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Abstract. Maternity leave (ML) is the period during which a woman is legally allowed not to work 
during the weeks before and after childbirth. In the UK, the policy with ML not only includes a 
woman's legal right to take leave during childbirth, but also emphasises the right to receive financial 
benefit during the leave and return to work after childbirth. It is undeniable that ML allows women 
sufficient time to recover physically and psychologically after childbirth, and stay with their children. 
However, a body of evidence suggests that the impact of ML on women's employment is ambiguous. 
When the ML can encourage women to enter the labour market, the ML is also associated with lower 
wages for women, increased unemployment and reduced opportunities for promotion. Faced with 
this confusing evidence, how to clarify the impact of maternity leave on women's employment in the 
UK and how to find out the reasons why maternity leave affects women's employment becomes the 
main task of this study. After comparing the data for the treatment group (who would be affected by 
the law) and the control group (who would not be affected by the law) before and after the ML came 
into force. This study found that although the ML did not increase the wage gap between men and 
women, it discouraged women from entering the labour market, reduced female employment and 
was detrimental to women's wage development. Furthermore, the negative effects of the ML on 
women's employment can be attributed mainly to the too long leave duration. 

Keywords: Maternity leave; Women; Labour market; employment. 

1. Introduction 

How the employment situation for women could be improved has been a hot topic of discussion 

for almost two centuries (The United Nations Human Rights Office, 2022). Different countries and 

international organizations have demonstrated their determination to support women in the workplace. 

For example, in the Convention on the Elimination of All Forms of Discrimination against Women, 

the United Nations General Assembly (1979) stresses that "States Parties shall take all appropriate 

measures to eliminate discrimination against women in the field of employment to ensure the same 

rights based on equality of men and women. Moreover, the role of women in childbirth shall not be 

the basis of discrimination."  

As a party to this treaty, the UK has made many efforts during the 20th and 21st centuries to 

promote gender equality in the workplace and defend women's labour rights. Specifically, to reduce 

the likelihood of a woman losing her job due to pregnancy, the Employment Protection Act 1975 

emphasised, for the first time, that an employer cannot dismiss an employee because she is pregnant 

or for any other reason related to her pregnancy. To do so would be considered an unfair dismissal 

(UK Government, 1975). The Employment Protection Act 1975 also mentioned that employees had 

the right to return to work at any time up to 29 weeks after giving birth (UK Government, 1975). For 

equal pay in the workplace for work of identical or similar value, the Equality Act 2010 prohibits 

disadvantageous treatment of women compared to men in terms of income (Mason and Minerva, 

2020); the Equality Act 2010 also protects women from harassment at work, with harassment 

potentially including unwelcome physical contact, obscene comments and offensive emails (UK 

Government, 2010). 

These policies have made progress. For example, the employment rate for women of 'working age' 

(25-54 years) rose from 57% in 1975 to 78% in 2017; the proportion of working-age mothers in paid 

employment increased from 50% in 1975 to 72% in 2015; and the number of women in full-time 

work rose from 29% in 1985 to 44% in 2017 (Roantree and Vira, 2018). However, an analysis of 

several labour market data (FLFPR, female employment rate and unemployment rate, the proportion 
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of females dropping out of the labour market) shows that inequality is still reflected in the fact that 

women's employment rate (72.2%) is still lower than men's (78.8%); women are paid less than men 

(median pay for women is 15.4% lower than for men); women are three times more likely than men 

to work part-time (38% of women work part-time compared to 13% of men); women are more likely 

to drop out of the labour market to take care of their families (7.6% of women and 1.1% of men); and 

women have limited access to top leadership positions, etc. (Francis-Devine and Booth, 2022; 

Murphy et al., 2022).  

Meanwhile, a survey of 1,000 working-age women in the UK in 2021 revealed that 65% believed 

that prejudice and discrimination prevented women from getting a job, and more than two in five 

(41%) women were concerned that their gender was a barrier to finding new employment (PA News 

Agency, 2021). 

Despite the British government's efforts to improve women's job positions, gender inequality in 

the workplace continues to be a persistent problem. This study begins with the idea that not all policies 

positively affect women's employment. 

Consider the the ML, which is directly associated with women's rights. It is undeniable that the 

original purpose of ML was to protect the health of mothers and children, relieve families of the 

burden of childbearing by providing appropriate medical care and attention during childbirth, and 

guarantee women's rights to return to work after giving birth (UK Government, 2006). However, 

some inappropriate regulations in ML, such as excessively long leave duration, may exacerbate 

women's employment struggles. For example, Uribe, Vargas and Bustamante (2019) found in their 

study of the 2011 amendments to the Colombian Labour Code that extending the duration of ML 

from 12 to 14 weeks increased the likelihood of inactivity among women aged 18-30 compared to 

women aged 40-55; women aged 18-30 were more likely to be informal and self-employed compared 

to women aged 40-55; and women aged 18-30 were more likely to be unemployed compared to men 

aged 18-30, while their wages decreased. At the same time, the government's requirement that 

employers take full responsibility for paying financial benefits to female employees during they on 

leave may increase the difficulty of women entering the labour market (Baum II, 2003).  

Excessive leave duration and inappropriate forms of financial benefits can adversely impact 

women's employment because, when an employee is pregnant, the employer has to hire a replacement 

worker for the duration of the leave to keep the job running. The longer period of leave means that 

the position is vacant for a more extended time. Per national legislation, firms are also required to 

provide a specified remuneration to female employees and workers (currently, the statutory maternity 

pay in the UK is 90% of ordinary income) (Government Digital Service, 2015a). These additional 

costs increase the expenses of women's employment (Baum II, 2003). Employers are reluctant to 

recruit women who have or plan to have children soon because they fear that their maternity roles 

may affect the company's costs and performance (Le and Pham, 2021). Le and Pham (2021) similarly 

mention in their study that although ML emphasise women's rights to return to work after childbirth, 

many respondents witnessed their colleagues returning to work after giving birth and receiving lower-

paid positions or dismissals.  

Overall, a review of existing literature verifies the validity of the previously stated premise, namely 

that not all initiatives have a favourable effect on female employment. With this premise in mind, this 

paper argues for a discussion on the impact of ML on women's careers to be completed based on a 

comparison of data before and after the law came into force, using the 2006 Act as the subject. In the 

process of this discussion, Chapter 2 will first explain some necessary information. This will include 

how ML in the UK has developed since ML was first enacted in 1975; and how the length of ML, the 

form of financial assistance during ML (by insurance or with the blessing of the employer), the 

amount of financial aid, and the range of people protected by ML have undergone changes. 

Chapter 2 will also discuss the reasons for selecting the 2006 Act as the primary subject of this 

study. A literature review on 'ML' and 'female employment' will appear in Chapter 3 which includes 

a compilation of the results and reasons why ML affects women's employment, as well as hypotheses 

about the 2006 Act. Chapter 4 contains a description of the research methodology while Chapter 5 
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will respond to each of the hypotheses. The studies of Uribe et al. (2019) informed the research 

methodology of this paper, as well as Le and Pham (2021) and Vu and Glewwe (2022). The effect of 

ML on female employment is explored by contrasting the data before and after the implementation 

of the 2006 Act on the groups more affected by the law (the treatment group) and the group 

comparatively untouched by the law (the control group). In setting the treatment and comparison 

groups, this study expects that the ML will significantly impact women with a higher likelihood of 

getting pregnant than women with a lower likelihood of getting fertility. Considering that, on average, 

the fertility rate for women between 18 and 34 years old was around 28.5% over the period analyzed 

(1975 to 2008), while women over 35 years old had a fertility rate of about 0.68%. So women between 

18 and 34 can be the treatment group, and women over 40 are the control group. Employers frequently 

take this into account when evaluating the expected value of recruiting women from this age bracket, 

as women of higher fertility are more likely to become pregnant soon. Men can also serve as the 

study's control group. This group of men was unaffected by the change in the law and, barring any 

gender discrimination, shared the same job experience and other characteristics as the women in the 

treatment group of this study, making them comparable. 

This study then advocates using data from the Office for National Statistics (ONS) (Office for 

National Statistics, 2022) for secondary research, given the credibility of official data and 

comprehensiveness. The research method mentioned in Chapter 4 allows the specific data analysis 

process, which Chapter 5 reveals. Then, Chapter 6 discusses the results and gives future policy 

recommendations. The discussion about the result of research will explain why this research 

sometimes offered a conflicting information from other researchers. Finally, Chapter 7 will conclude 

the key information of this study. 

The line of research in this study may help subsequent authorities or scholars to develop a more 

robust model for both. When a systematic model of ML and the data on female employment is created, 

those in power can readily find the length and conditions of ML, the number of financial benefits, 

and the mode of provision that best suits the national context and the needs of the population, based 

on the data of the region (Süsser et al., 2021). 

2. Background 

2.1 ML 

According to the Cambridge Dictionary (2022), ML is the period during which a woman is legally 

allowed not to work during the weeks before and after childbirth. Currently, ML is available in most 

countries (Addati, Cassirer, & Gilchrist, 2014). In addition to guaranteeing women's right to ML, 

some countries also emphasise in their laws on ML that women have the right to obtain financial 

benefits during their leave and return to work after childbirth (Government Digital Service, 2015a). 

In the UK, the origins of ML can be traced back to the Factories and Workshops Act 1891, which 

proposed that factory and workshop owners should be prohibited from employing women during the 

first four weeks after childbirth to protect the health of the mother after delivery (Dumbill, 2021). 20 

years later, the National Insurance Act of 1911 introduced the idea of Maternity Allowance (MA). It 

said that working women and the wives of insured men who had paid into the system could get a 

lump sum of 30 shillings when they took time off to have a child (Policy Navigator, 2015). 

Subsequently, the Employment Protection Act 1975 introduced a form of maternity pay parallel to 

the MA scheme. Under this new scheme, female employees were entitled to Statutory Maternity Pay 

(SMP) for the period they were absent from work due to pregnancy or childbirth. The Employment 

Protection Act 1975 also emphasises that the employer cannot dismiss an employee because she is 

pregnant or for any other reason related to her pregnancy; otherwise, it will be considered an unfair 

dismissal. In addition, employees had the right to return to work at any time up to 29 weeks after 

giving birth (Queen's Printer of Acts of Parliament, 1994).  

The introduction of these rights is undeniably essential for the future development of female 

employment and has had many positive effects, including an increase in the labour force participation 
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rate (Hanel, 2012) and an increase in the average female wage (Schönberg & Ludsteck, 2014). Their 

limitations, meanwhile, were clear. For instance, an educational site named Striking Women (2022) 

emphasises that only half of working women were qualified to participate in the Employment 

Protection Act of 1975, highlighting the Act's coverage restrictions. As a result, the UK government 

amended the Act several times over the decades to give women's rights a more thorough level of 

protection. The content and purpose of these changes will be summarised below. 

2.1.1 Right to take Leave 

The Factories and Workshops Act of 1891, which was the prototype of ML, suggested that factory 

and workshop owners should be prohibited from employing women during the first four weeks after 

childbirth to protect the mother's health. Though temporary, this Act was one of the first regarding 

the right to take leave after delivery of a baby (Dumbill, 2021). However, this provision was short-

lived, and the formal concept of ML remained off the agenda until 1975.  

The Employment Protection Act 1975 is an Act relating to the employment rights of individuals. 

The Act, as the first legislation of ML in the UK, regulated the concept of ML and highlighted the 

primary conditions under which ML could be granted. Under the Act, a female employee is entitled 

to 29 weeks ML if she has worked for the same employer on a full-time basis for two years or a part-

time basis for five years by the 11th week before the expected week of childbirth. However, the 

limitations of this Act are reflected in the somewhat limited coverage, with approximately only half 

of working women being eligible (Striking Women, 2022). This is the reason why the Trade Union 

Reform and Employment Rights Act 1993 emphasises that all pregnant women, regardless of their 

previous employment status, are entitled to 14 weeks of statutory ML; during the leave, they are 

protected from termination or other forms of discrimination on the grounds of pregnancy. Since then, 

the UK government has continued to change the details of maternity-related policies in line with local 

trends. Also, the length of ML has been extended on several occasions, including the Employment 

Relations Act 1999, which extended statutory ML from 14 weeks to 18 weeks; the Employment Act 

2002, which extended it from 18 weeks to 26 weeks; and the 2006 Act from 26 weeks to 52 weeks 

(Equality and Human Rights Commission, 2010; SPLASH-DB, 2022). 

Today, women are entitled to 52 weeks of ML if they notify their employer of their pregnancy at 

least 15 weeks before the projected delivery date and of the leave's intended start and end dates. 

Female employees can terminate their ML earlier than male employees; however, the minimum ML 

accessible to the typical female employee is two weeks. In contrast, women working in factories need 

a minimum of four weeks (Government Digital Service, 2015b). 

2.1.2 MA and SMP 

While MA and SMP provide monetary support to mothers, the two have different mechanisms. 

For example, the UK received maternity benefits before statutory maternity pay. MA was initially 

introduced in the National Insurance Act of 1911, which stipulated that employed women and wives 

of insured men who had paid premiums were eligible for a lump sum payment of 30 shillings when 

they took ML (Striking Women, 2022). Subsequently, the Employment Protection Act 1975 

introduced a form of maternity pay parallel to the MA scheme. Under this new scheme, female 

employees were entitled to SMP for the period they were absent from work due to pregnancy or 

childbirth (UK Government, 1975). Secondly, MA is paid by the government (Government Digital 

Service, 2015a), whereas employers pay SMP. However, they can claim most of the money back 

from HM Revenue & Customs (Government Digital Service, 2015b). Thirdly, they differ in amount 

as well as eligibility to receive them. Table 1 records the main changes in MA and SMP since 1911. 

When the SMP focuses on whether the woman had ensured that she started working for the same 

employer before becoming pregnant and whether her earnings meet the minimum amount (the 

requirements vary yearly). MA is available if a woman changes jobs during pregnancy, does not earn 

enough to qualify for SMP, or is unemployed or self-employed while pregnant (Government Digital 

Service, 2015a). 
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Nowadays, the SMP is paid for up to 39 weeks, including: 90% of female average weekly earnings 

for the first six weeks; £156.66 or 90% of your average weekly earnings (whichever is lower) for the 

next 33 weeks. If the women do not meet the qualifications for SMP, they are eligible for a MA of 

39 weeks, but the amount may vary. Women who are employed or have recently ceased work will 

receive £156.66 per week or 90% of their average weekly earnings. A self-employed person will 

receive between £27 and £156.66 per week (depending on whether the mother was previously insured 

and the number of weeks she paid in). 

Table 1 The main changes in MA and SMP 

 
 

2.1.3 Work Protection 

The Employment Protection Act 1975 emphasises for the first time that an employer cannot 

dismiss an employee because she is pregnant or for any other reason related to her pregnancy; 

otherwise, it will be considered an unfair dismissal. In addition, employees have the right to return to 

work at any time up to 29 weeks after giving birth (SPLASH-DB, 2022). Supposing a person believes 

they are a victim of discrimination due to pregnancy or childbirth, in that situation, they can take their 

case to an employment tribunal, regardless of how long the employee or worker has been employed 

(ACAS, 2018). Discrimination includes dismissal, not giving them work, changing their pay or other 

terms, forcing them to work while on ML, and preventing them from returning to work because they 

are breastfeeding (ACAS, 2018). 
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2.2 The 2006 Act 

In fact, in addition to ML, parental leave, paternity leave, and adoption leave are also available 

regarding childbirth and child-rearing in the UK. Using the 2006 Act as an example, which this study 

will address, this law initially expanded ML and SMP and modified the monetary benefits. Then a 

new provision was introduced for employers to provide employees with additional paternity leave 

(APL) and additional paternity pay (APP) for the second six months of the 12-month ML (UK 

Government, 2006). This will allow the father to take time off for childcare when the mother returns 

to work after ML. The most significant difference between APL and ML is that the beneficiaries of 

the policies are different (International Labour Office et al., 2014). The beneficiaries of ML are only 

the mothers, but the recipients of APL are decided by mutual agreement between the parents. There 

is no denying that the original intention of paternity leave was to involve fathers in the parenting 

process, not to make mothers solely responsible for childcare (Petts, 2018). However, as the Women's 

Budget Group (2018) states, the use of paternity leave by citizens in the UK, as in most other countries, 

is highly gendered. Data from Chanfreau et al., (2011) shows that in 2008, 90% of mothers took more 

than 26 weeks of ML, while 70% of fathers took less than two weeks of paternity leave. This paper, 

therefore, argues that the change in female employment data as a result of the 2006 Act is mainly 

attributable to the shift in ML and not to other components. 

Apart from the advantage that much of the 2006 Act relates to ML, another critical point is that 

the various provisions relating to ML have undergone several changes over the past decades. However, 

the main elements of ML, including the timing and calculation of ML and financial benefits, have not 

changed since 2006. This can be explained by the fact that the 2006 Act is sufficiently comprehensive 

and reasonable to be of interest for research purposes. 

In summary, this section examines the history of ML in the United Kingdom and the rationale for 

selecting the 2006 Act as the primary study subject. The following section will better collate the 

existing literature on ML to identify the Act's impact on women's employment. The aim is to build 

on the current theoretical and empirical evidence to establish hypotheses relating to the 2006 Act. 

3. Literature Review 

The term 'maternity leave' is not a new research term in the UK. However, most of the research 

has focused on the effects of ML on children . Examples include the impact of ML on children's 

health (Strang & Broeks, 2017); ML and children's cognitive behavioural development (Baker & 

Milligan, 2014); the relationship between ML and duration of breastfeeding (Hawkins et al., 2007) 

or childcare services and female employment postnatal employment (Fagan & Norman, 2012), and 

others (Zabel, 2009). Therefore, there is a need to extend the scope of the literature to the world.  
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Table 2 Attitudes of different scholars for ML 

 
 

However, another problem arises when scholars in various countries discuss the impact of ML on 

female employment as they have different research strategies and bring similar or opposite 

conclusions. For example, while Aisenbrey et al. (2009) use cross-country data for quantitative 

analysis and demonstrate the negative impact of extended leave on women's career development, Vu 

and Glewwe (2022) focus their study on a single country, Vietnam, and conclude that extended the 

leave duration does not increase the gender employment gap. While some scholars have demonstrated 

that ML can induce women to enter the labour market (Hanel, 2012), others have argued that because 

of ML, employers may be reluctant to hire women who have children or who intend to have them 

soon (Le and Pham, 2021). Similar differences also appear in the literature related to women's 

economic treatment, gender norms, and employment choices (see Table 2).  

At the same time, similar provisions from ML may have diverse impacts in different countries. 

For example, in the same case of extended the duration of ML, Uribe et al.'s (2019) study in Colombia 

found that it increased the probability of women within working age dropping out of the labour market. 

However, Vu and Glewwe's (2022) study in Vietnam found that extended duration of ML encouraged 

a shift from unofficial work (such as domestic or farming work) to private official work for women. 

Therefore, it is unrealistic to confirm the impact of the Act 2006 on UK female employment simply 

by collating the existing literature. The usefulness of the literature review is that findings from 

individual countries can help this paper to build hypotheses about the Act 2006 in the UK. In addition 

to this, this chapter will summarise the research methods in the relevant literature in order to find a 

suitable methodology for this study. 

3.1 Impact of ML on female employment 

Before discussing the impact of ML on women's employment, it is worth emphasising that 

different data represent different meanings. For example, the female labour force participation rate 

(FLFPR) is not the same as the employment rate; a woman being unemployed does not mean she is 

out of the labour market. It is useful to know the definition of each figure to better analyse the reasons 

for the impact of ML on women's employment. Specifically, the FLFPR represents the proportion of 

a country's working-age population actively participating in the labour market by working or seeking 

work (ILO Department of Statistics, 2015) . This can be explained by the fact that the FLFPR is 

calculated to include not only women who are already employed, but also unemployed women who 
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are temporarily unemployed but actively seeking work and willing to work. Conversely, women who 

have not looked for work in the last four weeks and/or are unable to start work in the next two to six 

weeks would drop out of the labour market (UK Government, 2021). In addition to this, the average 

weekly earnings (AWE) for women and the gender pay gap (GPG) represent different concepts. If 

the AWE can be used as the main indicator of changes in women's earnings (Office for National 

Statistics, 2019), the GPG is more concerned with the average earnings gap between men and women 

(White,2021). Therefore, when discussing the impact of ML on female employment, the FLFPR, 

employment rate, unemployment rate, AWE, and GPG should all be discussed separately and not 

lumped together. 

 

Table 3 Data that May be Relevant to Female Employment 

 
 

3.1.1 FLFPR 

The available empirical evidence on the impact of ML on FLFPR after childbirth, during childbirth, 

and in the long term is mixed (Schönberg & Ludsteck, 2007; Miller, 2014; Low & Sánchez-Marcos, 

2015). There is no denying that well-set ML can induce women to enter the labour market (Hanel, 

2012). For example, the UK government requires female employees to meet a minimum of 26 weeks 

of continuous work for their employer when claiming SMP (Government Digital Service, 2015b); 

Spain's eligibility for paid ML requires that women work at least 180 days in the seven years prior to 

the child's expected date of birth or 360 days throughout their working life (Instituto Nacional de la 

Seguridad Social, 2021). These regulations have increased the likelihood that women will enter the 

labour market before giving birth, thereby increasing female labour force participation (Hanel, 2012). 

Besides, for women who want to return to work after childbirth, employment protection reduces the 

search costs for re-entering the labour market and facilitates the development of female participation 

rates (Smeaton, 2006; Low & Sánchez-Marcos, 2015). 
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However, the negative effects of some inappropriate provisions of ML, such as too long or too 

short, on women's labour force participation may override these positive effects mentioned above. 

Specifically, research suggests that if mothers are provided with unpaid leave or shorter paid leave 

(less than 12 weeks), women may have to quit their jobs to take time off to care for young children, 

or they may even leave the labour market altogether (Keck & Saraceno, 2013). Moreover, when 

women leave the labour market, their employment opportunities decrease with the time they have 

been out of work (Schönberg & Ludsteck 2014), which makes it more difficult for them to re-enter 

the labour market (Manchester, Leslie and Kramer, 2013; Keck & Saraceno 2013). Meanwhile, ML 

with longer duration (longer than six months) may have a negative impact on the rate at which 

mothers return to work (Del Boca et al., 2008; Olivetti & Petrongolo, 2017; Canaan et al., 2022), as 

longer leave duration increases labour costs for women. Specifically, the increase in labour costs 

refers to the fact that when an employee is pregnant, employers must hire replacement workers to 

keep the job running during the leave period (UK Government, 2020), and the extended leave means 

that the position remains vacant for a longer period of time. Furthermore, when employers are 

required to pay wages or other financial benefits during women on leave with no or little government 

contribution (Karshenas et al., 2014), these additional costs all lead to increased employment 

expenses for women (Del Boca et al., 2008; Low & Sánchez-Marcos, 2015). Considering the costs 

associated with ML, employers may be reluctant to hire women who have children or who intend to 

have them soon (Le and Pham, 2021), this will prevent women from entering the labour market.  

The effect of ML on women's health can also bring changes to FLFPR. On the one hand, ML with 

financial benefit and an appropriate duration is associated with maternal health after childbirth 

(Chatterji & Markowitz, 2008; Borrell et al., 2013; Dagher et al., 2013; Jou et al., 2017). For example, 

Chatterji and Markowitz (2008) found that taking more than 12 weeks of ML reduced maternal 

depression symptoms by 15% on the Centre for Epidemiological Studies Depression Scale. Kornfeind 

and Sipsma (2018) conducted a multivariable logistic regression on responses to a health 

questionnaire among 177 full-time working women in the US who had returned to work after giving 

birth. A multivariable logistic regression analysis also supports the finding that ML of 12 weeks or 

more is associated with a reduction in the likelihood of postnatal depressive symptoms. Also, ML 

reduced the probability of maternal hospitalisation after delivery by almost 50% (Jou et al., 2017). 

Physical and psychological well-being is generally associated with increased labour force 

participation (Mushtaq et al., 2013).  

On the other hand, long periods of leave may instead increase the psychological stress of women 

at work. In the case of mothers who work on the police force, for example, Langan et al., (2016) note 

in their study that police mothers are not only asked to be good mothers, i.e. to take on most of the 

planning, management and provision of household and childcare in line with the gender division of 

labour in the home; they are also asked to be good police officers, prioritising work over family. 

When prolonged leave can expand the responsibilities of mothers in family childcare (Hideg et al., 

2018), the family-work conflict faced by police mothers can also be exacerbated. On top of this, while 

a policewoman is on ML, her workload is undertaken by other police officers; no additional agency 

is designated to replace her. This situation may breed resentment among her peers and deepen the 

negative perceptions initiated or intensified by the pregnancy announcement as the length of leave 

grows. This explains why Maxwell et al., (2018) mentioned in their study that respondents felt or 

were perceived to be responsible for the complications they caused for their colleagues and workplace 

when taking ML. This sense of responsibility is a source of tension, stress and feelings of injustice 

(Maxwell et al., 2018). Le and Pham (2021) mention that female employees' attitudes in the face of 

ML were negative as many respondents witnessed their colleagues returning to work after childbirth 

either being placed in lower paid positions or being dismissed. These psychological pressures may 

accelerate women's withdrawal from the labour market. Overall, the length of ML is key, whether the 

impact of ML on labour force participation rates is analysed in terms of employment costs or in terms 

of the physical and mental health of mothers. 
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Although the optimal duration for increasing female labour force participation is debated, most 

studies point to the disadvantages of an excessive leave duration and highlight the inverted U-shaped 

relationship between the duration of ML and FLFPR (Akgunduz & Plantenga, 2012; Del Rey et al., 

2020; Steiber & Haas, 2012). Specifically, Del Rey et al.'s (2020) quantitative study of FLFPR during 

1994, 2004 and 2011 in 159 countries/territories demonstrates that the threshold of ML' length is, on 

average, between 25 and 34 weeks. Below this threshold, increasing leave duration will increase 

FLFPR; while above this threshold, increasing the length of ML may lead to a decrease in FLFPR. 

Other studies have also shown that 30 weeks of paid leave has the most positive impact on labour 

market participation (Akgunduz & Plantenga, 2012). ML would bring a more positive impact if the 

financing received by women during their leave came from the government rather than from their 

company (Amin, 2019). However, in the 2006 Act, the UK government extended the duration of ML 

from 26 weeks to 52 weeks; the SPM and MA would be extended from six to nine months. The law 

also states that employers must pay employees 90% of their average weekly earnings (before tax) as 

SMP (UK Government, 2006). Therefore, this paper’s hypothesis 1 is that: 

The 2006 Act reduced the FLFPR. 

3.1.2 Employment and Unemployment Rates 

There is no denying that most ML have provisions related to protecting women's employment 

during and after childbirth. For example, many countries explicitly prohibit employers from 

discriminating against women during pregnancy or breastfeeding (The U.S. Equal Employment 

Opportunity Commission, 2015; Maternity Action, 2021), which reduces the likelihood of women 

losing their jobs due to childbirth. In addition, the job protection provisions in the ML emphasise the 

right of female employees to return to exactly the same job under the same terms and conditions as 

before the ML (Maternity Action, 2021). The effect of this provision has been demonstrated in 

Germany, the USA and Sweden: during an eight-year observation window, 81% of women in the 

USA were in the same or similar job after childbirth; the corresponding figures were 80% in Germany 

and 75% in Sweden (Aisenbrey et al., 2009). Thus, for women who want to return to work after 

childbirth, the ML help them continue the employment. However, this set of provisions may not have 

had the desired employment protection effect in practice. Specifically, longer leave reduces women's 

employment rates because employers may be reluctant to hire women who have children or who 

intend to have them soon as the cost of employment increases (Le and Pham, 2021).  

In addition to this, prolonged duration of ML increases female unemployment. Part of the evidence 

comes from qualitative studies of female employment. For example, Olivetti and Petrongolo (2017) 

show that when a woman takes a longer leave of absence, she is less likely to progress in her career 

upon returning to work and also faces a greater risk of dismissal or demotion. Le and Pham (2021) 

mention in their study that female employees' attitudes towards ML are negative, as many respondents 

who witnessed their colleagues returning to work after childbirth were either placed in lower paid 

positions or dismissed. Also, a quantitative study by Uribe et al.(2019) states that the Colombian 

Government's decision that  extending ML from twelve to fourteen weeks increased the likelihood 

of women become unemployed when they are childbearing age. Based on this research, this paper’s 

hypothesis 2 is that: 

The 2006 Act is detrimental to female employment. 

3.1.3 AWE and GPG 

Cerise et al., (2013), Hallward-Driemeier and Gajigo(2015), and International Monetary Fund. 

(2018) argue that the decision by the government or employers to provide financial security for 

women and their families during ML enhances women's status and decision-making power within the 

family. The introduction of maternity pay or maternity benefits can also increase women's wages 

during childbirth (Schönberg & Ludsteck, 2014). However, taking ML, especially for long periods, 

has a significant negative impact on mothers' postnatal wages (Schönberg & Ludsteck, 2007; Olsen 

et al., 2010). On average, mothers' wages are lower than those of women without children (Budig & 

England, 2001; Sigle-Rushton & Waldfogel, 2007). This negative effect on wages due to childbirth 
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is also known as the motherhood penalty effect (Gough & Noonan, 2013; Kahn et al., 2014). The 

association between maternal wage penalties and ML is mainly reflected in the evidence from several 

countries that the longer the leave is taken, the more pronounced the postnatal wage penalty effect is 

(Baker, 2011). In Germany, for example, the wage penalty increases with the length of leave (around 

1% for each month beyond the statutory length of paid maternity leave) and this penalty effect is also 

present eight years after the birth (Schönberg & Ludsteck, 2007). In the UK, a 1% penalty on average 

wages has been found for every time a woman leaves work to take up family care work, and the 

impact on long-term earnings is even greater (Olsen et al., 2010). In Australia, Baker (2011) found 

that women who returned to work within 12 months of taking leave suffered a wage loss of almost 

7% in the first year of returning to work, increasing to almost 12% in the second year. This loss 

continues into the third year of returning to work. Human capital theory can explain how longer leave 

has a greater impact on mothers' postnatal wages, specifically an increase in a person's stock of 

knowledge or human capital raises her human capital endowment - the skills and abilities that a person 

uses for productive purposes (OECD, 2021) - and thus increases earnings (Schönberg, 2007). 

Similarly, the longer an individual spends on education or training, the higher the expected wage 

(Dearden et al., 2006). Thus, career interruptions due to ML may lead to disengagement and human 

capital depreciation for female employees (Dechter, 2014), with longer leave periods representing 

longer career interruptions. Second, in some human capital-intensive positions (e.g. doctors and 

professors), prolonged ML may lead to mothers finding that the education she acquired in school and 

the skills, knowledge and expertise she built up on the job are devalued upon her return to work 

(Grimshaw & Rubery, 2015). Furthermore, the employment trajectory of many mothers after 

childbirth is precarious, regardless of their level of education (STEWART, 2013). These mothers may 

lose skills as they return to a different occupation or job, and their human capital endowment becomes 

lower as a result (Dechter, 2014). Therefore, this paper can make the hypothesis 3: 

The 2006 Act reduces the female AWE. 

The female-only nature of leave in ML increases the GPG between men and women. For example, 

when the significant positive impact of ML on increasing fertility and reducing infant mortality is 

demonstrated (Ahmed & Fielding, 2019; Raute, 2019), mothers' wages decrease with the birth of a 

child, but fathers' wages remain the same or even increase (Aranda & Glick, 2013; Luhr, 2020). This 

is because, according to human capital theory, ML provided for women only represents a market exit 

that mothers have to take before and after childbirth, but fathers do not. When women are out of the 

labour market for longer periods and their careers are affected by the leave, men's careers remain 

largely unchanged. This explains why Kleven et al, (2018) highlight in their paper that in the decades 

following the birth of a child, fathers and non-parents earn roughly the same amount, but there is a 

large gap between the wages of them and mothers. This is because the human capital depreciation 

borne by mothers as a result of childbearing is much more severe than that borne by fathers. 

It is worth noting that the 2006 Act is not a women-only law. It introduced a new statutory right 

to provide employees with additional paternity leave (APL) and additional paternity pay (APP) for 

the second six months of the 12-month ML. This will allow the father to "take time off for childcare" 

when the mother of the child returns to work after ML. However, as Women's Budget Group (2018) 

states, in the UK, as in most other countries, the use of paternity leave is highly gendered. According 

to the statistics, in 2008, 90% of mothers took more than 26 weeks of ML, while 70% of fathers took 

less than two weeks of paternity leave. Therefore, it is possible to make the hypothesis 4: 

The 2006 Act has increased the GPG 

3.1.3 Full-time and part-time job 

Childbirth usually implies a broader change in women's labour market behaviour than just a longer 

break from work. Instead, in seeking to achieve an adequate work-family arrangement, women may 

choose to continue their careers in a more mother-friendly environment, even at the cost of lower 

wages (Tomlinson, 2006). Among these, part-time work is popular with women because of its 

flexibility, and it allows them to combine work with family responsibilities (Renda et al., 2009). Data 

from the UK Household Panel Survey showed that less than 10% of women continued to work full-
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time after having children (Harkness, 2016). There is no denying that working part-time as opposed 

to not working not only ensures that mothers return to the labour market, build human capital and 

increase household income but also saves on childcare costs between the end of maternity leave and 

the child's third birthday (Hill et al., 2004). However, part-time work represents low income, low 

stability and low continuity compared to full-time work (Hill et al., 2004; Renda et al., 2019). A 

qualitative study of women's postnatal employment options mentioned that "companies will not take 

seriously those who give up full-time work because of other commitments"; and that "part-time work 

of less than three days a week is a problem" (Baird & Charlesworth, 2007). The UK Government 

Equalities Office has also described the change of mothers who are unemployed, working part-time 

or in lower status jobs after giving birth as a 'downgrading' of mothers' careers (Harkness et al., 2018). 

Therefore, if maternity leave facilitates the transition from full-time to part-time work, it can be 

argued that the impact of maternity leave on women's employment choices is negative. Firstly, 

maternity leave increases women's responsibilities in childcare tasks (Ryder, 2014), thus contributing 

to women's choice to work part-time after childbirth. Women are already more likely than men to be 

identified as homemakers and primary caregivers of children in industrialised economies (Eagly & 

Wood, 2012; Lyonette, 2015). In granting 'generous' leave rights to mothers, the law reinforces old 

gender stereotyping and expectations (Hideg et al., 2018; OHCHR, 2021). Women may be seen, and 

perceive themselves, as providing better care for their children (Ryder, 2014) and thus take up 

childcare on their own initiative. Secondly, the impact of ML on women's employment choices is also 

related to the maternal wage penalty mentioned above. This is because when both parents' leave ends, 

someone in the household has to be responsible for childcare. Mothers are more likely to withdraw 

from the labour market or choose part-time work with more flexible hours to take on childcare 

responsibilities than fathers who earn more. This choice is a compromise between the mother and the 

reality of the situation, in order to secure the family's financial resources as much as possible while 

raising their children. At the same time, the negative impact of maternity leave on mothers' wages 

increases as the length of leave increases (Baker, 2011). Therefore, it can be simply reasoned that an 

increase in leave time increases the general parental wage gap, thus increasing the likelihood that 

mothers will choose to work part-time. Thus, the hypothesis 5 is that: 

The 2006 Act encourages women to choose part-time job. 

3.2 Review of research methods 

When discussing the relationship between ML and female employment, different scholars have 

various research strategies and directions. Some of these scholars tend to use cross-country data, 

although the scope of the data chosen by different scholars may differ. For example, Aisenbrey et al., 

(2009) use labour data from three countries with different provisions for ML (the United States offers 

the shortest protected leave; Sweden offers long and financially well-compensated leave; and 

Germany offers longer but less generous leave) to demonstrate the negative impact of long leave 

periods on women's career progression: an increasing risk to career upward mobility and reducing 

chances of upward mobility. A similar argument emerges in Del Rey et al. (2020), a study of 159 

countries, which found an inverted U-shaped relationship between leave duration and female 

participation and that female labour force participation decreases with longer ML when it exceeds 34 

weeks. However, this view is contrary to the results of Amin (2019), whose analysis of firm-level 

survey data from 66 predominantly developing countries shows a strong positive relationship between 

ML and the proportion of female employees in the firm. Specifically, the team's conservative 

estimates suggest that each additional week of ML increases the proportion of female employees in 

the private sector by 2.6 percentage points. The association between ML and female workers was 

more positive when ML was funded by the government, rather than paid for by firms (Amin, 2019). 

All discuss the impact of extended leave, but different scholars produce different findings, which may 

be due to significant national differences in women's decisions regarding labour market participation. 

National differences stem from cultural factors as well as welfare characteristics across countries, 

beyond what can be captured by the analysis of the study (Brugiavini et al. 2013). Findings based on 
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large, cross-country datasets give readers little insight into what is happening in a particular country 

within a specific policy context. 

As a result, a subset of scholars has also chosen to focus their research on a particular region and 

discuss the impact of ML' duration on female employment by comparing data differences before and 

after policy changes in that region between groups that are more affected by the legislation (treatment 

group) and those that are relatively unaffected by it (control group). This approach takes into account 

the differences in labour markets and regulations across regions. For example, Uribe et al. (2019) 

found in their study of the 2011 amendments to the Colombian labour code that extending the length 

of leave from 12 to 14 weeks increased the likelihood of inactivity, informality and self-employment 

among women aged 18-30 compared to women aged 40-55; and that women aged 18-30 were more 

likely to be unemployed compared to men of the same age.  

Le and Pham's (2021) research in Vietnam offers a different perspective. By comparing the formal 

employment rates of different characteristics of people surveyed by the Vietnam Household Living 

Standards Survey in 2008, 2010, 2014, and 2016, Le and Pham (2021) conclude that although the 

gender wage gap is greater for women with babies than for women without, the employment gap 

between men and women was not exacerbated by the expansion of ML from four to six months in the 

2012 labour law. This conclusion is supported by Vu and Glewwe (2022) who argue that the extension 

of ML' length from four to six months has encouraged women to move from informal work (such as 

farm or non-farm domestic work) to private formal employment. This shift occurred mainly in 

manufacturing, where formal employment was more prevalent than in other sectors, and the impact 

was also concentrated on medium-skilled occupations such as machine operators, factory workers, 

craft workers, and clerks (Vu & Glewwe, 2022). 

Table 4 Treatment and control groups in different studies 

 
 

In addition to the two quantitative methods of analysis, qualitative analysis is popular when 

discussing women's experiences of returning to work after childbirth. This is because qualitative 

research tools such as interviews can appropriately capture the complex range of emotions 

experienced by respondents, including apprehension, sadness, panic, fear, depression, moodiness, 

uncertainty, but also excitement and anticipation about returning to work (Spiteri & Xuereb, 2012). 

For example, in Costantini et al.'s (2022) study for the nurse who returned to work after ML, the 

nurses interviewed described themselves as "more patient and calm" and "feeling good" to show their 

change of returning with greater sensitivity and better understanding of others; with "I felt ashamed" 

and "I was surprised" to report doubts and uncertainties about their expertise after returning to work. 

However, qualitative research related to ML may be more inclined to discuss working women's 

feelings about pregnancy, taking ML and returning to work (Langan et al., 2016; Maxwell et al., 

2018), rather than directly discussing the impact of ML on women's employment. For example, 

Maxwell et al. (2018) noted in the study that ML is a law relevant to women, but that it is often 

constructed as a burden to be handled by their leader, which has the further effect of shifting the 

burden onto the women themselves. Interviewees felt or were perceived to be responsible for the 

complications their absence created for their colleagues and work units, and this sense of 
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responsibility was a source of tension, stress and perceived injustice (Maxwell et al., 2018). 

Qualitative research has the advantage of recording much information that is not expressed in the 

data, as well as emotions, but it is difficult to be used directly to construct a relationship between ML 

and female employment. Some scholars also use mixed methods, such as mixing quantitative surveys 

with the results of in-depth interviews with pregnant women and mothers of babies aged 0-11 months 

(Nguyen et al., 2022), among others. 

Of these four methods, the second research method that used for Uribe et al. (2019) and Le and 

Pham's (2021) research is the most appropriate for examining the impact of the 2006 Act in the UK. 

Because both Uribe et al. (2019) , and Le and Pham's (2021) research are focus on a single specific 

area, this is suit for the research in UK. Meanwhile, the choice that only focus the research on one 

area will reduces the impact of cultural and economic differences in the comparison of data. Beyond 

this, the sections on setting up treatment and control groups and the selection of data will be explained 

in the next section. 

4. Methodology 

4.1 Research Methods 

This paper provides a critical analysis of ML in the UK from the perspective of changes in the data 

from several occupations held by females. The design and methodology of this study is more 

exploratory and interpretive rather than measuring social and cultural phenomena. It aims to discover 

the direct impact of ML on women's employment, rather than limiting itself to describing the details 

and objectives of ML developed by the government. To achieve the aims of this study, the author 

advocates using the research methodology of Uribe et al. (2019), whereby the impact of ML is 

analysed by comparing data from groups that are more affected by the legislation (the treatment group) 

with those that are not (the control group). 

Specifically, there are three reasons for choosing this approach. Firstly, the quantitative approach 

can deal with larger populations and quantifiable data compared to the qualitative approach. There is 

no denying that qualitative analysis can directly document the experiences and thoughts of female 

employees when conducting research on topics related to female employment and maternity leave 

policies. However, the limitations of qualitative methods are reflected in the fact that the qualitative 

approach produces information or descriptions of situations, events, people, interactions and observed 

behaviours (Sutton & Austin, 2015). The quality of the research depends heavily on the personal 

skills of the researcher and is more susceptible to the personal biases and idiosyncrasies of the 

researcher (Anderson, 2010). In contrast, the quantitative research produces numerical data (Mcleod, 

2019) that enables generalisation and objectification of results (Polit & Beck, 2010). When dealing 

with larger populations and quantifiable data, quantitative methods are better able to measure 

something or test a hypothesis (Bridgmon & Martin, 2012). In addition to this, the advantage of 

quantitative research is its predictability. It means that the research team can use quantitative research 

to draw relationships between variables and make recommendations for future policy development 

based on the data available. The primary objective of quantitative research is to ensure that causality 

predictions are based on precise, reliable, and generalizable metrics (Apuke, 2017). 

Secondly, Uribe et al.'s (2019) research is a secondary study of national data. Unlike a primary 

study where the researcher obtains data directly from the original source, a secondary study involves 

the collection, synthesis and analysis of data previously generated and collected through primary 

research methods (Vartanian, 2010). The greatest advantage of secondary research is that in most 

cases the data is easily accessible, especially when collected from online sources. In addition, 

secondary research avoids the issue of research ethics (Tripathy, 2013). 

Finally, the aim of this study is to discuss the impact of ML in the UK. This is in line with Uribe 

et al.'s (2019) approach, which emphasises that keeping focus on single specific region. Following 

the methodology, it was necessary to select the appropriate data sources; set up the control and 
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treatment groups; and process the data collected into what is needed for the study in order to provide 

comprehensive and reliable results for the data analysis in the next section. 

4.2 Data Sources 

All the data for this study is taken from the Office for National Statistics (ONS) in the UK. This is 

because, firstly, the ONS has a high level of credibility as the official data statistical authority in the 

country. Secondly, the ONS has a wide range of data, with data on FLFPR, AWE, GPG and female 

part-time employment all being included in the database, although they may fall into different 

categories. For example, FLFPR and female part-time employment are sourced from the Labour 

Force Survey, a survey of households (ONS, 2022a; ONS 2022b). AWE and GPG are sourced from 

the Annual Survey of Hours of Work and Earnings (ONS, 2021a; ONS, 2021b). 

4.3 Control and Treatment Groups 

The new law applies to the entirety of the country's territory. Therefore, it was difficult to locate 

geographically distinct treatment and control groups throughout the research. However, in my opinion, 

creating a comparison group is a valid option for interpreting the differential impact experienced by 

women of childbearing age. 

In order to identify the groups affected by the legislation, this study expected the maternity leave 

legislation would affect women in the higher childbearing age group more than women in the lower 

childbearing age group. This is due to the prevailing social perception that women in the higher 

childbearing age group are likely to become pregnant in the near future. This perception is often taken 

into account by employers when calculating the expected value of employing women from this group. 

Table 5 shows the fertility rates for different age groups in the UK as reported by the Office for 

National Statistics (CLOSER, 2021). There are clear differences in fertility rates for some groups (e.g. 

25-29 versus 40 and over) and less clear differences for others (e.g. 25-29 versus 30-34).  

Table 5 Age-specific Fertility Rates, 2001 to 2012 

 
 

Given that the ONS Labour Force Survey and the Annual Survey of Hours and Earnings have 

different age grouping criteria, there is a slight difference when setting the control and treatment 

groups for different data. Specifically, in the Labour Force Survey, which records FLFPR and the 

number of part-time workers, age groups include 18-24, 25-34, 35-49 and 50+. Therefore, women 

between the ages of 18 and 34 can be the treatment group, and women over 35 are the control group. 

On average, the fertility rate for the treatment group hovered around 29.9% over the period analysed 

(2001 to 2012), compared to around 0.65% for the control group. The age grouping rules for the 

Annual Survey of Hours of Work and Earnings, which includes data on average earnings and the 

gender wage gap, are 18-21, 22-29, 30-39 and 40-49, among others. Therefore, when discussing the 

impact of policies on women's average earnings and gender wage gaps, women aged 18 to 39 can be 

in the treatment group and women aged 40 and over in the control group. Between 2001 and 2012, 

the fertility rate for the treatment group was 35.2% compared to 0.11% for the control group. However, 

regardless of the age range of the treatment and control groups, the key is that one is affected by 

legislation and the other is not.  

This study also includes men as a control group. This group of males is not affected by the 

legislative changes and, gender discrimination aside, has similar work experience and other 

characteristics that would make them a close substitute for the females in the treatment group of this 

study. 
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4.4 Data Processing 

Considering that the 2006 Act came into force on 1 April 2007 (UK Government, 2006), the 

average data from April 2004 to March 2007 can therefore represent data prior to the law becoming 

effective. Correspondingly, the average data for April 2007-March 2010 represent data after the law 

came into force. If some data are not recorded in months, the average for 2004 to 2006 represents the 

situation before the law took effect and the average for 2007 to 2009 represents the situation after the 

law took effect. 

For example, in order to obtain the average FLFPR for the control and treatment groups before 

and after the law came into force, the first step in the data processing was to calculate the total 

population of each age group for each year. For the working age population, they have only two states, 

economic activity and inactivity (ILO Department of Statistics, 2015). This means that the number 

obtained by combining the active and inactive levels for each age group is the total population for 

that age group. Based on this principle, it is easy to calculate that, in January-March 2002, there were 

2,493,000 women aged 18-24 and 4,170,000 women aged 25-34 in the UK. From this, it is calculated 

that there were 6,663,000 UK females aged 18-34 at this time.  

Table 6 The female labour market situation in January-March 2002 

 
 

The formula is that： 

Labour Force Participation Rate (LFPR) = (Labour Force ÷ Non-Institutional Civilian 

Population) x 100. 

Base on the formula, it can be calculated that the LFPR for females aged 18-34 is (1756 + 3117) / 

6663 x 100 = 73.1%. Following this idea, it is possible to calculate the LFPR data for females aged 

18-34 years and those aged 35+ for each month from 2002-2011. This resulted in the calculation of 

average data for April 2004 to March 2007 and April 2007 to March 2010.  

Due to space constraints, the process of calculating the four relevant data (FLFPR, AWE, PGP, 

Employment rate) will be omitted from this paper. The results of the calculations are presented in the 

next section, in addition to an analysis of the changes in the data before and after the law came into 

force, based on the results of the calculations. 

5. Findings 

By analysing data on female employment before and after the 2006 Act came into force, this 

chapter presents some findings in relation to the FLFPR, AWE, GPG, employment rates and the 

proportion of women working part-time. 

5.1 FLFPR 

Figure 1 reports the trends in FLFPR by age group from 2002 to 2011 in the UK. Indeed, the 

proportion of women participating in the labour force is highest for those aged 35-49 years, remaining 

at around 80%. No significant change in FLFPR for most age groups except for the 35+ age group 

which showed a significant upward trend (from 67.8% in 2002 to 72.8% in 2012) and the 18-24 age 

group which showed a significant downward trend (70.9% to 66.1%). 
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Figure 1 Trends in FLFPR by age group, UK, 2004-2010 

In order to more clearly compare the differences in data between high-fertility women aged 18-34 

and low-fertility women aged 35+ before and after the 2006 Act came into force, this study advocates 

using April 2007 (when the law took effect) as the cut-off point, and using the average data from 

April 2004 to March 2007 to represent the data before the law came into force. Correspondingly, the 

average data from April 2007 to March 2010 represents the data after the law came into effect. Table 

7 illustrates the labour market situation for the treatment and control groups for the period 2004-2007. 

In general, a lower proportion of women aged 35 and over entered the labour market than women 

aged 18-34, either before or after the law came into force. Although the number of women aged 18-

34 entering the labour market increased from 4,916,000 to 5,062,000, the FLFPR tended to decline 

(approximately 73.15% before the policy came into force and 72.90% after). Conversely, the 

treatment group maintained an upward trend both in terms of the number of people entering the labour 

market (before 8,440,000 and after 8,828,000) and the economic activity rate (before 69.56% and 

after 70.73%). 

Table 7 Labour market situation in the treatment and control groups during 2004-2007 

 
 

It is undeniable that the number of people entering the labour market gained positively for women 

of different ages in both groups. However, the FLFPR of the two groups showed different trends. In 

brief, after the 2006 Act entered effect, the FLFPR of the treatment group (women aged 18-34) 

decreased by 0.25% while that of the control group (women aged 35+) increased by 0.13%. 

Considering that the control group represents the labour market situation of women who are relatively 

unaffected by ML because of their low fertility. The rising FLFPR in the control group is therefore 

indicative of the overall encouraging environment for women to enter the labour market in the UK 

around 2006. Thus, the decline rather than the rise in FLFPR in the treatment group suggests that the 

2006 Act is not conducive to women of childbearing age entering the labour market.  

5.2 Employment and Unemployment Rates 

Table 8 shows the statistics on the number of employed, the employment rate, the number of 

unemployed and the unemployment rate for the treatment and control groups from April 2004 to 

March 2001. In general, women aged 18-34 had fewer people employed; more people unemployed; 
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and higher unemployment rates than women aged 35+, both before and after the new law became 

effective. Undeniably, before the new law came into force, the employment rate was higher in the 

treatment group (68.33%) than in the control group (67.55%), but after the new law came into force, 

the employment rate was lower in the treatment group (66.55%) than in the control group (68.01%). 

The reason for this result is that, although the average number of employed women aged 18-34 rose 

from 4,596,000 before the new law came into force to 4,622,000 after it came into force, the 

corresponding employment rate fell from over 68.33% to 66.55%. At the same time, women in the 

control group show a steady upward trend in both the number of employed persons (from 8,200,000 

to 8,489,000) and the employment rate (from 67.55% to 68.01%).  

Table 8 Employment and unemployment rates during 2004-2011 

 
 

Faced with the fact that the unemployment rate for both groups of women increased after the new 

law came into force, this study proposes to compare the impact of the new law by calculating the 

extent of the change in the female unemployment rate. The extent of the change in the unemployment 

rate can be calculated as: 

 (Changed unemployment rate - Original unemployment rate) / Original unemployment rate. 

Table 9 Extent of change in unemployment rate 

 
 

Table 9 shows the calculated results for the treatment and control groups. The larger numbers 

representing a more significant change in the unemployment rate. In fact, the extent of change in the 

unemployment rate is almost the same for both groups. Thus the new law did not bring about a 

significant change in the unemployment rate of women. However, compared to the control group, the 

employment rate in the treatment group tended to decrease significantly after the new law came into 

force.  

5.3 AWE 

Table 10 reports the changes in average wages for the treatment and control groups before and 

after the 2006 Act entered into force. This data comparison chose to use the average data for 2004-

2006 to represent the data before and the average data for 2008-2010 to represent the data after the 

law became effective. The reason for this choice is that the 2006 Act went live in April 2007 and the 

annual wage statistics are conducted at the end of the year. This means that the 2007 average wage 

survey covers both before and after the law took effect. Therefore, this study advocates the exclusion 

of 2007 data from the data comparison process and chooses to use data from 2004-2006 and 2008-

2010. 

In general, women aged 40+ with low fertility had higher average wages than women aged 18-39 

with high fertility, both before and after the 2006 Act came into force. Women aged 18-39 as a 

treatment group saw their average wages rise from £285.33 in the three years before the 2006 Act 

became effective to £320.90 in the three years after the law came into force. Meanwhile, the average 
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wage for women aged 40 and over, the control group, rose from £293.31 to £346.81. Faced with the 

fact that the average wage in both groups maintained an upward trend, this study argues for the 

introduction of a new figure, namely the rate of wage growth. 

Table 10 Change in AWE (£) 

 
 

The wage growth rate gives a more accurate picture of the percentage of wage increase, based on： 

The wage growth rate = (average wage after the law came into force - average wage before the 

law came into force) / average wage before the law came into force * 100. 

The wage growth rate for the treatment group was 12.46%, while the wage growth rate for the 

control group was 18.24%. This represents a higher level of wage growth for low-fertility women 

than for high-fertility women after the 2006 Act came into force.  

5.4 GPG 

The GPG is calculated as the difference between the average hourly earnings (excluding overtime) 

of males and females as a proportion of the average hourly earnings (excluding overtime) of males. 

For example, a GPG of 4.0% means that women earn on average 4.0% less per hour than men. 

Conversely, a negative 4.0% GPG means that women earn on average 4.0% more than men. A larger 

figure for the gender gap implies a greater inequality in earnings between men and women. Table 11 

shows GPG data for the UK from 2004 to 2010 at all ages. In general, the wage gap faced by women 

gets worse as they get older. Although the trend from 2004 to 2010 is a downward trend in GPG for 

most age groups. But the 24.2% GPG for the 50-59 age group in 2010 still means that in 2008, men 

aged 50-59 had nearly a quarter more wages than women of the same age. And, the GPG for the 16-

17 age group is the only negative figure of all age groups. 

Table 11 GPG from 2004 to 2010 

 
 

Table 12 shows the GPG before and after the 2006 Act became effective. In general, women over 

40 face greater wage inequality than women aged 18-39, both before (27.3% vs. 9.7%) and after (25.9% 

vs. 8.2%) the law took effect. While the gender wage gap in the low-fertility age group fell from 27.3% 

in 2004-2006 to 25.9% in 2008-2010, the gender wage gap in the high-fertility age group also fell 

from 9.7% to 8.2%. In fact, the 2006 Act did not increase the gender wage gap faced by women of 

high fertility age, and even the gender wage gap fell faster in the treatment group compared to women 

of low fertility in the control group.  

Table 12 Change in GPG (%) 
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5.5 Full-time & Part-time job 

To better illustrate the change in the proportion of women working part-time, Table 14 shows the 

number of people in employment in the UK from April 2004 to March 2011, as well as the number 

of people working part-time and full-time. Both before and after the 2006 Act came into force, firstly, 

there were over 2000 thousand more men than women in employment. Secondly, the total number of 

women in employment rose from 133, 320, 000 to 136, 39, 000, while the number of men in 

employment rose from 15, 584, 000 to 15, 713, 000. This means that over the same period of time, 

employment has grown faster than that of men, although the number of women employed is relatively 

small. Thirdly, full-time female workers grew from 7, 627,000 to 7, 831,000, while full-time male 

workers fell from 13,932 ,000 to 13,818,000. Fourthly, whilst the proportion of women working part-

time fell from 42.75% to 42.60% between 2004 and 2011, the proportion of men working part-time 

rose from over 10.6% to 12.06%. However, the proportion of women working part-time is still four 

times higher than that of men. Meanwhile, although the percentage of women working part-time only 

produced a change of -0.15% before and after the 2006 Act became effective.  

Table 13 The number of people in employment, working part-time and full-time 

 
Overall, by setting up different treatment and control groups and comparing the changes in data 

between the treatment and control groups before and after the 2006 Act came into force, the following 

findings can be basically established: First of all, a higher proportion of women aged 35+ enter the 

labour market than women aged 18-34; the 2006 Act reduced the women with high fertility' s FLFPR. 

Secondly, although the new law brought a similar change in unemployment rates for the treatment 

and employment groups, the employment rate for the treatment group fell significantly and the 

employment rate for the control group rose after the new law came into effect. Thirdly, women in the 

control group had higher average wages than women in the treatment group, both before and after the 

law went into effect. And the new law reduces average earnings for treatment groups. Then, the new 

law does not aggravate GPG, but GPG increases as women get older；16-17 years is the only age 

group where the GPG is likely to be less than 0. Finally, compared to men, the new law does not 

encourage women to choose part-time work. Meanwhile, between 2004 and 2011, the number of 

women in employment grew faster than men. However, the proportion of women working part-time 

is still nearly four times that of men. 

6. Discussion 

Before discussing the impact of the new law on women's employment, it is worth discussing the 

finding that the proportion of women participating in the labour force is highest for those aged 35-49 

years, remaining at around 80%. This can be explained by the fact that 35-49 years old women, as a 

low-fertility (only 5%) group of women, are more popular with employers in the labour market. The 

fact that women with low fertility are less affected by the gap in ML and more popular with employers 

proves that the idea of having a treatment and control group in this paper is largely correct. With this 

in mind, the findings in Chapter 5 are interpreted further in this section. 

In fact, most of the findings in the previous chapter coincide with the hypotheses presented in 

Chapter 3. For example, by comparing labour force participation rates before and after the 2006 Act 



BCP Education & Psychology CEPC 2022 

Volume 8 (2023)  

 

158 

came into effect, this study finds that the FLFPR of the treatment group (women aged 18-34) 

decreased by 0.25% after the new law came into effect, while the FLFPR of the control group (women 

aged 35+) increased by 0.13%.This finding is consistent with Hypothesis 1 that the 2006 Act, which 

reduced the FLFPR in the UK at the time. Although there is no direct evidence in this study to explain 

why the 2006 Act affects FLFPR, it is possible to speculate, based on studies by Akgunduz and 

Plantenga (2012); Del Rey et al. (2020), that the main reason for the negative impact of the 2006 Act 

on FLFPR was its decision to increase the duration of ML from 26 to 52 weeks. Because Akgunduz 

& Plantenga (2012) found in a study of 16 European countries that the reduction in labour force 

participation was associated with an increase in the length of leave; Del Rey et al. (2020) also 

highlight in their study that there is an inverted U-shaped relationship between the length of ML and 

female labour force participation: when ML is greater than 34 weeks, an increase in the length of ML 

may lead to a decrease in female participation. 

Secondly, after comparing the number of employed, unemployed, the employment rate and the 

unemployment rate for women aged 18-34 and 35+, the second hypothesis previously proposed in 

this study was also confirmed, with the new law is detrimental to women's employment. The negative 

impact of the new law on women's employment was reflected in the fact that the employment rate in 

the control group increased significantly while the employment rate in the treatment group decreased 

significantly after the new law came into effect. The concept of labour costs can be used to explain 

why the 2006 Act is not beneficial to women's employment. Specifically, as the labour costs for 

women increase, employers may be reluctant to hire women who are pregnant or expect to get 

pregnant in the near future (Le and Pham, 2021). The 2006 Act not only increased the cost to 

employers of finding replacement employees by increasing the duration of leave, but also increased 

the number of weeks of SMP paid by employers. It is therefore plausible that the 2006 Act led to a 

decrease in the employment rate of women with high fertility rates of 18-34. 

In addition, hypothesis 3, that the new law reduces the AWE of women, is also supported by the 

data. This is because, as illustrated by the AWE data before and after the implementation of the new 

Act, the wage growth rate for the treatment group was 12.46 %, while the wage growth rate for the 

control group was 18.24 %. This represents a higher level of wage growth for women with low 

fertility rates than for women with high fertility rates after the Act came into force in 2006. It can thus 

be demonstrated that the new Act did not favour the growth of women's average wages. This finding 

is consistent with those from Germany and Australia (Schönberg & Ludsteck, 2007；Baker，
2011).The common findings in all three countries can be explained by human capital theory. 

According to human capital theory, an employee's wage is related to the skills and abilities that the 

individual uses to be productive. The more time an individual spends on education or training, the 

higher the expected wage (Dearden et al., 2006). Correspondingly, ML causes a disruption in human 

capital and a reduction in training time, which affects women's earnings. In addition to the hypotheses 

being confirmed, the paper finds a expected result. Specifically, the average wages of women in the 

control group were higher than those of women in the treatment group both before and after the new 

law came into force. The reason for this finding being considered 'expected' is related to human capital 

theory, as women over 35+ generally have more hours of work and experience than women aged 18-

34. 

However, the available data suggest that the new law does not aggravate GPG, which is different 

from the Hypothesis 4. Specifically, based on the literature review in Chapter 3, this study establishes 

a ML-AWE-GPG link based on human capital theory. This link can be explained by the fact that ML 

provided for women only represents a mandatory exit from the market for mothers around the time 

of childbirth, but not for fathers. This means that while women are out of the labour market for a 

longer period of time and their careers are affected by the leave, men's careers remain largely 

unchanged. Therefore, ML reduces women's AWE and thus increases GPG. But the truth is that men's 

AWE is not a variable in the logic originally set out in this study that ML leads to a reduction in 

women's AWE and thus an increase in GPG. This means that if there were other factors that caused 

a decrease in male AWE at the same time as the 2006 Act affected female AWE, then there could be 
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a decrease in female AWE but an increase in GPG. This also explains why hypothesis 3, that the new 

law reduces female AWE, is valid, but hypothesis 4, that the new law increases GPG, is not. 

Meanwhile, by analysing the data on GPG, this study found that GPG increased with female age; 

16-17 years was the only age group where GPG was likely to be less than 0, which means that women 

have a higher AWE than men. The former is similar to the findings of Goldin (2014) and Kleven et 

al. The latter can be explained by the fact that the reproductive gender roles between men and women 

are unclear until the age of 18. At this stage, employees' earnings depend only on the knowledge they 

have accumulated at school and the experience they have accumulated at work. 

Finally, although the percentage of women working part-time produced a change of only -0.15% 

before and after the 2006 Act came into force, this represents a non-starter for Hypothesis 5, that the 

percentage of women working part-time has increased since the 2006 Act came into force. In my 

opinion, the reason for the discrepancy between the hypothesis and the results is not that the 

hypothesis is wrong, but that the data currently used is not comprehensive enough. This is because 

the fact that women are more likely than men to choose to work part-time in order to reconcile work 

and family life is acknowledged by most people. In hypothesising the impact of the new law on the 

probability of women working part-time, this study first highlights the impact of ML on FLFPR, 

AWE and GPG, and then emphasises the impact of this series of data on the probability of women 

working part-time. For example, increasing ML reduces female AWE so that when a parent is faced 

with having to choose a career compromise, it is less costly to the overall family income for the 

mother to choose to work part-time rather than the higher wage father. Therefore, when discussing 

the effect of ML on the proportion of women working part-time, the treatment and control groups for 

the female part-time data should be similar to the discussion of FLFPR, AWE and GPG, in order to 

collate the interactions between the different factors more fluidly. However, because of data 

limitations, ONS did not provide data on female employment (part-time or full-time) grouped by both 

sex and age. This led to the present study having to set all women as the treatment group and all men 

as the treatment group when discussing data on the number and proportion of women working part-

time. Admittedly, the summary data provide a clear and unambiguous picture of male and female 

employment in different years, but this does not bode well for this study. However, the summary data 

means that in addition to the possible impact of the 2006 Act on women with high fertility rates, the 

impact of other external factors such as education policy, economic development and pension policy 

on the employment choices of women of different ages is also recorded. So by analysing data for all 

men or women only, rather than for each age group, it is possible that the results of data comparisons 

are inconsistent with hypothesis 5. 

Despite these results demonstrate the negative impact of the 2006 Act on women's employment. 

The problem remains that the current research does not systematically account for the mechanisms of 

how ML affects women's employment in the UK. As mentioned above, this paper uses human capital 

theory as the core to propose a relationship between ML by affecting AWE and thus PGP; using the 

concept of labour costs to explain why prolonged the duration of ML reduces FLFPR as well as 

employment, but these are simple deductions. While Akgunduz and Plantenga (2012) and Del Rey et 

al., (2021) both discuss the impact of ML on the labour market by constructing relevant theoretical 

models, this type of model is more applicable to large scale data analysis with a cross-country 

perspective. Le & Pham (2021) in Vietnam and Uribe et al. (2019) in Colombia also construct models 

when discussing the impact of extended leave on women's employment, but Vietnam and Colombia 

have different cultural contexts and policy than the UK. Therefore, these theoretical models can only 

be used as supporting evidence in discussing the impact of ML on female employment in the UK. In 

my opinion, a more comprehensive discussion of the impact of ML on women's employment in the 

UK (not just in terms of FLFPR, AWE and GPG), and a more systematic theoretical model of the 

impact of ML on women's employment in the UK, should be the next step in the research. 



BCP Education & Psychology CEPC 2022 

Volume 8 (2023)  

 

160 

7. Conclusion 

The discussion of the impact of ML on women's employment is the central element of this study. 

In examining the impact of ML on women's employment, this paper has firstly reviewed the 

background to ML in the UK and selected the 2006 Act as the centrepiece of this study. The reason 

why selected the 2006 Act is it's content shows a high relevance to ML. Although this Act introduces 

paternity leave for fathers in addition to extending the period of ML and SMP available to women 

only. However, the Women's Budget Group (2018) highlighted that the usage of paternity leave by 

UK residents, like in the vast majority of other nations, is profoundly sexist. The data from Chanfreau 

et al., (2011) shows that in 2008, 90% of mothers took more than 26 weeks of ML, while 70% of 

fathers took less than two weeks of paternity leave. Consequently, this research suggests that the 

change in female employment data brought about by the 2006 Act is primarily attributed to the shift 

in ML, as opposed to other factors. Following confirmation that the 2006 Act will be the key to 

discussing the impact of ML on female employment in this study, this paper briefly reviews the 

research methods associated with ML or female employment. Based on the results of the literature 

review, Uribe et al.'s (2019) research methodology in Colombia is relatively the most appropriate for 

this study. 

Uribe et al.'s (2019) research method involves judging the impact of the law by comparing the 

difference in data between the treatment group which is affected by the law and the control group 

which is not affected by the law, before and after the law comes into force. Building on this line of 

research, this study uses data from ONS and advocate using the average data prior to April 2007 

(when the 2006 law came into effect) to representative of the data before the law became effective; 

the data after April 2007 is representative of the data after the law came into force. The advantage of 

this method is that it can responds well to the hypothesis made in this paper based on previous research, 

including: 1. The 2006 Act does not encourage female labour market entry; 2. The 2006 Act is 

detrimental to female employment; 3. The 2006 Act reduces the average income of women; 4. The 

2006 Act has increased the GPG; 5. The 2006 Act encourages women to choose part-time jobs.  

Specifically, the mainly reason why this paper developed a hypothesis about ML and FLFPR is 

that ML can impacts FLFPR in many ways. For example, long duration of ML will increase women's 

labour costs and thus makes women unpopular in the labour market (Del Boca et al., 2008; Low & 

Sánchez-Marcos, 2015); long periods of leave may increase the psychological pressure on women at 

work and, as a result, increase the likelihood that women will drop out of the workforce after giving 

birth. The research from Akgunduz and Plantenga (2012) and Del Rey et al. (2020) also highlight that 

when the duration of ML exceeds 30 weeks, the FLFPR decreases as the duration of leave increases. 

So faced with the fact that the 2006 Act extended the duration of ML from 26 weeks to 52 weeks. 

This paper presents hypothesis 1, that the 2006 Act is detrimental to women's entry into the labour 

market. By comparing the data from the treatment group and the control group, this study found that 

the FLFPR of the treatment group (women aged 18-34 years) decreased by 0.25%, while the FLFPR 

of the control group (women aged 35 years +) increased by 0.13% after the 2006 Act came into force, 

therefore, hypothesis 1 holds true. 

Then, based on Le and Pham's (2021) argument that employers may be reluctant to hire women 

who are pregnant or expect to get pregnant in the near future, this paper proposes hypothesis 2. To 

test the veracity of hypothesis 2, this study compares data on the number of people employed and the 

employment rate related to the treatment and control groups. The comparison of the data showed that 

the employment rate in the control group increased significantly after the 2006 Act came into effect, 

while the employment rate in the treatment group decreased significantly. This result means that the 

hypothesis 2 is valid. 

The third hypothesis relates to evidence from Germany and Australia (Schönberg & Ludsteck, 

2007; Baker, 2011). First, Schönberg and Ludsteck's (2007) study in Germany confirms that the 

negative effect of childbirth on mothers' earnings grows with the length of leave; this negative effect 

will be retained until eight years after the birth of the child. Then, Baker's (2011) research in Australia 

mathematically calculated the relationship between leave duration and women's postnatal wages: the 



BCP Education & Psychology CEPC 2022 

Volume 8 (2023)  

 

161 

loss of leave wages within 12 months of a woman returning to work was nearly 7% of the first year 

of return to work, increasing to nearly 12% in the second year. Therefore, based on these two findings, 

it is reasonable to assume that the 2006 Act, which includes provisions such as extended maternity 

leave, would be detrimental to women's wage development. By analysing earnings data for women 

with different characteristics, this study found that the control group had a higher rate of wage growth 

than the treatment group after the 2006 Act took effect. Therefore, hypothesis 3 is established. In the 

process of data analysis, this study also found that women over 35 years of age (control group) had 

higher average wages than women aged 18-34 years (treatment group), both before and after the 2006 

Act entered force. This finding is in line with the human capital theory, which states that an 

employee's wage is related to the skills and abilities that an individual uses to be productive; women 

over 35 years of age usually have more hours and experience than women aged 18-34. 

It is worth mentioning that in addition to the three proven hypotheses mentioned above, there are 

two hypotheses that did not yield the expected results in this study. The reason why hypothesis 4 does 

not work could explained that this paper ignores the impact of the external environment on male 

AWE. If male AWE had declined between 2004 and 2011 due to other external factors such as the 

country's level of economic development, and even at a faster rate of decline than female AWE; it 

would appear the result that when female AWE declined, GPG also declined. The discrepancy 

between Hypothesis 5 and the data results is largely caused by the lack of comprehensiveness of the 

data currently used. Unlike the data like FLFPR, AWE, or GPG, the ONS does not provide data on 

female employment (part-time or full-time) by gender and age groups. As a result of this, this study 

had to use all females as the treatment group and all males as the treatment group when discussing 

data on the number and proportion of females in part-time employment. Admittedly, the aggregated 

data provide a clear and unambiguous picture of male and female employment in different years, but 

this is not the most suitable data for this study. Because the aggregated data means that in addition to 

the possible impact of the 2006 Act on women with high fertility rates, the impact of other external 

factors such as education policy, economic development and pension policy on the employment 

choices of women of different ages is also documented. Therefore, if data are analysed for all men or 

women only, rather than for each age group, there is a risk that the results of data comparisons will 

not be consistent with Hypothesis 5. 

Overall, by comparing the changes in data before and after the 2006 Act, this study has largely 

identified the causes as well as the outcomes of ML affecting women's employment. However, the 

lack of data led to the results of the data analysis in this study being different from other studies when 

discussing the impact of ML on women's employment choices. Therefore, how to select more 

comprehensive and accurate data should be a task that future studies should consider. In addition to 

this, this paper does not systematically examine the mechanisms by which the 2006 Act affects 

women's employment. This limitation is reflected in the fact that although this paper uses human 

capital theory as the core to explain why ML affects AWE and PGP; and uses the concept of labour 

cost to explain why prolonging the duration of ML reduces FLFPR and employment; these are all 

logical inferences made in this paper based on past empirical evidence rather than theoretical model 

building. It is not denied that both Akgunduz and Plantanga (2012), and Del Rey et al, (2021) discuss 

the impact of ML on the labour market by constructing relevant theoretical models, but such models 

are more applicable to large-scale data analysis with a cross-country perspective. Le & Pham (2021) 

in Vietnam and Uribe et al. (2019) in Colombia also construct models when discussing the impact of 

extended leave on women's employment, but the cultural contexts and policies in Vietnam and 

Colombia are different from those in the UK. Therefore, in my opinion, a theoretical model that 

allows for a more comprehensive, UK-based contextual discussion of the impact of ML on female 

employment should be key to the next step of the study. 



BCP Education & Psychology CEPC 2022 

Volume 8 (2023)  

 

162 

References 

[1] ACAS. (2018). Discrimination because of pregnancy and maternity: Managing your employee's maternity 

leave and pay. Acas. Retrieved September 15, 2022, from https://www.acas.org.uk/managing-your-

employees-maternity-leave-and-pay/discrimination-because-of-pregnancy-and-maternity 

[2] Addati, L., Cassirer, N., & Gilchrist, K. (2014). Maternity and Paternity at Work. International Labour 

Office. 

https://www.ilo.org/wcmsp5/groups/public/@dgreports/@dcomm/@publ/documents/publication/wcms_

242615.pdf 

[3] Ahmed, S., & Fielding, D. (2019, November). Changes in maternity leave coverage: Implications for 

fertility, labour force participation and child mortality. Social Science &Amp; Medicine, 241, 112573. 

https://doi.org/10.1016/j.socscimed.2019.112573 

[4] Aisenbrey, S., Evertsson, M., & Grunow, D. (2009, December 1). Is There a Career Penalty for Mothers’ 

Time Out? A Comparison of Germany, Sweden and the United States. Social Forces, 88(2), 573–605. 

https://doi.org/10.1353/sof.0.0252 

[5] Akgunduz, Y. E., & Plantenga, J. (2012, November 23). Labour market effects of parental leave in Europe. 

Cambridge Journal of Economics, 37(4), 845–862. https://doi.org/10.1093/cje/bes052 

[6] Amin, M. (2019, February 1). Paid Maternity Leave and Female Employment : Evidence Using Firm-

Level Survey Data for Developing Countries. Retrieved 13 September 2022, from 

https://openknowledge.worldbank.org/handle/10986/31183 

[7] Anderson, C. (2010, September 1). Presenting and Evaluating Qualitative Research. American Journal of 

Pharmaceutical Education, 74(8), 141. https://doi.org/10.5688/aj7408141 

[8] Apuke, O. D. (2017, September). Quantitative Research Methods : A Synopsis Approach. Kuwait Chapter 

of Arabian Journal of Business and Management Review, 6(11), 40–47. https://doi.org/10.12816/0040336 

[9] Aranda, B., & Glick, P. (2013, May 23). Signaling devotion to work over family undermines the 

motherhood penalty. Group Processes &Amp; Intergroup Relations, 17(1), 91–99. 

https://doi.org/10.1177/1368430213485996 

[10] Baird, M., & Charlesworth, S. (2007, April). After the Baby: A Qualitative Study of Working-Time 

Arrangements Following Maternity Leave. Labour &Amp; Industry: A Journal of the Social and 

Economic Relations of Work, 17(3), 97–118. https://doi.org/10.1080/10301763.2007.10669353 

[11] Baker, D. (2011). Maternity leave and reduced future earning capacity. In Australian Institute of Family 

Studies. Australian Institute of Family Studies. https://aifs.gov.au/research/family-matters/no-

89/maternity-leave-and-reduced-future-earning-capacity 

[12] Baker, M., & Milligan, K. (2014, September 23). Maternity leave and children’s cognitive and behavioral 

development. Journal of Population Economics, 28(2), 373–391. https://doi.org/10.1007/s00148-014-

0529-5 

[13] Baum II, C. L. (2003). The effect of state maternity leave legislation and the 1993 Family and Medical 

Leave Act on employment and wages. Labour Economics, 10(5), 573-596. 

[14] Borrell, C., Palencia, L., Muntaner, C., Urquia, M., Malmusi, D., & O’Campo, P. (2013, September 11). 

Influence of Macrosocial Policies on Women’s Health and Gender Inequalities in Health. Epidemiologic 

Reviews, 36(1), 31–48. https://doi.org/10.1093/epirev/mxt002 

[15] Bridgmon, K. D., & Martin, W. E. (2012, August 21). Quantitative and Statistical Research Methods: 

From Hypothesis to Results (1st ed.). Jossey-Bass. 

[16] Brugiavini, A., Pasini, G., & Trevisan, E. (2013, March). The direct impact of maternity benefits on leave 

taking: Evidence from complete fertility histories. Advances in Life Course Research, 18(1), 46–67. 

https://doi.org/10.1016/j.alcr.2012.10.003 

[17] Budig, M. J., & England, P. (2001, April). The Wage Penalty for Motherhood. American Sociological 

Review, 66(2), 204. https://doi.org/10.2307/2657415 

[18] Cambridge Dictionary. (2022, September 21). maternity leave definition: 1. a period in which a woman 

is legally allowed to be absent from work in the weeks before and. . .. Learn more. Retrieved September 

22, 2022, from https://dictionary.cambridge.org/dictionary/english/maternity-leave 

https://www.ilo.org/wcmsp5/groups/public/@dgreports/@dcomm/@publ/documents/publication/wcms_242615.pdf
https://www.ilo.org/wcmsp5/groups/public/@dgreports/@dcomm/@publ/documents/publication/wcms_242615.pdf
https://doi.org/10.1177/1368430213485996
https://dictionary.cambridge.org/dictionary/english/maternity-leave


BCP Education & Psychology CEPC 2022 

Volume 8 (2023)  

 

163 

[19] Canaan, S., Rosenbaum, P., Lassen, A. S., & Steingrimsdottir, H. (2022). Maternity Leave and Paternity 

Leave: Evidence on the Economic Impact of Legislative Changes in High Income Countries. In Institute 

of Labor Economics (ISSN: 2365-9793). IZA. 

https://annesophielassen.github.io/pages/working_papers/Leave_Litreview_IZA_DP.pdf 

[20] Cerise, S., Eliseeva, A., Francavilla, F., Mejia, C., & Tuccio, M. (2013). How do maternity leave and 

discriminatory social norms relate to women’s employment in developing countries? In OECD 

Development Centre. OECD Development Centre. 

https://www.researchgate.net/publication/271826278_How_do_maternity_leave_and_discriminatory_so

cial_norms_relate_to_women’s_employment_in_developing_countries 

[21] Chai, Y., Ríos-Salas, V., Stek, P., & Heymann, J. (2021, December 21). Does Enhancing Paid Maternity 

Leave Policy Help Promote Gender Equality? Evidence from 31 Low- and Middle-Income Countries. 

Gender Issues, 39(3), 335–367. https://doi.org/10.1007/s12147-021-09293-4 

[22] Chatterji, P., & Markowitz, S. (2008, July). Family Leave after Childbirth and the Health of New Mothers. 

National Bureau of Economic Research. https://doi.org/10.3386/w14156 

[23] Chanfreau, J., Gowland, S., Lancaster, Z., Poole, E., Tipping, S., & Toomse, M. (2011). Maternity and 

Paternity Rights Survey and Women Returners Survey 2009/10. Department for Work and Pensions. 

[24] CLOSER. (2021, February 5). Age-specific fertility rates. Retrieved 16 September 2022, from 

https://closer.ac.uk/data/age-specific-fertility-rates/ 

[25] Costantini, A., Warasin, R., Sartori, R., & Mantovan, F. (2022, January). Return to work after prolonged 

maternity leave. An interpretative description. Women’s Studies International Forum, 90, 102562. 

https://doi.org/10.1016/j.wsif.2022.102562 

[26] Dagher, R. K., McGovern, P. M., & Dowd, B. E. (2013, December 4). Maternity Leave Duration and 

Postpartum Mental and Physical Health: Implications for Leave Policies. Journal of Health Politics, Policy 

and Law, 39(2), 369–416. https://doi.org/10.1215/03616878-2416247 

[27] Dearden, L., Reed, H., & Van Reenen, J. (2006, August). The Impact of Training on Productivity and 

Wages: Evidence from British Panel Data*. Oxford Bulletin of Economics and Statistics, 68(4), 397–421. 

https://doi.org/10.1111/j.1468-0084.2006.00170.x 

[28] Dechter, E. K. (2014, June). Maternity Leave, Effort Allocation, and Postmotherhood Earnings. Journal 

of Human Capital, 8(2), 97–125. https://doi.org/10.1086/677324 

[29] Del Boca, D., Pasqua, S., & Pronzato, C. (2008, December 19). Motherhood and market work decisions 

in institutional context: a European perspective. Oxford Economic Papers, 61(Supplement 1), i147–i171. 

https://doi.org/10.1093/oep/gpn046 

[30] Del Rey, E., Kyriacou, A., & Silva, J. I. (2020). Maternity leave and female labor force participation: 

evidence from 159 countries. Journal of Population Economics, 34(3), 803–824. 

https://doi.org/10.1007/s00148-020-00806-1 

[31] Dumbill, E. (2021). Factory Acts. SpringerLink. Retrieved September 15, 2022, from 

https://link.springer.com/referenceworkentry/10.1007/978-3-030-02721-6_314-

1?error=cookies_not_supported&code=5a8a3683-a307-4dad-8f34-3c20f27f6472 

[32] Eagly, A. H., & Wood, W. (2012). Social Role Theory. Handbook of Theories of Social Psychology, 458–

476. https://doi.org/10.4135/9781446249222.n49 

[33] Equality and Human Rights Commission. (2010). Your rights under the Equality Act 2010 | Equality and 

Human Rights Commission. Retrieved September 15, 2022, from 

https://www.equalityhumanrights.com/en/advice-and-guidance/your-rights-under-equality-act-2010 

[34] Fagan, C., & Norman, H. (2012, August 31). Trends and social divisions in maternal employment patterns 

following maternity leave in the UK. International Journal of Sociology and Social Policy, 32(9/10), 544–

560. https://doi.org/10.1108/01443331211257643 

[35] Francis-Devine, B., & Booth, L. (2022). The gender pay gap. House of Commons Library. 

https://commonslibrary.parliament.uk/research-

briefings/sn07068/#:~:text=According%20for%20the%20Office%20for,(figures%20exclude%20overti

me%20pay). 

[36] Goldin, C. (2014, April 1). A Grand Gender Convergence: Its Last Chapter. American Economic Review, 

104(4), 1091–1119. https://doi.org/10.1257/aer.104.4.1091 

https://commonslibrary.parliament.uk/research-briefings/sn07068/#:~:text=According%20for%20the%20Office%20for,(figures%20exclude%20overtime%20pay).
https://commonslibrary.parliament.uk/research-briefings/sn07068/#:~:text=According%20for%20the%20Office%20for,(figures%20exclude%20overtime%20pay).
https://commonslibrary.parliament.uk/research-briefings/sn07068/#:~:text=According%20for%20the%20Office%20for,(figures%20exclude%20overtime%20pay).


BCP Education & Psychology CEPC 2022 

Volume 8 (2023)  

 

164 

[37] Gough, M., & Noonan, M. (2013, March 21). A Review of the Motherhood Wage Penalty in the United 

States. Sociology Compass, 7(4), 328–342. https://doi.org/10.1111/soc4.12031 

[38] Government Digital Service. (2015a, January 12). Maternity Allowance. GOV.UK. Retrieved 15 

September 2022, from https://www.gov.uk/maternity-allowance/what-youll-

get#:%7E:text=You’ll%20get%20%C2%A3156.66,for%20up%20to%2039%20weeks. 

[39] Government Digital Service. (2015b, April 6). Maternity pay and leave. GOV.UK. Retrieved 15 

September 2022, from https://www.gov.uk/maternity-pay-

leave/pay#:%7E:text=Statutory%20Maternity%20Pay%20(%20SMP%20)%20is,for%20the%20next%2

033%20weeks 

[40] Grimshaw, D., & Rubery, J. (2015). The Motherhood Pay Gap: A Review of the Issues, Theory and 

International Evidence. International Labour Organization. 

https://www.research.manchester.ac.uk/portal/en/publications/the-motherhood-pay-gap-a-review-of-the-

issues-theory-and-international-evidence(029c55cb-1a95-43e2-be6d-efbadfdcf2c4).html 

[41] Hallward-Driemeier, M., & Gajigo, O. (2015, June). Strengthening Economic Rights and Women’s 

Occupational Choice: The Impact of Reforming Ethiopia’s Family Law. World Development, 70, 260–

273. https://doi.org/10.1016/j.worlddev.2015.01.008 

[42] Hanel, B. (2012). The Impact of Paid Maternity Leave on Labour Market Outcomes. SSRN Electronic 

Journal. https://doi.org/10.2139/ssrn.2146404 

[43] Harkness, S., Borkowska, M., & Pelikh, A. (2018). Employment pathways and occupational change after 

childbirth. Government Equalities Office. 

https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/84006

2/Bristol_Final_Report_1610.pdf 

[44] Harkness, S. E. (2016, August 20). The Effect of Motherhood and Lone Motherhood on the Employment 

and Earnings of British Women: A Lifecycle Approach. European Sociological Review, 32(6), 850–863. 

https://doi.org/10.1093/esr/jcw042 

[45] Hawkins, S. S., Griffiths, L. J., & Dezateux, C. (2007, September). The impact of maternal employment 

on breast-feeding duration in the UK Millennium Cohort Study. Public Health Nutrition, 10(9), 891–896. 

https://doi.org/10.1017/s1368980007226096 

[46] Hideg, I., Krstic, A., Trau, R. N. C., & Zarina, T. (2018, October). The unintended consequences of 

maternity leaves: How agency interventions mitigate the negative effects of longer legislated maternity 

leaves. Journal of Applied Psychology, 103(10), 1155–1164. https://doi.org/10.1037/apl0000327 

[47] Hill, E. J., Märtinson, V. K., Ferris, M., & Baker, R. Z. (2004). Beyond the Mommy Track: The Influence 

of New-Concept Part-Time Work for Professional Women on Work and Family. Journal of Family and 

Economic Issues, 25(1), 121–136. https://doi.org/10.1023/b:jeei.0000016726.06264.91 

[48] Instituto Nacional de la Seguridad Social . (2021). Spain - Employment, Social Affairs & Inclusion - 

European Commission. European Commission. Retrieved 14 September 2022, from 

https://ec.europa.eu/social/main.jsp?catId=1129&langId=en&intPageId=4789#:%7E:text=If%20you%2

0are%20between%2021,during%20your%20whole%20working%20life. 

[49] International Labour Office, Cassirer, N., Gilchrist, K., & International Labour Office. (2014). Maternity 

and Paternity at Work: Law and Practice Across the World. International Labour Office. 

[50] International Monetary Fund. (2018). Pursuing Women's Economic Empowerment. IMF. Retrieved 

August 1, 2022, from https://www.imf.org/en/Publications/Policy-

Papers/Issues/2018/05/31/pp053118pursuing-womens-economic-empowerment 

[51] ILO Department of Statistics. (2015). Indicator description: Labour force participation rate. ILOSTAT. 

Retrieved August 4, 2022, from https://ilostat.ilo.org/resources/concepts-and-definitions/description-

labour-force-participation-

rate/#:%7E:text=The%20labour%20force%20participation%20rate,of%20goods%20and%20services%2

C%20relative 

[52] Jaumotte, F. (2003). Female Labour Force Participation: Past Trends and Main Determinants in OECD 

Countries. SSRN Electronic Journal. https://doi.org/10.2139/ssrn.2344556 

https://www.imf.org/en/Publications/Policy-Papers/Issues/2018/05/31/pp053118pursuing-womens-economic-empowerment
https://www.imf.org/en/Publications/Policy-Papers/Issues/2018/05/31/pp053118pursuing-womens-economic-empowerment
https://ilostat.ilo.org/resources/concepts-and-definitions/description-labour-force-participation-rate/#:%7E:text=The%20labour%20force%20participation%20rate,of%20goods%20and%20services%2C%20relative
https://ilostat.ilo.org/resources/concepts-and-definitions/description-labour-force-participation-rate/#:%7E:text=The%20labour%20force%20participation%20rate,of%20goods%20and%20services%2C%20relative
https://ilostat.ilo.org/resources/concepts-and-definitions/description-labour-force-participation-rate/#:%7E:text=The%20labour%20force%20participation%20rate,of%20goods%20and%20services%2C%20relative
https://ilostat.ilo.org/resources/concepts-and-definitions/description-labour-force-participation-rate/#:%7E:text=The%20labour%20force%20participation%20rate,of%20goods%20and%20services%2C%20relative


BCP Education & Psychology CEPC 2022 

Volume 8 (2023)  

 

165 

[53] Jou, J., Kozhimannil, K. B., Abraham, J. M., Blewett, L. A., & McGovern, P. M. (2017, November 2). 

Paid Maternity Leave in the United States: Associations with Maternal and Infant Health. Maternal and 

Child Health Journal, 22(2), 216–225. https://doi.org/10.1007/s10995-017-2393-x 

[54] Kahn, J. R., García-Manglano, J., & Bianchi, S. M. (2014, January 13). The Motherhood Penalty at 

Midlife: Long-Term Effects of Children on Women’s Careers. Journal of Marriage and Family, 76(1), 

56–72. https://doi.org/10.1111/jomf.12086 

[55] Karshenas, M., Moghadam, V. M., & Alami, R. (2014, December). Social Policy after the Arab Spring: 

States and Social Rights in the MENA Region. World Development, 64, 726–739. 

https://doi.org/10.1016/j.worlddev.2014.07.002 

[56] Keck, W., & Saraceno, C. (2013, May 6). The Impact of Different Social-Policy Frameworks on Social 

Inequalities among Women in the European Union: The Labour-Market Participation of Mothers. Social 

Politics: International Studies in Gender, State &Amp; Society, 20(3), 297–328. 

https://doi.org/10.1093/sp/jxt005 

[57] Kleven, H., Landais, C., & Søgaard, J. E. (2018, January). Children and Gender Inequality: Evidence from 

Denmark. National Bureau of Economic Research. https://doi.org/10.3386/w24219 

[58] Kornfeind, K. R., & Sipsma, H. L. (2018, July). Exploring the Link between Maternity Leave and 

Postpartum Depression. Women’s Health Issues, 28(4), 321–326. 

https://doi.org/10.1016/j.whi.2018.03.008 

[59] Langan, D., Sanders, C. B., & Agocs, T. (2016, December 21). Canadian Police Mothers and the Boys’ 

Club: Pregnancy, Maternity Leave, and Returning to Work. Women &Amp; Criminal Justice, 27(4), 235–

249. https://doi.org/10.1080/08974454.2016.1256254 

[60] Le, T. T. N., & Pham, N. T. B. (2021). The gender employment gap: the effects of extended maternity 

leave policy in Viet Nam. WIDER Working Paper. https://doi.org/10.35188/unu-wider/2021/111-2 

[61] Low, H., & Sánchez-Marcos, V. (2015, July 24). Female labour market outcomes and the impact of 

maternity leave policies. IZA Journal of Labor Economics, 4(1). https://doi.org/10.1186/s40172-015-

0029-1 

[62] Luhr, S. (2020, March 19). Signaling Parenthood: Managing the Motherhood Penalty and Fatherhood 

Premium in the U.S. Service Sector. Gender &Amp; Society, 34(2), 259–283. 

https://doi.org/10.1177/0891243220905814 

[63] Lyonette, C. (2015, July 3). Part-time work, work–life balance and gender equality. Journal of Social 

Welfare and Family Law, 37(3), 321–333. https://doi.org/10.1080/09649069.2015.1081225 

[64] Manchester, C. F., Leslie, L. M., & Kramer, A. (2013, January). Is the Clock Still Ticking? An Evaluation 

of the Consequences of Stopping the Tenure Clock. ILR Review, 66(1), 3–31. 

https://doi.org/10.1177/001979391306600101 

[65] Mason, A., & Minerva, F. (2020). Should the Equality Act 2010 Be Extended to Prohibit Appearance 

Discrimination? Political Studies, 70(2), 425–442. https://doi.org/10.1177/0032321720966480 

[66] Maternity Action. (2021, June 24). Rights during maternity leave and return to work. Retrieved 14 

September 2022, from https://maternityaction.org.uk/advice/discrimination-during-maternity-leave-and-

on-return-to-work/ 

[67] Maxwell, N., Connolly, L., & Ní Laoire, C. (2018, December 12). Informality, emotion and gendered 

career paths: The hidden toll of maternity leave on female academics and researchers. Gender, Work 

&Amp; Organization. https://doi.org/10.1111/gwao.12306 

[68] Mcleod, S. (2019, July 30). What’s the difference between qualitative and quantitative research? 

Retrieved 16 September 2022, from https://www.simplypsychology.org/qualitative-quantitative.html 

[69] Miller, C. C. (2014, July 29). Paid Leave Encourages Female Employees to Stay. The New York Times. 

Retrieved 9 August 2022, from https://www.nytimes.com/2014/07/29/upshot/how-paid-leave-helps-

female-employees-stay-.html 

[70] Mushtaq, A., Mohsin, A., & Zaman, K. (2013, November 15). Effects of health on changing labor force 

participation in Pakistan. SpringerPlus, 2(1). https://doi.org/10.1186/2193-1801-2-610 

[71] Murphy, R., Dennes, M., & Harris, B. (2022). Families and the labor market, England. Office of National 

Statistics. 

https://doi.org/10.1177/0032321720966480


BCP Education & Psychology CEPC 2022 

Volume 8 (2023)  

 

166 

https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/employmentandemployeetypes/dat

asets/familiesandthelabourmarketenglandlfsandapsdatasets 

[72] Nguyen, T. T., Cashin, J., Tran, H. T. T., Vu, D. H., Nandi, A., Phan, M. T., Van, N. D. C., Weissman, 

A., Pham, T. N., Nguyen, B. V., & Mathisen, R. (2022, April 14). Awareness, Perceptions, Gaps, and 

Uptake of Maternity Protection among Formally Employed Women in Vietnam. International Journal of 

Environmental Research and Public Health, 19(8), 4772. https://doi.org/10.3390/ijerph19084772 

[73] OECD. (2021). Productivity, human capital and educational policies - . Retrieved 14 September 2022, 

from https://www.oecd.org/economy/human-capital/ 

[74] OECD. (2022). Unemployment - Unemployment rate - OECD Data. The OECD. Retrieved August 4, 

2022, from https://data.oecd.org/unemp/unemployment-rate.htm 

[75] Office for National Statistics. (2019). EARN01: Average weekly earnings - Office for National Statistics. 

Retrieved September 22, 2022, from 

https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/earningsandworkinghours/datasets/

averageweeklyearningsearn01 

[76] Office for National Statistics. (2021). Economic inactivity. Retrieved August 4, 2022, from 

https://www.ons.gov.uk/employmentandlabourmarket/peoplenotinwork/economicinactivity 

[77] Office for National Statistics. (2022). A guide to labor market statistics - Office for National Statistics. 

Retrieved August 4, 2022, from 

https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/employmentandemployeetypes/me

thodologies/aguidetolabourmarketstatistics#glossary 

[78] OHCHR. (2021). OHCHR | Gender stereotyping. Retrieved 14 September 2022, from 

https://www.ohchr.org/en/women/gender-stereotyping 

[79] Olivetti, C., & Petrongolo, B. (2017). The Economic Consequences of Family Policies: Lessons from a 

Century of Legislation in High-Income Countries. JOURNAL OF ECONOMIC PERSPECTIVES, 31(1). 

https://www.aeaweb.org/articles?id=10.1257/jep.31.1.205 

[80] Olsen, W., Gash, V., Vandecasteele, L.,  Walthery, P., & Heuvelman, H. (2010). The Gender Pay Gap 

In The UK 1995-2007. In The University of Manchester Library. Government Equalities Office. 

https://www.escholar.manchester.ac.uk/uk-ac-man-scw:75226 

[81] ONS. (2021a, October 26). Earnings and hours worked, age group by industry by two-digit SIC: ASHE 

Table 21. Office for National Statistics. Retrieved 16 September 2022, from 

https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/earningsandworkinghours/datasets/

agegroupbyindustry2digitsicashetable21 

[82] ONS. (2021b, November 2). Gender pay gap. Office for National Statistics. Retrieved 16 September 2022, 

from 

https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/earningsandworkinghours/datasets/

annualsurveyofhoursandearningsashegenderpaygaptables 

[83] ONS. (2022a, September 13). A05 SA: Employment, unemployment and economic inactivity by age 

group (seasonally adjusted). Office for National Statistics. Retrieved 16 September 2022, from 

https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/employmentandemployeetypes/dat

asets/employmentunemploymentandeconomicinactivitybyagegroupseasonallyadjusteda05sa 

[84] ONS. (2022b, September 13). EMP01 SA: Full-time, part-time and temporary workers (seasonally 

adjusted). Office for National Statistics. Retrieved 16 September 2022, from 

https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/employmentandemployeetypes/dat

asets/fulltimeparttimeandtemporaryworkersseasonallyadjustedemp01sa 

[85] PA News Agency. (2021). Bias and discrimination 'hold women back from finding work.' Oxford Mail. 

Retrieved August 1, 2022, from https://www.oxfordmail.co.uk/news/national/19630300.bias-

discrimination-hold-women-back-finding-work/ 

[86] Petts, R. (2018, September 22). Paternity Leave, Father Involvement, and Parental Conflict: The 

Moderating Role of Religious Participation. Religions, 9(10), 289. https://doi.org/10.3390/rel9100289 

[87] Policy Navigator. (2015). National Insurance Act 1911. Retrieved September 15, 2022, from 

https://navigator.health.org.uk/theme/national-insurance-act-1911 

https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/employmentandemployeetypes/datasets/familiesandthelabourmarketenglandlfsandapsdatasets
https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/employmentandemployeetypes/datasets/familiesandthelabourmarketenglandlfsandapsdatasets
https://data.oecd.org/unemp/unemployment-rate.htm
https://www.ons.gov.uk/employmentandlabourmarket/peoplenotinwork/economicinactivity
https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/employmentandemployeetypes/methodologies/aguidetolabourmarketstatistics#glossary
https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/employmentandemployeetypes/methodologies/aguidetolabourmarketstatistics#glossary
https://www.oxfordmail.co.uk/news/national/19630300.bias-discrimination-hold-women-back-finding-work/
https://www.oxfordmail.co.uk/news/national/19630300.bias-discrimination-hold-women-back-finding-work/


BCP Education & Psychology CEPC 2022 

Volume 8 (2023)  

 

167 

[88] Polit, D. F., & Beck, C. T. (2010, November). Generalization in quantitative and qualitative research: 

Myths and strategies. International Journal of Nursing Studies, 47(11), 1451–1458. 

https://doi.org/10.1016/j.ijnurstu.2010.06.004 

[89] Queen's Printer of Acts of Parliament. (1994). The Maternity (Compulsory Leave) Regulations 1994. 

Retrieved September 15, 2022, from https://www.legislation.gov.uk/uksi/1994/2479/made 

[90] Raute, A. (2019, January). Can financial incentives reduce the baby gap? Evidence from a reform in 

maternity leave benefits. Journal of Public Economics, 169, 203–222. 

https://doi.org/10.1016/j.jpubeco.2018.07.010 

[91] Renda, J., Baxter, J., Alexander, M., & The Australian Institute of Family Studies. (2009). Exploring the 

Work-Family Policies Mothers Say Would Help After the Birth of a Child. AUSTRALIAN JOURNAL 

OF LABOUR ECONOMICS, 12(1), 65–87. 

[92] Roantree, B., & Vira, K. (2018). The rise and rise of women's employment in the UK. The Institute for 

Fiscal Studies. 

[93] Ryder, G. (2014). Maternity and paternity at work: Law and practice across the world. In ILO. ILO. 

https://www.ilo.org/wcmsp5/groups/public/---dgreports/---

dcomm/documents/publication/wcms_242617.pdf 

[94] Schönberg, U. (2007, July). Wage Growth Due to Human Capital Accumulation and Job Search: A 

Comparison between the United States and Germany. ILR Review, 60(4), 562–586. 

https://doi.org/10.1177/001979390706000406 

[95] Schönberg, U., & Ludsteck, J. (2007). Maternity Leave Legislation, Female Labor Supply, and the Family 

Wage Gap. IZA Discussion Papers , 63. https://econpapers.repec.org/paper/izaizadps/dp2699.htm 

[96] Schönberg, U., & Ludsteck, J. (2014, July). Expansions in Maternity Leave Coverage and Mothers' Labor 

Market Outcomes after Childbirth. Journal of Labor Economics, 32(3), 469–505. 

https://doi.org/10.1086/675078 

[97] Sigle-Rushton, W., & Waldfogel, J. (2007, April). Motherhood and women’s earnings in Anglo-American, 

Continental European, and Nordic Countries. Feminist Economics, 13(2), 55–91. 

https://doi.org/10.1080/13545700601184849 

[98] Smeaton, D. (2006, March). Work return rates after childbirth in the UK - trends, determinants 

and                 implications: a comparison of cohorts born in 1958 and 1970. Work, Employment and 

Society, 20(1), 5–25. https://doi.org/10.1177/0950017006061271 

[99] Spiteri, G., & Xuereb, R. B. (2012, April). Going back to work after childbirth: women’s lived experiences. 

Journal of Reproductive and Infant Psychology, 30(2), 201–216. 

https://doi.org/10.1080/02646838.2012.693153 

[100] SPLASH-DB. (2022). The search of maternity leave in the UK. Retrieved September 22, 2022, from 

https://splash-

db.eu/?q=maternity%20leave&contentsection[0]=policy&countries[0]=United%20Kingdom&years[min

]=1891&years[max]=2002#search 

[101] Steiber, N., & Haas, B. (2012, March 14). Advances in explaining women’s employment patterns. 

Socio-Economic Review, 10(2), 343–367. https://doi.org/10.1093/ser/mwr039 

[102] STEWART, K. (2013, October 18). Employment Trajectories and Later Employment Outcomes for 

Mothers in the British Household Panel Survey: An Analysis by Skill Level. Journal of Social Policy, 

43(1), 87–108. https://doi.org/10.1017/s004727941300055x 

[103] Strang, L., & Broeks, M. (2017). Maternity Leave Policies Trade-Offs Between Labour Market 

Demands and Health Benefits for Children. Rand Health Q, 6(4). 

[104] Striking Women. (2022). Maternity (and paternity) leave and pay. Retrieved September 15, 2022, 

from https://www.striking-women.org/module/workplace-issues-past-and-present/maternity-and-

paternity-leave-and-pay 

[105] Süsser, D., Ceglarz, A., Gaschnig, H., Stavrakas, V., Flamos, A., Giannakidis, G., & Lilliestam, J. 

(2021). Model-based policymaking or policy-based modeling? How energy models and energy policy 

interact. Energy Research & Social Science, 75, 101984. https://doi.org/10.1016/j.erss.2021.101984 

https://splash-db.eu/?q=maternity%20leave&contentsection%5b0%5d=policy&countries%5b0%5d=United%20Kingdom&years%5bmin%5d=1891&years%5bmax%5d=2002#search
https://splash-db.eu/?q=maternity%20leave&contentsection%5b0%5d=policy&countries%5b0%5d=United%20Kingdom&years%5bmin%5d=1891&years%5bmax%5d=2002#search
https://splash-db.eu/?q=maternity%20leave&contentsection%5b0%5d=policy&countries%5b0%5d=United%20Kingdom&years%5bmin%5d=1891&years%5bmax%5d=2002#search
https://doi.org/10.1016/j.erss.2021.101984


BCP Education & Psychology CEPC 2022 

Volume 8 (2023)  

 

168 

[106] Sutton, J., & Austin, Z. (2015, June 25). Qualitative Research: Data Collection, Analysis, and 

Management. The Canadian Journal of Hospital Pharmacy, 68(3). 

https://doi.org/10.4212/cjhp.v68i3.1456 

[107] The United Nations Human Rights Office. (2022). OHCHR | Gender equality and women's rights. 

OHCHR. Retrieved August 3, 2022, from https://www.ohchr.org/en/topic/gender-equality-and-womens-

rights 

[108] The United Nations General Assembly. (1979). Convention on the Elimination of All Forms of 

Discrimination against Women New York, December 18, 1979. OHCHR. Retrieved August 3, 2022, from 

https://www.ohchr.org/en/instruments-mechanisms/instruments/convention-elimination-all-forms-

discrimination-against-women 

[109] The U.S. Equal Employment Opportunity Commission. (2015, June 25). Enforcement Guidance on 

Pregnancy Discrimination and Related Issues. US EEOC. Retrieved 14 September 2022, from 

https://www.eeoc.gov/laws/guidance/enforcement-guidance-pregnancy-discrimination-and-related-

issues#:%7E:text=Congress%20enacted%20the%20Pregnancy%20Discrimination,of%201964%20(Titl

e%20VII). 

[110] Tripathy, J. P. (2013). Secondary Data Analysis: Ethical Issues and Challenges. Iranian Journal of 

Public Health, 42(12), 1478–1479. https://www.ncbi.nlm.nih.gov/pmc/articles/PMC4441947/ 

[111] Tomlinson, J. (2006, August). Women’s work-life balance trajectories in the UK: reformulating 

choice and constraint in transitions through part-time work across the life-course. British Journal of 

Guidance &Amp; Counselling, 34(3), 365–382. https://doi.org/10.1080/03069880600769555 

[112] UK Government. (1975). Employment Protection Act 1975. legislation.gov.uk. Retrieved September 

15, 2022, from https://www.legislation.gov.uk/ukpga/1975/71/contents 

[113] UK Government. (2006). Work and Families Act 2006. legislation.gov.uk. Retrieved September 15, 

2022, from https://www.legislation.gov.uk/ukpga/2006 

[114] UK Government. (2011). Equality Act 2010. legislation.gov.uk. Retrieved 22 September 2022, from 

https://www.legislation.gov.uk/ukpga/2010/15/contents 

[115] UK Government. (2020). Fair Work Amendment (Improving Unpaid Parental Leave for Parents of 

Stillborn Babies and Other Measures) Act 2020. Federal Register of Legislation. Retrieved 10 August 

2022, from https://www.legislation.gov.au/Details/C2020A00105 

[116] UK Government. (2021). Economic inactivity. GOV.UK Ethnicity Facts and Figures. Retrieved 

August 4, 2022, from https://www.ethnicity-facts-figures.service.gov.uk/work-pay-and-

benefits/unemployment-and-economic-inactivity/economic-inactivity/latest 

[117] Uribe, A. M. T., Vargas, C. O., & Bustamante, N. R. (2019). Unintended consequences of maternity 

leave legislation: The case of Colombia. World Development, 122, 218–232. 

https://doi.org/10.1016/j.worlddev.2019.05.007 

[118] Vartanian, T. P. (2010, October 26). Secondary Data Analysis (Pocket Guide to Social Work 

Research Methods) (1st ed.). Oxford University Press. 

[119] Vu, K., & Glewwe, P. (2022, October). Maternity benefits mandate and women’s choice of work in 

Vietnam. World Development, 158, 105964. https://doi.org/10.1016/j.worlddev.2022.105964 

[120] White, N. J. (2021). Gender pay gap in the UK - Office for National Statistics. Office for National 

Statistics. Retrieved August 4, 2022, from 

https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/earningsandworkinghours/bulletins

/genderpaygapintheuk/2021 

[121] Women's Budget Group. (2018, October). Maternity, Paternity and Parental Leave Briefing from the 

UK Women’s Budget Group on the state of maternity, paternity and parental leave in the UK. Retrieved 

22 September 2022, from https://wbg.org.uk/wp-content/uploads/2019/10/PARENTAL-LEAVE-

2019.pdf 

[122] Zabel, C. (2009). Eligibility for maternity leave and first birth timing in Great Britain. Population 

research and policy review, 28(3), 251-270. 

 

https://www.ohchr.org/en/topic/gender-equality-and-womens-rights
https://www.ohchr.org/en/topic/gender-equality-and-womens-rights
https://www.legislation.gov.uk/ukpga/2010/15/contents
https://wbg.org.uk/wp-content/uploads/2019/10/PARENTAL-LEAVE-2019.pdf
https://wbg.org.uk/wp-content/uploads/2019/10/PARENTAL-LEAVE-2019.pdf

