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Executive Summary
During January and February 2011, SUMA/Orchard Social Marketing, Inc. (SOSM), on behalf of
the Texas Department of State Health Services (Texas DSHS), conducted in-depth telephone
interviews with a diverse sample of business representatives across Texas, with a focus on
industries that tend to employ a majority of women. None of the businesses represented
currently participates in the Texas DSHS Mother-Friendly Worksite Program (MFWP).
This report is part of a multifaceted qualitative research endeavor that also includes telephone
interviews with key stakeholders and with a sample of leaders at businesses that participate in
MFWP, as well as focus groups with mothers, fathers, and employers throughout Texas. This
qualitative research is grounded in pertinent research literature. Taken as a whole, the project
will inform a statewide social marketing campaign aimed at promoting and expanding the
MFWP in Texas.
SOSM researchers conducted 35 in-depth telephone interviews with business leaders, human
resources professionals, and key decision makers. Interviewees represented large and small
cities throughout Texas as well as a mix of industries and businesses of different sizes.
Businesses were identified on the basis of a labor market analysis and stakeholder
recommendations; they were contacted by a professional recruiting company.
The purposes of the telephone interviews were to learn how the businesses support mothers,
breastfeeding, and a work–life balance for employees, as well as to gauge interest in MFWP as it
currently stands and with proposed program additions.
The following lines of inquiry were covered in the interviews.








Basic background information on each business, including its size, details about its
workforce, and how it provides a work–life balance to employees
Perceptions of the definition of mother-friendly work environment and how the business
does or does not provide mother-friendly policies, benefits, and accommodations
Perceptions of breastfeeding as an employee wellness issue, including opportunities and
barriers to support for breastfeeding in the workplace
Information on each organization’s policy creation process and motivators for creating
mother-friendly policies
Appeal of and knowledge about MFWP, and preferred modes of communication from
Texas DSHS
Feedback on proposed MFWP changes, including a toolkit, a website, resources, and
Gold and Silver program participation levels
General insights and industry-specific recommendations (e.g., from school districts,
restaurants, retail stores) on what is needed to better support mothers.
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Summary of Findings
The interviews yielded rich qualitative information on work–life balance issues in general and
on breastfeeding and mother-friendly accommodations in particular. The majority of
interviewees indicated that they provide their employees a work–life balance by being flexible
with non-work needs that arise. Several organizations allow employees to set their own
schedules. In certain cases, especially in fast-paced industries, finding a work–life balance is
more difficult. To support mothers and families, many representatives from organizations
large, medium, and small noted that they follow Family Medical Leave Act guidelines, but few
have mother-friendly policies beyond that. However, the majority of business leaders
expressed compassion for the needs of the mothers on staff and a willingness to make
accommodations as needs arise.
With a few exceptions from respondents who were uncomfortable with the topic, employers
were open to discussing employees’ breastfeeding needs in the workplace. However, the
majority cited that there is little to no demand for breastfeeding support at their businesses,
including those that employ numerous women of childbearing age. Notably, some
organizations have offered breastfeeding support without issue, either by providing a formal
lactation location or by accommodating individual women on a case-by-case basis. Invariably,
there was a call for employees to be discrete when expressing milk, and in some settings there
was uncertainty about where a woman would find a private space to pump if the need arose.
Over half of the respondents did not see breastfeeding as an employee wellness issue but as
something that could contribute to employee satisfaction and community health.
Across the board, respondents had not heard about MFWP. However, almost half stated that
they would be interested in applying for such a program and hearing more about similar
opportunities. Others, especially those in small businesses, do not employ women of
childbearing age or perceive too many worksite limitations to implement such a program rather
than just accommodate employees when asked. That said, most employers did not identify
major barriers to implementing MFWP. Larger businesses tend to have lengthier policy
creation processes, and interviewees from industries such as restaurants cited space and
scheduling concerns. Responses revealed a need for employer education about appropriate,
non-bathroom spaces for milk expression.
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Employers were enthusiastic about the proposed tools, resources, and program expansions.
Those whose companies do not provide health care services or lack experience with
breastfeeding employees seemed especially appreciative of the opportunity for targeted tools
and supports presented in an easy-to-digest format. There was interest in both hard-copy
materials and electronic versions; employers at larger businesses seem to prefer electronic
formats. The greatest enthusiasm was expressed for policy and case examples, as well as an
employee assessment tool. However, small and large businesses have different needs and
capacities to implement mother-friendly accommodations, so tools must be customized for and
reflect businesses of diverse sizes and types.

Summary of Recommendations
Business leaders are open to learning how to become more mother-friendly and need
information that is relevant to them. Recommendations for Texas DSHS fall into four
categories: outreach, education, tools and resources, and other considerations. They are
intended to support and complement the recommendations presented in the accompanying
reports on key stakeholders and MFWP-participating businesses.
Outreach to a wide variety of businesses is the first step in increasing awareness of mothers’
needs in the workplace and of MFWP. Outreach through e-mail and conventional mail targeted
to key personnel is an approach worth considering; these individuals can lend credibility to the
information as they pass it on within their organizations. Texas DSHS can then provide
interested businesses with toolkits or other resources to become more mother-friendly and
apply for the MFWP designation.
Education will be key in reaching and supporting employers as they become more motherfriendly. First, educational materials on the value and benefits of MFWP must be
straightforward and include information on how the program impacts the business’s bottom
line. Second, the materials must address the fact that many women may not ask for
accommodations but may utilize them once they are in place. Third, educational materials must
explain to employers why it is necessary to have a policy and not just make accommodations as
needed. However, Texas DSHS would do well to explore ways to recognize businesses that
support mothers without meeting the MFWP minimum criteria. Finally, employers need to be
educated on how to support mothers and families beyond breastfeeding accommodations; this
allows MFWP to be applicable to a greater number of employees.
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Tools and resources will dovetail nicely with education pieces. Specifically, include an
employee assessment tool and consider creating another assessment tool so that employers can
gauge how mother-friendly they already are. Additionally, offer case examples from other
businesses, making sure to include school districts, restaurants, and small, medium, and large
organizations. Also, employers will benefit from tools that they can use to publicize their
MFWP designations within their organizations to increase employee awareness and utilization.
Finally, allow employers to access hard-copy or electronic versions of Texas DSHS brochures on
breastfeeding and related topics as needed. Provide the option of a materials library.
Employers can become more comfortable with mother-friendly workplace topics, especially
breastfeeding, if information in presented in a way that balances health and biological
information with information that is relevant to business benefits. Information for employees
will be most effective if it is available in English and Spanish. Finally, support for employee
self-advocacy remains an important component of creating a higher demand for motherfriendly accommodations. Focus group research with mothers and fathers, and collaboration
with WIC initiatives in this area, can help direct distribution of information aimed at
employees.
Employers value employee satisfaction, loyalty, and retention. However, they see little demand
for breastfeeding accommodations and cannot always see the direct benefits of increasing their
mother-friendly support, especially with a new policy. Targeted tools, information, and
support can help employers to feel more connected to and comfortable with mother-friendly
workplace initiatives. Additional focus group research will round out the qualitative research
and further inform campaign development.
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Introduction
According to the Business Case for Breastfeeding,1 every dollar that a business invests in
creating a mother-friendly worksite can yield a $3 return on investment and improve its public
relations. Organizations that offer policies and accommodations that support breastfeeding in
particular – and mothers in general – enjoy greater employee loyalty and satisfaction as well as
lower rates of absenteeism and turnover.2 Moreover, when more women are able to breastfeed
and to breastfeed longer, babies and communities are healthier.3,4 However, many business
leaders do not see a need to support breastfeeding in the workplace or have too many
competing priorities to give the issue adequate attention. Others may be unsure of how to
effectively support mothers or overcome physical, logistical, and cultural barriers in the work
environment.5 SOSM researchers conducted in-depth telephone interviews with leaders and
decision makers in businesses across Texas that do not currently participate in MFWP. Taken
together with the other research elements of the project, and grounded in the literature, insights
offered by these business representatives can be used to direct potential social marketing
strategies.

1U.S.

Department of Health and Human Services, Health Resources and Services Administration (2008). The business
case for breastfeeding: Steps for creating a breastfeeding friendly worksite. Maternal and Child Health Bureau.
Retrieved January 12, 2011 from http://www.womenshealth.gov/breastfeeding/governmentprograms/business-case-for-breastfeeding.
2Lyness, K. S., Thompson, C. A., Francesco, A. M., and Judiesch, M. K. (1999). Work and pregnancy: Individual and
organizational factors influencing organizational commitment, timing of maternity leave, and return to work. Sex
Roles, 41(7-8), 485-508.
3Ortiz, J., McGilligan, K., and Kelly, P. (2004). Duration of breast milk expression among working mothers enrolled in
an employer-sponsored lactation program. Pediatric Nursing, 30(2), 111-119.
4Drago, R., Hayes, J., and Yi, Y. (December 2010). Better health for mothers and children: Breastfeeding and
accommodations under the Affordable Care Act. Institute for Women’s Policy Research.Retrieved January 12,
2011 from http://www.iwpr.org/publications/pubs/better-health-for-mothers-and-children-breastfeedingaccommodations-under-the-affordable-care-act .
5Dunn, B. F., Zavela, K. J., Cline, A. D., and Cost, P. A. (2004). Breastfeeding practices in Colorado businesses. Journal
of Human Lactation, 20(2), 170-177.
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Methodology
SOSM researchers conducted 35 telephone interviews with business leaders, human resources
professionals, and other key decision makers throughout Texas (see Appendix A for an
interview guide and Appendix B for a list of organizations in the sample). Specific
organizations and industries were selected on the basis of a labor market analysis and
stakeholder recommendations.6 Businesses in the sample have a vast range of sizes – from three
to 30,000 employees – and are located in both small towns and large cities. Participation was
optional. To protect the confidentiality of the respondents, their names are not provided in this
report. All findings are grounded in a review of the literature provided by Texas DSHS (see
selected citations throughout this report; see Appendix C for a complete list of the background
literature).
Lines of inquiry addressed workplace benefits and accommodations that support work–life
balance, mothers, and breastfeeding; opportunities for or barriers to mother-friendly support
and policies specific to each organization or industry; and feedback on the appeal and
usefulness of an expanded MFWP.
The sample is not large enough to be considered statistically valid. Rather, these qualitative
findings provide rich insights into questions as to what, why, and how. Findings should be
considered strictly directional, not statistically definitive.

6

See the previously submitted report entitled “Research on the Mother-Friendly Worksite Program: Findings from
Key Stakeholders.”
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Workforce Analysis
A workforce analysis was conducted to determine the key business sectors in which both
employees and employers stand to benefit most from becoming more mother-friendly. These
include industries that employ mostly women or are growing sectors for women in the
workforce. They also include sectors that employ women with suboptimal breastfeeding
outcomes (e.g., low-income women, hourly workers, women of color). It may also be useful to
target “low-hanging fruit” – businesses that already have a vested interest in wellness, women,
and families and/or those that can easily implement mother-friendly policies and have access to
educational resources and support.
A labor market analysis (see Appendix D for references) indicated that certain sectors employ
more women than men and should be priority targets for mother-friendly worksite initiatives.
Seventy-nine percent of employees in the health care industry are women; education follows,
with 69% female employees.7 Other large employers of women are retail stores, financial
service providers, and leisure and hospitality businesses.8 These trends hold for Hispanic and
African American women as well.9 The fastest growing occupations in Texas include many that
are dominated by women, such as positions in home health care, other health care services,
educational services, and social assistance.10,11

7U.S.

Department of Labor, Bureau of Labor Statistics. (2009). Women in the Labor Force: A Databook (2009 Edition),
Table 11. Retrieved February 9, 2011 from: http://www.bls.gov/cps/wlf-databook2009.htm .
8U.S. Department of Labor, Bureau of Labor Statistics. (2009). Women and employment by industry. Retrieved
February 9, 2011 from: http://www.bls.gov/opub/ted/2009/jan/wk1/art03.htm
9U.S. Department of Labor, Bureau of Labor Statistics. (2009). Women in the Labor Force: A Databook (2009 Edition),
Table 15. Retrieved February 9, 2011 from: http://www.bls.gov/cps/wlf-databook2009.htm .
10U.S. Department of Labor, CareerOneStop. (2010). Top 50 fastest-growing occupations. Retrieved November 4, 2010
from:
http://www.acinet.org/acinet/oview1.asp?next=oview1&Level=Overall&optstatus=&jobfam=&id=1&nodeid=3
&soccode=&stfips=48&ShowAll=
11Dehne, S. (2009). 10 Industries where women rule. Retrieved November 4, 2010 from:
http://jobs.aol.com/articles/2009/01/26/10-industries-where-women-rule/
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Findings
Overview of Businesses Represented in the Interviews:
Scope, Size, and Workforce
Businesses in the sample are located throughout Texas, from small rural towns to the largest
metropolitan areas in the state (see map below). They operate in various sectors, including
health care, education, and the retail, restaurant, and service industries (See Table 1 for
numerical data and Appendix B for a list of organizations in the sample, by field or focus).
Over half of the individuals interviewed own small businesses or franchises of a larger
business,12 including a preschool, a wrecker service, a flower shop, a resale store, a garage door
company, a realty office, and an accounting firm. Interviewees who are not business owners are
human resources professionals or other key decision makers in their organizations. While time
of employment at their places of business varies widely among the respondents, a large
majority are experienced in their roles, and a few have as many as 30 years on the job.

Locations of Businesses Represented in the Sample
Abilene
Athens
Austin
Bellville
Carrollton
Corpus Christi
Dallas
Denton
Fort Worth
Galveston
Houston
Kress

12

Liberty
Longview
McAllen
New Braunfels
Pflugerville
Plano
Rosenberg
San Antonio
San Marcos
Sugarland
Wharton
Wichita Falls

For the purpose of this report, small businesses are defined as those with 0-49 employees; medium-sized businesses
as those with 50-499 employees; and large businesses as those with 500 or more employees.
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Table 1
Types of Businesses Represented in the Sample (N = 35)
Health care
7
Education
6
Retail
8
Restaurants
4
Hospitality, financial, and other services
9
Other
1

Of the 35 individuals interviewed, 18 are from small businesses, 11 from medium-sized
businesses, and six from large businesses (see Chart 1). Throughout the report, findings about
businesses of a particular size category are highlighted when they offer additional insights.
It is important to note that some large organizations are categorized as small businesses because
the interviewee spoke only for his or her particular franchise. However, in many cases the
corporate or parent organization determines new policies. Additionally, some organizations
experience significant seasonal fluctuations in staff size.

Chart 1: Business Sizes in Sample

17%
Small (0-49 employees)

31%

Medium (50-499 employees)

51%

Large (500+ employees)
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Table 2 shows the male-to-female distribution within the businesses represented in the sample.
While some organizations are skewed significantly toward men or toward women, many hover
close to an even split. Respondents were not directly asked about gender breakdown by
position type, but across the board many commented that men tend to hold the management
positions. For small businesses, especially those with only a few employees, gender distribution
trends are less clear.

Table 2
Gender Breakdown of Employees in Businesses Surveyed (N = 35)
Majority women

17

Majority men

12

About equal

5

Unknown

1

When asked to describe the workforce at their organizations, interviewees provided various job
titles and functions. The range of the occupations they mentioned included dental hygienists,
doctors, accountants, administrative assistants, day care workers, teachers, maintenance staff,
tow truck drivers, personal trainers, and more.
Across the board, organizations have a majority of hourly employees, and several have
employees working on commission or on a strictly part-time basis. Salaried employees tend to
hold management positions.
Businesses in the sample represent a diverse mix of employers in Texas, with staff who work in
a range of environments and conditions (See Appendix B). As the following findings reveal,
these employers offer – or are open to offering – various mother-friendly policies and supports.
Nevertheless, some have significant limitations on flexibility or have not heard that their
employees need or want such accommodations.
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Work–Life Balance and a Mother-Friendly Work Environment
Providing a Work–Life Balance. Respondents were asked how their organizations provide a
work–life balance to their employees. While the majority of business leaders expressed that
there is a great deal of flexibility in scheduling and understanding of employees’ needs outside
of work, seven respondents indicated that their companies do not prioritize a work–life balance.
For several companies, the majority of employees work part-time or on commission or rely on
tips, which means that they have flexibility but also must balance income opportunities with
their other obligations. Here and throughout the report, quotes from respondents are included
to validate the findings and provide specific or unique ideas to consider.
Well, I guess work–life balance is how we are understanding of different things that come up in
their lives. For example, we have one employee who has kids and she can’t often make her
schedule and we are very flexible with that. …When she was pregnant and if she did not feel well,
she just left.
We are very seasonal. We have a calendar at the first of the year, a ―blackout calendar‖ that
shows certain dates where employees cannot take off in the summer and holidays. We try to make
sure we keep up with the long-time employees—and try to give them forty hours a week, off
season. On season, everybody wants to work and work overtime to make up for the time not
working.
It's very difficult for me as a woman to have anything other than a work life. The executive
director, he is not open to the idea that I am a woman and that there are other demands and
requirements from my children and family life.
I think we do a better job than many other restaurant companies. …Our culture promotes a
strong work–life balance. It's important to me that our managers are allowed to coach their
child's soccer team, go to a recital, go to a cooking class with their wives once a week. And we see
better productivity as a result.
I would say we don't, honestly. We have a lot of employees who don't have much of a life.

12

When asked what policies or supports were in place for family leave, maternity leave, and
breastfeeding, nearly all respondents stated that they comply with the Family Medical Leave
Act (FMLA) guidelines. Beyond that, benefits such as sick time, vacation time, and
bereavement time vary greatly; small businesses seem to have the fewest policies but the most
flexibility. Many organizations provide a bank of paid time off, with sick, vacation, and
personal time rolled into one. In some industries, such as restaurants and realty, interviewees
pointed out that schedules are demanding and too many employees taking time off can hurt the
business. Few organizations have formal policies covering return to work after childbirth or
breastfeeding accommodations, but the majority expressed a willingness to work with
employees on a case-by-case basis.
Yes, there are policies on vacation time and sick days and what constitutes a sick day; there are
half-day allowances for parent–teacher conferences. But actually going in and requesting those
days is very difficult.
Since you're on commission, you set your own schedule. Our philosophy is: God first, family
second, career third. We don't have to have any special policies.
We provide for our full-time employees. We have benefits, sick days, holiday pay, vacation time.
But we don't have a specific policy for maternity leave.

SPOTLIGHT ON SMALL BUSINESSES
Small business owners stood out from the rest of the sample in that the issues they face tend to be
diverse and tied to the specific work setting of the few individuals they employ. In many cases, they
are limited in the mother-friendly accommodations they can make, yet they also have the most
flexibility in responding to individual employee needs and requests. That said, many of the small
businesses in the sample are fast-paced environments, and sometimes only one or a few employees
work at a time. Additional breaks and time off can take a greater toll on these organizations. Several
of the small business owners value the personal connections they have with their employees and
care about employee satisfaction, but may not be able to fit into the mold of the MFWP program or
see it as a priority.
We don’t have unfriendly policies, we just don’t have any.
We are such a small business and office. … You don't have regular hours and you get a call in the
morning and your whole schedule can change. I wouldn’t have a problem hiring a pregnant woman,
because I've worked through my whole life. It would be hard for a breastfeeding mother …you could
be on the road and not take a break at 1p.m. to pump as you planned. We would support her and help
her as much as we could. …You would start by being open to the idea, which we are, and would work
through it on a one-on-one basis.
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When asked specifically about issues that arise when women return to work after having a
baby, 29% of the interviewees expressed that they have never encountered that situation during
their tenure with the company. In certain industries such as restaurants, hospitality services,
and health care settings, employee pregnancy and return to work are commonplace. Those who
had experience with new mothers on staff, and less experienced respondents who were willing
to take an educated guess, most frequently expressed the opinion that the main issues for new
mothers in the workplace are finding affordable and reliable child care, taking time off for
illness or doctors’ appointments, and difficulty separating from the baby. Some employers have
found that many women do not return to work after having a baby but offered no insights into
how they could alter that trend. Some organizations are able to shift an employee to part-time
hours, while others are not. In the majority of interviews, breastfeeding issues were mentioned
only when prompted by the researchers.

Really, there are no gripes and they don’t confide in me. They are eager to come back to work.
Many employees, it's not their first child.
Trying to get flex time is hard. When someone has bonded with that child and then they come
back, they have a struggle with the separation. I think [there] are some other challenges for
breastfeeding… I believe it is a private issue and usually space is not provided for those kinds of
issues.
A lot of times, it seems like child care is an issue. Before the baby is born, they are able to work as
many hours as you request of them, but once they have the baby, their hours to work might be
limited based on when the day care closes.
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SPOTLIGHT ON SCHOOLS
While key stakeholders* across Texas and the country expressed the belief that schools – and
especially teachers - are prime targets for mother-friendly worksite interventions, the findings from
the five public school districts and one preschool in this sample were mixed. One of the largest
districts in the state recently assessed its employee benefits, then gave breastfeeding support a higher
priority and implemented a policy. A small rural district and the preschool make accommodations
consistently, providing a room or allowing employees to go home for a break. The remaining
districts, like the business representatives interviewed, rely on employee requests to make
accommodations and have not seen a demand. It is unclear how effectively schools in the sample
communicate breastfeeding accommodations to employees. Additionally, principals on individual
campuses supervise teachers and other school staff; it is possible that breastfeeding concerns or
accommodations do not make their way up to the human resources professionals interviewed. Five
out of the six school leaders were open to the idea of an employee assessment tool.
Oh, I think they would be willing [to consider mother-friendly initiatives]. We have a lot of
younger people coming into the district. In my department we have one person who's pregnant now
and one person who had a baby last week! There are a lot of people retiring.
I think they would be much more open because we have a need.
A lot of the policies in school districts are to be sure that someone is always in the classroom. That is
one of the struggles.
They take the breast pump and go into an area – nurse’s area or the other area – they can pump and go
back to the classroom. If they have a paraprofessional, you have to set it up on a schedule – ―at 10:00 I
need a little break‖ – and someone comes to take over the classroom. Has not been an issue at all.
* See the previously submitted report entitled “Research on the Mother-Friendly Worksite Program: Findings
from Key Stakeholders.”

Defining a Mother-Friendly Work Environment. When asked to define mother-friendly work
environment, respondents most often cited flexibility in accommodating family needs and a basic
understanding of the different demands that mothers have to juggle. The following quotes
illustrate the range of responses given.
A place where there would be policies in place for maternity leave, breastfeeding, have individuals
in upper management or a supervisor who would have a real good understanding of babies’ and
children’s needs – shots, fevers, and those things. I wouldn't say sympathetic, but just an
understanding and an open mind to work around those situations that come up, instead of
throwing a fit. It doesn't have to be a female-based business at all.
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For me, it categorizes both for our employees as well as for our children. We're a school that is
geared toward helping develop the child. In that sense, we want to develop our teachers too. An
atmosphere that is welcoming to staff children and understanding when staff have issues outside
work [that] they have to handle.
I'm not a mother, so I don't really know. I think it means having co-workers and supervisors and
people in the workplace who appreciate the unique challenges that mothers may face. …And I
think that there are workplaces that discriminate unknowingly against mothers, thinking they
don’t have enough time to devote to their job. Understand too, what that woman brings to the
table is just as valuable as non-parents.
It would mean that you're able to take off when your kid is sick or has a school function and your
work is accommodating to those types of things. It's really more family-friendly.
It is notable that these business leaders’ definitions of a mother-friendly work environment
include almost no mentions of breastfeeding, but focus on more holistic support of mothers.

Attitudes Toward Breastfeeding in the Workplace
Workplace Lactation and Wellness. When asked for their top-of-mind reactions to women
pumping or breastfeeding in the workplace, the overwhelming majority of respondents stated
that they do not have a problem with it, especially if the woman is discrete. For example, a
waitress could not pump or breastfeed in front of customers or in the restaurant kitchen.
Respondents followed up by mentioning specific challenges, including space limitations, the
time that may be sacrificed or backup staff that may be needed when women take lactation
breaks, and the demands of a fast-paced work environment in which breaks cannot always
occur on schedule.
I think there is a time and place for everything. If she needs a few minutes off, she can have it. Not
necessarily in the open. She can do it if she had to – it doesn’t take very long.–Male respondent
When I hear that someone is attempting to do that in the workplace, I am all thumbs up, ―way to
go‖ in support. But I also think, "Oh, you poor thing, this is difficult.‖ Others think, "Why
don't you just use formula?‖ I know how tough that is; I wish you all the luck. –Female
respondent
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I think it depends on the environment. My supervisor and I share an office and she [pumped] in
our office. We're friends and it didn't bother me at all. But if you're in the middle of the kitchen
of a restaurant, then there are issues. But I'm a woman too – men would have different reactions.
We don't live in a naked society, so I appreciate when people are discrete.–Female respondent
At this point, I guess because it's been in the media for several years now, I guess I'm more or
less comfortable with that because there have been several cases where a mother is not allowed to
[breastfeed/pump]. And if they're doing it in a way that's not offensive to other people, I think
that's fine. I would think just privacy, storage of the milk, refrigerate it, having an area where
you could attend to yourself and your needs. –Male respondent
A few interviewees expressed discomfort with the whole issue of breastfeeding and so were
reluctant to consider the specific needs and challenges involved. It seems that women in
general, and both women and men with personal experiences with breastfeeding or children,
have a far greater comfort level than those with no such experience. This is in line with the
Business Case for Breastfeeding brochure’s13 observation that employers (especially those in
male-dominated industries) prefer not to hear about the biological details of breastfeeding but
about the benefit it holds for their employees’ productivity and their bottom lines.
Business leaders in the sample were able to think of many benefits of supporting breastfeeding,
but 54% of respondents did not see breastfeeding as an employee wellness issue or understand
how it could be considered as such. In fact, most respondents were confused by the question.
They view breastfeeding as a choice that mothers can make to benefit their babies’ wellness and
saw mother-friendly support as another way to increase employee satisfaction and, perhaps,
productivity. Yet, it seems that they do not see breastfeeding as having a direct impact on their
businesses.
I'm not so sure I would say it's an employee wellness issue, but a dependent wellness issue.
Studies have shown that kids are just healthier all the way around if they can be breastfed. On
the employee's side, mentally it's a little disruptive depending on the person – constantly keeping
track of breaks and scheduling their day.
I really think it is [a wellness issue] and here's why: in a positive way, it can contribute to
having the employee on the premises more; breastfeeding offers natural immunities and the baby
is sick less often than on formula; and breastfeeding releases hormones and stimulates feelings of
well-being for the mother.

13U.S.

Department of Health and Human Services, Health Resources and Services Administration (2008). The
business case for breastfeeding: Steps for creating a breastfeeding friendly worksite. Maternal and Child Health
Bureau. Retrieved January 12, 2011 from http://www.womenshealth.gov/breastfeeding/governmentprograms/business-case-for-breastfeeding.
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As the greatest benefits of allowing women to pump or breastfeed at work, interviewees cited
that it offers a woman the support and the ability to choose what she believes is best for her
baby’s health. Other benefits cited included relationship-building between employer and
employee, reduction in a mother’s stress and improved mental health, bonding between mother
and child, and reduced absenteeism due to illness. Many respondents also mentioned health
benefits for the child.

The better you treat your employees, the more loyal people are. I think people want to work for a
company that appreciates their challenges and lifestyle.
Happier, healthier employees.
Well, it's certainly beneficial to the child and it's a bonding experience. The mother can still feel
close to the child even though she's at work.
Formal Support and Policies. Seventy-one percent of respondents said that, to their
knowledge, breastfeeding has never come up in any organizational context. Nearly half of the
remaining respondents said that it has only come up once or twice during their tenure. At least
34% of business leaders interviewed know of at least one or a few employees who have
pumped or breastfed while at work. In some cases, women have advocated for themselves and
forged ahead for accommodations; in other cases, the organization provided a lactation room or
other available space. In certain organizations, such as those that provide home health care or
realty businesses, employees worked in the field and had the flexibility to go home for breaks as
needed. The majority of respondents have not encountered breastfeeding/lactation at work,
but were open to the idea of making accommodations if the issue arose. Following are two
examples of how they would go about it.

[They could] go home, or they sure can pump at work. We do have break areas and we could
make a room available. Definitely not the bathroom, because that would be totally inappropriate.
It would vary specifically by location. We would do whatever we could to accommodate the
request – some restaurants have an office, some don't. We wouldn't go build something, but it's
a very family-friendly environment.
Thirty-three of the 35 business leaders interviewed do not have – or were not aware of – any
policies concerning breastfeeding at their organizations, including a few that have designated
lactation rooms. However, the majority anticipated no major barriers to policy creation.
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Motivators for Policy Creation: Employee Demand. When asked what would motivate the
creation of a policy supporting breastfeeding accommodations in the workplace, respondents
across the board answered that they would respond most to a need expressed by employees. A
few also mentioned that having female employees of childbearing age might motivate policy
creation or greater attention to mother-friendly work environment issues in general. A few
others also mentioned that they would implement a policy to set boundaries if employees were
taking advantage of current accommodations. Small businesses tended not to have many
policies at all and did not see a reason to create them.
If an employee came forward with a need, that would definitely jump-start it.
We’re not always reactive, but I think this would be a situation to be more reactive. I’d be
interested to see what our lawyers think.

In addition to women advocating for breastfeeding accommodations at work, employer
education on breastfeeding and working may raise awareness and spark policy creation. Table
3 indicates how motivating certain types of information on breastfeeding and work would be in
the policy creation process.

Table 3
What would motivate the creation of breastfeeding policies? (N = 35)
Yes
No
Unsure
Breastfeeding support increases employee loyalty
24
0
11
and reduces absenteeism due to illness
Women who cannot express milk regularly
experience discomfort, leaking, and health problems

21

2

12

Lack of supportive policies is the leading reason
working women stop breastfeeding

11

6

18

Breastfeeding support policies increase
breastfeeding duration

9

8
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It is important to note that respondents who expressed uncertainty did so for various reasons,
the main ones being that they are not in a position to make policy decisions for their
organizations, and that they see employee demand for accommodations as the top priority, and
other motivators for policy creation as secondary or even unimportant.
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The Mother-Friendly Worksite Program: Knowledge and Interest
Respondents have not heard about the Texas DSHS MFWP, but many were interested in
learning more or potentially applying for the designation. Only one interviewee had heard
about the program when she held a prior position as a high school nurse, but she did not know
the details or criteria of the program. Forty-six percent of business leaders in the sample stated
that they were likely to participate in a program such as MFWP; several others said that they
would consider it further if a need arose among their employees. A few individuals said that
their organizations were more concerned with employee satisfaction than with having a
designation, and several others were not interested in MFWP at all.
At the current rate of women-to-men ratio, right now, not very likely. I was the lone case.
I would be happy to participate. We have all of those things and we are uniquely suited for it.
Well, if there was a need, we would be open to that. We do have one office employee who is
expecting at the present time. But it's such a small setting, the majority of staff are in the field,
and we don't have ownership of the building.
Since we have way less than 1% of girls pumping – just the one woman – I don't think there
would be a need. We usually handle issues as they arise. The lady I'm speaking of had no issues
with how we handled it.
Yes. We want to be the employer of choice and be in the forefront. And we employ a lot of young
people.
Preferred Forms of Communication. There were no universal communication preferences.
Many business leaders stated that they would like to hear about programs such as MFWP
through “the usual routes – e-mail, mail and phone.” Others mentioned in-person contact or
specified a need for outreach targeted to key business leaders (human resources contacts,
owners, corporate/parent companies, wellness or insurance/benefits committees).
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Desired Modes of Communication
45%
40%
35%
30%
25%
20%
15%
10%
5%
0%
Regular Mail

E-mail

Telephone

In Person

Specific
Organizational
Contact

*Note: Data does not add up to 100% because respondents mentioned more than one mode of
communication.

Other suggested avenues of communication included meetings, journal or magazine articles
and advertisements, and radio spots.
Following are some additional and unique ideas that respondents offered.
I would say, me, I am more of a face-to-face person, but I think a letter or e-mail would be the
start. I would like someone [to talk to], but maybe they could have a workshop for the city. If you
can’t have a place that everyone could come and get educated, a letter or e-mail would be great.
I would think they would announce that through the franchise tax forms or sales tax forms that
they send out every quarter or monthly. Normally, business owners read those.
We have a lot of ways of communicating around here: bulletin boards, mail slots for employees,
and we post things all around. Hard-copy information is best.
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Policy and MFWP Implementation. Respondents discussed how their organizations pass new
policies and what it would take to implement MFWP criteria promptly. Small businesses tend
not to make use of formal processes, but come to a consensus through discussions among
owners or leaders. At larger organizations, new policies often go through a process within the
human resources department, upper administration, and/or committee meetings. School
districts have an added layer: leaders must present potential policies to the school board and
open them up to public and union feedback. Organizations use various modes of
communication to convey new policies to employees, including word of mouth, employee
handbooks, new employee orientation, memos, notes attached to paychecks, e-mails, intranet
messages, and meetings. Certain respondents revealed that there are communication gaps
within their organizations and requested MFWP materials (e.g., flyers, posters, electronic
announcements) that they can use to publicize an initiative such as this one within their
organization.

[A new policy would] bounce up to corporate and trickle back down. It has to go through the
corporate lawyers – can get hung up a little while with that. When an employee fills out starting
paperwork, I give them policies and explain them. They are usually in lawyer-speak and I explain
them in layman's terms to them.
Someone would come into H.R. with an idea, H.R. may draft a policy or key points to present to
the president, who would approve it or determine that it isn't needed. If it's something I could
argue with him about, he may consult legal counsel and then it goes to the board of directors for a
vote to become policy. We hand out changes to employee policies on an annual basis.
Basically, I would just have to write it. And pick a start date and then it would start. We would
post something by the timeclock and talk about it at our mandatory monthly in-service
[meeting].
We put policies in the employee handbook or an addendum. Most policies are in place for
negative or preventative reasons and rules – this would be more of a positive or perk policy.
They'd have to sign it.
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When asked what would have to happen to roll out MFWP at their organizations tomorrow, the
majority of respondents indicated that they would not have major difficulties. Aside from
drafting a policy and having it approved, many believe they already meet the program criteria.

Not much, we would have to have a meeting. There is space in the back room that we could
designate, and we have a place to clean the bottles.
I'm not sure that we would have [problems]. We do have large, handicapped-accessible
bathrooms, and we do have a refrigerator in the break room, and they have lockers and could keep
a cooler there.
Finding a space, a private location, writing a policy. It would probably be nice to have a separate
refrigeration area. I don't know if they would feel comfortable putting it in the refrigerator with
all that other food and stuff.
Writing a policy, re-issuing the handbook – that takes time and resources – review by lawyers
with a fine-toothed comb. And employee education on what exactly it meant, with no giggles – a
respectful work environment. It would be me going around to each store and talking to
employees, not making a big deal, but a talk.
It is important to note that several individuals suggested that employees could use a bathroom
for lactation; there is a clear need to educate employers that a bathroom is not a sanitary or
appropriate place for expressing breast milk. Additionally, some respondents expressed
concern about finding a space for women to express milk, which indicates a need for employer
education on space requirements and ideas about how to be creative in designating a space
when there is no empty office available.
We let people take a break to go to the bathroom, run errands, smoke. Why not let somebody go
pump? It's not really their business. I wouldn't say they should pump out in public. But if they
go to the restroom – what's the difference with them sitting on the pot or pumping their breasts?
It helps to accommodate a good employee who wants to do good things for her children.
I guess she would have to do it in the bathroom. Where she would store it, I don't know. Maybe
a refrigerator in the employee break room.
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A Toolkit and Other Resources to Support Breastfeeding in the
Workplace
Toolkit. Respondents were receptive to the idea of a toolkit and enthusiastic about several of
the items suggested for it. However, some respondents continued to reiterate that they had no
need for mother-friendly accommodations at their organizations, but felt confident that they
could address any employee needs that arose. Respondents requested information on the basic
MFWP criteria, applicable laws and forms, and the nuts and bolts of becoming mother-friendly.
Of the proposed tools, interviewees showed the most enthusiasm for policy guides and
examples, case examples from other businesses, and an assessment tool to survey employee
needs and wants. Representatives from the restaurant industry and school districts asked for
case examples specific to their work environments; others requested case examples depicting an
array of business sizes and types. Additional comments and ideas include the following.
You always want to get thoughts on how things can be done better or differently and be more
efficient. What can we do to boost employee morale without everyone getting a big raise? …I
would want to also see a list of the benefits [of being mother-friendly] and how supportive we
could be of each other, so that one who wanted to breastfeed wouldn't be viewed as something of a
stigma or a lewd act for a mother.
A state study would be enough information or research literature. …[Information on space
requirements] would help out for a new building going up. As far as preexisting buildings, the
space we would have to offer would be employee bathrooms and single stalls. [A survey would
be] beneficial. A lot of the time employees don't feel comfortable speaking to management and
then it goes unsaid, and they get upset without us even having a clue of what's going on.
A few interviewees made a special request that any MFWP toolkit of information be simple and
not contain too much information to digest. In line with the findings of the MFWP participating
businesses report,14 business leaders pointed out that they are busy and have many competing
priorities, so they prefer information that is straightforward and applicable to their situations.

14

See the previously submitted report entitled “Research on the Mother-Friendly Worksite Program: Findings from
Participating Businesses.”
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Website. When asked what should be included on an MFWP website, interviewees had just a
few ideas beyond the tools already discussed for potential inclusion in the toolkit.

Maybe a tool or quiz to figure out "how mother-friendly are you?" or [to see] if you are already
mother-friendly enough – yes or no questions. Plus what was already mentioned [for the
toolkit].
Fabulous. That would be the place to put company contacts. More than putting it in the toolkit,
case examples and success stories would be great here, or troubleshooting on what didn’t work
also. A place where people could go back and look at it. An idea on how to set up a flexible
schedule, time management. Time seems to be the biggest thing for us.
No – if it got too complicated we probably wouldn't read it. We would just want to know the
laws about it. If there were no laws, we would probably help an employee who needed it anyway.
I would assume just a spot where you could see questions that might be asked and some type of
responses. I think that would be very helpful. Also, naturally, pictures and examples and things.
And something that says [our company name] supports this initiative.
Table 4 indicates the interviewees’ interest in various tools and resources. The text that follows
offers additional information on preferences and the level of enthusiasm for each proposal.
Table 4
Responses to Proposed MFWP Tools and Resources (N = 35*)
Proposed Tool

Interested

Not Interested

Step-by-step guide to policy writing

31

1

Examples/case studies from other businesses

30

2

Contacts at other businesses

27

5

Assessment tool to survey employees’ needs

27

4

Information on space requirements

25

4

Access to Texas DSHS resources

25

7

Resource library

20

8

Gold and Silver program levels

20

7

*Note: The totals do not equal 35 because some respondents, especially those in small businesses, were
unable to answer or were unsure of the value of the proposed tool.
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Resource Library. The majority of individuals were interested in access to Texas DSHS
resources on breastfeeding, return to work, and similar topics (in English and Spanish). Some
respondents were not interested at all, stating that employees should receive this information
from their doctors or other qualified professionals, or that their work environments are not
conducive to housing a materials library (whether hard-copy or electronic). In some
workplaces, such as clinics and hospitals, this information is already available. Others
preferred links to information to download, post, or order as needed. A significant number of
respondents mentioned that hard-copy information is best for their organizations.
Some individuals, especially those at larger companies, stated that they would be most
receptive to getting information electronically, which they could then e-mail to employees, print
out, or post on intranets. Others had a strong preference for hard-copy information only.
Gold and Silver Program Levels. Twenty (57%) of the interviewees liked the idea of Texas
DSHS having levels of MFWP that recognize businesses that go beyond breastfeeding support
to offer other forms of mother-friendly support. However, several individuals expressed the
opinion that levels would add unnecessary complexity to the program. Several others were not
sure of their opinions of this proposal, and a few believed program levels would be a valuable
tool for women looking for a job, but not necessarily for the employers themselves. Certain
businesses, especially small ones, have rigid limitations on what they can offer.
I think it’s nice, but I don’t know that it will add additional value. Just having the program
would be the value.
I think it's complicated. I can understand there's different levels, but the gold, silver, that is just
kind of unnecessary and might get lost in translation. Tedious.
That would. I am the type of person that likes to do the most that I can for my employees. I would
not settle for being on the bottom. I have deep sentiments for my employees, even the ones I have
had to let go. The more we can do, the better the employees would be. Maybe I would start off
lower, but I would like to do the most that I can.
I'm just curious – the levels someone would earn, is that just for a pat on the back? What
motivates a business to do this? If there's not some incentive, well, we can't get to everything we
want to do every day, it's sometimes not feasible or a priority. An incentive could bump it up on
the list.
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Final Thoughts
Respondents concluded the interviews either by expressing interest in learning more about
MFWP or by maintaining that it is not applicable to them, their employees, and/or their work
environments. Several expressed support for the work of Texas DSHS in creating more
awareness and for mothers, breastfeeding, and healthy communities. Some specific and unique
comments are presented below.
Well, I just think it's a good idea that breastfeeding is being more accepted than it was when we
started it, my wife started it back in the 80s. And it was viewed to be somewhat shameful in some
situations. And there was a lack of facility for her to do that. Sometimes she had to go to the
bathroom to do it. Who wants to eat their lunch in the bathroom? And our son had few
childhood sicknesses and my wife took care of herself. It's healthy for the mom and for the child.
If there's a [mother-friendly work] site already in place, I would love to visit the site to see
what they're doing.
Basically, you've asked me mostly about breastfeeding. I think there are other mother-friendly
topics. That only covers a mother with a young child – maybe, if they're lucky, for a year or two.
I think you're a mother of a child until they get older. I think that there are other things that
mothers in workforces need to address.
Keeping it general and simple will be better for the moms. You only need to be real specific if
someone is taking advantage.
Things change in the world and if this is what we need to do to support our employees, then we'll
do it.
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Recommendations
Outreach
1. Consider a targeted campaign to reach businesses that employ significant
numbers of women of childbearing age and men in their reproductive years.
Leverage the information businesses already receive (e.g., tax forms, Chamber of
Commerce mailings) and conduct outreach to trusted contacts within
organizations so that information is well-received.

Education
2. Offer employers and their human resources professionals straightforward
educational materials on the value of becoming mother-friendly. These include
guidelines and benefits of MFWP for current and potential employees and for
their bottom lines. Keep information brief, providing detailed
resources/references by request only.
3. Educate specifically on the fact that women may not ask for accommodations
because they do not think it will be possible to combine work and breastfeeding,
but they may utilize accommodations once they are in place.
4. Educate employers as to why having a written policy is an important part of
MFWP participation, even for small businesses.
5. Educate employers – perhaps through Gold and Silver program levels – on other
ways to support families beyond breastfeeding accommodations. This makes
MFWP applicable to a greater number of organizations and employees
(including men).

Tools and Resources
6. Empower employers to accurately assess their employees’ breastfeeding and
family-related needs with a simple assessment tool. Consider creating other
simple assessment tools for employers to determine how mother-friendly they
already are.
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7. Offer mother-friendly worksite case examples that showcase a range of business
types, specifically how school districts and restaurants have overcome industryand environment-specific barriers.
8. Provide employers with tools to publicize their mother-friendly initiatives or
MFWP participation within the organization.
9. Make Texas DSHS brochures and other resources for new mothers readily
available to employers to use in a cost-effective way as a starter kit. Consider
options such as downloadable electronic versions of the brochures, order forms,
or a small sample library.

Other Considerations
10. Consider creating a separate toolkit for small businesses in order to address their
unique needs. Explore ways to recognize small businesses that do not have such
policies but still support mothers.
11. Increase employer comfort with mother-friendly worksite topics by not limiting
information to the ins and outs of breastfeeding. Materials and conversations
must balance community health and biological information with logistical and
financial information relevant to a busy employer who may have limited
knowledge about breastfeeding and mothers’ needs.
12. Use both online and hard-copy formats to reach the greatest number of
employers. Make materials for employees available in English and Spanish.
13. Employee self-advocacy remains an important component in creating more
mother-friendly work environments. Employers rely on demand from staff to
direct new policies and initiatives. Use focus groups with mothers and fathers to
research what motivates employees to request accommodations.

29

Conclusion
Businesses can play an important role in creating a community climate that supports mothers
and allows them to breastfeed and meet their families’ needs. Mother-friendly worksite policies
and initiatives may encourage longer breastfeeding among women who once thought it was
impossible to breastfeed after returning to work. However, employers must see MFWP as a
relevant priority for their businesses and their employees, and must be educated about
breastfeeding. While the majority of interviewees were not uncomfortable discussing
breastfeeding and expressed concern for community health, the success of their own businesses
is of utmost importance to them. Judging from the cross section of business leaders interviewed
from across industries and across Texas, it appears that there is interest in MFWP. By
connecting with employers and providing them with simple and useful tools for receiving the
MFWP designation – or even for just taking initial steps toward becoming more mother-friendly
– Texas DSHS has the opportunity to impact many more children, women, and families for a
healthier Texas.
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Appendix A:
Non-Participating Business Interview Guide
ONE-ON-ONE INTERVIEW GUIDE WITH NON-MEMBER- BUSINESSES
MFWP
Interviewee:
Contact Information:
Date:
Interviewer:
INTRODUCTION TO INTERVIEWS: SOSM has been contracted by the Texas Department
of State Health Services to research information on mother friendly work policies and
programs. The goal of this interview is to get your opinion and thoughts on creating
mother friendly worksites.
A BIT ABOUT THE INTERVIEW: I’m going to begin by asking you some background
questions and then move to more detail about your place of work and tools that may
be helpful to you. The final phase is a quick wrap up to ensure that we haven’t missed
anything. The interview will take about 30 minutes and it is completely confidential.
Before we begin do you have any questions or concerns? If not … commence.

I.

Background
1. I’d like to begin by getting a bit of background information. Please tell me your
job title, your responsibilities, and how long you have worked in this position?
2. Will you please briefly describe your workforce to me?
Probe: How many people work at your company?
Probe: Percentage of men/women
Probe: Percentage of hourly vs. salaried

DSHS Mother-Friendly Worksite Policy Initiative: Non-Participating Businesses Interview Guide
SUMA/Orchard Social Marketing, Inc.
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3. How does your organization provide a work life balance for your employees?
Probe: Family leave?
Probe: Flexible return to work?
Probe: Breastfeeding?
4. What are some of the important issues that come up when women return to
work after having a baby?
Probe: If breastfeeding is not mentioned, what about lactation and
working, child care, family leave?
5. What does the term mother friendly work environment mean to you?
6. When you think of women breastfeeding or pumping and working what is your
top of mind reaction?
Probe: what kinds of challenges come to mind?

II.

General Knowledge and Attitude Toward Breastfeeding in
the Workplace
7. How is breastfeeding an employee wellness issue?
8. How has breastfeeding come up in an organizational capacity at your business?
Probe: Is it discussed at an HR level?
Probe: Have women brought it up as an issue or a concern?
9. What happens at your business when a woman wants to pump or breastfeed?
10. What kind of policies does your business have to support families who want to
combine breastfeeding and working?
Probe: How was this policy received by leadership?
Probe: How was this policy received by employees?
Probe: what challenges have you had around this policy?
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Probe: If no policies are mentioned- What challenges do you have in creating
breastfeeding support policies?
11. What do you think are the benefits of allowing women to breastfeed or pump in
the workplace?
12. What would motivate your company to create more breastfeeding friendly
policies?
Probe: How motivating do you think it would be for companies to create mother
friendly worksites if they knew that mothers who are breastfeeding may suffer
pain and discomfort, embarrassing leaking, infection, reduction of milk supply,
and an inability to provide milk to her baby if she is unable to pump on a regular
basis?
Probe: How motivating do you think it would be for companies if they knew that
women who breastfeed their babies are more likely to stay with a company and
miss fewer days due to illness?
Probe: How motivating do you think it would be for companies if they knew that
having supportive breastfeeding policies has been proven to increase
breastfeeding duration?
Probe: How motivating do you think it would be for companies if they knew that
the lack of supportive breastfeeding policies at work is the leading reason that
working women stop breastfeeding?

III.

Knowledge of and Mother Friendly Program Guidelines
13. What have you heard about the mother friendly designation for companies from
the Department of State Health Services?
I am going to read you a statement about the mother friendly work policy and
I’d like to hear your reaction and how interested you are in something like this?

A business may receive the designation "mother-friendly" if the business develops a policy
supporting the practice of worksite breast-feeding and submits its policy that addresses the
following:
1. work schedule flexibility, including scheduling breaks and work patterns to
provide time for expression of milk;
2. the provision of accessible locations allowing privacy;
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3. access nearby to a clean, safe water source and a sink for washing hands and
rinsing out any needed breast-pumping equipment; and
4. Access to hygienic storage alternatives in the workplace for the mother's breast
milk.
(B) The business shall submit its breast-feeding policy to the department. The department shall
maintain a list of "mother-friendly" businesses covered under this section and shall make the list
available for public inspection

14. How likely would your company be in participating in a program like this and
receiving this type of designation?
Probe: What makes you say that?
15. What would be the best way to inform your company of this program?
16. If your company had to implement this tomorrow what would need to happen?
What would be the nuts and bolts issues?
17. How would the policy get passed? Communicated to employees?
Probe: Which department would “own” this policy and be in charge of
implementing it?
18. The Department of State Health Services is going to create a tool-kit for
businesses to support breastfeeding. What do you think should be in it?
Probe: Moderator probes each idea.
 the step by step writing of a policy
 Examples or case studies
 Contacts from other companies who have successfully
implemented this
 Information on space requirements
 An assessment tool to learn what your employees need and want
 Other idea?
19. In addition to the tool-kit, DSHS is creating a website to support businesses who
are interested in being mother-friendly, what would you suggest they have on
that website?
20. What do you think of the idea of DSHS offering standard levels to participating
businesses? For example, a business could obtain a Silver level if they provided
things like breastfeeding education or educational resources, flexible return to
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work options, etc and a Gold Standard if they provided a very high level of
mother-friendly support such as paid maternity leave, flexible scheduling, bring
your baby to work or onsite childcare options, etc?
21. DSHS has a wide array of materials about breastfeeding. For example, they have
educational materials about breastfeeding and information on transitioning
back to work for breastfeeding mothers. How helpful would it be to have those
materials available to your employees?
22. How interested is your organization in having those materials in a “library” for
employees to use as needed?

IV.

Conclusion
23. Is there anything that I have not asked you that you feel is important to share
with DSHS as they work to help businesses create more mother friendly work
places across Texas?
Thank you very much for your time!
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Appendix B:
Non-Participating Businesses Represented
Health Care
22 Dental
Christus Stehlin Foundation for Cancer
Research
Everlasting Home Health Care
Green Oaks Health Care
Hospital (Anonymous)
South Texas Medical Clinic
The University of Texas Southwestern
Medical Center

Education
Fort Worth ISD
Houston ISD
Kress ISD
Pflugerville ISD
Preschool (Anonymous)
Tuloso Midway ISD

Hospitality, Financial, and Other Services
2 Dine For Catering
24 Hour Wrecker Service
3D Insurance Service
5 Star Country Properties
600 Plus Gym Spa
Alpha Omega Building Service
Crowne Plaza
Johnson Horak & Hopkins PC
San Luis Resort & Spa
Other
Houston Airport System

Restaurants
Becks Prime Rib
K&N Management
Lombardi's
MPP Investments

Retail
2 Rivers Coffee
2U It’s NU
6K Enterprise
7 Days Food Store
Amaya Garage Doors
Crestview RV
Flowers By Mary
Stein Mart
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Appendix D:
Labor Analysis References
Basic Labor Force and Texas Information
http://money.cnn.com/magazines/fortune/bestcompanies/2009/states/TX.html
“100 Best Companies to Work For” (CNN, 2009) – includes the number of U.S. employees and
Texas headquarters locations
http://www.texasahead.org/economy/indicators/texas100.html
“Texas Economy in Focus: The Texas 100” (Texas Ahead, 2009) – Comptroller’s Office list of
largest publically traded employers in Texas measured by average number of workers. Provides
company name, industry, and headquarters locations
http://www.twc.state.tx.us/
Texas Workforce Commission (2011) – the state government agency charged with overseeing
and providing workforce development services to employers and job seekers of Texas offers
various resources and data
Women in the Labor Force
http://www.workingmother.com/BestCompanies/node/7818/list/94
“2010 Working Mother 100 Best Companies” (Working Mother Magazine) – Highlights Texas
Dell and Texas Instruments
http://jobs.aol.com/articles/2009/01/26/10-industries-where-women-rule/
“10 Industries Where Women Rule” (Selena Dehne/Aol Jobs, 2006) – lists fields with an aboveaverage percentage of women, including salary information and expected growth by field
http://www.wbea-texas.org/home
Women’s Business Enterprise Alliance (2011) – based in Texas and recognized as a national
resource and certification organization for women business owners. Women on board of
directors may be of interest.
Diversity in the Labor Force
http://diversityinc.com/content/1757/article/1738/
“Top 50 Companies for Diversity” (DiversityInc, 2010) – side-by-side comparison of 2008 and
2009 lists
http://www.texasdiversitymagazine.org/test-1/
“The New Work/Life Expectations: How Smart Employers Meet the Needs of Today’s Working
Women” (Texas Diversity, n.d.) – highlights a railroad company headquarters in Fort Worth
(BNSF Railway) that have exemplary policies to support mothers
http://www.bnsf.com/communities/community-support/- BNSF Railway website.
Employee named in article is Carole Ishii, Vice President of Customer Relationship
Marketing
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http://www.diversityinc.com/article/5629/What-Are-Top-Industries-for-Black-Women/
“What Are Top Industries for Black Women?” (DiversityInc,2010) – Highlights industries where
black women are achieving management positions
http://www.prnewswire.com/news-releases/southwest-airlines-celebrates-diversity-with-northtexas-summit-104486959.html
“Southwest Airlines Celebrates Diversity with North Texas Summit” (PR Newswire, 2010) –
showcases diversity within Southwest Airlines, a Texas-based employer of 35,000 people
U.S. Department of Labor Data and Trends
http://www.acinet.org/acinet/oview6.asp?stfips=48&level=state1
“Texas State Profile: Largest Employers” (U.S. Department of Labor CareerOneStop, 2010) – lists
the 50 largest employers in the state, their location and number of employees per business
http://www.acinet.org/acinet/lmi1.asp?next=lmi1&id=11%2C&nodeid=13&soccode=&stfips=48
&x=49&y=20
“State Profile: Texas Labor Market Information” (U.S. Department of Labor CareerOneStop,
2010) – an array of websites with resources and information on Texas labor information
http://www.acinet.org/oview1.asp?next=oview1&Level=Overall&optstatus=&jobfam=&id=1&n
odeid=3&soccode=&ShowAll=&stfips=48
“Top 50 Fastest-Growing Occupations (Texas, All Education Levels)” (U.S. Department of
LaborCareerOneStop, 2010) – includes information on how many people are employed in each
industry
Bureau of Labor Statistics Data
http://stats.bls.gov/eag/eag.TX.htm
“Texas Economy at a Glance” (U.S. Department of Labor Bureau of Labor Statistics, 2011) – basic
labor force statistics and salary data
http://www.bls.gov/cps/wlf-databook2009.htm
“Women in the Labor Force: A Databook (2009 Edition)” (U.S. Department of Labor Bureau of
Labor Statistics) – A variety of summary data and data tables about women, including
breakdowns by industry, race/ethnicity, age and age of children
http://www.bls.gov/opub/ted/2009/jan/wk1/art03.htm
“Women and Employment By Industry” (U.S. Department of Labor Bureau of Labor Statistics,
2009) – A 2007 chart on women’s representation in the labor force
http://www.bls.gov/cps/wlf-table6-2008.pdf
“Table 6:Employment status of women by presence and age of youngest child, marital status,
race, and Hispanic or Latino ethnicity, March 2007” (U.S. Department of Labor Bureau of Labor
Statistics, 2008)
http://www.bls.gov/cps/wlf-table12-2008.pdf
“Table 12:Employed women by occupation, race, and Hispanic or Latino ethnicity, 2007 annual
averages”(U.S. Department of Labor Bureau of Labor Statistics, 2008)
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http://www.bls.gov/cps/wlf-table14-2008.pdf
“Table 14:Employed persons by detailed industry and sex, 2007 annual averages”(U.S.
Department of Labor Bureau of Labor Statistics, 2008)
http://www.bls.gov/opub/gp/pdf/gp09_14.pdf
“Table 14: States: employment status of the civilian noninstitutional population, by sex, age,
race, Hispanic or Latino ethnicity, and marital status, 2009 annual averages”(U.S. Department of
Labor Bureau of Labor Statistics, 2010)
http://www.bls.gov/opub/gp/pdf/gp09_17.pdf
“Table 17: States: employment status of the experienced1 civilian labor force, by occupation,
2009 annual averages”(U.S. Department of Labor Bureau of Labor Statistics, 2010)
Industry-Specific Information
http://call-center.jobs.net/jobs/fort-worth,texas.aspx
(Job.net, 2010) –lists call center open positions throughout Texas
http://www.manta.com/mb_44_D0052_44/home_health_care_services/texas
“5,258 Home Health Care Services Companies in Texas” (Mantra Media, 2010) –Database to
search employment by industry category and refine by city and company size
http://www.txretailers.org/index.cfm
Texas Retailers Association (2010) – Resources of interest since retail is a high employer of
women
http://www.themotherhoodpriority.com/home/images/stories/MotherFriendly_Workplace_Assessment_Tool.pdf
“Mother-Friendly Workplace Strategies and Solutions: A Workplace Policy Assessment Tool for
Hospital Leaders” (Motherhood Priority and South Carolina Hospital Association, 2008) – A
fascinating look at healthcare and breastfeeding for health care workers
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