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1. Background and reasons for the organisational change 

1.1 Scope 

 

This Restructure Management Plan (RMP) applies to all ongoing non-executive roles and a small 
number of temporary employees assigned to ongoing roles, within Spatial Services (SS). This draft 
RMP also applies to 3 Temporary employees employed as a Trainee or Apprentice for a fixed term. This is 
the first part of a two phased approach to restructure. The first phase involves consultation, and the 
second phase involves implementation. A pre consultation occurred with the Government Chief Digital 
and Information Officer (Deputy Secretary Digital NSW), and Department of Customer Service (DCS) 
Secretary in December 2024, who in principal support this proposal. 

1.2 Context

Spatial Services (SS) is responsible for 
 meeting the statutory obligations of the Surveyor-General (state survey control, place names 

and cadastre)
 NSW Government spatial data policy
 Collation, maintenance and delivery of foundation spatial data
 Supporting function for spatial data under the State Emergency Management Plan. 

Employee Relation Expenses (ERE) account for 60% of the SS annual OPEX budget, which when 
combined with increasing operating costs and limited discretionary spend, creates an unsustainable 
operating model. SS has been operating at risk for the past three financial years, with multiple budget 
bids (NPP & PTA) being unsuccessful, the only remaining option is to implement a new operating 
model with reductions in employee numbers and service delivery. 

SS is required to support the Government’s requirement to manage our fiscal position, by identifying 
efficiencies and ensuring our strategy and operating model is aligned with NSW Government priorities. 
The SS Senior Executive Leadership Team (SS ELT) has carefully reviewed the scope and scale of the 
services offered, considered how to minimise impacts to customers and staff, along with 
organisational efficiency opportunities. The new operating model reduces product and service 
offerings to focus on delivering legislative and core responsibilities. 

People & Culture (P&C) have been supporting SS ELT through recent workshops and design 
conversations to understand the impact of change and the need for restructure. SS’s PMES results, 
although relatively unchanged to 2023 with 64% engagement, spoke to the need of alignment within 
comments and key questions, particularly around burnout with 32% of respondents feeling burned out 
by their work. SS has an engaged workforce who is largely ready for change. With the support of P&C, 
internal expertise across DCS and SS, services will continue with minimal disruption. 

1.3 Objectives

The restructure requires organisational change which will be achieved through:
 Achieving financial efficiencies with a reduction in FTE to meet the FY2025/26 budget 

allocation
 A reduction in several service offerings will support further stability for SS
 Improved alignment and focus of each directorate and team, realigning teams to perform in the 

revised state with reduced staffing and offered services

 aligning the organisational structure with the agency’s strategic goals, ensuring that roles and 
responsibilities are clear and to facilitate efficient decision-making



5

 creating an environment that encourages open communication, collaboration and knowledge-
sharing among teams and directorates; and 

 refining each team to place a greater emphasis on understanding and meeting stakeholder 
needs

 transition impacted functions and/or roles whilst minimising impact on BAU service delivery
 provide genuine support to impacted employees throughout the change and deliver a final 

structure that considers feedback from the consultation process.

1.4 Stakeholder and customer priorities

The priorities of our stakeholders and customers are summarised as follows:

Stakeholder Priorities

Project Team Ensure the change milestones are delivered with consistent and transparent 
communications

Customers Minimal disruption to support services and funding to ensure a continued seamless 
experience

Internal partners Open communication and collaboration with internal partners

Impacted employees Consistent and transparent communication and consultation is provided to support 
employees through the process

Non-impacted employees Maintain engagement whilst supporting and being conscious of those impacted 
employee

Department of Customer Service Minimal operational disruption

NSW Treasury and Government Work to secure project related funding for FY25/26 and beyond

Relevant unions Consult and inform

Employee Assistance Program Notify change and potential contact by staff

2. Change management approach and principles 

The following principles underpin the approach to managing employees throughout the 
transformation:

 minimal disruption to delivery of SS’s offerings and services
 placement of existing staff is a high priority, and we will look to maximise opportunities for 

employee matching and redeployment
 regular, open consultation with staff and unions
 adherence to public sector policy and legislation
 implementation of fair, transparent and accountable processes
 appropriate information and support mechanisms for employees to both assist their 

understanding of and transition through the process.
 Clarity on the support available to impacted or displaced employees, including the public sector 

mobility process where an employee no longer holds employment as a result of this RMP. 
 active and visible sponsorship of the change will be achieved through engagement of ELT.
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3. Approval 

Approval to consult
The Deputy Secretary, Digital NSW, Department of Customer Service (DCS) will approve the release of 
the RMP, and SS will then commence consultation with employees and unions with the assistance of 
DCS P&C, including a business funded dedicated change manager, for the duration of this process.

Approval to implement:
The Secretary, Department of Customer Service (DCS) will approve the implementation of the final 
RMP.
4. Employee communication strategy 

Staff engagement and communication are important to the successful implementation of this RMP. 
The ELT is the dedicated point of contact for staff in the initial stages and will be the key decision 
makers. The leadership team is committed to:

 explaining the reasons for change to staff who are directly and indirectly affected, by 
communicating with them on an ongoing basis until the changes are implemented and fully 
digested by staff and the organisation

 delivering formal communication, including ongoing briefings and team meetings with all 
employees to discuss issues and answer questions relating to the restructure

 ensuring all staff can directly contact the executive team with questions relating to the 
restructure via a dedicated change inbox

 clearly communicating the impact of the change and ensuring the transition arrangements are 
regularly communicated to staff and

 consulting with the respective union/s in relation to any issues raised by members

The following groups require targeted communications
a) Senior Leadership Team (SLT)
b) Staff (including full time, temporary and contractors)
c) Staff members, whose previously assigned role is to be made redundant
d) Potentially impacted employees (those whose reporting line, role description, role title, ways of 

working, grade of role offered will change). 
e) Non-impacted employees (externally funded programs of work such as BOSSI and temporary 

project teams)
f) Unions.

The key objectives of communication are to
 ensure employee awareness and understanding of the need for and extent of the change as 

outlined in the RMP
 encourage employee feedback during the consultation period
 ensure timely, clear, and explanatory information to employees
 define the phases and processes involved in the consultation process
 demonstrate the involvement and support of the Executive Director and members of the 

Executive Leadership Team as well as People and Culture.
 provide awareness and understanding of the communication activities to be undertaken in the 

lead up to the implementation of the restructure
 provide clear and timely notice of briefings, consultations, changes and progress updates to 

employees as the restructure progresses
 create an understanding of support that employees will have access to during this process.
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Once feedback on the draft RMP is received from employees and the union, it will be given due 
consideration, and changes may be made to the final structure and RMP. The final RMP will then be 
approved by the Secretary for implementation.

The SS ELT along with P&C will implement the approved RMP. 

A detailed communication plan will be developed prior to the commencement of consultation and will 
be actively updated throughout the change program. 

Supporting resources, key messages, and leaders' toolkits will be developed and made available to 
staff including a Centralised SharePoint Hub to provide staff with all the latest information pertaining 
to the RMP.

Employee communication plan

Item Event Channel Target Audience Purpose

1. Briefing day 
meeting 
invites

Email All employees Calendar invitations to relevant briefing 
day meetings

2. Senior 
Leadership 
Team briefing

Hybrid – F2F and MS 
Teams

Direct reports 
to the ELT

Brief SLT of upcoming change to 
enable them to support staff 
appropriately

3. Town Hall Hybrid – F2F and MS 
Teams, then a follow-up 
email

All employees  Opening consultation - briefing to 
introduce the proposed 
organisational restructure

 Raise awareness of separate team 
briefings happening following the 
town hall session

 Acknowledge impact and promote 
EAP support

 Clearly articulate the process to 
provide feedback, how feedback 
will be responded to and how 
changes will be communicated 

 ER/IR to engage unions
4. Briefings with 

Directorates
Hybrid – F2F and MS 
Teams

Group briefings 
with teams 

Employees will be briefed by the ED 
and their respective director on the 
proposed organisational changes for 
their business unit

5. Open 
opportunity 
for employees 
to meet with 
ELT members

F2F or MS Teams All employees Opportunity to request a 1:1 meeting 
with an ELT member &/or P&C to 
discuss impact of the proposal on their 
role 

6. Briefing for 
employees on 
leave

MS Teams, F2F and/or 
email

Targeted list of 
employees

 Opening consultation - briefing to 
introduce the proposed 
organisational restructure.

 Share support and resources 
available to employees

7. ED 
announcement

Email All employees  Email from ED outlining key RMP 
messages.

 Link to SharePoint, feedback link 
and resources relating to the 
restructure

8. Dedicated MS 
Form available 
for employees’ 
questions

Email All employees  Secure MS Form available for 
employees to send questions for a 
direct response
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9. ED – Mid 
consultation 
update and 
reminder

Email All Employees  Email with link to SharePoint and 
feedback link

 Any key messages or frequent 
questions

10. ED – Final 
consultation 
close reminder

Email All employees  Email with link to SharePoint and 
feedback link

11. ED - 
Consultation 
wraps up

Email All employees  Key themes from consultation will 
be shared with employees and 
updated FAQs provided.

 Notification of the final structure 
once approved by Secretary (i.e. 
organisational structure is ready for 
implementation)

12. ED announces 
final structure

Email All employees  Invitation to Briefing Day
 Raise awareness of separate team 

briefings happening following the 
town hall session

13. Town Hall MS Teams or in person All employees  Briefing to introduce the final 
organisational structure and the 
next steps. 

 EAP support
14. Briefings with 

Directorates
Hybrid – F2F and MS 
Teams

Group briefings 
with teams 

 Employees will be briefed by the ED 
and their respective director on the 
approved organisational changes 
for their business unit

15. Open 
opportunity 
for employees 
to meet with 
ELT members

F2F or MS Teams All employees  Opportunity to request a 1:1 meeting 
with an ELT member and/or P&C to 
discuss impact of the final 
organisational structure.

16. Briefing for 
employees on 
leave

MS Teams, F2F and/or 
email

Targeted list of 
employees

 Briefing to outline the final 
organisational structure.

 Share support and resources 
available to employees

5. Employee support services 

SS is committed to providing comprehensive support services to employees impacted by the change, 
both at a personal and organisational level. Ongoing support from the SS ELT, SLT and People & Culture 
will continue as required. In addition to this, the support program to employees throughout and post the 
consultation period will include: 

 DCS Employee Assistance Program, a telephone confidential counselling available to both 
employees and their immediate families

 dedicated SharePoint Hub to provide employees with all the latest information pertaining to the 
restructure

 Session/s on workforce mobility placement policy
 ‘Coping with Change’ training aimed at building employee resilience will be available on the 

dedicated SharePoint
 ‘Leading through change’ training for people leaders to build capability will be available on the 

dedicated SharePoint
 ‘Get That Job’ training for affected employees aimed at building capability in preparing 

applications for roles and interview techniques will be available on the dedicated SharePoint
 other support services identified as appropriate during the consultation will be provided 

however will include P&C, Directors and Managers within SS. 
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6. Consultation  

The SS ELT is committed to ensuring that stakeholders are consulted as part of the RMP 
communication and approval process, and that such consultation would be conducted prior to the 
finalised RMP being approved by the DCS Secretary.

Implementation of the RMP will proceed after consultation has occurred with employees and the 
relevant union/s, being the Public Sector Association of NSW (PSA) and Australian Manufacturing 
Workers Union (AMWU). The P&C team will manage consultation with the unions around the RMP and 
its implementation. 

Where issues remain unresolved during or after the consultation phase, SS will use existing dispute 
resolution procedures. 

7. Workforce planning needs and impact on services and functions 

Overall, the total number of roles across SS will decrease by 64. There are currently 287 full-time 
roles (including budgeted vacancies, excluding contractors), and SS’s workforce will decrease to 223 
roles during FY25/26. This RMP allows SS to implement an operating model based on prioritised 
business needs and budgetary limitations.

The proposed changes to staffing impact a broad range of teams, and their ability to provide value add 
service offerings. 

There will be a number of direct impacts to service delivery with several service offerings to be 
ceased. 
In addition to the impact to service delivery there will be a reduction in service levels for areas such as,

 Reduced specialised aircraft services 
 Extended response time for critical infrastructure programs
 Extended delivery times for updates from daily to half yearly
 Reduced capacity to engage with industry and committee's 

The proposed operating model aims to:
 pivot teams away from being functional siloed teams and into refocused directorates to 

enhance collaboration and sharing of information at all levels within the branch. 
 augment resourcing and capability in key areas of the branch including Business & Strategy to 

improve delivery.
 refocus resources and effort to execute strategic goals.

8. Changes to organisational design 

Organisational charts showing the current SS structure, and the proposed organisational structure are 
provided in Tab C & Tab G.  

Current temporary and contract engagements will continue in line with the business needs and will be 
retained to support change and transition activities until the expiration of their appointment.
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The following table provides a summary of the impact of the new structure: 

Summary of changes – excluding contractors and temporary employees
Impacted Grades Current Structure New Structure
PSSE 2 1 Ongoing

0 Temporary
1 Ongoing
0 Temporary

PSSE 1 4 Ongoing
0 Temporary

4 Ongoing
0 Temporary

12 10 Ongoing
0 Temporary

0 Ongoing
0 Temporary

11/12 8 Ongoing
0 Temporary

24 Ongoing
1 Temporary

11 12 Ongoing
0 Temporary

0 Ongoing
0 Temporary

9/10 42 Ongoing
0 Temporary

49 Ongoing
2 Temporary

7/8 52 Ongoing
0 Temporary

50 Ongoing
6 Temporary

5/6 88 Ongoing
0 Temporary

52 Ongoing
4 Temporary

3/4 36 Ongoing
0 Temporary

11 Ongoing
1 Temporary

1/2 8 Ongoing
3 Temporary

0 Ongoing
3 Temporary

GSO1 23 Ongoing
0 Temporary

10 Ongoing
5 Temporary

 There is a decrease in the number of roles in the new organisational structure in accordance with the 
approved budget in FY25/26.
 There are changes in the new organisational structure which will affect some roles in the 

current structure. The impacts include reporting line, role description, role title, ways of 
working, grade of role offered (remuneration).

9. Recruitment strategy

Roles will be filled in accordance with the prevailing rules and protocols in place under the Government 
Sector Employment Act 2013 (GSE Act), the Government Sector Employment Rules 2014 (GSE Rules) and 
relevant transitional arrangements, including the NSW Government Workforce Mobility Placement 
Policy (WMP).

In accordance with the GSE Act, employees do not own a ‘role’. Instead, employees are initially 
employed in a classification (kind) of work and level (e.g. grade 5/6) and thereafter may be assigned to 
roles based on organisational needs and their capabilities.

Roles will generally be filled using a ‘top down’ approach for each function. However, all relevant 
flexibility will be applied to implement the approved RMP where there is a business benefit and no 
disadvantage to affected employees.

Employees cannot rely upon expired appointments or assignments. They must be current as at the 
time of the launch of the final RMP.

With the significant changes proposed for the SS structure which will result in fewer roles across most 
grades compared to the current structure, SS proposes conducting EOI’s for all remaining employees 
following direct appointments. To ensure fairness and consistency, all staff will be invited to express 
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interest in available roles at their grade level. This approach will provide employees with the 
opportunity to be matched to suitable roles, both new and existing, in the proposed future structure. 

Key considerations include:
 Right person right role 
 Transferable skillsets 
 Transparency for all employees 
 To allow employees more flexibility in their appointment process

9.1 Filling Roles

The following stages will be followed for the filling of roles: 

Stage 1 – Direct assignment
Affected ongoing non-executive employees who have been assigned to an existing role under the GSE 
Act may be directly assigned to roles at-grade in the new structure where there is no-change or 
minimal-change to the role, and there are equal or fewer employees than roles across each grade in 
the new structure. These employees will not need to submit an expression of interest (EOI). 

Employees who are assigned through stage 1 will be advised by their director and will receive a letter 
confirming their direct assignment.

As part of the restructure, it is anticipated/planned that only a small portion, 10 of the 218 roles will be 
directly assigned following consideration of feedback from consultation. Direct assignment will likely 
only apply for identified/targeted roles, roles funded externally (e.g. BOSSI) or where training 
agreements are in place (trainees and apprentices). This cohort of employees will move across to the 
proposed structure with minimal proposed change to their role description or duties. In these 
circumstances direct assignment would occur without any action required by an employee.

Stage 2 – Internal suitability (closed EOI)
Affected ongoing non-executive employees who have not been assigned to a role during RMP Stage 1 
will be invited to express an interest in being assessed for remaining at-grade roles. Eligible 
employees will be assessed for assignment against all suitable roles within a grade. 

A merit-based assessment in line with the Assessment Standard will be undertaken and candidates 
will be ranked accordingly as to best fit for each role. If requested, the Hiring Manager of the 
assessment panel must arrange for feedback to be provided to the unsuccessful employees for Stage 
2, detailing the reasons as to why they were not assigned to a role. Employees will not be advised of 
their actual ranking.

Eligible employees will have the opportunity to express their preferences in terms of roles and 
available locations however may also be assessed for assignment against other roles within a grade in 
accordance with section 46 of the GSE Act. At grade employees who do not express an interest in 
being assessed may still be considered for matching to any remaining role after the above reviews.

Employees who are assigned through stage 2 will be advised by their director and will receive a letter 
confirming their assignment.

Employees who are not assigned to a role through stage 2 will be notified and deemed as impacted 
employees and progress through to the NSW Government Workforce Mobility Placement process 
(Stage 3).

Stage 3 – Mobility 
If after the completion of Stage 2, an employee is not successful in gaining a role in the new structure, 
the employee will be formally notified that they are impacted, and the WMP team will be notified. A 
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mobility advisor will commence engagement with impacted employees promptly after being advised 
by P&C. This will generally commence within a few days of being impacted. 

NSW Government Workforce Mobility Placement Policy
The premier’s memorandum on the NSW Government Workforce Mobility Placement Policy (WMP) 
came into effect on 18 December 2023. The Placement Policy will deliver on the NSW Government's 
commitment to retain experienced public servants within government when their roles are impacted 
by change. DCS has now applied this policy and has aligned the mobility approach accordingly.

The key features of the Placement Policy include
 An eight-week ‘placement process period’ for employees whose roles are at risk to be matched 

to vacant roles within the government sector, prior to agencies and departments commencing 
redundancy/redeployment programs

 The Workforce Mobility Placement Team (the WMP Team) within Premier’s Department 
coordinates a whole-of-government approach to cross-sector mobility and to oversee the 
application of the Placement Policy  

 The requirement for consultation to occur between departments and agencies, impacted 
employees and the WMP Team, during the stages of the placement process  

 A centralised placement process for identifying and placing employees into other roles in the 
government sector  

 A ten-day matching process period in which roles within the sector are not advertised 
externally until a matching process is undertaken for impacted employees.

Employees who are impacted by change will be formally notified that they are impacted, and mobility 
placement process will commence the 8-week placement process

1. Impacted employees will then be assigned to a dedicated DCS Mobility Case Manager, who will 
look for opportunities within DCS and work with the WMP team to find suitable roles across the 
sector.  

2. The DCS Mobility Case Manager will also provide tailored information, advice and support 
including access to learning and development opportunities and support services based on 
individual needs.

3. If a role is not identified at the end of eight weeks, the employee may then be declared excess 
in line with the Managing Excess Employees Policy and will be offered the choice of 
either voluntary redundancy, or an additional 3 months of mobility support to find another role. 

Mobility process for filling roles stage 3
All new DCS vacancies of six months or longer (including extensions) will need to be made available to 
impacted and excess employees prior to further recruitment. Vacancies of 12 months or longer will be 
shared with the WMP Team at the Premiers Department, before they can be externally advertised. The 
DCS Mobility team will coordinate this.
 
The WMP team will take ten working days to review the role and required skills, assess if there is a 
match (including impacted DCS employees), and create a shortlist of potential candidates. The DCS 
P&C team will coordinate this process. If no matches are identified, usual recruitment processes can 
be followed with priority given to DCS internal candidates. 

Note: Should there be any DCS impacted or excess employees, the DCS mobility team will 
concurrently run this matching process for DCS vacancies of six months or more. 

In the event of a job vacancy at DCS, the recruitment team will follow the candidate selection 
(prioritisation criteria) as follows: 
 

1. Excess employees across Public Sector DCS & all Public Sector ongoing excess employees
2. Impacted employees from DCS & across 
the Public Sector 

Ongoing impacted employees from DCS 

https://arp.nsw.gov.au/assets/ars/fb4bdb8d32/D2011-07_MEE_2011_Version_2_POL.pdf
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Ongoing impacted employees from other 
Departments at grade matched through 
Workforce Management Placement 

3. Internal Candidates (BAU) (Stage 3 of 
the RMP)

DCS internal candidates: (including eligible 
temporary employees*) 
At grade 
Development opportunity 
Talent pool 

4. External Candidates (BAU) (Stage 4 of 
the RMP)

External talent pool candidates 
DCS contingent workers 
External candidates – open advertisement 

Support for DCS employees
DCS has a dedicated Mobility Team to support our excess and impacted employees, providing 
personalised guidance and assistance as they navigate change. The DCS mobility team will work with 
the WMP team to identify suitable opportunities for DCS employees across the sector and with our 
Talent Acquisition team to identify suitable opportunities within DCS. 

The DCS Mobility Advisors will offer 1:1 support to ongoing employees who have received formal 
notification that their positions are impacted. These advisors will work closely with each eligible 
individual to create a customised case management plan, aiming to facilitate a smooth transition and 
assist in securing their next role within the organisation or within the sector. 

In addition to supporting the recruitment process, our Mobility Advisors will offer guidance, resources, 
and advice on job applications, career development, and skill enhancement. 

Impacted and excess employees at a higher grade may also be considered at this stage, should they 
wish to be assigned to a lower graded role pursuant to section 46 (4) of the GSE Act. This will only 
occur after employees at the usual (substantive) role level have been considered.

Stage 4 – External merit recruitment
Stage 4 – Recruiting remaining vacancies 
All roles included in the RMP unable to be filled via Stages 1, 2 and 3 will be filled via a GSE compliant 
recruitment process. 
All internal DCS employees who meet the GSE requirements will be considered concurrently for roles 
that have progressed to external advertisement. 

At minimum, DCS employees who are on talent pools will be considered. Other pathways may also be 
considered including at-grade non-impacted DCS staff and eligible temporary employees that have 
been comparatively assessed and employed in the role for at least 12 months, or external advertising. 

No external candidates will be considered until all suitable internal candidates have been assessed. 

The assessment process may consist of an interview and other assessment methods which will be 
dependent upon the role term and if an internal DCS employee has already been comparatively 
assessed for the same role function.

Outcome of the assessment
If requested, the hiring manager must provide feedback to an unsuccessful employee of the 
assessment, detailing the reason/s they were not selected for the role.
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9.2 Assessment methodology for stage 2

The SS ELT, and a member of P&C will undertake the direct assignment and internal matching process 
(direct assignment panel).

Assessment standard for stage 2 – internal suitability
The assessment standard for both Stage 2 is that employees must:

 Meet the essential requirements of the role as detailed in the role description; and
 Be able to perform the focus capabilities to the appropriate standard as detailed in the role 

description as applied to the nature and context of the work to be performed.

Internal suitability assessment process
The following process will apply to Internal Suitability Assessment:

 Employees will be advised of the timing of the internal matching process and will be invited to 
express an interest in one or more roles;

 Employees expressing an interest will be required to submit an application, that being a 1-2 
page covering letter plus a resume which includes the name and contact details of one referee, 
that being the current or previous manager;

 The covering letter and resume should address the Assessment Standard (as above) criteria for 
the role;

 Employees may submit a single covering letter for all roles or separate covering letters for 
each preferred role;

 The application will be lodged via the DCS EOI Board on the intranet. An email link will be sent 
to eligible employees with a link to lodge their application;

 Whilst employees can nominate their preferences for roles, they will be considered for all roles 
within the grade in line with the above assessment standard;

 In determining suitability for a role the panel may seek clarification on the various elements of 
the Assessment Standard from the employee’s current manager and/or referee;

 Interviews will be undertaken to gain a better understanding of the applicant’s capabilities and 
their suitability for role where:

 The panel cannot determine suitability or otherwise of an applicant for the role(s) in 
question based on the documentation supplied and discussion with either or both the 
current manager and referee; or

 The panel has been unable to match an applicant for a role during Stage 2.
 The Deputy Secretary will approve the internal matching recommendations.

Outcome of the assessment
If requested, the Hiring Manager must provide feedback to the unsuccessful employees of the 
assessment, detailing the reasons they were not appropriately ranked and/or selected for the role.

9.3 Right of review 

There is no right of review against direct assignment decisions in either Stages 1, 2 and 3.

In respect to a right of review for Stage 4, rule 24 of the GSE Rules provides that a Public Service non-
executive employee (the relevant employee) may request a review of the decision. A request for the 
review of a promotion decision may only be made on the ground that any part of the selection process 
for the role concerned was irregular or improper. 

The review is not a review of the merit of the relevant employee for the role. A request for the review 
of a promotion decision:

a) Must be in writing to the head of the Public Service agency in which the role to which the 
promotion decision relates and is to be carried out; and 
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b) May only be made within the period of 10 business days after the relevant employee is advised 
of the promotion decision. 

If a request for the review of a promotion decision is made, the engagement of the other employee in 
the role to which the decision relates cannot be implemented until the review has been completed.

10. Voluntary redundancy program 

A formal Voluntary Redundancy (VR) Program will not be conducted as part of the restructure. Refer 
to Section 9.1 of this RMP document for information relating to Mobility and WMP Team. 
 
11. Impact of the restructure on EEO groups

Where employees have a disability, consideration for appointment will be consistent with the terms of 
the Disability Inclusion Act 2014 and the Anti-Discrimination Act 1977 or other legislation. Modifications 
to the assessment process, where necessary, will be made consistent with the requirements of the 
Government Sector Employment Act 2013. 

12. Management of excess employees 

Ongoing employees will be declared ‘excess’ when they can no longer reasonably expect to be 
appointed to a role within the new structure and following active participation in the DCS Mobility and 
NSW Government Workforce Mobility Placement process. At this point, they will be declared ‘excess’ 
and managed in accordance with Managing Excess Employees Guidelines (D2011_007) and the 
Managing Excess Employees Policy (August 2011). 

The Government Chief Information & Digital Officer or their delegate will determine the date that an 
employee is to be declared ‘excess’. The employee will receive a letter notifying them of their status, 
options, and support available.

13. Timetable for implementation  

Action Date
Draft Restructure Management Plan (RMP), Townhall Pack, Proposed 
structure and operating model approved by Deputy Secretary Digital 
NSW, DCS to release for consultation

Feb 2025

Briefings for consultation period commences 18 March 2025*
Briefings for employees and unions 18 Mar – 8 Apr 2025*
Consultation period closes 8 April 2025*
RMP finalised and approved for implementation  April - May 2025
Briefings for employees and unions Mar - June
Stage 1 - Direct assignment April - May
Stage 2 - Internal suitability assessment opens April - June
Stage 2 - Internal suitability assessment closes April - June
Employees notified of outcomes for Stage 2 - internal suitability 
assessment

April - June

Excess employees declared Various
Stage 3 - Mobility matching May- June
Stage 4 - External recruitment commenced May - June

 
 


