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Policy statement  

Pregnancy loss is more common than many people realise and can have a significant emotional and 

physical impact. For those affected, it can be deeply distressing, and the effects may be felt 

immediately or over time. 

At Kindred, we are committed to supporting employees affected by miscarriage or pregnancy loss 

with compassion, flexibility and respect. By setting out clear guidance, this policy aims to ensure 

employees feel supported and managers feel confident responding appropriately. 

This policy sets out clear guidance to ensure employees feel supported and managers feel confident 

responding appropriately. It is informed by guidance from the Miscarriage Association and sits 

alongside our Path to Parenthood Policy. 

 

Part A: Support for employees  

1. Who this policy applies to 

This policy applies to: 

1. Employees who experience pregnancy loss before 24 weeks (for ease, we have used the 

terms ‘miscarriage’ and ‘pregnancy loss’ to refer to all these types of loss in this document, 

including miscarriage, ectopic pregnancy or molar pregnancy) 

2. Employees whose partner experiences pregnancy loss (including same-sex partners and 

surrogacy arrangements) 

Where pregnancy loss occurs at or after 24 weeks, statutory maternity and parental bereavement 

provisions apply and are outlined in the Path to Parenthood Policy. 

 

2. Leave entitlement 

Outside of Northern Ireland, there is currently no statutory entitlement to miscarriage leave in the UK. 

In recognition of the impact of pregnancy loss, Kindred offers paid compassionate leave for those 

affected.   

Employees do not need to take any, or all, of this leave if they would prefer not to. Miscarriage is 

deeply personal and too often invisible in the workplace. This policy is designed to change that and 

make clear what leave options are, if wanted and/or required.  

• You may take up to 10 working days’ paid leave as a guideline 

• Leave can be taken as one continuous period or two separate weeks, within 12 weeks of the 

loss. 

• No intrusive evidence requirements – employees are able to self-declare the loss. 

• Employees may more time than this guideline, through annual leave, sick leave or unpaid 

leave. This can be discussed and agreed on a case-by-case basis. For partners who require 



 

time off work following the loss, compassionate or special leave will be considered in line with 

this policy. 

• Paid time off will be provided for follow-up medical appointments related to pregnancy loss 

and recovery. 

 

3. How this works in practice 

We understand that formal processes can feel overwhelming at this time. 

Employees can notify their line manager or a member of the Senior Management Team (BD level or 

above) – whichever feels easiest.  Leave will be agreed quickly and informally, with practical 

arrangements handled later. Employees choose how much (or how little) they want to share with 

colleagues, and all disclosures will be treated with sensitivity and confidentiality. 

Our approach is simple: tell us, we’re here for you. 

 

4. Return to work 

 

a. Phased return options  

When you feel ready to return to work, contact your line manager or a member of the Senior 

Management Team, who will offer you a check in to discuss any specific needs.  

In addition to compassionate leave, employees returning to work following pregnancy loss may 

request a phased return for up to 2 weeks. There is no expectation that employees will be “back to 

normal” on return. 

A phased return may include: 

• Reduced workload or adjusted deadlines 

• Temporary reduction in meetings 

• Shared responsibility on high-intensity deliverables (for example pitches, major presentations 

or launches) 

• Protected focus time 

• Flexible start and finish times where appropriate 

Managers are encouraged to proactively discuss workload adjustments prior to the employee’s return 

and agree clear priorities for the initial period back. 

b. Wellbeing check ins  

Recovery isn’t linear, and you may experience fluctuating energy levels, difficulty concentrating and 

delayed grief responses. These are all normal.  

Following your return, your manager should schedule a wellbeing and workload check in should the 

employee confirm that they would appreciate this additional support:  

• Approximately two weeks after return 

• Again at four to six weeks post-return 

These conversations will focus on capacity, prioritisation and support, rather than performance 

evaluation. You’re encouraged to communicate openly about capacity where you feel comfortable, 

and managers will approach such conversations with flexibility, sensitivity and discretion. 

c. Support for employees with existing caring responsibilities 



 

We acknowledge that some employees may also be managing childcare or other caring 

responsibilities while recovering from pregnancy loss. 

Managers should consider additional flexibility where appropriate, recognising that recovery time 

outside working hours may be limited. 

 

5. Confidential support services 

Employees may access confidential support through the Employee Assistance Programme (EAP). 

EAP is via Digicare+ Workplace, provided by Aviva. This is an app designed to give you access to 

guidance and care for physical and mental health problems. Services include Mental Health 

Consultation, offering access to a qualified therapist. All Kindred employees can use Digicare+ 

Workplace and it’s completely free (you don’t need to be signed up for Private Medical Insurance). 

You should have been given access to the app on joining Kindred but, if not, please contact Ross 

Garavand. 

You may also find it helpful to seek support from external organisations, such as the Miscarriage 

Association and Tommy’s.   

If you experience mental health difficulties after returning to work, your line manager can work with 

you to create a Mental Health Action Plan to help identify support, adjustments and coping strategies. 

 

Part B: Guidance and expectations for managers  

This section sets out how managers are expected to support employees and apply this policy.  

Managers play a key role in ensuring this policy is applied consistently and compassionately. 

Pregnancy loss is deeply personal and how we show up for employees matters. Conversations should 

be led by the individual and handled with care.  

 

1. Supporting an employee experiencing a pregnancy loss 

Managers should: 

• Thank the employee for telling you 

• Acknowledge the loss with empathy (for example: “I’m really sorry this has happened”) 

• Reassure them that paid leave and support are available 

• Ask what they need right now, rather than what they plan to do next 

• Offer to handle practical arrangements on their behalf 

• Be aware that there may be periods of time beyond the initial period that bring the 

experience of loss to the fore again (e.g. due date/other milestones)  

• Be up to speed on Kindred’s flexible working provision (refer to Flexible Working Policy) that 

can help provide additional flexibility after the initial period of loss.  

Managers should not: 

• Ask for medical details 

• Request evidence of loss, employees can self-declare  

• Minimise the loss (avoid phrases beginning with “At least…”) 

• Make assumptions about how the employee feels 

• Share information without consent 

https://www.miscarriageassociation.org.uk/miscarriage-and-the-workplace/employees-information-and-support/
https://www.miscarriageassociation.org.uk/miscarriage-and-the-workplace/employees-information-and-support/
https://www.tommys.org/baby-loss-support


 

 

Managers may find the following questions helpful: 

• How are you feeling right now? 

• What would help you most at the moment? 

• What, if anything, would you like your colleagues to know? 

• How would you like us to keep in touch while you’re away? 

If you are unsure how to support an employee, speak to a member of the Senior Management Team. 

 

2. If a loss occurs at work  

A pregnancy loss may happen at work, and managers may not be aware that an employee is 

pregnant, as employees are not required to disclose a pregnancy until later in pregnancy. 

If an employee believes they may be experiencing a pregnancy loss: 

• Ensure they have immediate access to a bathroom or private space 

• Ask how you can help, and with their consent contact a trusted person 

• If symptoms are severe or there is concern for their immediate health, call an ambulance 

• Consider carefully how to explain any sudden absence, respecting the employee’s privacy 

• Ask what, if anything, they would like shared with the team 

Confidentiality must always be upheld. 

 

3. Ongoing support and follow-up 

When an employee feels ready to return to work, offer them a meeting to discuss any specific needs 

they may have to help facilitate this. Involve a member of the Senior Management Team in this 

process.  

This support should include a plan to help the employee phase back into work – for instance, 

providing them with an update on accounts and what clients have been told. 

Support does not end when an employee returns to work. Should the employee confirm that they 

would appreciate additional support, managers should schedule a wellbeing and workload check-in: 

• Approximately two weeks after return 

• Again at four to six weeks post-return 

These conversations should focus on capacity, prioritisation and support, rather than performance 

evaluation. 

Beyond periods of leave and any phased return to work, Kindred’s always-on Flexible Working Policy 

is designed to provide ongoing flex to support work-life balance.  

 

4. Further advice and guidance  

You may find the following information from the Miscarriage Association helpful: 

Miscarriage and the workplace: https://www.miscarriageassociation.org.uk/information/miscarriage-

and-the-workplace/ 

https://www.miscarriageassociation.org.uk/information/miscarriage-and-the-workplace/
https://www.miscarriageassociation.org.uk/information/miscarriage-and-the-workplace/


 

Employers and managers information and support: 

https://www.miscarriageassociation.org.uk/miscarriage-and-the-workplace/employers-and-managers-

information-and-support/  

Colleagues information and support https://www.miscarriageassociation.org.uk/miscarriage-and-the-

workplace/colleagues-information-and-support/ 

Talking about miscarriage in the workplace (a guide for employers and managers): 

https://www.miscarriageassociation.org.uk/miscarriage-and-the-workplace/employers-and-managers-

information-and-support/talking-about-miscarriage-in-the-workplace-a-guide-for-employers-and-

managers/  

 

5. Responsibilities of the full Kindred team  

All line managers and employees of Kindred must read in full and comply with this policy. 

 

6. Review  

The effectiveness of this policy and associated arrangements will be reviewed annually under the 
direct supervision of Joint Managing Directors Sinéad Gray and Sharon Bange.  

This policy is non-contractual and does not form part of any employee’s contract of employment. 

Kindred reserves the right to amend, vary or withdraw this policy at its discretion.  

 

Signed: 

 

 

Sinéad Gray 
Joint Managing Directors 

 Sharon Bange 
Joint Managing Directors 

 

Date: April 2026 

Policy review date: April 2027 
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