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This Agreement supersedes all earlier Agreements and is between THE NATIONAL 
FEDERATION OF DEMOLITION CONTRACTORS LIMITED and THE UNIONS NAMED IN 

THE CONSTITUTION OF THE DEMOLITION INDUSTRY CONCILIATION BOARD SET OUT 
BELOW and provides that there shall be constituted a Joint Board in which shall be vested 
responsibility for the interpretation of  the Agreement and for the settlement of  disputes or 

differences arising out of  its operation.

Now it is agreed by the Parties to this Agreement as follows:

PART A

CONSTITUTION OF THE DEMOLITION INDUSTRY
CONCILIATION BOARD

 
1. THE DEMOLITION INDUSTRY CONCILIATION BOARD  
 shall consist of  representatives of: 

 (a) THE NATIONAL FEDERATION OF DEMOLITION CONTRACTORS  
  LIMITED; and, (b) UNITE the UNION.

 The Employers’ Side shall consist of  three representatives together with a Secretary.

 The Employees’ Side shall consist of  three representatives together with a Secretary.

 Each side shall appoint its own representatives and may arrange for the appointment of  substitutes   
 where necessary.

2. CHAIR AND VICE-CHAIR 
 The Board shall elect a Chair and Vice-Chair.

3. MEETINGS 
 Meetings of  the Board shall be held in London or at such other place as the occasion may require and  
 shall, on representation by either of  the parties, be convened by Joint Secretaries.  In any event, an  
 annual meeting shall be held in London.

4. VOTING 
 Ordinary voting shall be done by a show of  hands but shall be by ballot upon request of  either side.   
 Any decision, to be binding, must be carried by a majority of  votes on each side of  those present and  
 voting. The Secretaries shall be entitled to vote.

5. INFORMATION AND/OR EVIDENCE 
 The Board shall have the power to call for information and hear evidence of  any question, which may  
 arise for adjudication or settlement.

6. SUB-COMMITTEES 
 The Board may appoint such sub-committees as are necessary in its opinion for the transaction of   
 its business.

7. JURISDICTION AND EXTENT 
 The Board’s jurisdiction and interests shall extend to all matters relative to the industry, including  
 questions of  health, safety and welfare, as well as terms and conditions of  employment.

8. HONOUR CLAUSE 
 This Agreement, although not legally enforceable, has been entered into freely and voluntarily and   
 is intended to be binding in honour as between the parties.  The parties therefore undertake to take all  
 such steps as are reasonably practicable to prevent any persons covered by it from acting in breach of   
 its provisions.
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PART B

PREVENTION OR SETTLEMENT OF DISPUTES

1. The parties to the Agreement agree that in the event of  any dispute or difference arising between  
 their respective memberships or any of  them, every means of  effecting an amicable settlement shall be  
 exhausted before resorting to direct action.

2. Either or both of  the parties whom any difference or dispute which arises out of  the operation of  the  
 Agreement may request that the difference or dispute be considered by a Demolition Industry  
 National Disputes Commission or Panel as appropriate.

3. Such a request shall be made in writing to the appropriate Joint Secretary and on such reference   
 being properly made it shall be the duty of  the Joint Secretaries to confer and (if  the matter is  
 incapable of  settlement by them jointly) to convene as soon as possible a Disputes Panel or a  
 Demolition Industry National Disputes Commission for the purpose of  considering the difference  
 or dispute.

4. Decisions of  a Disputes Panel or of  a Demolition Industry National Disputes Commission shall be  
 final and binding upon both parties.

5. In no event shall such a decision form a precedent in any other difference or dispute outside the  
 demolition or dismantling industry.

6. Nothing in the foregoing arrangements shall be construed as conferring upon the said Panels or  
 Commissions the right to take decisions on matters of  general rulings on the Working Rule Agreement.

7. Disputes Panels shall consist of  a Chair appointed ad hoc together with the Joint Secretaries and shall  
 consider individual employment grievances and disputes arising between employers and employees.

8. Demolition Industry National Disputes Commissions shall be composed of  three representatives from  
 each side together with the Joint Secretaries appointed ad hoc, and shall:

 (a) Hold an enquiry without delay in the place where the dispute is occurring or about to occur or  
  elsewhere as may be deemed most expedient.

 (b) Take evidence from the parties concerned and otherwise enquire into the cause and nature of   
  the dispute.

 (c) Make sure reports and recommendations, as the Commission may think fit, are given to the  
  respective national governing bodies as to the settlement of  such dispute.

 (d) Give such directions as the Commission may think fit as to preventing a stoppage   of  work  
  or, in the event of  a stoppage having taken place, as to providing for a resumption of  work  
  pending consideration of  the report and recommendations under (c) aforesaid by the respective  
  national governing bodies and ratification or otherwise by them.

 



5

9. The expenses of  those appointed to serve on Dispute Panels and Commissions should be paid by their  
 respective organisations.

10. Reports by Disputes Panels and Commissions shall be laid before the Respective National governing  
 bodies of  each side as soon as practicable after they have been received and be dealt with promptly in  
 one of  the following ways:

 (a) The recommendations may be approved and in that case communications shall be exchanged  
  between the national governing bodies intimating that they will give effect thereto.

 (b) The recommendations may be disapproved wholly or partly in which case communications shall   
  be exchanged between the National governing bodies as to further steps, which shall be taken in  
  regard to the dispute or difference.

   
 
 
 Signed on behalf  of  the Employers’ Side
 For THE NATIONAL FEDERATION OF DEMOLITION CONTRACTORS LTD
 
 
 
 
 Howard M. Button, Chief  Executive, NFDC Ltd

  
 Signed on behalf  of  the Employees’ Side
 For UNITE the Union

   
 
 
 Jerry Swain, National Officer for Construction, UNITE the Union

 Dated this 20th day of July 2018
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WORKING RULE AGREEMENT

THIS AGREEMENT REGULATES the Wages, Hours and Working Conditions for operatives employed 
in demolition and dismantling work in England, Wales and Scotland.

DECLARATION OF INTENT

The National Federation of  Demolition Contractors recognises the Signatory Trades Unions within the 
Demolition Industry Conciliation Board Joint Council for the purposes of  collective bargaining. Both 
Parties are fully committed to the Working Rule Agreement and agree to ensure all operatives are in direct 
employment of  the Company [or its sub-contractors] and are engaged under the terms and conditions of  
the current Working Rule Agreement.
 
It is the purpose of  the parties hereto that all operatives:

 (a) Shall be in the direct employment of  a demolition and dismantling contractor or sub-contractor  
  and working in accordance with the conditions laid down in this  Agreement;
 (b) Shall be employed at the rates of  wages under the conditions laid down herein.

1. WAGES – GENERAL

 (a) The rates of  wages for demolition and dismantling operatives shall be those prescribed from time  
  to time by the Demolition Industry Conciliation Board (herein called “the Board”).
 (b) The guaranteed minimum weekly earnings of  demolition and dismantling industry operatives  
  shall comprise: The current weekly standard rates of  wages (hereinafter called “the plain time  
  rate”) at the rates fixed and promulgated by the Board from time to time.
 (c) The pay week shall be from midnight Sunday to midnight Sunday, but it shall be permissible for  
  wages to be made up to Friday nights.
 (d) The payday shall be Thursday, but where a day or days of  recognised public or winter holidays  
  occur in a pay week, wages may be paid on a suitable alternative day in that week.
 (e) Where an annual holiday occurs, the wages in respect of  the pay week immediately preceding 
  such a holiday shall be paid on the Thursday in the pay week immediately succeeding such a holiday.
 (f) Payments made under these Rules for Christmas Day, Boxing Day and New Year’s Day shall be  
  made on the payday in the first full working week immediately succeeding the winter holiday.  

2. PLAIN TIME RATES

 (a) General Operatives
  The categories of  Operatives have been revised as shown below, and the plain time hourly rates  
  shall be increased to the following: -
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 Category of  Operatives         Hourly Rate

           From 20/07/18   From 20/07/19
            £ p      £ p

 Supervisor         17.29     17.90

 Demolition Operative 3
 Topman/Chargehand      11.66     12.07

 Demolition Operative 2
 DRO          10.74     11.12

 Demolition Operative 1
 Demolition Labourer      10.10     10.45

 Demolition Operative Other
 Plant Operator        16.16     16.73 

The night shift shall be as the day shift rate plus 25%.

 (b) Watchman
  The rate per shift for watchman is as follows:

            Day     Night

 From 20/07/18        80.62     100.78

 From 20/07/19        83.44     104.31

A watchman’s shift during the day is the period during which a day gang would be working.    
During the night the shift is from the normal time of  operatives leaving work until the time  
of  starting next day.  Saturday afternoons until ordinary weekday time of  leaving off is to be  
arranged by the employee and paid at not less than half  the rate for a shift.

 (c) Mechanical Plant Operators (Plus Rates)
  These operatives shall be paid the basic plain time rate for labourers together with  
  the following rates: -

 Category of  Operatives         Hourly Rate

            20/07/18    20/07/19
             £ p      £ p
   

 Power-Driven Tools
 Operative using Power-driven Tools  
 such as Breakers, Percussive Drills,  
 Picks and Spades, Rammers      0.51     0.53

Continued over
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 Category of  Operatives          Hourly Rate

            20/07/18    20/07/19
             £ p      £ p
   
 Compressors
 Mobile or portable Air Compressor,  
 Operator of           0.54     0.56
 
 Mobile Cranes
 Self-propelled Mobile Crane on  
 Road wheels or Caterpillar tracks  
 including Lorry mounted: capacity  
 up to and including 2 tons      0.84     0.87
 
 All other mobile cranes      2.44     2.53
 
 Dumpers
 Over 0.8 cu metres up to and  
 including 3.85 cu metres struck  
 capacity          0.54     0.56
 
 Demolition Rigged Excavators
 Category A - Materials processing.    0.84     0.87
 
 Category B – Demolishing < 15 m.    1.34     1.39
 
 Category C – Demolishing < 30 m.    1.71     1.77

 Category D – All heights      1.98     2.05
  
 Operative attending Cranes or  
 Excavators (Banksman)       0.51     0.53
 
 Front-End Shovels
 Up to and including 0.8 cu metres.
  
 Over 0.8 cu metres up to and including  
 2.3 cu metres.         0.78     0.81
 
 Over 2.3 cu metres up to and including.   1.72     1.78

Continued
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 (e)  Asbestos Stripping/Removal
  Operatives involved in the asbestos stripping/removal process, carried out in accordance with  
  the provisions of  the relevant Asbestos Legislation or where the provisions of  the Asbestos  
  Legislation are applied (i.e. where stripping/removal process is contracted to be carried out in  
  accordance with the Regulations) will be: -

  From 20/07/18 + £2.35 an hour extra.   
  From 20/07/19 + £2.43 an hour extra.

 (f) Plant Drivers and Preparatory and Finishing Work
 Drivers of  plant are to be paid at ordinary hourly rates half  an hour before and half  an hour after  
 ordinary time if  required for preparatory or finishing work, such as refuelling, firing up, oiling round,  
 getting out, starting up, banking down, checking over, cleaning out and parking the machine.

 (g) Servicing at Weekends
 A shift of  eight hours at ordinary rate is to be paid to one operative for diesel and petrol excavator,   
 tractor, greasing, changing oil and general servicing, if  required to be done on a Sunday.  A shift of    
 five hours at ordinary rates is to be paid to one operative if  required to be done out of  working hours  
 on Saturday.

 (h) Exceptionally Rigorous Conditions
 Operatives engaged in conditions on any site which are obnoxious or rigorous to a degree in excess of   
 that normally encountered in the demolition and dismantling industry shall be paid:

  From 20/07/18 + £0.45 an hour extra.   
  From 20/07/19 + £0.47 an hour extra.

 (i) Foreman and Fitters
 The rates of  wages for foremen and fitters shall continue to be dealt with between individual employers  
 and their foreman and fitters in accordance with their long-standing practice; provided always that such  
 employees shall be entitled to annual holidays with pay in accordance with Rule 7 hereof.

 (d) Lorry Drivers
  Drivers of  lorries shall be paid the following hourly rates:

          
         From 20/07/18    From 20/07/19

 Class 1        £12.78      £13.23

 Class 2        £12.02      £12.44

 Class 3        £11.27      £11.66
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3. WORKING HOURS
 The normal working hours in the industry shall be: -

 Monday to Thursday: 8 hours per day
 Friday:      7 hours per day
 Total:      39 hours per week

4. OVERTIME
 (a) (i) Overtime shall be calculated from Monday to Friday inclusive after the normal weekly  
   working hours as prescribed in Rule 3 have been worked.
  (ii) Overtime shall not count until full time for the normal working week has been made; this  
   provision shall not apply unless the loss of  time is through the employee’s own fault.
  (iii) Overtime shall be paid at the rate of  time-and-a-half  for the first three hours on each of  the  
   following days: Monday, Tuesday, Wednesday, Thursday, Friday, subject to 4(a) (i) above.   
   Thereafter until starting time next morning, double time is payable.
  (iv) Saturday: time-and-a-half  from starting time until 4.00 p.m. afterwards and until starting time  
   on Monday, double time is payable.
  (v) Where, in any locality, any such day is generally worked and another day is, or other days  
   are recognised as a general holiday, one such other day shall be deemed a holiday for the  
   purpose of  this paragraph in lieu of  overtime payment for the holiday hereinbefore prescribed.

 (b) England and Wales
  All the time worked in England and Wales during normal working hours and until starting time  
  the following morning on Good Friday, Easter Monday, the May Day Bank Holiday, the Spring  
  Bank Holiday, the Summer Bank Holiday, and Christmas Day, Boxing Day (or, where the latter  
  occurs on a Sunday, the 27th December) and New Year’s Day (or, where the latter occurs on  
  a Sunday, the 2nd January), provided that such holidays are recognised as holidays by the  
  Demolition Industry Conciliation Board, shall be paid for at double time.

 (c)  Scotland
  All time worked in Scotland during normal working hours and until starting time the following  
  morning on New Year’s Day, (or, where this occurs on a Sunday, the 2nd January) the second day  
  of  the year (excluding Sunday) the Monday at the Spring Holiday, a Monday in May, the Friday  
  immediately preceding the Annual Summer Local Trades Holiday, the Friday and Monday at the  
  Autumn Holiday, Christmas Day and Boxing Day shall be paid at double time.

5. SHIFT WORK
 It shall be permissible for the Industry to work on shifts.  Where regular shift working is in operation,  
 the following shall apply: -

 Day Shift     Ordinary Plain Time Rate

        From 20/07/18    From 20/07/19

 Night Shift     +£1.14      +£1.18
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6. HOLIDAY PERIODS – RESTRICTED WORKING HOURS
 Subject always to the general over-riding principles of  this Agreement, where on the night  
 immediately prior to, or immediately following, a public or other recognised holiday, work cannot  
 proceed, provided that the employee would otherwise have been available for work, they shall be paid  
 in respect of  that pay week (and excluding any overtime earnings) at their plain time rate for the hours  
 lost, so far as they fall short of  39 hours.

7. ANNUAL HOLIDAYS WITH PAY
 Holidays with Pay for employees in the demolition and dismantling industry shall be in accordance  
 with the Working Time Regulations 1998 and The Work and Families Act 2006 as agreed by the Board. 

 Holiday Entitlement
 For the period 2018-2020, Eligible employees are entitled to 22 days of  industry holidays plus 8 days  
 of  public and bank holidays.  The combined entitlement of  30 days will now accrue in total on a week  
 by week basis at the rate of  0.577 days per week of  service.

 The entitlement of  part-time employees shall be calculated on a pro rata basis by reference to a   
 full-time entitlement of  22 days’ holiday each year.  Part-time employees shall also receive a pro-rata  
 entitlement of  the public and bank holidays, regardless of  whether those days fall on their normal  
 working days.

 The changes are needed in order that the collective agreement remains fully compliant with the  
 provisions of  the Working Time Regulations. 

 Calculation of  Holiday Entitlement for Employees Who Leaves During the Year 
 For the period 2018-2020: To calculate accrued holiday entitlement it will be necessary to calculate  
 how many weeks the employee has been employed during the holiday year and multiply the number  
 of  weeks by 0.577. This will give the accrued entitlement.  

 It is then necessary to calculate how many days of  paid holiday (both industry and public/bank) the  
 employee has received during the same period.  If  the employee has been paid for less than the  
 accrued entitlement, then a payment in lieu of  the difference must be made with the final wage.  If,  
 on the other hand, the employee has been paid for more holidays than accrued an appropriate  
 deduction should be made from the final wage. This change removes the anomaly whereby employees  
 working in the spring for a few months receive more paid public holidays than employees working for  
 a similar period during the autumn where there are fewer public holidays.

 The employee shall not carry forward any accrued but untaken holiday entitlement to a subsequent  
 holiday year unless it is expressly permitted by the employee’s contract of  employment or the  
 Employee has been prevented from taking it in the relevant holiday year by one of  the following: a  
 period of  sickness absence or statutory maternity leave, paternity, adoption, parental or shared  
 parental leave. In cases of  sickness absence, carry-over is limited to four weeks’ holiday per year less  
 any leave taken during the leave year that has just ended. Any such carried over holiday which is not  
 taken within eighteen months of  the end of  the relevant holiday year will be lost.
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8. BANK AND PUBLIC HOLIDAYS

 (a) England and Wales
  The following are days to be recognised as holidays for purpose of  the Working Rule Agreement   
  provided that such days are generally recognised as holidays in the locality in which the work is  
  being done.

  • Good Friday
  • Easter Monday
  • May Bank Holiday
  • Spring Bank Holiday

  As a precedent the dates and periods of  a fixed close down will be defined in the contracted terms,  
  otherwise the following rules will be deemed as the default agreement. The contract or default  
  periods of  fixed closure will be defined and notified by the employer 12 months in advance. 

  Where a public holiday falls on a weekend then the first following week day will substitute for this day.

  The Easter (Spring) Holiday
  Other than the specified bank and public holidays there is no defined period of  closure.  

  Summer Holidays
  The Working Rule Agreement states that the summer holiday shall be two calendar weeks, not  
  necessarily consecutive, to be fixed in the ‘summer period’.

  Winter Holiday and Associated Public Holidays
  The Working Rule Agreement states that there shall be seven working days taken in conjunction  
  with Christmas Day, Boxing Day and New Year’s Day to give holiday of  two calendar weeks.  

  Remaining Holiday Entitlement
  The remaining accrued holiday entitlement will be taken as mutually agreed and in line with the  
  employer’s policy and expectations.

 (b) Scotland
  The following are days to be recognised as Public Holidays for the purposes of  the Working Rule  
  Agreement, provided that such days are generally recognised as holidays in the locality in which  
  the work is being done.

  • Monday in the Spring Holiday
  • The first Monday in May
  • Friday immediately preceding the Annual Local  
   Trades Holiday – As fixed the competent local authority
  • Friday and Monday at the Autumn Holiday – As fixed by the competent local authority
  • Christmas Day
  • Boxing Day
  • New Years’ Day

   As precedent the dates and periods of  a fixed close down will be defined in the contracted  
   terms, otherwise the following rules will be deemed as the default agreement. The contract or  

• Summer Bank Holiday
• Christmas Day
• Boxing Day
• New Year’s Day
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  default periods of  fixed closure will be defined and notified by the employer 12 months in advance. 

  Where a public holiday falls on a weekend then the first following week day will substitute for  
  this day.

  Members who require further information about the dates of  the holidays to be fixed by local  
  authority should consult the local authority where their business is located.

  The Spring Holiday and Associated Public Holidays
  Other than the specified bank and public holidays there is no defined period of  closure.  

  Summer Holiday
  The Working Rule Agreement states that the summer holiday shall be two calendar weeks, not  
  necessarily consecutive, to be fixed in the ‘summer period’.

  Winter Holiday and Associated Public Holidays
  The Working Rule Agreement states that there shall be seven working days taken in conjunction  
  with Christmas Day, Boxing Day and New Year’s Day to give winter holiday of  two calendar weeks.  

  Remaining Holiday Entitlement
  The remaining accrued holiday entitlement will be taken as mutually agreed and in line with the  
  employer’s policy and expectations.

9. PAYMENT FOR HOLIDAYS 
 The provisions of  the Working Rule Agreement provide that all holidays (Annual, Public and Bank)   
 are paid at the same rate.  Where the employee’s pay does not vary with the amount of  work done, a  
 week’s pay is simply the normal weekly wage for the contractual weekly hours, as defined by the  
 Working Rule Agreement.  When calculating holiday pay to comply with The Working Time  
 Regulations and the Working Rule Agreement where the pay varies because of  bonus arrangements,  
 piece work, overtime, shift allowances and premiums, travel and other allowances that are treated as  
 taxable remuneration, then a week’s pay is basically arrived at by calculating all taxable earnings  
 during the week as defined by the Working Rule Agreement averaged over the 12 weeks worked  
 immediately prior to the holiday.  A day’s pay is calculated by dividing the week’s pay as defined above  
 by the number of  hours in the normal week and multiplying it by normal hours in the particular day,  
 both as defined by the number of  hours in the normal week and multiplying it by normal hours in the  
 particular day, both as defined by the Working Rule Agreement.

 Payment for Work on Public Holidays
 All hours worked on a day designated as a Public Holiday shall be paid for at double time.  An  
 employee who has worked on a Public Holiday should be given another paid day’s holiday in lieu  
 and not paid holiday pay for the day worked.  The day in lieu should be taken by agreement between  
 the employee and the employer. 

 Night Work and Shift Work
 In the case of  night work or shift work, it is customary for a holiday period to commence and finish  
 at that start of  the shifts which include the midnight proceeding or the midnight at the end of  the  
 holiday period for normal day workers.
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10. MEAL INTERVALS
 Mutually agreed arrangements shall be made for the taking of  meals.  The interval or intervals for 
 meals, for which no payment shall be due unless expressed otherwise in the contract of  employment,  
 shall not exceed a total period of  one hour.

11. TRAVELLING AND SUBSISTENCE ALLOWANCES
 (For further guidance on taxation, please refer to Appendix B & C)

 When an employee is taken on at the job, or elsewhere than at the job, on the understanding that  
 their engagement commences on arrival at the job, they shall not be entitled to payment of  either  
 subsistence or periodic travelling allowances. 

 Any travel allowances or the provision of  any contractual benefits such as access to a vehicle will be  
 expressed within the contract of  employment and associated company policies.

 In all other cases the following provisions shall apply.

 Daily travelling allowances on the following scales for distances travelled in excess of  14 kilometres  
 (8.75 miles) each way daily from their home to the temporary location of  work.

 11.1 Transport Provided Free by Employers
   Where, at the discretion of  the employer, an employee travels by transport provided free by  
   the employer: -

   The first 14 kilometres each way: Nil.
   Exceeding 14 kilometres each way – 10.50p per kilometre for each kilometre or part of  a  
   kilometre in excess of  14 kilometres, one way.    

   The cost of  providing free transport by employers under this Rule in addition to the  
   appropriate monetary allowance shall be deemed to be a payment of  travelling allowances  
   to employees within the meaning of  the Rule.  The employee shall not be entitled to a fares  
   element (see sub-para (b) except for the straight-line distance exceeding six kilometres between  
   the centre of  the square in which the employer’s collection point lies and the home centre.

 11.2 Expenses Paid in Relation to the use of  Public Transport
    Where an employee travels by public transport: -
    The first 14 kilometres each way: Nil.
    Exceeding 14 kilometres each way – in accordance with the following scale, for the distance  
   measured one way.
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  Plus 3.1% Plus 3.1% Plus 3.5% Plus 3.5%

  2018 2018 2019 2019
  
 15 5.51 1.55 5.70 1.60 
 16 5.89 1.72 6.09 1.78 
 17 6.27 1.91 6.49 1.97 
 18 6.64 2.06 6.87 2.13 
 19 6.95 2.25 7.19 2.33 
 20 7.25 2.41 7.51 2.50 
 21 7.44 2.67 7.70 2.77 
 22 7.75 2.77 8.02 2.86 
 23 7.93 2.94 8.21 3.05 
 24 8.10 3.08 8.38 3.19 
 25 8.28 3.26 8.57 3.37 
 26 8.51 3.45 8.81 3.57 
 27 8.70 3.63 9.00 3.75 
 28 8.86 3.80 9.17 3.94 
 29 9.04 3.98 9.36 4.12 
 30 9.16 4.14 9.48 4.29 
 31 9.34 4.31 9.66 4.46 
 32 9.55 4.47 9.88 4.63 
 33 9.76 4.65 10.10 4.81 
 34 9.86 4.84 10.21 5.01 
 35 10.11 4.99 10.47 5.17 
 36 10.29 5.17 10.65 5.35 
 37 10.55 5.31 10.92 5.49 
 38 10.77 5.51 11.15 5.70 
 39 11.01 5.72 11.39 5.92 
 40 11.31 5.85 11.71 6.06 
 41 11.61 6.04 12.01 6.25 
 42 11.88 6.23 12.29 6.45 
 43 12.18 6.37 12.61 6.59 
 44 12.42 6.58 12.85 6.81 
 45 12.88 6.72 13.33 6.96 
 46 13.00 6.91 13.45 7.15 
 47 13.26 7.07 13.72 7.32 
 48 13.56 7.25 14.04 7.51 
 49 13.87 7.39 14.35 7.65 
 50 14.07 7.59 14.56 7.86

Fare
Allowance
Element
£ p 

Total  
Straight  
Line
Distance in 
Kilometres

Travel
Allowance  
Element
£ p 

Fare
Allowance
Element
£ p 

Travel
Allowance
Element
£ p

Continued over
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ꢀ 11.3ꢀ ConditionsꢀAffectingꢀDailyꢀTravel
    
   (a Employee’s Home
    An employee’s home is their registered permanent home or temporary accommodation  
    notified and acknowledged by the employer in advance of  any allowances becoming payable.

   (b) Measurement of  Distance
    All distances shall be measured on an Ordnance Survey Map in the one-inch or 1:50,000  

  Plus 3.1% Plus 3.1% Plus 3.5% Plus 3.5%

  2018 2018 2019 2019
  
 51 14.29 7.75 14.79 8.02 
 52 14.51 7.93 15.02 8.21 
 53 14.73 8.11 15.24 8.39 
 54 14.97 8.28 15.50 8.57 
 55 15.19 8.43 15.72 8.72 
 56 15.39 8.62 15.92 8.92 
 57 15.63 8.78 16.18 9.09 
 58 15.80 8.97 16.35 9.28 
 59 16.06 9.13 16.62 9.45 
 60 16.28 9.31 16.85 9.64 
 61 16.48 9.52 17.06 9.86 
 62 16.72 9.65 17.30 9.99 
 63 16.93 9.85 17.52 10.20 
 64 17.19 10.02 17.79 10.37 
 65 17.38 10.16 17.98 10.51 
 66 17.59 10.34 18.20 10.70 
 67 17.79 10.55 18.41 10.92 
 68 18.03 10.68 18.67 11.05 
 69 18.27 10.88 18.91 11.26 
 70 18.47 11.03 19.12 11.42 
 71 18.71 11.22 19.36 11.61 
 72 18.92 11.40 19.58 11.79 
 73 19.12 11.57 19.79 11.97 
 74 19.34 11.72 20.02 12.14 
 75 19.58 11.90 20.26 12.32

A distance measuring to part of  a kilometre is to count as measuring to the next highest kilometre.

Fare
Allowance
Element
£ p 

Total  
Straight  
Line
Distance in 
Kilometres

Travel
Allowance  
Element
£ p 

Fare
Allowance
Element
£ p 

Travel
Allowance
Element
£ p

Continued
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   series in a straight line from the centre of  the kilometre square in which lies the place where  
   their employer requires them to report for work (job centre), the centre of  each square being  
   taken as the intersection of  its diagonals. Alternatively, a web site based, or computer-based  
   programme may be used to identify the shortest travel distance.

  (c) Physical Geography
   Where special physical conditions such as river or mountain range make the operation of  such  
   straight-line measurement inequitable, the distance shall be measured in a straight line from  
   the job to the nearest crossing place, then in a straight line to the convenient centre in the area  
   in which the employee is living.  Where an employee is entitled to daily travelling payments,  
   he/she shall only be paid in respect of  the distance in excess of  14 kilometres (8.75 miles) one  
   way. Alternatively, a web site based, or computer-based programme may be used to identify  
   the shortest travel distance.

  (d) Limit of  Payment
   Whether transport is provided free by the employer or whether public transport is used, the  
   sum payable to employees in respect of  daily return travelling allowance shall not exceed the  
   statutory limit set by HMRC.
 
      (e) Employees in Respect of  Periodic Leave and/or Subsistence Allowances
   To qualify for daily travelling allowances in addition to periodic leave and/or subsistence   
   allowances an employee must show they are living as near to the job as there is  
   accommodation available.

      (f) Normal Working Hours
   The calculation of  working hours is complex depending on the employee’s circumstances.

   For more information, please see: -
   https://www.gov.uk/maximum-weekly-working-hours/calculating-your-working-hours 
 
 11.4 Periodic travel
   Periodic travelling allowances will be defined in the contract of  employment, or where this  
   does not exist then as follows:

   (a) Fares
    Fares shall be paid, or, at the option of  the employer, an employee may be conveyed:

   (i) From a convenient centre to the job at commencement of  their employment on the job;
   (ii) From the job to the convenient centre on termination of  their employment on the job by  
    their employers;
   (iii) To and from the job at the following periodic leave intervals:
    Jobs up to 128 kilometres from the convenient centre (measured in a straight line) – 6 weeks.
   (iv) Jobs over 128 kilometres from the convenient centre (measured in a straight line) – an  
    interval fixed by mutual arrangement between employer and the operative before the  
    operative goes to the job.

   (b) Payment for Time Spent Travelling Between the Convenient Centre and the Job

   (i) At commencement of  their employment at the job, providing that an employee shall not  
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   be entitled to such payment if, within one month from the date of  commencement of  their  
   employment on the job, they discharge themselves voluntarily or is discharged for misconduct; 
  (ii) On termination of  their employment on the job by their employer, provided that they are not  
   discharged for misconduct;
  (iii) In returning to the job (i.e. one way only) after periodic leave provided that they return to the  
   job at the time specified by their employer and provided also that the employee shall not be  
   entitled to such payment, if, within one month from the date of  his/her return to the job, they  
   discharge themselves voluntarily or is discharged for misconduct.

ꢀ 11.5ꢀ ConditionsꢀAffectingꢀPeriodicꢀTravel
    
   (a) Convenient Centre
   The convenient centre shall be a railway station, bus station or other similar suitable place in  
   the area in which an employee is living.

  (b) Measurement of  Distance
   All distances shall be measured in a straight line from the booking-on centre at the job to the  
   convenient centre in the area in which the employee is living. Where an employee is entitled  
   to periodic travelling time payments, they shall only be paid in respect of  the journey one way.      
   Alternatively, a web site based, or computer-based programme may be used to identify the  
   shortest travel distance.

  (c) Payment of  Fares
   Where in the case of  periodic leave employers do not exercise the option to provide free  
   transport, the obligation to pay fares may, at the employers’ option, be discharged by the  
   provision of  a railway or bus ticket or travel voucher or by reimbursing the rail fare.
 
 11.6 Travelling time payments

  (a) Time spent in periodic travelling is not to be reckoned as part of  the Normal working hours.
  (b) Periodic travelling time payments shall in no case exceed payment for hours per journey.
  (c) Periodic travelling time payments shall in all cases be at the basic contracted rates to the  
   nearest quarter of  an hour.

 11.7 Subsistence Allowances
   Subsistence allowances shall be paid to any employee necessarily living away from the place to  
   which they normally reside, at the rate of  £40.00 per night for the period ending 20th July 2020.  

   Subsistence allowances shall not be paid in respect of  any day on which the employee absents  
   themselves from work except that an employer shall pay subsistence allowance to an  
   employee in their employment in respect of  any such day covered by the Certificate of   
   Sickness/Injury aforementioned during which:

  (a) The employee is absent from work due to sickness or industrial injury, and
  (b) The employee continues to live in the accommodation the occupation of  which entitled  
   them to subsistence allowance immediately prior to the sickness or injury; and provided that  
   the employer receives from the employee, within 3 working days from (and including) the day  
   on which the absence due to sickness or industrial injury first occurs, and at such intervals  
   thereafter as the employer may require, a Medical Certificate of  Sickness/Injury relating to  
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    the sickness/industrial injury, if  greater than 7 days consecutively or 7 days linked within  
    a period of  8 weeks.

12.  GUARANTEED WEEKLY WAGES – AVAILABILITY FOR WORK

  12.1 Availability for Work
    ‘Availability for Work’ means that:
   (a) Unless otherwise specifically instructed by the employer or their representative, each  
    employee shall present themselves for work each weekday at the usual starting time of  the  
    shop, job or site and shall remain for work throughout normal working hours.
 
   (b) If  in the shop or on the job or site, work is not available for an employee in their own  
    occupation, they shall hold themselves ready and willing to perform work in any other  
    suitable demolition or dismantling industry occupation or at any other job, site or shop  
    where work is available.

   (c) In cases where abnormal weather conditions interrupt work over a period, suitable  
    arrangements appropriate to the circumstances for each case may be made by the  
    employer, by which employees shall register or establish that they are available for work on  
    each day.

  12.2 Guaranteed Weekly Wage
   (a) General
    An employee shall be guaranteed payment of  their guaranteed minimum or ordinary  
    contracted weekly earnings comprising of  the weekly standard basic rates of  wages for the  
    full normal working hours of  each complete pay week of  the period of  employment,  
    whether work is or is not provided by the employer and regardless of  temporary stoppages  
    through inclement weather or other causes beyond the control of  the parties.

   This guarantee is subject to the following conditions:
   • That throughout the normal working hours of  the pay week the employee is available for  
    work as defined above.
   • The guarantee does not apply to weeks of  Annual Holiday or to Winter Holiday or    
    Easter/Spring Holiday.

   The guarantee is reduced proportionately for any pay week in which:
   • The employee is engaged after the commencement of  the pay week;
   • The employee’s employment terminates before the end of  the pay week;
   • The employee is absent for part of  the pay week due to certified sickness or injury, or
   • The employee is absent for one or more days of  winter, Easter/Spring, Public or  
    recognised holiday.

    That where on a job or in a shop, collective action is taken by any employees employed  
    under this agreement, the employer shall at all times use their best endeavours to provide  
    continuity of  work for those employees who are not involved in the dispute and who  
    remain available for work.  If, because of  the industrial action taken, the employer cannot  
    provide such continuity of  work, the provisions of  the rule relating to guaranteed time  
    payments would be suspended until normal working is restored.
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  12.3 Loss of  Guarantee
    An employee who has not been available for work within the meaning of  the preceding  
    paragraph shall not be entitled to the weekly guarantee but shall be entitled only to  
    payment of  the appropriate proportion of  their guarantee minimum weekly earnings as  
    defined in clause 12.2 (a) above for half  the number of  any hours during which, although  
    available for work, they have been prevented from working by inclement weather or other  
    cause beyond the control of  the parties.

ꢀ ꢀ 12.4ꢀ TemporaryꢀLay-off
    Where work is temporarily stopped or is not provided by the employer and a pay week  
    during which the employee actually works is followed by a complete pay week during which,  
    although remaining available for work, they are prevented from performing actual work, they  
    shall be paid for that pay week their guaranteed minimum weekly earnings, as defined in clause  
    12.2 (a) above. Thereafter and while the stoppage of  work continues, and the employee is  
    similarly prevented from actually working, they may be required by the employer to register as  
    an unemployed person, in which event the provisions of  this Agreement relating to continuity  
    of  employment during temporary stoppage of  work shall apply to them.

  12.5 Disputes
    Disputes arising under this Rule shall, in the event of  no decision by the Board, and in  
    the event only, be referred by the Board to the Advisory, Conciliation and Arbitration  
    Service (ACAS) for adjudication.

13. STATEMENT OF PARTICULARS OF EMPLOYMENT
 This Working Rule Agreement shall be incorporated into the employee’s Contract of  Employment by  
 reference in the Statement of  Particulars under Section 1 of  the Employment Rights Act 1996.

14. CONDITIONS OF SERVICE AND TERMINATION OF EMPLOYMENT
 The employment of  all employees in the demolition and dismantling industry shall be upon the  
 following conditions that shall be equally binding upon both employers and employees. At the discretion   
 of  the employer an employee may be transferred at any time during the period of  their employment  
 from one job to another.

  14.1 Notice to be given
   (a) The period of  notice of  termination of  employment to be tendered by employees to  
    the employer shall be as given in sub-paragraphs (i) to (iii) below.  The period of  notice to  
    be given by employers to employees shall be as given in sub-paragraphs (iv) and (v) respectively: 
   (i) During the first six working days of  continuous employment with the same employer  
    (hereinafter referred to as “continuous employment”) – two hours’ notice to expire at the  
    end of  the normal working hours on any day.
   (ii) During the remaining time of  the first three weeks, (or part weeks ending with Saturday)  
    of  the continuous employment – one day’s notice (of  twenty-four hours) to expire at the  
    end of  normal working hours on Friday.
   (iii) On and from the commencement of  the fourth week of  continuous employment – one   
    week’s notice to expire at the end of  normal working hours on any day.
   (iv) In accordance with Section 86 of  the Employment Right Act, the notice of   
    termination to be given by an employer shall be:
   • No notice within the first month of  employment
   • Not less than one week if  their period of  continuous employment is between one month  
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    and two completed years.
   • Not less than one week for each completed year of  continuous employment if  their period  
    of  continuous employment is more two years or more but less than twelve years.
   • Not less that twelve weeks if  the period of  continuous employment is twelve years of  more.

  14.2     Gross Misconduct
    In cases of  gross misconduct, an employee may be summarily dismissed at any time  
    without notice or payment in lieu of  notice or as otherwise maybe set out in the 
    employee’s Contract of  Employment

  14.3 Termination of  Employment by Mutual Consent
    The employment may be terminated at any time either:
   (a) By mutual consent (which should be expressed in writing), or;
   (b) By a payment, in lieu of  the prescribed period of  notice, of  the amount to which the  
    employee would have been entitled under Section 86 of  the Employment Rights Act 1996  
    if  notice had been given.

  14.4     Continuity of  Employment
   (a) Temporary Stoppage of  Work
    When there has been a temporary stoppage of  work (e.g. through inclement weather), and  
    an employee who has been temporarily laid off under these Rules, is re-started by the    
    employer, the employment shall, for the purposes of  this Rule, be deemed to have been  
    continuous.

ꢀ ꢀ ꢀ (b)ꢀRegisteringꢀforꢀUnemploymentꢀBenefit
    In event of  an employee registering for unemployment benefit, in accordance with the  
    provisions of  Rule 16 and the contract of  employment not having been terminated by  
    either party, the employee subsequently resuming work with the same employer, the  
    employment shall be deemed to have been continuous for the purpose of  this Rule.

  14.5 Payments
   (a) Holiday Entitlement
    Notwithstanding the conditions prescribed in the Annual Holiday Agreement referred to in  
    Rule 7 entitlement to Holiday Pay should be in accordance with the provisions laid down by  
    the Working Time 

    Regulations 1998 and as agreed by the parties to the agreement, or as precedent within the  
    contract of  employment

   (b) Other Payments
    Except as provided by this Rule in respect of  the length of  notice required to terminate a  
    contract of  employment and in regard to payment in lieu of  notice, and by the rules  
    relating to payment in respect of  absences due to sickness or injury and in respect of  the  
    guaranteed minimum attendance payment and public holidays, the employer’s liability shall  
    be limited throughout the contract to payment only for time actually worked and engaged  
    by virtue of  a contract of  employment or this agreement.

  POINTS OF GUIDANCE
  The ACAS guide to Handling Discipline and Grievances at Work should be observed as a minimum.
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15. TRAVELLING AND EMERGENCY WORK  
 INSTRUCTED BY AN EMPLOYER
 If  an employee at their employer’s place of  business is sent from there, or if    employed on a job,  
 from that job to the site of  other work for the purpose of  doing any work, or, not being at work, is called  
 from their place of  residency at a time not within normal working hours, for the purpose of  carrying  
 out emergency work, they shall be allowed travelling expenses and time, at ordinary rates, occupied in  
 travelling one journey each way for the job.

 Normal working hours for the purpose of  this paragraph shall include night work hours where the  
 employee is for the time being employed on night work.

 
16. PAYMENT FOR ABSENCE DUE TO SICKNESS OR INJURY

  16.1 (a) Relationship of  Industry Sick Pay with Statutory Sick Pay
    Under Section 151 of  the Social Security Contributions and Benefits Act 1992, there  
    is provision for statutory sick pay, subject to conditions and eligibility.

    (b) Scope
    This rule applies to all employees between the upper and lower age limited and  
    subject to meeting the lower earning level contribution requirements defined by HM  
    Revenue and Customs and subject to change from time to time.
 
    (c) Qualifying Days
    For the purpose of  this rule and the SSP rules the “qualifying days” shall generally apply  
    in the industry are Monday to Friday in each week following and usually from the fourth  
    qualifying day.

   (d) Amount of  Payment
    An employee who during employment with an employer is absent from work on account  
    of  sickness or injury shall, subject to satisfying all the conditions of  the Act shall, be paid  
    for each qualifying day of  incapacity for work the appropriate payment due under SSP rules. 

ꢀ ꢀ ꢀ (e)ꢀ Notificationꢀof ꢀIncapacityꢀforꢀWork
    An employee shall not be entitled to payment under this rule unless during the first  
    qualifying day in the period of  incapacity their employer is notified that they are unable to  
    work due to sickness or injury and when the incapacity for work started.  Thereafter, the  
    employee shall, at intervals not exceeding one week throughout the whole period of   
    absence, keep the employer informed of  their continuing incapacity for work.

    Where an employer is notified later than this rule requires, they may nevertheless make  
    payment under this rule if  satisfied that there was good cause for delay.

ꢀ ꢀ ꢀ (f)ꢀ Certificationꢀof ꢀIncapacityꢀforꢀWork
    The whole period of  absence from work shall be covered to the satisfaction of  the employer  
    by a certificate or certificates of  incapacity for work. For the first seven consecutive days  
    of  sickness absence, including weekends and public holidays, self-certification will normally 



23

    suffice for this purpose. A certificate or certificates given by a registered medical 
    practitioner must cover any additional days in the same period of  absence.
 
    Note: For the purpose of  this clause a self-certificate means a signed statement made  
    by the employee, on a form that is approved by the employer, that they have been unable  
    to work due to sickness/injury for the whole period specified in the statement.

   (g) Qualifying Conditions for payment
    An employee shall not be entitled to the payment prescribed in clause above unless the  
    following conditions are satisfied: -

   (i) That incapacity has been notified to the employer in accordance with clause (e) above.
   (ii) That the requirements of  clause (f) above to supply certificate(s) of  incapacity for work  
    have been complied with.
   (iii) That the first three qualifying days (for which no payment shall be due) have elapsed in  
    each period of  absence, save a linking period.
   (iv) That the limit of  payment has not been reached in the Sickness Absence Period, subject  
    to the statutory sick pay rules within the Social Security Contributions and Benefits Act 1992.  

 
17.  B&CE DEATH BENEFIT SCHEME

   (a) An operative is entitled to a death in service benefit, of  £32,500 and doubled to £65,000  
    payable if  the cause of  death is an accident at the place of  work or an accident while  
    travelling to or from work, as defined in the Building and Civil Engineering Benefits  
    Scheme, which is published separately. 
   (b) Cover is to be provided by membership of  the B&CE Template Scheme.

    GUIDANCE NOTE
    Since the entitlement to death in service benefit cover is a provision of  the Working Rule  
    Agreement it follows that it constitutes part of  the terms and conditions of  employment  
    of  Demolition and Dismantling Operatives. Employers, therefore, who fail to observe the  
    Building and Civil Engineering Benefits Scheme shall themselves be liable for the  
    appropriate benefits in the event of  the retirement or death of  Operatives in  
    circumstances covered by the Rules of  the Scheme.

18. BEREAVEMENT LEAVE
 This procedure does not form part of  any employee’s contract of  employment. 

 In the event of  the death of  a member of  an employee’s family, the employee shall normally be  
 entitled to two days absence at average earnings.  Any further period of  absence may be granted by  
 mutual agreement between the employee and their employer.

 For the purpose of  this rule, “family” shall include the parents and children of  the employee whether  
 adopted or otherwise and the employee’s spouse, and no other person save at the discretion of  the  
 employer.
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19. TIME OFF FOR PUBLIC DUTIES
 This procedure does not form part of  any employee’s contract of  employment. 
 The employer will permit employees to perform public duties that they may be committed to  
 undertake and so will give them time off to do so where it does not conflict with the operational needs 
 of  the business. The employer is not legally obliged to grant paid leave for these purposes. 

   19.1 Jury service
     The employee should tell their line manager as soon as they are summoned for jury  
     service and provide a copy of  their summons if  requested.

     Depending on the demands of  the business the employer may request that the  
     employee applies to be excused from or defer their jury service.

     The employer is not required by law to pay the employee while they are absent on  
     jury service. The employee will be advised at court of  the expenses and loss of   
     earnings that they can claim.
 
   19.2 Reserve Forces Duties
     The employer is aware that employees who are members of  the Reserve Forces (the  
     Territorial Army, Royal Navy Reserve, Royal Marines Reserve or Royal Auxiliary  
     Air Force) may be called-up at any time to be deployed on full-time operations and  
     are expected to attend regular training. 

     The employer is under no obligation to offer leave (either paid or unpaid) for  
     reservists to undertake training and the employee should use existing holiday  
     entitlement to meet training commitments. 

     If, the employer receives notice that the employee has been called-up for active service  
     they may apply to an adjudication officer for the notice to be deferred or revoked if   
     the employee’s absence would cause serious harm to the business (which could not be  
     prevented by the grant of  financial assistance).

     Once the employee’s military service has ended they may submit a written application  
     for reinstatement to their employment. This should be made by the third Monday  
     following the end of  their military service and they should notify the employer of  the  
     date on which they will be available to restart work.

     If  it is not reasonable and practicable to reinstate the employee into their former  
     employment the employer will offer them the most favourable alternative on the most  
     favourable terms and conditions which are reasonable and practicable.

     When calculating the length of  the employee’s continuous employment with the  
     employer, the period of  absence on military service will not be counted. The period  
     of  employment before the employee’s mobilisation and the period after their  
     reinstatement will be treated as continuous.
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20. MATERNITY LEAVE
    This procedure does not form part of  any employee’s contract of  employment. 

    The employer provides employees with maternity leave rights in accordance with  
    prevailing legislation, as amended from time to time.

ꢀꢀꢀꢀꢀꢀꢀꢀꢀꢀꢀꢀ 20.1ꢀ NotificationꢀRequirements
    Prior to commencement of  maternity leave, the employee is required to notify their  
    employer of  the following in writing no later than the end of  the 15th week before the  
    expected week of  childbirth (EWC):

   • that they are pregnant
   • the week in which their child is due
   • when they want their maternity leave to start
 
    The employee should enclose a Form Mat B1 signed by the GP or midwife with the letter,  
    unless this has been given to their employer earlier.

    The employer will respond to the employee’s notification within 28 days, at which time  
    the employee will be advised of  the date the employer expects them to return to work, if   
    the full maternity leave entitlement is taken. 

ꢀ ꢀ 20.2ꢀ TimeꢀoffꢀforꢀAntenatalꢀCare
    The employee is entitled to take paid time off during normal working hours to receive  
    antenatal care. This should be at times agreed with the employer and preferably at the  
    start or end of  their working day. Antenatal care includes appointments with their GP,  
    hospital clinics and relaxation classes.

    The employee should advise their employer that they will be absent as far in advance of   
    their appointment as possible, and they may be asked to produce their appointment card.

    Whenever it is possible to do so, the employee should arrange appointments outside  
    normal working hours or, where this is not possible, at times that will cause the minimum  
    amount of  absence from work e.g. first thing in the morning or towards the end of  work time.

    Timeꢀoffꢀforꢀaccompanyingꢀaꢀpregnantꢀwoman:ꢀeligibility
    The employee may take unpaid time off to accompany a pregnant woman to an antenatal  
    appointment if  they have a “qualifying relationship” with the woman or the child. This  
    means that either:

   (a) they are the baby’s father;
   (b) they are the pregnant woman’s spouse, civil partner or cohabiting partner; 
   (c) she has undergone assisted conception and at that time they were her wife or civil partner  
    or gave the required legal notices to be treated in law as the second female parent; or
   (d) they are one of  the intended parents in a surrogacy arrangement and expect to obtain a  
    parental order in respect of  the child.
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    Timeꢀoffꢀforꢀaccompanyingꢀaꢀpregnantꢀwoman:ꢀhowꢀtoꢀbookꢀtimeꢀoff
    The employee should give as much notice of  the appointment as possible. They must   
    provide a signed statement providing the date and time of  the appointment and   
    confirming:

   (a) that they meet one of  the eligibility criteria;
   (b) that the purpose of  the time off is to accompany the pregnant woman to an antenatal  
    appointment; and 
   (c) that the appointment has been made on the advice of  a registered medical practitioner,   
    registered midwife or registered nurse.

Timeꢀoffꢀforꢀaccompanyingꢀaꢀpregnantꢀwoman:ꢀamountꢀof ꢀtimeꢀoff
The employee may take time off to accompany a pregnant woman to up to two antenatal 
appointments in relation to each pregnancy. The employee must not take more than six 
and a half  hours off for each appointment, including travel and waiting time. Time off 
to attend these appointments is unpaid. If  the employee wishes to take time off to attend 
further antenatal appointments, they should request annual leave.

Timeꢀoffꢀforꢀanꢀadoptionꢀappointment
An adoption appointment is an appointment arranged by an adoption agency (or at the 
agency’s request) for the employee to have contact with a child who is to be placed with them 
for adoption, or for any other purpose related to the adoption. The employee may take time 
off to attend an adoption appointment once the agency has notified them that a child is to be 
placed with them for adoption but before the child is actually placed with them.

If  the employee is adopting a child with another person
Where the employee and their partner are adopting a child, they must decide between 
them who will be treated as the primary adopter and who will be treated as the secondary 
adopter for the purposes of  time off. The employee must tell the employee their decision 
the first time they request time off for an adoption appointment. This will affect how 
much time you can take off and whether it is paid. The employee would usually choose to 
be the primary adopter if  they intend to take adoption leave when the child is placed with 
them. The employee would not be able to take paternity leave if  they have elected to be 
the primary adopter. The employee would usually choose to be the secondary adopter if  
they intend to take paternity leave when the child is placed with them, although they may 
be able to take adoption leave if  their partner is not taking it.

If  the employee is adopting a child alone
If  the employee is adopting a child alone, they are treated as the primary adopter. 

If  the employee is adopting more than one child.
If  the agency is placing more than one child with the employee as part of  the same 
arrangement, this is treated as one adoption and will not increase the number of  
appointments the employee can take time off to attend. Any time off under this policy 
must be taken before the first child is placed with the employee.

Amountꢀof ꢀtimeꢀoff
If  the employee is adopting on their own or have elected to be the primary adopter, 
they may take paid time off to attend an adoption appointment on up to five occasions 
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in relation to any particular adoption. If  the employee is the secondary adopter, the 
employee may take unpaid time off to attend an adoption appointment on up to two 
occasions only. The employee must not take more than six and a half  hours off for each 
appointment, including travel and waiting time. 

Howꢀtoꢀbookꢀtimeꢀoff
The employee should give as much notice of  the appointment as possible. The employee 
must provide the employer with a signed statement or an email confirming:

   (a) The date and time of  the appointment.
   (b) That the appointment has been arranged or requested by the adoption agency.
   (c) Whether the employee is adopting a child alone or jointly with another person.
   (d) If  the employee is adopting with another person, whether you are electing to take 
    paid or unpaid time off.

The employer may sometimes ask the employee to try and rearrange an appointment where 
it is reasonable to do so. In exceptional circumstances the employer reserves the right to 
refuse a request for a particular appointment, but it will not do so without good reason.

  20.3 Maternity Leave
All employees are entitled to up to 52 weeks’ maternity leave, consisting of  26 weeks’ 
ordinary maternity leave (OML) and 26 weeks’ additional maternity leave (AML) subject 
to the rules set out below.

The employee can choose to start their maternity leave at any time after the start of  the 
11th week before the week in which their child is due except in the following cases:

   (a)  if  they are absent because of  an illness related to their pregnancy at any time during the  
    four weeks before their child is due, the Company reserves the right to require them to  
    start their maternity leave on the first day of  absence.

   (b) if  their child is born earlier than their planned date of  starting maternity leave, then        
          the maternity leave starts on the day the child is born.

    If  the child is stillborn after the 24th week of  pregnancy, the employee retains the right to  
    maternity leave and pay.

    With the exception of  terms relating to pay, your terms and conditions of  employment  
    remain in force during OML and AML.

  20.4 During Maternity Leave
Employees shall continue to accrue entitlement to paid annual leave during maternity 
leave. They should take any outstanding annual leave that may be due to them before the 
commencement of  maternity leave.

If  the employee’s maternity leave will continue into the next holiday year, any holiday 
entitlement that cannot reasonably be taken before starting their maternity leave can 
be carried over and must be taken within three months of  returning to work unless the 
employee’s manager agrees otherwise. The employee should try to limit carry over to one 
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week’s holiday or less. Carry over of  more than one week is at the employer’s discretion. The 
employee should discuss their holiday plans with their employer in good time before starting 
their maternity leave. All holiday dates are subject to approval by the employee’s manager.

If  the employee is a member of  the pension scheme, the employer shall make employer 
pension contributions during OML and any period of  paid AML, based on the employee’s 
normal salary, in accordance with the pension scheme rules. Any employee contributions 
the employee makes will be based on the amount of  any maternity pay they are receiving, 
unless they inform their employer that they wish to make up any shortfall.

  20.5 Keeping in Touch  
The employer may make reasonable contact with the employee from time to time 
during their maternity leave although we will keep this to a minimum. This may include 
contacting the employee to discuss arrangements for their return to work.

The employee may work (including attending training) on up to ten “keeping-in-touch” 
days during their maternity leave. This is not compulsory and must be discussed and 
agreed with their line manager.

The employee will be paid at their normal basic rate of  pay for time spent working on a 
keeping-in-touch day and this will be inclusive of  any maternity pay entitlement. 

  20.6 Returning to Work 
The employee must return to work on the expected return date unless they tell the 
employer otherwise. If  the employee wishes to return to work early, they must give the 
employer eight weeks’ notice of  the date. It is helpful if  they give this notice in writing. 
The employee may be able to return later than the expected return date if  they request 
annual leave or parental leave, which will be at the employer’s discretion.

The employee is normally entitled to return to work in the position they held before 
starting maternity leave, and on the same terms of  employment. However, if  the employee 
has taken AML and it is not reasonably practicable for the employer to allow them to 
return into the same position, the employer may give the employee another suitable and 
appropriate job on terms and conditions that are not less favourable.

If  the employee wants to change their hours or other working arrangements on return 
from maternity leave they should make a request to work flexibly. It is helpful if  such 
requests are made as early as possible.

If  the employee decides they do not want to return to work they should give notice of  
resignation in accordance with their contract.

  20.7 Maternity Pay
Statutory maternity pay (SMP) is payable for up to 39 weeks provided the employee has 
at least 26 weeks’ continuous employment with the employer at the end of  the qualifying 
week (the end of  the 15th week before the EWC) and their average earnings are not less 
than the lower earnings limit set by the government each tax year. The first six weeks SMP 
are paid at 90% of  their average earnings and the remaining 33 weeks are at a rate set by 
the government each year.
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To claim SMP the employee must give 28 days’ notice in writing of  their absence on 
maternity grounds and they must give the original Mat B1 Form, not a photocopy, to their 
employer. They can only receive SMP once they have stopped work.

  20.8 Health and Safety
If  an employee is employed in a job which has been identified as posing a risk to their 
health or that of  their unborn child they will be notified immediately and arrangements 
will be made to eliminate that risk, through risk assessment.

20.9 Transfer of  Maternity Leave (known as Shared Parental Leave)
  The employee is entitled to SPL in relation to the birth of  a child if:

   (a) the employee is the child’s mother, and shares the main responsibility for the care of  the  
    child with the child’s father or with their partner;
   (b) the employee is the child’s father and shares the main responsibility for the care of  the  
    child with the child’s mother; or
   (c) the employee is the mother’s partner and shares the main responsibility for the care of  the  
    child with the mother (where the child’s father does not share the main responsibility with  
    the mother).

    The following conditions must also be fulfilled:

   (a) the employee must have at least 26 weeks continuous employment with the employer by  
    the end of  the Qualifying Week, and still be employed by the employer in the week before  
    the leave is to be taken;
   (b) the other parent must have worked (in an employed or self-employed capacity) in at least  
    26 of  the 66 weeks before the EWC and had average weekly earnings of  at least £30  
    during 13 of  those weeks; and
   (c) the employee and the other parent must give the necessary statutory notices and  
    declarations as summarised below, including notice to end any maternity leave, statutory  
    maternity pay (SMP) or maternity allowance (MA) periods.

    The total amount of  SPL available is 52 weeks, less the weeks spent by the child’s mother  
    on maternity leave (or the weeks in which the mother has been in receipt of  SMP or MA  
    if  she is not entitled to maternity leave).

    If  the employee is the mother they cannot start SPL until after the compulsory maternity  
    leave period, which lasts until two weeks after birth.

  20.10 Opting into Shared Parental Leave and Pay
    Not less than eight weeks before the date the employee intends their SPL to start, they  
    must give the employer a written opt-in notice giving:

   (a) the employee’s name and the name of  the other parent;
   (b) if  the employee is the child’s mother, the start and end dates of  their  maternity leave;
   (c)  if  the employee is the child’s father or the mother’s partner, the start and  
    end dates of  the mother’s maternity leave, or if  she is not entitled to maternity leave, the   
    start and end dates of  any SMP or MA period;
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   (d) the total SPL available, which is 52 weeks minus the number of  weeks’ maternity leave,  
    SMP or MA period taken or to be taken;
   (e) how many weeks of  the available SPL will be allocated to the employee and how many  
    to the other parent (the employee can change the allocation by giving the employer a 
    further written notice, and they do not have to use their full allocation);
   (f) if  the employee is claiming statutory shared parental pay (ShPP), the total ShPP  
    available, which is 39 weeks minus the number of  weeks of  the SMP or MA period taken  
    or to be taken);
   (g)  how many weeks of  available ShPP will be allocated to the employee and how much  
    to the other parent. (The employee can change the allocation by giving the employer a  
    further written notice, and they do not have to use their full allocation);
   (h) an indication of  the pattern of  leave the employee is thinking of  taking, including  
    suggested start and end dates for each period of  leave. If  they request split periods of   
    SPL this may be difficult for the employer to accommodate operationally.  If  the  
    employer is unable to agree to this the employee will be required to take the leave as one  
    continuous block; and
   (i) declarations by the employee and the other parent that they both meet the statutory  
    conditions to enable them to take SPL and ShPP.

 SPL must end no later than 12 months after the date of  childbirth. 

 On return the employee’s entitlement to maternity pay will cease as t will then be entitled to    
 normal pay. 

21. PATERNITY LEAVE
 This procedure does not form part of  any employee’s contract of  employment. 

 The employer provides employees with paternity leave rights in accordance with prevailing  
 legislation, as amended from time to time.

  21.1  Entitlement to Paternity Leave
    Paternity leave is available on the birth of  a child if  the employee has been continuously  
    employed by the employer for at least 26 weeks ending with the 15th week before the   
    Expected Week of  Childbirth and either: -

   • the employee is the biological father and will have some responsibility for the child’s  
    upbringing; or
   • the employee is the spouse, civil partner or cohabiting partner of  the biological 
    mother and will have the main responsibility (with the mother) for the child’s upbringing.

Paternity leave is available where a child is placed with the employee for adoption by an adoption 
agency, if  they have been continuously employed by the employer for at least 26 weeks ending with 
the week in which the agency notifies the employee that they have been matched with a child. In 
such cases the employee may be entitled to take adoption leave instead (see our Adoption Policy). 
However, adoption leave may only be taken by one adoptive parent. Paternity leave is available to 
the other adoptive parent (of  either sex).

  21.2 Taking Paternity Leave
Paternity leave is a period of  one or two weeks’ consecutive leave taken when a child is  
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born or placed with the employee for adoption. The employee can start their leave on 
the date of  birth or  placement, or later, provided it is taken within eight weeks (56 days) 
of  the birth or  placement. (If  the baby is premature the period ends eight weeks after the 
start of  the  Expected Week of  Childbirth.)

To take paternity leave the employee must give the employer written notice by the end of  
the 15th week before the Expected Week of  Childbirth (or no more than seven days after 
the adoption agency notified the employee of  being matched with a child), or as soon as 
they reasonably can, stating: -

   • the Expected Week of  Childbirth;
   • whether they intend to take one week or two weeks’ leave; and
   • when they would like their leave to start.

The employee can change the intended start date by giving the employer 28 days’ notice 
or, if  this is not possible, as much notice as they can.

  21.3  Paternity Pay
Statutory paternity pay (SPP) is payable during paternity leave provided the employee 
has at least 26 weeks’ continuous employment ending with the Qualifying Week (the 15th 
week before the Expected Week of  Childbirth or the week in which the adoption agency 
notified them of  a match) and their average earnings are not less than the lower earnings 
limit set by the government each tax year. The rate of  SPP is set by the government each 
tax year.

  21.4  During Paternity Leave
All the usual terms and conditions of  the employee’s employment remain in force during 
paternity leave, except for the terms relating to pay.

Holiday entitlement will continue to accrue during paternity leave. If  the employee’s 
paternity leave continues into the next holiday year, any remaining holiday that cannot 
reasonably be taken before their paternity leave can be carried over to the next holiday 
year and must be taken within three months of  returning to work unless their manager 
agrees otherwise. 

If  the employee is a member of  the employer’s pension scheme, the employer will make 
employer pension contributions during paternity leave, based on the employee’s normal 
salary, in accordance with the scheme rules. Any employee contributions the employee 
makes will be based on the amount of  any paternity pay they are receiving, unless they 
inform their employer that they wish to make up any shortfall.

22. ADOPTION LEAVE
 This procedure does not form part of  any employee’s contract of  employment. 

 The employer provides employees with adoption leave rights in accordance with prevailing  
 legislation, as amended from time to time.

  22.1 Entitlement to Adoption Leave
In an adoption case or a fostering for adoption case, the employee is entitled to adoption 
leave if  all the following conditions are met: -
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   (a) The employee is adopting a child through a UK adoption agency, or they are a local  
    authority foster parent who has been approved as a prospective adopter.
   (b) The adoption agency or local authority has given the employee written notice that it has  
    matched them with a child, and tells them the expected placement date.
   (c) The employee has told the agency or local authority that they agree to the placement.

In a surrogacy case, the employee is entitled to adoption leave if  all the following 
conditions are met:

   (a) A surrogate mother gives birth to a child, who is biologically the child of  either the  
    employee, or their spouse or partner (or both of  them).
   (b) The employee expects to be given parental responsibility under a parental order from the  
    court. The child must live with the employee and they must apply for the parental order  
    within six months of  birth.

In either case, only one parent can take adoption leave. If  the employee’s spouse or partner 
takes adoption leave with their employer, they may be entitled to paternity leave (see the 
Paternity Leave procedure). In some cases, the employee may also qualify for shared 
parental leave (detailed below).

The maximum adoption leave entitlement is 52 weeks, consisting of  26 weeks’ Ordinary 
Adoption Leave (OAL) and 26 weeks’ Additional Adoption Leave (AAL). 

ꢀ ꢀ 22.2ꢀꢀ NotificationꢀRequirements
In an adoption or fostering for adoption case, the employee must tell the employer in 
writing of  the expected placement date, and their intended start date for adoption leave. 
The employee must give this information not more than seven days after the agency or 
local authority notifies them in writing that it has matched them with a child, or if  that is 
not reasonably practicable, as soon as they can. 

Once the employee receives the matching certificate from the agency or local authority, 
they must provide the employer with a copy.

In a surrogacy case, the employee must tell the employer in writing of  their intention 
to take adoption leave and give the expected week of  childbirth (EWC). The employee 
must give this information by the end of  the 15th week before the EWC, or if  that is 
not reasonably practicable, as soon as they can. The employee must also complete a 
declaration confirming their entitlement. When the child is born the employee must tell 
the employer the date of  birth.

The employer will write to the employee within 28 days of  receiving their notification, to 
confirm their expected return date assuming they take their full entitlement to adoption 
leave.

  22.3  Starting Adoption Leave
In an adoption or fostering for adoption case, OAL may start on a date of  the employee’s 
choosing no more than 14 days before the expected placement date, or on the date of  
placement itself, but no later. 
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If  the employee wants to change their intended start date, please tell the company in 
writing. The employee should give as much notice as they can, but wherever possible they 
must tell the employer at least 28 days before the original intended start date (or the new 
start date if  the employee is bringing the date forward). The employer will write to the 
employee within 28 days to tell them their new expected return date.

In a surrogacy case, OAL will start on the day the child is born, unless the employee is 
at work, in which case it will start on the following day. The employee cannot change the 
start date.

  22.4  Adoption Pay
Statutory adoption pay (SAP) is payable for up to 39 weeks provided the employee has 
at least 26 weeks’ continuous employment with the employer ending with the Qualifying 
Week (the week in which the adoption agency or local authority notified the employee of  
a match, or the 15th week before the EWC) and their average earnings are not less than 
the lower earnings limit set by the government each tax year. The first six weeks’ SAP are 
paid at 90% of  the employee’s average earnings and the remaining 33 weeks are at a rate 
set by the government each year.

  22.5  During Adoption Leave
All the terms and conditions of  the employee’s employment remain in force during OAL 
and AAL, except for the terms relating to pay.

Annual leave entitlement will continue to accrue at the rate provided under the 
employee’s contract. If  their adoption leave will continue into the next holiday year, any 
holiday entitlement that cannot reasonably be taken before starting their adoption leave 
can be carried over and must be taken immediately before returning to work unless their 
manager agrees otherwise. The employee should try to limit carry over to one week’s 
holiday or less.  The employee should discuss their holiday plans with their manager in 
good time before starting their adoption leave. All holiday dates are subject to approval by 
the employee’s manager.

If  the employee is a member of  the pension scheme, the employer pension contributions 
during OAL and any further period of  paid adoption leave based on their normal salary, 
in accordance with the pension scheme rules. Any employee contributions they make will 
be based on the amount of  any adoption pay they are receiving, unless they inform their 
employer that they wish to make up any shortfall.

  22.6  Keeping in Touch
The employer may make reasonable contact with the employee from time to time during 
their adoption leave although the employer will keep this to a minimum. 

The employee may work (including attending training) on up to ten “keeping-in-touch” 
days during their adoption leave. This is not compulsory and must be discussed and 
agreed with their line manager.
 
The employee will be paid at their normal basic rate of  pay for time spent working on a 
keeping-in-touch day and this will be inclusive of  any adoption pay entitlement. 
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  22.7  Returning to Work
The employee must return to work on the expected return date unless they tell the 
employer otherwise. If  the employee wishes to return to work early, they must give the 
employer at least eight weeks’ notice of  the date. It is helpful if  they give this notice in 
writing. The employee may be able to return later than the expected return date if  they 
request annual leave or parental leave, which will be at the employer’s discretion.

The employee is normally entitled to return to work in the position they held before 
starting adoption leave, on the same terms of  employment. However, if  the employee has 
taken AAL (or have combined their adoption leave with more than four weeks of  parental 
leave) and it is not reasonably practicable for the employer to allow them to return to the 
same position, the employer may give the employee another suitable and appropriate job 
on terms and conditions that are not less favourable.

If  the employee wants to change their hours or other working arrangements on return 
from adoption leave they should make a request under to work flexibly. It is helpful if  such 
requests are made as early as possible.

If  the employee decides they do not want to return to work, they should give notice of  
resignation in accordance with their contract.

  22.8  Transfer of  Adoption Leave (also known as Shared Parental Leave)
The employee may be entitled to SPL if  an adoption agency has placed a child with 
them and/or their partner for adoption, or where a child is placed with them and/or 
their partner as foster parents under a “fostering for adoption” or “concurrent planning” 
scheme. The employee must intend to share the main responsibility for the care of  the 
child with their partner.

The following conditions must be fulfilled: -

   (a) the employee must have at least 26 weeks continuous employment with the 
    employer by the end of  the Qualifying Week, and still be employed by the 
    employer in the week before the leave is to be taken;
   (b) The employee’s partner must have worked (in an employed or self-employed 
    capacity) in at least 26 of  the 66 weeks before the Qualifying Week and had 
    average weekly earnings of  at least £30 during 13 of  those weeks; and
   (c) the employee and their partner must give the necessary statutory notices and 
    declarations as summarised below, including notice to end adoption leave or 
    statutory adoption pay (SAP).

 Either the employee or their partner must qualify for statutory adoption leave and/or SAP and must  
 take at least two weeks of  adoption leave and/or pay.

 The total amount of  SPL available is 52 weeks, less the weeks of  adoption leave taken by either the  
 employee or partner (or the weeks in which their partner has been in receipt of  SAP if  they were not  
 entitled to adoption leave).

  22.9 Opting in to Shared Parental Leave and Pay
    Not less than eight weeks before the date the employee intends their SPL to start, they   
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    must give the employer a written opt-in notice which includes:

   (a) the employee’s name and their partner’s name;
   (b) if  the employee is taking adoption leave, their adoption leave start and end dates;
   (c) if  the employee is not taking adoption leave, their partner’s adoption leave 
    start and end dates, or if  their partner is not entitled to adoption leave, the start 
    and end dates of  their SAP;
   (d) the total SPL available, which is 52 weeks minus the number of  weeks’ adoption leave  
    or SAP taken or to be taken by the employee or their partner;
   (e) how many weeks of  the available SPL will be allocated to the employee and how many  
    to their partner (the employee can change the allocation by giving the employer a further  
    written notice, and they do not have to use their full allocation);
   (f) if  the employee is claiming statutory shared parental pay (ShPP), the total ShPP available,  
    which is 39 weeks minus the number of  weeks of  SAP taken or to be taken);
   (g) how many weeks of  the available ShPP will be allocated to the employee and  

    how many to their partner (the employee can change the allocation by giving 
    the employer a further written notice, and they do not have to use their full allocation);

   (h) an indication of  the pattern of  leave the employee is thinking of  taking, including    
    suggested start and end dates for each period of  leave (please note that any requests for  
    split periods of  leave may be difficult for their employer to accommodate operationally  
    and requests may be declined on this basis.  
    The employee would instead be required to take the leave as a single continuous block); and
   (i) declarations by the employee and their partner that they both meet the statutory  
    conditions to enable them to take SPL and ShPP.

It must end no later than 12 months the date of  placement of  the child for adoption. The minimum 
period that can be transferred is two weeks.

On return their entitlement to adoption pay will cease as they will then be entitled to normal pay. 

23. FAMILY FRIENDLY
This procedure does not form part of  any employee’s contract of  employment. 
 
The parties to this Agreement recognise that legal rights have been introduced and up dated 
that cover a wide range of  family friendly areas.  These changes to family friendly rights include 
Maternity Leave, Paternity Leave, Adoption Leave, Flexible Working – the right to request and the 
duty to consider, Parental leave and Time off for dependants.

For further advice on any of  these rights contact the National Federation of  Demolition Contractors, 
the employee’s union or the ACAS national helpline.

24. HEALTH AND SAFETY AT WORK
 This procedure does not form part of  any employee’s contract of  employment. 

   (a) It is the responsibility of  the employer to ensure, so far as is reasonable practicable the  
    health and safety at work of  his/her employees. It is equally the responsibility of  all  
    employees to take care of  their own health and safety at work as well as the health and  
    safety of  others who may be affected by their activities.
   (b) As from 1st April 1975 under the Health and Safety at Work etc. Act 1974, it is the legal   



36

    duty of  all Employers (other than those with less than five employees) to prepare and  
    periodically revise a written statement of  the employer’s policy for health and safety at  
    work, and to bring that policy and (any revision of  it) to the notice of  all employees.  The  
    employer must also have organisation and arrangements for giving effect to that policy.

(c) The Board attach the greatest importance to this requirement and to the implementation  
  of  the spirit as well as the letter of  the law and recommend the following as a basis for the  
  policy statement of  employers in the Demolition and Dismantling industry:

“This company believes that it has a responsibility, so far as lies within its power to do so, 
to prevent injuries to its employees. To this end, every reasonable effort will be made to 
provide safe and healthy working conditions, to prevent fire and other damage, etc.  To 
achieve this the active co-operation of  all employees is essential.  Everyone is expected to 
work in such a way that accidents to themselves and others are avoided. The company 
will make available safety training, participate in joint consultation, provide such personal 
protective clothing and equipment as may be prescribed by the D.I.C.B. or required by 
law, and check and inspect its safety. Complete details of  the company’s safety programme 
are available and may be consulted on request.  Employees are under a legal duty to co-
operate with Management in safety, health and welfare matters.  This is the law.” 

   (d) The Board draws particular attention to the health hazards involved when working with  
    asbestos and all Employers are reminded of  the obligations imposed by the Control  
    of  Asbestos at Work Regulations 2012; Asbestos (Prohibition) Regulations 1992 and of   
    the Health and Safety Executive’s Approved Code of  Practice L143 Working with  
    Materials Containing Asbestos (under revision). Comprehensive guidance notes from  
    Asbestos Essentials found on the HSE website. Attention is also drawn to the Asbestos  
    Licence Assessment, Amendment and Revocation Guide (ALAARG) 2012. 

25. TRAINING
 This procedure does not form part of  any employee’s contract of  employment. 

  25.1 Training Schemes are established in co-operation with ConstructionSkills for the  
    following categories of  operatives: -
   • Demolition Labourer   
   • Demolition & Refurbishment Operative
   • Demolition Topman
   • Demolition Supervisor
   • Demolition Manager
   • Demolition Plant Operators for specific items of  plant

  25.2 Operatives with a certificate received as the result of  an employer’s transitional  
    recommendation shall be employed only on the operations appropriate to the certificate  
    but shall not suffer any consequential reduction of  plain time rates.

  25.3 The onus of  proof  of  training and experience in a prescribed operation is on the  
    operative concerned, and the onus of  checking the proof  submitted is on the employer.
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26. EQUAL OPPORTUNITIES
 This procedure does not form part of  any employee’s contract of  employment. 

The parties to this agreement are committed to the development of  positive policies to promote 
equal opportunity in employment regardless of  a worker’s age, disability, sex, gender reassignment, 
pregnancy, maternity, race (including colour, nationality and ethnicity or national origin), sexual 
orientation, religion or belief  or because someone is married or in a civil partnership.  This principle 
will apply in respect of  all conditions of  work, including pay, conduct at work, hours or work, holiday 
entitlement, overtime and shift work, work allocation, appraisals, guaranteed earnings, sick pay, 
pensions, recruitment, training, promotion, disciplinary and grievance procedures and redundancy.

The management undertake to draw opportunities for training and promotion to the attention of  all 
eligible employees, and to inform all employees of  this agreement on equal opportunity.  

If  any employee considers that they are suffering from unequal treatment on the grounds of  age, 
disability, sex, gender assignment, pregnancy, maternity, race (including colour, nationality and 
ethnicity or national origin), sexual orientation, religion or belief  or because they are married or 
in a civil partnership, they may make a complaint, which will be dealt with through the Grievance 
Procedure at Appendix A.  Serious cases of  deliberate discrimination may amount to gross 
misconduct resulting in dismissal.

Part-time and fixed-term employees shall be treated in the same way as comparable full-time or 
permanent employees and enjoy no less favourable terms and conditions (on a pro-rata basis were 
appropriate), unless different treatment is justified.

27.  ANTI-HARASSMENT AND BULLYING  
This procedure does not form part of  any employee’s contract of  employment. 

The parties to this agreement are committed to providing a working environment free from 
harassment and bullying and ensuring all staff are treated, and treat others, with dignity and respect.  
This includes harassment or bullying which occurs at work and out of  the workplace, such as on 
business trips or at work-related events or social functions. It covers bullying and harassment by staff 
(which may include consultants, contractors and agency workers) and also by third parties such as 
customers, suppliers or visitors to work premises.

These provisions do not form part of  any employee’s contract of  employment.

Harassment is any unwanted physical, verbal or non-verbal conduct that has the purpose or effect 
of  violating a person’s dignity or creating an intimidating, hostile, degrading, humiliating or offensive 
environment for them. A single incident can amount to harassment. It also includes treating someone 
less favourably because they have submitted or refused to submit to such behaviour in the past.

Unlawful harassment may involve conduct of  a sexual nature (sexual harassment), or it may be 
related to age, disability, gender reassignment, marital or civil partner status, pregnancy or maternity, 
race, colour, nationality, ethnic or national origin, religion or belief, sex or sexual orientation. 
Harassment is unacceptable even if  it does not fall within any of  these categories.

Bullying is offensive, intimidating, malicious or insulting behaviour involving the misuse of  power 
that can make a person feel vulnerable, upset, humiliated, undermined or threatened. Power does 
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not always mean being in a position of  authority but can include both personal strength and the 
power to coerce through fear or intimidation. 

  Bullying can take the form of  physical, verbal and non-verbal conduct. Bullying may include,  
  by way of  example: -

   (a) physical or psychological threats;
   (b) overbearing and intimidating levels of  supervision;
   (c) inappropriate derogatory remarks about someone’s performance;

   Legitimate, reasonable and constructive criticism of  a worker’s performance or behaviour, or   
   reasonable instructions given to workers in the course of  their employment, will not amount  
   to bullying on their own.

 If  an employee considers that they are being harassed or bullied they should follow the grievance   
 procedure at Appendix A.

28. WHISTLEBLOWING
 This procedure does not form part of  any employee’s contract of  employment. 

The parties to this agreement are committed to conducting their business with honesty and 
integrityand the employer expects all staff to maintain high standards. Any suspected wrongdoing 
should be reported as soon as possible.

These provisions do not form part of  any employee’s contract of  employment.

What is Whistleblowing?
Whistleblowing is the reporting of  suspected wrongdoing or dangers in relation to our activities. 
This includes bribery, fraud or other criminal activity, miscarriages of  justice, health and safety risks, 
damage to the environment and any breach of  legal or professional obligations. 

How to Raise a Concern
The employer hopes that in many cases the employee will be able to raise any concerns with their 
manager. However, where the employee prefers not to raise it with their manager for any reason, 
they should contact someone more senior or their whistleblowing officer (if  one is appointed).

A meeting will be arranged with the employee as soon as possible to discuss their concern. The 
employee may bring a colleague or union representative to any meetings under this policy. Their 
companion must respect the confidentiality of  their disclosure and any subsequent investigation. 

External Disclosures 
The aim of  this procedure is to provide an internal mechanism for reporting, investigating and 
remedying any wrongdoing in the workplace. In most cases the employee should not find it necessary 
to alert anyone externally.

The law recognises that in some circumstances it may be appropriate for the employee to report their 
concerns to an external body such as a regulator. Public Concern at Work operates a confidential 
helpline. 

The employer aims to encourage openness and will support whistleblowers who raise genuine 
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concerns under this policy, even if  they turn out to be mistaken. Whistleblowers should not be 
threatened in any way. 

However, if  the employer concludes that a whistleblower has made false allegations maliciously or 
with a view to personal gain, the whistleblower may be subject to disciplinary action.

29. ANTI-CORRUPTION AND BRIBERY
 This procedure does not form part of  any employee’s contract of  employment. 

 The parties to this Agreement are committed to conducting all business in an honest and ethical manner. 

 These provisions do not form part of  any employee’s contract of  employment.

 This policy applies to all persons working for an employer in any capacity, including employees at  
 all levels, directors, officers, agency workers, seconded workers, volunteers, interns, agents, contractors,  
 external consultants, third-party representatives and business partners.

 What is Bribery?
 Bribe means a financial or other inducement or reward for action which is illegal, unethical, a breach  
 of  trust or improper in any way. Bribes can take the form of  money, gifts, loans, fees, hospitality,  
 services, discounts, the award of  a contract or any other advantage or benefit.

 Bribery includes offering, promising, giving, accepting or seeking a bribe.

 All forms of  bribery are strictly prohibited. Specifically, the employee must not: -

   (a) give or offer any payment, gift, hospitality or other benefit in the expectation that a  
    business advantage will be received in return, or to reward any business received;
   (b) accept any offer from a third party that the employee knows, or suspects is made with the  
    expectation that the employer will provide a business advantage for them or anyone else;
   (c) give or offer any payment (sometimes called a facilitation payment) to a government official  
    in any country to facilitate or speed up a routine or necessary procedure;

 How to Raise a Concern
 If  the employee is offered a bribe, or are asked to make one, or if  they suspect that any bribery,  
 corruption has occurred or may occur, they must notify their manager or report it in accordance with  
 procedure for Whistleblowing.

30. PRIVACY STANDARD 

  30.1 Interpretation
    Automated Decision-Making (ADM):  when a decision is made which is based solely  
    on Automated Processing (including profiling) which produces legal effects or significantly  
    affects an individual. The GDPR prohibits Automated Decision-Making (unless certain  
    conditions are met) but not Automated Processing.

Automated Processing:  any form of  automated processing of  Personal Data consisting 
of  the use of  Personal Data to evaluate certain personal aspects relating to an individual, 
in particular to analyse or predict aspects concerning that individual’s performance at 
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work, economic situation, health, personal preferences, interests, reliability, behaviour, 
location or movements. Profiling is an example of  Automated Processing.

Consent:  agreement which must be freely given, specific, informed and be an 
unambiguous indication of  the Data Subject’s wishes by which they, by a statement or by 
a clear positive action, signifies agreement to the Processing of  Personal Data relating to 
them.

Data Controller:  the person or organisation that determines when, why and how to 
process Personal Data. It is responsible for establishing practices and policies in line with 
the GDPR. We are the Data Controller of  all Personal Data relating to our Company 
Personnel and Personal Data used in our business for our own commercial purposes.

Data Subject:  a living, identified or identifiable individual about whom we hold 
Personal Data. Data Subjects may be nationals or residents of  any country and may have 
legal rights regarding their Personal Data.

Data Privacy Impact Assessment (DPIA):  tools and assessments used to identify 
and reduce risks of  a data processing activity. DPIA can be carried out as part of  Privacy 
by Design and should be conducted for all major system or business change programs 
involving the Processing of  Personal Data.

Data Protection Officer (DPO):  the person required to be appointed in specific 
circumstances under the GDPR. Where a mandatory DPO has not been appointed, this 
term means a data protection manager or other voluntary appointment of  a DPO or 
refers to the Company data privacy team with responsibility for data protection compliance.

EEA:  the 28 countries in the EU, and Iceland, Liechtenstein and Norway.

Explicit Consent:  consent which requires a very clear and specific statement (that is, 
not just action).

General Data Protection Regulation (GDPR):  the General Data Protection 
Regulation ((EU) 2016/679). Personal Data is subject to the legal safeguards specified in 
the GDPR.

Personal Data:  any information identifying a Data Subject or information relating 
to a Data Subject that we can identify (directly or indirectly) from that data alone or 
in combination with other identifiers we possess or can reasonably access. Personal 
Data includes Sensitive Personal Data and Pseudonymised Personal Data but excludes 
anonymous data or data that has had the identity of  an individual permanently removed. 
Personal data can be factual (for example, a name, email address, location or date of  
birth) or an opinion about that person’s actions or behaviour. 

Personal Data Breach:  any act or omission that compromises the security, 
confidentiality, integrity or availability of  Personal Data or the physical, technical, 
administrative or organisational safeguards that we or our third-party service providers 
put in place to protect it. The loss, or unauthorised access, disclosure or acquisition, of  
Personal Data is a Personal Data Breach.
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Privacy by Design:  implementing appropriate technical and organisational measures 
in an effective manner to ensure compliance with the GDPR.

Privacy Notices (also referred to as Fair Processing Notices) or Privacy Policies:  
separate notices setting out information that may be provided to Data Subjects when the 
Company collects information about them. These notices may take the form of  general 
privacy statements applicable to a specific group of  individuals (for example, employee 
privacy notices or the website privacy policy) or they may be stand-alone, one-time 
privacy statements covering Processing related to a specific purpose.

Processing or Process:  any activity that involves the use of  Personal Data. It 
includes obtaining, recording or holding the data, or carrying out any operation or set 
of  operations on the data including organising, amending, retrieving, using, disclosing, 
erasing or destroying it. Processing also includes transmitting or transferring Personal 
Data to third parties.

Pseudonymisation or Pseudonymised:  replacing information that directly or 
indirectly identifies an individual with one or more artificial identifiers or pseudonyms 
so that the person, to whom the data relates, cannot be identified without the use of  
additional information which is meant to be kept separately and secure.

Sensitive Personal Data:  information revealing racial or ethnic origin, political 
opinions, religious or similar beliefs, trade union membership, physical or mental health 
conditions, sexual life, sexual orientation, biometric or genetic data, and Personal Data 
relating to criminal offences and convictions. 

  30.2  This Privacy Standard sets out how the employer handles the Personal Data of  their  
    customers, suppliers, employees, workers and other third parties.

This Privacy Standard applies to all Personal Data the employer Processes regardless of  
the media on which that data is stored or whether it relates to past or present employees, 
workers, customers, clients or supplier contacts, shareholders, website users or any other 
Data Subject.

This Privacy Standard applies to all employees. The employee must read, understand 
and comply with this Privacy Standard when Processing Personal Data on the employer’s 
behalf  and attend training on its requirements. This Privacy Standard sets out what the 
employer expects from the employee in order for the employer to comply with applicable 
law. The employee’s compliance with this Privacy Standard is mandatory. Any breach of  
this Privacy Standard may result in disciplinary action.

  30.3 Scope
The employer recognises that the correct and lawful treatment of  Personal Data 
will maintain confidence in the organisation and will provide for successful business 
operations. Protecting the confidentiality and integrity of  Personal Data is a critical 
responsibility that the employer takes seriously at all times. The employer is exposed 
to potential fines of  up to EUR20 million (approximately £18 million) or 4% of  total 
worldwide annual turnover, whichever is higher and depending on the breach, for failure 
to comply with the provisions of  the GDPR.
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All CEOs, departments and supervisors are responsible for ensuring all employees comply 
with this Privacy Standard and need to implement appropriate practices, processes, 
controls and training to ensure such compliance.

The DPO is responsible for overseeing this Privacy Standard. If  the employer does not 
have a DPO, the Managing Director is responsible for overseeing this Privacy Standard.

Please contact the DPO with any questions about the operation of  this Privacy Standard 
or the GDPR or if  the employee has any concerns that this Privacy Standard is not being 
or has not been followed. In particular, the employee must always contact the DPO in the 
following circumstances:

   • if  the employee is unsure of  the lawful basis which they are relying on to process Personal  
    Data (including the legitimate interests used by the employer) (see below);

   • if  the employee needs to rely on Consent and/or need to capture Explicit Consent (see below);

   • if  the employee needs to draft Privacy Notices or Fair Processing Notices (see below);

   • if  the employee is unsure about the retention period for the Personal Data being Processed  
    (see below);

   • if  the employee is unsure about what security or other measures they need to implement to  
    protect Personal Data (see below);

   • if  there has been a Personal Data Breach (see below);

   • if  the employee is unsure on what basis to transfer Personal Data outside the EEA  
    (see below);

   • if  the employee needs any assistance dealing with any rights invoked by a Data Subject  
    (see 12);

   • whenever the employee is engaging in a significant new, or change in, Processing activity  
    which is likely to require a DPIA (see below) or plan to use Personal Data for purposes  
    others than what it was collected for;

   • If  the employee plans to undertake any activities involving Automated Processing including  
    profiling or Automated Decision-Making (see below);

   • if  the employee needs help with any contracts or other areas in relation to sharing Personal  
    Data with third parties (including our vendors) (see below).

  30.4 Personal Data Protection Principles
    The employer adheres to the principles relating to Processing of  Personal Data set out in  
    the GDPR which require Personal Data to be:
   • Processed lawfully, fairly and in a transparent manner (Lawfulness, Fairness  
    and Transparency).
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   • Collected only for specified, explicit and legitimate purposes (Purpose Limitation).

   • Adequate, relevant and limited to what is necessary in relation to the purposes for  
    which it is Processed (Data Minimisation).

   • Accurate and where necessary kept up to date (Accuracy).

   • Not kept in a form which permits identification of  Data Subjects for longer than is  
    necessary for the purposes for which the data is Processed (Storage Limitation).

   • Processed in a manner that ensures its security using appropriate technical and  
    organisational measures to protect against unauthorised or unlawful Processing and  
    against accidental loss, destruction or damage (Security, Integrity and Confidentiality).

   • Not transferred to another country without appropriate safeguards being in place  
    (Transfer Limitation).

   • Made available to Data Subjects and Data Subjects allowed to exercise certain rights  
    in relation to their Personal Data (Data Subject’s Rights and Requests).

    The employer is responsible for and must be able to demonstrate compliance with the    
    data protection principles listed above (Accountability).

   
  30.5 Lawfulness, Fairness, Transparency
    Personal data must be Processed lawfully, fairly and in a transparent manner in  
    relation to the Data Subject.

    The employee may only collect, Process and share Personal Data fairly and lawfully and  
    for specified purposes. The GDPR restricts the employer’s actions regarding Personal  
    Data to specified lawful purposes. These restrictions are not intended to prevent  
    Processing but ensure that the employer Processes Personal Data fairly and without  
    adversely affecting the Data Subject.

    The GDPR allows Processing for specific purposes, some of  which are set out below:
    • the Data Subject has given his or her Consent;
    • the Processing is necessary for the performance of  a contract with the Data Subject;
    • to meet our legal compliance obligations;
    • to protect the Data Subject’s vital interests;
    • to pursue our legitimate interests for purposes where they are not overridden because the  
     Processing prejudices the interests or fundamental rights and freedoms of  Data Subjects. 

    The purposes for which we process Personal Data for legitimate interests need to be set  
    out in applicable Privacy Notices.  
    The employee must identify and document the legal ground being relied on for each  
    Processing activity.

  30.6 Consent
    A Data Controller must only process Personal Data on the basis of  one or more of    
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    the lawful bases set out in the GDPR, which include Consent.

A Data Subject consents to Processing of  their Personal Data if  they indicate agreement 
clearly either by a statement or positive action to the Processing. Consent requires 
affirmative action, so silence, pre-ticked boxes or inactivity are unlikely to be sufficient. If  
Consent is given in a document which deals with other matters, then the Consent must be 
kept separate from those other matters.

Data Subjects must be easily able to withdraw Consent to Processing at any time and 
withdrawal must be promptly honoured. Consent may need to be refreshed if  the 
employee intends to Process Personal Data for a different and incompatible purpose 
which was not disclosed when the Data Subject first consented.

Unless the employer can rely on another legal basis of  Processing, Explicit Consent 
is usually required for Processing Special Categories of  Personal Data and Criminal 
Convictions Data, for Automated Decision-Making and for cross border data transfers. 
Usually the employer will be relying on another legal basis (and not require Explicit 

Consent) to Process most types of  Special Categories of  Personal Data and Criminal 
Convictions Data. Where Explicit Consent is required, the employee must issue a Privacy 
Notice to the Data Subject to capture Explicit Consent.

The employee will need to evidence Consent captured and keep records of  all Consents 
in accordance with Related Policies and Privacy Guidelines so that the employer can 
demonstrate compliance with Consent requirements.

  30.7 Transparency (notifying Data Subjects)
The GDPR requires Data Controllers to provide detailed, specific information to Data 
Subjects depending on whether the information was collected directly from Data Subjects 
or from elsewhere. Such information must be provided through appropriate Privacy 
Notices which must be concise, transparent, intelligible, easily accessible, and in clear and 
plain language so that a Data Subject can easily understand them.

Whenever the employer collects Personal Data directly from Data Subjects, including for 
human resources or employment purposes, the employer must provide the Data Subject 
with all the information required by the GDPR including the identity of  the Controller 
and DPO, how and why the employer will use, Process, disclose, protect and retain that 
Personal Data through a Privacy Notice which must be presented when the Data Subject 
first provides the Personal Data.

When Personal Data is collected indirectly (for example, from a third party or publicly 
available source), the employee must provide the Data Subject with all the information 
required by the GDPR as soon as possible after collecting/receiving the data. The 
employee must also check that the Personal Data was collected by the third party in 
accordance with the GDPR and on a basis which contemplates the employer’s proposed 
Processing of  that Personal Data.

  30.8 Purpose Limitation
Personal Data must be collected only for specified, explicit and legitimate purposes. It 
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must not be further Processed in any manner incompatible with those purposes.

The employee cannot use Personal Data for new, different or incompatible purposes from 
that disclosed when it was first obtained unless they have informed the Data Subject of  
the new purposes and they have Consented where necessary.

  30.9 Data Minimisation
Personal Data must be adequate, relevant and limited to what is necessary in relation to 
the purposes for which it is Processed.

The employee may only Process Personal Data when performing their job duties requires it. 
The employee cannot Process Personal Data for any reason unrelated to their job duties.

The employee may only collect Personal Data that they require for your job duties: do not 
collect excessive data. Ensure any Personal Data collected is adequate and relevant for the 
intended purposes.

The employee must ensure that when Personal Data is no longer needed for specified 
purposes, it is deleted or anonymised in accordance with the employer’s data retention 
guidelines.

  30.10 Accuracy
Personal Data must be accurate and, where necessary, kept up to date. It must be 
corrected or deleted without delay when inaccurate.

The employee will ensure that the Personal Data the employer uses, and holds is accurate, 
complete, kept up to date and relevant to the purpose for which we collected it. The 
employee must check the accuracy of  any Personal Data at the point of  collection and 
at regular intervals afterwards. The employee must take all reasonable steps to destroy or 
amend inaccurate or out-of-date Personal Data.

  30.11 Storage Limitation
Personal Data must not be kept in an identifiable form for longer than is necessary for the 
purposes for which the data is processed.

The employee must not keep Personal Data in a form which permits the identification of  
the Data Subject for longer than needed for the legitimate business purpose or purposes 
for which the employer originally collected it including for the purpose of  satisfying any 
legal, accounting or reporting requirements.

The employer will maintain retention policies and procedures to ensure Personal Data is 
deleted after a reasonable time for the purposes for which it was being held, unless a law 
requires such data to be kept for a minimum time. 

The employee will take all reasonable steps to destroy or erase from the employer’s 
systems all Personal Data that the employer no longer requires in accordance with all the 
employer’s applicable records retention schedules and policies. This includes requiring 
third parties to delete such data where applicable.
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The employee will ensure Data Subjects are informed of  the period for which data is 
stored and how that period is determined in any applicable Privacy Notice.

ꢀ ꢀ 30.12ꢀ SecurityꢀIntegrityꢀandꢀConfidentiality
    Personal Data must be secured by appropriate technical and organisational measures against  
    unauthorised or unlawful Processing, and against accidental loss, destruction or damage.

The employer will develop, implement and maintain safeguards appropriate to its size, 
scope and business, the employer’s available resources, the amount of  Personal Data that 
the employer owns or maintains on behalf  of  others and identified risks (including use of  
encryption and Pseudonymisation where applicable). The employer will regularly evaluate 
and test the effectiveness of  those safeguards to ensure security of  its Processing of  
Personal Data. The employee is responsible for protecting the Personal Data the employer 
hold. The employee must implement reasonable and appropriate security measures against 
unlawful or unauthorised Processing of  Personal Data and 

against the accidental loss of, or damage to, Personal Data. The employee must exercise 
particular care in protecting Special Categories of  Personal Criminal Convictions Data 
from loss and unauthorised access, use or disclosure.

The employee must follow all procedures and technologies the employer puts in place 
to maintain the security of  all Personal Data from the point of  collection to the point 
of  destruction. The employee may only transfer Personal Data to third-party service 
providers who agree to comply with the required policies and procedures and who agree to 
put adequate measures in place, as requested.

    The employee must maintain data security by protecting the confidentiality, integrity and 
    availability of  the Personal Data, defined as follows:
   • Confidentiality means that only people who have a need to know and are authorised to use  
    the Personal Data can access it.
   • Integrity means that Personal Data is accurate and suitable for the purpose for which it is  
    processed.
   • Availability means that authorised users are able to access the Personal Data when they  
    need it for authorised purposes.

    The employee must comply with and not attempt to circumvent the administrative,  
    physical and technical safeguards the employer implements and maintains in accordance  
    with the GDPR and relevant standards to protect Personal Data.

    The GDPR requires Controllers to notify any Personal Data Breach to the applicable  
    regulator and, in certain instances, the Data Subject.

The employer has put in place procedures to deal with any suspected Personal Data 
Breach and will notify Data Subjects or any applicable regulator where the employer is 
legally required to do so.
If  the employee knows or suspects that a Personal Data Breach has occurred, they should 
not attempt to investigate the matter. Immediately contact the person or team designated 
as the key point of  contact for Personal Data Breaches the DPO. The employee should 
preserve all evidence relating to the potential Personal Data Breach.
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  30.13 Transfer Limitation
The GDPR restricts data transfers to countries outside the EEA in order to ensure that 
the level of  data protection afforded to individuals by the GDPR is not undermined. The 
employee transfers Personal Data originating in one country across borders when you 
transmit, send, view or access that data in or to a different country.

The employee may only transfer Personal Data outside the EEA if  one of  the following 
conditions applies:

   • the European Commission has issued a decision confirming that the country to which the  
    employer transfers the Personal Data ensures an adequate level of  protection for the Data  
    Subjects’ rights and freedoms;

   • appropriate safeguards are in place such as binding corporate rules (BCR), standard  
    contractual clauses approved by the European Commission, an approved code of  conduct  
    or a certification mechanism, a copy of  which can be obtained from the DPO;

   • the Data Subject has provided Explicit Consent to the proposed transfer after being  
    informed of  any potential risks; or

   • the transfer is necessary for one of  the other reasons set out in the GDPR including  
    the performance of  a contract between the employer and the Data Subject, reasons of   
    public interest, to establish, exercise or defend legal claims or to protect the vital interests  
    of  the Data Subject where the Data Subject is physically or legally incapable of  giving  
    Consent and, in some limited cases, for our legitimate interest.

  30.14ꢀ DataꢀSubject’sꢀRightsꢀandꢀRequests
    Data Subjects have rights when it comes to how the employer handles their Personal  
    Data. These include rights to:

   • withdraw Consent to Processing at any time;

   • receive certain information about the Data Controller’s Processing activities;

   • request access to their Personal Data that the employer holds;

   • prevent the employer’s use of  their Personal Data for direct marketing purposes;

   • ask the employer to erase Personal Data if  it is no longer necessary in relation to the  
    purposes for which it was collected or Processed or to rectify inaccurate data or to  
    complete incomplete data;

   • restrict Processing in specific circumstances;

   • challenge Processing which has been justified on the basis of  the employer’s legitimate  
    interests or in the public interest;
 
   • request a copy of  an agreement under which Personal Data is transferred outside of  the EEA;
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   • object to decisions based solely on Automated Processing, including profiling (ADM);

   • prevent Processing that is likely to cause damage or distress to the Data Subject or  
    anyone else;

   • be notified of  a Personal Data Breach which is likely to result in high risk to their rights  
    and freedoms;

   • make a complaint to the supervisory authority; and

   • in limited circumstances, receive or ask for their Personal Data to be transferred to a third  
    party in a structured, commonly used and machine-readable format.

The employee must verify the identity of  an individual requesting data under any of  the 
rights listed above (do not allow third parties to persuade you into disclosing Personal 
Data without proper authorisation).

The employee must immediately forward any Data Subject request you receive to the 
DPO.

  30.15 Accountability
The Data Controller must implement appropriate technical and organisational measures 
in an effective manner, to ensure compliance with data protection principles. The Data 
Controller is responsible for, and must be able to demonstrate, compliance with the data 
protection principles.

The employer must have adequate resources and controls in place to ensure and to 
document GDPR compliance including:

   • appointing a suitably qualified DPO (where necessary) and an executive accountable for  
    data privacy;

   • implementing Privacy by Design when Processing Personal Data and completing DPIAs  
    where Processing presents a high risk to rights and freedoms of  Data Subjects;
 
   • integrating data protection into internal documents including this Privacy Standard or  
    Privacy Notices;

   • regularly training employees on the GDPR, this Privacy Standard, Related Policies and  
    Privacy Guidelines and data protection matters including, for example, Data Subject’s  
    rights, Consent, legal basis, DPIA and Personal Data Breaches. The employer must  
    maintain a record of  training attendance by the employee; and

   • regularly testing the privacy measures implemented and conducting periodic reviews and  
    audits to assess compliance, including using results of  testing to demonstrate compliance  
    improvement effort.

  30.16 Record Keeping
    The GDPR requires the employee to keep full and accurate records of  all our data   
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    Processing activities.

The employee must keep and maintain accurate corporate records reflecting the 
employer’s Processing including records of  Data Subjects’ Consents and procedures for 
obtaining Consents.

These records should include, at a minimum, the name and contact details of  the 
Controller and the DPO, clear descriptions of  the Personal Data types, Data Subject types, 
Processing activities, Processing purposes, third-party recipients of  the Personal Data, 
Personal Data storage locations, Personal Data transfers, the Personal Data’s retention 
period and a description of  the security measures in place.

In order to create such records, data maps should be created which should include the 
detail set out above together with appropriate data flows.

  30.17 Training and Audit
The employer is required to ensure all employees have undergone adequate training to 
enable them to comply with data privacy laws. The employer must also regularly test our 
systems and processes to assess compliance.

The employee must undergo all mandatory data privacy related training.

The employee must regularly review all the systems and processes under their control 
to ensure they comply with this Privacy Standard and check that adequate governance 
controls and resources are in place to ensure proper use and protection of  Personal Data.

  30.18 Privacy by Design and Data Protection Impact Assessment (DPIA)
The employer is required to implement Privacy by Design measures when Processing 
Personal Data by implementing appropriate technical and organisational measures 
(like Pseudonymisation) in an effective manner, to ensure compliance with data privacy 
principles.

The employee must assess what Privacy by Design measures can be implemented on all 
programs/systems/processes that Process Personal Data by taking into account the following:

   • the state of  the art;

   • the cost of  implementation;

   • the nature, scope, context and purposes of  Processing; and

   • the risks of  varying likelihood and severity for rights and freedoms of  Data Subjects  
    posed by the Processing.

    Data controllers must also conduct DPIAs in respect to high risk Processing.

    The employee should conduct a DPIA (and discuss their findings with the DPO) when  
    implementing major system or business change programs involving the Processing of    
    Personal Data including:
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   • use of  new technologies (programs, systems or processes), or changing technologies  
    (programs, systems or processes);

   • Automated Processing including profiling and ADM;

   • large scale Processing of  Special Categories of  Personal Data or Criminal Convictions  
    Data; and

   • large scale, systematic monitoring of  a publicly accessible area.

   A DPIA must include:

   • a description of  the Processing, its purposes and the Data Controller’s legitimate interests  
    if  appropriate;

   • an assessment of  the necessity and proportionality of  the Processing in relation to its purpose;

   • an assessment of  the risk to individuals; and

   • the risk mitigation measures in place and demonstration of  compliance.

ꢀ 30.19ꢀꢀ AutomatedꢀProcessingꢀ(includingꢀProfiling)ꢀandꢀAutomatedꢀDecision-Making
    If  your organisation does not carry out ADM or automated processing (including profiling),  
    this section can be removed. If  it carries out any of  these activities, more detail will need to  
    be inserted in this section.

Generally, ADM is prohibited when a decision has a legal or similar significant effect on an 
individual unless:

   • a Data Subject has Explicitly Consented;

   • the Processing is authorised by law; or

   • the Processing is necessary for the performance of  or entering into a contract.

If  certain types of  Special Categories of  Personal Data or Criminal Convictions Data are 
being processed, then grounds (b) or (c) will not be allowed but such Special Categories 
of  Personal Data and Criminal Convictions Data can be Processed where it is necessary 
(unless less intrusive means can be used) for substantial public interest like fraud prevention.

If  a decision is to be based solely on Automated Processing (including profiling), then Data 
Subjects must be informed when the employee first communicates with them of  their right 
to object. This right must be explicitly brought to their attention and presented clearly 
and separately from other information. Further, suitable measures must be put in place to 
safeguard the Data Subject’s rights and freedoms and legitimate interests.

The employer must also inform the Data Subject of  the logic involved in the decision 
making or profiling, the significance and envisaged consequences and give the Data Subject 
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the right to request human intervention, express their point of  view or challenge the 
decision.

A DPIA must be carried out before any Automated Processing (including profiling) or 
ADM activities are undertaken.

  30.20 Direct Marketing
    The employer is subject to certain rules and privacy laws when marketing to our customers.

For example, a Data Subject’s prior consent is required for electronic direct marketing (for 
example, by email, text or automated calls). The limited exception for existing customers 
known as “soft opt in” allows organisations to send marketing texts or emails if  they have 
obtained contact details in the course of  a sale to that person, they are marketing similar 
products or services, and they gave the person an opportunity to opt out of  marketing 
when first collecting the details and in every subsequent message.

The right to object to direct marketing must be explicitly offered to the Data Subject in an 
intelligible manner so that it is clearly distinguishable from other information.

A Data Subject’s objection to direct marketing must be promptly honoured. If  a customer 
opts out at any time, their details should be suppressed as soon as possible. Suppression 
involves retaining just enough information to ensure that marketing preferences are 
respected in the future.

  30.21 Sharing Personal Data
Generally, the employer is not allowed to share Personal Data with third parties unless 
certain safeguards and contractual arrangements have been put in place.

The employee may only share the Personal Data it holds with another employee, agent 
or representative of  its group (which includes its subsidiaries and its ultimate holding 
company) if  the recipient has a job-related need to know the information and the transfer 
complies with any applicable cross-border transfer restrictions.

The employee may only share the Personal Data the employer hold with third parties, 
such as our service providers if:

   • they have a need to know the information for the purposes of  providing the  
    contracted services;

   • sharing the Personal Data complies with the Privacy Notice provided to the Data Subject  
    and, if  required, the Data Subject’s Consent has been obtained;

   • the third party has agreed to comply with the required data security standards, policies  
    and procedures and put adequate security measures in place;

   • the transfer complies with any applicable cross border transfer restrictions; and

   • a fully executed written contract that contains GDPR approved third party clauses has  
    been obtained.



52

  30.22 Changes to this Privacy Standard
We reserve the right to change this Privacy Standard at any time so please check back 
regularly to obtain the latest copy of  this Privacy Standard. We last revised this Privacy 
Standard on 15th May 2018.

This Privacy Standard does not override any applicable national data privacy laws and 
regulations in countries where the Company operates.

  Acknowledgement of  Receipt and Review
I, [EMPLOYEE NAME], acknowledge that on [DATE], I received and read a copy of  the employer’s 
Privacy Standard, dated [DATE} and understand that I am responsible for knowing and abiding by its 
terms. I understand that the information in this Privacy Standard is intended to help employees work 
together effectively on assigned job responsibilities and assist in the use and protection of  Personal 
Data. This Privacy Standard does not set terms or conditions of  employment or form part of  an 
employment contract.

Signed ……………………………………………………….

Printed Name ……………………………………………….

Date …………………………………………………………

31. PRIVACY NOTICE FOR EMPLOYEES,  
 WORKERS AND CONTRACTORS

 The employer is committed to protecting the privacy and security of  the employee’s personal   
 information.

This privacy notice describes how the employer collects and uses personal information about the 
employee during and after the employee’s working relationship with the employer, in accordance with 
the General Data Protection Regulation (GDPR).

It applies to all employees, workers and contractors.

The employer is a “data controller”. This means that the employer is responsible for deciding how 
it holds and uses personal information about the employee. The employer is required under data 
protection legislation to notify the employee of  the information contained in this privacy notice.

This notice applies to current and former employees, workers and contractors. This notice does not 
form part of  any contract of  employment or other contract to provide services. The employer or the 
National Federation of  Demolition Contractors may update this notice at any time but if  they do 
so, they will provide the employer and the employee with an updated copy of  this notice as soon as 
reasonably practical.

It is important that the employee reads and retains this notice, together with any other privacy notice 
the employer may provide on specific occasions when the employer is collecting or processing personal 
information about the employee, so that the employee is aware of  how and why the employee is using 
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such information and what the employer’s rights are under the data protection legislation.
  
  31.1 Data Protection Principles
    The employer will comply with data protection law. This says that the personal    
    information the employer holds about the employee must be:

   1.  Used lawfully, fairly and in a transparent way.
   2.  Collected only for valid purposes that the employer has clearly explained to the 
    employee and not used in any way that is incompatible with those purposes.
   3.  Relevant to the purposes the employer has told the employee about and limited 
    only to those purposes.
   4.  Accurate and kept up to date.
   5.  Kept only as long as necessary for the purposes the employer has told the employee about.
   6.  Kept securely.

  31.2  The Kind of  Information the Employer Holds About the Employee
    Personal data, or personal information, means any information about an individual 
    from which that person can be identified. It does not include data where the identity has 
    been removed (anonymous data).

    There are “special categories” of  more sensitive personal data which require a higher  
    level of  protection, such as information about a person’s health or sexual orientation.

  31.3 The employer will collect, store, and use the following categories of  personal    
    information about the employee:
   1. Personal contact details such as name, title, addresses, telephone numbers, and personal  
    email addresses.
   2. Date of  birth.
   3. Gender.
   4. Marital status and dependants.
   5. Next of  kin and emergency contact information.
   6. National Insurance number.
   7. Bank account details, payroll records and tax status information.
   8. Salary, annual leave, pension and benefits information.
   9. Start date and, if  different, the date of  your continuous employment.
   10. Leaving date and your reason for leaving.
   11. Location of  employment or workplace.
   12. Copy of  driving licence.
   13. Recruitment information (including copies of  right to work documentation, references  
    and other information included in a CV or cover letter or as part of  the application  
    process).
   14. Employment records (including job titles, work history, working hours, holidays, training  
    records and professional memberships).
   15. Compensation history.
   16. Performance information.
   17. Disciplinary and grievance information.
   18. CCTV footage and other information obtained through electronic means such as swipe  
    card records. 
   19. Information about your use of  our information and communications systems.
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   20. Photographs.
   21. Results of  HMRC employment status check, details of  your interest in and connection  
    with the intermediary through which your services are supplied.

   The employer may also collect, store and use the following “special categories” of  more  
   sensitive personal information:
   1. Information about your race or ethnicity, religious beliefs, sexual orientation and political  
    opinions.
   2. Trade union membership.
   3. Information about your health, including any medical condition, health and sickness  
    records, including:
   3.1 where you leave employment and under any share plan operated by a group company the  
    reason for leaving is determined to be ill-health, injury or disability, the records relating to  
    that decision;
   3.2 details of  any absences (other than holidays) from work including time on statutory  
    parental leave and sick leave; and
   3.3 where you leave employment and the reason for leaving is related to your health,  
    information about that condition needed for pensions and permanent health  
    insurance purposes.
   4. Genetic information and biometric data.
   5. Information about criminal convictions and offences.

  31.4 How Is the Employee’s Personal Information Collected?
The employer collects personal information about employees, workers and contactors 
through the application and recruitment process, either directly from candidates or 
sometimes from an employment agency or background check provider. The employer 
may sometimes collect additional information from third parties including former 
employers,

The employer will collect additional personal information in the course of  job-related 
activities throughout the period of  the employee working for the employer.

  31.5  How the Employer Will Use Information About the Employee
The employer will only use the employee’s personal information when the law allows the 
employer to. Most commonly, the employer will use the employee’s personal information 
in the following circumstances:

   1.  Where the employer needs to perform the contract it has entered into with the employee.
   2.  Where the employer needs to comply with a legal obligation.
   3.  Where it is necessary for the employer’s legitimate interests (or those of  a third    
    party) and the employee’s interests and fundamental rights do not override those interests.

    The employer may also use the employee’s personal information in the following  
    situations, which are likely to be rare:

   1.  Where the employer needs to protect the employee’s interests (or someone else’s interests).
   2.  Where it is needed in the public interest or for official purposes.

    Situations in which the employer will use the employee’s personal information
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The employer needs all the categories of  information in the list above primarily to 
allow it to perform its contract with the employee and to enable it to comply with legal 
obligations. In some cases the employer may use the employee’s personal information to 
pursue legitimate interests of  its own or those of  third parties, provided the employee’s 
interests and fundamental rights do not override those interests. 

   The situations in which the employer will process the employee’s personal information  
   are listed below. 
   1.  Making a decision about the employee’s recruitment or appointment.
   2.  Determining the terms on which the employee works for the employer.
   3.  Checking the employee is legally entitled to work in the UK.
   4. Paying the employee and deducting tax and National Insurance contributions (NICs).
   5.  Enrolling the employee in a pension arrangement in accordance with the employer’s  
    statutory automatic enrolment duties.
   6.  Administering the contract the employer has entered into with the employee.
   7.  Business management and planning, including accounting and auditing.
   8.  Conducting performance reviews, managing performance and determining  
    performance requirements.
   9.  Making decisions about salary reviews and compensation.
   10.  Assessing qualifications for a particular job or task, including decisions about promotions.
   11.  Gathering evidence for possible grievance or disciplinary hearings.
   12.  Making decisions about the employee’s continued employment or engagement.
   13.  Making arrangements for the termination of  the employer and employee’s working 
    relationship.
   14.  Education, training and development requirements.
   15.  Dealing with legal disputes involving the employee, or other employees, workers and  
    contractors, including accidents at work.
   16.  Ascertaining your fitness to work.
   17.  Managing sickness absence.
   18.  Complying with health and safety obligations.
   19.  To prevent fraud
   20.  Equal opportunities monitoring.

   Some of  the above grounds for processing will overlap and there may be several grounds   
   which justify the employer’s use of  the employee’s personal information.

  31.6  If  the employee fails to provide personal information
If  the employee fails to provide certain information when requested, the employer may 
not be able to perform the contract it has entered into with the employee (such as paying 
the employee or providing a benefit), or the employer may be prevented from complying 
with its legal obligations (such as to ensure the health and safety of  its workers).

  31.7  Change of  purpose
The employer will only use the employee’s personal information for the purposes for 
which the employer collected it, unless the employer reasonably considers that it needs 
to use it for another reason and that reason is compatible with the original purpose. If  
the employer needs to use the employee’s personal information for an unrelated purpose, 
the employer will notify the employee and the employee will explain the legal basis which 
allows it to do so.
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Please note that the employer may process the employee’s personal information without 
their knowledge or consent, in compliance with the above rules, where this is required or 
permitted by law.

  31.8  How the Employer Uses Particularly Sensitive Personal Information
“Special categories” of  particularly sensitive personal information require higher levels 
of  protection. The employer needs to have further justification for collecting, storing 
and using this type of  personal information. The employer has in place an appropriate 
policy document and safeguards which it is required by law to maintain when processing 
such data. The employer may process special categories of  personal information in the 
following circumstances:

   1.  In limited circumstances, with the employee’s explicit written consent.
   2.  Where the employer needs to carry out its legal obligations or exercise rights in  
    connection with employment.
   3.  Where it is needed in the public interest, such as for equal opportunities monitoring.

Less commonly, the employer may process this type of  information where it is needed 
in relation to legal claims or where it is needed to protect the employee’s interests (or 
someone else’s interests) and the employee is not capable of  giving their consent, or where 
the employee has already made the information public. The employer may also process 
such information about members or former members in the course of  legitimate business 
activities with the appropriate safeguards.

  31.9 The Employer’s Obligations as An Employer
    The employer will use the employee’s particularly sensitive personal information in the  
    following ways:

   1. The employer will use information relating to leaves of  absence, which may include  
    sickness absence or family related leaves, to comply with employment and other laws.
   2.  The employer will use information about the employee’s physical or mental health, or   
    disability status, to ensure the employee’s health and safety in the workplace and to assess  
    their fitness to work, to provide appropriate workplace adjustments, to monitor and  
    manage sickness absence and to administer benefits including statutory maternity pay,  
    statutory sick pay, pensions and permanent health insurance.
   3.  The employer will use information about the employee’s race or national or ethnic origin,  
    religious, philosophical or moral beliefs, or their sexual life or sexual orientation, to ensure  
    meaningful equal opportunity monitoring and reporting.
   4.  The employer will use trade union membership information to pay trade union  
    premiums, register the status of  a protected employee and to comply with employment  
    law obligations.

  Do we need the employee’s consent?

  The employer does not need the employee’s consent if  it uses special categories of  the employee’s  
  personal information in accordance with its written policy to carry out its legal obligations  
  or exercise specific rights in the field of  employment law. In limited circumstances, the employer 
  may approach the employee for their written consent to allow it to process certain particularly  
  sensitive data. If  the employer does so, it will provide the employee with full details of  the  
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  information that it would like and the reason it needs it, so that the employee can carefully  
  consider whether they wish to consent. The employee should be aware that it is not a condition of   
  their contract with the employer that they agree to any request for consent from the employer.

  31.10 Information About Criminal Convictions
The employer may only use information relating to criminal convictions where the law   
  allows it to do so. This will usually be where such processing is necessary to carry 
out its obligations and provided it does so in line with its Privacy Standard.

Less commonly, the employer may use information relating to criminal convictions where 
it is necessary in relation to legal claims, where it is necessary to protect the employee’s 
interests (or someone else’s interests) and the employee is not capable of  giving their 
consent, or where the employee has already made the information public.

The employer may also process such information about members or former members in 
the course of  legitimate business activities with the appropriate safeguards.

The employer does not envisage that it will hold information about criminal convictions. 
If  the employer does need to hold information about criminal convictions, it will notify 
the employee in advance. 

  31.11  Automated Decision-making
Automated decision-making takes place when an electronic system uses personal 
information to make a decision without human intervention. The employer is allowed to 
use automated decision-making in the following circumstances:

   1.  Where the employer has notified the employee of  the decision and given the employee 21  
    days to request a reconsideration.
   2.  Where it is necessary to perform the contract with the employee and appropriate 
    measures are in place to safeguard your rights.
   3.  In limited circumstances, with the employee’s explicit written consent and where   
    appropriate measures are in place to safeguard your rights.

If  the employer makes an automated decision on the basis of  any particularly sensitive 
personal information, the employer must have either your explicit written consent 
or it must be justified in the public interest, and the employer must also put in place 
appropriate measures to safeguard the employee’s rights.

The employee will not be subject to decisions that will have a significant impact on them 
based solely on automated decision-making, unless the employer has a lawful basis for 
doing so and has notified the employee.

The employer does not envisage that any decisions will be taken about the employee using 
automated means, however it will notify the employee in writing if  this position changes.

  31.12  Data Sharing
The employer may have to share the employee’s data with third parties, including third-
party service providers and other entities in the group.
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The employer requires third parties to respect the security of  the employee’s data 
and to treat it in accordance with the law.

We may transfer your personal information outside the EU.
If  we do, you can expect a similar degree of  protection in respect of  your personal 
information.

Why might the employer share the employee’s personal information with third 
parties?

The employer will share the employee’s personal information with third parties 
where required by law, where it is necessary to administer the working relationship 
with the employee or where the employer has another legitimate interest in  
doing so.

Which third-party service providers process the employee’s personal information?

“Third parties” includes third-party service providers (including contractors and 
designated agents) and other entities within our group. 

How secure is the employee’s information with third-party service providers and 
other entities in the employer’s group (if  applicable)?

All the employer’s third-party service providers and other entities in the group are 
required to take appropriate security measures to protect the employee’s personal 
information in line with the employer’s policies. The employer does not allow our 
third-party service providers to use the employee’s personal data for their own 
purposes. The employer only permits them to process the employee’s personal data 
for specified purposes and in accordance with the employer’s instructions.

When might the employer share the employee’s personal information with other 
entities in the group?

The employer will share the employee’s personal information with other entities 
in the employer’s group as part of  its regular reporting activities on company 
performance, in the context of  a business reorganisation or group restructuring 
exercise, for system maintenance support and hosting of  data.

The employer may share the employee’s personal information with other third 
parties, for example in the context of  the possible sale or restructuring of  the 
business. In this situation the employer will, so far as possible, share anonymised 
data with the other parties before the transaction completes. Once the transaction 
is completed, the employer will share the employee’s personal data with the other 
parties if  and to the extent required under the terms of  the transaction.

The employer may also need to share the employee’s personal information with a 
regulator or to otherwise comply with the law. This may include making returns to 
HMRC, disclosures to stock exchange regulators and disclosures to shareholders 
such as directors’ remuneration reporting requirements.
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  31.13 Data Security
The employer has put in place measures to protect the security of  the employee’s 
information. Details of  these measures are available upon request.

Third parties will only process the employee’s personal information on the employer’s 
instructions and where they have agreed to treat the information confidentially and to 
keep it secure.

The employer has put in place appropriate security measures to prevent the employee’s 
personal information from being accidentally lost, used or accessed in an unauthorised 
way, altered or disclosed. In addition, the employer limits access to the employee’s 
personal information to those employees, agents, contractors and other third parties who 
have a business need to know. They will only process the employee’s personal information 
on the employer’s instructions and they are subject to a duty of  confidentiality. 

The employer has put in place procedures to deal with any suspected data security breach 
and will notify the employee and any applicable regulator of  a suspected breach where 
the employer is legally required to do so.

  31.14  Data Retention
How long will the employer use the employee’s information for?

The employer will only retain the employee’s personal information for as long as 
necessary to fulfil the purposes it collected it for, including for the purposes of  satisfying 
any legal, accounting, or reporting requirements. To determine the appropriate retention 
period for personal data, the employer considers the amount, nature, and sensitivity of  
the personal data, the potential risk of  harm from unauthorised use or disclosure of  the 
employee’s personal data, the purposes for which the employer processes the employer’s 
personal data and whether it can achieve those purposes through other means, and the 
applicable legal requirements.

In some circumstances the employer may anonymise the employee’s personal information 
so that it can no longer be associated with the employee, in which case the employer may 
use such information without further notice to the employee. Once the employee is no 
longer an employee, worker or contractor of  the company the employer will retain and 
securely destroy the employee’s personal information in accordance with applicable laws 
and regulations.

  31.15 Rights of  Access, Correction, Erasure, and Restriction
    The Employee’s Duty to Inform the Employer of  Changes

It is important that the personal information the employer holds about the employee 
is accurate and current. Please keep the employer informed if  the employee’s personal 
information changes during their working relationship with the employer.

The Employee’s Rights in Connection with Personal Information

Under certain circumstances, by law the employee has the right to:
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   1.  Request access to their personal information (commonly known as a “data subject access  
    request”). This enables the employee to receive a copy of  the personal information the  
    employer holds about them and to check that the employer is lawfully processing it.
   2.  Request correction of  the personal information that the employer holds about them. This  
    enables the employee to have any incomplete or inaccurate information the employer  
    holds about them corrected.
   3.  Request erasure of  the employee’s personal information. This enables the employee to   
    ask the employer to delete or remove personal information where there is no good reason  
    for the employer continuing to process it. The employee also has the right to ask the  
    employer to delete or remove their personal information where they have exercised their  
    right to object to processing (see below).
   4.  Object to processing of  their personal information where the employer is relying on  
    a legitimate interest (or those of  a third party) and there is something about the  
    employee’s particular situation which makes them want to object to processing on  
    this ground. The employee also has the right to object where the employer is processing  
    their personal information for direct marketing purposes.
   5.  Request the restriction of  processing of  their personal information. This enables the  
    employee to ask the employer to suspend the processing of  personal information about  
    them, for example if  you want the employer to establish its accuracy or the reason for  
    processing it.
   6.  Request the transfer of  the employee’s personal information to another party.

If  the employee wants to review, verify, correct or request erasure of  their personal 
information, object to the processing of  their personal data, or request that the employer 
transfer a copy of  their personal information to another party, please contact the 
employer in writing.

No fee usually required

The employee will not have to pay a fee to access their personal information (or to 
exercise any of  the other rights). However, the employer may charge a reasonable fee 
if  the employee’s request for access is clearly unfounded or excessive. Alternatively, the 
employer may refuse to comply with the request in such circumstances.

The employer may need to request specific information from the employee to help it 
confirm their identity and ensure their right to access the information (or to exercise any 
of  their other rights). This is another appropriate security measure to ensure that personal 
information is not disclosed to any person who has no right to receive it.

  31.16 Right to Withdraw Consent
In the limited circumstances where the employee may have provided their consent to the 
collection, processing and transfer of  their personal information for a specific purpose, 
they have the right to withdraw their consent for that specific processing at any time. 
To withdraw consent, please contact the employer. Once the employer has received 
notification that the employee has withdrawn their consent, the employer will no longer 
process their information for the purpose or purposes the employee originally agreed to, 
unless the employer has another legitimate basis for doing so in law.
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  31.17ꢀ DataꢀProtectionꢀOfficer
    If  the employee has any questions about this privacy notice or how the employer handles  
    their personal information, please contact the DPO. The employee has the right to make  
    a complaint at any time to the Information Commissioner’s Office (ICO), the UK  
    supervisory authority for data protection issues.

  31.18 Changes to this Privacy Notice
    We reserve the right to update this privacy notice at any time, and we will provide the  
    employer and employee with a new privacy notice when we make any substantial  
    updates. We may also notify you in other ways from time to time about the processing of   
    your personal information.

I, [EMPLOYEE NAME], acknowledge that on [DATE], I received and read a copy of  the Privacy 
Standard, dated 15th May 2018 and understand that I am responsible for knowing and abiding by 
its terms. This Privacy Standard does not set terms or conditions of  employment or form part of  an 
employment contract.

Signed ……………………………………………………….

Printed Name ……………………………………………….

Date …………………………………………………………
 

32. WELFARE CONDITIONS
 It shall be the responsibility of  the employer to provide proper welfare facilities on site, namely:

 (a)        Shelter from inclement weather.
 (b)       Accommodation for clothing.
 (c)        Accommodation and provision for meals.
 (d)       Provision of  drinking water.
 (e)        Sanitary conveniences.
 (f)         First Aid facilities 
 (g)        Washing facilities.

 Note: The attention of  all employers is drawn to the provisions of  the Construction, Design and   
 Management (CDM) Regulations 2015 which is the principal legislation, subject to any amendments  
 brought into operation under subsequent legislation.

33. ENVIRONMENT
 The signatories to this agreement believe that demolition should not have a detrimental  
 environmental impact.  They therefore believe that the environmental    impact of  the processes and  
 procedures should be properly assessed and adequate steps taken to ensure that no harm is done to  
 the natural environment.

34. FIRST AID
 First Aid requirements shall be provided on demolition and dismantling sites in accordance with the   
 Health and Safety (First Aid) Regulations 1981 (as amended).
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  The employer shall appoint a first-aider or other suitably trained employee who shall receive a   
  weekly payment: 
 
  From 20/07/18 - £8.75
             From 20/07/19 - £9.06

35. INTERPRETATION OF AGREEMENT
 The Demolition Industry Conciliation Board shall be responsible for interpretation of  this  
 Agreement and settlement of  disputes or differences arising out of  the operation of  the Agreement.

36. DETERMINATION OF AGREEMENT
 This Agreement may be terminated at any time by agreement of  both parties or by either party  
 giving to the other six months’ notice of  termination.

37. EMPLOYING AUTHORITIES
 It is the decision of  the Board in respect of  the foregoing Agreement that it shall be circulated to all  
 Employing Authorities advising them that the terms and conditions of  this Agreement should be applied  
 to all demolition and dismantling work in order to comply with all relevant Resolutions or Legislation.

 ………………………………………………………………………………………………………………

The foregoing Agreement is deemed to be operative immediately.

 Dated this day, 20th July 2018
 
 Signed on behalf  of  the Employers’ Side
 
 For THE NATIONAL FEDERATION OF DEMOLITION CONTRACTORS LTD

 Howard M Button, Chief  Executive, NFDC Ltd

 Signed on behalf  of  the Operatives’ Side
 
 For UNITE the Union

ꢀ JerryꢀSwain,ꢀNationalꢀOfficerꢀforꢀConstruction,ꢀUNITEꢀtheꢀUnion
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APPENDIX A

GRIEVANCE PROCEDURE

This procedure does not form part of  any employee’s contract of  employment. 

Grievances shall be dealt with in accordance with the ACAS Code of  Practice  
on Disciplinary and Grievance Procedures.

1. Individual Cases

An individual employee having grievance or complaint shall in the first instance raise  
it verbally with their immediate supervisor and every effort should be made to reach a  
resolution quickly and informally. If  this does not resolve the problem the employee  

may initiate the formal procedure set out below.

The issue or grievance may then be taken up with the site or works manager, agent  
or general foreman, or other person designated for that purpose.   

At this stage the grievance should be put in writing.  

A grievance meeting will then be arranged. The employee may be accompanied at  
the grievance meeting by their Trade Union representative or a colleague.   

The employee shall be written to by the employer following the meeting to notify  
the employee of  the decision.  The employee will then have the right of  appeal if   

the employee is unhappy with the outcome.

The employee may appeal in writing to the person designated for this purpose.   
The employer will hold an appeal meeting and the employee may again be accompanied  

by their Trade Union representative or a colleague.

The employer will confirm the appeal outcome in writing, 

2. Collective Cases

Where the issue or grievance affects a group of  employees they should refer the  
matter to their union representative who may proceed to take it up with the site manager, 

agent or general foreman, or other designated by management for that purpose.   
Where the issue or grievance affects the members of  more than one union the convenor 

steward shall deal with the matter in similar fashion.

3.ꢀFurtherꢀStepsꢀ–ꢀDisputesꢀorꢀDifferences

In either case where the issue or grievance arises between members of  the bodies    
affiliated to the Board, or any of  them, and it cannot be resolved through the procedure  

laid down in paragraphs 1 and 2 above, then it shall be the duty of  the union  
representative to report the facts to the Operatives’ Joint Secretary.
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In the event that management and the full-time regional trade union officer are unable  
to resolve the difficulty it shall be the responsibility of  both sides to progress the    

matter at national level.  In the meantime, there shall be no stoppage of  work, restriction of   
hours worked, or reduction in output and the union representative shall see that this 

requirement is carried out.  In all instances it shall be the responsibility of  both the  
union and/or the convenor steward and of  the management to communicate  

decisions to the employees concerned.  In the case of  management having an issue or  
grievance the matter should immediately be referred to the Joint Secretaries, as provided  

for in Part B of  the Board’s Constitution.

In the event that the proposed outcome or resolution is not accepted then a mediator  
or conciliator, such as ACAS, may be engaged if  there is a mutual desire to resolve  

the grievance or complaint.
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APPENDIX B

TAXATION GUIDANCE

EIM71330 - Tax treatment of  working rule agreements: rates of  allowances paid under particular 
agreements: Engineering Construction (including Demolition) Industry

This publication is only available from HM Revenue and Customs.
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APPENDIX C
Application for Subsistence Allowance Paid under the National Working Rules

Employer’s Name ..................................................................................................................................................

Employer’s Address .............................................................................................................................................

...................................................................................................................................................................................

Employee’s Name .................................................................................................................................................

Date .........................................Employers pay ref ........................................NIC No ......................................... 

To be completed by Employee.
I certify that my permanent home address is  ............................................................................................... 

................................................................................................................................................................................... 

This is where I normally live. I would travel to work from this address if  I had not been given work away from 
home. The distance I have to travel to the allocated project means that I will live away from home for the length 
of  the project during the working week.

My temporary address is ................................................................................................................................... 

.................................................................................................................................................................................. 

My temporary site is at ......................................................................................................................................

..................................................................................................................................................................................

I have been sent by my employer to work at the above temporary place of  work. I have had to incur additional 
living expenses by taking lodging at the above temporary address.

Yes     
I have the following dependants living at my permanent address (wife/husband, common law wife/husband of  
two years or more, civil partner, dependant child under 18).

(Names) ..................................................................................................................................................................

..................................................................................................................................................................................

OR

I have no dependants but I have to pay the costs of  keeping up a permanent home in the UK while I work away on 
site. (For example I pay rent or a mortgage, or the costs of  gas, electricity, water and council tax to keep my home.)

Yes                Signed ........................................................................................................................................

I understand that if  I sign this form and the statements made on it are not true I will be liable for tax on the 
lodging/subsistence allowances paid to me.

I agree to tell my employer and HMRC of  any change which affect this statement.

Signed ..................................................................Print Name .............................................................................

To Be Signed By Employer
I confirm that the permanent address given above by ...............................................................(Employee’s name)
is the address at which we understand they live and is being used as their home address for our personnel records.

Signed .......................................................................................................Date ................................................................

Role in Employer’s company .............................................................................................................................................
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AMENDMENT RECORD

 Amendment No. Date Issued Rule No(s)
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NOTES


