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“They suffer in the world of work, unable to get jobs for which they are qualified, paid less than 
they are worth, and denied promotions. They are policed, regulated, and disciplined from the 
time they learn they have conceived. They continue to bear more than their fair share of the 
household and parenting tasks, working the so-called “second shift” which has really not 

changed since the Second Wave”  
Cheryl Seelhoff, On Discrimination Against Mothers As Mothers 

 
 

Introduction and Purpose 
 

There are several ways women can be discriminated against in the workplace such as 

gender and race bias and discrimination, sexual discrimination and harassment; all of these can 

be barriers to a woman’s advancement in her place of work. Experiecing these instances of 

discrimination are damming and henious in nature and should never be overlooked or 

disregarded. For the purpose of brevity and intention, this paper will focus specifcally on the 

discrimination women face in the workplace as mothers. Even in 2019, decades after the 

Women’s Suffrage Movement afforded women certain human rights once illegal, our society has 

failed to evolve as viewing women as fully capable of handling two full time jobs: motherhood 

and a career. This discrimination is deeply rooted in the societal and cultural expectations 

assigned to women who both raise a famiy and work full time.  

The perception of modern parenting (two parents who are active and share child 

responsibilities) helps to create a false image of the challenges women truly face when they 

assume the role of both mother and job-holder. It is true that men as fathers are not as absent as 

they used to be in the daily happenings of home life, however women are the emotional laborers 

of the home. Think about how you multitask online. When you’re actively working and 

exploring, how many browser tabs do you usually have open at once? Ten? Twenty? Now 
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imagine a dually engaged woman’s brain as that browser. Women and mothers are the doers: the 

rememberer of her husband’s favorite coffee brand, the lunch packers, the keyholder to the 

family planner, the creator of grocery list, the nurse, the never ending house project list, the 

finances, the vacation plans, the dog’s vet appointments...the list goes on and on. While 

emotional labor at home certainly takes a toll, women have been conditioned to see this as 

normal by our own mothers, our teachers, our bosses, and basically everyone else in society. The 

unconscious bias assigned to women in general, which assumes that women are able to handle it 

all and do it with a smile does not translate into her work life once she takes on yet another role: 

mother. 

Her ability to juggle eighty thousand things at once should give her an advantage in the 

office. Her boss should see her as the opener to productivity, the bringer of realistic ideas, the 

fixer, and the closer. As much as the reality of these scenarios might sound perfect on paper, this 

is not the case for many women wage working from eight-to-five and unpaid wage working  as 

mommy twenty-four-seven. When a woman has a baby or talks about her children at work, a 

shift in her perceived, once superstar abilities occurs. Somehow, she is looked at with holding 

less ability across the board. As her belly swells, she becomes a liability, an inconvenience, and a 

cost; time or otherwise. These perceived factors count against her when her child is sick, or she 

must leave early for a parent-teacher conference, preventing her from actualizing her full 

potential in the workplace.  

 

“We are all deserving and we don’t need permission or an invitation to exist and to step into our 
power.” 

Ilhan Omar, House of Representatives, 5th District, Minnesota 
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When society looks at a working mom, we often fail to understand the unique struggles 

she faces due to her gender and status as a mom. Society views a working mother as a living, 

breathing dichotomy often assigning judgement of her decision to work or not work before 

knowing the whole story. When a woman bears a child, her personal identity does often 

biologically shift towards mother, but her identity as a woman with non-family strengths and a 

desire to have a career does not automatically dissolve. The societal perception of having a child 

constantly hanging on her leg affects her careers and creates barriers for her to exist as a full 

player in the eyes of her male, and sometimes, female colleagues. Gender discrimination as 

mothers is the main focus of this project, with a specific focus on the societal deemed 

consequences of being both a woman, mother, and worker.  

Although many families do feature two parents, women are still tasked with a large 

majority of child related responsibilities once the workday ends. In an interesting twist, if child 

raising were predominantly done by men, it would be practical to assume that some of the 

barriers experienced by working mom’s could equate to men’s experiences as fathers in the 

workplace. However, this paper will give men a break from the exhaustion that comes with the 

societally assigned superiority of existing as a man. Men are allowed to play two roles separately 

and in higher income situations, often times with reward. Men aren’t subject to the criticism 

women experience on a daily basis, regardless of having a child or not. Men can enter the office, 

make more money than their female counterparts, be allowed the grace to focus on their job 

without comments relating to their gender, home life, and abilities. They are afforded the reality 

of taking off their “dad” jacket, while women are soaked in motherhood from head to toe as they 

enter the boardroom. There are structural barriers that keep women from advancing in the 
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workplace which creates an opportunity gap; the existence of this gap prevents equity in the 

workplace and has sustained a systemic scenario which all women are affected by in some way, 

regardless of class, race, earning potential, status as a mother.  

“It’s important to remember that women are not one homogenous group: women of color 

face a different set of barriers in getting fair pay and advancing in the workplace compared to 

white women” (Payscale, 2019).  Although gender and race won’t be discussed in detail, it’s 

important to understand that the pay, gender, and race gap exists, as does white privilege, and 

does cause adverse effect on career advancement of all women, particularly women of color and 

non binary womxn.  

 

The Problem 

This paper aims to highlight the barriers all working moms face when they step into the 

office, and works to create suggestions for how a working mother can spot discrimination, deal 

with unfair treatment, and help create a better space for all working mothers to exist. The main 

problems that create barriers to the advancement of working mothers, identified through primary 

research are: societal perceptions, lack of accommodation and normalization of visible parenting 

at work, the consequences of missing out, and the fatherhood bonus and motherhood penalty. 

 Communication is an important vehicle in helping to close the gap on discriminaton 

against working mothers because lack of communication and understanding of risks is a critical 

piece of the issue at hand. Many women struggle to identify discrimination, or have been taught 

to ignore it and accept it as a reality of life. This project is a fantastic opportunity to use strategic 

communication to spread awareness through education. This project will help women understand 



THE MATERNAL CEILING 6 
 

how to spot discrimination when it happens to them, and more importantly, will assist women in 

knowing they are not alone, that action against discrimination is realistic, and that support is 

available. Through compiled primary interview insights, which have helped inform this project, 

my key strategic takeaway is a digital brochure (Appendix B) aimed to educate working mothers 

on the warning signs of discrimination as well as available action they can take and where they 

can find and utilize support from community and non-profit law organizations.  

 
Current Law on Discrimination of Working Mother’s  

The laws surrounding the phenomena of discrimination against women in the workplace, 

partuculary mothers who work, are important to note. The Pregnancy Discrimination Act of 1978 

was created as an ammendment to “Title VII of the Civil Rights Act of 1964 to prohibit sex 

discrimination on the basis of pregnancy”. Furthermore, the law prohibits discrimination 

“because of sex' or 'on the basis of sex' include, but are not limited to, because of or on the basis 

of pregnancy, childbirth, or related medical conditions; and women affected by pregnancy, 

childbirth, or related medical conditions shall be treated the same for all employment-related 

purposes, including receipt of benefits under fringe benefit programs, as other persons not so 

affected but similar in their ability or inability to work, and nothing in section 703(h) of this title 

shall be interpreted to permit otherwise.” (U.S. Equal Employment Opportunity Commission, 

1978). This law made discrimination of women who are in a situation where pregnancy, 

childbirth, and “related medical conditions” illegal. However, there are only 22 states in which 

employers must guarantee private space to pump breast milk, and “aren’t allowed to refuse to 

accommodate women with pregnancy- related conditions” (Market Watch, 2019). There are a 

number of states, including New York and California, where moves have been made to require 

https://www.eeoc.gov/index.cfm
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paid-family leave, but the majority of U.S. states still follow the federal Family and Medical 

Leave Act (FMLA), which states “ FMLA guarantees certain employees up to 12 workweeks of 

unpaid leave each year with no threat of job loss. It also requires that employers covered by the 

law maintain the health benefits for eligible workers just as if they were working.” The key word 

in the FMLA coverage statement, is “certain”. While all public employers such as schools and 

government organizations must follow the FMLA law, private companies are able to skirt the 

laws. The requirements to continue health coverage and maintain job status are only valid for 

employers with 50 or more employees, leaving many women, especially those who are working 

class and maintain employment with small businesses and nonprofit organizations.  

This caveat leaves millions of women without family leave in cases of childbirth, family 

care needs, or adoption. Furthermore, the FMLA law does not explicitly seem to protect the 

women who enter jobs as mothers against discrimination many women face on a daily basis 

which often leads to limited career advancement. These women can also fall victim to historical 

societal perceptions which hinder mother’s abilities to exist equally in the minds of her 

coworkers, superiors, and the general public.  

 
Interviews and Data 

I conducted six interviews for this project with women who range in age, are diverse in 

ethnic background and education qualifications, and all work in different industries.  The 

interview subjects are good sources of information because they all have unique stories and 

experiences to contribute. Although the subjects are diverse in some ways; all of them are 

college educated with at least a bachelor’s degree, and have or are pursuing an advanced degree. 

All participants, except one Mexican immigrant, are white and are from the United States. It is 
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important to note that my subjects all currently would be considered middle class or 

upper-middle class, therefore my data pool does not represent working class, low-wage earning 

working mothers who tend to be adversly affected by discrimination at work, especially women 

of color and immigrants.  

I asked my participants a series of questions (see Appendix A for full interview report) 

regarding being a woman and a working mom. What I found was striking, but not surprising. 

Women with children who hold a full time job report being offered far less opportunity for 

advancement than before they were pregnant, and all are able to attribute the shift of negative 

perception and lessened advancement availability to their pregnancy announcement.  

From my primary and secondary research, the top categories I identify as being the 

barriers against advancement of working mothers are: societal perceptions, lack of 

accommodation at work, missing out at work and the consequences that ensue, and the double 

standard seen between men and women in the workplace.  

 
Barriers Against The Advancement of Working Mothers  

Societal Perceptions. Culturally, women are still expected and perceived to want to prioritize 

motherhood over career progression. A cultural shift is necessary in how we judge a committed, 

competent employee. As a whole, the view of a working mother in society is highly polarized; 

society struggles to see these two realities in one woman. A working mother is viewed through a 

highly capitalistic lense. Some believe raising a child is not a job because no money is made; 

therefore the activity has no contribution to the greater productivity of the economy. Women are 

expected to be ever omnipresent and praised for their ability to “handle both”, yet, at the same 

time, if a mother spends too much time in either space, judgment occurs. Society has always 
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struggled with the plurality that is a working mother and tends to view working mothers as 

somehow having less commitment to their job because they also want a family and vice versa, 

women are believed to have less commitment to family because they desire a career and have 

ambitions outside of the home. The way society views working mothers is also viewed through a 

classist lens. If a mother is highly successful professionally and well educated, she is praised for 

“being able” to work and raise her children; if she is working class or laboring class, she is 

expected to not be able to perform adequately in either role. As discussed in the laws section, 

these stereotypes stem from completely out of touch policies our country has for family leave. 

Most women are not supported by their employers and receive no compensation during leave, 

with the exception of medical insurance. The main societal point gathered from my primary 

research, and supported by secondary research, is that in our so-called modern world where 

women are encouraged to live a duel full time job of mother and professional, industry remains 

the top valued piece of the equation and through lack of action and accommodation, women have 

been bombarded with the message that the financial gain of industry is often regarded as more 

important and holds higher value.  

My interview participants all reported being discriminated against whether explicitly or 

implicity during their experiences at work or in an interview. Even the idea of discrimination is 

damning to women’s advancement at work. The interview experience has been so daunting to 

one woman that it has held her back from seeking new employment for seven years. When asked 

whether she had faced discrimination during an interview because of her gender or status as a 

mother, one particpant exclaimed, “I almost didn’t get hired because I had a child and didn’t tell 

her [the interviewer]. She said to my face “I was going to hire an older woman without children 
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who I felt would likely be more reliable” (Participant #3. Personal communication, June 2019). 

She also noted that she sees women in leadership, particularly older women, as being part of the 

problem because of a bias placed upon her for being a thirty-year-old single mom. Although 

discrimination on the basis of pregnancy or gender is illegal (U.S. Equal Employment 

Opportunity Commission, 1978) it happens all the time. One of my participants works in HR and 

described what it’s like on from inside her organization. “Being in HR myself, I have seen first 

hand that gender and status as a mother is a factor in hiring. People are less likely to hire a 

woman with a small child because, in their head, they are thinking that she will need more time 

off or will call in more frequently because her child is sick. I was once asked what my family 

plans were, as in, if I was planning to have more kids. That is definitely not legal or appropriate, 

but unfortunately happens all the time!” (Participant #4. Personal communication, June 2019).  

Many working mothers noted they were assigned the perception of having decreased 

ability or interest in managing her workload. Some watched without control as their job duties 

were stripped from them without cause, and one in particular experienced extreme hostility from 

a boss after disclosing her pregnancy. “Before I knew I was pregnant, I went to work at a 

non-profit LGBTQ organization in middle management as a grant administrator. At my four 

month evaluation, they had nothing but praise. At this point, I had just found out I was pregnant 

but did not disclose. I had a tough pregnancy and had to take it easy to decrease stress early on. 

Within three weeks of finding out, they had basically completely changed my evaluation, and I 

was cut out of a hiring trip [where I was to train] a national summit, which was one of the 

reasons I hired. I was told I had no commitment to the job” (Participant #1. Personal 

https://www.eeoc.gov/index.cfm
https://www.eeoc.gov/index.cfm
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communication, June 2019). Eventually, this participant became so ostracized and degraded by 

her employer that she hired a labor attorney and sued the organization.  

One participant described her experience in having work actively taken away from her. 

“When I gave notice to my employer that I was pregnant, I was removed from an international 

account, that was then given to a young single male, because that person needed to travel 

overseas (Participant #4. Personal communication, June 2019). There was no connotation 

conveyed to her employer that the participant needed to decrease work-load.  

Conversely, job duties were reported being given to women with the assumption that they 

would be better suited or enjoy such responsibilities because of her gender alone. These women 

felt that their status as a mom had influence in when being given more work, but that their 

gender was spotlighted in these decisions. A business development manager in the government 

sector notes, “This is a common frustration for me in the workplace, there have been a few 

colleagues and supervisors in my career that pass administrative duties to me because I am a 

youngish woman. These are duties that were never a part of my job description (i.e. make copies 

for them, print their emails, make coffee for their meetings, etc.). I recently had a boss who 

would also delegate difficult conversations to me, not because it would be a growth opportunity 

for me to handle these (this would be an acceptable reason) but I think because he thought people 

would react kinder to me because of my gender.” (Participant #6. Personal communication, June 

2019). Another participant described a very similar experience when asked about how her ideas 

are perceived in meetings. “My ideas are perceived very well because a lot of the hospitality 

industry is very design based ‘you’re a girl you can handle the design part of it, and you are a 

homemaker’. I think because I am a mom, my employer automatically thinks I enjoy domestic 
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duties and thus they can become part of my job description” (Participant #3. Personal 

communication, June 2019). 

Lack of Accomodation and Normalization. Now more than ever, women are very 

present in their careers and as breadwinners, making up almost 47 percent of the U.S. workforce. 

Working mothers are not discounted in this statistic;  “Seventy percent of mothers with children 

under 18 participate in the labor force, with over 75 percent employed full-time.” With the 

amount of women accounted for statistically speaking, it is fair to assume that normalizing a 

working mother shouldn’t need doing. “Mothers are the primary or sole earners for 40 percent of 

households with children under 18 today, compared with 11 percent in 1960”  (U.S. Department 

of Labor Blog, 2019).  Our society has evolved dramatically since the 1960’s, but working moms 

have largely been left behind.  49% of mothers reported workplace discrimination during 

pregnancy, parental leave, or on return to work (Drozdzewski, 2019). 

 

“Mothers are less likely to be hired than are women without children and are paid lower starting 
salaries than similarly qualified fathers or women without children”(Correll, 2005).  

 

Creating accommodation for working mothers seems like an incredibly daunting 

undertaking, however, there are simple steps employers can take to ensure they are both 

compliant with the law and keeping up with the pace of the modern world in work-life balance 

opportunity for working moms.  

Breastfeeding accommodation, or lack thereof, is a hot button issue. Many modern 

workplaces still lack proper facilities for a woman to express milk, a literal physical necessity 

after giving birth.  Women are made to pump in bathroom stalls and utility closets, although, in 
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many states, it is illegal to not have a designated space for milk expression. The ease of what can 

be done to make women’s postpartum experiences more comfortable is almost unbelievable, but 

yet, employers are proving this to be a low priority through lack of action.  

Language accommodation, or how we talk to and about pregnant and postpartum 

working mom’s is also an important piece in normalizing working while parenting as a woman. 

Incessant comments regarding a woman’s pregnant body, or having “baby brain” can be 

damaging and can halt progress for progression towards equality at the office. When the 

conversation points to physicality causing lack of mental ability, it perpetuates the stereotype that 

women aren’t able to handle work while pregnant.  

The same could be said for the idea of “visible parenting” at work, which is often seen as 

a negative. “Visible parenting encompasses bringing children into the workplace and including 

them in the verbal discourse of work life. It includes but is not limited to: pregnancy, talking 

about children in the workplace, breastfeeding, taking designated leave to care for sick children, 

negotiating workload balances and flexible work arrangements with supervisors, and openly 

refusing and or adapting work tasks because of parenting responsibilities” (Drozdzewski, 2019). 

Even talking about children at work can lead to negative impacts on a woman’s career. “I have 

felt extra pressure to prove that I can do my job well and manage my time with my family. This 

has included lying about why I am away from work or working from home. For example, say I'm 

sick (acceptable) versus kid is sick (unacceptable, people start talking about my kids being sick 

all the time). I have even had a former colleague in a high level position (also working mother) 

tell me not to talk about my children at work because ‘you don't want to remind people you are 

mother’” (Participant #6. Personal communication, June 2019).  
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One thing is very clear. We need a shift in norms and societal perceptions regarding 

mothers identities in the workplace.  These coping mechanisms such as overcompensating for 

caring responsibilities and then also hiding them to reduce impact on career progression negates 

progress for equal representation and limits agency for working mothers. It does not help shift 

the workplace norm that “equates the good worker with individualized subjecthood” 

(Drozdzewski, 2019). 

 
The Consequences of Missing Out. There is an invisible bias on working mothers which causes 

them to miss out on opportunities. Women are automatically assumed to be the primary caretaker 

of children and house and therefore not able to engage in after work team activities, night time 

work obligations, work travel, etc. As men are not traditionally considered to be the primary 

caretakers of children, they are able to compartmentalize their life separate from work. Women 

are largely are not given that opportunity. Women are seen as lacking commitment and focus 

when fulfilling family obligations, but men are praised for “being such a good dad” in the same 

scenario.  

“Mother’s career paths are rarely linear; rather, they are dotted with periods of maternity leave, 
part-time employment, and most often, the challenges of teaming wage-work with at-home caring 
responsibilities, outside of the working day. Time on the job begets experience, and experience 

precipitates opportunities for promotion” (Drozdzewski, 2019).  
 

There is a clear double standard that has real consequences on a woman’s advancement at 

work. This aspect of missing out is two fold:  One, there is less space for working mothers to 

make mistakes and to participate; they miss out on being afforded the opportunity to grow from 

those mistakes, and miss out on being a physical presence at work due to assumptions of not 

being able to partake by their colleagues and bosses, which lessens camaraderie and rapport 
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building with management and colleagues. Two, lack of physical presence is missed. When job 

openings become available, the women who spent less time at the office out of family needs are 

less likely to be considered for that role because they aren’t top of mind or may not have the 

opportunity for self advocacy.  

My participants detailed their first hand accounts in missing out, “I have not been invited 

to after business-hour work gatherings because of the assumption that I would not be able to 

attend because of obligations with my children” (Participant #6. Personal communication, June 

2019). “I think "missing out" happens more to working mothers. I have seen working dads get 

praised by colleagues because they are fulfilling family obligations (‘you are such a good dad’, 

etc.) while working mothers may get frowned upon for the same activities” (Participant #4. 

Personal communication,  June 2019).  

Working mothers are made to feel like an inconvenience to their organizations. A woman 

choosing to get pregnant while being employed or if she already has children and desires more 

responsibility such as through promotion, are seen as having no commitment to their job because 

sooner or later, their status as a mother will impact their productivity and presence. Conversely, 

men are rewarded and praised when they are present with their kid and succeed professionally.  

Women’s career motivations after maternity leave are questioned, something that never 

happens to men.  These experiences have compelled women to delay disclosing pregnancy to 

employers for fear of the aforementioned consequences. Women in leadership, even as mothers 

themselves, are contributing to the lack of protection and accommodation their subordinates are 

due. Women bosses often times participate in bullying or encourage women to not speak of their 

children at work which halts the normalization that should be built by women in power. 
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The Fatherhood Bonus & Motherhood Penalty. Men out earn women financially. This is not a 

new, earth shattering insight. An all too real phenomenon worth mentioning in this project is the 

existence of The Fatherhood Bonus. The Fatherhood Bonus may be a cute way to brand 

discrimination and address the pay gap, but this discriminatory theme has consequences that 

support the aformentioned barriers to building equity for working mothers. The Fatherhood 

Bonus is exactly what the name suggests; men are rewarded for having children in their careers 

through higher pay, perception of ability and trust, commitment to the job, ability to handle 

stressful situations, and much more.  

“Fatherhood is a valued characteristic of employers, signaling, perhaps greater work 
commitment, stability, and deservingness” (Budig, 2019).  

 
Men have been found to reap the benefits of fatherhood monetarily. A recent study by 

Michelle J. Budig, PhD, found that the Fatherhood Bonus “increases men’s earnings by over 

6%” in professional, highly educated workers. Conversely, the study shows that a Motherhood 

Penalty is present and that motherhood costs women financially and through time away from the 

job. Non-linear worklife due to maternity leave promotes a negative reputation of ability, 

increases loss of emotional energy, and of course, dramatically affects her earning potential.  

 

Socioeconomic class, education, and race also play a role; white men receive a bigger 

cash out thanks to the daddy bonus compared to black men or Latinos (Budig, 2019). Earning 

potential increases for the professional and highly educated, and is larger in 

industries/occupations with high cognitive demands vs low cognitive demands, which often 

relates back to class and education. Why does this matter for working mothers? The existence of 

the Fatherhood Bonus creates a larger pay gap between men and women; with each child a 
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woman has, she experiences a 4% wage penalty that “cannot be explained that human capital, 

family structure, family-friendly job characteristics, or differences among women that are stable 

over time. Second, this motherhood penalty is larger among low-wage workers while the top 

10% of female workers incur no motherhood wage penalty” (Budig, 2019).  

 
Strategic Communication Impact 

From the interviews I conducted for this project, I created an educaitonal brochure 

(Appendix B) with the intent to appeal to working mother’s who are at risk and to offer assitance 

in identifying and mitigating workplace discrimination. 

To create the content for the brochure, I synthesized and organized the recommendations 

from my interviews and wrote it to primarily appeal to working mothers. This strategic piece of 

work also targets sub-audiences such as fathers, women without children, and those holding 

influential leadership roles by offering advice on how to support their working mother colleagues 

and drive progress for the entire population of working mothers. I created the brochure 

personally in-house. While there is not a budget assigned as this is freelance self created 

material, the creation cost/budget ended up being $19.99 (the cost software and download 

rights).  

Media Strategy 

Channels, Media Placement, Audience. The brochure titled “Navigating Workplace 

Discrimination as a Mother” is a digital creation which I plan to circulate online through a 

number of blogs, social media outlets, digital publications, and non-profit websites. The 

placement of this brochure will not be limited to outlets that mothers may frequent. As the 

brochure appeals to various audiences surrounding a working mothers stratosphere, “Navigating 
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Workplace Discrimination as a Mother” could also appear in digital business publications, 

educational outlets for professional development, and women’s publications in general. The 

brochure also has the opportunity to be expanded and altered to appeal to other lifestyle pieces 

such as men’s magazines to educate men (the population that often holds managerial positions) 

on how to create a “family and women friendly” work environment.  

The brochure, “Navigating Workplace Discrimination as a Mother” has several possibilities for 

distribution. This education piece would be a great resource for non-profit women’s 

organizations such as non-profit associations such as 9to5, Association for Women in 

Communications (AWC), National Organization for Women (NOW), and other organizations 

that promote equity and assist women in job growth and career development. The brochure is 

also valuable for women who are not yet mothers to use as a guide for their future selves. I 

would also aim to distribute to non-profit women’s law center, such as National Women’s Law 

Center, which fights for discrimination justice in and out of court for women everywhere, and 

Her Justice, a pro-bono law organization based in New York City.  

Evaluation. After the brochure has been distributed and given time to circulate, follow up 

interviews, and analytics tracking is necessary to determine outcome and reach. Follow up 

interviews will take place with the organizational leaders that received the brochure, and 

analytics will be asked for from these organizations as well. In addition to following up with 

organizations and gaining insights to better improve the piece, the brochure will be redistributed 

to the interview subjects to gain their insights on effectiveness and authenticness.  

 
In closing, the struggles experienced by millions of working mothers has a large impact 

on their career advancement. The main barriers determined through primary interviews which 
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have been discussed in length above, such as societal perceptions, lack of accommodation at 

work, missing out at work and the consequences that ensue, and the double standard seen 

between men and women in the workplace, are just small pieces of the barrier puzzle. Until 

society has progressed to view the modern working mother as an asset at work, working mom’s 

everywhere will not be afforded the equity they desire and deserve. Women are the guiding force 

in this movement for working mother equity.  If those supporting working mothers are diligent in 

advocacy and create a space of education in the workplace, we can work towards a future that 

includes accommodation and prosperous growth for women everywhere.  
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Appendix A 
 
Experienced Discrimination on the Job and Barriers to Advancement of Working Mothers 
Interviews conducted by Mandy Schuchman  

 
Q1 - Describe your experience in the workplace as a woman and a mother. Have you 
encountered discrimination on the basis of your gender and as a mother? Please tell me 
your story. 

 
PARTICIPANT #1 - N: Yes in general and in academia (most of career in a university setting) - 
went to work for a non-profit middle management grant administrator for LGBT organization 
not knowing she was pregnant. Started job, got through 3 months, had an initial evaluation at 4 
months - they said she is doing such a great job, they couldn’t even offer suggestions for 
improvement. In writing and with references- had not disclosed she was preg. Then disclosed 
was pregnant and needed to decrease stress level bc was having a hard pregnancy, within three 
weeks they had basically completely changed evaluation, cut out of a hiring trip event to train at 
a national summit (one of the reasons she was hired) because “she had no commitment to job” ← 
boss said this The person who said this is trans female to male (white and very masculine) and 
their boss was a white older gay man. They have never had a baby born in an organization, no 
maternity plan, they had a federal grand to address grant disparities from CDC to create good 
health and wellness policies. I sat on it and let it go for a bit and watched to see what would 
happen. Boss became extremely hostile towards me, I was being forced out. I was accused of not 
using leave time to go to OB appointments, had to have a c section. They only gave me one 
month of leave and asked me if I would be able to handle coming back to work as a parent Sued 
them - and got a settlement - labor attorney No oversight of the ppl who are being investigated. 
The head of the org. Reports to the board and are tight with the board. No mechanism to hold 
anyone accountable. Had witnesses and things in writing Felt like pregnancy was an 
inconvenience 

 
PARTICIPANT #2 - M: I have encountered gender stereotyping and discrimnation. Finance 
firm, not allowed to seek a promotion after first round of interviews because I was a new mother. 
Never explicitly said but very obvious. 1 year and 3 days after maternity leave, I was fired 
without warning or cause. After two years of employment I was let go because it wasn’t a good 
fit. I was mentored by a woman and was overqualified for the position but was still let go. 

 
PARTICIPANT #3 - B: Hospitality industry is a very interesting place to work in. Work for a 
small company. Primarily an inn but they own most of the real estate in the town. Manages the 
Inn, 11 room inn. CT- primarily rich white men. Lacks diversity. Only women are every 
considered for front desk work - smiling, pretty, young women. Stigma; i’m dumber than the rest 
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of them. What does she know, she’s a woman? Generational differences- constant remarks about 
appearance, outfits, not warranted. Things that would never been told to men. 

 
PARTICIPANT #4 - L: Overall, I have worked in several different fields and each position has 
had its positives and negatives when dealing with being a working mother. I have had people ask 
me in the interviewing process whether or not I was done having kids, or if I voluntarily told 
them about having a small child, if I was focused on my career. Unfortunately not one single 
company I have worked at has had paid parental leave, this means that I had to save up some of 
the bare minimum PTO I did have and also stockpile my money, enough to support me and my 
family before i had given birth. There is still so many assumed stereotypes for working women 
in general, let alone after you become a mother. 

 
PARTICIPANT #5 - C: I had heard of mother’s been discriminated against them, so for my first 
pregnancy I waited to tell people for about 6 months. I’m chunky so it was easy to hide it. 
Everyone was very understanding specially as I asked my jobs to be modified due to my growing 
belly. I have to work on my knees in green houses some time of the year. California currently has 
the best maternity leave which is 4wks before your due date, 6wks after baby is born and then 
12wks to bond with baby. I only took the 6wks because my hubby had lost his job so I had to 
come back early. Everyone seemed extremely nice and understanding. I resumed my regular role 
at work. Then my second pregnancy happened which was a surprise to me. I didn’t find out until 
I was 5months prego, so this time I didn’t tell anyone until about 2wks before I left for maternity 
leave. While there was gossip in the office about my pregnancy no one came up to me and asked 
♀ got to love gossip. This time around I took my entire maternity leave. However when I return 
to work they put me to wash the lab dishes so “I could ease into work.” When my boss came 
back from her maternity leave, she proposed my targets for the year to be lab management, 
which is just a fancy title she used to basically say I will be the maid of the lab. I have always 
been the one expected to clean and take care of all the needs of my coworkers that are above me. 
I’m never told anything that my team is working on because in their eyes is not important for me 
to know. But somehow I have to manage their projects without knowing any info on top of me 
been their maid. Sorry if I sound angry, but it’s so frustrating that my boss treats me like this 
even though she is a mother to 

 
PARTICIPANT #6 - E: It is interesting navigating the work-place as a mother. I don't feel like I 
have ever experienced blatant discrimination but I definitely feel like I have had to do things 
differently because I am a mother. I have felt extra pressure to prove that I can do my job well 
and manage my time with my family. This has included lying about why I am away from work 
or working from home. For example, say I'm sick (acceptable) versus kid is sick (unacceptable, 
starts talk about kids being sick all the time). I have even had a former colleague in a high level 
position (also working mother) tell me not to talk about my children at work because you don't 
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want to remind people you are mother. I am lucky in my current job that I feel everyone is 
treated fairly and equally. I am not sure if this is because of the culture of diversity and inclusion 
in my workplace, job protections that come with being a union employee or because most of my 
colleagues are parents themselves.  

 
Q2 - What do you think society’s perception is of working mothers? 

 
PARTICIPANT #1 - N: Society is made up of so many sub groups that it is difficult to answer 
with just on response. I would say that overall the working mother is viewed through the highly 
capitalistic lens which is that parenting a child is NOT a job and has no contribution to the great 
productivity of the economy. The view of working mother is highly polarized. If a woman is 
highly successful she is praised for "being able" to work and raise her children (of course, with 
the support of others like hired hands) and if she is from a laboring class but working she is 
somehow not going to be able to do do an adequate job. In the middle to upper class if women do 
not take time to care for their child it's judged, and among the working class if a woman takes 
time she is risking being a "welfare mom". All you really have to do to fully understand how 
society sees working mothers is look to the inadequate and completely out of touch policies we 
have for family leave that do not protect anyone but industry. 

 
PARTICIPANT #2 - M: I think society, on the whole, doesn’t know what to think, and can’t 
reckon the plurality of the roles working mothers fill. There is a view of ‘the mother’ that puts 
her on a pedestal. An untouchable mythical figure that is all caring and loving, and also 
omnipresent. While at the same time we have advanced and supported women to be in the 
workplace. A working woman is something to strive toward. Study after study finds that women 
are better and more effective workers in every sector. You should want women on your team 
because you’ll get a higher ROI from them. Society struggles to balance these two realities in 
one person. How can I possibly work all day at a high achieving job and then also be an 
omnipresent source of caring for my children? In societies mind, that is impossible. It’s 
impossible because society has always struggled with the plurality that women have always 
functioned in. I, as a working mother, make everyone uncomfortable. No one can find a way to 
be happy and accepting to a working mother. 

 
PARTICIPANT #3 - B: I think different roles and genders view it differently. From a business 
point of view, I think working mothers are viewed as having less of a commitment to the job. 
From women around me without children, I’m looked at as a superhero. From my mother, I am 
looked at as unorganized but also she’s been there so sympathetic. From other young working 
mothers, it’s looked at as “you do what ya gotta do.” Woman have 10,000 tabs opened in their 
brain at all times. I literally am currently designing a new Inn bathroom, while ordering shoes for 
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Brynn for camp, while just remembering that my car insurance is due and to have Ryan put in 
my AC. 

 
PARTICIPANT #4 - L: you really can't win. Its honestly that simple. If take time off for your 
kids or leave early you're seen as not career focused or people assume that you don't want to 
work. If you are going above and beyond at work and putting in the hours and overtime while 
being a mother, people assume that your a bad mom and you should be spending more time with 
your kids. There is work life balance, it's a give and take. There are going to be seasons of your 
life where you are super career focused and other seasons where your kids will need more of 
you. prepare to be flexible and find a company to work for that has the same core values as you. 

 
PARTICIPANT #5 - C: Father-she is wonder woman she can handle everything you toss at her, 
so let me just add this one more thing Bosses-she is a mom I don’t think she has time for that or 
she can’t handle a task. She is too distracted. She is constantly missing work (kids get sick a lot, 
and don’t get me started on doctors appointments), therefore she is not focused. Co-workers-she 
is a mom she will clean after my spoon in the sink or my mess on the table. Stay at home 
moms-she is so focused on her career she doesn’t love her kids. Been an immigrant women from 
Mexico with an accent and been on the science field, I had never felt so scrutinized. I just feel 
like everyone has an opinion of what I’m doing and how am I doing it. And sometimes it feels 
like is coming from women, so sad. 

 
PARTICIPANT #6 - E: I think there are two groups: 1. People who are currently raising children 
(2 parents working) or were raised in a household where both parents work. In my experience 
this group does not treat working parents (male or female) any differently than other colleagues. 
2. I have noticed another group, perhaps people who don't understand the dynamics of raising 
children, those without children and those who think mothers should be at home raising children. 
This group I feel may think that working mothers are not giving their all to jobs or would rather 
not be working. They do not understand that some women desire a career and a family. 

 
Q3 - Think about job interviews you have had. How do you think your gender and status as 
a mother influenced the process? If not, consider the kinds of questions you’ve been asked 
or not asked. Have these questions been influenced on your gender? 

 
PARTICIPANT #1 - N: Yes. Have had job interviews since the job before being interviewed by 
women and asked about family situations and “how do you manage it all” 

 
PARTICIPANT #2 - M: Overall my experience has been non-gendered. Except for when the 
topic arose in a previous job where I had spent the last year off of work as a stay at home parent, 
that opened an avenue for them to peripherally ask questions about work-life balance and how I 
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would be doing that. Prodding questions, not outright questions. My husband got a new job and 
he’s never been asked such questions. I’ve always been very vocal about my husband being the 
primary caregiver and the questions are still constantly being asked. 

 
PARTICIPANT #3 - B: Sticks out about interview at my current role- was recommended for the 
position. Given the job-based on skill set. It all seemed great, interviewed by an older woman. 
Called all references and said “you never told me you had a child” - wouldn't have been asked if 
she was a man. Wouldn’t have even applied for the position if it was going to conflict with her 
life. Overqualified for the position but because I had a kid it took her over a week to decide. I felt 
like I could rely on the other candidate (other older woman) more because she doesn’t have a 
kid. 

 
PARTICIPANT #4 - L: Being in HR myself, I have seen first hand that gender and status as a 
mother i a factor in hiring. People are less likely to hire a woman with a small child because in 
their head, they are thinking that she will need more time off or will call in because her child is 
sick more frequently. I was once asked what my family plans were, as in, if I was planning to 
have more kids. definitely not legal or appropriate, but unfortunately happens all. the. Time. 

 
PARTICIPANT #5 - C: My last interview was 7 years ago so I can’t recall much. But I have 
heard people discriminated against so it has stopped me from applying to jobs. 

 
PARTICIPANT #6 - E: I have been lucky in that my motherhood status has not come up in job 
interviews and I have not felt discriminated against in interviews because of my gender or being 
a mother. I have been on interview panels where this topic has been brought up from colleagues 
when evaluating interviewees. Questioning whether a candidate would be able to attend after 
hours events or travel because she had small children. I felt this was very unfair because if 
someone is interviewing for a job and they are aware of the job requirements, you should assume 
they would be able to handle those requirements whether or not they have children. 

 
Q4 - How has your gender and status as a mother influenced the process of and availability 
of promotions/raises/compensation? 

 
PARTICIPANT #1 - N: Most of my circumstances I’ve done great financially so part of the 
reason i did not parent until my 40’s bc i had a really demanding positionAfter having Nic, I 
realized how much harder it is to get a job that pays well and allows flexibility I need. I am now 
not able to make a living wage in my industry. Women are set up to fail in the workplace if you 
decide to parent. You either get stuck in the same job or you're constantly to prove yourself to 
move forward. 
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PARTICIPANT #2 - M: Overall again my ability to seek hirer promotions within my company. 
It’s never been explicitly said but once my situation was clear. When I showed up for my 
interview, the interviewer who was a male asked about my home life and my kids and 
adjustment - position requires travel and late at night. This wasn’t an official interview question 
but was a polite conversation that seemed like prodding. I was too eager and needed to do more 
work in order to take on a promotion Engaged with a labor lawyer and advised me to ask for a 
larger package to leave the job 

 
PARTICIPANT #3 - B: Small local company but a multi-million dollar company run by women. 
Every department. But not owned by a woman. The town is very networked so if word of mouth 
and narrative was that the inn was run by women, it wouldn’t be so successful. Finances aren’t 
part of the conversation - “We just came up with that” - I feel like I have to constantly advocate 
for myself more and bring things to their attention and fight for more money and it wouldn’t be 
questioned if a man was suggesting a change. Always asked to do more jobs geared towards 
“millennials”.  

 
PARTICIPANT #4 - L: I find that as a mother, I tend to give most people the benefit of the 
doubt, however i am in HR so I always push for equal treatment across the entire company and 
also remind the company's decision makers of their responsibility to do the same. What you do 
for John must also be done for Sally in the same situation. 

 
PARTICIPANT #5 - C: I have been in my position for 7 years and my male co-worker was 
promoted 3 yrs ago because he worked in projects (I did too but that was their excuse). I didn’t 
fight it cuz at that time I wanted to be a mommy so I was more focused on that. I guess that was 
my fault, but in a way I feel like that should not had happened and as a woman I should not be 
force to prove myself more than a male co-worker. When upper management went through 
changes my boss got another boss and he took a liking for me so he pushed my manager to 
develop me, however by this time I was taking my first maternity leave and having a lot of stress 
at home. So even though I wanted to do it I knew I couldn’t since I had to do all the work for a 
promotion on my own time. This time around when I came back from maternity leave they 
decided that the best use of my time was to put me to wash dishes as previously mentioned. 

 
PARTICIPANT #6 - E: I have felt that I have had to work extra hard to show that I am worthy of 
raises, promotions, etc. I also have felt that I needed to be physically present more often than 
other colleagues to show my devotion to the job. I might decide to work in my office versus 
off-site (even though that is acceptable) to avoid rumors that I am skipping work to tend to 
family obligations. 
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Q5 - Outside of the workplace: Have you ever missed out on opportunities at work due to 
your obligations in your own personal life (as a mother)? 

 
PARTICIPANT #1 - N: Worked for the u of m (Michigan) for a year and then they offered me a 
diff travel position (1 week on 1 week off) 6 nights, 7 days out and then back home on and off. 
Couldn’t take it because of being a single mom. Having to take more responsibility and make 
more money but couldn’t do it. 

 
PARTICIPANT #2 - M: Yes for sure. I actually as a modern parent have more flexibility than 
most and it still comes up. 

 
PARTICIPANT #3 - B: 1000% of the time. School full time too. I say no to so much and have 
been held back by so much due to having to carry the availability when holes are not able to be 
filled. 

 
PARTICIPANT #4 - L: Definitely, when I gave notice to my employer that I was pregnant, I was 
removed from an international account, that was then given to a young single male, because that 
person needed to travel overseas. 
PARTICIPANT #5 - C: Yes, a lot of the team building activities are done after hours, which is 
something I can’t afford to do. My kiddos are under 2yrs old they need a lot of attention.
However I always see fathers coming in early and staying late at work traveling for business. I 
personally feel bad for their kids because I can only imagine how bad those kids want dad to be 
there. Of course this kind of people are the ones that get promoted. My boss is almost 40 and she 
waited this long to have a kid because she knew that she needed to work crazy hours to get to 
where she is at. However, I know she is struggling now because she can’t spend all that time at 
work how she use to. 

 
PARTICIPANT #6- E: I have not been invited to after business-hour work gatherings because of 
the assumption that I would not be able to attend because of obligations with my children 

 
Q6 - If you think “missing out” happens more often to working moms vs working dads? If 
so, please explain. 

 
PARTICIPANT #1 - N: 
PARTICIPANT #2 - M: 
PARTICIPANT #3 - B: I always feel like someone is waiting for me to mess up. Men can give 
up being a father and being married when they are at work and are here to concentrate on the 
job” women aren’t perceived that way. Women don’t get grace and space to learn and pick 
ourselves up- I have to constantly live up to this level of perfection. We’re supposed to be able to 
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wear all these hats and do every single one of them well. I feel so much guilt when I’m at work 
or home about the other space. I just need to learn that I am enough and it’s enough. It’s a 
compliment but people talk to me like I’m a superhero and they’re not worthy because they don’t 
have school, a job, and a kid. These tasks are all hard to do on their own. Even if you are still 
doing one of those you are still succeeding the bar. I never want to feel like I have to make a 
choice between my job and my family. My mom had to choose family. My dad never had to 
make that choice. And I never want to have to make that decision either. 

 
PARTICIPANT #4 - L: I think "missing out" happens more to working mothers. I have seen 
working dads get praised by colleagues because they are fulfilling family obligations ("you are 
such a good dad," etc.) while working mothers may get frowned upon for the same activities. 

 
PARTICIPANT #5 - C: of course! I think the expectation of a mother is that they are the primary 
caretaker of the house and the children. People still have that invisible bias on women/ mothers 

 
PARTICIPANT #6 - E: 

 
Q7 - Think about your contributions at work. How do you think your gender has affected 
your experiences in contributing to ideas in meetings with your colleagues? 

 
PARTICIPANT #1 - N: Overall bc i’ve been in academia for so many years there is a feeling 
that is very female orientated but I do notice that it is female oriented men tend to be in higher 
positions and their opinion is taken more seriously Worked for planned parenthood political 
organizing, all my supervisors from local on the ground to the people in DC were all men same 
with Birth defects surveillance Intimate partner prevention Areas that actually impact women 
and here I am, I was so shocked. Is this fucking real? I’m having a man telling me the messaging. 

 
PARTICIPANT #2 - M: I would say for certain - discounted in meetings I will say however that 
I have been taught through my own experiences to hold my own ideas strong and women 
backing each other up. Repeat ideas until they are given the credit due. In the finance sector 
outside of government, it has been an extremely difficult task to be taken seriously. I had an idea 
about something and it was discounted and then a younger male, not even 6 months out of 
college said the same thing and they said “Wow what a great idea” Female superior said “are we 
done talking about this yet” - you are required to get ADA paperwork filled out surrounding 
pre-term bedrest for maternity leave Bullying Definitely have. I was apart of a pretty toxic all 
female team because it was a support role- very gendered, they prefer to hire women. I had a 
third child and they felt it was inappropriate to be working. I was supervised by a woman who 
was jealous of my ability to do my job very well and I think at the end of the day I was fired 
because I was good at my job, my supervisor at the time engaged others in attacking and preyed 
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on others insecurities. The HR woman also became involved - two women in superiority telling 
me I had no right to have the feelings I have. I was unreasonable to be asking for a bigger job 
while working harder and doing so well and then when I was finished with work was told to sit 
on it and wait for more bc others couldn’t keep up 

 
PARTICIPANT #3 - B: My ideas are perceived very well because a lot of the hospitality 
industry is very design based “you’re a girl you can handle the design part of it, you are a 
homemaker” I think because I am a mom, my employer automatically thinks I enjoy domestic 
duties and thus they can become part of my job description. 

 
PARTICIPANT #4 - L: I tend to be more outspoken, but I can recall a few experiences where 
male colleagues of mine have been asked for their opinion on a matter that was actually 
something that I had better knowledge and experience in dealing with. 

 
PARTICIPANT #5 - C: I don’t think my gender has been the problem with this particular 
scenario. I believe I’m discriminated in the sense of my degree. However I do have another 
interesting story. Our last company sold us of to our current company, this meant that half the 
building was going to be one company and the other the new company (I hope that made sense). 
So while they where remodeling to make sure we had a lunchroom, meeting rooms and 
bathrooms, the facility manager (a man) decided to put the Mother’s room (the room to express 
milk) in the bathroom WTF. When I came back from my second part of my maternity leave (you 
can split your maternity leave in CA) I didn’t need to express my milk anymore, but I did ask 
him so did you bother to ask any working mother if this would have been ok? His response was 
well I ask some women then he proceeds to tell me who. They are not married and if they are 
they don’t have kids. I did tell him that I didn’t need the room but if anyone needed the room it 
was going to be a no go. My boss was the person that needed that room and because she plays 
the game she just ask to have it moved to a closet where is where I pump now. I believe is illegal 
in CA to have Mother’s rooms in bathrooms. The working place is supposed to provide you with 
a private room specifically for pumping. 

 
PARTICIPANT #6 - E: I think I am more open to listening to new ideas or viewpoints that differ 
from my own. 

 
Q8 - Have you been asked whether your job status will change based on family life 
transitions such as having a baby or getting married? Reversely, have you ever heard of a 
male being asked the same questions? 

 
PARTICIPANT #1 - N: I have interviewed hundreds of ppl in my career on high-level hiring to 
student positions. Not once have I heard a man be asked a question about family or academic 
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pursuit. The exact opposite of women. There is always the question that comes up - timing and 
scheduling. Time and time again I've been on hiring panels where those questions are asked of 
other ppl and didn't have a kid and was a workaholic and went with the cultural flow of where 
you’re working. I realized once I had a kid that this is straight up discrimination. I work for a 
man with 4 children and he said to me - you know we really give a lot of flexibility around here 
when it comes to family needs”- an interesting comment to make to me unprompted. You begin 
to think and notice the assumptions people make of you or what they’re thinking - are you giving 
me special treatment? Seeing me as a person who may have scheduling issues. 

 
PARTICIPANT #2 - M: Yes, I have been asked in every job whether implicit or explicit. I have 
never heard a man asked that. I will get comments from time to time about having three kids- 
Meghan has three of children but she’s still kicking ass 

 
PARTICIPANT #3 - B: Almost didn’t get hired because I had a child and didn’t tell her. She 
said to my face “I was going to hire an older woman without children who I felt would likely be 
more reliable” 
PARTICIPANT #4 - L: I have been asked this several times by manager and superiors and have 
NEVER once heard a male being asked the same question. 

 
PARTICIPANT #5 - C: None of our male colleagues are planning on having kids but if they 
already do their kids seem to be their mothers responsibility. I never hear them say “got to leave 
early for my kids appointment” or “my kid is sick had to stay home” if you walked in my office 
you would think no one has kids except for like 3 of us that have pictures of our kiddos on our 
desk. However my duties have changed in a way discriminatory but I turned around to allowed 
me to be stressed free and be able to pump as I need to. It only makes it hard because the. You 
ask yourself why come to work if I am only washing dishes. 

 
PARTICIPANT #6 - E: Yes and no 
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Q9 - Have you felt expected to handle “domestic” duties in the workplace by co-workers 
based on your gender? Reversely, have you felt obligated to handle certain duties due to 
societal pressures and gender norms? 

 
PARTICIPANT #1 - N: Domestic in the workplace - well yes, but I think overall since I’ve 
always worked with women and keeping things in a certain way Past boss (trans man) embodied 
every negative male characteristics. He wanted a personal assistant, so it’s not necessarily 
domestic. 

 
PARTICIPANT #2 - M: Yeah for sure. Again in previous positions, you’re taught how to make 
coffee. As a comparison, we had a younger 21-year-old guy in the same position and he was not 
taught to make coffee. He was asked to make coffee once and laughed and left the room- he was 
given additional opportunities and given them after I had asked for years for more and was given 
nothing. In my new position, I came in as a time in transition. I am willing to make coffee or 
make copies but I cannot be seen doing those things. I will not be pigeonholed into taking your 
notes. They heard and respected it and it was well received. The two immediate supervisors are 
men and are very understanding and supportive. I coach women in the workplace. I’ve learned to 
be serious in the workplace to push doors open to get into meetings and make my voice heard 
and I will not apologize. 

 
PARTICIPANT #3 - B: Women make cookies, men hang wreaths. So I went up there and fixed 
the wreath, “no you’re not it’s dangerous for you, that’s men work” men water plants, women 
run errands. Basically, every activity is gendered. 

 
PARTICIPANT #4 - L: well being in HR my job is a lot of emotional labor. But i have not been 
asked specifically to deal with any "domestic duties" outside my job description. 

 
PARTICIPANT #5 - C: Cleaning when everyone else is supposed to do their part 

 
PARTICIPANT #6 - E: Yes! This is a common frustration for me in the workplace, there have 
been a few colleagues and supervisors in my career that pass administrative duties to me because 
I am a youngish woman. These are duties that were never a part of my job description (i.e. make 
copies for them, print their emails, make coffee for their meetings, etc.). I recently had a boss 
who would also delegate difficult conversations to me, not because it would be good experience 
for me to handle these (this would be an acceptable reason) but I think because he thought people 
would react kinder to me because of my gender. 

 
Q10 - Based on your experiences, how would you recommend others handle a similar 
situation? What advice would you give a young working mother? 



THE MATERNAL CEILING 32 
 

 
PARTICIPANT #1 - N: - There is a federal law, 50 employees or more, they have to give you 
family leave (FMLA) - its bullshit. ANY organization should be required to offer family leave. I 
get it from a business point of view how they try to justify it but it creates such inequity and 
doesn’t protect workers and it doesn’t make sense if you want to work for a smaller organization 
that you shouldn’t be able to access the same benefits. Both men and women. - There is not a lot 
of protection or room for real-life situations - I think this is a beyond gender issue but at the same 
time it gets played out in a gendered way because 50% of women raising children are raising 
them alone - National Maternity and Paternity policy. Paid leave with more than 3 months and 
includes having health insurance. Had my son by a planned c section on the last day of having 
insurance (3 days after giving birth) dropped the insurance unless I could pay COBRA. The 
policy of the organization is so critical. MY organization could have made the decision to 
support. 

 
PARTICIPANT #2 - M: Trust your gut in an interview. People will always show you who they 
are. No matter how badly you need the job, it is not worth the heartache and pain of being in an 
environment that attacks who you are as a human being. I could tell you all the red flags that 
came up during my interview in a bad situation. I took the job because I had spent so long. As 
women we are those types of people- at least me, we are doers and fixers. And at the end of the 
day, it is not your job to fix the culture of a company it’s your job to do your job well and show 
up. 

 
PARTICIPANT #3 - B: I think you just need to be very firm with who you are and unwilling to 
bend in it. I know my worth and if this isn’t the place for me, then this isn’t the place for me. 
Watching my brother and dad handle themselves in business situations and realizing strategy 
mom “you think i can’t do that, you just wait” You gotta dumb yourself down to sweeten them 
up, play the pretty girl to get in, and learned i could ask for what i want and get it. I had to play 
their game before I could play my own. 

 
PARTICIPANT #4 - L: I give working mothers the advice to take one day at a time and continue 
to have confidence in yourself. At this time in your life, you are getting a lot of opinions on how 
to live your life and how to raise your children etc. it is important to remember that you have a 
voice of your own and to use it! If your current company doesn't support your values as a 
mother, it may be a good time to switch. At the end of the day it is just a job! 

 
PARTICIPANT #5 - C: Go to HR to file a complain that will be in record, you are also helping 
other mamas out. Also familiarize with the labor laws and regulations of your state you can 
always contact them to. I chose not to since I’m quitting my job and fighting for unemployment. 
It’s weird but I knew this types of discriminations (been a mom/women) where happening at my 
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office. One of my co-workers also had issues, but for some reason I thought they would never 
happen to me, gosh was I naive. 

 
PARTICIPANT #6 - E: Develop skills in managing up, be able to confidently explain to others 
why you can not manage your own job and others "domestic" work duties as well. Offer 
solutions in addition to saying no, perhaps delegating those duties to a person whose job 
description falls in line with those duties or hiring another employee with that job description. 

 
Q11 - Regarding navigating the workplace as a mother, what do you wish you had known 
back then, that you know now? 

 
PARTICIPANT #1 - N: One thing I'm really upset about - the ppl I sued, and I knew them for 10 
years before, I signed a non-disclosure. I wish I didn’t. I’m upset this happened it be, I can’t 
advocate with my story. #1 know the law. Especially around parenting and health laws and 
family leave, maternity policy. Ask what the policies are. Look at the profile of the company 
online and know what you’re getting into. Don’t be afraid to fucking get a lawyer if something is 
going wrong. Document everything. Back your stuff up. When you have an issue like this, they 
lock you out of your email and your emails belong to the company. Know your rights. Know 
when to call it quits if it affects your health or your well being 

 
PARTICIPANT #2 - M: I would have started looking for a job a lot sooner but I wouldn’t have 
given up that job because I learned a lot. I could have spent a decade doing domestic stuff but it 
wouldn’t have taught me anything. Nobody needs more coffee that badly. 

 
PARTICIPANT #3 - B: Advocate for yourself and know your worth and do not settle for 
anything less. Yeah, I would have more confidence in myself and my abilities, I feel like women 
especially, if we’re told we aren’t good at something, you still have more to learn, we take it ten 
times harder and take it and chew it up ten times harder when we should be advocates and know 
that we will get there. I was so scared to speak up because of my daughter and there are so many 
things I wish I would have said in other jobs because I do have a good skill set and a backbone 
and stuck up for myself way more and asked for stuff I knew I deserve. 

 
PARTICIPANT #4 - L: I wish I would've had a better idea of what my rights were when I was 
being pushed into uncomfortable situations. I had a company try to bully me into coming back 
early from unpaid maternity leave. Luckily, I was given great advice from my mom and was able 
to hold my ground and keep my job. 

 
PARTICIPANT #5 - C: I have always been a pushover my entire life and I think I still am. 
However having kiddos changed me in many ways but one way that makes me proud of me is 
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that nothing gets in between the well being of my children, even if that is my job. I will fight till 
I can’t any longer. I would say to not let it slide just because you think that person is nice or they 
are just having a bad day. You have rights do your research and stand up for you and your babies 
because nobody else will, be that mama bear. 

 
PARTICIPANT #6 - E: I wish I had known that I never have to make excuses, especially when I 
am doing well at my job. I think my current workplace has a great culture with this in place. If 
you are out, working from home, taking a vacation, sick days, etc. no reason needs to be given or 
is expected. I think this evens the playing field between working mothers (parents) and all other 
employees. If working mothers are constantly expected to report on their family duties at work as 
well, it perpetuates the stereotypes that women are not fully invested in their careers. 

 
Q12 - What industry do you work in? 

 
PARTICIPANT #1 - N: Public Health (research) 
PARTICIPANT #2 - M: Government finance and policy But before with the bad job - municipal 
bonds. Did the financing for governmental bonds. 
PARTICIPANT #3 - B: Hospitality and hotel management 
PARTICIPANT #4 - L: I'm currently an HR Generalist for a web hosting company 
PARTICIPANT #5 - C: Agriculture 
PARTICIPANT #6 - E: Business Development, Government Sector 

 
Q15 - What job level are you currently at in your career? (ie: title) 

 
PARTICIPANT #1 - N: Grant Administrator now - Middle to upper management position. Title 
in past job: project director. 
PARTICIPANT #2 - M: Lead. Manage a small team. Supervisor level. 
PARTICIPANT #3 - B: General Manager
PARTICIPANT #4 - L: HR Generalist- just under HR Manager 
PARTICIPANT #5 - C: Research Technician basically at the lowest but higher than temps only 
because I get benefits 
PARTICIPANT #6 - R: Business Specialist - Mid-Level 

 
Q16 - What is your educational background? 

 
PARTICIPANT #1 - N: MA Public Health, pursuing PHD 
PARTICIPANT #2 - M: MA in public policy and BA in poly sci 
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PARTICIPANT #3 - B: BA hospitality management, travel, and tourism, eco-tourism 
PARTICIPANT #4 - L: I have a Bachelor's degree in Organizational Administration: HR 
Concentration 
PARTICIPANT #5 - C: B.S Clinical laboratory, Molecular and Microbiology PARTICIPANT 
#6 - R: MBA  
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