FACTS: PREGNANCY DISCRIMINATION
 Three-quarters of women entering the workforce will be pregnant and employed at
some point.1 Most pregnant women are in the workforce. Among women who had a
child in 2011, 62 percent were in the labor force.2
 In every single state in 2011, the majority of women who gave birth were also in the
labor force.3 The data confirm what tens of millions of women, families, workers and
employers throughout the country have long known: A significant number of women
in the United States work while pregnant.
 Discrimination against pregnant workers is on the rise. Over the past decade, the
number of pregnancy discrimination charges has increased by 35%.4 About one in five
charges of discrimination filed by women involve claims of pregnancy discrimination.5
 Plenty of women are able to work through their pregnancies without any alteration to
their jobs, but too often pregnant workers are forced out of their jobs unnecessarily
when reasonable accommodations would enable them to keep working. For example:


A pregnant retail worker in Salina, Kansas, was fired merely because she
needed to carry a water bottle to stay hydrated and prevent bladder infections.6



A delivery truck driver in Landover, Maryland, was forced to take unpaid leave
because she was denied the same light duty routinely offered to other workers
with physical limitations.7



An activity director at a nursing home in Valparaiso, Indiana, was terminated
because she required a reasonable accommodation for some physical aspects of
her job to prevent having another miscarriage.8

 Although the Pregnancy Discrimination Act of 1978 outlawed pregnancy
discrimination, employers often refuse to provide reasonable accommodations for
pregnant workers, and courts have interpreted existing legal protections narrowly.
 The Pregnant Workers Fairness Act would prevent employers from forcing pregnant
women out of the workplace and help ensure that employers provide reasonable
accommodations to pregnant women who want to continue working.
 The Pregnant Workers Fairness Act would promote family economic security.
Pregnancy discrimination causes significant economic harm to millions of pregnant
women and their families every year, especially low-income and single mothers. In
this difficult economy, workers cannot afford to be unnecessarily and unfairly pushed
out of – or terminated from – their jobs because of pregnancy and childbirth.
 The Pregnant Workers Fairness Act would protect the health of women and children.
When pregnant women are denied reasonable accommodations, many have no choice
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but to continue in their jobs under unhealthy conditions, risking their own health as
well as that of their babies.


For women who are forced out of the workforce because of their pregnancies, the
stress associated with job loss can be devastating because it increases the risk of
having a premature baby and/or a baby with low birth weight.9

 The Pregnant Workers Fairness Act would benefit businesses. Businesses benefit

when their pregnant workers can continue in their jobs.
Employers benefit from employee retention, improved morale, increased
productivity and reduced training costs.10 Turnover alone can cost an employer
between 50 to 150 percent of an employee’s annual pay.11
 A majority of employers report no costs associated with providing workplace
accommodations.12
 In California, providing reasonable accommodations for pregnant workers has
been the law since 2000. In that state, the majority of accommodations sought
are modest and feasible, such as sitting rather than standing, avoiding heavy
lifting, and taking breaks to go to the bathroom.13 These accommodations are
easily met by employers.14 Pregnancy discrimination charges in California have
dropped since the law passed – an indication that the law helps employers and
employees resolve issues without litigation.15
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