Implementing budget reprioritig@fio
Victorian Public Service

Context

The Victorian Government has endorsed a range of budget initiatives which will necessitate reprioritisation of
existing activities and resources across the Victorian Public Service (VPS).

This policy sets out the Victorian Government’s approach to implementing the reprioritisations required in the
VPS arising from these initiatives.

Application

This policy applies to all public service body heads in respect of all non-executive level public service
employees and all current savings requirements as well as any reprioritisations arising from the 2023-24 Budget
(save for any already ATO-approved Early Retirement Schemes established to give effect to 2021/22 Budget
savings that are yet to be concluded). Executive level public services employees will be subject to savings
requirements but are not covered by the policy.

This policy applies until 30 June 2024. Any relevant changes arising out of the renegotiation to the Victorian
Public Service Enterprise Agreement 2020 (VPS Agreement) and/or the Best Practice Employment
Commitment (BPEC) will be considered, and relevant changes will be made to the policy as required.

Principles for implementing budget reprioritisations in the VPS

In implementing budget reprioritisations employers must apply the following principles:

Existing Legal and Policy Framework must be applied

The existing legal and policy framework must be applied (including the obligations set out in VPS Agreement
including its underpinning common policies and BPEC (or other relevant enterprise agreement — see
Attachment A), Public Sector Industrial Relations Policies 2015 (IR Policies), Occupational Health and Safety
Act 2004) (OHS Act), Administrative Guidelines on Engaging Labour Hire in the Victorian Public Service and
Administrative Guidelines on Engaging Professional Services in the Victorian Public Service. All employers must
comply with their obligations and entitiements outlined in these instruments as amended or enhanced by this
policy. The inter-relationship between these instruments and this policy is set out in more detail in the table
below:

Instrument Inter-relationship between the instruments and this policy

VPS Agreement and The enterprise agreement applies, and its terms must be complied with,
underpinning common policies except where this policy provides a more generous entitlement in which
(or other relevant enterprise case this policy will apply.

BPEC This policy overrides the BPEC to the extent of any inconsistency for the
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Instrument Inter-relationship between the instruments and this policy

duration of the policy.

IR Policies This policy overrides the IR Policies to the extent of any inconsistency for
the duration of this policy.

OHS Act The OHS Act applies

The arrangements in this policy are expressed to apply to until 30 June 2024, after which (to the extent the
instruments listed above remain in operation), the instruments listed in the table above will apply as per their
terms (and this policy will have no application).

Consultation obligations must be met

All consultation obligations with employees and unions must be followed and employers must, as part of their
implementation planning, allow sufficient time for genuine consultation with employees and unions where major
change likely to have a significant effect on employees is required. Proposals to manage savings initiatives
involving significant reprioritisations will likely require consultation under the relevant enterprise agreement
clause. Employers must also ensure specific consultation obligations for employees on long term absences from
the workplace (for example, on parental leave or leave due to a workplace injury) are met. Employers will also
have regard for any significant financial or personal hardships raised by employees (including employees living
in a regional or rural community) during the consultation processes prior to its finalisation.

Even where the threshold for formal consultation is not met, employers must still ensure genuine information
sharing and discussion with employees and unions in a flexible way which is appropriate for the circumstances.

Workforce planning and mobility is key

Workforce planning and mobility must be at the heart of the employer’s approach to implementing
reprioritisations and employers must make every effort to responsively deploy employees to support changing
government priorities where there are reasonable opportunities to do so.

Consistent with the powers enshrined in section 28 & 31A of the Public Administration Act 2004, which permit a
public service body head to transfer or assign an employee to duties consistent with their employment
classification, skills and capabilities on terms no less favourable and the mobility principles outlined in clause 15
of the VPS Agreement, employers must explore ways to mobilise employees likely to be affected by the budget
reprioritisations to any new or growth areas in the entity in which vacancies are likely to arise, prior to declaring
employees in areas of decline or cessation surplus to requirements — see mobility below for further information.

Employer’s must have regard to the gender impacts of their budget reprioritisation
decisions

In implementing budget reprioritisations, employers must have regard for the actual or potential gender impacts,
including consideration of factors which may give rise to intersectionality, which may arise in implementing
budget reprioritisations and take steps to alleviate gender impacts where implementing budget reprioritisation
decisions are likely to disproportionately affect employees of a particular gender.

In some cases, budget reprioritisation decisions may trigger a requirement to undertake a Gender Impact
Assessment under the Gender Equality Act 2020 (GE Act), where those decisions are likely to have a direct and
significant impact on the public. For more information on your obligations visit the Commission for Gender
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The Jobs and Skills Exchange (JSE) remains the primary mechanism for advertising
existing vacancies

The primary method for employers to advertise vacancies remains the JSE. Advertisement of vacancies
externally will be limited to:

e existing exemptions for key front line service delivery roles which are funded (for example child
protection practitioners, correction officers, youth justice (with the full list to be provided to the
Community and Public Sector Union (CPSU), and

e areas exempt from savings requirements, provided any external advertisement of vacancies is done so
in accordance with JSE policy,

Any critical/hard to fill vacancies not already subject to an exemption from the JSE recruitment policy must be
approved by departmental secretaries and referred to the Agreement Monitoring Committee.

Use of labour hire, contractors, professional services and consultants must be
consistent with existing guidance

Use of consultants, contractors or labour hire must be consistent with whole-of-VPS administrative guidelines,
which:

e provide that professional services should not be engaged to undertake work identified as a universal
and enduring public service function, and

¢ limit engagement of labour hire.

Consultants, contractors and labour hire must not be used to replace for VPS employees impacted by
reprioritisations.

Further guidance on the use of labour hire and consultants in the VPS is outlined in the following guidelines:
¢ Administrative Guidelines on Engaging Labour Hire in the Victorian Public Service; and
e Administrative Guidelines on Engaging Professional Service in the Victorian Public Service;

The Government will engage with the CPSU to identify ways to ensure the use of labour hire, contractors,
consultants and professional services is consistent with its secure employment commitments.

Termination of employment is an option of last resort

Consistent with the IR Policies, where an individual’s role is declared surplus, the priority should be on
redeployment, wherever possible.

Early Retirement Schemes (ERSs) should not be used “at large” or across the entire department to give effect
to budget reprioritisations. Targeted ERSs may only be used in limited circumstances as outlined in this Policy
(see below for further advice)

The other separation packages outlined in this policy should only be used as an option of last resort.
Career support services must be provided to affected employees
Employees must be provided with appropriate career and other support including:

e assistance with identifying their skills, developing resumes and cover letters, preparation and
techniques for job interviews
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e approval for time release to undertake a course of study that will facilitate the transition to alternative
employment, including but not limited to a short course such as those focus on government and
government investigations

o time release to participate in career support activities/workshops and/or job interviews, and
o employment references where appropriate.

To support employees to voluntarily find alternative employment, employers should ensure career support
activities are available to all employees. In addition, employees eligible to receive a separation package must be
provided with access to independent financial advice.

Appropriate strategies must be in place to manage workload

Employers must maintain appropriate strategies and processes to ensure employees do not have workloads

Tools for implementing budget reprioritisations in the VPS

To give effect to any required changes to workforce composition, employers may use any of the following tools,
alone or in combination. Attachment B summarises the order of priority for these tools and this process and
relevant entitlements will apply to cessation arising from budget reprioritisations occurring on or before 30 June
2024 after which the relevant termination packages will revert to those outlined in the IR Policies.

Changes to workplace arrangements or team profiles

Employers should consider the extent to which savings can appropriately be achieved through changes to
workplace arrangements or team profiles which may preserve ongoing employment. This might include, for
example:

e natural attrition and non-renewal of impacted fixed term appointments subject to any relevant workload
considerations,

¢ changing workforce composition through vacancy management in a manner consistent with the relevant
classification and value range descriptors outlined in the enterprise agreement and subject to any
workload considerations, and/or

e give consideration to requests for alternative work arrangements from employees, including part-time

Mobility

Mobility principles in the VPS Agreement recognise that the work required of a modern career public service is
not static but always changing for a variety of reasons. Consistent with these principles and the common

deployed to other or growth areas of the department to support changing government priorities.

This means that where in implementing allocated budget reprioritisations employers also have new or growth
areas in which vacancies are likely to arise, Employers must consider whether such vacancies can reasonably
be filled by assigning current employees who are suitably qualified and experienced and likely to be declared
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surplus to the vacant role prior to declaring employees in areas of decline or cessation surplus or considering
whether the vacant roles in the new or growth area should be filled by advertising in accordance with usual
recruitment practices.

Alternative Employment Incentives

Consistent with the BPEC agreed alongside the VPS Agreement, employers may offer employees working in
areas affected by reprioritisation an incentive payment of 5 weeks’ pay for finding themselves alternative
employment outside the VPS within a specified period. Alternative employment incentives may only be used for
eligible separations which take effect on or before 30 June 2024.

Early Retirement Schemes

Criteria for using Early Retirement Schemes
Employers may consider utilising Early Retirement Schemes (ERS) only where:

o that mechanism is suitable for giving effect to the specific reorganisation of the employer’s operations
required to implement specific savings arising from budget reprioritisations, and

o an ERS was run as part of the Workforce Transition arrangements to give effect to the 2021/22

Budget savings, which resulted in an over-subscription such that another ERS targeted to the
same work area(s) will provide those unsuccessful candidates with an opportunity to reapply, or

o awork area(s) affected by current budget reprioritisation was not in scope of the Department’s
ERS to give effect to the 2021/22 Budget savings.

Employers should not create new “at large” or “department wide” voluntary ERS to give effect to the current
reprioritisations. Where an ERS is considered an appropriate mechanism for giving effect to budget
reprioritisations an age eligibility requirement must be applied. The age eligibility criteria must be at least 50
years of age (or preferably a higher age if it is suitable to give effect to the scheme) at the date of separation
from the VPS.

Re-employment restrictions that apply to voluntary separations made
under an ERS

Where employers elect to use a voluntary ERS, with the prior approval of the Australian Taxation Office (ATO)
and in accordance with the above stipulations, it is expected that the re-employment restrictions outlined in the
IR Policies in relation to Voluntary Departure Packages will be applied.

Applicable separation package for voluntary separations made under an
ERS

The applicable separation package to be applied to those employees who accept an ERP, will be the ERP
package outlined in the BPEC, where the application for approval of the scheme is submitted to the ATO on or
before 30 June 2024. After this date the relevant package will revert to the VDP as outlined in the IR Policies.
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Expectations of Government on employers who elect to use an ERS

Where an Employer elects to use an ERS, they are responsible for determining the parameters and limitations
on access to, and implementation of, ERSs in accordance with ATO rules and practice, but in general it would
be expected that:

e employees must be in paid and ongoing employment to be eligible

o Departments would apply an age limit for eligibility (in a manner which is consistent with relevant
legislation noting that only those employees below the pension age should be eligible). The age
eligibility criteria must be at least 50 years of age (or preferably a higher age if it is suitable to give effect
to the scheme) at the date of separation from the VPS.

e access to ERPs should be limited to a class of employees that can be objectively determined, who are
affected by a reprioritisation, and not apply at large to all employees in a Department or division

o eligibility criteria, and any specific exclusions, should be tailored to the area or function affected by the
reprioritisation, and

e an objective process for determining priority in the case of oversubscription would be developed.

Employers are responsible for seeking ATO approval for any ERS prior to implementation and should allow
sufficient time for that approval to be obtained. Employers should also ensure any applicable consultation
obligations are met.

There is no obligation on employers to use ERSs ahead of the other separation packages outlined in this policy
if it does not meet their operational needs.

Separation Packages

The IR Policies acknowledge that in some instances restructure of workplaces or changes to existing work
practices may result in redundancies. Departments and agencies are required to pursue all possible means to
secure continuation of employment of affected employees, including but not limited to, redeployment and
retraining, with involuntary redundancies and payment of Targeted Separation Packages (TSPs) to be used only
as the last resort.

Involuntary terminations of employment must be used in a manner consistent with the following guidance. This
policy provides for two other types of separation package prior to the payment of a TSP which remains the
option of last resort.

Consultation obligations must be followed

Where in implementing budget reprioritisation an employer proposes to restructure their organisation, they must
follow consultation obligations outlined in the applicable enterprise agreement.

Given the nature of the changes required to implement the savings requirements it is anticipated that clause 11
processes will be the mechanism to implement the changes. Consistent with the obligations in the VPS
Agreement the change proposals will be provided to the CPSU and will provide the detail of the change
processes including detail in relation to the matching and EOI processes as well as clearly identifying the roles
which will be surplus to requirements and no longer be required to be performed in the new structure.
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In advance of the formal clause 11 processes departments and agencies should provide high level information
to the CPSU in relation to the savings allocation as well as the business areas in scope of the change
processes.

Where the proposed restructure of an affected area results in fewer positions in the structure than current, the
employer will call for volunteers amongst affected employees who are not matched to a role in the new structure
who wish to be paid an Applicant Separation Package prior to running an EOI to fill unmatched roles.

While employers may elect to call for volunteers amongst affected employees not matched to a role in the new
structure prior to running an EOI to fill unmatched roles, they are not obliged to accept any or all employees’
applications to depart the VPS immediately. Any interest expressed in departing the VPS immediately and being
paid an Applicant Separation Package under this policy will be subject to operational requirements and
confirmation by the employer the employee’s exit would assist the employer achieve its budget reprioritisation
requirements.

interest to leave the VPS from an affected employee who is not matched to a role in the new structure.

Redeployment period

When an employee’s position is declared surplus by the employer a redeployment period of at least 3 months
applies. Consistent with the BPEC, employers may consider extending the redeployment period on a case-by-
case basis where that will assist the employee transitioning to another role this can be extended by up to an
additional 3 months.

The employer and the employee may also agree for some or all of the redeployment period to be paid in lieu, in
addition to the payment of an Immediate Separation Package, where the employee who was not matched to a
role in the new structure and has been unsuccessful in obtaining a role in the new structure through the EOI
process would prefer to end their VPS employment immediately. This applies to employees whose expression
of interest in receiving an Applicant Separation Package (referred to above) is not accepted by the employer as
well as those employees who are not matched to a role in the new structure but who do not express interest in
immediate departure from the VPS and who have been unsuccessful in being matched to a role in the new
structure.

In these circumstances where an affected Employee does not opt to be paid the Immediate Separation Package
and redeployment period in lieu, they will commence the redeployment process.

an EOI process for the filling of an unmatched role in the new structure and in what circumstances an employer
may agree to pay an employee’s redeployment period in lieu.

Salary Maintenance where employees accept roles at a lower grade

If an employee accepts a lower grade role prior to 30 June 2024 because of budget reprioritisations, 12 months’
salary maintenance is to be provided. After this date, salary maintenance arrangements will revert to 6 months
consistent with the IR Policies.

Priority access and career supports

The VPS Agreement provides that during a redeployment period, employees have priority access to vacancies
within the VPS. Employers are expected to provide a range of career and other support services and/or
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BPEC.

Payment of Separation Packages

Under this policy there are three types of separation packages which are payable in different circumstances.

These are:

Package Circumstances the package is payable

Applicant Separation Package Paid to affected employees who are not matched to a role in the new
structure and who make Application to Depart the VPS
Immediately (Application) in accordance with Step 3 of Attachment
B in this policy

Immediate Separation Package Paid to affected employees who are not successful through the EOI
process to fill an unmatched role in the next structure and who
express immediate cessation of employment (within 4 weeks) after
being notified of being unsuccessful in the EOI process, in
accordance with Option 1 of Step 4 of Attachment B in this policy..

Targeted Separation Package Paid to affected employees who are not successful through the EOI

process to fill an unmatched role in the next structure and who elect
to commence redeployment and are unsuccessful in obtaining
another role at the conclusion of the redeployment period in

Notice of termination of employment

Consistent with the IR Policies, Employers must also provide notice of termination or payment in lieu of notice in
addition to the relevant package.

Workload Management

Employers have a responsibility under the Occupational Health and Safety Act 2004 (OHS Act) to provide and
maintain a safe work environment, including providing a safe and healthy workload for Employees.

Employers must maintain appropriate strategies and processes to ensure employees do not have workloads
which present a risk to their health and safety.

Where workload concerns are raised, they must be managed in accordance with clause 14 of the VPS
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Attachment A

Other relevant public service enterprise agreements

While overwhelmingly employees in the VPS have their terms and conditions of employment governed by the
Victorian Public Service Enterprise Agreement 2020 (VPS Agreement) where budget reprioritisation decisions
affect public service employees covered by the following enterprise agreements (or their successor enterprise
agreements), those employees will also have the benefit of the processes and entitlements outlined in this
policy (subject to ensuring those entitlements and processes are as at least as beneficial to the employee as
any entitlement payable under the applicable enterprise agreement):

1. Field Staff and Wild Dog Controllers Agreement 2021
2. Department of Transport — Roads Occupations Enterprise Agreement 2021
3. MCH Nurses (Department of Health) Agreement 2021

4. Disability Services Enterprise Agreement Victoria 2018-2022
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Attachment B

Process for managing budget reprioritisations in the VPS

The table outlines a proposed approach to managing budget reprioritisations in the VPS.

Prior to commencing the process outlined in this table it is expected employers have considered and explored
alternate outcomes short of involuntary termination of employment to give effect to the budget reprioritisations,
this includes where appropriate and consistent with the terms of this policy the use of:

e Changes to workplace arrangements or team profiles
¢ Alternative employment incentives
e Early Retirement Schemes

Where it is decided that involuntary terminations are required to give effect to budget reprioritisations, the
following process must be followed:

Steps Description

1.Options for Opportunities for internal mobilisation to any growth or new areas must be considered.
Internal Mobility

Where opportunities for internal mobilisation are identified a public service body head may
transfer or assign an employee to duties consistent with their employment classification,
skills and capabilities on terms no less favourable within their organisation.

These powers will be exercised consistent with the mobility common policy and s28 and
31A of PA Act

2. Proposal for Departments will develop proposals for major change and commence the clause 11

major change process in consultation with the union and employees. The Employer’s proposal for change
will clearly identify the roles which will no longer be required to be performed in the new
structure.

3. Outcome of Once a new structure has been decided:

major change
proposal For employees who are matched to a role in the new structure consistent with the

business rules
Process concludes
For employees who are not matched to a role in the new structure

The employer will provide an opportunity for employees whose role is no longer required in
the new structure and who are not matched to a role in the new structure (Affected
Employee) to make Application to Depart the VPS Immediately (Application). Employees
who are matched to a role in the new structure or in an area not affected by the budget
reprioritisations are not eligible to make an Application given they continue to hold roles in
the new structure.
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Steps Description

While an Affected Employee can make an Application, the employer is not obliged to
accept any or all Applications. Where there are more Affected Employees making an
Application than would be required to fulfill the number of departures needed to give effect
to the budget reprioritisations, employers should accept Applications based on objective
criteria that best meet the savings ask of the employer.

Affected Employees whose Application is accepted by the employer will be paid either an
Applicant Separation Package or the financial equivalent of an Immediate Separation
Package if more generous for the employee (see below) and must cease employment
within 4 weeks of being notified of the employer’s acceptance of their Application (unless a
longer period is agreed by the employer). Affected Employees whose Application is
accepted by the employer will be paid the more generous of:

e an Applicant Separation Package consisting of the following elements:
o four weeks’ pay, irrespective of the employee’s length of service

e alump sum early separation incentive of up to $15,000 (for a full time
employee)

o two weeks’ pay for each completed year of continuous service to a
maximum of 15 years, and

e an additional four weeks’ pay for employees who are over 54, or

o the financial equivalent of an Immediate Separation Package which will include:
e 4 weeks’ pay, irrespective of the employee’s length of service,
e alump sum payment of $10,000 (for pro-rata for part-time employees)

e two weeks’ pay for each completed year of continuous service to a
maximum of 10 years

e payment of a 3-month redeployment period in lieu.

Affected Employees whose Application is accepted by the employer at this stage will be
restricted from re-employment, either directly or through a labour hire agency, or from
receiving a fee for service from a VPS employer for a period of 18 months. This restriction
does not preclude re-employment in the broader Victorian public sector.

If you are an affected employee who is currently in a role no longer required by the
employer and who is not matched to a role in the new structure and you choose not to
make an Application or your employer does not accept your Application, you'll be invited to
express interest in filling vacant roles within the new structure. Employees must actively
participate in the EOI process. Employees who fail to actively participate in the EOI process
may be precluded for expressing interest in an Immediate Separation Package in step 4
below.
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Steps Description

4. Commence Where after following the Application process in step 3 above the savings ask of the
EOI for vacant employer remains unmet, then the employer will run a EOI process to fill vacant unmatched
roles in the new  roles within the new structure.

structure
For Affected Employees who are successful through the EOI process to fill a vacant

role in the new structure
Process concludes

For Affected Employees who actively participated in the EOI process but are not
successful through the EOI process to fill an unmatched role in the new structure

Affected Employees whose role is no longer required in the new structure and who remain
without a position in the new structure following the EOI process will have two options:

e Option 1 — Immediate cessation of employment (within 4 weeks) and be paid an
Immediate Separation Package (see below) and payment in lieu of the 3 month
redeployment period. The Immediate Separation Package will include:

o 4 weeks’ pay, irrespective of the employee’s length of service, and
o alump sum payment of $10,000 (for pro-rata for part-time employees)

o two weeks’ pay for each completed year of continuous service to a
maximum of 10 years

Cessation of employment will occur within 4 weeks (unless a longer period is
agreed with the employer, with any longer period resulting in an equal diminution of
the lump sum being paid in lieu of the redeployment period).

e Option 2 — participate in the three-month redeployment period which will be
undertaken in accordance with existing custom and practice. Affected Employees
who are unsuccessful in obtaining another role at the conclusion of the
redeployment period will be a paid a Targeted Separation Package consisting of:

o 4 weeks’ of pay, irrespective of the employee’s length of service; plus

o 1 additional week pay if the employee is over 45 years of age and has
completed at least 2 years of continuous service; plus

o two weeks’ pay per each completed year of continuous service up to a
maximum of 10 years

Regardless of the option chosen in step 4 no re-employment restrictions, either in the
service or sector, apply to affected employees.

For Affected Employees who fail to actively participate in the EOI process and are
not successful through the EOI process to fill an unmatched role in the new
structure

Employees who fail to actively participate in the EOI process may be precluded for
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Steps Description

expressing interest in an Immediate Separation Package and may be declared surplus and
will be required to participate in the three-month redeployment period which will be
undertaken in accordance with existing custom and practice. Employees who are
unsuccessful in obtaining another role at the conclusion of the redeployment period will be
a paid a Targeted Separation Package consistent with the elements outlined in option 2
above.
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	Consultants, contractors and labour hire must not be used to replace for VPS employees impacted by reprioritisations. 
	Further guidance on the use of labour hire and consultants in the VPS is outlined in the following guidelines:
	 Administrative Guidelines on Engaging Labour Hire in the Victorian Public Service; and
	 Administrative Guidelines on Engaging Professional Service in the Victorian Public Service;
	The Government will engage with the CPSU to identify ways to ensure the use of labour hire, contractors, consultants and professional services is consistent with its secure employment commitments.
	Consistent with the IR Policies, where an individual’s role is declared surplus, the priority should be on redeployment, wherever possible. 
	Early Retirement Schemes (ERSs) should not be used “at large” or across the entire department to give effect to budget reprioritisations. Targeted ERSs may only be used in limited circumstances as outlined in this Policy (see below for further advice)
	The other separation packages outlined in this policy should only be used as an option of last resort.
	Employees must be provided with appropriate career and other support including:
	 assistance with identifying their skills, developing resumes and cover letters, preparation and techniques for job interviews
	 approval for time release to undertake a course of study that will facilitate the transition to alternative employment, including but not limited to a short course such as those focus on government and government investigations
	 time release to participate in career support activities/workshops and/or job interviews, and
	 employment references where appropriate.
	To support employees to voluntarily find alternative employment, employers should ensure career support activities are available to all employees. In addition, employees eligible to receive a separation package must be provided with access to independent financial advice.
	Employers must maintain appropriate strategies and processes to ensure employees do not have workloads which present a risk to their health and safety – see Workload Management below for further information.
	Tools for implementing budget reprioritisations in the VPS
	Changes to workplace arrangements or team profiles
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	Criteria for using Early Retirement Schemes
	Re-employment restrictions that apply to voluntary separations made under an ERS
	Applicable separation package for voluntary separations made under an ERS
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	Separation Packages
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	Salary Maintenance where employees accept roles at a lower grade
	Priority access and career supports
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	To give effect to any required changes to workforce composition, employers may use any of the following tools, alone or in combination. Attachment B summarises the order of priority for these tools and this process and relevant entitlements will apply to cessation arising from budget reprioritisations occurring on or before 30 June 2024 after which the relevant termination packages will revert to those outlined in the IR Policies.
	Employers should consider the extent to which savings can appropriately be achieved through changes to workplace arrangements or team profiles which may preserve ongoing employment. This might include, for example:
	 natural attrition and non-renewal of impacted fixed term appointments subject to any relevant workload considerations, 
	 changing workforce composition through vacancy management in a manner consistent with the relevant classification and value range descriptors outlined in the enterprise agreement and subject to any workload considerations, and/or
	 give consideration to requests for alternative work arrangements from employees, including part-time fractions, utilisation of leave and other such arrangements, consistent with the VPS Flexible Work Policy.
	Mobility principles in the VPS Agreement recognise that the work required of a modern career public service is not static but always changing for a variety of reasons. Consistent with these principles and the common mobility policy employers must consider whether there are opportunities for employees to be responsively deployed to other or growth areas of the department to support changing government priorities. 
	This means that where in implementing allocated budget reprioritisations employers also have new or growth areas in which vacancies are likely to arise, Employers must consider whether such vacancies can reasonably be filled by assigning current employees who are suitably qualified and experienced and likely to be declared surplus to the vacant role prior to declaring employees in areas of decline or cessation surplus or considering whether the vacant roles in the new or growth area should be filled by advertising in accordance with usual recruitment practices. 
	Consistent with the BPEC agreed alongside the VPS Agreement, employers may offer employees working in areas affected by reprioritisation an incentive payment of 5 weeks’ pay for finding themselves alternative employment outside the VPS within a specified period. Alternative employment incentives may only be used for eligible separations which take effect on or before 30 June 2024.
	Employers may consider utilising Early Retirement Schemes (ERS) only where:
	 that mechanism is suitable for giving effect to the specific reorganisation of the employer’s operations required to implement specific savings arising from budget reprioritisations, and
	o an ERS was run as part of the Workforce Transition arrangements to give effect to the 2021/22 Budget savings, which resulted in an over-subscription such that another ERS targeted to the same work area(s) will provide those unsuccessful candidates with an opportunity to reapply, or 
	o a work area(s) affected by current budget reprioritisation was not in scope of the Department’s ERS to give effect to the 2021/22 Budget savings.
	Employers should not create new “at large” or “department wide” voluntary ERS to give effect to the current reprioritisations. Where an ERS is considered an appropriate mechanism for giving effect to budget reprioritisations an age eligibility requirement must be applied. The age eligibility criteria must be at least 50 years of age (or preferably a higher age if it is suitable to give effect to the scheme) at the date of separation from the VPS.
	Where employers elect to use a voluntary ERS, with the prior approval of the Australian Taxation Office (ATO) and in accordance with the above stipulations, it is expected that the re-employment restrictions outlined in the IR Policies in relation to Voluntary Departure Packages will be applied. 
	The applicable separation package to be applied to those employees who accept an ERP, will be the ERP package outlined in the BPEC, where the application for approval of the scheme is submitted to the ATO on or before 30 June 2024. After this date the relevant package will revert to the VDP as outlined in the IR Policies.
	Where an Employer elects to use an ERS, they are responsible for determining the parameters and limitations on access to, and implementation of, ERSs in accordance with ATO rules and practice, but in general it would be expected that:
	 employees must be in paid and ongoing employment to be eligible
	 Departments would apply an age limit for eligibility (in a manner which is consistent with relevant legislation noting that only those employees below the pension age should be eligible). The age eligibility criteria must be at least 50 years of age (or preferably a higher age if it is suitable to give effect to the scheme) at the date of separation from the VPS.
	 access to ERPs should be limited to a class of employees that can be objectively determined, who are affected by a reprioritisation, and not apply at large to all employees in a Department or division
	 eligibility criteria, and any specific exclusions, should be tailored to the area or function affected by the reprioritisation, and
	 an objective process for determining priority in the case of oversubscription would be developed.
	Employers are responsible for seeking ATO approval for any ERS prior to implementation and should allow sufficient time for that approval to be obtained. Employers should also ensure any applicable consultation obligations are met.
	There is no obligation on employers to use ERSs ahead of the other separation packages outlined in this policy if it does not meet their operational needs.
	The IR Policies acknowledge that in some instances restructure of workplaces or changes to existing work practices may result in redundancies. Departments and agencies are required to pursue all possible means to secure continuation of employment of affected employees, including but not limited to, redeployment and retraining, with involuntary redundancies and payment of Targeted Separation Packages (TSPs) to be used only as the last resort. 
	Involuntary terminations of employment must be used in a manner consistent with the following guidance. This policy provides for two other types of separation package prior to the payment of a TSP which remains the option of last resort.
	Where in implementing budget reprioritisation an employer proposes to restructure their organisation, they must follow consultation obligations outlined in the applicable enterprise agreement. 
	Given the nature of the changes required to implement the savings requirements it is anticipated that clause 11 processes will be the mechanism to implement the changes. Consistent with the obligations in the VPS Agreement the change proposals will be provided to the CPSU and will provide the detail of the change processes including detail in relation to the matching and EOI processes as well as clearly identifying the roles which will be surplus to requirements and no longer be required to be performed in the new structure. 
	In advance of the formal clause 11 processes departments and agencies should provide high level information to the CPSU in relation to the savings allocation as well as the business areas in scope of the change processes. 
	Where the proposed restructure of an affected area results in fewer positions in the structure than current, the employer will call for volunteers amongst affected employees who are not matched to a role in the new structure who wish to be paid an Applicant Separation Package prior to running an EOI to fill unmatched roles. 
	While employers may elect to call for volunteers amongst affected employees not matched to a role in the new structure prior to running an EOI to fill unmatched roles, they are not obliged to accept any or all employees’ applications to depart the VPS immediately. Any interest expressed in departing the VPS immediately and being paid an Applicant Separation Package under this policy will be subject to operational requirements and confirmation by the employer the employee’s exit would assist the employer achieve its budget reprioritisation requirements. 
	Attachment B details the approach and entitlements which apply when an employer accepts an expression of interest to leave the VPS from an affected employee who is not matched to a role in the new structure. 
	When an employee’s position is declared surplus by the employer a redeployment period of at least 3 months applies. Consistent with the BPEC, employers may consider extending the redeployment period on a case-by-case basis where that will assist the employee transitioning to another role this can be extended by up to an additional 3 months. 
	The employer and the employee may also agree for some or all of the redeployment period to be paid in lieu, in addition to the payment of an Immediate Separation Package, where the employee who was not matched to a role in the new structure and has been unsuccessful in obtaining a role in the new structure through the EOI process would prefer to end their VPS employment immediately. This applies to employees whose expression of interest in receiving an Applicant Separation Package (referred to above) is not accepted by the employer as well as those employees who are not matched to a role in the new structure but who do not express interest in immediate departure from the VPS and who have been unsuccessful in being matched to a role in the new structure.
	In these circumstances where an affected Employee does not opt to be paid the Immediate Separation Package and redeployment period in lieu, they will commence the redeployment process. 
	Attachment B details the options and entitlements which apply for employees whose are unsuccessful through an EOI process for the filling of an unmatched role in the new structure and in what circumstances an employer may agree to pay an employee’s redeployment period in lieu.
	If an employee accepts a lower grade role prior to 30 June 2024 because of budget reprioritisations, 12 months’ salary maintenance is to be provided. After this date, salary maintenance arrangements will revert to 6 months consistent with the IR Policies. 
	The VPS Agreement provides that during a redeployment period, employees have priority access to vacancies within the VPS. Employers are expected to provide a range of career and other support services and/or retraining opportunities as outlined in this policy, the IR Policies, Schedule A of the VPS Agreement and the BPEC.
	Under this policy there are three types of separation packages which are payable in different circumstances. These are:
	Circumstances the package is payable
	Package
	Paid to affected employees who are not matched to a role in the new structure and who make Application to Depart the VPS Immediately (Application) in accordance with Step 3 of Attachment B in this policy
	Applicant Separation Package
	Paid to affected employees who are not successful through the EOI process to fill an unmatched role in the next structure and who express immediate cessation of employment (within 4 weeks) after being notified of being unsuccessful in the EOI process, in accordance with Option 1 of Step 4 of Attachment B in this policy..
	Immediate Separation Package
	Paid to affected employees who are not successful through the EOI process to fill an unmatched role in the next structure and who elect to commence redeployment and are unsuccessful in obtaining another role at the conclusion of the redeployment period in accordance with Option 2 of Step 4 of Attachment B in this policy.
	Targeted Separation Package
	Attachment B outlines the packages that will apply in each circumstance.
	Consistent with the IR Policies, Employers must also provide notice of termination or payment in lieu of notice in addition to the relevant package.
	Workload Management
	Employers have a responsibility under the Occupational Health and Safety Act 2004 (OHS Act) to provide and maintain a safe work environment, including providing a safe and healthy workload for Employees.
	Employers must maintain appropriate strategies and processes to ensure employees do not have workloads which present a risk to their health and safety.
	Where workload concerns are raised, they must be managed in accordance with clause 14 of the VPS Agreement and the process set out in the Workload Management Common Policy.  
	Attachment A
	Other relevant public service enterprise agreements

	While overwhelmingly employees in the VPS have their terms and conditions of employment governed by the Victorian Public Service Enterprise Agreement 2020 (VPS Agreement) where budget reprioritisation decisions affect public service employees covered by the following enterprise agreements (or their successor enterprise agreements), those employees will also have the benefit of the processes and entitlements outlined in this policy (subject to ensuring those entitlements and processes are as at least as beneficial to the employee as any entitlement payable under the applicable enterprise agreement): 
	1. Field Staff and Wild Dog Controllers Agreement 2021
	2. Department of Transport – Roads Occupations Enterprise Agreement 2021
	3. MCH Nurses (Department of Health) Agreement 2021
	4. Disability Services Enterprise Agreement Victoria 2018-2022
	Attachment B
	Process for managing budget reprioritisations in the VPS

	The table outlines a proposed approach to managing budget reprioritisations in the VPS. 
	Prior to commencing the process outlined in this table it is expected employers have considered and explored alternate outcomes short of involuntary termination of employment to give effect to the budget reprioritisations, this includes where appropriate and consistent with the terms of this policy the use of:
	 Changes to workplace arrangements or team profiles
	 Alternative employment incentives
	 Early Retirement Schemes
	Where it is decided that involuntary terminations are required to give effect to budget reprioritisations, the following process must be followed:
	Description
	Steps
	Opportunities for internal mobilisation to any growth or new areas must be considered. 
	1.Options for Internal Mobility
	Where opportunities for internal mobilisation are identified a public service body head may transfer or assign an employee to duties consistent with their employment classification, skills and capabilities on terms no less favourable within their organisation.
	These powers will be exercised consistent with the mobility common policy and s28 and 31A of PA Act
	Departments will develop proposals for major change and commence the clause 11 process in consultation with the union and employees. The Employer’s proposal for change will clearly identify the roles which will no longer be required to be performed in the new structure.   
	2. Proposal for major change
	Once a new structure has been decided:
	3. Outcome of major change proposal
	For employees who are matched to a role in the new structure consistent with the business rules 
	Process concludes
	For employees who are not matched to a role in the new structure
	The employer will provide an opportunity for employees whose role is no longer required in the new structure and who are not matched to a role in the new structure (Affected Employee) to make Application to Depart the VPS Immediately (Application). Employees who are matched to a role in the new structure or in an area not affected by the budget reprioritisations are not eligible to make an Application given they continue to hold roles in the new structure. 
	While an Affected Employee can make an Application, the employer is not obliged to accept any or all Applications. Where there are more Affected Employees making an Application than would be required to fulfill the number of departures needed to give effect to the budget reprioritisations, employers should accept Applications based on objective criteria that best meet the savings ask of the employer.
	Affected Employees whose Application is accepted by the employer will be paid either an Applicant Separation Package or the financial equivalent of an Immediate Separation Package if more generous for the employee (see below) and must cease employment within 4 weeks of being notified of the employer’s acceptance of their Application (unless a longer period is agreed by the employer). Affected Employees whose Application is accepted by the employer will be paid the more generous of:
	 an Applicant Separation Package consisting of the following elements:
	 four weeks’ pay, irrespective of the employee’s length of service
	 a lump sum early separation incentive of up to $15,000 (for a full time employee)
	 two weeks’ pay for each completed year of continuous service to a maximum of 15 years, and
	 an additional four weeks’ pay for employees who are over 54, or
	 the financial equivalent of an Immediate Separation Package which will include:
	 4 weeks’ pay, irrespective of the employee’s length of service, 
	 a lump sum payment of $10,000 (for pro-rata for part-time employees)
	 two weeks’ pay for each completed year of continuous service to a maximum of 10 years
	 payment of a 3-month redeployment period in lieu.
	Affected Employees whose Application is accepted by the employer at this stage will be restricted from re-employment, either directly or through a labour hire agency, or from receiving a fee for service from a VPS employer for a period of 18 months. This restriction does not preclude re-employment in the broader Victorian public sector.
	If you are an affected employee who is currently in a role no longer required by the employer and who is not matched to a role in the new structure and you choose not to make an Application or your employer does not accept your Application, you’ll be invited to express interest in filling vacant roles within the new structure. Employees must actively participate in the EOI process. Employees who fail to actively participate in the EOI process may be precluded for expressing interest in an Immediate Separation Package in step 4 below.
	Where after following the Application process in step 3 above the savings ask of the employer remains unmet, then the employer will run a EOI process to fill vacant unmatched roles within the new structure. 
	4. Commence EOI for vacant roles in the new structure
	For Affected Employees who are successful through the EOI process to fill a vacant role in the new structure
	Process concludes
	For Affected Employees who actively participated in the EOI process but are not successful through the EOI process to fill an unmatched role in the new structure
	Affected Employees whose role is no longer required in the new structure and who remain without a position in the new structure following the EOI process will have two options:
	 Option 1 – Immediate cessation of employment (within 4 weeks) and be paid an Immediate Separation Package (see below) and payment in lieu of the 3 month redeployment period. The Immediate Separation Package will include:
	o 4 weeks’ pay, irrespective of the employee’s length of service, and
	o a lump sum payment of $10,000 (for pro-rata for part-time employees)
	o two weeks’ pay for each completed year of continuous service to a maximum of 10 years
	Cessation of employment will occur within 4 weeks (unless a longer period is agreed with the employer, with any longer period resulting in an equal diminution of the lump sum being paid in lieu of the redeployment period).
	 Option 2 – participate in the three-month redeployment period which will be undertaken in accordance with existing custom and practice. Affected Employees who are unsuccessful in obtaining another role at the conclusion of the redeployment period will be a paid a Targeted Separation Package consisting of:
	o 4 weeks’ of pay, irrespective of the employee’s length of service; plus
	o 1 additional week pay if the employee is over 45 years of age and has completed at least 2 years of continuous service; plus
	o two weeks’ pay per each completed year of continuous service up to a maximum of 10 years
	Regardless of the option chosen in step 4 no re-employment restrictions, either in the service or sector, apply to affected employees.
	For Affected Employees who fail to actively participate in the EOI process and are not successful through the EOI process to fill an unmatched role in the new structure
	Employees who fail to actively participate in the EOI process may be precluded for expressing interest in an Immediate Separation Package and may be declared surplus and will be required to participate in the three-month redeployment period which will be undertaken in accordance with existing custom and practice. Employees who are unsuccessful in obtaining another role at the conclusion of the redeployment period will be a paid a Targeted Separation Package consistent with the elements outlined in option 2 above.

