ey Seape

From:

Sent: 28 November 2017 15:21

To: ”@acas org uk'; m@scoﬂand nn.police.uk

Working Families’

p@carpetright.co.uld (g
B @turningpointscotiand.com;

r | Working

Cc
Subject: Pregnancy and Matern:ty Discrimination Working Group meetmg 31 October
- Mlnng‘;g resenta !-g‘_ » =

Meeting 4 -
311017 - Minut...

Please see attached the minutes of the Working Group meeting on 31% October which have been
cleared by Mr Hepburn.

Pregnancy and NEM PPT.PPT
Maternity Discrl... atern...

Also attached are the three presentations from the meeting:

o Findings of the CCPS survey &xcenme®on Seckuan 2aeh Sechon 25 (0
» New and expectant mothers within Police Scotland/Scottish Police Authority
e Growing Up in Scotland report

httos://vimeo.com/244813450

Alink is provided {o a Police Scotland wdeo which was used when the health and safety survey
was started — the password is EEiEtEEg

Finally, to confirm that the next meeting will take place from 10 a.m.-12 noon on Tuesday 20"
February 2018 in EHRC, 151 West George Street, Glasgow G2 2JJ,

Thanks and regards

Policy Executive

Scottish Government

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

Workforce Equality Team




6th Floor, 5 Atlantic Quay
150 Broomielaw
Glasgow

G2 8LU v e |

20m or follow us on twitter

To find out more abouil £

@fg
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patterns and barriers to paid
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Working Group on Pregnancy & Maternity Discrimination,
31 October 2017
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10 months 2005/06 2010/11
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GUS data collection (so far...)

1

Child’s age Cohort/Year of data collection
Child cohort Birth cohort 1 Birth cohort 2
10 months 2005/06 2010/1
Age 2 2006/07
Age 3 2005/06 2007/08 2013
Age 4 2006/07 2008/09
Age 5 2007/08 2009/10 2015
Age 6 ,Nooﬂm\om 2010/1
Age 8 o 2012/13
Primary 6 (Age 10) 2015/16
S1 (Age 12) 2017/18

ScotGen

Social Research



Increase in % of mothers in
paid work since 2005

1 % of mothers in paid wor

2005 2011
Child’s age: 10 months



% of mothers in paid work

But % of mothers looking for
work remain unchanged

% of mothers not in paid work
who are looking for work

2000 2015
5 years

2007 2013
3 years

2005 2011
Child’s age: 10 months
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Most mothers in work at one
point hefore child turns 5

%

Child born Child born
2004/05 2010/11

All mothers

not in work at any point
in work at all 3 points

In work 1 or 2 time points



~ not in work at any point

u Most mothers in work at one
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. Who are the mothers that are
unemployed and looking for work?

ScotCen

Social Research



What do mothers think are the main
reasons they haven't found work?

= Other reasons (e.g. lack of skills/experience,
transport)

ScotCGen

Social Research



summary & key points

s Supporting mothers may include addressing issues agouRds=|:
childcare and the quality of jobs — especially low-skilled jobs

@ Nonetheless, mothers’ needs are complex and diverse —
requires holistic approach

ScotCen

Social Research



Senior Researcher

E. IS O scotcen.org.uk

ScotGen N
Social Research that works for society www.growingupinscotliand. org.uk



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 particular 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 pregnancy



Risk Assessment

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

4. Implement control measures

5. Monitor and Review




Guidance and Tools

Hazard checklist :

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

Hazard Checkiist;

YN

YIN

Can the worker take regular rest breaks when needed?

Are toflet facilities easily accessible to a pregnant worker?

Are walkways and escape routes clear of any obstacles?

Is the lemperatire working environment reasonabie?

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

Is there a possibilify of exposure 1o nauseating smells?

Is there a possibility of exposure to slippery / wet / uneven
surfaces?

Does the work invelve standing or squathing for long periods?

Has a DSE workstation assessment been compieted for the
employee?

Does the work involve any home working?

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

Are there any risks of violence at work? If $0, does it involve
dealing with distressed or disturbed people?

Does the worker have contact with young chifdren or sick people?

Does the work involve lifting, pushing or handling heavy
items/people

Will any task become mare hazardous 1o the worker in the later
stages of pregnancy?

is there any exposure 10 vibration, e.9. through hand tools or
excessive driving?

Does the work involve a lot of walking?

Does the work involve Use of machinery - spead of
movement / reach?

Does the work involve working at height or climbing ladders /
steps?

Is the employee exposed to any chemical agents? (Check
COSHH risk assessments and chemical datasheets)

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

Loes the role invoived shill work? It 50, does it involve work
at night or into the night?

Does the work involve lona working or working in remote locations?

Is there a possibility of expostre 1o nose?

Does the work invelve driving?

if Personal Protective Equipment i3 used, does it fit properly?




Guidance and Tools

Risk Assessment Guidance Template:

Rick Assessment Guidance Template for new and expactant mathers, an unborn child and children of women who are breastfeeding

Factor

Details of risks

Measures to manage the risks effectively

_Physical ’

Manual handling of loads/ persons

Including lifting. putting down, pushing,
puiling, corrying, throwing, ond
supporting in a static posture by hond or
bodily force. Where the effort is applied
indirectly, for example by using a device
such as a rope or lever, it is still clossed
os manual hendling.

Hormonal changes in expectant mothers
can affect ligaments, increasing
suscepbbility to injury.

Postural problems may increase as

pregnancy develops.

Those who have recently given birth wilt
have temporary fimitations on their itfting
and handling capakilities.

Where possible, manual handling activities for new and expectant mothers
shouid be avoided.

Where manuai handling cannot be avoided, risk assessment should look at
measures such as; «

» decreasing the weight of loads;

» reducing the amount of physica! effort required;
« ensuring sufficient working space;

« providing assistance, mechanicat aids.

Action

» Each manual handling/peopie handling tasks should be reviewed and
checkad that this task will not harm the mother/ baby

Ergonomics and Posture

Risks resulting from movements and
postures during and after pregnancy wik
depend an a number of factors, including:

« nature, duration and frequency of
tasks/movements pace, intensity and
variety of work;

+ patterns of working time and rest breaks;

« ergonomic factors and general working
environment;

Action

The comfort of the individual at work should be reviewsd regularly and
adjustments made as required. Try to,

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

+ Provide the opportunity to aiternate between standing and siting. if this is
not passible, you should provide for kreaks.

Wark 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

2.

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.

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.

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

Any Questions?
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portiol excesphumn

From: L L

Sent: 28 February 2018 18:34

To: ; P ———

Subject: FW: Pregnancy and Maternity Discrimination Working Group meeting - 31 October

2017: Minutes & presentations [NOT PROTECTIVELY MARKED]

From 2 [maiito: CEBERESIE@scotland. pnn.police.uk]

SentLOS December 2017 10:42°
To: - DANSERERER - BESES 5 cas.org, uk; T, Gy O sb.org. uk; R RSET
M@equahtyhumannghts com; CEEEEREEREE G equalityhumanrights.com;
mworkmgfammes org uk m@lanarksh:re scot.nhs,uk; M@carpetright co.uk;
EERRe O cosla.gov. uk; YRS G)tu rning pointscotland.com MRm@RO stuc,org.uk;

M@WorklngFammes orguk “

Sub]ect RE: Pregnancy and Matermty Discrimination Working Group meeting - 31 October 2017: Minutes &
presentations [NOT PROTECTIVELY MARKED]

NOT PROTECTIVELY MARKED

Thanks SEweE

Just to clarify the video from Police Scotland relates to the SWDF survey concerning pregnancy and maternity
discrimination and was used to launch the new set of Police Scotland standard operating procedures and training
that resulted from our research. if you have any difficulty accessing just let me know.

Kind regards

VRS

SRR

Head of National Systems Support
Corporate Services Division

Police Scotland
2 French Street
Dalmarnock
Glasgow

G40 4EH

Tel: R
Mobile SN

Emaii:M@seotland.pnn.police.uk

Website: www.scotland.police.uk
Twitter: @policescotland
Facebook:www.facebook.com/policescotland

From _@scotland gsi.gov.uk [marltg_@scotiand gsi.gov, uk]
Sent: 28 November 2017 15:21

ToNEC acas.org. uk; SN, SEEEREEN fsh.org. uk; SRR

IR @ equality humanrights.com; {EEEIESRER@equalityhumanrights.com;
1




e @cametnqht co. uk
Qstuc.org.

i @WOI’kInCIfElm}hes org. uk EESEEREEERE O lanarkshire.scot, nhs uk S
cosla.gov.uk; R @turnmqno:ntscotfand com; R
M@Worklanamllles org. uk
Cc: RSRSIEEE  scotland.gsi.gov. uk; SR O)scotland.gsi.gov.uk
Subject: Pregnancy and Maternity Dlscrimlnatton Working Group meeting - 31 October 2017: Minutes &

presentations !

Please see attached the minutes of the Working Group meeting on 31+ October which have been
cleared by Mr Hepburn.

Also attached are the three presentations from.the meeting:

_ : 5

. C e . o = . , Crated Alag e \)J\
Findings of the CCPS survey - enccefrpherms Sedion 30@) - Seelen 27 (1) ponten desplves
New and expectant mothers within Police Scotland/Scottish Pollce Authority -

Growing Up in Scotland report - S TR

https://vimeo.com/244813490

A link is provided to a Police Scotland video which was used when the health and safety survey
was started — the password is audiovisual.

Finally, to confirm that the next meeting will take place from 10 a.m.-12 noon on Tuesday 20"
February 2018 in EHRC, 151 West George Street, Glasgow G2 2JJ.

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

Tel. (NS

To find out more about Employabhility in Scotland visit www.employabilityinscotland.com or follow us on twitter
@ETPLN
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GUS data collection (So far..)

Child’s age Cohort/Year of data collection
Child cohort Birth cohort1 Birth cohort 2
10 months 2005/06 2010/11
Age 2 2006/07
Age 3 2005/06 2007/08 2013
Age 4 2006/07 2008/09
Age 5 2007/08 2009/10 2015
Age 6 .moohm\om. 2010/11 ,,
Age 8 2012/13
Primary 6 (Age 10) 2015/16
S1 (Age 12) 2017/18
ScotCen

Social Research



Increase in % of mothers in
paid work since 20095

% of mothersin paid work

2007 2013
3 years

2005 2011
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5 years
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But % of mothers looking for — % ofmotnersin paid work
work remain unchanged

% of mothers not in paid work
who are looking for work
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Most mothers in work at one
point before child turns 3

%

Child born Child born
2004/05 2010/11

All mothers

not :J work at m=< UOWD_”

In work at all 3 points

In work 1 or 2 time points



~ not in work at any point

w Most mothers in work at one
point before child turns 5

in work at all 3 points

in work 1 or 2 time points

%

Child born Child born Child born Child born
2004/05 2010/11 2004/05 2010/11
Motherswho worked
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[E__e are the mothers that are
unempiloyed and looking for work?

ScotGen

Social Research



What do mothers think are the main
reasons they haven't found work?

= Childcare issues (availability, affordability)

= Other reasons (e.g. lack of skills/experience,
transport)

ScotCen

Social Research



Summary & key points

m Nonetheless, mothers’ needs are complex and diverse —
requires holistic approach

ScotCen

Social Research



Senior Researcher

@ scotcen.org.uk

ScotGen N
Social Research that works for society www.growimgupin scotland.org.uk
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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 particular 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 pregnancy



Risk Assessment

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

5. Monitor and Review




Guidance and Tools

Hazard checklist :

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

Hazard Checklist:

YiN

YIN

Can the worker take regular rest breaks when needed?

Are toilet facilities easily accessible to a pregnant worker?

Are walkways and escape routes clear of any obstacies?

Is the temperaitire working environment reasonable?

Is assistance required during an evacuation in the avent of an
emergency?

Is there & possibilily of exposure fo nauseating smelis?

Is there a possibility of exposure to slippery / wet / uneven
surfaces?

Does the work nvelve standing or squafting for fong periods?

Has a DSE workstation assessment been completed for the
employee?

Does the work involve any home working?

Does the worker deal with emergencias / members of the public?

Are there any risks of viclence at work? If so, does it involve
dealing with distressed or disiurbed people?

Does the worker have contact with young children or sick peopia?

Does the work involve lifting, pushing or handling heavy
items/people

Will any task become more hazardous to the worker in the iater
stages of pregnancy?

Is there any exposure to vibration, .9. through hand (ools or
excessive driving?

Coes the work involve a lot of walking?

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

Does the work involve working at height or climbing ladders /
steps?

I5 the employee exposed to any chemical ageniss (Gheck
COSHH risk assessments and chemicat datasheets)

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

Does the role mvolved shift work? I so, does it involve work
at night or into the night?

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

Is there a possibility of exposure 1o noise?

Does the work involve driving?

if Personal Protective Equipmentis used, does it fit properly?




Guidance and Tools

Risk Assessment Guidance Template:

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

Factor

Detaits of risks

Measures to manage the risks effectively

- Physical

Manual handiing of toads/ persons

Including fifting, putting dowen, pushing,
pulling, carrying, thrawing, ond
supperting in o stotic posture by hond or
bodily force. Where the effort is eppiied
indirectly, for example by using o device
such os & rape ar lever, it s still classed
as manual handling.

Hormaonal changes in expectant mothers
can affect ligaments, increasing
susceptibility to intfury.

Pastural problems may increase as

pregnancy develops.

These who have recently given birth will
have temporary limitations on their fting
and handling capabilities.

Where possible, manual handiing activities for new and expectant methers
should be avoided.

Where manual handling ¢annot be avoided, risk assessment should look at
measures such as: ~

« decreasing the weight of loads;

 reducing the amount of physical effort required:;
» ensuring sufficient working space;

» providing assistance, mechanical aids.

Action

* Fach manuat handling/peaple handling tasks should be reviewed and
checked that this task will not harm the mother/ baby

Ergonomics and Posture

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

s nature, duration and frequency of
tasks/movements pace, intensity and
variety of work;

» patterns of working time and rest breaks;

» ergoncmic factors and general working
enviranment;

Action

The comfort of the individual at work should be reviewed regularly and
adjustments made as required. Try to,

* Avoid spending long periods handling loads, or standing/sitting without
regular exercise/movement to maintain circulation.

* Provide the opportunity to aiternate between standing and sitting. If this s
nat possible, you should provide far breaks.

Work stations/work routines may have ta 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

Any Questions?
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From: —Working Families Gl
Sent: 17 January 2018 13:57

To: SR
Subject: Meeting

B @workingfamilies.org.uk>

B | \\orking Families

RN | knom.has suggested the room that holds 14 which is a lovely space just depends if you think big
enough. Another option might be to ask one of our employer contacts if they woujld host for us. Maybe if space not
big enough we could take this approach — do let us know?

ﬁg\l_l{';: family frisndly
= I working
/;}15\\ Scobland

Programme Director {iob Share)

Family Friendly Working Scotland

e workingfamilies.org.uk
t
m

L work flexibly, typically: Monday, Wednesday, Thursday, half day Friday

Please visit our site or follow us on social media to stay updated

Robertson House
152 Bath Street
Glasgow PR *
G2 4TB

You can also support our Legal Advice Line by donating via our secure Charities Aid Foundation page:

Waorking Families is a registered charity in England and Wales no. 1099808 | Scotland no. 5C045339 | Company no. 4727690 |
VAT Registered No. 841 6524 32.

Are you a parent/carer of a disabled chiid? Take our survey about your experience of combining paid worl and care.
https://www.workingfamilies.org.uk/news/off-halance-new-survey-for-2017/

Anyone completing the survey can choose to be entered into a prize draw to win a £50 voucher of their choice.

Survey closes on Wednesday 13 December.
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From: SRS | vorking Families <(NREREBEREEE @ workingfamilies.org.uk>
Sent: 17 January 2018 16:18

To: ]

Cc: — | Working Families; S

Subject: RE: Meeting

Great stuff (@B thanks for confirming.

From: SEEREREEERES @ cov.scot [mailto: SERTEDRS
Sent: 17 January 2018 15:04

To: G | \orking Families A EEEIRENERg @workingfamilies.org.uk>

Cc: SEEEERREEIRY | \Working Families CHERESEINER @ W orkingFamilies.org.uk>; (RS
Subject: RE: Meeting

Hi s

I've just been discussing planning for the meeting with N and YElEEH and we would be
happy to accept your offer of the room holding 14.

9 @gov.scot

Thanks for your help with this. We'll be in touch again as the meeting approaches.

Kind r'egards

L

L

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 8LV

Te R

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

From: \ssniasil), | \Working Famiiies [mailto: \iiESmgy ©@workingfamilies.org.uk]

Sent: 17 January 2018 13:57

To: NENNESTEE ISR | \Vorking Families

Subject: Meeting

W - | knowillhas suggested the room that holds 14 which is a lovely space just depends if you think big
enough. Another option might be to ask one of our employer contacts if they woujld host for us. Maybe if space not
hig enough we could take this approach — do fet us know?




L

j\\\”.tfa . family friendly
—= Z working
/:/u\\ Scotland

Programmae Director (Job Share)
Family Friendly Working Scotland
e. (RERESEEED @ workingfamilies.org.uk

M. i
L work flexibly, tvpically: Monday, Wednesday, Thursday, half day Friday

ase visit our site or follow us on social media to stay updated

Robertson House
152 Bath Street
Glasgow

G2 4TB

#fia our secure Charities Aid Foundation page:

You can also support our Legalig

Working Families is a registered charity in England and Wales no. 1099808 | Scotland no. 5C045339 | Company no. 4727690 |
VAT Registered No. 841 6524 32,

Are you a parent/carer of a disabled child? Take our survey about your experience of combining paid work @
https://www.workingfamilies.org.uk/news/off-balance-new-survey-for-2017/

Anyone completing the survey can choose to be entered into a prize draw to win a £50 voucher of their choice

Survey closes on Wednesday 13 December.

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

This e-mail (and any files or other attachments transmitted with it) is intended solely fol the atfention 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 corgosg

system and inform the sender immediately by return. '




From: e,
Sent: 18 January 2018 09:22

To:
Ce: Cap——
Subject: FW: Invitation to Close the Gap's conference ‘The road to closing the gender pay

gap in Scotland'

As-s off today can you please circulate the invitation.

=

Head of Workforce Equalily Team/ Fair Worl and Skilis Division| DirechfB fe for Fair Work, Employability & Skifls | Sco nsh Govemmenll
6% Floar, 5 Atiantic Quay, 150 Broomielaw Glasgow, G2 8LU | & R N B Working days - Tuesday, Wed .

d Geseigpingthe
Dgw Yeun, gi‘c.fif re8

From:
Seént: 18 January 2018 08:38

To
Subject: FW: Invitation to Close the Gap's conference 'The road to closing the gender pay gap in Scotiand'

Can you please send this around the Pregnancy and Maternity group and see about getting it promoted
through the Employability in Scotland website and Third Sector Employability forum.

Sent with BlackBerry Work (www.blackberry.com)

From: (NN G . oscthepap. o uk>

Sent: 16 Jan 2018 3:51 pm
To:
Subject: Invitation to Close the Gap's conference "The road to closing the gender pay gap in Scotland'

Good afternoon,

You are invited to an exciting conference on the gender pay gap in Scotland. The agenda
will include a discussion of the different factors influencing Scotland’s gender pay gap, with

an in-depth look at:
« New research which explores the nature of Scotland’s pay gap;

» How right to request regulations have affected women’s access to flexible working in
Scotland; and

 How well the public sector equality duty is working for women in public sector.




We will also be hosting a Q&A session with a panel of experts working on 4]
gender pay gap, and faunching our new short film on the pay gap. =

be provided. The event

Tea, coffee and pastries will be available on arrival, a dli
will be held in Glasgow City Centre, venue tbc. g

You can register for the free event here: https://www.eventbrite.co.uk/e/the-road-to-
closing-scotlands-gender-pay-gap-tickets-28500086526

We look forward to seeing you there.

Kind regards,

Policy Manage
Close the Gap

i |osethegap.org.uk

166 Buchanan Street
Glasgow
G12LW

Close the Gap works in Scotland on women’s participation in the labour market. To keep up
to date with news on women and work, follow us on Twitter @closethepaygap

Close the Gap (SCIO) (known as Close the Gap) is a Scottish G2 e

This email has been scanned by the Symantec Email Security.cloud service.
For more information please visit http://www.symanteccloud.com
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From: SERREIENE DR & @turningpointscotland.com>
Sent: 18 January 2018 11:01

To: R e

Subject: RE: Pregnancy and Maternity Discrimination Group - venue for meeting

Yes that should be no problem,

Even if this office is booked up we have another building that is pretty central with meeting rooms.

L L =
Head of Human Resources | Human Resources | Turning Point Scotland | www.turningpoiniscotiand.com

| F: (e |\ S

IMPORTANT: The information transmitted Is the property of Turning Point Scotland and is intended only for the person or entity to which it is addressed and
may contain confidential and/or privileged materiat. Statements and opinions expressed in this e-mail may not represent those of Turning Point Scotland. if
they have come o you in error you must take no action based on them, nor must you copy or show them {o anyone; please reply to this e-mail to highlight
the error immediately and delete the material from any computer.

54 Govan Road , Glasgow, G51 1JL | T: g

Registered Office: 7 West George Street, Glasgow, G2 1BA, Charity No SC028827 {Scotland})

SAVE PAPER - Please do not print this e-mail unless absolutely necessary

From: ‘SNBSS gov.scot [mailto: CrEusmme G gov, scot]
Sent: 18 January 2018 10:58

To: HRETIEEEIRNRg:

Subject: RE: Pregnancy and Maternity Discrimination Group - venue for meeting
Hi S

Thanks for your kind offer, but we also had one from FFWS to use their premises in Glasgow and
that’'s now been confirmed.

However, could we plan to hold the next meeting in your premises; that will probabiy be in May or
June?

Kind regards

NEEsawnms,

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 8LU
Tel.

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

From: J GG /1 ingpointscotland.com]
Sent: 18 January 2018 08:50
To: I

Subject: RE: Pregnancy and Maternity Discrimination Group - venue for meeting

We'd be happy to host it and our meeting room is free:
Turning Point Scotland

54 Govan Road

G51 1L

One advantage for that day is that The Gathering is on at the SEC and we are close to it- think some of the meeting
attendees may be planning to attend it also.

Regards,

Head of Human Resources | Human Resources | Turning Point Scotland | www.turningpointscotland.com

54 Govan Road , Glasgow, G51 1JL | T: (xR | F: jemEsmiey) | M: Sl

IMPORTANT: The information transmitted is the property of Turning Point Scofland and is intended only for the person or entity to which it is addressed and
may contain confidential and/or privileged material. Statements and opinions expressed in this e-mail may not represent those of Turning Paint Scofland. If
they have come to you in error you must take no action based on them, nor must you copy or show them fo anyone; please reply to this e-mail to highfight
the error immediately and delete the material from any computer.

Registered Office: 7 West Gearge Street, Glasgow, G2 1BA, Charity No SC0O28827 (Scofland)

SAVE PAPER - Please do not print this e-mail unless ahsolutely necessary

(Yo

From: ISR o ov . scot [mailto G oV 5Cot
Sent: 17 January 2018 11:56

To: G 2 cas.org, uk; SaEEREgC) scotland.pnn.police.uk; \FRSSIERRCO b .org. uk;

scotland.pnn.police.uk; FERRend equalityhumanrights.com;
Qequalitvhumanriqhts.com; e o lanarkshire.scot.nhs. uk; SR carpetright.co.uk;
G cosia.cov.uk; SsnmimeRgG . EREICIINE ) scotland.pnn.police. uk; EEEEER@stuc.org. uk;
I\ o kingFamilies.org.uk; I v o rkingfamilies.org.uk

2




Cc: I & qov.scot

Subject: Pregnancy and Maternity Discrimination Group - venue for meeting
Good morning

As you will be aware, the date for the forthcoming meeting of the working group has been
changed to Wednesday 21 February at 11.15 a.m.- 12.45 p.m. due to a change in the Minister's
diary. A new venue in Glasgow will now be needed for the meeting as EHRC can't host it that day
and there are no suitable rooms available in this building.

I 0. had previously offered for FFWS to host a group meeting at their premises —
would that be possible on this date?

If that venue isn’t available, I'd be grateful if those of you who are based in Glasgow could notify
me if your premises could be used for the meeting.

Thanks in advance for your heip.

Kind regards
I

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 8LU

Tel. GRNENRNS,

To find out more about Employability in Scotland visit www.employabilityinscotiand.com or follfow 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 cdmhla 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 ¢ is gun d’fhuair sibh seo gun fthiosd’, bu choir cur as dhan phost-d agus
lethbhreac sam bith air an t-stostam agaibh agus fios a leigeil chun neach a sgaoil am post-d gun dail.
Dhb’thaodadh gum bi teachdaireachd sam bith bho Riaghaltas na h-Alba air a chtaradh neo air a sgrirdadh
airson dearbhadh gu bheil an siostam ag obair gu h-&ifeachdach neo airson adhbhar laghail eile,

3




Dh’fhaodadh nach eil beachdan anns a’ phost-d seo co-ionann ri beachdan Riaghaltas na h-Alba.
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This email has been scanned by the Symantec Email Security.cloud service.
For more information please visit http://www.symanteccloud.com
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This email has been received from an external party and has been swept for the presence of computer

viruses.
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This email has been scanned by the Symantec Email Security.cloud service.
For more information please visit http://www.symanteccloud.com
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L
R ExcempPoon L7
From: . LT
Sent: 25 January 2018 16 51
To: SRR
Cc: L
Subject: RE: Pregnancy and Maternity Discrimination Group - Work Plan [NOT
PROTECTIVELY MARKED]
Hi Clare

Thanks for this and we can note (for the Minister’s briefing) that S5, will provide an update on
this particular action at the meeting on 21 February.

Kind regards
I

Policy Officer

Scottish Government

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

Workplace Equality Team

6th Floor, 5 Atlantic Quay

150 Broomielaw

Glasgow

G2 8LU

Te! -

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

From m[wscotland pnn. Dolace uk]

Sent: 25 January 2018 16:36

To:

Subject: RE: Pregnancy and Maternity Discrimination Group - Work Plan [NOT PROTECTIVELY MARKED]

NOT PROTECTIVELY MARKED
Hi S
VemmEIIENS has prepared an update covering our updated processes and research outcomes which she is hoping

to share at the next meeting. | hope this is useful. | have also forwarded your email to¥#8-as she will 0o
main representative on the group for Police Scotland. '

Kind regards,
A

]

Wellbeing Manager
People and Development




Clyde Gateway
2 French Street
Dalmarnock
Glasgow

G40 4EH

Te!: I
mob: I

Website: www.scotland.police.uk
Facebook: www.facebook.com/policescotiand
Twitter: @policescotland

From:H)scotland.qsi.qov.uk {mailto:scotEand.qsi.qov.uk]
Sent: anuary 8 12:48

To: GampEntD
Cc: ERERNERien @ scotland.gsi.gov.uk

Subject: Preghancy and Maternity Discrimination Group - Work Plan

| hope that you're well at this time.

As you will have seen, we are preparing for the next meeting of the working group on 21+
February. We were going through the work plan a few days ago and noted an action for Police
Scotland, under commitment 1, where you were going “to share updated processes and research
outcomes” relating to where employers go for advice and training on pregnancy and maternity.

Could you please give me an update on the status of this action? For ease of reference, I've
attached a current copy of the work plan.

“TExccempltuen Seckian 23
Thanks and regards

Paolicy Officer
Scottish Government

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

Workplace Equality Team

6th Floor, 5 Atlantic Quay

150 Broomielaw

Glasgow




G2 8LU
Tel. &

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

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 cdmbhla ris) dhan neach neo luchd-ainmichte a-mhain. Chan
eil e ceadaichte a chleachdadh ann an doigh sam bith, a’ toirt a-steach coraichean, foillseachadh neo
sgaoileadh, gun chead. Ma ’s e is gun d’fhuair sibh seo gun fhiosd’, bu choir cur as 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 sgrudadh
airson dearbhadh gu bheil an siostam ag obair gu h-¢ifeachdach neo airson adhbhar laghail eile.
Dh’fthaodadh nach eil beachdan anns a’ phost-d seo co-ionann ri beachdan Riaghaltas na h-Alba.
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This email has been received from an external party and has been swept for the presence of computer

viruses.
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Sent: 23 January 2018 14:43

To: @ © maternityaction.org.uk®
Cc ol
Subject: Pregnancy and Maternity Discrimination Group

Good afternoon

I hope you are well at this time.

My team colleagues G RENENREG . SRR oL d like to meet with you in the near
future, firstly to introduce themselves, and to discuss the ongoing work of the Scottish
Government’s pregnancy and maternity discrimination group and how we can collaborate with
Maternity Action as the group’s remit develops.

If possible, we would like to meet you before the next meeting of the working group on
Wednesday 21% February. | realise that you are busy and would not necessarily be able to come
to Glasgow to meet them in person before then. Therefore, 1 suggest that the meeting could take
place by video-conference if that were convenient for you.

I've listed a few dates/times which would be suitable for my colleagues and would appreciate if
you could notify me as to whether any of them would be possible for you.

Wednesday 7" February - 2-3 p.m.
Thursday 8" February — 1-2 p.m.

Thursday 15™ February — 2-3 p.m.
I look forward to hearing from you.

Kind regards

Thanks

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 3LU

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







From:

Sent: 15 January 2018 16:17

To: T EERRT REREIEEER) @ cq ualityhumanrights.com)
Ce C

Subject: Pregnancy and Maternity Discrimination Group meeting

We ve been notified that, owmg to a change in the Minister's diary, the next meetlng of the

oAt com b oA AL AL A
N = TR

AE ¥ i 4

Bkt ot G R B e SR T R e

As you had kindly offered for the meeting to be held at EHRC premises, could the meeting still
take place there at this time? Also, as Wednesday is not a working day for you, can EiiRattend it
for EHRC?

Pll circulate an updated calendar request tp the group but wanted to notify you of this first.

Thanks and regards

Policy Officer

Scottish Government

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

Workplace Equality Team

6th Fioor, 5 Atlantic Quay

150 Broomielaw

Glasgow

G2 8LU

Tel. JE

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







From: TR,
Sent: 29 January 2018 14:20
To:
Cc:
Subject:

B meeting - RE: Pregnancy and Maternity Discrimination Group

Hi &l

Thanks for Iettlng me know I should thlnk that a teleconference on 7" February would be ok, but |

&G UG PrEer winiedt YOU Il Uerson, m witiCir Case we couid
wait until you W|!I be in Glasgow later next month.

SRR will be back tomorrow so I'll contact you once I've spoken to her. | hope that will be ok.

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 8LU

Tel. EEReas

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

N

From: BEEER. [ mailto : mameEER @maternityaction.org,uk]

Sent: 27January 2018 14:55-

Sub]ect Pregnancy and Maternity Discrimination Group
Hi Samimes

Unfortunately, the timing of my visit to Glasgow has shifted and is likely to be later in the month, probably
after your next working group meeting on the 21st.

Would it suit to go back to meeting by teleconference at 2-3pm Wednesday 7 February?

I'am on leave for the next week so I have copied in my colleague, YRR, who can make
atrrangements in my absence. .

Best wishes




On Tue, Jan 23, 2018 at 3:08 PM, <G

Hi 8

Good to hear from you and that's great that you're planning to come to Glasgow next month.

slappeiad % i i

convenient for you.

I'll look forward to hearing further from you on suitable timings.

Kind 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 8LU

Tel. RPN

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

From: P
Sent: 23 January 2018 15:01

§ [mailto: sskEmRgg @maternityaction.org.uk]




SubJect Re: Pregnancy and Maternity Discrimination Group

Thanks for getting in contact. I hope you are well.

I would be very happy to meet with you and your colleagues in advance of your upcoming working group
meeting.

I am planning a trip to Glasgow at the moment in conjunction with another project, so would be very happy
to combine the two.

On the information [ have to hand, I think 7 February or 15 February would be possible, but will have to
confirm this.

Would those dates also work for you for a face to face meeting?

Best wishes

e

On Tue, Jan 23, 2018 at 2:42 PM, <

Good afternoon iR
| hope you are well at this time.

My team colleagues R o ' ¥ would iike to meet with you in the near
future, firstly to lntroduce themselves and to dlscuss the ongoing work of the Scottish
Govemment s pregnancy and maternity discrimination group and how we can collaborate with
Maternity Action as the group’s remit develops.




SO GG sy

If possible, we would like to meet you before the next meeting of the working group on
Wednesday 21+ February. | realise that you are busy and would not necessarily be able to come
to Glasgow to meet them in person before then. Therefore, | suggest that the meeting could take
place by video-conference if that were convenient for you.

I've listed a few dates/times which would be suitable for my colleagues and would appreciate if
you could notify me as to whether any of them would be possible for you.

Wednesday 7" February - 2-3 p.m.
Thursday 8" February — 1-2 p.m.

Thursday 15" February — 2-3 p.m.

I look forward to hearing from you.

i @

Kind regards

Thanks

Policy Officer
Scottish Government

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

Workplace Equality Team

6th Floor, 5 Atlantic Quay
150 Broomielaw

Glasgow




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

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 doigh sam bith, a’ toirt a-steach coraichean, foillseachadh neo
sgaoileadh, gun chead. Ma s e is gun d’fhuair sibh seo gun fhiosd’, bu choir cur as 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’fhaodadh gum bi teachdaireachd sam bith bho Riaghaltas na h-Alba air a chlaradh neo air a sgradadh
airson dearbhadh gu bheil an siostam ag obair gu h-&ifeachdach neo airson adhbhar laghail eile.

Dh’thaodadh nach eil beachdan anns a’ phost-d seo co-ionann ri beachdan Riaghaltas na h-Alba.
Ak e ok ook ook sk o e sl e ok ok ok sk ook o s sk sk ok sk ke sl ok ok skl ok skok ok ook skl sk ok sk ok ok sk o ok sk ok ook ok ok ok ok 3k e ok ok ok o ok ok ok sk R ook Ok
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atrnitvction.orq.uk

maternity action

ERAEINGIRG requatity: romoting witibeing




Online information about maternity and parental rights and benefits.

Advice on maternity and parental employment rights and benefits: 0808 802 0029

Advice on entitiement to and charging for NHS maternity care: 0808 800 0041

Donate to us | Get the newsletter | Website | Twifter | Facebook

52-54 Featherstone Street, London EC1Y 8RT, UK

This email has been scanned by the Symantec Email Security.cloud service.

.. For more information nlease. visit h

Dicr -

TR Gimaternityaction.org.uk

maternity action

ehaflenging megntily: promdling weilheing

Online information about maternity and parental rights and benefits.

Advice on maternity and parental employment rights and benefifs: 0808 802 0029

Advice on entitlement to and charging for NHS maternity care: 0808 800 0041

Donate to us | Get the newsletter | Website | Twitter | Facebook

52-54 Featherstone Street, London EC1Y 8RT, UK

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




From: AR ( abour Market) NN @ beis.

Sent: 05 February 2018 14:18
To: ‘
Subject: RE: MATB1 form poticy lead query .

No problems {ESNE — it's s and not R ©

W | |ndividual Rights | Labour Markets | Department for Busmess, Ene__rgy:_:‘and Industrial Strategy || . .

“TRRNIR  bis.gsi.gov.uk | 0207 215 1314 | www.bis.gov.uk

From: {RERNEREER ©gov.scot jmailtonimBneey () goy.scot| ¢

Sent: 05 February 2018 14:13

To: SN (| 2bour Market)
Cc: SEENENGge0.gov. uk; N (12V); SR G gov.scot

Subject: RE: MATB1 form policy lead query
Hi G
Thanks for providing these numbers and the code. Unless there are any changes I'll let S

Wy know them.

Thanks and regards

Policy Officer

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

Workplace Equality Team

6th Floor, Atlantic Quay

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

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

From: AR (Lbour Market) [mailto JEENNgBGbeis.qov. uk]

Sent: 05 February 2018 13:14
To:

e
Cc: G gco.gov.uk; ST (1SM); G

Subject: RE: MATB1 form policy lead query
Hi Y

The details | have are below, but sometimes we are given different dial in details on the day! If so { will let you know
asap.




Dial-in: RENRESNSEREE: O /NNt S
Conference code: 658 181 9807 L g ERE,
Leader PIN: 1154

By 43

Thanks
—

gy G ki o

- | Individual Rights | Labour Markets | Department for Business, Energy and industrial Strategy [ i
@@ bis.gsi.gov.uk HERENIERERINER- www.bis.gov.uk

;ﬁaw‘
Sent: 05 February 018 1y ' g i N
To: m {Labour Market)
Sub]ect RE: MATBL form pollcy lead query Vo R s
Hi g A

JuSéﬁtQﬂCIEck if you have the dial-in details for Wednesday's teleconference?
R

Fll need to give them to YsamE and KEEEg beforehand.

Thanks and regards

R R

Policy Officer

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

Workplace Equality Team

6th Floor, Atlantic Quay

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

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

From: Arwmsicsmms (Labour Market) [mailto:Smmimsims
Sent 26 January 2018 10:34

Cc: MEOQOV uk; ey (13M); >
Subject: RE: MATB1 form policy lead query

Hi A
| have booked 7™ February between 12 noon — 12:30 for a chat.

| will send dial in details once | have them.




m I Indlv;dual nghts I Labour Markets | Department for Business, Energy and Industrial Strategy | |
: SR, | www.bis.gov,uk

R 0'gov . scot [mailto:Andrew.Boney@gov.scot]
Sent 25 January 2018 17:11

Sub]ectRE MATBl form pOhC\j iead ry

Hi cid

Just to check if you've been able to check with Tony on a date for the planned teleconference with
us?

Also to let you know that the timing of 9.30 a.m. on 8" February won’t now be suitable, although
the later timing of 11.30 a.m. that day should be ok. The other timings on the 7" and 15"
February are fine.

I look forward to hearing from you.

Thanks and regards

Policy Officer

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

Workplace Equality Team

6th Ficor, Atlantic Quay

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

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

From: SNEREEEREy (| abour Market) [mailto: JssulSmmemss @ beis.gov. uk]
Sent: 19 January 2018 12:24
To: BEEESRG PRI

Cc: SIS @ geo.gov.uk; REEUERINGED): CERNNTERENT; PR (12.1)

Subject: RE: MATB1 form policy lead query
Hi G
Thanks for getting in touch.

F will check with %@ with regards dates and hopefully we can set up a tele —~conference asap.




¥

As a quick update we are hoping to have a link to maternity related employment rights on the government web
page on the MATB 1 form very shortly.

Regards

s | lndlwdual nghts | Labour Markets | Department for Business, Energy and Industrial Strateg\dr I
oci g SENEEEE | www.bis. EOV. uk

From: m@w {mai!to: e L
Sent: 19 Januvary 2018 12:01
To: [SEuxtles (Labour Market)

Cc: GRS geo.gov. uk; W 2
Subject: RE: MATB1 form poEicy Iead query

Hi-iss

As mentioned by §ES® | can help to set up a video or tele-conference for she and VEERSER to
discuss the MATB1 forms with yourself and Jig. We'd like to have the discussion before the next
meeting of our pregnancy & maternity discrimination working group on 21% February.

I've listed below some suitable dates/times for s and TSR over the next few weeks:
Wed. 7" February: 9-10 a.m. or 12 noon-1 p.m.;

Thurs. 8™ February: 9.30-10.30 a.m. or 11.30 a.m.-12.30 p.m.;

Thurs.15™ February: 10-11 a.m.

I'd be grateful if you could check whether one of these timings would be suitable for you and Sy

Thanks and regards

Policy Officer

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

Workplace Equality Team

6th Floor, Atlantic Quay

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

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

From:
Sent: 17 January 2018 09:19

To: RMEESNRERy (18.M)




s (Labour Market); T5El

Co: SR @ ge0.gov. uk; Ry
Subject: RE: MATB1 form pohcy Iead query

Thanks S8

If Jeni could liaise with FRESRER g7 cc'd in to get a time organised that would be great

EGEHEMREREER | Senior Policy Advisor| Workforce Equality Team
Tel: SIREEtaGRBE | Blackberry: ERRAEENEDDY | E-mail: S

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

From: EREEEEREN
Sent 17 January 2018 09:12

SubJect RE: MATBl form poilcy iead query

That would be fine. We are just chasing down exactly where it has got to — we were told the changes wouid be
made but no one has yet confirmed that it has actually been done —and will get back to you once that is clear. | will
ask ¢ to arrange a telecall,

N

From: ¥RRNERERE 0 gov.scot [mailto S
Sent: 17 January 2018 08:58
To: SRSy (13M)

Cc: SRS ge0.gov. uk; WiER
Subject: RE: MATB1 form pohcy Eead query

B many thanks for the introduction

Wy, would it be ok to get a video/ telecall set up for my colleague and [ to discuss with you?

} Senior Policy Advisor|Workforce Equallty Team

Tel iSRSNGS | Blackberry: CRgSRREaRg | E-mail: s,
*Please note my working days are Tuesday, Wednesday & Thursday

From: SRS | mailto: DREEENEtgeo.qov. uk]
Sent 11 January 2018 09:30

SubJect RE MATBl form poilcy Iead query
Dear KimEmy
Thank you for your email,

I’'m copying in my colleague “VuiEses who works in the Labour Market directorate in BEIS. X558 has been
working on something similar, and is happy to discuss with you.

Kind regards
L




et @education.gov.uly>,; SRR

Subject: ATBl form poilcy iead query

Dear All

| currently work within the Workforce Equality Team, Scottish Government and lead on Pregnancy
and Maternity Discrimination.

We are working with partners including the Equalities and Human Rights Commission (EHRC) to
tackle pregnancy and maternity discrimination, As part of this a working group, chaired by the
Minister for Employability and Training, was established in December 2016 to examine issues
around pregnancy and maternity in the workplace. The main aims of the group are to review and
develop governance and guidelines to help improve recruitment, retention and development of
pregnant workers and to increase access to flexible working for mothers who enter or remain in
paid work following childbirth.

We have been looking at MATB1 forms and the possibility of using these to help circulate
information to women before they go on mat leave, | was given your nhames and advised you may
be able to help put me in touch with the appropriate person to discuss this area?

Grateful for a steer

i SEEEE | Senijor Policy AdvisoriWorkforce Equality Team
Fa:r Work & Skills Division | Directorate for Fair Work, Employability & Skills| Scottish Government |5 Atlantic Quay | 150 Broomielaw | 6%
FEoozr I Glasgow I G2 8LU

s B | Blackberry: OREROSRING.| E-mail; SRR YOV S0

*Pfease note my working days are Tuesday, Wednesday & Thursday*
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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
systein 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
¢-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 doigh sam bith, a’ toirt a-steach coraichean, foillseachadh neo
sgaoileadh, gun chead. Ma ’s e is gun d’thuair sibh seo gun thiosd’, bu choir cur as 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 neco air a sgridadh
airson dearbhadh gu bheil an siostam ag obair gu h-¢ifeachdach neo airson adhbhar laghail eile.
Dh’fthaodadh nach eil beachdan anns a’ phost-d seo co-ionann ri beachdan Riaghaltas na h-Alba.
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From: R Ry (@ maternityaction.org.uk>
Sent: 07 February 2018 14:54

To: R ——

Subject: Re: Pregnancy and Maternity Discrimination Group
Attachments: RedundancyReportFinal.compressed.pdf

Good to speak to you just now.
I have attached our report, Unfair redundancy during pregnancy, matemnity leave and return to work.

It was very helpful to find out more about the work you have been doing. Please do get in contact if there is
anything I can assist with,

Best wishes

=

g -SRiRY () maternityaction.org.uk> wrote:

On Tue, Feb 6, 2018 at 11:01 AM, SRR

2, Please key in participants code which is 31579299 then #

Best wishes

]
On Tue, Feb 6, 2018 at 10:46 AM,

R (1 20V.scot> w10te

Hi il should there be a pin number with this below?

NAENRERNENR | Scnior Policy Advisor| Workforce Equality Team

Tel: SEnBRENRENGE | Blackberry: \ORSINSOWENS. | E-mail:- 3NN @gov.scot

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

: SRR [ mailto:aEigegs @maternityaction.org.uk]
Sent: 05 February 2018 17:07




1. Please call GRS

2. Please key in participants code which is 31579299 then #

I look forward to speaking to you and your colleagues.

Best wishes I

On Mon, Feb 5, 2018 at 4:08 PM, {5l

Hi Sy

Thanks for your reply. As there are no video conference rooms available in this building for
T MR to Use, it would be better if the meeting were done by
teleconference/tetephone call. Do you have a number that my colleagues should dial into?

Thanks and regards




t.

Policy Officer

ScOttISh Government
@ oh: .
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
 Tel. g8

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

From: GRS [ mailto MEREER Omaternityaction.org.uk]
Sent 05 February 2018 12:58

Subject: Re: Pregnancy and Maternity Discrimination Group

Hi rmg—

Good to hear that we have a confirmed time for the video conferenee. TR T out of the office today so
I will finalise the arrangements.

I'm very happy to work with your video conference facility. What details do you need from me to set this
up?

Best wishes




On Mon, Feb 5, 2018 at 12:47 PM, ov.scot> wrote:

Just to check if you'll be sending me the teleconference details for Wednesday's meeting with

It would be helpful if you could send them tomorrow so [ can update SR

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 8LU

IR e ]

To find out mare about Employability in Scotland visit www.employabilityinscotland.com or follow us on twitler
@ETPLN

From: SR [ mailto. elaamisige @ maternityaction.org.uk]
Sent: 31 January 2018 10:15

e

Subject: Re: Pregnancy and Maternity Discrimination Group




I have checked Wl diary and she's free anytime before 12:30pm or after 3pm on the 7th February.

Please let me know which time suits you best and T will schedule the appointment in to her diary for you.

I will also send across our teleconference details once all is confirmed.

Kind regards,

On 30 January 2018 at 15:24, < B

WD gov.scot> wrote:

Hi s

| spoke to ¥R this morning and she would be happy to hold the meeting by teleconference on
7" February.

If that arrangement is convenient for you, I'd be grateful if iSRS could let me know of the
practical arrangements beforehand.

Kind regards

Policy Officer
Scottish Government




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

Workplace Equality Team

6th Fioor, 5 Atlantic Quay
150 Broomielaw
Glasgow

G2 8LU

Tel. (ST,

To find out more about Employability in Scofland visit www.employabilitvinscotiand.com or follow us on twitfer
@ETPLN

From: nasm Beses [ mailto: ussllken @maternityaction.org.uk]
Sent: 27 January 2018 14:55

To: RS

Cc: B
Subject: Re: Pregnancy and Maternity Discrimination Group

Hi i

Unfortunately, the timing of my visit to Glasgow has shifted and is likely to be later in the month, probably
after your next working group meeting on the 21st,

Would it suit to go back to meeting by teleconference at 2-3pm Wednesday 7 February?

I am on leave for the next week so | have copied in my colleague, N
arrangements in my absence.

Best wishes




On Tue, Jén 23,2018 at 3:08 PM, <} B

QEov.scot> wrote:

Hi =a

Good to hear from you and that’s great that you're planning to come to Glasgow next month.

Those two dates would be fine for a face-to-face meeting and at the times noted if they were
convenient for you.

I'll look forward to hearing further from you on suitable timings.

Kind regards

Policy Officer
Scottish Government

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

Workplace Equality Team

6th Floor, 5 Atlantic Quay
150 Broomielaw

Glasgow
G2 8LU

Tel. SRR

To find out more about Employabifity in Scotland visit www.employabilityinscotfand.com or follow us on {witter
@ETPLN

From: Segesic fiptiee [ mailto:pepigagse @maternityaction.org.uk]
Sent: 23 January 2018 15:01




SubJect Re: Pregnancy and Maternity Discrimination Group
Hi G
Thanks for getting in contact. I hope you are well.

I would be very happy to meet with you and your colleagues in advance of your upcoming working group
meeting,

I am planning a trip to Glasgow at the moment in conjunction with another project, so would be very happy
to combine the two.

On the information 1 have to hand, I think 7 February or 15 February would be possible, but will have to
confirm this.

Would those dates also work for you for a face to face meeting?

Best wishes

=

On Tue, Jan 23, 2018 at 2:42 PM, <

Good afternoon S8R

I hope you are well at this time.

b

My team colleagues HINNENEERSS & SONENENEES /o uld like to meet with you in the néar
future, firstly to introduce themselves and to discuss the ongoing work of the Scottish
Government's pregnancy and maternity discrimination group and how we can collaborate with
Maternity Action as the group’s remit develops.




if possible, we would like to meet you before the next meeting of the working group on
Wednesday 21 February. | realise that you are busy and would not necessarily be able to come
to Glasgow to meet them in person before then. Therefore, | suggest that the meeting could take
place by video-conference if that were convenient for you.

I've listed a few dates/times which would be suitable for my colleagues and would appreciate if
you could notify me as to whether any of them would be possible for you.

Wednesday 7" February - 2-3 p.m.
Thursday 8" February ~ 1-2 p.m.

Thursday 15" February — 2-3 p.m.

| look forward to hearing from you.

Kind regards

Thanks

Policy Officer
Scottish Government

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

Workplace Equality Team

. ol R D
6th Floor, 5 Atlantic Quay ‘
150 Broomielaw R

Glasgow
G2 8LU

Te!. A




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 systemn 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 doigh sam bith, a’ toirt a-steach coraichean, foillseachadh neo -
sgaoileadh, gun chead. Ma ’s ¢ is gun d’fhuair sibh seo gun fthiosd’, bu choir cur as 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 sgradadh

airson dearbhadh gu bheil an siostam ag obair gu h-¢ifeachdach neo airson adhbhar laghail eile.

Dh’fhaodadh nach eil beachdan anns a’ phost-d seo co-ionann ri beachdan Riaghaltas na h-Alba,
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Online information about maternity and parentat rights and benefits.

Advice on maternity and parental employment rights and benefits: 0808 8§02 0028

Advice on entitlement to and charging for NHS maternity care; 0808 800 0041
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52-54 Featherstone Street, London EC1Y 8RT, UK
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Admin and Project Support Officer

-gmatemityaction.org.uk

{I'm only in office from Tuesday to Thursday)
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About Maternity Action

Maternity Action is the UK’s leading charity commitied to ending inequality and improving the health
and well-being of pregnant women, their partners and chifdren. We deliver a well-respected and
heavily used information and advice service, undertake research and policy analysis, and campaign
to improve the rights of pregnant women and new parents. There are 80,000 downloads of our legal
information sheets every month, and our free helpline answers some 2,200 calls each year,

Maternity Action also convenes the Alliance for Maternity Rights, a group that includes Unions and
parents’ organisations, and which works together to make policy recommendations aimed at
eliminating pregnancy and maternity discrimination and achieving fairness for pregnant women and
new mothers. In October 20186, the Alliance produced an Action Plan' for Change — a thirty-two point
list of policy recommendations to end pregnancy and maternity-related discrimination.

In advance of the General Election last June, Maternity Action produced a manifesto? which outlined
our top ten policy calls. This included asking for a legal extension to redundancy protection for
pregnant women and new mothers, revised guidance for employers conducting health and safety risk
assessments for pregnant women and new mothers, better protecting those in precarious forms of
employment, the removal of employment tribunal fees, a right to breastfeed at work and an increase
to the Nat rate of parental pay by 2020.

This report was written by Annabel Berdy, Rosalind Bragg, Roz Hampson and Katie Wood of
Maternity Action, with additional case studies from Emma Webster of Yesslaw,

We acknowledge the generous support of Esmee Fairbairn Foundation and Trust for London
October 2017

www. maternityaction.org.uk
Registered charity 1128776
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1. Rationale for exploring redundancies amongst
pregnant women and new mothers

Each year, there are over 500,000 pregnant women in the workplace, many of whom go on
to take a period of maternity leave before returning to work.® One in every 20 of these
women are made redundant during their pregnancy, maternity leave or on their return,
equivalent to 6% of all pregnant women and new mothers at work. The timing of
redundancy varies, with 1% of women made redundant when they were pregnant, 3% on
maternity leave and 2% on their return from maternity leave. Another 3% of mothers had
discussed redundancy with their employer.

Pregnancy and matemity-related discrimination

Recent research by the Equality and Human Rights Commission (EHRC) has shown that the
rate of pregnancy and maternity-related discrimination is very high and has worsened
significantly over the past decade.

The EHRC research, released in 20186, found that 77% of pregnant women and new mothers
had experienced discrimination or negative experiences during pregnancy, maternity and on
their return from maternity leave. This amounts to 390,000 women each year. By
comparison, research undertaken in 2005 found that 45% of pregnant women and new
mothers had experienced discrimination. This is a dramatic increase in the rate of maternity
discrimination.

The 2016 research found that 11% of mothers lost their job as a result of maternity
discrimination each year, which scaled up amounts to 54,000 women, This group is made
up of women who were dismissed, unfairly made redundant or were treated so badly that
they felt forced to leave their jobs. By comparison, the 2005 research found that 30,000
women were dismissed or forced out of their jobs. The 2016 figures are 80% higher than
those from the previous decade.

The EHRC calculated the cost to women of pregnancy and maternity-related discrimination.s
For those losing their jobs, the costs were between £46.6 million and £113 million in the first
twelve months. Longer term impacts on careers were not costed. There are also costs to
the state from lost tax revenue and increased benefits payments. The EHRC estimates that
these are between £14 million and £16.7 million for women forced to leave their jobs and
£15.1 million to £18.6 million for women who experienced negative treatment which fell short
of losing their jobs. Employers aiso experienced costs from losing staff through maternity
discrimination, which the EHRC estimated at £278.8 million.

No data is available on the precise number of redundancies which involve pregnancy or
maternity discrimination. The EHRC found that one in every six pregnant women or new
mothers made redundant had been the only staff member made redundant and no suitable
alternative position was offered. They flagged these as likely cases of discrimination. There
are, however, many women who experience discrimination in redundancy processes
involving larger groups of people and these are not included in the EHRC figures.




Women and Equalities Select Committee inquiry

In 20186, the Women and Equalities Select Committee, a cross-party group of MPs,
embarked on an inquiry into pregnancy and maternity discrimination, in response io the
EHRC research.t The Committee collected evidence from unions, academics, business
representatives and organisations working on behalf of parents and families.

The Committee concluded that urgent action was required to reduce maternity
discrimination:

We find it shocking that the number of new and expectant mothers feeling forced out of
their job has nearly doubled in the past decade. ... We are persuaded that additional
protection from redundancy for new and expectant mothers is required. The Government
should implement a system similar to that used in Germany under which such women can
be made redundant onfy in specified circumstances. This protection should apply
throughout pregnancy and maternity leave and for six months afterwards. The
Government should implement this change within the next two years.”

The Government’s response to the Committee’s repoit, published in January 2017, stated
that it was “determined to build an economy that works for everyone. This includes ensuring
that pregnant women and new mothers are supported in work, where they have made that
choice, and that they are freated fairly.”®

The Government made a specific commitrment on redundancy protection:

The legal framework in place to protect pregnant women and new mothers from
discrimination is strong. If women are discriminated against because they are pregnant or
take time away to care for their baby, they have a legal means of redress. The
Committee’s report does suggest areas where we could further strengthen existing
protections and we make a commitment in this response to review the position in
relation to redundancy.

Since this announcement in January 2017, the Government has neither consulted on the
redundancy issue nor provided any timeframe for doing so. Officials from the Department of
Business, Energy and industrial Strategy (BEIS) attended a meeting of the Alliance for
Maternity Rights, convened by Maternity Action, in October 2017, At this meeting they
advised that the Government is not planning any legislative changes and asked for ‘other
ideas' to address the problem. Meeting participanis advised that a legislative response was
needed, in conjunction with other interventions to improve employer practice and better
support women to exercise their rights. In subsequent Parliamentary Questions, the Minister
has described this meeting as ‘an initial consultation’.® This meeting falls well short of a
satisfactory consultation process.

Women in the labour market

The number of women participating in the labour market is at an all-time high. 70% of
women aged 16-64 were in employment in October-December 2016, the highest proportion
since comparable records began in 197110,

Gender equality in the workforce remains elusive, with the gap between the earnings of men
and women (‘the gender pay gap’) remaining at 9.4% for full time employees and 18.1% if
part time empioyees are included.*! There are a number of factors influencing the gender
pay gap: the negative impact on pay of part time working; caring responsibilities;




occupational segregation; the tendency to devalue work in female dominated sectors; and
direct discrimination, 12

Discrimination is a major contributor to the gender pay gap. Two-thirds of the gender pay
gap cannot be explained by factors conventionally found to influence pay levels: differences
in occupation, working patterns, tenure, age and public or private sector empioyer.'?
Discrimination constitutes a significant proportion, if not all, of this component of the gender
pay gap. Unfair redundancies during pregnancy and new motherhood provide an illustration,
Women who are forced to seek work during pregnancy or with a young baby are not well
placed to move swiftly into a job with similar pay and prospects to one they are leaving.
Ending unfair redundancies amongst pregnant women and new mothers should be an
element of the Government's strategy to reduce gender pay gap.

The broader economic advantages of encouraging women'’s participation in the labour
market are well-documented, providing an additional argument for Government intervention.
According to a report by McKinsey**, encouraging women's participation in the labour
market, and ensuring they are protected from discrimination, and can work when they want
to work, could add as much as £150 billion pounds to the UK economy.

Enabling women fo retain their job through pregnancy and new motherhood also supports
efforts to reduce child poverty. Currently, around 30% of children are classified as poor —
two thirds of whom are from families where one or both parents work's. Gingerbread, a
aroup which represents single parents, reports that 47% of all single parents are in poverty,
of whom 90% are women.




2. Current legal framework governing redundancy-

Genuine redundancy

A genuine redundancy is where an employer needs fewer employees to do the work or a
business is closing down or moving location. Employers can dismiss employees for
redundancy as long as they follow a fair selection procedure and pay any redundancy
and notice pay that employees are entitied to.

It is not a genuine redundancy situation if, for example, an employer dismisses a woman
because she cannot do part of her job because of health and safety concerns during her
pregnancy or the employer decides that they would prefer to keep on a woman's
maternity leave cover or a woman has asked to return to work part-time after matemity
leave because of her childcare needs.

Employees who are selected for redundancy because of pregnancy or maternity leave or
in order to avoid paying SMP or who are not offered suitable alternative work may have a
claim for automatic unfair dismissal and/or pregnancy or maternity discrimination. There
is no qualifying period for these claims as employees are protected from day one.
Employees with two years' service may also be able to claim ‘ordinary’ unfair dismissal.
Employees can also make a complaint to HM Revenue & Customs if an employer has
dismissed her or made her redundant to avoid paying Statutory Maternity Pay.

Selection process

Employers must select empioyees in a fair and transparent way and avoiding
discrimination, for example, making sure that employees are not selected for redundancy
because of age or disability. Employers can make pregnant women and women on
maternity leave redundant but only if they have been selected using fair criteria and not
because of their pregnancy, pregnancy-related sickness or absence on maternity leave.
Fair criteria are fikely to include ‘last in, first out', asking for voluntary redundancy and
using objective measures such as performance appraisals.

Under s.13 Equality Act 2010 it is not sex discrimination against a man to provide more
favourable treatment to a woman because of pregnancy and maternity leave. However,
in Eversheds Legal Services v de Belin’® the Employment Appeal Tribunai decided that
any special treatment should not extend beyond what was reasonably necessary to
compensate a woman for disadvantage as a result of her pregnancy or absence on
maternity leave. The employer in this case had to decide who to make redundant out of a
pool of a man and a woman on maternity leave. Under the criteria of 'lock up’ which
measured the length of time a piece of work was completed and payment received, the
man was assessed on his actual performance and the woman on maternity leave was
given the maximum score as she could not be assessed because of her absence on
maternity leave. This was found to be sex discrimination and the EAT said that lock up
should have been assessed up to the point at which the woman went on maternity leave.




Consultation

Employers must consult with employees who are at risk of redundancy, including women
on maternity leave or employees who are absent from work for other reasons. Employers
must make sure that women on maternity leave are not disadvantaged in a redundancy
consultation. Failure to consult with an employee who is out of the workplace on
maternity leave may be maternity discrimination.

Where more than 20 employees are being made redundant in a workplace over a 90 day
period, the employer must follow collective redundancy procedures and must start the
consultation at least 30 days before any dismissals. Where more than 100 employees
are being made redundant, consultation must start at least 45 days before any
dismissals.

Suitable alternative work

Employers should offer suitable alternative work to employees who are facing
redundancy. Failure to offer any suitable alternative work could lead to claims for unfair
dismissal. Offers of work must be suitable in terms of the employee's skills, experience,
qualifications and seniority. It must also be similar fo their existing pay, conditions,
location and hours of work. For example, if an employee works in a branch that is near to
her home or children’s nursery, it may not be suitable for her to be offered alternative
work that is in a different branch that will require a substantially longer commute.

Empioyees have the right to a four week trial period for offers of suitable alternative
work. Employees who turn down a reasonable offer of suitable aiternative work are not
entitled to redundancy pay.

Additional protection for pregnant women and women on maternity leave

Women on maternity leave have additional protection under Regulation 10 of the
Maternity and Parental Leave Regulations efc. 1999 as they are entitled to be offered a
suitable alternative vacancy, if one exists, if their role is redundant at any time during the
52 week maternity leave period. The new contract should take effect immediately after
the end of the previous contract, although the woman can remain on maternity leave for
as long as she chooses.

Under Regulation 10, women are entitled to be offered a suitable alternative vacancy'® —
they are not expected to go for interviews or assessment procedures along with
colleagues. This protection exists because a woman may have recently given birth or
may have been out of the workplace for a long time and could be significantly
disadvantaged in having to compete for roles. Failure to offer a suitable alternative role
under regulation 10 may amount to automatic and ordinary unfair dismissal. It may also
be maternity discrimination if the reason it was not offered relates to the woman'’s
pregnancy or absence on maternity leave e.g. redundancies were delayed to avoid
having to comply with regulation 10.

Regulation 10 protection does not currently apply during pregnancy or after a woman'’s
maternity leave has come fo an end.




Employment Tribunal claims

Proving discrimination claims in an Employment Tribunal can be difficult as the
discrimination is rarely made explicit. An employer will seldom say. I'm dismissing you
because you're pregnant’. This means that it is necessary to produce evidence to prove
the real reason for the dismissal or redundancy so that the tribunal can infer from the
facts what really happened.

In discrimination cases tribunals must follow a two stage 'burden of proof' test when
deciding a claim. Firstly, tribunals must decide whether the claimant {the woman bringing
a pregnancy or maternity discrimination claim) has provided sufficient proof that an act of
unlawful discrimination has taken place. Then, the burden of proof shifts to the employer
to provide a non-discriminatory explanation for their actions.

Although tribunals are meant to be less formal than other courts and, in theory, claimants
can represent themselves, the reality is that it is @ complex and daunting process for
most claimants. Without legal advice and representation and being faced with an
employer who is legally represented in a tribunal places many claimants at a
disadvantage.

A further complication is that the time limit for bringing an employment tribunal claim is
three months (less one day) from the date of redundancy or act of discrimination. This
can be difficult for women who have been made redundant in the late stages of their
pregnancy or shortly after giving birth. Not only are they likely to be recovering from the
birth and looking after a new baby at a time when they are having to negotiate their way
through discussions with their employer, grievance procedures, Early Conciliation
through ACAS (Advisory, Conciliation and Arbitration Service) and the tribunal process but they
are also experiencing a loss of income (the flat rate of maternity pay is £140.98 per
week) and are likely to have to find and pay for legal advice and representation.

The three month time limit is a strict one and for discrimination claims tribunals will only
waive it in exceptional circurnstances when it is considered to be ‘just and equitable.
This in itself adds an extra element of uncertainty and someone who has missed the time
limit, even by a day, would have to make special representations to the tribunal to ask for
the claim to be accepted out of time. Maternity Action is asking for the time limit to be
extended fo six months in claims involving pregnancy and maternity disctimination




3. Women’s experiences of redundancy

Redundancies which are not genuine

Maternity Action’s advice line regularly receives calls from women whose ‘redundancies’
are in fact unfair dismissal and/or maternity discrimination.

In these cases, employers who perceive pregnancy to be an inconvenience or had
assumed that their employee would not return to their job after maternity leave appear to
think that by calling a dismissal a redundancy they can get rid of their employee without
being accused of discrimination. However, ending a pregnant employee’s job to avoid
paying maternity pay or having to make health and safety adjustments for them, or
preferring to keep an employee’s maternity cover are not genuine redundancy situations
and are unlawful.

Rebecca started work for her employer in March 2017. In August, she told her manager
that she was pregnant. Initially everything seemed OK but a week later she was fold that
she was being made redundant because two stores had closed and her role was no
fonger needed. However, her role wasn't directly linked to these stores and the company
had also opened two new stores at the same time. She was the only person in the
company losing her job.

Redundancies during pregnancy

Pregnant employees must take part in the selection process set out by their employer if
the redundancy situation arises whilst they are at work. They are protected against
pregnancy discrimination under the Equality Act but do not yet have the right to be given
a suitable alternative role automatically.

Many women worry that their pregnancy will affect decisions made by their employer
about who is put at risk of redundancy and that they will be viewed or assessed less
favourably during application and interview processes. For example, that their employer
will assume that because they are having a baby they won’t want to return to work or will
take into account time off sick for pregnancy-related reasons.

Ofayemi notified her employer when she was 20 weeks pregnant. Her company were
restructuring and she had been told that there would be fewer roles af her level. The
formal consultation process was starting the following week. She understood that she
wolld have fo be inferviewed for the available roles but was worried that she would be
disadvantaged in any interviews because of her pregnancy and the fact that any
potential new manager would know that she would be going on maternity leave within
the next few months.

The different levels of protection offered to employees whilst at work and during
maternity leave can cause confusion when redundancy processes overlfap the start of a
pregnant employee’s maternity leave.

The right to be given a suitable alternative position if a redundancy happens during
maternity leave applies as soon as an employee’s leave starts, even if the consultation
started whilst she was at work. Employers do not aiways fully understand this which can
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leave employees uncertain of their position and possibly faking part in selection
processes when they shouldn’t need to.

Emma was starting her maternity leave in two weeks’ fime. Her company was
reorganising but a suitable afternative role had been identified for her. She was told that
she must put in an expression of interest and be inferviewed for the role. The interview
date was after the start of her matemily leave so her employer told her that she musft use
a KIT day for interview or that she could defer her redundancy consultation process until
her return to work but advised her that by then it was unlikely that there would be any
suitable alternative vacancies because the reorganisation would be complete.

Knowing that their employee will have additional protection once she is on maternity
leave can encourage employers to bring forward consulfations so that their pregnant
employees are obliged to participate in the selection process.

Adriana was seven months pregnant and about to start her maternify leave when a
restruciure was announced af work. All members of staff had fo attend a skills
assessment and Adriana was fold that the head teacher had brought the date for this
assessment forward so that she could do this before her maternity leave. The skills
assessment was on the day before her maternily leave started.

Redundancy during maternity leave

Women on maternity leave have the right to be given a suitable alternative position if there is
one available and should be given this position automatically without having to take partin a
selection process. This should make the process for women on maternity leave -- and their
employers — straight forward, with minimal involvement needed from the employee.

In practice, many women encounter problems and considerable disruption to their maternity
leave when a redundancy situation arises whilst they are away from the workplace.

A lack of awareness of — or a reluctance to implement — employees’ rights during maternity
leave means that women can be expected to take part in selection processes when potential
redundancies are announced. If unchallenged, it means that women are entering into a
process in which they are disadvantaged because of being away from the workplace,
missing out on recent training or not having access to the same resources or time to
prepare.

Chioe was on matemity leave, three months after it started she was told that all roles at her
level were being made redundant. Some suitable alternative roles would be available at a
slightly higher level so everyone affected was asked to apply and scoring was then carried
out to determine who would be given these roles. She applied for the new role buf wasn’t
successful. Instead, she was offered a different role but was told that if she fook this job she
would be under a performance improvement plan on her refurn to work becatise she did not
score well on the matrix. Prior to her maternily leave her performance was raled as
outstanding. '




Isabel started maternity leave at the beginning of Jahuary 2017 and received a letter at the
end of January 2017 telling her that her manager had resigned and wasn't being replaced
and this meant that her role as admin support to that manager was no fonger needed. She
found out that an equivalent role was vacant in another team and asked if she would be
given this role. Her employer told her that she would have to interview for it and, if
successful, would have to start the job in six weeks’ time which was around the time her
baby was due. She asked why she wasn’t being given the alternative rofe automatically and
was fold that she was not covered by the protection because the rofe needed to be filled
urgently and so he didn't have to give the role to her if she couldn’t start straight away. When
she queried this, she was told that a recruitment freeze had just starfed so he couldn’t move
her to that role anyway. She was then given notice of her redundancy.

An added pressure for women on maternity leave comes from the fact that they are usually
communicating with their employer, often about complex legal issues, remotely rather than
face-to-face. Many of the women we speak to worry about getting the right and most up-to-
date information from their employer and complain that their calis and emails aren’t returned.

For some women, being on maternity leave and therefore not physically present in the
workplace means that they are not included in the redundancy process at ali and only find
out that their role has gone when they contact their employer or when they return to work.

Layla was on maternity feave from her role as deputy manager at a nursery. She arranged a
meeting with her manager to discuss her refurn o work and at this meeling, she was told
that her selting had closed a few months earlier — she hadn’t been informed at the time —
and that all other staff had been moved to a different setting. She was told that she would
also be moved lo this other setting but that the management roles had all been filled so she
would be returning as a nursery worker, When she asked why she wasn't told abotit the
nursery closure at the time and given a management role at the other setting she was fold
that her colleagues were ‘there first’ because they weren’t on maternity leave.

Helena worked for a small family-run care home, she started her matemnity leave in March. in
August, she received a letter from her company saying thal the business was having
financial difficulties and so they needed fo make some people redundant. She was invited to
a meeting but couldn’t go and heard nothing from the company afterwards. A colleague later
fold her that he had been made redundant so she tried o contact her employer but nobody
replied to her messages; when she went to the home, she found that it had closed. She
didn’t receive the Statutory Maternily Pay she was due at the end of August but had sfifl not
been formally told whether she had been made redundant.

Redundancy on return to work

Once women return from maternity leave, they lose the legal protection they had throughout
pregnancy and maternity leave. The risk of being selected for redundancy because of their
pregnancy or maternity leave does not, however, disappear sc quickly. When redundancies
arise after a woman has returned to work, her selection can still be rooted in her treatment
whilst pregnant or on leave.
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Noor had been back at work for eleven weeks when she was told that her role was being
made redundant. She had been freated badly and bullied by her employer whilst she was
pregnant and had raised a grievance. Whilst on maternity leave she had been given a new
role because of a company restructure. Her work still existed and when she asked for
reasons for her selection she found out that the scoring for her redundancy was based on
sick leave she had for a pregnancy-related illness.

Alice took four months maternity leave; she had chosen fo take less than her full entitlement
fo leave and pay in order to get back to her role and catch up quickly. When she had been
back at work for a couple of months her employer asked her to increase her part time hours
fo full time but she declined. Soon after she was told that the company was making
redundancies and that her role was no longer needed so she was at risk.

After Blessing returned from nine months’ maternily leave, her manager asked her if she
wanied to work part time. She confirmed she did not as she was the main bread winner in
her family. A week later she was called into a meeting with her manager and told that her
role was being made redundant. Hers was the only role being made redundant. She believes
that they thought she would not come back to work and did not want her to return. Her role
had been divided amongst her team whilst she was away and they wanted fo continue with
that model. There had been no discussion of this prior to her return to work. She was placed
in a very difficuit financial position because her partner had redtuced his working hours lo
care for their child whifst she worked full time.

For some women, changes that are proposed or made during maternity leave appear to be
weakening their position in the workplace so although they may have been given an
alternative role as the law requires, their new role is more vulnerable to redundancy in a
future restructure — when they are back at work,

Whilst she was on maternity leave Yui’s role hadn’t been covered and when she asked to
work some KIT days, she was told that she wasn't needed. On her first day back after
maternity leave, Yui was told that there was no longer a full-time role for her because some
of her job had been outsourced to another company; she could work reduced hours but was
likely to be made redundant in the next few months. She then found out that her company
was merging with another company — who had taken on her work — in a month’s time, and
one position was being created as finance director that she was told she could apply for
(along with the coffeague based af the other company).

Julia started maternity leave in March 2017. In August, she was fold that her department was
being restructured but no-one was at risk of redundancy because three new posts were
being created at her level and would be allocated to her and her two colleagues. Although all
the new posts were af the same level in the organisation, two had significantly more line
management responsibility than the other role; she was offered the role with less
responsibility. At the same time, she was offered a 6-month secondment at a more senior
level but she was wortied that if she fook the secondment, no-one would be recruited fo
cover her substantive role and then when the secondment ended she would be af risk of
redundancy because her employer would be able to say that her substantive role was nof
needed.

Some women are made redundant after requesting flexible working, with the selection
apparently related to their employers’ discomfort with the proposed change in working
arrangements.
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Meera submitted a request for flexible working 12 weeks before her return from maternity
leave. During the 12 week period she had three meetings with her managers to discuss her
flexible working request. One week before she returned to work they refused her request.
She returned to work full time and appealed the outcome of her flexible working request. At
the end of her second week back at work she was fold that her role was being made
redundant due to a re-organisation. She believes that this occurred because she requested
flexible working. Hers is the only role being made redundant

Other women report redundancies on return to work which do not appear to be genuine.

Following a re-organisation, abouf which she was not consulted, Chyou missed out on a
promotion opportunify as her manager’s role became available whilst she was on maternity
leave. She was nof told about it, not given the opportunity to apply for it. She was then
made ‘redundant’ in the last month of her maternity leave, with no alternative role being
offered. She was the only person being made redundant and her work was being done by
her manager. She did not befieve it was a genuine redundancy. Her employer was a very
farge company with a good redundancy package, so she felt she was being bought off. She
appealed the decision but it was dismissed.

Taking action

Women experiencing discrimination or negative treatment at work during pregnancy and
new motherhood face significant challenges in obtaining information and advice on their
rights. ACAS provides the key source of Government information on maternity rights in the
workplace. Their guidance on redundancy was released in 2012 and is now out of date.®
Maternity Action’s online information on redundancy and maternity was viewed 30,000 times
in the first six months of 2017, indicating a high level of need for information on this issue.

Women face particular difficulties obtaining telephone advice on their maternity rights at
work. ACAS provides telephone advice on employment issues however knowledge of
maternity rights amongst ACAS advisers is variable. One in every twenty-five callers to the
Maternity Action advice line had previously sought advice from ACAS. Many of these
women were referred to Maternity Action because the ACAS adviser was unable to answer
their query. Women can contact their local Citizens Advice Bureau, however there has been
a substantial reduction in provision of employment advice. One in every four cailers to the
Maternity Action advice line had first sought advice from Citizens Advice Bureau.

While Maternity Action’s specialist advice line fills a significant gap in service delivery, the
service is very oversubscribed. In 2016, the advice line answered 2,300 calls. For each call
we answered, there were 36 which we were unable to answer due to resource constraints.
This equates to one in every five callers getting through each session that the advice line is
open.

Very few women who experience pregnancy or maternity discrimination at work take action
to assert their rights. EHRC research found that only one in four women who experience
discrimination raise this with their employer.2! Only 3% pursue a grievance and fewer than
1% make a claim to the employment fribunal.

Women give a variety of reasons for not making complaints or taking more formal action.
These include: fear of creating bad feeling with their colleagues or employer, fear of adverse
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consequences, stress and tiredness, a belief that nothing will change, a perceived lack of
information about rights, lack of a clear complaints procedure, feeling guilty and the financial
cost of pursuing a complaint.

Women also give a variety of reasons for not pursuing a grievance with their employer.
These include: the process was too daunting, not wanting to get into trouble at work, not
wanting to damage future employment prospects, not feeling they had a good enough case,
being too busy with their baby and being afraid of losing their job.

Of the women who raised an issue informally with their employer, many felt their complaint
was not resolved satisfactorily. Women reported that nothing was done, action was taken
only very slowly, reluctantly or after repeated requests or promises of action did not
materialise.
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4. Action needed

The current legal framework is insufficient to protect women from unfair redundancies during
pregnancy, maternity leave and return to work. Women are losing their jobs through
redundancies which are not real and redundancies which are discriminatory. Women are
facing stressful selection procedures during pregnancy, at a time when women are
encouraged to reduce stress and anxiety. Women returning from maternity leave are facing
redundancies which are rooted in negative aftitudes towards new mothers and to problems
which arose during their pregnancy and maternity leave.

While women have the right to take action if they encounter discrimination, very few women
do so. Pregnancy and new motherhood place significant demands on women’s physical and
mental health, their time and financial resources, militating against women pursuing legal
claims against their employer even where they have a strong case. For those women who
do pursue legal action, discrimination claims are notoriously difficult to prove, forcing
pregnant women and new mothers to negotiate a complex, time consuming, expensive and
difficult process in order to obtain justice.

Women are at particular risk of unfair redundancy during pregnancy and on return from
maternity leave. During maternity leave, women have ‘Reg 10’ protections which require
employers to offer a woman a suitable alternative role without interview, if a role is available.
These protections are not available during pregnancy. Likewise, women who have returned
to work lose the ‘Reg 10’ protections and also find it more difficult to pursue discrimination
claims.

To provide women with effective legal protection against unfair redundancy during
pregnancy and new motherhood, the law should be simple and easy for women and their
employers to understand, should be consistent across pregnancy, maternity leave and return
to work, and should remove the obligation on individual women to prove unfavourable
treatment by their employer.

Germany provides a model which meets these requirements. This model, recommended by
the Women and Equalities Selection Committee in its inquiry into pregnancy and maternity-
related discrimination, permits employers to make pregnant women and new mothers
redundant only under specified circumstances, such as closure of the business. These
protections apply throughout pregnancy, maternity leave and six months after return to work.

An alternative, weaker option is to extend the protections that currently apply to women on
maternity leave to cover the period from notification of pregnancy through to six months after
return to work. This modelf would require employers to offer women at risk of redundancy a
suitable alternative post without interview or assessment process. This is insufficient
protection and is recommended as only as interim step.

In both cases, these protections should be extended to fathers and partners taking paternity
leave, shared parental leave and parental leave during the pregnancy and the child's first
year.

Alongside enhanced legal protections, employers should be encouraged to look more
closely at their workplaces. Redundancy processes are just one of the mechanisms through
which pregnant women and new mothers can find themselves unfairly forced out of their
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jobs. The recent EHRC research into pregnancy and maternity-related discrimination listed
a myriad of problems which women encountered and which led to dismissal or resignation.
Employers are weil able to identify and address these problems, if they are motivated to do
so. To assist with this motivation, the Government should work with employers to encourage
them to evaluate the retention rate for women one year after returning to work following
maternity leave, as part of the gender pay gap analysis. This would ensure transparency
within the company and also promote external scrutiny of employer practice.

Recognising the very low proportion of pregnant women and new mothers who take action to
resolve problems at work, the time limits for these women to pursue a claim should be
extended to six months. This will enable more women to access justice and provide a
stronger deterrent for employers contemplating unfair and unlawful treatment of pregnant
women and new mothers. Introducing these special provisions for pregnant women and
new mothers would be an appropriate recognition of the impact of pregnancy and new
motherhood on women'’s physical and mental health, time and emotional resources.

It is worrying that ACAS guidance on redundancy and maternity has not been kept up to
date. While aimed at both employers and employees, ACAS guidance is of particular
importance to employers who rely on ACAS to deliver concise and accurate information on
employment law and practice. There is an urgent need to bring the redundancy guidance up
to date so that employers have ready access to clear information on both the circumstances
under which redundancy can take place and, in these circumstances, the process to follow.

Employers face wider chalienges in finding the information they require on managing
preghant women and new parents at work. Regulation of different aspects of pregnancy and
new parenthood at work is spread across five or more Government agencies, with guidance
released by each agency. As a result, employers seeking information on managing
pregnant women and new parents at work may find only part of the material which is
relevant to their situation. There is an urgent need for this information to be consolidated in
a single website so that employers can find the information they require at the time when
they need it

Access to timely information about rights at work remains an ongoing challenge for pregnant
women and new mothers. While high guality material on maternity rights is available on the
internet, there are also sites which are not kept rigorously up to date or which have
inaccurate information. Government should take action to improve delivery of maternity
rights information to pregnant women and new mothers to better support women to
understand and exercise their rights, Government should be signposting to high quality
online information on maternity rights at work through its website, through hard copy leaflets
provided to women at their first antenatal appointment and through text and email
information delivered to pregnant women and new mothers by health services.
Reintroduction of the ‘Pregnancy’ and 'Birth to five’ books would also provide a useful
vehicle to communicate maternity rights information, particutarly for those who are not
online. Midwives and maternity support workers should receive training about maternity
rights at work, including signposting to sources of advice and support.

It is not acceptable that women struggle to obtain advice about their maternity rights at work.
Government funding should be provided to women'’s charities to deliver specialist
information and advice on maternity rights at work and to raise women’s awareness about
their entitlements.
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Recommendations:

1.

10.

1.

12,

New legal protections should be introduced to protect women against unfair
redundancy. These should operate from pregnancy through to six months after the
end of maternity or shared parental leave. These should follow the German model of
prohibiting redundancy except in specified circumstances.

To ensure better protections are in place while the new legisiation is prepared, the
‘Reg 10" protections shouid be immediately extended to operate from the
commencement of pregnancy through to six month after the end of maternity or
shared parental leave.

The protections for pregnant women and new mothers should be extended to fathers
and partners taking paternity, shared parental and parental leave during pregnancy
and their child’s first year.

Employers should be encouraged to evaluate the retention rates for women one year
after returning from maternity leave, as part of their gender pay gap analysis.

Extend the timeframe for making a claim to the employment tribunal to six months for
women from pregnancy through fo six months after return to work.

ACAS should update its guidance on redundancy during pregnancy and maternity.

Government should consolidate information for employers on managing pregnant
women and new mothers at work on a single website, and this should be kept
rigorously up {o date.

Government should provide signposting for women to high quality online information
on matemity rights, ensuring that women can access accurate, up to date information
and avoid incorrect and out of date material.

A significant injection of funding should be made into women’s charities providing
specialist information and advice services that enable pregnant women and new
mothers to protect their rights and entitlements.

All women should be given a hard copy Ieaflet at their first antenatal appointment
which briefly outlines their rights at work and signposts to key sources of information
and advice. This should have a tear-off sheet for women to give to their employers,
which similarly lists key legal obligations and signposts to key sources of information.

Reintroduction of the '‘Pregnancy’ and ‘Birth to five’ books, previously distributed by
health services. These should include essential information about entitiements at
work for new and expectant mothers.

Midwives, maternity support workers and health visitors should receive training on
maternity rights at work, including signposting to sources of advice and support.
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From: . LT
Sent: 25 January 2018 16 51
To: SRR
Cc: L
Subject: RE: Pregnancy and Maternity Discrimination Group - Work Plan [NOT
PROTECTIVELY MARKED]
Hi Clare

Thanks for this and we can note (for the Minister’s briefing) that S5, will provide an update on
this particular action at the meeting on 21 February.

Kind regards

I
Policy Officer

Scottish Government

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

Workplace Equality Team

6th Floor, 5 Atlantic Quay

150 Broomielaw

Glasgow

G2 8LU

Tel -

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

From m[wscotland pnn. Dolace uk]

Sent: 25 January 2018 16:36

To:

Subject: RE: Pregnancy and Maternity Discrimination Group - Work Plan [NOT PROTECTIVELY MARKED]

NOT PROTECTIVELY MARKED
Hi S
VemmEIIENS has prepared an update covering our updated processes and research outcomes which she is hoping

to share at the next meeting. | hope this is useful. | have also forwarded your email to¥#8-as she will 0o
main representative on the group for Police Scotland. '

Kind regards,
A

]

Wellbeing Manager
People and Development




Clyde Gateway
2 French Street
Dalmarnock
Glasgow

G40 4EH

Te!: I
Mob I

Website: www.scotland.police.uk
Facebook: www.facebook.com/policescotiand
Twitter: @policescotland

From:H)scotland.qsi.qov.uk {mailto:scotEand.qsi.qov.uk]
Sent: anuary 8 12:48

To: GampEntD
Cc: ERERNERien @ scotland.gsi.gov.uk

Subject: Preghancy and Maternity Discrimination Group - Work Plan

| hope that you're well at this time.

As you will have seen, we are preparing for the next meeting of the working group on 21+
February. We were going through the work plan a few days ago and noted an action for Police
Scotland, under commitment 1, where you were going “to share updated processes and research
outcomes” relating to where employers go for advice and training on pregnancy and maternity.

Could you please give me an update on the status of this action? For ease of reference, I've
attached a current copy of the work plan.

“TExccempltuen Seckian 23
Thanks and regards

Paolicy Officer
Scottish Government

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

Workplace Equality Team

6th Floor, 5 Atlantic Quay

150 Broomielaw

Glasgow




G2 8LU
Tel. &

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

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 cdmbhla ris) dhan neach neo luchd-ainmichte a-mhain. Chan
eil e ceadaichte a chleachdadh ann an doigh sam bith, a’ toirt a-steach coraichean, foillseachadh neo
sgaoileadh, gun chead. Ma ’s e is gun d’fhuair sibh seo gun fhiosd’, bu choir cur as 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 sgrudadh
airson dearbhadh gu bheil an siostam ag obair gu h-¢ifeachdach neo airson adhbhar laghail eile.
Dh’fthaodadh nach eil beachdan anns a’ phost-d seo co-ionann ri beachdan Riaghaltas na h-Alba.
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This email has been received from an external party and has been swept for the presence of computer

viruses.
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Sent: 09 February 2018™11:41
To: R e EEERe > ho trail.co.uld'
Subject: - : Reply from the Scottish Government.

F20180002996.p...

Thank you for your email of 25 January to the Minister for Employability and Training, Jamie
Hepburn MSP.

Please see the attached reply which includes a reference number for future use.

Kind regards

Peolicy 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 8LU

Telm

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







Scottish Government
Riaghaltas na h-Alba
gov.scot

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

T SRR
E: Sucuiiiiamgm g ov.scot

Reply by email to:

i Oohotmail.co.uk

Our ref: 2018/0002996
9 February 2018

Thank you for your email of 25 January to the Minister for Employability and Training, Jamie
Hepburn MSP. | have been askedto reply on behalf of the Minister.

I am sorry to hear of the challenges that you and your partner have faced since the birth of
your daughter. | would like to assure you that the Scottish Government is committed to
supporting new and expectant mothers in their working life however decisions on the length
of statutory maternity leave are reserved to the UK Government. Scottish Ministers therefore
have no mechanism to intervene on such decisions. [f you wish to raise your concerns with
your member of the UK Parliament you can find out who this is here.

With regard to financial help, on 22 December 2017 the Cabinet Secretary for Health and
Sport announced a new £1.5 million fund to support parents of premature babies. This fund
will help with the additional costs that parents face, such as travel to and from hospital or
food and drink. We are currently working with both the Health Boards and neonatal charity
Bliss to prepare the details of this fund; these will be made available from 01 April 2018. You
can find out more about the fund and Bliss who provide advice, guidance and support to
parents of premature babies at https://www.bliss.org.uk/ or their helpline 0808 801 0322.

With regard to childcare, the Scottish Governmeni recognises that managing initial upfront
costs represent a real barrier to some parents accessing childcare and supporting them into
work or training for the first time, returning to work or training and maintaining stable
employment. That is why we are developing pilot schemes aimed at reducing the burden of
upfront childcare costs for families, in the form of a ‘deposit guarantee scheme’. More
information on these schemes should be available in the early summer.

4 Ago,
R
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Atlantic Quay, 150 Broomielaw, Glasgow G2 8LU i’;,_;. g Q,.g ’qy.
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Additionally, the Best Start Grant will be delivered by Summer 2019. It will provide support to
families both in and out of work, expanding on the Department for Work and Pensions
(DWP) eligibility of the Sure Start Maternity Grant, to include anyone on a tax credit or
housing benefit, as well as any parent under 18 years of age. The application window for the
maternity payment will be extended from 24 weeks of pregnancy to six months after the birth
of the child to give parents longer to apply.

It replaces and expands upon the UK Government's Sure Start Maternity Grant by: S

« providing eligible families with £600 on the birth of their first child and £300 on the birth of
any subsequent children

s not putting a limit on the number of children that are supported . - TR

« giving eligible families two further payments of £250 around the time of nursery and
around the time a child starts school, to recognise the additional financial costs during
these key transition periods

You can get more information on Best Start Grant at
https://beta.qov.scot/policies/social-security/best-start-grant/.

The Scottish Government is committed to tackling Pregnancy and Maternity Discrimination
and are currently working in partnership with the Equality and Human Rights Commission
(EHRC) to tackle a range of matters in this area. A Working Group is operating, chaired by
the Minister for Employability and Training, which has a remit to create guidelines for
employers to ensure best practice, as well as improving access to guidance for pregnant
women and new mothers.

For information the organisation Maternity Action provide free advice for parents about their
rights to maternity benefits and healthcare and their rights at work. They have an Advice
Line on 0808 802 0029 which offers confidential telephone support and further information
can be found through this link https://www.maternityaction.org.uk/.

Additionally, you can contact your local Citizens Advice Bureau who can provide free,
independent and confidential advice on a range of issues, including welfare benefits. They
can check that you are getting all the benefits that you are entitled to. You can find details of
your local Bureau by visiting the Citizens Advice Scotland website at www.cas.org.uk or you
can telephone 0808 800 9060 between %am and 8pm Monday to Friday and between 10am
and 2pm on Saturday.

| hope that this reply is helpful and wish you and your family well.

Yours sincerely

Workplace Equaiity Policy Officer

(Y sy
Atlantic Quay, 150 Broomielaw, Glasgow G2 8LU TV (Y £3 ':
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From:
Sent:
To:

Subject:

O =B ) [anarkshire. scot.nhs.uk>

12 February 2018 07:48

Re: [ExternaltoNHSL] Pregnancy and Maternity Discrimination Group meeting - 21st
February

YRR | will ask HRD colleagues across Scotland and see what I can do. B

Sent from my iPhone

On 9 Feb 2018, at 17:53, 'Sy @) cov scot" ov.scot> wrote:

You recently notified me that you would not be able to attend the next meeting of the
working group as you have to attend another meeting.

| wanted to check whether it would be possible to have a substitute nominated to
represent NHS Scotland for this meeting?

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 8LU

To find out more about Employability in Scotland visit www.employabilityinscotiand.com or follow us
on fwitter @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-Hinmichte
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Dh’fthaodadh gum bi teachdaireachd sam bith bho Riaghaltas na h-Alba air a chlaradh neo air

a sgriadadh airson dearbhadh gu bheil an siostam ag obair gu h-¢ifeachdach neo airson
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NHS Lanarkshire Confidentiality and Dlsclalmer Not1ce
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The information contained in this email may be subject to public disclosure under the Freedom of
Information (Scotland) Act 2002. :

This email is intended only for the addressee named above and the contents should not be disclosed to any
other person or copies taken. Any views or opinions presented are solely those of the sender and do not
necessarily represent those of NHS Lanarkshire (NHSL) unless otherwise specifically stated. As Internet
communications are not secure NHSL do not accept legal responsibility for the contents of thlS message or

et

responsibility for any change made to this message after the original sender sent it. TR R A

We advise you to carry out your own virus check before opening any attachment, as we cannot accept
liability for any damage sustained as a result of any software viruses.

If you have received this email in error, please contact the eHealth IT ServiceDesk on 01698 855555
Monday-Thursday 8am to 6pm and Friday 8am to 5.30pm.

http://www.nhslanarkshire.org.uk/
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This email has been scanned by the Symantec Email Security.cloud service.
For more information please visit http:/www.symanteccloud.com
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This email has been received from an external party and has been swept for the presence of computer

viruses.
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Pregnancy and Maternity Meetings and Actions

Stakeholders Interest Actions/Commitment

G Health & Protecting and Request that they

Work Directorate, improving the health of | consider running training

Healthy Working Lives employees events on P&M for
SMEs,

Provide examples of
companies who have
won Gold award
Factsheet on pregnancy
and maternity

G Health and | HSE Guidance of specific

Safety Executive sectors
e Women In Agriculture

_ PREEEEE: NHS Pin policy
B\ orkforce Developing consistent
Practice) policy across health
boards

| (Health | NHS Inform Opportunity to amend
Care Users) the website
SO (Nursing | Advice provided by List of publications and
and Midwifery) midwives and health website to ask if links

visitors to mums to be could be included.
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28 February 2018 16:30

Subject: FW: Excellence in Supporting Parents in the Workplace
Attachments: Final_Presentation07022017 ppt

S forking Families [mailtog SR WorkingFamilies.org. uk]
Sent: 10 Februa 6:18.-

Subject: Excellence in Supporting Parents in the Workplace
Thank you for attending Family Friendly Working Scotland’s Breakfast Forum on Excelience in Supporting Parents in
the Workplace, hosted by Maclay Murray and Spens this week. Please find attached slides from the event and some

helpful links and words from some of our speakers below:

gwould like to share details of the Leave Network: http://www.leavenetwork.org/

Jamie Hepburn MSP, Minister for Employability and Training, has asked us to reiterate his thanks for the great work
that’s being done by your organisations to support a range of Scottish Government policies which help parents in
the workforce. Indeed, the Minister would be grateful for any good practice examples you can highlight in relation
to some of the key policies he spoke about, as follows:

* The Pregnancy and Maternity Discrimination Working Group is aiming to collect and collate positive case studies
during the coming months. These could be, for example, around health and safety arrangements, keeping in touch
or implementing flexible working requests;

» Innovative, creative ways of helping working parents meet their chiidcare commitments; and

» Case studies or good practice in helping dads achieve a good work-life balance.

Please let me know if you have any such examples and I'll share them with the Minister and his Scottish Government
officials.

We would really appreciate your feedback from the event — just a few lines on what you found/didn’t find helpful.
Also, we have a survey for employers here and would encourage you to participate.

FFWS look forward to.working with you in future,

Best wishes,

family friendly FETE;’
warking scotiand

Policy, Communications and Partnerships
Family Friendly Working Scotland

mmgfamilies.org.uk




Please note that | work flexibly on Monday, Tuesday, Wednesday and Friday. I don’t worl on Thursdays.

Visit our site and find us on social media to stay updated

Twitter: https://twitter.com/ffworkscot
Facebool: https://www.facebook.com/FamilyFriendlyWorkingScotiand

Robertson House
152 Bath Street
Glasgow

G2 4TB

. 1099808 | Scotland no. SC04533

Working Families is a registered charity in England and Wal
| VAT Registered No. 841 6524 32,

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