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3 Ways to Pre-empt a Return-to-Work Dip 

A practical checklist for Managers & HR Professionals 

Supporting mums through their return to work not only protects wellbeing— it 
strengthens retention, performance and engagement. Use this checklist to proactively 
minimise the common “return-to-work dip” in confidence, energy and productivity. 

1. Prepare Before the Return 

Have a structured pre-return conversation 

☐ Discuss preferred return date and phased options (if available). 

☐ Clarify role expectations, priorities, and any changes during their leave. 

☐ Ask what support they feel they may need in the first 3–6 months. 

☐ Share practical information early (systems access, team updates, childcare 
considerations, flexibility options). 

Plan a smooth re-onboarding 

☐ Provide a short re-induction plan (key updates, meetings, systems refresh). 

☐ Pair them with a “return buddy” for informal support. 

☐ Prepare the team so expectations and workloads are aligned. 

2. Support the First 90 Days 

Create a structured but flexible restart 

☐ OƯer a phased workload ramp-up with clear boundaries. 

☐ Agree on a weekly or fortnightly check-in rhythm. 

☐ Prioritise high-value tasks and temporarily reduce non-essential work. 

Normalise confidence dips and adjustment time 

☐ Acknowledge that returning can feel like starting a new job. 

☐ Reinforce strengths and past achievements. 

☐ Encourage breaks, realistic pacing, and psychological safety. 
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Enable practical flexibility 

☐ Review meeting schedules—avoid unnecessary late/early calls. 

☐ Support hybrid or flexible arrangements where possible. 

☐ Communicate openly about childcare-related adjustments. 

3. Build Long-Term Support (3–12 Months) 

Focus on development, not just survival 

☐ Discuss career goals and progression within the first 3–6 months. 

☐ OƯer training refreshers or leadership development if relevant. 

☐ Involve them in meaningful projects to rebuild professional identity. 

Maintain supportive communication 

☐ Continue regular check-ins even after the initial adjustment period. 

☐ Ask about workload sustainability and wellbeing. 

☐ Address any signs of overload early. 

Strengthen culture & inclusion 

☐ Signal publicly that parental transitions are valued and supported. 

☐ Review policies to remove barriers for working parents. 

☐ Encourage managers to model boundary-setting and healthy work habits. 

Quick Reference: Top 5 Manager Actions 

✔ Schedule a pre-return expectations meeting 

✔ Create a 90-day re-onboarding plan 

✔ Normalise confidence dips and oƯer reassurance 

✔ Build flexibility into workload and schedule 

✔ Check in consistently—don’t assume silence means “all good” 

 


