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			Welcome to the latest edition of the
DDHR Advice for the Boss
newsletter







		This issue is dedicated to shedding light on the fundamental tools that drive operational efficiency and foster clarity and trust between employers and employees: the contract of employment and company policies.
Understanding the significance of employment contracts and company policies is crucial.
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		The Importance of Employment Contracts
The contract of employment is more than just a formal agreement—it is the cornerstone of the professional relationship between an employer and employee. It establishes the terms and conditions of employment, including responsibilities, benefits, work hours, and termination conditions. These contracts serve as a legal safeguard, ensuring both parties clearly understand their rights and obligations. Furthermore, they uphold the essential principles of transparency and mutual respect, providing a structured framework that reduces misunderstandings and potential disputes.
Through a well-crafted contract, employees can feel secure in their roles, knowing that their contributions are valued and their rights protected. For employers, these agreements are equally critical, as they help define expectations and preserve organisational integrity.

 
The Role of Company Handbooks

While contracts outline the legal parameters of employment, company policies complement these documents by offering practical guidance and insights into organisational culture. A comprehensive company policy usually in the form of a staff handbook, serves as a reference point for company policies, procedures, and values, ensuring that employees are equipped with the knowledge they need to understand their roles effectively.
Company policies are essential tools in fostering a cohesive workplace environment. They address key topics such as workplace conduct, health and safety protocols, grievance procedures, and benefits information. Simple issues like smoke breaks, use of mobile phones, and dress code can be included in the company policies and referenced in the employees’ contract of employment. By providing this information in a single, accessible resource, staff handbooks empower employees to contribute actively and responsibly to the success of the organisation. 

A Unified Approach

Together the contract of employment and company policies form a complementary duo, facilitating alignment between individual responsibilities and collective goals. They are not merely administrative documents; they are living resources that reflect the values and vision of an organisation. Investing time and effort into crafting these tools carefully reflects a company’s commitment to its people and its future.

Thank you for reading this issue, and we look forward to sharing more insights with you in our upcoming issues.






		Any questions you have click here
email Dermot 
and we will respond accordingly
or call Dermot 086 843 6361
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Important Information regarding the Rights of your Employees









		






		An Overview of Employee Rights and Employer Obligations
The Terms of Employment (Information) Act in Ireland outlines the fundamental rights of employees and the obligations of employers regarding the provision of clear and transparent employment terms. Initially enacted in 1994 and subsequently amended, this legislation ensures that employees receive essential information about their conditions of employment.
Purpose of the Act
The Act aims to foster transparency and fairness in working relationships by obliging employers to provide written statements of employment terms. It protects employees by ensuring they understand their rights and responsibilities from the outset of their employment.
 
Written Statement of Terms
Employers are required to provide employees with written statements of their terms and conditions of employment within 5 days and one month of the commencement of employment as follows:
Day 5 Statement of Terms (Section 3(1A) Statement)
An employer must notify each new employee, in writing, within five days of commencement of employment, of the following core terms of employment:
1. The full names of the employer and the employee.
2. The address of the employer or the principal place of business in the State.
3. The place of work, or where there is no fixed or main place of work, a statement specifying that the employee is employed at various places or is free to determine his or her place of work or to work at various places.
4. The title, grade, nature, or category of work for which the employee is employed, or a brief description of the work.
5. The date of commencement of the contract of employment.
6. The duration and conditions relating to a probationary period, if applicable.
7. The expected duration of the contract, in the case of a temporary contract, or the end date if the contract is a fixed-term contract.
8. The remuneration, including the initial basic amount, any other component elements, if applicable, indicated separately, the frequency and method of payment of the remuneration to which the employee is entitled, and the pay reference period for the purposes of the National Minimum Wage Act, 2000.
9. The number of hours the employer expects the employee to work per normal working day and per normal working week.
10. any terms and conditions relating to hours of work (including overtime).
11. If applicable, the employer’s policy on how tips or gratuities, and mandatory charges are treated. 
Written Statement of Terms (Section 3(1) Statement)
An employer must also provide each new employee with a written statement of the terms of employment within one month of commencement of employment. The written statement must include the following:
· The full names of the employer and the employee
· The address of the employer
· The employee may request a written statement of the average hourly rate of pay.
· Whether pay is weekly, fortnightly, monthly, or otherwise*
· Terms or conditions relating to paid leave (other than paid sick leave) *
· Any terms or conditions relating to incapacity for work due to sickness or injury*
· Any terms or conditions relating to pensions and pension schemes*
· Periods of Notice or method for determining periods of notice*
· A reference to any collective agreements that affect the terms of employment.
· A reference to any applicable REA or ERO, and where the employee may obtain a copy of the same.
· The training entitlement, if any, provided by the employer
· If the employee is a temporary agency worker, the identity of the user undertaking.
· If the work pattern is entirely or mostly unpredictable, the statement must state:
· that the work schedule is variable, the number of guaranteed paid hours, and the remuneration for work performed in addition to those guaranteed hours.
· the reference hours and days within which the employee may be required to work.
· the minimum notice period to which the employee is entitled to before the start of a work assignment and, where applicable, the deadline for notification in accordance with Section 17 of the Organisation of Working Time Act 1997, and
· where it is the responsibility of the employer, the identity of the social security institutions receiving the social insurance contributions attached to the contract of employment, and any protection relating to social security provided by the employer.
In relation to items marked with an asterisk (*) above, the employer may, as an alternative to providing all the details in the statement, use the statement to refer the employee to certain other documents containing the particulars. For example, such a reference could be to an Employment Regulation Order, Registered Employment Agreement, or collective agreement relating to the employment involved. However, the separate documentation referred to should be readily accessible to the employee for reference purposes.
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Please click below to read this editions WRC case study relevant to the Terms of Employment (Information) Act  and the consequences to the employer for not adhering to this Act






		Click to Read






		






	
	REMINDER STAMP 2 HOLDERS - Change in hours

Coming into the busy Summer season it is important to be aware of changes to to working hours for any
Stamp 2 Holders

If you employ or are planning to employ students on a Stamp 2 visa, please see following changes :

From 1st June to 30 September, Stamp 2 holders are permitted to work up to a maximum of 40 hours per week.

Outside of this period, the limit returns to 20 hours per week during term time.

This 40 hour allowance also applies from 15 December to 15 January.






		






		Email DDHR
We can help you ensure your contracts and policies are up to date with current HR Legislation or if you have any other queries or questions click on our email link above.








			Please call us for a chat on any issue

Dermot 086 8436361
dermot@ddhrsupportandadvice.com

Marie  085 1736722
marie@ddhrsupportandadvice.net









		






		







					












		Please forward and share this newsletter with your colleagues and friends
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