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Policy 

Bereaved Partner’s Paternity Leave 

Eligible employees have a statutory right to bereaved partner’s paternity leave from day one of 

employment in circumstances where a child’s primary carer dies. This policy explains your rights to 

time off and other support offered. Employees will not be subject to detriment for taking bereaved 

partner’s paternity leave.  

Eligibility for Bereaved Partner’s Paternity Leave 

In a birth case, you may be entitled to take leave if the child’s mother has died and you are the 

father of a child or you are not the child’s father but, immediately before the death of the child’s 

mother, was married to, or was the civil partner or the partner of, the child’s mother. 

In an adoption case, you may be entitled to take leave if you were married to, or were the civil 

partner or the partner of, the child’s adopter on the date on which the child was placed for adoption 

or immediately before the death of the child’s adopter. In an overseas adoption case, you must have 

been married to, or the civil partner or the partner of, the child’s adopter on the date on which the 

child’s adopter received the official notification, or immediately before the death of the child’s 

adopter. 

In a parental order case, you may be entitled to take leave if you were married to, or were the civil 

partner or the partner of, the child’s primary parental order parent on the date on which the child 

was born, or immediately before the death of the child’s primary parental order parent. 

You must have main responsibility for the upbringing of the child and the purpose of the leave must 

be to care for the child. 

Commencement and duration of leave 

Eligible employees may take a single period of up to 52 weeks’ leave.  

Leave can only be taken after the bereavement date and within the 52-week paternity leave 

eligibility period, which begins from either: 

a) The day after the child is born; or 
b) The day after the child is placed for adoption (for adoption in Great Britain); or 
c) The day after the child enters Great Britain (for overseas adoption). 

 

Where the bereavement date occurs within the last two weeks of the paternity leave eligibility 

period, the eligibility period will be extended and you will be entitled to a maximum of two weeks’ 

leave. 

During bereaved partner’s paternity leave you are entitled to the benefit of your normal terms and 

conditions of employment, except wages/salary, and you are bound by any obligations arising under 

those terms and conditions except in so far as they are inconsistent with the right to bereaved 

partner’s paternity leave.  
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Where possible, you should book and take your annual leave entitlement in the current holiday year. 

However, if you are unable to take all your statutory minimum entitlement to annual leave because 

you were on bereaved partner’s paternity leave, you are entitled to carry over untaken annual leave 

into the following leave year. 

Pay during Bereaved Partner’s Paternity Leave 

Time off for bereaved partner’s paternity leave is unpaid. 

Notification requirements 

You must give notice of your intention to take bereaved partner’s paternity leave.  

If you wish to start the leave within the first eight weeks following the bereavement date, you must 

give us notice before you are due to start work on your first day of absence. You can give notice 

orally or in writing. 

The notice must set out: 

a) The bereavement date 
b) The date you want your leave to start  
c) The date on which either the child was born, placed for adoption, or entered Great Britain 

for adoption. 
If you wish to start the leave after the initial eight week period following the bereavement date, you 

must give us at least one week’s notice in writing. 

This must include the information set out in a) to c) above under Notification Requirements in 

addition to:  

a) The date you intend to return to work  
b) A declaration that the leave will be for the purpose of caring for the child and that the 

child’s mother or main adopter has died 
c) A declaration that you have an eligible relationship with the mother or main adopter. 

If you start your leave within eight weeks of the bereavement date, and you give us notice of your 

intention to take leave orally, you must also give us notice in writing of the date you intend to return 

to work. If your intended return date is more than eight weeks following the bereavement date, the 

written notice must also include the above declarations. You must give us the written notice no 

more than eight weeks after the bereavement date and at least one week before your intended 

return date. 

A form that you can use for this purpose is available from the HR Department. 

Changing your mind about your leave start date 

You may change your mind about the date you want your leave to start, provided you notify us. 

If you intended to start the leave within the first eight weeks following the bereavement date, you 

must give us notice that you wish to vary the start date of your leave before the last notified leave 

start date and, where the new leave start date is no more than eight weeks after the bereavement 

date, before the new leave start date. Where the new leave start date is more than eight weeks 

after the bereavement date, you must give us notice before the last notified leave start date and at 

least one week before the new leave start date. 
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If you intended to start the leave more than eight weeks following the bereavement date, you must 

give us notice that you wish to vary the start date of your leave at least one week before the last 

notified leave start date and at least one week before the new leave start date.  

Where the new leave start date is no more than eight weeks after the bereavement date, you can 

give the notice orally or in writing. Where the new leave start date is more than eight weeks after 

the bereavement date, you must give us notice in writing. 

Cancelling your leave 

You may cancel your leave by giving us notice in writing. 

Where the last notified leave start date is no more than eight weeks after the bereavement date, 

you must give us notice that you wish to cancel your leave before that date. 

Where the last notified leave start date is more than eight weeks after the bereavement date, you 

must give us notice that you wish to cancel your leave at least one week before that date. 

Changing your mind about your return to work date 

You may change your intended return date by giving us notice of your new intended return date in 

writing. 

Where the last notified intended return date is no more than eight weeks after the bereavement 

date, you must give us the notice at least one week before that last notified intended return date 

and at least one week before the new intended return date. 

Where the last notified intended return date is more than eight weeks after the bereavement date, 

you must give us the notice at least eight weeks before that last notified intended return date and at 

least eight weeks before the new intended return date. 

Postponing your return to work 

If you want to return to work but haven’t notified us as set out above, we may postpone your return 

to work to a date when you would have returned if you had followed the notice requirements. We 

will always give you notice in writing of the postponement. 

We will not postpone your return to work past the end of the paternity leave eligibility period. 

If we postpone your return to work, you will not be entitled to your usual remuneration until the 

date set out in the notice of postponement if you return to work before that date. This will apply 

unless we have revoked the notice of postponement in writing. 

Entitlement to leave when the purpose of caring for the child cannot be met 

You may still be entitled to leave where you would be eligible but for a ‘relevant event’ happening. 

These events are: 

a) The death of the child 

b) The child being returned after being placed for adoption 

c) The child ceasing to live with you (overseas adoption). 
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In these circumstances, you are entitled to take bereaved partner’s paternity leave until the earliest 

of: 

a) Eight weeks following the end of the week the relevant event occurred in, or 

b) The end of the 52-week paternity leave eligibility period. 

Where this situation arises, in addition to following the notification requirements set out above, you 

must inform us of the date and nature of the relevant event before your first day of bereaved 

partner’s paternity leave following the relevant event. You can do this orally or in writing. We will 

not postpone your return to work past the end of the paternity leave eligibility period. 

Keeping in touch days 

You may by mutual agreement, work for up to 10 days’ during your leave. 

For this purpose any work carried out on any day, even just an hour's work, is deemed to constitute 

"a day's work". Any days' work done under this provision will not have the effect of extending the 

total duration of the bereaved partner’s paternity leave period. 

Payment in respect of these 'keeping in touch' days will be agreed beforehand. 

Returning to work 

If you return to work after a period of 26 weeks or less of bereaved partner’s paternity leave, you 

are entitled to return to the same job, with the same terms and conditions, in which you were 

employed before your absence. 

If you return to work after a period of more than 26 weeks’ bereaved partner’s paternity leave, you 

are entitled to return to the same job in which you were employed before your absence or, if that is 

not reasonably practicable, to another job which is both suitable and appropriate for you in the 

circumstances on terms no less favourable. Your manager will explain how this affects you based on 

your individual circumstances. 

Employee Assistance Programme 

We recognise that bereavement can be an incredibly distressing experience and we are committed 

to providing support to you.  

We would like to remind you that you have access to a 24-hour telephone counselling service and 

we would like to encourage you to use it if you feel you would like to talk to someone about your 

situation. For details of how to access this service see your line manager of the HR Department. 

As part of our Employee Assistance Programme, you also have access to an online wellbeing tool, 

Wisdom AI, which you can use to find fast answers to any wellbeing questions you have. You can 

access Wisdom AI at any time via the Health Assured portal. The link in the menu bar will take you 

directly to the Wisdom AI homepage, where you can ask your question. More details of this service 

are available from your line manager of the HR Department.. 

Other related policies 

For more information on time off in relation to your children, please read our policies on parental 

leave and parental bereavement leave. 
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Use of Bereaved Partner’s Paternity Leave 

Employees who take time off under this policy for reasons other than those for which the statutory 
right to bereaved partner’s paternity leave is intended may be subject to investigation and subsequent 
disciplinary proceedings. 

 

 


