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Introduction
In 2021, the Chief Constable set out his Delivery Plan (SWP, 2021) which included “People” as one of the four main areas of focus. The plan has been a catalyst for several projects within the HR, including a review of the current Maternity/Adoption policies and processes. 
In 2021, 81 South Wales Police (SWP,2021) employees took maternity or adoption leave, in the same year the Office for National Statistics recorded that working mothers with dependent children are at their highest levels for 20 years at 75.6% (ONS,2022).
It is important to acknowledge that whilst fathers can also be primary carers for children, research suggests that childcare responsibilities are still predominately taken on by mothers (Howlett, 2020; Reynard,2018), therefore the primary focus of this review will be on the impact that returning from maternity/adoption leave has on working mothers.

Sharma (2020) found that “over third of employees found it harder than expected” to return to work after a period of maternity leave and SWP has recently seen a 75% increase in employees who have sickness absence following leave (SWP,2022) which suggests that some employees may be finding the return to work challenging. This not only means that employees are not in the workplace but also incurs additional costs to the organisation in sick pay. 
Organisations who have “Family friendly” policies within the workplace can improve the recruitment and retention of employees, reduce absenteeism and improve employee wellbeing. Lyonette and Bauldalf (2019); CIPD (2018).
These outcomes, in addition to the direction from the Delivery Plan provides incentive for SWP to ensure their policies are fit for purpose.
[bookmark: _Hlk112783405]To conduct an effective review, it is important to establish the challenges that mothers experience when returning to work, review the effectiveness of current supportive measures within SWP, conduct external research, including a comparison of what SWP offers to other employers to identify any potential gaps and finally, look at what improvements and recommendations can be made.
Literature Review 
Work/life Balance
Adapting to life with a new child and returning back to work can be a challenge for employees and in many cases, there will be a need to request flexible working. Hochchild’s “second shift theory” describes the need for many working mothers to balance their paid work with the responsibilities of raising a child which can be likened to having a second job (Brailey, Slatton 2019). In a survey conducted by NCT (2008), 57% of respondents highlighted that achieving a work/life balance was a concern for working mothers. Research also suggested that 50% of working mothers cannot get the flexibility they require from their employers and that 42% believe that flexible working is “not perceived positively” (TUC,2021; Williams 2018). 
The Covid-19 pandemic has had a large impact on working practices in recent years, CIPD (2022) report that 78% of employers are offering some form of hybrid working and UK employers have an “increased openness to part time working and other flexible working practices” (Finch,2022). 
Attitudes of employees have also changed drastically in recent years with many expecting more flexible working practices as standard (Fleming, 2020), there has also been a shift of focus for many employers away from the number of hours employees are working and more towards work output (Zucker 2021). The trail of the 4-day week in the UK by many organisations highlights the move away from traditional working patterns (Ellerbeck, 2022).
SWP have recognised the need to change regarding flexible working culture and have a “Smarter Working” Policy to encourage more flexible working practices and has changed attitudes towards homeworking with many roles becoming more agile (SWP,2022), however as the organisation is a 24/7 service, this can limit the amount of flexibility that can be offered for some roles such as front-line officers, nevertheless there were 398 flexible working requests granted in 2021 (SWP, 2021).


Post Natal/Adoption Mental Health 
It is thought that 1 in 10 women experience post-natal depression (PND) symptoms (NHS,2022) and that those who adopt can also suffer with similar symptoms (Adoption UK, 2013). Tena (2022) found that one in four women had feelings of guilt returning to the workplace. Hays “Intensive mothering” theory (Bull,2021) describes the societal pressures that mothers face to be the “perfect” parent to their child which is also reflected in research by Prikhidko and Swank (2018) and Forbes (2021) who discovered mothers often struggle with balancing work and raising their child which can lead to some putting their own wellbeing aside. Whilst PND has been a recognised illness for some time, it appears changes to societal attitudes towards mental health may mean more mothers coming forward (BACP 2021, Venters 2018) however, there is also research to suggest that many still do not disclose symptoms (Feeney,2018).
As already identified, incidents of employees having time off sick for PND has risen in recent years, therefore SWP need to look at how this can be addressed.
To support employees back in to the workplace, SWP allows for a “phased return” and also have Maternity/Adoption Champions who volunteer to support employees when they require any assistance. Line managers are also required to check in also complete a supportive return to work plan. If employees are struggling with their mental health, SWP also has a 24/7 employee assistance programme and an internal counselling service.









Attitudes of line managers
A significant factor for a mother successfully returning is whether or not they feel and are supported by the organisation, in particular by line management. A lack of support by can result in employees feeling isolated, feeling as if they have to work harder to prove themselves or in some cases, it can lead to some resigning from their jobs. A reason for this could be due unconscious bias or a lack of line management knowledge and skills which can create barriers for creating a family friendly culture within an organisation. (Burt, 2018; Williams 2018; Working Families 2021). Line managers who are proactive in planning a return to work, who address concerns and implement supportive measures greatly increase the chances of an employee integrating back in to the workplace successfully (Ericksen, K.S. et al. (2008); McRae, S. (1993); Houston, D.M.& Marks, G. (2003)). 
As discussed, SWP require line managers to keep in contact with employees during their leave and also complete a return-to-work supportive plan. Line managers have access to maternity and adoption information via the staff intranet and Maternity/Adoption Champions can also be utilised to assist.
Competitor Analysis
Competitor analysis allows an organisation to benchmark themselves and determine whether the benefits they are offering is “keeping up” with other similar organisations (Tompkins, 2021). As a public organisation, SWP are limited in what rewards they provide their employees and have to look to more intrinsic options.
Working Families is a “UK’s national charity for working parents and carers” which recognises the top flexible family-friendly employers each year (Working Families,2022). Welsh Senedd and North London NHS Trust featured in the “Top 10 most flexible family- friendly workplaces” list out of 500,000 UK employers in 2021 and organisations were commended on the platforms that they had created for parents to be able to network (Senedd Cymru, 2021; NELFT,2021)
Whilst SWP have supportive measures such as offering a buddy/mentor when returning, there are not specific opportunities for employees to network with each other which may be something that can be explored. 
Limitations
During the review of literature around this subject, it has been noted that there is significantly less research regarding the impact of adoption leave which can be seen as a limitation, however, whilst the experience for someone who has adopted a child will be different to those who have been on maternity leave, it could be reasonable to suggest that there will be similarities in experiences when returning to work.
Benchmarking Exercise 
A benchmarking exercise was undertaken with other UK Police forces.
Out of 43 Police Forces there were 12 responses. 6 forces had the same or less supportive measures in place than SWP, however there were some forces that offered additional measures including:
· Breastfeeding policy and protocol – whilst SWP do offer facilities to support the needs of breastfeeding mothers in work, there is not a specific detailed policy and procedure in place.
· Weekly newsletter sent to those on leave upon request.
· Maternity/Adoption KIT (Keeping in Touch) Day events – Some Forces organise specific events to enable networking with others, meet with key personnel to ask any queries they may have before returning to work.
· Maternity/Adoption support networks – SWP do not currently have anything in place to facilitate employee networking.
Whilst there wasn’t any information to suggest how effective these measures were, it highlights some incentives that are not currently available or could be developed should the research highlight a gap in these areas.


Methodology 
Research Type 
	[bookmark: _Hlk112775011]Research type
	Examples
	Advantages 
	Limitations

	Quantitative data
	Surveys, statistics, data (Stevens,2022)
	Tends to be larger amounts of data that can be analysed for trends. Can include a more diverse pool of respondents which reduces risk of bias. (Miller,2020)
	Requires a satisfactory amount of data to be able to identify trends. 
Information gathered will need to be carefully designed to gain specific information needed. (e.g., survey questions). (Miller,2020)

	Qualitative data
	Interviews, focus groups, observation 
	Can gain an understanding of personal opinion, experiences, gain in depth information.
	Tends to be smaller samples and therefore open to bias (Stevens,2022)
More ethical risks to be considered.

	Triangulation 
	Mixture of both quantitative and qualitative methods
	Information from both sources can be compared and can provide more well-rounded evidence.
	Time taken to conduct two separate forms of research. Potential for two sets of data that contradicts the other. Noble, H. & Heale, R. (2019)



The decision has been made to conduct both quantitative and qualitative research known as methodological triangulation Noble, H. & Heale, R. (2019). The quantitative data should help establish how supportive measures are being used across the force, however as individuals return to the workplace will be personal to them, the qualitative data will provide the opportunity to understand employees’ experiences on a more detailed level and an insight in to some of the trends that may come from the quantitative data (QuestionPro, 2022).
It is important to note that there are limitations to doing a triangulation method, including time taken to conduct both forms of research and also being able to analyse both sets of data effectively (Naeem, 2019).

Research Methods
The method of collection for the quantitative data will be on online survey, the reason for this is that it can be sent to the target audience and results can be returned in a shorter timeline than for example, a postal survey. The survey will contain both open and closed questions, the closed questions will allow for data to be easily quantified and analysed and the open questions will allow employees who wish feedback their experiences the ability to do, additionally this information may also help explain some of the trends that come from the closed questions (SurveyMonkey,2022).
The survey questions will be focussed on the supportive measures that the employees were offered, which ones they found most useful and whether there are suggestions for improvement.
The qualitative data will be collected from a focus group as this will be the most time efficient method as it is quicker than conducting separate interviews. Advantages of this is that participants can speak in a forum with others who have also been through the experience of returning to work and share feedback, however there is also the risk that some participants may not feel comfortable talking within the group (Kitzinger, 1995). To manage this risk, all participants in the focus group will be employees who volunteer to attend.
Audience
Participants in the both sets of research will be employees who have had experience of returning to work after maternity/adoption leave. To narrow down the pool of employees, a “cluster” sample (Simkus, 2022) will be used which will include all employees that have returned within the last 3 years, therefore participants will have had a more recent experience and information will reflect current needs of employees.






Analysis
The data from the survey will be analysed for trends by using descriptive analytics (CIPD,2022) which will look at what the survey has highlighted and compare it with the outcomes from the focus group.
The “MaxDiff” analysis technique will provide clear results regarding which measures are most and least important to SWP employees. (QuestionPro,2022) 
The focus group will be analysed based on “Grounded theory” (Dawson, 2009) as the questions will be tailored based on the data gathered from the online survey, with the aim of providing perspective to some of the trends identified.
Ethics 
Participation is voluntary and a brief will be provided on why information is being collected and what it will be used for with the opportunity for participants to withdraw if requested. All information will be anonymised, this may encourage more participants to complete the survey and also allow them to be more honest in their answers knowing that they will not be identified (Cleave,2021).












Findings – Survey
Survey Responses – 60
Maternity Leave – 95%
Adoption Leave – 27.27%
Overall response rate 26.5%.
[image: ]

Findings show an almost even split of Police Officer/Staff respondents which provides a balanced view.
[image: ]
Existing Measures 
The survey provided us with an insight in to what supportive measures were offered and what measures employees used. The graph below shows the most to least frequently offered measures. A key finding from this chart is, only 15% of respondents were offered a return-to-work plan which is something that all line managers should offer as part of SWP procedure. Maternity/Adoption Champions were established in SWP 2018 to act as a point of contact throughout an employee’s maternity/adoption journey and involved financial investment and time to launch the initiative, therefore it is surprising that only 30% of employees being offered a champion.
Table 1- Supportive Measures offered to employees

Table 2 - Supportive measures used by employees

Table 2 shows what measures employees used the most and least which reflects the trends of Table 1 – the most popular measures are Phased Return, KIT Days and Flexible working which highlights the need for more flexibility and time to adjust back to work.
When looking at some of the feedback from the open questions on the survey, it appears that many employees were not aware of the options available to them which could provide an explanation for low uptake in some areas, this was applicable when looking at comments regarding champions. 
“I was not aware of the champions and how they could assist” and “I had no idea there were champions” are examples of some comments from 85% of employees who did not have a champion.


General Feedback
When asked about their experience, many employees chose to comment on the impact that their line manager had on their experience whether this was positive or negative.

[image: ][image: ]

[image: ]

[image: ][image: ]


[image: ]





A further theme within the comments was the isolation that many employees felt when they were away from the workplace, which made their return to work much difficult, it is important to note that many employees would have been working from home for some time before their leave as a result of the Covid pandemic, CIPD (2020) found that social isolation was a negative impact on homeworking during this time period.


Focus Group 
The aim of the focus group was to explore further in to some of the key findings from the survey.
Participants consisted of 3 Officers and 2 Staff. There were no volunteers from those who had been on adoption leave. 
· All participants raised line manager support and understanding as a large part of their experience. None of the participants had a return-to-work plan and all stated that they had to research what support was available themselves which they felt highlighted a knowledge gap with many line managers. Many Police Officers who become line managers have often only had operational experience, something that is also stated by CIPD (2022) who recommend development of line managers in order for them to support their teams.
· There were mixed experiences with those who had a champion, common problems were lack of communication, availability and some champions didn’t appear to have the knowledge to provide answers to queries.
· The participants felt strongly about having the opportunity to network with other colleagues going through a similar experience so that they could share concerns and be a source of support for each other.









Conclusion
This report has shown that supporting employees effectively back in to the workplace can benefit both the organisation and its employees. CIPD (2022) recommends that organisations should treat those returning like a new starter and that time invested by line managers is key to a successful transition. 
Findings have shown that whilst SWP have a wide range of measures, many are not utilised. A lack of knowledge around some measures appears to be an issue and this is particularly relevant to the Maternity/Adoption Champions whose aim was to act as a key source of support for employees but also line managers who may have queries regarding how to support their colleagues.
The research has also highlighted some potential gaps in the support that SWP offer for example, creating an avenue for employees to network with others.
Whilst the research has shown the current experience appears to be satisfactory, 
the majority of the findings were specific to maternity leave; therefore, it is important to acknowledge whilst the experiences have similarities, they also have their differences, therefore this will need to be in mind when proposing recommendations. 
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Appendix B - Benchmarking email sent to UK Police Forces
Good Afternoon, 
I would be grateful if the following email could be forwarded on to the relevant person in your HR Department.
I am a HR Advisor within South Wales Police and I am currently undertaking a piece of research in relation to how we support our colleagues back to work after a period of maternity/adoption leave. We understand that this is often an important time within our colleagues career as they come back in to the working environment and try to balance the changes to work and family priorities. This has therefore been identified as an area of focus for us to ensure that we are doing all that we can to support working parents within our organisation. This piece of work is also going to be utilised as part of my Post Graduate Diploma in Strategic People Management that I am currently studying at University of Wales Trinity St David.
The purpose of my email is to gain an understanding of how other Police Forces and public sector organisations support colleagues back in to the workplace to see if there are any potential gaps in our practices and to share any best practice.
Below is a list of some the supportive measures that we currently have in place within South Wales Police
Supportive Return Plan 
Keeping in Touch Days
Phased Return 
Flexible Working 
Pregnancy and Adoption Champions
I would be really grateful if you share with me some details around what supportive measures are currently in place within your organisation and or any best practice that you are happy to share. Once my research has been completed, if you wish, I would be happy to inform you of any outcomes or recommendations which you may find useful.
As I will also be using the information for my own research, I can confirm that any information I receive will be anonymised and I will not be identifying specific organisations in my report.
Due to the tight timescales, please could I have a response as soon as possible. If you have any queries, please do not hesitate to contact me.
Kind Regards
Helen
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	Helen Golaszewski

	
	
	
	Cynghorydd Adnoddau Dynol| HR Advisor

	
	
	
	Adran Adnoddau Dynol | Human Resources Department

	
	
	
	Pencadlys Heddlu De Cymru | South Wales Police Headquarters


Appendix C – Summary of responses from UK Police Forces 
	Force Name 
	Response

	Force A
	Offered the same supportive measures as SWP

	Force B
	Offered the same supportive measures as SWP
Additional Measure:
The parenting champions hold regular drop-in sessions (which are KIT days) where those who are off on maternity have the opportunity to speak to other parents and break out rooms are set up during the session to provide them the opportunity to specialists – for example HR, payroll, pensions, Occupational Health etc.


	Force C 
	Offered the same supportive measures as SWP
Additional Measure:
Separate Breastfeeding protocol and process

	Force D
	Offered same supportive measures as SWP
Additional Measure:
Sessions which would allow any expecting parent including those who preparing for adoption leave to meet on a regular basis, to have a platform to discuss their journey including adapting to life as a parent, retuning to policing with the demands of the role and shift work. Sessions would provide the opportunity for informal peer support, allowing staff to remain engaged with their professional lives and working environments whilst allowing them to feel connected. 
Group meetings would be held monthly allowing individuals and their babies to come together at a central location within local communities
Providing the opportunity for a holistic support network helping new parents feel ready to engage once again with their Police family.

	Force E
	Less supportive measures than SWP – nothing different to what SWP already has in place.

	Force F
	Offered same supportive measures as SWP

	Force G
	Offered same supportive measures as SWP
Additional Measures:
Send out weekly newsletter and jobs via email to those who request it.
Have maternity/adoption leave events with guest speakers etc. so that staff on leave can collect information on flexible working, career breaks, returning to work whilst breast feeding or ask any questions whilst they are on maternity/adoption leave. They are then paid for the hours they attend as a KIT day and can bring their babies/children along with them.


	Force H
	Same supportive measures as SWP

	Force I 
	Same supportive measures as SWP

	Force J
	Same supportive measures as SWP

	Force K
	Same supportive measures as SWP
Additional Measure:
We have also previously held a Maternity/Adoption KIT Day event whereby employees who are considering adopting/ pregnant employees, as well as  their partners and children are also invited to an event with stalls to discuss the  various subjects:
*       Payroll queries
*       Wellbeing & Flexible Working
*       Maternity SPOCS attend to answer operational queries as well as offering ongoing support
*       UNISON/Fed Reps to promote the support they can offer
*       Stores - to offer any Uniform queries
*       Training - to discuss fitness and pelvic floor exercises, and Baby 1st Aid
*       Breastfeeding Lead
*       Health & Safety to answer any queries
*       Blue light Champions to discuss mental health/ post- natal depression

	Force L 
	Same supportive measures as SWP
Additional Measures:
· Maternity Mental Health Group 
· Bumps and Beyond Maternity Support Team Chat 

























Appendix D – Sample Survey sent to SWP employees
SWP People - supporting colleagues returning from maternity leave 
We recognise that returning to work after a period of Adoption/Maternity leave can be a challenging time for colleagues as they adjust to the changing priorities in their lives and creating a work/life balance. Whilst there are supportive measures currently in place, we would like to hear from you to see if there are any additional things you would feel could enhance our current measures and/or whether there are any improvements we can make to existing measures.

We would be grateful if you could fill in this short survey which will assist us in this process. This piece of research is voluntary and all participants feedback will be anonymous as there is not a requirement to collect personal data.

Data from this survey will also be used to support Helen Golaszewski, HR Advisor who is currently undertaking a Post Graduate Diploma in Strategic People Management at University South Wales, Trinity St David and is conducting this research as part of a work project.

Participation in this survey will mean that you have given consent for the information to be used for the purposes of this project. If you have any queries or concerns, please contact Helen Golaszewski by email helen.golaszewski@south-wales.police.uk

Thank you in advance for your participation, any recommendations/improvements will be communicated upon completion of this project.

Required

1.Are you:
Police Officer
Police Staff

2.What type of leave did you take?
Maternity
Adoption

3.How long was your leave?
less than 3 months
3-6 months
6-9 months
9-12 months

4.Were you offered any of the following supportive measures prior to returning to work?
Phased Return
Return to work plan
Pregnancy and Adoption Champion
KIT Days
Mandatory Training/OST Support
Mentor
Flexible Working

5.Which of the supportive options did you utilise?
Phased Return 
Return to work plan
Pregnancy and Adoption Champion
KIT Days
Mandatory Training/OST Support
Mentor
Flexible Working

6.Which, if any of the supportive measures did you find the most useful?


7.Did you return to the same role you were in prior to maternity leave?
Yes
No

8.Were you allocated with a Pregnancy and Adoption Champion prior to going on leave?
Yes
No

9.If answer to Q8 was no - was this through personal choice or were you not aware of the champions and how they could assist? Please write comments below.


10.If answer to Q8 was yes - what was your experience with your Pregnancy and Adoption Champion? Do you have any thoughts on how the role could be improved? Please write your comments below.

11.Did your line manager keep in contact with you throughout your leave as per your maternity plan?
Yes
No

12.Do you feel that there could be any other supportive measures offered to colleagues returning to work after maternity/adoption leave?


13.How do you feel your transition back in to the workplace went overall?





14.Do you have any further feedback or comments which would help us to improve our support for colleagues in the future? 
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Appendix F - Supporting returning from Maternity and Adoption Leave Focus Group

Date and Time - Tuesday 9th August 2022, 10.00 – 11.00
Location – via Microsoft Teams
Attendance
Helen Golaszewski (HG) – HR Advisor 
Linda Williams – (LW) – HR Business Partner 
Officer 1
Officer 2
Officer 3
Staff 1
Staff 2

Introduction 
HG opened the meeting by thanking those who have attended the focus group today. HG introduced herself as the HR Advisor and that as part of her role, HG supports the Maternity, Adoption and Parental Leave HR Lead (LW). HG explained that there has been a recent need to review the supportive measures offered by South Wales Police (SWP) to those returning from Maternity or Adoption leave and that the purposes of the focus group today was to discuss the personal experiences of those who had attended today, identify areas that may require further improvement and to gain any ideas or feedback from the participants on how they think this can be achieved.
HG also explained that the areas of focus for the meeting would be around areas that have been highlighted in a recent survey in which the participants have recently completed along with other colleagues within SWP. 
Prior to commencing discussions, HG explained that the information from this focus group would be used for the purposes of the review and also for the purposes of the project that she is conducting as part of her Post Graduate Diploma in Strategic People Management. HG confirmed that all participants would be anonymous and that no personal data will need to be collected. HG also stated that participants were able to withdraw at any point as attendance was voluntary.
All participants confirmed that they understood and were happy to continue.

Note – All participants stated that they had been on maternity leave, therefore there was no any representation from anyone who had returned from adoption leave.

Discussion 
Question: When returning from maternity leave, what were the main concerns/queries that you had?
Officer 1 – Main concern was what role that they would return back to, when they had their child, they realised that they could not come back to full time shift working due to the availability of childcare. Line management did not communicate very well with them, therefore when they returned, they had to learn a new role and had not been provided with much information prior which was daunting. Officer also suffered from Post Natal Depression and feels that line managers should have awareness of signs and symptoms so that support can be offered.
Officer 2 – Main concerns were getting back in to shift working on the front line and balancing this will caring for a new child, felt that there was very little support from supervisor when they were transitioning back in to the workplace. Officer also did not have a very good experience in relation to Maternity/Adoption Champion that was allocated to support her.
Officer 3 – Was pregnant and on maternity leave during covid which meant that she was away from the workplace for a long time. In addition to this, the department that she had worked in previously was disbanded whilst on leave and therefore was worried what role she was coming back to. Officer also needed a weekday working pattern due to childcare and was not aware of how to apply for flexible working at the time. Officer was also concerned about how much had changed whilst she was on leave and found it difficult to get up to speed with the changes in policing upon return to work, therefore felt they could have had further input from line management to assist.
Staff 1 – Main concern was that they did not feel supported by their line manager whilst on leave. They were not aware of the supportive measures available and had to do their own research on the staff intranet to get any information. When they returned, due to the job role that they are in, they were required to look at upsetting images as part of a case that they were allocated to which greatly affected her after recently having a child. Staff member felt line managers should be more aware of the impacts that maternity leave can have and provide more support.
Staff 2 – Had IVF treatment in order to get pregnant and had a good experience with line manager during this time, however whilst on maternity leave the line manager changed and they did not make contact until they were due to return to work. Staff member requested a flexible working pattern however, line manager did not know the process or what to do with it. Was not aware that they could have a phased return and utilised their annual leave instead to create a phased return to work.

Question: How did you find out what supportive measures you could utilise when you were returning from maternity leave?
Staff 1 - Found out all information via the staff intranet – All other participants agreed that this was their main source of information.
Officer 3 – Knew about KIT Days but found that they couldn’t utilise them because of issues with getting childcare. Had Maternity/Adoption Champion prior to going on leave but did not know they could also help with returning to work.
Officer 2 – Suffered with Post Natal Depression and only felt able to come back when new line manager contacted them and informed them of what support they could offer, felt that if they had this information earlier then this may have helped them return to work quicker.
HG highlighted that as part of SWP process that is currently in place, a supportive return to work plan should be conducted, all participants stated that they were not aware of this and did not have one completed by their line manager.
Question: What is your feedback regarding Maternity/Adoption Champions?
Officer 2 – Original champion was moved to new role and did not get a replacement so was left without a champion. 
Officer 3 – They knew their champion and already had a working relationship which made things easier, however wouldn’t have felt comfortable talking to a complete stranger. Also felt that Champions should be matched to people in similar roles so that they can understand experiences.
Staff 1 – Champion would forward all their queries on to HR as they couldn’t answer them, therefore didn’t find them useful.
Question: What do you feel is a gap in what SWP offer?
Staff 2 – The ability to connect with others, would appreciate being linked in with others on maternity leave.
All participants agreed that this would have been a useful measure during their time on leave and would have helped them feel less isolated.












Mentor	Mandatory Training/OST Support	Return to Work Plan	Maternity and Adoption Champions	Flexible Working 	KIT Days	Phased Return 	4	8	9	18	24	40	41	


Phased Return 	KIT Days	Flexible Working 	Maternity and Adoption Champions	Return to Work Plan	Mandatory Training/OST Support	Mentor	42	28	26	9	6	4	2	


2

image3.png
My sergeant was
very supportive
during my time

off




image9.jpeg
Y,
Z
i




image10.wmf

image4.png
‘Please TRAIN

LINE MANAGERSI"





image11.wmf

image5.png
“Line managers
should have
mandatory
pregnancy and
maternity input’




image6.png
The
management
were very litlle
support




image12.wmf





image7.png
1 think a successful
retum really depends
on a supportive line
manager




image13.png
1. Are you: (0 point)

More Details AF Insights
@ Poiice Officer 2
® Poiice st ]

2. What type of leave did you take? (0 point)

More Detsils
® Maternity s
® Adoption 3

3. How long was your leave? (0 point)

More Details AF Insights

@ tessthan 3 months 0
® 6months 4
® comonths 2

@ %12months u




image14.png
4. Were you offered any of the following supportive measures prior to returning to work? (0 point)

5
@ Phased Retum @ "
@ Retum towork plan 9 15
@ Pregnancy and Adoption Cham... 18 30
@ KITDays P 2
0
@ Mandatory Training/OST Support 8 -
@ entor 4 0
. [ ]

5. Which of the supportive options did you utilise? (0 point)

More Detals
s

® PhascaRetum 2 ©

® Rewmtowerkpian 6 35

@ Pregnancyand Adoption Cham... 9 20

@ KITDays % 2
2

® biandstory Tsining/OST Support 4 -

® ventor 2 0

® Fedbletioring % 5 u .
0 |




image15.png
6. Which, if any of the supportive measures did you find the most useful? (0 point)

More Details < Insights
Latest Responses
54 “The phased return was very useful, however | had to research this and as...
Responses “This has enabled me to cut down hours and manage childcare.”

I was off on maternity / sick with post natal for just over a year. This is ..

17 respondents (31%) answered KIT days for this question.

prior to returning _ Féturn would have been better return being traumatic

workyiife maternity leave phasedrewurn re@turning to work

return mostuseful i K| T days
return to response  work plan
NeW pregnancy Champion

return was not

flexible working

return was helpful
anxious about my return

period off work

7. Did you return to the same role you were in prior to maternity leave? (0 point)

More Details & Insights

® v a9
® 10





image16.png
8. Were you allocated with a Pregnancy and Adoption Champion prior to going on leave? (0 point)

More Details AF Insights
® v zs
® 1

9. If answer to Q8 was no - was this through personal choice or were you not aware of the champions (0
and how they could assist? Please write comments below. point)

More Details & Insights

Latest Responses
37 “No it was not through choice.”

Responses I had no idea there was one :

*I am a pregnancy champion myself but have never mentored anyone. I f...

14 respondents (38%) answered pregnancy champions for this question.

champion within my office weeks of my pregnancy
X contact  personal ch pregnant department
sick leave stages of pregnancy

now s PYEGNANCY champions “wocvems

contact with a supervisor Matemity leve  CovidnOt aware
champion | was aware

champions

aware of champions

female supervisor prior to going




image17.png
10. It answer to Q8 was yes - what was your experience with your Pregnancy and Adoption Champion? (0
Do you have any thoughts on how the role could be improved? Please write your comments below. point)

MoreDetails i Insights
30 Latest Responses
Responses AT
12 respondents (40%) answered pregnancy champion for this question.
champion throughout my adoption ins with my champion  role of PC

work maternity leave  indivi

pregnancy champion secd eerience

Champion was unable champion was amazing
Pregnancy and Adoption  role contact support return
champion was very helpful

uals  Adoption Champion
second pregnancy

role was beneficial
Champion for my Department

1. Did your line manager keep in contact with you throughout your leave as per your maternity (0
plan? point)
More Details AF Insights

® v »
® 2





image18.png
14. Do you have any further feedback or comments which would help us to improve our support for (0

colleagues in the future? point)
More Details AF Insights
Latest Responses
60 "Please see above for question 12. "

Responses ‘Giving more information, accurate contact numbers, people to ring re. q...

I do think the Pregnancy Champion area needs to be revised. | also belie...

20 respondents (33%) answered support for this question.

finally returned structured return

prior to return returning to work

shifts on the return
Pregnancy champion

phased return  p) q support

negative return  return not
work experience maternity leave  line managers
maternity or adoption work place  working their hours

contacts ork/life

time before my return




image8.png
My line manager is
fantastic and always
approachable and

supportive




image19.png
12. Do you feel that there could be any other supportive measures offered to colleagues returning to (0

work after maternity/adoption leave? point)
More Details < Insights
Latest Responses
5 I think more training and awareness needs to be provided to line manag...

E 1
Responses ‘The return was stressfull | kept getting given a different date | had to ret...

“There are many. Whilst | was off | wasnt made aware of new positions b...

20 respondents (38%) answered supported for this question.

returning from maternity 29°d My return

experience day line manager working from home
supportive measures

support be placed time SUPPOTrted needs i

no support  changed returning to work phased return

return to the workplace

managers on return

department had too much work

13. How do you feel your transition back in to the workplace went overall? (0 point)

More Details & Insights

60 b 8 4 4

Responses 3.17 Average Rating




image1.png
@ Matemity

@ Adoption

57




image2.png
@ Foiice Oficer

@ Foiie st




