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1. Abstract  

This dissertation examines the impact of returning to work after maternity leave 

on mothers in Ireland, focusing on productivity, emotional well-being, and career 

development. The research used a mixed-methods design with an online survey 

and in-depth interviews to capture organisational supports and personal 

experiences. The findings show that stigma at work, the cost and lack of childcare, 

and limited support from managers were the main barriers. These difficulties were 

strongest for migrant and low-income mothers, who often had fewer resources 

and less access to help. The study argues that improving mothers’ experiences 

requires more than formal policies: real cultural change in workplaces and 

stronger state investment in childcare. The results are relevant for employers and 

policymakers who want to reduce the motherhood penalty and support gender 

equality in Ireland.
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5. Introduction 

Returning to work after maternity leave is a stage in women's careers that is 

fraught with doubts and questions. This period affects their physical and 

emotional well-being, their work performance, and the balance between work and 

family lives. Experiences of this challenge vary and depend on factors including 

socioeconomic status, marital status, education, access to support networks, and 

work-life balance policies. As a result, mothers face multiple and varied 

challenges in their reintegration.  In the Irish context, returning to work after 

maternity leave presents unique cultural and structural challenges. These reflect 

a conflict between what work demands and what public institutions offer to help 

manage those demands. Although the country has seen a rise in women’s paid 

employment and legal advances in equality and work-life balance, it still lacks 

inclusive policies that truly enable work-life balance. This stage is marked by 

cultural inequalities and systemic challenges that cause high stress, decreased 

performance, and career stagnation. The literature reveals a disconnect between 

existing legal frameworks and the real challenges mothers face when returning to 

work. One reason for this is that studies typically focus on general variables and 

homogeneous samples, such as women with partners or in administrative roles, 

or they analyse only the immediate effects of policies. There is a particular lack 

of research on the impact of this transition on productivity, emotional well-being, 

and professional adaptation. This study explores how mothers’ return to work 

after maternity leave affects their productivity, career progression, and personal 

well-being. It also considers the conditions that make this balance easier or 

harder. By combining work-family conflict theory with organisational support 

theory, the research aims to provide updated evidence that can inform more 

inclusive and sustainable workplace practices in Ireland. The ultimate goal is to 

help organisations retain female talent beyond motherhood. 
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Based on this issue, this research aims to delve deeper into the experiences of 

working mothers in Ireland during the process of returning to work after 

maternity leave, incorporating dimensions that are often overlooked. From a 

theoretical approach that combines work-family conflict theory and 

organisational support theory, four main research questions are posed, 

accompanied by sub-questions that allow for a more in-depth exploration of both 

the organisational dimension (relating to company policies) and the subjective 

dimension (relating to the emotions of mothers). Likewise, the combination of 

statistics and qualitative testimonies seeks to produce solid and well-founded 

findings that contribute to the development of more equitable and sustainable 

work environments for working mothers in Ireland.  

Organisational policies and practices (quantitative, policy mapping) 

MQ1: What organisational support policies and practices do companies in Ireland 

implement to facilitate mothers' return to work, and how do these initiatives vary 

by sector and organisational size? 

Sub-questions: 

SQ1.1: What types of flexible working arrangements, childcare support, and 

transition programmes are offered? 

SQ1.2: To what extent do these policies differ across sectors and company sizes? 

Objective: To identify and categorise organisational policies and practices that 

seek to support mothers' return to work after maternity leave in Ireland. 

Perceptions of effectiveness (qualitative, perceptions) 

MQ2: How do mothers evaluate the actual effectiveness versus the perceived 

intention of organisational supports, and what factors influence this distinction 

between practical utility and symbolic value? 
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Sub-questions: 

SQ2.1: How does the perception of the effectiveness of organisational supports 

vary according to mothers' experience of use versus their prior expectations? 

SQ2.2: What barriers do mothers identify in accessing these supports? 

Objective: To evaluate returning mothers' perceptions of the accessibility and 

effectiveness of these organisational supports. 

Impact on productivity and emotional well-being (quantitative, impact 

measurement) 

MQ3: What is the impact of returning to work after maternity leave on the 

emotional well-being and perceived productivity of mothers in Ireland? 

Sub-questions: 

SPQ3.1: What emotional responses (stress, anxiety, job satisfaction, work-family 

conflict) do mothers experience during the transition back to work? 

SPQ3.2: How does the transition influence their perceived productivity and career 

development? 

Objective: To examine the impact of returning to work after maternity leave on 

mothers' emotional well-being and productivity. 

Intersectional differences (qualitative, intersectional experiences) 

MQ4: How do these experiences vary according to socioeconomic status, 

migration background, and employment sector to create differentiated 

experiences of post-maternity return to work? 

Sub-questions: 

SP4.1: How do experiences differ according to educational level and family 

income in terms of access to support and welfare policies when returning to work? 
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SP4.2: What specific differences do migrant mothers experience compared to 

Irish-born mothers in terms of structural barriers and perceived organisational 

support? 

Objective: To explore how reintegration experiences differ according to 

socioeconomic status, sector, and migration background. 

This dissertation is organised into six sections. Section one presents the general 

context of the study, its relevance in the Irish context, the theoretical frameworks 

used, and the research questions that guide the analysis. Section two offers a 

critical review of the existing literature on work-family conflict and 

organisational support, as well as on maternity penalty, with a particular emphasis 

on studies focused on Ireland and the limitations identified in previous 

approaches. Section three details the methodology used, including the mixed 

design adopted, the participant selection criteria, and the quantitative and 

qualitative data analysis methods. Section four presents the main empirical 

findings, organised according to key dimensions: organisational policies, 

maternal perceptions, emotional impact, and variations between groups. Section 

five discusses these findings in light of the theoretical framework and the Irish 

context, evaluating both the contributions and practical implications of the study. 

Finally, section six presents the general conclusions, recommendations for public 

policy and organisational practices, and possible avenues for future research. 
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6. Literature Review 

This chapter reviews the main literature on returning to work after maternity 

leave. The aim is to summarise what is already known, and also highlight the 

strengths and weaknesses of existing studies. By examining different theories and 

debates, the chapter seeks to build a clearer and more critical understanding of 

this complex process. Accordingly, particular attention will be paid to two 

fundamental theoretical perspectives: Work-Family Conflict Theory (WFCT) and 

Organisational Support Theory (OST). The discussion will trace their historical 

development, theoretical principles, and major criticisms, before examining their 

interrelations. Furthermore, identifying gaps within the existing literature will be 

central, since these shortcomings directly inform the research questions addressed 

in this dissertation. Finally, the review will situate these theories in the socio-

economic and cultural context of Ireland, highlighting how broader structural 

dynamics shape individual experiences. 

6.1.  Work-Family Conflict Theory (WFCT): A Fundamental Framework 

for Understanding Role Interference 

Work-Family Conflict Theory (WFCT), formally articulated by Greenhaus and 

Beutell in 1985, has become one of the most influential frameworks for 

explaining the incompatibility or dynamic friction that arises between 

professional and family roles. At its core, WFC is defined as the extent to which 

a person can simultaneously fulfil, and derive satisfaction from, their 

responsibilities in both work and family domains (Gerçek, M. 2024). Beyond this 

descriptive level, the framework offers critical insights into how societal 

expectations and gender norms shape the lived realities of working mothers, who 
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frequently experience heightened strain due to conflicting demands (Grady, G. 

and McCarthy, A.M., 2008). 

A central premise of the theory is that individuals’ personal resources are finite 

rather than unlimited. These resources comprise time, energy, and cognitive 

capacity, among others. Consequently, when these resources are heavily invested 

in fulfilling the requirements of one role (for example, a demanding professional 

career) fewer remain available for other domains. (Grady and McCarthy, 2008). 

This imbalance inevitably fosters a situation of incompatibility, where heightened 

investment in one sphere diminishes the ability to meet obligations in another, 

thereby generating inter-role conflict (Gerçek, 2024). Moreover, WFCT 

conceives this process as reciprocal. That is, interference operates bidirectionally, 

both from work to family and from family to work. This bidirectionality 

underscores the need to examine carefully how demands in one domain can 

systematically influence, and sometimes exacerbate, challenges in the other. 

Work-to-Family Conflict (W→F) occurs when workplace pressures disrupt 

family life. Among working mothers, this frequently takes the form of extended 

working hours, inflexible schedules, or constant availability expectations; all of 

which deplete time and energy for family-related activities. A study in Ireland, 

for instance, found that mothers employed in full-shift jobs faced particular 

challenges in aligning their work hours with school timetables, highlighting the 

tangible intrusions of work on family routines (Byrne-Doran, 2012). Family-to-

Work Conflict (F→W), conversely, family obligations can intrude upon 

professional responsibilities. As Gerçek (2024) observes, this may stem from 

disproportionate domestic duties, career interruptions linked to maternity, or 

ongoing concerns for children’s well-being. Such interference manifests both 

directly (e.g., arriving late due to unexpected childcare issues) and indirectly (e.g., 

diminished concentration caused by family-related rumination).  
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Building on this foundation, Greenhaus and Beutell (1985) further identified three 

types of conflict: time-based, strain-based, and behaviour-based. Each type 

represents a distinct but interconnected dimension of work-family tension, and 

together they have become central pillars for subsequent research in the field. 

6.1.1. Time-based conflict 
This type of conflict arises when the amount of time devoted to fulfilling the 

demands of one role significantly limits (or even prevents) the individual from 

adequately meeting the requirements of another role (Grady & McCarthy, 2008). 

In this type of conflict, there is a direct competition for time, which constitutes a 

finite and non-expandable resource. In practical terms, this often manifests in 

long working hours, rigid schedules that leave little flexibility for family 

responsibilities (like school pickups), or the need for frequent business travel. 

Empirical evidence highlights the prevalence of this problem. For instance, 

Byrne-Doran (2012) demonstrated that many Irish mothers report chronic 

shortages of time, which negatively affect their ability to complete household 

tasks and, more importantly, to provide adequate childcare. This tension becomes 

even more acute for those employed in shift-based work, where irregular 

schedules further limit opportunities for family engagement. 

Thus, time-based conflict provides an important starting point for understanding 

work-family incompatibility, as it reveals how structural constraints on time 

(imposed by organisations and labour markets) directly translate into challenges 

for working mothers. However, although lack of time is a visible and measurable 

barrier, it is only one manifestation of conflict. Beyond limited hours, stress and 

emotional strain generated in one domain can also spill over into the other, giving 

rise to what Greenhaus and Beutell (1985) termed strain-based conflict, which 

warrants closer examination in the next section. 
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6.1.2. Strain-based conflict 
This conflict occurs when the stress, tension, or psychological pressure generated 

in one life domain negatively affects performance and well-being in the other. In 

essence, this type of conflict represents an emotional and cognitive spillover, 

whereby frustration, anxiety, or fatigue acquired at work or within the family 

context carries across domains, with detrimental effects on functioning. For 

working mothers, these consequences are particularly acute. According to Gerçek 

(2024), mothers frequently report emotional exhaustion, guilt associated with 

dedicating time to work, insecurities about their performance as professionals, 

and a persistent sense of inadequacy in their maternal role. These emotional 

burdens tend to accumulate and often develop anxiety, depression, and 

diminished life satisfaction. In this way, the theory underscores deep 

psychological costs that reverberate across both domains (De Simone, S., Pileri, 

J., Mondo, M., Rapp-Ricciardi, M., and Barbieri, B, 2022). 

Importantly, this perspective highlights that even when time is available, the 

quality of that time can be compromised. A mother experiencing high levels of 

occupational stress may be physically present at home but emotionally 

unavailable, which limits the capacity to meet family needs effectively. Similarly, 

unresolved family strains can hinder concentration and performance at work. 

Taken together, strain-based conflict extends the explanatory power of WFCT, 

shifting the focus from structural limitations (time) to the less tangible but equally 

damaging sphere of emotional and psychological pressures. Nevertheless, beyond 

time and strain, Greenhaus and Beutell (1985)  emphasised that incompatibility 

may arise at the behavioural level, when patterns of conduct expected in one 

domain clash with those required in another. This dimension, known as 

behaviour-based conflict, represents the third facet of their typology and is 

examined in the following section. 
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6.1.3. Behaviour-based conflict 
Behaviour-based conflict happens when the behaviour expected at work clashes 

with what is needed at home. For mothers, this might mean being assertive and 

competitive in the office, but patient and nurturing with children. Constantly 

switching between these roles can feel exhausting and inauthentic. Moreover, this 

behavioural incongruence is not merely an individual burden but reflects broader 

social structures. Persistent gendered expectations reinforce the idea that 

adaptability and emotional accommodation should primarily be performed by 

women, thereby creating disproportionate role complexity for working mothers. 

The demand for constant behavioural switching (sometimes referred to as role 

fragmentation) contributes to heightened stress, fatigue, and diminished feelings 

of authenticity across life domains. 

In sum, behaviour-based conflict completes the tripartite model advanced by 

Greenhaus and Beutell (1985), demonstrating that work-family incompatibilities 

extend beyond time and strain to encompass differences in behavioural 

expectations and role scripts. This theoretical triad has provided the foundation 

for much subsequent research, shaping decades of inquiry into how work and 

family roles interact. However, the field has not remained static; instead, it has 

undergone significant historical evolution, marked by shifting social roles and 

broader transformations in labour markets and family structures. The following 

section, therefore, traces the development of WFC research, situating it within 

wider societal change. 

6.1.4. Evolution 
The historical development of research into the interaction between work and 

family reflects profound societal transformations. Initially, sociology and 

industrial–organisational psychology treated work and family as distinct and 
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largely unrelated domains (Grady & McCarthy, 2008). This separation was 

strongly shaped by prevailing gender stereotypes, which cast men as economic 

“providers” and women as “homemakers” and primary caregivers. Over time, 

however, the sustained increase in women’s participation in the labour force 

fundamentally challenged this compartmentalisation. The rise of dual-earner 

households and the growing diversification of family arrangements placed work–

family reconciliation at the centre of academic debates, as well as in public 

discourse (Grady & McCarthy, 2008). In this context, work-family conflict 

emerged as a pressing issue, with research highlighting its negative consequences 

for employee well-being, family cohesion, and organisational performance. 

Early conceptualisations of WFC tended to emphasise its detrimental impact, 

focusing on emotional exhaustion, job dissatisfaction, and reduced life quality. 

These perspectives, while valuable, presented the work–family interface in 

predominantly negative terms. However, subsequent studies broadened this 

perspective by recognizing that interactions between work and family are not 

exclusively conflictual. Instead, positive processes can also occur, whereby 

resources, skills, or emotions acquired in one domain enhance functioning in the 

other. This shift gave rise to debate in more integrative and nuanced ways, in 

notions such as work-family enrichment and work-life balance (Grady & 

McCarthy, 2008). 

Thus, the evolution of WFCT reveals a move from deficit models to more holistic 

perspectives. For instance, professional accomplishment can foster a sense of 

pride and fulfilment that enriches family life, while positive family experiences 

can increase resilience and motivation at work. This progression paved the way 

for related theoretical contributions, particularly around the concept of “spill-

over”. Spill-over expands the focus beyond incompatibility to examine the 

transfer of moods, skills, and experiences between life domains, whether in 

negative or positive directions.  
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6.1.5. Spill-over  
The concept of spill-over represents a key turning point in the evolution of Work-

Family Conflict Theory (WFCT), as it captures the dynamic transfer of attitudes, 

emotions, skills, and behaviours between the spheres of work and family (Grady 

& McCarthy, 2008). Unlike conflict, which emphasises incompatibility, spill-

over recognises that experiences in one domain can affect the other either 

negatively or positively. Negative spill-over occurs when pressures in one sphere 

deteriorate performance and interactions in the other. For example, work-related 

stress may generate irritability in family life, while unresolved family concerns 

may hinder concentration at work. In contrast, positive work-family enrichment 

arises when transferable resources enhance functioning across domains. Practical 

instances include applying problem-solving strategies developed in the 

workplace to family challenges, or drawing on resilience gained from parenthood 

to navigate stressful work tasks (Gerçek, 2024). For working mothers, both 

directions of spill-over are particularly salient. While negative spill-over often 

heightens feelings of guilt, overextension, and fatigue, positive spill-over can 

foster competencies to enrich professional and personal experience. For example, 

time management, multi-tasking, and emotional regulation. These dual outcomes 

emphasise the necessity of recognising that the work–family interface is a 

complex and multifaceted process rather than a purely antagonistic one. 

6.1.6. The Work–Home Resources (W-HR) Model 
Building upon this evolution, the Work–Home Resources (W-HR) Model 

proposed by Ten Brummelhuis and Bakker (2012) extends WFCT by 

incorporating principles from Conservation of Resources (COR) theory. At its 

core, the model differentiates between demands (factors that consume or deplete 

resources) and resources (factors that help replenish them or foster growth). This 
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dual perspective provides a more comprehensive tool for explaining both conflict 

and enrichment in the work–family relationship. Demands can be categorised as 

work-related, family-related, or social. For working mothers in Ireland, these 

demands frequently include heavy workloads, overtime, insufficient maternity 

leave, and reliance on inflexible work schedules (Byrne-Doran, 2012). Family-

related demands involve disproportionate domestic responsibilities or financial 

stress, while social demands stem from entrenched cultural expectations of 

intensive motherhood (Gerçek, 2024). 

Resources, conversely, provide mothers with greater capacity to harmonise roles 

to act as buffers and enablers. Familial resources, including help from extended 

family members, play a key role in childcare provision, while external resources 

(affordable childcare services or government support) further enhance balance 

(Gerçek, 2024). Yet, as noted in the Irish context, persistent gaps often emerge 

between policy frameworks and their practical implementation, limiting the 

effectiveness of these resources (Auster, E.R., 2001; Byrne-Doran, 2012). The 

strength of the W-HR Model lies in its capacity to integrate positive and negative 

processes under a single framework. It demonstrates that adequate resources 

affect demands and generate opportunities for enrichment and resilience. In doing 

so, the model advances the field by reframing the work–family interface as a 

dynamic ecosystem rather than a binary struggle between competing domains. 

While spill-over and the W-HR Model reveal how experiences and resources flow 

across roles, they do not fully capture how individuals actively regulate the 

separation or integration of domains. This gap is addressed by Boundary Theory, 

which focuses on the strategies people adopt to manage the permeability of work–

family borders. This theoretical extension further refines our understanding of 

how working mothers negotiate daily transitions between professional and 

personal roles. 
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6.1.7. Boundary Theory 
Boundary Theory (Ashforth, Kreiner, and Fugate, 2000), constitutes a valuable 

complement to Work–Family Conflict Theory and the Work–Home Resources 

Model. While the latter frameworks emphasise incompatibility, spill-over, and 

resource dynamics, Boundary Theory shifts the focus to how individuals actively 

construct, maintain, or negotiate the boundaries between life domains. At its 

foundation, this theory argues that individuals create boundaries (psychological, 

temporal, spatial, or behavioural) to define and protect distinct spheres of life 

(work, family, and personal time) (Gerçek, 2024). The degree of permeability of 

these boundaries can vary widely: some people opt for strict separation, whereas 

others embrace more fluid integration. The management of these boundaries is 

not merely a matter of preference but rather shaped by organisational 

expectations, family demands, and cultural norms. 

Boundary Theory identifies two primary strategies. Segmentation implies 

drawing a clear and rigid distinction between work and family. This strategy 

allows undivided focus on a single role at any time and can reduce interference; 

however, it also requires continual effort and may inhibit the transfer of positive 

emotions or skills across roles (Gerçek, 2024). Conversely, integration allows 

permeability across domains, enabling individuals to blend work and family 

responsibilities more flexibly. While this approach can foster enrichment by 

transferring resources between roles (Grady & McCarthy, 2008), it also risks 

leading to “boundary blurring” in which the distinction between work and non-

work erodes, producing feelings of being permanently “on call.” The COVID-19 

pandemic clearly illustrated the risks of boundary erosion, particularly for 

working mothers who were forced to perform simultaneous roles without 

physical or temporal separation (Clark, S., McGrane, A., Boyle, N., Joksimovic, 

N., Burke, L., Rock, N. and O’ Sullivan, K, 2021). In the Irish context, where 

cultural norms continue to attribute primary caregiving responsibilities to women, 
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mothers are often pushed toward involuntary integration, regardless of personal 

preference (Gerçek, 2024). Thus, the theory highlights that boundary 

management strategies are embedded in wider cultural and organisational 

structures rather than being entirely individual choices. Taken together, Boundary 

Theory advances the conversation beyond structural and resource-based 

explanations, offering a nuanced account of how individuals dynamically 

negotiate the demands of work and family. Yet, while it illuminates strategies for 

role management, it does not fully address how organisational environments and 

support systems facilitate, or hinder, the negotiation.  

6.1.8. Critiques of Work–Family Conflict Theory and Persistent Gaps in the 
Literature 

WFCT has been useful for understanding the clash between work and family, but 

many studies question how well it applies to mothers today. Research shows that 

WFC is one of the most common workplace stressors, and around 90% of 

working women report feeling overwhelmed by it. Criticisms focus mainly on 

three issues: how generalisable the model really is, how conflict is measured, and 

whether some of its assumptions remain valid (Belwal, Belwal, and Al-Hashemi, 

2019; Vigneron, 2023). 

A particularly pressing critique lies in the entrenched gender bias and narrow 

cultural scope in which WFCT was originally developed. Much of the early 

research disproportionately focused on women, implicitly framing WFC as a 

‘female problem’ (Gerçek, 2024). This sidelined the experiences of fathers and 

other caregivers and reinforced the lingering assumption that mothers bear 

primary responsibility for balancing the demands of paid work and family life. In 

the Irish context, these tendencies are intensified by a historically patriarchal 

culture that has long relegated women to the predominant caregiving role (Byrne-

Doran, 2012). This structural expectation translates into what has been described 
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as the ‘Triple Burden’ for Irish working mothers: carrying paid employment, 

shouldering disproportionate caregiving duties, and managing the practical 

reconciliation of these roles simultaneously (O’Brien & Arnold, 2024). The effect 

is compounded by internalised gender stereotypes, which fuel feelings of 

‘maternal guilt’ and heighten perceptions of conflict, even when mothers and 

fathers face objectively comparable circumstances (Aarntzen, L., Derks, B., Van 

Steenbergen, E., Ryan, M., and Van Der Lippe, T. 2019). This process of ‘mother-

blaming’ often drives women to reduce their paid working hours or, in some 

cases, to leave the workforce altogether (Gerçek, 2024). An illustrative example 

of this cultural bias is Article 41.2 of the Irish Constitution, which historically 

recognised women’s place as being ‘within the home’. Although under revision, 

this clause has long reinforced the expectation that motherhood is a primary 

vocation, positioned in tension with professional aspirations (Citizens 

Information, 2024). 

Beyond the weight of gendered roles, working mothers in Ireland face direct 

workplace discrimination and structural barriers. Approximately two-thirds 

report experiencing blocked promotions, while they are four times more likely 

than fathers not to receive negotiated pay increases (Vigneron, 2023). This so-

called ‘motherhood penalty’ is not an isolated issue but rather forms part of a 

systemic pattern undermining women’s career progression and economic stability 

(Muller et al., 2020). The result is a persistent gender pay gap and limited access 

to senior positions, pointing to the urgency of adopting effective workplace 

policies that address these inequities. Simplistic classifications have further 

contributed to narrowing the understanding of mothers’ lived experiences. 

Hakim’s preference theory (Somerville, 2002), which categorises women as 

home-centred, career-centred, or adaptive, fails to capture the actual complexity 

of working mothers’ decision-making. In reality, choices are constrained by 

external conditions such as the high cost and limited availability of childcare 
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services or by rigid organisational cultures that curb autonomy (Byrne-Doran, 

2012). Consequently, women are often forced to make compromises that deviate 

from their genuine aspirations, revealing the insufficiency of rigid typologies. 

Critiques have been directed at the operationalisation and measurement of work–

family conflict. While WFCT acknowledges bidirectionality and identifies its 

three forms (time-strain and behaviour-based), empirical instruments often fail to 

capture the simultaneity, fluctuation, and cumulative effects of these dimensions. 

Real-life experiences unfold in far more fluid and overlapping ways. For 

example, Irish mothers frequently experience continuous bidirectional tension: 

workplace demands generate guilt for neglecting family responsibilities, while 

family obligations disrupt concentration and output at work (De Simone et al., 

2022). This duality is particularly apparent in creative industries, where mothers 

adapt their professional routines into fragmented ‘short bursts of time’, constantly 

interrupted by caregiving responsibilities (O’Brien & Arnold, 2024). Limitations 

are equally evident in extensions of WFCT, such as the Work–Home Resources 

(W-HR) Model. While W-HR (Ten Brummelhuis & Bakker, 2012) enhanced 

WFCT by recognising resources as buffers against demands, the main critique 

lies in the difficulties of measurement. Specifically, there is often a marked 

discrepancy between perceived and actual support, as well as an underestimation 

of contextual demands. Organisational demands include long hours, expectations 

of constant availability, insufficient maternity leave, and limited access to high-

quality part-time work (Gerçek, 2024). Family demands disproportionately target 

mothers, particularly in domestic and emotional labour, while societal demands 

are amplified in Ireland by cultural ideals of the ‘perfect mother’ alongside 

prohibitive childcare costs (Doorley, K., McTague, A., Regan, M. and Tuda, D. 

2021). Notably, despite formal entitlements to 26 weeks of paid maternity leave 

(Desmond and Meaney, 2016) and recent codes of practice on flexible working 



23 

rights (IOE-EMP, 2024), uptake remains limited due to stigma (Lightbody & 

Williamson, 2017; Grady & McCarthy, 2008). Irish mothers frequently express a 

preference for staggered return-to-work arrangements rather than abrupt 

reintegration, yet current policies rarely account for these needs without adverse 

repercussions. 

From a theoretical perspective, Boundary Theory itself has been criticised for 

offering overly rigid distinctions. While useful conceptually, the dichotomy 

between segmentation (separating roles) and integration (merging them) fails to 

capture the lived messiness of everyday maternal experiences. In practice, 

constant demands from caregiving make sustained segmentation nearly 

impossible, arising instead in ‘forced fragmentation’ of professional routines. The 

COVID-19 pandemic further intensified these trends (Clark et al., 2021), as 

mothers, particularly in Ireland, faced an unprecedented blurring of boundaries, 

taking on roles as educators and carers alongside paid employment, leading to 

heightened stress levels (Gerçek, 2024). Under resembled conditions, is explicit 

that flexibility is rarely a matter of personal choice but rather imposed externally, 

with many mothers perceiving employer-provided flexibility not as a right but as 

a discretionary ‘favour’ (Jones & Floyd, 2023). 

Taken together, these critiques have accelerated the call for alternative 

perspectives. Scholars increasingly argue for more intersectional approaches, 

attentive to social class, migration status, ethnicity, and disability. For example, 

the MAMMI study in Ireland has shown that younger mothers, those unemployed 

during pregnancy, with lower educational attainment, or living without a partner, 

face heightened risks of postnatal mental health difficulties. Similarly, mothers 

born outside the EU report greater vulnerability (Hannon, S., Gartland, D., 

Higgins, A., Brown, S.J., Carroll, M., Begley, C., and Daly, D., 2022a). These 

findings underscore the need for future research to move beyond universalist 

assumptions and to examine how WFC interacts with wider structural 
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inequalities. There is a clear agenda for future studies: the literature must extend 

beyond describing the existence of conflict, and instead address how it influences 

women’s long-term employment sustainability and career progression. Many 

mothers are compelled to accept less challenging or part-time roles, with negative 

implications for professional development and economic security. Addressing 

these persistent limitations requires the adoption of more inclusive conceptual 

frameworks and policies that recognise the diverse and intersectional realities of 

working mothers in contemporary societies. 

6.2.  Organisational Support Theory (OST): The Role of Perception and 
Reciprocity in Work–Family Reconciliation 

Organisational Support Theory (OST) looks at how employees perceive their 

organisation’s care and recognition. Unlike approaches that only consider formal 

policies, OST stresses that what really matters is whether workers feel supported. 

In practice, the question is whether organisations truly prioritise employee well-

being, or if they only implement policies to appear compliant. At its foundation, 

OST is rooted in social exchange theory, most notably the labour exchange model 

developed by March and Simon (1958) (Meyer and Allen, 1984). Within this 

framework, the employment relationship is conceived as reciprocal: employees 

contribute effort, skills, and loyalty to their organisation, and, in return, expect 

fair compensation, recognition, and support (Aryee, S., Chu, C.W.L., Kim, T.-Y. 

and Ryu, S. 2012). The theory, therefore, argues that employees’ commitment and 

sense of belonging depend largely on how they perceive this balance. When 

reciprocity is perceived as absent, motivation, well-being, and retention are likely 

to decline. A distinctive feature of OST lies in its assumption that employees 

anthropomorphise the organisation, viewing it almost as a human entity capable 

of empathy and concern (Aryee et al., 2012). When the organisation is perceived 

in this personalised way, employees develop an internal sense of obligation 
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(known as the norm of reciprocity) through which genuine organisational support 

translates into greater commitment, loyalty, and discretionary effort. However, 

this dynamic is mediated by fairness, justice, and cultural expectations. 

Reciprocity is not a universal or automatic response but one conditioned by both 

organisational practice and broader social norms. 

6.2.1. Evolution of the Theory 
Initially, OST concentrated on tangible workplace factors (salaries, benefits, and 

promotion opportunities), assuming these were the strongest predictors of 

support. Over time, research expanded to consider psychosocial dimensions, 

including justice in resource allocation, organisational climate, and trust in 

leadership (Aryee et al., 2012). This development has underlined the importance 

of symbolic and relational aspects in shaping overall perceptions of support. The 

concept of Organisation-Based Self-Esteem (OBSE) further broadened the 

theory. OBSE reflects the personal value individuals attribute to themselves 

within their organisation, which is strengthened when workplaces address family-

related needs (Pierce et al., 1989). From this perspective, genuine support goes 

far beyond material rewards, extending to emotional recognition and care for 

employees’ holistic well-being. More recently, OST has integrated the principles 

of diversity and inclusion. Diversity recognises visible and invisible differences 

as gender, ethnicity, and age, while inclusion goes further, fostering environments 

in which all individuals are valued and empowered to contribute fully (Tedder-

King, Prengler & Sherf, 2025). Nonetheless, in practice, corporate inclusion 

strategies frequently fail to address the distinct needs of mothers returning from 

maternity leave. Motherhood is rarely approached as a condition requiring 

specific policies, despite evidence that working mothers face disproportionate 

pressures when balancing family demands with career progression (Grady & 

McCarthy, 2008). Organisations are therefore confronted with the urgent 
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challenge of introducing flexible and inclusive policies that meaningfully 

recognise and support the realities of working mothers. 

6.2.2. OST in Relation to Work–Family Conflict Theory (WFCT) 
WFCT and OST are best understood as complementary frameworks. WFCT 

explains how work and family demands give rise to conflict, particularly through 

challenges of time, psychological strain, and behavioural incompatibility. OST, 

on the other hand, examines the mechanisms through which perceived support 

can mitigate or exacerbate these tensions. Empirical evidence highlights that 

organisational and personal resources are jointly decisive in reducing the burden 

of dual responsibilities (Gerçek, 2024). Flexible working arrangements, whether 

reduced hours or remote work, supportive supervision, collegial solidarity, and 

access to facilities (workplace childcare or extended maternity leave) facilitate 

balance and alleviate demands. At the same time, personal coping strategies like 

time management or boundary-setting strengthen individual adaptability. 

Together, WFCT and OST thus offer explanatory power: the former identifies the 

origins of conflict, while the latter highlights how organisational practices and 

cultures influence employee experiences and responses. 

6.2.3. Perceived Organisational Support (POS) 
At the centre of OST is the concept of Perceived Organisational Support (POS), 

defined by Eisenberger, Huntington, Hutchison, and Sowa (1986) as employees’ 

beliefs about the extent to which their organisation values their contributions and 

cares for their well-being. Importantly, POS is an overarching evaluation of the 

organisation itself, distinct from perceptions of individual supervisors. As 

research has shown, employees often differentiate between supervisory support 

and organisational commitment: a person may feel their line manager is 

sympathetic, yet interpret the organisation as indifferent, or vice versa (Allen, 
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2001). POS encompasses both tangible and intangible forms of support. Tangible 

or instrumental support includes practical resources: salaries, promotions, 

equipment, childcare provision, flexible schedules, part-time opportunities, and 

maternity leave (Aryee et al., 2012). However, empirical findings highlight that 

the existence of policies does not ensure their use, as many women fear stigma or 

the perception of reduced professional commitment. Ireland provides an 

illustrative example: despite the 2023 Work–Life Balance and Miscellaneous 

Provisions Act securing formal rights to flexible and remote work, uptake remains 

dependent on organisational commitment and cultural legitimacy (IOE-EMP, 

2024). 

Intangible or psychosocial support, by contrast, emerges through less visible 

factors: organisational climate, managerial empathy, and peer solidarity. Practices 

that are particularly significant in contexts shaped by the enduring ideal of the 

“always available” worker. In such environments, supportive managers play a 

critical role by legitimising reconciliation needs, while the daily solidarity of 

colleagues often translates into more practical relief than formal policy 

statements. (Behson, S.J., 2005). A study in the Irish creative industries illustrates 

this dynamic as a decisive lifeline, even though such support was experienced 

largely as individual acts of goodwill rather than institutionalised measures 

(O’Brien & Arnold, 2024). The norm of reciprocity helps explain how perceived 

support translates into behaviour. When mothers feel genuinely supported in 

combining work and family roles, they interpret this as a sign of organisational 

trust, fostering stronger loyalty and engagement (Aryee et al., 2012). Yet 

reciprocity is not automatic. Perceptions of inconsistency or injustice weaken the 

sense of obligation and may elicit frustration rather than loyalty (Grady & 

McCarthy, 2008). Moreover, enduring gender stereotypes complicate reciprocity, 

as many mothers continue to feel societal pressure to compromise their careers 

irrespective of organisational support (Aarntzen, L., Derks, B., van Steenbergen, 
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E. and van der Lippe, T. 2022). Therefore, academics have emphasised the 

importance of distinguishing between real and symbolic support. Real support 

refers to policies and attitudes that are both accessible and free from stigma, 

enabling mothers to benefit without negative career repercussions. Symbolic 

support, by contrast, characterises policies that exist in principle but are not 

practically viable, since employees fear they will be perceived as evidence of 

insufficient commitment (Belwal et al., 2019). These discrepancies confirm that 

the effectiveness of organisational support depends less on formal entitlements 

than on how they are embedded in workplace culture and interpreted by 

employees themselves. 

6.2.4. Critiques and Limitations of OST 
Despite its theoretical contributions, OST faces several limitations. The most 

prominent critique is the gap between formal policies and lived realities. Policies 

may exist, yet cultural stigma surrounding their use renders them ineffective. As 

O’Brien and Arnold (2024) highlight, flexible working schemes are truly 

effective when supported by gradual reintegration processes and protective 

organisational cultures; otherwise, such entitlements remain largely symbolic. A 

second limitation concerns conceptual ambiguity around POS. While OST 

acknowledges emotional and instrumental dimensions, it has struggled to capture 

the true multidimensionality of the construct. There remains debate over whether 

POS represents a single, global perception or the aggregation of distinct 

dimensions. Oversimplification undermines accurate measurement of the effects 

of support. Third, OST has been critiqued for over-reliance on reciprocity. The 

theory tends to assume that employees automatically repay support with 

commitment. However, mothers’ lived experiences reveal this is not always the 

case; fatigue, strain, or conflicting social expectations can make reciprocity 

difficult or impossible. Moreover, the implicit expectation that women should 
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respond with gratitude may itself create moral pressure and exacerbate stress 

(Muller-Heyndyk, 2018). 

The lack of intersectionality in research on this theory is another issue raised by 

the literature, where variables like class, migration status, ethnicity, disability, or 

family structure are often neglected, reducing the theory’s explanatory reach. 

Evidence from Ireland underscores these omissions. As in WFCT, single mothers 

and non-EU migrant mothers face significantly greater barriers, including higher 

risks of mental health difficulties (Hannon et al., 2022a), yet are frequently 

excluded from studies (Byrne-Doran, 2012; Hannon, S., Newnham, E., Hannon, 

K., Wuytack, F., Johnson, L., McEvoy, E. and Daly, D., 2022b). Finally, OST 

underplays both structural power relations and the sustainability of support. 

Organisational hierarchies and work cultures predicated on long hours often 

penalise those who require flexibility, ensuring that perceived support is not 

translated into material change (Abendroth, Huffman & Treas, 2014). Moreover, 

support is often episodic, concentrated during maternity leave or immediate 

reintegration, but seldom sustained over time. This inability to account for the 

long-term adaptability of support significantly weakens OST’s capacity to 

evaluate enduring impacts on retention, career progression, and maternal well-

being. 
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7. Methodology 

This research adopted a mixed-methods approach, integrating both quantitative 

and qualitative tools. A mixed-methods design was chosen to combine the breadth 

of survey data with the depth of personal interviews. This helped cross-check 

results and build a fuller picture of mothers’ experiences. The quantitative 

strategy was based on an online survey designed to collect large-scale information 

to identify general patterns and potential relationships between productivity, 

emotional well-being, and the professional adaptation of mothers returning to 

work. In parallel, the qualitative component consisted of in-depth semi-structured 

interviews, which sought to explore participants’ perceptions and emotions in 

greater detail, thereby offering a more personal account of the factors shaping 

their professional and everyday experiences. Throughout the study, the theoretical 

framework (grounded in Work–Family Conflict Theory and Organisational 

Support Theory) guided the formulation of survey and interview questions, 

ensuring both instruments were consistent with the key theoretical constructs 

underpinning the research. 

7.1.  Population, Sample, and Instruments 
The target population for this study consisted of women residing in Ireland who 

are mothers and who have experienced returning to paid employment following 

maternity leave. Sampling was conducted using a non-probability convenience 

approach, which relied on Facebook groups for mothers in Ireland, personal 

networks, and local playgroups. While this method provided practical access to 

the target population, it also introduced several limitations. The most significant 

challenge was restricted access to a truly diverse and intersectional sample, 

particularly mothers in operational jobs, those on low incomes, single mothers, 

or migrants. Despite the survey containing questions on these dimensions, such 

groups were underrepresented. Therefore, the majority of responses came from 
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mothers in office-based professions with comparatively high incomes, limiting 

both representativeness and the extent to which findings can be generalised to 

other groups of working mothers in Ireland. Moreover, the low participation rate 

hindered the possibility of conducting a more detailed intersectional analysis, 

underlining the need for complementary interviews to compensate for the lack of 

broader empirical coverage. 

For the quantitative phase, a thirty-question online survey was created using 

Google Forms. The survey was organised into four sections to facilitate 

participant navigation. The first section gathered demographic data and 

contextualised participants’ professional circumstances. The second explored 

post-maternity policies and organisational support, using multiple-choice 

questions and Likert scales to measure the availability and use of policies. These 

items addressed the first main research question (MQ1) and sub-questions (SQ1.1 

and SQ1.2) regarding flexible work arrangements and childcare support. The 

third section examined balance and well-being, employing Likert scales to 

evaluate levels of stress, anxiety, and job satisfaction, and perceptions of 

productivity. This section was closely aligned with the third main research 

question (MQ3). Finally, the fourth section explored intersectional experiences 

through open-ended questions that examined how variables (as education level, 

income, and migration status) influenced participants’ experiences. These data 

were designed to answer the fourth main research question (MQ4). 

In the qualitative phase, five semi-structured interviews were conducted using 

messaging applications (WhatsApp and Messenger). This format allowed 

participants to respond in their own time and in familiar settings, thereby 

enhancing their comfort and engagement. The interview guide included questions 

that aimed to build on and deepen issues already raised in the survey. These 

questions were tailored to address MQ2 and MQ3 from a qualitative perspective, 



32 

for example, probing the perceived effectiveness of organisational policies 

(MQ2) and emotional responses during the transition back to work (MQ3). 

7.2.  Procedure and Data Analysis 
Data were collected over twelve days in August 2025. The survey was shared in 

Facebook groups for mothers in Ireland. Some posts were removed by 

administrators, so additional groups had to be used. Interviews were arranged 

individually, mostly via WhatsApp voice messages. This approach allowed for 

flexible scheduling and enabled participants to reply at times that suited them. 

Data analysis was organised in two phases. On the quantitative side, survey 

responses were exported from Google Forms into Excel, where they were 

analysed using descriptive statistical techniques, including frequencies, 

percentages, and means. Additional visualisation tools (bar charts and heat maps) 

facilitated the exploration of patterns. Pearson correlation analysis was conducted 

to assess relationships between selected variables. For the qualitative phase, 

interview recordings were transcribed (in some cases with the assistance of 

WhatsApp’s transcription function) and then subjected to thematic analysis. This 

process involved initial reading and familiarisation, identification of key excerpts, 

anonymisation through the use of pseudonyms, and grouping of insights into 

thematic categories that reflected recurrent issues across participants’ accounts. 

7.3.  Ethical Considerations 
The study adhered strictly to the ethical guidelines of the National College of 

Ireland and complied with the General Data Protection Regulation (GDPR). 

Informed consent was obtained in different ways depending on the method of 

participation. For the survey, consent was implicit: the opening page outlined the 

study’s objectives and participation conditions, and individuals could only 

proceed once they had read and agreed to these terms. For the interviews, explicit 
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written consent was obtained in advance of each session via messaging services. 

Anonymity and confidentiality were ensured throughout all stages. In the survey, 

no identifiable personal data was collected. In the interviews, transcripts were 

stored in password-protected Excel files, with all participants anonymised 

through pseudonyms to protect their identities. Participants were assured that 

their data would be used exclusively for academic purposes, securely stored on 

platforms approved by the NCI, and analysed at an aggregate level only. At no 

point were data shared with third parties, and additional safeguards were 

implemented to further protect the integrity and confidentiality of participants’ 

contributions. 
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8. Findings

This analysis examines the empirical survey data relating to organisational 

policies and practices in Ireland that aim to facilitate mothers’ return to work after 

maternity leave. The relevant findings are presented and considered in relation to 

their implications, limitations, and potential underlying causes. In doing so, the 

evidence is interpreted through the lenses of Work–Family Conflict Theory 

(WFCT) and Organisational Support Theory (OST).

8.1.  Section One

8.1.1. Demographic Data

Figure 1 Age

Figure 2. Company size
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The analysis of the empirical data constitutes a key step in interpreting the results 

within the theoretical frameworks of WFCT and OST. About age (Figure 1. Age), 

the largest group of respondents falls within the 35–44 age bracket (66% of the 

sample), followed by 19.1% aged between 25 and 34, and 14.9% over the age of 

45. Concerning company size (Figure 2. Company Size), 70.2% of respondents 

are employed in large organisations with more than 250 employees, while small 

firms (fewer than 50 employees) and medium-sized firms each account for 

14.9%. This finding supports previous evidence suggesting that, although 

company size can influence the availability of resources, it does not guarantee 

that resources are accessible without overcoming cultural barriers (Grady & 

McCarthy, 2008; O’Brien & Arnold, 2024).

8.1.2. Income

Figure 3. Income

Turning to income levels (Figure 3. Income), 63.8% of participants reported 

earning over €90,000 annually, 14.9% earned between €70,001 and €90,000, and 

the remaining 21.3% fell below €70,000. This distribution reflects a clear 

predominance of higher socioeconomic profiles. On one hand, this represents a 

limitation, as it restricts the extent to which findings can be generalised to 

working mothers in lower-income or precarious jobs. On the other hand, it 

confirms previous research which argues that even among comparatively 

privileged groups, significant barriers to work–life reconciliation, stigma, and 
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invisible constraints linked to gendered expectations remain prevalent (Gerçek, 

2024; Doorley et al., 2021). These findings therefore support critiques of WFCT, 

particularly regarding its limited inclusion of intersectional variables, and 

underline the importance of extending analysis beyond a narrow focus on time or 

income. Instead, attention must be directed towards actual access to both formal 

and informal resources (Byrne-Doran, 2012).

8.1.3. Migratory Status

Figure 4. Migratory Status

The analysis of migratory status (Figure 4. Migratory Status) reveals that 55.3% 

of the respondents were born in Ireland, 27.7% were EU/EEA citizens not born 

in Ireland, 10.6% were from Latin America, and 6.4% from other non-EU regions. 

This diversity is particularly significant, given that existing literature has 

highlighted how migratory status can exacerbate the experience of work–family 

conflict. Migrant mothers often face weaker informal support networks, greater 

difficulties in accessing institutional resources, and, at times, heightened 

exposure to discrimination (Hannon et al., 2022b). Thus, reinforce the urgency of 

approaching post-maternity return to work from an intersectional perspective. 

Rather than analysing mothers as a homogeneous group, research and policy must 

recognise the diverse and multifaceted experiences of women navigating 

professional reintegration in Ireland.
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8.2.  Section two. Findings on Organisational Policies and Work–Life 
Balance Practices 

8.2.1. Offered and Used Policies 
Table 1. Offered Policies 

Table 2. Used policies 

The analysis of the data collected on the provision and uptake of work–life 

balance practices reveals a significant gap between formal availability and actual 

usage. As illustrated in the charts, more than 40% of mothers reported having no 

access to any type of formal organisational support (Table 1: Offered Policies). 

Among the most frequently available measures were flexible working hours and 

hybrid work arrangements, each reported by approximately 34% of participants. 

However, when examining actual uptake, the figures were much lower. For 

example, although 34% indicated that flexible schedules were formally provided, 

only 29.8% had made use of them (Table 2: Used Policies). Similarly, uptake of 

hybrid working mirrored this rate. Other policies presented consistently low 

figures for both availability and use. Strikingly, initiatives such as return-to-work 
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coaching or career retention programmes were found to be absent. These findings 

lend strong support to the Work–Family Conflict Theory, particularly the 

demands–resources framework of Greenhaus and Powell (2006), later expanded 

by ten Brummelhuis and Bakker (2012). The limited supply of organisational 

resources and the absence of effective support mechanisms intensify the 

likelihood of conflict between professional and family responsibilities. Moreover, 

the restricted uptake of flexible options suggests the presence of additional 

barriers. These may include social stigma, insufficient information, anxieties over 

career repercussions, or practical constraints that lead mothers to refrain from 

using available measures (Grady & McCarthy, 2008; Auster, 2001). Equally 

important is the relationship between these gaps and the principles of 

Organisational Support Theory. As Eisenberger et al. (1986) and Aryee et al. 

(2012) emphasise, employees’ perceptions of support are particularly key in 

shaping their wellbeing and organisational commitment. The absence of 

advanced resources weakens perceptions of genuine organisational care. Existing 

studies underline that meaningful flexibility, accessible family supports, and 

affordable childcare are decisive in securing mothers’ wellbeing and retention in 

the workforce (Doorley et al., 2021; Lightbody & Williamson, 2017).

At the same time, the low utilisation of policies highlights the enduring impact of 

workplace stigma and the fear of reputational damage. This confirms arguments 

in the literature regarding the cultural dimension of policy uptake, where 

organisational norms and ‘unwritten rules’ determine the true accessibility of 

formal supports (Grady & McCarthy, 2008; van Breeschoten & Evertsson, n.d.). 

From this perspective, the findings reinforce the view that organisational 

provisions often remain symbolic rather than substantive. To become genuinely 

meaningful in the professional and personal lives of working mothers, policies 

must evolve beyond symbolic entitlements towards effective, equitable, and 

sustained implementation (Gerçek, 2024; Aryee et al., 2012; Doorley et al., 2021). 
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A more detailed breakdown shows that the most commonly offered forms of 

support were flexible working arrangements, each reported by 34% of 

respondents (Table 1: Offered Policies). This aligns with global trends favouring 

workplace flexibility. Other policies (access to wellbeing or mental health 

resources) were noted by 23.4%, while only 19.1% reported access to paid 

emergency childcare leave. More advanced provisions remained under 17%. 

Notably, childcare subsidies and formal mentoring were extremely rare, with 

availability reported by just 4.3% of respondents. Meanwhile, other supports like 

onsite crèches, structured return-to-work coaching programmes, or peer-support 

groups were virtually absent, at or below 2.1%. Despite the existence of these 

formal offers, the findings show a consistent gap between provision and actual 

use. As already noted, while 34% of participants had access to flexible or hybrid 

working arrangements, only 29.8% reported using them (Table 2: Used Policies). 

Similarly, uptake of onsite crèches or peer-support groups was minimal, at only 

2.1%. These suggest that the availability of a policy in itself does not guarantee 

its effectiveness, pointing instead to a divide between ‘policies on paper’ 

(symbolic support) and ‘policies in practice’ (real support). This distinction 

echoes critiques of Organisational Support Theory, highlighting the limited utility 

of formal measures if they are not accompanied by a supportive and inclusive 

workplace culture (Grady & McCarthy, 2008; Aryee et al., 2012). 
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8.2.2. Sectoral Differences

Figure 5. Working Sector

Table 3. Policies by Sector

Turning to sectoral distribution, most respondents were employed in Health and 

Social Services (27.7%), Technology and IT (25.5%), and Education (14.9%) 

(Figure 5: Working Sector). By contrast, sectors as Retail, Hospitality, and 

Manufacturing were minimally represented. This reflects wider socio-labour 

patterns in which women are disproportionately concentrated in care-related and 

professional service sectors (Gerçek, 2024). When comparing the availability of 

policies between sectors, the analysis indicates considerable inequality. Health 
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Health and Social 
Services

12.8% 8.5% 4.3% 4.3% 2.1% 2.1% 2.1% 2.1% 2.1% 0.0% 0.0% 0.0% 0.0% 0.0%

Technology and IT 6.4% 6.4% 6.4% 2.1% 6.4% 0.0% 0.0% 6.4% 2.1% 0.0% 0.0% 0.0% 0.0% 0.0%
Education 2.1% 4.3% 6.4% 0.0% 2.1% 0.0% 0.0% 6.4% 0.0% 0.0% 2.1% 2.1% 0.0% 2.1%

N/A 0.0% 6.4% 4.3% 4.3% 0.0% 0.0% 0.0% 4.3% 0.0% 0.0% 0.0% 2.1% 0.0% 0.0%

Public Administration 0.0% 2.1% 4.3% 0.0% 2.1% 2.1% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0%

Finance and Banking 0.0% 2.1% 4.3% 2.1% 0.0% 2.1% 0.0% 0.0% 2.1% 0.0% 0.0% 0.0% 0.0% 0.0%
Hospitality 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0%

Manufacturing 0.0% 2.1% 4.3% 2.1% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0%
Retail 2.1% 2.1% 0.0% 2.1% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0%
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and Social Services emerged as the sector with the highest provision, particularly 

in relation to wellbeing or mental health resources (12.8%), hybrid working 

options (8.5%), and flexible scheduling (4.3%) (Table 3: Policies by Sector). 

However, even in this sector, provision remains relatively limited when measured 

against the structural level of demand associated with reconciliation challenges 

(Greenhaus & Beutell, 1985). Technology and IT and Education reported even 

more restricted policy availability; benefits like remote work, mentoring, or 

funded childcare were present at only negligible levels. These findings challenge 

the notion of universal access to supports and align with the Work–Family 

Conflict Theory’s argument that organisational resources remain scarce and 

unevenly distributed (Grady & McCarthy, 2008). 

The limited and uneven availability of more advanced supports suggests that 

institutional assistance often remains symbolic rather than substantive. As Aryee 

et al. (2012) argue, formal access only translates into real wellbeing when 

embedded within a genuinely supportive environment. Yet across most sectors, 

both instrumental supports (flexibility, remote work) and emotional supports 

(mentoring, peer groups) remain scarce, deepening gendered inequalities and 

reinforcing exclusionary dynamics (Gerçek, 2024; O’Brien & Arnold, 2024). 

Furthermore, sectors with the lowest provision tended to be those with lower 

female representation. This underscores structural biases that individualise the 

challenge of reconciliation and diminish the visibility of mothers’ work–life 

needs in male-dominated environments (Grady & McCarthy, 2008; O’Brien & 

Arnold, 2024). 
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8.2.3. Organisational Size 
Table 4. Policies by Size 

Analysis by organisational size reveals a clear pattern: larger companies (those 

with more than 250 employees) reported substantially higher availability of 

formal supports. In these organisations, flexible hours (23.4%), hybrid models 

(23.4%), wellbeing resources (14.9%), and reduced hours (12.8%) were all more 

prevalent (Table 4: Policies by Size). By contrast, in medium and small 

organisations, the percentage of support offered rarely exceeded 6%. This pattern 

reflects the arguments of Greenhaus and Beutell (1985) and ten Brummelhuis and 

Bakker (2012), who stress that organisational resources play an important 

buffering role in mitigating the pressures of work–family conflict. However, the 

evidence confirms that the mere existence of policies does not secure equitable 

or universal accessibility. Testimonies highlighted that, particularly in smaller and 

medium-sized firms, access to resources often depended on managerial or the 

specific characteristics of a job role; creating wide disparities in experiences, even 

within the same organisation. Many participants emphasised that policies were 

insufficient to meet real needs, or were granted only as exceptions rather than 

rights. Therefore, the inequalities uncovered by organisational size, coupled with 

inconsistent application, illustrate the centrality of resources in buffering work–

family conflict while simultaneously revealing structural limits. Across large, 

medium, and small companies alike, the persistent gap between formal provision 

Offered Policies By 
Company Size
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250+ (Large) 23.4% 23.4% 14.9% 12.8% 10.6% 6.4% 6.4% 4.3% 2.1% 2.1% 2.1% 0.0% 0.0% 0.0%
Fewer than 50 

(Small)
4.3% 4.3% 0.0% 2.1% 4.3% 2.1% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0% 0.0%

50-249 (Medium) 6.4% 6.4% 8.5% 2.1% 4.3% 4.3% 0.0% 2.1% 0.0% 0.0% 2.1% 0.0% 0.0% 2.1%
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and genuine accessibility strengthens a recurrent critique in the literature: policy 

availability alone is insufficient without an organisational culture that guarantees 

effective, fair, and sustainable support over time (Aryee et al., 2012; Gerçek, 

2024).

8.3.  Section three

8.3.1. Correlational and Qualitative Evidence on Support, Stigma, and Work–
Family Strain

Table 5. Pearson correlation

Building on the descriptive patterns reported previously, the Pearson correlation 

indicate that greater perceived difficulty in accessing policies is associated with 
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lower employer support (r = -0.21), lower perceived policy effectiveness (r = -

0.27), lower satisfaction as a working mother (r = -0.14), and reduced motivation 

(r = -0.19) (Table 7. Pearson correlation). Taken together, these associations 

where support is insufficient or hard to access, demands outstrip capacity to 

reconcile roles, elevating distress and inter‑role conflict (ten Brummelhuis & 

Bakker, 2012). Moreover, perceived employer support is strongly and positively 

related to the perceived effectiveness of policies (r = 0.73) and negatively related 

to stigma (r = -0.19). This pattern supports the Organisational Support Theory 

proposition that both formal and informal support foster policy uptake and 

attenuate negative or punitive attitudes towards working mothers (Eisenberger et 

al., 1986; Aryee et al., 2012). By contrast, stigma correlates positively with access 

barriers (r = 0.49) and negatively with policy effectiveness (r = -0.25) (Table 7. 

Pearson correlation), indicating that cultural and symbolic obstacles inhibit 

effective use of resources and perpetuate conflict, as critiqued by van Breeschoten 

& Evertsson (n.d.) and Aarntzen et al. (2022). 

In line with WFCT, the high correlations among work‑to‑family interference, 

work–family strain, and work–life balance stress (r = 0.81, r = 0.80, and r = 0.76, 

respectively) suggest cumulative adverse effects when policies are ineffective and 

support is limited; conditions that arise negative spillover, intensifying exhaustion 

and guilt (Grady & McCarthy, 2008). Consistent with this, guilt about working 

correlates strongly with emotional exhaustion (r = 0.74), underscoring the 

emotional dimension of conflict highlighted by both WFCT and OST 

(instrumental versus emotional support). In contexts of higher perceived 

organisational support and lower stigmatisation, better concentration is closely 

associated with higher productivity (r = 0.75). Motivation is likewise positively 

related to productivity (r = 0.54) and to concentration (r = 0.43) (Table 7. Pearson 

correlation). These patterns support the view that organisational resources are 

protective for mental health and performance (Behson, 2005; Pierce et al., 1989). 
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8.3.2. Qualitative evidence: material constraints, symbolic support, and cultural 
barriers 

At the qualitative level, testimonies and coding tables show how structural, 

cultural, and resource constraints generate sustained conflict. Participants detail 

concrete obstacles: “Couldn’t get back to work before my baby turned 1 as no 

childcare.. and “Cost of child care when children are sick… Childcare costs: 

definitely. Cost of childcare is high…” (ID 1, 2) (Table 8 codebook open 

questions). These accounts reflect material and organisational scarcity and 

confirm the compounding effects of childcare costs noted in the Work–Home 

Resources model (ten Brummelhuis & Bakker, 2012). Furthermore, accounts of 

absent or purely symbolic policies reveal the gap between formal existence and 

practical application, as well as the feeling of institutional neglect discussed by 

Allen (2001) and Behson (2005): “No one told me about the policies… I was not 

informed about what policies were in place” and “Lack of necessary policies e.g. 

breastfeeding… There was no available… No formal HR/policies in the 

company” (ID 5, 6). One respondent captures the emotional toll and fear of 

repercussions: “I felt guilty about this… difficult to ask/to avail of return to work 

policies. I also worry about my position” (ID 11). Another explicitly mentions 

“The stigma was actually changing to part time and came from a woman.” (ID 

12). Collectively, these statements illustrate how symbolic and emotional barriers 

can be as restrictive as structural ones, highlighting the weight of perception and 

organisational culture in shaping use of support. 

8.3.3. Job security, progression, and the role of line management 
Concerns over job security and career progression surface repeatedly: “Not 

guaranteed the same role or working location that I left...” and “Self-imposed 

barrier: personal disorder [sic] around seeking help as a mother” (ID 10, 18). 
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Participants also point to leadership and discretion as critical bottlenecks: 

“Managerial attitude; Lack of managerial empathy; lack of manager autonomy,” 

echoing concerns in the literature about the practical implementation of support 

at the supervisory level (Pierce et al., 1989). Crucially, mothers distinguish 

between feeling genuinely supported and merely encountering formal 

compliance. One respondent notes: “I wasn’t facilitated entirely to return flexibly 

by my company, but I was extremely well supported by my manager… I am in 

no doubt I sought out the right manager for my return as it was not reflected in 

the company’s outlook” (A4). By contrast, another reports: “The policies are 

good, but my direct manager was not recruiting into their team so I was not able 

to return to my previous role or work location… I had to negotiate a four-day 

work week, but I wasn’t approved” (A5). These contrasting experiences neatly 

capture the theoretical distinction between symbolic and real support, and 

demonstrate how day‑to‑day practice can align with, or diverge from, 

organisational policy. 

8.4.  Section four 

8.4.1. Intersectional Differences in Return-to-Work Experiences 
The data indicate that the experience of returning to work is profoundly shaped 

by social position, nationality, and employment sector. Household income, in 

particular, emerges as a decisive factor in both the perception of and access to 

organisational support policies. The majority of Irish-born mothers belong to 

higher-income households, with 40.4% reporting annual incomes above €90,000 

(Figure 7: Difficulty Accessing Policies). By contrast, migrant mothers are more 

frequently concentrated in middle- or low-income categories. This socio-

economic stratification is directly reflected in access to practical supports. These 

measures are predominantly available to Irish-born mothers, while migrants, 

particularly those from Latin America and other non-European regions, report 
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markedly higher rates of having no access at all. For example, while 21.3% of 

Irish mothers obtained hybrid work opportunities, only 4.3% of Latin American 

mothers did so (Figure 6: Policies Offered by Migratory Status). Also, is  

important to note that difficulties in accessing support do not necessarily diminish 

with higher levels of income. On the contrary, women in the top income bracket 

(€90,000+) represent the highest proportion who agree that access to policies is 

difficult, reaching 19.1% (Table 11). This paradox suggests that barriers may be 

linked to sectoral or managerial characteristics, like as competitive work 

environments or cultures of long working hours. These dynamics resonate with 

existing literature that identifies the “glass ceiling” and the motherhood penalty 

as persistent mechanisms of exclusion, even among women at senior professional 

levels (Byrne-Doran, 2012). 

8.4.2. Migrant Differences and Structural Barriers 
The role of migratory status further accentuates these disparities. Non-Irish 

mothers, particularly those from outside the EU, are the most likely to report 

being offered no organisational support. Their access to measures is limited, and 

access to more tailored benefits is virtually non-existent. At the same time, 

perceived barriers to policy access are consistently higher among migrant 

mothers. Those from Latin America and from “other regions” record the greatest 

levels of agreement or neutrality with the statement that it is difficult to access 

support, suggesting ambivalence and heightened vulnerability. This is consistent 

with existing studies that highlight how migrant mothers face distinct structural 

disadvantages: dependency on inflexible employers, lack of extended family 

networks for childcare (for instance, grandmothers as carers), and organisational 

policies that are not culturally or linguistically adapted (Byrne-Doran, 2012). 

Despite formal equality guaranteed by Irish legislation, the supports available “on 

paper” are often undermined in practice by implicit discrimination and the 
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absence of inclusive organisational cultures. Consequently, the gap between what 

is formally offered and what is actually experienced becomes evident in the 

accounts of migrant mothers. This discrepancy, documented in previous research 

(Aarntzen et al., 2022; Grady & McCarthy, 2008), highlights the persistence of 

structural bias within Irish workplaces and underscores the importance of 

implementing support policies that are not merely symbolic, but genuinely 

accessible across diverse social and cultural groups. 

8.5.  Section Four 

8.5.1. Socioeconomic, Migratory, and Structural Influences on Return-to-Work 
Experiences 

The evidence reveals that returning to work after maternity leave is a process 

profoundly shaped by social position, nationality, and sector of employment. 

Household income, in particular, highlights clear differences in both perception 

and accessibility of workplace support policies. Most Irish-born mothers belong 

to households with high annual incomes (40.4% report over €90,000) (Figure 7: 

Difficulty of Access to Policies). In contrast, migrant mothers are heavily 

represented in middle- and low-income brackets. This stratification has direct 

consequences for access to provisions such as hybrid work, flexible schedules, or 

reduced working hours. These options are widely available to Irish-born mothers, 

whereas non-EU migrants, particularly Latin American and other non-European 

women, report much lower access. For instance, while 21.3% of Irish-born 

participants accessed hybrid work, only 4.3% of Latin Americans reported the 

same (Figure 6: Offered Policies by Migration Status). Importantly, difficulty in 

accessing workplace support does not necessarily diminish as income increases. 

In fact, mothers in the highest income brackets (€90,000 and above) report among 

the highest levels of agreement (19.1%) with the statement that policies are 

difficult to access (Table 11). This suggests that exclusion may be less about 
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financial capacity and more strongly linked to sectoral or organisational cultures. 

These dynamics resonate with existing literature highlighting the “glass ceiling” 

and the motherhood penalty, which continue to operate even at high occupational 

levels (Byrne-Doran, 2012). 

8.5.2. Migratory Differences and Structural Barriers 
Migration status further accentuates these inequalities. Mothers not born in 

Ireland, particularly non-EU nationals, are the group most likely to report that no 

support policies are offered to them at all. Although Irish legislation promotes 

formal equality, these supports often remain “on paper” only. In practice, implicit 

discrimination and the absence of an inclusive workplace culture erode their 

effectiveness. This gap between reported provision and lived experience aligns 

with findings by Aarntzen et al. (2022) and Grady and McCarthy (2008), who 

stress the difference between symbolic support and support that is both accessible 

and stigma-free. 

8.5.3. Socioeconomic Status and the Unequal Use of Supports 
Alongside migration status, socioeconomic background shapes how mothers 

experience return-to-work policies. One participant with a postgraduate 

qualification described this as paradoxical: “Despite being educated and having 

a Master’s degree, it is cumbersome to read through policies” (ID18 OQ). This 

statement challenges a common assumption within Organisational Support 

Theory (OST), namely that higher human capital translates into easier navigation 

of organisational resources. Instead, it suggests that bureaucratic barriers restrict 

even well-educated mothers from effectively making use of formal supports. At 

the other end of the spectrum, a lower-income participant reported simply: “I 

can’t apply for parental leave” (ID21 OQ). This reflects what OST identifies as 
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income-based exclusion, where those who most need formal supports, 

paradoxically, are least able to access them. 

For migrant mothers, the challenges were even more explicit. A Bolivian 

participant explained: “My qualifications from Bolivia were not recognised in 

Ireland, so I had to retrain and start from the beginning in a new sector” (AN2). 

This account illustrates the Work–Home Resources (W-HR) model, which 

highlights how failure to recognise qualifications creates additional structural 

demands (Gerçek, 2024). Similarly, the absence of extended family support 

emerged strongly in the testimonies: “The only difference is that they have family 

around who can help them. Apart from it, none” (AN4). Another mother echoed: 

“It has been tough as I don’t have family who could help me to take care of my 

child, I am here alone, so I have to pay a childminder” (AN4). These accounts 

point to a critical limitation of Work–Family Conflict Theory (WFCT), which 

tends to assume the presence of support networks that many migrant mothers 

simply lack. 

The absence of informal resources intensifies conflict. As one participant 

described: “Very difficult having no family support for childcare when your child 

is constantly getting sick from crèche” (ID10 OQ). This exemplifies time-based 

conflict (Gerçek, 2024), worsened by the lack of backup care. The consequences 

for professional development were voiced with striking clarity. For instance, one 

mother remarked: “My priority is my family, I don’t prioritise my career 

anymore” (ID2 OQ), while another said: “It would be impossible now to try and 

go above and beyond to get a promotion. I struggle to juggle normal working 

hours” (ID10 OQ). These testimonies illustrate conflict, where family 

responsibilities actively constrain career ambitions. They can also be understood 

as an adoption of Boundary Theory, where some mothers choose to establish rigid 

boundaries to protect family life, even at the cost of career progression (Clark et 

al., 2021). As one participant summarised: “My career has stopped progressing. 
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Taking a step back” (ID8 OQ). Another reflection that reinforces the critiques 

where often individualizes responsibility by framing mothers as personally 

accountable for negotiating conflicts that are, in fact, structurally embedded. 

Sector-specific accounts provide further nuance. For example, a technology-

sector participant stated: “Hybrid working sounds great in theory, but in reality, 

meetings and client demands often mean I still need to be physically present more 

than planned” (AN6). This underscores the gap between symbolic support and 

real support. Similarly, another mother observed: “The policies are good, but my 

direct manager was accommodating but not exactly supportive” (AN5). Others 

captured the issue more tersely: “No family support; childcare barriers” (AN6). 

These voices are confirming insights from the W-HR model that rising childcare 

costs disproportionately affect working mothers on lower incomes. 
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9. Discussion 

The findings of this study show that even if organisations in Ireland report having 

policies to support mothers after maternity leave, in reality, these measures are 

not always used or easy to access. The survey and testimonies confirm that 

flexible hours and hybrid work are the most common options, but even these are 

not taken by all mothers. Many participants said they prefer not to ask because of 

fear of stigma or the idea that their manager will see them as less committed. This 

reflects what has been described in the literature as the difference between 

“policies on paper” and “policies in practice”.  In relation to WFCT, the study 

highlights again how mothers experience time pressure, emotional stress, and 

difficulties with role expectations. The correlations show that guilt and 

exhaustion are strongly connected, which illustrates strain-based conflict. 

Mothers also described how moving between behaviours at home and in the office 

felt exhausting, which is consistent with behaviour-based conflict. Even when 

time was available, the quality of that time was often poor because stress carried 

over from one domain to another. Perceptions of support are balanced. Some 

mothers spoke very positively about individual managers who made their return 

smoother, while others explained that company culture was the main barrier. In 

one case, a mother said she was “lucky to have the right manager”, which shows 

that it depends too much on personal relationships. This again reflects OST, where 

perception of real support comes more from human interaction than from abstract 

organisational policies. Differences between groups also came up, as highlighted. 

Mothers with high incomes reported better access to flexible work, but at the 

same time, many of them still felt unable to use it in competitive environments. 

Migrant mothers were the most vulnerable, especially those from outside the EU. 

They reported less access to policies, more difficulties with childcare, and the 

absence of family networks to help. Some also explained how their qualifications 



53 

were not recognised, forcing them to restart their careers. These experiences show 

the need to include intersectionality because WFCT and OST alone do not fully 

explain how class, migration, and structural inequality shape the return to work.  

In the Irish context, Childcare costs were mentioned repeatedly and remain one 

of the main barriers for mothers. Even with legal rights to flexible or remote work, 

many participants explained that culture in their organisations made them feel 

guilty or isolated. This shows that the historical weight of cultural expectations 

and reflects the persistence of the motherhood penalty, where promotion 

opportunities and pay rises are less accessible to mothers, as reinforced by Article 

41.2 of the Constitution. This study has limitations. The sample was small and 

mostly from high-income backgrounds, so the results cannot represent all 

variations of working mothers in Ireland. Women in lower-paid or precarious jobs 

are missing, and their experiences are probably even more difficult. Self-reported 

productivity also has bias, because it depends on how mothers perceive 

themselves rather than on objective measurement. Still, the mix of survey and 

interviews offers a good view of the challenges faced and provides evidence that 

supports the theoretical framework. There is a need to create a culture where 

support is normal and accessible for everyone, not a privilege. For the State, 

childcare remains a priority. Without affordable and quality childcare, policies in 

the workplace will continue to be limited in their effect. 

Future research should include larger and more diverse samples, especially 

women in sectors with lower pay and higher instability. Studies over time are also 

necessary to understand how these challenges affect long-term careers. Finally, 

there is a need to pay more attention to intersectional differences, because migrant 

and low-income mothers face barriers that are not visible if all mothers are treated 

as a single group. 
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10.Conclusion 

This dissertation explored the realities faced by mothers in Ireland when returning 

to work after maternity leave. Using WFCT and OST, it examined how policies, 

workplace culture, and wider structures shape this transition. The study shows 

clearly that the expectation of having policies written down does not mean they 

are going to be used in real practice. The testimonies confirmed that real support 

depends on the attitude of managers and the culture of the organisation. Not all 

mothers experience the return in the same way was another important finding. 

Migrant and low-income mothers face extra barriers; childcare costs remain the 

biggest challenge. The study cannot represent all mothers in Ireland due to its 

limitations. Still, the combination of survey and interviews provides insight into 

the real pressures mothers face, and how organisations and the State could do 

better. For practice, the main message is simple: policies are not enough without 

cultural change. Employers must ensure mothers can use supports without stigma, 

and the State must invest seriously in affordable childcare. Only then can 

workplaces in Ireland retain female talent and reduce the motherhood penalty. 
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12.Appendices  

12.1. Quantitative Questionary 

Dear Participant, 
Thank you for taking the time to consider this survey, I am Alejandra Leal, a postgraduate 
student on the Masters of Arts in Human Resource Management at National College of 
Ireland (NCI). This research forms part of my Master's level (Level 9) dissertation, which 
explores the experiences of mothers returning to work in Ireland after maternity leave, 
analysing how this process impacts the perceived productivity, emotional well-being, and 
professional adaptation. I seek to uncover the complexities and specific challenges faced by 
working mothers, as well as to identify the effectiveness of available organisational support. 
Your insights and experience are vital to this research. Sharing your journey will enhance our 
understanding of the challenges faced by working mothers in Ireland, providing updated 
empirical evidence to inform more effective, inclusive, and sustainable policies and practices.  
To facilitate your participation, the survey is organised into four short sections: 

 Section 1: Demographics and Employment Context: Gathers background information 
to help contextualise experiences and enable detailed analysis across different groups. 

 Section 2: Post-Maternity Policies and Support: Explores workplace support policies, 
their utilisation, and the perception of their effectiveness. 

 Section 3: Work-Life Balance and Well-being: Examines the impact of returning to 
work on your emotional well-being, family responsibilities, and professional 
performance. 

 Section 4: Differentiated and Intersectional Experiences: Focuses on how factors such 
as income, education, or migratory status may have shaped your return-to-work 
journey. 

The survey is estimated to take approximately 5-10 minutes to complete 

 Ethical Considerations and Data Usage   
* Ethical Considerations and Confidentiality: Research ethics are a fundamental priority for 
National College of Ireland and for this study. This survey has been designed following strict 
ethical standards and complies with data protection guidelines, including the General Data 
Protection Regulation (GDPR). 
* Anonymity and Confidentiality: Your participation in this survey is completely 
anonymous. This means that no personally identifiable information (such as your name, email 
address, etc.) will be collected that could directly link your responses to you. Your responses 
will be treated with the utmost confidentiality. 
* Data Usage: The data collected will be used exclusively for the purposes of this postgraduate 
academic research. Findings will be presented solely in an aggregated format (statistical 
summaries or general patterns), ensuring that no individual response can be identified. Your 
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information will not be shared with third parties and will be kept secure in accordance with 
NCI's data privacy policies. 
* Right to Withdraw: Your participation is entirely voluntary. You may choose not to answer 
any question you are uncomfortable with or close the survey at any time without explanation, 
and your responses up to that point will not be used. 
* Data Storage: Survey data will be stored securely on NCI-approved platforms, and only the 
principal researcher and supervisor will have access to it for analysis. Upon completion of the 
study, and in accordance with institutional policies, the data will be deleted or permanently 
anonymised. 
Academic Integrity: Utmost care has been taken to ensure the academic integrity of the study, 
and any use of artificial intelligence tools in the preparation of this survey has been conducted 
ethically and declared, in accordance with NCI guidelines. 
By proceeding with the survey, you give your implicit consent to participate in the study 
under the conditions described above.

SECTION 1: DEMOGRAPHICS AND EMPLOYMENT CONTEXT 
1. What is your age?  
[ ] under 25 years 
[ ] 25-34 years 
[ ] 35-44 years 
[ ] 45+ years 

2. Which sector do you currently work in? (Multiple choice, select one)  
[ ] Technology and IT 
[ ] Finance and Banking 
[ ] Health and Social Services 
[ ] Education 
[ ] Retail 
[ ] Manufacturing 
[ ] Public Administration 
[ ] Hospitality 

3. What is your current job level within the company?  
[ ] Operative 
[ ] Technical/Specialist 
[ ] Middle management/Supervisor 
[ ] Senior management/Director 

4. How many employees does your company have in Ireland?  
[ ] Fewer than 50 (Small) 
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[ ] 50-249 (Medium) 
[ ] 250+ (Large) 

5. What is your annual household income?  
[ ] Less than €30,000 
[ ] €30,001 - €50,000 
[ ] €50,001 - €70,000 
[ ] €70,001 - €90,000 
[ ] More than €90,000 

6. What is your migratory status in Ireland?  
[ ] Born in Ireland 
[ ] EU/EEA Citizen (not born in Ireland) 
[ ] Non-EU/EEA Citizen – From North America (US/Canada) 
[ ] Non-EU/EEA Citizen – From Latin America 
[ ] Non-EU/EEA Citizen – From another region 

7. What is your highest level of education completed?  
[ ] Junior Certificate (or equivalent) 
[ ] Leaving Certificate (or equivalent) 
[ ] Post-Leaving Certificate (PLC) course / Further Education (FET) *(e.g., QQI Level 5/6)* 
[ ] Undergraduate diploma/certificate (NFQ Level 7/8) (below Bachelor’s) 
[ ] Bachelor’s degree (NFQ Level 7/8) (e.g., BA, BSc, Ordinary/Honours Degree) 
[ ] Master’s degree (NFQ Level 9) (e.g., MA, MSc, MPhil) 
[ ] Doctorate (NFQ Level 10) 

8. How long was your most recent maternity leave? 
[ ] Less than 3 months 
[ ] 3-6 months 
[ ] 7-9 months 
[ ] 10-12 months 
[ ] More than 12 months 

9. When did you return to work after your most recent maternity leave?  
[ ] Less than 6 months ago 
[ ] 6-12 months ago 
[ ] 1-2 years ago 
[ ] More than 2 years ago 

SECTION 2: POST-MATERNITY POLICIES AND SUPPORT 
10. From the following support policies or practices, which were offered to you by your 
employer upon returning from maternity leave? (Select all that apply)  
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Flexible Working Arrangements: 
o [ ] Flexible hours 
o [ ] Remote working 
o [ ] Hybrid working 
o [ ] Freelance work 
o [ ] Part-time work 
o [ ] Compressed work week 
o [ ] Reduced working hours 
Childcare Support: 
o [ ] On-site childcare 
o [ ] Childcare subsidy 
o [ ] Paid time off for childcare (appointments or emergencies) 
Return-to-Work Programmes: 
o [ ] Mentoring or "buddy system" programmes 
o [ ] "Return-to-work coaching" or career reorientation programmes 
o [ ] Parent/mother support groups 
o [ ] Access to wellbeing or mental health resources 
o [ ] My employer offered no specific post-maternity return-to-work policies or practices. 

11. Of the policies offered to you in the previous question, which did you utilise? (Select 
all that apply) 
o [ ] Flexible hours 
o [ ] Remote working 
o [ ] Hybrid working 
o [ ] Project-based work 
o [ ] Part-time work 
o [ ] Compressed work week 
o [ ] Reduced working hours 
o [ ] On-site childcare 
o [ ] Childcare subsidy 
o [ ] Paid time off for childcare (appointments or emergencies) 
o [ ] Mentoring or "buddy system" programmes 
o [ ] "Return-to-work coaching" or career reorientation programmes 
o [ ] Parent/mother support groups 
o [ ] Access to wellbeing or mental health resources 
o [ ] My employer offered no specific post-maternity return-to-work policies or practices. 

12. For each of the following statements, please indicate your level of agreement.  
Scale: 1: Strongly Disagree, 2: Disagree, 3: Neutral, 4: Agree, 5: Strongly Agree 
o I perceive that access to support policies in my company is difficult in practice, despite 
their existence. 
o I felt adequately supported by my employer upon returning from maternity leave. 
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o I experienced stigmatisation or judgment for my decision to have children and return to 
work. 
o My company's policies effectively helped me balance my work and family 
responsibilities. 
o The cost of childcare has been a significant barrier to my career progression. 

13. What were the main barriers or challenges you faced when trying to access or use these 
support policies? (Open question) 

SECTION 3: WORK-LIFE BALANCE AND WELLBEING 
Instructions: Indicate your level of agreement with the following statements, where: 1: Strongly 
Disagree, 2: Disagree, 3: Neutral, 4: Agree, and 5: Strongly Agree. 

Work-Family Conflict 
14. The demands of my job interfere with my family life.  
15. The time required by my job makes it difficult to fulfil family responsibilities.  
16. My job causes tension that makes it difficult to fulfil my family duties.  
17. Due to work responsibilities, I have to make changes to my family plans. 
18. Things I want to do at home don't get done due to the demands of my job. 

Emotional Wellbeing 
Instructions: 
On a scale where: 1: Never, 2: Rarely, 3: Sometimes, 4: Almost always, 5: Always. During the 
last 6 months, how often have you experienced the following? 
19. Stress related to work-family balance.  
20. Anxiety about childcare while working. 
21. Feelings of guilt about working.  
22. Satisfaction with your role as a working mother.  
23. Difficulty sleeping due to work or family stress.  
24. Emotional exhaustion or burnout from balancing work and family.  

Perceived Productivity 
Instructions: 
On a scale where: 1: Much lower, 2: Lower, 3: Same, 4: Higher, 5: Much higher. Comparing 
your productivity BEFORE and AFTER returning to work post-maternity: 
23. My overall productivity is:  
24. My ability to concentrate is: 
25. My work motivation is: 
26. How has your perspective on professional development and career opportunities changed 
since returning to work after maternity? (Open answer)  

SECTION 4: DIFFERENTIATED AND INTERSECTIONAL EXPERIENCES 
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28. Considering your educational level and/or income, do you believe these factors have 
influenced your access to or utilisation of support policies in your company? In what way? 
(Open answer) 
29. [For migrant mothers only] Have you experienced additional barriers due to your migratory 
background when rejoining the workforce? Please describe your experience. (Open answer) 

EXTRA QUESTION 
30. What is the main recommendation you would make to your company to improve support 
for mothers returning to work? 
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12.2. Quantitative Textbook 
ID Barriers/challenges trying to access o use support policies? Raw text Code Theme
1 I didn't have barriers. I didn't have barriers. No barriers reported Access to support

2
Couldnâ€™t go back to work before my baby turned 1 as no childcare facility 
would take him. Luckily we were in a privileged position and could take unpaid 
time off.

Couldn’t go back to work before my baby turned 1 as no 
childcare facility would take him. Luckily we were in a privileged 
position and could take unpaid time off.

Lack of childcare Structural barriers

3

The role I do is specialised, and they do not have a lot of available 
replacement people. I felt guilty about this while on leave, so once I was back, 
it was difficult to ask / to avail of return to work policies. 

I also worry about my position. Because I do not want to give up my senior 
leadership role, there have been significant workloads and activities to 
compete which has placed me under a lot of pressure and not always able to 
avail of the return to work policy. 

However, Iâ€™m lucky enough to work in a very flexible job, which has allowed 
me to do this and juggle work around my kids. Although it has at times been 
stressful. 

The role I do is specialised, and they do not have a lot of 
available replacement people. I felt guilty about this while on 
leave, so once I was back, it was difficult to ask / to avail of 
return to work policies...

Guilt, workload pressure, fear of asking Emotional & organisational barriers

4 N/A N/A No response N/A

5
In my sector a lot of us are employed through consultancies so do not really 
avail of the policies for companies we directly work for as we are employed by 
the consultant or self employed. This has been my own experience. 

In my sector a lot of us are employed through consultancies so 
do not really avail of the policies for companies we directly work 
for as we are employed by the consultant or self employed. This 
has been my own experience.

External employment structures Organisational barriers

6 No-one told me about the policies No-one told me about the policies Lack of policy awareness Organisational communication
7 Lack of necessary policies eg breastfeeding Lack of necessary policies eg breastfeeding Absence of specific policies Policy gaps

8 There were none available, just expected to come back in as if nothing 
changed

There were none available, just expected to come back in as if 
nothing changed No support policies, inflexible return Policy gaps

9 N/A N/A No response N/A

10
We have a bunch of wellbeing supports in general but there was no specific 
mention of return to work supports so I guess it would be on me to go through 
all the support and work out of any is beneficial to this use case

We have a bunch of wellbeing supports in general but there was 
no specific mention of return to work supports so I guess it 
would be on me to go through all the support and work out of 
any is beneficial to this use case

Non-specific support, lack of targeted policy Policy gaps

11 Cost of child care when children are sick Cost of child care when children are sick Childcare cost Structural barriers
12 No formal HR policies in the company. No formal HR policies in the company. Absence of HR policies Policy gaps
13 N/A N/A No response N/A

14

I work for a tech company, very progressive in many, many ways. They offer 
great benefits to all employees, like access to mental health support, hybrid 
working (50% office based minimum) and really good paid maternity and 
paternity leave. 

However there are no specific policies or supports dedicated to parents 
returning to work after leave. There is a parents group in the Dublin office but 
that is not provided by the employer, it was started by some parents. 

I work for a tech company...great benefits...however there are no 
specific policies or supports dedicated to parents returning to 
work...

No targeted return-to-work policy Policy gaps

15 N/A N/A No response N/A
16 Emotional wellbeing Emotional wellbeing Emotional strain Emotional barriers

17 Cost of childcare.  Culture and expectations to work all the hours so I moved 
job. 

Cost of childcare. Culture and expectations to work all the hours 
so I moved job. Childcare costs and workplace culture Structural & organisational barriers

18

I was not informed about what policies were in place. The employee has to do 
research herself without any help from HR. This can be cumbersome if the 
person has to learn how to also juggle work life after a year long maternity 
break.  

I was not informed about what policies were in place. The 
employee has to do research herself... Lack of HR guidance Organisational communication

19 N/A N/A No response N/A
20 My workload/my career ambition My workload/my career ambition Workload, career demands Career pressure
21 Thereâ€™s no support policies and everything is a hassle There’s no support policies and everything is a hassle No support policies Policy gaps
22 N/A N/A No response N/A

23
Getting set up on the hybrid working took a month which was stressful as i 
had to be in the office full time during this period.  I had requested my hybrid 
working before returning to work

Getting set up on the hybrid working took a month which was 
stressful as i had to be in the office full time... Delay in policy implementation Organisational barriers

24 Childcare costs definitely. The stigma was actually changing to part time and 
came from a woman.

Childcare costs definitely. The stigma was actually changing to 
part time and came from a woman. Childcare cost, stigma Structural & cultural barriers

25
I had no support - to the point where I went back a week late as they refused 
to provide a contract or schedule and stopped answering my emails. Really 
disappointing experience 

I had no support - to the point where I went back a week late as 
they refused to provide a contract or schedule and stopped 
answering my emails. Really disappointing experience

Lack of support, administrative barriers Organisational barriers

26 Attitudes from senior managers, lack of empathy Attitudes from senior managers, lack of empathy Managerial attitudes Organisational culture

27 Arranging it with work - in healthcare, expected to fit 5 days into 4, no 
reduction in caseload. 

Arranging it with work - in healthcare, expected to fit 5 days into 
4, no reduction in caseload. Increased workload post-return Organisational barriers

28 N/A N/A No response N/A

29
I relied on the breastfeeding legislation to reduce the working day by an hour. 
It wasnâ€™t a big deal and they obliged however there were no policies in 
place etc 

I relied on the breastfeeding legislation to reduce the working 
day by an hour...no policies in place etc Reliance on law due to policy absence Policy gaps

30 Cost Cost Childcare cost Structural barriers

31 There were limited policies and the ones I availed of only helped to a degree 
which wasnâ€™t enough

There were limited policies and the ones I availed of only helped 
to a degree which wasn’t enough Insufficient support policies Policy gaps

32 The internal application process meant sign off from my line manager who 
then negotiated my work from home days down. 

The internal application process meant sign off from my line 
manager who then negotiated my work from home days down. Manager restriction of policy Organisational barriers

33 Childcare cost is high so, I cannot take more hours at work as I would love to Childcare cost is high so, I cannot take more hours at work as I 
would love to Childcare cost Structural barriers

34 N/A N/A No response N/A
35 N/A N/A No response N/A

36 Not guaranteed the same role or working location that I left when going on 
maternity leave. 

Not guaranteed the same role or working location that I left 
when going on maternity leave No guarantee of same role/location Organisational barriers

37 There werenâ€™t clear policies in place but there were supportive practices 
that my manager offered

There weren’t clear policies in place but there were supportive 
practices that my manager offered Manager provided informal support Organisational culture

38 My company didn't have specific policies gor mothers coming back to work. My company didn't have specific policies for mothers coming 
back to work. No specific return-to-work policies Policy gaps

39 N/A N/A No response N/A

40

I know some exist but they werenâ€™t really offered. I would have liked to 
avail of hour a day for breastfeeding but didnâ€™t want to seem to be asking 
for too much. My boss has been very supportive but probably working outside 
policy a bit when it comes to hybrid/flexible working.

I know some exist but they weren’t really offered. I would have 
liked to avail of hour a day for breastfeeding but didn’t want to 
seem to be asking for too much. My boss has been very 
supportive but probably working outside policy a bit when it 
comes to hybrid/flexible working.

Unclear policies, hesitancy to ask, informal support Policy gaps & culture

41 No specific policies in place No specific policies in place No specific policies Policy gaps
42 N/A N/A No response N/A
43 N/A N/A No response N/A
44 N/A N/A No response N/A
45 N/A N/A No response N/A

46 Childcare costs (husband be and stay at home dad) and judgment for working 
after having kids. Also stereotyping. 

Childcare costs (husband be and stay at home dad) and 
judgment for working after having kids. Also stereotyping. Childcare costs, judgment, stereotyping Structural & cultural barriers

47 Not enough flexibility for working mothers as often default parents we have to 
juggle way more than working fathers

Not enough flexibility for working mothers as often default 
parents we have to juggle way more than working fathers Lack of flexibility, default parent burden Organisational & gendered barriers
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12.3. Qualitative Questionary 

Ethical Considerations and Data Usage   
* Ethical Considerations and Confidentiality: Research ethics are a fundamental priority for 
National College of Ireland and for this study. This survey has been designed following strict 
ethical standards and complies with data protection guidelines, including the General Data 
Protection Regulation (GDPR). 
* Anonymity and Confidentiality: Your participation in this survey is completely anonymous. 
This means that no personally identifiable information (such as your name, email address, etc.) 
will be collected that could directly link your responses to you. Your responses will be treated 
with the utmost confidentiality. 
* Data Usage: The data collected will be used exclusively for the purposes of this postgraduate 
academic research. Findings will be presented solely in an aggregated format (statistical 
summaries or general patterns), ensuring that no individual response can be identified. Your 
information will not be shared with third parties and will be kept secure in accordance with 
NCI's data privacy policies. 
* Right to Withdraw: Your participation is entirely voluntary. You may choose not to answer 
any question you are uncomfortable with or close the survey at any time without explanation, 
and your responses up to that point will not be used. 
* Data Storage: Survey data will be stored securely on NCI-approved platforms, and only the 
principal researcher and supervisor will have access to it for analysis. Upon completion of the 
study, and in accordance with institutional policies, the data will be deleted or permanently 
anonymised. 
Academic Integrity: Utmost care has been taken to ensure the academic integrity of the study, 
and any use of artificial intelligence tools in the preparation of this survey has been conducted 
ethically and declared, in accordance with NCI guidelines. 
By proceeding with the survey, you give your implicit consent to participate in the study 
under the conditions described above. 

To make the survey clear and easy to navigate, it is divided into four short sections: 

 Section 1: Demographic Information and Work Context (to understand socio-economic 
and sectoral diversity)  

 Section 2: Organisational Support Policies and Practices (RQ1 and SQ1.1, SQ1.2)  
 Section 3: Perceptions of Organisational Support Effectiveness (RQ2 and SQ2.1, 

SQ2.2) 
 Section 4: Impact on Productivity and Emotional Well-being (RQ3 and SPQ3.1, 

SPQ3.2) 
 Section 5: Intersectional Differences (PRQ4 and SP4.1, SP4.2) 

Your insights are highly appreciated and will contribute meaningfully to this research. 
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Section 1: Demographic Information and Employment Context (to understand socio-
economic and sectoral diversity)
1. Could you briefly describe your current family situation (marital status, number and ages 
of children, etc.)? 
2. What is your highest level of education? 
3. Could you tell me about your job position and the industry/sector you work in? 
4. How would you describe the size of the organisation you work for or have worked for 
(small, medium, large)? 
5. How long ago did you return to work after your last maternity leave? 
6. Are you a migrant in Ireland? If so, could you share how you believe your migratory 
background has influenced your experience of re-entering the workforce after maternity in 
Ireland? 

Section 2: Organisational Support Policies and Practices (RQ1 and SQ1.1, SQ1.2)
7. Thinking about your return to work after maternity leave, what policies or support 
practices did or do your company offer to facilitate this process? Please describe in detail the 
types of support (e.g., flexible working arrangements, childcare support, transition 
programmes, etc.) 
8. Sub-question: Were these supports available to all employees, or were there differences 
based on job type, company size, or sector? 
9. Do you consider that the policies offered by your company were sufficient to facilitate 
your return to work? Why? 
10. Do you believe that these policies and practices vary significantly in your company or 
sector compared to what you know of other companies or sectors in Ireland? Could you 
provide examples of these differences? 

Section 3: Perceptions of Organisational Support Effectiveness (RQ2 and SQ2.1, SQ2.2)
11. Based on your experience, how would you assess the real effectiveness of the 
organisational supports you received or were offered, in contrast with what you expected or 
what the company communicated about them? 
12. What factors do you believe influenced this distinction between the practical usefulness 
and the symbolic value of organisational supports? 
13. Can you mention any situation where you tried to access some type of support or benefit, 
and faced barriers or difficulties? 
14. What barriers did you encounter (or perceive to exist) in accessing or fully utilising 
organisational supports available in your company? 
15. How has this transition affected your professional development or progression (e.g., 
promotion opportunities, stagnation)? 

Section 4: Impact on Productivity and Emotional Well-being (RQ3 and SPQ3.1, 
SPQ3.2)
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16. How would you describe your emotional state during the first months after returning to 
work? 
17. During your transition back to work after maternity leave, what types of emotional 
responses did you experience (e.g., stress, anxiety, job satisfaction, work-family conflict)? 
Describe how these emotions have evolved over time. 
18. How did your return to work affect your perception of productivity or your professional 
aspirations? 
19. Was there any key moment or situation that particularly influenced your adaptation or 
emotional well-being? 

Section 5: Intersectional Differences (PRQ4 and SP4.1, SP4.2)
20. How do you believe your level of education and household income have influenced your 
access to support policies and your overall well-being during your return to work after 
maternity leave? 
21. (Only if you are a migrant) Did you experience additional barriers due to your country of 
origin, language, or culture within the company? 
22. If you are a migrant mother, what specific differences have you experienced compared to 
mothers born in Ireland in terms of structural barriers (e.g., childcare, leave policies) and 
perceived organisational support? 
23. Considering your employment sector, do you believe that experiences of returning to 
work after maternity leave vary significantly for mothers in different sectors? Why? 
24. Is there any other aspect of your experience of returning to work after maternity leave in 
Ireland that you consider important to share and that we have not covered in the previous 
questions? 
25. If you could suggest one or two key improvements to Irish companies or the government 
to better support working mothers, what would they be? 
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12.4. Qualitative Textbook Answer 1 
questions An1 Raw text Code Theme

1
Could you briefly describe your current family situation (marital status, number and ages of 
children, etc.)? Married with 1 child aged 3 years Married with 1 child aged 3 years Married, one young child Family situation

2 What is your highest level of education? Masters Masters High education (masters) Education level

3
Could you tell me about your job position and the industry/sector you work in? I am a public health nurse working for the HSE I am a public health nurse working for the HSE Public health nurse, HSE Professional/sector

4
How would you describe the size of the organisation you work for or have worked for (small, 
medium, large)?

The health centre I work in is small but the HSE itself is 
obviously very large

The health centre I work in is small but the 
HSE itself is obviously very large

Small site, large 
organisation

Organisation size/context

5 How long ago did you return to work after your last maternity leave? I returned when my son was about 14 months old.
I returned when my son was about 14 months 
old.

Returned when child was 
14 months Maternity leave duration

6

Are you a migrant in Ireland? If so, could you share how you believe your migratory background 
has influenced your experience of re-entering the workforce after maternity in Ireland? No I’m not No I’m not Not a migrant Migration status

7

Thinking about your return to work after maternity leave, what policies or support practices did 
or do your company offer to facilitate this process? Please describe in detail the types of 
support (e.g., flexible working arrangements, childcare support, transition programmes, etc.)

I returned on a part time basis and I was facilitated to take a 
parental leave day once a week.

I returned on a part time basis and I was 
facilitated to take a parental leave day once a 
week.

Part-time return, regular 
parental leave

Flexible work/family 
support

8
Sub-question: Were these supports available to all employees, or were there differences based 
on job type, company size, or sector? Available to all employees Available to all employees Universal policy access Policy equality

9

Do you consider that the policies offered by your company were sufficient to facilitate your 
return to work? Why?

Yes , they were very flexible which has allowed me a much 
better work/ life balance as a mother .

Yes, they were very flexible which has allowed 
me a much better work/ life balance as a 
mother.

Flexible policies supported 
work-life balance Policy effectiveness

10

Do you believe that these policies and practices vary significantly in your company or sector 
compared to what you know of other companies or sectors in Ireland? Could you provide 
examples of these differences?

I have spoken to friends who work for private companies etc 
before and they have a lot less annual leave and less rights  
than someone like myself in a Government job when it comes 
to maternity leave etc 

I have spoken to friends who work for private 
companies etc before and they have a lot less 
annual leave and less rights than someone 
like myself in a Government job when it 
comes to maternity leave etc

Public sector more 
supportive than private Sectoral difference

11

Based on your experience, how would you assess the real effectiveness of the organisational 
supports you received or were offered, in contrast with what you expected or what the 
company communicated about them?

I was facilitated entirely to return to work on a part time basis 
in place of my previous full time contract and there were no 
issues so I can’t complain and feel I’m very lucky .

I was facilitated entirely to return to work on 
a part time basis in place of my previous full 
time contract and there were no issues so I 
can’t complain and feel I’m very lucky.

Supportive transition, no 
barriers

Positive support experience

12
What factors do you believe influenced this distinction between the practical usefulness and 
the symbolic value of organisational supports? N/A N/A No response N/A

13
Can you mention any situation where you tried to access some type of support or benefit, and 
faced barriers or difficulties? N/A N/A No response N/A

14
What barriers did you encounter (or perceive to exist) in accessing or fully utilising 
organisational supports available in your company? N/A N/A No response N/A

15
How has this transition affected your professional development or progression (e.g., promotion 
opportunities, stagnation)? N/A N/A No response N/A

16 How would you describe your emotional state during the first months after returning to work? N/A N/A No response N/A

17

During your transition back to work after maternity leave, what types of emotional responses 
did you experience (e.g., stress, anxiety, job satisfaction, work-family conflict)? Describe how 
these emotions have evolved over time.

N/A N/A No response N/A

18
How did your return to work affect your perception of productivity or your professional 
aspirations? N/A N/A No response N/A

19
Was there any key moment or situation that particularly influenced your adaptation or 
emotional well-being? N/A N/A No response N/A

20

How do you believe your level of education and household income have influenced your access 
to support policies and your overall well-being during your return to work after maternity 
leave?

N/A N/A No response N/A

21
(Only if you are a migrant) Did you experience additional barriers due to your country of origin, 
language, or culture within the company? N/A N/A No response N/A

22

If you are a migrant mother, what specific differences have you experienced compared to 
mothers born in Ireland in terms of structural barriers (e.g., childcare, leave policies) and 
perceived organisational support?

N/A N/A No response N/A

23
Considering your employment sector, do you believe that experiences of returning to work after 
maternity leave vary significantly for mothers in different sectors? Why? N/A N/A No response N/A

24

Is there any other aspect of your experience of returning to work after maternity leave in 
Ireland that you consider important to share and that we have not covered in the previous 
questions?

N/A N/A No response N/A

25
If you could suggest one or two key improvements to Irish companies or the government to 
better support working mothers, what would they be?

N/A N/A No response N/A



71 

12.5. Qualitative Textbook Answer 2 
questions An2 Raw text Code Theme

1
Could you briefly describe your current family situation (marital status, number and ages of 
children, etc.)? I am single and I have a 7-year-old boy. I am single and I have a 7-year-old boy. Single parent, one child Family structure

2

What is your highest level of education?

In Bolivia, I completed two licenciatura degrees at Universidad 
Mayor de San Andrés: Economics, and Linguistics and 
Languages. After moving to Ireland, I had to start over in a new 
field and completed a Level 5 qualification in Early Childhood 
Education.

In Bolivia, I completed two licenciatura 
degrees...completed a Level 5 qualification in 
Early Childhood Education.

Foreign qualifications; 
retraining in Ireland Education/career restart

3 Could you tell me about your job position and the industry/sector you work in?
I work as a Childcare Assistant (Edu-Carer) in the early years 
education sector.

I work as a Childcare Assistant (Edu-Carer) in 
the early years education sector.

Childcare assistant, early 
years sector Job/sector

4

How would you describe the size of the organisation you work for or have worked for (small, 
medium, large)?

I have worked in both small nurseries and large childcare 
organisations. At present, I work at Giraffe Childcare, one of the 
largest childcare providers in Ireland.

...worked in both small nurseries and large 
childcare organisations...now at Giraffe 
Childcare, one of the largest in Ireland.

Experience in small and 
large settings; now at large 
organisation

Organisation size/context

5
How long ago did you return to work after your last maternity leave?

I did not return to my previous job after maternity leave, as I 
left employment during pregnancy. I re-entered the workforce 
in March 2021, when my son was 3 years old.

...did not return to my previous job after 
maternity leave...re-entered in March 2021, 
when my son was 3 years old.

Employment gap and re-
entry

Career trajectory

6

Are you a migrant in Ireland? If so, could you share how you believe your migratory background 
has influenced your experience of re-entering the workforce after maternity in Ireland?

Yes, I am a migrant. My qualifications from Bolivia were not 
recognised in Ireland, so I had to retrain and start from the 
beginning in a new sector. This made the process more 
challenging, especially without a strong local support network. 
Language and cultural differences also made it harder at first to 
understand workplace rights and entitlements.

...had to retrain and start from the beginning 
in a new sector. ...no strong local support 
network. Language and cultural differences...

Migrant; recognition 
barriers; limited local 
support; language/culture 
adjustment

Migrant adaptation 
barriers

7

Thinking about your return to work after maternity leave, what policies or support practices did 
or do your company offer to facilitate this process? Please describe in detail the types of 
support (e.g., flexible working arrangements, childcare support, transition programmes, etc.)

I did not personally return from maternity leave to the same 
employer, so I did not access maternity-related supports 
myself. However, I know that under Irish law and Giraffe’s 
policies, employees are entitled to 26 weeks of paid maternity 
leave, with the option to extend up to 16 weeks unpaid. 
Fathers can take 2 weeks’ paternity leave, and each parent is 
entitled to 5 weeks of parent’s leave.
In practice, I have observed strong consideration for staff. For 
example, a colleague undergoing fertility treatment was given 
flexible hours and time off, and later, when she became 
pregnant, she was reassigned from the baby room to preschool 
to avoid heavy lifting. In my own case, when I rejoined Giraffe 
in 2024, the company respected the part-time hours I could 
offer, 9 am to 1 pm, to match my son’s school schedule.

...did not personally return from maternity to 
same employer...know Irish law entitlements, 
and see flexibility for fertility and family needs 
in company...respected part-time hours for my 
son’s schedule.

Flexible arrangements for 
some; law provides 
baseline; observed practical 
flexibility

Policy application, practical 
flexibility

8

Sub-question: Were these supports available to all employees, or were there differences based 
on job type, company size, or sector?

From what I have seen, these supports apply across the 
organisation, but the level of flexibility can depend on the 
nature of the job. Childcare is highly regulated, and staff ratios 
limit flexibility compared to sectors like office work.

...supports apply across the organisation, but 
flexibility depends on job; ratios limit 
flexibility.

Universal policy, but job-
dependent flexibility Structural job limits

9

Do you consider that the policies offered by your company were sufficient to facilitate your 
return to work? Why?

For me, yes. The flexible part-time arrangement has made my 
return sustainable, and my managers have always been 
understanding when I needed time off for my son’s 
appointments or medical appointments.

Flexible part-time arrangement made my 
return sustainable...managers understanding 
for family needs.

Flexible hours supported 
work-family balance

Organisational 
flexibility/effectiveness

10

Do you believe that these policies and practices vary significantly in your company or sector 
compared to what you know of other companies or sectors in Ireland? Could you provide 
examples of these differences?

Yes. In corporate or public sector jobs, parents may access more 
structured flexible work or remote options. In childcare, 
flexibility is limited by the need for fixed ratios and on site 
presence.

Corporate/public sector jobs offer more 
structured flexibility; in childcare, flexibility 
limited by ratios.

Greater flexibility in other 
sectors; sector constraints 
in childcare

Sectoral difference

11

Based on your experience, how would you assess the real effectiveness of the organisational 
supports you received or were offered, in contrast with what you expected or what the 
company communicated about them?

They were genuinely effective because my managers respected 
my working hours and supported me when I needed time off. It 
matched what I needed at this stage of my life.

Managers respected hours/needs, offered 
support matching life stage.

Managerial discretion, 
matched practical needs

Managerial support 
effectiveness

12

What factors do you believe influenced this distinction between the practical usefulness and 
the symbolic value of organisational supports?

The key factor was the supportive attitude of my managers. 
While official policies exist, day to day flexibility often depends 
on management discretion.

Key factor: supportive managers. Day-to-day 
flexibility relies on management.

Support mainly due to 
manager attitude Manager-driven flexibility

13
Can you mention any situation where you tried to access some type of support or benefit, and 
faced barriers or difficulties? No No No support-related barriers 

reported Lack of practical barriers

14
What barriers did you encounter (or perceive to exist) in accessing or fully utilising 
organisational supports available in your company?

N/A N/A No response N/A

15

How has this transition affected your professional development or progression (e.g., promotion 
opportunities, stagnation)?

I have prioritised stability and family balance over rapid career 
progression. This has slowed down my opportunities for 
advancement, but it has allowed me to be present for my son.

Prioritised stability & family over rapid career 
progression; slowed advancement but present 
for son.

Family stability prioritized, 
career progression slowed Career-family balance

16
How would you describe your emotional state during the first months after returning to work?

It was a mix of stress and relief. Stress about buses, and 
schedules, but relief at having stability and independence 
again.

Mix of stress and relief; stable and 
independent again

Mixed (stress/relief) on 
return Emotional transition

17

During your transition back to work after maternity leave, what types of emotional responses 
did you experience (e.g., stress, anxiety, job satisfaction, work-family conflict)? Describe how 
these emotions have evolved over time.

At first, I felt anxiety and guilt about balancing everything. Over 
time, I became calmer as I learned to accept support, especially 
from my mother, who helps with school drop-offs and 
collections.

At first, anxiety and guilt; later, calmer with 
help (esp. from mother)

Initial anxiety/guilt, 
evolved to calm with 
support

Emotional adaptation

18

How did your return to work affect your perception of productivity or your professional 
aspirations?

It made me feel productive and motivated, but I adjusted my 
aspirations, prioritising work-life balance over career 
progression for now.

Productive/motivated, but reprioritised work-
life balance over career

Functional return, 
aspirations shift Work-life over career

19

Was there any key moment or situation that particularly influenced your adaptation or 
emotional well-being?

Yes. Realising that I could rely on my mother for support, and 
that my managers were flexible, gave me peace of mind and 
helped me adapt.

Realising could rely on mother and flexible 
managers brought peace/adapted

Support network key to 
adaptation

Support network 
importance

20

How do you believe your level of education and household income have influenced your access 
to support policies and your overall well-being during your return to work after maternity 
leave?

My academic background in Bolivia gave me a strong 
foundation, but because my qualifications were not recognised 
in Ireland, I had to retrain in a new sector. This affected my 
career opportunities and income. 

Academic background helped, but had to 
retrain, affecting opportunities/income

Credentials not recognized, 
retraining needed

SES/career impact of 
migrancy

21

(Only if you are a migrant) Did you experience additional barriers due to your country of origin, 
language, or culture within the company?

Yes. Even though I studied Linguistics, I still experienced 
language and cultural barriers when first entering the workforce 
in Ireland. It took time to fully understand my rights, workplace 
culture, and the supports available.

Yes, experienced language/culture barriers 
initially; took time to learn 
rights/culture/supports.

Language/cultural 
adaptation challenge Migrant adjustment

22

If you are a migrant mother, what specific differences have you experienced compared to 
mothers born in Ireland in terms of structural barriers (e.g., childcare, leave policies) and 
perceived organisational support?

Many Irish mothers have extended family nearby to help with 
childcare. As a migrant, I relied heavily on formal childcare and 
on my mother’s presence, which has been a huge support.

Irish mothers have extended family for 
childcare, migrants rely on formal care/few 
relatives

Family support gap 
between migrants and 
locals

Social/family network 
barriers

23

Considering your employment sector, do you believe that experiences of returning to work after 
maternity leave vary significantly for mothers in different sectors? Why?

Yes. Childcare and hospitality tend to offer less flexibility, while 
office-based and public sector jobs often provide more options 
for flexible or remote work.

Yes, more flexibility in office/public sector; 
less in childcare/hospitality

Cross-sector flexibility 
variance

Sectoral flexibility gap

24

Is there any other aspect of your experience of returning to work after maternity leave in 
Ireland that you consider important to share and that we have not covered in the previous 
questions?

No No No additional aspects to 
share N/A

25
If you could suggest one or two key improvements to Irish companies or the government to 
better support working mothers, what would they be?

Expand flexible working arrangements across all sectors, not 
just office jobs.

Expand flexible work across all sectors, not 
just office

Policy/sectoral flexibility 
expansion

Policy recommendation
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12.6. Qualitative Textbook Answer 3 
questions An3 Raw text Code Theme

1
Could you briefly describe your current family situation (marital status, number and ages of 
children, etc.)? I'm currently separated, I have one child. She's 3 years old

I'm currently separated, I have one child. She's 
3 years old Separated, one child (3 y/o) Family situation

2 What is your highest level of education? Bachelor degree Bachelor degree Bachelor's degree Education level

3 Could you tell me about your job position and the industry/sector you work in? I work in the hospitality sector as a Food and Beverage 
assistant in a Hotel

I work in the hospitality sector as a Food and 
Beverage assistant in a Hotel

Food & Beverage Assistant, 
Hospitality Job/sector

4
How would you describe the size of the organisation you work for or have worked for (small, 
medium, large)? Large organisation Large organisation Large organisation Organisation size

5 How long ago did you return to work after your last maternity leave? In November 2024 In November 2024 Return date: Nov 2024 Time since return

6

Are you a migrant in Ireland? If so, could you share how you believe your migratory background 
has influenced your experience of re-entering the workforce after maternity in Ireland?

Yes, I'm an immigrant, but that fact hasn't affected my 
experience at all. Other factors do, but not my migratory status

Yes, I'm an immigrant, but that fact hasn't 
affected my experience at all. Other factors 
do, but not my migratory status

Migrant, no impact from 
status Migration neutrality

7

Thinking about your return to work after maternity leave, what policies or support practices did 
or do your company offer to facilitate this process? Please describe in detail the types of 
support (e.g., flexible working arrangements, childcare support, transition programmes, etc.)

I'm benefited by flexible working arrangements that help me 
balance and manage my family responsibilities and care for my 
daughter (I am single mother and main carer)

I'm benefited by flexible working 
arrangements that help me balance and 
manage my family responsibilities and care for 
my daughter (I am single mother and main 
carer)

Flexible working, main 
carer

Flexible policy for work-life 
balance

8

Sub-question: Were these supports available to all employees, or were there differences based 
on job type, company size, or sector?

Yes, it depends on the position as my job allows me to have 
more flexibility compared to other roles in the hotel. My role as 
a food and beverage assistant is a part-time role which doesn't 
require me to stick to a strict schedule.

Yes, it depends on the position as my job 
allows me to have more flexibility compared 
to other roles in the hotel. My role as a food 
and beverage assistant is a part-time role 
which doesn't require me to stick to a strict 
schedule

Policy availability role-
dependent; more flexibility 
in some positions

Differential access by 
position

9

Do you consider that the policies offered by your company were sufficient to facilitate your 
return to work? Why?

First of all, I resigned from the company after my maternity 
leave ended. Years later, I came back to the hotel to talk to my 
former manager, who told she didn't have a position that suits 
my schedules. I talked to a different manager who was able to 
offer me the schedule I needed, so then I started working in her 
team instead. I explained to her my schedules and she was 
happy to accommodate me in the team.

First of all, I resigned from the company after 
my maternity leave ended. Years later, I came 
back to the hotel to talk to my former 
manager, who told she didn't have a position 
that suits my schedules. I talked to a different 
manager who was able to offer me the 
schedule I needed, so then I started working 
in her team instead. I explained to her my 
schedules and she was happy to 
accommodate me in the team.

Rejoined company for 
suitable schedule after 
initial barrier

Managerial discretion, 
access to flexibility

10

Do you believe that these policies and practices vary significantly in your company or sector 
compared to what you know of other companies or sectors in Ireland? Could you provide 
examples of these differences?

"I'm not sure if this is the case. I would say that the different 
companies are not really like this. Maybe in this type of sector, 
in the hospital, they are more flexible for mothers. In my 
position, let's say I don't know if in different sectors, in the 
hospital, they are definitely more flexible and more 
accommodating."

"I'm not sure if this is the case. I would say 
that the different companies are not really 
like this. Maybe in this type of sector, in the 
hospital, they are more flexible for mothers. 
In my position, let's say I don't know if in 
different sectors, in the hospital, they are 
definitely more flexible and more 
accommodating."

Sector/role flexibility 
unclear; "hospitality more 
flexible"

Sector differences 
(flexibility)

11

Based on your experience, how would you assess the real effectiveness of the organisational 
supports you received or were offered, in contrast with what you expected or what the 
company communicated about them?

I believe it has worked wonderfully, even better than expected. 
They have supported me in every sense and been really flexible 
around my schedules

I believe it has worked wonderfully, even 
better than expected. They have supported 
me in every sense and been really flexible 
around my schedules

Strong support and 
flexibility from workplace Positive workplace support

12

What factors do you believe influenced this distinction between the practical usefulness and 
the symbolic value of organisational supports?

I believe they just want to give equal opportunities to all their 
employees, old and new employees. I used to work before in 
the same hotel so they could guarantee i was going to be a 
good asset for them.

I believe they just want to give equal 
opportunities to all their employees, old and 
new employees. I used to work before in the 
same hotel so they could guarantee i was 
going to be a good asset for them.

Perceived motivation: 
equal opportunity, trusted 
asset

Perceived HR fairness

13

Can you mention any situation where you tried to access some type of support or benefit, and 
faced barriers or difficulties?

"I'm currently a fashioner situation but it's not about uh any 
discrimination or whatsoever he's avail of the bike and I trying 
to uh for the gym. But it seems like that eh is not currently eh 
I'm not currently carrying discount for the gym. But scheme -is 
something that it seems like it's part of the contract that you 
can apply for it but the the HR executive hasn't eh told me any 
eh hasn't told me anything about it I had to reimail here and 
see what's going on if if I'm in to it because I wanna get a bike 
for me and SO yeah basically is that that's uh that's supposed 
to be a benefit for all them possible" and but at the moment 
it's not possible

"I'm currently a fashioner situation but it's not 
about uh any discrimination or whatsoever 
he's avail of the bike and I trying to uh for the 
gym. But it seems like that eh is not currently 
eh I'm not currently carrying discount for the 
gym. But scheme -is something that it seems 
like it's part of the contract that you can apply 
for it but the the HR executive hasn't eh told 
me any eh hasn't told me anything about it I 
had to reimail here and see what's going on if 
if I'm in to it because I wanna get a bike for 
me and SO yeah basically is that that's uh 
that's supposed to be a benefit for all them 
possible" and but at the moment it's not 
possible

Difficulty accessing 
employee perks (bike/gym 
scheme info); lack of HR 
communication

Benefit/perk access barrier

14

What barriers did you encounter (or perceive to exist) in accessing or fully utilising 
organisational supports available in your company?

"I haven't eh I haven't encountered any eh special eh barrier at 
the moment eh regarding my current situation or my current 
circumstances eh is just this employee perks that are supposed 
to be available for everyone and let's say bike still but I'm still -
something maybe the person didn't just ask me that question 
when I _ when I am but eh supposed to be to all the the 
employees and eh yeah yeah_ the moment but I I don't have 
any other I don't have any other eh way to contact her but by 
email"

"I haven't eh I haven't encountered any eh 
special eh barrier at the moment eh regarding 
my current situation or my current 
circumstances eh is just this employee perks 
that are supposed to be available for 
everyone and let's say bike still but I'm still -
something maybe the person didn't just ask 
me that question when I _ when I am but eh 
supposed to be to all the the employees and 
eh yeah yeah_ the moment but I I don't have 
any other I don't have any other eh way to 
contact her but by email"

No special barrier, except 
for HR/perk communication 
gap

Communication gap for 
perks/benefits

15
How has this transition affected your professional development or progression (e.g., promotion 
opportunities, stagnation)? N/A N/A No response N/A

16

How would you describe your emotional state during the first months after returning to work?
I was delighted to go back to the workforce after being almost 3 
years without working. It was  a positive transition for my 
emotional, physical and mental health.

I was delighted to go back to the workforce 
after being almost 3 years without working. It 
was a positive transition for my emotional, 
physical and mental health.

Positive transition, 
improved well-being

Positive emotional 
adjustment

17

During your transition back to work after maternity leave, what types of emotional responses 
did you experience (e.g., stress, anxiety, job satisfaction, work-family conflict)? Describe how 
these emotions have evolved over time.

I have mostly felt job satisfaction, a sense of self 
accomplishment, independent, and productive. My mental and 
emotional well-being improved enormously. I sometimes 
experience some stress when i am finishing up my duties due to 
time constraints because i have to collect my daughter from 
crèche on time. But more than that, I've felt great. 
Some conflicts I'm sometimes facing is the fact that when my 
daughter creche is closed, her dad and I have to arrange 
childcare, which might cause some issues

I have mostly felt job satisfaction, a sense of 
self accomplishment, independent, and 
productive. My mental and emotional well-
being improved enormously. I sometimes 
experience some stress when i am finishing up 
my duties due to time constraints because i 
have to collect my daughter from crèche on 
time. But more than that, I've felt great. Some 
conflicts I'm sometimes facing is the fact that 
when my daughter creche is closed, her dad 
and I have to arrange childcare, which might 
cause some issues

High job satisfaction, 
independence, some time 
stress (childcare)

Wellbeing with occasional 
stress

18

How did your return to work affect your perception of productivity or your professional 
aspirations?

Going back to work inspired me to set more goals and 
objectives that will benefit my professional future. It gave the 
boost I needed to keep growing and developing.

Going back to work inspired me to set more 
goals and objectives that will benefit my 
professional future. It gave the boost I needed 
to keep growing and developing.

Return motivated 
professional goals

Professional motivation

19

Was there any key moment or situation that particularly influenced your adaptation or 
emotional well-being?

The support and understanding of my manager and colleagues 
about my schedules was key to making me feel comfortable and 
confident at work

The support and understanding of my 
manager and colleagues about my schedules 
was key to making me feel comfortable and 
confident at work

Manager/colleague support 
enabled adaptation

Importance of social 
support at work

20

How do you believe your level of education and household income have influenced your access 
to support policies and your overall well-being during your return to work after maternity 
leave?

I dont think my level of education and household income has 
affected my access. My workplace has been really 
accommodating in regards to my current family commitments 
and schedules. They offered me a flexible schedule at the 
moment and they're open to offer more working hours or even 
a permanent contract when i am ready for it. In this way, this 
flexibility has helped exponentially in my wellbeing

I dont think my level of education and 
household income has affected my access. My 
workplace has been really accommodating in 
regards to my current family commitments 
and schedules. They offered me a flexible 
schedule at the moment and they're open to 
offer more working hours or even a 
permanent contract when i am ready for it. In 
this way, this flexibility has helped 
exponentially in my wellbeing

Education/income not 
impacting access; flexibility 
key for wellbeing

Perceived equality, value of 
job flexibility

21

(Only if you are a migrant) Did you experience additional barriers due to your country of origin, 
language, or culture within the company?

No, my company is always open to hire people from different 
countries, languages and cultures, which makes it a great place 
to work. Its multicultural approach is highly appreciated by 
everyone working here.

No, my company is always open to hire 
people from different countries, languages 
and cultures, which makes it a great place to 
work. Its multicultural approach is highly 
appreciated by everyone working here.

Inclusive, multicultural 
workplace—no additional 
migrant barriers

Multicultural inclusion

22

If you are a migrant mother, what specific differences have you experienced compared to 
mothers born in Ireland in terms of structural barriers (e.g., childcare, leave policies) and 
perceived organisational support?

I havent experienced any differences compared to Irish 
mothers. The access is exactly the same for all of us.

I havent experienced any differences 
compared to Irish mothers. The access is 
exactly the same for all of us.

No difference vs Irish 
mothers Parity with local mothers

23

Considering your employment sector, do you believe that experiences of returning to work after 
maternity leave vary significantly for mothers in different sectors? Why?

Yes, I believe the experiences of returning to work vary across 
different sectors. For instance, my current position is quite 
flexible, as it is typically filled by students due to their college 
commitments. However, a full-time position in the IT sector 
would be much more time-demanding, involving significantly 
greater responsibilities and a heavier workload.

Yes, I believe the experiences of returning to 
work vary across different sectors. For 
instance, my current position is quite flexible, 
as it is typically filled by students due to their 
college commitments. However, a full-time 
position in the IT sector would be much more 
time-demanding, involving significantly 
greater responsibilities and a heavier 
workload.

Sector-based differences: 
hospitality (more flexible) 
vs. IT (less flexible)

Sectoral flexibility gap

24

Is there any other aspect of your experience of returning to work after maternity leave in 
Ireland that you consider important to share and that we have not covered in the previous 
questions?

Based on my own experience, returning to work after a 
prolonged maternity leave has been truly rewarding. It has 
given me the opportunity to reconnect with colleagues, expand 
my social circle, and, as a result, significantly improve 
my mental health.

Based on my own experience, returning to 
work after a prolonged maternity leave has 
been truly rewarding. It has given me the 
opportunity to reconnect with colleagues, 
expand my social circle, and, as a result, 
significantly improve my mental health.

Work return brings 
personal/social/mental 
health benefits

Wellbeing and social gains

25

If you could suggest one or two key improvements to Irish companies or the government to 
better support working mothers, what would they be?

I believe one of the most effective ways to support working 
mothers especially single mothers and low income mothers 
would be to fully subsidize childcare—whether through crèche 
facilities or childminding services—so they can return to work 
on a full-time basis.

I believe one of the most effective ways to 
support working mothers especially single 
mothers and low income mothers would be to 
fully subsidize childcare—whether through 
crèche facilities or childminding services—so 
they can return to work on a full-time basis.

Subsidize childcare for 
single/low-income mothers

Policy recommendation: 
childcare support
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12.7. Qualitative Textbook Answer 4 
questions An4 Raw text Code Theme

1
Could you briefly describe your current family situation (marital status, number and ages of 
children, etc.)?

I'm a single mother, have a 10-month-old baby, and this is my 
first child. 

I'm a single mother, have a 10-month-old 
baby, and this is my first child. Single mother, one baby Family situation

2 What is your highest level of education? Masters Masters Master’s degree Education
3 Could you tell me about your job position and the industry/sector you work in? I work in the IT sector as developer I work in the IT sector as developer IT sector, developer role Job/Sector

4
How would you describe the size of the organisation you work for or have worked for (small, 
medium, large)? large large Large organisation Organisation size

5 How long ago did you return to work after your last maternity leave? I came back to work about 8 month ago. I came back to work about 8 month ago. Returned 8 months ago Time since return

6

Are you a migrant in Ireland? If so, could you share how you believe your migratory background 
has influenced your experience of re-entering the workforce after maternity in Ireland?

yes i am. It is been though as I dont have family that could help 
me to take care of my child, I am here alone, so I have to pay a 
childminder. Thanks gad! I have a nice job that allows me to 
pay a minder and my bills. 

yes i am. It is been though as I dont have 
family that could help me to take care of my 
child, I am here alone, so I have to pay a 
childminder. Thanks gad! I have a nice job 
that allows me to pay a minder and my bills.

Migrant, no family support, 
relies on paid childcare

Migrant challenge, social 
isolation

7

Thinking about your return to work after maternity leave, what policies or support practices did 
or do your company offer to facilitate this process? Please describe in detail the types of 
support (e.g., flexible working arrangements, childcare support, transition programmes, etc.)

Even tho my work can be a remote work, the company were I 
work for didn’t allow me to do it full time, they just offer hybrid 
work wich is ok, but I am not happy about it because I do 
believe that is not necessary to be in the office as I can do my 
job from home. Apart of it, they didn’t offer anything else.

Even tho my work can be a remote work, the 
company were I work for didn’t allow me to 
do it full time, they just offer hybrid work wich 
is ok, but I am not happy about it because I 
do believe that is not necessary to be in the 
office as I can do my job from home. Apart of 
it, they didn’t offer anything else.

Hybrid work only, not 
allowed remote, no extra 
support

Policy insufficient, 
structural inflexibility

8

Sub-question: Were these supports available to all employees, or were there differences based 
on job type, company size, or sector?

To be honest, I don’t know. I have a frind who works in 
hospitality, her situation is complete different, they cannot do 
remote work.

To be honest, I don’t know. I have a frind who 
works in hospitality, her situation is complete 
different, they cannot do remote work.

Access may differ by 
sector/job; unsure

Policy variation by 
sector/job

9

Do you consider that the policies offered by your company were sufficient to facilitate your 
return to work? Why?

No, definetly not. I would love to have more time with my 
baby, now I have to leave him couple of days, Its no fair. Also, I 
feel it depended on the supervisor and also the project we are 
working on.

No, definetly not. I would love to have more 
time with my baby, now I have to leave him 
couple of days, Its no fair. Also, I feel it 
depended on the supervisor and also the 
project we are working on.

Insufficient policies; 
supervisor/project 
discretion; wants more 
time with baby

Insufficient support, 
supervisor-dependent

10

Do you believe that these policies and practices vary significantly in your company or sector 
compared to what you know of other companies or sectors in Ireland? Could you provide 
examples of these differences?

I think so. I mean, If I compare myself with a whitress, I mean 
my job, of course is not the same, they have a different type of 
policies I believe, I dunno to be honest.

I think so. I mean, If I compare myself with a 
whitress, I mean my job, of course is not the 
same, they have a different type of policies I 
believe, I dunno to be honest.

Sectoral differences likely; 
jobs with more flexibility 
than others

Sectoral differences in 
policy/support

11

Based on your experience, how would you assess the real effectiveness of the organisational 
supports you received or were offered, in contrast with what you expected or what the 
company communicated about them?

Well, I was expecting more support by my suppervisor, I was so 
disapointed when he told me I could not do remote work, there 
is another person who is doing it so.. Probably is because I 
wasn’t available for a while..

Well, I was expecting more support by my 
suppervisor, I was so disapointed when he 
told me I could not do remote work, there is 
another person who is doing it so.. Probably is 
because I wasn’t available for a while..

Supervisor support uneven; 
expectations not met

Supervisor discretion, 
perceived unfairness

12

What factors do you believe influenced this distinction between the practical usefulness and 
the symbolic value of organisational supports?

Well,  I would expect that based on my productivity they could 
do more for me. However, it didn’t happen

Well,  I would expect that based on my 
productivity they could do more for me. 
However, it didn’t happen

Productivity not 
recognized; symbolic vs 
practical gap

Unmet expectations, 
symbolic vs real

13

Can you mention any situation where you tried to access some type of support or benefit, and 
faced barriers or difficulties?

well, my baby was sick and I had a meeting wich they didn’t 
want to move. I understand that meeting involves other 
peoples time, but we could take it online. 

well, my baby was sick and I had a meeting 
wich they didn’t want to move. I understand 
that meeting involves other peoples time, but 
we could take it online.

Difficulty rescheduling for 
family emergencies

Lack of flexibility for 
emergencies

14

What barriers did you encounter (or perceive to exist) in accessing or fully utilising 
organisational supports available in your company?

to be fair, now I understand it deppends on the project that we 
are working on, also the clients. Anyways, I am available, I have 
to be, I don’t want to loose my job. 

to be fair, now I understand it deppends on 
the project that we are working on, also the 
clients. Anyways, I am available, I have to be, I 
don’t want to loose my job.

Policy access depends on 
project/client; job 
insecurity

Organisation/project 
dependency, job insecurity

15

How has this transition affected your professional development or progression (e.g., promotion 
opportunities, stagnation)?

I cannot take it more, I cannot look for another job with less 
responsabilities because I would have finantial problems. So I 
stay were I am without looking for more.

I cannot take it more, I cannot look for 
another job with less responsabilities because 
I would have finantial problems. So I stay 
were I am without looking for more.

Not seeking other jobs due 
to financial pressure

Economic retention, lack of 
mobility

16

How would you describe your emotional state during the first months after returning to work?
It was imposible to divide myself between my job and my baby. 
I cried every day, I had panic attacs, also I had to look for 
medical help.

It was imposible to divide myself between my 
job and my baby. I cried every day, I had panic 
attacs, also I had to look for medical help.

Emotional distress, 
instability, panic attacks

Severe emotional/mental 
stress

17

During your transition back to work after maternity leave, what types of emotional responses 
did you experience (e.g., stress, anxiety, job satisfaction, work-family conflict)? Describe how 
these emotions have evolved over time.

It is been so difficult. I am aklways anxious, stressed, and 
emotional. As I said, I am single mother, expad, no people 
around, I am always worried about everything

It is been so difficult. I am aklways anxious, 
stressed, and emotional. As I said, I am single 
mother, expad, no people around, I am 
always worried about everything

Persistent 
anxiety/stress/isolation as 
a single migrant

Ongoing stress, isolation

18

How did your return to work affect your perception of productivity or your professional 
aspirations?

Well, now my priority is my child, I do not care about any 
promotions or tu put more into commitment

Well, now my priority is my child, I do not care 
about any promotions or tu put more into 
commitment

Priorities shift: child above 
career mobility

Priorities shift: work-life vs 
ambition

19
Was there any key moment or situation that particularly influenced your adaptation or 
emotional well-being?

I still trying to adapt myself to being a single mother, it is just 
so exausting 

I still trying to adapt myself to being a single 
mother, it is just so exausting 

Ongoing exhaustion 
adapting as single mother

Adaptation fatigue, 
continued struggle

20

How do you believe your level of education and household income have influenced your access 
to support policies and your overall well-being during your return to work after maternity 
leave?

My experience as developer is what had influenced in my 
income which allows me to have a better life. I cannot image 
how it would be if I work in a diffferent position were the 
income is less

My experience as developer is what had 
influenced in my income which allows me to 
have a better life. I cannot image how it 
would be if I work in a diffferent position were 
the income is less

Income allows basic 
stability; lower income 
means more hardship

Income as determinant for 
coping

21
(Only if you are a migrant) Did you experience additional barriers due to your country of origin, 
language, or culture within the company? no no No migrant-specific 

workplace barriers No extra migrant barriers

22

If you are a migrant mother, what specific differences have you experienced compared to 
mothers born in Ireland in terms of structural barriers (e.g., childcare, leave policies) and 
perceived organisational support?

The only difference is that they have family around who can 
help them. Apart of it, non.

The only difference is that they have family 
around who can help them. Apart of it, non.

Difference is family/support 
network, not policy

Family support gap for 
migrants

23

Considering your employment sector, do you believe that experiences of returning to work after 
maternity leave vary significantly for mothers in different sectors? Why?

yes, as I said, Not every single mother in ireland has the same 
experience as mine cause the situations are different.

yes, as I said, Not every single mother in 
ireland has the same experience as mine 
cause the situations are different.

Cross-sector/personal 
situations cause variation

Variation by 
sector/personal situation

24

Is there any other aspect of your experience of returning to work after maternity leave in 
Ireland that you consider important to share and that we have not covered in the previous 
questions?

Emotional well being. It should be a policcy in all companies to 
help all the employees.

Emotional well being. It should be a policcy in 
all companies to help all the employees.

Calls for emotion/wellbeing 
as workplace policy

Policy recommendation: 
emotional support

25

If you could suggest one or two key improvements to Irish companies or the government to 
better support working mothers, what would they be? better family friendly policies, like a long paid maternity leave better family friendly policies, like a long paid 

maternity leave

Wants longer paid leave, 
more family-friendly 
policies

Policy change 
recommendation
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12.8. Qualitative Textbook Answer 5 
questions An5 Raw text Code Theme

1
Could you briefly describe your current family situation (marital status, number and ages of 
children, etc.)? I'm married, I have one little girl, She’s just one. I'm married, I have one little girl, She’s just 

one.
Married, one young 
daughter Family status

2 What is your highest level of education? I have a Bachelor's degree I have a Bachelor's degree Bachelor’s degree Education
3 Could you tell me about your job position and the industry/sector you work in? I work in marketing I work in marketing Marketing sector job Job/Sector

4
How would you describe the size of the organisation you work for or have worked for (small, 
medium, large)? I’d say it's medium-sized. I’d say it's medium-sized. Medium-sized organisation Organisation size

5 How long ago did you return to work after your last maternity leave? It was exactly six months ago It was exactly six months ago Returned 6 months ago Time since return

6

Are you a migrant in Ireland? If so, could you share how you believe your migratory background 
has influenced your experience of re-entering the workforce after maternity in Ireland? No No Not a migrant Migration status

7

Thinking about your return to work after maternity leave, what policies or support practices did 
or do your company offer to facilitate this process? Please describe in detail the types of 
support (e.g., flexible working arrangements, childcare support, transition programmes, etc.)

For returning, the official policy is flexible working. I had a 
meeting with my suppervisor before I came back, and we 
agreed on a phased return for the first two weeks – starting at 
three days a week, which was a lifesaver.

For returning, the official policy is flexible 
working. I had a meeting with my supervisor 
before I came back, and we agreed on a 
phased return for the first two weeks – 
starting at three days a week, which was a 
lifesaver.

Flexible, phased return 
policy Return to work support

8

Sub-question: Were these supports available to all employees, or were there differences based 
on job type, company size, or sector?

The flexible working? In theory, yes. In practice, I know the lads 
in the warehouse don't have the same flexibility or access to 
the policies as their jobs are different

The flexible working? In theory, yes. In 
practice, I know the lads in the warehouse 
don't have the same flexibility or access to the 
policies as their jobs are different

Universal policy in theory, 
not in practice (job-
dependent)

Policy equality gap

9

Do you consider that the policies offered by your company were sufficient to facilitate your 
return to work? Why?

Mostly, yes. But "sufficient" is a tricky word. It was the bare 
minimum to make it functional, but not necessarily easy.

Mostly, yes. But "sufficient" is a tricky word. It 
was the bare minimum to make it functional, 
but not necessarily easy.

Return policies were just 
the minimum needed; not 
generous

Minimum support, policy 
sufficiency

10

Do you believe that these policies and practices vary significantly in your company or sector 
compared to what you know of other companies or sectors in Ireland? Could you provide 
examples of these differences?

Oh, absolutely. My friend works for a massive American tech 
company in Dublin, and they have on-site crèche subsidies, 
fantastic paid leave top-ups. 

Oh, absolutely. My friend works for a massive 
American tech company in Dublin, and they 
have on-site crèche subsidies, fantastic paid 
leave top-ups.

Other sectors (e.g., tech) 
have far better supports

Sector comparison

11

Based on your experience, how would you assess the real effectiveness of the organisational 
supports you received or were offered, in contrast with what you expected or what the 
company communicated about them?

The policiesare good, but my direct manager was 
accommodating but not exactly supportive. It felt like I was 
being given a concession, not that the company was actively 
helping me. The effectiveness was in keeping my job, not 
necessarily in helping me.

The policies are good, but my direct manager 
was accommodating but not exactly 
supportive. It felt like I was being given a 
concession, not that the company was actively 
helping me. The effectiveness was in keeping 
my job, not necessarily in helping me.

Manager compliance, lack 
of genuine support

Managerial attitude, policy 
execution

12
What factors do you believe influenced this distinction between the practical usefulness and 
the symbolic value of organisational supports? N/A N/A No response N/A

13

Can you mention any situation where you tried to access some type of support or benefit, and 
faced barriers or difficulties?

Yes. When I first returned, I was still breastfeeding. I asked 
about a private space to express milk. It took three weeks 
before they finally sorted a proper aid room. 

Yes. When I first returned, I was still 
breastfeeding. I asked about a private space 
to express milk. It took three weeks before 
they finally sorted a proper aid room.

Support barrier: no 
immediate access to 
private space

Support barrier, workplace 
facilities

14
What barriers did you encounter (or perceive to exist) in accessing or fully utilising 
organisational supports available in your company? they just don’t have enough good policies they just don’t have enough good policies General policy insufficiency Policy shortcomings

15

How has this transition affected your professional development or progression (e.g., promotion 
opportunities, stagnation)?

I paused it. I’m trusted with my current work, but I’m not being 
given any new, high-profile projects because I do not want 
them.

I paused it. I’m trusted with my current work, 
but I’m not being given any new, high-profile 
projects because I do not want them.

Career progression paused; 
chosen stagnation

Career impact, priorities 
shift

16
How would you describe your emotional state during the first months after returning to work? exhausted from still not sleeping through the night. I cried in 

the car more times than I can count. 

exhausted from still not sleeping through the 
night. I cried in the car more times than I can 
count.

Exhaustion, emotional toll Emotional/physical fatigue

17

During your transition back to work after maternity leave, what types of emotional responses 
did you experience (e.g., stress, anxiety, job satisfaction, work-family conflict)? Describe how 
these emotions have evolved over time.

mostly stress and anxiety. mostly stress and anxiety. Predominant emotions: 
stress and anxiety Emotional response

18
How did your return to work affect your perception of productivity or your professional 
aspirations?

I am still the same I am still the same No change to 
productivity/aspirations

Productivity, aspiration 
stability

19

Was there any key moment or situation that particularly influenced your adaptation or 
emotional well-being?

Yes. when my child got really sick and I had to leave a meeting. 
My manager said, "Again?" The look on his face… I felt so 
embarased and angry cause he has no emphaty at all

Yes. when my child got really sick and I had to 
leave a meeting. My manager said, "Again?" 
The look on his face… I felt so embarased and 
angry cause he has no empathy at all

Manager’s lack of empathy 
during crisis; emotional 
impact

Manager barrier, 
adaptation event

20

How do you believe your level of education and household income have influenced your access 
to support policies and your overall well-being during your return to work after maternity 
leave?

We’re Privilege on a dual income, which means we could afford 
a good crèche place.  

We’re Privilege on a dual income, which 
means we could afford a good crèche place.

Dual income enables better 
childcare Income as a facilitator

21
(Only if you are a migrant) Did you experience additional barriers due to your country of origin, 
language, or culture within the company?

N/A N/A No response N/A

22

If you are a migrant mother, what specific differences have you experienced compared to 
mothers born in Ireland in terms of structural barriers (e.g., childcare, leave policies) and 
perceived organisational support?

N/A N/A No response N/A

23

Considering your employment sector, do you believe that experiences of returning to work after 
maternity leave vary significantly for mothers in different sectors? Why?

Without a doubt. Before I was working in hotel and deffinetly I 
believe my experience would not be the same as were I am 
now.

Without a doubt. Before I was working in 
hotel and deffinetly I believe my experience 
would not be the same as were I am now.

Job sector dramatically 
shapes return experience

Sector differences

24

Is there any other aspect of your experience of returning to work after maternity leave in 
Ireland that you consider important to share and that we have not covered in the previous 
questions?

no no No extra note N/A

25

If you could suggest one or two key improvements to Irish companies or the government to 
better support working mothers, what would they be?

Firstly, the government needs to properly subsidise childcare. 
Secondly, for companies: Mandatory, proper training for 
managers and all positions about inclusive management. It 
shouldn’t be down to luck whether your boss is empathetic or 
not. third would be more extended paid maternity leave.

Firstly, the government needs to properly 
subsidise childcare. Secondly, for companies: 
Mandatory, proper training for managers and 
all positions about inclusive management. It 
shouldn’t be down to luck whether your boss 
is empathetic or not. third would be more 
extended paid maternity leave.

Affordable childcare, 
management training, 
longer paid leave

Policy improvement 
suggestions
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12.9. Qualitative Textbook Answer 6 
questions An6 Raw text Code Theme

1

Could you briefly describe your current family situation (marital status, number and ages of 
children, etc.)?

I’m married, and I have two children. My eldest is 4 years old 
and  my youngest is 14 months old. I came back to work when 
the baby was 4 months, after my maternity leave finished.

I’m married, and I have two children. My 
eldest is 4 years old and  my youngest is 14 
months old. I came back to work when the 
baby was 4 months, after my maternity leave 
finished.

Married, two children (4 yrs 
& 14 mo), returned after 4 
months leave

Family situation & return 
timeline

2 What is your highest level of education? Masters Masters Master’s degree Education

3
Could you tell me about your job position and the industry/sector you work in? HR generalist. My role is mainly administrative, also involves 

employee relations and others

HR generalist. My role is mainly 
administrative, also involves employee 
relations and others

HR role, administration, 
employee relations

Job/Sector

4
How would you describe the size of the organisation you work for or have worked for (small, 
medium, large)?

It’s a large organisation, with more than 500 employees around 
EU

It’s a large organisation, with more than 500 
employees around EU

Large organisation (multi-
country) Org. size

5 How long ago did you return to work after your last maternity leave? I returned 4 months ago. I returned 4 months ago. Returned 4 months ago Time since return

6

Are you a migrant in Ireland? If so, could you share how you believe your migratory background 
has influenced your experience of re-entering the workforce after maternity in Ireland?

Yes, I’m originally from Spain. I would say that being a migrant 
made me more aware of my limited family support here, 
somethimes my mother comes over to help me, however she is 
not always here.

Yes, I’m originally from Spain. I would say that 
being a migrant made me more aware of my 
limited family support here, somethimes my 
mother comes over to help me, however she 
is not always here.

Spanish migrant, limited 
local support, occasional 
maternal help

Migrant experience, family 
support gaps

7

Thinking about your return to work after maternity leave, what policies or support practices did 
or do your company offer to facilitate this process? Please describe in detail the types of 
support (e.g., flexible working arrangements, childcare support, transition programmes, etc.)

The company allows flexible hybrid work (three days in the 
office, two at home), and they also have a parental leave 
scheme where you can take unpaid time if needed. Also, they 
do provide an Employee Assistance Programme (EAP), which 
includes counselling.

The company allows flexible hybrid work 
(three days in the office, two at home), and 
they also have a parental leave scheme where 
you can take unpaid time if needed. Also, they 
do provide an Employee Assistance 
Programme (EAP), which includes counselling.

Hybrid work (3:2), parental 
leave, EAP

Organisational 
supports/policies

8
Sub-question: Were these supports available to all employees, or were there differences based 
on job type, company size, or sector?

Most policies are available to all staff. Most policies are available to all staff. Universal policies for staff Policy availability

9
Do you consider that the policies offered by your company were sufficient to facilitate your 
return to work? Why?

They helped. They helped. Policies were helpful Policy effectiveness

10

Do you believe that these policies and practices vary significantly in your company or sector 
compared to what you know of other companies or sectors in Ireland? Could you provide 
examples of these differences?

Yes. Tech people companies often have more generous flexible 
work options

Yes. Tech people companies often have more 
generous flexible work options

Tech sector offers more 
flexibility than others

Sector difference 
(comparison)

11

Based on your experience, how would you assess the real effectiveness of the organisational 
supports you received or were offered, in contrast with what you expected or what the 
company communicated about them?

Hybrid working sounds great in theory, but in reality, meetings 
and client demands often mean I still need to be physically 
present more than planned.

Hybrid working sounds great in theory, but in 
reality, meetings and client demands often 
mean I still need to be physically present 
more than planned.

Policy-practice gap: hybrid 
demands more on-site 
presence

Implementation gap

12
What factors do you believe influenced this distinction between the practical usefulness and 
the symbolic value of organisational supports?

The company communicates flexibility, but it’s not always 
implemented equally.

The company communicates flexibility, but it’s 
not always implemented equally.

Stated flexibility not 
equally realized

Symbolic vs practical 
support

13
Can you mention any situation where you tried to access some type of support or benefit, and 
faced barriers or difficulties?

Yes, I tried to negotiate a four-day week, but it wasn’t approved 
because my role

Yes, I tried to negotiate a four-day week, but 
it wasn’t approved because my role

Request for four-day week 
denied Access barrier: job role

14

What barriers did you encounter (or perceive to exist) in accessing or fully utilising 
organisational supports available in your company?

The main barrier is workload expectations. Even with flexibility, 
you’re still expected to deliver the same outputs, so sometimes 
flexibility just means working late at night after the kids are in 
bed.

The main barrier is workload expectations. 
Even with flexibility, you’re still expected to 
deliver the same outputs, so sometimes 
flexibility just means working late at night 
after the kids are in bed.

Workload expectation is 
primary barrier; flexible 
policies may shift work 
hours

Workload barrier, hidden 
cost of flexibility

15

How has this transition affected your professional development or progression (e.g., promotion 
opportunities, stagnation)?

Before maternity, I was being considered for a managerial role, 
but since returning, that conversation has been paused.

Before maternity, I was being considered for a 
managerial role, but since returning, that 
conversation has been paused.

Promotion paused post-
maternity; career impact Career progression stalled

16

How would you describe your emotional state during the first months after returning to work?
Honestly, it was very mixed. I felt guilty for leaving my baby so 
young, but at the same time, relieved to be back in an adult 
environment.

Honestly, it was very mixed. I felt guilty for 
leaving my baby so young, but at the same 
time, relieved to be back in an adult 
environment.

Mixed emotions: guilt and 
relief Emotional state (return)

17

During your transition back to work after maternity leave, what types of emotional responses 
did you experience (e.g., stress, anxiety, job satisfaction, work-family conflict)? Describe how 
these emotions have evolved over time.

At the start, I had a lot of stress trying to juggle work and 
home. Over time, it has been a bit easier, but the constant rush 
— drop-offs, pick-ups, deadlines — is still draining.

At the start, I had a lot of stress trying to 
juggle work and home. Over time, it has been 
a bit easier, but the constant rush — drop-
offs, pick-ups, deadlines — is still draining.

Stress and juggling persist, 
slight adaptation over time

Work-life juggle, ongoing 
strain

18
How did your return to work affect your perception of productivity or your professional 
aspirations?

I stil the same I stil the same No change in 
productivity/aspiration

Professional self unchanged

19
Was there any key moment or situation that particularly influenced your adaptation or 
emotional well-being?

N/A N/A No key adaptation event 
noted

N/A

20

How do you believe your level of education and household income have influenced your access 
to support policies and your overall well-being during your return to work after maternity 
leave?

the income give me more options, for example, I can afford a 
good crèche, even if it’s expensive. I know many mothers who 
have had to cut down work hours because childcare costs 
exceed their salary.

the income give me more options, for 
example, I can afford a good crèche, even if 
it’s expensive. I know many mothers who have 
had to cut down work hours because childcare 
costs exceed their salary.

Higher income enables 
access to quality childcare; 
cost barrier for many

Income as facilitator; cost 
as barrier

21

(Only if you are a migrant) Did you experience additional barriers due to your country of origin, 
language, or culture within the company?

Language hasn’t been a big issue, but culturally, I sometimes 
feel Irish colleagues have more family support here, which 
makes balancing things easier.

Language hasn’t been a big issue, but 
culturally, I sometimes feel Irish colleagues 
have more family support here, which makes 
balancing things easier.

Language OK, 
culture/family support gap

Migrant-cultural difference; 
family gap

22

If you are a migrant mother, what specific differences have you experienced compared to 
mothers born in Ireland in terms of structural barriers (e.g., childcare, leave policies) and 
perceived organisational support?

Irish friends often have parents who can help with childcare, 
even if just for emergencies. I don’t have that here, so I rely 
entirely on formal childcare.

Irish friends often have parents who can help 
with childcare, even if just for emergencies. I 
don’t have that here, so I rely entirely on 
formal childcare.

Locals have more family 
childcare, migrants rely on 
formal care

Migrant-family support gap

23
Considering your employment sector, do you believe that experiences of returning to work after 
maternity leave vary significantly for mothers in different sectors? Why? N/A N/A N/A N/A

24

Is there any other aspect of your experience of returning to work after maternity leave in 
Ireland that you consider important to share and that we have not covered in the previous 
questions?

I think the short length of paid maternity leave I think the short length of paid maternity 
leave

Short paid maternity leave 
as key outstanding issue

Critique of maternity leave 
policy

25

If you could suggest one or two key improvements to Irish companies or the government to 
better support working mothers, what would they be?

First, more affordable and accessible childcare. Second, 
extending paid maternity leave to at least 24 months, so 
mothers don’t have to rush back before the baby is ready.

First, more affordable and accessible 
childcare. Second, extending paid maternity 
leave to at least 24 months, so mothers don’t 
have to rush back before the baby is ready.

Wants childcare reform and 
extended paid maternity 
leave

Policy recommendations
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12.10. Contingency Tables 

12.10.1. Offered Policies 

12.10.2. Used Policies 

12.10.3. Offered Policies By Sector 
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12.10.4. Offered Policies By Company Size 

12.10.5. Offered Policies by Migratory Status 

Offered Policies By 
Company Size
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EU/EEA Citizen (not 

born in Ireland)
8.5% 6.4% 10.6% 4.3% 4.3% 6.4% 10.6% 2.1% 0.0% 0.0% 0.0% 2.1% 4.3% 0.0% 2.1%

Non-EU/EEA Citizen 
From another region

4.3% 2.1% 0.0% 0.0% 0.0% 0.0% 2.1% 0.0% 0.0% 0.0% 0.0% 0.0% 2.1% 0.0% 0.0%

Non-EU/EEA Citizen 
From Latin America

2.1% 4.3% 6.4% 2.1% 0.0% 4.3% 2.1% 0.0% 0.0% 0.0% 0.0% 2.1% 0.0% 0.0% 0.0%
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12.10.6. PivotTables 
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Row Labels
Count of Difficult to access 
to support policies

Agree 27.7%
Born in Ireland 17.0%
EU/EEA Citizen (not born in 
Ireland) 8.5%
Non-EU/EEA Citizen â€“ From 
Latin America 2.1%
Disagree 19.1%
Born in Ireland 8.5%
EU/EEA Citizen (not born in 
Ireland) 8.5%
Non-EU/EEA Citizen â€“ From 
Latin America 2.1%
Neutral 36.2%
Born in Ireland 19.1%
EU/EEA Citizen (not born in 
Ireland) 4.3%
Non-EU/EEA Citizen â€“ From 
another region 6.4%
Non-EU/EEA Citizen â€“ From 
Latin America 6.4%
Strongly Agree 10.6%
Born in Ireland 8.5%
EU/EEA Citizen (not born in 
Ireland) 2.1%
Strongly Disagree 6.4%
Born in Ireland 2.1%
EU/EEA Citizen (not born in 
Ireland) 4.3%

Grand Total 100.0%
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Row Labels Count of Sector
Education 14.9%

Agree 4.3%
Disagree 2.1%
Neutral 8.5%

Finance and Banking 6.4%
Strongly Agree 4.3%
Strongly Disagree 2.1%

Health and Social Services 27.7%
Agree 8.5%
Disagree 4.3%
Neutral 8.5%
Strongly Agree 6.4%

Hospitality 2.1%
Agree 2.1%

Manufacturing 4.3%
Disagree 2.1%
Neutral 2.1%

N/A 6.4%
Disagree 2.1%
Neutral 4.3%

Public Administration 10.6%
Agree 2.1%
Disagree 2.1%
Neutral 4.3%
Strongly Disagree 2.1%

Retail 2.1%
Agree 2.1%

Technology and IT 25.5%
Agree 8.5%
Disagree 6.4%
Neutral 8.5%
Strongly Disagree 2.1%

Grand Total 100.0%

Difficult to access to support policies
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Row Labels Count of Sector
Education 14.9%

Agree 4.3%
Disagree 4.3%
Neutral 2.1%
Strongly Agree 4.3%

Finance and Banking 6.4%
Strongly Agree 2.1%
Strongly Disagree 4.3%

Health and Social Services 27.7%
Agree 8.5%
Disagree 2.1%
Neutral 8.5%
Strongly Disagree 8.5%

Hospitality 2.1%
Disagree 2.1%

Manufacturing 4.3%
Neutral 4.3%

N/A 6.4%
Neutral 6.4%

Public Administration 10.6%
Agree 2.1%
Disagree 2.1%
Neutral 4.3%
Strongly Disagree 2.1%

Retail 2.1%
Strongly Agree 2.1%

Technology and IT 25.5%
Agree 10.6%
Disagree 8.5%
Neutral 2.1%
Strongly Agree 4.3%

Grand Total 100.0%

My employer support me upon returning from maternity leave
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Row Labels
Count of Which sector do you 

currently work in? 
Born in Ireland 55.3%

Education 6.4%
Finance and Banking 2.1%

Health and Social Services 21.3%
Manufacturing 2.1%

Prefer not to say 2.1%
Public Administration 8.5%
Technology and IT 12.8%

EU/EEA Citizen (not born in 
Ireland) 27.7%

Education 6.4%
Finance and Banking 4.3%

Health and Social Services 2.1%
Manufacturing 2.1%

Prefer not to say 2.1%

Public Administration 2.1%
Retail 2.1%

Technology and IT 6.4%
Non-EU/EEA Citizen – From 

another region 6.4%
Health and Social Services 2.1%

Technology and IT 4.3%
Non-EU/EEA Citizen – From 

Latin America 10.6%
Education 2.1%

Health and Social Services 2.1%
Hospitality 2.1%

Prefer not to say 2.1%
Technology and IT 2.1%

Grand Total 100.0%
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Row Labels
Count of What is your annual 

household income? 2
Born in Ireland 26

€30,001 - €50,000 1
€50,001 - €70,000 2
€70,001 - €90,000 4
More than €90,000 19

EU/EEA Citizen (not born in 
Ireland) 13

€30,001 - €50,000 2
€50,001 - €70,000 1

€70,001 - €90,000 1
Less than €30,000 1
More than €90,000 8

Non-EU/EEA Citizen – From 
another region 3

€70,001 - €90,000 1
More than €90,000 2

Non-EU/EEA Citizen – From 
Latin America 5

€30,001 - €50,000 1
€50,001 - €70,000 1

€70,001 - €90,000 1
Less than €30,000 1
More than €90,000 1

Grand Total 47
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