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Agenda Item:
POLICY & RESOURCES COMMITTEE 

3rd APRIL 2003
REPORT NO.  ACE/050/03/FM BY  ASSISTANT CHIEF EXECUTIVE

CONTACT OFFICER:   FIONA MACKAY, HUMAN RESOURCES ADVISER, (8244)
SUBJECT:


       FLEXIBLE WORKING
1.0
PURPOSE
1.1
The purpose of this report is to seek approval from the Committee for the Flexible Working Policy.  A copy of the policy document is attached.
2.0
SUMMARY

2.1
The Employment Act received Royal assent on 8th July 2002 and various regulations will take effect from April 2003.

2.2
The Act will place a duty on employers to give serious consideration to requests from parents of young children to work flexibly.  For the first time mother and fathers of young children will have a right to apply to work a flexible working arrangement.

2.3
This policy on flexible working will form part of a package which will assist employees seek a better work-life balance and form part of the Council’s umbrella of ‘family friendly’ policies.  
2.4
This policy has been agreed with the Trade Unions. 
3.0
RECOMMENDATIONS

3.1
It is recommended that the Policy and Resources Committee approve the Flexible Working Policy.
Valerie Watts

Assistant Chief Executive

[image: image1.png]’ ’g East Dunbartonshire Council




FLEXIBLE WORKING

1.0
Introduction  

1.1
The Employment Act received Royal assent on 8th July 2002 and various regulations will take effect from April 2003.

1.2
The Act will place a duty on employers to give serious consideration to requests from parents of young children to work flexibly.  For the first time mother and fathers of young children will have a right to apply to work a flexible working arrangement.

1.3
This policy on flexible working will form part of a package which will assist employees seek a better work-life balance and form part of the Council’s umbrella of ‘family friendly’ policies.  

2.0
Scope

2.1
The terms of the policy will apply to all employees of East Dunbartonshire Council.
3.0
The Right

3.1
Where an employee has worked for 6 months, serious consideration  must be given to requests from parents of children under  6 years of age or in the case of disabled children 18 years to work flexibly in terms of :-

� Hours

� Times

� Where the employee is required to work

4.0
The Criteria  

� The employee will have or expects to have responsibility for the child’s upbringing.

� By altering the working arrangement is able to care for the child.

� Not to have made a previous application for flexible working in the last 12 months.

5.0
The Procedure

5.1
The initial onus will be on the employee to make a considered application in writing.  They will only be able to make one application a year under the right and an accepted application will mean a permanent change to the employee’s own terms and conditions of employment.  It is important therefore that, before making an application, the employee gives careful consideration to which working pattern will help them best care for their child: any financial implication it might have on them in cases where the desired working pattern will involve a drop in salary; and any effect it will have on their employer’s business and how these might be accommodated.

5.2
Within 28 days the employer will arrange to meet with the employee.  This will provide the employer and the employee with the opportunity to explore the desired work pattern in depth, and to discuss how best it might be accommodated.  It will also provide an opportunity to consider other alternative working patterns should there be problems in accommodating the desired work pattern outlined in the employee’s application.  The employee will, if they so wish, be able to bring a companion or trade union representative to the meeting.
5.3
Within 14 days after the date of the meeting the employer will write to the employee to either agree to a new work pattern and a start date; or to provide clear business grounds as to why the application cannot be accepted and the reasons why the grounds applies in the circumstances.  The procedure will also provide for occasions when the employer will want to take further action before notifying the employee with their final decision.  
5.4
The procedure provides an employee with the right to appeal their employer’s decision within 14 days of it being notified to them. This may be done by using the grievance procedure.

6.0
Business Reasons

6.1
Flexible working is about investigating how tasks/work load can be completed and will involve initiative solutions to a changing labour market. The benefits to the organisation should include the following:-

� Increased staff retention

� Increased efficiency

� Reduced absenteeism

� Extended skill pool

6.2
The focus when considering a request for flexible working should be on managing outputs and maintaining the maximum level of service. 

6.3
Not all posts, situations duties or responsibilities are suitable for flexible working and an employer will be able to refuse requests where they have a clear and sustainable business reason. Reasons may include any of the following:-

� The burden of additional costs

� Detrimental effect on ability to meet customer demand

� Inability to reorganise work among existing staff

� Inability to recruit additional staff

� Detrimental impact on quality

� Detrimental impact on performance

� Detrimental impart on department

� Insufficient  work during the periods the employee proposes to work

� Planned structural changes

� The nature of the job and associated duties

7.0      Work Life Balance

This policy will form part of the range of benefits to employees that will facilitate the Council’s work-life balance objectives.

8.0
Related Policies

· Job Share Policy
9.0
Nationally and Locally Agreed Terms and Conditions

This agreement complements existing Council decisions and nationally agreed terms and conditions of service and the entitlement of individual employees to seek enforcement of their rights within nationally and locally agreed terms and conditions of service.
