Implementing a Pregnancy Loss Policy: 
Practical Guidance for Organisations

Please note that the advice contained within this section is intended as a good practice template/guide only. Please ensure your final policy and/or guidance reflects wider workplace policy and is formally checked and approved by the relevant senior management team and stakeholders. We recommend that your Pregnancy Loss policy is implemented as a separate policy document, however, is linked to other relevant policies and documents. Other relevant policies may include:

· Sick leave policy
· Maternity, Paternity, Parental leave policies
· Bereavement policy
· Stillbirth and neonatal death policies 
· Compassionate leave policy
· Flexible working policy

We have added notes/guidance in bold orange italic [like this] throughout the document to help you.

This template includes guidance for HR/managers, information for employees, as well as links to further support. It covers losses occurring before 24 weeks of pregnancy, including miscarriage (in its various forms). It does not cover stillbirth (losses after 24 weeks of pregnancy) in recognition of the differing legal rights and entitlements for losses after this point.

More information to help you put together a suitable Pregnancy Loss policy and/or guidance notes for your workplace can be found on the following webpages:

https://www.miscarriageassociation.org.uk/information/miscarriage-and-the-workplace/human-resources-hr-information-and-support/a-miscarriage-policy/


https://www.miscarriageassociation.org.uk/information/miscarriage-and-the-workplace/employers-and-managers-information-and-support/supporting-an-employee-before-during-and-after-a-loss/






Example Pregnancy Loss policy and guidance template 
Guidance for Human Resource Managers

This guidance is intended to help managers to provide appropriate practical and emotional support to employees affected by pregnancy loss (loss of a pregnancy before 24 weeks gestation) in its various forms, including:

· Miscarriage (early, late and missed/delayed)
· Ectopic pregnancy 
· Molar pregnancy
· Early embryo loss (also called anembryonic pregnancy or blighted ovum)
· Chemical pregnancy
· Termination for medical reasons (TFMR) before 24 weeks’ gestation

Organisations may also wish to implement a policy or policies for abortion and embryo transfer loss during fertility treatment 

It is based on a policy template supplied by the Miscarriage Association. [We would ask that you kindly retain this reference to the M.A.]  

For ease, we have used the terms ‘miscarriage’ and ‘pregnancy loss’ to refer to all these types of loss in this document. When referring to the person physically experiencing a miscarriage, we use the terms ‘woman’, or ‘employee’. However, we recognise that miscarriage can affect people of all genders and sexualities including non-binary individuals and those in same-sex couples. We recommend that companies are mindful of the language used within policy, and include such an inclusivity statement within their policy. 

The guidance covers topics and issues that some readers may find difficult or upsetting. You may indeed be a manager with your own experience of loss, or an expectant parent managing someone that has experienced a loss. 

If this is the case, you may need to speak to your own line manager (or HR if applicable) for advice and/or to direct you to the relevant part of the guidance.

Further information, guidance and support can be found on the Miscarriage Association’s website - https://www.miscarriageassociation.org.uk/information/miscarriage-and-the-workplace/


Introduction

Miscarriage can be a frightening, lonely and traumatic experience for women and their partners. It is often both physically and emotionally painful, with effects that can last for a very long time.  

Everyone’s needs will be different.  For example, some people may feel that they can continue to work as normal, while others may require leave and additional support.  You may have your own experiences or opinions about the impact of miscarriage. However, everyone will experience their loss differently, and it’s important not to make any assumptions about how someone may feel, or how they want to be treated.

Partners, as well as grandparents and other close relatives, might also be affected by the miscarriage and you will need to consider how best to support them if they work within your team. Indeed, we recommend including partners and close family members within your Pregnancy Loss policy. 

You may find it helpful to read the Miscarriage Association’s information on supporting employees before, during and after a loss.

How to help

If the loss occurs at work

A pregnancy loss may happen at work. You may not be aware that the employee is pregnant: pregnant employees are not obliged to tell their manager about their pregnancy until 15 weeks before the estimated due date, or as soon as is reasonably practicable after then (approximately 6 months pregnant).[footnoteRef:1]  [1:  https://www.gov.uk/working-when-pregnant-your-rights ] 


If an employee suspects that they have started to lose their baby, they may experience bleeding, severe abdominal pain, and may feel faint or collapse. The latter symptoms may indicate an ectopic pregnancy which requires urgent medical attention. 

Employees experiencing such symptoms may be very distressed and panicked, embarrassed and frightened. Some experience shock, and may well continue to work.

You can help by ensuring that they have very quick access to a toilet. You could also offer to call their preferred contact. A trusted colleague/manager could assist in getting them home or to hospital. In severe cases you may need to call an ambulance.

If a partner, relative or close friend is told of the loss while at work, they may need to leave at short notice to provide practical and emotional support. They will also likely experience emotional effects. We recommend that employers support them by including them within the policy, notably to provide paid leave. 

[bookmark: _Toc498954666][bookmark: _Toc36036054]Communicating the news

You will need to consider carefully how to explain the sudden absence of your employee in order to respect their privacy, especially as they might not want others to know the details. You can ask the employee what they would like their team to know. Confidentiality is key and must be upheld. 

[bookmark: _Toc36036056]Recording leave and absence

Many employers are unaware of the legal entitlements for early pregnancy losses. However, it is crucial to recognise that time off taken during and after a miscarriage is protected under ‘pregnancy-related’ leave. Such leave is covered under the Equality Act 2010, and therefore cannot be used against an employee in relation to attendance management (specifically for warnings, redundancy and/or promotional decision). The leave covers both the physical and psychological effects of miscarriage.

If an employee has suffered a pregnancy loss before 24 weeks’ gestation , any sick leave should be recorded as sickness absence in the ‘pregnancy-related’ category. Any period of sick leave must not count towards sickness absence trigger points. [Adjust to reflect your recording protocols/language.]

For periods of absence longer than seven days, the affected employee will need to obtain a Fitness for Work statement from their doctor, midwife or a health professional at the hospital. This section of the Miscarriage Association’s website has more information on an employee’s rights.  

[Whether an employee is paid during their absence will depend on your sickness/absence policy. You should refer to those here. While there is no obligation to offer paid leave (beyond SSP) following a miscarriage, an increasing number of organisations are including this type of loss in a formal policy. 

For partners, grandparents and close relatives who require time off work following the loss, compassionate or special leave should be considered. [Special/bereavement/ compassionate leave is provided at an employer’s discretion, however we would recommend offering partners some paid leave as standard in the policy and encouraging partners to talk to their manager if they need further time off].


Future leave

Both women and their partners may need time off in the future to attend appointments related to their loss.

In any future pregnancy, additional scans and monitoring may be required. This should always be accommodated. Employees have a right to take reasonable time off for antenatal care[footnoteRef:2]. Partners of pregnant people have a statutory right to time off to attend two antenatal appointments.   [2:  https://maternityaction.org.uk/advice/time-off-for-antenatal-care/
] 


[Include link to maternity policy.]

[You may wish to add something like the following…]
Requests by partners for additional time off to attend further scans or other antenatal appointments should also be accommodated wherever possible, allowing employees to work flexibly or take annual or special leave to attend.

It is important to recognise that many people affected by pregnancy loss experience long-term effects, both physically and psychologically. Therefore, we recommend that organisations accommodate for later periods of leave within their policy. Particular dates and anniversaries can be difficult for affected employees, and leave or other options of flexibility can be offered. Difficult dates may include, but are not limited to:

· The baby’s due date
· The  anniversary of the loss
· Mother’s Day/Father’s Day
· Christmas
[bookmark: _Toc36036059]Talking about miscarriage 

It’s important to acknowledge the loss rather than to ignore it, unless the person requests otherwise. This can be as simple as saying ‘I’m sorry to hear...’ It is equally important not to make light of it in any way, something that isoften done unintentionally. The Miscarriage Association has more information on talking about miscarriage in the workplace.

Employees affected by miscarriage may be very confused and upset. You should bear in mind that the shock of losing a pregnancy may make it difficult for them to contact you to tell you what has happened, and/or to discuss what happens next with work. They may find this page from the Miscarriage Association helpful. Moreover, some employees affected by miscarriage are fearful to disclose their loss at work due to concerns around jeopardising future career prospects, or being treated differently. They may also experience stigma and self-blame due to the nature of the loss. By implementing a Pregnancy Loss policy, employers are positively welcoming the conversations in the workplace. 

At an appropriate point, someone should speak to them about what they would like colleagues to know about their loss. This could be their manager or another trusted colleague. If they do not wish to share this information, their wishes should be respected. They should not feel pressured either way.  

If the person agrees for their team to know about their loss, it can help your colleagues to understand what has happened, what the effects might be on the team member, and how to be supportive. It will also make it easier for the team member to speak to colleagues when they return to work. Colleagues may find it helpful to look at the Miscarriage Association’s information for colleagues and the leaflet Supporting someone you know. We also recommend that managers receive training on pregnancy loss to equip themselves with how to appropriately respond to a disclosure of miscarriage. 

[bookmark: _Toc36036061]Facilitating return to work

When an employee is ready to return to work their manager should offer them a meeting where any specific needs can be discussed. 

This might include a temporary workplace adjustment, which is aimed at enabling a person to remain at work rather than taking sick leave – for example more working from home, adjusted duties, or a phased return to work. This can be particularly important if an employee has ongoing hospital appointments to attend. It might also be very difficult for someone who has suffered a miscarriage to work closely with or near to a colleague who is pregnant or has recently given birth. If this is the case, managers could explore whether working in a different location within/outside of the office, or from home, would be possible and helpful. Some companies offer secondments and this may be an option. 

The Miscarriage Association has more information on ways you can support your team member’s return to work and offer further support in the future.


A pregnancy loss policy template 

It is important that your policy reflects other policies and guidance within your organisation. Consider the amount of paid leave or compassionate leave you plan to offer and ensure you signpost to other relevant policies, too. 
Pregnancy Loss Policy 

Firstly, we are very sorry for your loss. We understand work may be the last thing on your mind right now, but we have put the following information together to help you to understand your rights. It is based on guidance supplied by the Miscarriage Association. [We would ask that you kindly retain this reference to the M.A.]  

We’ve included links to charities and support groups you may find helpful at the end of this document.

Leave for pre-24 week pregnancy loss

Sick leave following a pre-24 week pregnancy loss (i.e., miscarriage, ectopic pregnancy, molar pregnancy, and termination due to fetal anomaly or maternal health) is protected as ‘pregnancy related’ and is recorded separately from other sickness absence. It does not count towards any sick leave ‘triggers’. This means that any absence taken for symptoms related to your miscarriage (including physical and/or psychological) will not be used in attendance management processes (including warning, redundancy or promotional decisions) as long as it is recorded as pregnancy-related. You will not be treated unfavourably due to taking such leave. These rights are protected under legislation (notably the Equality Act 2010). 

You are able to self-certify your absence for seven days. After this time, you will need to get a ‘Fit note’ or Fitness for Work statement from your GP that confirms your absence is pregnancy-related. Unfortunately, if you do not provide this certificate, your absence may be recorded under general sick leave. 

You are entitled to… [Include relevant sick or pregnancy loss leave entitlement information here – many organisations offer a period of two weeks’ paid leave for the person experiencing the physical loss. We would also suggest you include the flexibility for them to ask for more leave, using the sickness policy if they need it.]
Our sickness absence policy has more information about your return to work. [Include link to policy/further information here or use the guidance above to set out the process.]

You may wish to add…Your manager should contact you to arrange a meeting beforehand to discuss how they can help you. This may include a phased return or other reasonable adjustments if you feel this would be helpful. [Link to any policies/information on reasonable adjustments/flexible working/a Wellness Action Plan.]

You have a right to keep your miscarriage private if you choose. Your manager will ask you what, if anything, you would like other people at work to know.

You may find it helpful to look at the Miscarriage Association’s information for employees here. This includes information on going back to work after a miscarriage.

For partners

If you are the partner of someone who has experienced a physical loss, we recognise the impact that this can have on you, and you are entitled to … [Include relevant leave entitlement here. Many organisations offer a period of one week’s paid compassionate or pregnancy loss leave and suggest that they talk to their manager if they need more.].
Helpful links 

[Link to your own policies and documents – for example:]

Reasonable adjustments
Special/compassionate leave
Sickness absence/pregnancy related sickness absence
Wellness Action Plans
Flexible working

[Link to any internal support available – for example:]

An Employee Assistance Programme
Any wellbeing or mental health provision/Mental Health First Aiders
Any relevant support groups

External support

Miscarriage Association
www.miscarriageassociation.org.uk
Free information and support for anyone affected by miscarriage, ectopic pregnancy or molar pregnancy. 

ARC
www.arc-uk.org/  
A national charity providing support for those who have received difficult news during/following antenatal screening,

Citizens Advice Bureau
citizensadvice.org.uk
Free and confidential advice on benefits, work, and family

Ectopic Pregnancy Trust
ectopic.org.uk
Information and support regarding ectopic pregnancy

Maternity Action
maternityaction.org.uk
Information on rights and benefits around pregnancy, pregnancy loss and maternity

Mind
mind.org.uk
Information on mental health support including Wellness Action Plans and
reducing stress at work

Petals 
https://petalscharity.org 
Specialist counselling services for those who have experienced the loss of a baby or pregnancy. 

Sands
sands.org.uk
Information and support for those affected by stillbirth and neonatal death

Tommy’s 
A pregnancy and baby loss charity which also funds research.
www.tommys.org

Working families
workingfamilies.org.uk
Advice for working families via website and helpline



