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ABSTRACT
The hospitality industry is characterised by labour-intensive tasks,

irregular working hours, and high levels of customer interaction,
conditions that often present significant challenges for pregnant
employees. Despite the existence of labour protections and equality
legislation in many jurisdictions, pregnancy-related workplace
inequality remains pervasive, particularly in service-oriented sectors
where flexibility and productivity demands are high. This
conceptual paper examines how pregnancy intersects with
workplace inequality in the hospitality industry, drawing on Gender
Role Theory and Labour Process Theory to explain patterns of

discrimination, marginalisation, and job insecurity.

Existing literature indicates that pregnant workers frequently
experience reduced work allocations, exclusion from career
advancement opportunities, negative managerial attitudes, and
subtle forms of organisational discrimination. The paper develops a
conceptual framework linking organisational culture, managerial
perceptions, and job design characteristics to key outcomes,
including employee well-being, turnover intentions, and career
stagnation. It further highlights how the informal, precarious, and
customer-driven nature of hospitality employment exacerbates
vulnerability among pregnant workers.

The framework emphasises the mediating role of workplace
support systems, policy enforcement, and inclusive human resource
practices in mitigating adverse outcomes. By situating pregnancy-
related inequality within the structural and operational dynamics of
hospitality work, this study contributes to both labour and gender
studies literature and offers practical insights for creating equitable

and inclusive workplaces.

Keywords Pregnancy discrimination, Workplace inequality, Hospitality
industry, Job insecurity, Gender role theory, Labour process theory
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1. Introduction

Workplace inequality remains a persistent and
multifaceted challenge across global labour
markets, disproportionately affecting women,
particularly during periods of pregnancy and
motherhood (Zonno, 2026). Despite significant
advances in gender equality policies and labour
protections, pregnancy continues to be associated
with subtle and overt forms of discrimination,
marginalisation, and career disruption across
sectors (Heilman et al.,, 2024). Contemporary
research shows that pregnant employees are
often perceived as less competent, less
committed, and less reliable, leading to reduced
career  opportunities, biased  performance
evaluations, and exclusion from advancement
pathways (Hing et al., 2023, Gatrell et al., 2024).
More recent studies further highlight that
pregnancy discrimination remains embedded in
organisational  cultures, often manifesting
through informal practices rather than explicit
policies (Gatrell et al.,, 2024, Zhu et al., 2022,
Arena Jr et al., 2023).

These challenges are particulatly acute in labour-
intensive and service-oriented industries such as
hospitality, where organisational structures and
job demands often conflict with the physical,
emotional, and temporal realities of pregnancy
(Giousmpasoglou, 2024, Diaz-Carrion et al,
2020). The global hospitality industry, including
hotels, restaurants, catering services, and tourism
operations, is characterised by irregular working
hours, shift-based schedules, high levels of
customer interaction, and physically demanding
tasks such as prolonged standing, lifting, and
mobility (MacDonald et al., 2024). According to
(MacDonald et al, 2024), such working
conditions  create  significant  structural
constraints for pregnant employees, who may
require flexible scheduling, reduced physical
strain, and access to supportive workplace
accommodations. However, empirical evidence
suggests that these accommodations are
frequently limited or inconsistently implemented,
particularly in low- and middle-income contexts
and precarious employment settings (Piper, 2023,
Tannis et al., 2023).

While many countries have enacted legal
protections, such as maternity leave provisions,
anti-discrimination legislation, and workplace
accommodation policies, there tremains a
persistent gap between policy frameworks and
lived workplace realities (Gatrell et al., 2024,
Orifici and Allen, 2022). According to Gatrell et
al. (2024), in practice, pregnant workers often
face subtle forms of exclusion, including reduced
working hours, reassignment to less favourable
roles, denial of promotion opportunities, and, in
extreme cases, termination of employment
(Gatrell et al, 2024, Khatter, 2025). These
experiences reflect broader structural inequalities
rooted in gendered labour norms, organisational
inflexibility, and managerial biases (Khatter,
2025). Research grounded in Gender Studies and
labour process theory suggests that pregnancy is
frequently constructed as incompatible with ideal
worker norms that prioritise uninterrupted
productivity, availability, and physical endurance
(Abderhalden-Zellweger et al., 2021, Rao and
Goel, 2017).

Furthermore, the intersection of precarious
employment conditions within the hospitality
sector exacerbates job insecurity among pregnant
employees (Wallace and Coughlan, 2023,
Farrugia et al., 2023). According to Wallace and
Coughlan (2023), many workers in this industry
are employed on temporary, part-time, ofr
informal contracts, limiting their access to social
protections and increasing vulnerability to unfair
labour practices. Pregnancy may be perceived as
a liability by employers, leading to heightened
risks of contract non-renewal, workplace
hostility, or forced exit from employment
(Gallego-Ortiz, 2025, Kumarasamy et al., 2025).
This dynamic is particularly pronounced in
developing economies, where enforcement of
labour regulations may be weak and gender
norms more rigidly entrenched.

This paper aims to develop a comprehensive
conceptual framework that explains how
workplace conditions, organisational cultures,
and employment arrangements interact to
produce discrimination and job insecurity among
pregnant employees in the hospitality sector.
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2. Literature Review
2.1 Pregnancy and Workplace Discrimination

Pregnancy discrimination refers to any form of
adverse or unequal treatment of employees due
to pregnancy, childbirth, or related medical
conditions (Schneider et al., 2025). Despite legal
protections in many jurisdictions, evidence
consistently shows that pregnant workers
continue to face both overt and subtle forms of
discrimination across organisational contexts
(van Daalen et al., 2022). According to Gatrell et
al. (2024) pregnant women are often perceived as
less competent, less committed, and less suitable
for leadership roles compared to non-pregnant
women and men. These stereotypical perceptions
are rooted in broader gender norms that associate
motherhood with reduced productivity and
prioritisation of family over work responsibilities
(Germishuys-Burchell, 2022).

Studies within Organizational Behavior indicate
that discrimination often manifests through
informal practices rather than explicit exclusion
(Harris, 2025). Studies by, Harris (2025) and
Gatrell et al. (2024) argue that pregnant bodies are
frequently constructed as “problematic” within
workplace settings, leading to marginalisation
through task reassignment, reduced
responsibilities, and exclusion from high-visibility
roles. Similarly, Sloth-Nielsen (2021) introduced
the concept of the “flexibility stigma,” whereby
employees who require adjustments, such as
pregnant women, are perceived as less dedicated,
even when such accommodations are legally
protected.Research by Torres et al. (2024) and
Schneider et al. (2025) shows that ideal worker
norms,  characterised by  uninterrupted
availability, long working hours, and physical
endurance, systematically disadvantage pregnant
employees. Within Gender Studies, scholars
argue that pregnancy discrimination is not merely
an interpersonal issue but a structural

embedded  in
organisational systems(Matotoka and Odeku,

phenomenon gendered

2020). These systems reproduce inequality by
privileging masculine-coded work patterns while

penalising reproductive roles, thereby reinforcing

long-term career disadvantages for women.

2.2 Working Conditions in the Hospitality
Industry

The hospitality industry presents a particularly
challenging environment for pregnant employees
due to its labour-intensive and highly flexible
nature (Giousmpasoglou, 2024). Globally, the
sector is characterised by precarious employment
arrangements, including temporary contracts,
part-time work, low wages, and high labour
turnover (Giousmpasoglou, 2024, Wallace and
Coughlan, 2023). Employees are expected to
deliver high-quality customer service while
simultaneously managing physically demanding
tasks such as prolonged standing, repetitive
movements, lifting heavy items, and working
irregular or night shifts (Wallace and Coughlan,
2023).

From alabour process perspective, these working
conditions reflect a broader emphasis on
operational efficiency, cost minimisation, and
workforce flexibility (Adane et al, 2023).
However, such conditions often conflict with the
physiological and health needs associated with
pregnancy (Adane et al., 2023, Vrijkotte et al.,
2021). Medical research indicates that prolonged
standing, physical strain, and irregular working
hours can increase risks of adverse maternal and
fetal outcomes, including preterm birth, fatigue,
and  musculoskeletal — complications  (Van
Beukering et al., 2023).

Workplace accommodations, such as modified
duties, reduced hours, and ergonomic
adjustments, are critical for protecting maternal
health (Krief et al., 2022). However, evidence
suggests that these accommodations are
inconsistently implemented in the hospitality
sector, particularly in low-resource and informal
employment contexts (Krief et al, 2022,
Andersen et al., 2022). According to (Andersen et
al., 2022), employers often prioritise operational
continuity over employee well-being, leading to
limited flexibility for pregnant workers. The
emotional labour required in hospitality, such as

maintaining a positive demeanour and managing
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customer interactions, adds a layer of strain
(Farrugia et al., 2023). This combination of
physical, emotional, and temporal demands
creates a work environment that is inherently
misaligned with the needs of pregnant employees,
thereby reinforcing exclusionary practices.

2.3 Job Insecurity and Career Penalties

Job insecurity represents a critical dimension of
workplace inequality for pregnant employees,
particularly  within the hospitality sector
(Karatepe et al., 2024). The prevalence of non-
standard employment arrangements, such as
casual, seasonal, and zero-hour contracts, limits
workers’ access to job protection, social security,
and maternity benefits (Karatepe et al., 2024,
Wallace and Coughlan, 2023). According to
Wallace and Coughlan (2023), pregnancy is often
perceived as a financial and operational risk by
employers, leading to discriminatory employment
practices. Pregnant workers are more likely to
experience reduced working hours, contract
termination, or non-renewal of employment
agreements (Gatrell et al., 2013; Hebl et al., 2020).
These practices are often justified under the guise
of operational requirements but reflect
underlying biases regarding productivity and
reliability (Wallace and Coughlan, 2023). As a
result, pregnant employees face heightened
vulnerability to income loss and employment
instability.

Motherhood is associated with wage penalties,
reduced career advancement, and diminished job
security (Kalabikhina et al., 2024). More recent
studies confirm that these penalties persist across
both developed and developing economies,
although they are often more severe in sectors
characterised by informality and weak labour
protections (Kalabikhina et al., 2024, Casarico
and Lattanzio, 2023).

In the hospitality industry, these penalties are
further amplified due to limited career
progression pathways and high competition for
stable employment (Casarico and Lattanzio,
2023, Jones et al, 2023). The intersection of
gender, employment precarity, and organisational
bias creates a cumulative disadvantage for

pregnant workers, reinforcing cycles of inequality
(Harris, 2025). From a theoretical standpoint, this
aligns with labour market segmentation theory,
which posits that workers in secondary labour
markets, characterised by instability and low
wages, are more vulnerable to exploitation and
discrimination.

3 Methodology
Research Design

This study adopts a conceptual paper design
based on an integrative review of existing
literature. Conceptual research is appropriate
when the objective is to develop theoretical
insights, synthesise existing knowledge, and
propose relationships among concepts rather
than generate primary empirical evidence. The
study seeks to examine pregnancy-related
workplace inequality in the hospitality industry
and to develop a conceptual framework that
explains how organisational and structural factors
contribute to discrimination and job insecurity

among pregnant employees.
Literature Search Strategy

The conceptual framework was developed
through a structured review of scholarly literature
relating to pregnancy discrimination, workplace
inequality, job  insecurity, gender and
employment, and hospitality industry labour
practices. Relevant literature was identified
through searches conducted in Scopus and Web

of Science.

Searches were conducted using combinations of
the following keywords:

( TITLE-ABS-KEY ( "Pregnancy
discrimination" ) OR TITLE-ABS-

KEY ( pregnant AND workers) OR TITLE-
ABS-KEY ( "pregnant

employees" ) OR TITLE-ABS-

KEY (maternity) OR TITLE-ABS-

KEY ( pregnancy ) AND TITLE-ABS-

KEY (hospitality AND industry ) OR TITLE
-ABS-

KEY (hotel ~ AND employees ) OR TITLE-
ABS-KEY (tourism ) OR TITLE-ABS-

KEY (hotels ) OR TITLE-ABS-
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KEY ( hospitality) AND TITLE-ABS-

KEY ("wotkplace  inequality") OR TITLE-
ABS-KEY (discrimination ) OR TITLE-ABS-
KEY (bias) OR TITLE-ABS-

KEY ( marginalisation ) OR TITLE-ABS-
KEY ("job insecurity" ) OR TITLE-ABS-
KEY ("employment insecurity" ) )

Inclusion and Exclusion Criteria

The review included peer-reviewed journal
articles, book chapters, and policy reports that
addressed

experiences, workplace discrimination, gender

pregnancy-related  employment
inequality, labour market precarity, and human
resource management practices within service-
sector environments. Particular attention was
given to studies focusing on hospitality, tourism,
retail, and other customer-facing industries where
employment conditions share similarities with
hospitality work.

Studies were excluded if they:

Focused exclusively on medical or clinical aspects

of pregnancy.

Did not address workplace experiences or

employment outcomes.

Were not available in English.

Were duplicate publications.
Literature Analysis and Synthesis

The selected literature was analysed using
thematic synthesis.
identified and
organisational,

Recurring themes were
categorised  according  to
managerial, and  structural

dimensions influencing pregnancy-related
workplace experiences. The analysis focused on

five major themes:
Organisational culture and workplace norms.
Managerial

perceptions of pregnancy and

productivity.

Job design and work demands in hospitality
settings.

Workplace discrimination and job insecurity.

5.

Organisational support mechanisms and human

resource practices.

Insights derived from these themes were
integrated with Gender Role Theory and Labour
Process Theory to explain how organisational
structures and social expectations shape the
experiences of pregnant employees within the

hospitality sector.
4. Theoretical Framework

This study draws on multiple complementary

theoretical ~ perspectives to explain  how

pregnancy-related  workplace —inequality  is
produced and sustained within the hospitality
industry. Specifically, the framework integrates
Gender Role Theory and Labour Process Theory
to capture both the socio-cultural and structural
dimensions of discrimination and job insecurity.
Together, these theories provide a
multidimensional lens for understanding how
gender norms and organisational practices
interact to shape the experiences of pregnant

employees.
4.1 Gender Role Theory

Gender Role Theory, as articulated by (Eagly,
1997), that
expectations assign distinct roles and behavioural

posits socially  constructed
to men and women. Women are

with

norms

traditionally ~ associated caregiving,
nurturing, and domestic responsibilities, while
men are linked to breadwinning, leadership, and
economic productivity (Eagly and Mitchell, 2004,
Zenani et al., 2025). These socially embedded
norms influence perceptions, attitudes, and
behaviours within workplace settings, often
shaping

organisational decision-making

processes (Zenani et al., 2025).

Pregnancy serves as a highly visible marker of
femininity and caregiving, thereby reinforcing
traditional gender stereotypes (Schneider et al.,
2025). Within organisational contexts, pregnant
employees are frequently perceived as less
committed, less competent, and less capable of
fulfilling demanding work roles (Debie et al.,
2025). According to Debie et al. (2025), these
perceptions are not necessarily based on actual
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performance but rather on implicit biases and
cultural assumptions about motherhood and
work. As a result, employers may anticipate
reduced productivity, increased absenteeism, or
diminished long-term  commitment from

pregnant workers.

These gendered assumptions often translate into
discriminatory organisational practices. Empirical
research shows that pregnant employees are more
likely to experience task downgrading, exclusion
from leadership opportunities, and biased
performance evaluations (Gatrell et al., 2024,
Heilman et al,, 2024). Such discrimination is
subtle and normalised within organisational
cultures, making it difficult to identify and
challenge (Heilman et al., 2024). These practices
reflect deeply entrenched gender hierarchies that
prioritise “ideal worker” norms, characterised by
full-time
commitment, over reproductive and caregiving
roles (Debie et al., 2025).

uninterrupted  availability  and

Gender Role Theory helps explain the
persistence of the “motherhood penalty,”
whereby ~ women  experience  long-term
disadvantages in wages, career progression, and
job security following pregnancy (Hameed et al.,
2022). In the hospitality sector, where flexibility
and availability are highly valued, these penalties
are often intensified. Thus, Gender Role Theory
provides a critical lens for understanding how
societal expectations are reproduced within
organisational settings, contributing to systemic

inequality for pregnant employees.
4.2 Labour Process Theory

Labour Process Theory, originally developed by
Harry Braverman (1974), offers a structural
perspective on workplace inequality by examining
how work 1is organised, controlled, and
monitored within capitalist systems (Thompson
and Smith, 2024, Braverman, 1998). According to
(Thompson and Smith, 2024), the theory
emphasises the role of managerial control in
maximising  productivity, efficiency, and
profitability, often at the expense of worker
autonomy and well-being.

In the hospitality industry, laboutr processes are
highly structured and tightly controlled to ensure
consistent service delivery and customer
satisfaction (Crvak and Besler, 2022). This
includes standardised procedures, performance
monitoring, time discipline, and the regulation of
employee behaviour, particulatly in customer-
facing roles (Omidi et al., 2023). Workers are
expected to demonstrate flexibility, adaptability,
and physical endurance, often under conditions
of high work intensity and emotional labour
(Chehab et al., 2021).

Pregnant employees may be perceived as
misaligned with organisational demands due to
physical limitations, health considerations, and
the need for workplace accommodations
(Baglioni, 2023). From a Labour Process Theory
perspective, this misalignment is not simply an
individual issue but reflects a structural tension
between labour commodification and human
reproduction (Baglioni, 2023, Ross and Savage,
2021). Employers may respond by increasing
surveillance, reallocating tasks, or excluding
pregnant workers from key roles to maintain
operational efficiency (Bar-On Shmilovitch et al.,
2022). According to Bar-On Shmilovitch et al.
(2022), these practices reinforce existing power
imbalances between management and employees.
Pregnant workers, particularly those in precarious
or informal employment arrangements, often
have limited bargaining power and may be
reluctant to request accommodations for fear of
job loss or reduced income (Lépez et al., 2022).
This dynamic aligns with broader critiques within
Sociology of Work, which highlight how
vulnerable workers are disproportionately
affected by intensified managerial control and
labour market segmentation (Ioannou and
Dukes, 2021). Moreover, Labour Process Theory
helps explain how organisational priorities, such
as cost minimisation and  productivity
maximisation, can override employee welfare
considerations. In the hospitality sector, where
profit margins are often tight and competition is
high, employers may prioritise operational
continuity over inclusive labour practices
(Ioannou and Dukes, 2021, Saito et al., 2025).
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This creates an environment in which pregnancy
is constructed as a disruption to the labour
process, rather than a normal aspect of the

workforce lifecycle.
4.3 Integrating the Theoretical Perspectives

While Gender Role Theory focuses on socio-
cultural norms and perceptions, Laboutr Process
Theory emphasises structural and organisational
dynamics. When combined, these frameworks
provide a comprehensive understanding of
pregnancy-related workplace inequality.
Gendered expectations shape how pregnant
employees are perceived, while labour process
dynamics determine how these perceptions are

operationalised within organisational practices.

that

discrimination and job insecurity are not isolated

Together, these theories illustrate
phenomena but are embedded within broader
systems of gender inequality and capitalist labour
This

approach underpins the conceptual framework

organisation. integrated  theoretical
developed in this study, which seeks to explain
how organisational culture, working conditions,
and employment structures interact to produce
unequal outcomes for pregnant workers in the

hospitality industry.
4.4. Conceptual Framework Development

The conceptual framework developed in this
study explains how workplace dynamics within
the hospitality industry shape the experiences and
outcomes of pregnant employees by linking
organisational factors, mediating mechanisms,

and employee outcomes. At its core, the
framework posits that organisational culture,
managerial attitudes, and job design function as
key independent variables that drive inequality.
Organisational culture influences workplace

norms, values, and expectations regarding
productivity, flexibility, and inclusion, and in
many hospitality settings, such cultures prioritise
operational efficiency over employee well-being
(Kalargyrou et al., 2023). Within Organizational
Behavior, it is widely recognised that
organisational norms shape decision-making
processes and can either reinforce or challenge
discriminatory practices. Managerial attitudes
further play a critical role, as supervisors’
perceptions of pregnant employees, often
influenced by gender stereotypes, can result in
biased evaluations, reduced responsibilities, or
exclusion from career opportunities (Correll et
al., 2007; Hebl et al,, 2020). In addition, job
design in the hospitality sector, characterised by
physically demanding tasks, long working hours,
and shift-based schedules, creates structural
barriers for pregnant employees whose health
and safety needs

adjustments (Andersen et al., 2022, Arena Jretal.,

may require workplace
2023). Collectively, these independent variables
contribute to increased discrimination and job

insecurity, as reflected in the framework.

Figure 1: Workplace dynamics within the
hospitality industry shape the experiences
and outcomes of pregnant employees

[ Independent Variables ]

[ Mediating Variables ]

[ Dependent Variables ]

= Organisational Culture
= Managerial Attitudes

= Workplace Support
(Flexible Scheduling,
Matemity Policies)

= Employee Well-Being

= Job Insecurity

= Job Design » = Turnover Intention

(Physical Demands, = Policy Enforcement - C P B

Shift Work) (Compliance with - areer Progression

Labour Laws)
1 Discrimination | t
& Job Insecurity
Mitigation
Pregnant Employees in the Hospitality Industry ]
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The model further introduces workplace support
and policy enforcement as mediating variables

that influence the strength and direction of these
relationships. Workplace support, including
flexible scheduling, maternity leave provisions,
and task adjustments, serves as a critical
mechanism for reducing the negative impact of
demanding work environments on pregnant
employees. Evidence from Occupational Health
suggests that supportive workplace practices are
essential for maintaining maternal health,
reducing stress, and improving overall job
satisfaction (Diaz, 2022). However, the mere
existence of policies is insufficient; effective
policy enforcement 1is equally important.
Compliance with labour laws and maternity
protection regulations ensures that employees are
protected  from  unfair treatment and
discriminatory  practices. Reports by the
International Labour Otganization (2023)
highlight that weak enforcement mechanisms
often undermine the effectiveness of otherwise
robust legal frameworks, particulatly in sectors
characterised by precarious employment. In this
regard, workplace support and  policy
enforcement act as buffering mechanisms that
can mitigate the adverse effects of negative
organisational conditions.

The dependent variables in the framework,
employee well-being, job insecurity, turnover
intention, and career progression, represent the
key outcomes experienced by pregnant
employees. When organisational culture is
unsupportive and managerial attitudes are biased,
employee well-being is negatively affected, often
resulting in increased stress, fatigue, and health
risks. At the same time, precarious employment
conditions heighten job insecurity, as pregnant
workers may fear contract termination, reduced
working hours, or limited future opportunities
(Monteiro and Joseph, 2023). This insecurity, in
turn, contributes to higher turnover intention, as
employees may either voluntarily exist with the
organisation or be indirectly pushed out through
unfavourable working conditions. Over the long
term, these dynamics hinder career progression,
reinforcing what is commonly referred to as the

motherhood penalty, where women experience
reduced wages, slower promotion rates, and
diminished = career  trajectories  following
pregnancy (Torres et al, 2024, Pandey et al,

2025).

The relationships illustrated in the framework
reflect both a direct risk pathway and a mediated
protective pathway. The direct pathway shows
how negative organisational culture,

unsupportive  managerial  attitudes,  and
demanding job design lead to discrimination and
job insecurity, ultimately resulting in adverse
employee outcomes. In contrast, the mediated
pathway demonstrates how effective workplace
support systems and strong policy enforcement
can interrupt or reduce these negative effects.
This dual-pathway approach highlights that
pregnancy-related workplace inequality is not
inevitable but is shaped by organisational

practices and institutional responses.

From a theoretical perspective, the framework
integrates insights from Gender Role Theory and
Labour Process Theoty to provide a
comprehensive explanation of these dynamics.
Gender Role Theory explains how societal
expectations regarding women’s caregiving roles
influence organisational perceptions of pregnant
employees, often leading to biased treatment and
reduced opportunities (Eagly, 1997, Eagly and
Mitchell, 2004). At the same time, Labour
Process Theory highlights how the organisation
of work within capitalist systems prioritises
efficiency and control, often at the expense of
worker well-being (Braverman, 1974). In the
hospitality industry, these structural pressures
manifest through tightly controlled labour
processes, high work intensity, and limited
flexibility, ~which collectively — disadvantage
pregnant workers. By integrating these theoretical
perspectives, the framework demonstrates that
workplace inequality arises from both socio-
cultural biases and structural labour conditions.

Opverall, the conceptual framework underscores
that the experiences of pregnant employees in the
hospitality industry are shaped by the interaction
between organisational environments, managerial
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practices, and institutional protections. It
provides a holistic understanding of how
discrimination and job insecurity emerge and
how they can be mitigated through supportive
workplace policies and effective enforcement
mechanisms. This integrated perspective not only
advances theoretical understanding but also
offers a practical foundation for empirical testing,
policy development, and organisational reform
aimed at promoting equity and inclusion in the
workplace.

5. Discussion

The conceptual framework underscores the
fundamentally structural nature of pregnancy-
related workplace inequality in the hospitality
industry, demonstrating that discriminatory
outcomes are not merely the result of individual
prejudices but are deeply embedded within
organisational systems, labour processes, and
institutional arrangements. In line with insights
from Organizational Behavior, the findings
suggest that organisational culture, managerial
practices, and job design collectively shape how
pregnancy is perceived and managed within the
workplace (Fox and Quinn, 2015). Rather than
being treated as a normal and protected life event,
pregnancy is often constructed as a disruption to
productivity and  operational  efficiency,
particularly  in  labour-intensive  service
environments  (Fox and  Quinn, 2015,
Kumarasamy et al., 2025). This structural framing
reinforces exclusionary practices, including task
reassignment, reduced working hours, and
limited access to career advancement
opportunities.

Consistent with Gender Role Theory, the
framework highlights how deeply entrenched
societal norms  continue to  influence
organisational behaviour. Pregnant employees
are frequently evaluated against gendered
expectations that prioritise caregiving roles over
professional commitment, leading  to
assumptions that they are less reliable, less
ambitious, or less capable of meeting workplace
demands (Delgado-Herrera et al., 2024, Gauci et

al., 2023). These perceptions often operate at a

subconscious level, manifesting in subtle forms
of bias such as exclusion from decision-making
processes, reduced visibility in the workplace, and
biased performance evaluations. As noted in the
broader Gender Studies literature, such biases are
reinforced by the “ideal worker” norm, which
assumes uninterrupted availability and full-time
commitment, conditions that are often
incompatible with pregnancy and caregiving
responsibilities (Lantano et al., 2025, Heilman et
al., 2024). Consequently, pregnant employees are
systematically disadvantaged, not because of
actual performance deficits, but due to socially
constructed expectations that shape

organisational decision-making.

At the same time, Labour Process Theory
provides a critical lens for understanding how
these gendered perceptions are operationalised
within workplace structures. In the hospitality
industry, labour is highly standardised, closely
monitored, and organised around efficiency,
customer satisfaction, and cost minimisation
(Omidi et al.,, 2023). These productivity-driven
environments prioritise flexibility, speed, and
physical endurance, leaving little room for
accommodation of workers with specific needs,
such as pregnant employees. As a result, pregnant
workers may be subjected to increased
surveillance, reduced autonomy, or exclusion
from key tasks to maintain operational
consistency. Within the field of Sociology of
Work, this reflects a broader pattern in which
managerial control mechanisms
disproportionately affect workers perceived as
less  “productive” or “flexible,”  thereby
reinforcing workplace inequalities.

The discussion further aligns with the growing
body of literature on precarious employment,
which emphasises the vulnerability of workers in
informal, temporary, or service-oriented sectors.
Studies show that precarious employment
conditions, characterised by job insecurity,
limited social protection, and weak regulatory
enforcement, create an environment in which
discrimination can thrive (Zhou et al, 2022,
Zhang et al., 2022). In the hospitality industry,
these vulnerabilities are particularly pronounced
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due to high labour turnover, seasonal
employment patterns, and the widespread use of
casual or part-time contracts. Such conditions
reduce workers’ bargaining power and increase
their susceptibility to unfair treatment, including
dismissal or contract non-renewal during

pregnancy.

Moreover, the interaction between precarious
employment and gendered expectations amplifies
the risks faced by pregnant employees. The fear
of job loss or reduced income often discourages
workers from disclosing pregnancy eatly or
requesting necessary accommodations, thereby
exacerbating health risks and workplace stress.
This dynamic contributes to a cycle of inequality
in which structural constraints, organisational
practices, and individual vulnerabilities reinforce
one another. From a policy perspective, this
highlights the critical importance of not only
establishing maternity protection laws but also
ensuring their effective implementation and
enforcement. Evidence from the International
Labour Organization indicates that gaps between
policy and practice remain a major challenge,
particulatly in sectors characterised by informality
and weak oversight (Goodman et al., 2023,
Schneider et al., 2025).

Importantly, the framework also points to the
potential for organisational and institutional
interventions to mitigate these inequalities. The
inclusion of mediating variables, such as
workplace support and policy enforcement,
demonstrates that negative outcomes are not
inevitable. Supportive organisational practices,
including  flexible  scheduling, reasonable
wotrkload adjustments, and inclusive
management approaches, can significantly
improve employee well-being and reduce job
insecurity. Similatly, strong enforcement of
labour regulations can protect workers from
discriminatory practices and promote more

equitable workplace environments.

Overall, the discussion reinforces the view that
pregnancy-related workplace inequality in the
hospitality industry is a multidimensional issue
that requires integrated solutions. Addressing this

challenge necessitates a shift from viewing
pregnancy as an individual limitation to
recognising it as a structural and organisational
concern. Combining theoretical insights from
Gender Role Theory and Labour Process Theory
with  empirical ~evidence on  precarious
employment, this study contributes to a deeper
understanding of how inequality is produced and
sustained, while also identifying pathways for
meaningful intervention and reform.

6. Policy and Practical Implications

Addressing  pregnancy-related ~ workplace
inequality in the hospitality industry requires
integrated  organisational and  regulatory
interventions that move beyond formal
compliance to promote genuine inclusion.
Flexible work arrangements and reasonable
accommodations, such as adjusted shifts, reduced
physical demands, and rest breaks, are essential
for protecting maternal health while maintaining
productivity (Schneider et al., 2025). At the same
time, stronger enforcement of —maternity
protection laws remains critical, as gaps between
policy and practice persist, particularly in service
sectors with

precarious employment

(International Labour Organization, 2023).

Managerial training is also necessary to address
implicit bias and discriminatory attitudes, which
often influence workplace decisions in subtle
ways. Insights from Gender Studies show that
challenging gender stereotypes can improve
fairness in task allocation, evaluations, and career
opportunities  (Brooks, 2021). In addition,
fostering inclusive organisational cultures that
normalise pregnancy as part of the workforce
lifecycle can enhance employee engagement and
reduce discrimination (Hyland and Shen, 2022).

Clear and consistently implemented human
resource policies are equally important,
particularly in a sector characterised by high
turnover and informal employment. Such policies
guide maternity rights, workplace
accommodations, and return-to-work support,
reducing ambiguity and unfair practices. Overall,
these measures can improve employee well-

being, reduce job insecurity and turnover, and
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enhance organisational performance. Beyond
individual organisations, broader policy efforts,
such as strengthening labour protections and
extending social benefits, are necessary to address
structural  inequalities and promote more
equitable workplaces.

7. Conclusion

Pregnancy-related workplace inequality remains a
persistent and complex challenge within the
hospitality industry, shaped by the interaction of
structural, cultural, and managerial factors. This
paper has demonstrated that discrimination
against pregnant employees is not merely an
outcome of individual bias but is embedded
within organisational systems, labour processes,
and broader socio-economic conditions. In
labour-intensive environments characterised by
high flexibility ~demands, physical work
requirements, and precarious employment
arrangements, pregnancy is often perceived as
incompatible with dominant productivity norms.
As a result, pregnant employees frequently
experience reduced job security, limited career

progression, and compromised well-being.

The conceptual framework developed in this
study provides a structured understanding of how
organisational culture, managerial attitudes, and
job design function as key drivers of inequality,
while workplace support and policy enforcement
serve as critical mitigating mechanisms. By
situating these relationships within
Organizational Behavior, the study highlights
how internal workplace dynamics influence
employee outcomes, and how organisational
practices can either reinforce or reduce inequality.
The integration of Gender Studies through
Gender Role Theory further explains how deeply
embedded societal norms continue to shape
perceptions of pregnant workers, often leading to
biased evaluations and exclusionary practices. At
the same time, Labour Process Theory provides
insight into how productivity-driven

organisational systems marginalise workers who

require flexibility, reinforcing power imbalances
and limiting opportunities for accommodation.

Importantly, the findings emphasise that
pregnancy-related inequality is not inevitable. The
inclusion of mediating variables such as
workplace  support and effective policy
enforcement demonstrates that organisations
have the capacity to create more inclusive and
equitable environments. Interventions such as
flexible work arrangements, fair management
practices, and strong compliance with labour
regulations can significantly improve employee
well-being and reduce job insecurity. This aligns
with global policy priorities highlighted by the
International Labour Otganization, which
advocate for stronger maternity protection and

inclusive labour market practices.

There is a need to test the proposed framework
using  quantitative  and  mixed-methods
approaches, such as regression analysis or
structural equation modelling, to examine the
strength and significance of the identified
relationships. Additionally, future studies should
explore context-specific dynamics, particularly in
developing countties where informal
employment and weak regulatory enforcement
may intensify workplace inequalities.
Comparative studies across sectors and regions
would also provide valuable insights into how
institutional and cultural differences shape the

experiences of pregnant employees.

Addressing  pregnancy-related ~ workplace
inequality in the hospitality sector requires a shift
from viewing pregnancy as an individual
limitation to recognising it as a structural and
organisational issue. By advancing a theoretically
grounded and practically relevant framework, this
study contributes to the broader discourse on
gender equality and labour inclusion, offering
pathways for both scholatly inquiry and policy
reform aimed at creating more equitable

workplaces.

www.internationalsped.com

459



2026, 41(21s), 449 - 462 INTERNATIONAL JOURNAL of SPECIAL EDucaTION

References

ABDERHALDEN-ZELLWEGER, A., PROBST, |., MERCIER, M.-P. P., DANUSER, B. & KRIEF, P. 2021. Protecting pregnancy
at work: Normative safety measures and employees’ safety strategies in reconciling work and pregnancy. Safety
science, 142, 105387.

ADANE, H. A, ILES, R., BOYLE, J. A., GELAW, A. & COLLIE, A. 2023. Maternal Occupational Risk Factors and Preterm
Birth: A Systematic Review and Meta-Analysis. Public Health Reviews, 44.

ANDERSEN, D. R., MOMSEN, A.-M. H., PEDERSEN, P. & MAIMBURG, R. D. 2022. Reflections on workplace adjustments
for pregnant employees: a qualitative study of the experiences of pregnant employees and their managers. BMC
Pregnancy and Childbirth, 22.

ARENA JR, D. F,, VOLPONE, S. D. & JONES, K. P. 2023. (Overcoming) Maternity bias in the workplace: A systematic
review. Journal of Management, 49, 52—84.

BAGLIONI, E. 2023. Some reflections on the capitalist labour process, nature and social reproduction. Sociologia del lavoro:
167, 3, 2023, 9-32.

BAR-ON SHMILOVITCH, N., BLUMEN, O. & TZAFRIR, S. S. 2022. Pregnant and jobless: A contextualizing analysis of
pregnancy dismissal in Israeli labour court rulings. Journal of Industrial Relations, 64, 667—689.

BRAVERMAN, H. 1998. Labor and monopoly capital: The degradation of work in the twentieth century, nyu Press.

BROOKS, V. A. B. 2021. The Pregnancy Problem: Rethinking Workplace Accommodation Claims under Title VII's Pregnancy
Discrimination Act. Liberty UL Rev., 16, 165.

CASARICO, A. & LATTANZIO, S. 2023. Behind the child penalty: understanding what contributes to the labour market costs
of motherhood. Journal of Population Economics, 36, 1489-1511.

CHEHAB, O., ILKHANIZADEH, S. & BOUZARI, M. 2021. Impacts of Job Standardisation on Restaurant Frontline
Employees: Mediating Effect of Emotional Labour. Sustainability, 13, 1525.

CIVAK, B. & BESLER, S. 2022. A critical analysis of managerial control mechanisms in hotel businesses. SAGE Open, 12,
21582440221088850.

DEBIE, A., WASSIE, M. M., ROBERTS, C. T., MOLLA, M. D., WILSON, A. & STEPHENS, J. H. 2025. Health system
responsiveness for maternal healthcare services in East Africa: a mixed-methods systematic review. BMC
Pregnancy and Childbirth, 25, 879.

DELGADO-HERRERA, M., ACEVES-GOMEZ, A. C. & REYES-AGUILAR, A. 2024. Relationship between gender roles,
motherhood beliefs and mental health. PLoS One, 19, e0298750.

DIAZ-CARRION, R., NAVAJAS-ROMERO, V. & CASAS-ROSAL, J. C. 2020. Comparing working conditions and job
satisfaction in hospitality workers across Europe. International Journal of Hospitality Management, 90, 102631.

DIAZ, M. Y. 2022. Making it work: How women negotiate labor market participation after the transition to motherhood.
Advances in Life Course Research, 53, 100500.

EAGLY, A. H. 1997. Sex differences in social behavior: comparing social role theory and evolutionary psychology.

EAGLY, A. H. & MITCHELL, A. A. 2004. Social role theory of sex differences and similarities: Implications for the sociopolitical
attitudes of women and men.

FARRUGIA, D., COFFEY, J., THREADGOLD, S., ADKINS, L., GILL, R., SHARP, M. & COOK, J. 2023. Hospitality work and
the sociality of affective labour. The Sociological Review, 71, 47—64.

FOX, A. B. & QUINN, D. M. 2015. Pregnant women at work: The role of stigma in predicting women’s intended exit from the
workforce. Psychology of Women Quarterly, 39, 226-242.

GALLEGO-ORTIZ, M. 2025. The experience of pregnancy as an embodied metaphor of hospitality. Continental Philosophy
Review, 58, 403-423.

GATRELL, C., LADGE, J. J. & POWELL, G. N. 2024. Profane Pregnant Bodies Versus Sacred Organizational Systems:
Exploring Pregnancy Discrimination at Work (R2). Journal of Business Ethics, 192, 527-542.

GAUCI, P, LUCK, L., O'REILLY, K. & PETERS, K. 2023. Workplace gender discrimination in the nursing workforce—An
integrative review. Journal of Clinical Nursing, 32, 5693-5711.

GERMISHUYS-BURCHELL, W. 2022. Unfair Discrimination on the Ground of Family Responsibility. Pt. 1 Indus. LJ, 43.

www.internationalsped.com 460



2026, 41(21s), 449 - 462 INTERNATIONAL JOURNAL of SPECIAL EDucaTION

GIOUSMPASOGLOU, C. 2024. Working Conditions in the Hospitality Industry: The Case for a Fair and Decent Work
Agenda. Sustainability, 16, 8428.

GOODMAN, J. M., COLON, M., COTTRELL, E. K. & GUISE, J. M. 2023. Work as a social risk factor in pregnancy: A
systematic review of screening practices related to working conditions and family leave among pregnant adults.
Birth, 50, 32—43.

HAMEED, W., KHAN, B., SIDDIQI, S., ASIM, M. & AVAN, B. |. 2022. Health system bottlenecks hindering provision of
supportive and dignified maternity care in public health facilities. PLOS Global Public Health, 2, e€0000550.

HARRIS, S. 2025. Unfair discrimination in the South African workplace against women wearing headscarves for religious
reasons. University of the Western Cape.

HEILMAN, M. E., CALEO, S. & MANZI, F. 2024. Women at Work: Pathways from Gender Stereotypes to Gender Bias and
Discrimination. Annual Review of Organizational Psychology and Organizational Behavior, 11, 165—192.

HING, L. S. S., SAKR, N., SORENSON, J. B., STAMARSKI, C. S., CANIERA, K. & COLACO, C. 2023. Gender inequities in
the workplace: A holistic review of organizational processes and practices. Human Resource Management Review,
33, 100968.

HYLAND, M. & SHEN, L. 2022. The evolution of maternity and paternity leave policies over five decades. World Bank
Working Papers, 10215, 1-30.

IOANNOU, G. & DUKES, R. 2021. Anything goes? Exploring the limits of employment law in UK hospitality and catering.
Industrial Relations Journal, 52, 255-269.

JONES, L., COOK, R. & CONNOLLY, S. 2023. Parenthood and Job Quality: Is There a Motherhood Penalty in the UK?
Social Indicators Research, 170, 765-792.

KALABIKHINA, I. E., KUZNETSOVA, P. O. & ZHURAVLEVA, S. A. 2024. Size and factors of the motherhood penalty in the
labour market: A meta-analysis. Population and Economics, 8, 178—-205.

KALARGYROU, V., SUNDAR, V. & JAHANI, S. 2023. Managers’ attitudes toward employees with depression and
organizational citizenship behaviors in the hospitality industry: assessing the mediating role of personality.
International Journal of Contemporary Hospitality Management, 35, 602—629.

KARATEPE, O. M., OKUMUS, F. & SAYDAM, M. B. 2024. Outcomes of job insecurity among hotel employees during COVID-
19. International Hospitality Review, 38, 101-118.

KHATTER, A. 2025. Challenges and solutions for corporate social responsibility in the hospitality industry. Challenges, 16,
9.

KRIEF, P., MEDIOUNI, Z., ABDERHALDEN-ZELLWEGER, A., KERR, D., SERAJ, N., RENTERIA, S.-C., VONLANTHEN, J.
& DANUSER, B. 2022. Evaluation of a pilot consultation for maternity protection at work in Switzerland. Swiss
Medical Weekly, 152, w30160.

KUMARASAMY, H. E., BOWEN, F., BILLINGS, B. & PATRICIAN, P. A. 2025. Pregnancy Burden: An Integrative Review and
Dimensional Analysis of Pregnancy's Hidden Challenges. Journal of Midwifery & Women's Health, 70, 717-732.

LANTANO, I., DELLAVERSANA, G., BACHER, G. & MIGLIORETTI, M. 2025. The caregiving penalty: Gender and
caregiving effects on career opportunities perceived by Italian employees. Social Sciences, 14, 547.

LOPEZ, T., RIEDLER, T., KOHNEN, H. & FUTTERER, M. 2022. Digital value chain restructuring and labour process
transformations in the fast-fashion sector: Evidence from the value chains of Zara & H&M. Global Networks, 22,
684-700.

MACDONALD, L. A., JOHNSON, C. Y., LU, M.-L., SANTIAGO-COLON, A., ADAM, G. P., KIMMEL, H. J., NAPOLITANO, P.
G. & SALDANHA, 1. J. 2024. Physical job demands in pregnancy and associated musculoskeletal health and
employment outcomes: a systematic review. American journal of obstetrics and gynecology, 230, 583-599. e16.

MATOTOKA, M. D. & ODEKU, K. O. 2020. Discrimination on the grounds of pregnancy, denial of maternity leave and lack
of conducive environment for nursing mother in the workplace in South Africa. Obiter, 41, 593—607.

MONTEIRO, E. & JOSEPH, J. 2023. A review on the impact of workplace culture on employee mental health and well-being.
International Journal of Case Studies in Business, IT and Education (IJCSBE), 7, 291-317.

OMIDI, A., DAL ZOTTO, C. & GANDINI, A. 2023. Labor process theory and critical HRM: A systematic review and agenda
for future research. European Management Journal, 41, 899-913.

www.internationalsped.com 461



2026, 41(21s), 449 - 462 INTERNATIONAL JOURNAL of SPECIAL EDucaTION

ORIFICI, A. & ALLEN, D. 2022. Expecting more: rethinking the rights and protections available to pregnant workers under
the Fair Work Act 2009 (Cth). Federal Law Review, 50, 504-526.

PANDEY, A., MAHESHWARI, M. & MALIK, N. 2025. A systematic literature review on employee well-being: Mapping multi-
level antecedents, moderators, mediators and future research agenda. Acta Psychologica, 258, 105080.

PIPER, N. 2023. The global governance of labour mobility: the role of the International Labour Organization. Research
handbook on the institutions of global migration governance. Edward Elgar Publishing.

RAO, E. & GOEL, A. 2017. Factors causing work related stress in the Hospitality Sector: A study of employees in threestar
hotels in Dehradun Region-India. /IARS'International Research Journal, 7.

ROSS, S. & SAVAGE, L. 2021. Work reorganization in the neoliberal university: A labour process perspective. The Economic
and Labour Relations Review, 32, 495-512.

SAITO, H., BROZOVIC, D. & BAUM, T. 2025. Well-being of hospitality employees: A systematic literature review.
International Journal of Hospitality Management, 124, 103955.

SCHNEIDER, K. T., WILLIAMS, S. C. & KUHN, R. E. 2025. Workplace discrimination against pregnant and postpartum
employees: Links to well-being. International Journal of Environmental Research and Public Health, 22, 1160.

SLOTH-NIELSEN, R. 2021. Failure to recognise a third gender option: unfair discrimination or justified limitation? Law,
Democracy and Development, 25, 90-120.

TANNIS, C., SCHANZER, A., MILBANK, E., AFZAL, O. & MEYER, J. 2023. Perceptions of job hazards and requests for
accommodation among pregnant women in a large urban hospital system. Journal of Occupational and
Environmental Medicine, 65, 918—923.

THOMPSON, P. & SMITH, C. 2024. Labour process theory: in and beyond the core: continuities, challenges, and choices.
Work in the Global Economy, 4, 145-169.

TORRES, A. J. C., BARBOSA-SILVA, L., OLIVEIRA-SILVA, L. C., MIZIARA, O. P. P, GUAHY, U. C. R, FISHER, A. N. &
RYAN, M. K. 2024. The impact of motherhood on women’s career progression: A scoping review of evidence-based
interventions. Behavioral Sciences, 14, 275.

VAN BEUKERING, M. D. M., VAN MELICK, M. J. G. J., DUIUNHOVEN, R. G., SCHUIT, E., LIEM, S. L., FRINGS-DRESEN,
M. H. W., VAN DE WETERING, A. J. P, SPAANDERMAN, M. E. A., KOK, M. & MOL, B. W. 2023. Working
conditions in women with multiple pregnancy—the impact on preterm birth and adherence to guidelines: a
prospective cohort study. American Journal of Obstetrics and Gynecology, 228, 734.e1-734.e16.

VAN DAALEN, K. R., KAISER, J., KEBEDE, S., CIPRIANO, G., MAIMOUNI, H., OLUMESE, E., CHUI, A., KUHN, |. &
OLIVER-WILLIAMS, C. 2022. Racial discrimination and adverse pregnancy outcomes: a systematic review and
meta-analysis. BMJ Global Health, 7.

VRIJKOTTE, T.,, BRAND, T. & BONSEL, G. 2021. First trimester employment, working conditions and preterm birth: a
prospective population-based cohort study. Occupational and Environmental Medicine, 78, 654—660.

WALLACE, E. & COUGHLAN, J. 2023. Burnout and counterproductive workplace behaviours among frontline hospitality
employees: the effect of perceived contract precarity. International Journal of Contemporary Hospitality
Management, 35, 451-468.

ZENANI, N. E., TULELO, P. M., NETSHISAULU, K. G., SEPENG, N. V., MUSIE, M., GUNDO, R. & MULAUDZI, F. 2025. A
scoping review on the contribution of interprofessional collaborative practices on preventing and managing post-
partum haemorrhage in the health care system. BMC nursing, 24, 455.

ZHANG, H., NARDON, L. & SEARS, G. J. 2022. Migrant workers in precarious employment. Equality, Diversity and
Inclusion: An International Journal, 41, 254-272.

ZHOU, L., LIU, J. & LIU, D. 2022. How does discrimination occur in hospitality and tourism services, and what shall we do?
A critical literature review. International Journal of Contemporary Hospitality Management, 34, 1037—1061.

ZHU, X., COOKE, F. L., CHEN, L. & SUN, C. 2022. How inclusive is workplace gender equality research in the Chinese
context? Taking stock and looking ahead. The International Journal of Human Resource Management, 33, 99-141.

ZONNO, R. 2026. Gender inequalities in performance evaluation: a systematic literature review. Equality, Diversity and
Inclusion: An International Journal, 45, 68—85.

www.internationalsped.com 462



