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1. Introduction 
The Council has a range of various types of “leave” – each designed to meet specific needs and circumstances, and many of which have been in place for several years. 

The purpose of the various leave policies are to provide guidance to managers and employees on the appropriate use of different types of leave, and to ensure that decisions about the taking of leave are fair and consistent across the organisation.   

The main aims and objectives of the various types of leave are different, as follows:

· Compassionate Leave: up to 5 days paid leave to provide support to employees when a close relative is seriously ill or has died
· Flexible Working (Right to Request): this covers the statutory right for parents to request flexible working to balance work and childcare responsibilities. Changes can relate to revised hours, times and places of work 
· Paternity Leave: up to 2 weeks paid leave for fathers
· Maternity Leave: up to 52 weeks paid leave for mothers
· Adoption Leave: similar to maternity leave, providing support for employees who are adopting
· Annual & Statutory Leave: 5 or 6 weeks (pro rata) paid leave for all employees and paid bank holidays
· Disability leave: enables disabled employees to request reasonable paid time off work for reasons related to their impairment and disability.
· Other (not listed above):

· Jury Service 
· Public Duties

· Political Activities

· Service in Non Regular forces

· Short period of unpaid leave – for particular circumstances and at the managers discretion

· Career Breaks and Sabbaticals – longer periods of unpaid leave 

2. General problems and issues already identified that might affect prevent the Council’s various leave policies from meeting their aims:
The opportunity for discretionary judgement in dealing with the circumstances when particular types of leave can be taken is limited by the specific nature of the leave and the situations in which it could apply, as well as statutory entitlements (eg with maternity leave).

Managers understanding of when the different types of leave might be appropriate and how to apply them will have an impact. 

It is always possible for the granting of leave to be dealt with inappropriately or for their to be misunderstandings about entitlements, but the organisation will do everything it can to mitigate this. A lack of experience and/or competency in dealing with employee’s requests fairly, consistently and objectively could cause problems, but this can usually be addressed by ensuring that all managers know who to contact in HR for advice, guidance and support when dealing with issues that they are unsure about, providing them with training and awareness raising and ensuring that up to date guidance is available on the CiS.  

3. What data was analysed as part of this Equality Impact Assessment process and what did it tell us?

People Services collate information about types of leave and it should be possible to produce a report showing the take up and use of the different types. 
4. Assessment of impact on equality groups 
The Equalities Impact Assessment of the various types of Leave available in the Council looked at the known impact of the policy because this data is limited.
Our initial assessment of the impact on the six equalities strands looked for anything that could potentially discriminate or disadvantage certain groups of people, and concluded that for all of the six equalities strands we should consider:   
· How requests for discretionary leave are granted? 
· Was information fully accessible? Did we need to consider offering the policy in a variety of formats?

· Should we provide translators where appropriate?

In considering the actual impact of the Council’s Leave Policies, we analysed the data that is currently available and considered how the policy could work in practice for each of the equality strands of Gender, Disability, Age, Race, Sexual Orientation and Religion/Belief.     We did this by:

· Considering whether the granting of leave meets the particular needs of each of the six equalities groups

· Identifying any differential impact (positive or adverse) for each of the groups 

5. Monitoring arrangements 

The six equalities strands could be monitored via Resource link to identify any common issues/themes over the differential use or approval of various types of leave (apart from those that are statutory entitlements), in particular to identify any hot spots.  The policy and procedure are regarded as living documents and will be constantly reviewed, improved and updated.

6. Conclusions and action plan
	Issues identified
	Actions required
	Progress milestones
	Officer responsible
	By when

	Need to raise awareness of the different types of leave that are available and the circumstances when they might be appropriate.

	Ensure all Managers understand where to go for advice, guidance and support.
	
	HR Policy Group 
	

	To ensure accessibility to all staff policies and supporting guidance need to be written in plain English
	Provide plain English training for HR staff responsible for policy writing.  


	
	HR Policy Group
	

	Leave data regarding 6 strands to be monitored
	Establish what data is available to monitor the use of the different types of leave across the six stands 
	
	HR Policy Group
	

	Are equality groups aware of how they can raise issues about policies/EIAs? 
	A reminder should be sent to all equalities groups that HR are conducting  EIA’s for all policies.  
	
	HR Policy Group
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