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            To my mother, Betty Lublin:

            She was always my biggest critic—and biggest supporter—of my role as a working mom.

         

         
      
   
      
         Contents

         
            	Cover

            	Title Page

            	Dedication

            	Contents

            	Introduction

            	1: Hard Work for Working Mothers

            	2: High Potentials with High Hopes for Motherhood

            	3: When Work and Family Collide

            	4: Trials and Triumphs of Domestic Labor

            	5: Being Always On Doesn’t Always Work

            	6: Making Room for Careers and Kids

            	7: My Mother, My Coach

            	8: Better Mom, Better Boss

            	9: Power over Pain

            	10: Ditch Working-Mother Guilt

            	11: Now and Then

            	12: Making Work Workable for Parents

            	Acknowledgments

            	Interviewed Executive Women

            	Interviewed Adult Daughters of First-Generation Executive Moms

            	Selected Bibliography

            	Notes

            	Index

            	About the Author

            	Also by Joann S. Lublin

            	Copyright

            	About the Publisher

         

      


	iii

	v

	vii

	viii

	ix

	x

	xi

	xii

	xiii

	xiv

	xv

	xvi

	xvii

	xviii

	xix

	xx

	xxi

	xxii

	xxiii

	xxiv

	1

	2

	3

	4

	5

	6

	7

	8

	9

	10

	11

	12

	13

	14

	15

	16

	17

	18

	19

	20

	21

	22

	23

	24

	25

	26

	27

	28

	29

	30

	31

	32

	33

	34

	35

	36

	37

	38

	39

	40

	41

	42

	43

	44

	45

	46

	47

	48

	49

	50

	51

	52

	53

	54

	55

	56

	57

	58

	59

	60

	61

	62

	63

	64

	65

	66

	67

	68

	69

	70

	71

	72

	73

	74

	75

	76

	77

	78

	79

	80

	81

	82

	83

	84

	85

	86

	87

	88

	89

	90

	91

	92

	93

	94

	95

	96

	97

	98

	99

	100

	101

	102

	103

	104

	105

	106

	107

	108

	109

	110

	111

	112

	113

	114

	115

	116

	117

	118

	119

	120

	121

	122

	123

	124

	125

	126

	127

	128

	129

	130

	131

	132

	133

	134

	135

	136

	137

	138

	139

	140

	141

	142

	143

	144

	145

	146

	147

	148

	149

	150

	151

	152

	153

	154

	155

	156

	157

	158

	159

	160

	161

	162

	163

	164

	165

	166

	167

	168

	169

	170

	171

	172

	173

	174

	175

	176

	177

	178

	179

	180

	181

	182

	183

	184

	185

	186

	187

	188

	189

	190

	191

	192

	193

	194

	195

	196

	197

	198

	199

	200

	201

	202

	203

	204

	205

	206

	207

	208

	209

	210

	211

	212

	213

	214

	215

	216

	217

	218

	219

	220

	221

	222

	223

	224

	225

	226

	227

	228

	229

	230

	231

	232

	233

	234

	235

	236

	237

	238

	239

	240

	241

	242

	243

	244

	245

	246

	247

	249

	250

	251

	252

	253

	254

	255

	256

	257

	258

	259

	260

	261

	262

	263

	264

	ii

	iv




   
      
      
      
         
            Introduction

         
         In my late thirties, I was a well-regarded reporter for the Wall Street Journal in Washington, DC, when it named me second in command to the female chief of its important London bureau. For the first time,
            women would run a bureau of the United States’ premier business newspaper.
         

         
         I was thrilled about joining management and becoming a pioneer for fellow female journalists. Abra, my four-year-old daughter,
            was not thrilled.
         

         
         She and seven-year-old Dan would stay with my parents for two weeks while I arranged child care, schools, and housing in London.
            On a dark, wintry evening, our kids and their grandmother accompanied me to Washington Dulles International Airport for my
            overseas flight. I hugged them good-bye at the gate before I walked toward the plane.
         

         
         Suddenly Abra rushed over and locked herself to my left ankle. I could barely walk. “Mommy, don’t go! Mommy, don’t go!” she
            screamed hysterically. She panicked because she couldn’t fathom when she would ever see me again. Guilt filled me. A guilt
            that many working mothers know well.
         

         
         I pried Abra loose, then stumbled aboard the aircraft. Tears streamed down my face. “Oh, my God, how can I do this?” I asked
            myself between sobs. “How can I leave my children with my parents?” I worried that my wrenching decision meant I might value
            my job more than my kids. I felt horribly inadequate as a mother. I also was depressed that I didn’t know how I might have
            handled the situation better.
         

         
         That painful departure was the low point of a persistent tug-of-war between my commitments to my family and my career. I later advanced to management news editor, inaugurated the Journal’s career advice column, and shared its 2003 Pulitzer Prize. Abra and Dan are now grown, and he’s a married father of three.
         

         
         My experiences as a working parent gave birth to this book. Reflecting on the years I spent raising children while a highly
            driven journalist, I wondered whether things have changed much for today’s executive mothers.
         

         
         Do women of the GenX generation tackle the daunting challenges of parenthood any differently than my generation of baby boomers
            did decades ago? I suspected that GenXers handle the conundrums of work and family better because more of them occupy influential
            positions and face less social stigma. I decided to explore the unusual world of Power Moms, whom I defined as experienced
            female business executives with successful careers and children.
         

         
         I spoke to eighty-six such mothers from the previous generation and the present one. All have worked for sizable U.S. companies
            in a wide swath of industries such as food, media, technology, financial services, retail, cosmetics, management consulting,
            and advertising. They divulged heartfelt stories about their illustrious lives.
         

         
         My yearlong exploration of both generations helped me forgive my own shortcomings as a working mother. Their coping strategies
            at home and work offer useful guideposts to aspirational women everywhere—with or without offspring. Using their playbook,
            you can flourish both on and off the job.
         

         
         I discovered a profound cultural shift between the two waves of Power Moms. Amid greater societal acceptance of their dual roles as caregivers and business leaders, contemporary executive mothers pursue ambitious paths that were uncommon only a few decades ago. The risky entrepreneurial ventures launched by many illustrate this change. 

         
         Emboldened to pursue their lofty career goals more aggressively, the current crop of Power Moms manages work/life conflicts
            with far more aplomb and dexterity than I had expected. But I was disappointed to see that they often still lead stressful
            lives and haven’t completely overcome working-mother guilt. It’s a troublesome sign that America must further improve its
            treatment of employed parents.
         

         
         Baby boomers, who were born between 1946 and 1964, were the first wave of mothers to reach the higher echelons of American
            business. They usually concealed their parenting problems from colleagues because they felt pressured to leave their authentic
            selves at home. They often lacked female role models, rarely insisted that their spouses be hands-on parents, and enjoyed
            few family-friendly perquisites. Those trailblazer women were typically in their sixties when we chatted.
         

         
         I also interviewed twenty-seven adult daughters of boomers who shared gripping accounts about their tight though occasionally
            tense ties with their mothers. Their average age was about thirty years old. Some daughters vowed never to follow in Mom’s
            weary footsteps because she had toiled long hours and fought to defy her era’s constrictive social norms.
         

         
         Younger executives make up the second wave of Power Moms. Born between 1974 and 1985, they were under forty-five when I began
            meeting them in late 2018. Nearly two-thirds are GenXers; the rest are millennials.
         

         
         Second-wave women navigate working parenthood with less angst because they assertively bring their authentic selves to the office. They benefit from advanced technology, involved husbands, and more supportive employers. Thanks to gutsy breakthroughs by the initial cadre of executive mothers, a number of present ones held important management positions by the time they began their families. Their elite job status and financial resources give them greater control over their work schedules. And they can rely on a growing network of managerial moms like them. 

         
         In fact, a significant proportion of women in charge of major U.S. corporations have children. That’s true for 63 percent
            of the female chief executives at the biggest businesses, including the heads of General Motors, The Hershey Company, Ulta
            Beauty, and Best Buy. Those nineteen moms were among the thirty women steering companies in the S&P 500 index as of early
            March 2020, according to Catalyst, a nonprofit organization that conducts research about topics related to women.
         

         
         Executive mothers also thrive better at work and home now because the overall ranks of senior female leaders have grown. Women
            held 21 percent of executive suite positions in 2020, concluded a study by McKinsey & Company and Lean In, founded by Sheryl
            Sandberg, the chief operating officer of Facebook. The management consultancy and nonprofit group tracked women’s progress
            based on data from 317 U.S. and Canadian companies. They separately surveyed more than 40,000 employees about their workplace
            experiences. The percentage of women at the top rung of the corporate ladder was a marked increase from 17 percent just five
            years before.1

         
         By comparison, women accounted for only about 10 percent of corporate officers in Fortune 500 companies as of 1996, according
            to a Catalyst census. No comprehensive data exist about the prevalence of mothers in upper levels of business decades ago,
            however. In 2013, a majority of roughly twenty thousand members of the National Association for Female Executives reported
            having children, according to a survey by the professional group.
         

         
         Corie Barry epitomizes the way second-wave Power Moms reap career gains based on breakthroughs and sponsorship by the first wave. The mother of an eight-year-old daughter and twelve-year-old
            son turned forty-four the same week in April 2019 that Best Buy announced her imminent ascension to CEO.
         

         
         Barry had been one of three mothers on the top executive team at the electronics retailer. She had won her elevated status
            by progressing from an initial position of financial analyst two decades earlier. Barry had been promoted to finance chief
            in 2016. Her female predecessor actively sponsored her for the prestigious position.
         

         
         There’s another sharp distinction between present and previous generations of executive mothers: the contemporary cohort practices
            the new concept of “work/life sway.” They deliberately move back and forth between the professional and personal sides of
            their digital-centric lives, accepting inevitable and aggravating disruptions such as taking their youngsters to medical checkups
            during the workday.
         

         
         Such Power Moms view a job task interrupted by their children’s needs as a well-deserved work break. In other words, they
            go with the flow. Mothers who sway know when to say no. Nor do they hesitate to request help from their spouses and supervisors.
         

         
         Work/life sway is a far cry from work/life balance, an impossible ideal that boomers often pursued but never achieved. Creating
            balance assumes that we can simultaneously fulfill every demand of our separate spheres. It’s the equivalent of a shaky yoga
            pose.
         

         
         I first learned about work/life sway when I visited Vanessa Hallett, a GenXer who is the worldwide head of photographs at Phillips, a boutique auction house. The thirty-eight-year-old executive adorns the walls of her Manhattan skyscraper office with pictures of her two young sons and their colorful art projects. A pair of photo montages features bright red hearts. She grabbed a thick notebook to show me her detailed calendar of daily schedules for the boys and their nanny. 

         
         Late one afternoon several years ago, Hallett was busy working past 5:00 p.m. when she paused to watch her eleven-month-old
            elder son take his first steps at home via an instant video from the nanny. “My eyes teared,” she recalled. “I left work immediately
            and rushed home,” she continued.  “I still feel sad I missed the moment. But I try to look at the bigger picture.”
         

         
         For Hallett, the bigger picture means having a fulfilling career plus swaying for regular peeks at her boys’ activities—“everyday
            moments that allow me to feel more connected.”
         

         
         Certain second-wave mothers I met run a global work team from their master bedroom. Some order groceries online as they march
            into a business boardroom. Others escaped corporate America by forming their own business. Female entrepreneurs frequently
            devise family-friendly environments rather than expect mothers and fathers to work as if they weren’t parents, too. Unfortunately,
            that approach remains infrequent at companies led by men.
         

         
         Consider Katia Beauchamp, the CEO of Birchbox. The former bank analyst cofounded the online beauty business in 2010 right
            after completing her MBA at Harvard Business School. Every month, Birchbox sends subscribers a box of samples from cosmetics,
            skin care, and hair care brands. Customers can then buy full-sized items from the firm. By 2014, the start-up was valued at
            nearly $500 million.
         

         
         Creating a company “allowed me to think about building a culture that works for me and that I think can change things for other women, too,” the thirty-six-year-old entrepreneur told me during her third week back at Birchbox following the late-2018 birth of her fourth child. We talked in the sun-drenched conference room of its Manhattan headquarters. I noticed deep bags under her eyes, which she kept wiping wearily. 

         
         Moments before my arrival, Beauchamp had conducted a conference call as she pumped breast milk for her infant daughter in
            the headquarters nursery. She lacks a private office. The nursery, filled with a couch, fruit basket, flowers, and refrigerator,
            was being used regularly because mothers make up about 10 percent of Birchbox’s largely female U.S. workforce.
         

         
         Beauchamp insists that a woman’s career trajectory need not slow upon her return from maternity leave. “There’s kind of this
            implicit bias [that] once you are going to be a mom, you can’t handle as much,” she pointed out. “I just want Birchbox to
            have the ability to support you as a mom.”
         

         
         Among other things, Beauchamp requires extra training for Birchbox operational managers about how to “onboard” returning new
            mothers and fathers. “We allow you to come back to work on a very different schedule of your choice as you’re easing back
            in,” she explained. “We just make that work.”
         

         
         But like many start-ups, Birchbox subsequently hit a rough patch. An extensive layoff announced in January 2020 affected forty-four
            of the ninety-four staffers at its headquarters.
         

         
         The pioneering first wave of executive mothers faced different obstacles as they sought to radically reshape the U.S. business
            landscape. They battled sexist workplace practices, the gender pay gap, and stereotypes about female corporate leaders—an
            odd oxymoron at that point in U.S. history.
         

         
         About 30 percent of interviewed boomer moms are present or past chief executives of public companies. (Private companies aren’t required to publish data about their top officers.) I heard compelling career tales from Carol Bartz, the first woman to command Autodesk and Yahoo! I also interviewed Hershey Company CEO Michele Buck, DuPont’s former CEO Ellen Kullman, ITT’s retired CEO Denise Ramos, WW International CEO Mindy Grossman, and Betsy Holden, a former co-CEO of Kraft Foods (now The Kraft Heinz Company). 

         
         “Mine was the first generation to say, ‘We’re going to find a way to have both a career and a family,’” remembered Holden,
            who coled Kraft when it was the biggest U.S. food company. The problem was “finding the time to do it all.”
         

         
         A veteran of the consumer goods industry, Holden bore a son and daughter after she reached upper middle management at Kraft.
            The company makes popular items such as Jell-O and DiGiorno pizza. She became pregnant for the second time while a Kraft vice
            president of strategy and new products. “No one has ever done this [VP job] with two children,” her male boss said. In reality,
            no Kraft mother had ever done so.
         

         
         “How many children do you have?” Holden asked her boss.

         
         “Two,” he replied.

         
         So “someone has done this before with two kids,” she noted. A different senior executive elevated Holden to vice president
            of marketing two months before her daughter, Julie, arrived in June 1991. She was the first woman to land the powerful post
            at Kraft.
         

         
         At the time, Holden and a female colleague had recently organized an internal Working Moms Exchange Group, largely because
            they lacked higher-level role models within Kraft. “We talked about it being the sisterhood,” Holden recollected. As working
            mothers, “you weren’t alone in some of the things that you were going through.”
         

         
         Members of the unconventional support network met monthly to swap solutions to their common issues, such as unsuitable nannies.
            Holden led an entire session on spending quality time with your kids.
         

         
         She treasured memorable moments with her own progeny, which she sometimes arranged spontaneously. “Do you have to go to work today?” four-year-old Julie inquired one Friday morning in December 1995. Holden was president of Kraft’s cheese division and lived with her family in Winnetka, an affluent Chicago suburb. 

         
         The executive checked her calendar. No deadlines loomed. “You know, I don’t have to go to work today,” she told her delighted
            child. Mother and daughter spent the bitterly cold day in downtown Chicago, where they toured the children’s museum, dined
            out for lunch, and rode a Ferris wheel.
         

         
         Seeing her mom skip work just for her made Julie feel special. The adventurous day “meant a lot to her,” Holden said. She
            left Kraft in 2005 and is now a McKinsey & Company senior adviser.
         

         
         Younger working moms continue to bear a bigger burden of juggling job and Junior than do working dads due to the persistence
            of overall gender bias and employment discrimination known as the “motherhood penalty.” Despite women’s considerable gains
            in the workplace, “I’m nowhere near to doing a victory lap,” said Melanie Steinbach, the chief talent officer of McDonald’s
            at the time we spoke.  (She subsequently became its U.S. chief people officer and left in August 2020.)
         

         
         I chatted with the forty-four-year-old mother of two daughters in a windowless conference room at the Chicago headquarters
            of the big fast-food chain. In the same room several  months earlier, a male colleague had objected to Steinbach’s planned
            promotion of an expectant manager. He had suggested postponing the increased duties for the mother-to-be until her maternity
            leave ended.
         

         
         “We will promote her now,” Steinbach retorted, staring hard at the man. “Her pregnancy has nothing to do with it.”

         
         A panoply of work/family challenges confronts second-wave executive moms at home as well because social norms still hold mothers ultimately responsible for the domestic domain. The thirtysomething head of a high-tech start-up wished that her husband would share household chores such as preparing meals and washing clothes for them and their baby. “But he never thinks of initiating these things,” she complained. As a result, she would run a load of laundry rather than “tell him to do it and wait for him to do it.” 

         
         Not long after our interview, however, she stopped washing her husband’s dirty clothes. “Something needed to get off my plate,”
            she explained. That CEO and ten other second-wave executive mothers have experience leading a start-up or a publicly held
            company. Among the latter is Marissa Mayer, a former Yahoo! CEO.
         

         
         I spoke with almost every mother face-to-face, traveling to eight states from coast to coast. I often describe how they looked
            and reacted so you can imagine being in the room with me and fully appreciate their inspirational stories. Sixteen of those
            interviewed are women of color.
         

         
         Every executive has or had a husband except for two with male domestic partners and a third with a wife. Several divorced
            Power Moms raised their offspring alone. Some came from modest backgrounds, never envisioning themselves as future business
            leaders. Margaret Keane, the CEO of Synchrony Financial, the biggest U.S. issuer of store credit cards, certainly didn’t aim
            high during her youth.
         

         
         The mother of two was born into an Irish American family in 1959. Keane’s father worked as a New York City police officer.
            He and his wife raised their six kids near John F. Kennedy International Airport in Queens.
         

         
         “I used to see the planes go all the time, and I’d be like ‘Well, I want to go on a plane someday,’” Keane told me. We conversed in her expansive corner office at Synchrony headquarters in suburban Stamford, Connecticut. Following her first flight at age sixteen, she said, she had briefly yearned to become a stewardess “so I could fly around the world.” 

         
         Other women welcomed me into their homes and hearts. Ten executives cried or choked up while sharing certain intensely poignant
            moments. They turned tearful when recounting ugly quarrels with an estranged husband, spiteful treatment on the job, remorse
            over frequent business trips, or their youngster’s painful medical condition.
         

         
         Among the lachrymose was Inhi Cho Suh, a GenX mom. The then head of a multibillion-dollar software business for IBM shed tears
            while describing the sacrifices her mother had made for Suh’s career. “It’s a little bit emotional,” she said, grabbing a
            tissue to dab her eyes in her office in downtown San Francisco.
         

         
         The forty-four-year-old executive wore a fancy black dress and checked jacket that morning because she would address a major
            conference for women in technology hours later. A native of Seoul, South Korea, Suh moved to the United States at age five
            with her family. Her parents spoke no English, she recalled. “They only had a couple of bags and a little bit of cash.”
         

         
         Suh’s parents settled in Spartanburg, South Carolina, and eventually excelled as owners of small businesses. Her father opened
            a martial arts school. Her mother had to learn to sew before she could open a seamstress shop.
         

         
         Suh joined IBM as a marketing assistant in 1998. Moving up rapidly, she became the youngest ever vice president of the computing
            giant—at age thirty-two. In 2011, she considered leaving Durham, North Carolina, where she was working. She and her husband,
            a fellow IBM executive, wanted to accept attractive assignments at company headquarters in suburban New York.
         

         
         Suh worried about finding good child care for their toddler and infant sons because she lacked immediate family near the new locale. She called her parents for guidance. They promised to sell their businesses, come live with her family in Ridgefield, Connecticut, and spend several years caring for their grandsons. Repeating her mother’s rationale for this radical change made Suh cry. 

         
         “My sun is setting,” her mom told Suh in Korean. “Yours is rising.”

         
         Working mothers such as Suh’s affect their daughters’ career prospects, but they have no significant impact on their sons’
            employment, a large-scale study showed. The study, which was published in 2018, reflects two surveys covering more than a
            hundred thousand men and women in twenty-nine countries between 2002 and 2013. The researchers didn’t explain why the sons
            had failed to get career benefits but did find that those men held much more egalitarian gender attitudes than women with
            stay-at-home moms.
         

         
         Adult daughters of employed mothers are more likely to work themselves, hold supervisory responsibility, work more hours,
            and earn higher incomes than women whose mothers remained home full-time, the study showed. That’s especially the case for
            women raised by mothers with extensive education and higher-skilled jobs.2

         
         Our mothers influence us profoundly at every age. For women, the mother-daughter connection undoubtedly represents the most
            important human bond. We remain strongly linked throughout our lives. For instance, the portion of the brain that regulates
            emotions is more similar in mothers and daughters than in any other pairing of generations, according to a small study published
            in 2016.
         

         
         Yet relationships between first-wave executive moms and their grown daughters can become complicated and heated. The daughter
            sometimes resists her mother’s informal career coaching because she wants to succeed on her own terms—even though her Power
            Mom knows what it takes to succeed in business.
         

         
         That happened after twenty-two-year-old Melanie Herscher finished Smith College in spring 2014 with a mathematics degree. Her mother, Penny, was then the CEO of FirstRain, a business analytics company, and had chosen the same college major. Penny had previously been one of the first women to run a U.S. semiconductor business. 

         
         Melanie said that her mother had urged her to imitate her by obtaining an entry-level job in computer science. Penny opened
            doors for the new graduate through her contacts at high-tech companies.
         

         
         But only a handful of the 113 companies where Melanie applied gave her a phone interview, and those were firms where staffers
            knew her mom. None offered the young woman a job.
         

         
         “With every rejection, I felt like I was dying a bit inside,” Melanie recollected. “I had not lived up to expectations.” She
            stopped job hunting. She spent the late summer stretched out on her parents’ couch, “watching television and petting the dog.”
         

         
         Penny alerted her FirstRain colleagues about her daughter’s hard job search, and the company’s head of sales offered her a
            temporary internship. Melanie said the stint helped her “figure out what I wanted to do with the rest of my life.” She worked
            elsewhere before joining Snowflake, a data storage firm, as a data analyst in December 2016.
         

         
         Yet she doesn’t aspire to be a high-powered executive mother like Penny, who suffered multiple strokes during Melanie’s youth.
            “I watched how stressful it was for her to be that person. How much was on her shoulders. How much she had to give up,” Melanie
            said sadly.
         

         
         In subsequent chapters, you’ll receive insights from Power Moms about numerous issues that touch working women everywhere—whether it’s timing childbirth to minimize career disruptions or leveraging your parenting experiences to become a better boss. You’ll also hear how these moms handled difficult dilemmas such as heavy business travel, dual-career clashes, unequal domestic duties, and the high-tech demands of being “always on” in a nation that reveres overwork. I interweave their stories with my own. 

         
         Chapter 10, “Ditch Working-Mother Guilt,” describes ten highly creative ways to shed the working-mother guilt that both waves
            of executive mothers weathered. Their offspring and careers benefited greatly. The final chapter examines how several innovative
            U.S. companies serve working parents well—partly by changing men’s assumptions about their role. I also spell out the unfinished
            agenda for public-sector and private employers.
         

         
         I nevertheless remain optimistic, especially since the significant shift toward work/life sway dramatizes the strides achieved
            by Power Moms. Women in the second wave can sway because those in the first one reaped gains for themselves and their employers—as
            evidenced by studies showing that businesses with the most gender-diverse leadership generate higher profits.
         

         
         Here’s a breakdown of key differences between the waves:

         
         
            A First-Wave Power Mom Born Between 1946 and 1964:

            
               	Was often the only woman in upper management at her workplace.

               	Faced tremendous social pressure to be a hands-on mother while holding low parenting expectations for her spouse.

               	Usually didn’t tell male colleagues about her pregnancy difficulties, sick youngsters, or work/family conflicts in order to
                  conceal the chaos of motherhood.
               

               	Avoided requesting a reduced schedule because she wanted to be seen as fully committed to her career—in other words, one of
                  the guys.
               

               	Found it hard to leave the office at a reasonable hour due to a lack of sophisticated technology for easily wrapping up work from home later. 

               	Knew few executive mothers at other companies who could be role models.

               	Lacked employee benefits that promote coparenting, such as paid paternity leave and telecommuting.

            

         
         
            A Second-Wave Power Mom Born Between 1974 and 1985:

            
               	Is usually one of multiple women in upper management at her workplace.

               	Expects her spouse to coparent and share household duties.

               	Routinely discusses her work/family conflicts with male colleagues and feels proud to call her youngster’s child care provider
                  from the office.
               

               	Brings her authentic self to work in other ways—such as by choosing an employer that will accommodate her parenting needs.

               	Achieves work/life sway through technological advances that let her move back and forth seamlessly between home and job tasks.

               	Has a sizable external network of supportive executive mothers who also serve as her role models.

               	Enjoys senior male leaders’ endorsement of using perks such as paid parental leave, work-from-home arrangements, and flexible
                  hours.
               

            

            The dozens of executives I met belong to an economically privileged and well-educated group. Though they don’t represent every woman, I have singled out the high achievers for close scrutiny because they do represent important and influential players in the business world who set the standard for mothers’ future success at home and on the job. 

            
            I had anticipated that the affluence of Power Moms would allow them to deftly manage the conflicts between their work and
               family identities. The fact that many female executives still wrestle with these problems today reflects wider societal pressures
               affecting working moms in every kind of job. The tremendous stress caused by those pressures became evident during the coronavirus
               pandemic as many women struggled to work from home, educate their youngsters, and run their households. Those social pressures
               are the focus of the coming chapter. 
            

            
         
         
      
   
      
      
      
         
            1
Hard Work for Working Mothers

         
         At age twenty-five, I was committed to being “child free.”

         
         I enjoyed my prestigious position as one of the handful of female reporters for the Wall Street Journal. None of us had kids. I feared that bringing up a child would wreck my professional progress. I also refused to relinquish
            journalism for full-time motherhood. I couldn’t picture myself doing both.
         

         
         “Our society has failed to create easy ways for me to combine a family and a career,” I complained in a first-person essay
            that I wrote for the Journal’s editorial page about my predicament. Few employers encouraged flexible work arrangements, I noted. And “there are pitifully
            few adequate and inexpensive day care centers in the U.S.”1

         
         I penned those words in the late 1970s. Eventually I overcame my ambivalence about parenthood because I didn’t want to miss
            the uniquely female experience of giving birth and, with my husband, Mike, raising a family.
         

         
         Despite progress in the decades since I decided to have children, American working mothers in the twenty-first century still struggle harder than working fathers to balance their work and family roles. It’s not fair. Employed moms live in a nation with a deep tradition of personal responsibility for child rearing, persistent gender stereotypes, and scant institutional support for parents with paid jobs. 

         
         
            U.S. Moms at Work

            Toil outside the American home is nothing new for many low-wage women of color. By the 1880s, 35.4 percent of married black
               women participated in the labor force—irrespective of the presence of children—partly because black men faced such pervasive
               job bias, according to a 2019 analysis by the Economic Policy Institute, a nonprofit think tank. But “white women typically
               left the labor force after marriage.”2

            
            By 1920, African American women were about twice as likely to work as white women, the journalist Amy Westervelt noted in
               her 2018 book, Forget “Having It All”: How America Messed Up Motherhood—and How to Fix It.3

            
            The overall employment picture for U.S. women began to change during World War II. The mobilization of troops caused labor
               shortages when companies rushed to produce badly needed military supplies. The shortages assuaged widespread worries about
               employing women with youngsters under fourteen.
            

            
            Wartime mothers came to view paid work outside the home as their patriotic duty. However, employers willing to hire moms complained
               that they didn’t show up because they lacked someone to care for their kids. The upshot? “The U.S. government for the first,
               and still only time in history, saw fit to subsidize childcare for working mothers,” Westervelt wrote. “At its peak in July
               1944, the system boasted more than 3,000 centers looking after some 130,000 children.”4

            
            But after World War II ended, many middle-class white women faced social pressure to relinquish their jobs to returning soldiers. Their exodus caused a slump in the labor force participation of women, as I pointed out in my 2016 book, Earning It: Hard-Won Lessons from Trailblazing Women at the Top of the Business World.
            

            
            The presence of middle-class women in the workplace revived during the 1960s, thanks to the launch of the modern women’s movement,
               the introduction of the birth control pill, and landmark federal legislation outlawing sex bias on the job. The proportion
               of women with jobs or pursuing them exceeded 40 percent by 1966, a postwar high.5

            
            Economists estimate that a significant portion of the growth in work productivity between 1960 and 2008 reflected the removal
               of barriers that had prevented many white women from realizing their economic potential.6 Indeed, by the dawn of the twenty-first century, the United States boasted one of the highest labor force participation rates
               for women among major wealthy countries.
            

            
            Mothers came to occupy a more sizable presence in U.S. workplaces as well. About seven in ten women with children under eighteen
               years old have held jobs or sought work outside the home every year since 1994, the U.S. Bureau of Labor Statistics (BLS)
               reported. The 71.5 percent level reached in 2018 was the highest since 2000.
            

            
            Moms with white-collar positions have made even more impressive gains. In 2017, 47 percent of U.S. mothers held jobs in management,
               professional, and related occupations—far more than the 40 percent of fathers. That’s up from about 45 percent for moms and
               38 percent for dads four years earlier, BLS data show.
            

            
            Overall labor force participation by U.S. adults aged twenty-five to fifty-four, which had slipped for years, turned around
               between 2016 and 2018. Women in their late twenties and early thirties accounted for much of the recovery, the Wall Street Journal reported. “The recent expansion of parental benefits at many American companies may have helped to reverse the decline in female workforce participation.”7 The reversal followed a sixteen-year slide in the proportion of women in the labor force.
            

            
            However, the United States’ prominent international standing disappeared as nations elsewhere enlarged state-financed parental
               leave policies and child care programs. Countries such as Germany, Australia, and the United Kingdom overtook the United States,
               according to data compiled by the Organisation for Economic Co-operation and Development.
            

            
            Public intervention alleviates work/family conflicts for mothers outside the United States, the sociologist Caitlyn Collins
               noted in her 2019 book, Making Motherhood Work: How Women Manage Careers and Caregiving. The assistant professor of sociology at Washington University argued that U.S. working moms have a tougher time than their
               counterparts in any other developed nation, based on her conversations with 135 such women in the United States, Sweden, Germany,
               and Italy.
            

            
            The United States “has the least generous benefits, the lowest public commitment to caregiving, the greatest time squeeze
               on parents, the highest wage gap between employed men and women, and the highest maternal and child poverty rates,” Collins
               wrote.8 She blames the American ethos of private responsibility for raising children. Not until 1993, for example, did the United
               States enact a law requiring twelve weeks a year of unpaid family leave so parents could care for a newborn without fear of job loss.
            

            
            This sad state of affairs deeply troubles Lindsay Kaplan, a millennial executive mom who has advocated for better treatment of working parents. I met the thirty-four-year-old at the Manhattan clubhouse of Chief, a private network for powerful female leaders that she and Carolyn Childers founded. Besides its clubhouse, Chief offers speaker series, networking events, and career coaching sessions. 

            
            Childers is a former executive at Handy, a small provider of home-cleaning services. She and Kaplan signed up more than seven
               hundred members within six months of inaugurating Chief in January 2019.
            

            
            Kaplan had previously been a vice president of Casper Sleep, an online mattress seller. During more than four years with the
               start-up, she bore her son, Max, and watched Casper’s revenue soar to $350 million from nothing. She successfully fought for
               Casper to provide employees with parental leave and flexible schedules.
            

            
            “The number one thing I would like as a mother is for America to get its act together and to support working families,” she
               declared vehemently. She was seated in a tiny back room of Chief’s elegant, high-ceilinged clubhouse. At the time, about half
               of Chief members had children. Expanded government services such as comprehensive parental leave and heavily subsidized child care “will allow mothers to concentrate on being good parents and good employees,” she argued.
            

            
            The U.S. private sector also long ignored the needs of working mothers and fathers. That was the harsh reality during the
               1980s, when many boomer Power Moms started their families. As of 1988, only 2 percent of full-time women at U.S. companies
               with at least a hundred staffers could receive any paid maternity leave, the Bureau of Labor Statistics reported. And the
               proportion of men then eligible for some paid paternity leave at those businesses? A dismal 1 percent.
            

            
            That picture is brighter for parents from the GenX and millennial generations. About 27 percent of U.S. employers offered paid parental leave in 2019—up from 17 percent in 2016, according to surveys of human resource professionals by the Society for Human Resource Management. 

            
            In particular, more businesses recognize fathers’ critical contribution in caring for their newborns. About 30 percent of
               employers covered by the 2019 study provided paid paternity leave, a dramatic improvement from 21 percent in 2016. But new
               dads these days often hesitate to take their compensated time off, due to worries about career damage and social disapproval.
            

            
            Men who actively care for their children are teased and insulted at work more than so-called traditional fathers and men without
               children, concluded research published in 2013. The paper was based on two field studies of workplace mistreatment among middle-class
               employees.9 Active dads were considered to be less dedicated to their jobs. It’s the same misperception that frequently hurts working
               mothers.
            

            
            “Today, women and men both are more likely to ask their employers to do more for working parents than they did in the past,”
               said Shelley J. Correll, a professor of sociology and organizational behavior at Stanford University, in an interview. But
               “paternity leave usage won’t increase until we change our norms about what is acceptable for men and women to do.”
            

            
         
         
            The Motherhood Penalty

            Correll should know. A leading scholar on gender issues, she documented the “motherhood penalty”—the notion that women fare
               badly in employment decisions due to their parental status. Employers assume that “mothers are less committed to their jobs
               because of the competing demands about having children,” she said.
            

            
            As part of a groundbreaking 2007 study, Correll and two fellow researchers submitted 1,276 résumés and cover letters for pairs of fictitious applicants to 638 employers with real job vacancies over an eighteen-month period. Half of the equally qualified candidates were parents. Childless female applicants got 2.1 times as many employer callbacks as mothers did for entry-level and midlevel marketing and business jobs. 

            
            The study was “the first to provide causal evidence that mothers experience hiring discrimination,” Correll and her coauthors
               pointed out. They predicted that further investigation would reveal that mothers are held to a harsher standard on the job,
               such as when bosses decide to bestow raises.10

            
            Motherhood does exacerbate the gender pay gap. It’s an unfortunate consequence of how employers still perceive moms and the
               inadequate societal support for their disproportionate caregiving duties. This yawning economic divide has long symbolized
               American women’s slow progress at work. If present trends persist, women will have to wait until 2059 to achieve pay equality,
               according to a 2019 report from the Institute for Women’s Policy Research, a nonprofit think tank.
            

            
            The gap stirs strong emotions, and understandably so. In March 2019, the U.S. women’s soccer team sought equal pay for better
               work. The team sued the U.S. Soccer Federation, alleging that female players make less money than male peers despite their
               greater victories.
            

            
            Four months later, the women’s team won the World Cup. A deafening chant filled the stadium following its final victory in
               Lyons, France. “Equal pay! Equal pay!” thousands of fans shouted again and again. The gender discrimination lawsuit sought
               more than $66 million in damages. In May 2020, however, a federal judge gutted the team’s claim of pay bias. He said that
               the female players hadn’t provided sufficient evidence to take the issue to trial.
            

            
            Yet the extent of the motherhood pay gap has become clear. The earnings gulf between working moms and dads exceeds the disparity between all employed women and men, a 2019 analysis by the National Women’s Law Center found. Full-time female employees with at least one child under eighteen make sixty-nine cents for every dollar paid to fathers, the advocacy group reported. By comparison, all women working full-time are typically paid eighty cents for every dollar earned by their male counterparts. 

            
            The gap is even wider for women of color. Black women employed full-time typically make sixty-one cents for every dollar paid
               to white, non-Hispanic men. For Latinas, the figure is fifty-three cents.
            

            
            The arrival of a couple’s first baby doubles the pay gap between husbands and wives, the U.S. Census Bureau stated in a 2017
               working paper. The woman’s earnings fall at the time of a child’s birth. The gap keeps growing for the next five years, driven
               by her reduced income. Her pay doesn’t recover until their child reaches nine or ten years old, Census researchers stated.
               The paper didn’t discuss which factors depressed a mother’s earnings, such as a protracted maternity leave or part-time hours.
            

            
            Highly skilled white women with high earnings pay the highest price for parenthood. The finding emerged from a 2016 study
               tied to a national survey that followed the same women from youth through middle age.
            

            
            The well-paid women occupied largely professional or managerial positions. They received generous raises and promotion opportunities.
               “That meant bigger potential losses of raises while out of work for a protracted period after having a baby,” observed Paula
               England, a sociology professor at New York University and the study’s lead author, in an interview. Those mothers earned 10
               percent less per child than if they had remained child free, she and her three coauthors estimated.11

            
            Sumaiya Balbale, a young executive mom, told me that she had confronted a different type of motherhood pay penalty following the 2014 birth of her son, Zayn. She was working as a general manager for Quidsi, a unit of Amazon.com. She had amassed a sizable stash of stock options from the e-commerce giant. 

            
            You can use options to buy shares once they finish vesting years later. Balbale was dismayed when Amazon stopped giving vesting
               credit for her options during her four-month maternity leave. It didn’t explain why.
            

            
            The suspension upset her because she had worked so hard for the Amazon unit and so much of her compensation came from stock
               awards rather than cash. “Emotionally, it felt like a very imbalanced relationship—one where the business was happy to take
               but not give,” she recollected. “Practically speaking, the policy failed to provide compensation protection during parental
               leave,” she continued.  “The financial impact is significant, especially for mothers who tend to take more time off for paid
               parental leave than fathers.”
            

            
            When we spoke, the thirty-seven-year-old Balbale was the vice president of e-commerce, mobile, and digital marketing for Walmart
               in the United States. She soon quit the giant retailer, took a seat on the board of directors of Shake Shack, and began advising
               start-ups. In June 2020, she became the chief marketing officer of Sequoia Capital, a venture capital firm well known in Silicon Valley.
            

            
         
         
            The New Religion of “Workism”

            Additional social forces affect the lives of today’s employed mothers in different ways from their predecessors. The U.S.
               college-educated elite worships work as the centerpiece of personal identity. It’s a potent religion nicknamed “workism” by
               The Atlantic.12

            
            Harvard Business School professor and gender researcher Robin J. Ely agrees. “What holds women back at work is not some unique challenge of balancing the demands of work and family but rather a general problem of overwork that prevails in contemporary corporate culture,” concluded a 2020 Harvard Business Review article that she coauthored.13

            
            For too many women, this means that we’re expected to toil long hours and always be reachable long after the workday officially
               ends. In a stark sign of the generational fault line, younger executive mothers I interviewed frequently feel compelled to
               stay connected constantly to their high-powered jobs—especially when they command distant teams. About a dozen present-generation
               moms sleep close to their smartphones. One tucks her device under her pillow the night before she announces a new product.
            

            
            It’s no wonder that most working women with children feel glum about their chances for job success. Nearly three out of four
               employed moms “believe they get fewer career advancement opportunities than women who are not mothers,”14 a 2018 survey of 2,143 U.S. adults found. That’s because American culture “perpetuates the idea that mothers don’t work as
               hard as their peers or are incapable of managing family and work responsibilities.”
            

            
            An equally disturbing finding: the proportion of polled women who would fear telling their boss that they are pregnant nearly
               doubled to 21 percent from 12 percent in 2014.15 Bright Horizons Family Solutions, the largest U.S. provider of employer-sponsored child care, commissioned the surveys.
            

            
            Though Bright Horizons couldn’t explain the increase, the 2018 survey noted that “the motherhood penalty goes beyond their
               likelihood to be hired for jobs or receive equal pay.16 It’s a nearly invisible hurdle—moms are overlooked for career-advancing opportunities simply because they are mothers.” (I couldn’t find comparable data about what women with children in the 1970s and 1980s felt about their chances for job success.) 

            
            I had expected that life would be much easier for second-wave Power Moms such as Genevieve Roth, an entrepreneur and former
               magazine executive. They see numerous moms in managerial positions—role models that boomer mothers typically lacked. Yet that doesn’t always ease their qualms about having kids.
            

            
            Roth toiled alongside mothers at Glamour magazine between 2004 and 2009. What she witnessed then persuaded her never to have children. Every afternoon at 4:00, her
               colleagues grew anxious about leaving in time to collect their offspring before the child care center closed or their nanny’s
               shift ended. The then twentysomething journalist saw stress etched on her coworkers’ faces as they prepared to dash out the
               door.
            

            
            “It just looked like a backwards hustle. Like, what is fun about this?” Roth told me while sipping coffee at The Wing, a women’s
               coworking space in downtown Manhattan. “It wasn’t a version of motherhood that I wanted,” she recalled, running her hands
               repeatedly through her very short hair.
            

            
            In hindsight, she said in a subsequent email, she realized that those hardworking associates were doing their absolute best
               to parent and lead within a broader culture that didn’t always support working mothers.
            

            
            Roth later quit an executive position at Glamour to join Hillary Clinton’s unsuccessful presidential campaign. She changed her mind about motherhood after falling in love.
               Her romance with Jordan blossomed amid her 2017 launch of Invisible Hand, a social impact strategy and events agency whose
               clients include the Obama Foundation.
            

            
            Roth gave birth to their daughter, Frankie, in June 2018. She married Jordan thirteen
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