Restructuring your business       
The principal reason for restructuring your business is to allow it to best achieve its objectives. 

Proactive change - when you foresee a change in the market or economy that will affect the business and you make changes in order to better your position - is effective. 

Make sure that you are not changing just for the sake of it. Understand why you are reorganising the business and have a rational analysis of the situation.

       

Financial considerations

       

Even changes designed to save your business money, such as automating processes or cutting the workforce, can have high up-front costs. It is a good idea to work out a detailed costing so that there aren't any unforeseen expenses that derail or halt the reorganisation. This does not mean that you must rigidly stick to your original plan when implementing any changes - you may need to modify your proposals, policies and procedures to take into account changing circumstances in the business and in the market place.

       

The 6 Rs

       

Reasons: Communicate the reasons for change and the business' new structure. In some cases it may be desirable to carry out a formal public relations strategy to inform employees, customers and suppliers. If you have a human resources professional, get them involved from the start in consulting employees. Ask staff for feedback and suggestions at the initial stage of designing the reorganisation.

Rebranding. This could include everything from stationery to delivery vans - this is particularly important for businesses undergoing a merger or acquisition. 

Redundancy. It may be the case that the jobs of some or all of your employees become redundant. If this happens, you must not only follow a fair redundancy dismissal procedure, but also keep the affected employees - and possibly their representatives - informed. Our redundancy guide will help you with this process.

Retraining. There may be a need for retraining if you expect employees to use new technology, operate new machinery or perform different roles. Ensure that the right people have the right training at the right time. A training needs analysis will help you plan this, using development and cultural change programmes to help employees adapt to the organisational change and new business practices. 

Resources. Resources, particularly human resources, can be taken away from other parts of the business to help with the organisational changes. If this is done, remember that change can disrupt teamwork - ensure managers keep their teams focused during restructuring.

Relocation. Relocation is stressful, so make sure that new premises have quantifiable advantages over the old ones to justify this upheaval. Potentially, the most damaging effect of relocation can be the ability to retain staff. Develop a relocation support package for employees who are moving with you and consider further financial incentives to retain key staff. 

       

Tips for planning ahead

       

Planning for any restructure will help you ensure that changes happen in the way you want them to and that costs are identified in advance and kept under control:

· Plan well ahead. Set flexible priorities and change them with your circumstances. 

· Assess any risks to the success of the change and to your business. 

· Draw an organisational chart to understand existing processes, workflows and lines of authority, and draft another organisational chart for your new business structure. 

· Develop a vision of how the change will put the company in a better competitive position to achieve its business objectives - communicating this vision can be a great motivator for your staff. 

· Set objectives that will help you measure the success of the change. 

· Plan resources and schedule timing for the change. 

· Incorporate your objectives into a restructuring plan and distribute it among senior management. 

· Plan how you are going to communicate the change to your employees - it demonstrates commitment if the managing director or chief executive talks personally to employees. 

You may also need to take account of the Information and Consultation of Employees (ICE) Regulations, which can apply to businesses with 50 or more employees. Under these regulations, and where you already have an agreement in place, employees can request a change to the way you inform or consult them about major issues affecting the organisation. If no agreement currently exists, employees can request that one is drawn up, subject to certain conditions.
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