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This document contains crisis management materials generated by Crisis Ready®. These
documents are designed to support crisis communication and management efforts.
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Holding statement

Example 1 English:

Mock Company A is aware of concerns regarding upcoming changes to our employee healthcare
benefits. We are currently finalizing details of these changes, which will affect some employees'
coverage options for spouses and partners. Our leadership team is actively working to provide
comprehensive information and support resources to all affected employees. We understand this
may cause concern, and we are committed to addressing questions transparently. For more
information, employees should watch for an official email announcement next week, which will
include details on available support resources and next steps.

Example 2 English:

Mock Company A is aware of concerns regarding upcoming changes to our employee healthcare
benefits. We are currently preparing to announce modifications to our healthcare coverage that will
affect some employees' spouse and partner benefits. We recognize the deep impact this decision
may have on our team members and their families. We understand the anxiety, concern, and
frustration this may cause—your feelings are valid and important to us. Our leadership team is
actively developing resources and support options to help affected employees navigate these
changes. We are committed to transparent communication and supporting our team through this
difficult transition. For more information, please watch for an official email announcement next week,
which will include details on available support resources and opportunities to ask questions.

Example 1 French:

Mock Company A est consciente des préoccupations concernant les changements à venir dans nos
avantages de soins de santé pour les employés. Nous sommes actuellement en train de finaliser les
détails de ces changements, qui affecteront les options de couverture de certains employés pour
leurs conjoints et partenaires. Notre équipe de direction travaille activement pour fournir des
informations complètes et des ressources de soutien à tous les employés concernés. Nous
comprenons que cela peut susciter des inquiétudes, et nous nous engageons à répondre aux
questions de manière transparente. Pour plus d'informations, les employés doivent surveiller
l'annonce officielle par courriel la semaine prochaine, qui inclura des détails sur les ressources de
soutien disponibles et les prochaines étapes.

Example 2 French:

Mock Company A est consciente des préoccupations concernant les changements à venir dans nos
avantages de soins de santé pour les employés. Nous nous préparons actuellement à annoncer des
modifications à notre couverture de soins de santé qui affecteront les avantages de certains
employés pour leurs conjoints et partenaires. Nous reconnaissons l'impact profond que cette
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décision peut avoir sur nos membres d'équipe et leurs familles. Nous comprenons l'anxiété,
l'inquiétude et la frustration que cela peut causer—vos sentiments sont valides et importants pour
nous. Notre équipe de direction développe activement des ressources et des options de soutien
pour aider les employés concernés à naviguer à travers ces changements. Nous nous engageons à
une communication transparente et à soutenir notre équipe pendant cette transition difficile. Pour
plus d'informations, veuillez surveiller l'annonce officielle par courriel la semaine prochaine, qui
inclura des détails sur les ressources de soutien disponibles et les opportunités de poser des
questions.
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LeadershipCoaching

Crisis Ready® leadership coaching

Your emotion(s)

I'm sensing a complex mix of dread, conflict, and apprehension in you. There's a clear tension
between your understanding of the business decision and your anticipation of the emotional impact it
will have on your team. This internal conflict often manifests physically - perhaps as a knot in your
stomach when thinking about the announcement, tension in your shoulders as you rehearse what to
say, or that slight constriction in your throat when you imagine facing the affected employees. These
are normal physical responses to the emotional weight you're carrying.

---

What this may reveal

Your emotional reaction reveals something important: you deeply value trust, integrity, and genuine
care for your employees' wellbeing. The fact that you're struggling with this announcement shows
that you see your people as whole humans with lives and families, not just as resources. Your
concern about breaking promises and the potential ripple effects on morale, recruitment, and
company culture demonstrates a leadership style built on relationship and mutual respect, not just
transactions.

---

Potential blind spot

While your empathy is a strength, there may be a blind spot in how you're positioning yourself
mentally. You seem to be taking on full personal responsibility for a decision you didn't make but
must deliver. This might be creating an impossible standard where you feel you need to somehow
make everyone happy with an inherently difficult message. Remember that transparency about a
hard reality is more respectful to your team than trying to craft the perfect message that somehow
erases the difficulty of the situation.
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---

Suggested personal next steps

Mini nervous system reset

Before crafting your message or making any decisions, take 5 minutes to reset your nervous
system. Sit comfortably with both feet on the ground. Place one hand on your heart and one on your
belly. Take 5 slow breaths, inhaling for 4 counts and exhaling for 6 counts. As you breathe, silently
acknowledge: "This is difficult. I can feel the weight of this responsibility. I am bringing my best self to
a challenging situation." Continue until you feel your body relax slightly and your thinking become
clearer.

Anchor to leadership values

Write down: "Even in delivering difficult news, I want to be remembered as a leader who was honest,
transparent, and maintained dignity and respect for everyone involved. I cannot control all outcomes,
but I can control how I show up."

Emotional boundaries exercise

Take a sheet of paper and draw three circles: "What I can control," "What I can influence," and
"What I cannot control." Spend 3-5 minutes placing aspects of this situation in the appropriate
circles. This helps create emotional boundaries that prevent you from taking responsibility for things
outside your control.

---

Conscious emotional leadership

Your awareness of the emotional complexity here isn't a liability—it's precisely what will help you
navigate this challenge with integrity. Leaders who bulldoze through difficult announcements without
acknowledging the human impact create far more damage than those who approach them with
emotional intelligence.

When you lead with emotional honesty rather than defensive corporate language, you create space
for others to process their authentic reactions too. This builds trust even when the news is difficult.
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You might say something like:

"I understand this change affects real families and creates real financial pressure. I'm committed to
addressing your questions directly and providing as many resources as possible to help navigate
this transition."

or

"I know this announcement doesn't align with how we've talked about our benefits in the past. I take
that disconnect seriously, and while I can't change the decision, I can commit to absolute
transparency about why it's happening and what support is available."

This is how emotional steadiness becomes your credibility. By acknowledging the impact rather than
minimizing it, you demonstrate respect for your team's intelligence and humanity, even during
challenging times.
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EmotionalIntelligenceAnalysis

Crisis Ready® emotional intelligence analysis

Key stakeholder emotions identified

• Affected employees are likely experiencing betrayal because the company is eliminating a
promised benefit that impacts their family's healthcare after marketing itself as "family-friendly."

• Affected employees are likely experiencing fear because they suddenly need to find
$500-600/month in their family budget with little warning.

• Affected employees are likely experiencing anger because the company is cutting family
benefits despite reporting record revenue.

• Other employees are likely experiencing anxiety because they worry their own benefits might
be cut next and question the company's financial stability.

• Leadership is likely experiencing defensiveness because they feel the financial necessity isn't
being appreciated by employees.

---

Response strategy summary

Betrayal Response

• Acknowledge that changing promised healthcare coverage for spouses feels like a broken
commitment, especially when employees chose this company partly for its family benefits.

• Connect to the shared value that families matter—both employee families and the company
family—and that this decision creates a painful tension between these commitments.

• Demonstrate through transparent communication about insurance cost increases, exploration
of alternatives considered, and specific transition support that you recognize the impact and are
committed to rebuilding trust through honesty and support.

• Business case reframe: Addressing feelings of betrayal directly reduces risk of public criticism
and helps preserve employer brand by showing the company acknowledges impact rather than
minimizing it.

Fear Response
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• Recognize the legitimate financial anxiety this creates for affected families who must now
absorb a significant monthly expense with limited preparation time.

• Connect to shared understanding that healthcare security is fundamental to wellbeing and that
sudden financial pressure creates real stress for households.

• Provide specific resources to help manage this transition: financial planning sessions, payment
plan options, information about marketplace alternatives, and dedicated HR support for affected
employees.

• Cultivate movement toward resilience by creating space for employees to problem-solve
together and share solutions through facilitated sessions.

Anger Response

• Validate the frustration employees feel when seeing benefits cut while hearing about record
revenue, as this creates a natural sense of disconnect.

• Connect to the shared goal of a sustainable company that can provide stable employment and
competitive benefits long-term, even when short-term decisions feel contradictory.

• Prove commitment to fairness by sharing how leadership is also absorbing costs, considering
future benefit improvements when financials allow, and implementing a transparent process for
future benefit decisions.

• De-escalation step: Create structured feedback channels where employee concerns can be
heard directly by leadership rather than letting anger spread unchecked through informal
channels.

Anxiety Response

• Acknowledge that when one benefit changes unexpectedly, it naturally raises questions about
job security and other potential changes.

• Connect to the shared desire for transparency and predictability in employment relationships.

• Demonstrate stability through clear communication about the company's overall financial
health, confirmation about which benefits will remain unchanged, and a commitment to advance
notice for any future changes.

• Next aspirational emotion: Move toward reassurance by providing regular business updates
that reinforce company stability.

---

Four levels of safety

Psychological Safety
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• Create multiple feedback channels for affected employees to express concerns without fear of
retaliation, including anonymous options, small group discussions, and one-on-one support
conversations.

Emotional Safety

• Train managers to validate emotions without becoming defensive, using phrases like "I
understand why this feels unfair" and "It makes sense you're concerned about this cost."

Energetic Safety

• Leaders should maintain a calm, steady presence during all communications, acknowledging
the difficulty of the message while projecting confidence in the path forward.

Physical Safety

• Ensure HR representatives are available in person for employees who need immediate support
after receiving this news, as financial stress can trigger physical stress responses.

---

Suggested communication tone

Straightforward yet compassionate—balancing honest acknowledgment of the difficult reality with
genuine care for affected families and commitment to supporting them through this transition.

---

Trust-Building Opportunity

This moment offers a chance to demonstrate that even when making difficult decisions, the
company puts relationships first by communicating with transparency, empathy, and concrete
support. By treating employees as respected partners who deserve both the truth and meaningful
assistance, leaders can transform a potentially trust-damaging situation into one that ultimately
strengthens the authentic connection between company and employees.

---

This analysis uses the Crisis Ready® Formula: Validate (acknowledge emotion by naming them),
Relate (connect to shared values), Prove with Reassurance, Hope, and Courage. Remember:
Connection is the goal. You cannot beat emotion with logic.
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Strategic outline support

Orientation

Question Answer

What is the crisis in broad terms?

What events are occurring?

1. Elimination of employer-paid healthcare coverage for spouses/partners of

employees<br>2. Affected employees (127 out of 450) will face additional costs of

$500-600 monthly<br>3. Decision driven by 34% increase in insurance

costs<br>4. Announcement needed next week via email

Who are the crisis partners? And

what are their responsibilities?

1. Mock Company A leadership - responsible for the decision and final

messaging<br>2. HR department - responsible for implementation details and

employee support<br>3. Benefits administrators - responsible for technical details

and enrollment process<br>4. Communications team - responsible for crafting and

delivering the message

Rings of involvement: Who are

directly affected? Who is

involved? Who feels involved?

1. Directly affected: 127 employees with spouse/partner coverage and their

families<br>2. Involved: All 450 employees who may worry about future benefit

changes<br>3. Feels involved: Potential job candidates, industry peers,

competitors

What should this organization's

communications team focus on?

The communications team should focus on transparent explanation of the

decision, acknowledging employee concerns and emotions, providing

comprehensive support resources, maintaining trust during a difficult change, and

protecting the employer brand.

---

Stakeholders > goal > channel

Group Objective for this group Communication channels to reach
them

Affected employees (127) Inform about changes, acknowledge likely

feelings of betrayal and financial concerns,

provide support resources

Email announcement with follow-up

opportunity for 1:1 meetings, dedicated HR

support line, FAQ document, virtual town

hall
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All other employees Reassure about job security and company

health, address likely anxiety about future

changes

Company-wide email, department

meetings, intranet updates, manager

talking points

Leadership team Equip with tools to address employee

concerns, prepare for difficult

conversations

Leadership briefing sessions, talking

points document, Q&A preparation

Managers Enable to support their teams through

change, answer basic questions

Manager toolkit, pre-announcement

briefing, regular updates

Potential job candidates Maintain employer brand despite

challenging news

Thoughtful messaging for recruiters,

prepared responses for interviews

---

Issues and dilemmas

Issues / Dilemmas Proposed Solution Decision required from?

Perception of broken trust

and contradiction with

"family-friendly" values

Acknowledge the contradiction directly,

explain the difficult choice between this

option and alternatives that could have

affected all employees more severely

Leadership team

Fear of social media

backlash damaging

employer brand

Proactively provide affected employees

with clear information and multiple support

channels; prepare social media monitoring

and response strategy

Communications and HR leadership

Leadership appearing

disconnected from

employee financial reality

Create opportunities for leadership to

demonstrate empathy; consider whether

any transitional financial support could be

offered

CEO and executive team

Risk of increased turnover

among affected employees

Develop retention strategy specifically for

affected employees; consider whether any

exceptions can be made for hardship

cases

HR leadership and executive team

Warning: NEVER adopt texts and advice 1:1. ALWAYS verify that everything is correct.

Page 12



Timing of announcement

relative to upcoming

enrollment period

Ensure maximum lead time for affected

employees to make alternative

arrangements; provide decision-making

resources

Benefits team and communications

---

Framing

This difficult decision reflects the challenging reality many companies face with rapidly rising
healthcare costs. While we've protected full coverage for employees, we had to make the difficult
choice to modify spouse/partner coverage rather than reducing healthcare benefits for all employees
or pursuing other cost-cutting measures that could have threatened jobs.

---

Sense-making

Employees are likely experiencing a sense of broken trust and financial anxiety. Their concerns are
valid and understandable. This change challenges our identity as a family-friendly workplace,
creating cognitive dissonance for both employees and leadership. We must acknowledge this
tension honestly while helping employees process what this means for them personally and
professionally. This isn't just about healthcare costs—it's about financial security, family wellbeing,
and whether employees feel valued by the organization they've committed to.

---

Use of spokespersons or figureheads

The CEO should deliver the initial announcement, demonstrating accountability for the difficult
decision. HR leadership should conduct follow-up sessions to address detailed questions.
Department managers should be equipped to have supportive conversations with their teams.
Consider identifying a respected senior leader who can serve as an empathetic voice throughout the
transition, possibly someone who is personally affected by the change.
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Key takeaways for senior leadership briefing

Situation

Here's a snapshot of the situation, as I understand it.

• This is a brewing internal crisis that hasn't gone public yet, but carries significant risk for
employee morale and our employer brand.

• Affected employees will likely feel betrayed by a decision that contradicts our "family-friendly"
messaging and creates substantial financial burden ($500-600/month).

• The timing is particularly challenging with open enrollment approaching and 32 open positions
we're trying to fill.

• We risk appearing disconnected from employees' financial reality while maintaining our record
revenue position.

• We have not made any announcements yet regarding the changes to spouse/partner
healthcare coverage.

Assessment

From a communications perspective, I now see these priorities.

• We must acknowledge the contradiction between our "family-friendly" values and this decision,
without undermining leadership's decision.

• We need to equip managers to have supportive conversations with their teams, as they'll be on
the front lines of employee reactions.

• What communications needs from this team is...

• Decision on whether any transition support or hardship exceptions can be offered to affected
employees.

• Clear direction on how transparent to be about the financial rationale, particularly given our
"record revenue" status.
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Crisis updates (Web & socials)

Website text:

Example 1 English:

We're making difficult changes to spouse healthcare benefits starting January 1st. Due to a 34%
increase in insurance costs, we must eliminate employer-paid coverage for spouses and partners.
We recognize this creates financial strain for 127 affected families who will face additional costs of
$500-600 monthly. Our leadership team has wrestled with this decision and understands your
concerns. We've scheduled virtual town halls and created a dedicated support line to help you
navigate alternatives. We remain committed to your wellbeing while ensuring sustainable benefits for
all employees.

Example 2 English:

Modifications to family health coverage: Supporting you through difficult transitions

We understand that health benefits are essential to your family's security and wellbeing. It is with
great regret that we must announce changes to our spouse/partner coverage starting January 1st.
Facing a 34% increase in insurance costs, we had to make the difficult decision to eliminate
employer-paid coverage for spouses and partners.

We recognize this creates real hardship for the 127 affected families who will face additional costs of
$500-600 monthly. Your concerns are legitimate and important to us. Our HR team has prepared
resources to help you explore alternatives, and we have established a dedicated helpline for
personalized support. Leadership will host virtual town halls to address your questions directly and
honestly.

Example 1 French:

Nous apportons des changements difficiles aux prestations de santé des conjoints à partir du 1er
janvier. En raison d'une augmentation de 34% des coûts d'assurance, nous devons éliminer la
couverture payée par l'employeur pour les conjoints et partenaires. Nous reconnaissons que cela
crée une pression financière pour 127 familles touchées qui devront faire face à des coûts
supplémentaires de 500 à 600 $ par mois. Notre équipe de direction a lutté avec cette décision et
comprend vos préoccupations. Nous avons programmé des réunions virtuelles et créé une ligne
d'assistance dédiée pour vous aider à explorer des alternatives. Nous restons engagés envers votre
bien-être tout en assurant des prestations durables pour tous les employés.

Warning: NEVER adopt texts and advice 1:1. ALWAYS verify that everything is correct.

Page 15



Example 2 French:

Modifications de la couverture santé familiale : Vous soutenir pendant les transitions difficiles

Nous comprenons que les prestations de santé sont essentielles à la sécurité et au bien-être de
votre famille. C'est avec grand regret que nous devons annoncer des changements à notre
couverture pour conjoints/partenaires à partir du 1er janvier. Face à une augmentation de 34% des
coûts d'assurance, nous avons dû prendre la décision difficile d'éliminer la couverture payée par
l'employeur pour les conjoints et partenaires.

Nous reconnaissons que cela crée de véritables difficultés pour les 127 familles concernées qui
devront faire face à des coûts supplémentaires de 500 à 600 $ par mois. Vos préoccupations sont
légitimes et importantes pour nous. Notre équipe RH a préparé des ressources pour vous aider à
explorer des alternatives, et nous avons établi une ligne d'assistance dédiée pour un soutien
personnalisé. La direction organisera des réunions virtuelles pour répondre à vos questions
directement et honnêtement.

---

Posts for X (Twitter):

Example 1 English:

Important healthcare benefit changes coming January 1st. We're holding virtual town halls and
offering personalized support to affected employees. Your concerns matter to us.

Example 2 English:

We've made the difficult decision to modify spouse healthcare coverage due to rising costs. We
understand this impacts many families and are committed to supporting you through this transition.
Resources available at [intranet link].

Example 1 French:

Changements importants aux prestations de santé à partir du 1er janvier. Nous organisons des
réunions virtuelles et offrons un soutien personnalisé aux employés concernés. Vos préoccupations
sont importantes pour nous.

Example 2 French:
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Nous avons pris la difficile décision de modifier la couverture santé des conjoints en raison de
l'augmentation des coûts. Nous comprenons que cela affecte de nombreuses familles et nous nous
engageons à vous soutenir pendant cette transition. Ressources disponibles sur [lien intranet].

---

Statement from executive:

Example 1 English:

This was one of the hardest decisions I've faced as CEO. We value our employees and their families
deeply, which makes these benefit changes particularly painful. I'm personally committed to being
transparent about why this happened and how we'll support you moving forward.

Example 2 English:

I understand that many of you feel this decision contradicts our family-friendly values. Your
frustration is legitimate. After exploring all alternatives, we had to choose between this difficult
change and options that would impact all employees. I commit to rebuilding trust and supporting
those affected through this challenging transition.

Example 1 French:

C'était l'une des décisions les plus difficiles que j'ai eu à prendre en tant que PDG. Nous valorisons
profondément nos employés et leurs familles, ce qui rend ces changements de prestations
particulièrement douloureux. Je m'engage personnellement à être transparent sur les raisons de
cette situation et sur la façon dont nous vous soutiendrons à l'avenir.

Example 2 French:

Je comprends que beaucoup d'entre vous estiment que cette décision contredit nos valeurs
favorables à la famille. Votre frustration est légitime. Après avoir exploré toutes les alternatives,
nous avons dû choisir entre ce changement difficile et des options qui affecteraient tous les
employés. Je m'engage à rétablir la confiance et à soutenir les personnes touchées pendant cette
transition difficile.
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Q&A;'s

1. What is happening?

Mock Company A is changing our healthcare benefits program. Starting January 1st, we will no
longer provide employer-paid healthcare coverage for spouses and partners of employees. This
change affects 127 of our 450 employees.

2. How long will it last?

This is a permanent change to our benefits structure that takes effect January 1st. Affected
employees will need to make decisions during the upcoming enrollment period.

3. What is the organization doing about it?

We are developing comprehensive resources to support affected employees, including detailed
information about alternative coverage options, financial planning assistance, and one-on-one
consultations with HR representatives to discuss individual situations.

4. What should I do (and not do)?

If you currently have spouse/partner coverage: Review the detailed information package that will be
provided next week, attend the upcoming information sessions, and schedule a consultation with HR
to understand your options. Don't make any hasty employment decisions before exploring all
available support resources.

5. Where and when will more information be available?

A detailed email announcement will be sent next week with comprehensive information. Following
this, we will host virtual town halls, provide an FAQ document on the company intranet, and offer
one-on-one consultations with HR representatives.

6. Why is Mock Company A making this change?

We're facing a 34% increase in insurance costs. After exploring multiple options, we determined that
modifying spouse/partner coverage would impact fewer employees than reducing healthcare
benefits for all 450 team members or implementing other company-wide cost-cutting measures.
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7. How much will this cost affected employees?

Employees who wish to maintain healthcare coverage for their spouse or partner will need to pay
approximately $500-600 per month out of pocket. The exact amount will vary based on the specific
plan selected during enrollment.

8. Can I keep my spouse/partner on my plan if I pay the difference?

Yes. While employer-paid coverage is ending, employees can still include spouses and partners on
their plans by paying the additional premium costs of approximately $500-600 per month.

9. Will other benefits be affected in the future?

While we cannot predict future changes with certainty, this specific decision addresses our current
healthcare cost challenges. We remain committed to offering competitive benefits and will always
communicate any necessary changes as transparently as possible.

10. What support resources will be available to help affected employees?

We will provide: detailed information about alternative coverage options, financial planning
resources, one-on-one consultations with HR representatives, dedicated support line for benefits
questions, and manager support for team members processing this change.

---

Français

1. Que se passe-t-il ?

Mock Company A modifie son programme d'avantages sociaux en matière de santé. À partir du 1er
janvier, nous ne fournirons plus de couverture médicale payée par l'employeur pour les conjoints et
partenaires des employés. Ce changement affecte 127 de nos 450 employés.

2. Combien de temps cela durera-t-il ?

Il s'agit d'un changement permanent de notre structure d'avantages sociaux qui entrera en vigueur
le 1er janvier. Les employés concernés devront prendre des décisions pendant la période
d'inscription à venir.
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3. Que fait l'organisation à ce sujet ?

Nous développons des ressources complètes pour soutenir les employés concernés, notamment
des informations détaillées sur les options de couverture alternatives, une assistance à la
planification financière et des consultations individuelles avec les représentants des RH pour
discuter des situations individuelles.

4. Que dois-je faire (et ne pas faire) ?

Si vous avez actuellement une couverture pour votre conjoint/partenaire : Examinez le dossier
d'information détaillé qui sera fourni la semaine prochaine, assistez aux sessions d'information à
venir et planifiez une consultation avec les RH pour comprendre vos options. Ne prenez pas de
décisions d'emploi hâtives avant d'explorer toutes les ressources de soutien disponibles.

5. Où et quand plus d'informations seront-elles disponibles ?

Une annonce détaillée par e-mail sera envoyée la semaine prochaine avec des informations
complètes. Suite à cela, nous organiserons des réunions virtuelles, fournirons un document FAQ sur
l'intranet de l'entreprise et proposerons des consultations individuelles avec les représentants des
RH.

6. Pourquoi Mock Company A effectue-t-elle ce changement ?

Nous faisons face à une augmentation de 34% des coûts d'assurance. Après avoir exploré plusieurs
options, nous avons déterminé que la modification de la couverture des conjoints/partenaires aurait
un impact sur moins d'employés que la réduction des avantages de santé pour l'ensemble des 450
membres de l'équipe ou la mise en œuvre d'autres mesures de réduction des coûts à l'échelle de
l'entreprise.

7. Combien cela coûtera-t-il aux employés concernés ?

Les employés qui souhaitent maintenir la couverture médicale pour leur conjoint ou partenaire
devront payer environ 500 à 600 dollars par mois de leur poche. Le montant exact variera en
fonction du plan spécifique sélectionné lors de l'inscription.

8. Puis-je garder mon conjoint/partenaire sur mon plan si je paie la différence ?

Oui. Bien que la couverture payée par l'employeur prenne fin, les employés peuvent toujours inclure
les conjoints et partenaires dans leurs plans en payant les coûts de prime supplémentaires d'environ
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500 à 600 dollars par mois.

9. D'autres avantages seront-ils affectés à l'avenir ?

Bien que nous ne puissions pas prédire les changements futurs avec certitude, cette décision
spécifique répond à nos défis actuels en matière de coûts de santé. Nous restons engagés à offrir
des avantages compétitifs et communiquerons toujours tout changement nécessaire de manière
aussi transparente que possible.

10. Quelles ressources de soutien seront disponibles pour aider les employés
concernés ?

Nous fournirons : des informations détaillées sur les options de couverture alternatives, des
ressources de planification financière, des consultations individuelles avec les représentants des
RH, une ligne de soutien dédiée pour les questions relatives aux avantages sociaux, et un soutien
des responsables pour les membres de l'équipe concernés par ce changement.
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