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ABSTRACT

The purpose of this dissertation is to understand the phenomenon why women leave work following maternity leave in the context of a public sector organisation.  It explores the social and organisational barriers that contribute to the phenomenon, which detrimentally impact on long-term labour market gains for women.   The research also aims to examine whether target setting is an aid to retention and explores other retention strategies.

This dissertation met the research aim by an extensive literature review and practical research methods conducted in the workplace.  A flexible case study involved semi-structured interviews with women who had experienced the phenomenon and those on maternity leave. Also a questionnaire to managers who have staff on maternity leave.  The key finding is that very few women leave the organisation directly following maternity leave, and also only a minority leave following a brief return to work.   The research identified that both complex social and organisational barriers exist to retention.  The key research findings identified financial issues, gendered expectations, emotional considerations and workplace culture can all impact on retention.   The empirical research identified that workplace attitudes were a considerable factor contributing to the phenomenon.  However, contradictions exist whereby both positive and negative accounts of organisational support were evidenced.

The conclusions found evidence of persistent gender stereotypes whereby women are still expected to provide the main childcare, though again contradictions were apparent, whereby women themselves wish to preserve wholly their right to maternity leave.  Emotional reactions affecting mental wellbeing had significantly contributed to the phenomenon, concluding that the organisation could do more to mitigate against this by supporting women on their return to work. This research argues that target setting is not an appropriate tool to aid retention, indeed there is no evidence to suggest this is the case.  However, it is recommended that the organisation undertake a number of practical initiatives to support women on their return to work, and at the heart of this is awareness raising and empathy.
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CHAPTER 1 
INTRODUCTION
This chapter provides the reader with background information on the Welsh Government’s (WG) and UK Government’s policy approach to maternity provision in the UK, highlighting commissioned research indicating that women are subject to discrimination during pregnancy and maternity. The chapter goes on to outline the research focus of the study, the purpose of which, being to understand social and organisational factors that may present barriers to retention following maternity leave.   It identifies the phenomenon being examined which is why women leave following maternity leave and outlines the research objectives which will aid critical examination of the phenomenon. The study will be examined in the context of a large public sector organisation. Finally this chapter will outline the value of the study. 
1.1 Background
Public bodies in Wales have a duty to embrace the ethos of the Well-being of Future Generations (Wales) Act 2015 in their ways of working and in delivery, whereby making better decisions for the future generations of Wales.   The Future Generations Commissioner for Wales has set out Simple Changes (2020) that public bodies can implement to achieve the well-being goals as set out in the Act.  This research will consider one such ‘simple change’ which is “set targets for the retention of women returning from maternity leave” (Simple Changes, 2020). The UK Government and EHRC commissioned a research project to understand discriminatory practices during pregnancy and maternity in the UK (Adams et al, 2016).   Finding that 

“three in four mothers (77%) said they had a negative or possibly discriminatory experience during pregnancy, maternity leave, and/or on return from maternity leave”

with

“Around one in nine mothers (11%) reported they felt forced to leave their job”
(Adams et al, 2016, p.8).
This large scale study was undertaken with over 6,000 participants:  3,254 mothers and 3,034 employers (Adams et al, 2016).  The findings are analysed by sector, size of organisation and by nation (England, Scotland, Wales). Interestingly the report concluded that Wales, as a nation, fares better that its counterparts in relation to the detriment experienced by mothers during pregnancy and maternity (Adams et al, 2016, p.14). Therefore, it is surprising that the Future Generations Commissioner for Wales has focussed on setting targets for the retention of women to return to work following maternity leave, particularly as there appears to be limited evidence on whether there is a problem in Wales and also whether setting retention targets is a successful method of mitigation. Nevertheless, the overall strategic direction of WG over recent years as outlined in their Gender Equality Review: Update (2019) has focussed on gender with a view to 
“moving gender to the forefront of all decision making and making Wales the safest place to be a woman in Europe”  and wanting 
“a Wales where … all women are free from discrimination…”.
(Hutt, J, 2019, p.1/2).
Whilst public bodies already have a responsibility under the Equality Act (EA) 2010 and more specifically within the Wales Specific Equality Duties (WSED) to have an equality objective relating to gender pay (Equality Act 2010 (Statutory Duties) (Wales) Regulation 11), the WG’s commissioned report by Davies and Furlong (2019, p.23) found that existing legislation “fails to articulate a shared vision for gender equality in Wales that is understood by most”. In particular the EA 2010 has failed to mainstream equality as intended (Davies and Furlong, 2019 s. 4.1). As a result of these findings there is opportunity to align the WSED and WFG Act to support greater strengthening of legislation (Davies and Furlong, 2019 p.13).
Adams et al (2016) outlines the raft of legislation within the UK (Gov.uk, 2020), which includes provision to support maternity pay and parental leave for both mothers and fathers, and whilst pregnancy and maternity have ‘protected status’ within the EA 2010, Adams et al (2016) suggests a lack of research or evidence exists for parents during pregnancy, whilst on maternity leave, when leaving work or when returning to work.  This study seeks to gain further knowledge in areas where research is scarce.
1.2 Research Aim and Research Objectives
This research will seek to understand the barriers to retention following maternity leave in a public sector organisation.  These factors are likely to be complex and understanding is sought on social as well as organisational factors that may inhibit retention.

.  
The purpose of this study will be to understand social and organisational factors that may present barriers to retention following maternity leave in a public sector organisation from a feminist perspective of a gender critical lens. The study will seek to understand the reasons why women leave the organisation following maternity.  The method of inquiry is a flexible case study which includes interviews and questionnaires as well as the use of organisational workforce data and relevant information. The following research questions will aid the critical examination of the phenomenon:

· Explore what social or organisational barriers exist to inhibit women returning to work following maternity leave;
· Evaluate whether target setting is an effective tool to aid retention;
· Critique what other solutions exist to aid retention.
The research questions will provide a robust framework to examine the phenomenon from multiple perspectives, enabling an in-depth critique to facilitate the formulation of recommendations for organisational improvement.   The study will be a catalyst for change, adding value from an individual and organisational perspective.
1.3
Value of the Research
The motivation for this research is to understand the barriers to the problem.  The creation of new knowledge should challenge current thinking around organisational practice and process, consequently enabling the facilitation of organisational change using a sound evidence base.  
Viewed through a feminist lens offering the position that women have been, and continue to be, marginalised.  In this case, womens’ economic status has been detrimentally affected due to persistent gender bias apparent in social and organisational cultures, consequently shaping practice.
The literature review will provide in-depth knowledge on factors contributing to the phenomenon, although there is acknowledgment that there appears to be a lack of literature on the phenomenon itself.  Consequently, relevant literature will be examined. Feminist literature will be critiqued to evaluate whether the reproduction of gender stereotypes and social constraints are still apparent for women in the UK.  Literature will be examined on target setting and other solutions to retention. 
The empirical research from this study will examine the barriers to retention critiquing whether gender bias exists, whether women themselves have an awareness of prejudicial attitudes and potentially discriminatory practices within their social or organisational sphere.

As outlined previously, the Future Generations Commissioner for Wales Simple Change’s (2020) suggest setting targets for women returning from maternity leave.  Pre-existing knowledge of the organisation appraises that target setting alone is unlikely to provide an effective means of retention as factors are likely to be complex. The Simple Change’s (2020) do not provide a rationale or argument for their recommendation.  Without understanding the origins of the problem, how can one determine appropriate solutions?   This study will examine whether the phenomenon is a problem within the public sector organisation being studied, and whether social norms, workplace practices and behaviours, or a combination of both, contribute to the phenomenon. It will identify if target setting is a suitable tool to aid retention or whether other solutions would be more appropriate to aid retention.  The study will provide a robust evidence base to identify the barriers to the phenomenon, providing recommendations which will both benefit individuals and the organisation.
CHAPTER 2
LITERATURE REVIEW
2.1
Introduction
The purpose of this review is to understand broad and complex factors which contribute to the phenomenon which is why women leave work following maternity leave.  The chapter will briefly examine maternity leave provision in the UK before exploring feminism in the context of parenting for both mothers and fathers.  Critiquing how social norms shape attitudes and behaviours of parents around the phenomenon and critically reviewing agency for parents, specifically focussing on women. The chapter will explore workplace factors for pregnant women in work and on maternity leave, examining whether discrimination is a consistent feature despite legislation existing to prevent such practise.  Literature on the phenomenon will be examined, however, it is apparent from the outset that research on the phenomenon is scarce.  Finally, the use of targets for retention will be appraised and other solutions explored. 
2.2  
Maternity Provision in the UK
Whilst some maternity provision has existed in the UK since the early 1900’s, parental and maternity legislation has progressively developed since the 1970’s due to recognition of the discrimination working women faced due to pregnancy (Striking Women: Rights and Responsibilities, 2020). Real change came about in the 1990’s with the introduction of the EU Directive 92/85/EEC improving rights for pregnant women.  Since then, legislation developed providing parents’ entitlement to both leave and pay, with the mother being the primary beneficiary of entitlement (Adams et al, 2016).  
Maternity leave provision in the UK is favourable compared to other developed countries in the world with mothers able to take up to 9 months paid maternity leave however, offsetting this extended leave period are the lowest payment rates following the period of SMP (OECD, 2019, Family Database).  Furthermore legislative requirements enable organisations to grant extra leave or pay within their own policies (Gov.uk, (2020) Statutory Maternity Pay and Leave: Employer Guide). 
Low and Sanchez-Marcos (2015, p.1) propose that maternity policy has two roles: “to provide job protection; to support income”. Though discourse exists as to whether these provisions which are intended to support women actually reinforce gender stereotypes (Adams et al, 2016; Low and Sanchez- Marcos, 2015; Budack, 2011).
Further to legislation supporting parental entitlements, the EA 2010 extends protection to people with the ‘protected characteristic’ of ‘pregnancy and maternity’ (Equality Act 2010, C15, Part 2, Chapter 1). Although, the effectiveness of this legislation in protecting women [mothers] from discrimination is questionable given the perceived prejudice and discrimination women face during pregnancy and maternity (Adams et al, 2016).   As legislation exists specifically to protect and support women during pregnancy and maternity it is important to review the phenomenon through a feminist lens.  There is rich literature on the ideology of ‘feminist mothering’ the significance of which is critiqued below.  
2.3    
The Challenges of ‘Feminist Mothering’
The construct of ‘motherhood’ adheres women to conform to the all-consuming ‘good mother’ myth (Hager, 2011, p.3).  Rich critiqued the good mother myth as an ideology whereby a mother is merely identified by her motherhood, no other traits being valued (Rich, 1976 cited in Hager, 2011, p.2). Challenging patriarchal practices Rich emphasised the overwhelming pressures on mothers to conform and to achieve [unrealistic] perfection (O’Reilly, 2008, p.2.)  Motherhood being oppressive, male-dominated and conforming to traditional gender norms (Huang et al, 2016; Hager, 2011; O’Reilly, 2008). Nonetheless, whilst motherhood is deeply oppressive, research suggests that ‘feminist mothering’ can be empowering and female centred, proposing feminist mothering is defined by “what it’s not rather than what it is” (O’Reilly, 2008 p.4). As an ideology it contests traditional gender stereotypes allowing women to have agency over their own choices (O’Reilly, 2008).
Persistently challenging mothering is ‘benevolent sexism’ (Huang et al, 2016). This furtive ideology is difficult to pinpoint, reinforcing gender stereotypes in societies. For instance, the UK’s prevalence to reinforce beliefs as ‘fathers as the breadwinner’ and ‘mothers as carers’ (Hacohen et al, 2018, p.24). Benevolent sexism values and cherishes women that conform to traditional gender stereotypes; non-conformers are besmirched.  Indeed, women who conform to prescribed gender roles get better treatment (Huang et al, 2016; Cuddy et al, 2004).  This ideology applied to the workplace and family life, reinforces gender stereotypes, resulting in mothers being advantaged or disadvantaged based on where they confirm to social norm (Hacohen et al, 2018; Heilman, 2012).
Conversely, ‘maternal gatekeeping’ presents that mother’s reproduce traditional stereotypes themselves (Allen and Hawkins, 1999, p.1).  Studies found that a large proportion of mothers actively resist fathers doing more family work concluding that maternal gatekeeping is a ‘social construct of gender’ (Allen and Hawkins, 1999, p.1/2). Consequently this construct reduces father’s involvement with mothers being reluctant to surrender their family responsibilities (Allen and Hawkins, 1999) due to the value and outcomes they place on these responsibilities.  For ‘feminist mothering’ to be recognised a mother has agency over her decisions enabling her to be seen more than just a vessel of reproduction or child carer (O’Reilly, 2008, p.11.). Agency for women though is difficult, as in traditional patriarchal societies agency is something that resides with males (Heilman, 2012). 
In the UK women hold the principal responsibility for childcare (Hacohen et al, 2018).  The reproduction of social norms evident as a mother will compare themselves to female friends and fathers comparing themselves to the ‘average dad’ (Hacohen et al, 2018).  The economic detriment to women being a gender pay gap for women as they either leave employment or return to work on a part time basis (Hacohen et al, 2018; Brynin, 2017).
Many women unfortunately may be naïve to the constructs placed upon them during pregnancy and maternity and the resulting gender inequalities. They may however, be more aware of prejudicial or discriminatory practices in the workplace. The next sections will examine these factors in more detail.

2.4  
A Balanced Scorecard in the Workplace
The utilisation of maternity provision in the UK increases the retention rates of women to her employer following the birth of her child (Waldfogel et al, 1999 cited in Low and Sanchez-Marcos, 2015). Whilst retention rates may be noteworthy, complex factors provide barriers to retention and gender equality.   Burt (2018) reported that the majority of mothers on maternity leave lack confidence in returning to work.  Concluded from a survey of working mothers indicating that mothers lacked support during the maternity period.  Burt (2018) also outlined that organisations focus only on the short-term nature of maternity leave rather than supporting the woman’s career as a whole (Burt, 2018). Whilst a lack of research exists about womens’ experience during maternity, Adams et al (2016) found evidence of widespread discrimination and unfair practice during this time. Though they are mindful to point out though that
“only a tribunal can determine if unlawful discrimination or unfair dismissal has occurred”. (Adams et al, 2016, p.4).
Therefore their evidence is based on women’s perceptions.  This being said, their findings paint an alarming picture of the treatment of women during pregnancy, maternity and on returning to work, with 3 in 4 mothers saying they had a negative or possibly discriminatory experience (Adams et al, 2016).  Whilst examples of these experiences can affect women at different stages of their pregnancy and maternity, contributing to less favourable career outcomes, there was evidence that there was a negative impact on job status:

· “½ of mothers felt a negative impact on opportunity, status or security

· 1 in 9 mothers (11%) said they felt forced to leave their job” (Adams et al, 2016).  
Women with a shorter length of service were more likely than those with long service to report discrimination, with service of less than 5 years being a predicator of ill-treatment. However those with less than 1 years’ service felt more forced to leave (Adams et al, 2016).
Coulson et al (2012) suggests both women and employers benefit from a return to work following maternity leave. Women benefit from positive wellbeing including good mental and physical health, as well as the benefit of support structures and financial support (Coulson et al, 2012, p.1).  Benefits to the employer include reduced turnover and savings in recruitment costs which can be significant (Coulson et al, 2012). Conversely, this is also an area where employers feel threatened due to the unpredictability of whether the women will return to work and if it is on the same or reduced hours.  Such unpredictability can be difficult to manoeuvre for replacement cover, particularly in the case of highly skilled jobs (Budack, 2011). It is evident that the concerns outweigh the benefits for employers as significant prejudice toward pregnancy and maternity exists.   Still despite this, Adams et al (2016) found that two-thirds of women felt their employer was supportive which appears contradictory given so many said they experiences prejudicial or discriminatory attitudes.  
Nowark et al (2013, p.2) found that differences in expectations are detrimental to women suggesting that whilst maternity and family policies existed in organisations, their rhetoric didn’t reflect organisational or management practice, with flexibility focused on business rather than the woman.  Therefore whilst maternity legislation is intended to support women and encourage their return to work, the unintended consequences of maternity regulations and subsequent organisational policy may indeed be causing prejudicial attitudes and discrimination against the group they are attempting to support (Adams et al, 2016; Low and Sanchez- Marcos, 2015; Budack, 2011).  Adams et al (2016) also identified barriers exist to making complaints about ill-treatment during pregnancy or maternity.
The ‘motherhood penalty’ is the long-term negative impact on women’s career and wage outcomes as a result of motherhood (Anderson, 2018; Kricheli-Katz, 2012; Bundig and England, 2001). The gender pay gap rises after women have their first child, with higher qualified women being worse off (Hacohen et al, 2018).  Maternity provision is intended to aid the retention of women following maternity leave thus reducing the gender pay gap. Nonetheless, evidence suggests that women and couples tend to make decisions about their maternity leave on short-term financial decisions rather than long-term considerations on how a women’s career outcomes may be affected over time (Hacohen et al, 2018). Though it is suggested this may be a beneficial approach due to father’s generally still earning more than women (Hacohen et al p.24).  This though will do nothing to reduce the gender pay gap and only serve to reinforce traditional patriarchal practices. 
Despite an increasing egalitarian perspective in the UK persistent unequal distribution of family labour exists during maternity suggesting complex factors are at play where parents decide who should undertake parental leave (Hacohen et al, 2018, p.10). Factors include financial matters, emotional considerations, social norms and workplace culture. Whilst financial considerations are often the priority concern for parents, it is the short-term and not the long-term implications that are considered (Hacohen et al, 2018).  
Whilst numerous support options exist for fathers, they are less likely to reduce working hours to take on caring responsibilities, this obligation remains with women (Hacohen et al, 2018; Chanfreau et al, 2011).   This is due to the social norm of family ‘breadwinner’ therefore the expectation is to work full time with any deviance from the norm being perceived as a weakness (Hacohen et al, 2018, p. 25). This construct contributes to the feeling of guilt experienced by fathers about staying at home (Hacohen et al, 2018). Therefore, it is unsurprising the uptake of SPL is very low in the UK (Kaufman, 2017; Ndzi, 2017). The take up of SPL is only successful if parental agreement is reached prior to the birth of the child (Hacohen et al, 2018).  Though these parents are likely to face negativity and prejudice with the workplace as they deviate from the social norm (Hacohen et al, 2018). 
Arguably the UK’s generous maternity leave provision itself is reproducing gender stereotypes as maternity entitlements are enabling mothers to take extended time off (Chanfreau et al, 2010).  However, this discourse does not examine the phenomenon of why women leave the workplace following their maternity leave. Consequently, this phenomenon is examined below. 
2.5   
Why Women Leave Work
Chanfreau et al (2011), assessing the impact of maternity legislation changes, found 76% of women returned to work following childbirth.  The figures being more favourable for public sector working mothers (87%).  Partnered mothers and those with higher qualifications were significantly more likely to return to work than single parent mothers and those with no qualifications (Chanfraeu et al, 2011).  Those in low level occupations and those on precarious contracts were less likely to be aware than their higher earning counterparts of the maternity support available to them (Chanfraeu et al, 2011). Whilst Chanfraeu et al (2011) identified maternity provision and parental leave as a contributor to retention, others suggest it is only one part of the jigsaw of a complex decision making process where attitudes can change during maternity leave (Nowark et al, 2013; Coulson et al, 2012).
The availability of suitable and affordable child care is a key factor to retention (Hacohen, 2018).  Low income mothers, single mothers and those with few qualifications are more likely to return if childcare is available (Del Bocca, 2015 cited in Hacohen et al, p.10). Though overall, lower earning women are less likely to return than their higher earning counterparts (Hacohen et al, p.3). Addtionally, parents prefer to provide their own child care when the child is young, which means the responsibility falling with the mother (Hacohen, 2018 p.10).  Indeed it was found that the preference for home childcare“is more embedded in the UK than elsewhere in the developed world” (Graig and Mullen, 2011 cited in Hacohen et al, p. 26).  This social norm demonstrates a significant barrier to retention as childcare is a significant source of guilt for many mothers (Hacohen et al, 2018, p.25) due to the pressure of living up to the ‘motherhood myth’ (Rotkirch and Janhumen, 2009 cited in Hacohen et al, 2018, p.25).  ‘Maternal gatekeeping’ is likely to validate the guilt as some women feel they are the only person capable of looking after their child (Hacohen et al, 2018; Allen and Hawkins, 1999). Evidence also indicates that some mothers are uncomfortable in relinquishing maternity leave entitlement to share with their partners (Hacohen et al, 2018).  Therefore the suggestion is that women essentially ‘gatekeep’ the home and family domain (Gaunt and Pinho, 2018; Kaufman, 2017; Kramer-Holmes et al, 2013; Allen and Hawkins, 1999).  
Whilst ‘maternal gatekeeping’ may be a contributory factor to the  phenomenon it’s complex nature is highlighted by Stomp-van den Berg et al (2007), finding that women can fail to return to work due to ill health following pregnancy and childbirth, with problems particularly prevalent following the first year after childbirth.  Evidence suggests though that workplace policy and culture can play an important role in supporting the mother during maternity leave by providing consistent line manager support and Occupation Health support, with both aiding a return to work (Stomp-van den Berg et al, 2007).

It is evident that women leave work due to a number of complex factors including social norms, discriminatory attitudes and organisational perception (Mainiero and Sullivan, 2005 cited in Bussell, 2008).  Whilst ‘maternal gatekeeping’ may be a factor in the decision to leave for some mothers the widely-held assumption that women simply choose to leave work due to their maternal calling appears to be misguided.  Organisations that fail to understand the complexity of the phenomenon are at risk of losing valued female talent and economic stability.  Therefore organisations should consider strategies to workplace retention, which is outlined below.
2.6
Workplace Approaches to Retention
Whilst the multi-faceted nature of the phenomenon is palpable, some suggest that retention interventions such as pre and post maternity coaching benefit both the employee and the organisation, aiding a successful transition from maternity leave back to work (Teraiya, 2013; Park and Bingham, 2012).  The empowering process provides the woman with regular coaching, both pre and post maternity, building confidence and encouraging honest discussions around communication methods, boundary setting and work-life balance (Teriaya 2013; Park and Bingham, 2012). It raises awareness of the issues women face during pregnancy, childbirth and maternity with managers and colleagues (Teriaya 2013; Park and Bingham, 2012 Maitland, 2007).  Maternity coaching appears an intervention targeted at senior organisation and professional occupations (Bussell, 2008). Consequently women in lower-valued positions may feel devalued and disposable, although there appears to be little research in this area to draw accurate conclusions.  Bussell (2008, p15) refers to the lack of literature linking coaching to the retention of women, and with 10 years passed, this appears to still be the case.  Whilst maternity coaching is offered as a retention intervention this is no clear evidence on its effectiveness, however, Bussell’s (2008) research did find it was viewed as a supportive mechanism to keep women on the career ladder.  

Plentiful advice for employers exists to avoid maternity leave discrimination, to support women on maternity leave, to support long-term career goals and to aid women’s transition back to work (ACAS, 2020; EHRC, 2019; Adoki, 2019; Unwin, 2018; Jackson and Bajaria, 2016).   The latter outlines utilising KIT Days, maintaining communication throughout maternity leave, staggered duties upon a return to work, flexible working and refresher training (Adoki, 2019; Jackson and Bajaria 2016).  The EHRC following Adams et al’s (2016) research developed a campaign entitled ‘Working Forward’ (EHRC, 2019) which, along with practical guidance, provides an opportunity for employers to pledge their commitment towards improving their practices for women during pregnancy and maternity.  Whilst an abundance of information exists, so too does discourse as to whether organisations are actively engaging and implementing the advice (Adams et al, 2016).
Whilst the Simple Changes (2020) are encouraging public bodies to set targets to improve the retention following maternity leave there appears little evidence this is supported by academic research or robust data.  Targets and quotas though are not a new intervention in the ambition to achieve gender equality with plentiful literature in relation to the ‘glass ceiling’.   Egalitarian Nordic countries were pioneers, introducing mandatory quotas to increase female leadership on boards and in political representation (OECD, 2017; Klettner et al, 2016;  Sojo et al, 2016; Eydal and Rostgaard, 2011; Pande and Ford, 2011).  Such affirmative actions though have proved divisive with some fearing they lead to the selection of unsuitable women which appears unjust and unfair, consequently resulting in a number of tensions (Terjesen and Sealy, 2016, Wiersema and Mors, 2016).  Norway, the first to introduce the mandatory quotas have seen little rise in the number of women top executives (Kletter et al, 2016).  Whilst Sogo et al (2016) found there was some evidence that the introduction of quotas did have a positive impact on the number of women holding positions on boards, it is clear more needs to be done to evaluate the trends over the long-term.  Kletter et al (2016) however identified that voluntary organisational targets can be more effective in contributing to a positive change on organisational culture and promote gender equality.  
It has been problematic to identify any specific research or academic literature elating to target setting for the retention of women following maternity leave. As such it is difficult to correlate whether outcomes for target setting for retention are comparable to that of setting quotas for women on boards.  Whilst it unlikely that the affirmative action of target setting for retention would gain a perception of unfairness, unlike quotas for board, due to the fact that only women can child-bear and consequently have maternity leave,  there is a lack of empirical evidence to suggest it would be an effective intervention.
2.7  
Conclusion

This chapter has considered the emergence of parental legislation over time, noting that whilst legislation exists to support both parents, it is women who are the main beneficiaries.  However, due to the reproduction of traditional gender stereotypes, legislation rather than being a leveller of gender inequality is likely to be contributor to the inequality it is aiming to eliminate.
Opposing ideologies have been explored in relation to feminist perspectives on the role of mother, which have highlighted complex factors such as ‘maternal gatekeeping’ and pressures placed upon women attempting to conform to the ‘motherhood myth’.
It has been identified that barriers to the phenomenon are complex and contradictory and that a number of solutions exist to support women.  However, there is no evidence in literature to suggest that setting targets will improve retention.  Owing to the complexities and contradictions it is important for this study to unearth womens’ experiences of the phenomenon relating to the organisation.  The next chapter outlines the paradigm, research approach and methods adopted for the study which enable women to have a voice.   

CHAPTER 3 
RESEARCH METHODOLOGY
The literature review has identified that societal norms, financial issues and workplace culture impact on the attitude and emotions of both mothers and fathers pre and post pregnancy.  These factors influence decisions relating to financial matters and childcare provision. Together with workplace culture, these factors all contribute to the central phenomenon of this study.   The research methodology will utilise a social constructivist flexible case study to address the research aim of understanding barriers to retention following maternity leave in a public sector organisation.  Using the themes outlined in the literature review above to scope data collection ensuring relevance and to maintain boundaries.
3.1
Research Focus
The research has a number of interrelated objectives set within the context of the public sector organisation:
· Explore what social or organisational barriers exist to inhibit women returning to work following maternity leave?

· Evaluate whether target setting is an effective tool to aid retention?

· Critique what other solutions exists to aid retention?
This study seeks to understand the reasons why women leave employment following maternity leave, a decision which may prove detrimental to their long-term career prospects and labour market position (Anderson, 2018; Kricheli-Katz; 2012; Bundig and England, 2001).   An intersectional approach will be undertaken to consider the phenomenon in relation to women’s roles and respectively salary grade within the organisation, contrasting high values roles and low valued roles.  The method of inquiry is a flexible case study including face-to-face interviews, a qualitative questionnaire, analysis of organisational workforce data and relevant information (Warburton, 2018; Barbour 2014; Punch 2014).

A feminist lens hypothesises women have and continue to be been marginalised (Heckman, 2014, Ackerly and True, 2008). Crucially, a gender critical lens is adopted signifying women’s lack of agency in pre and post pregnancy decision making due to traditional social constructs that exist in the UK (O’Reilly, 2008).  Arguably this lack of agency influences choices for women’s continued employment and their working patterns post pregnancy should they remain in the workforce.  
Whilst I have not experienced
 the phenomenon I am a female in the organisation who believes I may have been marginalised due to my gender.  Therefore self-reflection thought the study must ensure that “it is not just my own lens or bias but the participants’ view that contributes to the study” (Warburton, 2018). On reporting findings to the organisation that have supported this study, an overly feminist lens, may prove detrimental to the validity inquiry and my own credibility within the organisation, as organisational senior leaders are predominately male (Warburton 2018; Gilles and Alldred, 2002). However, not to be true to the inquiry and representing ‘the truth’ would be doing the participants a disservice (Warburton, 2018).
3.2
Research Approach
Identifying appropriate research methods to aid understanding of the phenomenon is influenced by a researcher’s paradigm or world view (Warburton, 2018; Punch 2014). Creswell, 2009, suggests that a paradigm is formed by the personal experiences, values and beliefs of the researcher (Warburton, 2018).
Literature provides several classifications of paradigms to aid a researcher in identifying their paradigm (Creswell, 2009; Guba and Lincoln, 1994 and Morse,1994 cited in Punch 2014 p.16).  With some classifications being more suited to quantitative and others to qualitative methods, the researcher according to one’s paradigm can determine one’s approach to research design. This study requires a thorough understanding of the problem, a problem which is not fixed.   The paradigm adopted for this inquiry has been based on Creswell’s (2009) classification, as I have found these to be a comprehensive source of works.
Creswell (2009, p.6 ) outlines 4 classifications to aid a researcher in determining their world view. They are
· Post positivism
· Constructivism

· Advocacy/Participatory
· Pragmatism.

These helpful classifications provide researchers with clear explanations of the paradigm allowing the researcher to determine the most suitable for their study.  
To examine the meaning of the phenomenon fully, a social constructivist paradigm is adopted for this inquiry which enables a detailed understanding of the complexities arising from the phenomenon.  In such a paradigm “the goal of the research is to rely as much as possible on the participants” (Creswell, 2009, p.8 cited in Warburton, 2018).  This paradigm uses qualitative methods which support open and broad questioning to understand social and historical contexts (Cresswell, 2009).  Literature tells us that researchers’ should understand their biases formed by their values and beliefs and acknowledge these biases can impact significantly upon an inquiry.(Creswell, 2009).  Within a social constructive paradigm biases are recognised and may shape the outcome of the research, for this research, I hold feminist bias that women are marginalised. Adopting a social constructive paradigm provides an opportunity for qualitative approaches to be explored enabling an understanding the phenomenon. Unlike quantitative methods which would examine the phenomenon methodically with use of statistical methods, a qualitative approach unpicks complex issues and contradictions and seeks explanations to examine the phenomenon (Barbour, 2014, p.13; Punch, 2014, p.117).   
A qualitative approach to research design provides opportunities to utilise research methods according to one’s epistemological view. My epistemological view determines the most suitable method of inquiry a flexible case study.
Case studies as a method can be contentious (Punch, 2014; Somekh and Lewin, 2011).  Disapproval cited at their generalisation of a phenomenon, particularly when a few participants or a single participant is sampled, or when only one research method such as interviews are used (Somekh and Lewin, 2011).  Further concerns lie with observing suitable boundaries. (Punch, 2014; Warburton, 2018).  However the benefit of flexibility within a case study allows for the development of empirical knowledge, examining both the social and historical context of the phenomenon and not just the phenomenon itself (Ragu and Becker 1992 cited in Somekh and Lewin 2011, p.54).  Whilst the flexibility of a case study is advantageous, a researcher must maintain the focus on the phenomenon, whilst keeping the number of participants manageable as well as the time to be committed to the inquiry (Somekh and Lewin, 2011; George and Bennet, 2004). 
Moreover, case studies offer many benefits including opportunities to make comparisons between participants and use multiple sources of data, providing valuable contributions to wider social science research (Punch 2014, p.124). Somekh and Lewin (2011) concur believing the method offers an immersive approach providing opportunities to use multiple methods with the advantage of studying the phenomenon within its own setting (Warburton 2018, Yin 2013 cited in Punch 2014, p.121).  The case study will involve interviews, a focus group, a qualitative questionnaire, organisational workforce data, academic research and relevant organisational information.  
Preliminary considerations such as one’s own biases should be considered at the outset (Creswell, 2009).  One’s positionality should be reflected upon in relation to how pre-existing bias may be apparent in a work-based inquiry.  Having worked for the organisation for many years it is crucial to acknowledge that my own bias from past experience, knowledge and practice will contribute to the understanding of the phenomenon (Warburton, 2018).

Whilst the organisation has sanctioned the inquiry, superiors may not realise the approach to the study being a gender critical philosophical position which will influence research design. My world view of the phenomenon has steered me to take a qualitative approach.  This approach will allow identification of barriers to women returning to work following maternity leave.  Knowledge will be developed through in-depth interviews with women who have experienced the phenomenon. (Warburton, 2018). The section below outlines the research methods proposed to support the philosophical position of this study. 
3.3  
Research Methods
The empirical aim of this study is to seek the truth and facilitate a voice for women who have experienced the phenomenon.  Using multiple sources of data the phenomenon can be examined in-depth. The research methods adopted are outlined below:

Interviews and Focus Groups
Due to distinct similarities between interviews and focus groups, they will be addressed together in this section. Barbour suggests focus groups are group interviews (Barbour, 2014).  Both use open questions allowing participants to describe in-depth the issues that affect them (Barbour, 2014), offering insights into the memories of participants, provide explanations, and describe current problems and aspirations (Somekh and Lewin, 2011, p.53). 
Semi-structured interviews offer a greater involvement and are a favoured methods from a feminist perspective as traditional interview techniques are masculine in their approach (Punch, 2014, p.148).  This method allows flexibility on the use of pre-set questions providing the opportunity to explore explanations of the phenomenon (Punch, 2014).  A feminist lens creates a platform for reciprocity whereby the researcher and the participants have equal power and status, therefore avoiding the “hierarchical pitfall” (Reinharz, 1992 cited in Punch 2014, p. 148).  
A researcher’s personality, experience and skills will impact on participants during the interview (Warburton 2018; Barbour 2014). Developing rapport with participants early on is key to enable a free flow of conversation (Barbour 2014).  A researcher needs to recognise the potential risks of interviews and focus groups including radical views or exaggerated opinions from participants (Somekh and Lewin, 2011, p.62).  Participants may have not previously been offered a voice, and may be suspicions or lack commitment.  Conversely, participants my want to ‘perform’ and consequently attempt to fully occupy the interview or focus group (Somekh and Lewin, 2011, p.61).  Therefore preparation is key regardless of the researchers skill level (Warburton, 2018).

Somekh and Lewin (2011, p.62) outline key concepts for consideration when undertaking interviews and focus groups, providing insightful reflections to aid planning, for example, how will I know if the participations will trust me?  I can counter this by providing an overview of ethical considerations.  Also, how can I be sure that the meaning of an issue is interpreted the same by all participants? Summarising will be important to check understanding. This latter point ensures credibility of the methods as discourse suggests “that everything is open to alternative meanings” (Warburton 2018; Somekh and Lewin, 2011,p.62).  These concepts will provide a useful template to ensure the boundaries of the inquiry are maintained.
Organisational Workforce Data and Relevant Policy
To fully explore the phenomenon it is necessary to understand organisational processes around pregnancy and maternity.  Therefore, policy and practice will be examined and views will be sought from a HR representative.  Views will be pursued from managers via a questionnaire gaining an understanding of support provided to women during pregnancy and on maternity leave.  

Documentary data can be a rich source of information (Punch, 2014, p158).  Researchers can experience problems in obtaining sufficient amounts of data for an inquiry (Warburton, 2019; Mirza, 1995, cited in Somekh and Lewin, 2011, p.57).  Critically however, researchers often neglect the plethora of documentary data available to them (Punch,2014). My position in the organisation allows access to relevant workforce data, organisation policy, key strategic organisational documents, as well as having an understanding of appropriate external sources for the study.   
Sampling
To ensure the validity of the inquiry, sampling decisions should be considered carefully as Miles and Huberman (1994 p.27 cited in Punch, 2014, p.160) suggest “you cannot study everyone everywhere doing everything”.   The qualitative approach to this inquiry involves ‘purposive’ sampling, whereby there is a deliberate approach to sampling which relate to the research questions (Punch, 2014).  
Workforce data from the Payroll/HR System will be analysed to identify participants.  I can be organised by gender, salary grade, job roles, department, reporting to, length of service, contract type, date due to commence maternity leave, date commenced maternity, date left the organisation, and more if required.  

The inquiry will primarily focus on interviewing a sample of ex-employees, those who left the organisation following maternity leave within the last 24 months.  Notably the reason for an employee leaving the organisation will not be recorded on organisational systems as ‘left following maternity leave’.  The organisation has 15 leaving categories including voluntary, end of contract, dismissed, mutual agreement, ill-health and voluntary early retirement.  It is important to interview participants across the range of leaving reasons as this is a crucial factor to examine as to whether their departure from the organisation is directly related to their pregnancy and subsequent maternity leave. I aim to interview participants who were employed across all salary grades, as research suggests that women in higher valued positions have a different experience to those in low valued positions (Bussell, 2008).  I will attempt to interview participants across a range of organisational departments to ensure sufficient coverage.  Whilst the inquiry aims for sufficient coverage, there is acknowledgment that unlike quantitative research the sample size is small in a case study approach (Warburton, 2018).  Twelve participants will be invited to attend a semi-structured interview.  

It was anticipated to examine, through a focus group the perceptions of women who have advised the organisation they are pregnant.  Somekh and Lewin, (2011) suggest this method is beneficial to enable analysis of comparisons between participant stories (Warburton, 2018). However, it was identified during planning that workforce data was unreliable, due to a lack of MATB1 forms (a policy requirement) being entered timely into the organisation Payroll/HR system.  This disappointingly is a limitation of the research as it was intended to invite participants from across department areas and different contract types to a focus group to understand their intentions to leave or remain in the workplace following their maternity leave, and what factors are influencing their decision.  
Due to the unavailability of the above-mentioned cohort, it was identified that women who are currently on maternity leave be invited to a focus-group.  Twelve participants were invited, the optimum number of participants for an effective focus group is between 4 and 10 (Punch, 2014). Again the rationale was to understand their intention to leave or remain in the workplace.  Disappointingly, no participants took up the offer, consequently semi-structured interviews were offered to a further 12 participants, only one participant confirming attendance. 
Interviews will be conducted in 2 workplace locations that preserve anonymity, offer a quiet location free from interruptions, have sufficient car parking and are on a transport route. I am conscious that interview participants are new mums so may have child-care responsibilities, therefore the location needs to be child-friendly with suitable baby change facilities as I acknowledge that the child may be with the participant at the interview.  Whilst this may provide some distraction, it is important to allow the participant to bring their child as child-care may be a significant factor in their decision to leave the organisation.  
Data analysis will be conducted from the findings of participant interviews and surveys, the sample of which was determined from workforce data.  The qualitative analysis will be undertaken thematically based upon findings from the literature review.
Extensive and sensitive data is being sought as part of this study and ethical considerations should be at the forefront of collection.  These considerations are outlined fully in the next section. 
3.4
Ethical Considerations
Both ethical approval from the University and the organisation has been obtained to undertake this study.  BERA (2018) guidelines are adopted throughout the study, providing a comprehensive and concise approach to ethical considerations.  Voluntary informed consent will be obtained from all participants advising they can withdraw from the research at any time (BERA, 2018; Punch, 2014, p.44).  A copy of the introduction letters and consent form, drafted from University templates, are shown in Appendix 1 2a and 2b, 3 and 4. These provide participants information about the inquiry, why they have been asked to participate, how their information will be used and who it will be reported to (Warburton, 2018).
The anonymity of participants is paramount, particularly for a workplace inquiry as there may be additional concerns that participants can be identified.  Therefore, participants will be advised how their data will be protected.  Data requirements will comply with both University ethical standards and organisational GDPR requirements.  Personal interview information will be stored in a lockable draw at the workplace and digital data stored on an encrypted pen drive. 
A confidential report to the Director of HR will be produced with the new knowledge gained from the study.  Wider circulation could risk negative perceptions toward the organisation which could prove detrimental to organisational reputation (Warburton, 2018; Hammersley and Traianou, 2012, cited in Punch, 2014, p.49). 
An unintended consequence of research could be harm to the participants, the researcher, the organisation, or the university if ethical considerations have not been thorough deliberated (Punch, 2014). Consequently, a robust risk assessment on potential ethical issues that may arise has been undertaken (Appendix 5).  Risks identified include: an emotional reaction; lone working; lack of engagement; and reputational damage to the researcher and to university and/or organisation. The risk assessment outlines the actions that mitigate against any of the above-mentioned risks.
Lastly, ethical considerations should not be seen as a one-off event and should be monitored throughout the inquiry (Punch, 2014, p.49).

3.5
Conclusion
Qualitative research is diverse in nature, particularly a case study approach allowing for flexibility and an organic evolution of discovery of the phenomenon (Punch, 2014).  As an empirical collection tool, a case study provides data collection from a number of sources enabling an understanding into the phenomenon and examines whether barriers exist to retention following maternity leave.  Through semi-structured interviews with participants, barriers can be fully explored in relation to academic literature on the topic but also through a gender critical lens.  The research methods will provide insights into whether the barriers are societal or organisational. New knowledge gained may question existing thinking around organisational practices and processes with a view to facilitating change using a rigorous evidence base. The next chapter outlines the findings of the case study.
CHAPTER 4 
CASE STUDY RESULTS
This chapter discusses the findings of this research, including views from women who have experienced the phenomenon and others affected by policy decisions.  Initially this chapter will define the key research themes adopted and outline the rationale for their choice.  It summaries the importance of research analysis in exhibiting academic rigour and demonstrates triangulation in this research.   Finally the research findings obtained from interviews, questionnaires and organisational data are summarised by theme. 

4.1
Key Research Themes
This case study is approached in a structured way whereby findings are outlined thematically. Hacohen et al (2018) found that societal norms, financial issues and workplace culture impact on the attitude and emotions of both mothers and fathers pre and post pregnancy.  Consequently it is prudent to adopt these key themes for this study.  Due to the ‘gender critical’ lens adopted in this study, the language of societal norms has been modified to gendered expectations.  The following 4 key themes have been used to aid analysis of the data and explore the phenomenon fully:

1. Financial issues

Considers the job roles participants are employed in, hours worked and remuneration.  Exploring childcare options and it’s affordability for participants.
2. Gendered Expectations
Explores gendered views towards parental duties and examines the take-up of SPL. Appraises the expectations around parental duties.

3. Emotional considerations

Explores participants’ emotional response and well-being in relation to the phenomenon.

4. Workplace culture

Examines the perceptions of organisational and line management support and considers whether there is evidence of negative attitudes or discrimination towards pregnancy.  

Interview and survey questions on were designed and developed based on the above-mentioned 4 themes. 
4.2
Research Analysis
Whilst recognising there is a diversity in methods of qualitative analysis Coffey and Atkinson (1996, p.3 cited in Punch, 2014, p.169) highlight that methods must stand up to academic rigour whilst encapsulating the complexity of the phenomenon. Research must be transparent and able to stand up to scrutiny
This study has pursued multiple perspectives to gain academic rigour demonstrating triangulation (Punch 2014, p15). Expending the research approach of a flexible case study to permit data capture from a range of sources including:

· interviews with 2 ex-employees who experienced the phenomenon (N1 & N2) - (Appendix 6 indicates the interview schedule);

· interview with 1 employee who is on maternity leave (N3) - (Appendix 7 indicates the interview schedule);

· questionnaire responses from 15 managers who have staff on maternity leave - (Appendix 8 indicates the questionnaire);

· Interview with 1 Senior HR Assistant (N4) (Appendix 9 indicates the interview schedule);

· Interview with 1 Senior Workforce Development Officer (N5).

Relevant organisational data was referenced including:

· Workforce data reports from the organisation’s integrated Payroll/HR System;
· Organisation Policy;
· Annual Equality Reports.
Workforce data identified that 95% of women returned to work following maternity leave in the last 24 months. Of that 95%, 11% had since left the organisation either voluntary or due to ill-health.
4.3       Case Study Findings
The research results from the interviews, surveys and organisational data are outlined below by key theme.  The findings include responses from all participants across the range of sources and are differentiated by their indicator i.e. N1, N2 etc.
4.3.1 Theme 1 - Financial issues
All participants worked full time (37 hours) prior to their maternity leave, though N3 worked a 4 day compressed week.  Two participants were in administrative positions, the other a senior managerial position.  For 2 participants, it was their first child and the second for the other.  All participants had male partners who earned a higher income.
N1 had twins, therefore a crèche was not affordable with the cost being £98 per day for the two children, stating:

“it wouldn’t have been worth me working”.

N1 returned to work on part time hours, returning 3 days a week with family members supporting childcare to enable her return.

N2 intended to return to work full-time, however, due to anxiety returned  part-time using a mix of family members and crèche to enable a return. 
N3 currently has a child in ‘Meithrin’ for 3 days a week.  Prior to that he was in nursery. Also family members help. For the new baby she intends a mix of nursery and childcare. N3 intends to return to work part time on 3 days a week.
4.3.2 Theme 2 - Gendered expectations
N1’s partner changed his working pattern 6 months into N1’s maternity leave, whereby working 4 long days rather than 5 days.  This decision was made to help with childcare on N1’s return.  N1 advised that she and her partner were aware of policy around SPL but they had not considered it.
N2’s partner was in a new job therefore was ineligible for paternity leave or SPL.   The couple had not considered the partner reducing his hours as 

“he was the main income”.

N3 had not pro-actively discussed SPL with her partner.  He is in a senior role so felt it was not feasible to take SPL.  N3 is breastfeeding so felt that would be a barrier to SPL saying she was “more than happy” to take the full 12 months maternity leave.   N3 had a ‘jokey’ conversation about both SPL and her husband reducing his hours, though the expectation was N3 would do it. N3 felt that pregnancy and maternity may impact her long-term career due to the lack of continuity, believing she is unlikely to progress further in the organisation, stating:

“I was lucky enough to get my last promotion” and “I was really grateful”.  
Although she felt it was extra responsibility she didn’t really want – it wasn’t an option.  She believed the attitude was that she should be “so grateful” that she was offered the promotion.

N3 didn’t feel pre-post maternity coaching is a good idea, stating
“I’m pregnant – it’s not a disability” and didn’t want to be singled out stating

“you want to be seen as the professional .. as the men are seen as … as the husbands are seen as”.

The questionnaire to managers revealed that none of the employees (12 answered) currently on maternity leave were intending to take SPL.

4.3.3 Theme 3- Emotional considerations
Emotional considerations had a major impact on the decision to leave employment for both N1 and N2.  Both participants experienced anxiety, significantly contributing to their decision to leave the organisation.  For both their decision to leave was to preserve their mental well-being:

“I had 3 panic attacks in one weekend”

(N1)

“I felt like I was being suffocated”
(N2).
N1 felt “out of control” at the thought of someone else looking after her children, specifically that others wouldn’t do things the way she would in respect of meals and sleeping patterns.  N1 also felt that she hadn’t prepared herself enough to go back to work.

N2 didn’t want anyone else looking after her son, feeling this was due to a traumatic birth, experiencing postnatal depression and anxiety, but she would have had to do it to return to work.

“It made me anxious, stressed and depressed to leave him in childcare”.
For N3 working a compressed pattern following the birth of her first child, believed it had negatively impacted on her family life, particularly limiting time with her husband.  As a manager she felt guilty that she wasn’t there the full week to support her team, worrying if colleagues were coping.  She was also worried whether she (and the work she does) was being missed. 

 
N3 expressed her anxiety about returning to work stating she was:

“Absolutely dreading going back”.
Due to missing her children but also worrying about missing out on her children’s development.  N3 is worried about work but doesn’t want to miss out on maternity time with children. She would like to do some KIT days, but said:

“the days will fill me with dread” 

N3 hadn’t considered job share as an option and was not sure how she felt about that. She has jokingly said to her husband “I don’t have to go back” but felt it good for her to return to work and good for her as a mum. N3 was happy for others to look after the children. 
One respondent on the manager’s questionnaire highlighted that their employee ‘was worried about the change and things she will face when she comes back to work’.  Further comments outlined:
‘Further support will be required and look at if staff members returns to work and is breastfeed.  Emotional support may be required more due to leaving a new baby for the first time etc’.

‘I feel keeping in touch is vital to the employee so that they don’t feel they have been forgotten when they are on leave’.
4.3.4 Theme 4 - Workplace culture
Initially N1 and N2 had received positive support from their line manager during pregnancy, including receiving information about the maternity leave policy (MPL), time off to attend anti-natal and GP appointments and adjustments to workloads.  Both had paid time off to attend numerous GP appointments with N1 stating “nothing was a problem” in relation to the time off needed for appointments. Both participants felt they had not experienced negative attitudes either from their line manager or colleagues during their pregnancy. Despite a very positive experience initially, both participants went on to experience anxiety due to the perceived lack of workplace support on their return to work.

N1 heard from her line manager once during her 12 months maternity leave.  N1 initiated a meeting to discuss her intention to return to work part time but felt the department didn’t want her to return part-time and made it difficult for her.  Whilst eventually they agreed to the change in working hours, and provided flexibility of the days worked, they removed her entitlement to flexi-working.  She felt this was unreasonable. She was aware other people worked part-time and still maintained their flexi-working arrangement.  At this point N1 involved her trade union.

N1 returned to work part-time, working 3 days a week, meeting briefly with her line manager on her return. She was then left on her own at work, saying her line manager was never there as he was busy in other areas. She felt she was doing the job of 3 people as other staff were on holidays and on the sick. She stayed in work for 1 month at which point she 
“didn’t know if I was coming or going”. N1 felt that she was treated “like I’d had the week off” rather than 1 year off. She then went ‘on the sick’, with anxiety, not having the opportunity to discuss how she was feeling with her manager as he was never available. Consequently, organisational sickness absence procedures were initiated. N1 attended an Occupational Health appointment which was followed by a welfare visit.  During her welfare visit she discussed the lack of support but was advised by a HR representative that ‘that’s just the way things are’. During a further welfare visit she advised that she was intending to return to work in few weeks following final counselling sessions, and also asked to reduce her working hours to 2 days per weeks as a temporary arrangement.  She said this information was not recorded on her welfare visit report.  
“I felt like I wasn’t listened to at all” and “I felt like another number”.
Later that week N1 received a hand delivered letter to attend an ‘Inability to Attend Work’ meeting. N1 felt “that made my decision” to leave work. She felt pressured to leave, stating “I could never have gone to that meeting” due to her anxiety.  Whilst the trade union were supportive and encouraged N1 to take legal action against the decision,N1 said she couldn’t do it, explaining that 

“I had to finish I just couldn’t cope with it”.
N2’s story was complex in that at 8 months pregnant she was ‘suspended’ from the workplace pending Disciplinary Procedures.  A disciplinary process was held prior to the baby being born and N2 was cleared of any allegations.   This process had an extremely detrimental impact on N2.  N2 doesn’t believe her pregnancy, particularly being heavily and late into her pregnancy was taken into account by HR or the Disciplining Officer.  Her line manager continued to be supportive however following the suspension but N2 wasn’t allowed to contact anyone.  At that time she felt
“anxious, stressed and angry” …”I didn’t feel supported”.
Although it was found there was no case to answer, N2 was too anxious to return to work and commenced maternity leave.  Her baby was delivered 10 days earlier that her due date, something she believed the stress of the situation was a contributory factor.

N2 had not been offered KIT days. Her manager maintained contact throughout her maternity leave, though her manager retired during her maternity leave. N2 found it extremely difficult when she returned to work, returning part-time due to anxiety. Colleagues were supportive but she felt disheartened.
“My anxiety was too much on return and my mental health deteriorated”.
N2 went ‘on the sick’ expressing her anxiety during welfare visits but didn’t feel her anxiety was fully taken into account.  N2 voluntarily ended her employment with organisation.  She was not offered an exit interview. Whilst both N1 and N2 were offered counselling through the Occupational Health Unit, the appointments were untimely, as they were offered 4-6 weeks later.  

N3’s job was very pressured during her pregnancy with frequent working at home at night, believing workplace expectations were high.  Although having a promotion following the birth of her first child she felt it a “bigger burden” trying to balance work and childcare. She took on extra work to cover for other colleagues. Whilst N3 loved the opportunity she found it difficult to maintain a balance
“I don’t help the situation because I take on more”. 

N3 hadn’t explained to her manager about the pressure she was under. 

Prior to going on maternity leave N3

“Felt guilty” and “felt bad” 

in relation to handing tasks over whilst on maternity leave, worrying about the impact on others. 
Her manager had not undertaken a pregnancy risk assessment, nor discussed workload. There had though been a conversation regarding returning to work part-time, which her manager supported.  However N3 is worried how 3 days would fit with her job.  

N3 felt the organisation is quite positive and supportive in relation to pregnancy and maternity, and she had received a copy of the MPL. She had not experienced negative attitudes.

N3 believes regular contact is important whilst on maternity and making sure risk assessments are undertaken.  She believes managers presume that employees will go to them if you have a problem.

N4 was interviewed to seek an understanding of the organisational MPL and process. Pregnant employees, line managers and HR all have responsibilities within the process.  Once advised of a pregnancy by the manager, which could be at any point during the pregnancy, HR write to the employee forwarding them a copy of the MPL (Appendix 10), outlining a host of options e.g. maternity leave pay, timeframes, documentation requirements.  HR use a ‘maternity checklist’ to ensure relevant actions are undertaken.   No specific training is offered to managers on the MPL or on how to support their pregnant employees.  Managers have a responsibility to undertake a ‘Pregnancy Risk Assessment’ and there are guidelines to support this (Appendix 11). There is no monitoring of the risk assessment process but a copy is placed on the employee’s personal file.  If requested, HR will provide a manager with advice on both the MPL, process and pregnancy risk assessment.  HR are only usually asked for advice if ‘risks’ are identified.  If pregnant employees need Occupational Health support they are referred via the ‘Maximising Attendance’ process.   It was felt that managers “have an awareness” of KIT days and that the return to work process is managed well.  If an employee does not return due to ill-health they go onto the ‘sickness’ process.  Overall the onus is on the manager to ‘manage’ their staff and advise HR of any changes.   
Over half of managers who responded to the manager’s questionnaire had been able to cover the employee whilst on maternity leave. Overall the response on the manager’s questionnaire was the lack of cover during maternity leave can put a strain on the service area, particularly with team members workloads increasing and in some cases, standards had slipped which impacted on service delivery.  However, one manager noted the positive impact on enabling ‘the widening of skills of the team’.
Almost all managers who responded would be happy to support reduced hours when the employee returns to work. Those that did have concerns were where a number of staff in the team already work reduced hours, therefore it would add additional pressure. Though one manager did state 
‘part-time hours are better than nothing’.
Almost all managers had conducted a pregnancy related risk assessment and all had had a one to one discussion with the employee about pregnancy and maternity related issues.  Below outlines the ways managers stated they had supported their employees during their pregnancy:
· regular one to one meetings and supervision;
· reviewing the risk assessment and adjusting workload/duties;
· flexibility around working hours;
· changes to workplace layout;
· reducing work-based travelling time; 
· home working.
80% of managers responded that their team member intended to take KIT days and managers felt KIT days were important outlining the following reasons:

· reducing anxieties for the individual;
· stay up-to-date with service area and colleagues;
· continuity and transition of workloads;
· attending training;
· positive team culture and staff morale.
Managers had kept in touch with individuals during their maternity leave in the following ways:

· text messages;
· regular visits;
· e-mails;
· telephone calls;
· WhatsApp groups;
· informal team lunches.
Most managers (87%) intended to hold a meeting with the individual prior to their return to work. The following planned arrangements are in place to support the individual on their return to work:

· phased work allocation;
· hand over meetings;
· work-plan;
· increased supervision (if required);
· regular meetings;
· induction and training updates.
A telephone interview conducted with N5 revealed that 24 participants of ‘staff satisfaction surveys’ since 2017, had indicated they were pregnant.  
Responses to the surveys were themed and reported to the Senior Leadership Team.   No specific concerns or issues were highlighted in relation to employees who were pregnant.
Annual Equality Reports for financial years 2017/18 and 2018/19 indicate that 652 employee had been on maternity leave during that period. Over the course of the financial years 2 of these employees had been involved in disciplinary or grievance procedures (RCT Council, 2020; RCT Council, 2019).
4.4 Conclusion
Data for this flexible case study has been obtained from a range of sources including; women who have experienced the phenomenon; a woman currently on maternity leave; managers who have employees on maternity leave and a HR representative. Additionally organisational data was sought from staff satisfaction surveys and Annual Equality Reports 2017/18 and 2018/19.   Gathered in accordance with BERA (2018) guidelines the range of data provides transparency and rigour in providing a triangulation of sources enabling examination of the key themes adopted from the literature review: financial issues; gendered expectations; emotional considerations and workplace culture.  The next chapter will discuss the empirical research against the key themes. 

CHAPTER 5 
DISCUSSION
The purpose of this study is to understand social and organisational factors that may present barriers to retention following maternity leave in a public sector organisation from the perspective of a gender critical lens. This chapter appraises the overall analysis of the phenomenon in the organisation.  The case study findings are analysed by key theme, determining patterns between participants and key issues outlined in the literature review (Chapter 2).
5.1
Overall Analysis
The study found that within the organisation women do not leave the workforce due to their pregnancy but for other factors.  Women commence maternity leave then return to work, with a small minority leaving the workforce voluntarily or due to ill-health.   However, ‘voluntarily’ may be a smoke-screen for a host of complex factors which are not acknowledged or understood by the organisation.

Chanfreau et al (2011) found within the public sector, 87% of mothers return to work following maternity leave, this being more favourable than in other sectors. The organisation has favourable retention rates of 95% following maternity leave.   However Chanfeau et al (2011) research does not consider those who return to work and leave a few months later. The literature review has already remarked there is little research on the phenomenon therefore, I believe there is little academic acknowledgment of the complex factors at play and the overwhelming challenges mothers face when returning to work. 
5.2
Key Research Themes
5.2.1
Theme 1 – Financial issues
The 3 participants worked full time (37 hours), 2 working in administrative areas and 1 managerial, all on permanent contracts and each having considerable service with the organisation. Consequently their employment is not deemed as precarious, whereby service of less than 5 years is a predictor of ill treatment (Adams et al, 2016) All 3 participants had a partner, an indicator of being more likely to return to work than if they were single mothers (Chanfraeu et al, 2011). 

Hacohen et al (2018) suggests that suitable and affordable child care is a key factor to retention. For one participant, childcare was unaffordable due to having twins, therefore a decision was made to return to work part-time to aid with childcare and family members would also help out.  This pattern was evident with all participants whereby family members helped for a day or two a week.   For all participants, their partners earned higher incomes. The impact of this will be explored within the theme ‘gendered expectations’.
The organisation’s MPL (Appendix 10) as Low and Sanchez-Marcos (2015, p.1) suggest provides job protection, supports income, whilst encouraging women to return to work as it meets legislative requirements (Gov.uk, (2020) Statutory Maternity Pay and Leave: Employer Guide). It provides extra maternity leave in addition to legislative requirements, albeit without pay, which two of the participants took up by having 12 months maternity leave (Gov.uk, (2020) Statutory Maternity Pay and Leave: Employer Guide).  All participants intended/intend to return to work.  A return to work did happen for the 2 participants who experienced the phenomenon.  However, poor mental health and preservation of their own wellbeing outweighed the financial issues for both participants when deciding to leave the organisation. Arguably however, neither had agency over their decision to leave, both wanted to continue to work.  Complex factors, lack of organisational awareness, understanding and support contributed to their decision to leave.  For both participants the financial consequence of their decision to leave did not feature highly for them, however, due to the decision they are likely to face financial detriment in the short-term due to the lack of income.  Research suggests over the long-term womens’ wage outcomes can be negatively impacted as a result of the ‘motherhood penalty’ (Anderson, 2018; Kricheli-Katz, 2012; Bundig and England, 2010).  Only one participant, who is employed in a managerial role, had considered the long-term impact of motherhood on her role.  However, the consideration was not significantly from a financial perspective but from a continuity perspective.  Higher qualified women are more likely to be negatively affected by the ‘motherhood penalty’ than their lower qualified counterparts, therefore the participant may be more attuned to gendered implications (Hacohen et al, 2018).  This participant alluded to another gendered phenomenon ‘the ‘glass ceiling’ indicating that the ‘motherhood penalty’ in terms of financial disadvantage was not overtly apparent as she felt she has already reached the pinnacle of her career.  Consequently it could be argued there is the potential of multiple disadvantage for senior women from gendered social constructs (Buchmann & McDaniel, 2016).
All participants returned/intend to return to work on reduced hours, none appeared cognisant about the economic detriment that it could have on their long-term career prospects, concluding therefore they are possibly naïve to the social constructs placed upon them (Hacohen et al, 2018) 

5.2.2
Theme 2 – Gendered expectations
All 3 participants conformed to traditional gender stereotypes as the main childcare provider. For all, their partners had not considered reducing their working hours to support with childcare, supporting Hacohen et al’s, (2018) findings proposing the obligation falls with the mother.  One participant’s partner though had changed their working pattern to support with childcare, whereby they worked a condensed pattern 5 days over 4 days. As all partners were earning higher incomes the family structure conformed to the UK social norm of man as the ‘breadwinner’ of the household (Hacohen et al, 2018, p.25). 
For all participants, SPL had not been utilised and neither had there been a proactive conversation about it.  One participant approached it in a ‘jokey’ manner with her partner without a real expectation of it being seriously considered as her partner occupies a senior role, supporting the dogma that deviation from the norm would be seen as a weakness by the partner and his organisation, therefore perpetuating the male as the ‘breadwinner’ (Hacohen et al, 2018). This participant referred to ‘breastfeeding’ as a barrier to SPL. Whilst breastfeeding is mentioned briefly in the MPL (Appendix 10), it fails to expand to support offered. SPL arrangements must be discussed and agreed prior to the birth of the child if SPL is to be utilised (Hacohen et al, 2018).  The expectation for all, was they would undertake the childcare during maternity leave, this expectation conforming to traditional gender stereotypes and the notion of ‘motherhood’ (Hager, 2011).   The expectation extended to all participants reducing their working hours on their return to work as the partner was the ‘breadwinner’ of the family (Hacohen et al, 2018).  This suggests that benevolent sexism remains evident in reinforcing gendered stereotypes as ‘fathers as the breadwinner’ and ‘mothers as carers’ (Hacohen et al, 2018). The low uptake of SPL was mirrored in the managers’ questionnaire, no positive responses were reported on the uptake of SPL, posing that societal benevolent sexism is widespread.  However, I would suggest factors are more complex, as 2 participants outlined how they did not want to share their maternity leave with their partners and looked forward to their 12 months maternity leave.  Consequently as suggested by Allen and Hawkins (1991, p1) mothers themselves may be reproducing gendered stereotypes.
Within literature, pre and post maternity coaching is viewed as an empowering intervention to support female employees (Teraiya, 2013; Park and Bingham, 2012).  Conversely when discussed with the participant currently on maternity leave she viewed this as a negative intervention as it would label her, feeling she would be treated differently to her male counterparts and would therefore be perceived adversely.

5.2.3
Theme 3 – Emotional considerations 
Whilst the UK preference for home childcare is embedded, this was not the crucial factor for the participants to leave the workforce (Craig and Mullen, 2011 cited in Hacohen et al, p.26).  Participants left the workforce due to complex factors including a perceived lack of work place support that contributed to poor mental health.  Additionally, both participants were experiencing emotional responses in relation to ‘maternal gatekeeping’ (Hacohen et al, 2018; Allen and Hawkins, 1999).  Both experienced significant anxiety at leaving their child/children with other people and relinquishing parental tasks such as meal-time duties.                         

Significant anxiety is being experienced by the participant currently on maternity leave, not though from ‘maternal gatekeeping’ but rather from living up to the expectation of the ‘motherhood myth’ (Rotkirch and Janhumen, 2009 citied in Hacohen et al, 2018, p.25).  This participant experiences feelings of guilt, not only about caring for her children but also for her marriage, her team members and work she is missing out on.  This feeling of anxiety and guilt demonstrates the complex nature of the ‘motherhood myth’ in that new mothers feel that they must be a modern-day ‘wonder woman’ who must meet the needs of everyone. O’Reilly (2008, p.2) suggests this construct results in an overwhelming pressure to achieve [unrealistic] perfection. Sadly the consequence leads to anxiety, guilt and feelings of inadequacy. 

Feeling missed and valued was important to the participant currently on maternity leave.  This negative impact on status and opportunity is not uncommon for mothers and is evidenced by Adams et al (2016). 

Research suggests that only a minority of women feel confident in returning to work following maternity leave (Burt, 2018). This was the case for all participants, with them suggesting dread and an unpreparedness to return. 

All participants reduced/intend to reduce their working hours.  Whilst managers agreed to the reduction, one participant felt anxious requesting part-time working as she believed management were making it deliberately difficult for her. This could be perceived as unfair treatment as the financial and emotional challenges of motherhood were not taken into account. Adams et al (2016) found widespread discrimination during maternity with 3 in 4 mothers being negatively impacted. In the case of the participant such negative attitudes exacerbated poor ill-health.
The participant currently on maternity leave also feels anxious about reducing her hours, not for the lack of management support, but from the uncertainty of managing working and the impact on team members.  

The benefits of women returning to work following maternity leave is well documented (Coulson et al, 2012), particularly the positive impact on wellbeing.  However, this was not the case for the participants who had experienced the phenomenon. Anxiety, stress and depression were symptoms of both participants and ultimately was the reason for leaving.  However, the contributing factors to the poor mental health for both participants was made of complex factors with their perception that work related factors were the main trigger. 
In response to the managers’ questionnaire, some managers recognise emotional considerations were a factor particularly on the return to work.  Managers have planned a number of initiatives to aid the transition to return to work and this will be discussed further in the next section.
5.2.4
Theme 4 – Workplace culture
Literature acknowledges that there is little known about the phenomenon, however, there is a view that women experience prejudice and discrimination throughout pregnancy and maternity which could be a contributory factor (Adams et al, 2016). There was little evidence from this study to suggest that pregnant women in the organisation face wide prejudice and discrimination, however, there was evidence highlighting negative and potentially discriminatory attitudes to those who returned to work following maternity leave. This appears to be due to a lack awareness and understanding of how to support women on their return to work.  These negatives attitudes contributed to the phenomenon.
The study found that overall managers and colleagues were very supportive to participants during their pregnancy. Though findings suggest that attitudes changed towards the participants on their maternity leave.  One participant experienced negative attitudes in relation to a request for part time working.  Whilst this request was eventually approved the process had been perceived negatively making the participant feel ‘difficult’.  Such workplace culture supports theory that the unintended consequences of maternity policy can cause discrimination to the women they are attempting to support (Adams et al, 2016; Low and Sanchez-Macros, 2015; Budack, 2011).  The same participant felt under pressure to leave the organisation as ‘Inability to Attend Work’ processes were initiated.  Again, this could be perceived as unfair treatment, which was the perception of the trade union, as they were prepared to ‘take action’ on the participant’s behalf.  However due to her anxiety the participant was unable to progress with such action.  The apparent ineffectiveness of the EA 2010 is demonstrated in this example concurring with Adams et al (2016) suggestion that it’s effectiveness is questionable given the ongoing perceived prejudice and discrimination that mothers face in the UK.  This suggests the EA 2010 is reactive providing only remedies to discrimination that are proven by an Employment Tribunal,  therefore surmising it is improbable that emotionally exhausted new mothers are likely to have the will or energy to pursue a tribunal claim (Adams et al, 2016). 
The organisation’s MPL is forwarded to pregnant employees by the HR department.  Participants felt manager support was very positive during pregnancy with risk assessments being been undertaken for 2 of them.  This is reflected by responses to the managers’ questionnaire whereby a range of support, flexibility and adjustments are offered to pregnant employees. This suggests that managers are aware of the good practice advice that exists to support their pregnant team members (ACAS, 2010; Adoki, 2019, Unwin, 2018; Jackson and Bajaria, 2016). HR provide advice to managers on pregnancy and maternity, however, this is not a proactive offer but dealt with by request.

For both participants, the return to work was an anxious time, concurring with Burt’s (2018) findings.  Managers appeared under pressure, one particularly was never in the workplace due to organisational pressures.  For one participant the isolation and change of work was overwhelming and too much to cope with, having no recognition that she had been away from work for 12 months.  Complex issues were at play for one participant due to being involved in a disciplinary process however, organisational support and understanding might have mitigated against this.  Both examples highlighted a breakdown in support that was expected to be offered as outlined in the MPL (Appendix 10), though it appears that there is basic guidance only in the afore-mentioned policy.  Neither participants had taken KIT days, nor had been encouraged to do so. This contradicts the findings from the managers’ questionnaire suggesting that the majority of their team members on maternity leave intend to take KIT days.  Indeed, managers value the role of KIT days for both the individuals and the service area.  This opinion concurs with literature and suggests KIT days offer opportunities to support the employee throughout maternity and aid their transition back to the workplace (Adoki, 2019; Jackson and Bajaria, 2016).  

Following her return to work one participant was engaged in the sickness absence process, facing negative attitudes and a lack of support from both senior managers and HR. The other participant was involved in a disciplinary process in the third trimester of her pregnancy.  Whilst she did not perceive detrimental treatment due to her pregnancy, neither was her pregnancy regarded in respect of her well-being. This process caused significant long-term stress and anxiety to the participant, and consequently impacted upon her decision to leave the organisation.  This indicates a lack of pregnancy awareness across the organisation.  Whilst one participant highlighted that she didn’t want to be treated differently due to her pregnancy, there should be an acknowledgement and understanding that women who are pregnant need their emotional and physical needs met (ACAS, 2010; Adoki, 2019, Unwin, 2018; Jackson and Bajaria, 2016).
Organisation data from staff satisfaction surveys and Annual Equality Reports 2017/18 and 2018/2019 (RCT Council, 2020; RCT Council, 2019) indicate there have been no formal grievances from women who were pregnant or on maternity leave.  Therefore this study’s findings do not reflect Adams et al’s (2016) evidence. However, Adams et al (2016) suggest that there are often barriers to making complaints within organisation.  This was reflected by all participants in the sense they didn’t have an opportunity to discuss their concerns with their manager.  
5.3  Conclusion
The research suggests that both complex social and organisational barriers contribute to the phenomenon of why women leave work following maternity leave.  Gendered stereotypes were evidenced though not necessarily recognised or acknowledged by participants highlighting additional complexity in determining if agency prevailed.  Complexity of the phenomenon was exacerbated for participants due the involvement in organisational HR processes, during which there appears to be little understanding given to the women’s emotional needs.  However, positive organisational practices were also identified which again indicate the complexity and contractions in examining the phenomenon.
CHAPTER 6
 CONCLUSION
The aim of this study was to understand the barriers to retention following maternity leave in a public sector organisation.  The specific research questions were, in the context of a public sector organisation, to:

· Explore what social or organisational barriers exist to inhibit women returning to work following maternity leave;

· Evaluate whether target setting is an effective tool to aid retention;

· Critique what other solutions exist to aid retention.
This chapter will summarise the findings in relation to the research objectives.  Recommendations will be made highlighting further research opportunities and interventions the organisation should considerer for the future.  Finally this chapter will provide a self-reflection focussing on research limitations and lessons learned.
6.1
Summary of Findings and Conclusions 

Analysis of workforce data indicates seemingly positive retention rates, therefore the phenomenon may not be deemed as problematic from a purely statistical perspective. However, this study has uncovered knowledge that was not previously known.   Whilst only a minority of women leave the organisation following maternity leave, for those women they face personal upheaval, detriment to their well-being and financial loss both short and long-term. Referring to the participants who experienced the phenomenon, the organisation has lost two committed and experienced members of staff seemingly as a result of the failure to acknowledge, understand and support their emotional needs during pregnancy and maternity. This loss is costly to the organisation in terms of staff turnover, recruitment and training costs (Coulson et al, 2012; CIPD, 2019). The summary below outlines the findings in relation to the research questions.

6.1.1
What social or organisational barriers exist to inhibit women to return to work following maternity leave?
Concurring with Mainiero and Sullivan (2005 cited in Bussell, 2008), this study determined that both complex social and organisational barriers contribute to the phenomenon. This empirical research, supported by academic literature, suggests that complexity consists by way of numerous and multifaceted constraints being placed upon women (Hacohen et al, 2018; Adams et al, 2016). Women can appear ignorant to these constraints, accepting them as social or organisational norms (O’Reilly, 2008).  Due to embedded social norms, society and organisations appear to be oblivious to the negative impact of the constraints, largely due to the lack of empirical research in this area. Consequently there is a blissful ignorance of the need for change. 
This empirical research found that whilst maternity legislation supports egalitarian attitudes, women still conform to traditional gender stereotypes whereby maternity leave is utilised fully without discussions of SLP with their partner.  Women are more likely to return part-time than their partners, and partners are likely to be the higher earner. However to view this simply as the constraint of “motherhood” I believe would be disingenuous (O’Reilly, 2008).   There is evidence of agency as women elect these conditions as they want to spend time with their children and not share their maternity leave with their partners.  This highlights the complexity of the phenomenon, as there was evidence of social constructs but also of maternal gatekeeping. 
Whilst social barriers were a contributory factor to the phenomenon, the empirical research recognised that organisational barriers were the significant trigger resulting in women leaving the organisation.  Evidence from participants suggested insensitive and negative attitudes both from managers and HR which exacerbated by a lack of empathy and support, contributed to poor health and wellbeing. Whilst the women made the choice to leave, the manifestation of agency appeared to be deficient, as participants claimed organisational conditions made it intolerable for them to continue to work.  It suggests that women lacked support, their needs were invisible to organisational representatives, despite their attempts to raise issues of concern.

The study found that pregnancy and maternity can be an overwhelming time for participants, facing a plethora of emotions due to gendered expectations, conforming to the motherhood myth and anxieties about returning to work (O’Reilly, 2008). The findings reinforce the contradiction as determined by Adams et el (2016), in that although there is plentiful legislation, organisation policy and good practice to support women, women’s needs can be overlooked. Overlooking needs and failing to support them effectively can contribute to poor mental health and well-being.  Therefore consistent and timely support from managers and Occupational Health can aid mental health and wellbeing, failing this,  as the empirical research found well-being can soon spiral and lead to the phenomenon (Stomp-van den Berg et al, 2007).
Due to such complex factors at play it is unlikely that setting targets would aid retention, this area is summarised below. 
6.1.2
Is target setting an effective tool to aid retention?
Targets and quotas: a familiar tool in the world of gender equality but universally used to improve female representation on boards. Their use is controversial as research finds that little evidence exists, particularly in Nordic countries where gender equality initiatives are embedded, that targets are successful (Kletter et al, 2016; Sojo et al, 2016; Pande and Ford, 2011). That said, it has been difficult to identify academic literature in relation to target setting to improve retention following maternity leave.  It was also impossible to identify the rationale of target setting for the ‘Simple Changes’ (2020) despite their advocate stating their importance.
Whilst I acknowledge Kletter et al’s (2016) suggestion that voluntary organisation targets can lead to positive change in organisational culture, I find that particularly without evidence based research supporting what target (or improvement) would be appropriate it would be difficult to propose robust recommendations to senior leaders.
The organisation in this study has a retention rate of 95% following maternity leave with a further 11% leaving the organisation shortly after. This study found women return to work for a short period then leave, therefore any recommendation for targets would need to be explicitly clear at what point they are measured.  Measurement at the wrong point in time can show a distorted picture.  Reporting and measurements on their own are meaningless, criticism of Gender Pay Gap reporting has found this to be the case (Cox, 2019)  It is action that is required to improve retention rates not the target itself.  Target setting does not take into account the multifaceted challenges women face it should be backed up with robust organisation policy, process and practices to effectively support women.   Should targets be set and an improvement observed, this in itself does not correlate to women having a positive workplace experience.  Women may still face negative attitudes, discrimination and emotional challenges, these factors would not be measured as part of a target.  Consequently, this research suggests target setting in isolation is naïve and likely to prove ineffective in this context. This study has highlighted the barriers to the phenomenon as complex, suggesting a target in itself would not improve retention rates.  Knowledge and understanding of the phenomenon, which has been created as a result of this study, can identify suitable solutions to retention which are summarised below.
6.1.3
What other solutions exist to aid retention?
This empirical research identified that during pregnancy, support for women from the organisation and individual managers was positive in relation to policy, responsibilities and workplace adjustments. Though it is suggested this positive experience significantly shifted to a negative experience for women during maternity leave and particularly on their return to work.  This highlights that manager’s may feel resolved of their responsibilities on the woman having their child. However, this was not reflected in the questionnaire results from managers where positive responses on supporting needs for women both pre and post pregnancy were provided. Recognising though the latter was an anticipatory offer there is potential that expectations may not be met.
The study found that organisational managers do not receive training in relation to pregnancy and maternity, neither is there a proactive offer of support and advice on good practice, despite an abundance of good practice existing (ACAS, 2020; EHRC, 2019; Adoki, 2019; Unwin, 2018; Jackson and Bajaria, 2016). I conclude that a greater understanding of the financial, emotional, and workplace issues, as well as gender bias implications would be beneficial in aiding retention.  Relevant interventions to provide awareness exist, an example being ‘Working Forward’ (EHRC, 2019).  This empirical research suggests women do not want ‘special’ treatment during pregnancy and maternity, but they want to be supported, understood and receive fair treatment, as well as feeling valued to organisation.  This can be achieved through having regular meetings to discuss work duties, emotional needs and other relevant issues. ‘Working Forward’ provides a conversation guide for managers (EHRC, 2019).
The sample interviewed suggested that the utilisation of KIT days was underdeveloped.  Again the organisation, though providing information on KIT days, does not make a proactive offer.  KIT days support women to maintain contact with organisation and help build their confidence to return to work (Jackson and Bajaria, 2016).   A greater awareness for both employees and managers of KIT days may aid retention. Though it should be recognised that KIT days will only prove successful to retention if the support mechanisms discussed in the previous paragraph are also offered.

It is the above ‘simple organisational changes’, I believe which reflect good practice, increase human interaction and provide a platform for sharing information that would have a positive impact on retention.  

The next section outlines recommendations for the organisation.  

6.2
Recommendations
The empirical research found both social and organisational barriers exist therefore the following recommendations are offered:

6.2.1 Undertake further organisation research

· Women who have returned to work following maternity leave

The empirical research identified that women faced barriers in reducing their working hours and faced challenges on their return to work.  A lack of managerial support was also identified.  Further research aimed at women returning from maternity leave, and those who have recently returned from maternity leave is recommended to understand the challenges they face on their return to work.  This research will also provide an opportunity to explore the utilisation and effectiveness of KIT days.
· Barriers to utilising SPL

The study highlighted low up-take of SPL.  This research would provide an opportunity to understanding social and organisational barriers, and identify if greater uptake of SPL would increase retention for women.
· Pre-post maternity coaching

This study was limited in establishing the effectiveness of pre-post maternity coaching as an aid to retention.  Further academic research and organisational benchmarking should be undertaken to identify if this intervention is supportive to women and aids retention.
6.2.2 Increase awareness and support for women going on maternity leave

· Implementation of the EHRC toolkit ‘Working Forward’

The study suggested that both managers and HR lack awareness of how to support women particularity on their return to work.  Implementation of this toolkit would raise awareness with managers and HR, providing practical advice and guidance to support their employees.  It would also create an increased awareness of the issues affecting women throughout pregnancy and maternity.  
· Review and Improve Monitoring

The HR team currently issue and collect a pregnancy and maternity checklist in relation to each pregnant employee.  However, there is currently no proactive monitoring of the checklist.  The checklist should be reviewed in light of the EHRC toolkit and it’s suggested practices. Improved monitoring is further recommended whereby the HR team ensure that managers have fully undertaken their responsibilities. 
6.2.3 Provide opportunities for exit interviews

The study provided women with a voice enabling them to share the challenges they faced during their pregnancy and maternity.  Offering exit interviews to women who have left the organisation following maternity leave, will further aid understanding of the phenomenon. 

The above recommendations, if implemented, should provide a robust mechanism for organisational change and improvement in relation to the phenomenon. 

6.3
Self-Reflection
Overall I believe the study was effective in examining the phenomenon in the context of a public sector organisation, unearthing new knowledge on the phenomenon which will improve understanding at an organisation level. This section will consider the limitations of the study and lessons learned.

6.4.1 Limitations
On reflection, I believe there are two main areas of limitation of the study.  These are outlined below:

· Lack of Participants

My intention was to hold a focus group of women currently on maternity leave.  Due to a lack of participants this did not take place, which I found a disappointment, as I intended to explore further the commonality of issues.  However, one should recognise the limitations of reliance of women with new babies leaving their homes.  Given that the date being offered was in the wintery months and during extremely inclement weather, on reflection it was not a surprise that mothers did not want to venture out. 

I also offered face to face interviews to the above-mentioned group, again apart from one, these were not accepted.  I believe a barrier may have been my inability to offer an interview at their home, however, ethical guidance prohibited me from doing this. I acknowledge that ethical guidance exists to both protect the participant and the researcher. 
A lack of participants prevented examination of the empirical research from an intersectional perspective as it was hoped to make comparison across salary grades and job types, consequently I was unable to establish patterns between low and high-value positions. 
Despite my initial concerns regarding the lack of participants, the participants I interviewed provided me with rich information and knowledge to enable a robust analysis of the phenomenon as well as determining practical recommendations for the organisation.
· Bias Towards Organisational Issues

On reflection I feel that potentially the organisational barrier may have been given more emphasis in the study that social factors.  However, it was in my interest due to my work role in the organisation to understand the organisational factors and to establish evidence of discriminatory or prejudicial workplace attitudes towards women. This interest is fitting with a gender critical lens that suggests that women are and continue to be marginalised.
Whilst additional focus may have been placed on workplace issues, these are factors which can be directly influenced, changed and improved as a consequence of this study.  The study has limited influence on changing long-held societal gender norms, however, changes to workplace attitudes can contribute overtime to wider social change.
6.4.2
Lessons Learned
The study has been a learning process encompassing contradictions, dilemmas and reflections.   I pondered whether I initiated this study aiming to prove the ‘Simple Changes’ (2020) wrong, as I believed they had a simplified view of the phenomenon. However, what transpired was an emotive, valuable and relevant study.  It has enabled me to reflect on how to use research so I can better my work-place practices to understand other issues at play which may be disadvantaging women in the workplace.
I was surprised at the limitations of the workforce data in relation to this study.  Often in my job role I rely on workforce data as the primary source of information.  I have now learned however, there needs to be further questioning and probe to gain a deeper understanding of the issues which raw data alone cannot afford.   During the research, I had one moment of panic when sending invite letters to participants.  My concern was that there was a possibility that a prospective participant had lost a baby.  Receiving an invite letter of course would be devastating to the individual.  Luckily I realised this prior to the letters being posted as sadly it was the case for one individual and the letter was removed.  This demonstrated how the data in itself fails to reveal the true picture and further sources were required to identify individual circumstances. 
My final lesson learned is that it is very tough to listen effectively during research interviews.  I have always believed listening is a skill that is underestimated and whilst I believe I have good listening skills, during the interviews listening fully was a challenge.  Thankfully I used a dictaphone to record the interviews as it would have been difficult to listen effectively while writing copious notes.  It was also extremely difficult for me not to intervene at any point and offer advice or comment, as this is something I do routinely in my job role.  I did succeed at this however, though it did prove difficult and distracted me on occasions during the interviews. To mitigate against this I found summarising during the interview very effective to ensure I had captured key points, and also found summarising an important tool and gathering further comment and information.  During the research I have developed my own research skills, instilling an interest to further develop workplace research opportunities.  I have had an opportunity to reflect on the findings and my approach to the research and the next section outlines my final reflections of the study.

6.4.3
Final Reflections
Finally, I believe this study has enabled women to have a voice, facilitating an opportunity to express their views on traumatic and difficult feelings and circumstances.  It has provided them with some closure on the phenomenon as being participants in the research they believe it will provide an opportunity to change organisational processes and practices for the better.
The study has shown that women face many challenges which go unrecognised, compounded by social and organisational norms which are legitimised and reproduced.  Women can experience complex emotions as a result of pregnancy and being a new mum, acknowledging they need some support throughout the challenges that pregnancy, maternity leave and a return to work may bring. Consequently, as a result of this study it is hoped positive organisational change can be implemented to improve life experiences for the women concerned.  These small organisational steps will contribute to positive impacts on the well-being of women.  On average just over 300 women in the organisation go on maternity leave each year.   The positive changes will not only impact positively on the women themselves, but also on their family relationships as well as work-place relationships with their manager and team members.  Therefore these small steps can contribute to a much wider social change and will contribute to the well-being of future generations. 

.
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7 APPENDICES 
8.1   Appendices 1 to 9: Supporting Evidence

APPENDIX 1

INTRODUCTION LETTER TO WOMEN WHO LEFT THE ORGANISATION FOLLOWING MATERNITY LEAVE
17 February 2020
Dear [insert name]
Research Project
I am undertaking a workplace research project that will seek to understand barriers to retention following maternity leave in the organisation.  This project will also form part of my study on the MA Equality and Diversity in Society Programme at the University of Wales Trinity Saint David.
I would like to invite you to participate in my research project
Your participation will consist of a one to one interview, which will last for no more than 1½ hours.  The interview will be held at [insert place] on [insert date] at [insert time].
Your participation is entirely voluntary and you may withdraw at any time.  

The names of all participants will be kept strictly confidential by myself and at NO time will names or notes of the interview be revealed to the senior leadership team, or to any other person in the organisation or be published. 
A report on the findings of the research will be fed back to the Director of Human Resources. I will provide you with a copy of this report.
Please e-mail me on melanie.s.warburton@rctcbc.gov.uk to confirm your participation.  I attach a consent form which will need to be completed and signed and I will collect this from you at the interview.
I thank you in advance for your time and participation. Please do not hesitate to contact me if you have any further questions.
Yours sincerely

Melanie Warburton

APPENDIX 2a
INTRODUCTION LETTER TO WOMEN ON MATERNITY LEAVE TO ATTEND A FOCUS GROUP
17 February 2020

Dear Colleague
Research Project
I am undertaking a workplace research project that will seek to understand barriers to retention following maternity leave in the organisation.  This project will also form part of my study on the MA Equality and Diversity in Society Programme at the University of Wales Trinity Saint David.
I would like to invite you to participate in my research project.
Your participation will consist of attendance at a focus group, which will last for no more than 2 hours.  There will be a maximum of 10 people attending the focus group. The focus group will be held on Thursday 27 February, 2020 at 10:00 am in Abercynon Library.  You are of course welcome to bring your baby.   
The names of all participants will be kept strictly confidential by myself and at NO time will names or notes of the focus group be revealed to the senior leadership team, or to any other person in the organisation or be published.
A report on the findings of the research will be fed back to the Director of Human Resources. I will provide you with a copy of this report.
Please e-mail me on melanie.s.warburton@rctcbc.gov.uk to confirm your participation.  I attach a consent form which will need to be completed and signed and I will collect this from you at the focus group.
I thank you in advance for your time and participation. Please do not hesitate to contact me if you have any further questions.
Yours sincerely

Melanie Warburton
APPENDIX 2b

INTRODUCTION LETTER TO WOMEN ON MATERNITY LEAVE TO ATTEND AN INDIVIDUAL INTERVIEW

2 March 2020
Dear [insert name]
Research Project
I am undertaking a workplace research project that will seek to ‘understand the barriers to retention following maternity leave’ in the organisation.  This project will also form part of my study on the MA Equality and Diversity in Society Programme at the University of Wales Trinity Saint David.
I would like to invite you to participate in my research project.
Your participation will consist of a one to one interview, which will last for no more than 1 hour on a date and time suitable to you.

Your participation is entirely voluntary and you may withdraw at any time.  

The names of all participants will be kept strictly confidential by myself and at NO time will names or notes of the interview be revealed to the senior leadership team, or to any other person in the organisation or be published.
A report on the findings of the research will be fed back to the Director of Human Resources. I will provide you with a copy of this report.
Please e-mail me on melanie.s.warburton@rctcbc.gov.uk to confirm your participation and to arrange a suitable date and time.
I thank you in advance for your time and participation. Please do not hesitate to contact me if you have any further questions.
Yours sincerely

Melanie Warburton
APPENDIX 3

INTRODUCTION E-MAIL TO MANAGERS
Dear Colleague

I am undertaking a workplace research project that will seek to ‘understand barriers to retention following maternity leave’ in the organisation.  This project will also form part of my study on the MA Equality and Diversity in Society Programme at the University of Wales Trinity Saint David.

I would like to invite you to participate in my research project. You have been chosen to participate as you have a team member currently on maternity leave.

I would be very grateful if you could complete the short snap survey available here. It should take you no more than 15 minutes to complete.

Responses to the survey are anonymous and maintaining anonymity will be a priority and all materials generated from this study will remain confidential.

Please could you complete the survey by Wednesday, 18 March 2020.

Thank you in anticipation.

Melanie Warburton

APPENDIX 4
Participant Consent Form

Project Title:  
UNDERSTANDING BARRIERS TO RETENTION FOLLOWING MATERNITY LEAVE IN A PUBLIC SECTOR ORGANISATION
Researcher: 

Melanie Warburton









  Please initial box

	I confirm that I have read and understand the letter/email dated 17 February 2020 for the above study.  I have had the opportunity to consider the information, ask questions and have had these answered satisfactory.
	

	I understand that my participation is voluntary and that I am free to withdraw at any time, without giving a reason.
	

	I understand that any information given may be used in future organisational reports or presentations by the researcher.
	

	I understand that my name will not appear in any reports or presentations.
	

	I agree to take part in the study.
	

	Name of participant:


	Signature: 

	Name of researcher:
	Signature:

	Date:
	


You may decline to participate in this study.  You may end your participation in this study at any time.  Maintaining anonymity will be a priority and every practical precaution will be taken to disguise your identity.  All materials generated from this study will remain confidential. 

APPENDIX 5
RISK ASSESSMENT FOR INQUIRY
	RISK
	IMPACT ON PARTICIPANT
	IMPACT ON INTERVIEWER
	FURTHER ACTION REQUIRED



	Emotional reaction
	Participants may have left their role due to organisational or societal barriers, others may be facing difficult choices about continuing their employment. Consequently, some participants may feel angry and let down by their employer.

Some participants may be experiencing low mood or symptoms of post-natal depression.  Consequently, participants may feel anxious about participating in the study or uneasy about answering the questions.

There may be a lack of confidence in the anonymity of their views.

Participants may have other grievances with the employer/manager.

Focus group could involve a variety of views and there could be potential conflict of interests between participants


	Dealing with upset or angry participants.
	Outline consent and ethics considerations.

Ensure that participants understand that they can withdraw from the study at any time.

Reinforce the purpose of the study is to gain knowledge to improve current practices within the organisation.

Signpost of support services – for existing employees the organisation’s Occupational Health Unit and counselling services.  For employees that have left the organising signpost to their health visitor or GP.

Ensure the focus remains on the study.  If participants want to discuss other organisational issues a separate meeting can be arranged with a member of the Human Resources Team.

Ensure ground rules and expectations are set at a focus group.

	Lone Working
	Employees currently on maternity leave will be offered an interview at a mutually agreed location such as a workplace location or trade union office.

As new mums it is likely their baby will be with them during the interview.  This may cause disruption and distraction during the interview.


	The may be family members with the participants.  

The need to rearrange interviews.


	Adhere to the organisation’s lone working policy.
Ensure that sufficient time is allocated for the interview and mutually suitable times are identified by the participant.

If the interview is disrupted significantly offer an alternative time/date.

Adhere to the organisation’s lone working policy.



	Lack of Engagement
	Participants may not wish to engage in the study.
	Insufficient data for a qualitative case study.
	Ensure the initial offer letter inviting participants to be involved in the study outlines all ethics considerations and what the data will be used for.

Undertake a literature review on the topic.

	Reputational
	
	Damage to career prospects or workplace reputation due to a critical feminist lens.
	Ensure all findings are evidence based and provide a balanced view.

	University and Organisational reputation
	There could be damage to reputation if the inquiry is not carried out ethically and robustly.  

	There could be damage to integrity and future career prospects if the inquiry is not carried out ethically and robustly
	Ensure the Ethical codes of both the organisation and university Data Management policies are adhered to.  Adhere to BERA guidelines throughout the study.


APPENDIX 6
Interview Schedule – Women Who Left Work Following Maternity Leave
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Question 1.
Aim: to gain an understanding of the individual.
1. Is this your first child?

2. Did you work full-time or part-time?
3. Do you have a partner? [Need to established if same sex due to male/female stereotypes]

4. Does your partner work?
5. Who has the higher income you or your partner?

Question 2.
Aim:  to gain an understanding of why the participant left the organisation.
1. Could you outline the main factors for leaving?

2. Tell me about when you decided you were going to leave?
3. Did you consider reducing your hours at any point?
4. Do you now work somewhere else?
5. Tell me how the organisation supported you in this decision making process?

6. Can you explain how your family supported you in this decision making process?

Probes e.g.

Was childcare a factor?

Did you feel your choices were limited?

Did you feel pressured to leave?
Have you felt pressured to leave work?

Question 3.
Aim: to establish the decision making process regarding parental leave. 

1. Can you outline the expectations about who would undertake the main parental duties?

2. What childcare arrangements do you have in place?

3. Can you tell me about the discussions you and your partner had about shared parental leave?
4. Did your partner consider reducing their working hours?
5. Tell me how you feel about somebody else looking after your child?

Probes e.g.

Was your partner aware of a SPL policy in their organisation?

At what stage of your pregnancy did you discuss SPL?

Have you experienced guilt due to childcare arrangements?

Question 4.

Aim: to establish if discrimination or negative attitudes have been experienced during pregnancy or maternity leave.
1. Tell me how the organisation culture supports pregnant employees and those on maternity leave?

2. Please explain if you experienced any negative attitudes in the workplace during pregnancy or whilst on maternity leave?
3. Please explain how you found out information about the maternity leave policy?
4. Tell me how user friendly you found the maternity leave policy and process?
5. Can you explain if you have considered how leaving employment could impact your long-term career prospects in any way?

Probes e.g.

Did you get sent a copy of the maternity leave policy?

Did you understand the maternity leave policy?

Have you heard of the gender pay gap?

Question 5:

Aim: to identify if the immediate line manager and team are supportive.
1. Please explain how your line manager supported you during your pregnancy?

2. Can you outline if you were concerned about cover arrangements for your maternity leave?
3. In what ways did your manager stay in touch with you during your maternity leave?

4. Did you take KIT days?
5. Were you referred for Occupational Health support?
6. Can you tell me the ways in which you could have been better supported?
Probes e.g.

Did your manager have a one to one discussion with you?
Did your manager conduct a pregnancy risk assessment?
Did your manager discuss cover arrangements with you?
Were there any negative attitudes towards you?

Were you informed of workplace changes/information?

Were you supported during your period of sickness absence?
Question 6.
Aim: to identify what organisation support could be in place.
1. What could the organisation have done to support your return to work?

2. Tell me what the organisation could do to better to understand the issues affecting employee’s pre and post pregnancy.

Probes e.g.

What is needed to make things change?
Who should be involved?

APPENDIX 7
Interview Schedule – Women on Maternity Leave
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Question 1.
Aim: to gain an understanding of the individual.
6. Is this your first child?

7. Do you work full-time or part-time?

8. Do you have a partner? [Need to established if same sex due to male/female stereotypes]

9. Does your partner work?
10. Who has the higher income you or your partner?

Question 2.
Aim: to establish the decision making process regarding parental leave. 
6. Please outline what childcare arrangements do you have in place?
7. Can you explain if there was an expectation that you would undertake the main parental duties?

8. Please tell me about discussions you and your partner had about SPL?
9. Has your partner considered reducing their working hours?
10. Tell me how you feel about somebody else looking after your child?

Probes e.g.

Was your partner aware of a SPL policy in their organisation?

At what stage of your pregnancy did you discuss SPL?

Have you experienced guilt about returning to work or childcare arrangements?
Question 3.
Aim:  to gain an overall perspective of whether women intend to the leave the organisation following maternity leave?

7. Please tell me how your views about your employment have changed since having your child?

8. Have you considered leaving the organisation, if so why?

9. Are you considering working somewhere else following your maternity leave?
10. Please tell me if you have considered reducing your hours following maternity leave?
11. Please explain how the organisation has supported you in this decision making process?

12. Tell me how your family is supporting you in this decision making process?

Probes e.g.

Has the cost of childcare been a factor?

Describe what you intend to do following maternity leave.
In what way do you feel your choices are limited?

Have you felt pressured to come back to work?
Have you felt pressured to leave work?

Question 4.
Aim: to establish if discrimination or negative attitudes have been experienced during pregnancy or maternity leave.
6. Please explain in what way does the organisation culture support pregnant employees and those returning from maternity leave?

7. Please explain if you have experienced any negative attitudes in the workplace since your pregnancy?
8. Tell me how you obtained information about the maternity leave policy?
9. Can you tell me if you found the maternity leave policy and process user-friendly?
10. Please explain if you have considered how having time off for maternity leave could impact your long-term career prospects in any way?

Probes e.g.

Did you get sent a copy of the maternity leave policy?

Did you understand the maternity leave policy?

Does maternity leave hinder promotion?
Question 5:

Aim: to identify if the immediate line manager and team are supportive.
7. Tell me about the ways in which your line manager supported you during your pregnancy?

8. Please explain if you were concerned at all about cover arrangements for your maternity leave?
9. Please outline how your manager stayed in touching with you during your maternity leave?

10. Have you or do you intend to take KIT days?

11. Please explain if there were any other ways you could have been better supported?
Probes e.g.

Did your manager have a one to one discussion with you?

Did your manager conduct a pregnancy risk assessment?
Did your manager discuss cover arrangements with you?
Were there any negative attitudes towards you?

Have you been kept informed of workplace changes/information?

Question 6.
Aim: .to identify what organisation support could be in place?

3. Please explain if there is anything worrying you about returning to work?

4. Tell me what could the organisation do to support your return to work?

5. Please outline what the organisation could do to better understand the issues affecting employee’s pre and post pregnancy.

Probes e.g.

What is needed to make things change?

Who should be involved?
APPENDIX 8
MANAGERS QUESTIONNAIRE

I am undertaking a workplace research project that will seek to ‘understand barriers to retention following maternity leave’ in the organisation.  This project will also form part of my study on the MA Equality and Diversity in Society Programme at the University of Wales Trinity Saint David.
I would like to invite you to participate in my research project. You have been chosen to participate as you have a team member currently on maternity leave.

Responses to the questionnaire are anonymous and maintaining anonymity will be a priority.

Your participation is voluntary and you are free to withdraw at any-time.

Any information given may be used anonymously in future organisational reports or presentations by the researcher.

All materials generated from this study will remain confidential.

By continuing with the questionnaire you are confirming your understanding of the above-mentioned and are agreeing to take part in the study.

	
	
	Please initial box

	1.


	I understand that my participation is voluntary and that I am free to withdraw at any time, without giving any reason.


	

	2.
	I understand that any information given by me may be used in future reports, articles or presentations by the research team.


	

	3.
	I understand that my name will not appear in any reports, articles or presentations.


	

	4.
	I agree to take part in the above study.


	

	Participants Name:


	Signature:

	Researchers Name:

Melanie Warburton
	Signature:

MW


Section 1 is to understand arrangements for maternity cover.

1a.  How long is your team member intending to have off for maternity leave?

1b.  Has this maternity leave period changed at any point in time?



Yes



No

1c.
Are you are aware if the employee is taking shared parental leave?

1d. 
Have you been able to cover the post during the period of maternity leave.

Yes

No

If no, why not.

1e. 
Please outline if you were concerned about maternity cover arrangements for your member.

1f.
Please explain in what ways have maternity cover arrangements impacted the service delivery and/or the rest of the team.

1g.
Is your team member returning to work on the same hours?



Yes



No

1h.
Please outline if you have any concerns about your team member requesting reduced hours

Section 2 is seeking to understand what maternity related support is available from the organisation.

2a. 
Did your team member receive a copy of the Maternity Policy?

Yes

No 

Don’t know.

2b. 
Did you undertake a pregnancy related risk assessment?



Yes 




No

2c.
Did you have a one to one discussion with your team member to discuss pregnancy and maternity related issues?



Yes



No

2d. 
Please outline in what ways you supported your team member during their pregnancy.

2e.
Has your team member taken or intends to take any ‘Keep in Touch’ KIT days?



Yes



No



Don’t know

2f.

Please explain the value of KIT days for your department.

2g.
Please outline in what other ways you have kept in touch with your team member during their maternity leave.

2h.
Do you intend to hold a one to one with your team member prior to their return to work



Yes



No



Not sure.

2i. 
Please outline planned arrangements to support the employee on their return to work.

Section 3 is an opportunity for you to add any information on how you feel the organisation can further support employees and/or managers relating to pregnancy and maternity issues.

Thank you for you participation it is much appreciated.  
APPENDIX 9

Interview Schedule – Senior HR Assistant
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Aim: to understand the maternity leave policy and process in the organisation.

Q1.
Please outline the process an individual follows to advise about their pregnancy.

Q2.
Please explain HR and managers responsibilities within the maternity process.

Q3.
Can you tell me what support the HR team offers to managers?

Q4.
Can you tell me what support the HR team offers to individuals?

Q5.
Please tell me about the training that is offered to managers on pregnancy and maternity related issues.

7.2 Appendices 10 and 11: Policies
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1. OBJECTIVE
The purpose of this policy is to provide guidance on the legislation governing the rights and obligations of employees who are pregnant, and the Council’s procedure.

Shared Parental Leave and Adoption and Surrogacy Leave policies are also available.

2. INTRODUCTION
Statutory regulations regarding Maternity Leave were contained within the Employment Act 2002 and became effective from 6 April 2003. The Employment Act 2002 introduced a new improved maternity leave scheme to replace previous provisions contained in Part VIII of the Employment Rights Act 1996, and amended by the Employment Relations Act 1999. Changes to the rules affecting maternity leave, pay and return to work will become effective for children born on or after 1 April 2007.

3. MAIN PROVISIONS
The statutory provisions apply to women whose expected week of childbirth (EWC) is on or after 1 April 2007. In summary the main rights are:

· The right to paid time off during working hours for antenatal care

· The right to special protection under health and safety legislation

· The right to be paid Statutory Maternity Pay (SMP) subject to the qualifying conditions

· The right not to be discriminated against on account of pregnancy or maternity leave

· The right to take maternity leave and return to work

· The right not to be dismissed on account of pregnancy or maternity leave

· The right to optional ‘keeping in touch’ (KIT) days, which enables a woman to work for up to 10 days during her maternity period

4. NOTIFICATION
It is advisable that an employee who is pregnant advises their line manager as soon as she learns that she is pregnant. This is in the employee’s own interests as such notification may instigate action to safeguard the well-being of the mother-to-be and of her unborn child. Early notification also enables the Council to ensure that the employee is fully informed of her rights and obligations in law.

An employee must notify her employer of the following at least 28 days before her absence begins:

· That she is pregnant.

· The expected week of childbirth (EWC). A certificate (form MAT B.1) is required from a registered medical practitioner or a registered midwife stating the EWC.

· The date she wants her maternity leave to start. This cannot be earlier than the 11th week before the EWC.

The Council will then respond to the employee’s notification of her leave plans within 28 days detailing the expected date of return from maternity leave.

5. TIME OFF FOR ANTENATAL CARE.
5.1 All pregnant women have the right to leave of absence with pay for attending antenatal appointments.

5.2 Other expectant parents have the right to unpaid leave to accompany the pregnant woman to up to 2 anti natal appointments

Who is entitled to time off?
The right to time off will apply to any employee, regardless of length of service, who is either:
· the pregnant woman's spouse or civil partner;
· living with the pregnant woman in an enduring family relationship but not a relative (i.e. not a parent, grandparent, sibling or uncle/aunt);
· the father of the expected child;
· the intended parent of a child in a surrogacy arrangement, if they expect to be entitled to and intend to apply for a parental order in respect of that child.
Reasonable time will be allowed to attend 2 appointments, sufficient time to cover travel, waiting and attendance at the appointment

6. MATERNITY LEAVE
6.1 Provided employees have complied with the notification procedures all pregnant employees (regardless of service or hours of work) will be entitled to 52 weeks Maternity Leave.

6.2 Earliest & Latest Dates for Commencing Maternity Leave
The earliest date that maternity leave can commence is 11 weeks before the EWC and the latest date is either the Sunday before the EWC or the Sunday before the birth of the baby.

6.3 Compulsory Maternity Leave
No employees are permitted to return to work in the two-week period immediately following the birth of the child.

6.4 Keeping in Touch (KIT) Days
· Keeping in touch (KIT) days are intended to facilitate a smooth return to work for women returning from maternity leave. Before going on leave, the employer and the employee should discuss and agree any voluntary arrangements, for keeping in touch during the employee’s maternity leave. An employee may work for up to 10 KIT days during OML or AML without bringing her maternity leave to an end. An employee may not work during the two weeks of compulsory maternity leave immediately after the birth of her baby.

· The work can be consecutive or not, and can include training or other activities which enable the employee to keep in touch with the workplace. Any such work must be by agreement and neither the employer nor the employee can insist upon it.

· The employer should agree with the employee payment for time worked during KIT days. Payment will be in accordance with the employee’s contract of employment on a like for like basis e.g. if the employee attends for a full day she will be paid a full days pay.

· If an employee is in receipt of SMP this will be taken into consideration when calculating payment for KIT days.  SMP will be broken down into a daily rate and the employer will pay the difference to ensure the employee receives full pay for the KIT day. Employees should note that they will not receive SMP plus a full days pay for KIT days they are attending.

7. MATERNITY PAY
Maternity pay can be made up of a number of different components:

· Statutory Maternity Pay (SMP)

· Maternity Allowance (MA)

· Occupational Maternity Pay (OMP)

Qualification for maternity pay is dependent on an employee’s continuous service at the beginning of the 15th week before the EWC.

A summary of the payments are detailed below:

	Length of Service at the beginning of the 15th week before the EWC
	Maternity Pay

	Employees with less than 26 weeks service
	No entitlement to Statutory Maternity Pay (SMP) but may be eligible for Maternity Allowance from the Department of Work and Pensions.

	Employees with more than 26 weeks but less than one years service
	· Where an employee has 26 weeks continuous service at the beginning of the 15th week before the EWC and her earnings are higher than the lower earnings limit for NI contributions, she will be entitled to receive:

· 6 weeks at 9/10ths of a week’s pay; followed by

· 33 weeks flat rate Statutory Maternity Pay (SMP).

· Where earnings are less than the lower earnings limit for NI Contributions, she will be entitled to the above payments but any benefits received from the Department of Work and Pensions will be deducted.

	Employees with more than one years service
	· Where an employee has more than 1 year’s continuous service at the beginning of the 15th week before the EWC and her earnings are higher than the lower earnings limit for NI Contributions, she will be entitled to receive:

· 6 weeks at 9/10ths of a week’s pay; followed by

· 12 weeks half pay and flat rate Statutory Maternity Pay (SMP), for weeks 7 to 18, providing it does not exceed normal full pay; followed by

· 21 weeks at flat rate SMP;

· If the employee does not return to work for a minimum of 3 months then any monies received in excess of SMP during weeks 7-18 will be recoverable.

· Service Directors have the discretion to waive the recovery of the money if they so wish due to extenuating reasons.

· Where earnings are less than the lower earnings limit for NI Contributions, she will be entitled to the above payments but any benefits received from the Department of Work and Pensions will be deducted.


In all cases the employee has the right to terminate their employment and receive the appropriate payment depending upon their length of service

i.e. any employee with more than 26 weeks service at the beginning of the 15th week prior to the EWC will receive 6 weeks at 9/10ths of a week’s pay and 33 weeks flat rate SMP.

8. RETURNING TO WORK AFTER MATERNITY LEAVE
It will be assumed that an employee will be returning at the end of Maternity Leave, which is 52 weeks from the date of commencement. If an employee wishes to return earlier than this date they must give 8 weeks notice.

Should an employee wish to change the date of return from maternity leave, then notification must be provided at least 8 weeks in advance of the change.

If an employee is unable to return to the same job which she held prior to her maternity commencing, she should be offered an alternative job which is the same grade and broadly similar in duties to her previous post. As with any other employee she should be consulted on any changes to her job whether they are due to an internal restructuring of the division or reorganisation prior to the change actually taking place. Similarly any potential redundancy situation should be discussed with the employee with a view to possible redeployment, again prior to the actual situation arising.

9. MANAGEMENT OF HEALTH & SAFETY AT WORK REGULATIONS 1999
The Management of Health & Safety at Work Regulations 1999 provides specific health and safety protection for women of childbearing age or new and expectant mothers.

Detailed below are the main requirements:

9.1 Risk Assessments
Specific risk assessments must be carried out where women of childbearing age or new and expectant mothers may be at risk from a work process, working condition or physical, chemical or biological agent.

The purpose of the risk assessment is to assess those risks faced by women of childbearing age or new and expectant mothers and where reasonably practicable, identify the preventative and protective measures to control those risks.

The phrase ‘new and expectant mothers’ is defined as:

· Those who are pregnant

· Those who have given birth or miscarried within the previous six months

· Those who are breast feeding

9.2 Night Workers
Employees who are contracted to work at night will be given special consideration if they have a medical certificate stating that night work could affect their health and safety. In this respect the Council will give the following protection:

Offer the employee a suitable daytime alternative if any is available: or if that is not reasonable, suspend her from work, on full pay, for as long as necessary to protect her health and safety.

Although the protection afforded will technically apply from the time the Council receives notification from the employee that she is pregnant,

the Council’s obligation will apply from the time it is aware that the employee is pregnant until 6 months after the date of childbirth (or miscarriage) or in cases where the employee is breast feeding, until she stops breast feeding.

10. MANAGERIAL RESPONSIBILITIES
As soon as a line manager is aware that an employee is pregnant they should:

· undertake a risk assessment of the work area and, if necessary, consider the possibility of alternative work

· explore the possibility of offering day work if the employee is a night worker and provides a medical certificate stating that it is unsafe for her to continue working nights

· ensure that reasonable time off is given to receive antenatal care (this includes sufficient travelling time)

· refer the employee to the relevant section to receive the appropriate advice & information on the benefits available and her responsibilities under the Council’s maternity provisions

· consider what arrangements will need to be made in the employee’s absence to maintain service standards

· maintain contact with the employee during her maternity leave and ensure that she receives all necessary circulars regarding the division/Council

· on their return to duty arrange for any training/discussions that may be needed to familiarise her with any new procedures or policies

11. ADDITIONAL RELATED MATTERS
11.1 Sickness Absence
· Employees who become sick prior to the commencement of their Maternity Leave will be entitled to receive the following payments:

· if sick prior to the 11th week before the EWC, then Occupational Sick Pay (OSP) and Statutory Sick Pay (SSP) will be paid

· if sick between the 5th and 11th week before the EWC then OSP and SSP will be paid up to the notified start date of Maternity Leave at which point SMP becomes payable

· if sick during the four weeks prior to the EWC, OSP and SSP will be paid up to the notified start date of Maternity Leave at which point SMP becomes payable. However if the illness is pregnancy related then SMP may be triggered automatically even if it is before the notified date for starting Maternity Leave

If, due to sickness, an employee is unable to return to work at the end of her maternity leave or on the date she has notified (if she intended to return early), the Council’s normal sickness provisions will apply from the date she was due to return. Where the sickness has occurred during the ordinary maternity leave period, the employee will receive SMP topped up with occupational sick pay, if eligible. If an employee is sick after the expiry of her ordinary maternity leave period or during the additional maternity leave period, she will receive SSP plus Occupational Sick Pay, if eligible.

11.2 Early/Late Births
If the baby is born before the qualifying week (QW), (the QW is 15 weeks prior to the EWC), continuous employment is measured up to the QW i.e. the continuous employment the employee would have had if she had not given birth prior to the QW. If this adds up to 26 weeks, then she will qualify.

If the baby is born after the QW but before the date the employee notified the Council she wanted her maternity leave to start, then maternity leave will commence from the date of childbirth, and maternity pay will commence for 39 weeks on the day following the actual birth.

If the baby is born after the expected week of childbirth, the maternity pay period is not affected. SMP will be paid for a period of 39 weeks only.

11.3 Miscarriages/Still Birth
National Conditions of Service define confinement as the birth of a living child or the birth of a child whether living or dead after 24 weeks of pregnancy. Therefore if a woman has a stillbirth after 24 weeks or more of her pregnancy, she is entitled to the benefits of the maternity leave scheme.

However in such unfortunate circumstances, it may be likely that the employee will wish to return to work when she is fit enough. If she has already started her maternity leave she must give the required notice of return (see Section 8). In any event the employee must take the compulsory two weeks maternity leave following the birth. If a miscarriage occurs before the 24th week then the employee will technically not have commenced her maternity leave and in such circumstances the Council’s sickness scheme shall apply.

11.4 Dismissal
The dismissal of a woman will be automatically unfair, regardless of service or hours worked if:

· it is on pregnancy-related grounds

· if it results from her decision to take advantage of the benefits available through the maternity leave period

· if it is on health & safety grounds which would lead to maternity suspension

· the grounds for dismissal are redundancy and she has not been offered any suitable available alternative

· selection for redundancy is pregnancy-related

If an employee is dismissed during pregnancy or maternity leave she will be entitled to a written reason for her dismissal without having to request it, regardless of service and hours worked.

11.5 Suspension From Work On Maternity Grounds
An employee, who is pregnant, or has recently given birth or is breastfeeding, may be suspended from her normal contractual duty on health and safety grounds. If she is suspended before the birth of the child and the period of suspension is likely to last until the birth, she is entitled to delay her maternity leave until this date.

During the suspension, an employee is entitled to receive her normal remuneration and all other contractual benefits. She is also entitled to be offered any suitable alternative work before the suspension takes place. If she turns down an offer of such work, she will lose her right to receive pay during the suspension.

11.6 Redundancy
If an employee’s post becomes redundant during her maternity leave period she must be offered any suitable available alternative employment before her original contract ends. The new contract must not be less favourable than the original contract, in terms of conditions of service and location.

If the employee turns down any suitable alternative employment, then she may be fairly dismissed as long as the Division can show that it acted fairly and took adequate steps to find alternative work.

11.7 Pension Contributions
Under the Local Government Pension Scheme pension contributions are payable during the ordinary maternity leave period on the remuneration and SMP actually received.

Should the maternity leave extend beyond 39 weeks into unpaid leave, it is up to individual employees to determine whether they pay pension contributions on the unpaid maternity leave period.

As there are no earnings during unpaid maternity leave period/s, the pension is ‘lost’. An employee can however, choose to buy back the

pension on any periods of unpaid maternity leave by paying Additional Pension Contributions (APCS). Form MATL1 is included in the maternity pack sent by HR and provides further information on the potential

impact of the ‘lost’ pension. The MATL1 form should be completed by the individual employee and returned to the Payroll section in the week prior to their return to duty. If the employee chooses Option 1, the relevant pension buy-back information will be provided.

11.8 Assisted Car Purchase Agreements
Arrangements will be made by the manager to recover payments during the period of maternity leave.

11.9 Annual Leave
An employee will continue to accrue annual leave entitlement during her period of maternity leave and not just for the paid 39-week period.

Carrying over leave entitlement - in certain circumstances a member of staff on maternity leave could be disadvantaged should they take the full 12 months maternity leave. Staff are encouraged to take some or all of their annual leave entitlement immediately before the commencement of maternity leave. In instances where this is not reasonable (e.g. maternity leave is due to begin early in the new leave year; or the needs of the service do not permit all annual leave entitlement to be taken during the leave year), the untaken portion of annual leave may be carried over into the new leave year.

Should you require further guidance on this matter please do not hesitate to contact Human Resources.
11.10 Bank Holidays
The Council will ensure that any member of staff on maternity leave will receive normal pay for any bank holidays that fall within the maternity leave period (N.B. they will not receive an extra days leave entitlement following their return to duty).

Payment will vary depending on what scheme the individual has chosen and what payments she is receiving. For example where a bank holiday occurs and an employee:

· is receiving 90% of pay in accordance with the Maternity Scheme, they will be reimbursed the difference between what they are receiving under the Maternity Scheme and their normal pay i.e. 10% of the normal pay

· has determined to take a period of extended unpaid additional maternity leave, the individual would be reimbursed a day’s normal pay

12. OTHER RELATED POLICIES
Pregnant Women at Work – HS8 
Maternity Support and Paternity Leave 
Adoption/Surrogacy Leave Policy 
Shared Parental Leave Policy
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1. INTRODUCTION
1.1 This policy has been produced as a result of the legal requirements set out in the Management of Health and Safety at Work Regulations, which place a duty on the Council with regards to the health and safety of new and expectant mothers.

1.2 The above Regulations define new and expectant mothers as:

· those who are pregnant;

· those who have given birth within the previous 6 months;

· those who are breastfeeding.

1.3 Giving birth is defined as ‘delivered a living child or, after 24 weeks of pregnancy, a stillborn child’.

2. POLICY STATEMENT
2.1 The Council is committed to ensuring that new and expectant mothers are not prevented from continuing their employment and that, whilst at work, their health and safety, and that of their unborn child, is not put at risk.

2.2 The responsibility for implementing the requirements of this policy and the preparation of an appropriate implementation strategy rests with each Director or Head of Service.

POLICY GUIDANCE
3. RISK ASSESSMENT
3.1 When an employee notifies her line manager that she is pregnant, a specific risk assessment must be carried out to ascertain any risks posed to her health and safety in the workplace.

3.2 These risks must include not just those to the mother, but also those risks to the unborn child or a child of an employee who is breastfeeding.

3.3 As a guide, the possible issues to be considered during the risk assessment process could include:

Physical risks:

· movement and posture;

· manual handling;

· shocks and vibration;

· noise;

· radiation (ionising and non-ionising).

Biological agents:

· infectious diseases.

Chemical agents, including:

· toxic chemicals;

· mercury;

· pesticides;

· carbon monoxide;

· lead.

Working conditions:

· facilities (including rest rooms);

· mental and physical fatigue and working hours;

· stress (including post natal depression);

· passive smoking;

· temperature;

· working with display screen equipment (DSE);

· working alone;

· working at heights;

· travelling;

· violence;

· working with personal protective equipment.

3.4 Where a risk has been identified following the assessment, the new or expectant mother and/or their representative must be informed of the risk and the control measures that need to be taken.

3.5 The risk assessment must be kept under review to take into consideration changing circumstances.

4. REMOVAL OF RISK
4.1 If, after attempts to reduce any existing risk factors, there is still a significant risk at work to the health and safety of a new or expectant mother, which goes beyond the level of risk to be expected outside the workplace, then the following options to remove her from risk must be taken:

(i) temporarily adjust her working hours and/or conditions of work. If it is not reasonable to do so, or would not avoid the risk, then:

(ii) offer her suitable alternative work (at the same rate of pay), if available. If this is not feasible, then:

(iii) suspend her from work on paid leave for as long as necessary to protect her health and safety, and that of the unborn child.

4.2 These actions are only necessary where, as a result of a risk assessment, there is a genuine concern. If there is any doubt, before offering alternative employment or paid leave, managers should seek further advice in determining the risks and whether they arise from work.

5. NIGHTWORK
5.1 Special consideration must be given to new or expectant mothers who work at night. If a medical certificate is produced from a registered practitioner, or registered midwife, stating that night work could affect her health or safety or that of her child it will be necessary to:

· offer her suitable daytime work; or if it is not reasonable;

· suspend her from work on paid leave, as long as necessary to protect her health and safety or that of her unborn child.

5.2 These steps should be taken only if the risk arises from work. If a pregnant employee states that they cannot work nights, and if there is a question as to whether the cause arises from her work, then you may have to seek further advice from Human Resources.

6. SUSPENSION FROM WORK
6.1 Where an employee is to be suspended from work for health and safety reasons, alternative work will only be suitable if:

· the work is of a kind which is both suitable in relation to her and appropriate for her to do in the circumstances; and

· the terms and conditions applicable to her for performing the work are not less favourable than the terms and conditions applicable for performing her usual work.

7. TRAINING
7.1 Employees who are at risk must be informed, instructed and trained, so that any risks to her health and safety and/or that of her unborn child are minimised.

8. NOTIFICATION
8.1 It is not required to alter an employee's working conditions, or hours of work, or suspend her from work, until she notifies her manager in writing that she is pregnant, has given birth within the previous six months or is breastfeeding. Additionally, the amended working conditions do not have to be maintained if the employee fails to produce a medical certificate confirming her pregnancy in writing within a reasonable time if requested to do so. The exemption also applies once it is known that the employee is no longer a new or expectant mother or it cannot be established whether she remains so. However, there is a general duty under the Health and Safety at Work etc. Act 1974 and the Management of Health and Safety at Work Regulations to take steps to protect the health and safety of a new and expectant mother, even if she has not given written notification of her condition.

9. RECORDS
9.1 The following records must be kept:

· significant findings of all risk assessments required by the Management of Health and Safety at Work Regulations relating to new or expectant mothers;

· control measures determined and/or implemented in response to the risk assessment;

· medical certificates suspending new or expectant mothers from night work;

· any notifications of pregnancy from an employee;

· any relevant health records and/or information;

· details relating to any exposures to hazardous substances;

· any restrictions or prohibitions placed on the employment of employees in certain work.

10. OTHER CONSIDERATIONS
10.1 Managers should ensure that:

· suitable rest facilities are provided for pregnant women and those who are breastfeeding;

· rest facilities should be situated near toilets and include, where necessary, the facility to lie down.

11. ADVICE
11.1 Advice on the implementation of this policy can be obtained from the Health and Safety Team, Human Resources, Tŷ Elai, Williamstown, CF40 1NY, telephone 01443 425531.
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MANAGERS CHECKLIST
	
	· As Appropriate

	
	N/A
	Yes
	No

	
	Has a risk assessment been carried out of specific risks posed to the health and safety of new and expectant mothers?
	
	
	

	
	Has action been taken as a result of the assessment to reduce the risks?
	
	
	

	
	Where after attempts to reduce the risks there is still a significant risk, have steps been taken to remove the risk?
	
	
	

	
	Has special consideration been given to new and expectant mothers who work at night?
	
	
	

	
	Have suitable rest facilities (including, where necessary, the facility to lie down) been provided for pregnant women and those who are breastfeeding, and are these facilities situated near toilets?
	
	
	

	
	Are there procedures in place to ensure that employees are aware that they must notify the Council, in writing, that they are pregnant, given birth within the previous six months or breastfeeding?
	
	
	

	
	Are appropriate records being kept?
	
	
	

	
	Are there monitoring procedures in place to ensure that the requirements of the policy are being met?
	
	
	


Completed by:
 

Confirmed by:
 

(Signature)
(Signature)

Name:
 

Name:
 

(Print)
(Print)

Designation:
 

Designation:
 

    Date:
 
_________________
Introduce self.





Introduce study and give background to the study.





Collect consent forms and outline confidentiality.





Answer any questions around consent


.


Participant can contribute as much as they want and can withdraw at any time.





Reiterate confidentiality.





Reiterate my role as a researcher and not an officer of the organisation.








Introduce self.





Introduce study and give background to the study.





Collect consent forms and outline confidentiality.





Answer any questions around consent.





Participant can contribute as much as they want and can withdraw at any time.





Reiterate confidentiality.





Reiterate my role as a researcher and not an officer of the organisation.








Introduce self.





Introduce study and give background to the study.





Collect consent forms and outline confidentiality.





Answer any questions around consent.





Participant can contribute as much as they want and can withdraw at any time.





Reiterate confidentiality.





Reiterate my role as a researcher and not an officer of the organisation.
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