1.1  The School is committed to ensuring continuity of employment for its



b) Ensure compliance with legislation governing the employment of
staff on fixed-term contracts;

c) Provide circumstances in which fixed-term contracts may be used
and provide for the transfer of fixed-term staff to without duration
contracts where appropriate.

3.1  This policy applies to all employees at the School issued with a contract of
employment that has a contract end date. It may also apply to employees
on without duration contracts where the post is funded by a research
grant or contract. It does not cover consultants, temporary workers,
apprentices, placement students or agency staff.

3.2 This policy is not contractual and may be amended through the normal
School procedures. The policy is not intended to remove any existing
protections or entitlements to employees under their contract of
employment or collective agreements between the School and trade
unions.

4.1  Fixed-term contracts are contracts that last for a specified time, or will end
when a specified task or event has been completed®.

4.2 A fixed-term contract should only be issued to an employee where there is
a specific need for the post to be appointed on a temporary basis. A fixed-
term contract should not be used to assess an employee’s suitability for
the post. Circumstances in which a fixed-term contract can be issued is
covered under 5.1.

4.3  Recruiting Managers must state the objective justification for any
fixedterm position with the recruitment paperwork submitted to HR and
the objective justification should be provided to all appointees in the
contract of employment.

51  Appointments on a fixed-term basis can be justified in the following
circumstances, providing they would not give rise to unlawful

! Definition quoted from ACAS website http://www.acas.org.uk/index.aspx?articleid=4587



http://www.acas.org.uk/index.aspx?articleid=4587
http://www.acas.org.uk/index.aspx?articleid=4587
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5.3

6.1

discrimination on the grounds of protected characteristics i.e. part-time
status, gender, age, race, disability, sexual orientation, gender re-

assignment, marriage and civil partnership, pregnancy and maternity,
religion or belief.

a) The post requires specialist expertise or recent experience that is not
already available within the School in the short-term to support a
specific task or project;

b) To cover for staff absence as appropriate e.g. maternity leave,
adoption leave, shared parental leave, long term sickness, study
leave;

¢) The contract is to provide a secondment or career development
opportunity;

d) Input from specialist practitioners;
e) To meet fluctuating business/service demands;

f) For an interim period pending the restructuring of a department
and/or recruitment to a specific post;

g) Where appointments to posts are made on a rotational basis e.g.
Clinical Research Fellows on the specialist trainee training
programme;

h) Where there is no reasonable prospect of funding being renewed or
becoming available.

The temporary nature of external funding will not automatically be a
reason for the use of a fixed-term contract. Where the work is on-going
over a number of years a contract without duration may be appropriate
and decisions will be on a case-by-case basis.

The list of objective reasons for the use of a fixed-term contract outlined
in 5.1 is not exhaustive. Where none of the criteria apply then advice
should be sought from HR.






Application Form) to transfer a contract without duration the HR
Department will issue a letter to the employee to confirm that their
contract is without duration.






