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BARRIERS AND OPPORTUNITIES FOR THE LABOUR MARKET
REINTEGRATION OF MOTHERS WITH YOUNG CHILDREN FROM A
COUNSELLOR'S PERSPECTIVE

Anomauia. Cim’s € 3anopykoro cmabinbHocmi, a ii 30epedceHHs — mypooma KoO*CHO20. Yeopcvke
CYCRINLCMBO CHPUUMAEMBCS K 8 OCHOBHOMY Opienmogane Ha cim'to ma oumumny. Mema nawiozo
00CiOJNCeHHs NONAAE 8 MOMY, W06 pO3podUmMU 63AEMOBUCIOHE, NepcnekmusHe ma 00820CMpPOKOGe
piuenns, ke NIOKPeCoe YUCIeHH] 0008 S3KU MOI0OUX MAMepi8 y NpuiHAmmi piulens i 6a3yemucs Ha
i0oenmuchikayii ma yceioomnenHi ixHix OCHOBHUX 30iOHOCmel, AKI Mu npoananizyeanu. Memoro yiei
cmammi € npoOeMOHCmpPY8amu, Wo 8neeHeHicmy y cobi ma Ko406i KoMnemeHyii € 6U3HAYATLHUMU
gaxmopamu peinmezpayii Ha puHOK npayi ma 30epedxcenHs pobomu. bintbwicms ONUMAHUX
CHiBPOOIMHUKIE 3 MANEHbKUMU OiMbMU He OYIU NOBHICMIO YC8I0OMAEHI U000 BAACHUX KIHOYOBUX
KoMnemenyii, ane ixHs 6neeHeHicmy y o0l 3MIYHUNACA 3A80AKU 3HAUOMCMEY 3 HUMU.

Onumyeannsi npo8OOUNOCS MPLOMA PISHUMU Memooamu: ocoducme inmeps'to, anKemyeamHs ma
cmpykmyposeane 2pynose inmepg'to. Bcbozo 6 onumyeanni 63a1u yuacms 700 mamepis 3 ManeHbKuMu
oimbmu 00 6 pokis. Hawe 0ocniodcents nokasano, wo mamepi HamMazaromscs 3H08Y UMY HA PUHOK
npayi, wo Ons HUX HEeNnpocmo 3 Kiabkox npuyun. Pobomoldasyi eidieparomv GUPIUAILHY POTb Y
3a6e3neyeHni moeo, wood NPayiGHUKU 3 MATEHbKUMU OimbMu Mo2au 30epeemu ceow pobomy. Axujo
nepioo OIMOHAPOONCEHHS MOJICHA CNIAHY8AMU [ GKIIOUUMU 8 JHCUMMS KOMNAHIL, 6iH He cmae
HENPOHUKHOI CMIHOI0 MidC pobomodasyem i NPayiGHUKOM. 3 Yacom 3HUKAE GIOUYmMmMS, W0 O Mot
Oix cminu cmae 6ce Oinbu HegidoMum 01 000X cmopin. Jyce 8axiciugo, wob im Oyiu 3anponoHO8aHi
MOACIUBOCHI, 5K 8i0N0BIOAOMb IXHbOMY npoghecitinomy winaxy. Haw innogayitinutl nioxio nongeae y
BUKOPUCMANHI NPOogheciiinol opienmayii K IHCMPYMEHMY HAOAHHS OONOMO2U, KA, OKPIM NO3UMUEHOL
OUCKpuMinayii Ha pobouomy Micyi, Modice 2apanmy8amu, Wo GOHU MAIOMb HANEICHI YMOBU npayi ma
nepcneKmueu Ha MauOymHe, AKi € CMIUKUMU 6 00820CMPOK0Gil nepcnexkmugi. Matioymmui
00CTIOMNCEHHST MaAOmMb OYymu 30CepeddiceHi HaA MAKCUMANLHO MOYHOMY 8i000padiceHHi nomped K
npayienukie, max i pobomooasyie. Lle mozio 6 cmamu 0CHOB0I0 014 KOMHIEKCHOI Npocpamu
peinmezpayii ma 36epedcenns podoomu Ons NPAYIGHUKIE 3 MANEHbKUMU OimbMu, sAKa 000pe
iHMez2po8ana 6 NOBCAKOEHHE HCUMMSL KOMNAHIU.

Knrouosi cnoea: cmitixicmo, npayienux 3 ManieHbKumMu OimbMu, npogopicumayis, peinmezpayis,
6NeBHEeHICMb Y COOI, KIOU08I KOMNemeHyii

JEL Classification: J23, J29, J49.

Absztrakt. 4 csalad a fenntarthatosag kulcsa, megdrzése pedig mindenki tigye. A magyar tarsadalom
alapvetéen csalad- és gyermekkozpontunak tekintheto. Tanulmanyunk célja egy kélcsondsen elényos,
eléremutato és hosszu tavu megoldas kidolgozasa, amely a fiatal anydk tobbszords dontési feleldsséget
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hangsulyozza, és az dltalunk elemzett alapveté képességeik azonositasan és tudatositasan alapul.
Ennek a cikknek a célja annak bemutatdsa, hogy az énbizalom és a kulcskompetenciak meghatdarozo
tényezok a munkaerd-piaci reintegrdacioban és a munkahely megtartasban. A megkérdezett
kisgyermekes munkavallalok tobbsége nem volt teljesen tisztaban sajat kulcskompetencidival, de az
onbizalmuk erdsodott azok megismerésével. A felmérés hdarom kiilonbozé6 modszerrel késziilt:
személyes interju, kérddives és strukturalt csoportos interju. A felmérésben osszesen 700 6 év alatti
kisgyermekes anya vett részt. Vizsgdlatunk kimutatta, hogy az anydk igyekeznek visszakeriilni a
munkaeropiacra, ami t6bb okbol sem konnyii szamukra. A munkaadok kritikus szerepet jatszanak
abban, hogy a kisgyermekes munkavallalok megtarthassak allasukat. Ha a gyermekvallalas idoszaka
tervezheto és beépitheté egy cég életébe, az nem valik athatolhatatlan falla munkaltato és
munkavallalo kozott. Idével megsziinik az az érzés, hogy a fal masik oldala mindkét fél szamara egyre
ismeretlenebbé valik. Nagyon fontos, hogy szakmai padlydjuknak megfelelé lehetoségeket kinaljanak
szamukra. Innovativ megkozelitésiink, hogy a palyavalasztisi tandcsadast olyan segitségnyujtasi
eszkozkent alkalmazzuk, amely a pozitiv munkahelyi diszkrimindcio mellett garantalhatia a megfelelo
munkakoriilményeket és a hosszu tavon fenntarthato jovokilatasokat. A jovobeni kutatasoknak a
munkavallalok és a munkaltatok igényeinek minél pontosabb feltérképezésere kell iranyulniuk. Ez
lehet az alapja a kisgyermekes munkavallalok komplex reintegracios és munkahelymegtarto
programjanak, amely jol beépiil a cégek mindennapi életébe.

Kulcsszavak: fenntarthatosag, kisgyermekes munkavallalo, pdlyavdlasztasi tandcesadds, reintegracio,
onbizalom, kulcskompetencidk.

Abstract. The family is the key to sustainability, and its preservation is everyone's concern. Hungarian
society is perceived as basically family- and child-centred. The purpose of our study is to develop a
mutually beneficial, forward-looking and long-term solution that emphasizes the multiple decision-
making responsibilities of young mothers and is based on the identification and awareness of their
basic abilities that we have analysed. The aim of this article is to demonstrate that self-confidence and
key competences are determining factors in labor market reintegration and job retention. The majority
of the employees with young children interviewed were not fully aware of their own key competences,
but their self-confidence was strengthened by getting to know them. The survey was conducted using
three different methods: a personal interview, a questionnaire and a structured group interview. A
total of 700 mothers with young children under 6 years old participated in the survey. Our study
showed that mothers are trying to get re-enter the labour market, which is not easy for them for
several reasons. Employers play a critical role in ensuring that workers with young children are able
to retain their employment. If the period of childbearing can be planned and incorporated into the life
of a company, it does not become an impenetrable wall between employer and employee. Over time,
the feeling that the other side of the wall becomes more and more unknown to both parties disappears.
It is critical that they be offered opportunities that are appropriate for their professional path. Our
innovative approach is to utilize career guidance as a tool to give assistance that, in addition to
positive workplace discrimination, may guarantee that they have the proper working conditions and
prospects for the future that are sustainable in the long-term. Future research should focus on
mapping the needs of both employees and employers as accurately as possible. This could be the basis
for a complex reintegration and job retention programme for workers with young children, which is
well integrated into the daily life of companies.

Key words: sustainability, employee with young children, career guidance, reintegration, self-
confidence, key competences.

Introduction. The emergence of women in the world of work marked a great
turning point, as throughout history until the 19th century in Europe, the primary role
of women was fulfilled in creating family harmony [28, pp.100]. Today, we spend
most of our time at work. The position of women has been and is being studied in a
number of studies around the world. Everywhere the focus of the studies is different,

G. Gyérvari-Tumpek, Dr. M. Kenderfi
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but it can be said that the situation of women in the labour market is different from that
of men in terms of economic empowerment, social differences and traditions. Koncz
K. [10, pp.30-39] has carried out a number of studies on this issue, which show that
they differ in various countries, but show similarities in the way that they have led to
the devaluation of feminised occupations. This is confirmed by a 2014 study by
Karolinyné and Galambosné [8, pp.100-117], which found that managers were
overwhelmingly male. "Women's equality, women's employment ... is a very frequently
heard social and economic issue in the EU, yet in the developed world the results are
mostly disappointing ” [26, pp.36-44].

A large proportion of employers perceive mothers with young children as
problematic employees rather than valued employee [16, pp.7-11]. We hope that this
attitude will change in the near future, and that we can contribute to it with our new
approach.

Today, society in Hungary has an ambivalent expectation of mothers with young
children to work, but also to stay at home with their children for as long as possible.
According to research, the majority of women plan to stay at home until their child
reaches the age of three [27, pp.45-52]. Balint and Ko6l116 (2008) calculate that on
average, a mother spends 4.7 years away from work with a child, and for families with
several children this may be even longer [2, pp.430-438].

Literature review. Women as a disadvantaged group in the labour market are
considered as an object of discussion in different scientific research. Today, women
are at a disadvantage in the labour market and do not enjoy equal opportunities [5,
pp.494]. Kenderfi [9, pp.312-330] defines a disadvantaged person as someone whose
social career opportunities are not guaranteed due to their living conditions and
circumstances. In Hungary, the concept appears in Act CXXV of 2003 on Equal
Treatment and the Promotion of Equal Opportunities and the constitution regulates the
issue of discrimination, according to which women and men have equal rights. The
European Union prohibits all forms of discrimination. According to UNESCO (1997),
women who raise their children alone are disadvantaged.

Discrimination starts at the job application stage, as the fact of having a child or
the expected biological age of a woman can influence the selection of two candidates
of the same quality for a job, and later on, a woman may have to face a number of
negative situations during her career.

Employers are becoming more and more conscious of the need to do more to
promote the well-being of their employees, in addition to making a profit. Developing
and retaining workforce is part of an HR strategy, which is a very complex task. It is
also included in the UN's Sustainable Development Agenda for the period up to 2030,
adopted in 2015, as one of the seventeen Sustainable Development Goals (SDG
Gender Equality 5).

Overall, the situation of women in the labour market has improved considerably
over the past decades, but there is still a significant gap with men.

It would be important for organisations and society alike to operate a system that
supports rather than excludes family involvement, so that the question of family or
career does not arise [13, pp.523] or the problems of dual careers when children are
born, as they have both work and family in their lives, and the difficulty of
reintegrating them into the workplace is a risk factor [15, pp.324].
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Finding a job is not easy for anyone, as everyone is looking for the job that best
suits them. Our chances of finding and keeping a job are greatly influenced by our
cross-skills, or key competences.

Super [22, pp.148] was the first to recognise this and over the past half century or
more, there have been countless definitions of the cross-occupational skills that
influence the way we work on a daily basis. These skills are now increasingly
appreciated in our complex and flexible world of adaptability.

Mothers have a range of skills that could be put to good use in the labour market if
they were aware of their skills and were given the opportunity to use them
consciously.

Perhaps one of the most complex definitions of key competences is the one below,
which is included in the glossary of a Hungarian journal. "The set of abilities which, in
addition to professional knowledge, fundamentally determine the employee's
characteristics of integration, motivation, manageability and creativity. It includes the
human, social and emotional characteristics that, in addition to skills and intellectual
ability, determine how an individual copes in a community, in a work environment” [6,
pp.30].

The concept of key competences itself was introduced in the 1970s by a German
work educator, Dieter Mertens (1974) [21, pp.43-54].

According to the EU recommendation, "The demonstrated ability of an individual
to apply his or her knowledge, skills and qualifications in both normal and changing
occupational contexts".

Key competences are reflected in job advertisements, the prevalence of which has
been studied by Mertens, Werner and Siegrist, among others.

In Switzerland, 682 job advertisements were analysed according to Mertens and
Brassard's criteria. Siegrist [21, pp.43-54] ranked the key competences according to
their frequency of occurrence.

In Hungary, Bajusz [1, pp.486] examined the general employee attributes during
the social and economic changes of the 1990s, namely knowledge of job search
techniques, lifelong learning ability and openness, foreign language skills, information
processing skills, adaptability, ability to work in a team and autonomous decision-
making. On this basis, a list of core competences (work, key and leadership
competences) expected by employers has been drawn up.

Key competences will define the world of work much more in the future than in
the past. Employees need to know their own competences, which they need to develop
continuously. It is beyond the scope of this study, but the skills and attitudes of the
future generation of workers that will be needed in the workplace of the future present
very exciting challenges for both employers and workers (e.g., the emergence of new
professions and new ways of working).

Goals of the article and presentation of an empirical study. Aligning the
corporate and individual career paths is an important HR task if we want to work with
employees in the long term, especially women employees with young children.

Human resource development opportunities and HR tools that can help both
employers and employees to retain jobs are of particular importance in the life of an
organisation. These can include non-traditional working time structures and
employment practices, internal communication, adult learning (training/retraining),
training methodologies, e-learning [17, pp.271], knowledge management and transfer,
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mentoring and talent programmes, equal opportunities at work, career development,
career planning, time management, and various social policies to promote employer-
employee relations [7, pp.232].

In our opinion, career counselling methodology can become a key tool in this
process, as each worker's case is different from the others, in whole or in part, and
requires individual consultation. With relatively little effort, companies could preserve
their greatest asset, the employee. Our aim is to raise awareness among employers that,
in addition to positive workplace discrimination, they can use the tools of counselling
(structured career planning, career counselling/planning, self-awareness, time
management, communication, etc.) to retain valuable employees, and mothers can plan
better if their relationship with their workplace is not completely disconnected or
reduced to administrative questions (e.g., When do you want to come back? How
many babies do you want?). It is hoped that the method of personal counselling can
help to create a healthier competitive situation between women without children, male
workers and mothers with young children, and thus moderate the tension between
them. It should be clear to everyone that everything is always a matter of individual
reflection and choice [20, pp.352]. A career plan should be developed jointly, which
can be constantly adapted and adapted to changing needs [11, pp.227]. This gives
young women the chance to moderate their professional lives, and companies do not
see it as a threat or a constraint when the employee's status at work becomes passive,
or when they become active again, often with the return of a 'new' colleague with new
goals. It is useful to have a well-prepared and practically adaptable counselling
programme in the form of individual and group counselling [20, pp.352].

Some mothers experience a loss of self-confidence during their stay at home after
childbirth but find it much easier to think through their problems if they have other
activities or work to do in addition to childcare.

Methods and methodology. A total of 700 mothers with young children under 6
years old participated in the survey between 2011 and 2019. The survey was
conducted using three different methods: a personal interview (103 participants), a
questionnaire (564 participants) and a structured group interview (33 participants). The
programme was carried out with the involvement of students of Human Resource
Counselling at the University of G6dolld, during which a large number of mothers
with young children were met. Mothers with young children were defined as mothers
with a child or children under 6 years of age.) This development project was designed
to support them, to address their lack of self-confidence and to develop their skills.

The innovative approach of the model used is due to the fact that it is adapted to
the women's life situation, specifically designed with their interests in mind (e.g., in
terms of locations, timing and childcare). The primary focus is on increasing self-
confidence through the confrontation, when women realise that the knowledge, they
have acquired during childcare is convertible to the labour market, while other skills
become obsolete during their time at home. Although the focus of the programme was
fundamentally on development, there were quantifiable results that could be shared.

We see a dual benefit of the programme combined with the study.

On the one hand, their CVs, essential for their job search techniques, were updated
and extended with real key skills related to the activities they had carried out during
the childcare period. Key competences have been identified, some of which are
competences previously known by the mothers and some of which are competences
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that the mothers are not aware of, and which represent new opportunities. During the
interviews, more and more competences were identified about themselves (e.g., shared
attention, empathy, problem solving, planning, taking responsibility). Women
recognise that the knowledge they acquire during childcare is convertible in the labour
market, but that other skills become obsolete during their time at home. The process of
getting to know each other was followed by the first step of unpacking the CV, the
second step was to pick out activities (e.g., "l put together the child's nursery clothes",
"I plan the weekly lunch”, "I invent games", "I defend and make peace", "We create,
we do crafts”, "l am always on the lookout™, "I talk to mothers in the playground™, "I
organise activities", "I make quick decisions”, "l wake up and rock her all the time",
"We are patient”, "l go to parent-teacher meetings"”, "l wash, cook and clean", "I
change nappies, | babble") and the third step, to collect and make them aware of the
underlying skills with our help and then to add them to her CV. Existing skills were as
follows (in order of frequency): independence, precision, good communication skills,
collaborative skills, flexibility, stress tolerance, practicality, good coordination,
perseverance, patience and empathy. Skills identified include (in order of frequency):
workload management, divided attention, flexibility, good communication skills,
responsibility, good organisational skills/logistics, creativity, decisiveness, autonomy,
cooperation, precision, reliability and punctuality. These skills, which are also often
presented in job advertisements as conditions for employment, can be defined as key
competences for the labour market. During the exploration, the number of skills that
were subjectively accepted by the members of our target group increased by more than
2.5 to 3 times. Feedback during the group exercise indicated that they did not even
think they possessed so many skills. As a result of the programme, the CV writing
process also revealed issues that could help them to re-enter the labour market. The
mothers have consciously thought about how they will build their future lives, making
decisions based on their individual perspectives. Their personalities are enriched with
key skills during child-rearing, which, with more attention, can be put to good use in a
wide range of areas of the labour market. The individual and group counselling
sessions will help them to identify and take stock of the skills they can use in any job.
In our experience, they have increasingly identified skills that we make them aware of.
It is important for them to be aware that during their time with their children, they are
developing several key skills that can be converted into labour market skills (such as,
among others, shared attention, autonomy and responsibility). These activities are of
particular importance in the coaching process at work [24, pp.332; 23, pp.228; 22,
pp.148; 18, pp.320; 19, pp.404; 4, pp.298].

On the other hand, the associated recognition had a positive impact on the self-
esteem and self-confidence of the mothers. This research was essentially designed to
support mothers in identifying and improving their lack of self-confidence, because
our surveys show that self-confidence, inhibition and fear of failure are perhaps the
biggest barriers to mothers' chances of finding a job and reintegrating into the world of
work. Regaining self-confidence is key to this process. After having a child, mothers
need to return to the labour market with awareness, self-confidence and self-interest,
so that employers do not see them as disadvantaged workers but as potential sources of
work, and it is important to shape attitudes on both sides to this end [12, pp.41-51].
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Research results and discussions.

Positive experiences of mothers. Many skills improved during the time at home
(e.g., problem-solving skills, creativity, flexibility, reliability, precision, ability to take
responsibility, empathy, patience, self-discipline, sacrifice, sharing attention, physical
strength, manual dexterity, interpersonal skills, logistics, tolerance of monotony, time
management, willpower, sense of duty, not striving for perfection, organisational
skills, ability to renew, more efficient time management). Some social competences,
such as adaptability, cooperation, empathy, conflict management, are strengthened.
Among personal competences, a sense of responsibility has improved markedly,
autonomy has improved considerably, perseverance and creativity have improved.
Among the cognitive competences, attention, strategic thinking and problem solving
improved, but the ability to organise tasks did not change. Positive changes in
competence are observed after birth and during childcare. Among the key
competences, the most pronounced are the ability to cooperate, to communicate and to
be independent. In addition to these, general work-related qualities such as
cooperation, communication, autonomy and problem-solving skills have also
improved. It is observed that some experiences enrich the range of competences,
attention increases in proportion to the number of tasks, tolerance and tolerance
improve, creativity becomes more prominent, they are more able to work under
pressure and to take responsibility. They are eager to learn new things. Creative tasks
have become part of everyday life, which are the result of the new life situation
(interviews show that they are e.g., needle painting, glass painting, napkin technique,
sewing, crocheting, learning to bake and cook). Mapping daily routine tasks, making a
daily time schedule, being organised, increasing their ability to cope with stress,
developing their organisational skills, problem solving and adaptability. Tolerance,
tolerance, ability to share attention, empathy, reliability, self-discipline, self-sacrifice,
flexibility, willingness to compromise and stamina (also under greater physical strain)
are increased. Several times during the interviews it was mentioned that they had been
enriched by the feeling of knowing unconditional love, that family had become the
most important thing for them. Some have developed a wide network of relationships
and a varied social life. Some have thought about a good career and have made a
change of career, taking up a new profession. Mothers undergo a very intensive skills
development during their time at home. It is also observed that higher levels of
education are associated with higher levels of autonomy, easier decision making and a
preference for autonomy. In many cases, problem-solving ability increases in
proportion to the number of children. For married mothers, conflict resolution seems to
be easy for them. As women get older, they feel more experienced. Mothers with a
higher level of education can list more skills. They think that on an individual level,
there are more opportunities for mothers today than there used to be. It was stressed
that with the right help, you can really make a difference.

A lot of skills have been gathered in the sessions, usually three times as many are
revealed by the end of the sessions. For example, in one session 515 skills were
collected, of which 139 were revealed independently and the total number of skills
revealed during counselling was 376. The number of skills revealed increased more
than two and a half times during the structured interviews (most common skills:
empathy, physical resilience, autonomy, problem-solving, interpersonal skills, good
organisation, responsibility, accuracy, divided attention, attention, conflict resolution,
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brainstorming). On average, 2.6 skills were listed as skills they would like to include
in a CV. The number of competencies listed by mothers is correlated with age,
education and number of children. These listed competences in order of frequency are:
perseverance, communication, creative, autonomy, resilience, responsibility, attention,
reliability, empathy, conflict management, confidence, problem solving, organisation,
cooperation, planning. After the skills are discussed, activities related to everyday
childcare are collected ("I put together the child's nursery clothes”, "I plan the weekly
lunch™, "I invent games”, "l defend and make peace", "We create, we do crafts"”, "l am
always on the lookout", "I talk to mothers in the playground”! *, "'l organise activities",
"I make quick decisions”, "I wake up and rock her all the time", *We are patient"”, "I
go to parent-teacher meetings", "l wash, cook and clean”, "I change nappies, | babble™)
After the group session, they were able to list 0.6 more skills on their CVs.

During the sessions, existing skills were discussed (in order of frequency):
autonomy, accuracy, good communication skills, cooperative skills, flexibility, stress
tolerance, practical, good coordination skills, perseverance, patience, empathy. Skills
revealed (in order of frequency): resilience, divided attention, flexibility, good
communication skills, taking responsibility, good organisational skills/logistics,
creativity, decisiveness, self-reliance, cooperation, precision, reliability, punctuality,
both. Most of the feedback from the group sessions was that they had no idea that they
had so many skills and that they could use them in the labour market.

Mothers are resilient and able to share attention and the most popular skills
identified were (in order): resilience, shared attention, responsibility and flexibility.

Other changes related to motherhood according to participants. Typically,
mothers' values are changing (health is a new value, healthy and conscious lifestyle is
emerging, shopping habits are changing (quality, cost). Hungarian society is perceived
as basically family- and child-centred. They feel that women have to choose between
being a good mother or a good worker when they return to the labour market. They
believe they are at a disadvantage. The majority are forced to work full time because
of financial constraints. Mothers prefer part-time jobs, which pay less. They consider
part-time employment, home offices and teleworking to be ideal as opposed to full-
time and fixed working hours. At present, employers support mothers in the workplace
through part-time work, flexible working hours, financial support for children and
childcare, according to mothers' reports. The majority of respondents consider the
ideal age for returning to the labour market to be between 2 and 3 years old, but
mothers find it difficult to leave their children in nursery or créche, which they feel is
more difficult the younger the child. The time to return to the labour market and the
number of children is emotional and less likely to be generated by financial support.
Mothers would like to stay at home for 3 years, which is not changed by the low
amount of maternity benefit or the extra grant, if they can afford to stay at home
financially, most regret the early return. Work-life balance is important according to
89.7%, "A happy, well-balanced mother can cope both at work and at home...But if
she is overworked, stressed, she cannot perform at essentially any level she would
expect, which leads to frustration and irritability.” Many people say that if the mother
is happy, the family is happy. The emergence of new learning methods (self-taught
language learning, courses, reading books, which was not previously the case).

Gaps and difficulties according to mothers. In many cases, it was highlighted that
during the stay-at-home period, the professional knowledge is eroded and should be
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constantly updated, which leads to a deterioration of professional/specialised
competences. Keeping knowledge up to date is a very big challenge. This trend is
perceived as unfavourable for the labour market. Employers are aware that they have a
harder time dealing with mothers, but they would nevertheless expect more support
and empathy from them. They have little information about the opportunities available
to them as employees with young children in a particular company. They are out of the
corporate routine during their time at home. Mothers experience work and family
responsibilities as a double burden. In general, they feel that it is difficult to find a job,
that there is a difference in pay compared to other workers, that the birth of a child is
accompanied by problems at work and that the careers of mothers with several
children are being eroded. The smaller the child, the greater the mother's guilt about
separation when she returns to the labour market, so there should be more leeway for
when she returns in the future. Younger age groups have a more negative view of
mothers with young children than older mothers. Almost all respondents
(questionnaire and interview respondents) believe that mothers with young children
are in a more difficult position in the labour market than their counterparts without
children. Some of them may find their relationships more restricted and withdrawn,
their self-esteem low during their time at home. Our research suggests that larger firms
are not much more family friendly than smaller ones. And family-friendly policies do
not actually help mothers with young children enough. Questionnaires and interviews
show that childcare is not a problem during the day, but employers are still reluctant to
take on atypical workers. The least developed skills are manual dexterity, interpersonal
skills and precision. Manual dexterity, interpersonal skills, precision and
communication skills show different levels of development. Among the
specific/professional competences, foreign language, business value and
entrepreneurial competences have not changed. Mothers' entrepreneurial competence
declines as they age, they are less likely to start something new, preferring to stay in a
secure environment for a long period of time. Attention is positively affected by an
increase in the number of tasks for mothers with young children. Declining foreign
language competence is reported to result from years of non-use. Mothers with young
children have a heavier workload and a greater lack of time than workers without
children. The sooner the mother returns to work, the harder the separation is for both
parties. They feel outraged by the ‘forcing' into the labour market and feel there should
be the option to remain a stay-at-home mother with financial support. In the
workplace, overtime is expected, but the opening hours of childcare facilities are
inflexible to the needs of the labour market.

General recommendations. It is motivating to know that the mother can return to
work. Reintegration is currently under-supported. Employers should be persuaded to
employ workers with young children. Employing mothers is in the economic interest.
It would be beneficial to set up a maternity club, e.g., for reintegration purposes, where
the child could also attend group counselling sessions. Work-life balance measures
(music room, anti-stress, sports card, family days) are very much appreciated. A
workplace mentoring programme and training courses organised in different ways
would help. More days off would be necessary during pregnancy. Even while staying
at home a transfer or training scheme should be introduced. Mothers go back to work
earlier because of their financial situation, which is later regretted by those who could
have chosen otherwise. Financial support could remedy this. Return to work between
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the ages of 2 and 3 is ideal, but if it is possible to work from home, it can sometimes
be earlier. Home office, flexible working, part-time or full-time with flexible working
hours are important. Family work-sharing is needed for a return to work. Childcare
and child-rearing responsibilities need to be shared so that they are not just on mum's
shoulders. Support for the learning of mothers with young children is very important.
Atypical employment cannot happen without public support. The creation of family-
friendly workplaces is important. There is a need for active communication between
employee and employer, which would be crucial to meeting expectations and ensuring
a successful return. There is a demand to improve the information of economic
operators on benefits (e.g., maternity grant extra, tax benefits, contribution benefits,
Start Plus card, etc. (M K, 2014). Changing traditional attitudes is also key to a
successful return. Skill development (especially for key and general workers) creates a
more favourable labour market situation. The majority would like to get re-enter the
labour market, and to do so they need to know their circumstances. It would be
important to sensitise other colleagues to mothers in the areas of empathy, cooperation
and tolerance, so that they are more accepting and understanding, thus creating a
friendly working environment. Suggested values exploration and confidence building
training for this group, to help them to return more easily, as they are not aware of
their skills and their applicability in a working environment. In their opinion it would
be worth informing them every six months about what is happening, calling them in
from time to time to keep in touch, flexible employment, family-friendly workplace,
atypical employment, part-time work support, looking at how it works in other
countries (good practices). Mothers with young children could be given time off,
special working hours, flexibility.

Conclusions and prospects for further research. Overall, our study showed that
mothers are trying to get re-enter the labour market, which is not easy for them for
several reasons. The most ideal age for mothers to return to work is between 2 and 3
years of age of their children, most often for financial reasons, which the vast majority
of mothers later regret. The problems described in the literature review over the past
decades have also emerged in our research, so our results have shown that, although
there is a shift towards progress, they are still mostly live problems that need to be
solved.

Workers with young children need help to stay in the labour market and to return
to it with the skills and knowledge to enable them to work at the required level. They
are motivated if they feel they can return to work. In addition, vocational training is
essential for successful reintegration. Support for their development is necessary, as in
professions where they need to keep up to date with, for example, changes in
legislation, they will be at a considerable disadvantage years later. The employee is
likely to be anxious about returning to their position, because of the likely many
changes that have taken place since they left, and the employer is concerned about
whether the employee, who was once known for reliability and speed, will make good
and professional decisions. In addition to knowledge, their professional satisfaction
and confidence would presumably be enhanced if they did not fall behind, as quality
work also gives them self-esteem [14, pp.52-55]. Knowledge based on individuals and
skills is the key to a modern management strategy [25, pp.312].

Firms can even help with internal training (e.g., communication, IT, foreign
languages). Later, depending on demand, they can be given the opportunity to get
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involved in the workplace for a project. This would be as useful for the company as it
would be for the mother. Other HR tasks (such as a Santa Claus party for the children,
a monthly internal communication newsletter, Christmas and New Year gift packages,
team building training, etc.) are also a priority. In addition to this, ongoing informal
and formal contact can reinforce the sense of belonging to the company, moderating
the process, creating a sense of temporal boundaries and a future-oriented approach
[29, pp.476].

In addition to family support (e.g. work-sharing, self-time, childcare, financial
security), the key to their successful reintegration is the recognition of existing and
new skills that can be converted into labour market skills, the discovery and conscious
application of their usefulness, the development of their self-confidence and self-
esteem (which is significantly reduced during the time spent at home), and the
updating of the childcare system (e.g. flexible adaptation to labour market needs in
terms of their opening hours), public subsidies (which have improved significantly
over the last decade), training (support for reintegration programmes, which are
currently under-supported) and changes in employers' attitudes (flexible employment
frameworks, creating genuinely family-friendly workplaces, providing opportunities
for promotion, an inclusive environment, tolerance and persuading them to employ
mothers). The issue of the importance of self-time and the division of labour in the
household emerged clearly among young mothers, for whom these are more basic
needs the younger they are.

In addition to skills, employers today value reliability, learning, flexibility,
responsibility, conflict management, emotional intelligence, cooperation and shared
attention, which are essential for today's worker. Therefore, when they return to the
labour market, young mothers have a good chance of applying for a wide range of
jobs, because their presence on the labour market can bring a quality level by
exploiting these skills, which still have a large human resource potential.

However, for reintegration to be successful, it is essential that the mother is an
appropriate partner in the process. Everyone makes their own luck, it is always a
matter of choice, decision and conscience. If the period of having children can be
planned and integrated into the life of a company, it does not become an impenetrable
wall between employer and employee. Eliminating the feeling, as time goes on, that
the other side of the wall is becoming more and more unknown to both parties.

From the employee's side, the aim is to give meaning and value to work, to
increase professional skills, to improve quality of life, to maintain a career path, to
develop life goals, to reduce social exclusion, to avoid maternity depression, to
maintain a "sense of usefulness", "can do" attitude, to maintain and possibly develop
practical skills and to strengthen or increase loyalty.

From the employer's side, the aim is that opportunities for integration/reintegration
and support are explored, employee know-how is preserved, the biggest obstacles and
solutions are identified, and internal labour needs are met. "...it is important to what
extent the mother feels herself to be a full-fledged employee, an employee who is not
determined by uncertainty, the constant possibility of mistakes, the fear of the new in
her work, but an employee who can be an active member of her organisation in terms
of knowledge, practice and emotions” [3, pp.68-78].

Future research should focus on mapping the needs of both employees and
employers as accurately as possible. This could be the basis for a complex
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reintegration and job retention programme for workers with young children, which is
well integrated into the daily life of companies.
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