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1. Purpose of Report 

1.1 To advise Governance Committee of proposed changes that would strengthen the 
Council’s Management of Change policy. 

2. Decision(s) recommended 

2.1 To approve the proposed amendments to the Management of Change policy. 

3. Matters for Consideration 

3.1 The policy was last reviewed in 2015.   A further review commenced in 2019 and 
consultation took place at the time to seek views from managers, employees and trade 
unions.   

3.2 Due to Covid-19, this was put on hold but was recently resurrected and the scope 
extended to incorporate the Smarter Ways of Working principles and Hybrid Working 
requirements established across the Council in order to ensure the content is fit for 
purpose and can meet the Council’s current and future needs. This has been achieved 
by offering greater support to employees and increased flexibility for the benefit of 
managers as they negotiate the complexities of a change management scenario.    



3.3 The Council’s Constitution and Scheme of Delegation to Officers has been reviewed to 
give clarity on the approvals process that may be followed across different management 
of change programmes.  

3.4 The policy has been redrafted to direct a greater focus towards the importance of 
undertaking due consultation throughout the process.   

3.5 The policy has been bolstered by integrating detail around ways of potentially mitigating 
compulsory redundancy in order to protect the Council in the event of a possible legal 
challenge.   

3.6 Due consideration has been given to the fact that a management of change exercise 
should be handled with sensitivity, empathy and compassion, because the process is 
difficult and stressful for employees experiencing the change and coping effectively 
once the changes have come into effect. 

3.7 Equality matters were at the forefront when compiling proposals to amend the policy.  
In line with recent changes that have been approved for other key Council HR policies 
- amended following recent legal developments - a proposal is put forward to allow, in 
certain circumstances, an employee with a disability the opportunity to possibly be 
accompanied by an alternative companion during formal meetings.   

3.8 A further proposal involves assimilating employees on maternity, paternity, adoption or 
shared parental leave into a suitable alternative role (with at least an 80% comparable 
match in duties) where a reduction in employee numbers is a potential outcome, thereby 
guaranteeing these employees a job role without subjecting them to a formal 
assessment process.   

3.9 A proposal is submitted that, if approved, would ensure employee appeals concerning 
matters that emerge following a management of change exercise are addressed 
through this policy instead of the Resolution policy.   

3.10 The government is currently addressing issues around high-level exit payments for 
public sector employees.  To address concerns appropriately through the Management 
of Change process, a proposal is presented that would prevent employees from 
returning to the Authority in any capacity, including as an employee, agency worker or 
consultant, for 12 months after leaving on redundancy grounds but without an 
accompanying pension; in cases where employees exit with access to pension benefits 
in addition to a redundancy payment, two years is suggested as an appropriate period 
of time.   

3.11 The criteria for approving a case for redundancy have been included in the policy so 
that managers can understand the necessary conditions that need to be fulfilled - for 
example, the fact that the Authority must be able to recover the total cost within three 
years unless the relevant Director and Director of Resources and Deputy Chief 
Executive approve otherwise is clearly stated.  

3.12 If, within a restructure, additional responsibilities have been added to an employee’s 
current duties which result in a higher grade, it is proposed to include the employee in 
a ring-fence for the new role and assess them formally, because assimilating an 
employee into a higher-graded role without applying a selection process would be 



inappropriate.  Simultaneously, it is proposed to permit ring-fencing an employee into a 
lower-graded role provided that: the duties are broadly similar; the employee agrees 
that the lower-graded role represents suitable alternative employment; and no 
employees within the relevant lower grade would be placed at a disadvantage.   

4. What options have been considered and what is the evidence telling us about 
them? 

4.1 3.2 As a change management initiative involves emotive and sensitive matters, the 
preferred method of conducting one-to-ones and group consultation meetings would be 
face-to-face so that difficult situations can be tactfully and appropriately managed.  In 
some scenarios it may also be appropriate to hold such meetings remotely. This 
provision has also been incorporated, and guidance is provided to explain when it would 
be acceptable and how the meetings should be organised.  The information is aligned 
for completeness with other Council policies that have recently been updated and the 
Video Conferencing Guidelines.  

4.2 3.4 The Council is committed to undertaking meaningful consultation, which should 
enable a genuine opportunity for employees to input into decisions that are ultimately 
determined. Evidence from previous experience and academic studies that have been 
conducted demonstrates that employees are more likely to accept change outcomes 
and perform better if they have been engaged and fully included in the proceedings. 

4.3 3.4 The legal obligations around carrying out due consultation have been stipulated, 
and guidance around ensuring this is meaningful has been produced to help avoid 
common pitfalls that can occur if due process is not followed.  Additional information 
around the technical aspects of a management of change exercise has been included 
to increase line managers’ knowledge-base and understanding.   

4.4 3.10 This option has been evaluated as the fairest way of ensuring older employees are 
not unfairly discriminated against whilst balancing the Council’s business need to 
recover relevant associated costs, and was endorsed after discussion with Assistant 
Directors and consultation with Trade Unions. 

5. Reasons for recommending preferred option 

5.1 3.3 Heads of Service have the delegated authority to approve staffing reorganisations, 
but it is recommended that this duty only applies to exercises involving no cost 
implications in order to distinguish between Assistant Directors’ responsibilities. 

5.2 3.5 Adding relevant information around mitigating compulsory redundancies is 
recommended to ensure the policy content is more robust and to suitably assist 
managers who are inexperienced in managing change.  Opportunities that could 
potentially be realised through Redeployment have been emphasised to highlight 
advantages to the Council in retaining useful skills, knowledge and experience that 
could otherwise be lost.  Additionally, a section on Voluntary Redundancy (VR) explains 
the factors that need to be taken into account when considering a VR application.   

5.3 3.6 It is proposed to contain the support options that are available through the Council’s 
Employee Assistance Programme in a standalone section to highlight the Authority’s 
commitment to supporting employees fairly. 



5.4 3.8 Historically, employees nationwide – females in particular – have encountered 
obstacles when balancing work commitments with a family life, and the approach to 
ensure an assimilation into an alternative role would not only be consistent with legal 
requirements but also eliminate any risk of discrimination or perceived unfair treatment. 

5.5 3.9 This recommendation would enable a more streamlined approach to managing 
issues effectively through a single process which has been supported with positive 
feedback from consultation with stakeholders.   

5.6 3.10 The proposal would not prevent employees from accepting an appointment 
elsewhere within the public sector, but would secure a suitable amount of time before a 
return to SMBC could be considered. 

5.7 3.12 Determining assimilation and ring-fencing arrangements can sometimes cause 
contention, therefore information around the principles that should be followed has been 
included to guide and support managers.  It would be useful to introduce measures such 
as these because of the greater flexibility they afford managers, given that every 
management of change programme is different, with wide-ranging implications 
involved.   

6. Implications and Considerations 

6.1 State how the proposals in this report contribute to the priorities in the Council Plan: 

Priority: Contribution: 

1. Promote employee wellbeing 
The updated policy content has been 
compiled to stress the importance of 
managers working collaboratively with 
employees in order to achieve successful 
change outcomes.  This would help support 
employees through the difficulties of the 
reorganisation process and therefore assist 
in maintaining good wellbeing.   

6.2 Consultation and Scrutiny: 

6.2.1 In the review that commenced in 2019, which was halted due to COVID, a cross-section 
of views to shape the development of the policy was obtained through holding focus 
groups with managers and the trade unions and also by surveying employees who had 
experienced a recent management of change.   

6.2.2 Senior directorate managers were duly consulted and consequently detail has been 
included that covers the way to address restructure exercises that do not include any 
changes to job roles. 

6.2.3 Assistant Directors have ratified the proposals.  Valued feedback was received and, 
subsequently, further information has been incorporated around the management of 
restructures involving different stakeholders and service areas. 

6.2.4 The trade unions agreed to the proposals after due consultation was undertaken. 

https://www.solihull.gov.uk/About-the-Council/The-Council-plan


6.2.5 The Smarter and Wellbeing Board, with delegated authority from CLT, has endorsed 
the proposals. 

6.2.6 External research was conducted through a benchmarking exercise of other local 
authorities’ policies and an analysis of best practice models recommended by senior 
HR professionals.   

6.3 Financial implications: 

6.3.1 NA 

6.4 Legal implications: 

6.4.1 The policy has been developed with due reference to statutory requirements and in 
consideration of precedents set following employment tribunal cases. 

6.5 Risk implications, including Risk Appetite: 

6.5.1 No significant risks have been identified in respect of the proposed changes detailed in 
this report. 

6.6 Equality implications: 

6.6.1 A fair treatment assessment has been completed as part of the review of the 
Management of Change policy to ensure that equalities considerations are part of the 
process.  

6.7 Linkages to our work with the West Midlands Combined Authority (WMCA), Local 
Enterprise Partnership or the Birmingham & Solihull Integrated Care System (ICS): 

6.7.1 NA 

7.  List of appendices referred to 

7.1 Appendix A – Management of Change Policy 

8. Background papers used to compile this report 

8.1 NA 

9. List of other relevant documents 

9.1 NA 


