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Summary and conclusions 
 
Context 
Most manufacturing companies compete as part of a supply chain, where each link in the chain 
should ideally contribute to each company’s and therefore the chain’s (international) 
competitiveness.  This is why operational flexibility is so important. 
 
Small manufacturing companies cannot afford to employ staff who are ‘unproductive’.  That’s why 
they (and many larger manufacturers) have contracted out all/most of their services, rather than 
have the headcount on the books, where it would not be fully utilised every day. 
 
Work is scheduled to maximise economies, that’s why manufacturing firms tend to ‘shut up shop’ 
during the summer and winter holiday seasons so that all employees can vacation at the same 
time. 
 
Survey’s main points 
The current situation 

1. Dealing with maternity/paternity leave requests is complex and uses up considerable time 
and money in admin already.   

2. Handling paternity leave is pretty straightforward and very rarely involves much more than 
two weeks extra cover. 

3. Maternity leave is more complex and already has a large impact on micro and small 
businesses. 

4. Companies use many different tactics and strategies to minimise the impact of these 
absences on the business, including sharing work amongst existing employees including 
directors, taking on temporary workers, training, overtime payments, using suppliers’ staff, 
and changing work procedures and planned holiday shut downs. 

5. Maternity cost estimates vary according to the particular situation, but indicative values run 
from £5-8k per case in a small employer, to £14k in a medium sized company where 
special training may be required to £40k in a large employer. 

6. Hidden costs, such as supervisory training, diverting management time and recruitment 
costs are difficult to estimate and vary widely according to the skills to be replaced. 

7. Some respondents note that they have much less of a problem because all their employees 
are of a certain age, or that very few women are attracted to work in the sector. 

 

The proposals 
8. Although some manufacturers think that large companies may be able to handle the 

requirements and the costs involved, there is a consensus amongst the views expressed 
that these proposals have been developed without detailed consideration of the 
practicalities involved for UK manufacturing SMEs. 

9. All SMEs think that the extension of paid maternity leave to 12 months would have the 
greatest negative impact on their business. 

10. Large manufacturers think that the proposal that will affect them the most is extending 
flexible working rights. 

11. Many firms state unsolicited that extending fathers’ leave would be particularly detrimental. 
12. There is little understanding at the moment as to how the mother’s rights to transfer some 

of her leave entitlement to the father would work and companies therefore find it difficult to 
assess what sort of an impact that proposal will have on their business. 
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Conclusions 

13. The aspiration to extend leave to 12 months should be dropped as soon as expedient. 
14. The proposals will have two highly undesirable unintended consequences: 

o Employers will be forced to adopt practical measures to reduce costs and will be 
careful to recruit beyond the usual childbearing age, closing off responsible posts to 
younger women. 

o The 12-month extension will make it possible for replacement temporary workers to 
claim permanent employment status under existing legislation. 

15. It will all cost money, at least double the existing estimates, e.g. from £10-16k for a small 
employer per case to £80k for a large manufacturer.  So who is going to pay? 
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Introduction 
 
EAMA’s associations decided to conduct a grass roots survey of the SME manufacturing firms in 
membership as a contribution towards the government’s ‘Work and Families’ consultation.   
 
The support papers to this important and groundbreaking initiative did not seem to reflect the 
practical concerns that these companies encountered in handling current requirements.  EAMA’s 
associations believed that by looking across several different manufacturing subsectors, but 
focused exclusively on SMEs, they would be able to enrich the consultation’s search for simple, 
practical outcomes in what is basically a complex and evolving situation. 
 
The aims of the research therefore were to: 

• Establish current practice and the associated costs following the government’s changes in 
April 2003 

• Based on that experience try to establish what practices might help to mitigate the costs 
that it was feared the proposed changes would impose 

 
From late March onwards the associations distributed questionnaires direct to their 1000 member 
companies.   
 
Over 10% of the firms (100+) returned the self-completion forms, either to the originating 
association or to the EAMA secretariat.   
 
Two-fifths of the firms taking part have less than 20 employees.  Half of the firms employ 20-249. 

 
Firms represented in the survey 

 
Companies by number of employees

<20 20-49 50-249 250+   

Companies by turnover

<£1.5m £1.5-5.9m £6-33m >£33m  
 

Number of employees  Size by turnover 
<20 20-49 50-249 250+  <£1.5m £1.5-5.9m £6-33m >£33m 
41% 22% 28% 9%  27% 43% 22% 8% 

 
To establish whether company size makes any difference to the way employee absence is 
handled, companies were grouped by the number of employees they have for data split runs: 
 

Group Number of employees SME definitions 
Group 1 less than 20 Micro/small  
Group 2 20 to 49 Small companies 
Group 3 50 to 249 Medium sized companies 
Group 4 250 Large 
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Who is affected and how? 
 
The overall figures 
The selecting sample is fairly evenly split between those companies that have been affected by 
staff requesting maternity/paternity leave since the new measures came into force and those not 
affected (58% affected, 42% not affected). 
 
Amongst the companies affected, the numbers for maternity and paternity leave were close, with 
slightly more of them having to deal with paternity leave requests (74%) than maternity leave 
(70%).  (Note: many companies had dealt with both types of request). 
 

Affected  How affected 
Yes No  Maternity Paternity 
58% 42%  70% 74% 

 
Nearly half the maternity leave requests (48%) were for the 26-week period. However, 41% of 
cases resulted in a longer period or not returning to work at all.  Nearly all paternity leave requests 
(95%) were for two weeks or less. 
 
 

Length of Maternity Leave  Length of Paternity Leave 
 

26 weeks 
< 26 

weeks 
>26 

weeks 
Not 

return 
  

2 weeks 
 

<2 weeks 
 

>2 weeks 
48% 11% 25% 16%  80% 15% 5% 

 
Length of absence

0%

10%

20%

30%

40%

50%

60%

70%

80%

90%

26 weeks 2 weeks <2 weeks >2 weeks

< 26 weeks >26 weeks Not return

Length of Maternity Leave Length of Paternity Leave  
 
Comparison by company size  
Companies in Group 1 with under 20 employees reported far fewer requests for leave (35%), while 
the opposite applied to larger companies (80% or thereabouts of companies in Groups 3 and 4 
with more than 50 employees). 
 
Paternity leave requests are much more common amongst the largest companies than the 
smallest. 
 

 G1  G2  G3  G4 
Affected 35%  64%  81%  78% 
Not affected 65%  36%  19%  22% 
Maternity 43%  79%  77%  86% 
Paternity 64%  64%  82%  100% 

 
With so many variables these splits should be treated  with some caution.  However, there are 
some interesting and potentially indicative trends here. 
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The smallest companies (employing under 20 people) record the highest incidence of maternity 
leave requests beyond 26 weeks (43%) and the second highest proportion of mothers not returning 
(14%), so that well over half their maternity leave requests result in the longest possible absences. 
 
Companies employing fewer than 50 are similarly affected. 
 
On the face of it medium sized companies (50-249 employees) seem to have the most ‘efficient’ 
statistics with 60% of maternity leave requests falling to 26 weeks and 100% of paternity leave 
requests being for 2 weeks or less. 
 

Maternity leave by company
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Length of Maternity Leave  Length of Paternity Leave 
26 weeks < 26 weeks >26 weeks Not return Company size 2 weeks <2 weeks >2 weeks 

29% 14% 43% 14% G1 66% 22% 12% 
46% 0% 27% 27% G2 78% 22% 0% 
60% 18% 11% 11% G3 94% 6% 0% 
45% 11% 33% 11% G4 67% 22% 11% 
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What did the employer have to do? 
 
The overall figures 
In nearly nine out of ten cases employers had to make arrangements to cover for maternity 
absences (86%), that’s nearly a third more than was needed for paternity cover (62%). 
 

Comparative leave requirements
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Maternity Cover Required  Paternity Cover Required 
Yes No  Yes No 
86% 14%  62% 38% 

 
Arrangements to cover maternity leave are varied.  Often respondents said that they used several 
procedures in tandem:  taking on a temporary worker (59%), sharing work amongst employees 
(50%), training (25%), changing work procedures (14%). 
 

Maternity Leave – types of arrangement made for cover 
Share work 

out 
Temporary 

worker 
Training Change work 

procedures 
Extra 

payments 
Other 

50% 59% 25% 14% 7% 5% 
 

Maternity -- arrangements for cover

0% 10% 20% 30% 40% 50% 60% 70%

Share work out

Temporary worker

Training

Change work
procedures

Extra payments

Other

 
 
Overall, companies say that maternity leave absence has a significant impact on their business 
(40% large impact). 
 

Maternity Leave -- size of impact on the business 
Large Small No impact 
40% 58% 2% 
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Covering paternity leave is much simpler, with 75% of firms affected saying that they share the 
work out amongst colleagues.  There are few complicating factors such as taking on temporary 
workers, training, changes in work procedures or making extra payments. 
 
 

Paternity Leave – types of arrangement made for cover 
Share work 

out 
Temporary 

worker 
Training Change work 

procedures 
Extra 

payments 
Other 

75% 2% 0% 7% 5% 2% 
 

Paternity -- arrangements for cover
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Paternity impact is easier to handle (71% of companies affected rated the effect on the business as 
small and 10% even say that it has no effect). 
 

Paternity Leave -- size of impact on the business 
Large Small No impact 
19% 71% 10% 
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A big majority of companies involved (72%) were prepared for the changes, but nonetheless a 
significant minority admitted that they had changed or would be changing their policies to bring 
them in line with the legal requirements. 
 

Companies prepared for the changes  Companies going to alter company policy 
Yes No  Yes No 
72% 28%  34% 66% 

 
Comparison by company size  
The smaller companies (<20) report lower levels of cover for both maternity leave and paternity 
leave than the average for SME manufacturers as a whole.  As a result the number of their cases 
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not requiring cover were substantially higher – double the number in the case of maternity leave 
and a third as much again (+32%)  for paternity leave. 
 

Maternity Cover Required Paternity Cover Required 
Yes No 

Company size 
 Yes No 

71% 29% G1 50% 50% 
91% 9% G2 67% 33% 
84% 16% G3 67% 33% 

100% 0% G4 60% 40% 
 
Round maternity leave, companies with less than 50 employees report significantly less work 
sharing (circa 35%) than the average (50%) and having to make more temporary work 
arrangements (circa 70%).   
 
Companies in Group 1 are also more likely to change work procedures, be involved in offering 
extra payments and other arrangements to offset the loss in personnel, than other groups in 
general, although the largest companies also share some of these characteristics (i.e. changing 
work procedures, making extra payments and introducing other measures). 
 

Maternity Leave – types of arrangement made for cover by size of company 
Size of 

company 
Share work Temp 

worker 
Training Change 

procedure 
Extra 

payment 
Other 

G1 33% 67% 33% 50% 33% 17% 
G2 36% 73% 27% 18% 9% 0% 
G3 71% 53% 12% 0% 0% 0% 
G4 83% 67% 50% 33% 17% 17% 

 
Maternity -- arrangements by company 
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Other
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Mostly companies of all sizes use similar measures to deal with paternity leave, relying heavily on 
sharing work amongst existing employees.  However, a third of cases handled by G2 companies 
necessitated a change in procedures or extra payments to staff. 
 

Paternity Leave – types of arrangement made for cover by size of company 
Size of 

company 
Share work Temp 

worker 
Training Change 

procedure 
Extra 

payment 
Other 

G1 78% 0% 0% 0% 0% 0% 
G2 67% 0% 0% 11% 22% 0% 
G3 83% 6% 0% 11% 0% 0% 
G4 71% 0% 0% 0% 0% 14% 

 
All companies rate maternity leave as having a significant impact on their business with none 
saying it has no impact.   
 
A majority of the cases reported by the smallest companies had a major impact on business. 
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Overall, in each group the majority say that paternity leave has a small effect on their business.  
However, in companies employing 20-49 people, a significant minority of cases (44%) had a major 
impact. 
 

Maternity Leave -- impact on business  Paternity Leave -- impact on business 
Large Small None Company size Large Small None 
60% 40% 0% G1 13% 75% 12% 
45% 55% 0% G2 44% 56% 0% 
39% 61% 0% G3 17% 72% 11% 
17% 83% 0% G4 0% 86% 14% 

 
Leave impact by company size
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A majority of companies in all Groups were prepared for the changes in legislation and significant 
numbers (31-43%) planned to update their policies to take the latest requirements into account. 
 
Companies prepared for the changes Companies going to alter company policy 

Yes No 
Company size 

Yes No 
57% 43% G1 31% 69% 
57% 43% G2 38% 62% 
95% 5% G3 30% 70% 
71% 29% G4 43% 57% 
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Looking to the future 
 
The overall figures 
Respondents were invited to rate each of the proposed five changes in employment law according 
to the impact they thought that the planned change would have on their business.   
 
In four cases, extending maternity leave to 9 or 12 months, transferring maternity leave rights to 
the father and extending flexibility, at least 60% thought that the impact on would be large.   
 

Impact – 9 months maternity leave  Impact – 12 months maternity leave 
Large Small None  Large Small None 
61% 32% 7%  69% 24% 7% 

 
Impact – Transfer rights to father  Impact – Extending flexible work rights 

Large Small None  Large Small None 
62% 29% 9%  60% 38% 2% 

 
Proposals' impacts on business
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It is only on the fifth proposal, to help the employer obtain notice earlier of a new mother’s planned 
return to work, that the majority rated the likely impact on their business as having a small impact. 
 

Impact – Earlier notice of return to work 
Large Small None 
29% 53% 18% 

 
Impact -- earlier notice
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Company size comparison 
In the three groups of companies employing less than 250 people the data are generally consistent 
with the trends in the overall averages on the first four proposed changes.  However, these three 
groups consistently rate the 12-month extension to maternity leave as having a far higher impact 
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than is indicated in the overall data.  This is at variance with the larger employers’ ratings and may 
reflect the different perspective of the large employers, where some of  these rights may have been 
standard practice for some time.  G4 companies rate extending flexible working rights as having 
the greatest impact on their business of all the proposed changes 
 

Impact – 9 months maternity leave Impact – 12 months maternity leave 
Large Small None 

Company 
size Large Small None 

61% 27% 12% G1 62% 26% 12% 
64% 30% 6% G2 70% 24% 6% 
64% 36% 0% G3 82% 18% 0% 
43% 43% 14% G4 57% 29% 14% 

 
Impact – Transfer rights to father Impact – Extending flexible work rights 

Large Small None 
Company 

size Large Small None 
59% 26% 15% G1 62% 35% 3% 
64% 30% 6% G2 59% 35% 6% 
71% 29% 0% G3 55% 45% 0% 
43% 43% 14% G4 71% 29% 0% 
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Returns on the fifth proposal show a similar split between SMEs and large companies.  Overall the 
companies in Groups 1-3 see this proposal as having a small impact on their business, whereas 
large employers see its impact as being significant with half of them rating it large which is around 
double the average of other groups (23-35%). 
 

Impact – Earlier notice of return to 
work 

Company 
size 

Large Small None 
G1 25% 56% 18% 
G2 35% 41% 18% 
G3 23% 59% 18% 
G4 50% 33% 17% 
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Behind the figures 
(incorporating respondents’ comments) 
 
Making arrangements today to cover extended staff absences 
Companies employ a number of different procedures to deal with long-term staff absences.   
 

• If the period is relatively short, they may seek to reschedule certain holidays for example.  
However longer periods in small companies may mean an increased workload for company 
directors and existing staff members.   

 
• If directors take on an admin role then sales, or whatever their main task is will suffer. 

 
• If the functions are to be covered by existing staff then there is added pressure on them 

and of course they have to be supervised.   
 

• If it directly relates to manufacturing performance or supplies, the company may increase 
its subcontractor requirements or use a supplier to help out. 

 
Small company case study: 
“The most detrimental issue for small business is the employees’ right to return to work to the 
same job and on the same pay 12 months later.  During their absence it can be difficult to find a 
replacement when you are unable to offer them a permanent position.  You don’t gain the same 
commitment to the job from a temporary worker and in our experience they often leave to gain a 
permanent position elsewhere.  This is exacerbated if the employee on maternity decides not to 
return to work.   
 
“We have opted to split the tasks between four other staff members on this occasion.  Our order 
book has dropped off a little and a gradual change in production equipment has reduced some of 
the individuals’ workload.   
 
“We are monitoring the situation to see how much extra time and effort the four staff have to put in 
to cover the tasks.  We have to ensure that they are not put under too much pressure, otherwise 
they suffer in patience attitude with other staff, sometimes illness and the company could suffer 
with reduced levels of effectiveness and quality of performance within those four roles. 
 
“We are unable to promote these tasks to the individuals concerned as opportunities to learn new 
skills and gain promotion as the lady who left on maternity leave carried out administration tasks 
that are viewed as quite menial and burdensome by the people who have taken them on.  Although 
they do understand the necessity of the tasks being performed and have been willing to accept 
responsibility for the 12 month period.” 
 
There are costs that employers have to pay in the current requirements … 
It all costs money, to administer, to take on other temporary staff, train them and supervise them.  
Sharing of course involves overtime, which is normally paid at a higher rate. 
 
Typically small companies estimated their additional admin and management costs at £5-8 per 
case, medium sized companies their extra personnel maternity leave cover at £14,000 and large 
companies £40,000 pa. 
 
… and the impacts affect different companies in different ways  
 

“As a team we all work together to cover but the extra admin costs are extremely high as the 
paperwork is time consuming and difficult to task across the existing team.” (medium sized 
employer) 
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“The absence had a large impact on technical support and sales delivery as unique technical 
product technical knowledge is required and training takes about six months for new staff to 
become proficient.  It took longer to provide the necessary sales support, increasing the time to 
sale and reduced turnover and sales activity.” (small employer) 
 
“For the paternity cover, we had to have our chemicals supplier provide chemist cover.  There 
was also extra overtime for other operatives.” (medium sized employer) 

 
In some cases the effect is difficult if not impossible to quantify  
 

“Part time administrators being used who require more supervision.”  
(small employer) 
 
“Admin jobs not getting done or being delayed.”  
(medium sized employer) 
 
“Extra teamwork needed.  More time for training.  Time spent on recruiting.” 
(medium sized employer) 
 
 “Procedures not being learned.  Paperwork lost.  Temporary worker required more supervision 
putting extra work on other members of staff.  Wage of temporary paid on top of paid maternity 
leave.  Additional workload on other staff to supervise temp and put mistakes right.”  
(small employer) 
 
“Extra tasks delegated to four other staff, which results in extra hours being worked or the job 
being done quicker to the detriment of quality and effectiveness.”  
(small employer) 
 
“Likely to affect quality of deliveries to customers.  Extra training and supervision of staff.  
Behaviour of staff can change, staff get more pressured to do jobs and tasks quicker.  Costs 
include maternity pay at 8% plus holiday and contractual entitlements.  Cost of training, cost of 
initial learning curve for staff with new tasks.  Cost of any inefficiency.  Extra management time 
dealing with employee concerns/attitude changes.”  
(small employer) 

 
Changing current company employment policies 
Apart from bringing company policies into line with the regulations where maternity leave now 
allows for 26 additional weeks, paternity leave entitlement is now 2 weeks there were two clear 
lessons from the past two years’ experience: 
 

“Taking advice on holiday entitlements which are unclear.”  
“Government advice in this area does not provide clear information on employee rights to 
holidays and other benefits.” 
(small employers) 
 
“Ensure that staff are able to cover colleagues jobs.  If temps are required ensure adequate 
time is allowed for training.” 
(small employer) 

 
However, there were respondents across all company sizes who were prepared to be frank about 
how this trend would affect their operations and plans in the future.   
 

“Our company has no alternative but to be very selective when employing people in key areas.” 
(small micro employer) 
 
“We will be unable to offer equal opportunities to female workers in future.  The company will 
recruit male staff if roles suit skills.” 
(small employer) 
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“Invest abroad.” 
(medium sized employer) 
 
“No official change!” 
(large employer) 

 
Impact of the five proposals 
Maternity leave extended to 9 months 
Although this is the Government’s immediate goal a majority of two to one see this as having a 
large impact on their business. 
 

“Two of our six employees could be affected!” 
(micro employer) 
 
"We find it impossible to get the temp staff to cover because of the skill shortages.” 
(small employer) 
 
“Will increase strain on the business and the other staff covering”. 
(medium sized employer) 
 
“Too disruptive to those left to cover the absence.” 
(medium sized employer) 
 

Those companies that expect this proposal to have a small impact or no impact tend not to employ 
women of childbearing age. 
 

“Only affects you if employees are of childbearing age.  With an older workforce there would be 
no problem.” 
(small employer) 
 
“No female employees in this age group at present.” 
(micro/small employer) 
 
“At this time our staff age is high but this could affect us in the future.” 
(small employer) 

 
The difficulties are such that some employers believe that returning mothers need to be made 
more accountable. 
 

“If the period is extended beyond the previously agreed period, then some financial penalty 
should be applied to mothers who fail to return to work after confirming their intention to do so.” 
(medium sized employer) 
 

Maternity leave extended to 12 months 
At the moment, based on their current knowledge, manufacturers see this as the proposal likely to 
have the biggest impact on their business. 
 
Similar views apply as for nine months, ‘only more so’. 
 
The push to focus recruitment in so far as it is possible at groups less likely to create additional 
uncompetitive burdens is clear. 
 

“These proposals are devastating for small companies where employees are key.  Holding a 
job open for an employee for 9-12 months is crippling.” 
(micro/small employer) 
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“Maybe large companies could cover extended leave but for small employers it would be a 
nightmare” 
(small employer) 

 
However, some respondents point out that such legislation would become entangled with 
employment legislation that gives temporary workers full employment rights after 12 months. 
 

“Individuals will gain full employment rights after 12 months - temporary staff then a problem.” 
(large employer) 
 

Mother transfers rights to father 
Although respondents admit that they don’t understand how this would work, they fear that it will 
involve them in extra admin costs and be difficult to monitor unless both employees happen to 
work for you (which would bring other problems of its own). 
 

“Don't understand how this would work.” 
(medium sized employer) 
 
“Increased cost/burden to administer.” 
(small employer) 
 
“Very difficult to police when you have one of the couple working for you.” 
(medium sized employer) 
 
“Specialist (small) companies can't easily cover absences of trained employees.” 
(small employer) 
 

In short, the simplest way to deal with this would be to sidestep the problem by not if possible 
recruiting women of childbearing age. 
 

“Only a problem if employees are of childbearing age, with an older workforce there would be 
no effect.” 
(small employer) 

 
Extended rights of parents and carers to flexible working 

“Already a strain to fit in with staff requests.  All our employees returning from maternity have 
gone part-time.”  
(medium sized employer) 
 
“Too disruptive.”  
(medium sized employer) 
 
“Flexible working arrangements being extended or becoming more of a ‘right’ would pose a 
particularly significant problem.” 
(large employer) 

 
Earlier notice of the decision to return to work 
This is generally seen as being helpful as a concept and is therefore expected to have a small 
positive impact. 
 

“Would assist with forward planning.” 
(medium sized employer) 
 
“This is positive.” 
(small employer) 
 
“Helps remove uncertainty.” 
(small employer) 
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Vox pop conclusions 
(SME views unless stated otherwise) 
 
Reaction to the proposals 

“As a small company relying on very specific skills and personal development of employees, 
long absences (with a right to return to the same job) would be almost impossible to cope with.” 
 
“The cost to companies of our size is considerable - we are struggling, now this is just another 
burden we will have forced on us.” 
 
“The proposals will cripple many small businesses.” 
 
“Have not been affected yet.  However, the maternity/paternity leave legislation is just another 
cost to be borne by industry, which certainly does not apply in competitor countries in Asia.” 
 
“We have not been hit by this yet and are aghast at the potential costs, our Chinese 
competitors don't have.” 
 
“Would have to recruit agency staff.  The impact on a small company would be devastating.  If 
they were to lose three key staff it could lead to possible closure.” 
 
“More and more interference by government with adverse effects on company efficiencies.” 
(large employer) 
 
“Ridiculous.  Best ignored!” 
 
“Don't have any staff who would be eligible for maternity leave at the moment.  Would support 
an increase in paid maternity leave.” 
 
“Only concern is if entitlement to extended leave is given to male employees.” 
 
“If it (the proposal) is well managed it can encourage good workers to return and be loyal.  We 
manage holidays, sickness, unexpected leavers;  this would be another challenge.” 

 
‘Skirting’ the problem in the first place 
 

“Avoid employing people in the potential age range.” 
 
“All staff members are 40+.” 
 
“Any of these (four proposals) would give major problems.  I will not employ a woman of child-
bearing age.” 

 
Lessons 

“There is no joined up thinking. Any person employed to cover maternity leave would gain full 
employment rights after 12 months.  There are ways around this but it creates more problems.”  
(large employer) 
 
“Before legislation is passed, small companies must be considered at the highest levels due to 
the (legislation’s) impact upon their staffs (employed) positions.” 
 
“A balanced view considering the needs of business, particularly smaller SMEs with a skilled 
workforce, is important to competitiveness or even survival” 
 
“All this costs money.  Who is going to pay for it?” 
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“Current regulations whilst difficult can be coped with.  Any extension would be a step too far 
for both the company and other employees, particularly those who are single or childless.” 
 
“These proposals are a good idea for the family but can be catastrophic for a business of our 
size and would make selection of women of childbearing age for employment much less 
certain.” 
 
“There is little point in investing or expanding the business in the UK when the competition from 
China and India is so great.” 
 
“Will hit us hard.  We often have single line resources and cannot afford cover.  Will be 
consumed trying to obtain adequate temporary cover.  Costs will spiral with the added 
possibility of loss of service to clients.  Sales could also be affected.  Feel helpless.  
Government makes changes.  We cannot do anything but comply.” 
 
“Employers like to retain good workers. … (But there is already) a reluctance to employ 
younger persons because of the(se) benefits having to be paid to them. Small companies 
cannot afford to pay for a person who is unproductive.” 
 

19 



Maternity/Paternity Questionnaire 
 

EAMA Grass Roots Survey  
Matern i ty /Patern i ty  Leave Quest ionnai re 

 
EAMA is an alliance of seven trade associations (BARA, BPMSA, BTMA, GTMA, MTA, PICON, PPMA).  It 
presents their shared views to government and opinion formers. 
 
A recent, small EAMA telephone survey showed that members had problems with government’s maternity 
and paternity leave policies.  (The 2003 Employment Act introduced paid paternity leave, increased 
maternity pay and gave mothers and fathers the right to request flexible working hours.)   
 
Now government is consulting on extending these rights, e.g.: increasing paid maternity leave to nine 
months and then to a year by the end of the next Parliament and allowing a mother to transfer some of her 
leave and pay entitlements to the father. 
 
We want to bring your views to the consultation.  Please help us do that by completing the following 
questionnaire and returning it by fax or e-mail to EAMA’s secretary, Rupert Hodges.  We want to hear from 
you all, whether you have had problems or not.  Your answers will enable us to present your views 
directly.  SO PLEASE RETURN IT ASAP AND IN ANY CASE BEFORE FRIDAY 29 APRIL. 
 
Contact Name  
 
Telephone no  e-mail address  
 
NB These contact details will only be used for clarification purposes  

 
 
(PLEASE TICK BOXES AS APPROPRIATE) 
 

1. How big is your company?  
a) Number of employees <20     20--49     50--249     250+  
b) Turnover under £1.5m      £1.5m--£5.9m      £6m--£33m      £33+ m  
 

Have you been affected by the parental leave entitlements introduced in 2003? 

Yes  (please go to question3)  No  (please go to question 11) 
 

2. How were you affected?  
 

3. Maternity leave request     Paternity leave request  
 

4. How long do you expect the person to be away/was the person away?  
 

a) Maternity leave 
26 weeks 

 

 
 b) Paternity leave 

2 weeks 
 

 
Less than 26 weeks   Less than 2 weeks  
More than 26 weeks   More than 2 weeks  

Not return      

 
5. Did you make any arrangements for cover?  

Yes  (please go to question 6)  No  (please go to question 7) 
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6. What sort of arrangements? (please tick all boxes that apply)  
 

a) Maternity leave 
Shared tasks amongst existing staff 

 

 
b) Paternity leave 

Shared tasks amongst existing staff 
 

Took on temporary worker  Took on temporary worker 
Training  Training 
Change work processes (e.g. shifts)  Change work processes (e.g. shifts) 
Additional payments to staff  Additional payments to staff 
Financial incentives to return to work  Financial incentives to return to work 

Other please specify: 
 
_________________________________ 

Other please specify: 
 

________________________________ 
 

7. How would you classify the impact on your business? (please tick all relevant)  
 

a) Maternity leave :    Large  Small    No impact    
b) Paternity leave :    Large  Small    No impact    
c) Both a) and b) at the same time :  Large  Small    No impact    

 
8. a) What was the effect on your business?   

 (e.g. sales up/down, costs up/down, admin and management time/costs, estimated cost) 
 

 
9. Were you adequately prepared for the changes?  

Yes   No  
 

10. Do you plan to alter/have you altered any of your polices due to these changes?  
Yes   No   
 

If yes, which? how? 

 
 

11. The government is consulting on a number of new proposals in this area.  How big an impact do you 
think these changes would have on your business?  

 
Proposed change Large Small None Comment (if any) 

9 months paid maternity leave    
 

 
12 months paid maternity leave    

 

 
Allow mother to transfer some of her 
leave and pay entitlement to the father 

    

Extending rights of parents and carers to 
request flexible working arrangements 

    

Requiring mothers on maternity leave to 
give earlier notice of returning to work 

    
 

12. Any other comments?  
 

 
 

 
Thank  you  very much for  your  t ime!  
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