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1. Introduction 
1.1 If you’re expecting a baby (this includes if you are carrying a child you are not genetically 

related to – a surrogate arrangement) this document is designed to let you know what you’re 
entitled to and what you should do to get what you’re entitled to. 
 

2. Maternity leave - general 
2.1 In order to receive statutory maternity leave you must: 

 

 give the correct notice and 

 be classed as an employee 
  
2.2 All employees, regardless of length of service, have a right to: 
 

 26 weeks of ordinary maternity leave (OML) 

 26 weeks additional maternity leave (AML) 

 52 weeks leave in total 
 
AML runs immediately from the end of OML and there must be no gap between the two.  

 
2.3 You do not have to take 52 weeks maternity leave but you must take two weeks maternity 

leave immediately after your baby is born (compulsory maternity leave). 

 

3. Before you begin maternity leave  
3.1 As soon as you find out that you’re pregnant you should inform your manager and the HR 

and Payroll Transactions team on x6629 or email LBC HR Services. 

3.2 You should inform your manager and the HR and Payroll Transactions team in writing, no 

later than the 15th week before your expected date of childbirth of the following: 

 the date on which you intend to begin maternity leave 

 the expected date of childbirth - a certificate of expected childbirth (form MAT B1) will 
be required to support this information 
 

3.3 The maternity plan will be completed at a meeting with a member of the HR and Payroll 

Transactions team.  

 

4. MAT B1 (maternity certificate) 
4.1 Form MAT B1, which is confirmation of the expected date of childbirth, will be given to you by 

your doctor or midwife approximately 20 weeks before your baby is due. This should be 
brought to the HR and Payroll Transactions team when you have your maternity meeting with 
them. 

 
4.2 Failure to provide a MAT B1 form can affect your right to statutory maternity pay and 

maternity leave. 

5. Maternity leave 
5.1 You’ll be able to take a period of maternity leave commencing no sooner than the beginning 

of the 11th week before the expected week of childbirth and extending to no later than 52 
weeks in total.  

 
5.2 You may choose to continue working right up to the expected date of childbirth. 
  

mailto:LBC%20HR%20Services%20%3clbcccshradmin@luton.gov.uk%3e
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5.3 Maternity leave will begin either: 
 

 on your chosen start date 

 the day after the birth if the baby is early 

 automatically the day after any day you fall sick within the four weeks leading 
up to your expected date of childbirth, with a pregnancy related illness 
 

6. Maternity pay 
 If you qualify for maternity leave you may also be entitled to maternity pay. There are two 

forms of pay@ 
 

 statutory maternity pay 

 local government occupational maternity pay 
 

6.1 Statutory maternity pay (SMP) 

 

6.1.1  SMP is paid in two rates, standard or higher. 
 

6.1.2 The amount and length of time you receive the higher rate is dependent on average 
earnings. See section 6.4 for more details.  

 

6.2  Qualifying for SMP  

 

6.2.1 To qualify for SMP you must: 
 

 earn on average at least the lower earnings limit a week  

 give the correct notice  

 provide proof that you are pregnant (MAT B1) 

 have worked for your employer continuously for at least 26 weeks up to the 
qualifying week 

 
6.2.2 If you’ve less than 26 weeks’ continuous service by the end of the qualifying week or if your 

earnings are below the national insurance lower earnings limit, you will not be entitled to 
SMP. 

 
6.2.3 If you do not qualify for SMP the HR and Payroll Transactions team will provide you with 

SMP1 form outlining why you are not eligible. You may be entitled to maternity allowance -  
details of maternity allowance can be found on GOV.UK.  

 

6.3 Qualifying week  

 

6.3.1 The qualifying week is the 15th week before the week in which the baby is due (the expected 
week of childbirth).  

 
6.3.2 The ‘expected week of childbirth’ means the week, starting on a Sunday, during which your 

doctor or midwife expects you to give birth.  
 

6.4 Statutory maternity pay - the details 

 

6.4.1 The standard rate of SMP is reviewed annually – see the latest standard rates on GOV.UK. 
SMP begins at the same time as your maternity leave and runs for a maximum period of 39 
weeks in total. SMP is paid in two rates, standard or higher, dependant on average earnings 
and is as follows: 

https://www.gov.uk/maternity-allowance/eligibility
https://www.gov.uk/maternity-pay-leave/pay
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 first six weeks at 90% of your average weekly earnings (higher rate) 

 further 33 weeks at the standard statutory maternity pay rate  
OR 

 90% of the full earnings for 39 weeks if your earnings are less than the standard 
statutory maternity pay rate 
 

6.4.2 SMP is subject to PAYE (pay as you earn) and NI (national insurance) deductions and is paid 
on the usual salary pay day. 

 
6.4.3 SMP is not payable in the following circumstances: 
 

 in a week in which the person receives statutory sick pay  

 following the death of the person receiving SMP 

 where the person claiming SMP is detained in custody or in prison following 
sentence. 

 
6.4.4 If you have one year of continuous local government service you also qualify for occupational 

maternity pay for: 
 

 12 weeks at 50% of your average weekly earnings 
 

6.5 Occupational maternity pay (OMP) 

 

6.5.1 To be eligible for this payment, you must: 
 

 have at least one year of continuous local government service at the eleventh week 
before the expected week of childbirth 

 return to work with Luton Council after your maternity leave for a qualifying period of 
three months 

 
6.5.2 OMP is payable as long as the eligibility at 6.5.1 is met. Therefore it will still be payable even 

if you do not meet the average earnings criteria to qualify for SMP. 
 
6.5.3 OMP is half of your normal weekly pay and is payable for a period of 12 weeks. However, in 

exceptional circumstances, as an alternative the same sum (six weeks at full pay) may be 
spread over any other mutually agreed distribution. 

 
6.5.4 It should be noted that payment of OMP and SMP cannot exceed your normal weekly wage. 
 
6.5.5 Failure to return to work for the qualifying period of three months with this authority will result 

in you being required to repay the full amount of OMP. HR and Payroll Transactions will 
make the necessary arrangements for this repayment.  

 
6.5.6 If you worked full time before your maternity leave and only return to work part time, you’ll 

need to work a longer qualifying period in order to make up the hours to the equivalent of 
three months’ full time. 

 
6.5.7 If you take a career break or parental leave immediately following the end of your maternity 

leave, the three month qualifying period commences upon your return to work after the 
career break/parental leave. 
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7. Total scheme entitlement 
7.1 For employees with one year of service, regardless of hours of work, the scheme provides 52 

weeks maternity leave with 39 weeks’ pay as follows: 
 

 first six weeks at 90% average earnings (higher rate SMP) with SMP offset 

 then 33 weeks at SMP (standard rate) dependent on entitlement 

 12 weeks occupational maternity pay at half pay (paid during weeks 7 to 18) - see 
section 6.5 for more details 

 
 

7.2 Employees with more than 26 weeks continuous service at the 15th week before the week in 
which the baby is due, regardless of hours of work will have an entitlement to: 

 

 52 weeks maternity leave 

 39 weeks statutory maternity pay (dependent on entitlement) 
 
7.3 Employees with less than 26 weeks continuous service at the 15th week before the week 
in which the baby is due: 
 

 52 weeks maternity leave 
 

8. Antenatal appointments  
8.1 During the time that you’re pregnant and continuing to work, you’re entitled to paid time off in 

order to attend antenatal appointments and parent craft classes. An appointment card may 
be required as proof of an appointment. Please give your manager as much notice as 
possible of your appointments. 

 
8.2 The right to unpaid time off to attend two antenatal appointments exists for the child’s father 

or the expectant mothers spouse or civil partner. The unpaid time off is limited to six and a 
half hours for each appointment. 

 
8.3 See the compassionate and special leave procedure for more details. 
 

9. Annual leave entitlement 
9.1 Whilst you’re on maternity leave you continue to accrue your contractual annual leave 

entitlement. This includes bank holidays. 
 
9.2 In planning your maternity leave you should consider how you will manage your annual 

leave. Should you wish to carry over leave from one leave year to the next this should be 
discussed with your line manager, who may seek advice from the HR and Payroll 
Transactions team prior to the commencement of your maternity leave. 

 
 Before commencing maternity leave, wherever possible, you should ensure that you’ve taken 

the appropriate amount of annual leave. You’re reminded that where possible annual leave 
must be taken in the year in which it is earned.  

 
9.3 Requests will be considered to use outstanding leave entitlement to return to work on a 

flexible basis for an agreed period of time following maternity leave. 
 
9.4 If you resign and do not return to work, and have not taken all of your accrued annual leave, 

you’ll be entitled to a payment in lieu of any accrued leave up to the date of termination. 
 
9.5 If you do not return to work and have taken in excess of your annual leave entitlement you’ll 

be required to repay a sum of money equating to the excess annual leave taken. 

https://lutonbc.sharepoint.com/sites/corporate-information/Shared%20Documents/Compassionate%20and%20special%20leave%20procedure.pdf


7 
 

10. Work during maternity leave / keeping in touch days 
10.1 Work is defined as any work done under the contract of employment and may include 

training or any activity undertaken for the purposes of keeping in touch with the workplace.  
 
Undertaking any paid work whilst on maternity leave, with the exception of keeping in touch 
(KIT) days, can affect your maternity pay and maternity leave. You must consult your 
manager and the HR and Payroll Transactions team prior to undertaking any work during 
your maternity leave period. 

 
10.2 You will be able to undertake ten days work during your maternity leave without bringing your 

maternity leave to an end. You will also not lose any SMP for working up to ten days. Your 
period of maternity leave will not be extended due to the fact that you may have carried out 
some work during this period. 

 
10.3 Any work undertaken will be agreed mutually between you and your manager. Please note 

that you do not have to undertake any such request and you are not able to insist on being 
given any work to do. 

 
10.4 The KIT days may be used consecutively, singularly or in blocks. It is for your manager and 

you to agree how they should be used if you wish to do some work. Any amount of work 
carried out on any one day (even as little as an hour) will count as one KIT day and will be 
reduced from your overall allocation of ten days.  

 
10.5 During a KIT day you’re entitled to receive your normal rate of pay and will be paid for the 

hours that you work. Your manager will contact the HR and Payroll Transactions team to 
advise them of the number of hours you have attended work for, so that payment can be 
made. 
 
You may not exceed a normal days pay when working a KIT day. Any statutory maternity pay 
will be deducted from the amount due.  

 
10.6 Your manager should contact the HR and Payroll Transactions team for advice if they have 

any queries about the arrangements for a KIT day. 
 

11. Returning to work 
11.1 You’ll be expected to return to work on the expiry of the maternity leave period. If you intend 

to return to work at the end of the maternity leave period you are not required to give any 
notice. 

 
11.2 If you wish to return to work before the expiry date of your maternity leave you should write 

to your line manager and send a copy to the HR and Payroll Transactions team, giving 21 
days’ notice of your date of return. The presumption is that you will take all 52 weeks of 
maternity leave unless you notify the council that you intend to return early. 

 
11.3 If you do not give 21 days’ notice, your manager is entitled to postpone your return to work 

for a period of 21 days, although it cannot be postponed to a date later than the end of your 
maternity leave period.  

 
11.4 You may not return to work within two weeks of the date of birth of the child. 
 
11.5 When returning to work from OML (the first 26 weeks) you have the right to resume working 

in the same job. When returning to work after a period of AML (weeks 27 to 52) you’re 
entitled to return to either the same job or, if this is not reasonably practicable from the 
council’s perspective, to another suitable job which is on terms and conditions not less 
favourable.  
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11.6 All terms and conditions in relation to you returning to work from maternity leave must be no 
less favourable than those that would have applied if you had not been absent.  

 
11.7 If you decide not to return to work after maternity leave you should give notice of termination 

of your employment in accordance with your contract of employment. 
 

12. Reduced hours / flexible working 
12.1 You do not have an automatic right to return to work on reduced hours. However, all 

employees have access to the council’s flexible working arrangements. See flexible working 
request guidelines for more information. 

 

13. Career break 
13.1 Subject to certain eligibility criteria you may be able to access the council’s career break 

scheme. You’re able to request a career break that could be added on to the end of your 
period of maternity leave. 

 

14. Parental leave 
14.1 Parental leave is available to all parents of children under 18 years old. Parents include 

people with parental responsibility as defined by section 3 of the Children’s Act 1989. 
 
14.2 You must have one year’s continuous service with the council by the time you wish to take 

the leave in order to qualify.  
 
14.3 Parental leave is a maximum of 18 weeks unpaid leave (in total) for parents for each child.  
 
14.4 Entitlement is a maximum of four weeks unpaid leave per annum. Therefore managers may 

consider a request to extend your maternity leave for a period not exceeding four weeks. 
 
If parental leave is granted following a period of maternity leave, this period will not count 
towards the required return to work period of three months for occupational maternity pay 
purposes. 

 
14.5 Full details of parental leave and urgent family leave can be found in the compassionate and 

special leave procedure.  
 

15. Shared parental leave and shared parental pay 
15.1 Shared parental leave (SPL) enables parents to choose how to share the care of their child 

during the first year of birth. See the councils shared parental leave scheme for more details.  
 

16. Paternity leave and paternity pay 
16.1 Your partner may be eligible for paternity leave and paternity pay. See the paternity scheme 

for more details. 
 

17. Sick pay during pregnancy  
17.1 When you’re pregnant you are not always entitled to statutory sick pay (SSP). 
 
17.2 Your loss of entitlement to SSP lasts for a 39 week period from the dates below. 
 

 The beginning of the week in which you first receive SMP or maternity allowance. 

 If you fall sick within four weeks of the expected week of childbirth for a pregnancy 
related sickness (any sickness due wholly or partly to pregnancy after the fourth week 
will automatically trigger both SML and SMP). It is your responsibility to notify your 
manager as soon as is practicable that you are absent because of pregnancy. 
 

https://lutonbc.sharepoint.com/sites/employee-benefits/Shared%20Documents/Flexi/Flexible-working-request-guidelines.pdf
https://lutonbc.sharepoint.com/sites/employee-benefits/Shared%20Documents/Flexi/Flexible-working-request-guidelines.pdf
https://lutonbc.sharepoint.com/sites/news/Shared%20Documents/Career-break-september-2019.pdf
https://lutonbc.sharepoint.com/sites/news/Shared%20Documents/Career-break-september-2019.pdf
http://www.legislation.gov.uk/ukpga/1989/41/section/3
https://lutonbc.sharepoint.com/sites/corporate-information/Shared%20Documents/Compassionate%20and%20special%20leave%20procedure.pdf
https://lutonbc.sharepoint.com/sites/corporate-information/Shared%20Documents/Compassionate%20and%20special%20leave%20procedure.pdf
https://lutonbc.sharepoint.com/:w:/r/sites/corporate-information/_layouts/15/Doc.aspx?sourcedoc=%7B973836E8-83A1-4935-9D7A-24FF3EA3E3E7%7D&file=Shared%20parental%20leave%20scheme.doc&action=default&mobileredirect=true&DefaultItemOpen=1
https://lutonbc.sharepoint.com/sites/human-resources/Policies/Family-friendly/Paternity-scheme.pdf
https://lutonbc.sharepoint.com/sites/human-resources/Policies/Family-friendly/Paternity-scheme.pdf
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18. Pension contributions during maternity leave 
18.1 If you’re a member of the Local Government Pension Scheme you’re required to continue 

pension contributions for the paid period of your maternity leave. After this period the 
contributions are optional. 
 
Contributions stay at the same level during maternity leave as when you were working ie 
5.5% or 6.5% of what you are receiving in the form of OMP or SMP. 

 
18.2 It’s left to your discretion as to whether or not you wish to pay contributions in respect of the 

remainder of the unpaid period of absence. If you opt to pay contributions these will be based 
upon the very last day of actual maternity pay that you receive regardless of the amount and 
how it is calculated. 
 
If you decide not to make payment, the period of absence beyond the period of paid 
maternity absence will not count towards any future pension benefits. 

 
18.3 A decision to pay contributions must not be made later than thirty days after your return to 

work. You may, however wish to notify the HR and Payroll Transactions team of your 
decision as soon as possible so that arrangements can be made for the payment of 
contributions if this is your decision. 
 
If you wish to receive further information before making your decision, please contact 
hrservices@luton.gov.uk. 
 

19. Lease car benefit during maternity leave  
19.1 When you’re on maternity leave and you have a lease/benefit car you have a range of 

options that you may take. You may: 
 

 return the car and pay any penalty and excess mileage charges 
 
 before you begin maternity leave notify the HR and Payroll Transactions team if you 

intend to return to work 
 
If you do return to work, you’re then entitled to keep the car for the period of your maternity leave 
providing the lease does not expire during this time. If the lease does expire then you must either 
return the car on this date or renew your lease. 
 
19.2 If you originally keep your car and then decide not to return to work you should notify the HR 

and Payroll Transactions team and then you may either: 
 

 purchase the car  
 return the car and pay: 

o the leasing charges 
o excess mileage charge 
o full insurance cover 

 
19.3 If you make contributions to your lease/benefit car and you keep your car during your period 

of maternity leave, you must keep up these contributions whilst on maternity leave. While 
you’re receiving maternity pay your contributions will automatically be deducted from your 
pay. 
 
During the time in which you are receiving no pay you will be required to continue these 
contributions by sending a cheque to the HR and Payroll Transactions team. 
 

mailto:hrservices@luton.gov.uk
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20. Car benefit cash option during maternity leave 
20.1 If you’ve taken the cash option instead of a car you’ll still receive this money but as part of 

your maternity pay. As this cash payment is usually included as part of your normal wage, it 
is simply included when calculating your 12 weeks’ half pay to be paid as OMP and when 
calculating your SMP. 
 

21. Essential car user allowance during maternity leave  
21.1 From the date of commencement of maternity leave, if you receive essential car user 

allowance you’ll continue to receive the lump sum element throughout the period of maternity 
leave. 
 

22. Childcare vouchers  
22.1 The council’s childcare voucher scheme - if you use an Ofsted registered childcare 

provider you’re able to apply for salary sacrifice childcare vouchers which receive tax and NI 
relief to help towards the cost. Conditions apply. 

 
22.2  The council’s scheme is now closed to new entrants. However if you’re already within the 

scheme you can continue as long as you remain an employee and the scheme is in 
operation. 

 
22.3  If you haven’t joined the council’s childcare voucher scheme, you could be eligible for a new 

government scheme. See details on Tax-Free Childcare on GOV.UK here. 
 
22.4 Further information is available by calling the HR and Payroll Transactions team on (54) 

6629.  
 
22.5 Should you become entitled to maternity or paternity leave whilst participating in the council’s 

child care voucher scheme, you’re advised to seek advice from the HR and Payroll 
Transactions team regarding the implications of salary sacrifice on maternity pay 
calculations. 
 
This is because the salary sacrifice element of the scheme will have an impact on the 
calculation for your higher rate SMP (the first six weeks are paid at 90% of your gross 
average earnings – see section 6.4) and OMP. 
 
Your average earnings calculation which is used to assess this payment will be based on 
your salary after salary sacrifice deductions are made and not therefore on your full salary 
prior to those deductions.  

 
22.6 You have a choice between two options. 
 

1. You may claim and/or continue to claim vouchers for the entirety of the pregnancy, 
which would result in a reduced entitlement to statutory maternity/paternity pay, but 
would entitle you to continue to receive childcare vouchers either during paternity 
leave or during both ordinary and additional maternity leave. 

 
2. Cease to claim vouchers for the eight week SMP calculation pay period which is 

between the 17th and 25th week of the pregnancy which would result in an 
entitlement to statutory maternity/paternity pay based on pre salary sacrifice earnings. 
Therefore you’ll have no entitlement to receive childcare vouchers either during 
paternity leave or during both additional or ordinary maternity leave.  

 
22.7 This variation to your terms and conditions of employment may not apply for pay periods in 

which you do not purchase childcare vouchers. However, should your pay fall below the level 

https://www.gov.uk/get-tax-free-childcare
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required to pay national insurance contributions, this may affect your entitlement to benefits, 
either within the current tax year or over a number of tax years and/or period of time. It’s your 
responsibility to investigate the impact to yourself of taking childcare vouchers. 

 
22.8 If you take childcare vouchers during your maternity leave where you are not in receipt of any 

pay, should you not return to work for the qualifying period, you’ll be required to repay the 
cost of the vouchers you have received during the nil pay period. 
 

22.9  You can choose to take a break from getting childcare vouchers and start again as long as 
the following apply: 

 

 you re-start within 52 weeks of the date they stopped 

 you’re still employed with us 

 you want to keep using our childcare scheme and not the government scheme 
Tax-Free Childcare 
 

22.10  If you start using the government scheme, Tax-Free Childcare, you must stop using the 
council’s childcare voucher scheme. You cannot be in both schemes. 

 

23. Health and safety for new, expectant and breastfeeding mothers – risk 
assessments 

23.1 In accordance with the management of Health and Safety at Work regulations, a ‘protection 

of pregnant women’ checklist needs to take place of any employee's job, upon notification by 

her to her manager that she is pregnant. It is the line manager’s responsibility to undertake 

the assessment.  

23.2 The aim of the regulations are to ensure that the health and safety of employees matching 

the criteria below is not put at risk: 

 anyone who is pregnant 

 anyone who has recently given birth 

 anyone that is breastfeeding 

This requires both the provision of rest facilities for pregnant and breastfeeding mothers, and 

the assessment of risks in the workplace where particular attention is given to risks that could 

affect the health or safety of new or expectant mothers or their babies. 

23.3 Where unavoidable risks are identified, firstly the employee's working conditions will be 

looked at to see if they can be altered. If this is not practicable then the possibility of suitable 

alternative work will be explored. As a last resort paid leave will be given in accordance with 

legislation. 

23.4  An employee should inform their line manager prior to their return to work from maternity 

leave if they are breastfeeding so that provisions can be put in place for their return. Due 

care should be given to the sensitivity an employee may feel when discussing these matters. 

23.5  The Health and Safety Executive (HSE) recommends that it’s good practice for employers to 

provide a private, healthy and safe environment for breastfeeding mothers to express and 

store milk. The toilets are not suitable to use for this purpose. 

 

Managers should consider allowing lactation breaks (about two 30-minute breaks during an 

eight hour shift) for expression of breastmilk for at least one year after childbirth, and to adopt 

a flexible approach thereafter. 
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24. Employee car parking 
24.1 Should there be mobility issues due to your pregnancy Occupational Health may support the 

temporary provision of car parking closer to your workplace. Please note that parking is 
limited and this provision will be allocated based on need.  

25. Back to back maternity leave  
25.1 If whilst on maternity leave you notify the council via your manager that you are pregnant and 

wish to take a second period of maternity leave the manager must contact the HR and 
Payroll Transactions team who will first need to establish with you: 

 

 will you be returning to work between the periods of maternity leave? 

 did you opt to take OMP during the first period of maternity leave? 

 do you wish to take OMP for the second period of maternity leave? 

 what is the expected date of birth for the second baby? 

 what is the SMP calculation period for the second period of maternity leave? 
 

SMP qualifying period for back to back maternity leave 

25.2 When you first inform the council of the situation your manager should ask what your 
expected due date is. At this stage the council can only go by your anticipated due date as it 
may be too early for a MAT B1 certificate to have been issued to you.  

 
25.3 From your expected due date, the council will work out when the SMP calculation period 

falls. 
 
25.4 If you are not receiving any pay during this period, or your pay is less than the lower earnings 

limit for NI contributions, then you will not qualify for SMP for the second period of maternity 
leave. Consult with the HR and Payroll Transactions team for advice on this. 

 
25.5  If you do not qualify for SMP your manager should explore with you and the HR and Payroll 

Transactions team if you are able to: 
 

 end your first period of maternity leave and instead take any annual leave you have 
owing to you 

 start your second period of maternity leave following your annual leave 
 
The first period of maternity leave would have to end the day before the qualifying period for 
the second period of maternity leave. For example, should the second SMP qualifying period 
begin on 24 April, the first period of maternity leave would have to end on 23 April. 

 

OMP qualifying period for back to back maternity leave 

25.5 OMP is paid subject to you returning to work at the end of the second period of maternity 
leave. To receive OMP for the second period of maternity leave, you’re required to indicate 
whether or not you intend to return to work. 

 
25.6 If you’re able to confirm your intention then the second OMP payment would be paid. 

 
25.7 If you’re unable to indicate your intention to return to work at that point, then you would 

receive the second parent as a lump sum payment, on your return to work – subject to 
completing the necessary three months. 

 

Returning to work after back to back maternity leave 

25.8 If you’ve received OMP for your first pregnancy, second pregnancy or both, you’re required 
to work a qualifying period on your return or you will be required to refund all OMP payments 
received. 
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25.9 You will be required to work three months (based on your working pattern before maternity 
leave) for each period of maternity leave and OMP received. These periods cannot be 
worked simultaneously. 
 
You’d therefore be required to complete one three month period before starting the next 
three month period, therefore working for six months in order that OMP does not have to be 
repaid.  

 

26. Premature birth 
26.1 When a baby is born prematurely consideration will be given to any action required. Each 

case will be examined individually on its merits. 
 

27. Death of a baby and stillbirths 
27.1 If a baby dies or is still-born after 24 weeks of pregnancy then the scheme still applies. 

Where death occurs before 24 weeks (miscarriage) sympathetic consideration will be given 
to the circumstances and special leave or sick leave may be granted. Each case will be 
examined on its merits. 

 
27.2 The compassionate and special leave procedure can be found on the intranet or a copy can 

be obtained from your line manager. 
 

28. Useful contact details 

 
HR and Payroll Transactions team 
Ground Floor, Apex House 
30-34 Upper George Street 
Luton, LU1 2RD 
 
Tel:   01582 (54) 6629 
Email:  LBC HR Services (internal email address) 

hrservices@luton.gov.uk (external email address) 
 

https://lutonbc.sharepoint.com/sites/corporate-information/Shared%20Documents/Compassionate%20and%20special%20leave%20procedure.pdf
mailto:lbcccshradmin@luton.gov.uk
mailto:hrservices@luton.gov.uk

