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1. INTRODUCTION 

This policy applies to all employees of Delta Academies Trust (“Delta” or “the Trust”) 

and does not apply to agency workers or self-employed contractors. 

This policy outlines when the employee may be entitled to paternity leave and 

paternity pay and sets out the arrangements for taking it. 

In some cases, the employee and their spouse or partner may be eligible to opt into 

Shared Parental Leave (“SPL”) which gives them more flexibility to share the leave and 

pay available in the first year. Refer to the Trust’s Shared Parental Leave Policy for 

further details (available on SharePoint). 

Throughout this policy, reference is made to the ‘Manager’. For clarity, this means the 

Principal/Head of Academy in the case of academy based employees or the Line 

Manager in the case of core team employees. If the employee requesting maternity 

leave is the Principal/Head of Academy, they should interpret ‘Manager’ as the 

Executive Principal/ELT Education Lead. 

Throughout the implementation of this policy, provision will be made for employees to 

be accompanied to meetings by either a work colleague or a trade union 

representative. This is considered to support the process in the following ways: 

• English may not be the employee’s first language and a companion may be in a 

position to help facilitate the discussion. 

• It may be necessary under the Equality Act 2010 as part of a reasonable access 

requirement for a disabled employee. 

• It can give the employee confidence. 

• The colleague or trade union representative may have experience of prior 

successful arrangements and knowledge of wider workforce practices; and 

• To help deliver a fair and transparent process. 

 

2. ENTITLEMENT TO PATERNITY LEAVE 

 

Statutory Paternity leave is available on the birth of a child if the employee has been 

continuously employed for at least 26 weeks ending with the fifteenth week before 

the Expected Week of Childbirth and either: 
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• The employee is the biological father and will have some responsibility for the 

child’s upbringing; or 

• The employee is the husband, civil partner or cohabiting partner of the biological 

mother and will have the main responsibility (with the mother) for the child’s 

upbringing 

The Trust exceeds the statutory requirement for continuous service and provides 

paternity leave to employees from the start of their employment and without the need 

for any minimum continuous service. 

Paternity leave is available where a child is placed with the employee for adoption 

by an adoption agency. In such cases, the employee may also be entitled to take 

adoption leave (refer to the Trust’s Adoption Leave Policy, available via SharePoint). 

However, adoption leave may only be taken by one adoptive parent. Paternity leave 

is available to the other adoptive parent (of either gender). 

 

3. PATERNITY LEAVE 

Employees with a child whose expected week of birth, or expected date of 

placement for adoption, is on or after 6 April 2024 are eligible to take up to two weeks 

of paternity leave. This can be taken as either a single period of leave of either one 

week or two weeks, or as two non-consecutive one week blocks (rather than having 

to take just one week in total or two consecutive weeks required under previous 

regulations).  

. The employee can start their paternity leave at any time in the 52 weeks after the 

child’s birth or placement (rather than within 56 days of the date of birth or placement 

required under previous regulations).  

To take paternity leave, the employee must provide 28 days’ written notice of their 

intention to take paternity leave (reduced from the 15 weeks’ notice required under 

previous regulations) before the Expected Week of Childbirth (or no more than seven 

days after the adoption agency has notified the employee of them being matched 

with a child), or as soon as they reasonably can, stating: 

• The Expected Week of Childbirth, 

• Whether they intend to take one week or two weeks’ leave; and 

• When they would like their leave to start 



5 | P a g e  

The employee can change the intended start date by providing 28 days’ notice, or if 

this is not possible, as much notice as they can. 

 

4. TIME OFF FOR ANTENATAL CARE 

The father/partner has the right to paid time off work to attend up to two antenatal 

appointments. Should they wish to attend appointments, they should discuss this with 

their manager and provide evidence of the appointment if requested to do so. Any 

requests to attend additional appointments are at the discretion of the manager. 

 

5. PATERNITY PAY 

5.1. Statutory Paternity Pay (SPP) 
Statutory Paternity Pay (SPP) is payable during paternity leave provided the employee 

has at least 26 weeks’ continuous employment ending with the Qualifying Week (the 

15th week before the Expected Week of Childbirth or the week in which the adoption 

agency notified the employee of a match) and their average earnings are not less 

than the lower earnings limit set by the government each tax year. 

The Trust exceeds the statutory requirement for continuous service and provides 

paternity pay to employees from the start of their employment and without the need 

for any minimum continuous service. 

The rate of SPP is set by the government during each tax year and is paid for up to 

two weeks. 

5.2. Occupational Paternity Pay (OPP) 
The Trust will exceed the statutory payment level for all employees with one years’ 

continuous service at the beginning of the 15th week before the expected week of 

childbirth or the week in which the adoption agency notified the employee of a 

match. In such cases, the Trust will pay Occupational Paternity Pay (OPP), which 

provides up to two weeks full pay for the employee.   
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6. DURING PATERNITY LEAVE 

With the exception of terms relating to pay, the employee’s terms and conditions of 

employment remain in force during paternity leave. 

If the employee receives any non-cash contractual benefits such as a company car, 

laptop, mobile phone, gym membership and health benefits these must continue to 

be provided as normal during their period of leave. 

Holiday entitlement will continue to accrue during paternity leave. If the employee’s 

paternity leave will continue into the next holiday year, any holiday entitlement that 

cannot reasonably be taken before starting their paternity leave can be carried over 

and must be taken within three months of returning to work unless the employee’s 

manager agrees otherwise. The employee must limit any carry over to one week’s 

holiday or less. The employee should discuss their holiday plans with their manager in 

good time before starting their paternity leave. All holiday dates are subject to 

approval by the employee’s manager. 

If the employee is a member of a pension scheme, the Trust shall make employer 

pension contributions during any period of paid paternity leave, based on the 

employee’s normal salary, in accordance with the pension scheme rules. Any 

employee contributions will be based on the amount of paternity pay the employee 

is receiving, unless they inform the Trust that they wish to make up any shortfall. 

 

7. RETURNING TO WORK 

The employee must return to work after paternity leave on the Expected Return Date 

unless they inform the Trust otherwise. If they wish to return to work earlier than the 

Expected Return Date, they must provide written notice of the date as soon as 

possible. The employee may be able to return later than the Expected Return Date if 

they request annual leave or parental leave, which will be granted at the manager’s 

discretion. 

The employee is entitled to return to work in the position they held before starting their 

paternity leave and on the same terms of employment. 

If the employee wants to change their working hours or other working arrangements 

on return from paternity leave, they must make a request in accordance with the 

Trust’s Flexible Working Policy (available on SharePoint). It is helpful if such requests are 

made as early as possible. 
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If the employee decides they do not want to return to work, they should provide 

notice of resignation in accordance with their employment contract. 

 

8. EXCEPTIONAL CIRCUMSTANCES 

8.1. Stillbirth 
Under the law, if the baby is still born before the end of the 24th week of pregnancy it 

is called a miscarriage. If this occurs after the 24th week of pregnancy it is called a 

stillbirth. 

In the event of a stillbirth, an employee who is eligible for paternity leave will still be 

entitled to take this leave. This leave must be completed within 8 weeks of the birth. 

However, if the baby was born early, the leave must be completed within the period 

from the actual date of birth to 8 weeks after the expected week of birth. 

Employees should also refer to the Trust’s Parental Bereavement Leave Policy 

(available on SharePoint) for information on the statutory right to a minimum of two 

weeks’ leave for all employed parents if they lose a child under the age of 18 or suffer 

from a stillbirth from 24 weeks of pregnancy which came into force on 6 April 2020. 

 

9. MONITORING AND REVIEW 

Through monitoring and review, the Trust will ensure that 

• Individual records will be treated as confidential. 

• Consistency of application and adherence to Equality legislation. 

• An Equality Impact Assessment is completed. 

This policy will be reviewed every three years, or when there are changes to relevant 

legislation by the Trust in conjunction with recognised Trade Unions.  

 


