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Supporting Documents: 

1. New Processes, 2. Target State Architecture, 3. 

Corporate Plan, 4. Change Management Strategy (this 

document) 
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This provides 

implementation 
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approach 

This document forms part of the set of deliverables for the Bedford Borough 2020 Digital Operating 

Model (DOM) Design Phase. This document should be read in conjunction with the other 

documents in order to gain a complete view of the proposed digital transformation. 

 

This document along with all of the other documents can be found at: 

http://www.bedford.gov.uk/DOM
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1. Introduction 

1.1 The Bedford Borough 2020 Programme (BB2020) has been established to coordinate the 
delivery of projects and related benefit savings required to close the Council’s budget gap up to 2020 
and beyond. The aim of BB2020 is to deliver a sustainable Council within a reduced budget envelope by 
2020. 

1.2 The Programme will require significant change to the Council, what it does and how it does it – 
collectively known as the Operating Model. This change will bring with it a number of risks and issues 
over the duration of its implementation. 

1.3 This Strategy provides the framework by which we will manage the significant change that 
BB2020 will entail. As BB2020 moves into the implementation phase from early 2017, detailed actions 
will be developed to ensure this change is managed efficiently and effectively. 

1.4 The Strategy should be read in conjunction with our agreed BB2020 Communications Strategy 
and appropriate Council HR policies and procedures.   

 

Developing the strategy 

1.5 This Change Strategy was developed through a process of information gathering with Bedford 
Borough service areas, analysis and risk identification, surveys and identification of the changes 
occurring. The following sources have been used in the development of the Change Management 
Strategy and will be used to inform the detailed actions: 

Bedford Borough Employee Survey - An employee survey focusing on leadership and 
management, communications, past experience with change, workforce alignment and culture is 
conducted on a biannual basis with council employees. The results of this survey have been 
analysed and areas specific to the Council’s management of change have shaped this document.  

Stakeholder analysis - Members of the Programme Team identified the stakeholders that will be 
impacted by BB2020, along with key messages, communication channels, potential risks and 
actions.  

Change Readiness Assessment - In order to determine the change readiness of the Council an 
on-line survey was issued to BB2020 Directorate Champions and nominated other staff. A range 
of views were sought, scoring the Council’s ability or readiness to implement the changes 
required using a series of structured questions. 

BB2020 Workshops – Since the start of the BB2020 programme a number of workshops have 
been held with staff which have examined what tools, skills, techniques and ‘ways of working’ will 
be required for the re-designed Council. Monthly staff briefings have also been held. Information 
from these various sessions has fed into this strategy. 
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2. Change Management Approach 

2.1 The following section documents the strategic approach for managing the change associated 
with implementing BB2020. This section is broken into two strands of activity: Communications; and 
Workforce. 

2.2 A plan of activity will be defined across these two strands of work and embedded in an overall 
plan as we move into the implementation phase of BB2020.  

Communications 

2.3 At the outset of BB2020 a Communications Strategy was developed which contained a set of key 
principles. Under these principles, communications must be: 

 Open – the presumption will be to communicate information unless there is a very good reason 
not to 

 Honest – internal communications should be straightforward and up front 

 Accurate – all information should be thoroughly checked and quality assured 

 Timely – internal communications should be planned or released as soon as possible to ensure 
relevance 

 Consistent – confused or mixed messages should be avoided unless the message has genuinely 
changed 

 Clear – messages should be communicated as simply and as succinctly as possible 

 Jargon-free – plain English should be used at all time, with overly technical wording and 
acronyms avoided wherever possible 

 

2.4 Communications messages will be delivered through various channels including regular 
newsletters, dedicated Council website pages (incorporating evolving Frequently Asked Questions), staff 
surgery sessions, press releases and briefing sessions. There is also a dedicated email inbox which 
gives staff the opportunity to feedback, ask questions and be provided with responses concerning 
BB2020.  

 

Workforce 

2.5 The Council has established and agreed policies for dealing with staffing changes including 
comprehensive Redundancy and Redeployment procedures. We recognise that BB2020 will involve 
changes on a major scale which will impact on staff across the Council. This will require specific actions 
to manage this change. 

2.6 In summary the principles which will govern these actions are as follows: 

 Engagement – with our staff groups, recognised trades unions, stakeholders and professional 
associations to encourage that the changes with BB2020 are embraced 

 Different Leadership and Management Styles – including modelled behaviours and 
empowerment of managers 

 More agile workforce – staff working in different ways through adopting flexible working practices 

 Support for staff - including developing competencies across knowledge, skills and behaviours 
through a range of support methods. 



 

 

5 

 

These principles will be enabled through the following initiatives: 

 Culture Change 

 Leadership Alignment and Development 

 New Ways of Working 

 Managing Workforce Change 

 Workforce Development 

 Performance Monitoring 

These initiatives are explained in more detail below:  

Culture Change 

2.7 We will embark on a cultural change programme to support our employees in new and better 
ways of working, based on trust and openness. Engaging with our workforce and recognised trade 
unions and professional associations, we will encourage people to embrace these changes.  We 
acknowledge that employees and their representatives will be more likely to support change and be 
committed to the transformation agenda if they are engaged in the process, understand the case for 
change and can see opportunities for career development.  In designing the future service delivery 
models, all employees will be encouraged to contribute to the design of services, and have the 
opportunity to influence outcomes.  Our employees are best placed to identify future solutions based on 
their current knowledge of their role, systems and processes, and understanding of how things could be 
done differently to achieve better outcomes for our residents.   

Leadership Alignment and Development 

2.8 New ways of working will be underpinned by different leadership styles and management 
approaches, and our leaders will be encouraged to model the value and behaviours we look for in our 
workforce.  We will empower our managers by making them accountable for service delivery outcomes 
and the resources they manage.  A leadership development programme will provide managers with the 
necessary skills to be effective in all leadership and management disciplines. 

New Ways of Working 

2.9 Transformed service delivery will require the workforce to be more agile, operating in a digital 
environment and working in different ways to meet resident needs with diminishing resources available.  
We will embrace more flexible working practices to enable our employees to achieve a better work life 
balance according to their personal circumstances, and as a recruitment and retention tool. We will 
introduce and develop enabling technology, effective systems and streamlined processes to facilitate 
remote working whilst optimising performance.  We acknowledge that strong teams underpin individual 
performance, and will ensure that opportunities are created for teams to come together to remain 
effective and cohesive. 

Managing Workforce Change 

2.10 The transformation of services, streamlining of processes and digitalisation of systems will lead to 
a reduction in the number of people employed by the Council and therefore job losses are inevitable.   
The Council does not intend to put everyone at risk of redundancy following consideration of the Digital 
Operating Model – Design Phase, Executive Summary Report. Job roles and working methods will 
change as services are redesigned and different ways of working are introduced.  We acknowledge that 
this will create uncertainty and will impact on employees affected by change. However, we will ensure 
that employees are supported throughout the change management process through the fair and 
consistent application of the Council’s redundancy and redeployment processes. 
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2.11 We will invest in equipping people with knowledge and skills for the future to enable each 
employee to secure the best possible outcome, either with the Council or elsewhere.   In order to reduce 
the number of compulsory redundancies, or mitigate the consequences of redundancy, we will continue 
to seek volunteers for redundancy and accept requests for voluntary redundancy wherever possible.  
Where compulsory redundancies are necessary, affected employees will be given prior consideration for 
vacant posts as an alternative to redundancy, and given training and development opportunities to equip 
them with necessary knowledge and skills.  Those under notice of redundancy will have access to the 
‘Response to Redundancy’ programme, providing training and support to find alternative employment 
either within the Council or externally. 

2.12 In respect of the above, staff are specifically reminded of the following policies which already 
exist in the Council and are all available on the Council’s intranet: 

 Probation Service Review Guidelines 

 Redeployment Procedure 

 Redundancy Policy 

Workforce Development 

2.13 Effective workforce planning will be influenced by the analysis of available data to forecast future 
trends in service delivery.  The skills and competencies required to fulfil future roles and to drive 
transformation will be identified and a skills audit of the current workforce against these requirements will 
be undertaken to identify any gaps, which will be addressed through learning and development activities 
to upskill the workforce in readiness for the challenges that lie ahead. The Council will also adopt an 
apprenticeship strategy. A clear approach to succession planning, and investing in training and 
development to give employees the skills to take on more responsibility or broader roles, will provide a 
sustainable and adaptable workforce, able to quickly respond to future challenges and changing 
priorities.  

2.14 We will build on our existing training programme and equip our current and future staff to fulfil 
existing roles and the posts we will require in the new Council resulting from the successful 
implementation of BB2020. 

Performance Monitoring 

2.15 We will also use the Council’s established competency framework to monitor staff performance 

through the appraisal system with the line manager addressing any identified issues. 
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3. Strategy Review 

 

3.1 This Strategy is a working document and will be reviewed on a regular basis as the BB2020 

programme evolves. As we move to the implementation phase from early 2017 we will develop actions, 

primarily based on specific service areas, to ensure this Council-wide change is managed in an efficient 

and effective manner.  

 

 


