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Summary

The Organisational Change Policy supports the implementation of change management
programmes within the Trust.
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Data Protection Act 2018 (UK General Data Protection Regulation — GDPR)
Legislation.

The Trust has a duty under the Data Protection Act 2018 and UK General Data Protection
Regulations 2016/679 to ensure that there is a valid legal basis to process personal and
sensitive data. The legal basis for processing must be identified and documented before
the processing begins. In many cases we may need consent; this must be explicit,
informed, and documented. We cannot rely on opt out, it must be opt in.

Data Protection Act 2018 and UK General Data Protection Regulations 2016/679 is
applicable to all staff; this includes those working as contractors and providers of services.

For more information about your obligations under the Data Protection Act 2018 and UK
General Data Protection Regulations 2016/679 please see the Information Use Framework
Policy or contact the Information Governance Team.

Royal Cornwall Hospital Trust  rch-tr.infogov@nhs.net
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1. Introduction

1.1. The Royal Cornwall Hospitals Trust (the Trust) is committed to ensuring the
impact of change and reconfiguration on staff is handled fairly, effectively and in
line with the agreed process.

1.2. Change within the Trust is an inevitable consequence of continually striving to
improve services to patients and/or in response to external factors such as
legislative or policy changes.

1.3. The Trust will seek to manage all change programmes in a planned, open and
honest way in order to maximise the potential benefits and minimise any adverse
implications for staff.

1.4. A key objective will be to minimise disruption and uncertainty to staff and
services. Whenever possible, if staff are displaced, they will be slotted into
existing or new posts.

1.5. The Trust is committed to supporting staff throughout the process of
organisational change by consulting and communicating appropriately with the
staff members involved, listening carefully to their views and considering their
first-hand knowledge. In addition, it will support individuals and/or teams, for
example, via the Learning and Development department and Occupational
Health and Wellbeing service.

1.6. Throughout the process every attempt will be made to use the ability,
qualifications and competencies of staff to best effect.

1.7. The Flexible Working Policy will be applied whenever possible to minimise the
impact of organisational change. This might apply, for example, to start and
finish times.

1.8. This version supersedes any previous versions of this document.

2. Purpose of this Policy/Procedure
The aim of the policy is to:

e Provide clear guidance to managers to enable the fair and effective
implementation of major organisational change.

e Ensure that all change programmes are managed in a planned, open and honest
way in order to maximise the potential benefits and minimise any adverse
implications for all staff. These include:

% Maximising redeployment and training opportunities.
% Minimising the need for any redundancies.
% Retaining knowledge, skills and experience competencies.

% Using the ability, qualifications and competencies of staff to best effect.
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3. Scope

The policy applies to all employees of the Trust affected by organisational change.

4. Definitions/Glossary

e Change Management Programme - For the purpose of this policy ‘a change
management programme’ is defined as a major or significant organisational
change, which may include, for example:

% The closure, transfer or reconfiguration of a specific service or facility.

% A decision to accept a tender for a service previously provided in-house (i.e.
Transfer of Undertakings Protection of Employment (TUPE) Regulations).

% A specific programme designed to achieve quality and / or productivity
improvements.

A response to statutory requirements.

% Changes to the way in which services are organised or managed.

e Terms of Redundancy - As outlined by ACAS “employers must follow a fair
process, including consultation, notice, and consideration of suitable alternative

employment”. For the purpose of this policy this also includes the consideration /
payment of both statutory and enhanced redundancy payments.

5. Ownership and Responsibilities

5.1. Role of the Chief People Officer

The Chief People Officer is responsible for ensuring the policy is applied fairly
and consistently across the Trust.

5.2. Role of the General Manages, Clinical Directors and Head of
Service

General Managers, Clinical Directors and Heads of Service are responsible for:

e Overseeing the dissemination and implementation of this policy across their
service / care group.

e Considering the impact, the policy may have on their teams and service,
ensuring it is fairly and consistently applied.

5.3. Role of Managers
Managers are responsible for:

e Providing information about potential organisational change in a timely, open
way.
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e Wherever possible anticipating the need for change and seeking early
involvement from their People Partner and Trade Union / Professional
Organisation Staff-Side representatives.

e Ensuring all affected staff are offered the opportunity of one to one support
as appropriate including any affected staff that may be on long-term absence
e.g. long-term sick leave, maternity, adoption, shared parental leave,
secondment and employment break.

e Ensuring the full participation of Staff-Side representatives in the process,
agreeing facility time off as appropriate.

e Where a change could result in job losses, making every effort to avoid
compulsory redundancies.

5.4. Role of Individual Staff

All staff members are responsible for:

e Engaging with the opportunities for communication offered to them.

e Being proactive for their own future career direction.

e Engaging in all efforts to secure an alternative role.

e Being as flexible as possible in their employment options considered.
5.5. Role of the People Partners

People Partners are responsible for:

e Support and advise managers who are responsible for managing
organisational change.

e Work to ensure fairness in the application of this policy.
e Ensure the requirements of employment legislation are applied.

e Ensure all contractual payments including redundancy follow the governance
payment process e.g. special several payments.

5.6. Role of Trade Union / Professional Organisation
Representatives

Trade Union and Professional Organisation representatives will engage with
managers and People Partners in the change management process and advise
and support their members.

5.7. Role of Occupational Health and Wellbeing

Occupational Health and Wellbeing will:

¢ Provide support for staff affected by organisational change.
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¢ Advise on potential reasonable adjustments that may be required to enable
staff to carry out a particular role.

5.8. Role of Payroll and Pensions

Payroll and Pensions will:

e Provide timely and accurate information when requested relating to
redundancy/pensions calculations.

e Responsible for making pay protection and redundancy payments.

6. Standards and Practice

6.1. Communication and Engagement Procedure

6.1.1

When organisational or service change is being considered this should be
discussed at the earliest opportunity with the Joint Consultative
Negotiating Committee (JCNC) and / or Joint Local Negotiating
Committee (JLNC), Staff-Side representatives, at least one of whom
should be a trade union / professional organisation representative of the
staff group affected by the changes under consideration. It is good
practice to also engage in and discuss any potential changes with the
local Trade Union representative as this can help identify any queries or
changes prior to the JCNC meeting.

In the first instance this is the responsibility of the lead / responsible
manager or director with support from the People Partner. Following this,
proposals for changes to services that have potential impact on staff will
be brought to the attention of JCNC representatives / members at the
earliest opportunity. This will include a draft of the consultation document
(See the Organisational Change Policy Supporting Documents template -
document 1) being circulated and discussed with the JCNC
representatives prior to the submission to a JCNC meeting. The
consultation document will be accompanied by an initial Equality Impact
Assessment (EIA).

At this stage, data collected to inform the proposal, staff impacts, impacts
on the organisation, clinical outcomes, patient safety and welfare or
similar issues that may not yet have been spotted, may be raised by
JCNC representative and discussed with a view to gaining clarification
before going to full JCNC. At this stage any issues can be ironed out
through meetings of subgroups of the JCNC. This is to ensure that any
concerns will have been considered, and the proposal will include all
reasonably available data relevant to the consultation and allowing
meaningful consultation to take place. Following this the final consultation
document will be presented by JCNC, with the intention of the formal
consultation to commence.

Organisational Change Policy V4.1
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6.2.

6.1.4

6.1.5

Open, timely and meaningful consultation and discussion will take place

with affected staff and the Trust’s recognised staff representatives at the

earliest opportunity when change or reconfiguration is anticipated.
Information regarding the proposed change, how it is proposed to
implement the plan and its implications, will be communicated to all staff
affected through group and one to one meeting’s and / or in writing as
appropriate.

The Manager / Director will be responsible for leading the process by

setting out a proposal or proposals. They will be supported by a People
Partner. Consultation regarding any change will typically be held for a
period of between 14 and 30 calendar days, to be agreed with the Staff-
Side representative(s).

The consultation period may be extended where major changes are

proposed e.g. to meet statutory consultation periods. In the following
instances consultation will continue for a period of no less than the
statutory time scales where employees are considered at risk of
redundancy.

Consultation Process

6.2.1.

6.2.2.

After initial engagement, the initial step of the consultation process will be
arranging a group consultation meeting to formally commence the
consultation period and share the proposed changes with colleagues.
Colleagues should receive an invitation letter (See the Organisational
Change Policy Supporting Documents template - document 2) seven
days prior to the meeting advising of the consultation and including a
copy of the consultation document. The initial launch meeting will include:

e Details of the proposed changes (a presentation may be prepared for
the meeting).

e Clarification of any change process and timeframe specific to the
process under discussion.

e Collation and creation of frequently asked questions (See the
Organisational Change Policy Supporting Documents template -
document 3).

e Details of how to arrange one to one or group meetings.

e Confirmation of contact details for any queries.

The consultation and discussion meetings will aim to:

e Ensure staff and their representatives have an opportunity to consider
the impact of the proposals upon their personal circumstances,

working practices, service outcomes and/or working environment.

e Discuss the organisational reasons and benefits for the proposed
change.

¢ Invite staff to discuss their concerns and respond to the proposals

Organisational Change Policy V4.1
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6.2.3.

6.2.4.

6.2.5.

6.2.6.

6.2.7.

6.2.8.

either at the meeting or subsequently within a given time-frame.

e Discuss and explore, in a meaningful way, any alternative proposals
for change.

Affected employees will be provided with comprehensive information
regarding proposed changes as part of the consultation, using the
framework set out in (See the Organisational Change Policy Supporting
Documents template - document 1). Managers must ensure that staff
temporarily absent from work are provided with documentation and
information relating to the consultation process and are invited and
encouraged to contribute to this process.

Individuals will have the right to be accompanied by their staff
representative or workplace colleague at all consultation meetings.

A record of discussions and actions arising will be made and circulated to
staff for information (See the Organisational Change Policy Supporting
Documents template - document 4).

Staff are encouraged, but are not obliged, to attend consultation
meetings. However, managers must demonstrate efforts have been made
to invite attendance, particularly for staff who are temporarily absent from
work (e.g. maternity leave, secondment, employment break, sick leave
etc., where home visits may be more suitable) and that all follow up
correspondence is circulated.

Following the end of the consultation period a careful review of the
comments, ideas and views received from staff affected, as well as Trade
Union representatives, will be made with a view to reaching an
agreement on the proposed changes.

The final changes will be put in place and the process and timescale for
implementation to be followed will be confirmed in writing to staff (See the
Organisational Change Policy Supporting Documents template —
document 5) and their representatives promptly, including a final Equality
and Impact Assessment (EIA) which is available on the trust intranet

page.

6.3. Measures to Minimise the Impact on Staff

6.3.1

6.3.2

Where a change could or will result in job losses, the Trust will make
every effort to avoid compulsory redundancies.

It is the responsibility of the manager to meet with the affected post
holders at the earliest opportunity to clearly explain the reasons for the
relevant changes and to answer any questions the post holders may
have.

Organisational Change Policy V4.1
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6.3.3

Additional Measures - Where redundancies could occur the following
measures could be applied:

Vacant posts will be ‘frozen’.
Overtime will be eliminated or reduced (where appropriate).

External recruitment will only take place when the 'at risk' internal
procedure has been completed (see Section 6.5 below).

Temporary resourcing such as bank and agency use, will be reduced
to a minimum compatible with maintaining services. Agency staff will
be only used in exceptional safety situations.

All temporary and short-term appointments will be reviewed to ensure
that redeployment opportunities are maximised.

Consideration will be given to staff who wish to voluntarily reduce
hours subject to the needs of the service/department.

Consideration will be given for voluntary redundancy or voluntary
retirement (see Section 6.4.2 and 6.4.3 below).

6.4. Voluntary Programmes

6.4.1 As an option to minimise the likelihood of compulsory redundancies, the
following measures may also be considered but these would be at the
sole discretion of the Trust. This is likely to be agreed only in the
circumstances where:

There is a clear over supply of staff and skills.

The redeployment process is unlikely to bring about the necessary
savings in the timescale required.

Redundancy, pension and notice costs are compatible with any
savings target.

6.4.2 Voluntary Redundancy

6.4.2.1  Where voluntary measures are considered, this will normally be

identified as part of the consultation process, to confirm the
eligible staff group, approval process and timescales.

6.4.2.2 In the first instance requests for expressions of interest in

voluntary redundancy may, after consultation, be sought from
either the staff affected by change or a wider group across the
Trust, if the change is on a large scale, with a view to creating
vacancies to facilitate redeployment.

Organisational Change Policy V4.1
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6.4.2.3

6.4.2.4

Staff who wish to be considered for voluntary redundancy
should speak to their senior manager in the first instance. They
will then discuss the application with the appropriate Director to
request agreement in principle so that costings can be
considered and a decision made.

Expressions of interest in voluntary redundancy will be received
and discussed without prejudice to an employee’s contractual
position. Identification of staff who may be ‘at risk’ of
redundancy.

6.4.3 Voluntary Early Retirement

6.4.3.1

6.4.3.2

6.4.3.3

The earliest age you can apply for retirement will depend upon
the Pension Scheme you belong to and when you commenced
pensionable employment. Choosing to take early retirement will
mean that your benefits are reduced on a sliding scale
dependent upon the scheme you are in and your age when you
retire. The earliest age that any NHS Employee can gain
access to their pension is 50, however in the 2008 pension
scheme, the earliest age is 55. There may be some staff in the
1995 scheme who can take their pension benefits at 55 without
reduction, this does not apply in all cases. Further details and
information of this may be obtained by contacting Shared
Business Services (SBS) Pensions on 0303 123 1144 and via
the Pensions website at www.nhsbsa.nhs.uk/pensions.

Staff who wish to be considered for voluntary early retirement
should speak to their senior manager in the first instance. They
will then discuss the application with the appropriate Director to
request agreement in principle so that costings can be
considered and a decision made.

Expressions of interest in voluntary early retirement will be
received and discussed without prejudice to an employee’s
contractual position. ldentification of staff who may be ‘at risk’
of redundancy.

6.5. Identification of Staff Who May be ‘At Risk’ of Redundancy

6.5.1 Where job losses could occur, staff will be identified as ‘at risk’ by their
manager.

6.5.2 ltis the responsibility of the current manager to identify staff who are 'at
risk'. Staff will be informed via letter when they have been identified as
being ‘at risk’. Where possible, staff 'at risk' will be slotted into suitable
vacancies within the same or an associated department as soon as
possible. Selection must be based upon clear, objective and justifiable

reasons.

6.5.3 The People Partners will contact the payroll/pensions team to request
that a redundancy package quote is sent to the staff members identified
at risk within 10 calendar days.

Organisational Change Policy V4.1
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6.5.4

6.5.5

6.5.6

6.5.7

6.5.8

6.5.9

Eligibility for slotting-in to a post in a new structure will be based on the
following criteria:

e The job content and range of responsibilities will be the same or
substantially the same.

e The new post comprises 60% or more of the current responsibilities,
content and scope of the employee’s role.

e The employee is judged to meet the minimum essential requirements
of the new role.

e The number of posts is the same or exceeds the number of current at-
risk post holders, who may be eligible for the vacant post(s).

e The pay band is the same or where the pay band is one band below,
but all other criteria have been met, an employee may be slotted into
the post with pay protection.

Where more than one employee is considered as eligible for slotting into
a post, the new post will be ring-fenced, and the employees will

undertake a selection process of limited competition.

If no suitable posts are available within the new structure, then suitable
alternative employment should be sought. This will involve an employee
being formally identified as being ‘at risk’ of redundancy and given notice
of redundancy in accordance with the contract of employment. The letter
will detail the terms of the redundancy payment scheme.

They will be placed on the at risk redeployment register for the duration
of their notice period.

The Trust will provide a list of posts and number of post holders ‘at risk’
to the Joint Local Negotiating Committee (JCNC) and the Joint Local
Negotiation Committee (JLNC). The JCNC and JLNC reserve the right to
challenge staff identified as ‘at risk’ where they believe a decision by
management is unfair or ill judged. Such issues will be progressed
through the Resolution Policy.

All employees will be offered reasonable local support and advice to
help them in their efforts to secure a suitable alternative post, e.g.:
establishing transferable skills, interview skills.

6.6. Redeployment of ‘At Risk’ Staff

6.6.1

In line with Section 6.4.2 where redundancies could occur the following
measures could be applied, where applicable Vacancies will not be
advertised externally or internally unless it is clear that there are no staff
‘at risk’ who should be given priority consideration. The People
Partner(s) will retain a staff 'at risk' register and, together with the
appropriate Executive Director, will agree to release jobs for advertising
where there are no 'at risk' candidates within the Trust.

Organisational Change Policy V4.1
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6.6.2

6.6.3

6.6.4

6.6.5

6.6.6

6.6.7

6.6.8

6.6.9

Pregnant colleagues, those on maternity leave and those that have
recently returned have enhanced statutory rights to suitable alternative
employment in redundancy situations. From the point an employee
notifies their employer of pregnancy, and for up to 18 months following
the child’s birth (or expected week of childbirth if the actual date is not
provided), they must be offered any suitable alternative vacancy that
exists. This right applies regardless of length of service and includes
employees who have experienced a miscarriage before 24 weeks of
pregnancy, who are protected until two weeks after the end of the
pregnancy. If a suitable alternative role is accepted, it must be kept open
until the employee returns from maternity leave. The statutory trial
period for the new role begins only after the employee has returned to
work.

For staff at Band 8a or above, redeployment will be reviewed with
partners in the system throughout Cornwall and Isles of Scilly.

Staff 'at risk' will be considered for a vacancy if they meet the basic
requirements of the person specification or where they will be able to
meet these requirements within a reasonable time period given training
and familiarisation.

Subject to an informal interview a redeployment post will be formally
offered via letter subject to a four-week trial period (longer, where
appropriate e.g. where retraining is required).

Where there is more than one member of staff at risk eligible for the post
a formal interview process is required.

The trial period set an assessment, based on objectives and standards
to be met during the trial. This will be reviewed weekly between the
appropriate manager, the member of staff and, if necessary, People
Partner during the fourth week of the trial to assess the potential for the
post to be made permanent. Alternatively, the trial will be extended for
an agreed period. Should the role be deemed unsuitable alternative
employment by both parties during the trial, the trial may cease early
and the staff member will continue to seek suitable alternative
employment. If the trial is successful, the appointment will be confirmed.

If the member of staff is unsuccessful at the interview or the first trial is
unsuccessful, they will, wherever possible within their notice period, be
offered a second role subject to a trial period in a different post. The
second trial period will be on the same terms as the first trial period.

If a second trial is unsuccessful the options available to the employee
are likely to be:

e A third role if a suitable role is available.

e Dismissal with or without a redundancy payment.

Organisational Change Policy V4.1
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6.6.10

6.6.11

6.6.12

6.6.13

6.6.14

6.6.15

6.6.16

6.6.17

6.6.18

6.6.19

The member of staff will remain on the redeployment register until either:
e The end of their notice period.
e They are redeployed, whichever is the earliest.

e The Chief People Officer may, in exceptional circumstances, extend
this period.

Suitable alternative employment should be determined by reference to
Sections 138 and 141 of the Employment Rights Act 1996. In
considering whether a post is suitable alternative employment, regard
should be had for the personal circumstances of the employee.
Employees will, however, be expected to show some flexibility.

All offers of suitable alternative employment will be made in writing prior
to the commencement of the trial.

A member of staff who fails to engage or unreasonably refuses an offer
of suitable alternative employment, or who resigns during the trial
period, may lose their entitlement to a redundancy payment. A meeting
will be held with the employee, to discuss the reasons for the refusal, at
which they are entitled to be accompanied by a work colleague or an
official of any trade union / professional body who is not a family
member or acting in a legal capacity.

Termination of employment - if redeployment is not secured during the
redundancy notice period, where eligible the employee will receive
confirmation of redundancy payment and a reminder of the terms.

Employees under formal notice who are offered alternative employment,
either within or outside of the NHS, to commence prior to the end of the
redundancy period, may be released early depending on the needs of
the department. However, any redundancy payment that would have
been payable may be affected and amended accordingly.

The appropriate People Partner will meet with individual members of
staff on request to discuss their preferences and any personal
circumstances that affect the positions that they are suitable for.

Reasonable Adjustments - should be made to a role and/or working
environment to support disabled employees to gain an alternative post
or suitable alternative employment.

Training - where suitable alternative employment is identified but the
employee requires some further training, this will be discussed in full and
a Performance Development Plan (PDP) developed. This may involve
induction training, on the job training, internal and/or external courses or
refresher training.

Excess Travel - an employee whose place of work changes because
of organisational change will be entitled to claim excess mileage in
accordance with the Trust policy on excess mileage.
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6.7.

6.8.

Pay Protection

Where an employee is redeployed, as a result of organisational change, to an
alternative post where the basis pay is less than that in the current post, the
Trust’s Pay Protection policy will apply.

Right of Appeal

6.8.1 Any individual or collective grievances or disputes arising from the
operation of this policy will be addressed through the Resolution Policy.

6.8.2 Any individual who considers that any entitlement under this policy has
been unreasonably withheld they have the right of appeal.

6.8.3 The following issues can be the subject of an appeal in relation to
organisational change:

e Selection for redundancy.
e The terms of the redundancy.

e The appeal must be made in writing to the Chief People officer within
14 calendar days of notification.

6.8.4 An appeal hearing will be arranged to consider the employees grounds

for appeal.
7. Dissemination and Implementation

7.1. A copy of the policy will be stored electronically in the Human Resources section
of the Trust’s document library.

7.2. A copy of the policy will be circulated to key stakeholders within People and
Organisational Development (POD) Services to enable them to support the
implementation of the policy.

7.3. The Chair of the Joint Consultancy Negotiation Committee (JCNC) and the Joint
Local Negotiation Committee (JLNC) will be advised of the issuing of the
reformatted policy.

8. Monitoring compliance and effectiveness
Information Detail of process and methodology for monitoring
Category compliance
e Number of staff made redundant/staff redeployed as a result of
Element to be organisational change, including equality data.
monitored e Number of grievances received in respect of the organisational
change process.
Lead Chief People Officer
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Information Detail of process and methodology for monitoring
Category compliance
Tool o At risk register/redeployment register.

oo

e Employee Relations database.

Frequency Annually
Reporting To the People and Organisational Development (POD) Services
arrangements Senior Management Team and POD.
Acting on Chief People Officer will ensure subsequent recommendations are

recommendations
and Lead(s)

undertaken, including the development of an action plan for any
deficiencies, within an agreed timeframe.

Change in practice
and lessons to be
shared

Any system improvements agreed via the action planning process
will be actioned in partnership with Staff-Side within three months.

Lessons will be shared with all the relevant stakeholders. Any
revision to policy will be communicated to staff.

9. Updating and Review

9.1. This policy will be reviewed no less than every three years or earlier in view of
any developments which may include legislative changes, national policy
instruction (NHS or Department of Health), Trust Board decision, or request by

either party.

9.2.

Where the revisions are significant and the overall policy is changed, the revised

document should be taken through the standard consultation, approval and
dissemination processes.

9.3.

Where the revisions are minor, approval can be sought from the Executive

Director responsible for signatory approval and can be re-published accordingly
without having gone through the full consultation and ratification process.
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10. Equality and Diversity

10.1. This document complies with the Royal Cornwall Hospitals NHS Trust service
Equality and Diversity statement which can be found in the Equality Diversity
And Inclusion Policy or the Equality and Diversity website.

10.2. Royal Cornwall Hospitals NHS Trust is committed to a Policy of Equal
Opportunities in employment. The aim of this policy is to ensure that no job
applicant or employee receives less favourable treatment because of their race,
colour, nationality, ethnic or national origin, or on the grounds of their age,
gender, gender reassignment, marital status, domestic circumstances, disability,
HIV status, sexual orientation, religion, belief, political affiliation or trade union
membership, social or employment status or is disadvantaged by conditions or
requirements which are not justified by the job to be done. This policy concerns
all aspects of employment for existing staff and potential employees.

10.3. Equality Impact Assessment
The Initial Equality Impact Assessment Screening Form is at Appendix 2.

Appendix 1 Governance Information on next page.
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Appendix 1. Governance Information

Information Category

Detailed Information

Document Title:

Organisational Change Policy V4.1

This document replaces (exact
title of previous version):

Organisational Change Policy V4.0

Date Issued/Approved: October 2025

Date Valid From: October 2025

Date Valid To: May 2028

Author/Owner: Claire Williams, People Partner

Contact details:

rch-tr.HumanResources@nhs.net

Brief summary of contents:

The policy aims to:

e Provide clear guidance to managers to enable the
effective implementation of major organisational
change.

e Ensure that all change programmes are managed
in a planned, open and honest way in order to
maximise the potential benefits and minimise any
adverse implications for all staff.

Suggested Keywords:

Organisational change, redeployment, redundancy.

for Policy:

RCHT: Yes
Target Audience: CFT: Yes

CIOS ICB: Yes
Executive Director responsible Chief People Officer

Approval route for consultation
and ratification:

JCNC - Joint Consultancy Negotiation Committee

Manager confirming approval
processes:

Dorothy Russell, Associate Director of People
Services

Name of Governance Lead
confirming consultation and
ratification:

Nicole Steinkruger, People, Policy and Risk
Governance Manager

Links to key external standards:

None Required
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Information Category

Detailed Information

Related Documents:

e Attendance Management Policy.

e Performance Support Policy.
e Disciplinary Policy.

e FEquality Act 2010 (as amended).

e FEquality, Diversity and Inclusion Policy.

e Flexible Working Policy.
e Resolution Policy.

e Maternity and Parental Leave etc Requlations

1999.

e National Terms and Conditions of Service

Handbook.

e Part-time Employees (Protection from Less

Favourable Treatment).
e Pay Protection Policy.
e Retirement Policy.

e Staff Travel and Expenses Policy.

e Doctors and Dentists Terms and Conditions of

and Ratification):

Service.
Training Need Identified: No
Publication Location (refer to
Policy on Policies — Approvals Internet and Intranet

Folder:

Document Library Folder/Sub

Human Resources

Version Control Table

Version Changes Made
Date Number Summary of Changes by
August N . o Graham Shaw
2010 V1.0 Initial version - general principles Interim Director of

HR

May 2011 | V2.0

e Policy revision to ensure compliance
with the Trust’s Policy template.

¢ Inclusion of information regarding the
need to seek early consultation with
staff side.

Helen Strickland

HR — Business
Partner

January

2015 V2.1

Appendix 3 - extract from the AFC National
terms and conditions of service on

Helen Strickland

HR — Business
Partner
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http://doclibrary-rcht-intranet.cornwall.nhs.uk/GET/d10158760
http://doclibrary-rcht-intranet.cornwall.nhs.uk/GET/d10163220
http://doclibrary-rcht-intranet.cornwall.nhs.uk/GET/d10163119
http://doclibrary-rcht-intranet.cornwall.nhs.uk/GET/d10268876
http://doclibrary-rcht-intranet.cornwall.nhs.uk/GET/d10268876
http://doclibrary-rcht-intranet.cornwall.nhs.uk/GET/d10162762
http://doclibrary-rcht-intranet.cornwall.nhs.uk/GET/d10163221
https://www.legislation.gov.uk/uksi/1999/3312/contents
https://www.legislation.gov.uk/uksi/1999/3312/contents
https://www.nhsemployers.org/publications/tchandbook
https://www.nhsemployers.org/publications/tchandbook
https://www.acas.org.uk/part-time-workers/if-someone-who-works-part-time-is-treated-less-favourably
https://www.acas.org.uk/part-time-workers/if-someone-who-works-part-time-is-treated-less-favourably
http://doclibrary-rcht-intranet.cornwall.nhs.uk/GET/d10158758
http://doclibrary-rcht-intranet.cornwall.nhs.uk/GET/d10309497
http://doclibrary-rcht-intranet.cornwall.nhs.uk/GET/d10333701
https://www.bing.com/ck/a?!&&p=d29fe1580ff40a6b375f3ef92dd72102173d5508e14cdcb61bb243a0a45484b9JmltdHM9MTc0Njc0ODgwMA&ptn=3&ver=2&hsh=4&fclid=0cc823f1-9ee5-6993-0227-36169f0568d1&psq=%e2%80%a2+Doctors+and+Dentists+Terms+and+Conditions+of+Service&u=a1aHR0cHM6Ly93d3cubmhzZW1wbG95ZXJzLm9yZy9zeXN0ZW0vZmlsZXMvMjAyMy0wMi9OSFMtRG9jdG9ycy1hbmQtRGVudGlzdHMtaW4tVHJhaW5pbmctRW5nbGFuZC1UQ1MtMjAxNi1WRVJTSU9OLTExLnBkZg&ntb=1
https://www.bing.com/ck/a?!&&p=d29fe1580ff40a6b375f3ef92dd72102173d5508e14cdcb61bb243a0a45484b9JmltdHM9MTc0Njc0ODgwMA&ptn=3&ver=2&hsh=4&fclid=0cc823f1-9ee5-6993-0227-36169f0568d1&psq=%e2%80%a2+Doctors+and+Dentists+Terms+and+Conditions+of+Service&u=a1aHR0cHM6Ly93d3cubmhzZW1wbG95ZXJzLm9yZy9zeXN0ZW0vZmlsZXMvMjAyMy0wMi9OSFMtRG9jdG9ycy1hbmQtRGVudGlzdHMtaW4tVHJhaW5pbmctRW5nbGFuZC1UQ1MtMjAxNi1WRVJTSU9OLTExLnBkZg&ntb=1

Date

Version
Number

Summary of Changes

Changes Made
by

redundancy amended to remove reference
to the transitional arrangements.

August
2016

V2.3

Removal of reference to the archived
Redeployment and ring-fencing scheme.

Helen Strickland

HR — Business
Partner

October
2019

V3.0

¢ Re-formatted in line with current policy
template resulting in minor changes only
including the addition of:

« A Summary and standard reference
to GDPR.

« Section 3 - ‘Purpose of Policy’.

+ Section 5 - ‘Ownership and
Responsibilities’.

« Appendix 6 - Short guide added.
e Updating of:
« Section 8 - Monitoring reformatted.

% Appendix 1 - Governance sheet
refreshed.

++ Section 10 and Appendix 2 EIA —
refreshed.

+ Appendix 5 - Section 16,
‘Redundancy’ extract from NHS
Terms and Conditions updated.

Helen Strickland

HR — Business
Partner

September
2020

V3.1

Amendment to Section 6.6 ref right of
appeal in redundancy dismissal situations
(see 6.6.2 and Appendix 6, section 5).

Helen Strickland
Policies and
Projects

January
2024

V4.0

e Further clarification of the role of
Occupational Health.

e Section 6:

+ Inclusion of early engagement with
staff side.

+ Statutory timescales added where
employees are considered at risk of
redundancy.

+» Details of standard practice to be
applied to invite colleague to launch
meeting and framework for initial
launch meeting.

¢ Suite of templates added to
supporting documents.

Claire Williams,
People Partner
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Date

Version
Number

Summary of Changes

Changes Made
by

®
L X4

Process for voluntary redundancy
and early retirement separated.

Clarification that staff will be
informed via letter when they are
identified at risk.

If no suitable posts are available for
slotting in colleagues will be given
written notice of redundancy in
accordance with the contract of
employment.

Employment rights for new and
expectant parents added.

Suitable alternative roles to be
offered subject to a trial.

Clarification of interview process for
roles during redeployment.

¢ Amendment to right of appeal process.

October
2025

V4.1

¢ Amendment to Section 6.6.2 updated to
reflect the protections from redundancy
legislation in line with NHS employers’
guidance.

¢ Amendment to section 6.8.3 to provide
clarity for reasons for appeal.

Claire Williams,
People Partner

All or part of this document can be released under the Freedom of Information Act

2000.

All Policies, Strategies and Operating Procedures, including Business Plans, are
to be kept for the lifetime of the organisation plus 6 years.

This document is only valid on the day of printing.

Controlled Document.

This document has been created following the Royal Cornwall Hospitals NHS Trust The
Policy on Policies (Development and Management of Knowledge Procedural and Web

Documents Policy). It should not be altered in any way without the express permission of

the author or their Line Manager.
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Appendix 2. Equality Impact Assessment

Section 1: Equality Impact Assessment (EIA) Form

The EIA process allows the Trust to identify where a policy or service may have a negative
impact on an individual or particular group of people.

For guidance please refer to the Equality Impact Assessment Policy (available from the
document library) or contact the Equality, Diversity, and Inclusion Team
rcht.inclusion@nhs.net

Information Category Detailed Information

Name of the
strategy/policy/proposal/service Organisational Change Policy V4.1
function to be assessed:

Department and Service Area: Human Resources

Is this a new or existing document? | Existing

Name of individual completing EIA
(Should be completed by an individual
with a good understanding of the
Service/Policy):

Claire Williams, People Partner

Contact details: 01872 258594

Information Category Detailed Information

1. Policy Aim - Who is the

A o
Policy aimed at? The policy aims to ensure that all change programmes are

(The Policy is the managed in a planned, open and honest way in order to
Strategy, Policy, maximise the potential benefits and minimise any adverse
Proposal or Service implications for all staff.

Change to be assessed)

To ensure the impact of any change and reconfiguration on
2. Policy Objectives staff is handled fairly, effectively and in line with the
processes outlined in the policy.

e Maximum redeployment and training opportunities.
3. Policy Intended e Avoid or minimise the need for any redundancies.

Outcomes ¢ Retention of knowledge, skills and experience, using the
ability, qualifications and competencies of staff to best
effect.
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Information Category

Detailed Information

4. How will you measure
each outcome?

e Analysing the

redeployment data.

¢ Monitoring and analysing any grievances received in

respect of the

application of the policy.

e Monitoring equality data.

¢ Qualitative feedback from staff, managers and HR
practitioners who have been involved in the

implementatio

n of the policy.

5. Who is intended to
benefit from the
policy?

Managers and staff

6a. Who did you consult
with?

(Please select Yes or No

for each category)

e \Workforce:

Yes

e Patients/visitors: No

e Local groups/system partners:  No

e External organisations: No

e Other:

No

6b. Please list the

individuals/groups who

have been consulted
about this policy.

Please record specific names of individuals/ groups:

Joint Consultancy Negotiation Committee - JCNC

6¢c. What was the outcome

of the consultation?

Approved

6d. Have you used any of
the following to assist
your assessment?

National or local

statistics, audits, activity reports,

process maps, complaints, staff, or patient surveys:

No

7. The Impact

Following consultation with key groups, has a negative impact been identified for any
protected characteristic? Please note that a rationale is required for each one.

Where a negative impact is identified without rationale, the key groups will need to be

consulted again.

Protected Characteristic (Yes or No) | Rationale
Provision is made in the policy for staff to
Age No apply for voluntary redundancy and
voluntary early retirement (section 10.3).

Organisational Change Policy V4.1

Page 24 of 26




Protected Characteristic

(Yes or No)

Rationale

Sex (male or female)

No

The policy, applicable to all employees
who are affected by organisational change,
states the Trust will work to ensure that the
policy does not discriminate against
employees on the grounds of sex, trans-
gender or gender assignment.

Gender reassignment
(Transgender, non-binary,
gender fluid etc.)

No

Race

No

The policy, applicable to all employees
who are affected by organisational change,
states the Trust will work to ensure that the
policy does not discriminate against
employees on the grounds of race.

Disability (e.g. physical or
cognitive impairment, mental
health, long term conditions
etc.)

No

The policy refers to the need for managers
to make reasonable adjustments to ensure
that any staff affected by redundancy with
a disability or health-related condition are
not placed at a disadvantage because of
their condition (section 10.4).

Religion or belief

No

The policy, applicable to all employees
who are affected by organisational change,
states the Trust will work to ensure that the
policy does not discriminate against
employees on the grounds of religion or
belief.

Marriage and civil
partnership

No

The policy, applicable to all employees
who are affected by organisational change,
states the Trust will work to ensure that the
policy does not discriminate against
employees on the grounds of marriage or
civil partnership.

Pregnancy and maternity

No

Employees who are on maternity leave are
entitled to priority in respect of being
offered suitable alternative employment as
are employees who are on adoption
leave/or shared parental leave (section
10.5).
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Protected Characteristic (Yes or No)

Rationale

Sexual orientation (e.g. gay,

straight, bisexual, lesbian etc.) No

The policy, applicable to all employees
who are affected by organisational change,
states the Trust will work to ensure that the
policy does not discriminate against
employees on the grounds of sexual
orientation.

A robust rationale must be in place for all protected characteristics. If a negative
impact has been identified, please complete section 2. If no negative impact has been
identified and if this is not a major service change, you can end the assessment here.

| am confident that section 2 of this EIA does not need completing as there are no
highlighted risks of negative impact occurring because of this policy.

Name of person confirming result of initial impact assessment: Claire Williams, People

Partner.

If a negative impact has been identified above OR this is a major service change,
you will need to complete section 2 of the EIA form available here:

Section 2. Full Equality Analysis
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