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21 January 2022 

 

Madeline Feledy  

ASU Organiser 

via email: mfeledy@asu.org.au  

 

Dear Madeline  

 

Re: SANE Response to letter dated 14 January 2022 

 

Thank you to you and Matt for facilitating the meeting with member representatives from the 

counselling and peer support worker teams on Thursday 13 January 2022.  

 

We appreciate the time, effort and well thought out feedback and questions ASU members have 

raised. 

 

We would like to continue to work collaboratively with you and the members through the 

workforce change.  

 

We have responded to the questions and comments raised in your letter dated the 14th of 

January, below. 

 

Please refer to the attachment for detailed answers to the operational questions raised at the 

meeting last week and the subsequent letter.  

 

Please let me know if you have any other questions. 

 

Yours sincerely 

  

  
  

Maja Bulut 

People and Culture Business Partner 
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Consultation 

 

We appreciate the feedback from Staff on the consultation process and are working towards 

improving communication and streamlining key documents for the workplace change. Since 

October 2021, we have run a survey, three consultation workshops, Team Leader meetings and 

have extended the original consultation period to 14th of January 2022 to ensure we capture all 

Staff feedback. Additionally, we have incorporated the staff feedback and will be offering staff 2 

hours paid time to review their options and put in their expression of interest in the next stage of 

the process.  

 

The new contract from the Department of Health enables SANE to continue to support some of 

the most vulnerable in our community and is now a major funding stream. This has come a time 

when other funding streams are starting to cease. The contract has new and different 

requirements, which has prompted and driven the workplace change. We are aiming for a full roll 

out of the new model in April 2022, bringing on three more PHNs (and then another five in 

financial year 2023) and rolling out the new platform to underpin this work. Funding may be 

impacted, if we do not meet the April deadline.  

 

The April deadline has driven the pace of this process and is why we began consulting with staff 

back in October, aiming to have the teams finalised by February. We wanted to give Staff time to 

transition into their new roles, to settle in, provide proper training and support before the roll out 

and ramp up of the transformed service model. 

 

In line with the feedback, we are now exploring how we can delay or extend the expression of 

interest component of the project to consider staff feedback, without compromising the status of 

the rollout to our funding, or the time staff will have to get settled and trained in their new teams. 

 

We agree to a weekly meeting and feel it is a great way to work together and ensure staff can 

provide their feedback. A weekly meeting with all staff will also provide an opportunity to clarify 

and close the gap between any email communication that has been sent that week.  

 

Due to the nature of our work, we will set up weekly meetings at an alternate times week-on-

week to help ensure most staff (part time workforce) are able to attend at least fortnightly. The 

meetings will be recorded so staff can watch the recording and ask questions post the meeting if 

they are unable to attend. 

 

Proposed organisational model and position descriptions  

 

The goal of the new model is to integrate the range of services SANE offers so participants can 

put together a personalised and flexible suite of supports that meets their support needs and 

preferences. The aim is for the model to offer a soft place to land for people who might otherwise 

fall through the cracks. 

 

The proposed model and position descriptions have been developed with the contract, employee 

skills and abilities and overall program strategic objectives in mind.  
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As the Department of Health contract has only recently been finalised, there are numerous 

variables that are unknown, especially service and participant numbers. After the team and role 

changes have been made and taking on board the learnings from MVS we will be able to predict 

accurately project participant numbers. Through the initial scale up through April, May and June 

we will be keeping a close eye on participant and referral numbers, workload, staff to participant 

ratios, additional administration and overall functionality of the model. We will also be able to 

make final decisions regarding to size of the additional team members at this time. 

 

The feedback loop for MVS is through an operational working group that meets weekly on a 

Monday. The working group reviews progress, identifies issues and captures broader insights to 

inform the full-service model.  

 

The Team Leaders involved in MVS are part of the working group and provide valuable feedback 

from the staff, which is considered carefully as decisions are made. We encourage MVS staff to 

continue to give your feedback to your Team Leader so they can escalate issues in the working 

group. 

 

Our quality of service and staff welfare are significant to us, and we will continue to ensure we 

maintain both. To demonstrate this, we have recently introduced an additional break for staff to 

mitigate the stressors of the work and the broader COVID context.  We continue to invest in 

external supervision for staff, and we offer comprehensive EAP services.  

 

Last year we introduced individual wellbeing plans for staff to focus on how Service Team 

Leaders and the wider organisation can support individual staff needs. We also gifted You Days 

and extra annual leave as we shut down the whole organisation for 3 days to give staff an extra 

break. 

 

Delivering on the new Wellbeing Policy will be a priority for the new Director of People & Culture 

who starts in early March 2022. 

 

At this stage, there is no plan to change our service hours. Hours will remain unchanged as 

10am-10pm, Monday to Friday, with forums moderation only 10am-10pm on Saturdays and 

Sundays.  

 

All break conditions are aligned with the requirements of the relevant Modern Award and will 

continue to be followed. 

 

We are in the process of finalising the position descriptions having taken on board the feedback 

we have received from staff, including feedback about “job variety”.  The updated position 

descriptions describe the overall responsibilities of the role, as well as the applicable salary 

classifications and grades as per the relevant Modern Award.  

 

We do not foresee any major changes with the salary classifications or grades of current similar 

roles, however, if staff nominate and are offered a role at a higher level, an applicable pay 

adjustment will be made.  
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The updated position descriptions will be provided to all staff when we open the expression of 

interest.   

 

Training and Supervision   

 

We have undertaken foundational training sessions on the topics of working with people with 

intellectual disability (ID), Indigenous Australians, and autism spectrum disorder (ASD) in a 

mental health context.  

 

Additionally, more training will be planned for 2022 as part of our annual Learning & 

Development plan. We are still developing the new L&D roadmap and the supervision policy, and 

the feedback we are receiving from the staff, including the feedback on the MVS pilot, will feed 

into developing those. Part of the proposed model is dedicated resource for the service delivery 

team to drive learning and development outcomes.  

 

From mid-2022, the team will increase significantly to support scale up of service model and 

address any gaps in team capacity. As identified and required, we will be considering hiring 

additional Peer Support Workers and Counsellors with experience to fill any gaps. 

 

Expressions of interest  

 

We are in the process of finalising the details for the expression of interest and our process. 

Once the expression of interest opens, we will ask staff to nominate their preferred role. Based 

on our current staff numbers and the number of staff required for the proposed model, we 

forecast that all current staff members will be placed in a mutually suitable role. We do not see 

the roles being significantly different to what is currently expected.  If a staff member feels that 

there is no comparable role in the new structure, then in the first instance we will explore 

redeployment options with that team member.  

 

The expression of interest was due to open this week but due to the time needed to take on the 

feedback from staff, and key staff been impacted by covid, this will now be delayed by several 

days. 

 

The expression of interest timeframes will be advised next week.  

 

Our goal is to advise staff the outcome of their expression of interests two weeks after the 

expression of interest period is closed. However, it may take longer if a selection process is 

undertaken. At all times during this period staff will have the opportunity for further individualised 

consultation. 

 

If a staff member is unhappy, we will work with them and look at redeployment options. We are 

requesting staff to nominate two preferences. If we have multiple staff members interested in the 

same role or teams, we will use a merit-based selection process to determine the new roles.  
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If a staff member is dissatisfied with the outcome of the expression of interest, the staff member 

is requested to put their concerns in writing to Maja Bulut, stating the reasons why within 7 

working days. A Director will review the concerns and if it is apparent there is validity to the 

concerns, a decision and outcome will be made, in consultation with the staff member.  

 

 

  

 


