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ABSTRACT 
 
This study examined how mothers, or women administrators, manage the demands of job, home, 
family, and self-care. The primary emphasis was on the equilibrium they managed to attain in their 
roles as employed women, spouses, and mothers. This study looks at the difficulties these women 
encounter in their personal and professional lives, the support networks they depend on to carry out 
their varied responsibilities, and the coping mechanisms and techniques they employ to manage 
work and family obligations, particularly in their roles as administrators in higher education 
institutions. Concerns over how people balance their personal and professional lives have arisen as 
a result of social and economic changes that have affected advanced post-industrial countries. 
European Union governments have implemented a range of initiatives aimed at addressing the 
efficient ways in which families integrate paid labor and child care. Examining and contrasting the 
participants' answers to those questions was the main goal. This approach was used because it 
makes it possible to compare various experiences. The working women talked about a variety of 
obstacles, such as schedules, time limits, and weariness. In order to perform various responsibilities, 
the following support networks were kept in place: spouses, parents and relatives, co-workers, and 
superiors. In conclusion, the working women employed faith, preparation, and acceptance of their 
limitations as coping mechanisms to attain a work/family balance. 
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1. INTRODUCTION 
 
1.1 Women administrators Conceptualized as Motherhood  
Men and women face the strains of work and family in different ways since, on average, women work 
longer hours and take on more caregiving and domestic responsibilities while working for a living 
(Gershuny et al. 1994). Working part-time is the main way that many women balance two jobs 
(Lewis, 2001; Bang et al., 2000; Fagan et al., 1999).  
 



 
                                                                                                                                                      Vol 12, No 1, March, 2026 Series  

     
 
 

22 

The provision of childcare is a major impediment to women's professional mobility and a major 
contributing factor to their fragmented involvement in the labor field (Dex, 1987; McRae, 1993). 
Because managerial roles require a lot of time and interfere with caring obligations, women typically 
choose to work in low-paying jobs with minimal opportunities for advancement or, in the case of 
more qualified women, to quit their careers altogether Marshall, 1991. The issue is made worse by 
the absence of sufficient institutional childcare options, which would allow for a better work-life 
balance Moss, 2001. It is also made worse by gender stereotypes that still characterize women as 
primary workers even when they participate in the labor force. Thus, a combination of socioeconomic 
and ideological forces push women to integrate caregiving into their employment and shoulder the 
majority of caregiving duties.  
 
The marginal status of care promotes gender-based labor market disparities and makes work-life 
balance difficult. Ball, 2004 proposed that present childcare and gender equality initiatives have not 
sufficiently addressed women' feelings about raising children. Others have noted that providing care 
needs to be seen as a more worthwhile endeavor from an economic and social standpoint. 
Moreover, the perception of work and family remains distinct domains, with no acknowledgement of 
their mutual influence. Taylor, 2001. For those in professional employment, "paid work has the 
character of more open and fluid time," while "home life is frequently highly structured and 
determined by particular task allocations, so as not to interfere with work." Woodward and Lyon, 
2004: 207.  Balance between work and life  Work-life balance is viewed as unproblematic in official 
policy and discussions, with "many attempts to operationalize the concept." However, objective "one 
size fits all" approaches to the workplace work-life balance policy miss the subjective aspect of these 
experiences, as well as the various ways that different people respond to work-care conflicts and 
coping mechanisms. An obvious illustration of this is how increasingly casual workplace cultures 
undermine formal organizational policies intended to support employee work-life balance.  
 
Bond et al. 2002; Dex and Smith, 2002. Work-life balance is a complicated and conflicting collection 
of dynamics that are best understood through qualitative research; it is not a static state. The ways 
that women negotiate work/care boundaries and the complexities and contradictions that arise in 
these agreements will be examined in this paper. When referring to women's actual experiences 
juggling work and caregiving, we use the word negotiation. It covers talks with people in the public 
domain, such bosses and coworkers, as well as those in the private sector, like grandparents and 
spouses. It also refers to the unique agreements women establish with themselves about their 
wants, preferences, and capacities for juggling their double roles as workers and professionals. In 
this sense, achieving work-life balance should not be seen as a static experience, but rather as the 
ongoing negotiation of a set of behaviors that may change on a daily, weekly, or longer-term basis as 
a result of employees' evolving circumstances.  
 
McKie and associates, 2002 posited it is commonly believed that career women in a variety of fields 
who engage in the same formal procedures as their male counterparts, who are inevitably tasked 
with overseeing the home and family tiers. Given the amount of activity these women engage in, one 
would assume that they shouldn't pursue a demanding career or job again. This is because, contrary 
to what men and women believe, organizations have objectives and will not break the law to achieve 
them, which may be detrimental to the natural lives of women. Women nonetheless navigate the 
world of their careers as administrators of all kinds in spite of these unfavorable settings.  
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It might be worthwhile to look at the source of women's strength to pursue their careers with 
unwavering commitment observing variables that interfere with easy pursuit and are not naturally 
reversible, such as pregnancy, childbirth, and nursing. The notion of female administrators 
Motherhood is described as "the state of being a mother" and is understood as including women 
administrators. A woman is defined as someone who identifies as feminine, possesses the ability to 
give birth, is entirely or largely responsible for raising a child, and whose sex is labeled as such. In 
this way, motherhood and parenthood are different. While everyone with the moral, legal, or political 
obligation to nurture a child is considered a parent, motherhood specifically only pertains to those 
whose sex or gender identity determines their social and economic behavior by way of the effects of 
being assigned the gender of a woman. Examining the social construction of motherhood, its 
nuanced ties with feminisms, and the unique circumstances of academic settings are necessary to 
comprehend how the concept of motherhood manifests in higher education institutions and its 
consequences for gender equality.  
 
The term "motherhood" will be used in a broad sense, encompassing related notions such as 
"maternity." More specifically, maternity refers to the state of being or becoming a mother connected 
to pregnancy, and businesses and institutions must take these factors into account when creating 
rules. Features of motherhood Over time, interactions and development lead to the development of 
maternal role achievement. during which the mother develops a bond with her child, becomes 
proficient at the caregiving duties required of her, and shows happiness and fulfillment in the 
position. The culmination of maternal role accomplishment is the shift to a personal state when the 
mother feels at peace, confident, and competent in her performance of the role. Maternal age is 
both developmental and chronological. A woman's perception of her birth experience opinion of how 
she performed throughout her labor and delivery. Separation from the mother following birth as a 
result of disease or premature birth is known as early maternal-infant separation.  
 
Self-esteem is the sense that one has about oneself in the eyes of others and the acceptance of 
such sense within oneself. The whole picture of oneself, which including self-satisfaction, is called 
one's self-concept, self-acceptance, self-worth, and alignment of the differences between the real 
and ideal selves. One characteristic of anxiety is a particular propensity to view stressful situations 
as threatening or hazardous. A set of depressive symptoms, particularly the affective aspect of the 
low mood, are collectively referred to as depression. The tension and difficulty women experience in 
carrying out their parental role obligations is known as role strain. Gratification is the sense of 
reward, pleasure, satisfaction, or amusement a mother gets from connecting with her baby and 
doing the daily chores that come with being a mother.  
 
One aspect of the parental identity and function is attachment. It is believed that attachment is the 
process by which a person develops a lasting emotional and affectionate bond with another person. 
A family is a dynamic system made up of the separate subsystems of the mother, father, fetus, and 
child. The way a person perceives the interactions and interactions between the family, its 
subsystems, and larger social units is known as family functioning. The idea of work-life harmony 
Work-life balance is viewed as unproblematic in government policy and discussions, with "numerous 
attempts to operationalize the concept." Moore and Crosbie, 2004. The majority of the literature is 
quantitative and focuses on workplace work-life balance policies. Nevertheless, objective, "one size 
fits all" methods fail to address the subjective character of these encounters as well as the diverse 
ways that different people respond to work-care issues and manage their anxieties.  
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An obvious illustration of this is how increasingly casual workplace cultures undermine formal 
organizational policies intended to support employee work-life balance, Smith and Dex, 2002. There 
is a claim that we live in a time of multiplicity and that many policies pertaining to childcare in 
particular and care in general overlook the importance and interactions of these various 
temporalities of care Gambles, 2006. Work-life balance is a complicated and conflicting collection of 
dynamics that are best understood through qualitative research; it is not a static state. This study will 
look at how women negotiate the boundaries between employment and caregiving, as well as the 
complexities and paradoxes that arise in these conversations. 
 
Not only do many households have to balance more and more competing duties, but employment 
requirements and parenting standards have also increased, leaving many individuals feeling divided 
between work and family. Women's stories highlight the challenges of juggling job and caregiving 
obligations, but they also show how some women talk about situations of balance and conflict. This 
variation in experience is related to the various circumstances, settings, and interpersonal dynamics 
that are present in the daily balancing act between job and caregiving. It also draws attention to the 
subjective variations in how women react to comparable difficult circumstances and the coping 
mechanisms they use, such as cutting back on work hours, enlisting the help of spouses or other 
family members, or outsourcing childcare. Coping techniques can also relate to the psychological 
ways in which women balance work and caregiving, sometimes by justifying their need for 
employment on the basis of financial necessity. Some women seemed to be juggling work and 
childcare quite well, often because they had adequate support or had chosen part-time employment. 
These were generally upbeat examples of women.  
 
The narrative that follows illustrates the management of work and care through the implementation 
of the part-time method and shows how work and care are negotiated at the individual and family 
levels. Psychosocial Theory of Female Executives Stage theorist Erik Erikson, 1902–1994 
transformed psychosexual development from Freud's contentious theory into a psychosocial theory. 
Erikson stressed that the ego advances development positively by becoming an expert in attitudes, 
concepts, and abilities at every developmental stage. Children that possess this mastery go on to 
become productive, contributing members of society. For a kid to grow into a healthy, well-adjusted 
adult, they must successfully navigate a psychological conflict that arises during each of Erikson's 
eight phases.  
 
Psychosocial Development Stages Freud's psychosexual theory serves as the foundation for 
Erikson's stages of psychosocial development. Erikson suggested that our drive to become 
competent in particular spheres of our existence drives us. Psychosocial theory states that from early 
childhood to late maturity, humans go through eight developmental phases. There is a problem or 
work that needs to be solved at every level. A healthy personality and a sense of competence are the 
outcomes of successfully completing each developmental task. Feelings of inadequacy arise when 
these duties are not successfully completed. By addressing the cultural ramifications of 
development, Erikson further expanded on Freud's phases. Depending on their unique survival and 
cultural requirements, different societies may need to resolve the stages in different ways against 
mistrust Infants need to learn that adults can be trusted from birth to twelve months of age. When 
adults provide for a child's basic survival needs, this happens. When a newborn's needs are not met 
by unresponsive caretakers, the baby may experience worry, anxiety, and mistrust and come to 
believe that everything in the world is unpredictable.   
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Distaste/Doubt vs Autonomy Toddlers (ages 1-3) discover that they can influence their surroundings 
and take control of their activities to achieve desired outcomes when they start to explore their 
surroundings. They start to express definite preferences for specific items in the surroundings, like 
clothes, toys, and food. A toddler's primary job is to establish independence in order to reconcile 
feelings of autonomy with feelings of guilt and uncertainty. Even though her attire may not be 
suitable for the occasion, her involvement in such fundamental choices impacts her sense of 
autonomy. If she isn't given the chance to make changes in her surroundings, she can start to 
question her skills, which could result in low self-esteem and feelings of guilt. 
 
Initiative vs Remorse By the time they are three or six years old, or preschool age, youngsters may 
take the initiative and use play and social interactions to establish control over their environment. 
Erikson contends that preschoolers need to learn how to balance initiative with remorse. 
Preschoolers can become proficient at this skill by learning how to set and accomplish goals while 
engaging with others. When parents let their kids explore within reasonable boundaries and then 
support their decisions, the youngster develops initiative, a sense of aspiration and responsibility. 
These kids will gain confidence in themselves and a feeling of direction in life. Those who fail at this 
point due to their initiative failing or being suppressed by overbearing parents may experience guilt. 
Sector versus Peculiarity In primary education, youngsters (ages 6–12) must weigh inferiority against 
industry. Youngsters start evaluating themselves by contrasting themselves with their classmates. 
They either grow to feel proud of what they've accomplished in their family life, sports, social 
activities, and academic pursuits, or they come to feel inadequate and inferior as a result of 
believing that they fall short. Inadequate social skills or unfavorable experiences with classmates or 
parents can cause youngsters to acquire an inferiority complex that can last into adolescence and 
adulthood.  
 
Identity versus Role Distortion When children reach adolescence (ages 12 to 18), they must deal 
with identity vs. role confusion. The primary goal of adolescence, in Erikson's view, is self-
development. Teenagers have trouble answering questions like "Who am I?" and What kind of life do 
I wish to lead? Most teenagers put on a lot of different identities along the road to see which ones fit; 
they experiment with different roles and concepts, make objectives, and try to figure out who they 
are as adults. Successful adolescents at this point have a strong sense of self and are able to stick 
to their principles in the face of challenges and opposing viewpoints. Adolescents may have a poor 
sense of self and role uncertainty if they are indifferent, do not actively seek out their identities, or 
feel pressure to follow their parents' expectations for the future.  
 
Closeness versus Seclusion Early adulthood (20s to early 40s) is a time when people worry more 
about intimacy than loneliness. We are prepared to share our lives with others once we have grown 
into our adolescent selves. In the event that other stages are not effectively addressed, young adults 
could encounter difficulties establishing and preserving fruitful connections with others. Erikson 
asserted that developing healthy personal relationships requires a strong sense of self. Feelings of 
emotional isolation and loneliness can occur in adults who do not establish a healthy self-concept 
during youth. Stagnation against Generativity People start to transition into middle adulthood in their 
40s, and this phase lasts until they are in their mid-60s. The social challenge of middle age is to 
balance stagnation with generativity.  
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Discovering your life's purpose and assisting others in their development via endeavors like 
childrearing, mentorship, and volunteer work are examples of being generous. In addition to caring 
for others and giving birth, middle-aged folks start making a beneficial impact on the next generation 
at this phase. They also start engaging in meaningful and productive employment that benefits 
society as a whole. If they are unable to do this duty, they could become stagnant, feel as though 
they are not making a significant impact on the world, have little desire in productivity, and develop 
themselves. Honesty against Despair are in the late developmental stage, which lasts from the 
middle of our 60s till the conclusion of our lives adulthood. At this point, Erikson's mission is referred 
to as integrity versus despair. When individuals reflect on their life in their late adult years, he added, 
they either feel satisfied with their lives or feel like they failed. Those who are content with their 
achievements have integrity and have few regrets when they reflect on their life.  
 
Those who fall short at this point, nevertheless, could feel as though their life has been in vain. He 
referred to the three measures as the id, which Freud defined as the pleasure-seeking aspect of the 
unconscious. When an individual's actions conflict with their ego or superego, his theory of the id 
helps to explain why they behave that way. The component of the mind that contains all of 
humanity's most fundamental and innate tendencies is known as the id. The ego is in charge of 
striking a balance between pleasure and suffering and allows humans to retain a genuine sense of 
reality while living here on Earth. The ego is aware that not all of the id's needs can be satisfied, but 
it nonetheless pursues pleasure and fulfillment. Around the age of four or five, the superego, which 
includes societal morals, emerges. According to Freud, the mind's ability to restrain morally 
repugnant urges is due to the superego. Because it is able to discriminate between reality and what 
is morally right, the superego might be thought of as the mind's conscience or wrong.  
 
2. THE WORK-LIFE BALANCE THEORY OF THE FAMILY BORDER  
 
The work and family domains are two asymmetric spheres separated by a permeable or penetrable 
barrier, according to Clark, 2000. Employees, according to her, are border-crossers who frequently 
travel between these two realms on a daily basis. Depending on how similar the variables are 
between the two spheres, the transition between them might be simple or complex. For instance, the 
transition is simpler in domains where the language and culture are similar. However, transition is 
challenging in the domain where language, culture, and expected behavior differ greatly. In 2005, 
Kinnunen et al. The border theory discusses border development and administration, participation of 
border-crossers, domain integration and segmentation, and how border-crossers (workers) interact 
with others at work and at home affects the balance between work and family. According to the 
thesis, there is a fundamental human tie between work and family systems rather than an emotional 
one as some earlier theories had suggested. According to the theory, work/family balance is a 
difficult concept because of the conflicts that arise from the idea that employees can influence their 
environment and that the environment may shape them.  
 
2.1 Flexibility of the Border and Permeability 
The ability of a border to change is known as border flexibility. The malleability of the border between 
two or more roles is another definition of flexibility, Sargent, 2004 or the border's capacity to widen 
or narrow in order to meet the needs of a different domain. For instance, a worker who works from 
home uses the time to pick up their kids from school. Actually, flexibility provides a solution to the 
query of when and where a role can be performed. Kreiner and Sundaramurthy, 2008.  
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On the other hand, border permeability describes how easily ideas or actions associated with one 
domain might cross the boundary of another. "Permeability is the extent to which a role permits an 
employee to be physically situated in the role's domain but psychologically and or behaviorally 
involved in another role," according to Ashforth, Kreiner, and Fugate, 2000. The degree of integration 
or segmentation of the content of the limited domains depends on the permeability of any given 
barrier. An employee with a very porous boundary, for instance, is one who can effortlessly transition 
from non-work-related obligations to work-related issues and vice versa. Schieman and Glavin, 2011. 
 
 
3. CONCEPTUAL REVIEW  
 
Independent Variable     Dependent Variable   

Work-life Balance    Women Administrators  
 
 
 
 
 
 
 
 
 
 
 

Fig 1: TITLE OF FIGURE 
 

Measures for Independent variable 
Work-life Balance 
 
According to Freud, the unconscious component that pursues pleasure is known as the id. His theory 
of the id explains why people behave in particular ways that are at odds with their egos or superegos. 
The component of the mind that contains all of humanity's most fundamental and innate tendencies 
is known as the id. It is the unconscious, impulsive portion of the mind that is driven by the need for 
instant gratification. The id is incapable of understanding reality or consequences in any way. Freud 
recognized that some people are under the influence of their id, which causes them to act in ways 
that meet their needs regardless of what is right or wrong. The ego and the id were likened by Freud 
to a horse and a rider. The ego, or the rider, is said to command and control the horse, which is 
analogous to the id. This example demonstrates how, despite the ego's putative authority over the id, 
the two often interact in accordance with the id's drives. 
 
The component of the mind "cut off from the external world, that has its own world of perception" is 
what Freud called the id. Ego The ego is in charge of striking a balance between pleasure and misery 
so that humans can continue to live realistic lives. The ego knows that it is impossible to satisfy every 
want of the id, but it nonetheless pursues pleasure and fulfillment. The ego is conscious that not all 
drives can be satisfied at any one moment, even though it is unaware of the distinction between 
right and wrong.  

 ID 

 Ego 

 Superego  

 Flexibility 

 Permeability  
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The ego follows the reality principle in order to make concessions in accordance with reality and 
assist in meeting the demands of the id. The unconscious urges that make up an individual's "self" 
are called the ego. To counterbalance the wants coming from the id, the ego considers moral and 
cultural norms. The ego maintains intimate contact with the perceptual system despite the fact that 
both the id and the ego are unconscious. Because it serves the purpose of self-preservation, the ego 
is able to restrain the id's natural demands. Superego: The morality of society are incorporated into 
the superego, which forms between the ages of four and five. According to Freud, the superego is 
what gives the mind the ability to restrain its immoral impulses. Because it is able to discriminate 
between reality and right and wrong, the superego can be thought of as the conscience of the mind. 
Freud thought that in the absence of the superego, people would exhibit violent and other immoral 
acts because the mind would be unable to distinguish between good and bad.  
 
The urges from the id can be overridden by the superego, which is seen as the "consciousness" of an 
individual's personality. The ideal self and the conscience are the two distinct categories into which 
Freud divides the superego. For example, someone who is obsessive about their mouth could be too 
reliant on other people and turn to eating, drinking, or smoking as a way to get oral stimulation. 
Since these three measurements are pertinent to the variable under discussion in this paper, they 
were modified from the theory. The dependent variable's measures are:  
 
Female Executive Adaptability:  The ability of a boundary to change, grow, or contrast in order to 
meet the needs of a different domain is known as flexibility. The ability to permeate is the extent to 
which a role permits an employee to be physically present in the function's domain while engaging in 
psychological and/or behavioral aspects of a different role is known as its permeability. The degree 
of integration or segmentation of the content of the bounded domains is determined by the 
permeability of any given barrier. Kreiner, 2009. Because the theory is pertinent to the variable 
under discussion, some measurements were modified from it.  
 
Impact of Work-Life Balance on Women Administrators in Nigerian Tertiary Institutions Employees in 
the production sector are more likely to value job satisfaction, which comes from having a good work-
life balance. In order to overcome these challenges and enhance their level of confidence and ability 
to solve problems creatively in a way that is relevant to their job position, employees must participate 
in training and development programs. Working hours are the main factor determining employees' 
work-life imbalance in the structured manufacturing industry. Because of the restrictive work 
environment created by an increasingly competitive labor market, employees are unable to enjoy 
their free time with friends and family. Parental pressure, stress from extended family, and 
interpersonal stress can all lead to family pressure.   
 
The ability to manage stress, which results from mental health, is directly related to work-life balance 
and organizational success. In order to lessen employment pressure, HR interventions like as 
training and development, communication, and so forth should be put into place. Flexible working 
schedules, recreational activities, and stress reduction programs are all strongly related to this. The 
modern workplace is evolving, and with it, so is our appreciation of the need of work-life balance. 
Women still encounter unique challenges in the workplace despite significant advancements in 
gender equality, especially when balancing professional aspirations with personal and familial 
responsibilities.  
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Women are often placed in risky situations when work and personal responsibilities collide, which 
has implications for their professional advancement that need to be carefully considered. It is highly 
gendered to define work-life balance as a matter of work and care. Although Rake, 2002 states that 
women are now expected to be economically active, providing care is still seen as a feminine role 
that women must balance with paid employment. This essay has argued that the idea of work-life 
balance is problematic since its definitions are often ambiguous and subjective methods might not 
be sufficiently methodological to investigate women's living experiences, Moore and Crosbie, 2004. 
Some claim that the idea of work-life balance is conceptually limited. Gambles et al., 2006, and may 
only be used as a rhetorical technique with no bearing on actual experience in terms of research or 
policy.  
 
The study emphasizes how sensations of conflict and balance are not static but rather vary 
depending on shifting conditions and coping mechanisms. It also emphasizes how subjective work-
life balance is. It points out a number of problems that highlight the shortcomings of a "one size fits 
all" solution to this problem. This illustrates a disregard for the pervasiveness of conventional gender 
norms and the interdependence of the public and private spheres. More practical strategies for 
balancing work and personal obligations would come from a more expansive definition. There is a 
propensity to see the dichotomy of work-life balance experienced by caregivers as exclusive to the 
work-care relationship, with less attention paid to the careers' access to time and space outside of 
child care. This perspective is supported by data evidence. Generally speaking, women were too busy 
taking care of others and working for pay to think about taking time for themselves and engaging in 
hobbies outside of the home. It seemed like women had to "work" on their personal time, and that 
effort frequently resulted in the loss of beneficial effects. Dualistic conceptions of work-life balance 
are inadequate since they define the problem in terms of completing duties, which has an impact on 
people's quality of life as well as larger social interactions, Taylor, 2001. 
 
4. SUMMARY 
 
The aforementioned concerns highlight the body's centrality in the feminist movement of the twenty-
first century, as it is the female body that undergoes technological interventions for gestation. They 
also highlight the alienation experienced during childbirth and the difficulty of breastfeeding, as they 
challenge the social value of motherhood. But how do we balance these expectations without 
succumbing to an essentialist view of womanhood? Examining Andrea O'Reilly's concept for 
matricentric feminism, which aims to envision and execute a maternal identity and practice that is 
empowering to mothers, is one approach to do this. A mother's identity cannot be founded in 
patriarchal ideals if it empowers her. Conversely, a mother's empowered identity needs to be 
liberated from the cultural presumptions of patriarchal motherhood.  
Comprehending the historical formation of the notion of motherhood and its global impact from 
women's movements will aid us in comprehending the current status of women in our society. 
 
5. CONCLUSION 
 
In conclusion, the study "Work-Life Balance: Impact on Women's Career Progression" sheds light on 
the intricate interactions that women in the modern workplace manage between their personal and 
professional lives.  
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Many important variables that contribute to a comprehensive understanding of the challenges and 
opportunities associated with achieving work-life balance and advancing women's professional 
advancement have been clarified by the research. An important issue emerged from the unequal 
distribution of household chores, with women typically carrying a disproportionate amount of the 
load.  
 
6. RECOMMENDATIONS 
 
What follows are recommendations  

1. Maternity leave for students ought to be considered by universities. While it is unlikely that 
the institution could provide financial support at that time, it is nonetheless preferable that 
scholarships be maintained so that students can complete their coursework. 

2. When evaluating students' work, it's important to take into account that they are dealing with 
motherhood in a different way than other students (e.g., lengthier deadlines).  

3. Evaluations for grants, scholarships, and jobs should also take into account a stop for 
maternity (or parental) leave.  

4. Assistance programs (university childcare) and/or financial aid for students who are parents.  
5. Techniques to lessen the impact of motherhood's decline in the number of academics 

produced.  
6. For a professor to advance in their academic career, their performance evaluation must take 

into account the time they spend on maternal (and eventually parental) leave.  
7. Additionally, it's critical that institutions preserve spaces, labs, titles, and stability for 

expectant mothers. Maternity leave shouldn't be viewed as a "black hole" in a mother's 
education meant to make them competitive with their male colleagues.  

8. The organizers of conferences ought to reevaluate the practice of hosting guest lectures at 
night and refrain from promoting networking activities like dinners in the evening that 
alienate individuals who are responsible for taking care of others, particularly mothers. 
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