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Abstract: Hungarian organizations have to solve a lot of problems when their female 

employees take maternity leave and mothers may stay at home, with their child, for up to 

three years. During this long period of time, organizations have to organize her substitute, 

and, more importantly, they also have to insure that her knowledge stays relevant to the 

organization. Empirical research was conducted last year, concerning the knowledge 

management processes applied, when a member of the organization goes on maternity 

leave. Research questions: What can the employer and the employee do in this situation to 

make the knowledge transfer processes optimal? Also, do both sides feel this knowledge 

transfer is in their best interest? It is important because preserving knowledge is vital for a 

company in this special situation. The current article examines these critical questions from 

the point of view of employers and employees alike. The authors studied whether the career 

opportunities and the position of employees influence the success of knowledge transfer 

and whether employers expect special knowledge from their employees. The research was 

conducted in 2013-2014 in the form of a qualitative and quantitative survey. The results 

showed that, regarding women on maternity leave, the knowledge transfer conducted, 

during their materity leave, was not affected by their position and career prospects at the 

organization; similarly, the process was not significantly influenced by whether the 

organizations expected specialized knowledge from their employees or not. 

Keywords: knowledge management; maternity leave; motherhood; knowledge transfer; 

Hungarian practice; labor market 

1 Introduction 

The member states of the European Union follow different maternity leave 

practices concerning the entitlement and duration of maternity leave. Hungary is 

one of those EU member states where both the mother and the father are entitled 

to stay at home with the child from the beginning – for a longer or shorter period 

of time. The fact, however, is that the duration of this maternity leave, is one of 
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the longest in the EU, and many Hungarian families do take advantage of this 

opportunity. 

Their long absence from the labor market is essentially an employment question, 

both in the case of the employer and the employee who would eventually return to 

work. The question is whether this long absence will prove to be advantageous or 

disadvantageous for their later employment. Last year, comprehensive research 

was conducted to find out what questions and protocols occur at the organizations 

when one of their female employees goes on maternity leave. How is their 

knowledge transferred and retained within the organization, and whether or not 

the two sides feel it is their interest for this knowledge to be retained by the 

organization while the employee is away? 

In order to examine this question, qualitative and quantitative research was 

conducted among employers and employees alike. The research helped to 

understand the most timely questions and solutions, which both sides considered 

important. This article presents some results from the research done among both 

sides, in order to verify the hypotheses described in the research. 

2 Sate of Art 

2.1 Some Thoughts Concerning the Hungarian Practice 

Before giving a detailed introduction, it may be worth having a brief look at the 

Hungarian practice regarding these situations. 

As it has already been mentioned in the introduction, maternity leave can be very 

long in Hungary. As a basis, maternity leave may last up to three years from the 

birth of the child, but if more children are born in the family during this period, 

the mother may stay away from the labor market for as long as 6-8 years. This is 

an opportunity which is typically taken by a woman within a family. However, 

researchers disagree about the ideal length of absence for these women. 

Families will get a number of types of financial support that could inspire them to 

stay at home. Thus, parents taking care of the child will get GYED (child care 

allowance) until the child reaches the age of 2, or if somebody is not entitled to 

this, she can get GYES (child care benefit) until the child reaches the age of 3 

[30]. 

However, Bálint-Köllő [4] also calls attention to the fact that the grants which 

women may apply irrespectively of whether they are active on the labor market or 

not (like GYES and GYED) strengthen the value of home and may motivate 

mothers to stay away from work for a longer period of time. 
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To insure employer interest in hiring employees returning from maternity leave, 

several employment grants are allotted to them. We can see that this employment 

policy encourages employers to be open to re-employing these workers. 

Research in 2008 [6]  found that mothers of young children returning from GYES 

or GYED face great difficulties reconciling their family (and other external) 

commitments with the demands of their employers. Also, their long absence from 

work affected the value of their professional knowledge, which often caused 

uncertainty and self-esteem problems during their re-integration [26]. Only 54.6% 

of the 252 women interviewed in the research from 2008 felt their knowledge was 

up-to-date on their return to work, and only 58% of them trained themselves at 

home to meet the expectations of the labor market. 

According to professional literature, knowledge is valuable whether it is tacit or 

explicit [33], and every individual and organization should take this into 

consideration if they want to retain their competitive lead [25]. Leonards [32] 

defined the basic abilities, that is, knowledge assets, which ensure 

competitiveness. Human capital appears these days as a category of intellectual 

capital in professional literature [23]. At the same time a modern HRM today has 

to conform to the requirements of knowledge-based economies and organizations 

[15]. An employee with knowledge and skills which are useful to the organization 

means a valuable asset to the organization, and this knowledge may become the 

main source of its competitive asset. 

For a long time, knowledge management literature has been examining the 

creation, retention, transfer and utilization of knowledge capital in order to ensure 

the competitive asset of the organization. The question of how and to whom 

organizational knowledge may be linked and how this type of knowledge may be 

transferred has also been in the focus of researchers for a long time [9]. 

Professional literature [3] considers knowledge transfer as spreading knowledge 

among individuals and groups within the organization, and this pursuit forms the 

basis of corporate competitiveness improvement. 

From the point of view of knowledge management, the most important elements 

of organizational culture are trust, communication, and learning. An inappropriate 

organizational culture may hinder any kind of knowledge building [19], as one of 

the hardest tasks for a manager is to decide what kind of culture can acquire and 

process the new knowledge. 

According to Davenport and Prusak [18], effective knowledge transfer within an 

organization is mostly hindered by a lack of trust between the management and 

the employees. One of the reasons for this mistrust is the power distance between 

management and their workers: as a result, employees often do not see their 

leaders as partners at work [5]. This often causes employees to try to retain their 

knowledge monopoly and consequently, their status [21; 13]. In many cases, this 

hinders proper knowledge transfer within the organization. 
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2.2 What We Should Know about Trust 

Trust is the base of knowledge sharing in the special situation examined later by 

the authors. Professional literature examines its role from several aspects in the 

process of knowledge management, thus it is important to review its relevant 

features. 

Davenport and Prusak [17] claim that knowledge sharing as a requirement is 

unnatural as people believe that their individual knowledge is important and 

valuable. This mentality naturally results in hoarding knowledge and a general 

mistrust towards knowledge coming from other people. 

Trust is a capital resource that creates new intellectual capital through the 

mechanics of combining and sharing knowledge. As a result, trust has a special 

significance, especially in an innovative environment. Trust is a category of 

managerial abilities which also defines the relationship between leaders and 

colleagues. Those employees who trust their superiors are more creative, more 

willing to take risks and more cooperative [20]. 

Boon and Holmes [12] claim that trust changes in time, as people become more 

and more comfortable in the presence of others and as they experience how 

trustworthy and competent the others are. 

Cook and Wall [16] also make a distinction between trust in the management and 

trust between equal partners. They pointed out that trust at the workplace has a 

strong effect on several organizational phenomena like contentedness at the 

workplace, stress, organization commitment, productivity and, which is the most 

important in this research, knowledge sharing. 

Abrams et al. [1] claim that trust results in increased and comprehensive 

knowledge sharing, which makes the process less costly and increases the chance 

that the knowledge gained from a colleague will be deeper, better understood and 

overall more useful this way. 

We can see from this short review, that the issue of trust, has a key position in the 

research of several experts and it is no wonder that it has been the center of 

dependency studies concerning knowledge sharing for many years. Although the 

target areas and subjects of the research differs, the conclusions overlap as all 

studies emphasize that knowledge sharing remains an illusion, without trust 

between the people involved in the process. 

Building trust within the organization is not quite the same as building trust 

between individuals [14]. Alston and Tippett [2] drew this conclusion after 

studying various research, focusing on organizational culture. They believe that 

culture and trust both play very distinctive roles in the operation of an 

organization. Organizational trust can be seen as a multi-level phenomenon which 

is closely linked to the norms, values and beliefs found in the organizational 

culture itself. 
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The basic condition of knowledge transfer is that its participants should speak a 

“common language,” as forming mutual trust and understanding is indispensable. 

This does not only mean what we traditionally understand as ‘language,’ but it 

also includes professional language and a similar degree of professional skill. 

Personal communication is also vitally important. Physical proximity, similar 

interests and experience are all factors which contribute to the mutual trust formed 

between the participants, which in turn persuades them to share their knowledge 

and experience [10]. 

Knowledge transfer is only completely successful if it results in some degree of 

change in attitude, behavior, and it raises new ideas [28]. 

A well-chosen knowledge sharing tool set has a vital role here as well as its 

correct application and the conditions of its application [8]. The role of HR is 

further strengthened by the fact that the correct and unhindered application of 

knowledge transfer (especially in the case of tacit knowledge) cannot happen 

without ensuring certain conditions regarding culture forming, ethical behavior, 

leadership examples etc. handling all these factors is the task of the HR 

department. 

Current research is examining what kind of value the knowledge of employees 

about to go on maternity leave really represents. Specifically how much of this 

knowledge can be tied to their personality and in what ways the organizations 

expect to cope with the loss of knowledge. 

The research was conducted between 2013 and 2014, using a Hungarian sample, 

which means the results and correlations are also typical of the Hungarian 

practice. The project was called ‘Knowledge Transfer and Retention among 

Mothers of Young Children.’ The essential point of the sampling was that the 

opinion of both sides should be seen, so research was done among employees and 

employers alike. As for the employees, the people who were sampled had all been 

on maternity leave for a certain amount of time. Regarding the employers, the 

respondents had either employed people freshly returning from GYES or GYED, 

or they had an active protocol designed specifically to deal with similar situations. 

The examination of both sides had two phases. The first was qualitative research 

with the aim to get to know the problem and the results were used to launch the 

second, quantitative phase in order to reveal the connections. In-depth interviews 

were carried out in qualitative research, while in case of the quantitative research, 

questionnaires were applied  in an on-line form. The research results of the two 

sides will be presented separately to prove the stated hypotheses. 
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3 Methodology of Research among the Women 

3.1 Qualitative Research among the Women 

The first part of the research conducted among the women was an exploratory, 

information gathering examination, with in-depth interviews used as a tool. Using 

the results of these in-depth interviews, qualitative research was conducted later in 

order to examine the validity of the hypothesis; the aim was to reveal the 

connections. The interviews were conducted among 11 respondents. The aim of 

this article is not to give a detailed account of the results of the interviews: only 

the most important findings are presented in the following: 

• Several organizations realized that they needed to retain the knowledge 

possessed by their female employees about to go on maternity leave. This 

realization was more prevalent among the companies where the management 

had already made steps to develop and retain the knowledge of their 

employees. 

• People taking part in this process found that not all knowledge can be 

transferred as some of it is added value, depending on the personality of the 

individual; this knowledge could not be, or could barely be shared. 

• The women were aware that their long absence from work affected their 

professional knowledge, but they did not always do anything to keep their 

knowledge up-to-date and valuable for their return to work. 

• Women returning from maternity leave did not trust the labor-market value of 

their own knowledge, which caused serious self-esteem problems among 

several respondents. This had a negative effect on their self-confidence and 

motivation for re-integration, which in turn affected their successful 

employment in a negative way. 

• The research also showed that not only the open and positive motivation of 

the mothers is needed in the knowledge transfer process, but it is also 

necessary to have a supportive organization culture which has already 

incorporated knowledge management into its everyday practice. 

3.2 Quantitative Research among the Women 

The interviews done with the mothers made it possible to learn about the questions 

arising in this particular situation; the reasons and connections will have to be 

revealed with quantitative research. Based on the qualitative questionnaire, a 

hypothesis was made, which relied on the experience gained during the in-depth 

interview; its validity was also supported by quantitative research: 
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Hypothesis 

1) Regarding the women taking part in the research, before they went on 

maternity leave, the success of their knowledge transfer had been influenced by 

their career prospects and current position in their organization. 

3.2.1 Sampling 

The sampling method used was the snowball method, and so the research cannot 

be considered representative. As it has already been mentioned, the mothers could 

fill in the questionnaire online. It was seen even during the in-depth interviews 

that the women were reluctant to speak about certain topics; the knowledge 

management questions and experiences during their return to work were among 

these, mostly because of self-esteem problems. Before the actual release, the 

questionnaire had been tested in cooperation with 4 women; they had no problem 

interpreting the questionnaire and the questionaire remained unchanged, as a 

consequence. The authors applied the snowball-method in collecting the samples 

by involving organizations, of which the main profile was helping mothers find 

employment. This method guaranteed the best availability of the people concerned 

and the highest number of questionnaires. The on-line questionnaire was used on a 

voluntary basis and was anonymous; the results were processed with SPSS. The 

final sample number was 263 and there was no sample, which had to be left out of 

the research because it could not be assessed. The specific data is presented in the 

following Table 1. 

Table 1 

Specification of the Sample of Mothers with Young Children 

Regional 

Division of 

Sample 

65.8% Central Hungary, 20.2% Northern-Hungary, 6.1% Western-

Transdanubia, 4.6% Northern Great Plain, 3% Southern Great Plain, 

0.3% Southern-Transdanubia 

Age 19.8% under 20, 58.6% between 31-40, 21.6% over 40 

Family Status 70% Married, 16% Stable relationship, 8% Divorced, 5.3% Single, 

0.7% Other 

Number of 

Children 

46.4% Raising 1 child, 38% Raising 2 children, 13.7% Raising 3 

children, 1.9% Raising 4 or more children 

Highest level of 

Qualification 

5.3% no secondary degree, 35.7% secondary degree, 57.8% tertiary 

degree, 1.2% PhD grads 

 

The women could fill in the internet questionnaire anonymously. There were 

mostly closed questions with only 3 open questions among them. The 

questionnaire examined 4 life situations, the question groups of which are 

summarized – partially – in Table 2. 
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Table 2 

System of Questionnaire for Mothers of Young Children 

Life Situation 

1 (before 

Having a 

Child) 

What role did the mother have within the organization? 

What career prospects did she have within the organization? 

How was the knowledge management process implemented in the 

organization? 

Life Situation 

2 (Pregnancy) 

How did the organization manage to replace the mother? 

What tasks did the mother have during the knowledge transfer? 

What were the positive and negative features of the knowledge transfer? 

Life Situation 

3 (Raising the 

Child at 

Home) 

What knowledge elements are active and passive at home? 

What is the knowledge management practice towards employees staying 

at home? 

What are the methods and cooperative opportunities of knowledge 

refreshment and development with and without the help of the 

organization? 

Life Situation 

4 (Returning 

to Work after 

Maternity 

leave) 

What chances of return do women have after their maternity leave 

expires? 

What kind of knowledge management tasks do women and their 

organizations have in this situation? 

What were the sources of knowledge transfer loss on their return? 

4 Interpretation of Research among the Women 

Evaluating the results of the questionnaire was done with the help of one- and 

multiple-variable statistical methods. The one-variable methods were frequency, 

average and deviation procedures, while the multiple-variable methods included 

cross-table analysis and ANOVA. The data were evaluated by the SPSS statistical 

program. The cross-table analysis made it possible to show the similarities and 

differences between the nominal variables, while in the case of the ANOVA-

studies, a one- and multiple-way analysis was done. With the help of the latter, the 

effect of the nominal variables and their interaction could be examined on the 

metric variables (5-point Likert scales). 

The questionnaire wanted to detrermine what positions the respondents had 

occupied before having the baby. 76% of the women asked, claimed they were 

employees, while 5.3%, 10.3% and 1.9% were low-, mid- and top-level managers. 

3.8% had their own business, while 2.7% had not been employed prior to their 

pregnancy. During the research, three groups were made from the respondents: 

employees, managers and the people without employment during their pregnancy. 

Those people who were not employed prior to their pregnancy were left out of the 

sample, which means the final examination was conducted on 256 women. 
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Approximately 55.1% of the respondents had career prospects at their 

organization before going on maternity leave. 63.7% of the respondents had been 

studying continuously before their pregnancy because of their job. 70.7% of the 

women taking part in the research were assisted by their employers before their 

pregnancy to keep their knowledge up-to-date. 

The respondents believed that the most effective form of learning before their 

pregnancy was studying within the organization (40.2%), while about a third of 

them believed in self-studies and 29.7% saw no difference in the efficiency of 

studying by themselves or at a organization course. 

On announcing the pregnancy, companies had to make sure that a medium or 

long-term replacement for their employee was available. The reactions of the 

employers varied wildly. 44.9% of the respondents said their employer was happy 

about their pregnancy, while 18% claimed their employers were not happy and 

29.7% claimed their superiors were indifferent. As it turned out from the answers, 

58.2% of the women claimed their employer hired a new colleague to replace 

them, while 19.1% solved this problem with re-organization, 18.8% divided the 

extra work among the remaining workers, 2.7% mentioned another method and 

about 1.2% had to realize that their position was discontinued altogether. It must 

be pointed out, however, that the Labor Code guarantees that the mother cannot be 

dismissed from work during their paid leave, that is, legislation limited the options 

of the employers in this respect. 

The research also examined how mothers of young children consider passing their 

knowledge on before maternity leave advisable. The question was how do career 

prospects and positions influence women in their decision to take part in the 

knowledge transfer on their own before leaving. Claims were made which could 

be graded by the respondents on a 5-point Likert scale. 1 meant ‘strongly 

disagree’, while 5 meant ‘strongly agree’. The research was done with multiple-

way variant analysis, where the statements were the dependent variants, the career 

prospects and job positions were the independent ones; the subject of the 

examination also included their separate effects as well as their mutual 

(interactive) effects on the dependent variable. Table 3 presents some of the 

statements: 

Table 3 

Frequency, Average and Standard Deviation of the Answers Regarding Knowledge Transfer 

Statement Agrees Frequency Valid Percent AVG SD 

If a mother of young 

children goes on 

GYES and GYED, she 

should definitely pass 

her tasks and 

knowledge to the 

organization. 

Strongly disagree 7 2.7 

3.98 1.061 

Rather disagree 14 5.5 

Equally agree and 

disagree 

62 24.2 

Rather agree 67 26.2 

Strongly agree 106 41.4 

Total 256 100 
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Statement Agrees Frequency Valid Percent AVG SD 

If a mother of young 

children goes on 

GYES and GYED, she 

can pass all her 

knowledge to her 

organization.  

Strongly disagree 22 8.6 

2.96 1.062 

Rather disagree 60 23.4 

Equally agree and 

disagree 

103 40.2 

Rather agree 48 18.8 

Strongly agree 23 9.0 

Total 256 100.0 

Statement Agrees Frequency Valid Percent AVG SD 

If a mother of young 

children goes on 

GYES or GYED, it is 

not reasonable to pass 

all her knowledge to 

her organization.  

Strongly disagree 72 28.1 

2.57 1.318 

Rather disagree 57 22.3 

Equally agree and 

disagree 

63 24.6 

Rather agree 37 14.5 

Strongly agree 27 10.5 

Total 256 100 

The results of the research clearly show that most women feel that knowledge 

transfer is important in this situation –with about 67.6% of the respondents 

agreeing – the deviation was one of the smallest in this question. At the same time, 

the research also revealed that these women could not share every piece of 

knowledge with their replacement. Concerning the findings of the in-depth 

interviews it has already been mentioned that organization-specific knowledge is 

relatively easier to pass on than the knowledge tied to emotional intelligence 

because the latter is personality-dependent. Typically, the respondents felt that 

these areas were exactly the ones where knowledge was lost during the transfer. 

21.5% of the women who filled in the questionnaire mentioned that there were 

pieces of information which they could not share with their replacement. They 

believed the areas where they could share the least amount of knowledge were the 

following: connection network, task-solving abilities, emotional intelligence, 

communication skills and professional knowledge. It is clear that emotional 

intelligence could either not be shared or it can be passed on only with great 

difficulty. 

The question, however, is whether the success of knowledge transfer is influenced 

by how much the women consider it in their own interest to share their knowledge 

with their replacement. It can be seen that about a quarter of the women believed 

that they might not need to share everything, that is, they felt motivated to 

withhold knowledge. There can be several reasons for this. By sharing all 

knowledge, they may feel their return to the organization will be endangered, 

especially because they are no longer protected from being made redundant after 

their child reaches 3. At the same time, if the mother returns to work before her 

child is 3, her employment may be discontinued for reasons in relation to the skills 

of the employee or the operation of the workplace. These reasons include a lack of 
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positions which suit their skills, qualification or practice of the employee or the 

employee herself refusing the position offered to her. The employee may also be 

made redundant if – either deliberately or out of neglect – if she ignores the 

responsibilities which her work involves or demonstrates behavior which 

endangers the continuation of her employment. All the above means that if the 

mothers of young children do not feel their chances of return secure, they are not 

really motivated to share all their knowledge. 

Next, the claims were evaluated through multiple-way variant analysis, where the 

subject of the examination was how some positions or career prospects affected a 

given answer. The research verified that the two independent variables were 

indifferent in the case of all three answers, and, similarly, the interaction of the 

variables had no effect on the dependent variables. 

5 Methodology of Organization Research 

5.1 Qualitative Research among the Companies 

Besides mothers of young children, organizations were also asked about their 

opinion concerning the critical questions of the situation presented above. The 

research was conducted similarly to that of the mothers of young children, with 

both qualitative and quantitative methods. 

Fifty companies were involved in the qualitative research with the help of an 

interview with a one-on-one managing HR worker. This essay will not present all 

the data in detail; rather, it will concentrate on the most important findings. The 

focus of the research was whether the participant companies were prepared with a 

feasible protocol for the knowledge transfer of mothers of young children 

temporarily going on maternity leave in order to save the knowledge capital of the 

pregnant employee for the organization. According to the in-depth interviews, the 

following statements can be made: 

• Most of the examined companies realized that in this situation, that is, when a 

pregnant woman leaves the organization – even temporarily – conscious 

effort has to be made to retain her knowledge for the organization. 

• There was a developed practice at most of the companies enabling them to 

retain the knowledge of the mothers of young children and they also 

encouraged the active participation of the mothers to save the greatest amount 

of knowledge. 

• Many organizations knew that they had to face a loss of knowledge, even 

with the above method, but they believe that the degree of loss depends on the 

organizational culture, the maturity of the knowledge management practice, 

the replacement solution, and the mother of young children herself. 
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• While mothers of young children were staying at home, most organizations 

had not developed protocol to assist the mothers to retain their knowledge at 

home. 

• There was no unified practice concerning knowledge refreshment and 

updating mothers newly returning from maternity leave. The type of actual 

practice was determined by the organization activities, organization culture 

and the attitude of the management. Several of the examined organizations 

had no such practice, but the majority tried to assist young mothers to bring 

their knowledge up to date, usually in the form of consultation with the 

colleagues. 

5.2 Quantitative Research among the Companies 

Based on the findings of the in-depth interviews, quantitative research was 

launched among the companies. The quantitative research proved the following 

hypothesis: 

Hypothesis 

2) Among the companies taking part in the research, the success of the knowledge 

transfer for mothers on maternity leave is influenced by whether the employer 

expects special (organization-specific) knowledge from the employees or not. 

5.2.1 Sampling 

The snowball-method was the chosen sampling technique, and so, the research 

cannot be considered representative. The aim of the sampling was to collect 

samples from all Hungarian regions. Unfortunately, there are under-represented 

regions in the sample – for example, Southern-Transdanubia and the Southern 

Great Plains – where only a small number of samples were contributed. The final 

sample number was 80. The features of the sample are presented below (Table 4). 

Table 4 

Frequency, Average and Standard Deviation of the Answers Regarding Knowledge Transfer 

Regional Division 

of Sample 

13.8% Northern Hungary, 3.8% Northern Great Plains, 2.5% 

Southern Great Plains, 66.3% Central Hungary, 3.8% Central 

Transdanubia, 8.8% Western- Transdanubia, 1.0% Southern- 

Transdanubia 

Organizational 

Pursuits 

18.8% trade, repair, 18.8% financial pursuits, 12.5% catering, 8.8% 

building industry, 5% health and social service, 5% transport and 

storage, 5% estate business, econ. serv., 26.1% other 

Size of 

Organization 

28.8% (micro-enterprise with 2-8 people), 28.8% (small enterprise 

with 9-49 people), 16.3% (medium-sized enterprise with 50-249 

people), 26.1% (big enterprise above 250 people) 

Enterprise Form 

of Organization 

48.8% Ltd., 20 % Ltd (close corporation), 11.3% individual venture, 

6.3% limited partnership, 5% budget organization, 2.5% joint 

venture, 6.1% other 
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The questionnaire compiled for the organizations was also available through the 

Internet to any organization who wished to fill it in. The questionnaire contained 

mostly closed questions which were built on a nominal and metric scale. Similarly 

to the questions aimed at the women, this questionnaire also focused on four areas 

which are summarized in the following Table 5. 

Table 5 

Questionnaire System for Organizations 

Life Situation 

1 (before 

Having a 

Child) 

General features of the organization (pursuits, regional division, size 

etc.) 

What kind of expectations are there concerning employees’ knowledge 

and skills? 

Is there any differentiation between employees concerning knowledge 

and if so, how? 

What kind of knowledge management protocol exists within the 

organization? 

How is the knowledge management process realized in the 

organization? 

Life Situation 

2 (Pregnancy) 

How does the organization replace pregnant women? 

What knowledge transfer tools are used in this situation? 

What kind of knowledge can the mother choose not share? 

What are the factors of organizing replacement? 

What is the source of knowledge loss? 

Life Situation 

3 (Raising the 

Child at 

Home) 

How does the organization keep in touch with the mother on leave? 

Which skills does the mother have to develop at home? 

Do they help in the knowledge retaining process? How? 

What knowledge can the mother at home get which she can later use at 

the organization? 

Life Situation 

4 (Returning 

to Work after 

Maternity 

leave) 

Is there a return protocol for the mothers of young children? 

Is there a knowledge assessment on the mother’s return to work? 

What advantages and disadvantages do re-entrants have concerning 

knowledge management? 

What is the knowledge refreshment practice within the organization? 

The questionnaire was mostly built on nominal and metric scales and variables. 

6 Interpretation of Research among the Companies 

The results were assessed with the help of one- and multiple-variable methods; 

regarding the frequency, average, deviation and multiple-variable examinations, 

the cross-table analysis was chosen to be used. The assessment was done with an 

SPSS program. 
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During the examination, ‘special knowledge’ mostly meant the kind of specific 

knowledge which was valuable for the organization. 48.4% of the organizations 

demanded some form of special knowledge from their employees, so there was no 

surprise when 76.3% of the organizations also required knowledge development, 

that is, training. There was no significant correlation verified between the 

expectation for special knowledge and whether there was any need for intra-

organizational training (Pearson Chi-square test: 3.078 df: 1 sign: .079 p>0.000). 

At the same time, most organizations made no difference between their employees 

regarding their training. 

The companies utilized several methods to solve the replacement of their 

employees. These methods included hiring a new colleague (39.7%), re-

structuring (30.6%) and dividing the tasks (25.6%). There was no connection 

between the methods and the type of specialized knowledge which the 

organizations expected from their employees. 

When a young mother goes on maternity leave, her tasks and knowledge are 

transferred with the help of a person whose position differed at every organization. 

Typically, the pregnant employee shared her tasks and the attached knowledge 

herself (41.6%), or a mentor was given this duty (32.7%). There were a few 

companies where nobody cared about this problem, thinking that no training was 

necessary (11.9%). During the research, one of the questions was whether there 

was any correlation between the necessity of having specialized knowledge within 

the organization and the person who is in charge of knowledge transfer in this 

situation. The results showed that there was only significant connection where the 

companies decided that they did not need this type of knowledge management. 

This meant that when there was a need for specialized knowledge at the 

organization, only 5.7% had no person responsible for knowledge transfer in 

similar situations, as opposed to the organizations where there was no need for 

specialized knowledge, in which case 22.2% did not have a separate person for the 

task (Pearson Chi-square test: 4.208 df: 1 sign.: 0.040 p<0.05). 

The tool used for knowledge transfer was the help of the mother of young children 

in 29.5% of the cases; there was a documented process description at several 

companies (26.4%), while others hired mentors (24.8%). 3,1% of the companies 

used other methods, while 9.3% made no such steps whatsoever. Only in this last 

case was a significant connection between the applied method and the expectation 

for specialized knowledge (Pearson Chi-square: 4.208, df: 1 sign.: 0.040 p<0.05). 

Most of the companies (38.8%) spent less than 2 weeks replacing their pregnant 

employee, while one organization out of five was willing to spend more than a 

month on this task. At the same time, 11.3% of the examined companies did not 

spend any time on this process at all. 

It was interesting to see that only 15% of the companies saw any danger of 

knowledge loss in this situation. In this respect, there was no difference between 

the companies who expected specialized knowledge and those who did not. 
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Finally, approximately 40% of the companies claimed that they had a developed 

protocol to replace their employees on maternity leave or to successfully transfer 

their task. At the same time, the research indicated that there was no significant 

correlation between the existence of such a protocol and what kind of knowledge 

the organizations expected from their employees. 

7 Discussion 

This study is presenting the tasks and questions appearing during the intra-

organizational knowledge transfer of an employee going on maternity leave; 

during the research, the points of view of both the employees and the employers 

were taken into consideration. As we could not find any earlier research dealing 

with this particular situation (going on and returning from maternity leave), the 

basis for comparing the results with the research found in the professional 

literature is not provided by previous research but by this research, that is, the 

process of knowledge transfer. 

The hypothesis made during the research with the mothers of young children 

could not be accepted because the success of knowledge transfer was not 

influenced by either the career prospects or the position the mother filled before 

her pregnancy. On the one hand, this contradicts our own experience and our 

previous research results; on the other hand, the results of international research 

does not support it either [11] as those results prove that the lack of willingness to 

share knowledge can, in most cases, be traced back to fear about the individual’s 

career [24]. 

Generally, it can be said that most women accepted the importance of knowledge 

transfer in this life situation, although they also clearly saw that they could not 

pass all their knowledge during the process. This primarily meant that part of their 

knowledge which could not be handled by mere documentation or by using 

informatics. The studies indicate that even if there is knowledge transfer in such a 

case, it is mostly restricted to the information which they are obliged to share and, 

consequently, it lacks the elements of tacit knowledge. 

At the same time, the findings of this research coincided with previous research 

[21], that is, the women were not necessarily motivated to share their knowledge. 

They felt that a certain amount of knowledge monopoly may ensure that their 

knowledge could represent further value to their organization on their return to 

work. This is more identical to the results seen in other research presented in the 

professional literature [27]. 

Their motivation was especially influenced by the fact that a lot of them were not 

sure whether they could return to work after a long period of absence. This kind of 

uncertainty often results in mistrust, which, as it was shown in the professional 
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literature, may be one of the greatest hindering factors for a successful knowledge 

transfer. 

The most recent Hungarian study [29] done by KPMG in 2013-14 also supports 

this claim.  

A high portion of the women taking part in this research (44.9%), stayed at home 

for 3 or more years, and this long period of absence clearly deteriorated their 

chances of any re-integration to their previous workplace. This was also verified 

by earlier research [26] a long absence, coupled with the questions of reconciling 

work and family life, can greatly influence employers decision whether to employ 

these women who typically fail to meet the requirements. The current research 

also showed, however, that those women with future career prospects or higher 

positions at their previous organizations returned to the world of work sooner than 

those people with no such advantages. 

The research conducted with the organizations showed that there was no typical 

connection between the expectation for specialized knowledge and the success of 

knowledge transfer and protocol when one of their employees goes on maternity 

leave. This means that the original hypothesis is not valid. The research also 

verified that most organizations do not possess a developed procedure in similar 

cases. As this protocol is missing from the corporate knowledge management 

practice, it does not become part of corporate culture either, which otherwise 

provides a shield for successful knowledge management. The truth is, most 

organizations are already considering the necessity of knowledge management 

strategy building and are already utilizing some of the relevant tools in their work, 

but only a small percentage of the organizations interviewed by the professional 

literature claimed that they incorporated this strategy in their long-term goals and 

their everyday routine [31]. 

Experts point out that the task of the traditional HRM must be extended. This 

means that its role in knowledge economy must be revised inside and outside the 

organization as well [15]. Several organizations interviewed in our research were 

only in a very initial phase in this respect. 

The fact that many companies have no such protocol concerning knowledge 

sharing can be explained as organizations do not really feel the dangers of 

knowledge loss due to neglectful knowledge transfer, although they are aware that 

not all knowledge can be transferred even when the effort is made. This result 

correlates with the results gained from the questionnaires handed out to various 

co-workers, all of which claim that tacit knowledge can either not be transferred at 

all or can only be transferred partially. The companies feel the losses, but they 

have not yet reached the point where they also feel the economic repercussions of 

those losses [22]. 

The knowledge transfer process was also influenced – as shown in the in-depth 

interviews made by companies – by the degree of complexity the mother of young 



Acta Polytechnica Hungarica Vol. 12, No. 8, 2015 

 – 191 – 

children had to face at work before her pregnancy. In this process, mothers of 

young children basically acted as mentors, following their replacement’s training 

and passing their knowledge. In the organizations, pregnant women worked for a 

period of time agreed with the organization. In this case, there were two basic 

practices: the pregnant mother could continue to work alone and her replacement 

only arrived after she had left or the mother could stay at work and do her tasks 

together with her replacement during the training period. Where the mother was 

not involved in the training, the organization typically hired a mentor or nobody 

bothered with the issue: this way, the degree of knowledge loss was not – and 

could not be – assessed properly. The utilization of the mentoring system has a 

long history, although its application is often superficial and serves only to share 

explicit knowledge; the connections rarely run deep enough to allow for long-term 

cooperation and tacit knowledge sharing as well [8]. 

It is a highly debated topic in the professional literature concerning how much 

knowledge can be tied to individuals and to what degree this information be 

passed on to an organization. The current research can be considered unique 

because it was conducted in an environment which suited the typical conditions in 

Hungary; however, it is clearly visible that several knowledge element types – 

with emotional intelligence among them – cannot or can only be partially shared. 

Our research conducted last year was aimed at the connections between emotional 

intelligence and knowledge sharing, and the results clearly showed that 

organizations which pay attention to emotional intelligence are also able to 

function better regarding knowledge sharing [7]. 

In this situation the success of knowledge management processes should be based 

on communication and trust, which presupposes the cooperation between women 

going on maternity leave and the organizations. Thus, if the organizations know 

what can be lost if a colleague leaves the organization, not only temporarily, or the 

employee feels and understands that her knowledge can stay current within the 

organization, then the loss, that can be generated in such a situation, could be 

reduced on both sides. 

Conclusion 

Knowledge sharing is a basic requirement in an organization’s life. This is also 

true of the special case examined in our research. However, the surroundings, the 

supervision, the quality and the final usefulness of the above mentioned 

knowledge sharing, are not well thought out. The factors which play an important 

role, here are connected to soft skills, human relations, trust, managerial behavior 

and the organizational structure. It is the HR area which can be most helpful in 

these areas. Women who leave organizations for a certain period of time should be 

prepared for their leave, and the organization should keep in touch with them even 

during their stay at home. Also, steps should be taken to ensure that these women 

can keep their knowledge up to date to be able to return to work after their leave. 

The conditions of knowledge transfer and the time allowed for it should be 
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calculated in every case to meet the requirements of the organization and, in 

particular, the position. While it is true that most of the respondents are aware of 

the ever increasing role of such knowledge transfer-stimulating methods and tools 

like informatics, HR tools, coach-type leadership, new structural organizational 

forms etc., at the same time, there does not seem to be a genuine breakthrough 

towards forming a real knowledge sharing culture. On the contrary, we tend to 

make our own knowledge hidden from the public while paradoxically, we expect 

the opposite behavior from others. Although it is clearly seen that the 

organizations of the future look at knowledge as a strategic resource, this vision is 

not translated into a conscious knowledge management strategy. The next line of 

research is going to aim in the exploration of the background of this basic 

contradiction: how are the ethical values of the companies implemented, how is 

internal knowledge sharing solved and finally, how effectively can these systems 

operate? 

As far as the barriers for the present study are concerned (besides the lack of 

preparation of the involved organizations), we also  have to mention that the 

willingness to answer was generally very low, not all the regions were available in 

the same degree and mothers on maternity leave did not speak about their situation 

with pleasure, as their returning to the labor market is difficult, anyway. We hope 

that we can carry out following research under more favorable conditions. 
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