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Executive Summary

This report provides a comprehensive review of the current employee maternity leave scheme at Bluestone National Park Resorts (BNPR) and proposes enhancements to improve this employee benefit.

The paper includes a detailed literature review benchmarking BNPR's policies against other organisations. Research indicates the importance of enhanced maternity/paternity leave benefits in improving employee wellbeing, loyalty, and retention, which are critical for organisational success.

Conclusions suggest there are recommendations to be made to enable BNPR to future-proof its workforce strategy by prioritising employee satisfaction, driving organisational success, and ensuring BNPR remains competitive in an evolving employment landscape and within the hospitality, leisure and tourism sector.  
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Established in 2008, Bluestone National Park Resort, also known as BNPR, is a privately owned five-star holiday destination located in Pembrokeshire. With over 900 permanent employees, the resort offers a unique experience for guests of all ages providing a range of accommodation, including luxury lodges and cottages, as well as various amenities and activities for guests to enjoy. As the largest private employer in Pembrokeshire, BNPR strives to be an employer of choice by providing its employees with a comprehensive range of competitive benefits.

According to the CIPD (2024), employee benefits are a means to attract and retain talent, enhance overall wellbeing, and promote desired behaviours, achievements, values, and skills. Employee benefits can be provided for two main reasons: business objectives, such as attracting and motivating employees to achieve organisational goals, and moral reasons, aimed at enhancing employee wellbeing and commitment. The design of benefit policies and practices are also influenced by financial, legal, and social factors (de la Torre-Ruiz, Vidal-Salazar and Cordón-Pozo, 2017).

However, when introducing a new or enhanced benefit, it is essential for BNPR to consider various factors to ensure that it is valued by employees, supports effective people management practices, and aligns with the broader business objectives (Dulebohn et al., 2017). According to Perkins and Jones (2020), there are three primary reasons commonly cited for rewarding employees, attracting, retaining, and motivating. It is therefore important to understand that rewards at BNPR are designed to trigger at least one of these outcomes.

This report provides a critical review of the current employee maternity leave scheme within BNPR and proposes enhancements to improve the benefit through literature review and critical analysis of research led feedback.










[bookmark: _Toc176509463]2.0 	A literature review relating to maternity /paternity leave benefits 	benchmarking against other organisations.
The provisions for employees becoming parents have significantly expanded over the past three decades (Jones and Perkins, 2024b, pp. 259–265).  According to Mental Health at Work (2023), it is estimated that 13 million people, 43% of the UK workforce population are parents, it is therefore crucial that BNPR adopt family friendly policies. Under UK legislation, eligible employees are entitled to up to 52 weeks of leave (regardless of their length of service), with maternity pay available for 39 weeks. Additionally, there are rights to two weeks of paid paternity leave (CIPD, 2024a). 

A recent development, the Shared Parental Leave Regulations (2014), allows eligible mothers, fathers, partners, and adopters to share time off during the early stages of child-rearing. This regulation aims to offer flexibility by permitting leave to be taken in blocks interspersed with periods of work, rather than requiring it to be taken continuously (ACAS, 2022). However, according to the CIPD (2026) the take-up of shared parental leave continues to be very low and very few new parents have taken up the right. 

Many UK employers offer maternity and paternity leave that exceeds the statutory requirements, known as 'occupational' maternity or paternity leave, particularly in public services (Jones and Perkins, 2024, pp. 259–260). According to a reward management survey conducted by the CIPD (2022), 68% of public sector organisations offer maternity pay exceeding statutory requirements, followed by 53% in the voluntary sector and 44% in private sector services. 
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(CIPD, 2024c)
Research led by the CIPD (2024c), discovered that one-third (33%) of organisations adhere to a maternity pay policy that meets only the statutory minimum requirement. In contrast, 18% provide between 4 and 13 weeks of enhanced maternity pay at or near the full rate of pay. Approximately 21% offer 26 weeks of enhanced maternity pay at or near the full rate of pay, followed by 13 weeks at the statutory maternity pay (SMP) rate or 90% of the average weekly earnings.

Enhanced maternity / paternity leave benefits lead to better wellbeing, which can have a positive impact on productivity, loyalty and therefore improved employee retention rates, which supports the need to explore the benefit further in the interest of BNPR and its employees (People Management (2022). 

Research led by Parents Promise (2023) discovered that the majority of leading organisations offer an enhanced maternity and paternity scheme of up to 26 weeks full pay. 
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Parents Promise (2023)


BNPR has not yet implemented a more generous policy and currently follows only the statutory requirements. There is no government enforcement to change but organisations can start to enhance their parental policies where they are able to do so. This presents an opportunity to review and consider whether enhancing the policy could improve the employee experience and equally benefit the business (Laundon, Cathcart and McDonald, 2019). 
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Research Methodology

It is crucial that the research methodology to understand the benefits of an enhanced maternity leave scheme at BNPR is evidenced based, this practice is increasingly important in the HR profession (CIPD, 2019). The CIPD (2019), acknowledge that key professional value, emphasising that professional judgment should rely on the best available evidence. Despite this, many employers and HR professionals frequently make crucial decisions based on poor-quality evidence or the latest trends, which can lead to suboptimal outcomes for the organisation and its employees.
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(Melnikovas, 2019)

Saunders et al (2012) research methodology begins by outlining the fundamental philosophy, selecting approaches, methods, and strategies, as well as defining timeframes. These elements collectively guide the research process towards the research design, encompassing key techniques and procedures for data collection and analysis. 



Referring to Saunders et al (2012) research philosophy, the deductive research method has been chosen to research and assess the employee preferences and expectations of maternity leave benefits at BNPR. This principle has been selected because deductive research adheres to scientific principles by systematically moving from theory to data. It aims to explain causal relationships using quantitative data with rigorous controls for validity and clarity. It also maintains independence from the research subject to prevent bias and enables objectivity, precision, and replicability are prioritised in its findings.

Deductive research methods have several advantages, including a structured and systematic approach that ensures clarity and precision in data collection and analysis. By testing existing theories and hypotheses, they often provide strong predictive trends and are more efficient than other methods. These advantages enhance the reliability and validity of results and minimise researcher bias through objective measures (Mark, 2024).

In contrast, deductive research methods can be inflexible, prone to confirmation bias, and reliant on existing theories that may not fit new contexts. They can oversimplify complex issues, resist changes during the study, and be limited by data quality. Results might not always generalise to all populations or situations (Woiceshyn and Daellenbach, 2018).  All of which will be considered throughout the research study. 

Within the research a blend of both of primary and secondary sources have been chosen to comprehensively explore the preferences and employee expectations of maternity / paternity leave benefits. Primary sources, including an online employee survey to a current cross section of employees of BNPR has been adopted. This primary research provides firsthand insights and authenticity, establishing a solid foundation for credibility whilst also providing unique insights and perspectives that secondary sources cannot (Gray, 2021). 

Meanwhile, secondary sources, including BNPR policies, theoretical frameworks and competitive benchmarking offer critical perspectives and contextualise the primary data within broader discourse (McKim, 2017).


Proactively planning the employee survey with consideration enabled the outcomes to be influenced in favour of BNPR and its employees. Additionally, this supported the delivery of key deadlines and improved the overall control of the research study (Shepherd, Hood and Wood, 2023). 
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The aim of the survey was to assess a cross-section of employee preferences and expectations regarding maternity/ paternity leave benefits at BNPR. The survey hosted a blend of qualitative and quantitative questions. House (2018), suggests that using a mixed-method approach, combining both methods, is frequently beneficial, particularly for research projects involving content, as it tends to enhance the results.

Out of the 60 employees invited, 39 completed the anonymous online survey. Among the respondents, 62% were female and 38% were male, representing a variety of departments, salary ranges, and employees from diverse family structures, which provided a comprehensive set of data (Salmen and Festing, 2021). 

The high response rate and varied employee group representation suggest that employees were actively engaged with the topic, offering a range of perspectives and insights (Wake and Green, 2019). Employee participation not only ensured a thorough understanding of the subject but also demonstrated their enthusiasm and interest. This widespread engagement across different levels of the business reinforces the relevance of the topic and underscores its importance for further exploration. It is worth noting that there is no single definition of a 'traditional' family; modern families include a wide array of structures such as single parents, same-sex couples, unmarried partners, separated parents, stepparents, and extended family members. Thus, capturing data from both male and female employees across various family structures was crucial (People Management, 2018).
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(Davies-Jaynes, 2024)

75% of respondents were dissatisfied or very dissatisfied with the current maternity/paternity leave arrangements at BNPR. Meanwhile, 90% expressed interest in a more comprehensive maternity/paternity leave pay benefit scheme. This proposed scheme would offer 90% of weekly earnings for the first 6 weeks, followed by 75% of weekly earnings for the next 14 weeks, with the remaining 19 weeks covered by statutory maternity pay.

The dissatisfaction among employees with the current maternity/paternity policy could harm employee / employer relations at BNPR. This area of employee benefits is crucial for recruitment and retention, especially in knowledge-based economies, where it offers significant opportunities to attract and retain talent (Jones and Perkins, 2024a, pp. 259–260). 

Dissatisfied employees can lead to low employe morale impacting productivity within BNPR. Motivation plays a key role in how engaged and energised employees are in their work. When employees lack motivation, they might be less committed, show reduced effort, and have lower enthusiasm for their tasks, all of which can lead to decreased productivity, which could be detrimental to BNPR’s overall performance and guest experience (Alam et al., 2020). 
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(Davies-Jaynes, 2024)

BNPR aims to cultivate a robust 'employer brand' within the leisure and tourism sector. To achieve success, it is essential for BNPR to distinguish itself in the Welsh labour market, thereby attracting, recruiting, retaining, and engaging the right talent. A strong employer brand not only enhances the company's ability to compete for top talent but also establishes its credibility amongst its people who in turn act as employee ambassadors (CIPD, 2023).

The survey findings suggest that over 61% of respondents would recommend Bluestone as an employer should an enhanced maternity scheme be introduced. In the broader context of recruitment challenges within Pembrokeshire and higher rates of unemployment present an opportunity to enhance BNPR’s benefits to attract talent from local employers and competition.

In Pembrokeshire, approximately 2,100 individuals aged 16 and older were unemployed during the year ending December 2023, resulting in an unemployment rate of 3.7%. This represents an increase from the 3.5% rate observed in the previous year, ending December 2022 (ONS, 2023). This upward trend highlights the necessity for BNPR to offer competitive employee benefits to attract and retain talent.

As a family business, BNPR places ‘Genuine Care’ at the core of its values. It is essential that both employees and guests connect with these values, and that they are consistently evident in the company’s approach to people management. Therefore, such negative perspectives on this particular benefit could have a profound impact on BNPR’s employer brand and team morale.
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(Davies-Jaynes, 2024)

90% of respondents stated that an enhanced maternity/paternity leave is very important or important for retaining current employees at BNPR. In addition, 90% said that a higher level of maternity / paternity pay took priority over factors such as duration of leave, flexible return to work and childcare support options. Gallup (2022), also concur with this notion and highlight that pay concerns have significantly increased in importance, now ranking first among the primary reasons for employees considering a job change. 

These critical factors are expected to shape the competition for talent in the coming years, alongside enduring preferences such as roles that align with personal strengths and job security. An enhanced maternity scheme could allow employees to take an extended period of maternity or paternity leave which in turn improves the well-being during the early stages of a child’s life, leading to improved physical and mental health for new parents (Holmes, Erickson and Hill, 2012). By providing ample time and support, employees can better manage their health and family responsibilities, which reduces stress and promotes overall well-being. This focus on early-stage support not only aids in a smoother transition back into the workplace but also contributes to a more positive and productive work environment (Isabella Giulia Franzoi et al., 2024).
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The duration of the enhanced maternity / paternity pay provided a balanced result with 33% of respondents suggesting both six and nine months as a preference. A study conducted by People Management (2021), established that there is considerable variability in the maternity leave provisions offered by employers. The most prevalent form of enhanced maternity leave, available at 42% of organisations, consists of full pay for the initial six weeks, followed by the statutory rate. Approximately 30% of firms offer full pay for a duration of three months, while 20% provide full pay for six months. Moreover, the study indicates that 37% of employers stipulate that enhanced maternity pay is contingent upon the employee’s commitment to return to work following their leave which should be considered as part of the recommendations. 

Survey respondents offered valuable qualitative feedback on the proposed enhanced maternity/paternity policy. They emphasised that such improved schemes should incentivise experienced and skilled employees to return to the workplace. This could enhance individual well-being and lower training costs compared to training new employees, ultimately improving employee retention rates and productivity within the business (CIPD, 2024a).

Employees also recognised that BNPR's target market consists of families with young children under the age of 10. They suggested that BNPR’s policies should reflect and accommodate this demographic as an employer, thereby further enhancing employees' connection and loyalty to BNPR, (Pham and Tran Thanh Tuan, 2023). 


[bookmark: _Toc176509466]5.0 Conclusions
The analysis of BNPR’s current maternity and paternity leave policies underscores a significant gap between employee expectations and the existing benefit structure. This gap is particularly concerning given the increasing importance of enhanced parental leave benefits in retaining and attracting talent, as well as in promoting employee wellbeing and loyalty (Morgan, 2008). The findings from the literature review, alongside the employee survey results, provide compelling evidence that BNPR’s adherence to statutory maternity / paternity leave arrangements is insufficient in the current competitive labour market, particularly as the latest CIPD Labour Market report suggests that over a fifth of employers (22%) are looking to decrease staff levels in the next three months (CIPD, 2024e).

The literature consistently demonstrates that organisations offering enhanced parental leave benefits experience higher employee satisfaction, reduced turnover, and improved productivity. These factors contribute to a more engaged and loyal workforce, which is essential for organisational success (Ahamad, Saini and Jawahar, 2022). BNPR's current policy, which meets only the statutory requirements, places it at a disadvantage compared to other organisations, particularly those in the public and voluntary sectors that offer more generous leave options. The survey results reinforce this, with a significant majority of BNPR employees expressing dissatisfaction with the current maternity and paternity leave benefits and a strong preference for more comprehensive support.

Furthermore, the survey indicates that enhancing maternity and paternity leave benefits is not only a matter of employee satisfaction but also a strategic imperative for BNPR. Improved benefits could serve as a powerful tool in strengthening BNPR's employer brand, particularly in a labour market where talent attraction and retention are increasingly challenging (Kwon et al., 2022). 

Additionally, enhancing these benefits could directly support BNPR’s long-term sustainability by reducing employee turnover costs, improving morale, and fostering a workplace culture that prioritises employee wellbeing (ERG, 2019). Employees’ suggestions for policies that reflect BNPR’s family-oriented target market highlight the potential for these enhancements to deepen employee loyalty and align the company's external and internal branding (Kanwal and Greet Van Hoye, 2023).

In conclusion, BNPR’s current maternity and paternity leave policies require significant enhancement to meet the needs and expectations of its workforce. By aligning its benefits with industry best practices and employee preferences, BNPR can reinforce its core value of 'Genuine Care,' enhance its competitive position in the labour market, and foster a more motivated and loyal workforce (Paarlberg and Perry, 2007). This strategic investment in employee wellbeing will likely yield long-term benefits for both employees and the business, contributing to BNPR’s sustained success (Sijbom, Lang and Anseel, 2018).
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A review of the current employee maternity leave scheme at Bluestone National Park Resorts and propose enhancements to improve the employee benefit.
Who are Bluestone National Park Resorts?
Established in 2008, Bluestone National Park Resort, also known as BNPR, is a privately owned five-star holiday destination located in Pembrokeshire. With over 900 employees the resort offers a unique experience for guests of all ages providing a range of accommodation, including luxury lodges and cottages. BNPR strives to be an employer of choice by providing its employees with a comprehensive range of competitive benefits.  This poster summarises the critical review of the current maternity leave scheme and in response to employee feedback proposes enhancements to improve the benefit. BNPR's current maternity leave policy meets only the statutory legal requirements (ACAS, 2023). While there is no government push for change, organisations can voluntarily enhance their parental policies. Improving these policies can boost employee satisfaction and benefit the business (Laundon, Cathcart, & McDonald, 2019).

Literature Review
A literature review  identified that over the past thirty years, the benefits for employees becoming parents have greatly increased (Jones and Perkins, 2024b, pp. 259–265).  Statistics from Mental Health at Work (2023), state that there are  13 million parents making up 43% of the UK workforce which supports the case that BNPR must adopt family-friendly policies.



A survey on reward management by the CIPD (2022), reveals that 68% of public sector organisations provide maternity pay that exceeds statutory requirements. This is followed by 53% in the voluntary sector and 44% in the private sector

Improved maternity and paternity leave benefits contribute to better employee wellbeing, which can positively affect productivity, loyalty, and employee retention. This underscores the importance of further exploring these benefits for the advantage overall business performance and for its employees (People Management, 2022).

Research Methodology
Based on Saunders et al. (2012), a deductive research method was chosen to study employee preferences for maternity leave benefits at BNPR. This method is preferred for its scientific approach, which systematically tests theories with quantitative data, ensuring validity, clarity, and objectivity. It offers a structured, efficient way to gather reliable data and minimise bias (Mark, 2024).

This research uses both primary and secondary sources to explore maternity and paternity leave benefits. Primary sources, like a survey of BNPR employees, provide direct insights and credibility. Secondary sources, including BNPR policies and competitive benchmarks, offer broader context and perspective (McKim, 2017).

An anonymous employee online  survey aimed to evaluate employee preferences and expectations regarding maternity leave, using a mix of qualitative and quantitative questions. According to House (2018), a combined approach is often effective for studying complex issues.

Key findings
The survey  aimed to evaluate employee views on maternity leave benefits using a mix of qualitative and quantitative questions. Of the 39 respondents, 75% were dissatisfied with current leave arrangements, and 90% favoured an enhanced pay scheme: 90% of weekly earnings for the first 6 weeks, 75% for the next 14 weeks, and statutory pay for the remaining 19 weeks. 

90% of respondents at BNPR believe that improved maternity leave is crucial for retaining employees, with a similar percentage prioritising higher pay over leave duration, flexible return options, and childcare support. Gallup (2022) supports this view, noting that pay concerns have become the top reason for employees contemplating job changes. These factors, along with preferences for roles matching personal strengths and job security, will influence talent competition in the future.

Dissatisfaction could negatively impact BNPR's employer brand and employee relations, affecting recruitment and retention. A strong employer brand is crucial for attracting talent, particularly given that 90% of employees view improved leave benefits as key for employee retention (CIPD, 2023).

Conclusions 
BNPR currently offers a maternity leave policy that only meets statutory requirements, leading to significant employee dissatisfaction. The survey reveals that 75% of employees are unhappy with the existing policy, with 90% favouring an enhanced pay scheme. This demand highlights the need for a more generous maternity leave policy (Deale and Seung-Hyun (Jenna) Lee, 2023). 

The dissatisfaction with the current maternity leave policy poses risks to BNPR’s employer brand. The survey found that 90% of employees consider improved maternity benefits crucial for retention, suggesting that the current policy may hinder BNPR’s ability to attract and retain talent. Given the competitive nature of the job market, this could negatively impact recruitment and retention (Harter, Schmidt and Hayes, 2002).

In summary, BNPR’s current maternity leave policy is insufficient and could lead to decreased employee satisfaction and retention (De Winne et al., 2019). To address these issues, BNPR should implement an enhanced pay scheme for maternity leave, supported by a clear communication strategy and change management training for line managers. These enhancements would align with BNPR’s goal of being an employer of choice, improving employee engagement, and securing its reputation as a family-friendly employer (Stamolampros et al., 2019). Investing in these improvements is essential for BNPR to maintain a competitive edge in employee benefits and ensure long-term success (Oh and Chhinzer, 2021).
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