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The purpose of this study was to assess college students' attitudes toward 

pregnancy and women in the work force following the passage of the Family 

Medical Leave Act of 1993. Data were obtained from 347 students at a 

university in North Texas during the spring semester of 1997. Gender, age, 

employment status, parental status, and citizenship were independent variables 

hypothesized to influence attitudes toward pregnant working women. Gender 

was significant for the following factors: pregnant women as employees 

({><.001), emotional stereotypes (£<.001), choosing family or career (jd<.001), 

and physical limitations (p<.001). Those students 17-19-years-old had a more 

negative attitude toward pregnant women choosing work over family (£<.001) 

than did the older students. 
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CHAPTER 1 

INTRODUCTION 

The growing number of women in the work force is perhaps the most 

significant social change in the 20th century (Freedman & Bisesi, 1988; 

Gunderson, 1989). It is not entirely clear what single force is the most 

responsible for this transformation, yet a combination of social and economic 

factors is analogous with the increasing number of women joining the work force 

(U.S. Department of Labor, Women's Bureau, 1993). Increasing educational 

levels, delays in marriage, declining birth rate, increasing number of women as 

heads of household, advancing technology, and the declining family income are 

all factors contributing to women's increased attachment to the work force. Yet 

the preeminent factor that is most closely linked to increased numbers of women 

in the work force is the steady increase in the educational levels of women. 

An increased educational level among women has been noted as being a 

significant factor in the growing number of women in the work force. There were 

approximately 12,360,000 students enrolled at the undergraduate level in the 

United States in 1991, with over 50% being female (U.S. Census Bureau, 1990). 

Sixty-two percent of the high school graduating class of 1995 was enrolled in 

colleges or universities in the fall of the same year, with little difference in 



enrollment between men and women (Bureau of Labor Statistics, 1996). 

Currently, women are equally as likely to attend college as men, with women 

composing 54.7 % of the nation's college population and receiving a third of the 

doctorates awarded each year (Adams, 1993). With increased educational 

levels comes a higher probability of employment among women (Baber & 

Monaghan, 1988; Harriman, 1996), and as women continue to attain higher 

educational levels, their ties to the work force will continue to strengthen. 

With increased educational levels, there come changes in other social 

factors as well. Delays in marriage and declines in birthrate are associated with 

education level (McLaughlin et al., 1988). In 1990 the median age for women to 

marry was almost 24, and for men it was 26.1 years of age (U.S. Department of 

Labor, Women's Bureau, 1993). This would indicate that marriage is occurring 

later in life and perhaps after the completion of university training. Education 

and birthrate seem to be inversely related, with women having 1 or more years of 

college having sharply lower lifetime fertility than less educated women, 

regardless of race (National Center for Health Statistics [NCHS], 1997). 

Birthrates in the United States declined for the fifth consecutive year in 1995, to 

3,899,589 (NCHS, 1997). The falling birthrate reflects the decision to postpone 

childbirth, presumably to make entry into the work force easier (Freedman & 

Bisesi, 1988). This decision to postpone or delay childbirth is a direct reflection 

of the advances in technology, specifically birth control; this enables not only 



better family planning, but also better career planning. 

Other social factors not only affect women, but the whole family structure. 

Changes in the family structure have also led to the attachment of women to the 

work force, such as increasing acceptance and availability of divorce and 

separation and decline in the real family income. 

There is no longer a "traditional" family, with the husband as 

"breadwinner" and the wife as "breadmaker" (Hayghe, 1990). This traditional 

family is increasingly being replaced by alternative family arrangements (U.S. 

Department of Labor, Women's Bureau, 1993), which is evident in the 

increasing number of family households that are maintained by women. Twenty 

percent of United States households are maintained by women, and there has 

been an increase in the number of children born to unmarried women as well 

(Harriman, 1996). In addition, in 1991 the highest labor force participation rate of 

any female labor force subgroup was that among divorced women with children 

(U.S. Department of Labor, Women's Bureau, 1993). Divorce and separation 

often leaves women as the sole financial provider for themselves and their 

children, making working outside the home a necessity. 

Finally, due to the decline in the real family income, the most dramatic 

increase in female labor force participation has occurred among married women 

with children. In 1990, nearly 60% of married women with children were in the 

labor force (United States General Accounting Office [GAO], 1990). There has 



been a shift away from the traditional family, with increased diversity in lifestyle 

and living arrangements, and the two-income family is becoming the norm in 

American society (Scarr, Phillips, & McCartney, 1989; U.S. Department of Labor, 

Women's Bureau, 1993). There are 26.7 million families in the United States 

with both the husband and the wife in the work force (Bureau of Labor Statistics, 

1994). It is often a financial necessity for both the husband and the wife to 

sustain employment. Women are not working for "self actualization" or for 

"something interesting to do" but because they have to support their families 

(Scarr et al., 1989, p. 1402). It is projected that married women with children will 

continue to enter the labor force in increasing numbers (McLaughlin et al., 1988), 

and with the growing evidence that suggests that college women anticipate 

maintaining a full-time career and also aspire toward the traditional goals of 

motherhood (J. Bridges, 1987; J.S. Bridges & Orza, 1992; M. J. White, Kruczek, 

Brown, & White, 1989), there will be an increasing number of women planning 

their families within the parameters of employment. 

Women face a critical conflict regarding employment and childbearing. 

The prime childbearing years, ages 16 to 44, are also the prime career-building 

years (Baber & Monaghan, 1988). Historically, the combination of employment 

and pregnancy roles has been contradictory in nature (Landsman, 1995), with 

motherhood and employment occurring sequentially, not simultaneously (Baber 

& Monaghan, 1988). There are over 60 million women of childbearing age 



currently in the work force (U.S. Department of Labor, Women's Bureau, 1995). 

At any given time, there are over 2.5 million women in America who are working 

while pregnant (Wyld, 1995). Considering these statistics and the increasing 

options available to women, pregnancy in the work place becomes an important 

health issue. 

The above examples illustrate how changing social and economic 

factors have led to the increase of women in the work force and the alteration of 

women's roles. In turn, these factors have also changed the roles of the 

American family structure. The traditional family is increasingly being replaced 

by the dual-earner family (U.S. Department of Labor, Women's Bureau, 1993), 

and it is becoming increasingly more common for work and family to occur 

simultaneously for women (Reifman, Biernat, & Lang, 1991). Combining work 

with childbearing/childrearing is becoming a viable lifestyle for American women 

(Bejarano, 1992; Bielby & Bielby, 1984). 

Even as women's societal roles change, there is still evidence that 

general stereotypes about women (i.e., women as passive, less assertive, 

dependent) are still deeply held, and resistant to change (Covin & Brush, 1991) 

and that these stereotypes spill over into the work environment (Deaux, 1995; 

Halpert, Wilson, & Hickman, 1993). 

Research has addressed the issue of discriminatory practices and 

attitudes toward female employees in general and determined that gender can 



affect evaluation of an individual's competence and work performance (Gueutal, 

Luciano, & Michaels, 1995). With the acknowledgment of the existence of 

stereotypes and discriminatory attitudes toward women, implications for how this 

affects the pregnant woman who maintains employment are significant. 

However, research conducted on the topic of attitudes toward pregnancy and 

women in the work force is scarce, with the few findings indicating that pregnant 

women may face additional work place discrimination above and beyond any 

gender bias that already exists for women in general (Corse, 1990; Halpert et al., 

1993). 

Halpert et al. (1993) found that the pregnant subjects in their study, 

despite identical behavior and information, were consistently given lower 

performance ratings than the nonpregnant subjects, and Corse (1990) found 

participants to hold more negative views of the pregnant manager than of the 

nonpregnant manager. In addition, the participants reported lower overall 

satisfaction with their interactions with the pregnant manager than with the 

nonpregnant manager (Corse, 1990). With the limited scope of research 

regarding pregnancy and women in the work force, it is important to know the 

content of stereotypes toward women in general in order to assess how such 

stereotypes impact pregnant women in the work place (Ganong & Coleman, 

1995). 

Research on college students' attitudes toward pregnant women at work 



is limited, and virtually nonexistent after the passage of the Family and Medical 

Leave Act (FMLA) of 1993. The growing number of women of childbearing years 

joining the work force and the multiple role aspirations of college women for 

pursuing both a career and a family underscore the importance of researching 

attitudes toward pregnancy in the work force. 

Statement of the Problem 

With approximately 60 million women of child bearing age currently in the 

work force (U.S. Department of Labor, Women's Bureau, 1995) and 85% of 

these women likely to become pregnant while employed (Kamerman, Kahn, & 

Kingston, 1983), it is increasingly important to examine attitudes toward women 

and pregnancy in the work place, considering that research is minimal after the 

passage of the FMLA (1993). 

Purpose of the Study 

The purpose of this study is to assess college students' attitudes toward 

pregnancy and women in the work place following the passage of the Family 

Medical Leave Act of 1993. 

Significance of the Problem 

Researchers have found that women experience unique sources of 

stress-more so than men-related to balancing work/family roles (Freedman & 

Bisesi, 1988; Reifman et al., 1991). Numerous forms of discrimination against 

women have also been attributed to sex stereotypes (Ruble, 1983). Knowing the 
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content of stereotypes toward women can help to assess how such stereotypes 

affect pregnant women in the work place (Ganong & Coleman, 1995) and help in 

gaining a realistic picture of the consequences of being pregnant in the work 

force (Granrose & Kaplan, 1994). 

There is a strong indication that young college women continue to aspire 

toward motherhood and career (Baber & Monaghan, 1988; Florentine, 1988). 

College students' expectations and attitudes can provide information about 

future fertility trends and the balancing of career and family roles (Baber & 

Monaghan, 1988). Some research indicates that plans made in college 

regarding how to combine work and motherhood are related to actual behaviors 

(Granrose & Kaplan, 1994). Thus, these attitudes will help to assess the 

progress of attitudes of college students toward pregnant women in the work 

force. 

Hypotheses 

1. Female students' attitudes toward pregnancy and women in the work 

place are more favorable than those of their male counter parts. 

2. Younger students' attitudes toward pregnancy and women in the work 

place are more positive than the attitudes of older students. 

3. Students without employment experience have more positive attitudes 

toward pregnancy and women in the work place than do students with work 

experience. 



4. Students with children have more positive attitudes toward pregnancy 

and women in the work place than do students without children. 

5. Non-U.S. citizens have more positive attitudes toward pregnancy and 

women in the work place than do U.S. citizens. 

Limitations 

1. This study is limited to college students at the University of North 

Texas; thus, caution should be utilized when generalizing beyond this 

population. 

2. This study is limited to the collection of data in the spring semester, 

1997. 

3. The sample may be more representative of individuals considering 

how to incorporate pregnancy and work than those who have already made the 

decision. 

4. The study examines attitudes and makes no attempt to verify if these 

self reported attitudes translate into consistent behavior. 

5. This study may be subject to response bias in that the subjects may 

have wanted to respond in a manner that is more socially acceptable. 

6. The sample may be more representative of individuals with a college 

education than those without a college degree. 
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Definition of Terms 

Dual earner family-household with the wife and husband both in the labor force 

(Hayghe, 1990). 

Gender discrimination-treatment of people on the basis of their gender. 

Gender occupational segregation-women and men entering different career 

paths that are not equally compensated (Halpert et al., 1993). 

Familv-a group of two persons or more related by birth, marriage, or adoption 

and residing together (Hayghe, 1990). 

Homemaker-a person who manages a household (The American Heritage 

Dictionary, 1982). 

Maternity leave-women's leave from work at the time of birth (Hyde, Essex, & 

Horton, 1993). 

Parental leave-a mother's or father's leave from work at the time of the birth or 

adoption of a child (Hyde et al., 1993). 

Pregnancy discrimination-treatment of female workers on the basis of their 

childbearing capability (Bejarano, 1992) or treatment of pregnant employees less 

favorably than any other employee with a temporary disability (Jacobson, 1988). 

Pregnancy discrimination is indeed a form of sex discrimination (Bejarano, 

1992). 

Pregnant working women-women in the work force who have informed co-

workers they are expecting a child. 
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Power-'disproportionate control over resources and outcomes" (Fiske & Glick, 

1995, p. 109). 

Sexual harassment-"sexual advances made by someone of power or authority 

who threatens firing, lack of promotion, or some other sanction if sexual activity 

is declined" (Greenberg, 1993, p. 350). 

Sex role spill over--gender based stereotypes being applied in the work 

environment (Deaux, 1995). 

Sex stereotype—everchanging culturally shared assumptions about men and 

women s personal traits, abilities, and the roles for which they are suited (Fiske & 

Glick, 1995). 

Social norms-those things that society thinks a person should do (England, 

1988). 

Role-expected and actual behaviors or characteristics that are associated with a 

particular social status in society (Harriman, 1996). 

Role conflict-incompatible obligations (McLaughlin et al., 1988). 

Stereotype-set of traits or characteristics that are attributed to all individuals who 

occupy a particular role (Harriman, 1996). 

Stress-perceptions of uncontrollability, unpredictability, and overload of life 

circumstances (Reifman et al., 1991). 

Traditional family-the husband/father being in the work force and wife/mother 

staying at home (Hayghe, 1990). 
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Wage discrimination-pav differences between two groups that are not 

accounted for by productivity differences (Blau & Ferber, 1987). 



CHAPTER 2 

REVIEW OF LITERATURE 

The impact of women on the work force is an issue of growing discussion 

as more college women continue to aspire toward developing and maintaining a 

career (Baber & Monaghan, 1988; Florentine, 1988). Women accounted for 

46% of the total U.S. labor force participants in 1994, and these numbers are 

predicted to increase as more women continue to achieve higher educational 

levels (U.S. Department of Labor, Women's Bureau, 1995). In addition to 

college women preparing to maintain employment, they are also developing their 

plan for how they are going to incorporate a career and a family (Baber & 

Monaghan, 1988). They may not act upon this plan for several years, but 

women often make educational or job choices based on whether or not they plan 

to maintain employment after childbirth (Granrose & Kaplan, 1994). With over 

2.5 million women working while pregnant at any given time (Wyld, 1995) it 

would seem that many women are opting to have children while establishing 

themselves in the work force (Baber & Monaghan, 1988). With this in mind, 

research regarding college students' attitudes toward pregnancy and women in 

the work force is limited and virtually nonexistent after the passage of the Family 

13 
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Medical Leave Act of 1993. However, some researchers have argued that 

people's perceptions and expectations of pregnant women seem to change to 

match the qualities associated with women and mothers (Corse, 1990). Other 

research regarding women and mothers has indicated that general stereotypes 

still exist and that these stereotypes are only intensified when a woman becomes 

pregnant (Halpert et al., 1993). Thus, research regarding gender stereotypes, 

college student's attitudes toward women and mothers, demographic factors that 

may influence attitudes, wage discrepancy, and antidiscrimination legislation are 

relevant to the topic of pregnant women in the work force. These topics are 

addressed in the literature review. 

Gender Stereotype Research 

"An implicit redefinition of the roles of women in U.S. society is among the 

most important social and cultural transformations of the past several decades" 

(U.S. Department of Labor, Women's Bureau, 1993, p. 73). Indications of these 

sex role changes are evident, given the addition of women in the labor force and 

the increased enrollment of women in colleges and universities (Ruble, Cohen, & 

Ruble, 1984). However, while it is true that women's roles are growing and that 

women have wider opportunities in American society (U.S. Department of Labor, 

Women's Bureau, 1993), it is also true that sex role stereotypes have not kept 

pace with women's changing role options (Halpert et al., 1993). Women are still 

facing discrimination due to these sex role stereotypes. 
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In addition to the new work-imposed roles that women are assuming, they 

are not receiving any relief from responsibilities in the old family-imposed roles, 

(Freedman & Bisesi, 1988). Despite the increase of women in the labor force, 

familiar responsibilities and traditional sex roles are unchanging (Hartman, 

1981). 

Gender stereotypes are defined as "culturally shared assumptions about 

men's and women's personal traits, abilities, and roles" (Fiske & Glick, 1995). 

People are more likely to categorize others by gender than by any other factor, 

such as race, age, or roles alone (Fiske & Glick, 1995). Initially, gender 

stereotype research focused on the perceived differences of men and women by 

assessing the descriptive characteristics associated with men and women. For 

example, Broverman, Vogel, Broverman, Clarkson, & Rosenkrantz (1972) 

developed an instrument to measure the degree to which men and women were 

perceived to possess any particular trait. Their conclusions stated "that women 

are perceived as less competent, less independent, less objective, and less 

logical than men, while men are perceived as lacking interpersonal sensitivity, 

warmth, and expressiveness" (Broverman et al., 1972, p. 75). Yet stereotypical 

masculine traits are more desirable than stereotypical feminine characteristics. 

In another study, beliefs about characteristics considered desirable for 

men and women and beliefs about the typicality of these characteristics in men 

and women were examined (Ruble, 1983). The rating of the typical man and 



16 

typical woman were clearly different from the ratings of the desirable man and 

woman, concluding that sex stereotypes remained strong in college student 

populations (Ruble, 1983). 

Gender stereotype research not only analyzes the global beliefs about 

women and men, but also the different role categories of men and women 

(Deaux, 1995). For example, Clifton, McGrath, and Wick (1976) asked 190 

college students to select the adjectives that they felt described the typical 

housewife, club woman, bunny, career woman, and woman athlete, 

hypothesizing that, if only a general stereotype existed, all role categories should 

elicit common adjectives from the respondents. This was not the case. When 

compared to men, women possess certain general stereotypes different from 

men, but when role categories of women are compared, different roles also 

possess distinctive stereotypes (Clifton et al., 1976). 

The purpose of the study conducted by England (1988) was to examine 

normative expectations about women. Women were divided into categories: 

housewife, professional woman, playboy bunny, and woman in general. The role 

characteristics of women were divided into subcategories as well, including 

maternal sensitive, interpersonal sensitivity to the emotional/psychological 

aspects of situations, passivity, financial provider responsibilities, and 

instrumental tendencies. According to England, "These subcategories are based 

on social roles believed to influence personal characteristics, establish 
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boundaries for behavior, and influence perceivers' beliefs" (p. 366). The results 

indicated that all the categories of women were expected to be more assertive 

than passive and all women were expected to be concerned with having and 

caring for children. So, while some stereotypes may be changing (women as 

assertive), the expectation that women are to be maternal, with children and 

family being a woman's primary concern, is still intact (England, 1988). 

Generally, stereotypes of women stem from the role characteristic of 

mothers, and perceptions of women change when other role characteristics are 

introduced (J.S. Bridges & Orza, 1992). As noted in previous sections, the 

family structure is changing, yet research indicates that married mothers are still 

the standard by which others are evaluated (Ganong & Coleman, 1995), and to 

fully understand the attitudes toward pregnant working women, attitudes and 

stereotypes regarding women in their various roles must be reviewed, starting 

with working women. 

Attitudes Toward Women Who Work 

Research has found that stereotypes of women are classified into different 

subcategories based on various social roles (England, 1988), with employment 

status being one. However, there is also evidence that indicates that women 

often incorporate more than one social role into their lives at a time and that, 

today, many college women aspire to a lifestyle of multiple roles (Baber & 

Monaghan, 1988; Bridges & Orza, 1992). Implications for the stereotypes 
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associated with the employment status of women are discussed first. 

A review of research on women and employment revealed that much of 

the literature discusses women as managers. For example, Rosen and Jerdee 

(1978) conducted a study to provide information on male perceived sex 

differences, focusing on characteristics important for success and promotion in 

managerial positions. These characteristics were grouped into four categories: 

aptitude, knowledge, and skills; interest and motivation; temperament; and work 

habits and attitudes. They found that "virtually every perceived difference 

between male and female employees was unfavorable to women aspiring to 

higher level occupations" (Rosen & Jerdee, 1978, p. 843). Supervisors believed 

that men possessed greater leadership and decision-making skill than women. 

They also thought that men were better able to handle stress, whereas women 

were thought to be better with routine tasks, more emotional, timid, sensitive to 

criticism, and jealous (Rosen & Jerdee, 1978). In general, these findings depict 

women as less reliable and less dependable employees than men. 

Heilman, Block, Martell, and Simon (1989), also focusing on managerial 

positions, indicated in their study that in the last decade little has changed in the 

pattern of characterizations of female and male managers. While researchers 

continue to provide evidence that there has been a shift away from traditional 

sex role stereotypes of women, women continue to be viewed as lacking the 

qualities essential to success in management positions (Heilman et al., 1989). 
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Essentially, the stereotypes mentioned in the work environment are the 

same stereotypes associated with those of men and women in general; they are 

simply applied to a different setting. This is what is known as sex role spill over-

gender-based role stereotypes being applied in the work environment (Deaux, 

1995). Considering employment status, women face the same general 

stereotypes as before. In addition to employment, different family roles influence 

perceptions of employed women (Etaugh & Poertner, 1992). Two roles in 

particular are marital and parental status (Ganong & Coleman, 1995). 

Attitudes Toward Mothers/ Mothers Who Work 

Motherhood is a mandate that requires that a good mother must be 

physically present and available to meet her child's every need (Russo, 1979). A 

good mother is seen as loving, kind, patient, giving, and always available 

(Ganong & Coleman, 1995). Other roles, such as paid workers are incompatible 

with this mandate. While employment is considered normal for women, even 

women with small children (Etaugh & Study, 1989), this motherhood mandate 

overrules any other social norm and is inherent in society's definition of a good 

mother (Etaugh & Study, 1989; Russo, 1979). 

Etaugh and Study (1989) found that unemployed mothers were rated as 

more sensitive, affectionate, dedicated to family, unselfish, relaxed, and 

personally satisfied than employed mothers, thus emphasizing the qualities 

associated with the motherhood mandate's definition of "the good mother." 
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Other researchers noted that, when the employment role is added to the 

maternal role, there is a consistent devaluation of characteristics that reflect a 

concern for the welfare of others (J.S. Bridges & Orza, 1992). 

In a study by Etaugh and Poertner (1992), college students' perceptions 

of mothers as a function of employment status, marital status, and age of child 

were assessed to see if marital and parental status interacts with level of job 

performance. The students rated the person based on a 24-item questionnaire 

that rated the personality traits and job performance characteristics of a stimulus 

person. The results for the interaction between performance level and parental 

status showed that, for an outstanding woman worker, being a mother enhanced 

the participants' evaluations of adjustment but lowered ratings of competence. A 

below-average worker with a child increased the participants' evaluation of 

competence relative to the ratings given to women without children (Etaugh & 

Poertner, 1992). The explanation for this, as noted by Etaugh and Poertner, 

suggests that family responsibilities may be viewed as a socially acceptable 

reason for poor performance. 

Wiley and Eskilson's (1988) study suggested that managers view family 

responsibilities as more likely to intrude into the work world for women than for 

men; thus, managers may regard women as less dependable than men. If 

employers feel that family intrudes more into the work of women than of men, it 

could be said that the idea of the motherhood mandate continues to be 
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supported, with employers feeling that employment deviates from the traditional 

view that mothers should be available to meet the needs of their children at any 

time and thus should be at home (Russo, 1979). 

It is often assumed that contemporary women who combine work and 

family roles have weak and unstable commitments to the work role (Polachek, 

1976). However, Freedman and Bisesi (1988) contradicted this notion by noting 

that, once women enter the work force, they are increasingly likely to stay at 

work, even after the birth of their first child and subsequent children. 

Stereotypes cause employers to questions work commitment and cause women 

constantly to prove their worth as good employees (Covin & Brush, 1991). 

Attitudes Toward Pregnant Women 

Early studies regarding attitudes toward pregnant women compared a 

group of "normal" women, a group of "disabled" women, and a group of pregnant 

women (Taylor & Langer, 1977). In this study, the results revealed that being 

pregnant and being "crippled" elicited virtually identical patterns of reactions. 

Pregnant women reported feelings of being stared at and avoided, and they felt 

their pregnancies were prominent topics of conversation. They also felt that their 

friends treated them like shut-ins (Taylor & Langer, 1977). Although conducted 

in the 1970s, this study is still being cited. In the 1990s the role of pregnancy 

continues to be ill-defined and ambiguous (Myers & Grasmick, 1990) in that it 

may be viewed as a normal developmental state in which the woman is expected 
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to function capably with few accommodations, or, as many of Myers and 

Grasmick's (1990) respondents felt, pregnancy is analogous to being sick. 

Taylor and Langer (1977) tested the avoidance hypothesis by placing a 

woman simulating pregnancy and a woman carrying a large box on an elevator 

and recording how close passengers of the elevator would stand to either 

subject. There was a strong preference by the passengers in the elevator to 

stand closer to the woman with the large box. They reported also that the 

woman who appeared pregnant received more stares. Not long before this study 

was conducted, women were legally obliged to leave work as soon as they 

began to "show," because it was not appropriate for pregnant women to appear 

in public (Taylor & Langer, 1977). This behavior is linked to pregnancy's being 

considered an illness. As long as pregnant women are expected to receive care 

in the same setting and from the same practitioners as sick people, we might 

expect the public to view being pregnancy as analogous to illness. 

Attitudes Toward Pregnant Women in the Work Force 

The research regarding pregnant working women is limited. Corse (1990) 

conducted a study to explore how subordinates differ in their interactions and 

impressions of pregnant managers versus nonpregnant managers in a simulated 

work setting. The subjects were 85 MBA students, 41 women and 44 men, 

recruited on a voluntary basis. Each subject participated in two role plays: one 

with a pregnant manager and one with a nonpregnant manager. The role plays 



23 

were based on actual work situations involving a conflict between the manager 

and the subordinate. The situations lasted 10 minutes, and additional time was 

given at the end (30 to 45 seconds) for the subject to interact informally with the 

"supervisor." Following each role play situation, a questionnaire was given to 

assess the subjects' impressions of the manager and the role play activity. After 

both role play situations were concluded, the subjects participated in an interview 

that enabled them to give feedback on the role play activity and to determine 

whether the participants had guessed the true purpose of the study. The results 

indicated that more negative impressions were expressed toward the pregnant 

manager than the nonpregnant manager. In the same study, they also reported 

lower overall satisfaction with the pregnant manager than with the nonpregnant 

manager. Other results found that the manager was viewed as "less fair" in her 

dealings with the subordinates. And finally, no differences were found in the 

impressions between female and male subjects regarding the pregnant 

manager. 

The most recent research, and that on which the present study is based, 

was conducted by Halpert et al. (1993). The purpose was to assess various 

attitudes about pregnancy and women in the work place. Subjects were 209 

undergraduate students; of those, 96% were currently employed or had been 

employed in the past. To assess college students' attitudes toward pregnancy 

and women in the work force, a questionnaire was used that addressed six 
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factors as the dependent variable. These factors were pregnant women as 

employees, company treatment of pregnant employees, choose career or family, 

emotional stereotypes, physical limitations, and contemporary feminism. These 

items were rated on a Likert-type scale from 1 (strongly disagree) to 6 (strongly 

agree). The sex of the subject was the independent variable. The results 

indicated that there was a significant mean difference between male and female 

responses in over half of the 63 questions. Pregnant women were viewed as 

overly emotional, irrational, physically limited, and less than committed to their 

jobs (Halpert et al., 1993). Males were more likely to hold negative views about 

the emotionality, irrationality, and physical limitations of pregnant women. The 

results also indicated that males were more likely to feel that women should 

choose family over career and that business should be under no obligation to 

accommodate the needs of pregnant employees. These results left the 

researchers with the conclusion that negative stereotypes and beliefs do exist 

toward pregnant working women and that men are more likely than women to 

hold these beliefs. Stereotypes associated with women in general and working 

women in particular are exacerbated, perhaps due to the heightened sense of 

femininity, with the occurrence of pregnancy in the work place (Corse, 1990). 

Demographic Variables 

In review, the identification of stereotypes associated with women in their 

various roles can provide insight into the social values that oppress women 
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(Ganong & Coleman, 1995). Research has addressed the issue of 

discriminatory practices and attitudes toward female employees in general and 

determined that gender can affect evaluation of an individual's competence and 

work performance (Gueutal et al., 1995). In addition to gender, other studies 

have found that perceptions of pregnant employees vary as a function of 

demographic variables (Gueutal & Taylor, 1991). Some of the explored 

variables are age, child status, nationality, and work experience. The research 

surrounding these variable is addressed. 

Previous research regarding college student's attitudes toward pregnant 

women in the work force suggests that males are more likely than females to 

hold negative views about pregnant women in the work force (Corse, 1990; 

Gueutal & Taylor, 1991; and Halpert et al., 1993). 

Gueutal and Taylor (1991) found males to hold more conservative 

attitudes than women toward maternity leave and legislation and pregnancy as a 

negative career impact. More so than women, men were also likely to report that 

they would discriminate against pregnant employees. However, the point was 

made that attitudes toward special consideration for pregnant employees were 

not endorsed as strongly as some of the other attitudinal factors. The conclusion 

was that perhaps there is some ambivalence on the part of the subjects as to 

what extent pregnancy should be accommodated (Gueutal & Taylor, 1991). 

Halpert et al. (1993) indicated that males were more likely than females to 
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hold negative views about the emotionality, irrationality, and physical limitations 

of pregnant women and that women should choose family over career. They 

also found that males did not agree with the concept of businesses being 

obligated to accommodate the needs of pregnant employees. 

Much of the research regarding women's issues and the work place use 

gender as a measure. Covin and Brush (1991) concluded in their study 

regarding career and family issues that women were more likely than men to 

disagree with statements favoring traditional parental roles and traditionally 

defined gender roles and that women were more likely to disagree with 

statements that expressed stereotypes about the impact of women in the work 

force. This indicates that not only are there perceived gender differences but 

that men and women view the issue of pregnancy in the work place differently. 

In addition to gender, Gueutal and Taylor (1991) concluded that 

"individuals hold definite opinions regarding the treatment of pregnant 

employees" (p. 474) and that opinions vary based on age, gender, nationality, 

parental status, and work experience (Covin & Brush, 1991; Gueutal & Taylor, 

1991). Gueutal and Taylor (1991), in a survey of 131 MBA students, found 

younger students were likely to hold more liberal views regarding maternity 

policies and attitudes in general. The participants' ages ranged from 22 to 62 

years, with a mean age of 28.9 years. These respondents were also more likely 

to support preferential policies for pregnant women. However, Covin and Brush 
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(1991) examined college students' attitudes toward work and family demands 

and factors that may have influenced these attitudes. When discussing age of 

the respondents, they found no difference between those respondents under the 

age of 30 years and those over the age of 30 years. The average age of their 

respondents was 26.5 years old. In this same study, the researchers also looked 

at the presence of children as an indicator of attitudes toward pregnant women in 

the work force. This also had no significance. However, 82% of the respondents 

were childless, but were planning to have children in the next 10 years. 

Part time students have been reported to be more likely to maintain 

employment while in school than full time students, increasing the possibility that 

part time students have had an opportunity to experience pregnancy in the work 

environment. Gueutal and Taylor (1991) found work experience to be a 

significant factor in that those subjects who had actual supervisory experience 

with pregnant women had less positive attitudes and were less likely to support 

legislation. This study discussed that perhaps managing pregnant employees 

within the constraints of organizational policies influenced the attitudes of these 

managers in a negative way. 

Gueutal and Taylor (1991) found noncitizens to hold more positive values 

than U.S. citizens, with their sample consisting of 25% noncitizens. However, 

attitudes may vary from country to country, with some countries having more 

liberal attitudes toward women, working women, and maternity issues. Although 
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U.S. women have made rapid gains in their level of labor market activity, they 

have made less progress in attaining wage parity with men (Desai & Waite, 

1991). 

Wage Discrepancies 

Historically, women have always been paid less than men (Harriman, 

1996). The median annual wages of full-time female workers remains at only 

72% of what their male counterparts make (Halpert et al., 1993). Even more 

discouraging is the fact that the average female college graduate can still expect 

to earn less than the average white high school graduate (Halpert et al., 1993). 

Several different philosophies attempt to explain wage discrepancy between men 

and women: occupational segregation, differences in human capital, and 

discrimination (McLaughlin et al., 1988). 

The theory of occupational segregation suggests that occupations differ 

between men and women (Harriman, 1996). The majority of women continue to 

remain segregated in traditionally female occupations such as nursing and social 

work (White et al., 1989). These jobs usually offer low pay, little opportunity for 

advancement and demand little investment by either the employee or the 

employer (McLaughlin et al., 1988). However, these jobs are also considered 

more compatible with family responsibilities, making them more attractive to 

women who are responsible for the homemaking duties (Desai & Waite, 1991). 

Thus, there is a concentration of women in these occupations. When one 
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considers that evidence has been found that college women make educational 

choices based on their perception of how they plan to balance family and work in 

the future (Granrose & Kaplan, 1994), the importance of assessing college 

students' attitudes becomes even more apparent. 

A common solution to the work/family dilemma involves a contingency 

approach to work. This involved fitting one's work life around family 

responsibilities (Desai & Waite, 1991). A woman often totally withdraws from the 

work force at the birth of her first child and does not return until the youngest 

child enters school (Klerman & Leibowitz, 1994). Another viable option is to work 

part-time (Desai & Waite, 1991), accommodating both children and work. Today, 

women are often choosing to treat these activities concurrently, withdrawing from 

the work force for shorter periods. Yet, it has been reported that women need a 

minimum of 6 to 8 weeks to recover from the birth of a child. The theory of 

human capital explains the wage differences between men and women as a 

variance in employment experience, time spent in the work force (Harriman, 

1996). If women have to leave the work force for extended periods of time, for 

childbirth, this reduces future earning because skills depreciate with time out 

from work (Harriman, 1996). 

One proposed explanation for women spending less time in the work force 

is that they are less committed to the work force and have a greater desire to 

focus on their role as mothers (Harriman, 1996). This theory poses that women 
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are more likely to accept lower wages for more flexible hours, more convenient 

job location, and limited travel to better accommodate the needs of the family. 

This theory also hypothesizes that women deemphasize their work life compared 

to men, starting with their choice of majors when they enter college (Harriman, 

1996). Historically women's entry into male-dominated professions has caused 

the devaluation of that profession (Johnson, 1989), and the opposite is also true. 

Men moving into the dominate female professions actually led to the increase in 

prestige of that profession (Johnson, 1989). Only recently have women started 

making the transition into more male-dominated fields. 

Other researchers attribute discrimination to the difference in wages 

between men and women (Cohen, Bunker, Burton, & McManus, 1978). 

Stereotypes may affect a variety of organizational decisions such as work 

assignments, performance evaluations, salary, and additional advancement 

opportunities that may include opportunities for training sessions and work shops 

(Freedman & Bisesi, 1988). Several researchers have discussed the effects that 

stereotyping has on performance reviews (Corse, 1990; Dobbins, Cardy, & 

Truxillo, 1988; & Gueutal et al., 1995). 

With women continuing to enter the work force in increasing numbers, 

attention has focused on women's earning and employment opportunities. This 

attention is reflected in numerous policies designed to raise female earnings and 

employment opportunities. The rationale for these policies is to counteract the 
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effects of discrimination and to reduce inequalities in the work force (Gunderson, 

1989). As the family structure changes, government and employers need to 

examine whether the traditional organizational policies regarding family issues 

are consistent with what is needed considering the growing population of 

mothers and expectant mothers in the work force. 

Antidiscriminatory Legislation 

According to Bejarano (1992), "Sex discrimination in the work place is an 

issue that has had a concurrent rise in the consciousness of the American public, 

and the laws in this area are changing rapidly" (p. 780). Research has found 

that many forms of discrimination against women stem from sex stereotypes 

(Ruble, 1983). Specifically in the workplace, stereotypes may affect a variety of 

organizational decisions such as work assignments, performance evaluations, 

salary, and additional advancement opportunities (Freedman & Bisesi, 1988). 

Legislation dealing with equality issues has a long and varied history. 

Policies have dealt with issues of discrimination on the basis of pay, race, sex, 

and pregnancy (Kamerman et al., 1983). Legislation related to pregnancy is the 

subject of this section. 

Title VII of the Civil Rights Act of 1964 addresses the issue of pregnancy 

discrimination indirectly. Originally, the Civil Rights Act of 1964 was enacted 

primarily to address racial discrimination, with Title VII of the act addressing 

issues of employment discrimination (Harriman, 1996). Title VII stated the 
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following: 

It shall be an unlawful employment practice for an employer... to 

discriminate against an individual with respect to his compensation, 

terms, conditions or privileges of employment or to limit, segregate, or 

classify his employee in any way that would deprive or tend to deprive 

any individual of employment opportunities or otherwise adversely affect 

his status as an employee, because of such individual's race, color, 

religion, sex or national origin, (as cited in Bejarano, 1992, p. 780) 

After a number of court cases regarding pregnancy issues rendered 

conflicting results, there was an outcry from women's groups lobbying to overrule 

these decisions. This resulted in the implementation of the Pregnancy 

Discrimination Act (PDA) of 1978. This act extended the Title VII prohibition 

against discrimination on the basis of sex to discrimination on the basis of 

pregnancy (Jacobson, 1988). The act clearly stated that discrimination on the 

basis of pregnancy was indeed sex discrimination and that it was illegal to 

dismiss or refuse to hire a woman just because she was pregnant. It also 

entitled her to receive paid disability while on maternity leave (Bejarano, 1992). 

The Civil Rights Act of 1991 is worth mentioning because, before the 

passage of this act, employees seeking discrimination compensation were 

entitled only to receive back pay for time lost. Under this law, victims of sex 

discrimination, which as stated in the Pregnancy Disability Act of 1978 includes 
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issues related to pregnancy, can seek compensatory and punitive damages and 

the right to seek a jury trial (Bejarano, 1992). 

It has been a long process, and today women have even more legal 

protection, with The Family and Medical Leave Act of 1993. This act addresses 

the needs of the changing family. The purposes of the act are as follows 

(1) to balance the demands of the workplace with the needs of families, 

to promote the stability and economic security of families, and to promote 

national interests in preserving family integrity; 

(2) to entitle employees to take reasonable leave for medical reasons, for 

the birth or adoption of a child, and for the care of a child, spouse, or 

parent who has a serious health condition; 

(3) to accomplish the purposes described in paragraphs (1) and (2) in a 

manner that accommodates the legitimate interests of employers; 

(4) to accomplish the purposes described in paragraphs (1) and (2) in a 

manner that, consistent with the Equal Protection Clause of the 

Fourteenth Amendment, minimizes the potential for employment 

discrimination on the basis of sex by ensuring generally that leave is 

available for eligible medical reasons (including maternity-related 

disability) and for compelling family reason, on a gender-neutral basis 

(5) to promote the goal of equal employment opportunity for women and 

men, pursuant to such clause. (FMLA, 1993 p.107 stat.7) 
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This act guarantees women and men in companies of 50 or more employees an 

unpaid pregnancy or adoption leave of 12 weeks. 

Until 1993, the United States was one of two industrialized nations without 

a national parental leave policy (Bejarano, 1992). The United States lagged far 

behind other countries in parental leave policy, and the implementation of the 

Family and Medical Leave Act of 1993 is a giant step toward helping pregnant 

women attain legal protection at work. 

While the FMLA (1993) addresses the issues of the "family", it is 

interesting to note that Hyde et al. (1993) examined the trend of fathers who took 

time off prior to the implementation of the act, under a state parental leave law. 

What they found was that men took an average of 4.7 days off from work at the 

time of the birth of their child, and the time was taken as paid vacation or sick 

days, not as parental leave. Several factors that may influence the decision not 

to take advantage of an unpaid parental leave law are beyond the scope of this 

study, but economics plays a large role, because the system is set up in favor of 

the lower paid parent's taking the leave, usually the mother. 

One study conducted prior to the implementation of the FMLA of 1993 

indicated that women who worked during pregnancy and whose employers 

provided maternity leave were most likely to return to work after the birth (M. 

O'Connell, 1990). The Family and Medical Leave Act of 1993 could be a 

national step toward doing away with the myths regarding women, especially 
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pregnant women, thus enabling more women to remain employed during their 

pregnancies. 

Women are expected to have children and careers, with even more being 

expected of them. Women still are affected more by the work and family conflict 

than are men, and they thus experience more stress (Covin & Brush, 1991). Sex 

biases are still operating, yet the passage of the Family and Medical Leave Act 

of 1993 is an encouraging step in changing attitudes toward women in general, 

and working women and pregnant working women in particular. 



CHAPTER 3 

RESEARCH METHODOLOGY 

College students' are a primary source of information regarding attitudes 

toward balancing career and family roles (Baber & Monaghan, 1988). As 

women's enrollment in higher education continues to increase, their entry into 

the work force continues to rise, and they continue to pursue a family, the issue 

of pregnancy in the work force and how to balance family and work conflicts is 

one that society will have to address (Halpert et al., 1993). The purpose of this 

study was to assess college students' attitudes regarding pregnancy and women 

in the work environment after the passage of the Family and Medical Leave Act 

of 1993. 

Instrumentation 

The study used a modified version of the Pregnancy Attitude 

Questionnaire developed by Halpert et al. (1993) prior to the implementation of 

the FMLA (1993). Permission to use the instrument was granted by Halpert. 

The original instrument was designed to indicate college students' various 

attitudes about pregnancy and women in the work force. It consisted of a 6-point 

Likert scale with strongly agree and strongly disagree as endpoints and 

addressed six factors which are (a) pregnant women as employees, (b) company 

3ft 
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treatment of pregnant employees, (c) choosing career or family, (d) emotional 

stereotypes, (e) physical limitations associated with pregnancy, (f) contemporary 

feminism. The alpha coefficients of the factors range from .70 to .84, with the 

exception of Factor 6, contemporary feminism. This factor was lower than the 

others and was not found to be significant in the original study. It was thus 

excluded from the current study. This was the extent of the modification. 

The modified questionnaire was also designed to tap students' various 

attitudes about pregnancy and women in the work force and it, too, consisted of 

a 6-point Likert scale with strongIv agree and strongly disagree as endpoints. 

However, this questionnaire addressed only five of the original six factors. 

These factors were (a) pregnant women as employees, (b) company treatment 

of pregnant employees, (c) choosing career or family, (d) emotional stereotypes, 

and (e) physical limitations associated with pregnancy. Basic demographic 

questions were included as the final section of the questionnaire. 

Sample Questions 

The following offers sample questions and a brief explanation of each 

factor (see Table 2 for a complete list of item numbers): 

Factor 1. Pregnant Women as Employees 

Contained in Factor 1 are items that reflect pregnant women as less than 

ideal employees. 

1. When a women becomes pregnant, her attention is diverted from her 
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job. 

6. Women have mixed-up priorities when they are pregnant. 

Factor 2. Emotional Stereotypes of Pregnant Women 

Contained in Factor 2 are items that reflect stereotypes associated with 

pregnancy. 

42. Women tend to get more emotional when they are pregnant. 

34. It is important for a mother to be with her children after school lets 

out. 

Factor 3. Company Treatment of Pregnant Employees 

Contained in Factor 3 are items that reflect attitudes toward extending 

special accommodations to pregnant employees. 

16. Companies should be willing to make special accommodations, such 

as shorter working hours or less strenuous jobs, to help employees who become 

pregnant. 

25. Companies should increase employees salaries after each child is 

born. 

Factor 4. Choose Career or Family 

Contained in Factor 4 are items that assess attitudes toward 

pregnancy/family having precedence over career. 

36. Women who want children should not take high-level positions. 

35. Pregnant women should not work once their pregnancy starts to 
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show. 

Factor 5. Physical Limitations 

Contained in Factor 5 are items that pertain to pregnancy's affecting job 

performance through physical limitations. 

50. It's OK in the early stages of pregnancy (first six months) to work at 

jobs that involve physical skills such as lifting or moving heavy objects. 

53. A pregnant women can do any job that a non-pregnant woman can 

do. 

Selection of Subjects 

All undergraduate students attending the University of North Texas in 

Denton, are required to fulfill a core course requirement regardless of what 

school or college they are enrolled. Of these classes, four courses have been 

determined acceptable to fulfill the "wellness" requirement: Physical Education 

Activity Program 1000, School of Merchandising and Hospitality Management 

1450, Psychology 2580, and Dance 1100. One of the four must be selected and 

completed by all undergraduate students prior to graduation. These classes 

combined enrolled almost 10% of the undergraduate student population in the 

spring semester of 1997. 

The undergraduate subjects (N=323) were selected through random 

cluster sampling from the students enrolled in the Physical Education Activity 

Program 1000 courses at the University of North Texas during the spring 
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semester of 1997. The graduate sample (N=23) was selected randomly from the 

classes of the College of Education. With permission from the instructors, 

students of the selected classes were then asked to participate in the study. 

Participants completed the questionnaires in class, and those who chose not to 

participate worked on an alternate activity with no penalty. The survey took 

approximately 15 minutes to complete, including a brief introduction and 

conclusion. 

Data Analysis 

Previous research has suggested that gender is significant when 

assessing college student's attitudes toward pregnancy in the work force. 

Specifically, males are more likely than females to hold negative views about 

pregnant women in the work force (Corse, 1990; Gueutal & Taylor; 1991, Halpert 

et al., 1993). Other factors have been noted as having significance as well. 

These are age, citizenship, children, and work experience (Covin & Brush, 1991; 

Gueutal & Taylor, 1991). Gueutal and Taylor (1991) have suggested that 

"individuals hold definite opinions regarding the treatment of pregnant 

employees" (p.475) and that opinions vary based on these factors. A 5-way 

analysis of variance was performed using gender, age, parental status, 

employment status, and citizenship as the independent variables and the five 

factors as the dependent variables. A separate independent t-test was run for 

factors that had more than one significant variable to insure that no interaction 
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had occurred. Factor analysis with varimax rotation was run using the current 

study's sample to establish eigenvalues and the percentage of variance among 

the sample questions. Descriptive statistics were also used to describe the 

overall study sample, as well as measures of dispersion to analyze the 

questionnaire data. 



CHAPTER 4 

RESULTS 

To measure college students' attitudes toward pregnant women in the 

work force, an established questionnaire developed by Halpert et al. (1993) was 

modified for distribution. The results of this questionnaire are organized in the 

following fashion. The first section consists of the demographic information for 

the sample, second, factor analysis will be discussed, and the final section 

exhibits the mean scores and the ANOVA for the independent and dependent 

variables. The information is presented and discussed based on the five 

hypotheses guiding this study. 

Demographic Information 

The Pregnancy Attitude Questionnaire was administered to 375 students 

at the University of North Texas, Denton. The students were picked from a 

random cluster sample of selected classes that meet a mandatory university 

"wellness" requirement. With 347 questionnaires returned, the usable return rate 

was 92.8%. 

Descriptive statistics and frequency analysis for demographic information 

are shown in Table 1. The sample population consisted of 171 males (49.3%) 

and 176 females (50.7%). Ages ranged from 17 to 54 years old, with a majority 

AO 
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of the sample population ranging in age from 20 to 22 years old (45.8%). 249 

(71.7%) subjects were currently in the work force (19% full time and 52.7% part 

time). A majority of the population was single (85.3%). Parental status varied, 

with 8.1% of the subjects having children between the ages of 1 and 25, with 

17.9% of this group indicating that their child was 1 year of age. Although 91.1% 

of the sample did not have children at the time, 81% indicated that they 

anticipated having children in the future. 

In the sample, 60 majors were represented, with the greater number 

coming from Kinesiology (8.4%), Business (8.1%), Radio, Television, and Film 

(6.1%), Undecided (4.9%) and Health Promotion (3.7%). The sample was 

diverse in its representation of the major schools of study. 

Table 1 

Respondents' Demographic Profile 

Variables Group Frequency Percentage 

Gender Male 171 49.3 
N=347 Female 176 50.7 

U.S. Citizen Yes 338 97.4 
N=347 No 9 2.6 

Age 17-19 67 19.3 
N=347 20-22 159 45.8 

23-25 56 16.1 
26-28 41 11.8 
30+ 24 6.9 

(table continues) 
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Classification Freshman 58 16.7 

N=347 Sophomore 63 18.2 
Junior 84 24.2 
Senior 118 34.0 
Graduate 23 6.6 
No response 1 .3 

Marital status Married 39 11.3 
N=347 Single 296 85.3 

Separated 2 .6 
Divorced 8 2.3 
No response 2 .6 

Ethnicity Hispanic 27 7.8 
N=347 African 27 7.8 

Asian 16 4.6 
European 15 4.3 
Native 3 .9 
Caucasian 253 73.1 
Other 5 1.4 
No response 1 .3 

Employment Full 66 19.0 
status Part 183 52.7 
N=347 Never 4 1.2 

Past 94 27.1 

Enrollment Full 302 87.3 
status Part 44 12.7 
N=347 No response 1 .3 

Parental status No 316 91.1 
N=347 Yes 28 8.1 

No response 3 .9 

Expectation for No 25 7.2 
children Yes 281 81.0 
N=347 No response 41 11.8 
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Factor Analysis 

Factor analysis with varimax rotation was run using the current study's 

sample to establish eigenvalues and the percentage of variance among the 

sample questions (see Table 2). Statements that failed to correlate above the 

.400 level during factor loading were eliminated (see Table 3), reestablishing five 

factors and leaving 49 questions for consideration. This accounted for 42.1 % of 

the total variance (see Table 2). 

Table 2 

Eigenvalues and Percentage of Variance for Factors 1-5. 

Factor number Eigenvalue Percent 
variance 

Cumulative 
percentage of 

variance 
1. Pregnant women as 10.9 19.8 19.8 

employees 
2. Emotional stereotypes 4.84 8.8 28.6 
3. Company treatment of 3.12 5.7 34.3 

pregnant employees 
4. Choosing career or family 2.28 4.1 38.5 
5. Physical limitations 2.00 3.6 42.1 

The analysis of variance and reliability analysis of the current study 

closely replicated the original studies and thus supported the reliability of the 

questionnaire and the use of the Halpert et al. (1993) instrument in the current 

study. With the exception of a few items questions remained in the same factors 

as in the original questionnaire, and the reliability coefficients were equally as 

strong for each factor, ranging from .63-.88 (see Table 3). 
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Table 3 

Factor Loading and Alpha Coefficients for Five Factors. 

Factor number and item 

Factor 1: Pregnant women as employees 
(alpha = .88) 

Factor loading 

Item 1 .46912 
Item 2 .53067 
Item 3 .42114 
Item 4 .58211 
Item 5 .73075 
Item 6 .69049 
Item 7 .67810 
Item 8 .65777 
Item 9 .74283 
Item 10 .64702 
Item 11 .57668 
Item 12 .59617 
Item 13 .41048 
Item 38 .54671 
Item 49 .44072 

Factor 2: Emotional stereotypes 
(alpha =.83) 

Item 33 .55639 
Item 34 .49743 
Item 39 .40693 
Item 40 .41473 
Item 41 .40782 
Item 42 .64254 
Item 43 .40845 
Item 44 .56759 
Item 45 .66457 
Item 46 .61622 
Item 47 .62956 
Item 48 .48726 

(table continues) 
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Factor 3: Company treatment of pregnant 
employees (alpha = .85) 

Item 16 .70002 
Item 17 .73113 
Item 20 .56890 
Item 21 .58697 
Item 23 .73585 
Item 24 .67229 
Item 25 .62570 
Item 26 .54103 
Item 27 .72300 
Item 28 .49445 

Factor 4: Choosing career or family 
(alpha = .76) 

Item 19 .43937 
Item 30 .54376 
Item 31 .41640 
Item 35 .55170 
Item 36 .46763 
Item 37 .47634 
Item 51 .52989 
Item 54 .44834 
Item 55 .47983 

Factor 5: Physical limitations 
(alpha = , .63) 

Item 50 .64109 
Item 52 .70030 
Item 53 .50986 

Items 14, 15, 18, 22, 29, and 32 were not used in the current study's analysis. 

Analysis of Variance 

A 5-way analysis of variance was run for each of the five factors as 

dependent variables, with the independent variables (gender, age, employment 

status, parental status, and citizenship) run simultaneously. 
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Hypothesis 1: Female students' attitudes toward pregnancy and women 

in the work place are more favorable than the attitudes of their male 

counterparts. Analysis of variance revealed gender to be a significant variable in 

four of the five factors constructing this questionnaire (see Table 4): pregnant 

women as employees (F= 25.4; fi<.001), emotional stereotypes of pregnant 

women (F=27.3; e<.001) choosing family or career (£=47.6; £<.001), and 

physical limitations (F=6.2; £<.001). This finding supported the proposed 

hypothesis. Table 4 shows the mean scores indicating that males scores were 

higher than female scores regarding attitudes toward pregnant women as less 

than ideal employees (Male=2.49; Female=1.82), stereotypically emotional 

(Male=3.61, Female=2.84), and that women should choose family commitment 

over career (Male=2.60, Female=1.86). The higher male scores denote more 

agreement with the statements toward these areas of pregnancy and women. 

The factor regarding pregnant women as physically capable (see Table 4) 

indicated that females had a higher mean score and agreed more with the 

statements in this factor (Male=2.25; Female=2.45), recognizing that for this 

factor, the higher the score, the more agreement with the statements regarding 

pregnant women as physically capable. 
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Table 4 

Means and ANOVA Source Table for Effect of Subiect Gender on Attitude 
Dimensions (Sample size: M=171. F= 176) 

Male Female 

Factor Mean SD Mean SD 
1. Pregnant women as employees 2.49 .78 1.82 .57 
2. Emotional stereotypes 3.61 .77 2.84 .77 
3. Importance of good company treatment 3.42 .97 3.70 .92 
4. Choose career or family 2.60 .71 1.86 .60 
5. Physical limitations 2.25 .86 2.45 1.01 

Sum of DF Mean F Sig of F 
Factor squares square 
1. Problem 23.27 1 23.27 25.48 .000 
2. Emotional 24.81 1 24.81 27.31 .000 
3. Treatment 3.00 1 3.00 3.04 .082 
4. Choose 38.25 1 38.25 47.64 .000 
5. Physical 5.89 1 5.89 6.25 .013 

Hypothesis 2: Younger students' attitudes toward pregnancy and women 

in the work place are more positive than attitudes of older students. The age of 

the study population ranged from 17 to 54 years old, with the average age 

ranging from 20 to 22 years old. In order to run analysis of variance the sample 

population was divided into five categories based on age: 17-19, 20-22, 23-25, 

26-28 and 30+ years. Analysis of variance indicated that age was a significant 

factor in one of the five factors, choosing family or career (F=4.8; £><.001). The F 

scores and significance for each factor are shown in Table 5. After running a 

post hoc Tukey-B test with a significance level of .05, it was found that the 17 to 

19-year-old group had a significantly higher mean score (2.38) than the 20 to 22-

year-old group (2.34) and the 23 to 25-year-old group (2.05) indicating that they 
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agreed less with the items describing women choosing career over family 

commitments. Other research indicated that younger participants have more 

positive attitudes toward pregnant women in the work force perhaps due to a 

lack of understanding of the role conflict in trying to balance a career and family, 

and the presumed lack of experience in dealing with pregnant women in the work 

force (J. Bridges, 1987). The younger students in the sample have a more 

negative attitude toward pregnant women in the work place, perhaps they 

appreciate the inherent conflicts of career and family responsibilities or hold 

more traditional views of motherhood. 
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Hypothesis 3: Students without employment experience have more 

positive attitudes toward pregnancy and women in the work place than students 

with work experience. Analysis of variance revealed no significance between the 

employed and the unemployed sample in relation to the five factors (see Table 

6). Previous research suggests that students who attend college part time are 

more likely to sustain employment than students who are enrolled full time. 

However, the current student sample was unusual, with 12% of the student 

subjects enrolled part time and 71.7% of the study population participated in the 

work force (either full time or part time). Any significance that may have 

developed between the unemployed group and the employed group may have 

been lost due to the unexpectedly large sample of employed individuals (71.7%) 

Table 6 

Means and ANOVA Source Table for Effect of Subject Employment Status on 
Attitude Dimensions (Sample size: Full=66. Part=183. Never=4. Past=94) 

Full time Part time Never Past 

Factor Mean SD Mean SD Mean SD Mean SD 
1. Problem 2.11 .68 2.15 .77 2.05 .99 2.21 .78 
2. Emotional 3.20 .81 3.24 .86 3.20 ,75 3.19 .92 
3 Treatment 3.75 .91 3.48 .92 3.30 83 3.59 .1.03 
4. Choose 3.07 .75 2.23 .74 2.19 .92 2.34 .76 
5. Physical 2.68 1.11 2.35 .93 2.58 .73 2.12 .78 

Sum of DF Mean F Sig of F 
Factor squares square 

Sig of F 

1. Problem 1.58 3 .53 .58 .630 
2. Emotional 4.78 3 1.58 1.74 .160 
3 Treatment 4.13 3 1.38 1.40 .244 
4. Choose .76 3 .25 .32 .815 
5. Physical 5.81 3 1.94 2.05 .107 
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Hypothesis 4: Students with children have more positive attitudes toward 

pregnancy and women in the work place than do students without children. 

Descriptive statistics revealed that 92% of the sample population were currently 

childless, and only 8% had children. Analysis of variance revealed no 

significance between subjects with children and those without children for any of 

the five factors (see Table 7). Eighty-one percent of the population expected to 

have children in the future, with 7.2% indicating that they did not plan on having 

children; 11.8% did not respond, perhaps indicating that they were undecided 

(see Table 1). Research concerning fertility suggests that parental intentions are 

good indicators of future behavior (L. O'Connell, Betz, & Kuirth, et al, 1989). If 

this is the case, then over 75% of this sample plan to have children. This may 

explain the lack of significance in this factor in that attitudes of the subjects who 

anticipate having children may already resemble the attitudes of subjects who 

have children. 

Table 7 

Means and ANOVA Source Table for Effect of Subject Parental Status on 
Attitude Dimensions (Sample size: Children=31. No Children=316 

Children No children 

Factor Mean SD Mean SD 
1. Pregnant women as problem employees 2.00 8̂() 2.17 .75 
2. Emotional Stereotypes 3.10 .81 3.23 .87 
3 Importance of good company treatment 3.70 1.04 3.55 .95 
4. Choose career or family 1.97 .72 2.25 .75 
5. Physical limitations 2.44 1.13 2.34 .93 

(table continues) 
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Sum of DF Mean F Sig of 
Factor squares square F 
1. Problem .003 1 .003 .003 .958 
2. Emotional .074 1 .074 .081 .776 
3 Treatment .739 1 .739 .750 .387 
4. Choose .239 1 .239 .297 .586 
5. Physical .666 1 .666 .706 .401 

Hypothesis 5: Non-U.S. citizens have more positive attitudes toward 

pregnancy and women in the work place than do U.S. citizens. Although Table 8 

shows that analysis of variance indicated that citizenship was a significant 

variable for two of the five factors, emotional stereotypes of pregnant women 

(F=4.70; £<.001) and choosing family or career (F=10.55; e<.001), an 

explanation must be offered regarding the sample size of noncitizens. 

Compared to the citizen sample of 97.4%, the noncitizen sample made up 

almost 3%. Although other studies have examined the effects of citizenship on 

attitudes toward pregnant women in the work force, this study was unable to 

discuss any effects that may have had significance, due to the small sample 

size. 
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Table 8 

Means and ANOVA Source Table for Effect of Citizenship on Attitude 
Dimensions (Sample size: Citizen=338. Noncitizen=9) 

Factor 

Citizen 

Mean SD 

Noncitizen 

Mean SD 
1. Pregnant women as problem employees 2.14 .76 2.60 .61 
2. Emotional Stereotypes 3.20 .87 3.74 .81 
3. Importance of good company treatment 3.56 .95 3.72 1.18 
4. Choose career or family 2.21 .74 2.78 .92 
5. Physical limitations 2.34 .93 2.93 1.37 

Factor 
Sum of 
squares 

DF Mean 
square 

Sig of 
F 

1. Problem 1.78 
2. Emotional 4.26 
3. Treatment .96 
4. Choose 8.47 
5. Physical 3.55 

1.78 
4.26 

.96 
8.47 
3.55 

1.95 
4.70 

.98 
10.55 
3.77 

.163 

.031 

.324 

.001 

.053 

With factor 4, choosing family over career, holding significance for both 

gender and age, analysis of variance was run to insure that no interaction has 

occurred. No interaction was found and thus the main effect of gender and age 

were interpreted separately. 



CHAPTER 5 

SUMMARY, FINDINGS, DISCUSSION, LIMITATIONS AND IMPLICATIONS 

Summary 

The purpose of this study was to assess college students' attitudes 

regarding pregnancy and women in the work environment following the 

implementation of the Family and Medical Leave Act of 1993. 

The following hypotheses guided this study: 

1. Female students' attitudes toward pregnancy and women in the work 

place are more favorable than those of their male counterparts. 

2. Younger students' attitudes toward pregnancy and women in the work 

place are more positive than the attitudes of older students. 

3. Students without employment experience have more positive attitudes 

toward pregnancy and women in the work place than do students with work 

experience. 

4. Students with children have more positive attitudes toward pregnancy 

and women in the work place than do students without children. 

5. Non-U.S. citizens have more positive attitudes toward pregnancy and 

women in the work place than do U.S. citizens. 

A modified version of the Pregnancy Attitude Questionnaire developed by 

56 
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Halpert et al. (1993), was administered to a random cluster sample of 375 

students enrolled at the University of North Texas during the spring semester of 

1997. Of the 375 surveys distributed, 347 were returned. The instrument 

consisted of a 6-point Likert scale with strongly agree and strongly disagree as 

endpoints. The questionnaire addressed five factors: pregnant women as 

employees, company treatment of pregnant employees, choosing career or 

family, emotional stereotypes, and physical limitations associated with 

pregnancy. The factors of the questionnaire had alpha coefficients ranging from 

.62 to .88. 

The sample population consisted of 49.3% males and 50.7% females. 

The mean age of the respondents was 21.2, with ages ranging from 17 to 54. Of 

the subjects, 71.7% were currently in the work force (19% full time and 52.7% 

part time), with only 28.3% not currently working. The majority of the population 

was single (85.3%), with 11.2% of the subjects stating that they were married. 

Subjects with children were limited to 8% of the sample population, with the 

children's ages ranging from 1 to 25 years of age. Although 92 % of the sample 

did not have children at the time, a large number (81%) of the respondents 

expected to have children in the future. 

Findings 

1. Female students' attitudes toward pregnancy and women in the work 

place are more favorable than those of their male counterparts. The present 
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study's results concur with other research (Gueutal & Taylor, 1991; Halpert et al., 

1993) that gender is a significant factor regarding college students' attitudes 

toward pregnancy and women in the work force. Specifically, the current study 

found that male subjects agreed more with the statements regarding pregnant 

women as less than ideal employees, with the emotional stereotypes associated 

with women and pregnancy and that women should choose career over family.. 

Male respondents, also, tended to disagree more with statement indicating 

pregnant women as physically capable. 

Gueutal and Taylor (1991) found males to hold more conservative 

attitudes than women toward maternity leave and legislation and pregnancy as a 

negative career impact. Men, more so than women, were also likely to report 

that they would discriminate against pregnant employees. However, Gueutal 

and Taylor made a point of discussing the differences between giving pregnant 

employees their jobs back following maternity leave and special considerations 

for pregnant employees while they are still working. These were considered two 

separate issues with special considerations for pregnant employees not being 

supported to the same degree that job guarantee was supported. This led to the 

statement that perhaps there is some ambivalence on the part of the subjects as 

to what extent pregnancy should be accommodated. 

Halpert et al. (1993) indicated that males were more likely than females to 

hold negative views about the emotionality, irrationality, and physical limitations 
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of pregnant women and that women should choose family over career. Contrary 

to the current study, Halpert et al. found that males did not agree with the 

concept of businesses being obligated to accommodate the needs of pregnant 

employees. The current study found no significance regarding the importance of 

good company treatment; both male and female respondents tended to agree 

with the statement from this factor. Perhaps men and women, both, are 

beginning to understand the benefit of company support to help ease some of 

work/family stress. 

Much of the research regarding women's issues and the work place use 

gender as a measure of attitude. In the study regarding career and family issues, 

Covin and Brush (1991) concluded that women were more likely than men to 

disagree with statements favoring traditional parental roles and traditionally 

defined gender roles and that women were more likely to disagree with 

statements that expressed stereotypes about the impact of women in the work 

force. This is supported by the current study. 

2. Younger students' attitudes toward pregnancy and women in the work 

place are less positive than attitudes of older students. Attitudes toward women 

choosing career and family commitments were found to be significant among the 

17 to 19-year-olds and the 20 to 22-year-olds, and also the 17 to 19-year-olds 

and the 23 to 25-year-olds. The 17 to 19-year-old age group had higher scores 

regarding this factor, thus not supporting the hypothesis of younger students 
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having more positive attitudes than older students. 

Gueutal and Taylor (1991) found the opposite to be true. In their study, 

younger students were more likely to hold liberal views regarding maternity 

policies and attitudes in general. However, Gueutal and Taylor's (1991) 

participants' average age was 28.9, with ages ranging from 22 to 62 years old. 

This study does not include 17 to 19-year-olds. Perhaps attitudes regarding 

pregnant women in the work force run along a continuum, with the younger 

students and the older students on the endpoints having more negative attitudes. 

This could be an area for future research. 

Regarding college students' attitudes toward career and family issue, 

Covin and Brush (1991) examined age as a determinate of attitudes, yet they 

found no significance. However, their age group compared those over 30 to 

those under 30, with 26.5. representing the average age of respondents. 

3. Students with employment experience and those without employment 

experience did not hold different attitudes regarding pregnancy and women in 

the work place. Yet, in Gueutal and Taylor (1991), significance in employment 

history came from those who had actual supervisory experience with pregnant 

women, with the assumption being stated that managing pregnant employees 

within the constraints of organizational policies influenced the attitudes of these 

managers in a negative way. No significance was found along any of the five 

factors, perhaps due to the large population of the sample that had experience in 
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the work environment (98.8%). 

4. There is no difference in the attitudes regarding pregnancy and women 

in the work place of students who have children and those who do not have 

children. Analysis of variance revealed no significance between those subjects 

with children and those subjects without children. However, an area of 

consideration might be to investigate the differences between those subjects 

who anticipate having children and those who do not foresee having children. In 

the current study's sample population, 81% expected to have children in the 

future, with only 7.2% indicating that they did not plan to have children. 

Research concerning fertility suggests that intentions for having children are 

good indicators of future behavior (L. O'Connell et al., 1989) and thus those 

subjects who anticipate having children may have attitudes similar to those of 

subjects with children. This should be a consideration for future research. 

5. There is a difference in attitudes toward pregnancy and women in the 

work place between students who are U.S. citizens and those who are non-U.S. 

citizens. The noncitizens had higher scores regarding the issue of women 

choosing career over family, and they agreed more with the statements 

concerning emotional stereotypes of pregnant women in the work force. 

Contrary to the findings of other studies (Gueutal & Taylor, 1991), the 

noncitizens tended to have less positive attitudes in relationship to these two 

factors. With the noncitizen sample size making up only 3% of the population 
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caution should be exercised when interpreting this finding. Gueutal and Taylor 

(1991) found noncitizens to hold more positive values than U.S. citizens with 

their sample consisting of 25% noncitizens. These attitudes may vary from 

country to country, with some countries having more liberal attitudes toward 

women, working women, and maternity issues. 

Discussion 

Attitudes toward pregnant women in the work force have changed in the 

last four years after to the passage of the Family Medical Leave Act of 1993. 

Gender was significant in four of the five factors assessing attitudes toward 

pregnancy and women in the work force. Specifically, male respondents held 

less positive attitudes than female respondents regarding issues of pregnant 

women as ideal employees, being physically capable. They also believed in 

emotional stereotypes, and that family should take precedence over career. 

However, the current study found no significance regarding the importance of 

company policy that accommodates the pregnant employee; both male and 

female respondents agree with the statements from this factor. This contradicts 

the study of Halpert et al. (1993) which found that males did not agree with the 

concept of corporations being obligated to accommodate the needs of pregnant 

employees and the research of Gueutal and Taylor (1991) which found males to 

hold more conservative attitudes than women toward maternity leave and 

legislation. Perhaps men and women in 1997 appreciate the stresses related to 
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balancing work and family, and if policy continues to address work and family 

issues, may be attitudes based on gender will not be as significant in the future. 

Age was found significant in one of the five factors assessing attitudes 

toward pregnancy and women in the work force. Specifically the younger 

students, 17 to 19-year-olds, held less positive attitudes than the 20 to 22-year-

olds and the 23 to 25-year-olds regarding women choosing career and family. 

The 17 to 19-year-olds agreed more with the statements dealing with women 

leaving the work force once they became pregnant. Perhaps these young 

people lack experience with or exposure to a balance of family and work 

commitments, and therefore, cannot see how a pregnant woman can be 

competent at work and in the home. 

It is reasonable to assume that college students make career decisions, in 

part, on how they perceive they can balance the responsibility of career and 

family, and if these students had a better understanding of how career and family 

conflicts could be resolved, perhaps more career options would be explored, 

especially for women. 

At the organizational level all employees should be educated about the 

physiological effects of pregnancy and how to handle employment issues with 

pregnant coworkers. Organizational policies regarding maternity leave should be 

clearly defined, and arrangements for the allocation of work load need to be 

discussed, delegated, or reassigned and agreed upon prior to the leave date, so 
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as not to cause resentment among coworkers. Communication could help 

minimize the negative attitudes toward pregnant women. These consideration 

must be made within the construct of the individual organization. 

Limitations of Study 

In interpreting the findings of the data, it is necessary to discuss the 

possible source of bias and limitations of the data. They are as follows: 

1. This study is limited to college students at the University of North 

Texas; thus, caution should be utilized when generalizing beyond this 

population. 

2. This study is limited to the collection of data in the spring semester, 

1997. 

3. Out of the 347 returned questionnaires, only 9 were completed by 

noncitizens which seriously limits what can generalized about this population. 

4. The sample may be more representative of individuals considering 

how to incorporate pregnancy and work than those who have already made the 

decision. This population is training to be gainfully employed, plans to have 

children (81%), yet is currently childless (92%). 

5. The study examines attitudes and makes no attempt to verify if these 

self reported attitudes translate into consistent behavior. 

6. This study may be subject to response bias in that the subjects may 

have wanted to respond in a manner that is more socially acceptable. 
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7. The sample may be more representative of individuals with a college 

education than those without a college degree. 

Implication For Future Research 

Most of the research regarding attitudes toward pregnancy and women in 

the work force utilized college students or middle class, professionals, while 

ethnic minorities and the working class were underrepresented. Research needs 

to extend beyond these groups to include men and women of ethnic minorities, 

and those in nonmanagerial positions. 

However, an area of consideration might be to investigate the differences 

between those subjects who anticipate having children and those who do not 

foresee having children. In the current study's sample population, 81% expected 

to have children in the future, with only 7.2% indicating that they did not plan to 

have children. Research concerning fertility suggests that intentions for having 

children are good indicators of future behavior (L. O'Connell et al., 1989) and 

thus those subjects who anticipate having children may have attitudes similar to 

those with children. 
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University of North Texas 
Office of Research Administration 

April 17, 1997 

Amy Coolidge 
7129 Pecan Creek Ln. 
Dallas, TX 75252 

Re. IRB Application No. 97-095 

Title Dear Ms. Coolidge: 

I have reviewed your application to the Institutional Review Board for your proposed project 
titled " College Students' Attitudes Toward Pregnancy and Women in the Work Force " As 
designed, this project is exempt from review by the Institutional Review Board per 45, Code of 
Federal Regulations, Part 46. 

If you later expand this study or decide to use different methods of data collection, the study may 
not be exempt and you must submit an application to the IRB for that study prior to involving 
those subjects If you have questions, please contact meat 565-3940. 

Sincerely, 

fler 
Chairman 

Institutional Review Board 

ME:em 

cc IRB Members 
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THE UNIVERSITY OF NORTH TEXAS 
Department of Kinesiology, Health Promotion, and Recreation 

P.O. Box 13857 
Denton, Texas 76105 

(817) 565-2651 

Spring 1997 

Dear Participant: 

Thank you in advance for your cooperation in completing the following questionnaire. 
My name is Amy Coolidge and I am a graduate student at the University of North 
Texas. I am conducting my master's thesis study titled "College Students' Attitudes 
Toward Pregnancy and Women in the Work Force" 

This survey is designed to assess college students' attitudes toward pregnancy and 
pregnant women in the work force. Your participation will provide valuable data to help 
identify the current attitudes toward women who are pregnant while maintaining 
employment. 

Participation is strictly voluntary. At any time you may refuse to partake in the study 
without penalty or incident By completing and turning in the following questionnaire, 
you have given your consent to participate in the study. 

Participation in this study involves the completion of a written questionnaire that will 
take approximately 10-15 minutes. Your responses are anonymous and willremain 
confidential. 

Any questions, please contact Amy Coolidge @ 972-952-2150 or Dr. Chng @ 817-565-
2069. Study results will be provided upon request. 

Thank you again, 

Amy Coolidge 
Graduate Student 
Department of Kinesiology, Health Promotion and Recreation 
University of North Texas 

This study has been reviewed by the University of North Texas Committee for the 

Protection of Human Subjects 
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Directions: Please complete the following questionnaire regarding 
attitudes toward pregnant women in the work force. Indicate your 
response by circling the number that best corresponds to your opinion. 
On a scale of 1-6, one (1) meaning you Strongly Disagree with the 
statement & six (6) meaning you Strongly Agree with the statement. 

Pregnancy Attitudes Questionnaire 

PREGNANT WOMEN AS EMPLOYEES Strongly Strongly 
Disagree Agree 

1. When a woman becomes pregnant, her attention 
is diverted from her job. 1 2 3 4 5 6 

2. Many people find it hard to treat a pregnant 
woman the way they'd treat a non-pregnant one. 1 2 3 4 5 6 

3. It's hard for a pregnant woman to get the respect 
needed to succeed in business. 1 2 3 4 5 6 

4. I think I might have trouble working for a 
supervisor who was pregnant. 1 2 3 4 5 6 

5. Pregnant women cannot be trusted to make high-
level decisions. 1 2 3 4 5 6 

6. Women have mixed-up priorities when they are 
pregnant. 1 2 3 4 5 6 

7. Women cannot separate professional and 
personal lives when they become pregnant. 1 2 3 4 5 6 

8. Pregnancy brings a woman's sexuality into the 
office. 1 2 3 4 5 6 

9. Pregnant women upset the office environment. 1 2 3 4 5 6 
10. I don't have confidence in women who are 

pregnant. 1 2 3 4 5 6 
11. Coworkers worry about upsetting a pregnant 

colleague. 1 2 3 4 5 6 
12. Forcing companies to treat pregnant women like 

other employees could make it hard for the 
company to stay in business. 1 2 3 4 5 6 

13. A pregnant woman's appearance is not conducive 
to a professional relationship. 1 2 3 4 5 6 

14. Women become depressed after a pregnancy. 1 2 3 4 5 6 
15. Pregnant women are able to separate their 

personal and professional lives. 1 2 3 4 5 6 
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COMPANY TREATMENT OF PREGNANT Strongly Strongly 

EMPLOYEES Disagree Agree 

16. Companies should be willing to make special 
accommodations, such as shorter working hours 
or less strenuous jobs, to help employees who 
become pregnant. 1 2 3 4 5 6 

28. 

29. 

17. 

18. 

19. 

20. 

21. 

22. 

23. 

24. 

25. 

Companies should be required by law to make 
special accommodations, such as shorter working 
hours or less strenuous jobs, to help employees 
who become pregnant. 
Most female workers who become pregnant 
return to their jobs after the baby is born. 
Companies should allow leaves to fathers for child 
care. 
Companies should provide on-site day care 
facilities for employees' children. 
Companies should pay for employees' day care 
needs. 
Most female top executives have children. 
Companies should provide alternative forms of 
employment, such as part-time work or working at 
home, for women who wish to both work and be 
with their children. 
Women who take a leave of absence to raise their 
children should be guaranteed that they will have 
a job when they return. 
Companies should increase employees salaries 
after each child is born. 

26. Companies should provide paid maternity leave. 
27. Companies should provide alternative forms of 

employment for men who wish to both work and 
be with their children. 
When a woman gets pregnant, it's her own choice 
and she shouldn't expect her company to do 
anything special to help her. 
Companies should not have to provide paid 
maternity leaves until the employee has worked 
for the company for two years. 

1 2 

1 2 

1 2 

2 
2 

3 4 5 6 

3 4 5 6 

3 4 5 6 

3 4 5 6 

3 4 5 6 
3 4 5 6 

1 2 3 4 5 6 

1 2 3 4 5 6 

1 2 3 4 5 6 
1 2 3 4 5 6 

2 3 4 5 6 

1 2 3 4 5 6 

1 2 3 4 5 6 
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CHOOSE CAREER OR FAMILY Strongly Strongly 
Disagree Agree 

30. It's OK for women in the early stages of pregnancy 
(first six months) to work at office type jobs. 1 2 3 4 5 6 

31. Getting pregnant shows that a female executive is 
less dedicated to her career compared to an 
executive who chooses not to have children. 1 2 3 4 5 6 

32. Pregnancy should be treated by the company like 
a type of temporary disability. 1 2 3 4 5 6 

33. Children of career-oriented mothers suffer some 
bad effects due to their mother's working. 1 2 3 4 5 6 

34. It is important for a mother to be with her children 
after school lets out. 1 2 3 4 5 6 

35. Pregnant women should not work once their 
pregnancy starts to show. 1 2 3 4 5 6 

36. Women who want children should not take high-
level positions. 1 2 3 4 5 6 

37. Pregnant women should spend time worrying 
about pre-natal care, not their jobs. 1 2 3 4 5 6 

38. I would find it harder to work with a pregnant 
coworker. 1 2 3 4 5 6 

39. I think it is irresponsible for an unmarried woman 
to have a child. 1 2 3 4 5 6 

40. Women become more conservative after a 
pregnancy. 1 2 3 4 5 6 

41. Companies should be able to question job 
applicants about their plans to become pregnant 
before hiring them. 1 2 3 4 5 6 

EMOTIONAL STEREOTYPES Strongly Strongly 
Disagree Agree 

42. Women tend to get more emotional when they are 
pregnant. 1 2 3 4 5 6 

43. Pregnant women can't work as hard as non-
pregnant women. 1 2 3 4 5 6 

44. When a female worker becomes pregnant, all the 
women in the office gather to talk about baby 
things. 1 2 3 4 5 6 

45. When a woman is pregnant, she has strange 
cravings and needs. 1 2 3 4 5 6 

46. Women become irrational and have wide mood 
swings when they are pregnant. 1 2 3 4 5 6 
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EMOTIONAL STEREOTYPES (Cont'd) Strongly Strongly 
Disagree Agree 

47. Pregnant women like to discuss their pregnancy a 
lot. 1 2 3 4 5 6 

48. When a woman is pregnant, it is difficult to avoid 
focusing on her stomach. 1 2 3 4 5 6 

49. Pregnancy shows vulnerability. 1 2 3 4 5 6 

PHYSICAL LIMITATIONS Strongly Strongly 
Disagree Agree 

50. It's OK for women in the early stages of pregnancy 
(first six months) to work at jobs that involve 
physical skills such as lifting or moving heavy 
objects. 1 2 3 4 5 6 

51. It's OK for women in the later stages of pregnancy 
(last three months) to work at office-type jobs. 1 2 3 4 5 6 

52. It's OK for women in the later stages of pregnancy 
(last three months) to work at jobs that involve 
physical skills such as lifting or moving heavy 
objects. 1 2 3 4 5 6 

53. A pregnant woman can do any job that a non-
pregnant woman can do. 1 2 3 4 5 6 

54. Women should be required to take a leave of 
absence in the last three months of pregnancy. 1 2 3 4 5 6 

55. When a woman becomes pregnant, her work 
responsibilities should be lessened. 1 2 3 4 5 6 
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DEMOGRAPHIC INFORMATION Please complete the following questions, by circling 
the answer that best fits or completing the blank. 

Gender Employment status Children 
1. Male 1. Full time (35 hours or more) Do you have any children? 
2. Female 2. Part time (less than 35 hours) 1. Yes, 

3. Not currently working, and have Mf Yes 
Marital status never been in the work force How manv 
(Circle all that apply) 4. Not currently working, but have List Aoes 
1. Married worked in the past 2. No, 
2. Single Mf No 
3. Separated Enrollment Status Do you expect that you will 
4. Divorced 1. Full time student (more than 12 have children in the 

hrs undergraduate, more than 9 future? 
Classification hrs graduate) 1. Yes 
1. Freshman 2. Part time student (less than 12 2. No 
2. Sophomore hrs undergraduate, less than 9 
3. Junior hrs graduate) Citizenship 
4. Senior Are you a U.S. Citizen? 
5. Graduate student Head of Household 1. Yes 

Are you considered the head of 2. No 
Primary ethnicity the household? 
1. Hispanic American 1. Yes Age 
2. African American 2. No List your age 
3. Asian American 
4. European American Preanancv Status 
5. Native American Are you pregnant? 
6. Caucasian Maior 
7. Other 1. Yes 

2. No 
List your major(s) 
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4808 Haverwood Ln. #1016 
Dallas, TX 75287 

Jane Halpert 
Department of Psychology 
DePaul University 
2219 N. Kenmore Ave. 
Chicago, IL 60614 

March 12, 1996 

Dr. Halpert, 

I am a graduate student in the department of Kinesiology, Health Promotion, and 
Recreation at the University of North Texas in Denton, Texas. I am currently 
preparing my thesis proposal regarding attitudes toward pregnant women, 
especially those who work, in light of the recent implementation of the Family 
and Medical Leave Act of 1993. 

I read your article "Pregnancy as a source of bias in performance appraisals" 
(Journal of Organizational Behavior, 1993) and I was interested in conducting a 
follow up study to reassess these attitudes after the implementation of this new 
governmental policy. 

The current research regarding attitudes toward pregnant working women is very 
limited, as you know, and with the Family and Medical Leave Act forcing 
corporate American to address this issue of women with children in the 
workplace, it is important to see what effects, if any, the policy has on these 
attitudes. 

I am very excited about continuing with the research in this area. ! airs seeking 
your permission to replicate your study and would certainly appreciate any 
suggestions on how to proceed. I can be contacted at the above address and 
my phone number is 214-732-6583. I look forward to hearing from you 

Thank you, 

Amy Coolidge 
e mail: all0001@joveacs.unt.edu 

mailto:all0001@joveacs.unt.edu
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Amy Coolidge 
7129 Pecan Creek Lane 
Dallas. TX 75252 

Jane Halpert 
Department of Psychology 
DePaul University 
2219 N Kenmore Ave 
Chicago, IL 60614 

June 11,1996 

Dr. Halpert, 

Per our previous telephone conversation and with your permission, I am moving 
forward with my thesis proposal regarding attitudes toward pregnant working 
women, in light of the implementation of the Family and Medical Leave Act of 
1993. 

/ 

In discussing my thesis topic with my committee, I was asked what specific 
demographic questions were utilized in the original study and I was not sure. I 
would like to include the same demographic questions in my study to accurately 
compare the populations and would appreciate your input. 

Please advise on this matter and any other information you may feel is pertinent, 
in conducting this study. 

Thank you. 

Amy Coolidge 
E-mail: all0001@jove.acs.unt.edu 

mailto:all0001@jove.acs.unt.edu
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