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HEATHER WYAT-
KAREN SKIVERS DRAKE

ANY WOMEN HAVE BEEN ATTRACTED to the teachip
profession over the years. Teaching in the higher educatio
_environment may, on face, have great appeal as an oppor
tunity m which faculty enjoy a high degree of autonomy in their work
and scheduling flexibility.

Those outside the faculty (e.g., students, citizens, even universiy
dministrators that have never worked in a tenure-track position) may
-eive faculty positions to be an ideal career path for those who seck
balance work and family. It is not always evident that the research

mmce demands of taculty positions coupled with teaching impost
a work week feqUiIing WC“ be
reserved for even;
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BALANCING WORK AND FAMILY IN HIGHER EDUCATIO
ATION

University of Baltimore Work/Life Balance Initiative, funded

]gh fhc R
) the ACE/Alfred P. Sloan Foundation (hereinafter referred

throt |
. grant fron

by a '
. §loan Survey). The best practices approach examines family

(0 aS the Ub . T
- ondly policies among a variety of U.S. colleges and universities that
Lave been recognized for family friendly policies, specifically parental
| bve: child-care, renure-clock stop, and active service-modified duties.

The UB §loan Survey was administered during the spring semester of

2010 to examine policies and perceptions of barriers that discourage
~tion of family friendly policies. The results of the study repre-

the utiliZ
respondents from four public universities in the United States.

sent 247
Respondents represented a variety of academic fields across ranks: 39

percent Were tenured, 24 percent were tenure-track, 24 percent were
full-time non-tenure track, and 14 percent were part-time adjuncts.
Through the examination of best practices combined with the results of
‘he UB Sloan Survey we contend that policies designed to eliminate or
Hinimize structural inequality will only be effective through supportive

organizational cultures.

THE STATUS OF WOMEN IN HIGHER EDUCATION

The number of women pursuing adva nced degrees has increased over the

past couple of decades. In 2005, 60 percent of graduate students were

women (Sotirin). Using data from the 1993 National Study of Postsec-
ondary Faculty, Martin Finkelstein, Robert Seal, and Jack Schuster found
that women have made substantial gains in acquiring faculty positions
across institutional types and program areas. Representing 41 percent
of the total new faculty cohort, women accounted for 47.9 percent of
New entries into research universities (an area of previous under-repre-
Se[.ltation) while the new entries of women in liberal arts colleges have
g(a)“::cztatistica] parity with their male counterpa.rt.s. Neve.rthel.e.ss,
(Wilsop, Zn(;()(:;f Pff)fe‘ssors are male at the most prestiglous umv:rsmc;z
by two oo ). Similarly, Il‘.lale‘pro.fessors outnumber female pro ersjzre
likely ¢ . ne at doctor:jnl institutions a1.1c.i female professm.'s af::' nore
(AAup). I, al:ir;is?m full-time faculty positions at .two-year institu

te . tion, underrepresentation persistsi




orcent of the life sciences in the lag
p .

and 14.8 percent of the full professor
only gets WOrse for the “hard sciences

Specifically, academic organizational
e evaluation criteria contain arbitrary
disadvantage women. This is not tog

ing given that the fields being male dominated i1s composed pri-
maril of 'male evaluators. The report has specific recommendations
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- .mbiecﬁve components that

universities, higher education organizations, scientific and profes-
onal societies, honorary societies, journals, federal funding agencies

o -,

dimndanons, federal enforcement agencies and Congress. Among
these, the most notable is for universities to “develop and implement
hiring, tenure and promotion policies that take into account the flex-
ibility that faculty need across the life course, allowing the integration

¥, work, and community responsibilities” (8).
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< find that only 35.5 percent of female faculty at privar
\\-ﬁh g 4 43.3 percent of those at public institutions are tenurede
m_;[’l'ﬂlf; AN ounterparts achieve tenure at a rate of 51.1 percent an(;
while ‘3 respectively Chronicle of Higher Education 2008b). There
_ that in recent years some universities have experienced a
e in tenure offers to women. For example, at Harvard University

S omen have declined since 2001 (Wilson 2004).

tfnure' \\

~oncern l

p0SILiONS; -ommunity colleges, or at “less de.tma.nding” four-year insti-
i+ is often framed as a voluntary choice in order to balance the
demands of work and family. This dichotomy between work and family
-stablishes the perception that motherhood 1s incompatible with tenure-
rack positions. It is possible to assume that some might consider the

demands of parenthood so pressing that there is a de facto non-negotiable

priority assigned to the family responsibilities in comparison to the work.

John Curtis asserts: “A part-time or non-tenure track position may al-

low some individual women to give more priority to their families, but
their having to make that choice is an indication of continuing structural
mequity in faculty careers™ (22).

Establishing work in a way that positions men’s lives as normal and
women’s as problematic places working mothers at a disadvantage.
Jmn Williams (2000) uses the term “ideal worker norm” to refer to
10bs structured around traditional family patterns in which men were

btead. winners with stay-at-home wives. The ideal worker norm has also

N arrangements are likely to disadvantage academi
“Productive time” for research and publication available
wives (Allison;
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we find that only 35.5 percent of female faculty at private

.nd 43.3 percent of those at public institutions are tenured
b

ont. respectively (Chronicle of Higher Education 2008b). There
o concern that in recent years some universities have experienced a
Jecline in -enure offers to women. For example, at Harvard University

¢ offers to women have declined since 2001 (Wilson 2004).
e problem 1s hat when academic mothers accept work in contingent

- < ‘ - ;
positions; community colleges, or at less demanding” four-year insti-

cutions 1t 18 often framed as a voluntary choice in order to balance the

demands of work and family. This dichotomy between work and family

«stablishes the perception that motherhood is incompatible with tenure-

rack positions. It is possible to assume that some might consider the
demands of parenthood so pressing that thereis a de facto non-negotiable
priority assigned to the family responsibilities in comparison to the work.
John Curtis asserts: “A part-time or non-tenure track position may al-
low some individual women to give more priority to their families, but
their having to make that choice is an indication of continuing structural
nequity in faculty careers” (22).

Establishing work in a way that positions men’s lives as normal and
Women’s as problematic places working mothers at a disadvantage.
Joan Williams (2000) uses the term “ideal worker norm” to refer to
0bs structured around traditional family patterns in which men were
ZreafiWinners with stay-at-home wives. The ideal worker norm has also
v:r:‘i‘:;a;erdfacademia. According to the American Associa.\tionfof Unli-
faculry m: rI;s)sors .(AAUP), tenure was b.ased Ofl .the premise of a m? e

er with a stay-at-home wife (Sotirin). Although teaching

wives (Allison;
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1ico still resting on women today, &
. er in the household, the Proces.
ied with children) at a disady,
tend to characterize the pyrg;,
n, while women perceive j; 5
ements of their persopg]

ee |
i rical studies. Using data from the 1998 National Study of
in recent empl

< 1 Faculty (NSOPF), Jerry Jacobs and Sarah Winslow foung
POSt- secondar}',tij: lclotryrelations between working 60 hours or more per
:[gek Z?lzt;):;;ication cate. Unfortunately, the study also revealed thar
married fathers were more likely to work more than 60 hours per week
ehan married mothers. Similarly, a study by Steven Stack demonstrated
%gstatistically significant negative relationship between publication rates
and women with preschool age children. Particularly disheartening is 2
study by Mary Ann Mason and Marc Goulden (2004a) that found that
having “early babies”—children less than six years of age within five years
of receiving a doctoral degree—had a negative impact on tenure rates for
women but not men. Men with early babies were 38 percent more likely
to receive tenure than women with early babies. Similarly, women who
either waitcd five years after the Ph.D. or did not have children at all
were more likely than women with early babies to receive tenure.

—
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[ feel that bhalancing the re_’sponsx:bdities as a mew professor and
other of three young children 1s almost smpossible at times_ |
know there are moments when one or botk suffer. [ don’t know
i there is an ansiwer to this dilemma. My dmvesion chair and the
Jean of the college of education are both mcredibly supportive
nd that belps sO much—I feel that the system swide support of
naternity leave, family leaves, etc. are not swell supported.

As early as 1974, the AAUP issued 2 statement “Leaves of Absence
tor Child-Bearing, Child-Rearing, and Famly Emergencies™ (cited in the
sgratement of Principles™) that called for flexabilicy in meeting career
and family obligations through reductions m workload or longer leaves
of absence without loss of professional status. Nevertheless, in 2001 the
AAUP found itself restating the importance of work-lite balance through a
“Statement of Principles on Family Responsibilines and Academic Work”
through its Committee on the Status of Women m the Academic Profes-
sion and its Subcommittee on Academic Work and Family. Included in
the principles are parental leave, tenure-clock stop, active service-modified
duties, and childcare.

Parental leave in the United States is typically mterpreted under the

Family Medical 1eave Act of 1993 (FMILA) thar requares up to twelve
weeks of



NA AND KAREN DRAKE

cer for the Education of Women (Cpy; "
1 Arbor (2008) found that unpaid leaye
At of the institutions within their

ble to demonstrafe the status of primary caregjye,
e . '
3255 institutions of higher education found that 2
| - (Sullivan, Hollenshead, and Smigh)
mate - d si
many employers mightinclude paid sick leavemnd
A1 A in their interpretation of paid m'a.ter f |
B v o short-term disability to account for paid leave. Iy
i _ersities offer full pay or par tial pay for one semester
the birth or adoption of 2 child, prumary Caregives

women if they were
Similarly, a study of

ity leave. Most universities

S stop is also included in the AAUP Statement of Principles
on Eamily Responsibilities and Academic Work.! The recommendations
ude stopping the tenure clock without taking a full leave of absence

including those first months of sleep deprivation as well as transitioning to
anew balance between work and family. Universities that offer tenure clock
stops typically offer one to two year exclusion off of the tenure clock. While

e i

iny universities directly tie tenure extensions to leave, it is important to
POmEOut that true tenure clock stops do not require a leave of absence.”

S —

278, Banceton was one of the first institutions of higher education 10

mh Tl

» —

mplent  one.yca tnure extension to female facaly members wh
e 1le on the tenure clock. In 1991, the policy was amended 10

- " g » W g »

soptions and extended to male faculty members who were able

re also twice a liol{eflpmnary caregiver (Valdata). Research univer
o ey Y to offer tenure clock extensions. According
7 Y the Center for the £y

-
"
, B - B
, - 157
' 8 )
R L ) < | I

ucation of Women (CEW) at th

d a tenur Cl (2008)9 922 percent of research um'
aradas o o 0P €Ompared to only half of the liber?
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» )rvice-mOdiﬁed duties (ASMD) represent the third principlein th
ive Se e Principles on Family Responsibilities and Academii
-omparison to a tenure clock stop, ASMD provides reduced
" oads with minimal to no pay cuts for faculty members whe
W caregivers for newborns or adopted children. According to
st dy (2008), 21 percent 9f the institutions within their sample
ered ASMD without a reduction in pay. Duke University has one of the
most genc

BALANCING WORK AND FAMILY IN HIGHER EDUCATIO
R EDUC N

A

rous policies by offering flexible arrangements for up to three

jears. The University of California Berkeley offers ASMD three months
orior and one year following birth or adoption.

Childcare is the final principle in the AAUP Statement of Principles on
Family Responsibilities and Academic Work. Some universities offer a
wide variety of support to defray cost and/or provide greater access to
neet child care needs. Campus based child care centers provide vari-
ous care services to students, faculty, and staff. The National Coalition
for Campus Children’s Centers reported that in 2001 there were 2,500
campus based child care centers.

Center services range from child care only, laboratory schools, or a
combination of both. Funding is typically provided directly through par-
ent fees, however, subsidies and in-kind donations may also be available.
stanford University offers one of the most generous child care benefits
by hosting on-site childcare through six programs and providing child-
“re grants ranging from $5,000-$20,000 for junior faculty members
Uasc.hik 2007). Nevertheless, the challenge for any employer that offers
UIsite child care is the long waiting lists. It is not that unusual for a
fac“lty member to be on a waiting list f rs in some universities.
AS a resuly e 1 .tWO i ' id

» Many universities partner with external service providers.

F
a:er ~Xample, Harvard offers childcare through affiliated centers that
Bl o endently owned and operated (“Report of the Taskforce”‘).
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e ,,rgzmmtirmal cultur‘cs. Procedural obstacles ofren b
g ¢ on the use of family friendly policies. For 2ve 2
o the procedure for requesting a tenure dea’npkw, dﬂ:
Lely 2 (aculty member will invoke the request. In addision. a“;
o ¢ 'mzkcrs Jre involved in the process the likelibood for deny: ore
§ecision creases. One respondent to the Up Sloan Survey szated- ying a

e mpac

nformal adjustments arc sometimes made but it depends on the
good wilk of the administrator entrusted with 2 particslar case.
Tenure clock stOps, parental leave beyond FMLA, or the provi-
sion of sctive-service modified duties granted on an individual
asis in closed meetings has the potential to result in arbrary
decisions and increases the risk of lawsuits by faculty membe '
who believe that they have not only been treated unfairdy, but
Jlso discriminated against on the basis of sex and/or famalial

The process for granting tenure clock stops varies among universi-
ties with formal policies in place, however, most universines require 2
written request by the faculty member or department chair to move
through the organizational hierarchy. For example, some umiversities
tequire approval from a promotion and tenure commitzee, the dean, and
the provost. Others (e.g. University of California) allow the reguest to
move directly to the Provost or Chancellor. The reluctance 1o use tentife
_d“k stops will persist as along as approval is required from chairs,
deans, and provosts. One solution is to adopt automanc tenure clock
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The 1997-2000 Master Agreement between N()rth'crn Michigan
University and the aniversity’s AAUP chu.ptc;- p.,-nv.ldcs that “th,
taking of [family] leave shall not <,)t'l‘1.cr\.,v|sc pr:'] Fndncc fUtL.'rc‘tcn-
ure or promotion consideration.’ St:)‘\:lnr.ly, | c.nnsylvam(tl :Statc
University’s policy providcs th.at a “staying of the Provisiona]
tenure period should not penalize or ad\./c‘rscly affect ic faculty
member in the tenure ceview.” In addition, the University of
Wisconsin policy provides that if “the faculty member has been
in probationary status for more than seven years, the faculty
member shall be evaluated as if he or she had been in probation-

ary status for seven years, not longer.” (AAUP)

Discriminatory stereotypes are also a barrier to the utilization of fam-
ily friendly policies. Women in the academe continue to be plagued by
ascribed reasons for success. The success of men is often perceived to be
the result of knowledge, skills, and ability while the success of women is
perceived to be the result of external factors such as “being in the right
place at the right time” or as recipients of preferential hiring policies.
M'ena}teoften extended opportunities in admissions, hiring, and promo-
tions b’afsed on their potential rather than past performance or experi-

ence while women with comparable credentials tend to be judged more
shly. Bernice Sandler points out,

“A man with two articles in press

|
|
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. iiae and imprm'ed teachine evaluat |
yities anc - uations (Toepell). |
. In ad-

| act
,lth ‘IL . , = 3 -
: _ale faculty members or temale faculey .
\\'h( 1 l“dl( 3 QUIF‘\ membEIS Wlth()ut

Jork from home there 1s an assumption that he or she is work.
. ing or doing other work-related activities. In contr

ng 0" _hers have noted a ditference in perception among t;:.t’
os when working from home prior to having children comparel;
g from home after the birth or adoption of a child—there is
umption that she is now engaged in childcare rather than work

Bias avoidance behavior typically results from discriminatory stereo-
and may be reinforced through organizational culture. Women

types
at having a child while on the tenure track will decrease

often assume th
their chances of tenure and promotion. Many women are reluctant to

ase family friendly policies available to them, particularly the tenure
Jdock stop, out of fear of reprimand—that some tenured professors
will hold them to a higher standard due to a perception that the new
nothers had more time, rather than less. to conduct research (Ward
and Wolf-Wendel). The majority (64 percent) of 247 respondents to
the UB Sloan Survey reported fear that they would be held to a higher
standard during tenure review if they took oxtended leave or invoked
a tenure clock stop. This is consistent with the study by Yoest and
Rhoads that found that utilization of famuly friendly policies drops
when women perceive a lack of support of such policies within their
departments. Others may be reluctant to take 1dvantage of the policies

available to them out of fear of resentment—ihat colleagues will view
‘ department. Then

ther - |
e are the faculty members who fear that they

l Al | »
*SS capable if they utilize family friendly policies.
han ten percent of the

othergil] and Kathryn Feltey found that less t

Lalifornia cproac | , :
facy] fia survey on work-life balance found th

‘Qlflm:tz ;?Spondems were reluctant to use ASM
e decisions (Frasch et al.).
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- of Oregon Was denied tenure but later received 3 monetar
Sl - y

: ]nivé‘f " - T , J
L hen an - ternal memo issued by the Provost stated that her

. mother were incompatible with her duties as a professor and

MMENDATIONS AND CONCLUSION
REC

e are limited In our ability to generalize the findings of the UB
Gloan SUrVey; ‘he results do lend support to previous research on family
}ricndly poliCiCS. Combined the studies provide sidencs of 3 need for
formal work-life balance policies to reduce discrimination in academia,

procedural fairness 10 €
ional culture that Supports faculty members who choose to utilize such

policies. Academic mothers at institutions without formal family friendly

policies should work to form coalitions of support through faculty govern-
ing structures (€.8., faculty-senate, special committees) and professional
setworks (e.g., American Association of University Women, Motherhood
ntiative for Research and Community Involvement) to raise awareness
and eliminate practices that discriminate against academic mothers.
Academic mothers at institutions in the nascent stages of policy develop-
ment should also raise awareness about discriminatory stereotypes and
structural inequality by sharing existing research and expanding their
own research agenda to promote equality. In addition, they should assess
the rank and status of academic mothers within their own institution.
Academic mothers at institutions with formal family friendly policies
should .h?ld leadership accountable for the utilization and effectiveness of

While W

he application of those policies, and an organiza-

chai ‘
irs, dean |
- deans, the Provost, and the University President on the procedures

for fae
| a Ul . ' vq e s o .
om cul ty members to utilize the various policies. Promotion and tenure

 tenure and promotion decisions. University leadership

L.  ..., l‘be' held accountable through performance mea

- "amily friendly policies by faculty members wh
®Kauatie. . > deve loping annual policy performa
ation and utilization; and tracking the care
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s who have atilized family friendly policies. U]timately
¢ from leadership 1S Hecessary with an understanding that faculty

suppo!

)gagement is miss10on critical to attract, retain and encourage the heg
engagen

work from the faculty. Family friendly
mothers in terms of loyalty, desire t(? P
be effective ambassadors of the 1nstitu

+he outside world in general.

faculty member

policies are essential to academic
articipate, productivity, ability ¢,
rions to colleagues, students, and

| IThe AAUP language for the tenure clock stop 18 available at: <http://www;

afaup...org/AAUP/pubsres/policydocs/contents/workfam-stmt.htm>.
2Model policies for tenure clock stop are available at the University of
California at Berkeley, Duke, Harvard, Northwestern, Princeton, and
Stanford.

sVoluntarily” is in quotes because the reluctance to apply for such posi-
tions in the first place as a result of competing demands represents the
problem of structural inequality addressed in previous pages.

Allison, J..E. “Composing a Life in Twenty-First Century Academe: Reflec
tions on a Mother’s Challenge.” NWSA Journal 19.3 (2008): 23-46.
' nel ican Association of University Professors (AAUP). “Statement of
.'“Biples:on Family Responsibilities and Academic Work.” May 2001.
“? ’Ved September 15,2006 from: <http://www.aaup.org/ AAUP/pub-
s po icydocs/contents/workfam-stmt.htms.

% *' for Excellence: Creating Flexibility in Tenure-Track Faculty
’ g erican Council on Education, Office of Women in Highe!
tduca : on, 2005.
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