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March 2009

There have been some recent developments to HR policies, procedures and the Staff Handbooks.  All developments have been discussed and agreed with the recognised trade unions, where appropriate.  Please ask your HR Manager if you have any questions.
 (
New policies
:
Relocation Assistance
Disability Leave
Transgender Guidelines
Revised policies
 and processes:
Extension of circumstances where compassionate leave may be granted
Leave for IVF treatment
Calculation of time in lieu for Bank Holiday working (for Support Staff)
Working Locations Policy (Staff who are sick should not ‘work from home’)
Resignation Form available to download
Developments in Employment Law
)












New policies
1	Relocation Assistance
The University is keen to recruit high quality staff and to encourage applications from candidates who need to relocate to take up their role at Northumbria.  Relocation Assistance will be available to support appointments at Grade 6 and above and is relevant where the new member of staff moves from outside a 40 mile radius of their new place of work. 
Relocation Assistance Scheme 
2 Disability Leave
The University is committed to providing support to disabled employees in the course of their employment.  It may be necessary for an employee to require time off work for a reason related to their disability but not as a result of being sick.  Examples include hearing aid tests, assessments for conditions such as dyslexia and recovery time after a blood transfusion.  Disability leave is distinct from sick leave and occupational health advice can be taken to determine whether Disability Leave is appropriate in particular circumstances.  As with compassionate leave, up to 5 days per year may be granted with a further 5 days being agreed following consultation with your HR Manager.  This change is provided in the Staff Handbook and can be found by following the relevant link below.
	Support Staff 	(Section 3.10) 	
	Research Staff  	(Section 1.7)
	Academic Staff	(Section 5.7)
3. Transgender Guidelines
Transsexual people who decide to adopt the opposite gender to that assigned at birth will undergo gender reassignment to change to the new gender identity. This may involve surgical treatment but some transsexual people will not undergo surgery.
Where a member of staff or a student is undergoing gender reassignment a number of issues will arise.  The University is required to protect the rights of transsexual people, both staff and students, and to ensure individuals do not suffer from any direct or indirect discrimination, victimisation or harassment, and are supported in any process of transition.
These Guidelines have been developed to assist the University, transsexual employees and other employees to deal with any practical issues that may arise. 
Striving to ensure that the work environment is free of harassment and bullying and that everyone is treated with dignity and respect is an important aspect of ensuring equal opportunities in employment and the University has a Dignity at Work Policy that deals with these issues which should be read in conjunction with these guidelines.
The Transgender Guidelines are available at www.northumbria.ac.uk/eqdiv/    and cover:

· The process of gender reassignment;
· Glossary of key terms to be used;
· Explanation of the legislative position;
· Recruitment, including implications for the CRB and qualification checks;
· Pensions;
· Responsibilities around privacy and confidentiality;
· Practical steps to support transition.


Revised policies
4 Extension of circumstances where compassionate leave may be granted
The University has a provision for Compassionate Leave. Examples given of occasions which may require compassionate leave include exceptional unforeseen circumstances. This has now been extended to cover leave where the employee may be the victim of an alleged crime.  This could extend to victims of domestic abuse. Examples include an unplanned absence, solicitor’s appointment or court attendance.  The line manager or a more senior manager may approve compassionate leave.  The University will respond sympathetically, confidentially and effectively to any member of staff who discloses that they have been the victim of an alleged crime. Where a member of staff is a victim of an alleged crime, there may be other support required or available. Examples include access to the University’s Occupational Health Service, temporary or permanent changes to working patterns.  Any additional support would be agreed in conjunction with the line manager, the employee and the respective Human Resources Manager.
Leave and Time Off Guidelines
5 Leave for IVF treatment
A provision exists for Leave for IVF treatment for up to 5 days per year for a period of 2 years.  There is reference to this in the Work Life Balance Framework and the Staff Handbook is being updated to reflect this.
Achieving a Work-Life Balance (page 14)
6 Calculation of time in lieu for Bank Holiday working (for Support Staff)
Previously when a member of staff received time in lieu for working on a public holiday, the time given was either a half day for less than four hours  
work, and a full day where over four hours were worked.  There is now a wide variety of working patterns within the University and consequently such a broad formula is likely to be inequitable.  Time in lieu allowances will now reflect the actual hours worked. For example, where an employee works a compressed hours pattern of 10 hours, the employee would receive 10 hours time in lieu.
Support Staff (section 5.23)


7 Working Locations Policy (Staff who are sick should not ‘work from home’)
There has been an amendment to the Working Locations Policy to clarify the position of staff working from home when absent from the University as a result of illness.
The following addition in (italics) has been made: 
3.4       Absence from work through illness

A member of staff absent through illness is not expected to undertake work at home.  Work should only resume when the employee is fit and well enough to return to the University.  It is acknowledged however that some roles allow a degree of flexibility in that an employee may be physically unable to attend work at the University but may be able to undertake some University duties at home. Such requests will only be considered if made by the employee with an indication of the work to be undertaken and where it is approved in advance by the employee’s line manager.

Unless working from home has been approved in advance, the absence will be deemed to be sickness absence. The Working Locations Policy can be found via the following link:
	Working Locations Policy (Section 3.4) 

7 Resignation Form available to download
The Resignation Form is available in Microsoft Word format and will be available to download from the HR website.  It requires the signature of the employee and the line manager so it will still have to be returned in a hard copy format.  The form itself remains largely the same, and continues to require essential information (for HESA purposes) such as the Leaving Destination. 
Resignation Form

Developments in Employment Law
Workplace dispute resolution (Employment Act 2008)
1. Due to come into force on 6 April 2009. 
1. Employment tribunals will be able to alter awards by up to 25% where an employer or employee unreasonably fails to comply with the ACAS Code. 
1. No longer an obligation to hear grievances from ex-employees.
1. [bookmark: update]Revival of Polkey - compensation for unfair dismissal should be reduced if the dismissal was unfair on procedural grounds (i.e. because the employer adopted faulty dismissal procedures) but the employment tribunal is satisfied that the employee's conduct was such that he or she would have been dismissed anyway if proper procedures had been followed.
1. There will be transitional arrangements as existing rules will continue to apply where:
4. Act leading to grievance has started, or taken place, before 6 April, or
4. Employer started relevant disciplinary or dismissal action before 6 April

The Draft ACAS Guide on discipline and grievances at work will supplement the Draft Code of Practice on discipline and grievance when the new arrangements come into force on 6 April 2009.
The Guide aims to provide “good practice advice for dealing with discipline and grievances in the workplace”.  
The Code itself is of crucial significance because employers can be penalised by employment tribunals for unreasonable failure to follow its provisions.  
Equality Bill
Will come into effect in 2009 to consolidate and simplify existing discrimination law by bringing it into one piece of legislation. It will address continuing pay inequality and increase the possibility of positive action to promote equality at work.
Agency Workers Directive
Agency workers will be given the same basic employment conditions as comparable permanent employees working in the organisation (e.g. pay, SSP, pension, holidays). The additional benefits for agency workers under the directive include awareness of job vacancies and restrictions on poaching. 
Flexible working
From April 2009, the right to request flexible working arrangements will be extended to parents of children up to the age of 16.
Independent Safeguarding Authority
This will replace the Criminal Records Bureau as a one-stop shop with a centralised process via online application and should enable quicker vetting processes than at present.
Relevant case law developments
Disability Discrimination by Association
Direct disability discrimination on grounds of third party’s disability is unlawful, but this does not extend to reasonable adjustments i.e. reasonable adjustments are only applicable to the disabled person.
Sick leave/Annual Leave
Annual leave accrues during sick leave, and the accrual should be carried forward where sickness overlaps the annual leave year, or the employee should receive payment-in-lieu on termination. This is the decision reached by the European Court of Justice in a long running case. The matter has now been referred to the House of Lords for implementation into UK employment legislation. This is not expected until late 2009/early 2010 and therefore the University does not intend to make any changes to current practice until then.
On the horizon
Sickness Absence
There are plans to replace GP sick notes with 'fit notes'. The new format notes will switch the focus to what people can do rather than what they cannot. The aim is to introduce the new system in the second half of 2009.
The Government hopes that the new style notes will be produced in electronic format.  Electronic sick notes are currently being tested in Wales and the results of the pilot will determine the speed of any wider move away from paper-based reporting.
In parallel with the new reporting regime, a national training programme is being designed to improve GPs’ knowledge, skills and confidence when dealing with health and work issues and to enable them to adapt the advice they give to help people stay in, or return to, work.
See the full report 
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