proposed organisational change is included at
(Appendix 1) appendix-1-checklist-for-organisational-change-management-oforganisational-change-policy and managers tips for success guidance is included
at Appendix 10 appendix-10-managers-tips-for-success-management-oforganisational-change-policy
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4.2

Consultation
Consultation with staff affected by proposed organisational change must be
meaningful and appropriate. The aim is to reach agreement on the way forward
although there will be times when organisational change will need to proceed
without a consensus being reached on all issues.
The purpose of the consultation meetings with staff will be:


To receive and, where possible, address any questions on the consultation
document



To consider any comments or views on the consultation document including
any alternative proposals



To clarify any change processes and timeframes specific to the proposed
change

The timing and extent of consultation will be proportionate to the degree and
urgency of the proposed change, the number of staff affected and the impact on
individuals.
Certain minimum time periods are, however, laid down by statute and in these
cases formal consultation will take place with staff and staff side. These are:



45 days before the issue of redundancy notices, where the employer is
proposing to dismiss as redundant 100 or more employees at one
establishment * within a period of 90 days or less
30 days before, where the employer is proposing to dismiss as redundant 20
or more employees at one establishment* within a period of 90 days or less.

*For the purposes of this policy, an “establishment” will be defined in the
consultation document.
If 20 or more employees are made redundant then the manager needs to inform
the Redundancy Payments Service (RPS) acting on behalf of the department of
Business, Innovation and Skills (BIS) (on Form HR1) prior to the start of the
relevant minimum consultation periods outlined above.
When the changes proposed are not likely to result in the redundancies outlined
above there is no statutory timescale for consultation but it must be sufficient to
enable meaningful consultation. Consultation periods are usually between two
weeks and three months depending on the proposed change.
4.2.1 Formal consultation document
As part of the formal consultation process managers will produce a consultation
document which outlines the proposed change see Appendix 3 or template and
guidance on what to include in the document.
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For all proposals, an Equality and Human Rights Impact Analysis form should be
completed and shared for comment with staff side.
A draft of the consultation document should be shared, in confidence, with HR and
the appropriate staff side representative prior to the start of formal consultation.
This will allow for any errors of fact and other issues to be discussed before the
document is finalised. The formal consultation document should then be given to
HR and the appropriate staff side representative(s) at or immediately before the
start of the consultation period. There will then be an opportunity for staff side
representatives to ask questions, request further information and provide an initial
response to the proposals.
New roles should have job descriptions and person specifications. Job evaluation
of new posts will need to be factored into the change plans. This is extremely
important and managers should allow enough time prior to formal consultation
commencing for this to occur.
4.2.2 Communication and group meetings
Appropriate and regular communication with staff throughout is key to successful
change management. Communicating from the start on the proposed changes,
through to implementation and beyond, is essential. Managers must ensure that
staff are kept informed of updates and that staff views are taken into account,
wherever possible, and a smooth change is implemented which achieves its
purpose.
As a minimum, there should be at least one formal group meeting held with
affected staff. Staff side representatives should be invited to meetings.
Where the impact of the proposals is deemed highly sensitive for an individual or
a small group of staff, such staff should be informed of the proposal before it is
generally circulated.
Staff who are directly affected by the proposed changes should be given a copy
of the consultation document and also be able to access it electronically.
As the consultation and plans for implementation progress managers should
ensure staff are kept up to date with what is happening and give them the
opportunity for further regular meetings if this is possible.
Where appropriate, consultations should be shared with the wider staff group for
information.
4.2.3 Right to individual consultation
Irrespective of the number of redundancies proposed all staff at risk of
redundancy must have the opportunity of a formal, individual (1:1) meeting.
Where significant changes are proposed which do not involve redundancy it is still
good practice to offer employees a formal 1:1 meeting.
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4.2.4 Formal individual meetings
Managers will meet with the employees individually at the earliest opportunity. The
overall timing of 1:1 meetings should be established in the consultation document
and agreed in consultation with HR and staff side.
In addition to the manager running the change process, these meetings may
include a member of the HR team or another senior manager, who can provide
advice on the change process.
Members of staff may be accompanied by a staff side representative or work
place colleague, if they so wish, at any individual meeting they are invited to
attend. Where there are a large number of individual meetings it will be necessary
for managers and staff side representatives to work closely together to facilitate
this.
The purpose of the formal 1:1 meeting is to identify and record the following:
 where staff are considered to be at risk of redundancy, to inform them of that
status (See Appendix 6) - appendix-6-template-at-risk-letter-management-oforganisational-change-policy identify which role (if any) in the new structure is
closest to current substantive Job Description/Person Specification, using the
Managers Guidance to Slotting in (See Appendix 7) appendix-7-slotting-inguidelines-management-of-organisational-change-policy and Appendix 7a, the
Role Comparison Assessment Form appendix-7a-role-comparisonassessment-form-management-of-organisational-change-policy discuss
slotting in/pooling and interview process that will apply;
 any information required for inclusion on the redeployment register (see
Redeployment policy for further detail);
 any personal information such as childcare or other caring responsibilities any
formal flexible working arrangements in place
 any issues around the geography/distances involved in the proposed changes
and travel requirements
 any issues relating to the Equality Act i.e disability
 any additional support or training needs in the light of new posts and their
identified competencies;
 the initial preferences of the member of staff concerning the type of work they
would be interested in;
The consultation meeting form (See Appendix 5) appendix-5-1-1-consultationmeeting-form-management-of-organisational-change-policy will be completed and
signed with a copy sent to the member of staff to confirm the main points of the
meeting.
The manager should arrange further individual meetings as necessary.
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4.2.5 ‘At Risk’ status
Where the consultation paper identifies that staff are at risk of being made
redundant should the proposals be implemented, the individuals affected will be
given an ‘at risk letter’ (See Appendix 6) appendix-6-template-at-risk-lettermanagement-of-organisational-change-policy and an opportunity to discuss this at
their 1:1 meeting. The letter may be given prior to or at the 1:1 meeting.
The ‘at risk’ status means that an individual will have prior consideration for vacant
posts during either a slotting in or a redeployment process, which take place
subsequent to the consultation period, where they meet the selection criteria. This
is not a guarantee of being offered the vacant post but it does mean that they will
be interviewed before any other staff not at risk. Staff will usually be added to the
redeployment register at the point they are put ‘at risk’.
It should be made clear that being placed ‘at risk’ is not a notice of redundancy.
Following the outcome of the consultation process those individuals placed ‘at
risk’ will have their status clarified.
4.2.6 Conclusion of the consultation
At the end of the consultation period the manager leading the change will consider
all the responses received, including those expressed in 1:1 meetings, before
reaching a final decision on the changes to be implemented.
Those people affected by the changes should be informed of the outcome
decision in person wherever possible. This can be done either in group meetings
or 1:1 meetings as appropriate depending on the changes and likely impact on
staff. Staff side should be kept informed at every stage.
A final decision document summarising all comments and responses to them
should be circulated to all affected staff. The document may include:











the reasons and rationale for the decision
an explanation of where the consultation has changed as a result of the
responses received
key questions raised during the consultation and responses to them
arrangements for filling posts via Slotting In or Ring Fencing
selection arrangements for posts within the new structure
measures taken to avoid compulsory redundancies
arrangements for seeking suitable alternative employment
reference to the Trust’s protection arrangements and how these will apply
support for staff who are affected by the change
proposed timescales for each stage of the change process

Where appropriate, the outcome should be shared with the wider staff group for
information.
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Staff who raised individual issues which are not covered by the main outcome
document e.g. querying if they should be in the group of staff affected, should
receive an individual written response.

4.3

APPOINTING STAFF TO A NEW STRUCTURE
The procedure outlined below shall be followed when the structure of a
department or unit changes in one or more of the following ways:






merging roles and responsibilities
creation of new roles and responsibilities
merging of departments
change to the skill mix within a department
reduction in a number of posts at a particular level, or an increase in the
number of posts at a particular level
 re-profiling of roles to a different banding level
Generally, one of four methods will be used to fill posts in the new structure:





automatic slotting in
competitive slotting-in
unrestricted, internal (Trust) competition
external recruitment.

4.3.1 Ring fencing and pooling arrangements
The ring fencing of jobs for certain ‘pools’ of staff will vary depending on the
particular organisational change. Deciding on the ring fencing and pooling
arrangements will be made with advice from HR and in consultation with staff
side.
Broadly, staff will be placed in pools for automatic slotting in and competitive
slotting in where the current substantive post Job Description and Person
Specification meets 70% or more of the new post(s) and is the same band (See
Appendix 7) appendix-7-slotting-in-guidelines-management-of-organisationalchange-policy
Where internal competition applies, eligible staff will generally be placed into a
pool with others of the same band for consideration against posts deemed
equivalent in the new structure.
Staff acting up or in interim roles will not automatically be included in the first
round of slotting in but will be eligible when the posts are advertised internally
across the organisation, should no appointment be made. If an employee
believes they have a case for being included in the slotting in stages, they should
be put their case in writing to the HR department and appropriate senior manager.
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4.3.2 Automatic slotting in
Automatic slotting in will apply where the content of the new post is 70% or more
the same as the old post (See Appendix 7) appendix-7-slotting-in-guidelinesmanagement-of-organisational-change-policy and where there are sufficient new
posts for the staff being displaced. The existing post holders will be automatically
appointed to the new post, and will not be required to complete formal application
forms or be interviewed.
Where the post is considered to meet the slotting in guidance (i.e. 70% rule) but
the new post is one band below, slotting-in with pay protection can apply. Where
the post meets slotting in guidance but is one band above, a ring fenced formal
interview process will be required.
Posts at Band 7 or higher, due to the seniority of the roles, will require a
competitive interview process rather than be automatically slotted in.
4.3.3 Competitive slotting in
Where staff meet the 70% rule as per automatic slotting in but there are too few
posts for the number of staff, a ring fenced competitive process will be followed.
This will either be by formal interview and may include objective selection criteria.
Use of such criteria will be compliant with relevant discrimination legislation i.e.
The Equality Act. The recruiting manager, with HR advice, will assess the
candidates against the criteria.
4.3.4 Internal competition
Where new jobs are significantly different from jobs in the previous structure, staff
will be expected to show that they meet the requirements of the job description
and person specification in the new roles. A ring fenced, competitive process will
then be followed.
4.3.5 Redeployment (see also Redeployment policy)
Staff working in the area affected by the change where there is no opportunity for
slotting in, or who have been unsuccessful in competition, will be eligible for
redeployment. This means that they will be eligible to apply for other suitable
alternative employment within the trust. For any roles released for recruitment,
they will have ‘prior consideration’ alongside anyone else also eligible for
redeployment. Staff will usually be added to the redeployment register when they
are put at risk during the consultation period.
Please refer to the Redeployment Policy to view the process and for further
guidance.
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4.3.6 Protection of pay and conditions of service
Staff who are entitled to pay protection or excess travel mileage will be paid in
accordance with the Protection of Pay and Conditions of Service Policy and
Appendix 3 of the Travel Reimbursement policy
protection-of-pay-policy-1
travel-costs-reimbursement-policy
4.3.7 External recruitment
Once all the above processes are exhausted, then any unfilled posts will be
advertised through normal recruitment processes.
4.3.8 Conclusion of implementation of change
Staff appointed to a post in the new structure should receive a letter confirming
this, (See Appendix 8) appendix-8-template-outcome-letter-management-oforganisational-change-policy for a template. A contract amendment form must be
completed and submitted, the form is available on the trust intranet.
4.4

Redundancy

4.4.1 Avoiding redundancy
Where it becomes apparent that a change of staffing levels is necessary, the
following steps may be taken to avoid compulsory redundancy in consultation with
staff side representatives:
 natural wastage/forthcoming retirements
 recruiting to posts from within the trust
 termination of the employment of temporary or agency staff
 review, reduction and elimination of overtime
 curtailing relevant services provided under contract from outside the trust
where legally possible
 restricting recruitment
 retraining and redeployment
 introduction of short time working or temporary lay-off (where this is provided
for in the contract of employment or by an agreed variation of terms)
 seeking applications for retirement or voluntary redundancy
 support for employees wishing to take sabbaticals, secondments or periods of
unpaid leave
 encouraging flexible working e.g. job share arrangements
4.4.2 Definition of redundancy
A member of staff may become redundant if they are dismissed and the reasons
for the dismissal are wholly or mainly due to:
 The fact that the Trust has ceased, or intends to cease, to carry on the activity
for the purposes of which the individual was employed OR
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The fact that the requirements of the Trust for staff to carry out work of a
particular kind in the place where they were so employed, have ceased or
diminished or are expected to cease or diminish.

4.4.3 Selection for redundancy
Where it is not possible to redeploy a member of staff and every alternative to
redundancy has been exhausted they will be given notice of redundancy (See
Appendix 9) appendix-9-template-notice-of-dismissal-of-redundancy-lettermanagement-of-organisational-change-policy at an individual meeting. The
member of staff will have the right to representation at this meeting. This will
include highlighting the Employee Assistance Programme available to staff, as
detailed in their “At Risk “letter. Individuals will be given written information
showing how redundancy pay has been calculated. Where it is not possible to
meet with the individual the notice letter should be posted to them following
agreement by HR and staff side.
If a situation arises where selection for redundancy needs to occur, other than
following a change management process as set out in this policy, the selection
criteria to be used will be agreed between management and staff side at that time.
4.4.4 Redundancy pay and estimates
Full information about redundancy pay can be found on the NHS Employers web
site via http://www.nhsemployers.org/ and are contained in the Agenda for
Change Terms and Conditions of Service Handbook.
4.4.5 Exclusion from eligibility
Employees shall not be entitled to redundancy payments under these arrangements if:






they are dismissed for reasons of misconduct, with or without notice; or
at the date of the termination of the contract, they have obtained, without a
break, or with a break not exceeding four weeks, an offer of suitable
alternative employment with the same or another NHS employer; or
they have obtained, been offered or have unreasonably refused to apply for or
accept suitable alternative health service employment with the same or
another NHS employer within four weeks of the termination date; or
leave their employment before expiry of notice, except if they are being
released early; or
are offered a renewal of contract (with the substitution of the new employer
for the previous one) where the employment is transferred to another public
service employer who is not an NHS employer.

4.4.6 Notice periods
Employees whose jobs are declared redundant will be given as much notice as
possible and, if practical, longer than the required minimum contractual period.
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Notice will be given in writing to each individual. Notice will include the terms of
redundancy and any assistance available.
In very rare circumstances e.g where funding for a service is withdrawn without
notice, the redundancy notice given to staff may run concurrently with the
consultation period. A template l dismissal letter of notice on grounds of
redundancy is shown at (Appendix 9) appendix-9-template-notice-of-dismissal-ofredundancy-letter-management-of-organisational-change-policy
For the purposes of this policy any suitable alternative employment (see
Redeployment Policy) must be brought to the employee's notice in writing before
the date of termination of contract and with reasonable time for the employee to
consider it. The employment should be available not later than four weeks after
their contract is due to be terminated. Where an employee is written to about a
suitable alternative employment but they do not make an application, they may
be deemed to have refused suitable alternative employment, which may then
lead to the loss of redundancy pay.
Where an employee accepts suitable alternative employment, the "trial period"
provisions as outlined in the trust’s Redeployment policy will apply.
4.4.7 Appeals
If any employee served with written notification of redundancy believes they
have grounds for appeal, they should write to the Senior Manager who issued the
letter of ‘notice of dismissal’ before their notice of redundancy expires.
Grounds for appeal against redundancy are:




the reason stated for redundancy does not fall into the circumstances as
detailed in the consultation process;
the selection criteria are unfair or have been unfairly applied;
the trust’s policies relating to redundancy and redeployment have not been
correctly applied.

The senior manager may refer the matter to an appropriate Director who will
respond within 10 working days of receiving the appeal against redundancy.
The employee will have the opportunity to be represented by a staff side
representative or work colleague, for support, at an appeal meeting. The
employee will have the opportunity to present his or her case for appealing
against the redundancy. The dismissing manager will also have the opportunity to
put forward their case. The director, supported by a representative from the
human resources department will consider all the evidence and give the outcome
verbally at the meeting. Confirmation of the decision will be made in writing within
five working days. The decision of the director will be final.
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4.5

Assisting redundant employees

4.5.1 Options available
Staff will be allowed reasonable paid time off during working hours to look for new
employment or make arrangements for retraining. The time taken will need to be
agreed with the staff member’s manager.
Those staff in posts that may be affected as a result of the planned changes will
be identified and placed on to a central register held by the human resources
department.
The human resources department can offer guidance to employees on seeking
new employment.
The employee assistance programme provides free, confidential counselling and
advice to trust employees and is contactable 24 hours a day. The contact details
are: Health Assured (Confidential Care – Tel: 0800 7832808
4.5.2 Early release of redundant employees
Employees who have been notified of the termination of their employment on
grounds of redundancy, and for whom no suitable alternative employment in the
NHS is available, may, during the period of notice, obtain other employment
outside the NHS or undertake work of a charitable or voluntary nature. This will
not affect their right to a redundancy payment.
If they wish to take this up before the period of notice of redundancy expires the
employer will, unless there are compelling reasons to the contrary, release such
employees at their request on a mutually agreeable date.
That date will become the revised date of redundancy for the purpose of
calculating any entitlement to a redundancy payment under this agreement.
4.6

TUPE - Transfer of Undertakings (Protection of Employment) Regulations
2006.
When services are transferred from one organisation to another in line with
TUPE, the employment of staff who are assigned to the services which are
being transferred will transfer to the new organisation. TUPE applies in
contracting out scenarios, retendering and where the services are brought back
into the NHS.
All the terms and conditions within the transferring employee’s contract of
employment (including relevant policies and procedures) will transfer with them.
Where staff have responsibilities spanning more than one NHS organisation or
more than one service, discussions will take place with the individual, their trade
union representative and the organisations concerned to determine if their
employment should transfer.
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For the purposes of the consultation that will be carried out, the manager will
identify the services, posts and individual staff that will transfer or be affected in
accordance with the obligations of TUPE and shall write to the staff affected and
the trade unions informing them of the intention that staff will transfer, the
implications of the transfer and any measures which will be taken in connection
with the transfer.
Formal notice of a transfer will be issued as long before the date of the transfer
as possible in order to comply with the obligations of TUPE and this policy. The
Trust will make every effort to give up to 3 months’ notice of a transfer, where
possible. Where 3 months’ notice is not possible because of the timing of
external announcements or decisions of approval for example, a shorter notice
period will be provided after consultation with staff side.

5.0

Development, Consultation and Ratification
Staff side have been consulted in the development of this policy. This policy has
been benchmarked with other NHS trusts. It has been ratified through the
appropriate trust approval processes.

6.0

Equality and Human Rights Impact Analysis
An Equality and Human Rights Impact Analysis has been completed.

7.0

Monitoring Compliance
Existing systems within the management of organisational change and
approval/authorisation processes for redundancy payments and pay protection
will be used.

8.0

Dissemination and Implementation of Policy
This policy will be circulated to employees by means of the Partnership Bulletin,
disseminated through team meetings, and will be placed on the trust website. New
staff will be made aware of all the trust’s policies as part of their Induction. Paper
copies will be made available by line managers for those without access to the
intranet. This policy will be brought to the attention of staff who are directly
affected by organisational change.

9.0

Document Control including Archive Arrangements
This policy will be managed in accordance with the policy for procedural
documents.
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10.0 Cross Reference
This policy is to be read in conjunction with the following policies:



Redeployment Policy
Protection of Pay and Conditions of service Policy

11.0 Appendices
Appendix 1 – Checklist for proposed organisational change
appendix-1-checklist-for-organisational-change-management-of-organisational-change-policy
Appendix 2 – Definitions
appendix-2-definitions-management-of-organisational-change-policy
Appendix 3 – Template – Consultation document & Guidelines
appendix-3-template-consultation-document-guidelines-management-of-organisational-changepolicy
Appendix 4 – Template – Invite to 1:1 meeting
appendix-4-template-invite-to-1-1-meeting-management-of-organisational-change-policy
Appendix 5 – 1:1 Consultation meeting form
appendix-5-1-1-consultation-meeting-form-management-of-organisational-change-policy
Appendix 6 – Template – At risk letter
appendix-6-template-at-risk-letter-management-of-organisational-change-policy
Appendix 7 – Slotting in guidelines
appendix-7-slotting-in-guidelines-management-of-organisational-change-policy
Appendix 7a – Role comparison assessment form
appendix-7a-role-comparison-assessment-form-management-of-organisational-change-policy
Appendix 8 – Template – Outcome letter
appendix-8-template-outcome-letter-management-of-organisational-change-policy
Appendix 9 – Template – Notice of dismissal of Redundancy
appendix-9-template-notice-of-dismissal-of-redundancy-letter-management-of-organisationalchange-policy
Appendix 10 – Managers tips for success
appendix-10-managers-tips-for-success-management-of-organisational-change-policy
Appendix 11 – Good practice guidelines
appendix-11-good-practice-guidelines-management-of-organisational-change-policy
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