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Introduction
The National AIDS Commission (NAC) is an equal opportunities employer and is committed to good practice management policies characterized by non-discrimination at point of recruitment or subsequently against applicants or employees who are HIV positive.

This HIV/AIDS employment and work place policy complements and is broadly consistent with the requirements and objectives contained in the National HIV/AIDS Policy booklet and the NAC Staff Regulations.

Background
Why should we have WP Policy for Staff?
HIV/AIDS is clearly the biggest tragedy of our time. Over 40 million people world wide are living with the disease and many more are affected in different ways. In excess of 2 million people are living with the virus and AIDS remains an efficient killer.
There are a variety of employment “best practices” that should be adopted by all organizations in high prevalence countries in order to prevent and mitigate the impact of HIV/AIDS on their staff. These include comprehensive prevention programs (information, behavior change, contraception), counseling with and without testing, medical support (including the provision of anti-retroviral drugs), adaptation of working arrangements, multi-skilling; and modifying employee benefits. 
Many private and public sector organizations and companies have work policy for staff. The public education sectors in countries in the region have also begun to make concerted and systematic efforts to formulate WP policy and implement WP programs for teachers and educators.

Therefore, the NAC as a caring and sympathetic employer also recognizes HIV/AIDS as a very serious challenge for all of us – including our employees. We hope this policy and the work place program that we are going to design and implement will go some way to improving awareness and providing support to staff that are infected and/or affected.
Policy Framework

The NAC will:
· Implement staff friendly management policies including the principle of non-discrimination against HIV positive staff;  

· No one will be forced to take an HIV test and the NAC will not insist on compulsory testing or screening of employees for HIV on recruitment.  However, the NAC considers it reasonable to require new recruits to provide proof of fitness for work.

· All reasonable steps will be taken to accommodate HIV+ staff by providing a rest room as appropriate, arranging flexible working hours to ensure important medical appointments are kept, reviewing and redefining job descriptions to reduce level of stress and considering job-share arrangements.  

· Provide training and education in HIV/AIDS to all staff;

· Arrange for the provision of voluntary counseling and testing on a confidential basis;

· Supply free male and female condoms using culturally appropriate methods and on a confidential basis;

· Arrange for all employees the provision of medical treatment for all HIV and AIDS related conditions including Anti Retroviral Therapy (ARV);

· Implement this policy through expanded medical benefits for HIV positive employees.

   
  

Financing Arrangements
It is proposed that ARV treatment costs should be budgeted for and charged to the same code that staff medical costs are charged to already. HIV/AIDS awareness training too will need to be funded under the existing staff development charge code.

Guiding Principles of the NAC Policy on HIV and AIDS

· The NAC is an equal opportunities employer and will not discriminate against applicants or employees who are HIV positive.

· All our employees, including those who are HIV+, will be treated with understanding and respect. HIV status will not be taken into consideration when assessing suitability for promotions or renewal of contracts which will be decided only on merit and availability of vacancies.

· The NAC expects and requires all staff to support this policy through appropriate work place behavior. Acts of discrimination against, or harassment towards, an HIV+ officer, on the basis of his/her infection, will be considered a disciplinary offence.

· The NAC recognizes the duty of confidentiality towards employees who are HIV+. The sero-status of an employee is personal medical information and will not be shared with others without the employee’s prior consent, preferably in writing.

· The NAC also understands that people with HIV/AIDS may have special needs in the workplace. Every reasonable effort will be made to accommodate those needs, within the limits of what is practical and feasible in any given situation (see section 3.2). Every effort will also be made to offer continuing employment to those who are HIV+, as long as they remain able to work safely and to acceptable standards of performance and attendance.

· The NAC will pursue a policy of enhanced ongoing HIV/AIDS awareness training involving all staff using low cost in-house arrangements. This prevention education training will help to prevent the spread of the virus, and to promote better understanding of its causes and consequences.

The NAC has developed draft HIV/AIDS workplace policy (WP) for its employees in line with the overall objectives of the National HIV/AIDS Policy as well as the NAC’s Staff Regulations. This short document describes the work place program for staff and also aims to develop, clarify and strengthen the links between the WP policy and actual programme of activities.

Goals of Program
The twin core objectives of the workplace programme are to:

· prevent further HIV infection, and 

· create a supportive environment for all staff, both those who are living with HIV/AIDS and those who are not. 

Additionally, since the NAC is tasked with the critical function of encouraging and supporting other organizations in the country to develop workplace programmes for their staff, it feels obliged to lead by example.

Primary Objectives of the Programme
The key objectives of the NAC Workplace program for staff are to:

· bring the reality of HIV/AIDS to all employees;

· communicate NAC’s management approach to contain the spread of HIV amongst its employees and their families;

· achieve understanding and insight by all into the impacts of HIV/AIDS on the organization;

· communicate the treatment, care and support structures and services (within the NAC and outside) that are available to infected/affected employees and their families;

· maintain a stable workforce and minimize the adverse impacts of the epidemic on organizational performance;

· provide peer education, STD treatment and counseling services to employees. 

Responsibilities of Management 

The NAC Senior Management, particularly all Directors and Heads of units, will have the responsibility to:

· demonstrate understanding and deep commitment to the workplace policy and the programme;

· allow time for staff to take part in programme activities;

· formalize the job descriptions of anyone involved in programme planning, coordination and implementation in order to facilitate their work and increase their credibility;

· monitor the implementation of programme activities;

· ensure that sufficient resources are made available to the programme;

· document and share lessons and best practices with interested TACAIDS partner organizations in Tanzania.

Staff Responsibilities
The responsibilities of NAC staff are to:

· assume responsibility for their own health and wellness;

· fully participate in the programme and demonstrate ownership;

· respect the privacy and confidentiality of those living with HIV;

· take the skills and lessons learnt through the workplace programme back to their families and communities to influence positive values and attitudes towards the disease;

· participate in collaborative partnerships with other organizations to disseminate “promising” interventions. 

WORKPLACE PROGRAM

NAC senior management will work with staff to establish a small HIV/AIDS WP Committee (4 – 5 members) that will plan and facilitate the programme implementation process. It also proposed that the Committee will be chaired by the HR&A Officer.

Education Program

Education and training for staff will be ongoing. This will allow programme effectiveness to be closely monitored and ensure that employees keep thinking about the issues. Training will take place in small groups in informal workshop settings, so that all employees can feel comfortable in asking questions and discussing issues openly and candidly.

The education programme will aim to:

· prevent the further spread of HIV amongst staff and their families;

· prevent unfair discrimination against HIV-infected employees;

· facilitate the fair management of employees living with HIV;

· demonstrate NAC’s commitment to addressing HIV/AIDS in our working environment.

The primary mechanisms for education will be (a) workshops for senior managers and staff and (b) implementation of a peer educator programme. This can be arranged through local training providers as appropriate. Staff to be considered for training as peer educators need to demonstrate certain qualities such as interest in the programme, empathy, personal familiarity with the epidemic, good communication and interpersonal skills. Staff that are open about living with HIV-infection, are even more effective as activists and peer educators in terms of giving the disease a human face and helping to dispel fears and misperceptions about the epidemic.

The specific content of the staff education programme to be determined in consultation with the staff, management, HIV/AIDS WP Committee and the local training provider appointed to facilitate the process, should also include aspects of home-based care and site visits to such centres.

The education programme might include the following broad elements:

· HIV Awareness and Prevention including Life Skills

· Condom education and promotion

· Universal precautions

· STD management

Overall, the education programme should provide employees with skills to help them adopt behaviours that will protect them from HIV-infection and also demonstrate tolerance and understanding towards people infected with the virus.

A proactive approach to the provision and sharing of information will ensure that employees are able to work together as a team without discriminating, victimizing or stigmatizing those who are infected/affected. 

An open and caring attitude at the workplace towards the disease will strengthen the resolve of infected employees and encourage them to disclose their status and to work with others without fear. Similarly in a more open and supportive working environment, sick colleagues will feel less tortured about being absent from work and will be more prepared to take long term sick leave if this is necessary. 

Condom Education and Promotion
Condom education and promotion will be an integral part of the education programme. Employees who are well informed about the value, function of condoms and how to use them will not be offended by their sudden appearance in the workplace. Trained peer educators will initiate discussions on the advantages of using condoms and assist with condom distribution. Many people are self-conscious about being seen buying or collecting condoms from dispensers in open places or from health workers. Various creative and culturally responsive strategies that will help condoms socially acceptable and accessible will be identified and implemented by the HIV/AIDS Committee.

Testing and Disclosure

Available evidence suggests that comprehensive voluntary testing with professional pre- and post-test counselling is essential for both effective prevention and mitigation of 

HIV /AIDS  

The NAC through its workplace programme will encourage staff to test for HIV. The most important incentive is the knowledge that if one tests positive, the necessary anti-retroviral treatment will be made available.

Similarly with appropriate education, training and support, infected employees will be increasingly prepared to divulge their status, knowing that their colleagues will do all they can to support them, both emotionally and professionally.
Care and Support Programme

It is very important that staff are able to access high quality counselling support and be assured of total confidentiality. The HIV/AIDS WP Committee will investigate the possibility of using outside agencies to provide stress management and counselling support to staff that need such services.

The NAC recognizes that different levels of counselling will be required at different stages i.e. at the initial diagnosis, support will be given to deal with and come to terms with the new reality of infection. Later on, lifestyle counselling including financial planning, inheritance and succession planning (writing a will), nutritional advice and other lifestyle changes will be required. During the AIDS period, counselling and support will focus on coming to terms with constant illness and prospect of death as well as loss and grief for the other members of the family.

Nutritional Advice
The energy needs of a person with HIV increase by 20 per cent and HIV causes numerous vitamin deficiencies. Infected individuals also need to eat food that is high in anti-oxidants in order to reduce the level of damaging free radicals in the body. The WP programme will provide comprehensive information on nutrition to all staff. 
Universal Precautions and Infections Control Programme
Accidental transmission of HIV in the workplace may occur when there is an accident involving contaminated blood. This aspect of the workplace programme will ensure that first aid kits are available and adequately stocked at all times and that a few members of staff are trained to administer emergency first aid. First aid volunteers will be provided with the necessary equipment and skills, especially universal infection control procedures to protect themselves and other workers. The equipment and skills will need to be applied consistently in all accidents/injuries, no matter what the person’s HIV status may be.  Universal infection control procedures also help to control the spread of other infections such as hepatitis and TB.

The Provision of ARV
· Depending on senior management and Board of Commissioners approvals, the NAC will meet part (decision to be made on specific %) of the cost of the full provision of ARV, including all necessary blood tests, viral load testing and treatment for sexually transmitted infections for all staff. 

· To be effective, ARV treatment must be accompanied by regular specialist tests. The NAC will make arrangements with appropriately experienced medical providers who are able to provide the full range of diagnostic equipment and drugs to facilitate full and effective administration of the ARV treatment regimen.

· In order to implement this important commitment, the NAC will provide a special extension to existing medical benefits for HIV+ staff to cover all additional aspects of HIV treatment. HR Unit will define what the practical arrangements are including staff contribution level and identify preferred medical providers through whom the service will be arranged. If staff are asked to meet a proportion of the costs (cost sharing) it is important to ensure that these are sums that all can afford.

· It is proposed that the availability of ARV is limited to staff and their spouse (if infected) only. This will need to be reviewed as need arises.

· ARV will not be extended to cover children or other dependants.

· Those who are eligible are those who are currently working for the NAC. (Clear eligibility criteria will need to be developed with guidance from HR Unit so that the scheme is not open to abuse). However if the officer chooses to leave, or is dismissed for misconduct, all medical benefits, including for HIV, will end in accordance with contractual entitlements.

· In all other circumstances ARV treatment, once started, must be for life. It is proposed that the NAC will, therefore, continue to contribute towards the cost for treatment for life if the person is already on treatment though retired, or is made redundant, or retires on medical grounds.

· It is absolutely essential that staff receiving treatment are very clear on the importance of adhering strictly to the ARV drug regimen, and that sharing of drugs will lower their efficacy. Staff will need to be counseled on this through the medical provider.

· Staff must therefore be very clear about their own responsibilities and how very important it is to follow medical instructions and advice.

· The NAC will also ensure that the medical insurance scheme or medical provider (hospital, clinic etc) through which the service is arranged are fully competent and that their facilities are of sufficiently high standards.

Prevention of Mother to Child Transmission (PMTCT)
Staff should be made aware that mother to child transmission of HIV can be avoided at little cost by means of drugs such as Nevirapine just before and shortly after the birth of the baby. Through the staff training and awareness program, employees should be informed about the availability of such interventions and where they can get specialist help and support where they live or in Tanzania.
Monitoring and Evaluation
Two aspects of the WP programme will need to be closely monitored:

· The impact of HIV/AIDS in our workplace

· The effectiveness and impact of the WP programme of activities

Regular monitoring will help in ensuring that the activities of the programme are appropriate and effective.

HR&A Officer will work closely with the WP Committee to establish baseline information on HIV/AIDS in the workplace, through a simple survey of indicators at the start of the programme. The baseline will include measurable indicators of interest. For example, the number of condoms distributed at the outset of the programme. 

Useful and important outcome indicators include:

· Condom distribution (number, gender-disaggregated utilization trends, if possible);

· Degree of openness amongst staff to talk about the disease and willingness to offer help to other colleagues;

· Number of employees opting for VCT services;

· Number of pre-marriage tests for HIV;

· Degree of staff satisfaction with WP programme (conduct a simple employee satisfaction survey);

· HIV and STD prevalence amongst staff (cases of new infections);

· Illness and absenteeism (keep clear, traceable records)

· Number of AIDS related deaths in service
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