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Change Management Plan for the Organisational Change of the 
Law Enforcement Conduct Commission 
 

Background and reasons for organisational change 
 
The current organisation structure of the Law Enforcement Conduct Commission (LECC) was developed by 
the LECC transition team prior to the commencement of the LECC on 1st July 2017. There was no input into 
this organisation structure from the Chief Commissioner, the Commissioner Integrity, the Commissioner 
Oversight nor any of the Integrity or Oversight Division Executive staff. As the first year of the LECC has 
unfolded it has become apparent to the Commissioners and the Executive team that the current organisation 
structure is not ideal to meet the ongoing needs of the LECC. Discussions involving the Commissioners, the 
LECC CEO and other members of the Executive team, and with the opportunity for staff input being provided, 
have led to the creation of a proposed revised LECC organisation structure designed to improve the 
employment conditions of LECC staff and to better position the LECC to meet future challenges. 

Approval 
 

This change management plan has been approved by the Chief Executive Officer of the LECC as well as the 
Chief Commissioner, the Commissioner Integrity and the Commissioner Oversight of the LECC. 

Employee Communication and Consultation 
 
A draft proposed organisation structure was distributed to all LECC employees through a CEO update email 
on 22nd March 2018. Staff were invited to provide their thoughts and comments on the proposed 
organisation structure up until the close of business on 20th April 2018. The proposed organisation 
restructure was subject to discussion in business unit meetings as well as in discussions between individual 
staff members and their managers/supervisors, the CEO and the HR Manager. 
 
The thoughts and comments of staff were provided to the CEO and were the subject of consideration at the 
Executive level ultimately leading to a number of changes to the draft organisational restructure document. 
 
It has been made clear to staff that the change proposals were being made with a view to improve existing 
employment conditions in identified areas of the LECC and to better position the LECC to meet future 
challenges. The context within which this proposed organisation restructure is made is one in which there is 
minimal adverse impact on existing staff whilst providing the opportunity for greater consistency in the 
evaluation of like roles across the organisation. 
In the final proposed organisation structure there were three existing roles with current incumbents that 
were identified as being excess to LECC requirements in the future. 
 

• The first of these roles was a Team Leader role in the Assessments Unit which had recently been 
vacated following the resignation of the incumbent. A determination had been made that this role 
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would be deleted in the proposed organisation restructure. This decision was subject to a discussion 
between the Manager Assessments and Audits and the HR Manager. In this discussion the Manager 
Assessments and Audits argued strongly that the Team Leader Assessments role should be 
maintained due to it having a significant hands-on supervisory role in a key functional area of the 
LECC. She indicated that after almost one year of LECC operations it was her opinion that the 
Manager Assessments and Audits role was a redundant role in the organisation’s operations and she 
indicated that she would be inclined to take a voluntary redundancy were it to be offered in order to 
save the role of Team Leader Assessments from being abolished. After taking the information 
provided by the Manager Assessments and Audits into consideration the CEO decided to retain the 
Team Leader role and to abolish the Manager role. The Manager Assessments and Audits was 
offered and accepted a voluntary redundancy in April 2018. 

• The second role marked for deletion from the proposed organisation structure was a Senior 
Intelligence Officer role in the Covert Services Unit. The incumbent of this role was on secondment at 
another government agency in March 2018 when the HR Manager discussed the decision to delete 
the role of Senior Intelligence Officer from the organisation structure with him. A number of options 
and preferences were canvassed in this and other discussions between the employee and the HR 
Manager. Prior to the matter developing further the employee in question was offered and accepted 
a role in another NSW Government Agency. 

• The third role marked for deletion from the proposed organisation structure was an HR Advisor role 
in the CEO Division. The HR Manager discussed the decision to delete the role of HR Advisor from the 
organisation structure with the incumbent in the role. The incumbent was offered an opportunity to 
be transferred into the newly created role of Community Engagement Officer in the CEO Division 
within the proposed organisation structure at the same grade as her current role. She was also given 
the option of choosing to take a voluntary redundancy. The staff member has chosen to accept 
redeployment into the Community Engagement Officer role and has indicated that she is looking 
forward to moving into that role in the new financial year. 

 
All of the other roles that have been deleted from the existing organisation structure to facilitate the changes 
in the proposed organisation structure are roles that are and have been vacant for extended periods of time 
and the deletion of which has no impact on existing LECC staff members. 
 
It is the LECC’s intent to ensure that all existing LECC staff members have roles within the proposed new 
organisation structure at least equivalent to the grade in which they are employed at present. There are no 
other excess employee matters expected to arise out of the proposed organisation restructure. 
Communication and consultation with the Public Service Association (PSA) was commenced in June 2018 
alongside the consideration of proposed changes to the LECC Award which is due to expire on 30th June 
2018. 

Workforce Planning needs and impact on services and functions 
 

The proposed organisation restructure brings consistency across roles in the various functional Divisions of 
the organisation. It provides for flexibility in frontline roles within the Integrity Division covering specialist 
technical areas of expertise that are not covered in the existing structure. The proposed changes will increase 
career path opportunities for LECC staff. Together with the proposed changes to the LECC Award it is 
envisaged that the new organisation structure will improve the employment conditions of LECC staff and 
position the LECC to meet future business challenges. The abolition of vacant roles and their replacement by 
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new roles in the proposed organisation structure is designed to ensure that LECC resources are positioned to 
most efficiently meet those challenges. 

Changes to organisational structure 
 

See accompanying excel spreadsheet. 

 

The new roles highlighted in the proposed organisation structure have been the subject of revised role 
descriptions and are the subject of an analysis and evaluation process designed to ensure consistency across 
the organisation. 

 

The selection panels will meet the requirements of the comparative assessment process and will be 
determined by the relevant Directors in the respective functional Divisions. 

 

An appeal process consistent with the legislative requirements of the Government Sector Employment Act 
2013 applies to the recruitment process. 

 

By invoking Section 23 of the Government Sector Employment (General) Rules 2014 relating to ‘major 
restructure’, it is the LECC’s hope that no existing members of staff will be declared excess as a result of this 
process. 

Proposed means for filling positions 
 
In order to minimise the impact on existing staff the LECC CEO has determined that the proposed 
organisation restructure constitutes a ‘major restructure’ under section 23 of the Government Sector 
Employment (General) Rules 2014 on the basis that a significant number of LECC employees could potentially 
be declared excess employees under the proposed restructure. The LECC CEO has determined that 
recruitment related to this proposed organisation restructure will be restricted to persons employed in 
ongoing employment at the LECC and persons who have been employed in temporary employment at the 
LECC for a period of at least twelve months. 

 

All new roles identified in the proposed organisation structure will be the subject of a comparative 
assessment process within the parameters of section 23 of the Government Sector Employment (General) 
Rules 2014. 

 

Temporary employees who have been with the LECC for less than twelve months may be in a position to be 
assigned to any remaining at level vacant roles for which they have previously satisfied a comparative 
assessment process with external advertising, after the completion of the recruitment process involving 
ongoing staff and temporary staff who have been employed for twelve months or more. 
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At the conclusion of these processes, any roles that remain vacant after existing LECC staff have been 
assigned to roles in the proposed organisation structure will be the subject of external advertising and 
comparative assessment. 

Proposed voluntary redundancy program 
 
By invoking Section 23 of the Government Sector Employment (General) Rules 2014 relating to ‘major 
restructure’, it is the LECC’s hope that no existing members of staff will be declared excess as a result of this 
process. Therefore there is no proposed voluntary redundancy program. 

Impact of the restructure on EEO groups 
 
The proposed organisation restructure will have no adverse impact on EEO groups. 

Impact of the restructure on staff with special needs 
 
The proposed organisation restructure will have no adverse impact on LECC staff with special needs. 

Impact on rural communities 
 
The proposed organisation restructure will potentially have a positive impact on rural communities by 
accommodating more frontline Integrity Investigations staff to address matters of concern in rural 
communities. 

Management of excess employees 
 
By invoking Section 23 of the Government Sector Employment (General) Rules 2014 relating to ‘major 
restructure’, it is the LECC’s hope that no existing members of staff will be declared excess as a result of this 
process. 

Management of temporary employees 
 
Temporary employees who have been with the LECC for less than twelve months may be in a position to be 
assigned to any remaining at level vacant roles for which they have previously satisfied a comparative 
assessment process with external advertising, after the completion of the recruitment process involving 
ongoing staff and temporary staff who have been employed for twelve months or more. 
 
Temporary employees who are not placed in the proposed organisation structure will remain employed by 
the LECC until the end of their existing temporary employment period. 

Corporate and shared services reform 
 
The proposed organisation restructure will have no impact on corporate and shared services reform. 
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Proposed timetable for implementation 
 
The LECC and its staff are ready to commence the process towards the implementation of the proposed 
organisation restructure as soon as practical. 
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