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Equal Parenting Policy

Thinking about bringing a little one into your world is exciting, but we understand it can also be a time
with lots of uncertainty. Our policy has been designed to ensure we do everything we can to support you
through your journey to becoming a parent.

In this document, you will find our approach to:
e Leave for pregnancy, adoption, surrogacy, and IVF-related appointments
o Leave for the loss of a pregnancy
e Maternity risk assessment
e Our equal parental leave and pay policy

At Akerlof, we are committed to a diverse and inclusive team. Regardless of gender, sexual orientation,
or your route to becoming a parent, we offer equal opportunities for both parents, in the run-up to the
baby arriving, for parental leave, pay and return to work.

Leave for pregnancy, adoption planning, surrogacy, and IVF-
related appointments.

Whether your journey to becoming a parent is through pregnancy, adoption, surrogacy, or IVF we will
support you with reasonable time off and full pay to attend related appointments, which may include, but
are not limited to:

e Scans

e Health checks

¢ Adoption reviews

If your partner is pregnant, undergoing IVF, or you have a surrogate, we anticipate you may wish to join
pregnancy-related appointments; we will support you with reasonable time off to do this, with full pay.

Leave for the loss of a pregnancy.

Regardless of the nature of your loss, timing, or length of service, we will support you with:

Time off
o All employees who have been affected by a pregnancy loss (including partners) are entitled to a
minimum of two weeks’ leave at full pay. Recognising that emotional and physical recovery is not
time-limited, employees are entitled to further sickness leave, which our Sickness Absence Policy
covers.

o If you miscarry from the end of the 24+ week or your child is stillborn, you will be entitled to
parental leave as outlined in this policy.

Medical Appointments
¢ You will be entitled to paid leave to attend medical appointments relating to pregnancy loss (or
to accompany your partner to attend), including, but not limited to, scans, tests, and counselling.



Returning to work
o At Akerlof, we work flexibly as a rule, and on return to work from the loss of a pregnancy, we
will work with you on any necessary temporary arrangements, such as a phased return.

Who is eligible?

To be eligible for equal parental leave, you must be the mother, primary parent, or partner with caring
responsibility for the child from the birth date or the date the child joins your family. You must also have

worked for Akerlof for over 26 weeks.

Maternity risk assessments.

We want to ensure you feel safe and supported throughout your pregnancy, so we will carry out a
maternity risk assessment as soon as we are notified that you are pregnant, if you have given birth in the

last six months or are breastfeeding when you join us.

Our Approach

Once you let us know about your pregnancy, your manager will arrange a maternity risk assessment in
line with the Health and Safety Executive (HSE) guidance. This will help us identify and manage any
potential risks to your health and safety and that of your baby. This could include physical risks (such as
heavy lifting or long periods of standing), environmental risks (such as exposure to harmful substances),
or working conditions (such as stress or long hours).

We'll review your working arrangements to ensure they remain suitable throughout your pregnancy and
return to work. If risks are identified and cannot be removed, we'll explore temporary adjustments to
your role or working conditions. This may include:

e Changing your duties
e Amending your working hours
e Offering suitable alternative work (on no less favourable terms)

We'll also revisit your risk assessment at regular intervals, or sooner if your role or health changes, to
ensure continued support.

Understanding your statutory rights

The government's guidance on parental leave is broken down into maternity, paternity, adoption, and
shared parental leave, alongside guidance for statutory pay.

It is fair to say the Government’s guidance can be a little tricky to get your head around, but here is a
little more information on your statutory rights as a new parent:

e The primary caregiver (mother, parental order parent or ‘main adopter’) can take up to 52
weeks of statutory maternity/adoption leave and receive up to 39 weeks of statutory pay if you
have been employed by us for 26 weeks or more and earn over £123 per week.

e The 52 weeks must end no later than your child’s first birthday or the anniversary of their
placement with you.

o Statutory shared parental leave can be created where a mother or primary caregiver ends their
maternity or adoption leave early. The untaken weeks of maternity or adoption leave can be taken
as shared parental leave.

e A mother must take at least two weeks of maternity leave after the child's birth.



o A primary adopter, or the parental order parent in a surrogacy, must take at least two weeks of
leave on the child's arrival.

e Therefore, the maximum amount of shared parental leave that can be created is 50 weeks, and

the maximum amount of statutory shared parental pay that can be created is 37 weeks.
What do we offer to new parents, and how does this work
with your statutory entitlement?

In addition to your statutory rights to time off, we offer enhanced equal parenting pay to employees with
more than 26 weeks of continuous service. Your statutory entitlement will form part of your equal
parenting pay; your parental pay cannot exceed what you would typically earn. The maximum duration of
leave and statutory pay applies to the equal parenting entitlement.

On the next page, we map this out and give some examples of how it could work...
Length of service at the Statutory Maternity/Adoption Akerlof Equal Parenting Pay

beginning of the 15th week Pay Entitlement Entitlement
of Expected Week of

Childbirth (EWC) or the
week you are matched with
a child.

Less than 26 weeks of No statutory pay- You may be able to access maternity allowance; please
continuous service: If you are  |visit https://www.gov.ul/government/publications/maternity-allowance-
the mother or primary claim-form

caregiver.

If you are the mother or e 90% of your average weekly | o Full pay for 26 weeks (6 months)

primary caregiver, 26 weeks and earnings (before tax) for the | ¢  £187.18 or 90% of your average

beyond of continuous service. first six weeks. weekly earnings (whichever is

e £187.18 or 90% of your lower) for the next |3 weeks, if

average weekly earnings you use your full allowance and not
(whichever is lower) for the share paid leave with your partner.
next 33 weeks. e 13 weeks unpaid leave.

Less than 26 weeks of No statutory payment

continuous service if you are the

supporting caregiver or father.

26 weeks and beyond of £14.03 or 90% of your average e If the primary caregiver opts to

continuous service if you are thejweekly earnings (whichever is share parental leave, you can

supporting caregiver or father. |lower) for up to two weeks. receive full pay for up to 26

weeks (6 months), which
includes statutory paternity pay.

e [f the primary caregiver allocates
the full 37 weeks of shared
parental pay available to you,
you can receive a further |1
weeks of statutory shared
parental pay in addition to 26
weeks at full pay.

Example A

The primary caregiver who works for Akerlof is pregnant; they must take two weeks of fully paid leave
when the baby arrives. They then have a further 50 weeks of available leave, up to 37 weeks of which will


https://www.gov.uk/government/publications/maternity-allowance-claim-form
https://www.gov.uk/government/publications/maternity-allowance-claim-form

be paid partially in full and then on a statutory basis; the final 13 weeks would be unpaid. The primary
caregiver can take the total leave allocation and not share it with a partner. Or the 50 weeks of leave can
be shared with the supporting caregiver. For example, they may take 26 weeks of fully paid leave, and the
supporting caregiver may take 26 weeks as they return to work. In this case, Akerlof would pay the
employee for 26 weeks at full pay. The partner’s employer would be responsible for the remaining 26
weeks, which would be paid per their employment contract.

Example B

The supporting caregiver works for Akerlof and meets the criteria for equal parenting leave. They would
like to take two weeks of fully paid leave as the child arrives/baby is born and then return to work. The
primary caregiver will then take 24 weeks of statutory leave and be paid per their employer’s parenting
policy. Once the 24 weeks are over, the primary caregiver returns to work, and the supporting caregiver
starts their second block of shared parenting leave, taking a further 24 weeks of fully paid parental leave.
In this case, each parent has taken 26 weeks of leave, totalling the maximum leave available.

Example C

The primary caregiver works for Akerlof, and the supporting caregiver works for another company. They
would like to take their shared parental leave together, i.e., both be on shared parental leave for the first

six months after their child arrives. This is possible, and the Akerlof employee will receive full pay during

this time. It is important to remember that this would use up the entire shared leave allowance, meaning

both parents would need to return to work after the 26 weeks.

When can the leave start?

You can choose to start your parental leave in the weeks before your baby’s due date, an adopted child
comes to live with you, or your surrogate is due to give birth, but you must confirm this date in writing,
with at least 28 days’ notice.

Arranging cover for parental leave.

If you plan to take more than six weeks of parental leave, we may arrange temporary cover for your role
to maintain continuity across your team and ongoing work. This cover may be fulfilled by an existing team
member or through the recruitment of a temporary employee, typically on a fixed-term basis for the
duration of your leave.

Any maternity or parental leave cover arrangement will be communicated:

e [f the cover is provided by an existing employee, we will confirm their role after the temporary
assignment ends, whether they will return to their original post or transition into another
suitable role.

e If we hire a new employee on a fixed-term contract, we will ensure they understand the
expected duration and that their contract may end when you return. Should this be the case, we
will follow a fair process when ending the fixed-term contract, which is in line with UK
employment law.

We are committed to upholding your right to return to the same role following parental leave, or a
suitable alternative on no less favourable terms if your original role is no longer practicable. We will
always handle cover arrangements sensitively and keep you informed throughout.



What we need you to do...

The sooner you tell us you're preparing for a new arrival the better — so we can best support you,
prepare for your departure and arrange cover. However, you need to notify us about your pregnancy no
later than the end of the |5th week before the expected week of childbirth (EWC) or within seven days
of being matched with a child for adoption.

If you need to change the start date of your planned parental leave, please give us at least 28 days’
notice.

For payroll purposes, we ask that expectant parents provide a MATBI. This indicates the EWC and will
be given to you by your doctor or midwife around the 20th week of the pregnancy. For adopting parents,
please give us proof of adoption; this should include your name and address, the name and address of the
agency, the match date and the expected date of the placement.

If your child arrives before the date you notified us, you must let us know as soon as it’s practical to do
so; your parental leave will start the day after the child arrives.

Managing while you are on leave and your return to work.

You will receive a letter explaining how the following will be affected during your parental leave:
* Pension

* Variable Pay

* Other Benefits (e.g. healthcare.)

Maintaining Contact

When you are on leave, we will occasionally contact you to see how you are and update you on key
business items. Please let Ellie Jenkins know if you prefer contact to be limited, and we will respect this
preference while ensuring our legal requirements are upheld.

Keeping in Touch days (KIT) and Shared Parental Leave in
Touch days (SPLIT)

You can take up to 10 KIT days without bringing your leave to an end. These days are to help keep you
connected to Akerlof updates but are not compulsory. Any work or training should first be discussed
and agreed upon with your manager. You don’t need to take all your KIT days; they do not need to be
used consecutively.

What you will be paid depends on the stage of your parental Leave. If you are:

. Receiving full pay— you won’t be paid extra for the KIT day.
. Receiving statutory pay- you'll be paid for a full working day.
. Receiving no pay- you'll be paid for a full working day.

Neonatal Support
We recognise that having a baby who requires neonatal care can be extremely difficult and uncertain. To
provide support, parents and primary caregivers are entitled to neonatal care leave from day one of

employment if their baby receives medical or palliative care for at least seven consecutive days within the
first 28 days of birth.

Eligibility

This leave is available to:



e The child’s parent, intended parent, or the partner of the child’s primary caregiver at the date of
birth.
e In adoption, the child’s adopter, prospective adopter, or their partner at the placement date.

Entitlement
Eligible employees can take:

e One week of neonatal care leave for every seven consecutive days of neonatal care, up to a
maximum of |12 weeks. This is in addition to parenting leave (54 + 12)

e Employees may qualify for Statutory Neonatal Care Pay if they meet eligibility criteria, including
26 weeks of continuous service and meeting the lower earnings limit.

While we ask you to provide written notice specifying key details such as the child’s birth date, the
period of neonatal care, and the requested leave dates, we also acknowledge that this may not be
immediately possible and will work with you at the time.

Holiday

During your parental leave you’ll continue to accrue holiday at 25 days/ 85 hours per holiday year or
pro-rated if you're part-time. You will also accrue bank holidays. Your holiday entitlement can be taken
before you start your parental leave or at the end of it. We can agree together how you wish to take
your annual leave. Any outstanding holiday can be carried over from one leave year to the next.

Returning to work

If you're returning from your parental leave, you'll be entitled to return to the same job on the same
terms and conditions. We work flexibly as a rule, but if you feel that to support your return to work,
your working pattern or hours may need to change, come and talk to us.

We would ask that you be open with us about your planned return to work date. If you do not confirm
your plans, it will be automatically assumed that you will return to work at the end of your full 52-week
leave period if you are the primary caregiver. We would be grateful if you could contact us shortly before
your return so we may make effective plans for your return. However, you are not obligated to do so
unless you wish to change the date of your return, in which case you must give us eight weeks’ notice.

We don’t have a specific policy regarding breastfeeding or time away from work to express. However,
we fully understand this may be part of your transition back to work and will happily chat through any
accommodations that may support you and your little one.

@ewn/a
Ellie JenI;ins

Partner
Akerlof Ltd



