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Summary
	This report details the policies which form part of the Council’s Total Reward Strategy and proposes that they are approved for introduction with PARIS pay and grading review.  



Recommendation(s)

	It is recommended that the Employment Committee approves for implementation with the PARIS pay and grading review:

1) The following new Total Reward policies:

· Career Break Policy, 

· Assisted Fertility Policy, 

· Domestic Abuse Policy, and 

2) The proposed amendments to the existing Professional Development and Qualification Policy (formally known as the Post Entry Qualification Policy).




Contact person for access to background papers and further information:

Name:

Karla Bailey
Extension:

1590
Background Papers
None

Background Information

	Financial Implications:

	None

	Legal Implications:
	None

	Human Resources Implications:
	None

	Asset Management Implications:
	None

	E-Government Implications:
	None

	Risk Management Implications:
	None

	Health and Safety Implications:
	None


1. Background 
The Council’s Total Reward Project Group has been working to produce a suite of policies as part of the overall Total Reward strategy which will:

· Support the implementation of the PARIS pay and grading review;

· Ensure we comply with employment legislation; and

· Enable Trafford Council to achieve its overarching aim to become ‘an employer of choice’.
The introduction of a Total Reward Strategy and suite of policies will: 

· Send a clear signal to our employees that we are committed to

a.    enabling them to grow and develop throughout their career with the    Council.

b.    supporting them when they are faced with difficult circumstances.
· Help the Council to attract and retain the calibre of employees needed to deliver the challenging transformation agenda, achieve efficiency savings and ensure quality service delivery.

· Provide guidance to managers and employees and ensure a consistent and affair approach to dealing with issues, avoiding inequalities in implementation and subsequent employee relations problems.

A number of policies were approved by the Council on 29th April 2009, as part of the Council’s decision regarding the revised pay and terms and conditions of employment as part of the PARIS project. These include:- Special Leave – Maternity and Adoption, Special Leave – Dependants, Emergencies and Bereavement, Flexible Working (including guidance on working annualised or compressed hours), Adoption Leave, Special Leave for Public Duties, a revised Flexi-Time Scheme and a Time off in Lieu Policy. 
2.  New Policies 

The following policies have been produced as part of the work ongoing to develop a full suite of policies as part of the overall Total Reward strategy. These have been developed with due regard to current employment legislation, best HR practice and a benchmarking exercise carried out with other local authorities.  Full, formal consultation has been undertaken with Senior Managers, Service HR teams and the Trade Unions. The policies have also been approved by CMT. 

Details of the three new policies are summarised below. Full copies of the policies are attached with this report: 

· Career Break Policy (see Appendix 1)

· Assisted Fertility Policy (see Appendix 2)

· Domestic Abuse Policy (see Appendix 3)

In addition there is one revised policy, which replaces and updates the existing Post Entry Qualification policy, which Employment Committee have previously approved. The main differences between this policy and the new policy are summarised below. 
2.1 Career Break Policy

This new policy allows employees the flexibility to take an unpaid break from work in order to develop their skills or concentrate on other aspects of their lives, for example caring for dependants, child care, or an activity relating to religion or belief.

Employees may request a short term unpaid career break of up to 6 months (Level 1) or a longer term career break of up to 5 years (Level 2).  All career breaks are unpaid.

At the end of a Level 1, short term career break, individuals will return to their substantive post and there will be no break in continuous service.  However, where individuals are awarded a Level 2, longer term career break, they will be required to resign from post at the start of the break and there will be a break in continuous service.  At the end of a longer term career break, individuals will have access to the redeployment register for 3 months.  There is no guarantee a post will be available in these circumstances but individuals returning to work for the Council will have their previous service aggregated in certain circumstances, for example annual leave.

See Appendix 1 for details of the full policy.

2.2 Assisted Fertility Policy

This new policy provides guidance for Council employees, including those in same sex partnerships or single people, who are undergoing assisted fertility treatment or investigations relating to fertility.  

The policy provides for employees undergoing investigatory treatment to take up to one day’s paid special leave within a 12 month period to attend hospital for tests.

Employees who go on to receive fertility treatment may take up to three days paid special leave (this includes any time taken for investigatory treatment) within a 12 month period, to attend hospital appointments, to receive treatment and for immediate recovery time.
This policy replaces the current guidance contained in the Attendance Management guidelines on fertility treatment which require employees to take annual leave or flexi-time to cover fertility treatment.

See Appendix 2 for details of the full policy.

2.3 Domestic Abuse Policy

This new policy aims to provide guidance to managers and employees on the options which may be available to address the effects of domestic abuse in the workplace and to promote staff health, safety and welfare at work.  It also signposts employees to other sources of support.

The policy supports the Council’s Domestic Abuse Strategy and aims to raise awareness of domestic abuse issues, including the recognition that domestic violence may be experienced by individuals regardless of their age, gender, sexual orientation, financial position, culture, religion or belief. 

See Appendix 3 for details of the full policy.

2.4 Professional Development and Qualification Policy

This policy replaces the existing Post Entry Qualification Policy and provides support for individuals to pursue external qualification/training courses at two levels:

· Level 1 support – where the course/qualification is either a requirement of the job, a condition of appointment, or involves skills for life training.

· Level 2 support – where the course/qualification is relevant to the applicant’s job, although not a requirement, but may be important for career development or succession planning. 

Where Level 1 support is agreed the organisation will undertake to pay course fees in full and the individual will be entitled to the full range of additional support, including paid time off, examination leave, a text book allowance etc.  

Where Level 2 support is agreed the organisation will agree to make either part or full payment of fees but the individual is not entitled to any further support. 

2.4.1  Main Change

The main difference between the old and the new policy is the addition of Level 2 support, providing managers with the opportunity to award employees with a limited range of support to pursue a qualification/course where this is relevant to the employee’s role, although not a requirement, for example an Administrative Assistant based in HR who wishes to undertake the recognised HR CIPD qualification.  The qualification is not a requirement for the role; however, it is relevant and may also be useful for succession planning purposes. 

3. Next Steps 
Work is continuing on improving the Council’s Total Reward proposition and the next steps in the process will be to:

· Undertake a review of the lease car scheme and associated issues, including essential and casual car user allowances, mileage allowances, Appendix E terms (i.e. excess travel payments awarded to individuals required to move locations usually as a result of a restructure), environmental concerns, car parking etc and to develop proposals to ensure consistency and affordability in these areas.  

· Undertake an evaluation of the Access Trafford pilot Holiday Purchase Scheme, with a view to considering a roll-out of the scheme across the Council and developing proposals for consultation / approval.

These significant areas of work are yet to be scoped out in full and we are not able, at this stage, to attach a timescale to this. 
4. Recommendation

The Employment Committee is asked to approve for implementation with the PARIS pay and grading review:

1. The following new Total Reward policies:

· Career Break Policy, 
·  Assisted Fertility Policy, 
· Domestic Abuse Policy 
The proposed amendments to the existing Professional Development and Qualification Policy.
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