NHS Education for Scotland

Equality Impact Assessment Report
Name of function, policy or programme: Parental Leave Policy
NES directorate or department: Workforce Directorate, HR & OD
Name of person(s) completing EQIA: Morag McElhinney
Individuals or groups contributing to EQIA: India Bruce, Karen Hodgson (staffside)
Date Report Completed: 16th November 2015
1. Define the function

· What is the purpose of the function? 
· To define Parental Leave entitlements and processes.
· Who does the function benefit and what is the relevance of the function to those groups? 
· All employees who have a parental responsibility for a child/ children.
· How are they affected or will they benefit from it? 
· This is a benefit to employees.
· What results/outcomes are intended? 
· To support parents in achieving work/ life balance.
· What is NES’s role in developing and delivering the function?
· NES Policy is based on a nationally developed PIN Guideline and best practice. NES need to ensure that employees and line managers are familiar with the policy.
· Who are the partners in developing and delivering the function and what are their roles?
· Employees – request leave within processes and provide evidence of parental responsibility as required.

· Line managers – considering applications from employees and approving/ rejecting these with clear rationale to support decision making. To plan cover during periods of parental leave.
· HR – to assist in implementation, to provide guidance/ advice/ support to employees and line managers. To liaise with other employers for former/ new employees seeking parental leave in order to confirm entitlements.
· Other employers – to track parental leave between employers.

2.  Evidence used to inform assessment
Briefly summarise or list the types of evidence you have used in this EQIA. (Evidence may include surveys, statistical data; consultation responses, in-depth interviews, academic or professional publications, scoping studies). You may also attach a bibliography or list of references.
· Request for feedback from HR Business Partners as to whether they have come across any issues in relation to the application of parental leave. None reported on a formal or informal basis.
· Review of log of parental leave.

3. Results from analysis of evidence and engagement
What does the evidence and any engagement activities tell you about:

The relevance of this function for different equality groups

· We do not currently regularly report on this and this should be reviewed.
The specific issues you identified for particular groups – evidence of barriers, under-representation, particular needs

· No current evidence of barriers/ underrepresentation, however recommend that a more detailed report is generated on an annual basis (see section4 below). 

· No information regarding the consideration of parental leave by line managers – only record what was finally taken.

Evidence of existing good practice

· Parental leave log is maintained of amount of leave taken per child and remaining entitlement, this can easily be shared with future employers. 
Opportunities to promote equality or good relations
· Employees are clearly accessing this type of leave; however it will be helpful to collate data to enable a review of equity of access across Directorates and different pay bands.

4. Actions taken or planned in response to issues identified in the analysis 
	Issue identified
	Action to be taken in response to issue
	Responsibility
	Timescale (indicate whether actions have already been completed, or provide timescale for carrying out the action)
	Resources required
	What is the expected outcome?

	There is a lack of reporting.
	An annual report should be produced to provide detail of parental leave requests and leave taken, by Directorate, pay band and equality groups.
	HRBPs to review annually and also at meetings with Directorates.
	To start producing report for 2016/17.
	Standard report to be developed.
	Improved quality information being collected regarding the uptake and implementation of the Parental Leave Policy enabling further consideration to be given to how widely it is being used and if staff are aware of it.

	Lack of information regarding refusals of parental leave.
	Amend Appendix 1 so that all paperwork comes to HR in order for refused applications to be logged.
	HR
	Amend at draft stage.
	None
	Refusals will be logged and the reasons for any refusal will be shared with HR to improve transparency and scrutiny of decisions.


5. Risk Management
In this assessment, have you identified any equality and diversity related risks which require ongoing management? If so, please attach a risk register identifying the risks and arrangements for managing the risks.

· None identified.

Any risks identified in this process should be added to the appropriate project or organisational risk register. See the NES risk management guidance for advice on identifying and scoring risks, or take advice from your directorate's risk champion.
6. Consideration of Alternatives and Implementation 
· Not applicable

Note that if the impact assessment indicates that a function will negatively discriminate, either indirectly or through discrimination arising from disability, the function must be objectively justified
. This may require taking legal advice. If the function is to be objectively justified, outline the justification here, including analysis of any alternatives. See the guidance notes for instructions.
7. Monitoring and Review

Monitoring and review of equality impact should ideally be part of a wider monitoring or review process.

Please explain how the function will be monitored and reviewed, including:
What data will be collected, at what time?

· By directorate, pay band and the equality groups, the parental leave approved and refused during each year.
What analysis of the data will be undertaken?

· HRBP meeting will look across Directorates to assess equity of access. HRBPs will review with Directorates to consider implementation. 
Are there specific targets or indicators to be monitored?

· No.
How will results of monitoring be reported, when, and to whom?

· Reported annually to the HRBPs.
When will you review the function, taking into account any monitoring information?

· Formal review every 2 years, if the data shows any anomalies/ patterns/ concerns we would review sooner via Partnership Forum and Staff Governance Committee.
Who will be responsible for leading this review?

· HR.
Sign off 
Date November 2015
� � In this document, 'function' is used broadly to cover all the areas of work for which impact assessment is required, as defined in the Regulations. This includes policy, programme, project, service and function, among others.


� Direct discrimination cannot be justified other than on very narrow grounds in relation to age. If the EQIA indicates that a function discriminates directly, it should not be implemented.
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