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Abstract

“Pregnancy” should be a positive, beautiful and beneficial thing to the society. It
is also good to employers, because pregnant women provide a “reproductive” function,
with which employers would not face the labor shortage. But many employers still
have some prejudices against pregnant women. For instance, pregnant workers are
considered not being able to concentrate on their jobs, and won’t come back to work
after childbirth.

In accordance with the relevant findings of the study abroad, this study found
employers can abandon their prejudices, and provide family-responsive benefits, such
as job adjustments, flextime or childcare programs, it can not only reduce the work
and family conflicts, but also retain the women laborforce, improve organizational
efficiency and productivity, thereby creating a “win-win” situation. The major
findings below:

1. Pregnant workers’ organizational commitments are as normal as workers in
general are. Pregnant workers are not unfaithful to employers .

2. The more family-responsive benefits employers provide, the more loyalty
pregnant workers would have.

3. Work-family culture has positive impact on to organizational commitments of
pregnant workers. Pregnant workers’ organizational commitments will be
enhanced when the corporate culture is family-friendly.

4. Pregnant workers in low wages tend to stay at home, and won’t return to work
after childbirth. Even they will return, the timing they return would be delayed.

5. If supervisors are sensitive to employee’ family and personal concerns, the
pregnant workers prefer returning to work after childbirth.

6. If employers provide longer maternity leaves, pregnant workers would have
enough time to take a rest, and they would tend to return to work after childbirth.

7. Pregnant workers who got unpaid maternity leaves return to work later than who
got paid maternity leaves.

In sum, this study supports the findings of western countries in a certain extent.
But the family-responsive benefits are not popular in Taiwan. If organizations provide
family-responsive benefits, pregnant workers’ organizational commitments will be
enhanced. It can also reduce the turnover rate and the costs of recruitment and training.
For the above reasons, the organizations in Taiwan should introduce
family-responsive benefits and create a “win-win” situation.

Keywords: pregnancy discrimination, family-responsive benefits, work-family culture
and return after childbirth.



