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Finance & Operations Branch 
Organisation Change – July 2025 
 

Change Management Plan (CMP) for the Organisational Change of the Operations 
Team, within the Finance & Operations (F&O) Branch, of the Premier’s Department 

1. Background and reasons for the org change 

Background  
The Executive Director Finance & Operations (ED F&O), is proposing to realign the Operations Team 
organisational structure to better support its customers, align similar skills and re-organise delivery 
of functions. This follows multiple Machinery of Government (MOG) changes to the former 
Department of Premier and Cabinet (DPC), Premier’s Department (PD) and The Cabinet Office (TCO), 
which over the last two years has had significant impact on the F&O Branch.  

Rationale and Intended Benefits 
The proposed restructure is driven by key considerations stemming from the MOG changes over the 
last few years, which has increased the number of PD and TCO staff together with the movement of 
several staff into F&O Branch. These changes have significantly impacted the F&O branch in 
multiple ways: 
• The customer base has expanded by 40%, including adding overseas locations and more 

regional offices, thus increasing demand for day-to-day support services significantly. 

• MOG changes to the former DPC to separate departments under PD and TCO in 2023, and 
subsequent MOGs, resulted in transfer of functions into the portfolio. The size and function of 
the teams within Workplaces, Strategic Security, Transport and Fleet Services requires 
transformation to ensure the teams are adequately resourced and organised to deliver the 
services required by the departments and portfolio agencies they support.  

• Within the current Workplaces and Strategic Security teams, the addition of offshore sites 
through Investment NSW means the teams now support numerous international office locations. 

• Within the Transport and Fleet Services teams, sustained confusion about role clarity borne from 
having two separate teams with equally graded managers managing operations for both sides of 
the same function. Further, the current structure has over 50 driving staff reporting into one 
manager. This is a significant people management risk and currently means a lack of proactive 
staff management in this area due to the sheer volume of team members. Bringing those 
functions together under one manager, with additional staff added to improve the people 
management function, will mitigate this risk and bring greater role clarity and accountability.  

In addition to the impacts of MOG changes, several other factors have been taken into consideration 
of the proposed realignment: 

• Service delivery and incident management have become key functions for F&O, due to an 
increased number of office locations and staff to be supported across metropolitan and regional 
areas of NSW and overseas locations. 

• Governance and business operations within the F&O Branch could be enhanced. The current 
organisational structure has these responsibilities distributed across several teams within the 
F&O Branch which presents a risk of inconsistency in accountability and decision-making.  
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Information Session 
Following the initial meetings with potentially impacted staff, all Operations Team members will be 
invited to an information session. This session will provide an overview of the proposed changes and 
marks the beginning of the formal consultation period. 

Staff who cannot attend this information session will be contacted separately. They may wish to 
provide written feedback on this change proposal.  

Feedback on the change proposal can be submitted to the email address:  
financeworkplacestransportservices@premiersdepartment.nsw.gov.au (noting this inbox will have 
restricted access).  

Consideration of feedback 
The ED F&O and Deputy Secretary, Corporate Services will consider staff feedback before making a 
final recommendation to the Secretary about whether to implement the proposed change or any 
changes to it.  

Final notification 
Staff will be notified of the consultation outcomes before the proposed implementation. 

5. Support services 
A range of support services will be made available to affected staff; these include:  

• Support provided by line and senior managers. 

• Support provided by the PCT team. 

• Support services, including counselling support, are available through the Employee Assistance 
Program. 

• Departmental Mobility Program engagement, which includes assistance in applying for roles. 

6. Impact of the realignment on EEO groups and staff with special needs 
The proposed realignment is designed with careful consideration of its effects on Equal 
Employment Opportunity groups and individuals with special needs. We are committed to ensuring 
the restructuring does not disproportionately affect these groups.  

7. Management of impacted staff 
Through the proposed restructuring process, up to seven (7) employees could become excess as 
outlined in Table 1. 

The management of this transition will be handled with sensitivity and transparency. During the 
consultation period, impacted staff will be notified, allowing them to prepare and respond 
appropriately. Following notification, the Department will follow existing policies for mobility and 
management of excess employees including the 8-week mobility process.  

In addition to the standard procedures for mobility and being declared excess, the impacted staff 
will have access to a range of other support measures. Support includes counselling services, 
resume writing support, and interview preparation sessions through EAP Career Assist.  

8. Proposed timetable for implementation 
The table below provides an overview of the proposed implementation timetable for the change 
process. It accounts for industrial and Departmental requirements, including minimum durations for 
key phases such as the consultation period. While some dates may extend slightly during the 
change process, efforts will be made to keep adjustments to a minimum. 
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Appendix 1 - Current Organisation Chart – Operations team 
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Appendix 2 - Impacted Roles Mapped to Organisational Chart 
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