26 February 2018 11:00

FW: Pregnancy and Maternity Discrimination Group work plan - Health & Safety
entries

From:

Sent: 03 August 2017 16:17

To:

Subject: RE: Pregnancy and Maternity Discrimination Group work plan - Health & Safety entries

| had a look through the EHRC report for H&S mentions, section 4 (entitled Identification and
Management of Risks) within the Employers full research report refers:

e 98% of all employers undertook a general H&S assessment for activities in their business.
Common for these to identify risks for pregnant women or those returning:from maternity
leave.

e Ultilities sector least likely to conduct; Public Admin, Education, Agriculture, Flshery and
mining most likely.

e “Among workplaces conducting these assessments around 2 in 5 (41%) IdenTEerd risks to
pregnant women and new mothers, equivalent to two-thirds of those with a pregnancy or
woman returning from maternity Ieave in last 3 years.

e 53 % with a pregnancy in last 3 years in their workplace had changed the duties of
pregnant women as a result of risks they had identified.

o 11% (1in 9) changed the duties of mothers returning following maternity leave. (is post
pregnancy risks not given as much thought?)

e Not all employers take steps to proactively identify risks, some leave it to line managers
and others to the mother (should this be a requirement?)

e Smaller employers struggle more to keep up to date with the changing legislation
(anything can be done to help this?)

e 41% of workplaces provide line management training & support covering pregnancy &
maternity issues (should be higher?)

o Employers take a variety of approaches when risks identified e.g. change immediately,
monitor & review

e Adjustment issues include where these have an impact on other workers (e.g. shift swap)
or reducing hours/more breaks (time needs backfilled), how transferrable the set of skills
are

!

Section & (entitled H&S risk management) of the Mothers full research report:

e 62% reported their employer initiated a discussion about potential risks arising from their
pregnancy. Where this happened 79% said their employer made them aware of risks to
them and baby (49% overall)

e  With regards to tackling the risks 77% felt all were, 19% some and 2% none.
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o 19% identified risks that their employer never. These were less likely to be addressed with
62% not fully tackled.

s 48% said either employer did not initiate discussion or not all risks tackled. |

¢ Not resolving the risks led to 28% taking sick leave, 38% starting mat leave early,
22% left their employer (equivalent to 4% of all mothers, on overage this made up of
single parent, skilled trades, I/t physical or mental hgalth’condition, p//fagency/casual/zero
contract, earings of under £30k or those in Hotels & Restaurants, Health and Social
Work). This decreased with length of time with employer

= Some mothers felt approach to managing risks merely a ‘tick box’ exercise

Thanks

Senior PIiyAdvisor, Workforce Equality Team
Fair Work & Skills Division, Scottish Government
AQ Glasgow: CRIEIEEE

*Please note my working days are Tuesday, Wednesday & Thursday*

t: 20 July 2017 16:13

ect: Pregnancy and Maternity Discrimination Group work plan - Health & Safety entries

Please see below the health and safety commitment details from the work plan — | initially copied
that part from the work plan but it didn’t paste here in the same format. So I've tried to align the
actions with the group members who agreed to take them forward and likewise with the progress
on particular actions. | hope that it makes sense — the work plan will clarify any unclear points!

3. SG commitment: Strengthen employer advice to ensure that work environments are safe
and healthy for pregnant women and new mothers, including providing employment rights
information

Questions for the Working Group

. How effective are ‘risks’ associated with pregnancy and maternity managed within
workplaces?
. How could they be improved?
. How can employers be supported to do this?
. How can trade union reps offer support?
. How many organisations seek advice from Healthy Working Lives or Health and Safety
Executive?
. How can NHS channels be utilised to raise earlier awareness of pregnancy and maternity
rights?

0 Leaflets / advice at ante-natal appointments; train midwives, health visitors on

maternity rights/signposting

0 MAT B1 forms

0 Introduce tear-off sheet for employers re legal obligations/info sources?
o} Baby boxes? [HM update?]




Actions
Scope to expiore pregnancy and maternity ‘risks’ within LAs? (i
SR to check whether FSB s H&S Advice Service mcludes preg/mat advice

Arrange meetings with the Health and Safety Executlve and Healthy Working Lives to discuss and
generate specific actions EEEESNENE ) R,
- Can individualised (rather than genenc) rlsk assessments be reintroduced? Is pregnancy
included in HSE templates?

- Can HSE develop sector-specific strategies?

EREER discussed how NHS channels could be utilised to raise earlier awareness of
ARSI on 16 December 2016

JERRSRER (o check about how the management of risks on pregnancy and maternity within

workplaces could be improved :

Progress
fnfo (on risks associated with pregnancy and maternlty) includes H&S and employment law re
preg/mat; risks and responsibilities checklists; example risk assessments; letters & policies

By discussed options with Healthy Working Lives about disseminating info via advice

line.

SRR to share Work Plan with ‘IR to establish where he can play a role —
dfscussed with EHRC (HM and CO) on 01/06/17 — suggestion made that SSii=eaERE could give
presentation at meeting 4.

Cheers

Policy Executive
Directorate for Fair Work, Employability and Skills
Skills and Fair Work Division
Workforce Equality Team
Bth Floor, Atlantic Quay
R

To find out more about Employability in Scotland visit www.employabilityinscoffand.com or follow ts on twitter
@ETPLN

“Progress Is a nice word. But change is its motivator. And change has its enemies.” Robert Kennedy




| Working Famllies ; lanarkshire scot.nhs.uk’;

B @carpetnght co.uk’;
@R cosla.gov.uk)
Cc: h
Subject: Enterprise and Skills Review

Good afternoon

Please see a link to the report from the SG’s Enterprise and Skills review's Enterprise and
Business Support Project. | would particularly draw your attention to the section about the support
for businesses and creating a single portal for advice. My team leader, € IR had
mentioned that this was likely to be included within the report at the last meeting of the working

group.

http://www.gov.scot/Resource/0052/00521422 pdf

Kind regards

Policy Executive

Scottish Government

Directorate for Fair Worl, Employability and Skills
Skills and Fair Work Division

Workforce Equality Team

6th Floor, 5 Atlantic Quay

150 Broomielaw

Glasgow

G2 8LU

To find ouf more about Employability in Scolland visit www.emplovabilityinscotfand. com or follow us on twitter
@ETPLN







SR8

From: I
Sent: 19 February 2018 12:21
To: I <s.org.u ) S

M & s otland.pnn.police.uk); -'@cosla.gov.uk;_
(RN ©fsb.org.uk); TSRS SENEENIRGE © cqualityhumanrights.com);
—@equahtyhumannghts com) _

I o kingfamilies.org.uk); B
B =narkshire.scot.nhs. uk), S
MCarpetnght co.uk); (SR

- @turmngpomtscotiand com),
m@sco’cland pnn.police.uk
Cc: N

Subject: RE: Pregnancy & Maternity Discrimination Working Group meeting: 21st February -
papers

=5 ko g g ploson, 155 ovJurer
Mesating 4 -
31.10.17 - Minut...

Good afternoon

Please see attached a revised version of the minutes of the last working group meeting on 31
October 2017. These now include amendments in sections (3) and (5) as requested by SN

Thanks and regards

Policy Officer

Scottish Government

Directorate for Fair Work, Employability and Skills
Fair Work and Skills Division

Workplace Equality Team

6th Floor, 5 Atlantic Quay

150 Broomielaw

Glasgow

G2 8tU

Tel. AR

To find out more about Employability in Scotfand visit www.employabilityinscotiand.com or follow us on twitter
@ETPLN

From::
Sent: 15 February 2018 14:44

To: _@Eﬂggg_u_), PR RS s cotland. pnn.police. uk); e @ cosla.gov.uk;
L G org.uk); TR @eaualltvhumannqhts com); GRS
v_@equahtvhumannqhts com); RS ) o kingfamilies.orq. uk),m
() [anarkshire .scot.nhs. uk); b c carpetright.co.uk) ; RO




t@turningpointscotiand.com); {EREEEES :
SubJect Pregnancy & Maternity Discrimination Worklng Group meeting: 21st February - paper e

<< File: Meeting 5 - 21.02.18 - Paper 1 - DRAFT agenda.docx >> << File: Meeting 4 - 31.10.17 - Minutes -
CLEARED UPDATED.docx >> << File: Meeting 5 - 21.02.18 - Summary paper.docx >> <<
File: Meeting 5 - 21.02.18 - Work plan - without Ministerial notes.docx >> << File: Scottish
Government Paper - Behavioural Insights Trial - 21.02.18.docx >>

Good afternoon
For next Wednesday's meeting at FFWS five papers are attached:

Agenda for meeting

Minutes of meeting held on 31 October 2017

Summary Paper

Work Plan

Police Scotland paper providing an update on their Behavioural Insights Trial (for commitment
6 in the work plan)

You will all have received a copy of the communications plan from -/esterday.
We look forward to seeing you at the meeting; please let me know if you have any queries.

Kind regards
I

Policy Offic&r

Scottish Government

Directorate for Fair Work, Employability and Skills
Fair Work and Skills Division

Workplace Equality Team

6th Floor, 5 Atlantic Quay

150 Broomielaw

Glasgow

G2 8LU

el

To find out more about Employability in Scotland visit www.employabilityinscottand.com or follow us on fwitter
@ETPLN




From: R T R R

Sent: 26 February 2018 11:01

To:

Subject: FW: Pregnancy & Maternity Discrimination Group Representation

Ly

From: SRR ;
Sent: 12 September 2017 11:56 >
To: @ERERBQstuC.org.uk :
Subject: Pregnancy & Maternity Discrimination Group Representation

As we have had notice that 8 is due to leave at the end of this month we would like to ask if
either yourself or another member of staff would like to represent the STUC on the Pregnancy &
Maternity Discrimination Group going forward.

The next meeting is scheduled to take place on Tuesday 31 October from 10-12 noon at Police
Scotland in Dalmarnock and will have a Health & Safety focus which the STUC were keen to take
a key role in.

Grateful if you couid advise

i

Senior Policy Advisor] Workforce Equality Team

Fair Work & Skills Division | Directorate for Fair Work, Employability & Skills| Scottish Government |5 Atlantic Quay | 150 Broomielaw [6"‘
Floor | Glasgow [ G2 8LU

Tel: SNSRI | Blackberry VESIDERERNENES | E-mail: SEEEREIRNNRES @ zov.5cot

*plegse note my working days are Tuesday, Wednesday & Thursday*




Scotiish Government
Ricghalics o he-Alba
gov.scot

Ri Hon Nicola Sturgeon M5P
First Minister of Scotland

st Andrew's House, Regent Road, Edinburgh EH1 3DG
T: 0300 244 4000

Reply by email to: Y 2100.c0. UK

Qurref: 2017/0032747
76;/ September 2017

Dear G

Thank you for your email of 5 September to the First Minister, inviting her to attend the
demonstration that is planned to take place in Glasgow on 31 October 2017,

Unfortunately, due to considerable diary pressures, the First Minister is unable to accept
your invitation. The Scottish Government is currently working with the Equality and Human
Rights Commission to tackle pregnancy and maternity discrimination. A working group has
been established which is chaired by the Minister for Employability and Training, Jamie
Hepburh MSP. The group has been tasked with creating guidelines for employers to ensure
best practice, as well as improving access to guidance for pregnant women and new
mothers. The group has held three meetings up to now and the fourth meeting is taking
place on 31 October and will cover health and safety.

Yours sipcerely,

Diéry Team Manager
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Scottish Government
Riaghalias na h-Alba
gov.scot

oh Mummies

Ourref: A19108305
09 October 2017

Dear GEEg

Thank you for your email of 05 October 2017 advising of the series of demonstrations, called
March of the Mummies, across 8 cities in the UK on 31 October,

Unfortunately | am unable to accept your invitation to attend one of the demonstrations,
however the Scottish Government does recognises the importance of tackling discrimination
on preghancy and maternity ieave in the workplace. This is why Action 48 within the Fairer
Scotland Action Plan has committed us to tackle this issue.

As you will be aware the Equality and Human Rights Commission (EHRC) have stated that
up to 54,000 women across Great Britain experience some form of pregnancy and maternity
discrimination every year. Many women report having been dismissed or made compulsorily
redundant where others in their workplaces were not, or treated so poorly they felt they had
to leave their jobs. Although many of the powers governing employment law and flexible
working are currently reserved to Westminster we are committed to tackling pregnancy and
maternity discrimination and to working with employers directly and through their
representative bodies to explore how we can improve equality in the workplace for women.

Your email made reference to a new working group that has been established and this is
chaired by myself. The group has been tasked with creating guidance to encourage best
employment practice and to help with effective monitoring and reporting on employment-
related pregnancy and maternity issues. The group is supported by the EHRC and meets
quarterly. Three meetings have been held to date and it is timely that the fourth, focusing on
Health & Safety issues, is due to be held on the morning of your march.

As part of the group’s work we are also working towards improved and more accessible
guidelines / advice available to pregnant women, new mothers and employers about their
rights in the workplace. We are keen to promote the range of guidance that is available to
both employers and employees this can be found on the EHRC website at
https://www.equalityhumanrights.com/en/help-and-support-emplovers.
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St Andrew’s House, Regent Road, Edinburgh EH1 3DG
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Although the legal powers governing parental leave and flexible working remain reserved to
the UK Government, we are committed to working with employers directly and through their
representative bodies to explore ways of promoting and supporting flexible working. For
example, the Scottish Government is a partner in — and funds — the Family Friendly Working
Scotland Partnership, which is working to change workplace cultures.

Through this Partnership, established in 2014, we work with Working Families (a leading UK
work-life balance organisation), Parenting Across Scotland and Fathers Network Scotland to
support and promote both shared parental leave and the development of family-friendly
workplaces across Scotland.

Our aim is to encourage employers to provide high quality flexible working options, so that all
employees have posts which reflect their abilities and good long-term employment
prospects. We know that women, particularly those with caring responsibilities, are most
likely to benefit from flexible working opportunities.

Indeed only last month we launched the Flexible Jobs Index Scotland, produced by
Timewise. This highlighted that demand for flexible jobs in Scotland completely outstrips
supply. The consequences of which are far reaching, as a lack of flexible jobs negatively
affects individuals and their families, employers and our economy and therefore the Scottish
Government will continue to champion the business and social benefits of flexible working
and hiring to employers in Scotland. '

Secondly, we have included best practice in managing pregnancy and maternity issues
appropriately within the Scottish Business Pledge https://scottishbusinesspledge.scot/ and
are working with the EHRC to identify ways that we can sign post employers to this .

Thirdly, the Scottish Government strongly opposed the introduction of employment tribunal
fees by the UK Government, and had vowed to abolish fees in Scotland, using powers
secured through the Smith Commission. On 26 July 2017 the Supreme Court ruled the UK
Government’s introduction of employment tribunal fees in 2013 as being unlawful under both
domestic and European law, on the basis that they prevented access to justice. Furthermore,
the Supreme Court concluded that the Fees Order is indirectly discriminatory under the
Equality Act 2010 because the higher fees for Type B claims (such as pregnancy dismissal)
put women at a particular disadvantage as a higher proportion of women bring Type B than
Type A claims.

While this is a positive ruling, the Scottish Government is clear that the powers over the
operation and management of employment tribunals must be transferred to Scotland to
protect the rights of workers. We will remove this barrier and ensure those who have been
unfairly treated due to their pregnancy or maternity — and all those who have received wider
discrimination or unfair treatment - can seek redress through a fair and accessible system.

Finally, the Scottish Government are committed to ensuring that all our children get the best
possible start in life.

No government has done more to expand free early leamning and childcare. We have already
extended the hours of free early learning and childcare by almost half, from 412.5 hours a
year in 2007, to 600 hours from 2014.

£y
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Our ambitious plans will almost double free early learning and childcare again to 1,140 hours
per year by 2020. This is estimated to be worth more than £4,500 a year per child and will
enable families to keep more of their income and allow parents to change their working

situations for the better.

I wish you all the best for your event on 31 October,

Yours sincerely

Jamie Hepburn
Minister for Employability and Training
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From:
Sent; 26 February 20

To: G

Subject: : Pregnancy & Maternity Discrimination Group

Thanks Gl

Thanks for this. It would be great to hear a bit more about the work you are involved in. We have
interests in how we improve person-centred care, and enabling the voice of people who use
services to be heard in health and social care, and how people can help to shape the
development of services which they use.

Very happy to have a chat.

]

Head of Person-Centred and Quality Unit
Healthcare Quality and Strategy Directorate: The Scottish Government

Tel: CONgREN

From:
Sent; 11 October 2017 16:4 _

C

My colleague ~ and | work in the Workforce equalities team which leads on the |
Pregnancy & Maternity Discrimination Group (chaired by the Minister for Employability & Training

Jamie Hepburn). Next meeting is 31 October

This morning we spoke with SYEREISESand SSSEEEENEERES (o discuss their work on NHS

PIN policies, as well as Health & Safety matters in relation to Pregnancy & Discrimination. They
advised it would be worthwhile contacting yourselves as you may have some interest in this work
with regards to service users, would it be worthwhile having a chat?




: ; &% scnior Policy Advisor| Workforce Equality Team
Fair Work & Skills Division | Directorate for Fair Work, Employability & Skills| Sc
Floor ] Glasgow | G2 8LU

*Please note my workmg days are Tuesday, Wednesday & Thursday

@Atlantic Quay | 150 Broomielaw |6




From: _

Sent: 13 October 2017 15:39

To: I

Cc:

Subject; RE: Pregnancy and Maternity Discrimination Working Group meeting - 31st October
Attachments: Meeting 3 - 14.06.17 - Paper 3 - Work Plan - Group version.docx -

Good afternoon RS

Thank you for your help in finding and nominating a new volunteer to represent CCPS on the
Scottish Government’s Pregnancy and Maternity Discrimination Working Group.

You're right that the group is chaired by Jamie Hepburn, Minister for Employability and Training.

The group’s remit is to create guidelines for employers to ensure best practice, as well as
improving access to guidance for pregnant women and new mothers. A work plan was drawn up
before the first group meeting in December 2016 and Is being progressed with group members
taking forward particular actions. | have attached(a copy of the current vﬁk}@whlch isa
standing item on the meeting agenda. Sechon 27

On the schedule of meetings, the group meets on a quarterly basis normally in Glasgow or
Edinburgh. Following the forthcoming meeting on 31 October, the fifth meeting will take place on
20™ February 2018.

| hope this is helpful and look forward to hearing further from you about the new CCPS
representative.

Kind regards

Policy Executive

Scottish Government

Directorate for Fair Work, Employability and Skills
Fair Work and Skifls Division

Worlforce Equality Team

6th Floor, 5 Atlantic Quay

150 Broomielaw

Glasgow

G2 8LU

Te!. I

To find out more about Employability in Scotland visit www.employabilitvinscottand.com or follow us on twitter
@ETPLN

From: EaaiirREmk [ mailtc . KEEs-anRRemyc ccpscotiand.org] vwe
Sent 13 October 2017 12:20

Sub]ect RE Pregnancy and Maternity Discrimination Working Group meeting - 31st Cctober




Hello NN

BB has forwarded your correspondence. We are going to ask our membership for a new
volunteer. It would be helpful if you could send me the remit for the group and the current work
plan and the schedule of meetings. Do I understand that Jamie Hepburn chairs the meetings?

Many thanks,

Policy and development officer —

CCPS-Cealition of Care and Support Providers in Scotland
Norton Park, 57 Albion Rd

Edinburgh b
EH7 5QY |
Te!: NG /

www,ccpscotland.org

e

Coalition of Care and Support Providers in Scotland (CCPS) is the assaciation of voluntary sector organisations providing care and support services in
Scottand.

CCPS is a company limited by guarantee registered in Scotland No. 279913, registered with the Office of the Scottish Charity Regulator as Charity

No.SC029199.
The company’s registered office is at Norton Park, 57 Albion Road, Edinburgh. EH7 5QY. CCPS is a registered Scottish charity: No. SC029199,

Disclaimer

This email and any fites transmitted with it are confidential and intended solely for the use of the individual or entity to whom they are addressed, If you are
not the named addressee this e-mail should not be used, copied, distributed, nor disclosed to any third party without the permission of Coalition of Care and
Support Providers in Scotland. If you have received this email in error, please notify us by telephone or email and destroy all copies immediately.

Please note that any views or opinions presented in this email are solely those of the author and do not necessarily represent those of the company. There
is no intention to create any legally binding contract or other commitment through the use of this emait.

Warning: Although Coalition of Care and Support Providers in Scotland has taken reasonable precautions that there are no viruses are present in this email,
the company accepts no liability for any toss or damage caused by the use of this emait or attachments. The recipient should check this email and any
attachments for the presence of viruses prior to opening.

From: [N @ ov.scot [mailto:d

R (*) £ OV . SCO1]
Sent: 11 October 2017 11:31

Co: SIS ) cov.scot
Subject: Pregnancy and Maternity Discrimination Working Group meeting - 31st October




Hi Wy

You had notified me last month that you won’t be able to attend the Working Group meeting on
31* October as you were starting a new post with Victim Support Scotland on Monday 30", You
will be discussing with them, after you start, whether you will continue to represent CCPS at the
meetings.

F wanted to check with you whether there could be another representative from CCPS who could
attend the next meeting at least until your position becomes clearer? The theme of the next
meeting is health and safety and the Minister would value contributions from all group members to
the discussion.

Thanks and regards

Policy Executive

Scottish Government

Directorate for Fair Work, Employability and Skills
Fair Work and Skills Division

Workforce Equality Team

6th Floor, 5 Atlantic Quay

150 Broomielaw

Glasgow

G2 8LU

To find out more about Employability in Scotland visit www.employabilityinscotland.com or follow us on twitter
@ETPLN
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This e-mail (and any files or other attachments transmitted with it) is intended solely for the attention of the
addressee(s). Unauthorised use, disclosure, storage, copying or distribution of any part of this e-mail is not
permitted. If you are not the intended recipient please destroy the email, remove any copies from your
system and inform the sender immediately by return.

Communications with the Scottish Government may be monitored or recorded in order to secure the
effective operation of the system and for other lawful purposes. The views or opinions contained within this
e-mail may not necessarily reflect those of the Scottish Government.

Tha am post-d seo (agus faidhle neo ceanglan comhla ris) dhan neach neo luchd-ainmichte a-mhain. Chan
eil e ceadaichte a chleachdadh ann an ddigh sam bith, a’ toirt a-steach coraichean, foillseachadh neo
sgaoileadh, gun chead. Ma ’s e is gun d’fhuair sibh seo gun thiosd’, bu choir cur s dhan phost-d agus
lethbhreac sam bith air an t-siostam agaibh agus fios a leigeil chun neach a sgaoil am post-d gun dail.
Dh’thaodadh gum bi teachdaireachd sam bith bho Riaghaltas na h-Alba air a chlaradh neo air a sgridadh
airson dearbhadh gu bheil an siostam ag obair gu h-¢ifeachdach neo airson adhbhar laghail cile.

Dh’thaodadh nach eil beachdan anns a’ phost-d seo co-ionann ri beachdan Riaghaltas na h-Alba.
ok ok ok o e ok o s ok e o o e oo ok ke o ok e ok o sl ok o ook o sk ok ok s ok ok ok ol ok ok ok sk ok ok sk ok ok o o sl of sk o ok sk o ok o ot ol sk e ot ke ok sk o o ok

This email has been scanned by the Symantec Email Security.cloud service.
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For more information please visit http://www.symanteccloud.com

S o o ok Sk ok ok ok o e ok R ok o o ok o o ool sk ol s o ok o bk ot R R ok o ok ok ok ok sl ok o kol sk ot etk o ok e siolole ol sk e stk ok R kb ok o sk ook sk
gk kg

This email has been received from an external party and has been swept for the presence of computer

viruses.
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Minister for Employability and Training
Jamie Hepburn MSP

gov.scot

E: ministeret@gov.scot

/Mr the ummies
By email e

Qurref: A19200181
17 October 2017

Dear {88
Thank you for your further email of 13 October 2017.

Scottish Government
Riaghaltas na h-Alba

Unfortunately | am unable to accept your invitation to attend the Glasgow demonstration as |
have parliamentary business to attend to immediately following the Pregnancy and Maternity

Discrimination meeting that day.

However, | am encouraged to hear that you are working with both the Equality and Human
Rights Commission and businesses in Manchester on this important issue and would be

keen to be kept up to date on the future of this project.

I wish you all the best for your event on 31 October.

Yours sincerely

Jamie Hepburn
Minister for Employability and Training
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From: N @) s Cotiand . pnn.police.uk>

Sent: 25 October 2017 10:43

To: ——

Subje'c“i:: : FW: P&M group - Aftendee [ist - 31 Oct 2017 [NOT PROTECTIVELY MARKED]
Attachments: NEM PPT.PPT

NOT PROTECTIVELY MARKED
o

Thank you WSl

[ have attached wsmss slides as requested. | have also added his job title to the list below and have amended mine
as | have just recently been appointed to a new post.

Kind regards,
L)

L)
Wellbeing Manager
People and Development

Clyde Gateway
2 French Street
Dalmarnack
-Glasgow

G40 4EH

Tel. N
Mob: Sl

Twitter: @policescotiand

Website: www.scotland.police.uk - 'Il
Facebook: www.facebook.com/policescotland —

From: SEENIRIRC scotland.asi.gov.uk [mailto: (SR @ scotland.gsi.gov.uk]
Sent: 24 October 2017 13:58

To: QENRNR )

Cc: MR G scotland.gsi.gov. uk; IR scotland.gsi.qov. uk
Subject: P&M group - Attendee list - 31 Oct 2017




Please find attached a list of attendees for next Tuesday s pregnancy & Maternlty Discrimination
Group meeting:

ATTENDEES P ey

Group Members:

NAME | POSITION ORGANISATION
A ‘n,‘_é . Wellbeing Manager Police Scotland
! Chief Inspector Police Scotland
Health and Safety Manager Police Scotland
Policy Manager COSLA
[ —— Policy Manager FSB
| —— Senior Associate EHRC
et e Programme Director FFWS
| e ~ Director of Human Resources NHS
HR Business Partner 7 Carpetright
v Head of HR, Turning Point Scotland CCPS
Guests
NAME

S ScotCen Social Research

Scottish Government QOfficials:

NAME

e Head of Workforce Equality Team
- Senior Policy Advisor, Workforce Equality Team
R Policy Officer, Workforce Equality Team

Principal Research Officer, Scottish Government

Can | also confirm 'if-.is using any powerpoint slides for his presentation, if so could you
send these to myself and colleague JERNGREER cc'd in.

Thanks

QI Senior Policy Advisor| Workforce Equality Team
Fair Work & SKills Division | Directorate for Fair Work, Employability & Skills| Scottish Government |5 Atlantic Guay | 150 Broomielaw |6"
Floor | Glasgow | G2 BLU

Tels | Biackberrym E E-mailm

*Please note my working days are Tuesday, Wednesday & Thursday*




NEW AND EXPECTANT MOTHERS
WITHIN POLICE SCOTLAND/SPA



New and Expectant Mothers (NEM)

The definition of a new or expectant mother is a woman who is
« pregnant,

- has given birth within the last six months or

 is breastfeeding.



Health and Safety and NEM

« The Management of Health and Safety at Work Regulations
1999 (MHSW) requires employers to take particular account of
the health and safety risks to new and expectant mothers, and
women of childbearing capacity when undertaking risk
assessments. These risks include those to the unborn child or
child being breastfed as well as those to the mother.



Responsibilities of SPA/Police
Scotland

SPA/Police Scotland will undertake a risk assessment to identify
any hazards that may apply to new or expectant mothers.
Where patrticular risks have been identified, consideration is
required to be given to appropriate control measures.

In some cases, this may involve an offer of alternative work and
in exceptional cases where suitable safe work cannot be found,
the law requires that the individual is suspended on full pay.

The risk assessment is then reviewed at each trimester stage as
the pregnhancy



Risk Assessment

To help understand the overall process there are a number of basic
steps :

5. _so:m_ﬁo_.. m__:n_ _..f..ms.oi




Guidance and Tools

Hazard checklist :

Line Manager should complete checklist prior to carrying out a risk assessment

Hazard Checklist:

YN

YN

Can the worker take reguiar res! breaks when needed?

Are toilet facilities easily accessible to a pregnant worker?

Ara walkways and escape routes clear of any obstacles?

15 the temperatura working environment reasonable?

is assistance required during an evacuation in the event of an
emergency?

Is there a possibility of exposure 1o nausealing smells?

is there a possibility of expesure o slippery / wel / uneven
surfaces?

Does the work invalve standing or squatting for long periods?

Has a DSE workstation assessment been completed for the
employee?

Doas the work involve any home working?

Does the worker deal with emergencies / members of the pubtic?

Are there any risks of violence at work? If sa, does i involve
deating with distressed or disturbed people?

Does the worker have contact with young chiddren or sick peopie?

Does the work invoive fifling, pushing or handling heavy
Hems/people

Will any task beceme more hazardous (o the worker in the [ater
stages of pregnancy?

is there any exposure ‘o vibration, e.g. through hand tools or
excessive driving?

Does the work involve a lol of walking?

Does the work involve use of machinery — spead of
movement / reach?

Does the work involve warking at height or climbing ladders !
steps?

is the employee exposed t¢ any ¢hemical agents? (Check
COSHH risk assessments and chemical datasheels)

Is the employee expected to work in awkward/confined spaces?

Daes the role involved shiff wark? i so, does it invelve work
at night o7 info the night?

Does the work invotve lone working or working in remote locations?

Is there a possibility of exposure o noise?

Does the work involve driving?

If Personal Protective Equipment is used, does it fit properly?




Guidance and Tools

Risk Assessment Guidance Template:

Risk Assessment Guidance Template for new and expectant mothers, an unborn child and chifdren of women who are breastfeeding

Factor

Details of risks

Meastires to manage the risks effectively

Physical .

Marnual handkng of loads/ persons

Including lifting, putting down, pushing,
putling, carrying, throwing, and
supporting in a static pesture by hand or
bodily force, Where the effort is opplied
indirectly, for exomple by using o device
such os o rope or lever, it is still clossed
os monuo! hondiing.

Hormonal thanges in expectant mathers
can affect ligaments, increasing
susceptibility to injury.

Postural problems may increase as
pregnancy develops.

Those who have recently given birth witl
have temparary imitations on thelr lifting
and handling capabilities.

Where .uommmu_.m, manuat handling activities for new and expectant mothers
should be avoided.

Where manual handling cannot be avoided, risk assessment should lnok at
measutes sucl as: -

+ decreasing the weight of loads;

* reducing the amount of physical effort required;
s ensuring sufficient working space;

+ providing assistance, mechanical aids.

Action

+ Each manual handling/people handiing tasks should be reviewed and
checked that this task will not harm the mather/ baby

Ergonamics and Posture

Risks resufting from movements and
postures during and after pregnancy will
depend on a number of factors, including:

* nature, duration and frequency of

tasks/movements pace, intensity and
variety of work;

s patterns of working time and rest breaks;

+ erganomic factors and general working
environment;

Action

The comfort of the individual at work shouid be reviewed regulary and
adjustments made as required, Try to,

» Avoid spending long periods handling loads, or standing/sitting without
reguiar exercise/movement ta maintain circulation.

» Provide the opportunity to afternate between standing and sitting. if this is
not possible, you should provide for breaks,

work stations/work routines may have to be adjusted




Case Study

Scene Examiner

A scene examiner notifies her line manager that she is pregnant
and a risk assessment is completed using the hazard checklist as
an aide memoir. This identified three areas which required control
measures:

1.Lone Working
2.Manual Handling
3.PPE/Clothing

The following control measures were identified as reasonable and
appropriate for the tasks completed by the scene examiner.



Case Study

1. Lone Working — The line manager reviewed the shift pattern to
ensure that the scene examiner did not work alone and would
have another member of staff with them while attending crime
scenes.

2. Manual Handling — Dynamic risk assessment was discussed and
the employee was reminded to only lift items within her own ability
and ask for assistance when required.

3. PPS/Clothing — The employee was informed that she should
contact her line manager if there is any requirement for additional
PPE/Clothing. This would also be reviewed at each trimester
through the risk assessment process.

The overall aim of the control measures is to keep the employee as
operational as possible while control the risk.



Thank you for listening

>:< Questions?



I =tope .
(f }gc)t’"“tﬁﬁ-\_)\}

From:

Sent: 26 October 2017 22:56

To: S @ cosla.gov.uk

Subject: Pregnancy & Maternity Discrimination group meeting - PAPERS for 31 October
Importance: High

Please find attached papers for the upcoming Pregnancy & Matemity working group meeting on
Tuesday:

Agenda /June action points /attendee list and Full June Minutes
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Meeting 4 - Meeting 3 -
31.10.17 - Paper.., 14.06.17 - Minut..
Work Plan

- you will see that this has been reformatted slightly to make it more user friendly/ easy to read.
The Mlmster wnII be going through this and there is an action point with your name against (p4

Under S nt 3); grateful if you could come ready to feedback on this.
Amended work =3 e N A
plan.docx

Communications strategy (in line with SG Commitment 5 in the workplan)
- grateful if you could update and return with any relevant events

Meeting 4 -
31.10.17 - Con...

Look forward to meeting you

| Senior Policy Advisor| Workforce Equality Team

Fair Work & Skilis Division | Directorate for Fair Work, Employability & Skills| Scottish Government |5 Atfantic Quay | 150 Broomielaw !6'h
Floor | Glasgow [ G2 8LU
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*Please note my working days are Tuesday, Wednesday & Thursday*
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From: e
Sent: 26 October 2017 22:53
To: U ¢ B @stuc.org.uk)
Subject: For mfo Preg nancy & Maternity Discrimination group meeting - PAPERS for 31
Qctober
Importance: High

For your awareness as you are unable to attend next week, please find attached papers for the
upcoming Pregnancy & Maternity working group meeting on Tuesday:

Agenda /June action points /attendee list and Full June Minutes

Eoccenpodn  Secdon 25

Meeting 4 - Meeting 3 -
31.10.17 - Paper... 14.06.17 - Minut...
Work Plan

- you will see that this has been reformatted slightly to make it more user friendly/ easy to read.
The Mlnzster will be going through this at the meeting

Amended work C:;‘Cwa'w(”’» o G
plandocx

Communications strategy (in line with SG Commitment 5 in the workplan)
- grateful if you could update and return with any relevant events
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GRS N GV
Meeting 4 -
311017 - Com..,

Minutes of the meeting and an updated workplan will be circulated in due course. Please note the
next meeting is scheduled for 20 February 2018 at Atlantic Quay.

Thanks

Senior Policy Advisor| Workforce Equality Team
Fair Work & Skills Division | Directorate for Fair Work, Employability & Skills] Scottish Government |5 Atlantic Quay | 150 Broomielaw feth

Fioor | Glasgow | G2 8LU
Tel: ENSSERREEN | blackberry: (EINRERERP | c-moi: PR » o scot

*Please note my working days are Tuesday, Wednesday & Thursday*
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From: i

Sent: 26 October 2017 2253

To: DR 2 cas.0rg.uk)

Subject: For info: Pregnancy & Maternity Discrimination group meeting - PAPERS for 31
October

Importance: High

For your awareness as you are unable to attend next week, please find attached papers for the
upcoming Pregnancy & Maternity working group meeting on Tuesday:

Agenda /[June action points /attendee list and Full June Minutes
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teeting 4 - teeting 3 -
31.10.17 - Paper.. 14.06.17 - Minut...
Work Plan

- you will see that this has been reformatted slightly to make it more user friendly/ easy to read.
The Minister will be going through this at the meeting
W)z
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Amended work Lweerman 250y

plan.docx

Communications strategy (in line with SG Commitment 5 in the workplan)
- grateful if you could update and return with any relevant events
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tMeeting 4 -
31.10.17 - Com...

Minutes of the meeting and an updated workplan will be circulated in due course. Please note the
next meeting is scheduled for 20 February 2018 at Atlantic Quay.

Thanks

SEEEENNERNg | Scnior Policy Advisor| Workforce Equality Team

Fair Work & Skills Division | Directorate for Falr Work, Employability & Skills| Scottish Government |5 Atlantic Quay | 150 Broomielaw |6th
Ficor | Glasgow | G2 8LU

Tel: \REESREENGR | blockberry: (SNEERRN | - R ooy scot

*Please note my working days are Tuesday, Wednesday & Thursday*
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From: RPN -

Sent: 26 October 2017 22 49

To: DR o [anarkshire.scot.nhs.uk)

Subject: Pregnancy & Matermty Dlscrlmlnahon group meeting - PAPERS for 31 October
Importance: High

Please find attached papers for the upcoming Pregnancy & Matemity working group meeting on
Tuesday:

Agenda /June action points /attendee list and Full June Minutes
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Meeting 4 - Meeting 3 -

31.10.17 - Paper.., 14.06.17 - Minut...
Work Plan

- you will see that this has been reformatted slightly to make it more user friendly/ easy to read.
The Minister will be going through this at the meeting.

Grateful if you could feedback on some of the best practice within NHS Scotland (as we discussed
when we met at the start of September) and whether any reviews had been carried out in relation
specifically to H&S guidance with any of the 22 different health boards.
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Amended work LRSS b T

plan.docx

Communications strategy (in line with SG Commitment 5 in the workplan)
- grateful if you could update and return with any relevant events

S
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Meeting 4 -
311017 - Conn...

Thanks

_ | Senior Policy Advisor| Workforce Equality Team

Fair Work & Skills Division | Directorate for Fair Work, Employability & Skills| Scottish Government |5 Atlantic Quay | 150 Broomielaw |6th
Floor | Glasgow | G2 8LU
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*Please note my working days are Tuesday, Wednesday & Thursday*
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From: R
Sent; 26 October 2017 22 40
To: o RN i B @ turningpointscotland.com)
Subject: Pregnancy & Maternlty Discrimmatlon group meeting - PAPERS for 31 October
Importance: High

Please find attached papers for the upcoming Pregnancy & Matemity working group meeting on
Tuesday:

Agenda /June action points /attendee list and Full June Minutes

Earcemplion  Seckaef L5

Meeting 4 - Meeting 3 -
31.10.17 - Paper.. 14.06.17 - Minut..,
Work Plan

- you will see that this has been reformatted slightly to make it more user friendly/ easy to read
The Mlnlster WI|| be gomg through this and there is an action points W|th CCPS agalnst (__ /

Amended work Esttewapoon 25 [’ 1.7
plan.docx

Communications strategy (in line with SG Commitment 5 in the workplan)
- grateful if you could update and return with any relevant events
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Meeting 4 -
31L10.17 - Com..,

Look forward to meeting you

~ | Senior Policy Advisor | Workforce Equality Team
Fair Work & Skills Division | Directorate for Fair Work, Employability & Skills| Scottish Government |5 Atlantic Quay | 150 Broomielaw EG“’

Fioor | Glasgow | G2 8LU

Tel: VSERENEEP | Blackberry: (IR | E-mail; { R <oV scot

*Please note my working days are Tuesday, Wednesday & Thursday™
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From:

Sent: 26 October 2017 22:36

Subject: Pregnancy & Maternity Discrimination group meeting - PAPERS for 31 October
Importance: High
Jins

Please find attached papers for the upcoming Pregnancy & Maternity working group meeting on
Tuesday:

Agenda /June action points /attendee list and Full June Minutes

Eactemupions Seckhon L5

ieeting 4 - Meeting 3 -
31.10.17 - Paper.., 14.06.17 - Minut...
Work Plan

~ you will see that this has been reformatted slightly to make it more user friendly/ easy to read.
The Minister will be going through this at the meeting.
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Communications strategy (in line with SG Commitment 5 in the workplan)
- grateful if you could update and return with any relevant events
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Meeting 4 -
31.10.17 - Com...

Look forward to meeting you

| Senior Policy Advisor | Worldforce Equality Team
Fair Work & Skills Division | Directorate for Fair Work, Employability & Skills| Scottish Government |5 Atlantic Quay | 150 Broomielaw |6lh

Floor | Glasgow | G2 8LU

Tel: SN | 6lackberry: (SESNERNNED | £-mail: IR © oV scot

*Please note my working days are Tuesday, Wednesday & Thursday*
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From: SR
Sent: 26 October 2017 22:34
To: ey SRR o rkingfamilies.org.uk)
Cc: R /o' kingfamilies.org.uk)
Subject: Pregnancy & Maternity Discrimination group meeting - PAPERS for 31 October

importance: High

S
Co .

Please find attached papers for the upcoming Pregnancy & Matemity working group meeting on
Tuesday:

Agenda /June action points /attendee list and Full June Minutes

Crapc e e

Meeting 4 - Meeting 3 -
31.10.17 - Paper... 14.06.17 - Minut...
Work Plan

- you will see that this has been reformatted slightly to make it more user friendly/ easy to read.
The Minister will be going through this at the meeting.
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Amended work
plandocx

Communications strategy (in line with SG Commitment 5 in the workplan)
- grateful if you could update and return with any relevant events
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Meeting 4 -
31.10.17 - Com...

Thanks

“ | Senior Policy Advisor| Workforce Equality Team
Fair Work & Skills Division [ Directorate for Fair Work, Employability & Skills] Scottish Government |5 Atlantic Quay | 150 Broomielaw |6th

Foor | Glasgow | G2 8LU

Tel: NS | 5izckberry: (NN | £ I

*Please note my working days are Tuesday, Wednesday & Thursday*
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From: i et
Sent: 26 October 2017 22:31
To: o IR © - qualityhumanrights.com)
Subject: Pregnancy & Matermty Discrimination group meeting - PAPERS for 31 October
Importance: High

Please find attached papers for the upcoming Pregnancy & Maternity working group meeting on
Tuesday:

Agenda /June action points /attendee list and Full June Minutes
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Meeting 4 - Meeting 3 -
31.10.17 - Paper.., 14.06.17 - Minut...
Work Plan

- you will see that this has been reformatted slightly to make it more user friendly/ easy to read.
The Minister will be going through this and there is an action point with your name against {p2

> ), grateful if you could come ready to feedback on this. Victoria and | will
meetzngs including that with Healthy Working Lives.

Catcewpnan 157

Amended work
plan.docx

Communications strategy (in line with SG Commitment 5 in the workplan)
- grateful if you could update and return with any relevant events
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Meeting 4 - €0 i

31.10.17 - Cam...

Also, at a previous meeting you mentioned looking up some legal case examples, grateful if you
could bring these also.

Thanks

_ | Senior Policy Advisor|Workforce Equality Team

Fair Work & Skills Division | Directorate for Fair Work, Employahility & Skills] Scottish Government {5 Atlantic Quay | 150 Broomielaw 56”’
Floor | Glasgow | G2 8LU

Tel: ORI | Blackberry: (NGRS | c-moi E—

*Please note my working days are Tuesday, Wednesday & Thursday*
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From: L

Sent: 26 October 2017 22:24

To: GRS O sb.01g.uk)

Subject: Pregnancy & Maternity Discrimination group meeting - PAPERS for 31 October
Importance: High

Susan

Please find attached papers for the upcoming Pregnancy & Maternity working group meeting on
Tuesday:

Agenda /June action points /attendee list and Full June Minutes

Meeting 4 - Meeting 3 - C""’\C’f 2 vyla ke et

31.10.17 - Paper... 14.06.17 - Minut...
Work Plan

- you will see that this has been reformatted slightly to make it more user friendly/ easy to read.
The Minister will be going through this and there is an action points with your name against {(p4
grateful if you could come ready to feedback on this.
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Amended work
ptan.docx

Communications strategy (in line with SG Commitment 5 in the workplan)
- grateful if you could update and return with any relevant events
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ivleeting 4 -
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Look forward to meeting you

| Senior Policy Advisor| Workforce Equality Team
Fair Work & Skills Division | Directorate for Fair Work, Employability & Skills| Scottish Government |5 Atfantic Quay | 150 Broomielaw 56"’
Floor | Glasgow | G2 8LU

Tel: QRS | Blackberry: (RTEERIEED | £-mai!:

*Please note my working days are Tuesday, Wednesday & Thursdoy*
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From: S

Sent: 26 Cctober 2017 22:13

To: mscotland.pnn.po!iceu k); T
SRR @< otland.pnn.police.uk)

Subject: Pregnancy & Maternity Discrimination group meeting - PAPERS for 31 October

Importance: High

Please find attached papers for the upcoming Pregnancy & Maternity working group meeting on
Tuesday:

Agenda /June action points /attendee list and Full June Minutes

Escrovwpamn 15

Meeting 4 - Meeting 3 -
31.10.17 - Paper.. 14.06.17 - Minut...
Work Plan

- you WI|| see that this has been reformatted slightly to make ;t more user frrendly/ easy to read
T

Qrateful if you could come ready to feedback on these.
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Communications strategy (in line with SG Commitment 5 in the workplan)
- grateful if you could update and return with any relevant events

Excerplhan 2D

Meeting 4 -
31.10.17 - Com...

- _ . B who are attending on Tuesday to present on the GUS
report were going to turn up around 10: 30am, nearer their presenting slot, will someone be able to
bring them to the meeting room ok? Or is it best if the arrive for 10am W|th the rest of the group?

Many thanks again for hosting

JEEEsenany | Senior Policy Advisor| Workforce Equality Team
Fair work & Skills Divisicn | Directorate for Fair Work, Employability & Skills| Scottish Government |5 Atlantic Quay | 150 Broomielaw |6

Hoor | Glasgow | G2 8LU
i
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From:
Sent:
To:

Cc:
Subject:

Attachments:

. S ) scotland.pnn.police.uk>
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27 November 2017 13:26

Scottish Government Pregnancy and Maternity Discrimination Working Group [NOT
PROTECTIVELY MARKED]

Police Scotland Pregnancy and Maternity Information ~ Booklet - Scottish
Government copy.pdf; Police Scotland Risk Assessment Guidance - Scottish
Government Copy.doc; SWDF Pregnancy and Maternity REPORT October 2015 For
Circulation.pdf

NOT PROTECTIVELY MARKED

Hi there

As discussed at the last meeting please find attached the original report | produced on hehalf of the Scottish
Women's Development Forum for Police Scotland and the SPA concerning Pregnancy and Maternity. In addition |
have enclosed the current Pregnancy and Maternity Information Booklet and Risk Assessment Guidance which
followed as a result of the Recommendations and Action Plan.

Kind regards

Scottish Women's Development Forum Committee Member

Head of National Systems Support

Corporate Services Division

Police Scotland
2 French Street
Dalmarnock
Glasgow

G40 4EH

TER_ redaci

Mobile: (NSRS

Email: (NN @ scotland.pnn.police.uk

Website: www.scotland.police.uk
Twitter: @policescotland

Facebool:www.facebook.com/policescotland

The information in this e-mail and any attachment(s) is private and may aiso be LEGALLY PRIVILEGED.

It is intended only for the addressee.

if you are not the intended recipient or responsible for delivering it to the intended recipient,

you are hereby notified that any use, disclosure, review, dissemination, distribution or reproduction of this e-mail is

strictly prohibited.




If you have received this e-mail in error please advise the sender immediately by using the reply facility in your e-mail

software or contact
POLICE SCOTLAND on (+44)1786 289070 and delete the e-mail.

Tha am fiosrachadh sa phost-d seo, agus ann an ceangal(an) sam bith na chois, pr@obhaideach agus dh@fhaodte
FO SHOCHAIR LAGHAIL. e

€S ann a-mh@in airson an neach-uidhe a tha e. ”

Mura tusa an neach-uidhe no mura h-eil dleastanas ort a & El feach-uidhe,

thathar le seo a leigeil fios dhut gu bheil e toirmisgte am post-d seo a chleachdadh air dhgpigh sam bith, no
fhoiliseachadh, no sgr€dadh, no sgaoileadh, no riarachadh, no lethbhreac a dh€anamh dheth.

Ma th€inig am post-d seo thugad le mearachd, leig fios sa bhad chun an neach a sgaoil e,
a cleachdadh a€p ghoireis fhreagairt ann am bathar-bog a€p phuist-d agad no le fios a chur gu
POILEAS AL.BA air (+44) 1786 289070 agus cuir s dhan phost-d.
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This report was prepared by the Scottish Women’s Development Forum (SWDF)
Pregnancy and Maternity Working Group.

About the SWDF

The SWDF is a diversity staff association which assists and supports Police
Scotland and the Scottish Police Authority to provide a positive working
environment which enables everyone to reach their full potential.

Our Objectives
The SWDF seeks to achieve its aim by:

» Acting as a consultative body on behalf of Police Scotfand and the Scottish
Police Authority in relation to gender equality issues.

» Considering equality impact issues developing within Police Scotland and the
Scottish Police Authority.

* Seeking solutions to ensure that there are no barriers to the personal and
professional development of all staff.

e Monitoring organisational change within Police Scotland and the Scottish Police
Authority for any risk to fair and equal opportunities.
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Executive Summary

The Scottish Women’s Development Forum (SWDF) undertook a programme of
research between 1%t March and 315t July 2015 to examine the real experience of
individuals who were pregnant and on maternity leave within Police Scotland and
the Scottish Police Authority (SPA) since 15t April 2013. Those who took part also
highlighted issues concerning fertility and IVF as well as pregnancy loss and their
experience upon return to work, particularly around flexible working.

The results in this report are based on confidential feedback from 129 police
officers and staff (herein referred to as “staff”) and capture their personal
perceptions and experience during this time.

Anecdotal evidence suggested that the experience of women during maternity
and pregnancy differed across the organisation and the SWDF wanted to
examine if this was in fact the case.

The aim of this research is driven by a desire to inform, influence and support
Police Scotland and the SPA (herein referred to as the “organisation”) in securing
its status as an employer of choice, who listens and responds to its staff and
seeks to improve their experience.

Our main findings indicated that:

» There is a disparate approach to managing pregnancy and maternity
across the organisation. This is compounded by the fact that legacy Terms
and Conditions are still in existence (albeit currently under review)

» There is a lack of understanding and awareness by line managers
regarding their legal obligations and responsibilities

e Police officers and staff do not have a clear understanding of their role,
responsibilities and legal rights

s Aspects of the Adoption, Maternity and Paternity Standard Operating
Procedure (SOP) are out of date, inaccurate and misleading

» An unconscious bias exists in relation to pregnancy and maternity




The SWDF proposes the following high level recommendations (supported by an
action plan) to help address the main findings, increase awareness amongst
managers and ultimately improve the experience of staff during this time.

Recommendations:

1) Review, revise and re-launch the Adoption, Maternity and
Paternity Standard Operating Procedure

2) Devise an internal communication strategy to promote awareness,
improve practice and increase knowledge of pregnancy and
maternity related matters across the organisation

3) Develop SCoPE (System to Co-ordinate Personnel and
Establishment) to incorporate the consistent management,
monitoring and recording of pregnancy and maternity

4) Undertake an evaluation of the organisations approach to Flexible
Working, its implementation, recording and monitoring practices




1. Introduction

1.1 Background

The Equality Act 2010 lists Pregnancy and Maternity as a protected
characteristic. It states that “it is unlawful for an employer to subject a
woman to unfavourable treatment during the *protected period’ (from
pregnancy untif she returns to work)”.

Examples of unlawful discrimination include:

» Failure to consuit a woman on maternity leave about changes to
her work or about possible redundancy;

» Disciplining a woman for refusing to carry out tasks due to
pregnancy related risks;

e Assuming that a woman's work will become less important to
her after childbirth and giving her less responsible or less
interesting work as a result;

* Not offering the same training or promotion opportunities to a
women because she is pregnant or on maternity leave;

» Refusing a pregnant employee reasonable time off for ante-natal
appointments

¢ Depriving a woman of her right to an annual assessment of her
performance because she was on maternity leave;

+ Denied the right to return to the same job or having some of her
responsibilities taken away because of pregnancy or maternity
leave’l.

Many women commented anecdotally to the SWDF that they felt
disengaged from the organisation once they disclosed their pregnancy
and felt forgotten about when on maternity leave.

As part of the Corporate Strategy the organisation is committed to
‘creating an attractive and inclusive working environment, which
supports mobility and flexibility through innovative, modern and
practical working environments’. In practice, this commitment may not
be consistently delivered in relation to Pregnancy and Maternity.

The strategy aiso outlines the aspiration that it aims to become an
organisation that ‘listens and responds to its staff, creating an
environment where people feel valued and motivated to optimise their
contribution to deliver excellent customer service”.

With the support of the organisation the SWDF established a short life
working group (SLWG) to examine this issue and ultimately help
deliver this key objective.

* Equality Act 2010 — Equality and Human Rights Commission {EHRC) Statutory Code of Practice
2 police Scotland Corporate Strategy 2014




Previous studies undertaken by Strathclyde Police (2007/2010),
Tayside Police (2012} and Lothian and Borders Police (2013} have
been reviewed again as part of our research. The results highlighted
that many of the same issues exist today. Whiist each individual force
made areas of improvement, it appears that the organisation has
inherited areas of weakness and in some cases is performing less
favourably than before.

1.2 Terms of Reference

The working group agreed the following terms of reference which were
presented and endorsed by the Police Scotland Executive in February
2015:

« To focus on the experience of women before, during and after
maternity leave

« To understand the roles managers play in supporting their staff during
pregnancy and maternity

« To seek volunteers to act as case studies to highlight their experience
(along with existing research and evidence) capturing any areas of
good practice or opportunities for improvement

« To consider the ‘application’ of relevant processes and SOP’s for
pregnancy and maternity within Police Scotland/SPA

» To provide Police Scotland/SPA with the findings and relevant
recommendations with a view to updating current practices

2. Research Findings

Police Scotland is the second largest police force in the UK. 62% of
police staff and 29% of police officers are female. In the SPA 36% are
female. Between 1% April 2014 and 31%t March 2015, 574 were on paid
or unpaid maternity leave>.

During March 2015, a joint letter from the organisation and the SWDF
was sent to over 200 staff on maternity leave inviting them to take
part in our research. In April 2015, the Chief Constable (via Police
Scotland TV) promoted and encouraged the participation of officers,
staff and line managers to speak out about their experience. In total
129 individuals volunteered to share their stories. These were captured
through a variety of methods, namely case studies, surveys and focus
groups®.

3 people and Development — May 2015 — Appendix A
1SWDF - Statistical breakdown of research group — Appendix B




The following section provides a breakdown of our results.

(The statistics quoted relate to the online survey (83 individuals) only,
whilst the views and comments expressed are taken collectively from
the survey, case studies and focus groups. It should be noted that not
all respondents answered each question, so percentages may vary).

A number of common themes have been identified and divided into
relevant sections for ease of reference.

The findings have resulted in four high level recommendations
supported by a proposed action plan for the organisation to consider.

2.1 Adoption, Maternity and Paternity Standard
Operating Procedure (S0P)

2.1.1 96% of respondents referred to the SOP during their pregnancy. This
would indicate that it is a well-used reference document and the main
area for information for pregnant women seeking direction on this
matter.

2.1.2 Comments made regarding the SOP varied with some women stating
that they found it informative and valuabie, whilst others reported it as
very complicated, open to interpretation, fragmented and inaccurate in
places.

2.1.3 Some staff highlighted that they received conflicting advice and
support following miscarriage and stillbirth and that the SOP was not
accurate in relation to the terminology or process to be followed during
this experience.

2.1.4 Suggestions were made that the SOP could be easier to understand,
more reader friendly and that an easy to follow step-by-step guide to
assist line managers and staff would be more beneficial. An excellent
example of this is available from ‘Working Families’ and provides a
checklist for each stage of pregnancy, maternity and return to work.

2.1.5 With fertility and IVF treatment increasing, it was felt that there should
be more awareness within the organisation of the challenges, both
physically and emotionally for those involved and details should be
signposted within this SOP.

2.1.6 A number of respondents commented that their line managers were
not ‘up to speed’ regards the content of the SOP and did not always
follow procedures. Often it was the staff member who guided their
managers through the process.

* Working Families — UK leading work-life organisation. A Pocket Guide for Managers and Employees




2.1.7 There is a significant responsibility on the line manager to follow the
practices outlined in the SOP not only in the interest of the staff
member but to ensure that as an organisation it meets its legal
obligations in relation to this protected characteristic. Managers need
to be more conscious of their actions and the consequence of such if
they do not follow the guidelines.

2.2 Risk Assessments (RA)

2.2.1 The Health and Safety Executive state that “while it is a legal
obligation for employers to regularly review general workplace risks,
there is actually no legal requirement to conduct a specific, separate
risk assessment for new and expectant mothers. However, this may
help you decide if any additional action needs to be taken”®,

2.2.2 Section 4.2 of the SOP states "SPA/Police Scotland must take particular
account of risks to new and expectant mothers before, during and after
the maternity ieave period. Line managers must review the relevant
generic risk assessment(s) and update them with any pregnancy
related risks in consultation with the individual and a trained risk
assessor. Line managers should also review the risk assessments as
the pregnancy progresses”.

2.2.3 62% of women had a RA carried out once they had notified the
organisation of their pregnancy. This is consistent with previous
research carried out by Strathclyde Police in 2010 where the rate of
RA’s carried out were 63% at some point during pregnancy. The
results highlight there has been no increase in the volume of RA’s
being undertaken.

2.2.4 There were a number of comments concerning decisions ‘being made
for the individual, rather than with the individual’, which is not
consistent with policy guidelines. In cases where informal consultation
did take place this led to suitable work being identified which had a
positive outcome for the member of staff.

2.2.5 Differences were identified in some cases as to who conducted the RA,
with some being People and Development (P&D) led, however the
majority were carried out by the line manager. A number of

& Health and Safety Executive — HSE Website FAQs — September 2015




2.2.6

2.2.7

2.2.8

respondents commented that they felt their line manager was not
sufficiently aware of the requirements and consideration necessary to
effectively carry out a RA, or that they were simply too busy.

There were a number of other comments made regarding RA’s, which
have been summarised as follows:

e A generic risk assessment was conducted, which seemed purely like
a paper exercise

» Conflicting advice given concerning contact with members of the
public, productions and chemical handling

+ RA’s being ignored, e.g. time to rest identified but not actually
provided. A number of women reported being required to work long
hours with no opportunities for rest breaks or refreshments

s lLack of participation of the female in the RA being undertaken and
driven purely by senior management

* Some women reported increased travel time to work, due to RA
dictating they could no longer perform existing role in current
location. In a few instances this meant officers travelling further to
their place of work despite being categorised as high risk

+ Managers making assumptions about what they think a pregnant
officer can do rather than being informed by a risk assessment
involving the individual

* Alack of a risk assessment led to some difficulties during
pregnancy and subsequent time off having to be taken as a resuit

» A lack of consuitation, flexibility and no work place adjustments
being carried out perpetuated an increase in individual absence
levels

The nature and type of roles given to pregnant woman varied, some of
which were risk assessed but in a number of cases weren’t, these
included:

» Carrying out vehicle checks, which required washing cars and lifting
items

* Managing productions, which included dealing with bloodstained
items, faeces, drugs and required heavy bags to he lifted

s« CCTV viewing without comfort breaks

« Public bar duties dealing with members of the public and
consistently on their feet

* Long commuting distances, with no flexibility to work in stations
nearer to home at any stage during pregnancy

It is vitai that the generic RA for the role is reviewed by the line
manager upon notification and throughout pregnancy. These are a
useful tool in determining what the staff member can continue to do
(or not do) during the course of their pregnancy. The RA process
should be approached as a consultative exercise. Instead of managers
making assumptions about what they think a pregnant staff member
can do they should be informed by the risk assessment process. Whilst
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2.2.9

2.3

2.3.1

2.3.2

managers may feel they have the staff member’s interests at heart, by
moving them to a new role or office, often has the opposite effect and
in some cases a detrimental impact on the individual.

The suggested actions associated with the RA process have been
incorporated into Recommendation 1 - Review, revise and re-launch
the Adoption, Maternity and Paternity Standard Operating Procedure.

Consultation and Communication

44% of women were moved to a different post during their pregnancy
but only half of them were consulted regards their move. Whilst a
number of them felt the move was beneficial, a few indicted that the
experience was not entirely positive, including:

« Being moved to protected duties and subsequently having no
formal line management agreed, which meant no contact was
maintained during maternity leave

+ A great deal of uncertainty about returning to work as their team
and management had all changed

» Unintended consequences of deployments - Physical or emotional
wellbeing not being considered or addressed

« Being moved roles with no consultation and made to feel like an
inconvenience, particularly in specialist departments

» Having responsibilities and tasks taken away without reason

« Being utilised for administrative tasks and jobs that no one else
wanted to do

+ Not being given an appraisal

« Lack of notice of being moved shift

Section 4.3 of the SOP clearly outlines the responsibilities of the line
manager and factors to be considered in relation to the deployment of
new and expectant mothers. The study indicated that in a number of
cases the SOP was not being followed in its entirety.

2.3.3 In preparation for maternity leave, only 33% of respondents confirmed

2.3.4

they had a conversation with their line managers regarding who would
maintain contact with them, This is a significant drop compared to the
study carried out in Strathclyde in 2010 where 84% of women knew
who to maintain contact with whilst on maternity leave.

It was disappointing to note that contact during maternity leave was
inconsistent. 42% of women reported that they received none at all
and only 10 % reported receiving the agreed amount. Respondents
felt that an identified point of contact should be agreed prior to
maternity leave. Whilst the SOP indicates that this is the line
manager’s responsibility, in practice this has proven problematic.
Comments included:

11




2.3.5

2.3.6

» Contact not being made, despite being requested

» A lack of contact regarding training, promotion or job opportunities

* No discussion or contact prior to maternity leave and subsequently
no dialogue

» Feeling extremely disconnected and disappointed with the
organisation due to a lack of engagement

o Poor communication throughout even through full departmental
restructures

+« Contact being made through husband, which was felt to be
inappropriate

 Court citations and lack of contact/knowledge about facilities for
breastfeeding

Many respondents felt that line managers were uninformed and need
to have a greater awareness, despite the information being readily
available in the SOP. From the feedback it is reasonable to deduct that
line managers are not referring to the SOP and are not aware of their
legal responsibilities and obligations during this time.

It might be unrealistic to expect the line manager to monitor the
website for job opportunities, promotions, bulietins and training. On
this basis consideration should be given to elements of these tasks
being centrally supported or made available via the internet.

12




2.4

2.4.1

2.4.2

2.4.3

2.5

2.5.1

2.5.2

2.5.3

Access to facilities and attending appointments

During pregnancy, 54% of respondents indicated that there were no
facilities where they could rest whilst on duty.

Positively 97% of women were given access to attending medical and
antenatal classes. Overall line managers were reported to have been
very supportive and enabled women to attend their appointments. It
was very rare that women encountered difficulties however some
reported the following:

¢ On two occasions one woman missed her appointments as her
supervisor forgot to send someone to cover for her

+ Having to use TOIL or annual leave as line managers complained
about the amount of time required for the appointments

The suggested actions associated with access to facilities and attending
appointments are captured in Recommendation 1 - Review, revise and
re-faunch the Adoption, Maternity and Paternity Standard Operating
Procedure.

Support and Information

Only 39% of women felt fully supported by their line manager during
their pregnancy. Some of the main reasons for this seem to include a
lack of communication and discussion around moving posts and also
lack of awareness by line managers on the impact of pregnancy and
work. Others also commented on the line manager simply not knowing
what to do. One respondent stated:

*I was offered no support or advice and generally feel like I was let
down by the organisation. I did not enjoy what should have been a
special time for me”

Just over 45% of respondents felt that P&D did not support them
during their pregnancy. Some reported no contact from P&D at all.
There is clearly an expectation that P&D will engage with staff,
however it is the line manager’s responsibility to maintain contact and
provide support during this period.

On a positive note almost 75% of women feit that their colleagues
supported them during their pregnancy. Many women reported that it
was their colleagues who maintained any contact with them during
maternity leave as opposed to anyone else. However during maternity
leave, support and information available seemed to be very
inconsistent with comments including:

13




. Not being made aware of organisational changes

o Changes of role during maternity leave, which caused upset and
distress

. Not being made aware of developmental opportunities, including
promotion processes

. Lack of advice from HR on issues or questions

° Lack of awareness concerning postnatal depression

. Lack of appreciation by line manager on the impact of moving
teams, whilst on maternity leave

. Lack of awareness concerning miscarriage and associated absence

management processes

2.5.4 77% of women felt the organisation could do more to improve the
support given to staff during pregnancy and maternity leave, whilst
17% were unsure, Only 6% feit there were no improvements that
could be made.

2.5.5 Some women reported good support from their line manager whilst
undergoing IVF, facilitating time off and providing support when
required. Other women commented on issues they have experienced
during IVF and fertility treatment which included:

+ Being overlooked for developrment opportunities due to disclosing they
were undergoing treatment. (NB: this is not pregnancy discrimination
but could potentially be sex discrimination)

* A comment by a supervisor that the period of treatment had been a
difficult time for the department

* Being moved and deployed to work with pregnant colleagues

» Six different line managers during IVF thus having to disclose multiple
times

*» Line manager disclosing to other staff about the IVF/pregnancy without
consent

2.5.6 Disappointingly a large number of comments were made regarding
how women were made to feel during their pregnancy and maternity
leave. Some were positive, but in the main the comments related to
negative experiences in terms of feeling less valuabie, a burden on the
organisation and that their career would suffer as a result of having
children.

2.5.7 The level of support is inconsistent. Whilst senior officers may think
they are ‘doing the right thing’ quite often they are causing the staff
member unnecessary anxiety and stress during what is already an
emotional time.

2.,5.8 Our study indicated that the experiences of staff often go unchallenged
or reported. There was perception from all the respondents that if they
made a complaint it would have a detrimental impact on their career.
Steps should be taken to enable staff to report potential issues without
recrimination.

14




2.5.9

2.6

2.6.1

2.6.2

2.6.3

2.6.4

The suggested actions associated with Support and Information are
captured under Recommendation 2 — Devise an internal
communication strategy to promote awareness, improve practice and
increase knowledge of pregnancy and maternity related matters across
the organisation.

Keeping in Touch Days

Keeping in Touch (KIT) Days are an option available to staff. 97% of
respondents were aware of KIT days with 47% actually using them.

Women who used KIT days reported that they were a beneficial
experience and were used for a number of different reasons, such as
progressing flexible working applications, officer safety training,
attending courses, departmental meetings and checking emails. For
some women they were used very informally and this helped them
stay engaged with the office and their team, aiding the transition back
to work. One officer reported using all 10 and found it very beneficial.
Two of our respondents said:

"I found these an invaluable way to gradually make the change to
return to work”.

“If I had not attended during KIT days I would have not been fit for
purpose, During my second pregnancy I continued to use KIT days to
maintain working knowledge as the systems were changing”.

Other women though reported confusion around KIT days regards their
application and use. Experiences include:

» Not understanding the financial implications of KIT days during paid
or unpaid leave

« Line managers not understanding or being clear on what KIT days

can be used for. One officer was refused a KIT day even though

she was in the office checking statements

The authorisation process of KIT days is confusing

Not being allowed to use KIT days for training

Who to contact to organise a KIT day

Assumption by line manager that once the baby was born the staff

member would not be interested in KIT days

The use of KIT days are outlined and explained in the SOP (section
7.4) and again should be discussed with the staff member prior to and
during maternity leave. The line manager should take responsibility for
supporting the staff member in the application and use of KIT days and
should make reference to the SOP in terms of the forms that need to
be completed in relation to pay.
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2.6.5 The suggested actions concerning KIT days are captured in
Recommendation 1 - Review, revise and re-launch the Adoption,
Maternity and Paternity Standard Operating Procedure.

2.7 Breastfeeding

2.7.1 The Health and Safety Executive states “You are legally required to
provide somewhere for pregnant and breastfeeding employees to rest.
Where necessary, this should include somewhere for them to lie down.
It is not suitable for new mothers to use toilets for expressing milk”?.

2.7.2 Police Scotland and the SPA recognise the World Health Organisation
and Department of Health advice regarding the benefits of
breastfeeding to mother and child. As such it has committed to
providing a private and secure space for mothers to express and
hygienically store breast milk upon return to work.

2.7.3 From those who responded to the question ‘were you breastfeeding on
your return to work?’ 20% answered yes. One respondent commented
that:

"Breastfeeding facilities were excellent and management were very
supportive”

2.7.4 However 46% of women experienced issues in relation to
breastfeeding on their return. One officer had to express milk in a
staff toilet in between going to calls. Many felt that operationally it was
not an option to continue breastfeeding or expressing upon return due
to the nature of their shifts and felt pressure to finish before returning
to work.

2.7.5 A number of women reported issues with breastfeeding arrangements
when they were required to attend court during their maternity leave.
One officer contacted 10 different people to try to organise a room for
privacy whilst at court, but no one couid assist her. A wider look at the
provisions in place with partner agencies may need to be considered.

2.7.6 Guidance regarding breastfeeding is incorporated into the SOP but
again there appears to be a lack of understanding from hoth staff and
line managers regarding this. The suggested actions associated with
Breastfeeding are incorporated into Recommendations 1 and 2 of this
report.

" Health and Safety Executive FAQ's website - September 2015
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2.8 Returning to Work (RTW)

2.8.1 Only 24 % of women reported that they were contacted by the line

managers to discuss their return to work and what their needs might
be, Where contact was made the discussion was mainly regarding
working hours.

2.8.2 The majority of comments were fairly negative and centred around a

lack of dialogue or information. One staff member said:

"I feel very strongly about the lack of support, information and
contact... I find this extremely frustrating and contributed to my
anxiety about my return to work”

2.8.3 Other experiences included:

Immediately being deployed into role on first day back without any
direction or support on new systems or processes

No training in regards to new procedure especially on the computer
and was expected to get on with it

Lack of follow up or welfare check from !ine management. Some
women reported a two minute “are you ok” chat

Returning to work without knowing shift pattern

Concern and problems connected to organising flexible working
patterns and child care arrangements

Change of office location during maternity leave with no prior
notification

Starting new job where manager didn't know individual

No opportunity to discuss staggered or a phased return

Lack of awareness around loss of confidence and the impact of being
away from the organisation for some time

Returning to work too soon because of financial reasons. Suggestion
that maternity pay be staggered throughout the year

2.8.4 Some women did report more positive experiences where they were

given opportunities to return to work on a phased return, one
included:

"I was happy with how my maternity leave and return to work was
handled on this occasion. The whole process and my return ran
smoothly. I feel I had the right amount of support throughout. Being
updated throughout my maternity leave was really helpful. My line
manager also spent a number of hours updating me with the ongoing
work and other issues in the first week of my return. He made sure he
was available to me if I needed him. I asked to phase my return using
accrued leave and this again was supported”

17




2.8.5 Consideration should be given to formal *‘Return to Work’ discussions
similar to those adopted in Greater Manchester Police® and phased
returns (using accrued annual leave) as an option for all staff.

2.8.6 30% of female leavers during 15t April - 315t March 2015 were in the
25-34 age group®. Return to work rates should be monitored for up to
twelve months to determine if leaver rates (including resignations) are
in any way associated with issues that arise following maternity leave.
The suggested actions associated with returning to work are captured
in Recommendations 1, 2 and 3.

2.9 Flexible Working and changes to work patterns

2.9.1 When asked the question ‘If you applied for a change to your working
pattern was the request approved?’ 58 % responded yes.

2.9.2 Some women reported a lot of suppoert from their line managers who
were very helpful and positive, one comment included:

‘I requested a flexible working pattern on return to work with a view to
moving to a part time job share with a colleague following her return
to work after a period of Maternity leave. Process managed well by
Line Managers”

2.9.3 Other women reported experiencing a lot of problems and issues when
applying for flexible working. One respondent stated:

"This was the hardest thing I came across. The process is very long
and complicated with most supervisors not knowing what to do. After
putting in 10 different plans and being told contradicting information
on every occasion a plan was finally accepted”.

Other examples included:

» Delays in discussing a flexible working application

» Delays in responses or confirmation, which impacted upon child
care arrangements

e Stressful and upsetting experience due to multiple applications
being made

» Lack of guidance despite request for assistance

e No consideration of the emotional impact involved

o Negative comments from line managers about part time workers
and those on compressed hours

o Procedures not being followed and inconsistent responses

s No support and being treated differently because they worked part
time

& Greater Manchester Police and London School of Economics Research - 2013

¥ Police Scotland Employment Monitoring Profile — Cctober 2015
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» Being moved role because of being a part time officer without
rationale or explanation

« Resource Management declining request despite line management
approval

¢ Having to resign as no suitable options couid be agreed in relation
to work pattern

» Made to feel less valuabte than a full time member of staff

2.9.4 There are no records of the number of flexible working applications
received, authorised or declined. There are also no records of the
number of different working patterns in existence across the
organisation. Patterns such as compressed working, annualised hours,
home working, term time working and job share arrangements are not
currently monitored.

2.9.5 The SWDF are aware flexible working patterns exist which benefit both
staff and their teams. It would be in the organisations interest to
capture these and demonstrate its commitment to a flexible and
mobile workforce,

2.9.6 As at 315t March 2015 the following charts demonstrates the number of
police officers and staff who undertake part time working in the
organisation. In relation to police officers, 88% are the rank of
Constable, 11% are in the rank of Sergeant and 1% are in the ranks of
inspectort®,

Police Officer Profile Police Staff Profile

Fel Part Time
mate ' Foemale Part Time

Femnale Full Sime 5% e,

fifads: Full Time
35%

Male Part 1
i

e Par{ Time
3%

Femalg:$
A

2.9.7 There is still clearly work to be done in promoting and encouraging
flexible and part time working. Whilst the SWDF appreciates the
complexities of policing and the roles police officers, in particular
undertake, there is an opportunity to consider what more can be done
to promote and encourage the application of flexible working not just
for females but their male counter parts also. With the introduction of
Shared Parental Leave, the organisation needs to encourage and
embrace the adoption of more modern day working practices.

10 Fquality and Diversity Employment Monitoring Update Report 2015
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Recommendations

It is imperative that the right level of support is given during
pregnancy and maternity. The SWDF have identified four main
recommendations for consideration:

- Review, revise and re-launch the Adoption, Maternity and
Paternity Standard Operating Procedure

. Devise an internal communication strategy to promote
awareness, improve practice and increase knowledge of
pregnancy and maternity related matters across the
organisation

. Develop SCoPE to incorporate the consistent management,
monitoring and recording of pregnancy and maternity

. Undertake an evaluation of the organisations approach to
Flexible Working, its implementation, recording and monitoring
practices

A proposed Action Plan (Appendix C) has been designed to support the
delivery of the aforementioned recommendations. If endorsed, the
SWDF is willing to provide ongoing support and assistance in order to
achieve the desired outcomes.
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4. Conclusion

The organisation is clearly committed to addressing gender equality.
At a tactical and operational level however the implementation of
pregnancy and maternity related practices requires additional
attention and focus.

The experience and perceptions of staff within our study highlight that
they feel disconnected from their department, senior managers and
the organisation during what should be a memorable and happy time.

Whilst there is no doubt that there are positive experiences within the
organisation, there are a number of areas that require action.

Our research concluded that managers and staff are not fully aware of
their roles, responsibilities and legal obligations during pregnancy and
maternity. The policy needs to be clearer and designed to support
both parties during this time.

The role of the line manager stood out as key to the experience of
staff. Whilst there is an appreciation of the huge demands on line
managers, at every level, some simple steps could vastly improve the
situation.

Managers appear reluctant to enter into dialogue with staff out of fear
of doing or saying the wrong thing. They then make assumptions
based on their own perceptions of what the member of staff might
need or want.

Meaningful conversations with staff about their pregnancy and
maternity are central to improving the culture and unconscious bias
that exists within the organisation. By providing managers with the
‘right’ questions and topics to be covered during one to ones with staff
would help remove any ambiguity or uncertainty.

It is important to highlight that the findings in our study are not
unique to this organisation. As a result of his research in England and
Wales, Dr Pete Jones a chartered psychologist determined that there is
a ‘Women with Children’ bias in policing!!. He determined that this is
caused by two main assumptions that once women have children, they
are less reliable and less committed to their work.

A recent report by the Equality and Human Rights Commission found
one in five mothers said they had experienced harassment or negative
comments related to pregnancy or flexible working from their
employer and/or colieagues. 10% of mothers said their employer

11 ghire Professional Chartered Psychologists — www.shirepro.co.uk ~ August 2015
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discouraged them from attending antenatal appointments and others
were treated so poorly they felt they had to leave their job!2.

Furthermore a report produced by the Intelligence and Security
Committee of Parliament stated that:

"It is clear that the primary barriers to women returning to roles
following maternity leave are cultural. This needs to change. No
initiative will succeed if it doesn’t address cultural and behavioural
issues which may prevent progress. Whilst we do not ignore the
potential cost and impact on output in the short term this may involve,
we consider that these factors are easily outweighed by the longer
term rewards” 13

It is hoped that our results, recommendations and action plan are
considered by the organisation and that there is a commitment to
work in partnership with the SWDF to address the main findings and
take forward the proposals within this report.

12 EHRC - Pregnancy and Maternity — Related Discrimination and Disadvantage — July 2015
2 Women in the Intefligence Community — Presented to Parliament pursuant to section 3 of the Justice and
Security Act 2013, Ordered by the House of Commons — March 2015
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5.

Appendices

Appendix A — People and Development Staff Profile
Appendix B - Statistical Breakdown of Research Group

Appendix C - Draft Action Plan
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1. Introduction

1.1 This information booklet is applicable to Police Officers and Authority/Police
Staff. Although there may be some provisions that are different for Police
Officers and Authority/Police Staff due to legislation and regulations these are
highlighted where appropriate. Please note that this information booklet is
intended as a source of additional guidance and individuals should refer to the
Adoption, Maternity and Paternity SOP for more detailed information.

1.2 The aim of this booklet is to provide individuals with relevant and useful
information to support them through their pregnancy, maternity and return to
work. The information may answer some of the questions that individuals may
have concerning pregnancy and the support available within the workplace,
not only prior to commencing maternity leave but also during maternity leave
and on their return to work. In addition, this booklet highlights sources and
contacts for additional information that may be useful to individuals throughout
their maternity period.

1.3 Onreceipt of Application for Maternity Leave Form (089-002) the People and
Development Department (Shared Seivices) will issue a letter to individuals
outlining entitlements and other important information. Individuals should read
the letter and keep it in a safe place to refer to throughout their maternity
leave.

2. Your Pregnancy and Work
21  [Informing your line manager

2.1.1 Although there are no legal requirements to inform the Scottish Police
Authority (SPA) / Police Scotland immediately, notification must be made a
minimum of 15 weeks before the expected date of confinement. Individuals
are encouraged to notify their line manager of their pregnancy as early as
possible to ensure that a risk assessment can be completed and any
necessary adjustments or support are implemented where appropriate.

2.2 Risk Assessments

2.2.1 SPAJPalice Scotland has a duty of care to ensure that the heaith and safety of
any pregnant officer or member of staff and their unborn child is protected
whilst at work. The existing generic risk assessment for the individual's
current post should be reviewed to take into consideration any impact that the
pregnancy will have on their duties. This will be carried out in line with normal
health and safety risk assessment procedures taking account of specific
hazards relating to pregnancy and specific information about the individual.
Please refer to New or Expectant Mother ~ Risk Assessment Guidance to help
identify some of the hazards and control measures that should be considered.
It is important that individuals complete the risk assessment in partnership with
their line manager. Advice or information that has been received from a
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doctor or midwife that could impact on the assessment should be included and
highlighted at this point.

222 The risk assessment should be reviewed several times at different stages
throughout the pregnancy. If an individual believes that a change in their
pregnancy means that the most recent review is no longer applicable they can
request that a further review is carried out to take into consideration the
changing physical condition or any new information.

2.3 Role Adjustments

231 Where the risk assessment identifies health risks that cannot be reduced or
lessened to a reasonable extent, SPA/Police Scotland will consider: altering
the role, working conditions or hours (if reasonable to do so in order to avoid
the risks); or identify a suitable alternative role. Individuals should discuss any
concerns they may have regarding any proposed role adjustments or
temporary postings with their line manager in the first instance or a
representative from People and Development (P&D).

2.3.2 In addition, risk assessments may be carried out for training courses, court
attendance or Keeping in Touch (KIT) days during the maternity period.
Individuals should continue to participate in training courses and attend court
unless the risk assessment identifies health risks that cannot be reduced or
lessened to a reasonable level. On return to work, a risk assessment for the
individual's post will be reviewed and if appropriate the review will take into
account any requirements for breastfeeding.

2.4 Time Off For Ante-Natal Care

241 individuals are entitled to reasonable paid time off to attend antenatal care
where the appointment is attended on the advice of a registered doctor,
midwife or health advisor. This may include medical examinations,
appointments with a midwife, antenatal classes, relaxation and parent classes.
Individuals may be asked to provide evidence of the appointments.

2.4.2 Wherever possible individuals should try and arrange appointments at times
which cause minimal disruption to the working day e.g. on rest days or as near
to the start or end of a shift as possible. Individuals should give their line
manager as much notice of appointments as possible so they can arrange for
cover, if necessary.

2.4.3 An expectant father, or partner, of a pregnant woman is entitled to take unpaid
time off work to attend up to two antenatal appointments. Time off is capped
at six and a half hours for each appointment.

2.5 MATB1 Certificate

2.5.1 Individuals must provide proof of their pregnancy and due date by submitting a
MATB1 Certificate. The MATB1 Certificate is normally issued by the doctor or
midwife 20 weeks before the due date. Individuals will not receive any
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entitlement to Occupational Maternity Pay (OMP) or Statutory Maternity Pay
(SMP) if they do not submit the MATB1 Certificate.

Maternity Leave
Application for Maternity Leave

Individuals are required to submit Application for Maternity Leave Form (089-
002) to their line manager no later than the 15" week before the Expected
Week of Childbirth (EWC) to apply for maternity leave. The MATB1 Certificate
should be submitted along with the Application for Maternity |.eave Form (089-
002). If an individual wishes to change their maternity leave start date they
must submit another application giving the appropriate notice before the
original or new intended start date, whichever is earlier (Police Officers — 21
days and Authority/Police Staff - 28 days).

Police Officers
An officer can have to up to 15 months matemity leave.

The earliest a Police Officer can start their maternity leave is 8 months before
their EWC. The latest maternity leave can end is 12 months after the child is
born,

Maternity leave will start on whichever is the earlier date of:

e your chosen start date; or

¢ the day your child is born.

Authority/Police Staff
Members of Authority/Police Staff can have up to 52 weeks matemity leave.
The earliest maternity leave can start is 11 weeks before the EWC.

Maternity leave will start on whichever is the earlier date of:
¢ your chosen start date
¢ the day after your child is born

e the day after you are absent for a pregnancy-related reason if this happens
4 weeks before the date your child is due.

Maternity Pay
SPA/Police Scotland offer enhanced maternity pay, dependant on an

individual’s length of service. The Occupational Maternity Pay (OMP)
provisions are different for Police Officers and Authority/Police Staff.
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individuals will receive a letter confirming their entitlement to maternity pay
after Application for Maternity Leave Form (089-002) has been submitted to
P&D (Shared Services).

4.2 Police Officers

Continuous Service

Entitlement

Less than 26 weeks

Officers may be eligible for Maternity Allowance (paid directly
by Jobcentre Plus) which starts on same day as maternity
leave.

More than 26 but less
than 63 weeks

Statutory Maternity Pay (SMP) is paid for up to 39 weeks - 90%
of your average weekly earnings for the first 6 weeks followed
by 33 weeks at the lower rate of SMP (or 90% of your average
weekly earnings, whichever is lower). Current rate of SMP can
be found at www.gov.uk .

More than 63 Weeks

18 weeks full pay followed by 21 weeks SMP at the lower rate
or 13 weeks full pay, followed by 10 weeks half pay, followed
by 16 weeks SMP at the lower rate.

4.3

Authority/Police Staff

Continuous Service

Entitlement

Less than 26 weeks

Individuals may be eligible for Maternity Allowance (paid
directly by Jobcentre Plus) which starts on same day as
maternity leave.

More than 26 weeks but
less than 1 years
reckonable service

Statutory Maternity Pay (SMP) is paid for up to 39 weeks - 90%
of your average weekly earnings for the first 6 weeks followed
by 33 weeks at the lower rate of SMP (or 90% of your average
weekly earnings, whichever is lower). Current rate of SMP can
be found at www.gov.uk .

More than 1 years
reckonable service

90% of your average weekly earnings for the first 6 weeks
followed by 20 weeks at half pay plus the lower rate of SMP
followed by 13 weeks at the lower rate of SMP.

5. Pregnancy Related Absence

5.1

The normal absence reporting procedures detailed within the Attendance

Management SOP apply in terms of the reporting and recording of absence
prior to the start of a maternity leave period. Line managers should record on
SCoPE if the absence is pregnancy related.

511

512

Police Officers

Where an officer is absent from work due to a pregnancy-related reason and

the absence falls or continues beyond the beginning of the fourth week before
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the EWC then SMP will commence (as per police regulations). In these
circumstances, an officer's OMP would commence on the original date
notified.

Authority/Police Staff

Where an individual is absent from work due to a pregnancy related reason
and the absence falls or continues beyond the beginning of the fourth week
before the EWC, then maternity leave and pay will commence from the day
after the first complete day of pregnancy-related absence which falls after the
beginning of the fourth week before the EWC.

Baby Born Early
Police Officers

Where an officer's baby is born early and before their maternity leave has
started, SMP and leave will commence from the day the baby is born. OMP
will start from the original notification date unless the officer gives proper
notification of a change in the start date. The officer must notify their line
manager as soon as reasonably practicable of the birth.

Authority/Police Staff

Where an employee’s baby is born early and before maternity leave has
started, maternity leave and pay will commence from the day after the baby is
born. The individual must notify their line manager as soon as reasonably
practicable of the birth.

Maintaining Contact During Maternity Leave

Prior to commencing maternity leave an individual should meet with their line
manager to discuss how much contact they would like to have during
maternity leave and agree who will make contact and when. Contact can be
by telephone, email, letter, a visit to the workplace, or in other ways. Contact
required whilst on Adoption, Maternity, Paternity Leave or Career Break (089-
009) should be completed prior to going on maternity leave.

Maintaining contact provides the opportunity to discuss what's happening at

work including job vacancies, other important developments or training events
which could be included as part of Keeping In Touch (KIT) days.

Keeping In Touch Days

The maximum number of KIT days an individual can work without bringing
maternity leave to an end is 10. Through agreement with the line manager an

Version 1.0 NOT PROTECTIVELY MARKED




NOT PROTECTIVELY MARKED

individual can take a KIT day to attend a training course or event, or to meet
with their team for an update. Individuals don’t have to attend KIT days but
many people find it makes returning to work easier.

8.2 Individuals must submit an Adoption Maternity or Shared Parental Leave
Record of Keeping in Touch (KIT or SPLIT) Days Form (089-006) to ensure
the correct payments are made.

9. Annual Leave and Public Holidays

9.1  Annual leave will continue to accrue during the full period of maternity leave.
Individuals will receive a day in lieu for any public holidays that they are
entitled to that fall during the maternity period.

10. Court Attendance

10.1 Individuals on maternity leave must attend court if cited unless a doctor
certifies them unfit to do so. Please note that attendance at court does not
count as a KIT day although individuals will be compensated if they are
required to attend. Individuals must submit Adoption, Maternity or Paternity
Leave Claim for Attendance at Court (089-008) if attendance at court is
required.

11. Pension Contributions

11.1 Pension contributions will continue to be paid at the appropriate rate during all
periods of paid maternity leave based on the actual amount of pay received.
No pension contributions will be made during periods of unpaid maternity
leave except for any KIT days worked. if an individual takes a period of
unpaid maternity leave then they can elect to rake back payments of their
pension contributions on their return to work. For further information please
contact People Direct on 01786 897022.

12. Shared Parental Leave

12.1 Shared Parental Leave (SPL) enables eligible parents to choose how to share
the care of their child during the first year after birth or adoption. Its purpose is
to give parents more flexibility in considering how to best care for, and bond
with, their child. All eligible individuals have a statutory right to take SPL and
there may also be an entitlement to some Shared Parental Pay. Please refer
to the Shared Parental Leave SOP for further information.

Version 1.0 NOT PROTECTIVELY MARKED




13.

13.1

13.2

13.3

14.

14.1

15.

15.1

16.

16.1

NOT PROTECTIVELY MARKED

Returning to Work

It is important that individuals plan for their return to work while on maternity
leave and the line manager should be able to support this process. The
individual and line manager may wish to consider and discuss the following:

¢ flexible working;
e refresher training;

 risk assessment including arrangements for breastfeeding if appropriate;
and

¢ annual leave requests. Please note accrued annual leave does not have to
be taken in fulf prior to returning to work. Using annual leave to support a
phased return is an option that is available to both Police Staff and Officers.

Form (089-013) should be completed by the line manager prior to the individual

returning to work to record any agreed actions from the return to work support
meeting.

Where an individual wishes to return prior to the end of their full maternity leave
period they must submit Adoption, Maternity or Additional Paternity Leave
Change of Return to Work Date (089-007) to their line manager. If an
individual fails to provide the required notice (Police Officers - at least 21
calendar days and Authority/Police Staff - at least eight weeks) their return to
work date may be postponed.

Not Returning to Work

If an individual decides they do not wish to return to work following a period of
maternity leave they must give the appropriate notice of their resignation. In
these circumstances an individual may be required to pay back the sum of the
difference between OMP and SMP.

Childcare Vouchers

Childcare Vouchers are a form of ‘employer supported childcare’ and an easy
way for individuals to pay for certain types of childcare. By opting to take part
of your salary in Childcare Vouchers (this is also known as 'salary sacrifice"),
individuals can take advantage of important tax and national insurance
savings. Further information is available on the intranet.

Miscarriage, Still Birth or Infant Bereavement

Where an individual suffers a miscarriage before the end of the 24" week of
pregnancy, any absence associated with the miscarriage should be treated as
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pregnancy related. Provisions in line with the Attendance Managernent SOP
will apply in terms of reporting any absence.

16.2 in the unfortunate circumstances that a baby is still born after 24 weeks of

pregnancy or is born at any pointin the pregnancy but then later dies, the
individual will be entitled to receive their full maternity leave and pay.

Version 1.0 NOT PROTECTIVELY MARKED
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APPENDIX ‘A’
Additional Support / Information
Childcare and Parenting www.gov.uk
Childcare Vouchers www childcarevouchers.co.uk
Employee Assistance Programme www.axabesupported.co.uk
Health and Safety Executive www.hse.gov.uk
Health and Wellbeing Team healthandwellbeing@scotland.pnn.police.uk
HM Revenue and Customs (Child Benefit) 0300 200 3100
Miscarriage Association ' www.miscarriageassociation.org.uk
NHS Health Scotland www.healthscotland.com
Occupational Health policescotland@optimahealth.co.uk
People Direct 01786 897022
Postnatal Depression www.mind.org.uk
SANDS www.uk-sands.org
Scottish Family Information Service www.scottishfamilies.gov.uk
Scottish Police Federation www.spf.org.uk
Scottish Women'’s Development Forum scottishwdf@hotmail.co.uk
Tommy's www.tommys.org
Unison www.unison.org.uk
Unite | www.unitetheunion.org
Working Families www.workingfamilies.org.uk
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APPENDIX ‘B’

List of Associated Reference Documents

o Adoption, Matemity and Paternity SOP

¢ Annual Leave and Public Holiday SOP (Police Officer)
¢ Attendance Management SOP

e Career Break SOP

o Flexible Working SOP

¢ Health and Safety SOP

¢ New or Expectant Mother — Risk Assessment Guidance
o Parental Leave SOP

¢ Postings and Transfer SOP (Police Officer)

s Shared Parental Leave SOP

» Special Leave SOP

List of Associated Forms

« Adoption, Maternity, Paternity Leaver Claim for Attendance at Gourt (089-008)

» Adoption, Maternity or Additional Paternity Leave Change of Return to Work Date
(089-007)

» Application for Maternity leave (089-002)

» Contact required whilst on Adoption, Maternity, Paternity Leave or Career Break
(089-009)

« Adoption Maternity or Shared Parental Leave Record of Keeping in Touch (KIT
or SPLIT) Days (089-006)

o Contact Made whilst on Adoption, Maternity, Additional Paternity, Parental Leave
or Career Break (089-010)

s Return to Work — Support Meeting (089-013)
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APPENDIX ‘C’

Individual to do List

Before Maternity Leave
o [nform line manager of pregnancy.

e Complete a risk assessment with your line manager and include any relevant
information that could impact on the risk assessment.

¢ Inform line manager of any change in pregnancy and request a further risk
assessment.

 Discuss any concerns regarding proposed role adjustments or temporary
postings.

¢ Advise line manager in advance of ante-natal appointments.
» Attend antenatal appointments.
* Submit MATB1 certificate.

» Submit Application for Maternity Leave Form (089-002) to line manager no later
than the 15" week before EWC.

« Discuss and agree with line manager the frequency of contact throughout
maternity leave.

» Submit Contact required whilst on Adoption, Maternity, Paterity Leave or Career
Break (089-009) prior to going on maternity leave.

¢ Consider when you would like to use any accrued annual leave.

During Maternity Leave
+ Notify line manager as soon as reasonably practicable of birth if baby is born early.
» Maintain agreed contact with line manager.

» Consider whether you wish to take a KIT day and if appropriate discuss with line
manager.

» Submit an Adoption Matemity or Shared Parental Leave Record of Keeping in
Touch (KIT or SPLIT) Days Form (089-006) to ensure the correct payments are
made, if appropriate.

¢ Attend court if cited.

» Submit Adoption, Maternity or Paternity Leave Claim for Attendance at Court (089-
008) if attendance at court is required.

¢ Consider flexible working, childcare provisions etc.

* Advise line manager of any refresher training you may require or any other
support.
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« Submit Adoption, Maternity or Additional Paternity Leave Change of Return to
Work Date (089-007) to line manager if you wish to return prior fo the end of full
maternity leave or change the date of return.

« Consider when you would like to use any accrued annual leave and discuss with
fine manager.

On Return to Woric after Maternity Leave

e Advise line manager of any health issues or factors to be considered upon return
e.g. breastfeeding

« Meet with line manager and discuss refresher training and any other support etc.

« Consider whether you wish to make back payments for pension contributions for
any period of unpaid maternity leave, if applicable.

» Progress any requests for outstanding annual leave.
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APPENDIX ‘D’

Managers to do List

When Informed of Pregnancy

Signpost individual to the Adoption, Maternity and Paternity SOP and ensure
procedures are followed when relevant,

Arrange a convenient time with the individual to complete a risk assessment.

Consider all information provided by individual and discuss and agree role
adjustments where appropriate.

Where identified risks cannot be reduced or lessened to a reasonable level it may
be necessary to consider an aiternative role through consuitation with the
individual.

Discuss and address any concerns that the individual may have regarding role
adjustments or proposed alternative roles.

Ensure risk assessments are reviewed throughout the pregnancy at agreed
intervals and consider any new information provided.

Coordinate any agreed adjustments or temporary posting(s) and ensure individual
is fully aware of what is happening.

Consider requests for antenatal appointments and ensure individual is able to be
released from duty.

Record any time taken off on SCoPE under the appropriate headings.

Prior to individual Commencing Maternity Leave

Ensure individuals complete Application for Maternity leave (089-002) correctly
and forward to P&D (Shared Services) within seven days. MATB1 Certificate
should be submitted at same time.

Discuss and agree with individual the frequency of contact throughout maternity
leave.

Ensure individual completes Contact required whilst on Adoption, Maternity,
Paternity Leave or Career Break (089-009) prior to going on maternity leave.

Discuss when the individual would like to use any accrued annual leave.

Notify P&D of any pregnancy related sickness absence that occurs within the 4
weeks prior to individuals’ due date.

Individual on Maternity Leave

Notify P&D (Shared Services) of the actual date of birth.

Maintain agreed contact with individual and provide updates as required such as
training or promotion opportunities.

Consider any requests for KIT days, if appropriate.
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Authorise any relevant forms if appropriate and forward to P&D (Shared Services)
to ensure correct payments are made.

Manage any annual leave reguests and public holiday entitlement in discussion
with individual.

Discuss whether any refresher training is required to support return to work.

Individual Returning to Work

Consider any requests for flexible working, if appropriate.
Arrange refresher training as appropriate.
Arrange new PPE or OSD training as required.

Discuss any changes to working procedures and provide any relevant updates that
individual should be aware of.

Complete risk assessment and consider any requirements or support. Take
appropriate action and ensure individual is kept informed of what is happening.

Arrange one to ones to ensure the individual receives any required support in the
early weeks after returning to work.

Version 1.0 NOT PROTECTIVELY MARKED

17




NOT PROTECTIVELY MARKED

SCOTTISH POLICE !ﬁ?‘.'!ﬁ POLICE
AUTH ORITY \’t’a"n" SCOTLAND

New or Expectant Mother
Risk Assessment Guidance

Owning Department: People and Development
Version Number: 1.0
Date Published: DD/MM/YYYY

Version 1.0 NOT PROTECTIVELY MARKED




NOT PROTECTIVELY MARKED

Compliance Record

Equality & Human Right Impact Assessment: Date Completed /

Reviewed: 12/08/16

Information Management Compliant: Yes / No

Health and Safety Compliant: Yes

Publication Scheme Compliant; Yes / No
Version Control Table

Version History of Amendments Date

1.00 initial Approved Version DD/MM/YYYY

2.00 Amend as Required DD/MM/YYYY

3.00 Amend as Required DD/MM/YYYY

Version 1.0 NOT PROTECTIVELY MARKED




NOT PROTECTIVELY MARKED

Contents

1. Introduction

2. Work What Does Being a New and Expectant Mother Mean for an Individual?

3. What are the Responsibilities of SPA/Police Scotland?

4. Risk Assessments
5. Further Information and Guidance
6. Risk Assessment Guidance — New and Expectant Mothers
Appendices
Appendix ‘A’ Risk Assessment Guidance
Appendix ‘B’
Appendix ‘C’
Appendix ‘D’

Version 1.0 NOT PROTECTIVELY MARKED




1.1

2.1

2.2

2.3

3.1

3.2

3.3

NOT PROTECTIVELY MARKED

Introduction

The following guidance is provided for individuals and line managers to help identify some
of the hazards and control measures that should be considered when completing a risk
assessment for new or expectant mothers. The definition of a new or expectant mother is
a woman who is pregnant, has given birth within the last six months or is breastfeeding.

What Does Being a New and Expectant Mother Mean for an
Individual?

Being pregnant or a new mother does not generally prevent an individual from working,
although there may be risks in some workplaces that could affect the health and safety of
the individual and/or the child. Individuals are encouraged to inform their line manager of
their pregnancy at an early stage, particularly if there are potential health and safety
concerns due to the nature of their work. It is essential that the new or expectant mother
is involved in the risk assessment process from the onset to ensure all the relevant facts
and concerns are correctly identified and assessed.

Individuals need to ensure they comply with any control measures identified through the
risk assessment which are deemed necessary to reduce the risks to the health of the
mother and/or health of the child. An individual should notify their line manager if they
intend to return to work within six months of the birth of the baby, or if they are still
breastfeeding when they return to work.

The Health and Safety Executives guidance for new and expectant mothers can be found
at www.hse.gov.uk/mothers .

What are the Responsibilities of SPA/Police Scotland?

The Management of Heaith and Safety at Work Regulations 1999 include regulations that
protect the health and safety of individuals who are, or in the future could become, new
and expectant mothers. SPA/Police Scotland will undertake a risk assessment to identify
any hazards that may apply to new or expectant mothers.

Where particular risks have been identified, consideration is required to be given to
appropriate control measures. Control measures may involve making temporary changes
to an individual's role or working conditions. In some cases, this may involve an offer of
alternative work and in extreme cases where suitable safe work cannot be found, the law
requires that the individual is suspended on full pay.

Where there are no risks identified and no changes required to the role, the line manager
must ensure that the risk assessment is reviewed at each trimester stage as the
pregnancy progresses and where the individual identifies changes in her health or if any
changes are to be made to the role. The risk assessment also requires to be reviewed if
the individual returns to work within six months of the birth of the baby, or is still
breastfeeding when they return to work.
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Risk Assessments

An existing risk assessment already in place in relation to each work activity should be
used and adapted accordingly when considering the specific risks for a new or expectant
mother in their role. When specific action is required this should be recorded on the risk
assessment form. Where a risk assessment is not available for a particular role or work
activity Form 076-001 must be completed and any specific risks for a new or expectant
mother should be recorded. If there is any difficulty in reaching agreement concerning the
appropriate control measures then further advice should be sought from either the Health
and Safety Team, People Direct or Occupational Health.

Individuais may be at risk from different physical, biclogical, chemical, working conditions
and processes. These risks will vary depending on the individual's role and health at
different stages of the pregnancy. Any advice received from a doctor or midwife that
could impact on the risk assessment should be discussed with the line manager. Some of
the generic risks and appropriate control measures identified for new and expectant
mothers are documented in the following pages for reference, however please note this is
not an exhaustive list and any risks identified should be specific to the individual and their
role.

Some of the more common risks may include: lifting/carrying of heavy ioads; standing or
sitting for long periods of time; exposure to infectious diseases; exposure to lead; work-
related stress; workstations and posture; exposure to radioactive material; threat of
violence; long working hours and excessive noise.

Further Information and Guidance

Further information regarding specific risks for new and expectant mothers is available
from:

s Health and Safety Team HealthandSafety@scotland.pnn.police.uk
» Health and Safety Executive www.hse.qov.uk

s Occupational Health 0844 225 4546

¢ People Direct 01786 897022
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