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Age discrimination in the 
workplace will become 
illegal under the 
Employment Equality 
(Age) Regulations 2006, 
which will come into 
force on 1 October 2006.  
 
The new regulations will : 
·  ban age discrimination 

in terms of 
recruitment, promotion 
and training. 

·  ban unjustified 
retirement ages of 
below 65. 

·  remove the current 
age limit on unfair 
dismissal and 
redundancy rights. 

 
They will also introduce: 
·  a right for employees 

to request working 
beyond retirement 
age and a duty on 
employers to consider 
that request. 

·  a new requirement for 
employers to give at 
least six months 
notice to employees 
about their intended 
retirement date so 
that individuals can 
plan for retirement. 

 
As well as applying to 
retirement they: 
·  remove the upper age 

limit for unfair 
dismissal and 
redundancy rights, 
giving older works the 
same rights to claim 
unfair dismissal or 
receive redundancy 
payment. 

·  remove the age limits 
for Statutory Sick Pay, 
Statutory Maternity 
Pay, Statutory 
Adoption Pay and 
Statutory Paternity 
Pay. 

·  remove the lower and 
upper age limits in the 
Statutory redundancy 
scheme. 

·  provide exemptions for 
many age- based rules 
in occupational 
pension schemes.  

 

Redundancy Selection 
Procedures  

Employers will need to 
ensure that their selection 
processes for redundancy 
are free from age 
discrimination. For 
example, practices such 
as ‘last in, first out’ and 
using length of service in 
any selection criteria may 
be discriminatory if not 
objectively justified. 

Service Related 
Employment Benefits   

The new laws will allow 
employers to continue to 
use length of service 
criteria to reward staff, as 
long as the period of 
service is not more than 
five years. Employers can 
use length of service 
criteria that exceeds five 
years only if they can 
justify their actions. 
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Statutory Maternity Pay 
(SMP) 
First six weeks:  
90% of the employee’s average 
weekly earnings, with no upper 
limit. 
Remaining 20 weeks: 
£108.85 or 90% of average 
weekly earnings if 90% is less 
than £108.85. 
 
Statutory Paternity Pay (SPP)   
·  paid for two weeks. 
·  £108.85, or 90% of 

employee’s average 
weekly earnings if 90% 
rate is less than £108.85. 

 
Statutory sick pay  
·  can be paid by the 

employer for up to a 
maximum of 28 weeks.   

·  payment is £70.05 per 
week. 

 
All of the above are subject to 
qualifying conditions. 
 
Minimum wage hourly rates 
Adult (age 22 and over);  £5.05 
Youth rate (age18-21);  £4.25 
Development rate (age 16-
17)£3.00 
 
Statutory redundancy pay  
Maximum payment; 30 weeks 
pay or £8,700.  
Minimum qualification; two 
years continuous service with 
the same employer from age 
18 onwards. 
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If you want to make sure your policies are up to 
date and reflect the new legislation, call to arran ge 
a FREE HR Audit with J Mann Associates. 
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1. Communicate goals 
clearly.  

Employees look to their 
manager for company goals. 
When those goals are not clear 
employees try to define goals 
themselves. By clearly laying 
out goals, everyone begins in 
the same place and 
understands where the 
business is going.  
 

2. Define responsibilities.  
Provide each employee with a 
job description which clearly 
indicates their responsibilities, 
both individually and as it 
relates to team projects. This 
stops confusion over who is 
accountable for what.  
 

3. Provide equal training.  
Make sure that each member of 
your staff is trained and 
equipped to complete the tasks 
at hand; problems arise when 
staff don’t receive the 
necessary training.  

4. Encourage relationships. 
Most offices are busy places 
with many demanding 
deadlines. But allowing 
employees an occasional 
extended lunch to go out 
together can build 
understanding that will transfer 
back into the office and improve 
working relationships.  

5. Empower.  
Give decision-making power to 
the people working on the 
project. Give them the authority 
necessary to get their jobs 
done. Good employees will 
value that trust and seek to 
make the best decisions.  

6. Provide feedback.  
Don’t make a team second-
guess your opinion of their 
work. Be clear not only in your 
initial expectations and 
assignments, but also in your 
opinion of the work.  

7. Reward.  
Provide rewards to the team as 
a group. Whether it is an 
award, a lunch, or some other 
treat, providing the whole team 
with an encouraging reward for 
hard work will build team spirit.  

8. Set reasonable 
deadlines. 

Reasonable deadlines are 
often subjective, and timelines 
vary based on need. Build a 
spirit of teamwork by dividing 
assignments equally, and 
reworking less important 
deadlines to allow for a little 
more time.  

 

9. Meet regularly.  
The best way to understand 
your employees and to let 
them know they are not alone 
is to meet regularly with them. 
Whether it’s a monthly lunch 
meeting or an organised 
meeting with specific agenda 
items, it is critical to keep the 
lines of communication open.  

10. Discourage “backdoor” 
reports. 

Inevitably, there will be at least 
one employee who will attempt 
to report to you after every 
meeting -- giving a play-by-
play slanted to their favour. 
Don't encourage this 
behaviour, and resist the 
temptation to use them as a fly 
on the wall.  

 

����������
� 
����
!�������������� �

Telephone 01980 622167; Mobile 07793 082149; email jacqui@jmassociates.org; www.jmassociates.org 



 

 

�����������	
�����
��������� �
 

����� " ���� � �
 

 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

#��$
���������$ �

4. Penalties 
No-smoking sign offences 
A fixed penalty notice can be served for £200. 
Alternatively, a court may impose a fine up to the 
maximum of £1,000. 
 
Offence of smoking in a smoke-free place 
A fixed penalty notice may be served for £50. 
Alternatively, a court may impose a fine up to the 
maximum of £200. 
 
Offence of failing to prevent smoking in a smoke-
free place 
A court may impose a fine up to the maximum of 
£2,500. Under the Health Bill, enforcement officers 
will not be able to issue a penalty notice for this 
offence. 
 
Health ministers have undertaken to keep smoke-free 
legislation under review into the future, and have 
committed to conducting a comprehensive evaluation 
of the legislation to be published within three years of 
implementation. 
 
For the full DH report on ‘Smoke-free premises and 
vehicles: Consultation on proposed regulations to be 
made under powers in the Health Bill’ 
Please visit 
www.dh.gov.uk/assetRoot/04/13/73/26/04137326.pdf 
 

1. All work premises are to be smoke-free if 
they are enclosed or "substantially 
enclosed". 

While there are certain exemptions, there is no 
obligation for persons in control of premises who can 
rely on exemptions from smoke-free legislation for 
parts of their premises to allow smoking to take place.  

2. Smoke-free premises will be required to 
display a no-smoking sign 

The ‘No Smoking’ signs will have to meet minimum 
requirements at each public entrance to the premises, 
to be displayed in a position that is prominently visible 
to persons entering the premises. 

3. Smoke-free vehicles will be required to 
display at least one no-smoking sign. 

This sign will have to meet minimum requirements in 
any compartment of the vehicle used by operators, 
crew members or passengers which is wholly or partly 
covered by a roof.  
 
A vehicle is to be smoke-free if it is used; 

·  for the transport of members of the public or a 
section of the public (whether or not for 
reward or hire) 

·  for work by more than one person (even if the 
persons who work there do so at different 
times, or only intermittently). 

Telephone 01980 622167; Mobile 07793 082149; email jacqui@jmassociates.org; www.jmassociates.org 

The Department of Health has issued the draft Smoke-Free (General Provisions) Regulations for 
consultation.  

If approved by Parliament, the smoke-free legislative are planned to be implemented in summer 2007. 
The consultation will run from Monday 17 July to Monday 9 October 2006. 
The main elements of the regulations are; 

In case you’re interested in the background ; 
Smoking is recognised to be the greatest single cause of preventable illness and premature death in 
the UK, killing around 106,000 people a year. 
 
A key aspect of the Government’s strategy on tobacco control is to shift the balance significantly in 
favour of smoke-free enclosed public places and workplaces through legislation, to reduce levels of 
exposure to secondhand smoke. Through the inclusion of smoke-free provisions within the Health Bill, 
virtually all enclosed public places and workplaces will be smoke-free. 
 
The Government’s objectives through delivering smoke-free legislation are to: 
·  reduce the risks to health from exposure to secondhand smoke; 
·  recognise a person’s right to be protected from harm and to enjoy smoke-free air; 
·  increase the benefits of smoke-free enclosed public places and workplaces for people trying to 

give up smoking so that they can succeed in an environment where social pressures to smoke are 
reduced; 

·  save thousands of lives over the next decade by reducing both exposure to hazardous 
secondhand smoke and overall smoking rates. 
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Many managers coach their 
staff already without realising 
it, because the old ‘command 
and tell’ method of 
management is slowly dying. 
Which is a good thing 
because telling people what 
to do just doesn’t work. 
 

WHAT IT’S ABOUT 
It’s NOT about what’s not 
working. 
It IS about looking at people’s 
strengths and improving them so 
they’re even better than they are 
already. 
 
A manager coach helps staff 
through problems and issues so 
they find their own solution, and a 
culture is created in which other 
people’s views are valued. When 
we’re not just involved in 
reaching a goal but also in setting 
it, the results are improved 
performance, enhanced 
motivation, and a much more 
pleasant working environment. 
 
By using coaching skills, 
managers learn to really listen to 
their staff and empower them to 
think, thus encouraging them to 
come up with their own solutions 
to a problem, and new ways of 
doing things. 
 

WHY WOULD YOU? 
A company won’t necessarily be 
looking to solve a problem by 
training its managers as coaches. 
A company is much more likely to 
be asking “How can we step up 
from what we already do?”   
 
The answer might be to recruit 
more staff and increase 
overheads; more effectively, it 
might be about getting the 
most from current employees.  
 
Training managers as coaches is 
about developing both managers 
(by developing their coaching 
skills so they become better 

managers) and staff (having a 
process for identifying their 
strengths and building on them). 
By developing staff and 
managers, the organisation 
benefits as a whole.  
 
Training managers as coaches 
also demonstrates that the 
organisation is committed to 
developing their people, an 
important element in staff 
retention and productivity. 
 

WHAT THE RESULTS CAN 
BE 
Teams and individuals 
become more productive. 
People become more motivated 
if their opinions are sought, if 
they’re given the opportunity to 
offer other ways of doing things 
and if they’re listened to; as 
motivation increases, so does 
productivity. 
 
As a coach, the manager can 
look at the barriers that are 
preventing people from doing 
what they want to do, and work 
out with that member of staff how 
to overcome those barriers. By 
helping individuals to achieve 
their goals, teams and the 
business as whole are much 
more likely to achieve their own 
objectives. 
 
More effective appraisal 
system 
With a coaching relationship the 
number of one-to-ones between 
manager and member of staff 
increase; the opportunities for 
feedback are thus much greater, 
strengths can be identified and 
built on, and issues addressed 
before they become problems. 
 
Staff retention 
Staff expect to be developed and 
trained so they can grow too. 
Recruitment takes time, effort 
and money, but staff will soon 
look around again if there is no 
commitment to their future. 

Better succession planning  
A coaching manager will be well 
placed to identify those 
members of staff who have the 
potential to go further, and to 
develop those who will play a 
part in the company’s future. 
 

HOW TO DEVELOP 
MANAGERS AS COACHES 
Managers will need training to 
develop specific coaching skills, 
to know when and how to use 
them, and have confidence to 
coach people. 
 
Each manager should 
experience coaching 
themselves, so they know what 
it’s like to be coached and what 
it can achieve.  
 
A Coaching programme 
combines the theoretical with 
the practical. 
Theory includes; 
·  defining coaching 
·  understanding people’s 

values, managerial styles, 
learning styles, and listening 
skills 

·  strengths of the one-to-one. 
 
Practical includes practice 
coaching in a supportive, non-
judgmental environment. 

After training, managers will 
have the skills to coach their 
own staff with confidence and 
empathy. The trainer will 
continue to provide coaching 
supervision; this means that the 
managers continue to work with 
their own fully experienced 
coach, so they improve their 
ability to coach and build 
confidence in themselves as 
coaches. 

Contact J  Mann 
Associates to discuss 
your own individual 
coach training 
programme designed 
specifically for your 
organisation. 
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Jacqui Mann 
22 Fosters Bushes 
Amesbury, Wilts 

SP4 7SG 
01980 622167 
07793 082149 

jacqui@jmassociates.org 
 

 

See us at: 

www.jmassociates.org  
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Exchange issues and expertise 
Learn tips from our guest speaker 
Lunch  
Enhanced networking opportunities  

 
£35.00 annual membership plus £12.50 per lunch 

 
Next lunch;  Friday September 29th  2006  12 for 12.15 – 2pm 

     The Antrobus Hotel, Church Street, Amesbury. SP4 7EU 
 

You are welcome to attend two meetings as a guest if you would like to 
see what Ellevate has to offer.  (cost £14.50)  
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For more details please contact Jacqui Mann on 01980 622167 
 or Jane Mackay of Jane Mackay Coaching on 01722 50 0098 
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Come and see Jacqui at the 

on Wednesday 27th September 2006 at the City Hall, Salisbury 
Jacqui will be giving a seminar at 10.15 about ‘How to avoid an employment tribunal’. 

She will also be on Stand 26A so go and see her for a chat and a chance to win a fab prize in her prize draw. 
For more information about the Expo please go to www.salisburychamber.org.uk/expo.html 

Jacqui Mann, owner of 
J Mann Associates Ltd. 

Specialists in  
HR Management and Outsourcing 
·  Recruitment and selection 
·  Employment legislation 
·  HR Policies and procedures 
 
Organisational Development 
·  Executive and Business coaching 
·  Change Management 
·  Leadership Development 

Jacqui Mann has many years’   
wide-ranging business experience from 
working at a senior level in Human 
Resources in the retail, hospitality and 
manufacturing industries. 
 
She also has AC Accreditation, which 
recognises her coaching philosophy 
and experience.  
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The first Ellevate Conference  will be held on 

Friday March 2nd 2007 
At the Beaulieu Hotel, Lyndhurst, Hampshire 

Theme: ELLEVATE YOUR BRAND 
networking…workshops…seminars 


