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CHANGE MANAGEMENT POLICY

This policy outlines the principles and procedures for managing change within
JRH Support. Our aim is to implement change effectively, minimise negative
impacts, and leverage opportunities for improvement, ultimately enhancing the
quality of care we provide.

Introduction

Change is a constant in social care, driven by evolving client needs, regulatory
requirements, technological advancements, and internal improvements. This
policy ensures a structured approach to managing change, promoting effective
communication, staff involvement, and successful implementation. It applies to
all changes impacting our operations, services, or staff.

Principles of Change Management
Our approach to change management is underpinned by the following principles:
o Transparency and Communication: Open and honest communication
throughout the change process.
e Inclusivity and Participation: Involving relevant stakeholders,
particularly staff, in the design and implementation of changes.
e Minimising Disruption: Planning changes to minimise negative impacts
on service users and staff.
o Support and Training: Providing adequate support and training to help
staff adapt to new ways of working.
o Continuous Improvement: Learning from each change initiative to refine
our processes.

Roles and Responsibilities
Effective change management requires clear roles and responsibilities:

e Directors:
o Overall responsibility for strategic direction and approval of
significant changes.
o Championing the change and providing resources.
o Ensuring alignment with the company's vision and values.
GeneralManager (for larger changes):
o Responsible for planning, executing, and monitoring the change
process.
o Coordinating communication and engagement activities.
o ldentifying and mitigating risks.
Service Managers/Team Managers/Area Managers:
o Communicating changes to their teams.
o Supporting staff through the transition.
o Providing feedback from their teams to the Change Lead.
All Staff:
o Engaging constructively with proposed changes.
o Providing feedback and actively participating in training.
o Adapting to new processes and procedures.
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Change Management Process
Our change management process comprises the following stages:

1. Initiation and Assessment



« ldentify the Need for Change: Acknowledge the reason for change (e.g.,
new regulation, efficiency improvement, client feedback).

« Define the Change: Clearly articulate what the change is, its objectives,
and desired outcomes.

o Assess Impact: Evaluate the potential impact on service users, staff,
resources, processes, and systems.

« Stakeholder Identification: Identify all individuals or groups affected by
or involved in the change.

2. Planning and Design =*

« Develop a Change Plan: Outline the scope, objectives, timelines,
resources, and key activities.

« Risk Assessment and Mitigation: |dentify potential risks and develop
strategies to minimise them.

« Communication Strategy: Develop a plan for communicating the change
to all stakeholders. This should include what, when, how, and by whom.

« Training Needs Analysis: Determine what training is required for staff to
adapt to the change.

o Support Mechanisms: Plan for necessary support (e.g. mentoring, Q&A
sessions).

« Measurement and Evaluation: Define how the success of the change
will be measured.

3. Implementation and Communication %’

« Execute the Change Plan: Implement the planned activities according to
the timeline.

« Consistent Communication: Regularly communicate progress,
challenges, and successes to all stakeholders. Utilise various channels
(e.g., team meetings, emails).

o Provide Training: Deliver necessary training to staff in a timely and
effective manner.

o Offer Support: Ensure ongoing support is available to staff during the
transition.

e Monitor Progress: Track key metrics and milestones as outlined in the
change plan.

4. Review and Evaluation

o Post-Implementation Review: Conduct a review after the change has
been implemented to assess its effectiveness.

« Gather Feedback: Collect feedback from staff and service users on the
impact of the change.

o Measure Outcomes: Compare actual outcomes against the desired
objectives.

o Identify Lessons Learned: Document what went well, what could be
improved, and any unexpected challenges.

o Refine and Adjust: Make any necessary adjustments to the change or
related processes based on the review.

Communication Strategy
Effective communication is crucial for successful change. Our strategy includes:

« Early and Frequent Communication: Informing staff as early as
possible and providing regular updates.



« Two-Way Communication: Creating opportunities for staff to ask
questions, voice concerns, and provide feedback.

o Clear and Consistent Messaging: Ensuring all communications are
clear, concise, and aligned.

o Appropriate Channels: Using the most effective channels for different
types of information (e.g., team meetings for discussions, email for formal
announcements).

Training and Support
JRH Support is committed to providing adequate training and support to staff
affected by change. This may include:

« Workshops and training sessions.
e One-to-one support or mentoring.
e Access to resources and guides.
o Opportunities for practice and feedback.

Policy Review

This policy will be reviewed annually or as needed to ensure its continued
effectiveness and relevance. Feedback from staff and external stakeholders will
be considered during the review process.

Paul Battershall
General Manager



