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[bookmark: _Toc66794860]The following case studies have been developed to demonstrate how the MMQ Policy would be applied in different scenarios. The case studies have been grouped into the four primary components of the MMQ Policy: 
Qualification requirement
‘Working towards’ pathway
Workforce scope
Practitioner exemption
Each case study focusses on demonstrating how one of the four MMQ Policy components would be operationalised. The case studies also demonstrate how the components of the MMQ Policy interact and include examples of organisational discretion and decision making within the parameters of the MMQ Policy. 
[bookmark: _Toc223353153]Qualification requirement
The Qualification requirement case studies highlight:		
How different qualifications may meet the minimum qualification requirement.
Factors that will impact an organisations decision to hire a candidate beyond the minimum qualification requirement.
When the minimum qualification requirement should be considered in the recruitment process. 
[bookmark: _Toc256778633][bookmark: _Toc223353154]Case study 1
Hugh is shortlisting candidates for a men’s family violence case manager position. The role is in scope for the MMQ Policy. Part of the shortlisting process is ensuring the candidates meet the MMQ Policy requirements. The candidates include:
Marcus, who holds a Bachelor of Criminology with 6 years of relevant professional experience 
Seema, who holds a Diploma of Community Services with 2 years of relevant professional experience
Juan, who holds a Graduate Certificate in Client Assessment and Case Management with 1 year of relevant professional experience 
Sara, who holds a Certificate IV in Youth Work with 6 months of relevant professional experience
Rika, who holds a Bachelor of Arts (Sociology) with no relevant professional experience
Hugh assesses the candidates and determines Marcus, Juan and Rika all meet the MMQ Policy qualification requirement, and Seema is eligible for the ‘Working Towards’ pathway. Sara does not meet the MMQ Policy qualification requirement and is not eligible for the ‘Working Towards’ pathway. 
[bookmark: _Toc223353155]Case study 2
Maeve is recruiting to a specialist family violence case manager role within the family violence program in her community services organisation. Maeve shortlists two candidates, Andie and Meg, who she has determined meet the MMQ Policy requirements. 
Andie holds a Diploma of Community Services and a Graduate Certificate in Family Therapy. Andie has worked in the child and family services sector for 2 years and has experience working with families with complex needs, and where family violence is occurring. 
Meg has recently graduated from her Bachelor of Social Work. Her final placement was at a sexual assault and family violence service, where Meg gained experience alongside experienced specialist family violence practitioners. 
Following interviews and reference checks, Maeve offers Andie the specialist family violence case manager role. During her interview Andie drew on her professional and lived experience to demonstrate the key selection criteria and personal attributes required for the role. 
[bookmark: _Toc223353156]‘Working towards’ pathway 
The ‘Working towards’ pathway case studies highlight:
The requirements to access the ‘working towards’ pathway and what can be done when a candidate does not meet them.
Different circumstances where the ‘working towards’ pathway can be utilised.
Supports that may be needed as practitioners are ‘working towards’.
[bookmark: _Toc223353157]Case study 3
Jamie is an Aboriginal woman who is passionate about working with community and has a strong interest in supporting women and children experiencing family violence. Jamie has worked as a youth residential support worker for 18 months after completing her Certificate IV in Children Youth and Family. ​Jamie contacts her local Aboriginal Community Controlled Organisation about a specialist family violence position she is interested in applying for. The hiring manager advises Jamie she would be suitable for a support worker role where she will work alongside specialist family violence practitioners to gain insights and experience in the functions that a specialist role undertakes. ​
While in her support worker role, Jamie enrols and completes her Diploma in Community Services part time. In her second year in the role, Jamie begins to undertake some specialist family violence role functions, under direct supervision from senior practitioners in her team.​
After Jamie finishes her Diploma, her organisation offers her a specialist family violence practitioner role on the ‘working towards’ pathway under the MMQ Policy. Jamie’s excellent performance in her support worker role, demonstration of personal attributes needed for the role, along with her deep understanding of Aboriginal culture and values meant she was the preferred candidate for the role. 
As part of Jamie’s contract for her new role, there is a condition of employment that requires Jamie to meet the minimum qualification requirement within 10 years of commencing the role. Jamie enrols in a Graduate Certificate in Family Violence which she completes part-time over 1 year. Jamie needs to take a break from study halfway through her Graduate Certificate due to caregiving responsibilities. Jamie recommences study after a 6-month break and completes her Graduate Certificate within 2 years of commencing in her specialist family violence practitioner role.  ​
Jamie’s employer provides additional supervision while Jamie is working towards her qualifications and establishes a mentorship with an experienced specialist family violence practitioner within Jamie’s team.
[bookmark: _Toc223353158]Case study 4
Yanni has worked as an alcohol and other drugs support worker in a community services organisation part-time for 3 years, after completing his Diploma in Alcohol and Other Drugs. Yanni works collaboratively with a local organisation providing men’s family violence services, where he refers some of his clients and seeks secondary consultation. Yanni is keen to move into the family violence sector and is interested in working with people using family violence. 
Yanni decides to apply for a men’s family violence case manager role. In his interview, he expresses his interest in ‘working towards’ the MMQ Policy requirements by completing a Graduate Certificate. Yanni demonstrates he holds the key competencies and personal attributes required for the role. The organisation hires Yanni and includes a condition of employment in his contract which requires Yanni to meet the MMQ Policy requirements within 10 years. In his first 3 months in the role, Yanni shadows various senior practitioners and undertakes additional supervision. 
After 6 months in his men’s family violence case manager role, Yanni enrols in a Graduate Certificate in Family Violence. Yanni completes the qualification in 1 year, taking on a part-time study load.
[bookmark: _Toc223353159]Workforce scope
The Workforce scope case studies highlight:		
How the workforce scope is applied to different roles in different settings 
What to consider when determining if a role is within scope of the MMQ Policy.
[bookmark: _Toc223353160]Case study 5
Dylan works as an after-hours family violence support worker in a crisis accommodation service. Dylan holds MARAM Comprehensive responsibilities, providing after hours response to clients including undertaking risk assessments and safety planning, as needed.  ​
Dylan undertakes functions and holds responsibilities outlined in the MMQ Policy Workforce Scope. Dylan’s role is in scope for the MMQ Policy.​
[bookmark: _Toc223353161]Case study 6
Rayna works as a family violence support worker in a family violence refuge working a rotating roster which includes overnight shifts. Rayna’s primary tasks include providing practical support to clients, assisting with coordination and access to additional services and supports for clients, and undertaking administrative and operational tasks relating to client accommodation. Rayna does not hold any case management responsibilities for clients and contacts the on-call specialist practitioner when a critical situation emerges for clients staying at the refuge after hours.
Rayna does not undertake any functions or hold the responsibilities outlined in the MMQ Policy Workforce Scope. Rayna’s role is out of scope for the MMQ Policy​.
[bookmark: _Toc223353162]Case study 7
Shuling is a family services case manager at a community services organisation, where she supports families who are experiencing high levels of stress and challenges that impact on parenting, family life and children’s well-being. In Shuling’s role, she often works with families experiencing family violence, holding MARAM Intermediate responsibility. Shuling refers clients to the family violence program within her organisation and works in collaboration with the specialists to address family violence. 
Shuling does not undertake any functions or hold responsibilities outlined in the MMQ Policy Workforce Scope. Shuling’s role is out of scope for the MMQ Policy.
[bookmark: _Toc223353163]Case study 8 
Lorna works as a specialist family violence advisor in the mental health and wellbeing program at a regional health service. Lorna supports family violence capability and capacity building for staff in the mental health and wellbeing program, provides secondary consultations and family violence practice leadership, and advises on assessing clients at high risk and/or complex presentations.
Lorna undertakes functions and holds responsibilities outlined in the MMQ Policy Workforce Scope. Lorna’s role is in scope for the MMQ Policy.​
[bookmark: _Toc223353164]Case study 9 
Biljana works as an operations manager at a community services organisation, overseeing the youth and family homelessness, family violence, and family services program areas. Biljana's responsibilities include:
providing support and direction to program leads to ensure operational performance and quality management in line with organisational policies and procedures
overseeing the operational and quality assurance aspects of service delivery issues, case management responses and critical incident responses 
developing, managing, and maintaining sustainable workforce plans
developing, implementing, and reviewing operational procedures and guidelines. 
When the responsible program and practice leads are not available due to unexpected leave or rostering issues, Biljana may provide basic case management advice to the specialist family violence response practitioners. 
Biljana does not undertake any functions or hold responsibilities outlined in the MMQ Policy Workforce Scope. Biljana’s role is out of scope for the MMQ Policy.
[bookmark: _Toc223353165]Practitioner exemption
The Practitioner exemption case studies highlight:
When exempt practitioners need a ‘return to practice’ agreement in place and what this may look like
What type of work may mean an exempt practitioner has maintained their practice knowledge and skills
The need to maintain contemporary practice skills and knowledge regardless of exemption status.  
[bookmark: _Toc223353166]Case study 10
Orli has over 10 years' experience working in the family violence sector. Orli completed her Diploma in 2014 and started working as a family violence case manager in 2015. In 2022, Orli took a break from practice to complete her Cert IV in Training and Assessment and began work as a family violence trainer. After working as a trainer for 3 years, Orli decides she would like to return to practice.
When applying for specialist family violence response roles, Orli notes in her cover letter that she has an exemption from the MMQ Policy qualification requirement, as she was employed in a specialist role prior to 2021. She has also maintained her specialised knowledge and skills through her work as a family violence trainer. Orli provides professional references that can verify her previous employment and exemption status. Under the MMQ Policy, Orli does not need a Return to Practice Agreement in place. Orli draws on her significant professional experience as a practitioner and a trainer in her interviews and is successful in securing a new family violence case manager role. 
Although a formal Return to Practice Agreement is not needed, during Orli’s induction and orientation, her organisation uses the Responding to Family Violence Capability Framework to identify any gaps in Orli’s skills and knowledge. Orli and her line manager agree that, while her MARAM Comprehensive skills are up to date from her training role, it would be beneficial for Orli to find a course that addresses the intersection between family violence and the law, as there have been legislative changes since Orli was last practicing. 
[bookmark: _Toc223353167]Case study 11
Divya has over 15 years' experience working as a specialist family violence practitioner in regional Victoria. Divya holds a Diploma of Community Services and has undertaken a range of non-accredited training and short courses related to family violence practice. In 2019, Divya took a 6-year career break so she could care for her grandchildren. 
Divya decides she wants to return to specialist family violence practice. She has heard that the MMQ Policy provides an exemption for anyone who was employed in a specialist family violence response role prior to 1 July 2021. Divya contacts a specialist family violence organisation who is currently recruiting for a senior practitioner role and has a discussion with the hiring manager about her suitability for the role. 
The hiring manager offers Divya an interview. During the interview, the hiring manager explains that if Divya is successful, she would need to be hired on a ‘return to practice’ agreement as she has had a break from practice of more than 2 years. The hiring manager decides Divya is the most suitable candidate for the role and offers her the position and develops an individualised ‘return to practice’ agreement prior to Divya starting. 
Before Divya sees any clients, she undertakes MARAM Comprehensive training as part of her ‘return to practice’ agreement. Divya and her manager also agree that Divya will also have additional supervision sessions for her first 3 months in the role, and will undertake training on intersectional practice, trauma-informed care and cultural safety to refresh her practice knowledge and skills. Divya also joins a community of practice in her local area that focuses on collaborative practice.
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