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Background
The review of Adult Community Mental Health Services, completed in January 2008 has resulted in recommendations to develop a system wide vision and a goals and values statement for the state-wide integrated Mental Health System.

The metropolitan area will be divided into six sectors with comparable population figures and/or demographics, and a staff deployment to reflect variation.

Each sector will have a Community Mental Health Centre (CMHC) which will deliver an integrated approach to the provision of mental health needs for its sector or catchment area.

Purpose and scope

The purpose of this document is to provide Human Resource (HR) principles and procedures that support the transition of SA Health staff currently employed across mental health services (CNAHS and SAHS) into the new organisational structure designed to support a new model of care for Adult Community Mental Health services.

These HR Principles and Procedures apply, unless otherwise specified, to all non-executive permanent / ongoing employees, whether full-time or part-time, including those who are absent from work on any type of paid or unpaid leave of: 

· Community Mental Health, Central Northern Adelaide Health Service (CNAHS);

· Community Mental Health, Southern Adelaide Health Service (SAHS). 

These Principles do not apply to positions that will be classified at Executive level or to those employees who may be appointed to a position classified at the Executive level. 

These HR Principles and Procedures must be read in conjunction with the Health Care Act 2008, the SA Health (Health Care Act 2008) Human Resources Manual, and the relevant Public Sector Awards and Enterprise Agreements.

Subject to clause 8, these principles will apply for the duration of the process to:

· Establish new organisation structural arrangement 

· fill positions in the new organisational structure consistent with these principles. 

but will not apply beyond 30 June 2011.
1.
Guiding principles

The management of the transition of ongoing/permanent non-executive employees will be based on fairness and equity, and in particular the following principles will be applied:

1.1
Employees will be provided with support and assistance through the change process in order to better manage the emotional and psychological aspects of change. This will be provided by the employee assistance programs (EAP) as per clause 7.

1.2
The sectorisation will require changes to the way services are delivered.  Where service delivery changes are necessary, consultation will take place consistent with these Principles.

1.3
Consultation with employees and employee representatives will be consistent with relevant enterprise agreements and awards.

1.4
Communication with employees will take a number of forms including newsletters, personal correspondence, emails, web pages and briefing sessions.
1.5
Employees currently engaged on a casual, temporary or contract basis are excluded from these principles and procedures and therefore employment arrangements will be considered on a case-by-case basis when taking into account the new organisational structure arrangements
1.6
The transition process will not be used as a mechanism for addressing unsatisfactory performance issues.
1.7
Where an employee is aggrieved by a decision or process arising out of the implementation of the new models, and in order to achieve timely resolution of these issues, the procedures set out in clause 6 will be utilised
1.8
New and/or changed structures will be reflected appropriately in job and person specifications for new positions.

1.9
In the event that any substantive employee is not placed in a permanent position once suitable positions in the new structure have been filled, the employee will be formally declared and managed as a redeployee. 
1.10
All employee will be afforded the opportunity to obtain assistance for required skill development to undertake the new role into which they may be placed.

1.11
Managers have an essential role in fulfilling management obligations on behalf of SA Health. They should be aware of and ensure that all staff understand proposed changes and are consulted regularly during implementation of the change process as it relates to the manager’s staff. Managers are reminded that they must:

· Support staff in accessing the EAP as required 

· Consult and involve staff who are absent from work on extended sick leave, maternity leave, special leave or on temporary contracts in other locations
· Consider the referral of unattached employees or redeployees objectively and pursuant to public sector redeployment principles 
· Provide support for employees

· Ensure existing job and person specifications are up-to-date (in consultation with the substantive incumbent). Job and person specifications will be used to determine whether a position is unchanged or different. Accordingly, the accuracy of job and person specifications is fundamental to the accurate translation of positions 


Managers will be assisted by their local HR representative.  


Managers and supervisors must maintain confidentiality in dealing with selection processes. They are responsible and accountable for adhering to the requirements set out in this document.
1.12
All staff will continue to participate in performance review and development during the implementation of the new models to identify any areas for their improvement and development needs.

1.13
The new organisational structure for Adult Community Mental Health Service will be finalised in consultation with the Workforce, Training and Development Group and the Community Mental Health Steering Committee.

1.14
Employees’ eligible for transition and requirements to undertake any quarantined selection process will be determined by the Senior Human Resource Consultant, Transition in consultation with the Executive Manager, Strategy Implementation and Community Reform who will undertake a comparison.

1.15
Employees will be formally advised in writing of their transfer to the new Adult Community Mental Health structure.  This will be done prior to transition.
2.
Definitions
2.1
Unchanged position (eg: less than 20% change) means an existing position required in the new structure where the duties, responsibilities and scope are substantially the same. 
2.2
De-facto-the-same positions mean positions required in the new structure where the duties, responsibilities and scope are substantially the same, but are classified at different levels.

2.3
Different position (eg:  more than 20% change) means:

· a position required in the new structure where the duties, responsibilities and scope have not previously been performed within one position, or

· an existing position required in the new structure which will undergo a significant change in duties, responsibilities and scope (this may result in a different classification level). 
· a change in location or reporting relationships do not, together or singularly constitute significant change for the purposes of this clause..
2.4
Non retained position means an existing position that will not be retained in the new structure.
2.5
Unattached employee means a substantive employee whose; position is not retained in the new structure, position has significantly changed or who is unsuccessful for a new position in the new structure.
2.6
Merit based selection process means choosing the best person for the job, based both on candidates’ abilities and their potential for development. The primary consideration in a selection decision must be based on an assessment of relative suitability using a selection process based on the Job & Person Specification. 
2.7
Substantive means the employee who is ongoing/permanent in the position (including individuals on leave or who have a right of return to the position).

2.8
Work/functional group means substantive incumbents of the subject unchanged/de-facto-the-same positions (eg: where substantive incumbents would have translated into an unchanged or de-facto-the-same position if an equal number of positions had been available in the new structure).  The scope of the ‘work group’ will require consideration on a case-by-case basis, and may not be limited to a single work unit located at one site.

2.9
Position location means the location where the employee will typically report for work.

2.10
Quarantine process means where positions are advertised for restricted groups of ongoing/permanent in-scope employees.
3. 
Establishment of the new organisational structure to support a new Model of Care for Adult Community Mental Health Services
3.1
Unchanged positions
3.1.1
Substantive incumbents of unchanged positions will be confirmed in the position in the new structure where:

· an equivalent number of unchanged positions will be retained in the new structure, or

· the number of unchanged positions in the new structure exceeds the number of substantive incumbents.

3.1.2
Where the number of substantive incumbents exceeds the number of unchanged positions retained in the new structure, a quarantined merit based selection process will be undertaken to appoint to the available positions. 

3.1.2.1
In the first instance, the positions will be filled through an expression of interest (EOI) process for the relevant work group.

Those substantive incumbents who are unsuccessful (or who do not apply) will be declared unattached employees.  Workforce Division will work with unattached employees to identify if any suitable vacancies exist in the new structure on a progressive basis. 

3.1.2.2
If the position remains vacant it will be advertised in the Notice of Vacancies (NOV)+ quarantined to ongoing/permanent Adult Community Mental Health employees only.

+At this point Workforce Division may refer unattached employees through the NOV pre-notice system.

3.1.2.3
If the position remains vacant it will be advertised in the usual manner, eg: NOV* or external press (subject to approval by Workforce Division).

*At this point Workforce Division may refer unattached employees and/or broader public sector redeployees may be referred through the NOV pre-notice system.

3.2
De-facto-the-same positions
De-facto-the-same positions will be reviewed and classified appropriately. A quarantined merit based selection process will be undertaken to appoint to the available positions.
3.2.1
Substantive employees classified at the higher classification level will be eligible to voluntarily apply for the lower classified position (as outlined in 3.1.2.1., 3.1.2.2. and 3.1.2.3. above). Alternatively, the employee will be declared an unattached employee. Workforce Division will work with unattached employees to identify if any suitable vacancies exist in the new structure on a progressive basis. 

3.2.2
Where the positions are classified at the higher level, then the process outlined in 3.1.2.1., 3.1.2.2. and 3.1.2.3. above will apply.
3.3
Different positions
3.3.1
In the first instance the position will be advertised in the NOV+ quarantined to ongoing/permanent Adult Community Mental Health employees only.

+At this point Workforce Division may refer unattached employees through the NOV pre-notice system.

3.2.2
If the position remains vacant it will be advertised in the usual manner, eg: NOV* or external press (subject to approval by Workforce Division).

*At this point Workforce Division may refer unattached employees and/or broader public sector redeployees may be referred through the NOV pre-notice system.

3.4
Reclassification
Employees who would otherwise have been reclassified on or after 1 June 2010 will be paid a temporary allowance equivalent to the classification level determined until such time a new structure implemented or position determined. 

Confirmation of classification in the new organisational structure occurs where: 

3.4.1
management or an existing ongoing/permanent SA Health employee has made application for reclassification, and 

3.4.2
the position has been approved by the appropriate delegate to be at a higher level, and 

3.4.3
that employee’s position is required in the new structure and is categorised one classification level higher than their existing substantive position, and 

3.4.4
the incumbent is in receipt of a reclassification allowance as a result of the assessment 

then the employee will be confirmed in the new position subject to the provisions of these principles and procedures. 

3.5
Non retained positions
Where a position will not be retained in the new structure, the incumbent will become an unattached employee and will be considered for referral to any suitable vacancy in accordance with these principles.

3.6
Unattached employees
In the event that any substantive employee is not placed in a permanent position once suitable positions in the new structure have been filled, the employee will be formally declared and managed as a redeployee in accordance with process outline in the SA Health (Health Care Act) Human Resource Manual, relevant Public Sector Awards and Enterprise Agreements.

3.6.1
Managers will be responsible for providing meaningful work to the employee until they have been placed in a suitable funded position.

3.6.2
All necessary steps will be taken, such as the provision of professional skills assessment and career counselling to assess their potential for internal vacancies and redeployment options in order to assist the employee with their future career prospects.

4.
Change in position location

The process for change of position location is outlined in Appendix A.

5.
Notification

All affected employees will receive written notification of their situation eg. upon translation within the new structure, or status as an unattached employee.
6. 
Grievance resolution process

Grievances in relation to the application of these principles should be handled in accordance with the following:

6.1
The grievance should, in the first instance be referred to the employee’s line manager for consideration and resolution.
6.2
If the grievance is not resolved the matter should be referred to the Director Mental Health Operations, as appropriate for determination. 

The provisions of this clause do not limit a party’s right to avail themselves of the industrial and grievance avoidance procedures in accordance with Section 3 of the SA Health (Heath Care Act) Human Resource Manual or relevant Public Sector awards and Enterprise Agreements.
7.
Employee assistance programs (EAP)
Employee counselling services will continue to be available from the following service providers.

CNAHS employees:

Access / OCAR ph: 8210 8102 or 1300 667 700

Princi Consulting (not 24/7) ph: 8377 7755

SAHS employees:

Davidson Trahaire Corpsych ph: 1300 360 364

Information about this service can be found at www.davcorp.com.au
8.
Review of these principles and procedures

It is acknowledged that full details of the new organisational structural arrangements are not yet known and it may be necessary to review these human resource principles and procedures as organisational structural arrangements develop. It may also be necessary to review the sunset date. Any review will be undertaken in consultation with the relevant industrial organisations.

APPENDIX A

Process for Change of Position Location

Where an unchanged/de-facto-the-same position will move to another location(s), affected substantive incumbents will be given a reasonable period of notice (eight weeks) in writing of the requirement to change locations. No substantive incumbent will be forced to move their household.  

Relocation Process

There are two circumstances that will be covered by the principles in this Appendix A:

· The movement of employees where there are more employees than positions in one location, but vacancies exist in other locations

· The deferral of the relocation of employees whose primary location is changing or the position is no longer required in that location.
Note: 
the provisions of this Appendix A do not apply to the movement of employees within the City of Adelaide.

1.
More substantive incumbents than unchanged/de-facto-the-same positions that are to move to a new location(s)

1.1
In the first instance, substantive incumbents at the same level will be asked to volunteer to work at the new location(s).

1.2
If the number of volunteers exceeds the number of positions available in the new location(s), the positions will be advertised through a quarantined Expression of Interest process for the affected employees only.  
1.3
If there are insufficient volunteers within the affected work unit location (where the position(s) is no longer required) then other excess staff in other locations who are in-scope of these principles will be asked to volunteer, provided they meet the minimum essential requirements and are of the same substantive level.

1.4
If more employees nominate to move to a new work location than there are positions, then a merit-based selection process must apply to determine who moves to the nominated location.

1.5
If there are still more employees than positions in the affected work unit location, a merit-based selection process will be conducted to determine those employees that will be excess.  Once this has been determined these employees will be managed in accordance with these HR Principles and Procedures.

1.6
If there are still new or existing vacancies in work unit locations after this process, they will be filled in accordance with these HR Principles and Procedures.

Staff will be given an opportunity to discuss any relocation proposal for their position with their managers and their Human Resource Consultant, including deferral of the immediate need to move locations. No employees will be forced to move their household to continue their current substantive job if its location changes as a result of the establishment of the new Adult Community Mental Health Model pursuant to this document.  

All staff affected by the requirement of a change of location of their substantive position will be given a reasonable period of notice of eight weeks in writing to make arrangements to meet the conditions above.

2. 
Deferral of location change requests

2.1
Employees who are still unable to move after the eight week notice period, and after negotiation with their managers still believe that they will suffer unreasonable hardship as a result of required relocation of their employment, can submit a request in writing giving reasons for consideration by the Executive Manager, Strategy Implementation and Community Reform.

2.2
The Executive Manager, Strategy Implementation and Community Reform will consider each submission against the criteria listed below and then make a recommendation to the Director Mental Health Operations, if a deferral of location is warranted. In considering written submissions the Executive Manager, Strategy Implementation and Community Reform may seek advice from any relevant information source to help frame recommendations, including staff making the requests.

2.3
Employees will be notified of the outcome of their submission within 14 days of lodgement.
3.
Relocation deferral criteria factors

The three major factors to be considered in assessing relocation deferment requests are:

· certified medical conditions for either staff or their dependants

· family responsibilities

· other extenuating circumstances that will cause significant financial or personal hardship for the employee (evidence must be provided).
Please note that the consideration of deferral of relocation is only available to ongoing/permanent employees in relation to the work location of their substantive position.  This process does not apply to either temporary employees or those ongoing employees in temporary positions, where the work location of their temporary position is changing.
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