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Parental bereavement 
HR guide 

What you need to do 
Review and update policies 
 Employers should ensure their existing family-related 

and compassionate leave policies and procedures are 

up to date, that they’re accessible to staff, clearly 

communicated and that they incorporate the new 

statutory bereavement entitlements. When updating, 

particular care should be taken to avoid inadvertently 

providing both compassionate and parental 

bereavement leave. 

 All eligibility criteria along with the period of leave and 

pay that employees can receive should be clearly set 

out. Although companies can enhance these benefits, 

they can only recover two weeks’ pay for each 

employee, and for each death from HMRC. 

 Policies should reassure bereaved parents that their 

contractual rights and terms and conditions of 

employment will continue during their leave and that 

their job will resume as normal on their return. 

 Many policies may previously have focused on the 

period immediately following a bereavement, but they 

should now affirm the right of employees to take leave 

and pay over the course of the year. 

 Notice for PBL must be given by employees, formally 

or informally, and this should also be made clear 

within the company’s policy. Up to eight weeks after 

the child’s death or stillbirth, notice can be given at any 

time before they would normally start work. From nine 

to 56 weeks, employees must give at least one week’s 

notice.  

The Parental Bereavement Leave and Pay Regulations – commonly referred to as ‘Jack’s Law’ – came into effect on 6 

April 2020 after many years of tireless campaigning by Lucy Herd, a mother who lost her young son Jack when he 

drowned in 2010. 

The following guide outlines what the new regulations mean for your business, your HR policies and your employees. 

Although the extraordinary circumstances of the COVID-19 pandemic have led to a raft of temporary legal changes, the 

government has confirmed that the entitlements under the new law will not be affected. Notably, furloughed workers will be 

entitled to pay based on their usual earnings, rather than the pay rates that apply under the Coronavirus Job Retention 

Scheme. 

What you need to know 
What is Jack’s law? 
 Employed parents who suffer the loss of a child 

under the age of 18, or suffer a stillbirth from 24 

weeks of pregnancy, are now entitled to two weeks’ 

statutory leave, irrespective of how long they have 

worked for their employer. 

 Statutory parental bereavement leave (PBL), 

which operates in line with other parental 

entitlements, such as paternity leave and pay, can 

be taken at any time within 56 weeks of the death of 

the child. Employees can choose to take the two 

weeks together, two separate weeks of leave or just 

one week. 
Employees who were not the biological parents, but 

who had parental responsibilities, including 

adopters, foster parents and guardians, may also 

be eligible if they meet the legal qualifying 

conditions. 

 Statutory parental bereavement pay (PBP) during 

the period of leave is available to employees who 

have been in continuous employment for a 

minimum of 26 weeks and who earn at least £120 a 

week before tax. 
 Eligible employees will receive either £151.20 a 

week or 90 per cent of their average weekly 

earnings (whichever is lower). Employers can 

reclaim 92 per cent, or 103 per cent if the business 

qualifies for Small Employers’ Relief. 

 



 As with all internal communications during the COVID-19 

lockdown, HR departments need to have a clear, 

consistent and expeditious approach to updating 

employees. While overwhelming employees with constant 

communications is not recommended, important updates 

on company policies that are of particular relevance 

during the crisis, such as PBL, should be prioritised. 

Focus on emotional support 
 The death of a child is one of the worst things that can 

happen to anyone – if not THE worst – and employees 

may not feel the full emotional impact for some time after 

their loss. 
During the COVID-19 pandemic, employee grief may be 

compounded by the absence of normal ceremonies and 

rituals to say goodbye and the inability for loved ones to 

provide the same degree of comfort. The need for 

practical and emotional support from employers during 

this time may be greater.  

 A bereavement policy should be appropriately worded to 

not only deal with employee rights and company 

procedure but it should also recognise the need for 

emotional support during periods of grief, demonstrating 

both compassion and sensitivity. 

 In addition to giving consideration to allowing employees 

more than the statutory two weeks leave, employers 

should ensure they are also aware of extra support that 

can be provided. This may include more flexible working 

arrangements or access to counselling services via 

benefits such as Employee Assistance Programmes 

(EAPs).  

 Where support is sought, it should be clear who within the 

company employees should talk to – this may be a line 

manager in the first instance who may then make a 

referral to occupational health professionals or help to 

signpost support services such as Willis Towers Watson’s 

Healthcare Concierge helpline or Cruse Bereavement 

Care. 
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Cruse support volunteers, who provide emotional 

support to those who have been affected by a death, 

will usually meet people face-to-face. However, 

support work during the lockdown is currently 

provided over the phone and the charity has also put 

together a dedicated online resource centre. 

Be aware of mental health considerations 
 Serious mental health issues, such as clinical 

depression or PTSD, can sometimes result from a 

bereavement – and employees’ propensity to suffer 

from such conditions may have increased due to the 

circumstances surrounding the COVID-19 lockdown. 
In some cases, where the effects are long term, 

these conditions may be classified as disabilities 

under the Equality Act 2010. This puts an onus on 

employers to make reasonable adjustments to 

remove workplace barriers for affected employees. 

Failure to do so risks discrimination. 

To find out more information and guidance about the benefits that are available to help support 

employees who are suffering from a bereavement, please contact your Willis Towers Watson consulting 

team who can help you. 




