
 

 
 
 
 
5 May 2022 
 
 

Lorraine Di Pietrantonio 
ASU Organiser 
Australian Services Union (ASU) 
 
 
Via email: ldipietrantonio@asuvictas.com.au 
 
 
Aged and Disability Service Review 
 
 
Dear Lorraine, 
 
Council confirms receipt of the ASU’s correspondence dated 28 April 2022, in relation 
to the Aged and Disability Service Review – consultation paper. 
 
Council can confirm the following in response to questions raised by the ASU and its 
members. 
 
1. There was comments raised from members regarding a 30% change in PD’s which 

equates to positions being made redundant.  Can you please advise where this has 
been derived from? 

 
Council has made no mention of a 30% rule, especially around a position altering 
by more than 30% then it is deemed redundant.  
 
Notwithstanding this, situations below including and not limited to are all constituted 
as a significant change: 

• Should a position(s) result in being declared surplus to the continuing 
requirement of the business; or 

• Changes in the skills required to perform the position; or 

• Restructuring of a position(s) and/or where alteration of a position occurs 
whereby the position purpose or key responsibility areas are different 
  

2. There are a number of limited tenure positions proposed, which as you are aware 
would not be deemed suitable redeployment for staff.  Would council agree to 
putting individuals’ redundancy on hold if they were to apply for a limited tenure 
position. This would enable individuals to continue with employment at Casey, 
along with contributing to the strategic services plan without jeopardizing their 
redundancy.  

 
Should staff be redeployed into one of the limited tenure positions, Council will 
continue to support them with redeployment during this time.  Should they not be 
successful in obtaining a permanent position at the end of the limited tenure their 
employment will end by way of retrenchment. There are positions currently in the 
proposed structure that are Limited Tenure due to a pilot program; it is anticipated 
that they will be extended through to the end of December in line with finalising the 
Living and Ageing well action plan.  
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3. We also seek that if an induvial is interested in a secondment outside of the 
Connected Communities team that they could potentially apply for this and have 
their redundancy put on hold.  This would also allow for further redeployment 
opportunities within council.  
 
Council is supportive of this approach, and confirm this is approved by the Director  

 
4. Can you confirm that each of the positions (including limited tenure) be recruited 

for through an EOI or application process?  It is my understanding that it was 
mentioned that some individuals may be approached to fulfill these positions- which 
doesn’t allow for a transparent and equitable process.  
 
Each position will be recruited for via an internal Expression of Interest (EOI) 
process.  Depending on how many employees’ express interest, they may progress 
to a competitive process which will involve an internal interview to identify the 
successful candidate. 

 
5. If a position has more volunteers, then needed within the EOI for the 3-month 

extension how will council go about selecting the successful individuals? 
 

As stated above in response 4. - Staff members will be required to participate in an 
interview as part of the EOI process, if there is more than one EOI received. 

 
6. Have any of the proposed new roles been identified as a direct match?  
 

Not at this stage.  This will take place post consultation and at the commencement 
of the redeployment period 

 
7. The pack indicated that “When the Living and Ageing Well Strategic Plan is 

complete and endorsed by Council, additional positions and investments will be 
made to enhance the future staffing model.”  I understand the time frame of this is 
well after the vast majority of individuals are made redundant.  How will these roles 
assist the current staffing pool? What is the current timeframe on an employee 
being able to be re-employed following a redundancy at Casey?   Is Council open 
to wavering the time frame on which an employee can be re-employed with Council 
following a redundancy for those that are impacted by this change, if there were 
suitable positions as a result of the strategic plan?  

 
Any employee who has been retrenched by Council is subjected to a 12-month re-
employment exclusion period. Council has considered the request of waiving the 
exclusion period, however, as there have been previously employees retrenched 
in the past 12 months, it would be unfair to previous employees. Therefore, Council 
will continue with 12-month re-employment exclusion period with any retrenchment. 

 
8. Can you please advise why the 2x Team leader of community-based programs 

have remained untouched, although there being significant changes to the focus 
and responsibilities/functions?  

 
At the time of drafting the consultation paper, the assessment was made that the 
roles and responsibilities will remain similar in the new structure however based on 
consultation feedback we are currently reviewing these roles. This will be confirmed 
when the final decision has been made once all feedback has been considered. 

 
9. How were the numbers of proposed positions derived? The numbers appear to be 

very minimal given the shift in focus.  For example, why are there only 2x Team 
leader positions. Why is there only 3x service support officer ect? 

 
At the point in time of the drafted proposed structure, the resources requirements 
were based on current and emerging service requirements for thin market activities 
as well as supporting the transition to an aged friendly city via the development of 



the living and ageing well plan. The resources requirements are currently being 
reviewed based on consultation feedback. This will be confirmed when the final 
decision has been made once all feedback has been considered. 
 

10. There needs to be full position descriptions provided prior to the change process 
proceeding.  This makes it incredibly difficult for an individual to either a) argue 
that their position is in fact not redundant or b) have a potential for redeployment 
or c) a role that interests someone.   

 
Position Descriptions are currently being reviewed based on feedback from the 
consultation period. These will be confirmed when the final decision has been 
made and once all feedback has been considered. 

 
11. The current structure appears to be very minimal in EFT- as above we seek 

councils rational to how they derived the EFT numbers.  
 

Council reiterates that the resources requirements in the proposed structure were 
based on current and emerging service requirements for thin market activities as 
well as supporting the transition to an aged friendly city via the development of 
the living and ageing well plan.  
 
Council is continuing its investment in the Age Friendly City and Living and Aging 
Well program – however, with the exit of traditional service delivery and the 
relinquishment of government service funding will amounts different resourcing 
requirements. 
 
The resources requirements are currently being reviewed based on consultation 
feedback. This will be confirmed when the final decision has been made once all 
feedback has been considered. 

 
12. Who will be first point of contact for clients- customer service within the structure? 

 
We acknowledge this was not clearly explained in the proposed structure, we are 
currently reviewing the consultation feedback to provide clarity on any further 
changes.  
 
During the three-month service extension for HACCPYP clients, there will be 
additional positions allocated for client contact and customer service, being: 

• 2 x Customer Support and Pathways Officers 

• 3 x Rostering Officers  
  

13. There is great concern regarding the opportunities and current duties which are 
expected to move across within the new structure however aren’t clearly 
defined.  For example, service intake and discharge planning officers. These 
positions directly support the client journey and therefore are very pivotal within 
the new structure.  

 
We acknowledge this was not clearly explained in the proposed structure we are 
currently reviewing the consultation feedback to provide clarity on any further 
changes   
 
The positions of Assessment and Intake will be continuing until June 2023, or as 
negotiated with the Commonwealth government contract for these services, and 
these roles will assist with service entry and discharge. The number of clients will 
be significantly reduced when the CHSP funded services transition to a new 
provider, with around 90% of clients moving at the end of June 2022. 

 
14. I previously asked regarding the outplacement services if these could be 

accessed by employees 3 month prior and post redundancy, however, am yet to 
obtain Council’s position on this.  



 
Council can confirm that outplacement services will be made available for staff 
from the 23 May 2022.  

 
15. We will need to address the notice period and redeployment period running 

concurrently.  As previously raised, you would not need to provide someone 
notice whilst in redeployment as you are attempting to find them another job. I 
know previous precedents within council where the ASU interpretation was 
followed.  We seek that this occurs in this instance also.  

 
Council confirms that unfortunately due to timeframes, and that Council has 
obligations under its funding agreements to deliver Aged and Disability Services 
up-to and inclusive of 30 June 2022.  
 
The Redeployment and Notice Period for staff will run concurrently, while Council 
acknowledges that this is not ideal, this is in accordance with the provisions of 
Councils Enterprise Agreement (cl. 12.7 & 12.10.1). In lieu of this Council will 
undertake the following reasonable approach that all staff who are eligible for a 
redundancy undertake a 5-week redeployment period (which will also act as the 
notice period), irrespective of their years of service.  
 
Example:  
 
If an employee from Aged and Disability was to be notified on 19 May 2022, that 
as of 26 May 2022, that on 30 June that their position was formally being 
disestablished. And that they would enter into redeployment for the next 5 weeks; 
and that should redeployment be unsuccessful, their employment will end by way 
of retrenchment as of 30 June 2022. 
 

16. I am aware of members and staff putting forward a range of comments, concerns, 
and alternative structure- please confirm that each of these questions/concerns 
and alternative structures will be responded to individually.  This period of 
consultation is calling on this type of information and it is necessary for council to 
respond to these and not merely articulate why they went with the model they 
have chosen.  

 
The process to provide feedback, raise comments or concerns about the structure 
has been tailored as such to allow for employee anonymity. Given this, Council 
will not be responding directly to each submission.  In addition, staff have been 
offered 1:1 meetings throughout the consultation process and a number of staff 
have taken up this arrangement, to express individual concerns.  

 
Council remains committed to working with impacted employees through the change 
process and ensuring that they provided reasonable support throughout the 
implementation process of the transition out of Aged and Disability Services. 
 
Should you have any further questions, please do not hesitate to contact myself. 
 
Yours sincerely, 

 
Aven Eddington 
Workplace Relations Advisor 
 
Cc/ Callum Pattie, Manager Connected Communities 
       Louise Green, Head of P&C Operations and Business Partnering 
       Lisa Velthoven, People, Capability & Culture Transformation Lead 
 


