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QUESTIONS

To ask a question, either before or during the telephone seminar,
 please visit:-

www.sharedparentalleave.info/question

We cannot guarantee to answer all questions
but will answer as many as possible during

the 90 minute telephone seminar
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WOULD YOU LIKE TO TEACH YOUR CLIENTS 
ABOUT SHARED PARENTAL LEAVE?

We can help you set up your own telephone seminar (including 
managing the telephone conferencing technology). 

You will chair a live telephone seminar, interviewing Daniel 
Barnett with a series of pre-scripted questions and discussion 

items, for your clients to dial into and learn from.

www.sharedparentalleave.info/myseminar
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INTRODUCTION

The purpose of the Shared Parental Leave Regulations 2014 is to enable eligible 

parents to choose how to share the care of their child during the first year of 

birth or adoption

 

It is introduced by the Children and Families Act 2014, inserting new ss75E to 

75K into the Employment Rights Act 1996.

Shared parental leave is optional.

 ⇢ the way it works is that mother opts out of maternity leave / SMP 

system and opts into Shared Parental Leave (‘SPL’) / Shared 

Parental Pay (‘ShPP’) system, enabling whatever time and pay 

is left under maternity leave / SMP to be shared amongst the two 

parents

 ⇢ if the mother does not opt out, then she stays within the normal 

maternity leave / SMP rules

SPL can be taken consecutively or concurrently between parents, provided they 

do not take more than the total SPL available to them.

EXAMPLE: Mother goes on maternity leave six weeks before her baby is 

due. Six weeks after the birth, she gives eight weeks’ notice to curtail her 

maternity leave and notice of taking shared parental leave. She will have 

taken 20 weeks maternity leave in total, leaving 32 weeks of shared parental 

leave. This 32 weeks can be shared between the mother and her partner as 

they wish, for example the partner taking 20 weeks followed by the mother 

taking the final 12 weeks, or by both parents taking 16 weeks concurrently.

This workbook will focus on the rules relating to maternity and childbirth, rather 

than the rules relating to adoption (which broadly mirror the maternity and 

childbirth rules).
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ENTITLEMENT

If the Expected Week of Childbirth (‘EWC’) begins on or after 5 April 2015 

(or the child placed for adoption on or after 5 April)

 

TOP TIP: The EWC is the week, beginning with midnight between Saturday/

Sunday, in which it is expected the child will be born

The Shared Parental Leave must be taken between the date of baby’s birth 

and first birthday (or within 1 year of adoption)

The mother can share leave with her partner if they’re both eligible for SPL, 

and she ends her maternity/adoption leave early.

NOTE: if mother, but not partner, is eligible, then mother can book her leave 

in separate blocks, but partner cannot share it.

 

The mother has 52 weeks’ entitlement - but in reality it can be no more than 50 

weeks because she must take 2 weeks’ compulsory maternity leave (4 weeks if 

she works in a factory).

Similarly, there are up to 39 weeks Statutory Shared Parental Pay (but in reality 

37 weeks, as 2 weeks will be paid during compulsory maternity leave)



10

SHARED PARENTAL LEAVE

(C) 2015 EMPLOYMENT LAW SERVICES LTD

Your Entitlement

1. You must share care of the child with either:

 ⇢ your husband, wife, civil partner or joint adopter;

 ⇢ the child’s other parent; or

 ⇢ your partner (if they live with you and the child)

2. You or your partner must be eligible for maternity leave/pay, maternity 

allowance, or adoption leave/pay

3. You must also:

 ⇢ have been employed continuously for at least 26 weeks by the 

end of the 15th week before the EWC (reg 35);

 ⇢ be employed by the same employer while you take SPL; and

 ⇢ have main responsibility for the care of the child (apart from any 

responsibility of the partner)
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Your partner’s eligibility

Reg 36:- Your partner must satisfy the ‘employment and earnings test’, i.e. 

during the 66 weeks before the baby is due your partner must:

 ⇢ have been working for at least 26 weeks (they don’t need to be 

in a row); and

 ⇢ have earned at least £30 a week on average, taking the highest 

earning 13 of the last 66 weeks

and, at date of birth/adoption, must have the main responsibility for the care 

of the child (apart from mother)

They can be employed, self-employed or an agency worker.

EXAMPLE: this means that if the mother is employed, and the partner has 

been employed but recently lost his job (thus not eligible himself for SPL 

because not employed), then the mother can still access the more flexible 

SPL scheme if Partner meets the above criteria (26/66 weeks working and 

13/66 weeks paid average of £30pw)
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Statutory Shared Parental Pay

You will qualify for ShPP if one of the following applies:

 ⇢ you qualify for Statutory Maternity Pay or Statutory Adoption 

Pay; or,

 ⇢ you qualify for Statutory Paternity Pay and have a partner who 

qualifies for Statutory Maternity Pay or Maternity Allowance or 

Statutory Adoption Pay



13

SHARED PARENTAL LEAVE

(C) 2015 EMPLOYMENT LAW SERVICES LTD

Curtailing Maternity Entitlement

The mother must give ‘binding notice’ (a decision that cannot normally be 

changed) of the date she plans to end maternity/adoption leave. Alternatively, 

she must have actually returned from maternity/adoption leave, or ended 

maternity pay/allowance.

TOP TIP: a mother does not need to serve notice to end her maternity leave 

if has already returned to work – she automatically becomes entitled to SPL. 

But she still needs to serve 8 weeks’ booking notice.

To convert maternity leave to shared parental leave, the mother must give her 

employer:

 ⇢ a leave curtailment notice (or she can return to work early); and,

 ⇢ one of the following:-

•	 a notice of entitlement and intention to take SPL; or,

•	 a declaration of consent and entitlement, being a written 

declaration by the mother that partner has given a notice 

of intention to take SPL and the mother has provided the 

appropriate declaration to partner’s employer

the MUST be given at the same time - reg 5(2) of The Maternity and Adoption 

Leave (Curtailment of Statutory Rights to Leave) Regulations 2014. 
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THE FORMAL NOTICES

Leave Curtailment Notice

A leave curtailment notice must:

 ⇢ be in writing

 ⇢ state the date on which the mother wants either her ordinary 

or additional statutory maternity leave period to end (the leave 

curtailment date), which must be: 

•	 at least one day after the end of the compulsory 

maternity leave period; 

•	 at least eight weeks after the date on which M gave the 

leave curtailment notice to her employer; and

•	 where M is curtailing her additional maternity leave 

period, at least one week before the last day of M’s 

additional maternity leave period.

(regulation 6(1) and (2) of The Maternity and Adoption Leave (Curtailment of 

Statutory Rights to Leave) Regulations 2014)
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Revoking Leave Curtailment Notice

The mother (or adopter) can revoke their notice to end maternity leave (or SMP, 

maternity allowance or adoption leave) if:-

 ⇢ it is before the planned end date and the mother hasn’t returned 

to work; 

 ⇢ the revocation notice is in writing and expressly states the mother 

revokes her leave curtailment notice; and,

 ⇢ either:-

•	 in fact, neither the mother nor her partner are eligible for 

shared parental leave or statutory shared parental pay 

– in which revocation must take place within 8 weeks of 

serving the curtailment notice 

•	 the partner dies, in which case revocation must take 

place within a reasonable time of the partner’s death and 

state the date of death; or, 

•	 if the mother gave notice of curtailment before the 

baby was born and then changes her mind, in which 

revocation must take place within 6 weeks of the birth. 

NB In this case, and this case only, the mother is allowed 

to change her mind again later and serve another leave 

curtailment notice.

(regulation 8 of The Maternity and Adoption Leave (Curtailment of Statutory 

Rights to Leave) Regulations 2014)



16

SHARED PARENTAL LEAVE

(C) 2015 EMPLOYMENT LAW SERVICES LTD

Notice of Entitlement and Intention  
to Take Shared Parental Leave

This is covered in regulations 8 and 9 of The Shared Parental Leave Regulations 

2014.

In essence, three notices are required:-

1. The mother and the partner must each give their employers written notice of 

entitlement to SPL and ShPP. The notice must contain:-

 ⇢ their, and their partner’s, name

 ⇢ the start and end dates for the mother’s maternity leave / pay

 ⇢ the total amount of shared parental leave, and statutory shared 

parental pay, available, and how much they and their partner 

intend to take (so no parent can take SPL unless they have agreed 

between them how the remaining leave is to be divided, and 

signed a document to that effect - see below)

 ⇢ the expected week of confinement (or adoption) or date of birth 

 ⇢ confirmation that they are sharing childcare responsibility with 

their partner; and,

 ⇢ a non-binding indication of when the employee expects to take 

the leave (and claim the ShPP) (NB it will not be treated as the 

formal notification of leave unless otherwise indicated in notice - 

reg 8(6))
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2. The employee must also provide a signed declaration, stating that:-

 ⇢ s/he satisfies the qualifying requirements for SPL and ShPP

 ⇢ the information s/he has given in the notice of entitlement is 

accurate; and

 ⇢ s/he will immediately inform his/her employer if they cease to 

care for the child (or where the employee is the partner, if the 

mother tells the partner she has ceased to care for the child)

 ⇢ if the employee is the partner, that he is the father of the child, or 

the person who is married to (or partner, or civil partner of) the 

mother.

3. The employee’s partner must also provide a signed declaration stating:- 

 ⇢ their name, address and NI number (or declaration they do not 

have a NI number)

 ⇢ that they are the mother/adopter of the child, or the partner of 

child, or the spouse/civil partner of the mother

 ⇢ that they satisfy the qualifying requirements for SPL and ShPP 

(=employment and earnings test, and have main responsibility for 

the child along with the employee)

 ⇢ that they consent to the organisation processing the information 

contained in the declaration form

 ⇢ that they consent to the amount of SPL that the employee intends 

to take

 ⇢ (where the partner is the mother) that the mother has curtailed her 

maternity leave/pay or returned to work

 ⇢ (where the partner is the mother) that the mother will immediately 

inform the partner if she ceases to qualify for SPL
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TOP TIP: Giving the above notices gives the employee an entitlement to 

shared parental leave – but it doesn’t trigger a right to take any particular 

dates as shared parental leave. The employee must also serve a Period of 

Leave Notice (see below) in order to fix the dates. Normally, an employee will 

do all these at the same time. But, technically, they can be done separately.



19

SHARED PARENTAL LEAVE

(C) 2015 EMPLOYMENT LAW SERVICES LTD

What if the employer wants to check  

the employee’s entitlement to SPL?

This is covered in regulation 10 of The Shared Parental Leave Regulations 2014.

The employer has 14 days (beginning with the day when the above notices are 

received) to ask for a copy of child’s birth certificate (or documentary evidence 

of adoption), and/or the name and address of the partner’s employer (or a 

declaration that the partner is not employed). 

The employee must supply the information within 14 days of being asked, or 

they lose the right to take shared parental leave.

TOP TIP: There is no obligation on the employer to do this, and there’s not 

generally going to be any point unless the employer suspects fraud.

Varying Notice of Entitlement

This is covered in regulation 11 of The Shared Parental Leave Regulations 2014.

When giving the Notice of Entitlement and Intention to take Shared Parental 

Leave, both the mother and the partner must state how much leave they intend 

to take (so no parent can take SPL unless they have agreed between them how 

the SPL is to be divided, and signed a document to that effect)

But they can change their mind. They just have to serve (yet another) notice if 

they do. The notice must include:-

 ⇢ a non-binding indication of when they intend to take the leave 

(including the start and end dates)

 ⇢ where they have already served a period of leave notice, details 

of that booked leave
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 ⇢ details of any statutory shared parental pay already received; 

and

 ⇢ a declaration by both mother and partner that they agree the 

variation.

TOP TIP: There is no limit on the number of notices to vary the SPL 

entitlement that can be given (reg 11(6)). But note this is not the same as 

varying a period of booked shared parental leave when a Period of Leave 

Notice has been served

CAUTION: Regulation 11 does not say, in terms, that this Notice has to be 

signed by the parents. But the use of the word ‘declaration’ suggests that it 

might. It’s sensible, if you are the parent seeking to vary an notice of intention 

to take shared parental leave, to make sure both parents sign the declaration 

saying they agree to the variation.

Period of Leave Notice

This is covered in regulations 12 to 19 of The Shared Parental Leave Regulations 

2014.

An employee must give 8 weeks’ notice of any shared parental leave s/he wishes 

to take (the period can be shorter if the child is born more than 8 weeks early). 

The notice must specify the start and end date of the proposed period of leave.

The notice may contain a request for more than one period of leave, and the 

request can be for continuous or discontinuous leave (see below).

NOTE: if the period of leave notice is given before the child is born, it can 

specify the start and end date in relation to the (as yet unknown) birthdate 

(for example, ‘I wish to begin shared parental leave 14 days after my baby’s 

birth and end it 70 days after the birth’).
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The blocks must be in complete weeks, and may begin on any day of the week 

(so if a week of shared parental leave starts on a Wednesday, it will finish on 

a Tuesday).

The employee can book a maximum of three separate blocks of leave (regulation 

16), but must give the employer at least eight weeks’ notice before each block.

TOP TIP: the employer and employee can agree to more than three separate 

blocks of leave (and the employee will remain entitled to ShPP if they do). 

However, without the employer’s consent, the employee can only have three 

separate blocks of shared parental leave.

What if the Child is Born early?

If the child is born fewer than eight weeks early, the parent should already 

have given their 8 weeks’ notice to take SPL (assuming they wanted it to start at 

or soon after birth). They can bring the start date forward by serving another 

notice as soon as practicable after birth, provided it is to start the same amount 

of time after the birth as previously intended.

NOTE: this will not normally count as another of the three requests. But if 

the parent wants to change the start date in terms of number of days after 

the birth (eg s/he now wants to take SPL immediately after birth, when s/he 

previously asked to start a fortnight after birth) then the notice of variation will 

count as another of the three requests.

If the child is born more than eight weeks early, then the ‘8 weeks’ notice’ rule 

will not apply (note: this is for both the Period of Leave Notice and the Notice 

of Entitlement and Intention to take Shared Parental Leave). However, they have 

to give the relevant notices as soon as practicable after the birth,
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What if the Parent Changes his/her Mind?

An employee can cancel or vary an agreed period of SPL, provided they notify 

the employer at least 8 weeks before in writing. The notice to vary has to set 

out what leave they currently have booked, and give notice of the new period 

of leave sought.

BUT the sting in the tail (regulation 16) is that this will count as a new notification, 

reducing the employee’s right to book periods of leave by one, unless:-

 ⇢ the dates are varied because of the child being born earlier or 

later than the expected week of childbirth set out in the original 

notice of entitlement; or,

 ⇢ the parties have agreed a change after a request for 

discontinuous leave

in which case the variation will not count as a new notification

Continuous versus discontinuous leave

Continuous leave is where the employee simply wants to be on leave between two 

dates (the start date and end date), as will be the case in the majority of requests.

If the request is for continuous leave, the employer must grant it (provided all the 

proper notices have been given) – regulation 13.

EXAMPLE: if the employee requests one of his/her three blocks of leave as 

being 4th May 2015 to 3rd June 2015, this is a period of continuous leave. It 

counts as one of the three requests, and the employer must grant it.

Discontinuous leave is a set number of weeks of leave over a period of time, 

with breaks between the leave where the employee returns to work. It only 

counts as one of the employee’s three blocks of leave.
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EXAMPLE: if the employee requests one of his/her three blocks of leave as 

being 4th May 2015 to 3rd August 2015, but says s/he wants to split it up so 

s/he is off work between 4th – 24th May, returns to work from 25th May – 14th 

June, and then back on leave between 15th June and 3rd August, this is a 

period of discontinuous leave which the employer is not obliged to agree to. 

However, if the employer does agree, it only counts as one of the three blocks 

of shared parental leave.

If the notice is for discontinuous leave, the employer is not obliged to agree. 

The employer’s obligation is, within two week of receiving the notice, to either:-

 ⇢ agree to split the period of leave (the shorter blocks must be at 

least one week each);

 ⇢ refuse to split the period of leave; or,

 ⇢ propose an alternative.

If the employee and employer can agree discontinuous leave within the two 

weeks after the request is made, then the notice will be binding. But if there is no 

agreement (either because the employer has refused, not replied, or proposed an 

alternative which the employee does not accept), the employee has two choices:-

 

 ⇢ s/he can can withdraw the request for discontinuous leave within 

15 days of requesting it, in which case the request doesn’t count 

as one of the three notifications; or,

 ⇢ s/he can take the leave in a single continuous block. The single 

continuous block will start on either:-

•	 the originally proposed ‘start’ date; or,

•	 if, within 19 days of the original request, the employee 

nominates a different start date which is at least 8 weeks 

from the start date in the original notice, on that new date.
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TERMS AND CONDITIONS, 
AND RETURN TO WORK

Terms and Conditions  
during Shared Parental Leave

This is covered in regulation 38 of The Shared Parental Leave Regulations 2014.

During shared parental leave, the employee’s contract continues. S/he remains 

entitled to continue to receive all benefits EXCEPT wages or salary. Pension 

contributions will continue to be paid by when shared statutory parental pay 

is being paid, but not when the employee is on unpaid shared parental leave.

TOP TIP: This means the employee continues to receive other benefits such as 

use of car, laptop, phone or gym membership. It also means that contractual 

annual leave entitlement continues to accrue.

SPLIT (Shared Parental Leave In Touch) days

This is covered in regulation 37 of The Shared Parental Leave Regulations 2014.

Both mother and partner can book up to 20 SPLIT days during their shared 

parental leave. 

SPLIT days are optional - both employee and employer must agree. They are 

there so the employee doesn’t lose entitlement to statutory shared parental pay 

if s/he goes back to work for a day, and so returning to work for a day doesn’t 

bring the period of shared parental leave to an end. It also allows the employee 

to do attend occasional training courses without adverse ramifications for his/

her pay or SPL.
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TOP TIP: The 20 SPLIT days are in addition to the 10 keeping in touch 

days under the maternity leave rules – meaning a woman can have up to 30 

‘keeping in touch’ days in total.
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Statutory Shared Parental Pay

In theory, up to 39 weeks statutory shared parental leave is available. But in 

reality, the true figure is 37 weeks, since the mother must take at least two weeks’ 

compulsory maternity leave (and be paid SMP during that period).

The statutory rate for ShPP is the same as SMP, ie £139.58. However, there is 

a difference between payment of SMP and ShPP:-

NOTE: there is a slight difference in payments during the first six weeks of 

leave. The first six weeks of SMP are paid at 90% of average weekly earnings 

or £139.58, whichever is higher. But the first six weeks of ShPP are paid at 

90% of average weekly earnings, or £139.58, whichever is lower

There are complex notice requirements which must be complied with in order to 

claim statutory shared parental pay. They broadly mirror the notice requirements 

in the Notice of Entitlement and Intention to Take Shared Parental Leave notice. 

They are set out at regulations 6 and 7 of The Statutory Shared Parental Pay 

(General) Regulations 2014.

Right to Return to Work

The employee is expected to return to work on the day that their period of 

shared parental leave ends.

If s/he wants to return to work early, s/he can serve another (of the three) notices to 

vary the leave – and must give at least 8 weeks’ notice of return date

  

NOTE: if the employee doesn’t give 8 weeks notice, or has already used all 

3 notifications, the employer can still agree agree - but cannot be forced - to 

allow an early return.

The employee is entitled to return to same job they held before commencing shared 

parental leave (on the same terms and conditions as if they had not been absent).
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However:-

 ⇢ if the total block of shared parental leave (when added to any 

statutory maternity/paternity/adoption leave which immediate 

precedes it) is more than 26 weeks; and,

 ⇢ it is not reasonably practicable for the employee to return to the 

same job they held before commencing shared paternity leave

then they can be returned to another job which is both suitable and appropriate 

for the employee to do (regulation 40(2)).
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Redundancy while on Shared Parental Leave

The general position under regulation 39 is that the employee has the right to 

return to the same job. But if their role becomes redundant while they are on 

shared parental leave, and there is a suitable alternative role available before 

the employment contract ends, the employee must be offered that role to take 

effect as soon as old contract ends.

The new contract must be such that the work to be done is of a kind suitable 

for the employee; and the terms and conditions must not be “substantially less 

favourable” to the employee, including the place of employment and the terms 

offered

Dismissal and Detriment

See regulations 42 (detriment) and 43 (dismissal) of The Shared Parental Leave 

Regulations 2014

The employer cannot dismiss the employee (it’s automatically unfair) or subject 

the employee to detriments, if:

 ⇢ the employee takes, or seeks to take, SPL

 ⇢ the employer believes the employee was likely to take SPL; or,

 ⇢ the employee takes, requests, or refuses, SPLIT days

Also, if the employee is selected for redundancy for any of the above reasons, 

the dismissal will be automatically unfair.
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PROBLEM AREAS

Problem area 1 
How does an employer check an employer’s claim

cf regulation 10 of The Shared Parental Leave Regulations 2014
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Problem area 2 
Can parents take shared parental leave at the same time?

The Shared Parental Leave (General) Regulations 2014 provide:

“5(1) [The mother’s partner] is entitled to be absent from work to take shared 

parental leave if… [the mother] satisfies the conditions specific in paragraph 

(3)

“(2) …

“(3) The conditions are that – 

“(a) …

“(b) …

“(c) …

“(d) where (i) [the mother] is entitled to statutory maternity leave, 

sh has ended any entitlement to statutory maternity leave by curtailing 

that leave…or…[where the mother] has returned to work before the 

end of her statutory maternity leave”

“7(5) An employee may be absent on shared parental leave in relation to [the 

child] at the same time that another employee is:-

(a) absent on leave provided for in Part 8 of the 1996 Act in relation 

to [the child];

(b) in receipt of pay under section 35 of Part 12, 12ZA, or 12ZC 

of the [Social Security Contributions and Benefits Act 1992] in 

relation to [the child].”

Regulation 7(5) suggests that both parents can take concurrent periods of 

shared parental leave, and indeed that one parent can be on shared parental 

leave while the other is on maternity leave, unpaid parental leave or ordinary 

paternity leave.
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BUT regulation 5(3)(d) does create a little uncertainty, as it says that the partner 

can only take shared parental leave if the mother has “ended any entitlement 

to statutory maternity leave by curtailing that leave” (or returned to work). 

Technically, there is an argument that giving notice to curtail statutory maternity 

leave is not the same as curtailing that leave – in which case a partner cannot 

take shared parental leave while the mother has given 8 weeks’ notice to curtail 

maternity leave, but has not done so.
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Problem area 3 
Can employers enhance maternity pay (for women) 

but not shared parental leave (for men)?

The problem: if a woman on maternity leave is paid enhanced maternity, but 

male partners on shared parental leave are not paid enhanced pay, is that 

discrimination?

Direct discrimination?

Indirect discrimination? (NB Shuter v Ford Motor Company Ltd, ET 2014)



33

SHARED PARENTAL LEAVE

(C) 2015 EMPLOYMENT LAW SERVICES LTD

Problem area 4 
What happens if the parents cease to care for the child?

cf regulation 18 of The Shared Parental Leave Regulations 2014
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Problem area 5 
Interaction with other rights

cf regulation 45 of The Shared Parental Leave Regulations 2014.

Contractual Rights

Where the employee has a contractual right to parental leave, s/he cannot take 

it twice (ie taking the statutory and the contractual). But when taking either right, 

the employee can take advantage of whatever right is, in any particular regard, 

the more favourable.

EXAMPLE: If (a) the statutory scheme provides that the employee will 

continue getting the employer’s pension contributions, but the contractual 

scheme doesn’t allow for full pension contributions; and (b) the contractual 

scheme provides for full pay, but the statutory scheme permits only ShPP, then 

the employee can take advantage of whichever is better in each regard, and 

so receive full pension contributions and full pay.

Paternity Leave

Fathers have the right to two weeks’ ordinary paternity leave (whilst being paid 

ordinary statutory paternity pay), taken within the first 56 days after birth. The 

father can still take this, and it will be in addition to any shared parental leave, 

so it makes sense for the father to take his two weeks’ ordinary paternity leave 

whilst the mother is on compulsory maternity leave. Note that if the father takes 

any shared parental leave in the first 56 days, he loses the right to then take 

ordinary paternity leave.

The right to additional paternity leave has been abolished.
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Adoption Rights

The right to statutory adoption leave (and pay) is unaffected by the shared 

parental leave scheme.

Unpaid parental leave

Employees who have worked for more than a year are entitled to up to 18 

weeks’ unpaid parental leave per child for any child under 18 years old, 

with a maximum of four weeks’ unpaid parental leave in any year. This right 

is unaffected, and some parents may choose to use it to extend any shared 

parental leave when the SPL entitlement expires.
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Problem area 6
Insufficient	Notice

What happens if the employee gives less than 8 weeks notice, either of intention 

to take SPL, or to take a period of leave?

there is a specific exception in The Shared Parental Leave Regulations 2014 if the 

baby is born early (in which case, notice must be given as soon as practicable)

 ⇢ BUT there is no more general exception

 ⇢ the Regulations are clear: the employee is only entitled to shared 

parental leave if the relevant notice is submitted at least 8 weeks in 

advance, and is only entitled to statutory shared parental pay if the 

notice requirements are complied with.

An employer could refuse to accept the notice, and the e’ee would have to submit 

a new notice with correct notice periods before becoming entitled to SPL and ShPP. 

But what if the employer is okay with the short notice, and permits the employee to 

take shared parental leave?

 ⇢ my view is that the whole period of SPL falls outside the statutory 

scheme – and thus HMRC is not technically liable to reimburse any 

ShPP paid (assuming they become aware of the late notice)

 ⇢ others take a different view. For example, the editors of Practical 

Law Employment take the view that the earlier weeks of shared 

parental leave, before reaching the 8 week point, are outside 

the statutory shared parental pay scheme, but that HMRC would 

probably be liable to reimburse for any ShPP falling due more than 

8 weeks after notice was given.

Both views are perfectly consistent with the legislation; clarification will be 

needed from the courts.
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FURTHER INFORMATION

Acas - Shared Parental Leave - A Good Practice Guide for Employers  
and Employees 

http://www.acas.org.uk/media/pdf/r/q/Shared-Parental-Leave-a-good-
practice-guide-for-employers-and-employees.pdf

Acas - Sample Shared Parental Leave Policy

http://www.acas.org.uk/media/word/0/1/SPL_Policy_sample_10oct.doc

BIS technical guide for employers on shared parental leave

https://www.gov.uk/government/uploads/system/uploads/attachment_data/
file/389716/bis-14-1329-Employers-technical-guide-to-shared-parental-leave-

and-pay.pdf

The Shared Parental Leave Regulations 2014

http://www.legislation.gov.uk/uksi/2014/3050/pdfs/uksi_20143050_en.pdf

The Statutory Shared Parental Pay (General) Regulations 2014

http://www.legislation.gov.uk/uksi/2014/3051/contents/made

The Maternity and Adoption Leave  
(Curtailment of Statutory Rights to Leave) Regulations 2014

http://www.legislation.gov.uk/uksi/2014/3052/contents/made

The Maternity Allowance (Curtailment) Regulations 2014

http://www.legislation.gov.uk/uksi/2014/3053/contents/made

The Statutory Maternity Pay and Statutory Adoption Pay (Curtailment) 
Regulations 2014

http://www.legislation.gov.uk/uksi/2014/3054/contents/made
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To download Word copies of the precedents 
contained in this workbook, please visit 

www.sharedparentalleave.info/precedents
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1. ABOUT THIS POLICY

1.1 This policy outlines the arrangements for shared parental leave and 

pay in relation to the birth of a child. If you are adopting a child please 

see the Shared Parental Leave (Adoption) Policy instead. 

1.2 This policy applies to employees. It does not apply to agency workers 

or self-employed contractors. 

1.3 This policy does not form part of any employee's contract of 

employment and we may amend it at any time. 

2. FREQUENTLY USED TERMS

The definitions in this paragraph apply in this policy.

Expected week of childbirth (EWC): the week, beginning on a

Sunday, in which the doctor or midwife expects your child to be born.

Parent: One of two people who will share the main responsibility for

the child's upbringing (and who may be either the mother, the father,

or the mother's partner if not the father).

Partner: your spouse, civil partner or someone living with you in an

enduring family relationship, but not your sibling, child, parent,

grandparent, grandchild, aunt, uncle, niece or nephew.

Qualifying Week: the fifteenth week before the EWC.

3. WHAT IS SHARED PARENTAL LEAVE?

3.1 Shared parental leave (SPL) is a form of leave that may be available if 

your child is expected to be born on or after 5 April 2015. 

3.2 It gives you and your partner more flexibility in how to share the care 

of your child in the first year after birth than simply taking maternity 

and paternity leave. Assuming you are both eligible, you will be able to 

choose how to split the available leave between you, and can decide to 

be off work at the same time or at different times. You may be able to 

take leave in more than one block. 

4. ENTITLEMENT TO SPL

4.1 You are entitled to SPL in relation to the birth of a child if: 
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(a) you are the child's mother, and share the main responsibility 

for the care of the child with the child's father or with your 

partner; 

(b) you are the child's father and share the main responsibility for 

the care of the child with the child's mother; or 

(c) you are the mother's partner and share the main responsibility 

for the care of the child with the mother (where the child's 

father does not share the main responsibility with the mother). 

4.2 The following conditions must also be fulfilled: 

(a) you must have at least 26 weeks continuous employment with 

us by the end of the Qualifying Week, and still be employed by 

us in the week before the leave is to be taken; 

(b) the other parent must have worked (in an employed or self-

employed capacity) in at least 26 of the 66 weeks before the 

EWC and had average weekly earnings of at least £30 during 

13 of those weeks; and 

(c) you and the other parent must give the necessary statutory 

notices and declarations as summarised below, including notice 

to end any maternity leave, statutory maternity pay (SMP) or 

maternity allowance (MA) periods. 

4.3 The total amount of SPL available is 52 weeks, less the weeks spent 

by the child's mother on maternity leave (or the weeks in which the 

mother has been in receipt of SMP or MA if she is not entitled to 

maternity leave). 

4.4 If you are the mother you cannot start SPL until after the compulsory 

maternity leave period, which lasts until two weeks after birth [or four 

weeks for factory workers]. 

4.5 If you are the child's father or the mother's partner, you should 

consider using your two weeks' paternity leave before taking SPL. 

Once you start SPL you will lose any untaken paternity leave 

entitlement. SPL entitlement is additional to your paternity leave 

entitlement. 

5. OPTING IN TO SHARED PARENTAL LEAVE AND PAY

Not less than eight weeks before the date you intend your SPL to

start, you must give us a written opt-in notice giving:

(a) your name and the name of the other parent; 
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(b) if you are the child's mother, the start and end dates of your 

maternity leave; 

(c) if you are the child's father or the mother's partner, the start 

and end dates of the mother's maternity leave, or if she is not 

entitled to maternity leave, the start and end dates of any SMP 

or MA period; 

(d) the total SPL available, which is 52 weeks minus the number of 

weeks' maternity leave, SMP or MA period taken or to be 

taken; 

(e) how many weeks of the available SPL will be allocated to you 

and how many to the other parent (you can change the 

allocation by giving us a further written notice, and you do not 

have to use your full allocation); 

(f) if you are claiming statutory shared parental pay (ShPP), the 

total ShPP available, which is 39 weeks minus the number of 

weeks of the SMP or MA period taken or to be taken); 

(g) how many weeks of available ShPP will be allocated to you and 

how much to the other parent. (You can change the allocation 

by giving us a further written notice, and you do not have to 

use your full allocation); 

(h) an indication of the pattern of leave you are thinking of taking, 

including suggested start and end dates for each period of 

leave (see paragraph 9 and paragraph 10 for information on 

taking leave). This indication will not be binding at this stage, 

but please give as much information as you can about your 

future intentions; and 

(i) declarations by you and the other parent that you both meet 

the statutory conditions to enable you to take SPL and ShPP. 

6. ENDING YOUR MATERNITY LEAVE

6.1 If you are the child's mother and want to opt into the SPL scheme, you 

must give us at least eight weeks' written notice to end your 

maternity leave (a curtailment notice) before you can take SPL. The 

notice must state the date your maternity leave will end. You can give 

the notice before or after you give birth, but you cannot end your 

maternity leave until at least two weeks after birth. 

6.2 You must also give us, at the same time as the curtailment notice, a 

notice to opt into the SPL scheme (see paragraph 5) or a written 

declaration that the other parent has given their employer an opt-in 

notice and that you have given the necessary declarations in that 

notice. 
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6.3 The other parent may be eligible to take SPL from their employer 

before your maternity leave ends, provided you have given the 

curtailment notice. 

6.4 The curtailment notice is binding and cannot usually be revoked. You 

can only revoke a curtailment notice if maternity leave has not yet 

ended and one of the following applies: 

(a) if you realise that neither you nor the other parent are in fact 

eligible for SPL or ShPP, in which case you can revoke the 

curtailment notice in writing up to eight weeks after it was 

given; 

(b) if you gave the curtailment notice before giving birth, you can 

revoke it in writing up to six weeks after birth; or 

(c) if the other parent has died. 

6.5 Once you have revoked a curtailment notice you will be unable to opt 

back into the SPL scheme, unless paragraph 6.4(b) applies. 

7. ENDING YOUR PARTNER'S MATERNITY LEAVE OR PAY

If you are not the mother, but the mother is still on maternity leave or

claiming SMP or MA, you will only be able to take SPL once she has

either:

(a) returned to work; 

(b) given her employer a curtailment notice to end her maternity 

leave; 

(c) given her employer a curtailment notice to end her SMP (if she 

is entitled to SMP but not maternity leave); or 

(d) given the benefits office a curtailment notice to end her MA (if 

she is not entitled to maternity leave or SMP). 

8. [EVIDENCE OF ENTITLEMENT

You must also provide on request:

(a) A copy of the birth certificate (or if you have not yet obtained 

a birth certificate, a signed declaration of the child's date and 

place of birth); and  

(b) The name and address of the other parent's employer (or a 

declaration that they have no employer).] 
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9. BOOKING YOUR SPL  DATES

9.1 Having opted into the SPL system, you must book your leave by giving 

us a period of leave notice. This may be given at the same time as the 

opt-in notice or later, provided it is at least eight weeks before the 

start of SPL. 

9.2 The period of leave notice can either give the dates you want to take 

leave or, if the child has not been born yet, it can state the number of 

days after birth that you want the leave to start and end. This may be 

particularly useful if you intend to take paternity leave starting on the 

date of birth and wish to take SPL straight afterwards. 

9.3 Leave must be taken in blocks of at least one week. 

9.4 If your period of leave notice gives a single continuous block of SPL 

you will be entitled to take the leave set out in the notice. 

9.5 If your period of leave notice requests split periods of SPL, with 

periods of work in between, we will consider your request as set out in 

paragraph 10, below. 

9.6 You can give up to three period of leave notices. This may enable you 

to take up to three separate blocks of SPL (although if you give a 

notice to vary or cancel a period of leave this will in most cases count 

as a further period of leave notice; see paragraph 11) . [In exceptional 

circumstances we may allow you to give more than three period of 

leave notices but there is no obligation for us to do so.] 

10. PROCEDURE FOR REQUESTING SPLIT PERIODS OF SPL

10.1 In general, a period of leave notice should set out a single continuous 

block of leave. We may be willing to consider a period of leave notice 

where the SPL is split into shorter periods with periods of work in 

between. It is best to discuss this with your manager and HR in good 

time before formally submitting your period of leave notice. This will 

give us more time to consider the request and hopefully agree a 

pattern of leave with you from the start.  

10.2 If you want to request split periods of SPL, you must set out the 

requested pattern of leave in your period of leave notice. We will either 

agree to the request or start a two-week discussion period. At the end 

of that period, we will confirm any agreed arrangements in writing. If 

we have not reached agreement, you will be entitled to take the full 
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amount of requested SPL as one continuous block, starting on the 

start date given in your notice (for example, if you requested three 

separate periods of four weeks each, they will be combined into one 

12-week period of leave). Alternatively, you may: 

(a) choose a new start date (which must be at least eight weeks 

after your original period of leave notice was given), and tell us 

within five days of the end of the two-week discussion period; 

or 

(b) withdraw your period of leave notice within two days of the 

end of the two-week discussion period (in which case the 

notice will not be counted and you may submit a new one if 

you choose). 

11. CHANGING THE DATES OR CANCELLING YOUR SPL

11.1 You can cancel a period of leave by notifying us in writing at least 

eight weeks before the start date in the period of leave notice. 

11.2 You can change the start date for a period of leave by notifying us in 

writing at least eight weeks before the original start date and the new 

start date. 

11.3 You can change the end date for a period of leave by notifying us in 

writing at least eight weeks before the original end date and the new 

end date. 

11.4 You can combine split periods of leave into a single continuous period 

of leave by notifying us in writing at least eight weeks before the start 

date of the first period. 

11.5 You can request that a continuous period of leave be split into two or 

more discontinuous periods with periods of work in between. We will 

consider any such request as set out in paragraph 10. 

11.6 A notice to change or cancel a period of leave will count as one of 

your three period of leave notices, unless: 

(a) the variation is a result of your child being born earlier or later 

than the EWC; 

(b) the variation is at our request; or 

(c) we agree otherwise. 
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12.  PREMATURE BIRTH 

Where the child is born early (before the beginning of the EWC), you 

may be able to start SPL in the eight weeks following birth even 

though you cannot give eight weeks notice. The following rules apply: 

(a) If you have given a period of leave notice to start SPL on a set 

date in the eight weeks following the EWC, but your child is 

born early, you can move the SPL start date forward by the 

same number of days, provided you notify us in writing of the 

change as soon as you can. (If your period of leave notice 

already contained a start date which was a set number of days 

after birth, rather than a set date, then no notice of change is 

necessary.) 

(b) If your child is born more than eight weeks early and you want 

to take SPL in the eight weeks following birth, please submit 

your opt-in notice and your period of leave notice as soon as 

you can. 

13.  SHARED PARENTAL PAY 

13.1 You may be able to claim Statutory Shared Parental Pay (ShPP) of up 

to 39 weeks (less any weeks of SMP or MA claimed by you or your 

partner) if you have at least 26 weeks' continuous employment with 

us at the end of the Qualifying Week and your average earnings are 

not less than the lower earnings limit set by the government each tax 

year. ShPP is paid by employers at a rate set by the government each 

year. 

13.2 You should tell us in your period of leave notice(s) whether you intend 

to claim ShPP during your leave (and if applicable, for what period). If 

it is not in your period of leave notice you can tell us in writing, at 

least eight weeks before you want ShPP to start. 

13.3 [You will qualify for company shared parental pay if you have been 

continuously employed during the [12]-month period ending with the 

Qualifying Week [and did not take any maternity, adoption  or shared 

parental leave during the [12] months ending with the Qualifying 

Week].] 

13.4 [Company shared parental pay is paid at the full rate of your normal 

basic salary for the first [[NUMBER] weeks OR months] [and at half 

basic salary for the next [[NUMBER] weeks OR months]]. Any period 

of company maternity or paternity pay for the same child will count 

towards your company shared parental pay entitlement.] 
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13.5 [Company shared parental pay is only paid if you are receiving ShPP for 

the same period, and includes the ShPP due.] 

13.6 [Payment of company shared parental pay is conditional upon you 

confirming in writing, before starting SPL, that you intend to return to 

work for at least [six] months after the end your SPL. If you later 

decide not to return to work for this minimum period, you must repay 

any company shared parental pay (but not ShPP).] 

14.  OTHER TERMS DURING SHARED PARENTAL LEAVE 

14.1 Your terms and conditions of employment remain in force during SPL, 

except for the terms relating to pay. 

14.2 Annual leave entitlement will continue to accrue at the rate provided 

under your contract. If your SPL will continue into the next holiday 

year, any holiday entitlement that cannot reasonably be taken before 

starting your leave can be carried over [and must be taken 

immediately before returning to work unless your manager agrees 

otherwise]. [You should try to limit carry over to one week's holiday or 

less. Carry over of more than one week is at your manager's 

discretion]. Please discuss your holiday plans with your manager in 

good time before starting SPL. All holiday dates are subject to 

approval by your manager. 

14.3 If you are a member of the pension scheme, we will make employer 

pension contributions during any period of paid SPL, based on your 

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

employee contributions you make will be based on the amount of any 

shared parental pay you are receiving, unless you inform [the Human 

Resources Department OR the Pensions Administrator] that you wish 

to make up any shortfall. 

15.  KEEPING IN TOUCH 

15.1 We may make reasonable contact with you from time to time during 

your SPL although we will keep this to a minimum. This may include 

contacting you to discuss arrangements for your return to work. 

15.2 You may ask or be asked to work (including attending training) on up 

to 20 "keeping-in-touch" days (KIT days) during your SPL. This is in 

addition to any KIT days that you may have taken during maternity 

leave. KIT days are not compulsory and must be discussed and agreed 

with [your line manager OR the Human Resources Department].  
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15.3 You will be paid at your normal basic rate of pay for time spent 

working on a KIT day and this will be inclusive of any shared parental 

pay entitlement. [Alternatively, you may agree with [your line manager 

OR the Human Resources Department] to receive the equivalent paid 

time off in lieu.] 

16.  RETURNING TO WORK 

16.1 If you want to end a period of SPL early, you must give us eight 

weeks' written notice of the new return date. If have already given us 

three period of leave notices you will not be able to end your SPL early 

without our agreement. 

16.2 If you want to extend your SPL, assuming you still have unused SPL 

entitlement remaining, you must give us a written period of leave 

notice at least eight weeks before the date you were due to return to 

work. If you have already given us three period of leave notices you 

will not be able to extend your SPL without our agreement. You may 

instead be able to request annual leave or ordinary parental leave (see 

our Parental Leave Policy), subject to the needs of the business. 

16.3 You are normally entitled to return to work in the position you held 

before starting SPL, and on the same terms of employment. However, 

if it is not reasonably practicable for us to allow you to return into the 

same position, we may give you another suitable and appropriate job 

on terms and conditions that are not less favourable, but only in the 

following circumstances: 

(a) if your SPL and any maternity or paternity leave you have 

taken adds up to more than 26 weeks in total (whether or not 

taken consecutively); or  

(b) if you took SPL consecutively with more than four weeks of 

ordinary parental leave. 

16.4 If you want to change your hours or other working arrangements on 

return from SPL you should make a request under our Flexible Working 

Policy. It is helpful if such requests are made as early as possible. 

16.5 If you decide you do not want to return to work you should give notice 

of resignation in accordance with your contract. [This will have an 

impact on your entitlement to company shared parental pay (see 

paragraph 13).] 

Precedents (c) 2015 Thomson Reuters



50

SHARED PARENTAL LEAVE

1 

Full name: Notice of entitlement and intention to take shared parental leave (birth).  
 

 

Shared parental leave and pay opt-in form (birth) 

Use this form to opt in to the shared parental leave scheme following the 

birth of a child. Please see our Shared Parental Leave (Birth) Policy for more 

information. A separate form is available for adoptive parents. 

If you are the child's mother you must also submit a signed curtailment 

notice to bring your maternity leave and pay entitlement to an end. 

If you need any help with this form, in particular in working out your shared 

parental leave entitlement in section C, please speak to Human Resources. It 

may also be useful to discuss your proposed pattern of leave with your 

manager and/or HR before completing the form. 

  

Section A: Basic information 

Guidance notes. Shared parental leave may be shared between a child's 

mother and either the child's father or the person who, at the date of the 

child's birth, is her partner. Both parties must expect to share the main 

responsibility for the child's upbringing.  

"Partner" means the mother's spouse, civil partner, or other person living 

with her in an enduring family relationship, but who is not her sibling, 

parent, child, grandparent, grandchild, aunt, uncle, niece or nephew. 

A1 Employee's name   

A2 I am the child's mother*/child's 

father*/mother's partner* 

(*delete as appropriate) 

  

A3 Child's expected week of birth   

A4 Child's actual date of birth (if 

known) 

  

A5 Child's place of birth (if known)   

A6 Child's name (if known)   
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Section B: Maternity leave, statutory maternity pay or maternity 

allowance 

Guidance notes. If you are the mother, please give your maternity leave 

(ML) and statutory maternity pay (SMP) dates below. If you are still on ML 

you must also submit a maternity leave curtailment notice to bring your ML 

to an end. 

If you are the child's father or the mother's partner, please give the 

mother's ML dates. If she is not entitled to statutory ML (for example, 

because she is an agency worker, self-employed or unemployed), give the 

dates she started and ended (or will end) her statutory maternity pay 

(SMP) or maternity allowance (MA) period as applicable. She must give her 

employer notice to curtail her ML and/or SMP period, or give notice to the 

Department for Work and Pensions to curtail her MA period as appropriate. 

Maternity pay can only be curtailed after a whole number of weeks. For 

example, if the maternity pay period started on a Wednesday, it can only 

be curtailed on a Tuesday. 

These figures are needed in order to calculate your entitlement to shared 

parental leave and pay. 

B1 I am taking or will take maternity 

leave* 

My partner is taking or will take 

maternity leave* 

My partner is not entitled to 

statutory maternity leave but is 

receiving or will receive 

statutory maternity pay or 

maternity allowance* 

 

  

 

  

 

  

(*tick one only) 

B2 Maternity leave start date   

B3 Maternity leave end date   

B4 Total maternity leave (weeks)   

B5 Statutory maternity pay or 

maternity allowance start date 

  

B6 Statutory maternity pay or 

maternity allowance end date 
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B7 Total period of statutory 

maternity pay or maternity 

allowance (weeks) 

  

  

Section C: Shared parental leave 

Guidance notes. The total shared parental leave (SPL) available is 52 

weeks minus the mother's ML period. If she is not entitled to ML, it is 52 

weeks minus the SMP or MA period (see section B). SPL must be taken in 

whole numbers of weeks. If you need help working this out please speak to 

HR.  

You first period of shared parental leave cannot start until at least eight 

weeks after you submit this opt-in notice and a period of leave notice.  

C1 Total SPL available (whole 

weeks). 

  

C2 Number of whole weeks' SPL 

intended to be taken by you. 

  

C3 Number of whole weeks' SPL 

intended to be taken by the 

person you will share SPL with. 

  

C4 Indication of dates you would 

like to take shared parental 

leave.  

  

C5 The dates in C4 will be treated 

as a non-binding until you give a 

period of leave notice. 

If you want to treat this notice 

as a period of leave notice to 

take SPL on the dates given in 

C4 tick here. 

 

 

 

 

.............. 

  

Section D: Statutory shared parental pay 

Guidance notes. The total statutory shared parental pay (ShPP) available 

is 39 weeks minus the number of weeks SMP or MA paid (or to be paid) to 
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the mother (see section B). 

D1 Total ShPP available (whole 

weeks). 

  

D2 Number of whole weeks' ShPP 

intended to be taken by child's 

mother. 

  

D3 Number of whole weeks' ShPP 

intended to be taken by child's 

father/mother's partner. 

  

D4 Indication of dates you would 

like to claim ShPP.  

  

D5 The dates in D4 will be treated 

as a non-binding until a notice to 

take ShPP is given. 

If you want to treat this notice 

as a notice to claim ShPP on the 

dates given in D4 tick here. 

 

 

 

.............. 

  

Section E: Employee's declaration 

Guidance notes. "Child" means the child referred to in Section A.  

"Partner" means spouse, civil partner, or other person living with you in an 

enduring family relationship, but not a sibling, parent, child, grandparent, 

grandchild, aunt, uncle, niece or nephew. 

I am the child's mother and I am entitled to statutory ML. I have submitted 

a curtailment of maternity leave notice (or will submit it before the person I 

am sharing SPL with takes SPL and at least eight weeks before the first 

date on which I intend to take SPL).* 

or 

I am the child's father or the child's mother's partner.* 

(*delete one as applicable.) 

I had at least 26 weeks' continuous employment at the end of the 15th 

week before the expected week of childbirth (EWC) and have remained 

continuously employed since then. 
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My normal weekly earnings in the eight-week period ending with the 15th 

week before the EWC were not less than the lower earnings limit (£111 for 

2014-15). (delete if not applicable) 

I expect to share the main responsibility for the care of the child with the 

person who has completed the declaration in Section F. 

I intend to care for the child during each week that I am on shared parental 

leave and receiving ShPP.  

I will immediately inform Human Resources if I cease to care for the child, or 

to otherwise satisfy the conditions for entitlement to shared parental leave 

or ShPP.  

The information I have given in this notice is accurate. 

  

Signed …………………………… 

Date ………………………………. 

  

Section F: Declaration by person taking shared parental leave 

with employee 

Guidance notes. "The employee" and "the child" are the employee and 

child referred to in Section A.  

If the employee is the child's mother, you must be the child's father or the 

mother's partner. 

If the employee is not the child's mother, you must be the child's mother. 

"Partner" means spouse, civil partner, or other person living with you in an 

enduring family relationship, but not a sibling, parent, child, grandparent, 

grandchild, aunt, uncle, niece or nephew. 

Name   

Address   

National Insurance 

number 

  

You employer's name 

and address (if 

  

Precedents (c) 2015 Thomson Reuters



55

SHARED PARENTAL LEAVE

6 

employed) or your 

business address if 

self-employed. 

I am the mother of the child and I am (or was) entitled to ML, SMP or MA. I 

have curtailed my ML, SMP or MA, or will have done so by the time your 

employee starts parental leave.* 

or 

I am the child's father.*  

or 

I am the partner of the child's mother.* 

(*delete as applicable) 

I expect to share the main responsibility for the care of the child with the 

employee. 

I have worked in an employed or self-employed capacity in at least 26 of 

the 66 weeks immediately before the EWC. 

My average weekly earnings are at least £30, taking the 13 highest-earning 

weeks in the 66 weeks immediately before the EWC. 

I consent to the employee taking shared parental leave and claiming ShPP 

as set out in this notice and will immediately inform them if I cease to 

satisfy any of the conditions in this declaration. 

I consent to the information in this declaration being used for the purposes 

of administering shared parental leave and pay. 

  

Signed …………………………… 

Date ………………………………. 
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Full name: Statutory maternity or adoption leave and pay curtailment notice.  
 

 

Statutory maternity or adoption leave and pay curtailment 
notice 

You should use this form to bring your statutory maternity or adoption leave 

to an end where you are opting into the shared parental leave scheme. If you 

are receiving statutory maternity or adoption pay you should also use this 

form to end your statutory maternity or adoption pay so that you and/or 

your partner can claim shared parental pay. Please read the guidance notes 

before completing. 

Name: ………………………………… 

I would l ike my statutory maternity* / adoption* leave to end on: 

……………………… (leave curtailment date) 

I would l ike my statutory maternity* / adoption* pay to end on: 

……………………… (pay curtailment date) 

(* Delete as appropriate) 

[  ] I am submitting a shared parental leave opt-in notice with this 

notice. 

[  ] My partner has submitted a shared parental leave opt-in 

notice to his/her employer and I have completed the necessary 

declarations on that notice. 

(Tick one of the above) 

Signed……………………………. 

Date………………………………. 

Guidance notes: 

1. You must give this notice at least eight weeks in advance of the 

curtailment date(s). 

2. You cannot curtail maternity leave until at least two weeks and a day 

after birth [or four weeks and a day if you are a factory or workshop 

worker]. You cannot curtail adoption leave until at least two weeks after 

the start of the adoption leave. 

3. If you submit this notice before birth, you can change your mind up to 

six weeks after birth (or before the curtailment date, whichever is sooner), 

if you tell us in writing. 

4. You cannot curtail maternity or adoption leave less than one week 
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before the end of the leave period, and you cannot curtail statutory 

maternity or adoption pay less than one week before the end of the pay 

period. 

5. Statutory maternity and adoption pay can only be curtailed after a whole 

number of weeks. For example, if your pay period started on a Wednesday, 

the curtailment date must be a Tuesday. 

For further information please see the Shared Parental Leave (Birth) Policy 

or Shared Parental Leave (Adoption) Policy, or talk to [the HR Department]. 
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About Daniel Barnett

Daniel Barnett is a leading employment law barrister practising from Outer 

Temple Chambers. With over 20 years’ experience defending public and 

private sector employers against employment claims, he has an extremely busy 

practice, with clients including a Royal Family, international airlines, FTSE-100 

companies and various NHS Trusts and local authorities.  Employee clients 

include David & Victoria Beckham’s nanny and Paul Mason (subject of the ITV 

documentary ‘Britain’s Fattest Man’).

Cases he has litigated in the last two months (Jan and Feb 2015) include 

Williams v Leeds United (High Court – dismissal for sending pornographic 

images), Shrestha v Genesis Housing (Court of Appeal – scope of reasonable 

investigation in conduct dismissals), Aylesford v Hewlett (High Court – freezing 

injunction), Melville-Jackson v EIPC (ET – interim relief for whistleblowing) and 

Lawson v Canis Group (ET – constructive dismissal over directors’ dispute).

Daniel is a past chair of the Employment Lawyers’ Association’s publishing 

committee and electronic services working party.  He is the author or co-author of 

eight books, including the Law Society Handbook on Employment Law (currently 

in its 6th edition). He is the creator of the Employment Law (UK) mailing list, an 

email alerter bulletin service sending details of breaking news in employment law 

three times a week to 29,000 recipients (see www.employmentlawbulletins.com).

Legal directories describe him as “extremely knowledgeable and [he] can 

absorb pages of instructions at lightning speed”, “involved in a number of highly 

contentious matters”, “singled out for his work for large blue-chip companies”, 

“combination of in-depth legal knowledge, pragmatism, quick response times 

and approachability”, “inexhaustible”, “tenacious”, “knowledgeable” and “an 

excellent advocate”.
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As well as full-time practice as a barrister, Daniel is an experienced entrepreneur. 

He is the founder and owner of Employment Law Services Ltd (a legal publishing 

company), which provides marketing and educational services to employment 

lawyers and HR professionals. In 2007, he co-founded CPD Webinars Ltd, then 

the UK’s leading webinar training company for lawyers, and sold it to Thomson 

Reuters in 2011.

Daniel is widely sought after as a commentator in both broadcast and print 

media on all legal issues, and is a popular after-dinner speaker at HR and 

corporate events. He is the resident lawyer on LBC radio, where he co-presents 

the legal hour on Clive Bull’s Monday evening show. 

www.danielbarnett.co.uk

Telephone: 020 7353 6381


