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LO1

In order to successfully complete this assignment, there will be demonstrations and examples of various contributions to the management of change within my organisation, Capita. As my role is within recruitment exclusively, I am limited in what I can do and get involved with, however I do still believe I am able to influence and support in numerous ways. There is a considerable change happening in my organisation right now and this change is affecting me, but it is something that I am unable to get involved with or ask to assist with directly due to my job.

Change is constant, and Wilkinson and Taylor (in Taylor & Woodhams 2016b) advise there are many reasons why organisations change. A recent motive is the Coronavirus pandemic which has affected Capita as demonstrated in DOC1.1. As mentioned, my division in Capita are currently going through a huge change of re-structure and development identified in DOC1.2. The announcement of this change and updates are communicated to all staff through email which can be seen in DOC1.3. The CIPD (2020a) advise this is the best way to inform all staff especially in large organisations such as Capita and it follows a social technology method, although many feel this process is impersonal. The reason for the change has not been fully explained to staff so it could be a result of the pandemic or other factors which the CIPD (2021a) suggest could be technological, economical or even government steered. Part of the re-structure plan has involved condensing six regions down to three DOC1.4 so a benefit of this could be that it is easier to manage, it’s innovative and may be easier to communicate and engage with employees. However, a detriment of this means fewer senior managers are needed so there will be redundancies. It appears that some have taken voluntary redundancy as acknowledged in DOC1.5. I have been able to recognise and understand the strengths and weaknesses of this change through the previous assignment of ‘understanding the management of change’ and by completing a SWOT analysis guided by the CIPD (2020c) and their template. DOC1.6 shows my SWOT analysis on this change. This has probably been completed by those involved directly with the change but in order to demonstrate my understanding I have created my own.

The change has resulted in a shift in roles and responsibilities of staff across the division as verified in DOC1.7. This also shows the change has affected some staff more than others. Various staff have had their roles eliminated and have been moved to different departments shown in DOC1.8. These members of staff are my colleagues and have made it clear that communications regarding this change were poor DOC1.9, which has made me question whether the correct support if any was given. It is clear that this change has impacted everyone, but the communication and information shared should have been distributed in accordance with those affected. For example, those at risk of losing their job should have been informed face to face rather than receiving an email that everyone had. The CIPD (2021b) suggest coaching could have been implemented to support staff and Sanchez (2018) echoes this by proclaiming communication should be tailored as not one method suits all. This covers the resources required, as the change process was communicated through email and employees were then informed of their new role and new region DOC1.10 although more could have been done such as spending time with staff. Forsyth (2012) adds that there are many resources organisations can utilise such as time, training and money but whether these are actually possible is another question. From analysing my evidence, I believe none of these resources were offered or available as the change has happened rather quickly DOC1.11.

Following this ongoing change, a change plan has not been shared and I am not authorised access to it if one even existed, so I have decided to create my own displayed in DOC1.12. This change plan has been produced following the emails sent regarding the change, considering those affected along with actions and timescales. I have shared this with my line manager and have asked for his feedback but also his thoughts on this impending change in DOC1.13. My line manager is a senior manager at Capita, so this change has affected him greatly. Having discussed this ongoing change in great depth, my line manager has written a statement in DOC1.14 to support my involvement in this change but also my understanding and interest in doing more and putting what I am learning in my studies into action DOC1.15. It is also worth mentioning that I have been successful in my application to become a mental health ally alongside my role of lead recruiter. DOC1.16 demonstrates this, and I hope this will enable me to support my colleagues more with the implementation of this change but also with future projects. I was inspired in apply for this role after completing the ‘coaching and mentoring’ assignment and seeing potential benefits of this within an organisation once implemented. As a coach or mentor does not exist fully, a mental health ally is a step in the right direct, it will also boost performance management and with the aftermath of the pandemic, it will promote positive health and wellbeing too.

I have tried to go a step further and I have emailed the HR department regarding this change, to discover the reasons for it and to see if I am able to get involved in DOC1.17 but I am yet to receive a response. I have also contacted a few colleagues who have been affected by the change, specifically the shift in roles and responsibilities to reach out and support DOC1.18 as this is another method where I am able to contribute to the management of change within my organisation. 
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LO2

Following the recent changes within my organisation regarding the shift in roles and responsibilities as previously demonstrated in DOC1.7 all staff must adhere and follow the new ways of working. DOC2.1 shows a snippet of some of the changes and new processes for employees along with guidance on how to action some of these tasks, such as requesting candidate’s travel to basic training establishments. Forsyth (2012) implies it’s not just about accepting the change but how it is implemented and handled. It also depends on individual capabilities, and this links directly to the importance of coaching and mentoring. The CIPD (2021b) advise this could be utilised to support employees with the change in roles and responsibilities, but I can confirm that has not been an option and DOC2.2 confirms this. The adjustment of roles and responsibilities has not been as smooth as expected with a few mistakes and confusion with staff as identified in DOC2.3 to which, Sanchez (2018) suggests the change will take time to get used to and employees should not be penalised but empathised. Personally, the role of recruiters has expanded and intensified therefore the workload has doubled so right now the priority is adapting. I understand I am able to speak to my line manager if I do have any concerns as shown in DOC2.4. I believe it is also imperative for my colleagues to comprehend that they can do this too, as some may not be aware or may not have a great working relationship with their line manager but either way this is another example of contributing to change in a way demonstrated at DOC2.5. This is confirmation of following the agreed change plan and implementation of change processes within my organisation.

The CIPD (2021a) implies there should be mindfulness of emotions during the change process so information and support should be provided to all those affected. As previously explained, I am unable do to this within my role, but I am aware of what should be done. Evidence already provided at DOC1.2, DOC1.5, DOC1.9, DOC1.10, DOC1.13, DOC1.14 and DOC1.15 demonstrates the change and those affected, some more than others. It also verifies the recognised individual requirements for colleagues such as my line manager who was at risk of redundancy. It is unclear whether information and support was tailored to staff. d’Offay (2018) proclaims people should be at the forefront of change and some of my colleagues may agree this is not the case at Capita. By completing the ‘understanding the management of change’ assignment and conducting relevant research, I believe best practice here would be to follow an agreed change plan as established in DOC1.12 and to stick to this plan. Forsyth (2012) explains a systematic approach is a method which concentrates on communication. Communication is clearly vital when managing change, but it needs to be controlled and appropriate. Personally, I believe there should have been two different communications sent out to staff, one for those at risk and one for those not at risk. 

There are various techniques for maintain positive working relationships throughout the change process. Cameron & Green (2012) mention O’Neill’s (2000) theory on change and the responsibilities of people within the change process such as change agents, sponsors, implementers and advocates. It is difficult to define where I stand and if I do have a role, although I am involved, this is not in my remit. However, I have identified employees in my organisation such as the Regional Operations Business Managers and what role I believe they performed during the change process. DOC2.6 indicates my understanding of this based on O’Neill’s (2000) theory. I also believe these employees have a duty to sustain positive working relationships, although it is also something we can all contribute to. Little things like checking in on colleagues and their well-being can make a huge difference. I believe DOC1.18 and DOC2.5 demonstrate some of the techniques I have learnt which assist with the change process while maintaining positive working relationships with my colleagues. 

To monitor the effectiveness of the change implementation, agreeing and making justified adaptations where required is challenging because I am not responsible for this in my role. I have discussed this assignment in depth with my line manager and he has confirmed this at DOC2.7. This is the same for maintaining records of the change process in line with the organisational requirements. Due to these restrictions which are out of my control, I have decided the only way I can provide evidence is to show my understanding and to evaluation best practice. The change process should be monitored continuously to check effectiveness and Cameron & Green (2012) echo this, explaining it is vital. Capita should be doing this with the restructure, checking there have been no problems with the transition. If problems were to occur, they should be solved quickly and without hassle. Forsyth (2021) implies poor planning is the route of all problems. A justified adjustment to change could be rather than just mentioning roles at risk of redundancy but by offering voluntary redundancy to staff too. This also focuses on employees and empathy, to which Sanchez (2018) suggests is key. Change is inevitable and some would agree that not everything goes to plan so Capita should acknowledge this. 

Maintaining records of the change process may vary depending on the organisation. I believe this is dealt with by the HR department exclusively, although I have no evidence if this is true or not as I am still waiting for an email response from DOC1.17. There should be email evidence and statistics regarding the change process at Capita. There should also be a collection of feedback from staff which will also help the review of the effectiveness of the implementation. There have been rumours of a staff survey, but we are yet to see one.  According to Cameron & Green (2012) records track the change process and its advancement along with the opportunity to review and adjust. The CIPD (2020a) proclaim communication must be evaluated regularly in order to be efficient and this also meets the requirements for the maintenance of records. 
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LO3

The objective of the change process within my organisation was to shrink from six regions down to three and also adjust the roles and responsibilities of employees as identified in DOC3.1. This change has now been fully implemented and all staff are adapting to the new ways of working as shown in DOC3.2. To measure the effectiveness of this change process is problematic for me as previously disclosed and evidence for this has been already provided at DOC2.7. However, there are many ways in which this change could be evaluated by my organisation such as by reviewing data recorded throughout the process or through employee engagement and staff feedback. The CIPD (2020a) advises communication is crucial when it comes to change management, employee engagement and performance. Another way the effectiveness of the change process could be measured is by following a theory such as Lewin’s change model. Mind Tools (2009) explains if this model is followed correctly, an organisation is able to plan sufficiently. It also states the importance of celebrating success, which could be a way of measuring the effectiveness of the change. There has been no celebration of success yet within my organisation, but it is still early days and perhaps something will be announced in the new year, once the change has had change to settle.

Like most things, there is always room for improvement. I have been unsuccessful in my attempt to officially identify any further work or plans to assist with embedding the changes within my organisation. I have decided to make my own evaluations on this by assessing the situation and by speaking to colleagues to gain further insight at DOC3.3. The CIPD (2020c) suggests the velocity of change requires constant monitoring therefore the SWOT analysis I completed previously in DOC1.6 was useful, but this analysis should be completed at various stages of the change process in order to be most effective. The change in roles and responsibilities of staff could have been introduced better. Some staff feel they were expected to take on new responsibilities without receiving the correct training as shown in DOC3.4 so further work here would have been beneficial. The CIPD (2021b) add that coaching or mentoring could have been proposed here to develop staff but to also assist with any resistance. I can confirm no further support or development opportunities have been offered to staff, to which the CIPD (2021a) advises can result in issues and sometimes ineffective change plans.

The key outcomes of the change within my organisation have been explained and identified already however the impact is yet to be evaluated, officially. According to Wilkinson and Taylor (in Taylor & Woodhams 2016b) the change process should be communicated appropriately to avoid confusion and resistance and the responsibility of this is usually the HR department. DOC3.5 shows evidence that communications within my organisation have been sent HR primarily. There have been cases of misunderstanding during the change process as already identified in DOC1.8 and DOC2.3 and this makes me question whether the communications were suitable and that more could have been done to embed these changes. I believe the impact of change to stakeholders has been huge and some for it’s been lifechanging as they have lost their jobs as previous disclosed in DOC1.5. CIPD (2021a) suggest the stakeholders regarding change are the people involved so that’s employees, management and other departments at Capita such as HR and possibly learning and development. No other key stakeholders such as candidates and clients have been involved in this process. Colleagues have already discussed the way in which the change was introduced, and that communication could have been better at DOC1.8. DOC 2.1 and DOC2.3. 

This assignment has been extremely difficult as I have been involved with a huge change within my organisation and I have been unable to get contribute further, even for study purposes. I am still waiting for an email response DOC1.17 from HR, which is unfortunate. I have however developed a greater understanding into managing change and how I am able to contribute, whether that is by being a change advocate or encouraging my team throughout the implementation. I believe the change that has recently happened within my organisation could have been better. I have realised this from previously learning the understanding of change management module by acknowledging best practice and the importance of both planning and communication. The CIPD website has been most helpful with factsheets and podcasts for further guidance on how to evaluate my own performance when it comes to change. As previously disclosed in DOC1.14, DOC1.15 and DOC2.7, I have contributed to the management of change within my organisation and role to the best of my ability. There is definitely a lot more I could do but not in my role of lead recruiter. The CIPD (2021c) state change as a core knowledge, so it is a responsibility and something I am or should be involved with as I begin my career as a people professional. I have previously discussed my contribution to change with my line manager at DOC1.13 and by studying the CIPD profession map have determined I am at the foundation level. There are some areas where I am touching the associate level but due to my role there is no scope to advance this. DOC3.6 is a snippet from the CIPD profession map showing I believe I am at currently with change as a core knowledge, I have found the CIPD (2021c) profession map beneficial to discover what level I am currently at and what I need to do in order to develop. This is something I hope to discuss with my line manager at my next appraisal. 
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Dear RG Colleagues,

Today's bulletin covers the following updates:

e Reminder regarding adhering to Risk Assessment measures
e Updated Capita COVID-19 Policy (version 3.2)

If you have any questions regarding this communication, please direct it in the first
instance to your line manager.
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Last night the Prime Minister laid out the details of the ‘COVID-19 Response - Spring 2021’ plan which provides a
roadmap out of the current lockdown in England. The full plan is now available on gov.uk. The Devolved
Administrations have also started setting out how lockdown will be eased in Scotland, Wales and Northern reland.

The success of the vaccination rollout, alongside falling infections and hospitalisations is paving the way for a
cautious and gradual liting of resrictions. And we are proud of the role Defence continues to play in support of this.
However, at the present time, for us in Defence the situation remains as before; you must work from home unless
you have a critical requirement to attend a Defence location. You should continue to follow the restrictions in place in
your local area by referring to gov.uk or the website of your Devolved Administration.

Anyone who does need to regularly travel to a Defence location should consider having a COVID test. Asymptomatic
testing remains an important way to minimise transmission of the virus and we strongly encourage all staff to make
regular use of testing faciliies where they are available. The Defence Advice Note No. 27 provides full details.

There is clearly lots to be optimistic about and we hope that Defence and wider society will soon be back on a more
‘normal" footing. The plan announced yesterday outlines a cautious approach with all steps of the plan informed by

the latest available science and data. As the situation develops the intranet's COVID portal will be updated with the
latest information for Defence.

In the meantime, we look to you all in Defence to continue following the guidance and supporting the UK response to
COVID-19. As ever you have our profound thanks and admiration for your fortitude and unstinting hard work.

Sir Stephen Lovegrove  General Sir Nick Carter
Permanent Secretary  Chief of Defence Staff
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PFA. I know some of you have them already, but just in case, here are your COVID QR codes that must be on display for all (candidates, visitors and staff) to check in.
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Local Lockdown Information

Guidance regarding local lockdowns is changing regularly. For up to date information
on measures in place and specific areas affected, visit the government information sites
for England, Scotland, Wales and Northern Ireland.
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Coronavirus Bulletin: Update 28.09.2020

In this Coronavius Bulletin you will find guidance regarding:

New regulation (law) in place regarding self isolating

Face masks - RG location were these are now required

COVID Scams - a warning to all colleagues

Winter cold and flu symptoms - what to do

Local Lockdowns guidance

As a reminder, the most recent Capita COVID-19 guidance can be found here.
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Service Improvement Programme (SIP)
Monthly Update - September 2021

We entered into a new phase of RPP when the contract extension was signed in December 2020.
The Army and Capita jointly committed to delivering significant transformative change and the
Service Improvement Programme (SIP) is integral to that commitment.

The SIP Transformation Team is working on a number of projects that will deliver some of the

strategic objectives, and the latest positions for live projects are summarised below.
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ACC Restructure:

The proposed redesign, employing the best of
the innovative changes and virtual ways of
working applied during the pandemic, offers a
structure that will deliver a blended solution of
virtual and F2F nurture and put steps in place
for long-term operational efficiencies.

The proposed restructuring from 6 to 3 regions
will permit alignment with the RG Assessment
Centres in Glencorse, Lichfield and Pirbright,
plus streamlining of processes and roles and
responsibilities, delivering a greater cohesion
between the regions and ACs.
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Any questions regarding this communication, please contact:
Joanne Barkes - Comms & Change Manager - rppsip@capita.com
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As you are aware, we have been undergoing significant transformational

change and part of that is the formal Collective Consultation process, which

commenced for the ACCs on 315t August 2021.
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The new arrangements take effect from 1st
November 2021 and we will now focus on
working collectively to embed the new structure

and building the strength to continue to evolve.

| would also like to take this opportunity to thank everyone for their
contribution and professionalism throughout this very difficult and challenging
period.
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File Name 20211101-REGOPSCOMMS_ ACC/Regional Restructure Comms FINAL.
Moring All
Find attached the confirmed and final ACC/Regional Restructure.

Please do not share as this will come out centrally later today.
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Service Improvement Programme (SIP)
ACC Restructure
Collective Consultation Process Update

As you are aware, we have been undergoing significant transformational

change and part of that is the formal Collective Consultation process, which

commenced for the ACCs on 315! August 2021.

The ACC Collective Consultation concluded on 14" October 2021 and all
colleagues involved in this process have been informed of the outcome.

The following people have been successfully appointed into the roles below:
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Hi All
PFA slides from today’s call. Please do not share.
Many thanks

Mary
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Dear RG Colleagues,

Thank you for joining the RPP Business Briefing held via MS Teams on Thursday 12t August 2021. If you were
unable to join, we recorded the session and the links to the recording are below. Please also find attached the slides
and a written summary of the questions and answers. We recommend reading through the Q&A prior to attending a
Townhall.

As a reminder of the key points from the RPP Business briefing:

1. We are now in a period of change. A number of Capita RPP colleagues within RG are at risk. Military
colleagues are not at risk. The slides attached detail the roles and areas affected. Please continue to support
one another throughout this period. Please also continue to ask questions.

o If you have a general operational question, please in the first instance, direct it to your manager

o If you have a people related question or query, please send it to RPPpeoplequeries @capita.com

o [f the role you undertake is at risk and you have a HR related question, please send it to
RPPconsultation@capita.com

2. The HR consultation process is a formal approach to business restructuring and has its limitations, but please
openly engage with your management for information and support and to address any concerns or anxieties
you have

3. Remember that we are a proud, successful, high-performing team that is incredibly well-respected across
Capita and we will continue to deliver strongly for the Army.
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The Regional offices will restructure from 6 Regions to 3 Regions, aligning geographically with RG Assessment
Centres in Glencorse, Belfast, Lichfield and Pirbright

* This realignment offers us the opportunity to rationalise Regional management

* There will be a rationalisation of the HORRO, ROM, ROSM and ROMST roles, whilst maintaining the number of
recruiting offices and recruiting staff

The proposed changes would reduce the Regional Management resourcing from a starting point of 35 full-time
roles to 24 full-time roles

* Due to attrition only a further 6 full-time roles will be removed
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A Big Thank You to the NRC Contact
Team and everyone else involved in
making this project the first SIP
project to be successfully deployed
into RPP Operations.




image18.png
2. Q: What are the areas affected by this change?
A: Recruiters who will be responsible for performing these tasks. Regional Operations
Managers (ROMs) and Regional Operations Support Managers (ROSMs) are responsible
to ensure tasks are performed accurately and within timeframes. Regular Soldier CSMs
who will no longer complete these tasks.
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Service Improvement Programme
National Recruitment Centre and Army Careers Centre
Realignment of Tasks Phase 2

The Service Improvement Programme (SIP) is focused on delivering system and process
improvements that both enhance the candidate experience and introduce operational
efficiencies across the end-to-end candidate journey. Analysis on a range of tasks has been
completed and several opportunities identified that will reduce hand-offs and duplication of
effort between Recruiters and CSMs across the candidate journey.

Phase 1 has already been delivered and embedded, Phase 2 will build upon the existing
structure and transfer/remove further activities from the CSM team to other areas of the
business.

The following tasks will be removed from the Regular Soldier CSM team and reassigned to
new owners or removed as below:
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REGIONAL OPERATIONS COMMS
Serial No 121

File Name 20211027-REGOPSCOMMS_R&R Phase 2

All

Please see attached the R&R Phase 2.

Best regards,
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ACC Restructure:

The proposed redesign, employing the best of
the innovative changes and virtual ways of
working applied during the pandemic, offers a
structure that will deliver a blended solution of
virtual and F2F nurture and put steps in place
for long-term operational efficiencies.

The proposed restructuring from 6 to 3 regions
will permit alignment with the RG Assessment
Centres in Glencorse, Lichfield and Pirbright,
plus streamlining of processes and roles and
responsibilities, delivering a greater cohesion
between the regions and ACs.
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Itis proposed that the roles of HORRO, ROM, ROSM and ROM ST are at risk of redundancy.

The roles altogether are proposed to reduce to 24 full-time equivalent positions, of which 5 have already been achieved

through attrition.

We will continue to keep you informed of any further changes.
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It’s my last official day at RPP on Monday, but I'll send this today knowing that | will struggle to keep it brief — Please
forgive me for waffling and reminiscing as | head off into the sunset!
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1. We are now in a period of change. A number of Capita RPP colleagues within RG are at risk. Military
colleagues are not at risk. The slides attached detail the roles and areas affected. Please continue to support
one another throughout this period. Please also continue to ask questions.

o If you have a general operational question, please in the first instance, direct it to your manager

o If you have a people related question or query, please send it to RPPpeoplequeries @capita.com

o [f the role you undertake is at risk and you have a HR related question, please send it to
RPPconsultation@capita.com
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File Name 20211014-REGOPSCOMMS_ Message from Chris Nobbs : Jo Fordham
All

As you will know we have been going through a consultation process within Regional Ops which has
concluded today. As part of this process, Jo Fordham has decided to take voluntary redundancy. Whilst I'm
pleased for Jo to be able to take advantage of this opportunity, | am clearly disappointed to be losing Jo from
the team. So with a sad face, I’'m writing to let you know so you can all reach out to Jo with any messages
before she leaves us.............. which unfortunately is tomorrow (or fortunately for Jo, however you want to
look at it!)

I would like to thank Jo for all of her hard work and support in the time | have worked within RPP and for the
years before that.

I know many of you will feel the same, so please join me in wishing Jo all the best in the next stage of her
career

Thank you Jo and all the best !

Regards
Chris
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| recognise the significance of an announcement of this nature and would ask that you remain sensitive to your colleagues who
are directly affected at this time.
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Hi All
PFA slides from today’s call. Please do not share.
Many thanks

Mary
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An example of an impending change within my organisation, there is currently an
organisation restructure where we are going from six regions down to three. | have created a
SWOT analysis based on this change below.

Strengths Weaknesses
Strategic plans Staff turnover
Staff development Knowledge gap
Knowledge and expertise Internal disruption
More beneficial Staff morale
Operational
Innovative
Engagement levels
Simpler
Opportunities Threats
Restructure Loss of staff
Organisational development COVID-19
Innovative plans Competitors

New technologies
Workforce planning

Demographic changes
New technologies
Cost
BREXIT
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REGIONAL OPERATIONS COMMS
Serial No 121

File Name 20211027-REGOPSCOMMS_R&R Phase 2

All

Please see attached the R&R Phase 2.

Best regards,
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Please read the Attached R&R update, | would like to discuss this next Monday. Stew chat to day please

John
John Arundel

Recruiting Operations Manager




image31.png
5. Q: How will this affect my role as a Recruiter?

A: These tasks will become part of your revised roles and responsibilities and will fit and
compliment the current responsibilities of the Recruiter role. The changes will provide
greater ownership and accountability for all aspects of the candidate onboarding process,
providing you with greater control over the candidate experience and eliminating any
double handling and confusion over task ownership.
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2. Q: What are the areas affected by this change?

A: Recruiters who will be responsible for performing these tasks. Regional Operations
Managers (ROMs) and Regional Operations Support Managers (ROSMs) are responsible
to ensure tasks are performed accurately and within timeframes. Regular Soldier CSMs
who will no longer complete these tasks.
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Transfer of Tasks from Regular Soldier Candidate Support Managers (CSMs) to Recruiters

APPENDIX 1 - Table of Tasks
The table below describes each task that will be transferred to the Recruiters and gives an overview of the expectation of performance.




image34.png
The following tasks will be removed from the Regular Soldier CSM team and reassigned to
new owners or removed as below:

- Basic Training Cancellation — Reassigned to Recruiters

- Change of Stream of Candidate - Reassigned to Recruiters

- Outreach/Spec Board Booking — Reassigned to Recruiters

- Process New Candidate — Reassigned to Recruiters

- Confirm Candidate Qualifications — Clarification of Process

- Waiver Process — Reassigned to Loading Team and Clarification of Process

- Shading Process — Reassigned to Loading Team and Clarification of Process

- Soldier Development Course (SDC) Process — Reassigned to Loading Team and
Clarification of Process

- DRS Tasks Clearance — Removal of CSM Workware Task

- Emails (SBS) Multiuser — Removal of Multiuser

The above tasks will no longer be completed by the CSMs in the NRC. The Recruiters will now
be accountable for the completion of the four tasks reassigned above, specified for every
candidate they own within the pipeline and managed against the completion of these tasks.
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Dear Rebekah and Team

Today Regular Soldier CSM’s have been told where they will be moving to as the Risk of Redundancy Consultation

process has now been completed. | shall be moving to the Officer Team on Thursday 21 st October.

You will notice over the next couple of days your Candidates CSM field will show as your ACC. You will not get
access to the chat messages — the contact team will be dealing with those however, | do believe you will get all the
relevant tasks.

| want to say how much | have enjoyed being your CSM over the past years and will miss being involved in the
Regular Soldier journey and working with you.

As yet | do not know which ACC’s | will be allocated but hopefully | may still play a part of the recruiting journey with
you.

Take care and keep safe.
Kind regards.

Lesley-Anne Hornbogen (known as L-A)
Soldier Support Recruitment Team.

British Army,

uilding 398, NRC Trenchard Lines, Upavon, Wi
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what a terrible week
‘Thomas, Rebekah Ms (RG-ACC Swansea LeadRec) 12:0

but it friday at least
‘Thomas, Rebekah Ms (RG-ACC Swansea LeadRed) 12:02:

how are you doing?

Yeah ot too bad apart from the crappy news we got wednesday

t

Oh I know i its awful

was 2 bit of a f you kind of message

are you guys at risk at all as well?
Thomas, Rebekah Ms (RG-ACC Swansea LeadRec) 12:0
Did you have any idea? | was shocked

knew nothing
‘Thomas, Rebekah Ms (RG-ACC Swansea LeadRec) 12:0

ohJon

|

in other news the Sqn leader said he should be promoting me soon
Thomas, Rebekah Ms (RG-ACC Swansea LeadRec) 12:
oh well thats good!





image37.png
Recruiting Tomorrow's Army Today

Service Improvement Programme (SIP)
ACC Collective Consultation Process Update

As you are aware, we have been undergoing significant transformational change and part of that is the formal
Collective Consultation process, which commenced for the ACCs on 31 August 2021.

The ACC Collective Consultation concluded on 14* October 2021 and all colleagues involved in this process have been
informed of the outcome. The following people have been successfully appointed into the roles below:
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1 am sure you will join with me in congratulating them and wishing them every success in their new roles!

‘The new arrangements take effect from 1 November 2021 and we will now focus on working collectively to embed
the new structure and buiilding the strength to continue to evolve.

1 would also ik to take this opportunity to thank everyone for their contribution and professionalism throughout
this very difficult and challenging period.

If you have any questions regarding this communication, please do not hesitate to contact me.
Kindest Regards

Chris Nobbs
(Chris.Nobbs@capita.com)

SIP Briefing Note 1 Issue 24 (2021)
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REGIONAL OPERATIONS COMMS
Serial No 123

File Name 20211101-REGOPSCOMMS_ ACC/Regional Restructure Comms FINAL.
Moring All
Find attached the confirmed and final ACC/Regional Restructure.

Please do not share as this will come out centrally later today.

Best regards,

Chris Nobbs.
Reaianal Oneratione Directar
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From: dispatch@rpp-mail.co.uk <dispatch@rpp-mail.co.uk>

Sent: 01 November 2021 15:33
To: Reid, Rebekah Ms (RG-ACC Swansea LeadRec) <Rebek:

Subject: ACC Restructure Update
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The proposal reduces the number of Candidate Support Manager roles within the NRC:
« Reassigning the Regular Soldier CSM activities

* Removing SLAM activities

« Realigning Deferral activities

« Plus Six Sigma operational efficiencies

Reducing number of Administrators in NRC:

« Achieved via Six Sigma operational efficiencies and offsetting vacancies
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We will continue to keep you informed of any further changes.
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4. Q: When will these changes come into effect?
A: The above changes will take place on Monday 25t October
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ACCs

* Frontline recruiting teams will be maintained at their current level

* The changes will improve operational cohesion between the Regions and the Assessment Centre
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Good evening ,

PFA the agenda for tomorrows sector meeting
All staff are invited to attend

Many thanks

John
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followed by formal closure of the Project on 11t October 2021.
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VECKS. [he dalc ahd ume ol these arc.
e Friday 20th August 1200 - 1230

o Friday 27" August 1200 — 1230
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Example Change Plan

Created by Rebekah Reid
Date 1/11/2021
Version 1

Vision and Objectives

To condense 6 regions down to 3. To squeak the roles and responsibilities of staff.

Activities to achieve objectives (attach Gantt chart)

Re-structing the regions and offices resulting in changing roles and responsibilities of employees
including management. Some jobs no longer needed and there will be roles at risk.

Business case (evidence-based - include data, benefits of change, gap analysis — difference
between current and future states, issues and risks)

Evidence that proves the benefits for the changes or proposed changes such as a completed
PESTLE or SWOT analysis too.

People affected (stakeholders — employees, particular employees, customers, shareholders)

‘All employees in the division. Senior managers at risk at losing their jobs. Some employees at the
NRC at risk too.

Scope of change (eg.one site, one product group)

Capita in general not effective, only one division that is in partnership with the army.

Roles (project manager, sponsor, team members)

NRC staff, senior managers. All staff affected but some more than others as certain roles are at
risk.

Communication strategy (attach communication plan, list of change champions)

Communication to staff via email and Microsoft team calls. Comms team to send out emails on
behalf of team.

Support to be offered (advice, counselling, coaching, mentoring, representation, training - attach,
for example, a training plan)

Microsoft teams calls to discuss and email addresses provided to ask more questions. Also, option
to speak to line manager about concerns.

Timings and milestones (see Gantt chart)

Set date for roll out given in initial comms to employees.

Resources required, including cost (equipment, time, people, materials, guidance)

Communications sent to employees via email, and all invited to general calls via Microsoft teams.
All employees in the division required to at least acknowledge the change. Not a lot of guidance.
No equipment or materials available.

Monitoring activities

NJA for this change. Unaware of how this has been monitored or if it has been. It may be
monitored by staff surveys or through open discussions. It may also be brought up in upcoming
end of year appraisals which is something to consider as it may have an effect on performance
management.

Success Measures

‘Again, unaware of this but surely it is being monitored and the success will be shared if applicable.
If successful, staff will be notified. There may be evidence of improved processes etc as a result of
the change.
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Notes taken from a conversion with my line manager:

The impending change is a current change within my organisation, so it is something we are
speaking about daily. There are many reasons as to why organisations change and the
CIPD (2021a) explain these in detail. The reason for our organisation to change is due to a
number of factors such as a change in strategic objectives, new technologies and possibly
because of COVID-10, economic shortfall. We are officially unaware of why this change is
happening right now and this may be something | can investigate during the next
assignment. An implication HR must deal with is communication and ensuring we are all
aware of the situation. From experience, the majority of communication regarding this
change has been cascaded through emails and the CIPD (2020a) suggest although this
method is impersonal, it is the best way to send bulk messages to all staff. However, my line
manager has been to meetings and conferences possibly because he is a senior member of
the organisation. This also relates to the various forms of communication, how much
information is shared, how often and with who.

As the regions condensing and going from six to three, there has been a lot of talk and
rumours regarding redundancy and job loss. This is both a weakness and a threat according
to the SWOT analysis. This can also be linked back to communication along with employee
engagement. The CIPD (2021a) proclaim people are at the centre of change within an
organisation therefore it is important that there is an understanding into the change process.
Engagement is a strength which both HR and management must utilise effectively, the CIPD
(2020a) advise staff are more likely to support change, commit and feel valued if they are
involved. My line manager has held regular meetings with the team regarding the impending
change which has definitely boosted morale.

Another implication for HR to monitor is the performance of the organisation’s restructure to
ensure there are no staff or skill gaps as well as guaranteeing we are achieving the business
objectives. My line manager and | have identified a few staff gaps within the region, but this
is something HR are fully aware of and are actively looking for solutions. Resistance to
change is another factor to consider and the CIPD (2021a) mention two forms of resistance
which are process and content. Having discussed this point with my line manager, we feel
many within the organisation have resisted to the process rather than the content because of
how this change has been introduced and no one likes to change. Something else to
consider is ensuring staff have the correct skills and knowledge as a result of the change, for
example if a manager is expected to take over a new office, then they must be given advice
and support on this new office and the demographics in order to succeed.

Having already explored change management and now having an understanding on the
management of change. | have already identified ways in which change processes can be
monitored such as staff surveys and focus groups. My line manager has reminded me that a
staff survey has recently been dispatched to all staff, the survey is anonymous but gives
employees chance to speak up and have a say on the situation.

There are many HR implications of the change within my organisation as it is on-going. It is
also a change that will not happen overnight which is another factor to consider.
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Hi Rebekah,

As discussed, you most definitely contribute to change in your role as lead recruiter by supporting the change
movement and ensuring the team follows the correct process. You must manage your team effectively and confirm
they understand the organisation’s new structure along with new responsibilities!

Regards,
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From: Arundel, Thomas Contractor (RG-ACC Cardiff RecOpsMgr)
Sent: 04 November 2021 12:16

To: 'Nicola Julian' <nicola.julian@colegsirgar.ac.uk>

Subject: RE: RR review

Hi Nicola,

| hope your well ?

I’'m sure your aware that Rebekah has been recently promoted to Lead Recruiter within the business , she has
stepped into the role with ease and has made quite an impact. Her roles and responsibilities have doubled, as you
would expect she stepped up and is now established as the Lead Recruiter in Swansea.

Rebekah takes everything in her stride , | am amazed how she manages her day time job in line with her university
assignments and course work. She must be burning the mid night oil to keep on top of her new responsibilities.
Rebekah has implemented several of her course topics in particular coaching and mentoring and performance
management. She has the advantage of learning the theory with you and then putting it into practice within the office.

| am delighted with her progress and thank you for your support too.

And | forget she has just got married too @)

John Arundel

Recruiting Operations Manager
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Subject: Mental Health Ally Programme: Congratulations on your successful application!

Congratulations on your successful application to become a Mental Health Ally!

Mental Health Allies will play an important role in supporting individuals who are experiencing mental ill-health, within the
division. We would like to take this opportunity to thank you for volunteering for this vital role.

As part of the programme, you will receive training and ongoing support to provide you with the knowledge and skills to
undertake the role. The Mental Health Ally training is conducted either full-time (over 2 days) or part-time (over 4 mornings or
evenings) and we would like you to book onto a cohort that best suits your needs.

Ahead of attending the virtual sessions, you will be required to complete two pre-learning modules, which you will gain access
to, on Workday when you enrol. These should be completed in the week before attending the virtual training session, so that
the information is fresh in your mind - don’t worry, we’ll send you a reminder to do this.

To enrol onto the programme, please take the actions below:

Log into Workday Select ‘Learning’ Select ‘Browse Learning’ In the search bar, search for ‘Mental Health Ally’ Select the dates of
the course you wish to attend Complete the pre-learning modules, within 7 days prior to attending the course (we'll send you a
reminder)

We look forward to meeting you soon!
Best regards
Capita Academy

on behalf of The Mental Health Ally team.
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Good afternoon Emily,

| hope you don’t mind me getting in touch regarding my current uni assignment on the topic of contributing to the
management of change.

| am aware of the current change involving new regions and a change in roles and responsibilities.
Can you give me more information regarding this? Other than what | have already received via email.
It would be great to hear more about your thoughts on the topic of change within our division too.

| understand there may be restrictions in what | can do and what | am able to access but | wanted to express my
interest in order to complete my assignment successfully.

Kind Regards,

Rebekah

Rebekah Reid
Lead Recruiter
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On 10 Sep 2021, at 16:13, Thomas, Rebekah Ms (RG-ACC Swansea Rec1) <Rebekah.Reid123@mod.gov.uk> wrote:

Hey Jon,

How’s the new role going?

Just wanted to reach out after the whole re-structure and change in roles and responsibilities.
If you do need to talk then you know where | am.

Many thanks,

Rebekah

Rebekah Reid
Lead Recruiter
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wir (RG-NRC CSM43) 11:26:
oh awesome 2nd Oct?
Thomas, Rebekah Ms (RG-ACC Swansea LeadRec) 11:26:
yep :D
hazzaru, von mr (RG-NRC CSM43) 11:27:
amazing news, i hope you have an amazing day
Thomas, Rebekah Ms (RG-ACC Swansea LeadRec) 11:27:
Oh thank you so much :)
(RG-NRuU Usmas) 11:26:
i am off for 2 weeks so wont speak to you before
Thomas, Rebekah Ms (RG-ACC Swansea LeadRec) 11:29:

hazcaiu, o

oh nice, | am off for two weeks after it, well deserved break

i (RG-NRC CSM43) 11:29:
mines hardly a break lol
He _aiu, - ... (RG-NRC CSM43) 11:29:
had to change my leave as i start the new role

haccaiu, «
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fiacew. *, *~.. mr (RG-NRC CSM43) 11:18:

4 working days left as a CSM

Thomas, Rebekah Ms (RG-ACC Swansea LeadRec) 11:20:
Oh, how you feeling?

hace. == "% (RG-NRC CSM43) 11:20:
quite good, be a nice change

tio—.. -~ == (RG-NRC CSM43) 11:20:
you good?

Thomas, Rebekah Ms (RG-ACC Swansea LeadRec) 11:24:
Change is good, a new adventure!
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Kecccar sy wunt mir (nG-NRC CSM43) 15:23:

got me an interview tomorrow
Thomas, Rebekah Ms (RG-ACC Swansea LeadRec) 15:23:
ooh where?
hazzaru, vu we (RG-NRC CSM43) 15:23:
across the road from my office
Thomas, Rebekah Ms (RG-ACC Swansea LeadRec) 15:24:
oh lovely
{iamme =y - = st (RG-NRC CSM43) 15:24:
doing the fleet admin role for RG
Thomas, Rebekah Ms (RG-ACC Swansea LeadRec) 15:24:
oh awesome! well good luck with it. hope you smash it :D (*)
Yoy - .. ... RG-NRC CSM43) 15:25:
cheers
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The following tasks will be removed from the Regular Soldier CSM team and reassigned to
new owners or removed as below:

- Basic Training Cancellation — Reassigned to Recruiters

- Change of Stream of Candidate - Reassigned to Recruiters

- Outreach/Spec Board Booking — Reassigned to Recruiters

- Process New Candidate — Reassigned to Recruiters

- Confirm Candidate Qualifications — Clarification of Process

- Waiver Process — Reassigned to Loading Team and Clarification of Process

- Shading Process — Reassigned to Loading Team and Clarification of Process

- Soldier Development Course (SDC) Process — Reassigned to Loading Team and
Clarification of Process

- DRS Tasks Clearance — Removal of CSM Workware Task

- Emails (SBS) Multiuser — Removal of Multiuser
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Process New
Candidate

Review ‘My New
Candidates’ and confirm
eligibility to apply before
proceeding.

Regions -
Performed
immediately on
request

All candidate checks must be completed prior to continuing with candidate journey to ensure
no issues with eligibility for any later stage.

Checks Before Engaging with a New Candidates.
Duplicate Candidates

Eali ol ol o

Make a note of the candidate's surname, first names, DOB

Select Search for Candidates (Global Search)

Open any suspected matched application(s) and explore the data within

Decide whether it is a true match. Use the Activity Log and Notes areas to quickly find
out the stage the application reached, noting any rejection reason.

If a Match the following must be Applied

CeNOnswN

Add a Recruiter note on the right-hand side (Application Notes) stating (DUPLICATE
APPLICATION IDENTIFIED - cross reference to URN <xxoooooxxxx>.) The "Duplicate
Candidate Record" flag has been added using recruitment pools. <add in details of
whether application can proceed or is immediately rejected due to a previous, but still-
applicable, rejection>

Add Both applications to a Recruitment Pool (Duplicate Candidate)

Select Actions on the Application Menu

Select Application Review

Select Candidate Management Form

Select Recruitment Pool Icon

Select Add Recruitment Pool

Select Duplicate Candidate

Select Save (Now populated right hand side of the candidate application)

10 Change Candidates Involvement
11. Select Actions on the Candidate Profile Top left of the Candidate Profile
12. Select Common Action
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Save this please,
You will need to be referring to it like a bible very soon ©
John

John Arundel

Recruiting Operations Manager
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https://modgovuk.sharepoint.com/:x:/r/teams/cui1-542/NRC/LoadingTeam/_layouts/15/Doc.aspx?
sourcedoc=%7BD8F6AED7-ECFB-4430-83A9-52C1529A029E%7D&file=Mastercopy%2020200608_ER-20-
016_Automated%20C0OVID%20quesionnaire_ OSP.xIsx&action=default&mobileredirect=true&cid=a3d36fc8-5ead-

4a2b-b923-2cc15fb265ch

Here is the link to the spreadsheet, the tabs at the bottom contain RFTE, AC, BT etc. As soon as the automated
CQis issued the SS is populated with the candidates details, once Mat 5 receive the CQ the spreadsheet is
updated.

We are only to view the SS not update it or amend it.

Thanks,
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REGIONAL OPERATIONS COMMS
Serial No 121

File Name 20211027-REGOPSCOMMS_R&R Phase 2

All

Please see attached the R&R Phase 2.

Best regards,
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Aitchison, Carla Contractor (RG-ACC Worcester Rec1) 13:26:

Hey,

ha\ye you received any training regarding the new roles and responsibilities at all?
Reid, Rebekah Ms (RG-ACC Swansea LeadRec) 14:06:

Hello, no? Is there training?
Aitchison, Carla Contractor (RG-ACC Worcester Rec1) 14:07:

No, | was just wondering as | would have liked the option for training or to be coached
Aitchison, Carla Contractor (RG-ACC Worcester Rec1) 14:08:

i'll email stew for monday and see if it is an option
Reid, Rebekah Ms (RG-ACC Swansea LeadRec) 14:08:

| would definitely be interested in this too
Aitchison, Carla Contractor (RG-ACC Worcester Rec1) 14:08:

Same
Aitchison, Carla Contractor (RG-ACC Worcester Rec1) 14:08:

Nothing has been offered though | have no comms of anything whatsoever
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Importance: High
Afternoon Sharon

Regular Soldiers no longer have CSM'’s as of 215 October 2021. ACC'’s now have total control of their Reg Soldier
candidates.
| have copied in ACC Swansea so they can see your email and take the relevant action.

Many thanks.

Kind regards.
Lesley-Anne Hornbogen (known as L-A)
Candidate Support Manager - Regular Officer Team | Army National Recruiting Centre
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Our LR meeting will now take place every Tuesday @ 1000hrs, lets see how things pan out over the next few
weeks.

Thanks
John

John Arundel




image66.png
Another opportunity all©®

From: HRCOVIDSupportTeam @capita.com <HRCovidSupportTeam @ capita.com>

Sent: 21 May 2020 17:25

To: Arundel, Thomas Contractor (RG-ACC Cardiff RecOpsMgr) <Thomas.Arundel917 @mod.gov.uk>
Subject: Voluntary flexible working options are back
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Good morning LR's,

1 will start sharing these weekly updates with you, some of the salient points will be raised during our weekly calls.
Rebekah note the new starter link on the first PDF.

Please remember these are my manger guides, if you want to action anything go through me first. You can brief the teams but do not share the documents with them.
If your happy | will send the important guides and information every week ?

1 want to remind you once again that your contracted hours are 0900 — 1730 Monday to Friday and you are office based workers.
1 am very flexible and will always allow you to mange your offices and teams individually.

Regards
John

John Arundel
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Wed 26 May, 09:02

Morning pse call when your free no rush
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Mon 14 Jun, 08:43

Enjoy the course
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Tue 24 Aug, 12:27

Hi & I'll call you about 2 ish
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Hi Lisa,
Welcome to sector 2E or the dream team!

It'll take you and the office some time to settle into the new sector I'm sure but if you have any questions or concerns
just give me a call.

Obviously with a new ROM, there will be different ways of doing things like meetings and stats but honestly John is
fab.

We used to have sector meetings on a Friday but these will be changing to a Thursday from now on.

If you do ever want to chat, John is just a phone call or skype message away but primarily visits the office once a
week. Sometimes brings welsh cakes which is a winner!

Have a fab weekend and speak to you Monday.

Rebekah

Rebekah Reid
Lead Recruiter




image72.png
Subject: Sector
Hey both,

Apologies | am sending this email later than planned. I've received a new laptop and had nothing but dramas with it
haha all sorted now though and | wanted to give you some time to ‘settle in’ before contacting you sooo yeah..

welcome to the sector! )

Not sure if you remember me or not haha but we were all on that lovely recruiter course together at Moreton on the
marsh which honestly feels like forever ago! It was so long ago wasn't it!

Anyways | just wanted to say hello properly and hopefully will be able do that in person in the new year. Great to
have you both in our sector and | look forward to working with you!

Have a fabulous weekend.

Rebekah

Rebekah Reid
Lead Recruiter
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SPONSER

Kind Regards

Emma Withey

Recruiing Group, Trenchard Lines, Upavan, Pewsey, Wilshre, SN 638
0D: 01980 618046 | Mobile: 07547 664362 | emma.vithey@cata.com

&

Recruiting Tomorrow's Ammy Today

IMPLEMENTER/CHANGE
AGENT

Rebekah Reid
Lead Rocruler

ACC Swansea, Clipper House, Quay West, Quay Parade, Swansea, SA1 1SR

Mobll: 07547587515
Emai, Rebekah Red123@mod govuk

NTH
uL‘ﬂ
BETHE BEST

Recruiing Tomorrows Army, Today.

Upcoming Leave:
December 3, 17,20 24,29, 30

CHANGE AGENT?
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From: Reid, Rebekah Ms (RG-ACC Swansea LeadRec)

Sent: 18 November 2021 13:21

To: Arundel, Thomas Contractor (RG-ACC Cardiff RecOpsMgr) <Thomas. Arundel917@mod.gov.uk>
Subject: Management of Change

Hi John,

Following our discussion on the topic of change and the implementation of the SIP project (ACC restructure, shift in roles and responsibilities, etc) could you please confirm the following:
-1am aware of this change progress, it has directly affected my colleagues and I, some more than others.

-1am unable to get involved with this change because it is not my job.

-1.am embracing this change, informing my own team of these changes and how these changes affect our duties

- Engaging with my colleagues throughout the process and promoting positive working relationships

Itis difficult to show evidence on something that | am aware of and | am involved in (in some ways) but not enough to fully make a difference or contribute.

If you have any further points to add on this subject then please feel free to add..

I need this confirmed in writing as evidence for my digital portfolio required for the assignment so thank you again for this, | really appreciate it.

Many thanks,

Rebekah

Rebekah Reid
Lead Recruiter

ACC Swansea, Clipper House, Quay West, Quay Parade, Swansea, SA1 1SR

Mobile: 07547587518
Email: Rebekah.Reid123@mod.gov.uk

iﬁlm
Al
BE THE BEST

Recruiting Tomorrow's Army, Today

Upcoming Leave:
December 3, 17, 20 — 24, 29, 30
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Hi Rebekah,

As discussed, | can confirm this.
Thanks

John

John Arundel

Recruiting Operations Manager

Recruiting Group, ACC Cardiff, Southgate House, Cardiff, CF10 1GR
DD: 02920 726823 | Mobile 07966156028 | Thomas.Arundel917@mod.gov.uk

Recruiting Tomorrow’s Army, Today

1 am sending this email at a time that is convenient for me, please only respond if it is convenient for you
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Weekly LR Meeting

Organizer  © Arundel, Thomas Contractor (RG-ACC Cardiff RecOpshar)
Time 16 November 2021 10:00-11:00

Location  Skype

Response  +/ Accepted Change Response

Let's see how these pan out... we can test and adjust anytime

Join Skype Meeting
Trouble Joining? Try Skype Web Aop

Join by phone
+44 (0) 30 0151 0000,,6402350# (United Kingdom) English (United Kingdom)

Find 2 local number

Conference ID: 6402350

Forgot your dial-in PIN? |Help
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Sector Call

Organizer  © Arundel, Thomas Contractor (RG-ACC Cardiff RecOpshar)
Time 11 November 2021 15:00-16:00

Location  Skype

Response  +/ Accepted Change Response

Please have a look at the agenda attached.... Very happy to add or subtract .

Lisa and Josh,

Thoughts ? please ask the mil boys

Join Skype Meeting

Trouble Joining? Try Skype Web App

Join by phone
+44 (0) 30 0151 0000,,6402350# (United Kingdom) English (United Kingdom)

Find 2 local number

Conference ID: 6402350

Forgot your dial-in PIN? |Help
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Dempsey, Stewart Contractor (RG-ACC Cardiff LeadRec1) 16:17:

Hey mate, how are you finding things with the SIP project?
Reid, Rebekah Ms (RG-ACC Swansea LeadRec) 16:24:

It’s ok, its different! Happened quickly too | think
Reid, Rebekah Ms (RG-ACC Swansea LeadRec) 16:24:

What about you?

Dempsey, Stewart Contractor (RG-ACC Cardiff LeadRec1) 16:27:
I totally agree, the whole process has been a nightmare. Could have been better. Sick of emails.
Reid, Rebekah Ms (RG-ACC Swansea LeadRec) 16:32:
Same! COVID hasn't helped though has it
Dempsey, Stewart Contractor (RG-ACC Cardiff LeadRec1) 16:32:
Nope
Reid, Rebekah Ms (RG-ACC Swansea LeadRec) 16:34:
| am glad we are safe though, could be worse
Dempsey, Stewart Contractor (RG-ACC Cardiff LeadRec1) 16:35:
Yep
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Conway, George LCpl (RG-ACC Swansea RMRecruiter) 15:36:
LA has gone now what do we do

Reid, Rebekah Ms (RG-ACC Swansea LeadRec) 15:37:
You have seen the list of roles and responsibilities haven’t you? Did you receive the comms?

Conway, George LCpl (RG-ACC Swansea RMRecruiter) 15:37:
Yeah

Reid, Rebekah Ms (RG-ACC Swansea LeadRec) 15:37:
Do you understand them? Or need me to explain?

Reid, Rebekah Ms (RG-ACC Swansea LeadRec) 15:37:
2

Conway, George LCpl (RG-ACC Swansea RMRecruiter) 15:38: |
Yes please so confused

Conway, George LCpl (RG-ACC Swansea RMRecruiter) 15:39:
No guidance just an email

Reid, Rebekah Ms (RG-ACC Swansea LeadRec) 15:45:
| know | wish we received some training in these new processes, like | know them but not confidently

Reid, Rebekah Ms (RG-ACC Swansea LeadRec) 16:04:
Did you get my email?

Conway, George LCpl (RG-ACC Swansea RMRecruiter) 16:12:
Yes

Conway, George LCpl (RG-ACC Swansea RMRecruiter) 16:12:
Cheers

Conway, George LCpl (RG-ACC Swansea RMRecruiter) 16:12:
Lots to learn, | think | need to go on another recruitment course or something

Reid, Rebekah Ms (RG-ACC Swansea LeadRec) 16:15:
| know, it will take time to adjust but we’ll be fine

Reid, Rebekah Ms (RG-ACC Swansea LeadRec) 16:15:
Dream team

Conway, George LCpl (RG-ACC Swansea RMRecruiter) 16:16:
You'll have to help us

Conway, George LCpl (RG-ACC Swansea RMRecruiter) 16:17:
lol

Reid, Rebekah Ms (RG-ACC Swansea LeadRec) 16:17:
Of course
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From: Logan, Helen Ms (RG-ACC South ROSA) <Helen.Logan103@mod.gov.uk>
Sent: 27 October 2021 16:14

Subject: 20211027-REGOPSCOMMS_R&R Phase 2 - Urgent

Importance: High

REGIONAL OPERATIONS COMMS
Serial No 121

File Name 20211027-REGOPSCOMMS_R&R Phase 2
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Contact us

If you have any questions please contact the Employee Communications & Engagement
team.

Confidential. Internal use only

Audience: All colleagues
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Update on our approach to Covid-19

Our Capita Pandemic Framework sets out our response to
Covid-19 and what this means for how we work. As we
continue to monitor evolving medical and government advice
from around the world, we now expect to remain in the
‘reimagine’ phase - with most of us working from home -
until the end of Q2 at the earliest.

It remains our priority to protect our colleagues, so we will
only begin the process of making a gradual return to our
offices when we can do so safely. We hope that we will be
able to start the transition to new ways of working from Q3 onwards. But in the meantime, we
will continue to support safe working both in the field and in our offices that are open — but
everyone who can work from home must continue to do so.
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If you were unable to join the RPP Business Briefing, you can access the recording via the links below.
MODnet users, please click here
Capita users, please click here and copy and paste the following password: rppbusinessupdate2021

We always welcome feedback via RPPcomms@capita.com. This email has been sent to all colleagues on the
Recruiting Group People Directory, if you're aware of a colleague that hasn't received it, please let us know.

Kind regards,

Emma Harrison (She/Her)
Communications & Engagement Manager

Upcoming Leave: 23" August to 15! Sept inclusive

Recruiting Group, 3" Floor, Building 370, Trenchard Lines, Upavon, Pewsey, Wiltshire SN9 6BE
Mobile: 07711 779268 | Emma.harrison3@capita.com

Recruiting Tomorrow’s Army Today




image83.png
Change standards

Each standard progresses through four levels of impact. Which level do you most embody in your day-to-day work?

Foundation level

At this level you'll understand:

he importance of planning and
anaging change

and why it's important

impact people in different ways

N/A

in your organisation and its key
elements

What continuous improvement is

That people are an important part
of any change, and that change can

What a good project plan looks like

Associate level

At this level you'll understand:

How to use data to create a case for
change

Different change management
approaches and their advantages
and disadvantages from a people
perspective

How to apply continuous
improvement tools (e.g. customer
journey mapping and test and

learn)

How to explain why change is
happening, and basic models for
how people experience change

N/A

How to plan and deliver an activity
or event including outcomes, tasks,
resources, risks and costs

Chartered Member level

At this level you'll understand:

How to use a broad range of
evidence (eg external insight,
benchmarking) to develop a costed
business case

How to develop change
management approaches that align
with culture and objectives

How to adapt and apply a range of
innovation methods (e.g. user
research, prototyping and iteration)
to enable change at pace

How to listen to, engage and
mobilise a range of stakeholders to
enable change and build capability

How to assess the best ways to
achieve and sustain change

How to plan and deliver a project,
and manage risk, resources and
interdependencies to deliver
outcomes

Chartered Fellow level

At this level you'll understand:

How to evidence the value of
change for a range of stakeholder
groups

How to embed a people-centred
approach to change management
and governance across the
organisation

How to build capability to design
and innovate at pace to create
organisational value

How to create an organisation
environment and culture that is
change-ready and change-capable

How to assess which levers will
achieve and sustain change across
an organisation, and create long-
term value

How to plan, manage and de-risk
broad programmes or portfolios of
change to deliver organisational
benefits




