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Research on the Mother-Friendly Worksite Program:
Findings from Participating Businesses

Executive Summary
During December 2010, SUMA/Orchard Social Marketing, Inc. (SOSM), on behalf of the Texas
Department of State Health Services (Texas DSHS), conducted research with businesses
participating in the Texas DSHS Mother-Friendly Worksite Program (MFWP). This is one of
multiple research endeavors that include in-depth telephone interviews with key stakeholders,
MFWP participating and non-participating businesses, as well as focus groups with mothers,
fathers, and employers throughout Texas. This research will inform a statewide social
marketing campaign aimed at promoting and expanding the MFWP in Texas.
SOSM researchers conducted 37 in-depth telephone interviews with a total of 40 business
leaders. Interviewees represented large and small cities throughout Texas. Businesses were
selected from the participant listing found on the Texas DSHS MFWP website.1
The purpose of the telephone interviews was to learn about businesses participating in MFWP –
the size and focus of each organization as well as their experiences with the program and their
feedback for its improvement and expansion.
The following lines of inquiry were included:







1

Basic background information on each business, including its size, details about its
workforce, and how it provides a mother-friendly work environment
Knowledge of MFWP, including its appeal and value, as well as the interviewee’s
experience interfacing with Texas DSHS in the application process
Perceptions ofthe definition of mother-friendly work environment and how the business
provides mother-friendly policies, programs, and accommodations
Impact of participation in the program and other mother-friendly endeavors
Feedback on proposed MFWP changes, incentives, resources, and tools to support
mother-friendly businesses (e.g., Gold, Silver, and Bronze program levels)
General insights and recommendations drawn from interviewees’ experiences with
MFWP and other mother-friendly programs or endeavors.

Available at http://www.dshs.state.tx.us/wichd/lactate/mother.shtm.
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Summary of Findings
The business leaders and decision makers interviewed are all advocates of providing motherfriendly support in the workplace, and many find considerable value in the Texas DSHS
MFWP. Is it notable that a few of the organization leaders interviewed did not know they held
the MFWP designation and were unsure about the mother-friendly accommodations provided
at their places of business. Respondents represented businesses as diverse as hospitals, milk
banks, retail clothing stores, furniture stores, schools and daycare centers, large oil and gas
companies, a gaming business, and a small magazine production company. The majority of
interviewees represented health care organizations or other businesses focusing on mothers or
families. Each organization expresses its appreciation for working mothers and their families
by working to provide support and accommodations that meet or exceed MFWP criteria. The
majority of the organizations also look to Texas DSHS for support, education, and leadership in
this area. It was clear in the interviews that MFWP has framed or directly driven some of the
policies and thinking on mother-friendly support within these organizations, especially those
that are not in the business of health care.
Some gaps in MFWP were identified and suggestions were made. Overwhelmingly, businesses
called for greater publicity for the program and for participating businesses; publicity for
participating businesses was suggested as an incentive for new businesses to join the program
as well. It was also clear that employers could use more support and education as they go
through the process of becoming mother-friendly. This might include policy examples,
program evaluation guidance, internal communications graphics and tools, and/or guidance in
assessing the needs of the women in their workforce – from hourly line staff to salaried office
workers.
Hourly employees tend to be left out of mother-friendly accommodations in some
organizations. While an organization may have a pro-breastfeeding policy and lactation room,
this information is not always communicated consistently, or accommodations may be
inconvenient to non-corporate staff. In several cases, business leaders in the sample stated that
mothers do not learn about the mother-friendly accommodations until they ask about them.
However, some also realized during their interviews that women may not know that they
should ask. In other cases, human resources departments communicate their policies and
programs on internal websites that are not always available to factory line workers, hourly
workers, or those who work primarily in the field. Employer education in this area is critical so
that all employees consistently receive information about mother-friendly accommodations.
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Interviewees offered mixed feedback on the proposed MFWP changes. Responses to the idea of
implementing Gold, Silver, and Bronze program levels were split between positive and
negative: some individuals saw this as a terrific motivator, while others saw it as unnecessary
competition that did not consider the financial and policy limitations some businesses face. In
contrast, respondents were more uniformly open to ongoing communication efforts from Texas
DSHS (i.e., LISTSERV, newsletter, technical support by telephone). The majority of individuals
were open to receiving these types of communication if they could target or adapt them to their
needs.
Support for a dynamic and well-publicized website and a business toolkit for MFWP was
strong. Respondents wanted to see the website include elements such as basic program
information, concrete examples of accommodations provided by a range of other businesses,
templates and tools for policy and accommodation development, and links to Texas DSHS and
other resources on health topics. Respondents requested similar items in a business toolkit.
The overlap of responses suggests that a mother-friendly worksite campaign should provide
information in multiple ways, especially electronically, so that businesses can choose to receive
it in the format that is best for them. The following report offers more detail and insight into
interview responses.

Summary of Recommendations
Recommendations from this qualitative research fall into four main categories: publicity for
participating businesses and MFWP in general; communication, tools, and support needed and
desired by organizations; general and special considerations for moving the program forward;
and ongoing research questions. These recommendations come from specific suggestions made
by business representatives in the sample or are culled from overarching themes that arose
again and again in the interviews.
Organizations will draw greater value from MFWP if they receive publicity and recognition for
their efforts. While some businesses become mother-friendly purely for altruistic reasons, the
majority balance employee wellness benefits against the program’s impact on the bottom line.
Offering public recognition to participating and exemplary businesses on an MFWP website
and through other media outlets (e.g., a tie-in to lists of best places to work) is both an incentive
to those businesses to continue in their efforts and a draw for businesses new to the program.

4

Participating businesses desire specific tools and supports, and the majority welcome
communication from Texas DSHS. Handouts and other materials are most useful if they are
framed in a simple, straightforward manner and demonstrate the bottom-line business benefits
of being mother-friendly. Certain businesses would like ongoing electronic communication
options so that they can learn about program, public health, and legal updates and view
spotlights on what other organizations are doing to be mother-friendly. Businesses would also
benefit from tools for publicizing their MFWP designations within their organizations; policy
templates; and resource referrals for lactation support, child care and other family needs, and
work–life balance information.
Respondents offered several broad considerations for Texas DSHS to consider as it moves
forward. Respondents prefer to have options when receiving information, and many prefer
electronic over hard-copy formats for easier dissemination. It is important to busy business
leaders that all MFWP materials be to the point and attractive; simplicity makes the program
appealing to many. The current MFWP application process is working well for most, but it
could benefit from special considerations for large, multi-site organizations and guidance on
when and how applicants should involve their corporate offices in the process.
It is crucial that MFWP reflect and cater to the needs of a range of employers and employees.
Respondents requested case examples for organizations with both small and large budgets and
for a variety of industries and business types. Examples should include basic lactation rooms as
well as creative or exemplary accommodations. Businesses with hourly and low-wage
employees present special challenges, and there appears to be a need for employer education
about the barriers and needs of such employees.
Finally, this research identified two ongoing questions that can be explored in upcoming focus
groups. The first pertains to how employees approach their employers about mother-friendly
accommodations, whether or not they know to ask, and how they find out about existing
policies and programs. Since there were considerably mixed opinions on whether or not Texas
DSHS should offer Gold, Silver, and Bronze levels in MFWP, focus groups can be conducted to
further explore this proposal as well.
Employers value the ways MFWP supports their efforts, values, and employees, as well as its
positive impact on the bottom line. While experiences with the program have been largely
positive, there is room for improvement and expansion. Texas DSHS is in a position to further
define what it means to have a mother-friendly workplace and to drive more businesses toward
this goal. By offering employers additional tools, templates, communications, and publicity
options, MFWP can be more meaningful to them and attract more businesses to the program.
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Introduction
It is well established in the literature that returning to work is a barrier to breastfeeding, and
that employers can create a workplace environment that effectively supports new mothers and
families.2 Organizations that provide mother-friendly policies and program support can have a
considerable impact on both community heath3 and their own bottom lines.4 SOSM researchers
conducted in-depth telephone interviews with leaders and decision makers in mother-friendly
businesses across Texas to capture their perspectives on MFWP and on mother-friendly
worksites in general. 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.

Methodology
SOSM researchers conducted 37 telephone interviews with a total of 40 business leaders and
decision makers (see Appendix A for interview guide and Appendix B for a list of interviewees
and the businesses they represent). Two of the interviews were held on conference calls with
multiple business representatives. SOSM staff contacted representatives of nearly all MFWPparticipating businesses listed on the Texas DSHS MFWP website, and interviews were
scheduled with those who responded in a timely manner. Each individual interviewed was
listed by Texas DSHS as his or her organization’s point of contact for MFWP; if that person was
no longer working at the organization, the researchers were directed to an alternate leader or
decision maker to interview. Participation was optional. To protect the confidentiality of the
respondents, their names are not provided in this report. All findings are grounded in an
extensive review of the literature provided by Texas DSHS (see selected citations throughout
the report, and a complete list of background literature in Appendix C).

2 Cardenas, R. A., and Major, D. A. (2005). Combining employment and breastfeeding: Utilizing a work–family
conflict framework to understand obstacles and solutions.Journal of Business and Psychology, 20(1), 31-51.
3 Ortiz, 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.
4 National Business Group on Heath. (2008). Investing in workplace breastfeeding programs and policies. Retrieved
on January 12, 2011 from http://www.businessgrouphealth.org/healthtopics/breastfeeding/docs/BF_entire_
toolkit_FINAL.pdf
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Lines of inquiry included respondents’ experiences with MFWP and its perceived value;
observable benefits of being mother-friendly; definitions of mother-friendly work environment;
feedback for program improvements; feedback on proposed program changes and supporting
tools; and general insights and recommendations for Texas DSHS.
The sample is not large enough to be considered statistically valid. Rather, these qualitative
findings provide rich insights into questions of what, why, and how. Findings should be
considered strictly directional, not statistically definitive.

Findings
Overview of Businesses Represented in the Interviews:
Scope, Size, and Workforce
Interviewees represented businesses across Texas (see the map below for locations) and were
from various industries with a predominance of health care and public health organizations (see
Table 1). Regardless of their job titles, many respondents were certified nurses. Sixteen of the
40 individuals were human resources professionals; three others worked in employee wellness.
Other types of businesses included a large international oil company, a small breastfeeding
apparel retail store, a circuit company, a land acquisition company, a parenting magazine, a
food and flour production company, and a milk bank. The majority of participating businesses
included in the sample focus on health care and wellness, or target women and families in other
ways.
Locations of Businesses Represented in the Sample
El Paso
Fort Worth
Grapevine
Houston
Marble Falls
New Braunfels
San Antonio
Temple
Webster

Abilene
Austin
Beaumont
Canton
Cleveland
Conroe
Daingerfield
Dallas
Dayton
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Table 1
Types of Businesses/Departments (N = 37*)
Lactation support/outreach/education
11
WIC
2
Hospital or clinic (non-WIC)
14
School/day care/university
4
Other business type
10
*Note: The total is greater than 37 because some organizations/departments fell
into more than one category.

Businesses included in this sample varied in size. The smallest had five employees, and the
largest had over 30,000 employees internationally. Seventeen of the businesses had mostly
hourly employees, while a few had mostly salaried employees. In many cases, the interviewee
did not have specific demographic and salary information but took an educated guess or
refrained from answering.
Table 2 shows the male to female distribution within the businesses represented in the sample.

Table 2
Gender Breakdown of Employees in Businesses Surveyed
N = 37
Majority women
22
Majority men
7
About equal
2
A mixture – specific figures unknown
6
When asked to describe the workforce at their organizations, interviewees provided various job
titles and functions. The more atypical answers came from non–health-care organizations and
included migrant workers, prison guards and wardens, geologists and other scientists,
pasteurization staff, carpenters and machinists, office and sales staff, engineers, and circuit and
semiconductor designers.
In most cases, one business was interviewed in each city; in the larger cities (e.g., Austin, Dallas,
Houston), interviewees from multiple businesses were included.
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The Mother-Friendly Worksite Program:
General Knowledge and Attitudes
Respondents had a range of knowledge and understanding about MFWP. The majority of
interviewees were familiar with the program’s criteria, its intended purpose, and/or the Texas
DSHS staff behind it. However, some knew little or nothing about the program and were
educated about it during their interviews. Four respondents were not aware that their
organizations were designated MFWP and knew nothing about the program until they were
contacted for an interview. One individual adamantly stated that, while she ran her clinic as
mother-friendly, the larger organization of which the clinic is a part did not approve her
submission of the MFWP application. Therefore she believed her organization had never
attained the designation, even though it is listed on the Texas DSHS website as participating.
Four additional interviewees knew that their businesses held the MFWP designation, but
nothing more. The following verbatim quotes (and others throughout this report) are included
to illustrate these findings and enhance their credibility.
It is an acknowledgement that women have a right to breastfeed or pump in a clean area where
they can manage and store their milk. It is to prolong the process of breastfeeding and in
supporting mom’s return to work and healthier babies.
I was pretty familiar with it eight years ago. I helped develop the mother’s rooms for a particular
worksite. I contacted DSHS many times while we were setting it up.
Not a thing, actually.
I learned about it and we were already doing a lot of things to support new moms – getting them
back to work – so it seemed like a logical fit to apply for.
Businesses in this sample have been participating in the MFWP for anywhere from a few
months to fifteen years. Many of the business leaders felt strongly that being mother-friendly
and having the MFWP designation was important and inherent to their work; a few applied as
soon as their businesses opened their doors.
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Initial Appeal and Application Process
When asked how they had learned about the program, many interviewees mentioned word of
mouth from professional contacts or breastfeeding advocacy groups. Six respondents had
learned about MFWP from WIC outreach or trainings. Other sources included training or direct
appeals from Texas DSHS, Internet searches, the Texas Ten Step Program, the Texas
Breastfeeding Coalition, and their own organizations when they were hired in their current
positions. Due to staff turnover, some interviewees were not the same individuals who had
applied for the MFWP designation, so they did not know the details of their organizations’
applications. Several individuals stated that they were so entrenched in breastfeeding advocacy
work that they could not recall how they had learned about this program specifically.
Businesses usually chose to become MFWP designated because new mothers on staff – or a
champion for these mothers – requested breastfeeding support. However, nearly all were
conscious of the bottom-line savings that could be attained by being mother-friendly. Other
organizations applied because they saw it as important and in line with their work, or because
they were applying for similar designations at the same time. The prospect of being MFWP
designated was appealing to the businesses represented in this sample for many reasons, but
mainly because they saw a need among their female employees and the program helped them
to offer breastfeeding support and reduce employee stress. Interviewees also reported that the
program was a good fit with their organizations’ focus on breastfeeding, women, and/or
families; it offered them an additional publicity and recruitment tool; and having motherfriendly accommodations meant that their employees would be absent less often and could
have peace of mind about combining work and parenting. One business owner sought out the
designation in order to be a model for other businesses.
We value our employees and would like to have them at work. We understand the needs of
families too.
This organization fights for the rights of women to feed their children in the most scientifically
and naturally appropriate way. …Any group that makes it easier for women to make that choice
– advocates for them instead of punishing them – is good.
Just the fact that, from a manager’s standpoint, there are less sick days missed. That was
probably the biggest appeal.
We are already doing it and it was cool to highlight for all employees that we are supporting
moms like that in the workplace. …The designation is nice for our website and recruitment.
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Across the board, respondents did not have difficulty with the MFWP application process or
their interactions with Texas DSHS. The majority of respondents felt that the paperwork was
minimal.
No, actually it was pretty easy. Our policy just reflected their guidelines.
It was all online. We just had to have everything ready, and we took pictures of our pump room.
It is very easy; if you follow the application guidelines you can’t mess up.
One respondent working for a large, multi-site organization did report a notable problem with
the MFWP application process. She championed the MFWP application and designation at her
worksite and communicated this achievement to other sites of the same company in her city.
These sites also created lactation rooms in line with MFWP criteria, but ran into problems with
Texas DSHS. It did not seem as though the MFWP was designed to deal with applications from
various sites within the same organization. The organization ended up foregoing MFWP
designation for additional worksites because the process became too complicated, but it
continues to maintain lactation rooms at various sites nonetheless.
Most respondents did not encounter major roadblocks or difficulties finding support for MFWP
from business administrators within their organizations. In many cases, the idea was wellreceived. Yet, for all but the smallest businesses, an internal process was often involved. Some
individuals had to advocate for the importance of being mother-friendly, take on the task of
writing policy, or find the physical space for a lactation room. In several cases, the individuals
making the application were organization or department leaders, so they were able to make the
decisions and policy updates on their own.
I just told my boss about the program and my plan for it, and he agreed.
We had to go all the way to the top. We had to get a policy approved internally first by the chief
nurse. There is a committee, so it took a good month to go through all of that.
The only roadblocks were when we found the room, it was a storage room. We would go and
check on it and there would be equipment shoved in there. Every day we would go and clean it
out. It took a year [to be resolved].
I just did it. I wanted to do it very low-key. The buy-in came with the compliments afterwards.
I turned in a packet of information to HR. It was strange for me as a regular employee to be able
to fill out the application for my company. It was strange that the process was not more official.
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However, the process was not smooth for all businesses represented in the sample. In some
cases, interviewees ran into snares with internal approval. The following quote illustrates one
difficulty.
That’s where we were getting into trouble. As a general rule, I apply for whatever we need to do
and talk to my boss. For this particular one, for some reason corporate got involved. [After a
four-month leave,] I found out we were approved, but am not sure why or how it happened.
…No one seems to know. Confusing!
In one case, a WIC clinic had mother-friendly policies and accommodations, but its host
organization did not. Nevertheless, the entire organization is listed as mother-friendly, and the
interviewee took issue with this.
I don’t think it would be fair to call us a mother-friendly worksite if only the WIC clinic
participates and the rest of the organization doesn’t participate or accept it.

Creating a Mother-Friendly Work Environment
When asked to define the term mother-friendly work environment, the majority of respondents
focused on breastfeeding support and the MFWP criteria. Without prompting, only a few
respondents mentioned other supports, such as maternity leave and flexible scheduling. It
appears that MFWP participation influenced and educated certain business leaders, driving the
way they define a mother-friendly workplace.
Specific definitions of mother-friendly work environment included the following.
A worksite that supports the needs of the mother to feed her infants and to maintain lactation
ability – which means that she has to express on demand and has to feel safe and respected doing
it.
If children are ill, the mother has the ability to take sick time, time to go see children’s programs,
schools, parent–teacher conferences. Being part of children’s lives in a meaningful way.
It means that new mothers and fathers are recognized by the company as a valuable resource and
encouraged to come back to work and supported here. If [lactation support] makes it a tiny bit
easier for them to leave their newborns, then that’s great.
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Organizations in the sample provide mother-friendly work environments to employees in
various ways. Many respondents elaborated on their lactation accommodations (e.g., pumping
equipment is provided; the pumping room is decorated and comfortable; the mother can
determine when she needs to take breaks to express milk). Others mentioned extended
maternity leave options, flexible scheduling and work-at-home options, free counseling
sessions, breastfeeding or wellness education classes, or the availability of a lactation consultant
for support. Hospitals in particular tend to offer a range of schedule options so that employees
can condense or extend their work time. In two cases, the lactation room had an impact on the
community: it is utilized by customers and by staff of neighboring businesses as well as by
employees. Another organization offers a child care room for sick children when their mothers
or fathers want to come to work. Multiple individuals stated that their organizations comply
with the Family and Medical Leave Act and works on a case-by-case basis to make employee
accommodations beyond those guidelines.
Not just breastfeeding;, we are flexible on any special needs of employees. They take it to their
nurse manager. If it can be accommodated, we do it.
A place for pumping and a culture that supports it. Communicating the potential
accommodations and supports available to employees. And, yes, flexible scheduling for parents.
Nearly all respondents stated that, to their knowledge, all employee breastfeeding needs were
being met. Interviewees based this impression on a lack of human resource complaints from
mothers. However, researchers realized (and background literature5 suggests) that employees
will not always express complaints or know that mother-friendly workplace accommodations
are a possibility. Thus, it is problematic to assume that all breastfeeding needs are being met,
especially among hourly and low-wage employees. Some interviewees did state that available
lactation rooms were not always in convenient locations in large organizations. One lactation
consultant mentioned her efforts to educate doctors about preparing women for breastfeeding
better (e.g., weaning off antidepressant medications). Most notably, one respondent who works
in a school environment mentioned that she believes both teachers and teen mothers face
challenges when trying to breastfeed, but she would not hear any complaints in her role at her
own school.

Lyness, K.S., et al. (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.
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The Law in Texas:
o A mother is entitled to breastfeed her baby in any location where she is authorized to be.
o A business may use the Mother-Friendly Worksite designation if it adheres to the Texas
DSHS criteria, creating and implementing a policy to support workplace breastfeeding.
o Federal law requires employers to provide reasonable lactation breaks in a clean, private,
non-bathroom location and offers specific provisions for hourly employees.
Current information can be found at: http://www.dshs.state.tx.us/wichd/lactate/mother.shtm#item2.

Supporting Hourly Employees. Business leaders and human resource professionals did not
seem to believe that their hourly employees had unmet breastfeeding needs, but, when asked
directly, acknowledged that their workplace accommodations might not always be
communicated or convenient to these individuals. They may not be aware of the significant
challenges their hourly employees do indeed face. Findings from stakeholder interviews and
research literature6 indicate that hourly and low-wage employees are often unable to leave their
work posts for lactation breaks, fear discussing breastfeeding accommodations with their
employers, or cannot always afford pumping equipment.
The [intranet wellness page and lactation room] is for corporate employees, not for
production. To be honest, I don’t hear as much about [breastfeeding needs] from production as
I do from corporate.
There are challenges for non-corporate, construction employees – getting [mothers’ needs] on
the radar of the construction team. …I think a lot of people don’t take it into consideration of
being a big need for the workforce. Historically, men run it.
The two lactation rooms are available to corporate employees, but not the others. This is an
interesting point because we have a large distribution group of [hourly] employees who are on
maternity leave, and we are probably doing a disservice to them.
In [this city], the mill is attached to the corporate office, and the lactation room is in corporate. If
the non-exempt people need it, they just come over here. In the time that I have been here, we
don’t have [hourly] production folks who have taken advantage of it.

6 Corporate Voices for Working Families (2010). Workplace lactation programs: Important tools to reach your hourly
and lower-wage workers. In Publication and Toolkits. Retrieved on January 12, 2011 from
http://www.cvworkingfamilies.org/node/209.
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The Affordable Care Act of 2010 requires employers to provide hourly employees with lactation
breaks and a sanitary location for pumping, and has the potential to reach at least 165,000
women annually who are currently not breastfeeding.7 However, employers will require
support and creative ideas on adhering to these new laws. The current literature indicates that,
even in organizations that actively support mothers and have an MFWP designation, leaders
and decision makers may not have fully considered the needs of their hourly employees.
Communication. Mother-friendly policies and accommodations are communicated to
employees mainly through human resources department orientations, employee handbooks,
periodic e-mail updates, or intranet sites. In some cases, mothers learn through word of mouth
or from their supervisors, and there is no means of formal communication.
In one case, the organization’s application to the MFWP sparked Human Resources to identify
and resolve a gap in their communication of maternity and family-related policies:
Everything came together at the right time: mothers’ room; improvement in communication of
policies; and an influx of female employees. Once we set up that room it was like – boom! – every
other site set up one. It exploded – the right things at the right time.
In other cases, as evidenced in the discussion on hourly employees, business leaders did not
know how mother-friendly policies and programs were communicated and/or did not know
whether or not communications reached all levels of staff.
Tell [other organizations] they have to advertise it through their facility. People will use it, but
you have to spread the word. It takes a little time to trickle around.

7 Drago, R., Hayes, J., and Yi, Y. (2010). Better health for mothers and children: Breastfeeding accommodations under
the Affordable Care Act. Institute for Women’s Policy Research. Retrieved on January 12, 2011 from
http://www.iwpr.org/pdf/B292.pdf.
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Impact and Value of MFWP
Impact. While no organization in the sample has formally evaluated or tracked the impact of
their mother-friendly work policies and programs, many interviewees offered anecdotes that
offered a window into the benefits of MFWP participation. These benefits include reductions in
the number of sick days taken; positive feedback and greater productivity from mothers; a
climate of support; and greater awareness of breastfeeding and mothers’ needs. As the
literature8 overwhelmingly states, these benefits translate into bottom-line financial savings for
mother-friendly organizations.
The scheduling for that room is busier! And people actually know about it. The room is a
nursing room, but also a quiet room for religious purposes too. DSHS gave us a sticker and it
makes employees feel good to see it.
No changes. This [mother-friendly] climate and culture has always been there.
Before, breastfeeding was very private and nobody talked about it. It was almost like it was
secretive. …We are proud of our moms now and we support them.
It’s very exciting. I think staff are delighted that they have this room available to them. I’ve
noticed an increasing amount of mothers that are returning to work and continuing to work.
I think that moms who previously wouldn’t have thought about pumping at work or dared to ask
permission, now realize it’s okay.
Our nurse manager has noticed that our employees are happier. I know that on my floor… the
sick days have cut down by half in the past four years.
I have run into several of our moms who are breastfeeding much longer now that we have this
program.

For example,Maternity Protection Coalition (2008). The maternity protection campaign kit: A breastfeeding
perspective. World Alliance for Breastfeeding Action. Available at http://www.waba.org.my/whatwedo/
womenandwork/pdf/contents.pdf.
8
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n some cases, being mother-friendly is so much a part of the fabric of an organization that
respondents had difficulty distinguishing the impact of MFWP participation from the impact of
the rest of their mother-friendly policies and accommodations. For other organizations, the
MFWP designation led to more internal communication about the mother-friendly
accommodations and, thus, more traffic into the lactation rooms. While a number of
interviewees stated that they noticed no changes resulting from participation in the MFWP, the
majority of them represented organizations that were already mother-friendly before they
applied for the designation.

Value. Interviewees and the businesses they represent have found significant value in MFWP.
The following quotes – taken directly from Texas business leaders – could be useful for
attracting new organizations to the program.
It’s a valuable tool for employee recruitment.
The designation gives the moms something to lean on so they can have the conversation with
their supervisors.
It makes businesses more accepting for mothers and makes mothers feel more comfortable.
The sheer reason that there are less missed days and the mom is happier as an employee. In the
overall picture, the child is healthier and it’s better for the community as a whole.
I think the reality is that, in this day and age, more women are in the workforce than years ago
when more were staying home. This is just a matter of doing business.
I’ve done it twice, and coming back to work after having a baby is probably one of the hardest
things someone can do, so whatever we can do to hang onto those workers… will make a better
workplace.
I think [MFWP] can change things. If an employee is trying to make a change in their
organization and then can point to a program like this, it can be a catalyst. At least for me, it
helped tremendously.
It gives businesses the opportunity to have subject experts on what accommodations to make.
For those associates who it affects, it is tremendously valued. It’s hard to quantify doing the right
thing for your associates.
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In line with the literature,9 the other responses on the value of mother-friendly worksite
accommodations had to do with employee recruitment, loyalty, and retention; improved
attendance and health benefit savings; longer breastfeeding duration; quicker return to work;
stress reduction for new mothers; and healthier babies. Multiple respondents also pointed out
that joining MFWP sends the message – internally and externally – that an organization is
family-friendly.
How satisfied are you with the usefulness of the Mother-Friendly Worksite Program?

1

2

3

Not At All Satisfied

4

4.56

5

Very Satisfied

Making MFWP More Meaningful to Organizations
While participating businesses are by and large satisfied with MFWP, nearly all respondents
had suggestions for program improvements and ways to make it more meaningful. There was
an overwhelming call for more publicity. This includes publicity about MFWP, publicity for
participating businesses, and tools for publicity within participating organizations. Suggestions
for internal publicity tools included posters, fliers, or a sign, and a set of attractive, highresolution graphics or a logo to add to existing websites and materials. For external publicity,
interviewees proposed a community-wide public awareness campaign about the breastfeeding
needs and other needs of new mothers; a dynamic and easy-to-find MFWP website; and
traditional advertising for MFWP and for businesses that are participating or doing exemplary
work.
I think there is a working mother magazine, and I’d like our name to be in there. I would like
some formal designation to being mother-friendly…it identifies you as an employer of choice.
Public recognition – maybe an article in the newspaper – billboard or business journal. And then,
along with that, laying out the law. This is the law. It is not only a great place to work, but they
are compliant with the law.

Bravado Breastfeeding Information Council (2010). Five simple steps to create and implement a breastfeeding policy
in the workplace. Retrieved on January 12, 2011 from http://www.breastfeedinginformation.org/white-paper.
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Additionally, respondents had ideas for new MFWP components. Some examples follow.





Educational workshops or tools on health topics and events for sharing information
(e.g., an expert forum or an annual round table at which participating businesses can
share best practices)
Funding opportunities to support pumping equipment, lactation room creation and
maintenance, and worksite improvements
Consultation opportunities with Texas DSHS (e.g., for program setup, troubleshooting,
ongoing communication of updates, lactation support, and ideas for tracking program
outcomes)

In the course of this research, innovative ideas and model practices bubbled up. MFWP could
post these valuable examples on a website for participating and potential businesses that want
to be creative or go above and beyond the minimum program requirements.
We have a contract with Ameda and we have [an Ameda pump] in our expression room. If an
associate gives birth at the hospital, they are given a kit for the Ameda pump. …We give them
information about the room, and we are sure they go home with a kit. We also discuss the flexible
schedule and give them a return-to-work handout to have them call their supervisor to break the
ice to let them know they will be pumping. So the superiors and the associate know it is not
preferential treatment. We use WIC “Breastfeeding and Returning to Work” [pamphlets] stock
number 13-06-11496.
There is an Outlook calendar that the mother uses to schedule time in the lactation room… That
way you don’t have people come in the room.
For every employee who has a baby, we put together a basket and give them a baby care package,
and we tell them about the lactation room.
Some individuals would like to see more accommodations added to their organizations’
programs (e.g., greater flexibility for lactation breaks, flexible scheduling, child care or baby-atwork options, considerations for teen moms) and Texas DSHS support for these additions.
I wish it were more publicized. I wish that DSHS had a way to let women and businesses know
about this program – sort of akin to Working Mother Magazine’s “100 Best Companies for
Mothers.”
We need to create a climate of support [for mothers and breastfeeding] – reach the public
through more advertising.
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Certain interviewees had specific issues or suggestions. Some examples follow.
I know the language of the [MFWP] standards is being debated now. I would encourage the
language to be as flexible as possible. For example, I don’t want employers to think women only
need breaks every four hours, rigidly.
It’s just fluctuating – sometimes it’s mandatory [for Texas Ten Step hospitals], sometimes it’s
not. …It’s hard to figure out who to contact for what and how they’re connected.
While some program participants need clarity, the majority are happy with the way MFWP
functions and would like to see it get the attention it deserves.

Proposed MFWP Changes
Conversations between SOSM staff and Texas DSHS yielded a list of proposed changes and
additions to MFWP. Interviewees had mixed opinions on these proposals.
Proposal #1: Standard Levels for Participating Businesses (Gold, Silver, Bronze) to highlight
and encourage mother-friendly support that goes beyond the minimum standards.
Responses to this proposal were extremely mixed. While some individuals believed it would be
a terrific way to encourage businesses to provide more support to mothers, others felt that
levels of participation would deter some businesses – especially those with preexisting
limitations – from participation in MFWP at all. Some interviewees did not give an opinion, but
posed additional questions.
I like it! From all the hospitals I’ve worked in, they love labels and standards. It would inspire!
This rubs me the wrong way. It seems to create a dichotomy that doesn’t need to be there. I think
it would deter businesses from participating if they could only reach a lower level. I think you’d
lose folks.
And it’s going to do what for me? Having levels of participation means nothing to me – you’re
either doing it or you’re not. Different businesses have different needs.
That would be great for moms. Anything that promotes extended breastfeeding and supports
mothering is great. I wish it were law. We’d try to reach the Gold level, but I don’t know if we
could.
20

Other than the examples provided above, interviewees had few suggestions about what should
be included in each level. When asked about incentives that Texas DSHS could offer to
businesses aspiring to reach the different levels, interviewees reiterated earlier suggestions:
publicity/advertising; official recognition and prestige; and tax breaks, grants, or other financial
incentives. Publicity options included traditional media coverage, billboards, and social media.
A few individuals suggested that Texas DSHS publish lists of exceptional mother-friendly
worksites in particular regions or cities.
Maybe have an above-and-beyond contest to compare what people are doing year after year.
I know that there are surveys after worksite satisfaction and citywide rankings. It might be a
good thing to tie into – advertise at the same time those lists come out, like “From the motherfriendly perspective, these are the best places to work” in this town or the state. People really look
at and rely on those lists.

Proposal #2: Specific and suggested tools that Texas DSHS could offer to support businesses:
LISTSERV, newsletter, telephone technical support
Responses to proposed tools that Texas DSHS could offer to organizations were more positive
(see Table 3). Several interviewees wanted more information on the LISTSERV. An electronic
newsletter option was far more popular than a paper version, because organizations could
target it to specific employee subgroups and save resources. Many respondents were interested
in receiving technical support, but only on an as-needed basis for troubleshooting; they felt no
need for it to be an ongoing MFWP requirement. Numerous individuals warned that they –
and their employees – get bombarded with e-mails and information, so anything Texas DSHS
sends must be relevant, interesting, and to the point.

Table 3
Responses to Proposed Tools for MFWP Participation
Proposed Tool
Interested
Not Interested
LISTSERV with other member businesses
24
6
Newsletter to share with employees
25
4
30
Telephone technical support
5
*Note: Totals do not equal the total number of interviews (37) or respondents (40) because some
individuals did not give yes/no answers but instead raised questions or had no opinion on certain tools.
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Interviewees had limited ideas regarding other tools, including:








Classes and educational materials on health topics for staff
Posters publicizing MFWP, templates of materials (e.g., form packets, presentation and
letter templates, dynamic graphics), and statistical information about savings to
participating businesses
Handouts on pumping, benefits of breastfeeding, work–life balance, and community
resources
Information on how to evaluate mother-friendly programs and policies
Pumping equipment (e.g., pumps, breast pads)
Regular communication of new ideas and best practices, and case examples for a range
of businesses (from those on a “shoestring budget” to those with ample resources).

While some interviewees were eager for any tools supporting MFWP, others cautioned that too
many “bells and whistles” may make the program and mother-friendly accommodations seem
overly complex.
Proposal #3: Library of relevant Texas DSHS materials
All but a few respondents were interested in having access to and exploring the materials Texas
DSHS has available on breastfeeding, returning to work after childbirth, and other relevant
topics. Individuals working in hospitals or clinics had less interest because they already have
these – or their own – materials available. While six interviewees were interested in a materials
library, more would like to have access to an electronic library or just have certain pamphlets at
their disposal. Certain organizations have internal Internet sites and would be happy to link to
such a library. Reasons for not wanting a physical library included lack of space, no central
location, and worksites that are spread out across a region.
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Proposed Tools
An MFWP website. Before being asked, numerous business representatives in the sample
pointed out the limitations of the current MFWP website and made suggestions for
improvements. Above all, respondents asked that the website be easy to find and navigate so
that it draws traffic from potential businesses, participating businesses, prospective employees,
and perhaps even the general public.
At the basic level, interviewees would like to see a description of MFWP, application materials,
and both detailed and summary information on how to create lactation rooms, along with case
examples and photos. Numerous individuals were adamant that the website and MFWP
materials must present a range of options for employers, from the simple and affordable to the
creative. It is important to make it seem easy to support mothers and become a designated
MFWP.
To influence businesses that are considering becoming mother-friendly, the website could
include information on the benefits of breastfeeding and bottom-line benefits to employers. It
could include policy and promotional material templates as well as information on where to
obtain health-related educational resources. It would also be useful to provide information on
laws and legal considerations. Finally, the website should include a listing of current MFWPparticipating businesses and, perhaps, employee testimonials.
Materials, toolkit, resources, information on why breastfeeding is important—I would tell other
businesses how easy it is to be on the program. You need to educate onhow easy it is – it will
lower your benefits cost, increase retention and engagement.
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A Toolkit for Organizations. Business representatives indicated that they were open to
receiving information about MFWP in a variety of ways. Some found a comprehensive and
dynamic website most appealing; others prefer a variety of modes of communication. While the
suggestions for the toolkit overlapped with much of what has been conveyed throughout this
report, some elements are worth reviewing. The main recommendation was to present issues in
bulleted lists and make becoming mother-friendly seem possible and even simple. This might
be accomplished through an adaptation and consolidation of existing publications, such as The
Business Case for Breastfeeding10 or Five Simple Steps to Create and Implement a Breastfeeding Policy in
the Workplace.11

An MFWP business toolkit should include a packet with a step-by-step MFWP application,
policy templates, a list of other MFWP participating businesses, and the names of Texas DSHS
contacts who can provide support. It might also have breast pump information, community
resources for lactation and child care support, and data on the benefits of breastfeeding. A
summary of common issues businesses face when becoming mother-friendly, as well as bottomline statistics, would be useful. A few stakeholders suggested including a list of simple
adaptations businesses can make to immediately improve their support of mothers.
A combination of what we already discussed – information on how to develop and publicize and
support the program.
[The usefulness of a toolkit] is going to depend on the size and scope of the company. One of
the challenges for [a large international company] is that it’s so big. How would you ensure
it’s going to get out as needed? …It would be hard to have a singular toolkit for a wide variety of
companies.
I would like one short paper that hits the high points of why they want [businesses]to become
MFWP and the ways it will benefit the company.
Yes, toolkits I love. Then you can have your samples, contact phone numbers, basic programs
points, and checklists. Helps a lot with planning and implementation.

10 U.S. Department of Health and Human Services, Health Resources and Services Administration (2008). Maternal
and Child Health Bureau. Retrieved on January 12, 2011 from http://www.womenshealth.gov/breastfeeding/
government-programs/business-case-for-breastfeeding/.
11 Bravado Breastfeeding Information Council. (2010). Op cit.
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Final Thoughts
At the conclusion of the interviews, respondents expressed support for Texas DSHS and offered
their final recommendations. For the most part, the feedback on MFWP was positive; however,
some individuals hoped for more communication and publicity from Texas DSHS as the
program grows.
Hooray for them! I think it’s great. I am a big advocate for [the Texas DSHS] system, especially
if they figure out a way to get more companies involved. …I’m looking forward to seeing big
things!
I really have not had any contact with them since we set up the program. Maybe just more
follow-up with companies to check in, see how they’re doing, be a resource if any laws or
regulations have changed that need to be considered.
It’s important to have a lactation consultant available to employees.
I think there needs to be more public notice of it. I stumbled onto [MFWP] by word of mouth.
Publicize more! I’m not sure the general public understands what MFWP means.
I think it’s wonderful that they’re doing this. In general, Texas is very forward-thinking in this
way.
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Recommendations
In many ways, participating businesses are satisfied with MFWP and find it valuable for their
organizations and for the community. The following recommendations are based on the rich
and detailed feedback from interviewees that has been presented throughout this report. While
there were some clear disagreements among interviewees, these recommendations reconcile the
points of difference and identify initiatives and program elements that will benefit all current
and future participating businesses and the community at large.These recommendations are
grouped by common themes, with some overlaps.

Publicity
1) Publicize MFWP through traditional media outlets and a dynamic program website.
Showcase the accomplishments of participating businesses through local and statewide
recognition to incentivize MFWP enrollment. Make a list of MFWP-designated
organizations readily accessible on a well-publicized website.
2) Develop recognition programs for designated mother-friendly organizations that offer
annual recognition events at the city/region or state level. Consider a tie-in to existing
lists of top employers (e.g., city-specific lists, Working Mother Magazine).

Communication, Tools, and Support
3) Offer straightforward summary and financial information about the benefits of
breastfeeding and mother-friendly accommodations to the employer, the employee, and
the community.
4) Communicate with participating organizations regularly through brief e-mails or
newsletters on best practices, research updates, case examples, and new laws and
regulations. Ask organizations for periodic updates on their mother-friendly
accommodations.
5) Support organizations with policy templates and case examples of lactation rooms and
mother-friendly practices.
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6) Support organizations in comprehensive program implementation with internal
publicity tools (e.g., posters, fliers, graphics and logos, forms, templates).
7) Make lactation support services and/or a listing of community resources for mothers
and families available to organizations that are not in the health care business. Include
access to breastfeeding resources as well as work–life balance information.

General and Special Considerations
8) Provide information to potential and participating businesses in a variety of ways, but
focus on electronic and web-based tools (with hard copies as an option) for maximum
use and distribution.
9) Ensure that all MFWP tools and publicity materials are brief, attractive, and to the point.
Simplicity makes MFWP appealing.
10) Maintain the current application process and Texas DSHS staff support as it has worked
well for the majority of businesses, but enhance ongoing staff support for participating
organizations. Also, additional considerations are needed for multi-site organizations,
including guidelines for when and how corporate offices need to be involved in the
approval process, and the option of site-specific MFWP designations that are
communicated on online lists and in publicity materials.
11) Consider the needs of a range of businesses. Provide ideas for organizations with
limited budgets and policy options as well as for those with unique needs. When
recognizing exemplary participating businesses, attempt to showcase a diversity of
organizations and communicate the fact that creativity is valued.
12) Offer specific guidance and support so that businesses can accommodate hourly
employees. This support may involve educating employers on the needs and challenges
faced by these employees.
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Ongoing Research Questions
13) In focus groups, explore when and how employees approach their employers about
breastfeeding and other family-related accommodations, and whether they know to ask.
It will be interesting to learn how workplace culture has an impact in these regards.
14) In focus groups, explore the idea of Texas DSHS offering MFWP Gold, Silver, and
Bronze levels, given that the findings from these interviews were inconclusive.

Conclusion
Employers value the Mother-Friendly Worksite Program as it is, and it makes them feel good
about the ways in which they already support their employees. Even so, there is room for
improvement and expansion. Given the findings of the present research, Texas DSHS is in a
position to further define what it means to have a mother-friendly workplace and to drive more
businesses to achieve mother-friendly standards. By offering employers additional tools,
templates, means of communication, and publicity options, MFWP can become more
meaningful for them and attract more businesses to the program. It is noteworthy that the
majority of the businesses represented in the sample are “low-hanging fruit,” or organizations
that already focus on wellness, mothers, or families. MFWP – and the women and families it
benefits – can expand its impact by learning about and accommodating the needs of all types of
businesses. This involves emphasizing the bottom-line business impact of supporting mothers
by providing materials, and making the process of becoming mother-friendly and applying for
the state designation as simple as possible.
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Appendix A:
Participating Business Interview Guide
ONE-ON-ONE INTERVIEW GUIDE WITH 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. Our research will be used to help inform a social marketing campaign
around mother friendly worksites. The goal of this interview is to get your opinion and
thoughts on how to achieve this and to learn from you about your experiences and
perceptions of what this is like for Texas businesses
A LITTLE BIT ABOUT US: We are a social marketing company based in Austin, Texas and
we have extensive research experience on subjects such as this. This interview will take
a half hour, and is completely confidential.
A BIT ABOUT THE INTERVIEW: This interview should take about 30 minutes and is structured
in 4 parts. 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.
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: Participating Businesses Interview Guide
SUMA/Orchard Social Marketing, Inc.
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3. What do you know about the mother-friendly worksite program?
4. How long has your business been a part of the mother-friendly worksite program?
If they aren’t familiar with the program explain it and also let them know their
company is actually a designated MFW site.
5. How did you first learn about the mother-friendly worksite program?
6. What things in the program appealed to your organization and made your
organization want to join the program?
7. Who had to approve joining the program and what was the approval process
like?
Probe: What kind of buy-in was needed from Administration?
8. What kinds of internal road blocks did you encounter?
9. What kinds of challenges did you experience with the application process?

II.

General Knowledge and Attitude Toward the MotherFriendly Worksite Program
10. What does the term mother friendly work environment mean to you?
11. How do you provide a mother friendly work environment for your employees?

Probe: Does it include leave, flexible return to work, etc.
12. How has that environment changed with participation in the Mother-Friendly
Worksite program?
13. Do you have employees who have breastfeeding needs that have not been
met? If so, please describe what those needs are?
14. In general, what do you think is the value of the Mother-Friendly Worksite
program?
15. How has participating in the program impacted your business?
Probe: Internal changes such as less turnover?
Probe: Recruitment
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How are you/the organization communicating these policies/accommodations
to employees?
16. What would you like to change about the program?
17. In terms of the program’s usefulness to your business how would you rate in on a
scale of 1 to 5, with 5 being, “very satisfied” and 1 being, “not satisfied at all”?

18. How could the program be more meaningful to your organization?
19. 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
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.. ?
Probe: What are your thoughts on the types of benefits provided in order to
receive those designations?
20. How should DSHS promote businesses that have those standards to make it
appealing for businesses to obtain one of those standard levels?

III.

Toolkit
21. What kind of tools would you like DSHS to offer you to support your organizations
efforts to create a mother-friendly work environment?
Probe: would a list serve with other member-businesses be helpful?
Probe: would a newsletter for you to share with employees be helpful?
Probe: would a bi-annual technical support phone call with DSHS staff be
helpful?
22. 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?
23. How interested is your organization in having those materials in a “library” for
employees to use as needed?
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24. DSHS is creating a website for businesses who are interested in being motherfriendly, what would you suggest they have on that website?
25. If you were creating a toolkit for businesses what would be in it and how would it
be used?

IV.

Conclusion
26. 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:
Participating Businesses Represented by Interviewees
ABC Child Development Center (Austin Site)
Abilene Regional Medical Center
AMD: Advanced Micro Devices
Andrews Women's Hospital at Baylor All Saints Medical Center
Baptist Health System
Bazaarvoice
Bell County Public Health District, WIC Office
Centro De Salud Familiar La Fe
CH Guenther and Son, Inc.
Children’s Health Center
Children’s Medical Center of Dallas
Children’s Memorial Hermann Hospital
CHRISTUS Santa Rosa Hospital, New Braunfels
CHRISTUS St. Elizabeth Hospital
Clear Lake Regional Medical Center
Cleveland Regional Medical Center
Conroe Regional Medical Center
Cypress Fairbanks Medical Center
Daingerfield Lone Star ISD
Exxon Mobil (Corporate Human Resources)
Exxon Mobil Corporation (HoustonSite)
Fixtures International
GameStop
Houston Northwest Medical Center
Lucille G. Plane State Jail
Memorial Hermann Memorial City Medical Center
Mothers’ Milk Bank of Austin
Mothers’ Milk Bank of North Texas
Oxy: Occidental Petroleum Corporation
Pecan Ridge School
Pleticha Publishing, Inc./ Parent:Wise Austin Magazine
Seton Medical Center
Special Addition Maternity and Nursing Boutique
Taylor County Health Department, WIC Clinic
Texas General Land Office
University of Texas Medical School at Houston
Williams Gas Pipeline/Transco (Houston Site)
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