
Appendix B

KAS POLICY ON HIV/AIDS IN THE 
SEVETNH-DAY ADVENTIST WORKPLACE

The SDA church in Central Zambia Conference is committed to managing the challenges and threats of HIV/AIDS to its employees, and in response to this commitment the following HIV/AIDS Workplace Policy has been developed and adopted for all employees of the Adventist Church in this conference.

1. Recognition of HIV/AIDS as a workplace issue.
a. The Seventh Day Adventist Church in Central Zambia Conference acknowledges the seriousness of the HIV/AIDS pandemic and the potential  impact it may have on this organization and all other segments of society.
b. HIV/AIDS in the workplace has resulted in the significant loss of man hours and of trained, experienced human resources. This has led to diminishing productivity levels across every employment sector. It has also resulted in employers adopting measures to protect their business/organizations from AIDS related losses by perpetuating practices that discriminate against HIV infected and affected people.
c. Managing the epidemic appropriately and effectively in the workplace and offering support and comfort in the community is a Christian response and duty. In this respect the Church and all its various institutions in Central Zambia Conference with their governing committees, commit to understand the complextiies   of the epidemic and to find joint solutions to the challenge that HIV/AIDS brings. This policy is therefore based on a foundation  of the unconditional acceptance of all, and the provision of love and support for those infected and affected by HIV/AIDS.
d. The successful operation of an HIV/AIDS policy and programme requires cooperation and trust between employers and employees, including where possible the active involvement of those employees infected and affected by HIV/AIDS.

1.1 SDA Church Statement of Commitment to the issue
The Seventh-day Adventist Church in Central Zambia Conference:
a. Is commited to creating and maintaining a safe working environment for all employees at its institutions.
b. Will protect the rights of employees who are HIV positive especially their right to be treated with respect and dignity and their right to continue working for as long as they are able.
c. Undertakes to deal with an employee infected with HIV or who has AIDS, in the same manner as an employee suffering from any other form of life-threatening disease: with love, consideration and respect, and in a positive, supportive non-discriminatory manner.
d. Acknowledges the seriousness  of HIV/AIDS pandemic and the potential impact it presents to the organization and all segments of society.
e. Recognizes the responsibility of both the church organization and its leaders to educate their employees regarding HIV/AIDS, including modes of transmission, means of prevention, care, treatment and support.
f. Is committed to providing hope, love and support to all employees who are diagnosed and disclose as being HIV positive, so as to assist them to continue to live dignified and productive lives.
g. Provide psycho-social and spiritual support for employees and their immediate families who are affected/infected in an attempt to improve their overall health.
2. Policy Goal and Objectives
a. Goal of the policy:
· To enable the Church in Central Zambia Conference to effectively respond to the HIV and AIDS pandemic and maximize its efforts to reduce the spread and mitigate the impact of HIV and AIDS among employees in the Church and her institutions.
b. Policy objectives:
· To ensure a better understanding of the issues surrounding HIV and AIDS in the workplace and promote prevention and care messages.
· To prevent unfair discrimination on the basis of HIV/AIDS status, thereby ensuring the rights of people living with HIV/AIDS.
· To eliminate stigma I the workplace on the basis of real or perceived HIV status, or vulnerability to HIV infection.

3. The Scope of the Policy
The Seventh-day Adventist Church in Central Zambia Conference is committed to providing a supporting workplace for its employees, regardless of their HIV status. To aid in achieving this goal, this policy provides guidelines through the following key categories:

3.1 Information, education and other preventative health measure
3.2 Voluntary counseling, testing and confidentiality
3.3 Non-discrimination and stigmatization
3.4 Terms of appointment and service
a. Pre-recruitment and employment prospects
b. Continuity of employment 
3.5 Policy Review

3.1 	 Information, Education and Other Preventative Health measures

Staff should be provided with sufficient, updated information to enable them to protect themselves from HIV infection and to cope with the presence of AIDS. To this end all employment organization in Central Zambia Conference are encouraged to develop and implement an active staff education strategy for HIV/AIDS, which must include the identification of local resources that are experienced in HIV/AIDS counseling and can provide confidential follow-up.

All institutions should establish an environment conducive for the prevention of the spread of HIV by providing equipment and protective kits ( e.g., waste baskets, gloves, etc.) and preventive measures for all employees – measures consistent with the denomination’s biblical guidelines for such matters.

At intuitions of employment where medical procedures are carried out, the employer shall ensure that employees are educated about universal precautions and provide the necessary resources.

Furthermore, the employer shall ensure that if an employee is exposed to HIV infection in the course of his/her work, the employee will have timely access to anti-retroviral treatment as a post-exposure prophylaxis

3.2  Voluntary Counseling, Testing and Confidentiality
The church in Central Zambia Conference recognizes the sensitive issue that surround HIV/AIDS and undertakes to treat all medical information as confidential through the following workplace protocols:
a. All employers shall treat information of an employee’s HIV status as confidential and shall not disclose that information to any other person without the employee’s written consent. Shared confidentiality, the principle that confidential information is shared between individuals for professional reasons, may apply on some rare occasion.
b. Breach of confidentiality will be subject to existing disciplinary procedures. Institutions should come up with disciplinary procedures dealing with stigmatization, discrimination and breach of confidentiality.
c. No job applicant or any employee should be required to disclose HIV related personal information. Nor should workers be obliged to reveal such personal information about fellow workers.
d. Institutions are encourages to promote VCT (Voluntary Counselling and Testing). Provision of these services is recommended to be delivered by independent testers either on site at the workplace or in the community.
3.3 Non-discrimination
In respect for human rights and the dignity of person infected by HIV/AIDS, there should not be discrimination against  any employee on the basis of his/her real perceived HIV status. To this end, the following workplace conditions apply at SDA workplace in Central Zambia Conference
a. The co-workers of person living with HIV are expected to maintain normal non-discriminatory working relationships.
b. Employees living with HIV/AIDS have the same rights and obligations as all other staff/students.
c. E
3.4 Terms of Appointment and Service
a. Pre-recruitment and employment prospects:
i) HIV status shall not be required as part of the acceptance specification, and nothing in the pre-employment examination should be considered obliging any can candidate to declare his or her HIV Status, unless he/she is involved in a medical profession (e.g., doctor, dentist, nurse) where patients could potentially be infected.
ii) Fitness to work shall be the only criterion for recruitment to work.
iii) HIV infection does not in itself constitute a lack of fitness to work.
iv) There will be no HIV screening of candidates for recruitment except where prescribed under point. i. above
v) HIV/AIDS will be treated in the same manner as any other medial condition in considering medical classification.
vi) There is no justification to ask job applicants or employees to disclose HIV-related personal information. Nor should fellow employees be obliged to reveal such personal information about their colleagues. HIV status shall not constitute a reason  to preclude any person from employment or access to an educational institution. Rare exceptions may apply at medical institutions in Central Zambia Conference, where medical procedures are undertaken which carry a high risk of doctor/dentist/nurse to patient HIV exposure. In these instances, lawful and respected medical industry standards for doctor to patient cross-infection risk elimination will apply.
b. Continuity of Employment
i) HIV infection or AIDS should not on its own be considered as a basis for transfer, demotion or termination of employment.
ii) If fitness is impaired by an HIV-related illness then reasonable alternative working arrangement should be made.
iii) Employees of SDA institutions living with HIV or AIDS should enjoy the same health and social protection as that afforded to any other SDA employee with a serious illness.
iv) HIV screening, whether direct (HIV testing), or indirect (assessment of risk behaviours) and  or questioning about tests undertaken should not be required.
v) Confidentiality regarding all medical information, including HIV/AIDS must be maintained. Disciplinary procedures should apply where there is a breach of this principle.
vi) There should be no obligation on the part of an employee to inform the employer or co-worker regarding his or her HIV status.
vii) Persons in the workplace affected by  or perceived to be affected by HIV/AIDS must be protected from stigmatization and discrimination by co-workers, trade unions, employers and clients.
viii) HIV infected employees, and those with AIDS, should not be discriminated against, including with regard to their access to and receipt of benefits from statutory social security programmes and occupationally related schemes.
ix) Dismissal on grounds of illness and incapacity may only apply if reasonable accommodation has been made and all sick leave and illness benefits entitled to the employee have been exhausted. Insufficient fitness to work standards should be qualified by a medical doctor at the expense of the employer. The employer must give reasonable notice to the employee in writing of any intention to determine medical incapacity and to terminate the employment contract on these grounds.

Should the employer terminate the contract of employment of an employee on grounds of medical incapacity, the employee is entitled to those remuneration benefits that usually apply to termination of contracts.
x) Procedures are set out in the national Labour Relations Act (LRA) and institutions, should be the basis to settle all cases on disputes and discrimination at work
3.5 Policy Review

The leadership and administrative personnel of Central Zambia Conference should monitor and periodically review this policy. Workplace and industry standard updates on the issues encompassed in this policy should be identified and incorporated at regular intervals.





