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PART 1 
BASIC INFORMATION 
 

Policy Owner 
 

Human Resources 

E&D Practitioner George Simmonds 

Title  
(of function/policy to be assessed 
e.g. name of policy, title of training 
course) 
 

Maternity, Adoption, Paternity and Parental Leave 
Policy 

Date Assessment Commenced 14 March 2016 

 
The purpose of the following set of questions is to provide a summary of the function/policy. 

Briefly describe the aims, 
objectives and purpose of the 
function/policy 

The aim of this policy is to set out the entitlements of 
employees of the Scottish Fire and Rescue Service 
(SFRS) in respect of maternity, adoption, paternity and 
parental leave and to ensure that employees and line 
managers are aware of their duties and responsibilities in 
complying with the relevant legislation or contractual 
terms and conditions. 
 

Are there any associated 
objectives of the 
function/policy (please 
explain)? 

The implementation of ‘family-friendly’ policies will help to 
attract women to opportunities to work in the Fire Service. 
Therefore policies such as ‘Flexible Working’ and ‘Career 
Breaks’ will be associated with this policy. 
 

Does this function/policy link 
with any other function/ 
policy?   

This policy will only apply to leave which is classed as 
maternity, adoption, paternity and parental leave.  All 
other forms of leave such as special leave or annual 
leave are referred to within separate SFRS procedures. 
 

Who is intended to benefit 
from the function/policy and 
in what way? 
 

This policy applies to all employees of the Scottish Fire 
and Rescue Service who meet the eligibility criteria.  

What outcomes are wanted 
from this function/policy? 
 

 Provision of a clear policy direction for those 
employees wishing to apply for maternity, 
adoption, paternity and parental leave; 

 Ensure that all employees and managers know 
what is expected of them in relation to this policy 
and that employees are supported and fairly and 
reasonably; 

 Clarity on the service’s responsibility and duty of 
care to expectant mothers during and following 
their pregnancy. 

 

What factors/forces could 
contribute/detract from the 

Failure to apply the policy consistently and without bias. 

Agenda Item 9 
(b) (ii) 



  

 

outcomes? 

Who are the main 
stakeholders in relation to the 
function/policy? 

Human Resources 
All employees of the SFRS who meet the eligibility 
criteria.  
 

Who implements the policy 
and who is responsible for 
the function/policy? 
 

Human Resources 



  

 

 
 

PART 2 
ESTABLISHING RELEVANCE   
 

 This section is designed to determine the relevance of the function/policy to equality.  

 This section also fulfils our duty to consider the impact of our activities in relation to 
Human Rights. 

 Initial screening will provide an audit trail of the justification for those functions not 
deemed relevant for equality impact assessment. 

 Throughout the process the evidence and justification behind your decision is more 
important   

 

Q1. The function/policy will or is likely to influence SFRs ability to.... 
 

a) Eliminate discrimination, victimisation, harassment or other unlawful conduct that is 
prohibited under the Equality Act 2010 and/or; 

b) Advance equality of opportunity between people who share a characteristic and 

those who do not and/or; 

c) Foster good relations between people who share a relevant protected characteristic 

and those who do not. 
 
 

Please tick as appropriate. 
 

Yes/ 
Potential 

No Don’t 
Know/Don’t 
Have 
Enough 
Evidence 

Age    

Caring responsibilities    

Disability    

Gender reassignment    

Marriage and civil partnership  
(answer this only in relation to  
point a above) 

   

Pregnancy and maternity     

Race    

Religion and belief    

Sex (gender)    

Sexual Orientation    

Social and economic disadvantage    

 
If you have selected ‘No’ for any or all of the characteristics above please provide 
supporting evidence or justification for your answers.  
 
AND, 
 
If you have identified any potential links to other functions/policies please comment 
on the relationship and relevance to equality. 

 
 



  

 

Q2. Is the function/policy relevant to the Human Rights Act 1998? 
 

 
 
 

 
 
If you have selected ‘No’ please provide supporting evidence or justification for your 
answers 
 
AND, 
 
If you have identified any potential links to other functions/policies please comment 
on the relationship and relevance to Human Rights. 
 

 

 
 
Concluding Part 2 

Outcome of Establishing Relevance Please 
Tick 

Next Steps 

There is no relevance to Equality or the 
Human Rights Act 1998 

 
 

 

Proceed to Part 4 Monitoring 

There is relevance to some or all of the 
Equality characteristics and/or the Human 
Rights Act 1998 

 
 

Proceed to Part 3 Impact 
Assessment 

It is unclear if there is relevance to some or 
all of the Equality characteristics and/or the 
Human Rights Act 1998 

 
 

Proceed to Part 3 Impact 
Assessment 

 

Yes No Don’t Know 
   



  

 

 
PART 3 
IMPACT ASSESSMENT 
 
Describe and reference: 

 relevant issues 

 evidence gathered and used 

 any relevant resolutions to problems 

 assessment and analysis  

 decision about implementation 

 justification for decision 

 potential issues that will require future review 

 the results of any consultation required 
 
 

Characteristic  

Age No one will be denied the opportunity to take maternity, adoption, 
paternity or parental leave on the basis of age.  
 
The provisions relating to the entitlement of Statutory Maternity Pay 
(SMP) are based having a minimum of 26 weeks length of service which 
may be indirectly discriminatory for younger members of staff but this 
can be objectively justified through having to meet a legislative 
requirement. 
 
The right to parental leave applies to employees with one year’s 
continuous service.  Whilst this may also indirectly discriminate against 
people who are just starting out on their first job after leaving school it 
may be objectively justified due to the legal requirements concerning the 
length of service before entitlement. 
 
Younger employees are more likely to use the policy. If an older 
employee is eligible to adopt a child then they will qualify for the leave. 
There is no age limit to Maternity/Paternity/Adoption leave.  
 
 

Caring 
Responsibilities 

Shared Parental Leave is aimed at giving parents more flexibility over 
how they share childcare between them during the first year of a child’s 
life.  This is inclusive of when a child has been placed in adoption to new 
parents. 
 
Whilst the provisions within this policy are aimed at the care of new born 
babies and children requests from staff who have adopted may be made 
up until the 18th anniversary of the date of adoption. 
 
The SFRS has detailed the arrangements for Shared Parental Leave 
within a separate policy due to the complexity of the legislation.  
 

Disability The protected characteristic of disability is not directly relevant to the 
Maternity, Adoption, Paternity or Parental Leave Policy as the ability to 
apply for leave is dependent on length of service.  However, there are a 
number of points which should be raised to ensure that the SFRS does 
not discriminate against people with disabilities. 



  

 

 
Firstly, adults with disabilities who become pregnant may need 
additional support because of the disability.  The risk assessment for 
pregnant workers will take any form of disability into consideration and 
may recommend changes or additions to any reasonable adjustments 
that are already in place.   
 
Secondly, employees with disabled children should not be denied the 
opportunity to take parental leave as days rather than weekly blocks.  To 
deny this may be a form of discrimination by association. The form 
requesting such leave clearly indicates the entitlements for those 
parents with disabled children.  
 

Gender 
Reassignment 

Although the number of staff within the SFRS who are transgender is 
minimal there is a growing social acceptance and visibility of 
transgender which may encourage more people to be open about their 
status in future.  
 
Employees who have a Transgender history will be entitled to apply for 
maternity, adoption, paternity or parental leave as applicable without 
being discriminated against. 
 
It is reasonably foreseeable that there may be members of staff who 
transition after having a family and therefore may require parental leave.  
It should not be assumed that anyone who transitions does not have 
biological children of their own as this would be a stereotypical and 
prejudicial attitude that is inconsistent with SFRS values. 
 

Marriage and 
Civil 
Partnership 

Staff who are married or in a civil partnership with another employee of 
the SFRS will not be discriminated against in relation to applying for 
maternity, adoption, paternity or parental leave. 
 

Pregnancy and 
maternity 

The maternity aspect of this policy document is directly relevant to this 
protected characteristic and outlines the support and benefits that will be 
received by members of staff prior to, during, and immediately after 
maternity leave. 
 
The maternity policy provides an overview of the provisions and 
entitlements that an employee can expect as a result of being on 
maternity leave.  This specifically includes ensuring that employees will 
not suffer a detriment as a result of pregnancy, including the notification 
of internal vacancies and promotions.  The policy explicitly states the 
following:- 
 
“Employees either on maternity/adoption leave will be eligible to apply 
for vacancies and/or promotions in the normal way whilst on leave (or for 
pregnant employees – during their pregnancy). Managers should ensure 
that all decisions taken in relation to either the recruitment and/or 
promotion process are done on the basis of merit, are fair and can be 
objectively justified. Decisions must be in accordance with their duties 
and responsibilities within the Equality Act. Managers dealing with 
individual cases should contact their HR Business Partner for further 
advice.” 
 



  

 

Throughout the familiarisation period for this policy, a series of 
communications will be distributed to staff. Issues such as entitlement to 
childcare vouchers throughout the period of unpaid maternity leave will 
be highlighted. For example, recent employment law case (Peninsula 
Business Services Ltd v Donaldson) the EAT was asked to decide 
whether or not childcare vouchers should continue to be received whilst 
on maternity leave. The decision has been reserved but the HMRC has 
given advice which states that childcare vouchers should be classed as 
non-cash benefits and continued throughout maternity leave.  This has 
been the generally accepted legal position but is in fact only guidance 
until a court rules otherwise. The SFRS has adopted the position that it 
will continue to pay childcare vouchers throughout the period of unpaid 
leave until such time as this issue is concluded.  
 
The policy is also explicit in relation to the risk assessment that will be 
conducted to ensure that pregnant members of staff can continue to 
work in a safe and healthy environment that does not expose them or 
their unborn child to risk.  Together with the risk assessment their line 
manager will ensure that they are fully briefed in relation to: 

 Managing health and safety; 

 Working arrangements and hours; 

 Ante-natal classes 

 Uniform/maternity wear; 

 Maternity leave and entitlements; and  

 Annual leave entitlements 
 
Line managers should continue to engage with pregnant employees to 
ensure that they are healthy and that any advice or recommendations 
that the employee received from their GP, midwife or other medical 
practitioner in relation to their work is adopted. 
 
Operational fire-fighters work in a stressful and physical environment so 
this may expose them to greater risk to their unborn child(ren).  This 
may mean that there are activities that are unsuitable for pregnant 
employees and any changes to the duty system workplace and/or watch 
worked by the employee will be carried out through full consultation with 
the employee and her trade union representative (if requested). 
 
Pregnant retained or volunteer firefighters will be posted to non-
operational duties on attendance at training periods. 
 

Race Race and ethnicity is not specifically relevant for the purposes of the 
Maternity, Adoption, Paternity and Parental Leave Policy. 
 
The section relating to adoption makes it clear that the policy applies in 
the case of where a child or children will be adopted from overseas.  As 
the majority of staff within the Scottish Fire and Rescue Service are of a 
White Scottish ethnicity then this will probably include the situation 
where the child(ren) are of a different ethnicity from their adoptive 
parents.   
 

Religion and 
Belief 

It is considered that the protected characteristic of religion and belief is 
not directly relevant to the Maternity, Adoption, Paternity or Parental 
Leave Policy. 



  

 

 

Sex (gender) Although the provisions of maternity leave are only available to women 
the ability to apply for adoption, parental or paternity leave are available 
to individuals and/or couples of either sex – in addition, see notes 
relating to sexual orientation. 
 
The Scottish Fire and Rescue Service is under-represented by female 
staff in operational firefighting roles.  This policy has the opportunity to 
encourage more women to apply for operational roles and therefore 
advance equality of opportunity in recruitment to the Service. The 
extension of paid leave for maternity/adoption pay is seen as a step 
towards achieving this goal.  
 
 

Sexual 
Orientation 

The right to paternity leave is available to be taken not just by the 
biological father but by a partner if that person will have the main 
responsibility for the child’s upbringing apart from any responsibility on 
the part of the mother.  Therefore, a partner of either gender may apply 
for paternity leave and this is relevant to same-sex relationships.  The 
policy (section 6.2) clearly states that a partner of either gender may 
apply for paternity leave.  
 
 

Social and 
Economic 
Disadvantage 

The financial provisions set out in the maternity policy are over and 
above the legal minimum requirement to pay SMP.  This will be of 
benefit to low-income families and may also help employees on 
maternity leave to feel that they may not need to return to work as 
quickly as they would like for financial reasons. 
 
Staff who are retained have their ‘average weekly pay’ calculated over a 
period excluding sickness or annual leave to ensure that they will not be 
financially disadvantaged through including time off in the average 
weekly pay calculations. 
 
Staff who are on maternity leave may take up to 10 days at work with 
normal pay as ‘Keeping in Touch’ days.  This payment at their normal 
hourly rate is in addition to SMP and will be of benefit to anyone who 
may be experiencing financial disadvantage as a result of being on 
maternity leave. 
 

Human Rights 
 

The Maternity, Adoption, Paternity and Parental Leave Policy is 
highlights that the Scottish Fire and Rescue Service is regarded as a 
‘family-friendly’ employer.  This will benefit staff and will not interfere with 
the right to a family life. 
 

Impact on 
people in 
general not 
covered by 
specific 
characteristics 

 

 
  



  

 

Summary and Conclusion of Impact Assessment 

The Maternity, Adoption, Paternity and Parental Leave policy seeks to ensure that all 
employees are aware of their entitlements to apply for specific types of leave in relation to 
children and what their entitlements are when taking this leave.  Other forms of leave are 
available through other policies. 
 
The maternity provisions contained within this policy are more comprehensive than the legal 
minimum requirements and as such can be viewed as promoting opportunities for women 
who are employees or who may be interested in a career within the SFRS.   
 
The policy is specifically relevant to the requirements of the general equality duty in that it 
does not discriminate, advances equality of opportunity and fosters good relations for 
anyone who applies for leave under this policy. 
 
Care will be taken to ensure that the provisions within the policy are applied consistently 
throughout the service and that staff throughout the service with management 
responsibilities are aware of the provisions of this policy. 
 
 

 
 
Concluding Part 3 

Impact Assessment Please 
Tick 

Next Steps 

There is no relevance to Equality or the 
Human Rights Act 1998 

 
 

 

Proceed to Part 4 Monitoring 

There is relevance to some or all of the 
Equality characteristics and/or the Human 
Rights Act 1998 and relevant actions are 
recorded above in Summary and 
Conclusion 

 
 

Proceed to Part 4 Monitoring 

 
  



  

 

 

 

PART 4 
MONITORING & REVIEW 
 

 The purpose of this section is to show how you will monitor the impact of the 
function/policy.  

 The reason for monitoring is to determine if the actual impact of the function/policy is 
the same as the expected and intended impact. 

 A statement on monitoring is required for all functions/policies regardless of whether 
there is any relevance to Equality or the Human Rights Act. 

 The extent of your answer will depend upon the scope of the function/policy to impact 
on Equality and Human Rights issues. 

 
If you have provided evidence or justification for believing there is no relevance to Equality or 
the Human Rights Act in Section 2 Establishing Relevance or Section 3 Impact Assessment:  
 
Q1 How do you intend to monitor and review the function/policy? 

The policy should be reviewed on an annual basis to ensure that it is fit for purpose and 
remains consistent in its application. 
 

 

If you have provided evidence or justification for believing there is relevance to Equality or 
the Human Rights Act: 
 
Q2 What will be monitored? 

Human Resources will monitor the number of applications for specific types of either 
maternity, adoption, paternity or parental leave for each of the protected characteristics.  If 
the monitoring indicates that there is a disproportionately low uptake of applications from any 
protected characteristic group then this may indicate a problem or discrimination. 
 

 
Q3 How will monitoring take place? 
 

  

 
Q4 What is the frequency of monitoring? 
 

 Monitoring should take place at least on an annual basis. 

 
Q5 How will monitoring information be used? 
 

 Monitoring information should be used to ensure that applications under the policy are being 
applied consistently and fairly. 

  



  

 

 
 

PART 5 
APPROVAL 
 

 
This Equality and Human Rights Impact Assessment was completed by: 
 

 
Name 
 

 
George Simmonds 

 
Date 
 

 
14 March 2016 
 

 
 
This Equality and Human Rights Impact Assessment was approved by: 
 

 
Name 
 

 
Fiona McOmish, POD Manager 

 
Date 
 

  
14 March 2016 

 
 


