	XYZ HIV/AIDS AT WORKPLACE POLICY

Ist March 2010 to 28th February 2012


Please note:

This is a CSO’s draft policy, with the name ‘XYZ’ replacing the actual organization’s name.  It is not a perfect policy, nor is it included here for other CSOs to ‘cut and paste’.  Instead, we hope it will give you the sense of what a policy might look like, and may provide ideas for your CSO’s own policy.
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1.0 Recognition of HIV and AIDS as a workplace issue

We have high HIV prevalence rates and also due to the nature of work in XYZ that involves staff mobility, XYZ staff are at risk of HIV infection and also more likely to suffer impacts of the AIDS epidemic. Employees are the most important resource that XYZ has. As a caring organization and one that upholds justice and respects human rights and human dignity, XYZ through this policy states her position on HIV and AIDS response at workplace.

2.0 Policy Objectives

XYZ HIV/AIDS Policy is intended to:-

2.1 Reduce the risk of HIV infection for XYZ staff and their dependants

2.2 Promote quality of life and increase productivity for XYZ staff living with or affected by HIV and AIDS.

2.3 Promote access to care, treatment and support services for XYZ staff and their dependants living with HIV and AIDS

2.4 Create an environment devoid of stigma and discrimination on the basis of real or perceived HIV status

2.5 Provide guidelines for XYZ management in addressing HIV and AIDS issues at work place

2.6 Brand XYZ as a responsible and caring employer that promotes and respects human rights. 
2.7 Promote shared responsibility and confidentiality amongst all XYZ staff

3.0 Scope 

The target for this policy are all XYZ employees (whether permanent, temporary or on trial employment) and their dependants (as defined by the XYZ human resource handbook.) For HIV prevention this policy will also apply to sexual partners who may not necessarily be legal spouse(s) and children as defined in the human resource handbook
.
4.0 Guiding principles

The core principles for the interpretation and application of the policy are:

· Participation: 

All members of staff and units of XYZ have and shall be involved in development and implementation of the Workplace HIV/AIDS policy and policy implementation plan. The employer shall participate by ensuring adherence to the policy at all times, while staff will take responsibility for their own health and seek necessary prevention, treatment, support and care services as well as support other staff in need.
· Rights Based Approach: 

The interpretation & implementation of the policy shall embrace rights based approach in order to safeguard the rights & dignity of all staffs, regardless of their actual or perceived HIV status in all aspects of human resources management and in their work.

· Gender equity: 

There is overwhelming evidence that women are at a greater risk of infection than men and that women bear a heavier burden of caring for those infected and affected by HIV & AIDS. Men with alternative sexualities are also at higher risk of HIV infection.  Special consideration will be given to both groups.
· Stigma and Discrimination:  

XYZ will seek to eliminate stigma associated with HIV/AIDS by ensuring that staff have correct and sufficient knowledge as well as the right attitudes. The organization will also ensure that staff are neither stigmatized nor discriminated on the basis of their sexual orientation.
· Greater involvement of People Living With HIV and AIDS:  

XYZ will support initiatives by staff, for staff and their families that are     aimed at ensuring increased access to information and services by staff and families infected or affected by HIV. Particular emphasis will be placed on supporting greater participation by PLHWA to enable them derive psychosocial and emotional support and ensure that they develop interventions that are sensitive to their needs.
5.0 Responsibility for implementation
The overall responsibility for implementing this policy rests with the Director.  Day to day responsibility lies with the HIV/AIDS workplace committee.  Members of that committee will have their responsibilities included in their job descriptions, which will form a component of performance appraisal.

6.0 HIV screening, recruitment and employment

Everyone has a right to employment regardless of their HIV status. More so it makes no medical sense to conduct HIV screening before recruitment. On this XYZ makes the following provisions:-

6.1 That the only medical criterion for employment shall be fitness to work 

6.2 And that HIV infection does not constitute lack of fitness to work

6.3 As such, XYZ will not require and therefore will not conduct HIV screening as a prerequisite to recruitment

6.4 There is no obligation for applicants or XYZ employee to inform the employer about their HIV status

6.5 XYZ employees will not be denied continued employment based on their perceived or real HIV status

6.6 No employee will be denied or discriminated in promotions, access to training and career development or other benefits entitled to XYZ staff based on their perceived or real HIV status.

6.7 XYZ will encourage recruitment of HIV positive people especially in HIV and AIDS related positions.

6.8 No questions or reference during recruitment should be made that can be considered as obliging the candidate to be tested  for HIV

7.0 Confidentiality

Employees need to be assured of a safe and secure work environment where confidentiality of their HIV and other medical information is fully respected by the organization. Confidentiality is a very important component for the success of a HIV and AIDS at workplace programme. It promotes voluntary disclosure by staff and hence enhances access to support, care and treatment services in an environment devoid of stigma and discrimination. Towards ensuring confidentiality in the event where an employee discloses that they or their dependants are living with HIV, the following will apply:-

7.1 Should XYZ employee disclose that they or their dependants are living with HIV, XYZ will fully respect their confidentiality

7.2 HIV and AIDS related information just like any other medical information for employees and their dependants shall be kept confidential

7.3 Employees, volunteers and consultants working for XYZ shall sign a commitment to confidentiality form before engagement

7.4 Any XYZ employee who breaches the confidentiality clause shall face disciplinary action as per the human resource handbook

7.5 An employee living with HIV and AIDS can voluntarily and in written form or otherwise disclose their HIV status as a way of addressing stigma and discrimination; XYZ will however not compel any employee to make such a disclosure

7.6 Any staff wishing to declare their HIV status can do so through a counselor or a member of staff of their choice.
7.7 In the event that a member of staff discloses their status to another, the information will not be disclosed to any other person including human resources managers except with express consent of the concerned staff.

7.8 Health insurance and/or health management organizations seeking to manage staff medical schemes or contracted to provide such services will be required to ensure absolute confidentiality of all staff medical information including HIV/AIDS.

7.9 Health records used by service providers will be coded using a numbering system preferably computer generated to minimize chances of tracing this to a staff. Names shall not be used.

7.10 To create a conducive environment for status disclosure, XYZ will promote mutual trust among staff and between management and employees.

7.11 XYZ will promote openness by encouraging employees living with HIV & AIDS to open up and declare their status. This is bound to not only reduce stigma and discrimination but also demystify HIV and encourage other staff to not only support their colleagues but seek counseling and testing services themselves.

8.0 Access to HIV prevention, treatment, care and support services

HIV prevention is an important component of a workplace programme. Access to Care, support and treatment services are also important to ensure that employees living with or affected by HIV and AIDS can live quality and dignified lives.

To achieve this, XYZ makes the following policy statements:-

8.1 XYZ will organize behavior change communication events targeting employees, their dependants and sexual partners

8.2 XYZ will develop a HIV/AIDS education pack/handbook that will be provided to all new and existing employees

8.3 All new staff will receive an induction on HIV and AIDS while continuing employees will receive regular updates and trainings on HIV and AIDS

8.4 XYZ will ensure access to good quality male and female condoms for all her employees

8.5 XYZ will ensure access to free, voluntary and confidential HIV testing for all her employees and their dependants

8.6 XYZ will ensure access to free STI diagnosis and treatment for all her employees and dependants

8.7 XYZ will either through paying for the treatment or partnership with other HIV/AIDS organizations ensure that employees and their dependants living with HIV and AIDS can access quality and confidential ART and treatment for opportunistic infection services.

8.8 XYZ will develop an inventory for HIV and AIDS prevention, care and treatment service providers. This will be made available to all staff

9.0 Occupational or other exposure

All precautions need to be taken at workplace to reduce the risk of HIV transmission at workplace. Under this XYZ makes the following commitments:-

9.1 All XYZ staff will be trained on use of universal precautions to reduce risk to of infection in case of accidents involving exposure to human blood

9.2 XYZ will refer staff for assessment regarding PEP in the event of rape or accidental exposure to HIV, assuming the staff member comes forward within 24 hours of the event.
9.3 XYZ will ensure availability of first aid kits in all the organization vehicles and in the offices. The kits will contain at least plastic or latex gloves, water proof plasters, cotton wool bandages and antiseptic

9.4 All XYZ vehicles will be fitted with well maintained safety belts which all passengers must use whenever the vehicle is moving.  
9.5 Selected XYZ staff in all offices will be trained on first aid skills

10.0 Stigma and discrimination
XYZ recognizes that stigma and discrimination fuels the HIV and AIDS epidemic and hampers access to prevention, care, support and treatment services. Stigma affects the health of employees living with HIV and AIDS leading to stress and depression which can lead to reduced productivity at workplace. XYZ affirms that employees living with HIV and AIDS are entitled to the same rights, benefits and opportunities as all other XYZ employees.  HIV and AIDS related stigma and discrimination will be actively addressed by addressing the workplace attitudes that fuel HIV and AIDS related stigma and discrimination.  In addressing this, this policy makes the following statements.

10.1 XYZ employees commit to protect their colleagues living with HIV and AIDS from stigma and discrimination

10.2 XYZ will not discriminate employees on the basis of real or perceived HIV status in the conditions of work including in staff development and career advancement

10.3 XYZ will undertake activities to address HIV and AIDS related stigma and discrimination at workplace including greater involvement of People Living with HIV and AIDS and promoting an open, accepting and supporting work environment for employees living with HIV and AIDS. 

10.4 Employees who discriminate other colleagues based on their real or perceived HIV status or being of their association with high risk groups will face disciplinary action as per XYZ human resource handbook

11.0 Reasonable accommodation

In order to ensure that employees living with or indirectly affected by HIV and AIDS can continue in employment as long as possible and also to ensure high productivity of the employees, XYZ through this policy makes the following commitments:-

11.1 Where possible and in the most reasonable way XYZ will redesign jobs to cater for HIV and AIDS affected employees

11.2 XYZ shall where possible consider redeployment of employees living with or affected by HIV and AIDS to lighter workloads

11.3 XYZ will where possible provide flexible working hours and time off for medical appointments and access to other HIV and AIDS prevention, care, support and treatment services 
11.4 Staff infected with HIV have the responsibility to attend medical appointments and to follow the advice of qualified medical practitioners in order to maintain their health and productivity 
12.0 Termination of employment

Under this XYZ makes the following commitments:-

12.1 HIV infection shall not be cause for termination of employment with XYZ.

12.2 All XYZ employees living with HIV and AIDS shall continue to work until declared unfit to work on medical grounds by a qualified medical practitioner

12.3 In the case of termination due to extended illness, all XYZ employees living with HIV and AIDS will be accorded same benefits as per XYZ Human Resource Handbook

12.4 In the event where an employee who was or had dependants accessing ART treatment resigns or has his or her employment terminated on medical grounds, XYZ shall ensure that such staff continues to receive treatment and such services for a period of not less than six months as the employee and dependants prepare to join another scheme.

12.5 Where possible XYZ will help such staff and dependants get enrolled into another AIDS related treatment schemes

13.0 Gender and Sexuality

XYZ recognizes that Gender inequalities and other biological factors increase the risk of women to HIV. At the same time, women are more burdened with HIV and AIDS care and support when a member of their household is affected by HIV and AIDS. This policy further recognizes the close links between HIV and Sexuality. Women and girls are at a higher risk of acquiring HIV infection on account of social, cultural, economic and physiological factors. Men who have sex with men are also at risk, particularly as their behavior is highly stigmatized and little HIV prevention information is available about anal sex.  To win the war against AIDS, Sex and Sexuality should be seen in a more positive way and people should be able to openly discuss about issues to do with sex and sexuality. On this, this policy makes the following statements:-

12.1 XYZ will regularly provide training to staff on issues of gender, sex and sexuality and their links to HIV

12.2 XYZ will ensure that a supportive working environment is provided at workplace where employees are not stigmatized and discriminated based on their sexual identity and preferences

12.3 Any employee who stigmatizes or discriminates a colleague based on their sexual identity will face disciplinary action

12.4 XYZ shall develop a sexual harassment policy which shall be disseminated to all employees

12.5 All employees will sign the sexual harassment policy and any breach of the policy shall lead to disciplinary action

12.6 XYZ will ensure access to gender specific information and services by their staff including male circumcision, PMTCT among others

14.0 Review of the policy

The Regional Manager or his/her delegated employee will take lead of the review of this policy every two years. The Regional Manager or her/his agent will announce review meetings to all employees a month in advance and invite them to send in suggestions for amendments of the policy.

15.0 Budget and Work plan 

The HIV and AIDS task force under the leadership of the focal point and in consultation with the employees will develop a work plan annually towards implementation of this policy. The regional manager and the country managers will be responsible for ensuring that a budget is provided for the implementation of the developed work plans. 

16.0 Commencement

This policy came into force on 1st March 2010.  This policy will be part of the induction or orientation package for all new XYZ staff. An extract statement of commitment signed by the board of the XYZ will be circulated to all staff and posted in strategic locations of the XYZ workplace.

� Human Resource Handbook: Rules for conditions of  employment and guidelines for recruitment within XYZ






