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Foreword: 
Why the 
Returner Pool?
MyKindaFuture
“‘Talent is everywhere, opportunity is not’ is not 
my expression, but is sadly an all too true one. 
It gets to the heart of why MyKindaFuture 
partnered with enei on delving into the lived 
experiences of Returners. The case for hiring 
more diverse talent is overwhelming, but it 
shouldn’t stop there; employers need to ensure 
overlooked individuals thrive and progress 
once in the business. Over half of our research 
respondents reported career progression to 
be the central reason for their return to the 
workplace. Delivering the right processes 
consistently plays a key part in driving this. 
At MyKindaFuture, we witness first-hand everyday 
the appetite to place and nurture diverse talent 
from our client network, and the wider market.

This research was undertaken, and subsequently 
discussed during our webinar, to provide practical 
advice for employers to implement. We wanted 
to focus not just on Returners’ recruitment and 
onboarding journey, but also on those crucial 
first 100 days and beyond. 

Despite overcoming the key hurdle of securing a 
role, Returners often then face burning questions 
to the effect of, ‘Have I made the right decision?’, 
‘Do I have the skills required?’, ‘Will I receive support 
from my employer?’, and - particularly now in the 
working from home climate - ‘How will I learn from 
my colleagues?’. These are all concerns that 
employers need to address to ensure returners 
arrive prepared, engaged, and empowered to 
thrive. At MyKindaFuture, we pride ourselves in 
utilising technology as a force for good in 
delivering on the required processes, and 
providing underrepresented individuals with the 
necessary support and vital sense of belonging 
that enables them to reach their potential.”

    Simon Reichwald, 
    Strategic Lead for Talent, 
    MyKindaFuture
  

enei
The Employers Network for Equality and 
Inclusion (enei) is the leading employer network 
promoting equality and inclusion in the workplace. 
Our mission is to work in partnership with our 
members and organisations to set the recognised 
standard for best practice. At enei, we help 
employers to lead and implement tangible 
change within workplaces by offering a range of 
solutions to support the journey towards inclusion. 

Keeping the focus on the lived experience of 
employees is central to our expertise and this 
was the common ground for the joint research 
with MyKindaFuture – do Returner programmes 
work for the participants, as well as for the 
organisations hosting them?  

What can we learn from those who have been 
supported back into work after a career break, 
what do they need for these programmes to be 
successful? Lost talent is costly in both human and 
financial terms. Enabling those who have stepped 
out of the workplace for whatever reason to return, 
and stay, bringing with them their valuable skills, 
perspectives and experiences, benefits us all. 

    Sigrid Fishe, 
    Relationship Manager, 
    enei & D&I Consultant

 

http://www.mykindafuture.com
http://www.enei.org.uk
https://www.enei.org.uk/
https://www.mykindafuture.com/


Key Findings 
MyKindaFuture and enei anonymously surveyed 
a focus group of Returners from our wider 
networks, with all respondents having made the 
successful transition back into the workplace. 
Here, we explore some of our key findings 
around their experiences of doing so.

Why come back to work? 
• 67% attributed their reason for being out of the

workplace for an extended length of time
(1+ years) to childcare responsibilities.

• 47% reported their primary reason for returning
to the workplace to be to continue their career.

• Only 26% reported their primary reason to
be for financial benefit.

“A number of telling insights here that 
demonstrate, despite these tough realities, 
Returners remain keen and enthused to 
return to work. And, would you see this level 
of resilience and desire to work from other 
existing employees within the business? To 
me, this highlights Returners’ level of 
commitment to making the transition back 
into work, that should be better recognised, 
and supported, by employers.” 
Simon, MyKindaFuture

Outcomes - some key 
lived experiences 
• 60% secured a lower seniority role than

their previous role.

• 53% saw a decrease in salary than
their previous.

• 53% felt they were treated differently as a
returning employee by their employer and wider
workplace community.

• 34% had expectations of judgement from their
employer around their technical competency
and skills set.

• A further 23% held anticipations of judgement
around their length of time held outside
of employment.

“These comments give some insight 
into lower levels of confidence that might be 
the starting point, but not the destination, of 
Returners. Giving effective and authentic routes 
back into the workplace helps Returners to 
quickly regain their professional ground 
and sense of worth.”
Sigrid, enei 
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Processes – some key 
lived experiences

• 40% required support from their employer
throughout the application process.

• 47% required support from their employer
between offer acceptance and starting
their role.

• Key areas for improvement included
increased communication, more support
in technical upskilling, and less complex
HR processes.

• 21% required support from their employer
once in role, however did not receive any.

• Those who did receive support reported
the best means to be through mentoring,
peer-to-peer networks, and employer
feedback.

• Key areas for improvement included
driving a more inclusive employee
environment and improved training for line
managers to provide the right support.

“The research shows the positive impact 
of human interaction for Returners. To be 
provided with a buddy or mentor to walk the 
returners’ journey with them, someone who 
shares the aim of securing their reintegration to 
work and full performance. It’s really no different 
to any other type of induction or introduction – 
ensuring that someone new knows how things 
work so they can work at their best. Building 
different types of direct support into Returner 
programmes is a key indicator of future success 
for both the business and the participants.” 
Sigrid, enei

“These lived experiences are a really good 
example of how simple amendments to 
existing processes can make all the difference. 
For example:

• When interviewing, avoid asking questions
around CV gaps, or do so in an exploratory
manner that offers the candidate opportunity
to explain the skill and experience acquisition
they gained during this time. My own
experience has often demonstrated
outstanding resilience within the Returner pool.

• Use an appropriate tech platform that is
simple to navigate and offers a fantastic
user experience to provide the crucial
support through the hiring and onboarding
process, as well as insights into company
life and culture.”
Simon, MyKindaFuture

The most popular key areas of concern 
for Returners include:

• Technical skills

• Ability to perform in a modern,
virtual workplace

• Reintegrating back into the
workplace community

• Readjusting the work-life balance

The three key elements of support for 
workplace reintegration were:

• Peer-to-peer support

• Mentoring

• Managerial support

“In order to attract and place high quality 
returner talent, employers must evidence the 
support and inclusion that is driven within the 
business’ culture. We know securing and 
retaining the best, most diverse talent is a priority 
item on the corporate agenda; 17% more business 
productivity is seen when implemented (Gallup). 
Implementing a strong, high-profile Returner 
Programme drives this inclusion and evidences 
the necessary support to be in place.” 
Simon, MyKindaFuture 
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Key Takeaways 

Key Summary
It has been found that those organisations 
performing in the top quartile of engagement 
have demonstrated 21% more profitability 
(Gallup). This evidences how crucial engagement 
strategies for candidates and employees are for 
determining how organisations empower and 
retain high quality, diverse talent - and for this 
talent to thrive. 
For Returners, employer engagement and support 
are particularly key in ensuring they 
feel like they belong in the workplace and can 
flourish - however this remains to be 
predominantly absent. 

“Organisations that don’t attract the returner 
talent pool are missing a trick. There’s a huge 
number of experienced, knowledgeable people 
out there who want to return to career roles but 
who struggle to break back in. Organisations 
that welcome those returning to work after an 
employment gap find they’re more easily able 
to fill skills gaps and increase diversity, 
particularly at senior levels.”
Emma Waltham, Careers After Maternity
Expert & Webinar Guest Speaker

MyKindaFuture’s candidate and employee 
engagement platform, Connectr, 
specialises in delivering: 

• Outstanding candidate experience through 
personalised content to support each step
of the application journey. This includes 
engaging digital learning content and
Digital Mentoring (from diverse, existing 
employees within the business) that support and 
engage Returners as they move through the 
application and pre-boarding stages. Connectr 
has seen reduction of renege rates by 67%, and 
increase in diverse hires by 41%, plus delivers 
virtual induction programmes.

• The ultimate employee experience through 
personalised content, forum networks and chat 
rooms to engage in real-time with key, diverse 
groups across the business. Digital Mentors are 
also in place to accelerate learning in the virtual 
workplace, plus digital learning content to upskill 
whilst in role. Individuals with Mentors are 5x more 
likely to be promoted, plus employee retention 
and engagement rates increase by 43% and up 
to 50% respectively.

• Our Connectr employers can implement their 
bespoke platform, branded to their business, and 
track all user engagement, behaviour
and feedback through data reporting.

To chat further, please 
drop me an email! 
simon@mykindafuture.com
connectr.co.uk
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Key Summary
What is striking from this research project is 
that the insights identified echo good inclusivity 
practice for employers. Whether this is at the 
point of application or in the lead up to starting 
date, or from starting date to fully assuming role 
responsibilities, the need to be mindful of and 
respond to the different lived experiences of staff 
is crucial. Everyone is different and there may be 
a multitude of reasons why someone previously 
left the workplace and is now returning. What is 
constant is the value organisations place on their 
staff as their most important resource and the 
need to understand what helps people to be 
their best selves at work.

“The findings from MyKindaFuture and enei’s 
research allow us to better understand what 
areas we need to continue to improve on in 
relation to Returner talent.”
Julie McGowan, Resourcing Manager, 
Balfour Beatty

To find out more, email:
info@enei.org.uk
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MyKindaFuture & enei Webinar: 
The Lived Experience of Returners
Thursday 10th December 2020

With expert insights from:

• Simon Reichwald, Strategic Lead for 
 Talent at MyKindaFuture

• Sigrid Fisher, Relationship Manager at 
 enei and D&I Consultant

• Emma Waltham, Careers After Maternity Expert

• Julie McGowan, Returner Programme 
 Recruitment Lead at Balfour Beatty
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