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ABSTRACT
TOWARD AN INTEGRATED FAMILY-EMPLOYMENT MANAGEMENT
THEORY: A QUALITATIVE ANALYSIS OF FEMALE FACULTY MEMBERS
WORKING IN HIGHER EDUCATION INSTITUTIONS
By

Karla M. Damiano Teixeira

The interface and transactions between the roles individuals need to perform in
their family and employment environments are a source of both positive and negative
stressors for women, their employers, and family members. The purpose of this study was
to examine how female faculty members in different age groups manage the
employment-family interface. The Family and Job Environments Transactions Model
(FJET Model) is presentéd and its usefulness was tested. In this model, female faculty
member is the organism of analysis as a source of inputs to and linkage between the
family and employment environments. This model helped in the analysis of the
transactions between the organism’s environments and their effects on the organism’s
management processes and stresses.

The study was cross-sectional in nature, and its context was female faculty
members working in three types of higher education institutions in Michigan: small-,
medium-, and large-sized institutions. They represented two age cohorts (39 years old or
less, and 40 years old or more). A two-stage approach was employed in the process of
data collection, and interviews were used during both of these stages. During Phase 1,
individual qualitative interviews with six female faculty members working at each

selected institution were conducted to gain an in-depth understanding of female faculty
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members’ perspectives on the management of different and conflicting roles. During the
time of the interviews, participants answered a questionnaire containing demographic
information. In Phase 2, the researcher interviewed two female administrators of each
selected institution to help in the understanding of the sources of support at each campus.
It also helped in the triangulation of the data.

The findings of this study support the idea that female faculty members’ current
employment-household stress management is influenced by past decisions. In addition,
the complexity of their family and employment careers positively and negatively
influences their lives. Female faculty members tend to rely on the immediacy of their
environments as sources of help, and they do not seek formal networks of support.
Results of this study indicated that female administrators were aware of the problems
female faculty members face in the workplace, at home, or when managing both sides of
their life. As for the programs offered by the institutions, all of the interviewees were
proud of the existing programs and how helpful they are for faculty in general or for
female faculty member in particular. The integration of different theories in the FJET
Model helped in the understanding of how female faculty members manage different and

conflicting demands.
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Chapter I

Introduction and Statement of the Problem

This chapter introduces the intent of this study. The objectives and research

questions are presented, as well as a discussion of the significance of the study.

Introduction

More women are employed than ever before, and they are faced with the
problems of juggling their employment and family/household roles, making their
personal, family/household and paid work goals compatible, and finding respect and
opportunities in their employment. A significant proportion of these women are wives
and mothers whose employed status demands an essential change in their pattern of
activities, obligations, and responsibilities (Nichols, Wanamaker, & Deringer, 1995).
This transformation of women’s roles creates stress (positive and negative) at their work
sites, for their families, and perhaps most acutely, for the women involved who have to
manage both sides of their lives. This requires a continuous need to assess and alter the
balance among the many roles women play. Although men and women are both
vulnerable to stress when they are employed and have household responsibility, women
are at greater risk because they perform the bulk of household tasks (Ferber, O’Farrel, &
Allen, 1991). Family life has been found to have a significant influence on employment
behavior, particularly for women.

The goal of this study was to use an ecological perspective, rooted in the notion of

the organism-environment transactions and the distribution of inputs, to better understand
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how women who are faculty members in higher education institutions in Michigan
manage both sides of their lives. This is different from traditional studies in the field of
family ecology because the woman, not the family, is being considered as the organism
of analysis. With this perspective, a woman is the source of inputs to her systems, the
manager of her transactions with her environments and the related stresses associated
with accomplishing different goals in her life. Female faculty members were chosen as
the unit of analysis to develop an understanding of the dynamics of a particular
profession, rather than to survey several occupations. It is hoped that this study will be
extended to other occupations and other societies in the future.

Since it is known that the complexities of employment complicate the
management process at home, female faculty members working in three different kinds
of higher education institutions were studied: a large-sized institution, which has the
triadic missions of education, research and outreach; a medium-sized institution, in which
some research is developed, although the main focus is on education; and a small-sized
institution, in which the mission is primarily education. While the demands of a particular
employment position may have an influence on what female faculty members carry back
to their homes, there may be some differences in the way those working in different kinds
of higher education institutions manage their lives. For example, the age of a worker may
have an influence on a woman’s management process. Therefore, two age cohorts were
studied: 39 years old or less, and 40 years old or more. To achieve the goals of this
study, a qualitative design was employed. Interviews with female faculty members and
the use of a questionnaire containing demographic information (Phase 1), and interviews

with female administrators (Phase 2) were conducted.



Statement of the Problem

This study intended to respond to two gaps found in previous studies. First, the
literature on employed women focuses on how the families—regardless of household
arrangement—find themselves faced with special circumstances, mainly when their lives
have to accommodate different situations (e.g., employment, family/household, personal,
and community demands). Most approaches developed to study this issue have
investigated either how employment life affects family life (Carlson, Derr, & Wadsworth,
2003; Small & Riley 1990; Repetti 1994), or conversely, how family life affects
employment life (Voydanoff & Donnelly, 1999). There have been some attempts to
connect them, such as the works developed by Bowen and Pittman (1995), Frone,
Russell, and Cooper (1992), Frone, Yardley, and Markel (1997), and Voydanoff (2002),
but no attempts have been found to develop an ecological model to study the
employment-family interface. The ecological approach is very useful for helping
professionals gain an understanding of the complex and changing nature of the family-
employment transactional processes that occur over time. For this reason, a model that
provides an ecological view of the employment-family interface, as well as of the
management and transaction processes that occur when the organism has to balance the
demands and goals of both environments, may help in better understanding this interface.

The second gap is related to the focus of current studies on the employment-
family interface. Most of the studies on the employment-family interface have focused on
the conflict issue—family-to-employment conflict or employment-to-family conflict. Due
to the dominance of the conflict perspective, few studies have attempted to understand

not only the conflict or negative stresses, but also the positive outcomes of this interface.
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This study seeks to understand ecologically the positive and negative outcomes of the
employment-household management. The analyses provide information on
family/household and employment dynamics, on management processes, and on the
transactions occurring between and among female employees and their environments.
The findings derived from this study are intended to contribute to the
understanding of how female faculty members link family/household and employment
environments, as well as how the transactions between the organisms’ environments
affect the organisms’ management processes and stresses. A related goal of this study is
to help lay the groundwork for the development of more standardized and definitive

sample surveys of employment-family interfaces.

Objectives

The overall purpose of this study was to develop and evaluate a model for the
study of female faculty members as the organism of analysis—as a source of inputs to
and linkage between the family/household and employment environments—and to learn
how the transactions between the organism and her environments have affected the
organism’s management of her employment-household demands. An analysis of the
usefulness of this model was done by achieving the following specific objectives of this
study:

1. Investigate how the personal histories of management experiences of women
with their employment-family interfaces have affected their current management of the

employment-household demands.
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2. Investigate how the complexity of women’s careers in their family/household
and employment environments affects their management of employment-household
demands.

3. Investigate the effects on female faculty members of sources of help and stress
in their management of employment-household demands.

4. Examine how female administrators of institutions of higher education perceive
female faculty members’ management of employment-household demands.

5. Develop and evaluate a theory with a complementary conceptual model as a

support for these inquiries in an integrated manner.

Research Questions

At the outset of this study the following question was asked: How do female
faculty members manage the stresses inherent in their ecosystems brought on by the need
to accomplish different goals in their lives? The following questions were used to guide
the interviews in the study:

1. How have the personal histories of management experiences of women with
their employment-family interface contributed to the complexity of their current
employment-household management?

2. How does the complexity of women’s careers in their family/household and
employment environments affect their management of employment-household demands?

3. What are the effects on female faculty members of sources of help and stress in

their management of employment-household demands?



4. How do female administrators of institutions of higher education perceive
female faculty member’s management of employment-household demands?

5. Does the new theory with a complementary conceptual model act as a support
for these inquiries in an integrated manner?

Hopefully, the answers to these questions will provide support for understanding
how female faculty members’ family/household life demands accommodate their
employment demands, how their employment life accommodates their family/household
demands, and what their feelings are regarding life management. These questions also
helped to gain insights into the attitudes of female administrators of higher education

institutions concerning female faculty members’ issues.

Significance of the Study

This study does not examine a broad sampling of occupations nor every facet of
life for females and their interfaces between their families and their employment as
faculty members in the academy. However, it was important to initiate this study for
several reasons.

The model proposed in this study attempts to connect the works developed by
Bubolz and Sontag (1993), Deacon and Firebaugh (1988), and the theory of social
exchange (Nye, 1979). To integrate these approaches, the Bates and Harvey model
(1975) was used. The model proposed addresses how the systems interface may disturb
or enhance employed women and their family/household lives. The aim of the new model
is to provide the necessary tools for understanding the complexities of the transactions

between the family/household and the employment environments, but with the woman,
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1 not the family, as the organism of analysis. It is also important to acknowledge that
- external roles of family/household members affect the process of throughput, and are
extreme importance to the understanding of family/household functioning. Its strength
s in the attempt to analyze, in the same model, the two-way interface between
nily/household and employment environments, since it is not possible to manage one
e of life in isolation from the other. Although in this study the proposed model focuses
the woman as the organism of analysis, it can be used to study any individual who
ks systems, making it possible to change the organism of analysis according to the goal
the research, i.e.,, children linking family/household and the school systems, and
litary personnel linking the military and the family/household sides of their lives.
Human ecologists need to understand the complexities of this issue in order to
prove programs designed to assist human relations professionals and policy developers
well as neighbors, friends, and relatives as they try to help families reconcile the many
essors and contradictions in this increasingly complex family-economy-society
bsystem. At the same time, it is also important to help families take advantage of
portunities to increase the quality of their lives. More work needs to be done to learn
w to help women and their family/household members manage the inputs, waste
iman and non-human), and opportunities in their lives, along with their accompanying
esses. According to Keefe (1994), this means helping families and employers to
rieve their goals, while at the same time providing for their health and maintenance.
For those university administrators concerned with faculty members’ issues, this
dy is important because it gives insights into how human service professionals can

|p families and their members balance their different activities in order to achieve more
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employment productivity and a better quality of family/household and personal life. This
is especially important because females make up 31% of all faculty members at doctoral
level institutions in the United States, and this percentage is increasing (AAUP, 2002).
Also, the characteristics of female faculty members’ employment-family interfaces may

be similar to other employees either in the same or in different occupations.
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Chapter 11

Review of Literature

The review of literature is organized into three sections. The first section
discusses the employment-family interface and employment-household management,
with an emphasis on the measurement of the employment-family interface, and on studies
related to the positive and negative outcomes of this linkage. The second section reviews
studies in human and family development. The third section includes selected studies
about academic life, with an emphasis on faculty appointments and issues faced by

women working in academia.

Employment-Family Interface and Employment-Household Management

Understanding how individuals and families balance employment and family lives
has been a topic of heightened interest in recent years, mainly because of the increasing
number of female employees, and because of men’s declining wages (Perry-Jenkins,
Repetti, & Crouter, 2000; Rowland, Dodder, & Nickols, 1985). Most of the studies on
life management have been focused on the predictors of household task allocations, such
as cultural norms and beliefs, relative earnings of husbands and wives (Coltrane, 2000,
Lavee & Katz, 2002), and the presence and/or number of young children in dual-earner
families (Ehrenberg, Gearing-Small, Hunter, & Small, 2001; Voydanoff & Donnelly,
1999).

At the same time, most of these studies in life management have investigated the

impact of either employment pressures or family pressures on employment-family
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conflict. Some studies have looked at the joint effects of specific employment and family
pressures, but few studies have attempted to understand not only the negative stresses that

result from this interface, but also the positive ones.

The Measurement of the Employment-Family Interface

The employment-family interface is generally measured empirically (Tolbert,
Valcour, & Marler, 2002). For example, Grennhaus and Beutell (1985) established that
there are three dimensions to this conflict, which are: strain-based (i.e., psychological
demands in one domain that affect an individual’s ability to perform their roles in the
other domain), time-based (i.e., competing demands on an individual’s time), and
behavior-based (i.e., transfer of behaviors and values from one arena that are
incompatible with expected behaviors and values of the other). When categorizing
studies according to these dimensions, most researchers have been interested in
investigating role strain, which refers to the fact that there are more costs than benefits
associated with managing multiple roles. In other words, the more positions a person
acquires and the more roles in which he or she is expected to engage, the more complex it
becomes to meet the responsibility of each role (Kossek, Raymond, & DeMarr, 1999,
Rodgers, 1998). When talking about the management of multiple roles, there are two
sides to the debate. One side contends that there is role conflict or role strain, which leads
to stressful lives, while the other side argues that there are benefits to having multiple
roles.

In another approach to the study of the employment-family interface, Gutek,

Searle, and Klepa (1991) distinguished between two types of employment-family conflict

10
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on the basis of what causes them. Employment-family conflict may result from
employment demands interfering with family demands (e.g., working long hours may
prevent adequate performance of one's family responsibilities), or from family demands
interfering with employment responsibilities (e.g., a child's illness may prevent
attendance at work).

There is no widely used measurement of the employment-family interface. The
measurement methods focus either on the employment-to-family conflict, or on the
family to employment conflict. Recently, a distinguished panel of employment-family
researchers has been discussing the current state of measurement of employment-family
conflict. This discussion is based on a deductive fashion, and on the research literature

(MacDermid, 2000), though no results from new analyses have been published yet.

Positive Outcomes of the Employment-Family Interface

With multiple-role conflict, Greenhaus and Beutell (1985) suggested that high
levels of role involvement will lead to employment-family conflict because considerable
time and effort will be devoted to a single role, making it physically impossible, or at
least difficult, to respond to the demands of other roles. Past studies have indicated that
although the demands of multiple roles have an impact on an individual’s quality of life
by increasing stress levels and compromising physical health (Erickson & Ritter, 2001,
Weigel, Weigel, Berger, Cook, & DelCampo, 1995), they also bring rewards such as
more power in a relationship, higher self-esteem, higher levels of consumption, and an
increase in human and family capital (Hyde & Kling, 2001). Positive spillover between

employment and family has been largely overlooked in empirical research, regardless of

11
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consistent evidence indicating that most employed adults believe that the benefits of
combining employment and family outweigh the burdens or strains (Grzywacz, Almeida,
& McDonald, 2002). Moreover, the accumulation of experiences, skills, and personal
knowledge over time would encourage greater integration of employment and family
lives by employees (Greenhaus & Callanan, 1994).

Several studies have indicated that some employment and/or family variables
mediate or moderate the relationships between employment and family lives. It was
found that family relationships influence mothers' weekly hours of employment. Married
mothers appear to be more able to call on the earnings of their partners to reduce their
work hours than mothers in other household situations (Abroms & Goldscheider, 2002).
Congruent with this rationale, Bokemeier, Lorentzen, and Morash (1996) found that the
amount of employment interference people sense in their personal and family lives
depends on demands placed on them and on their type of employment. Individuals with
the highest incomes and the highest educational achievements have fewer problems with
employment interfering in personal and family lives because they are able to control the
events of their lives outside of employment. Also, it was found that marital status at least
partially determines the degree of caregiving responsibilities. For example, a single
parent will have more demands at home than a parent with a partner.

In their study of the employment and family characteristics that influence human
development, Grzywacz and Marks (2000) used Bronfenbrenner’s ecological model to
study a large national sample of employed adults. They found that employment and
family features that facilitated development (e.g., family support) were related to less

negative and more positive spillover between employment and family. On the contrary,
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employment and family difficulties (e.g., job pressure, family disagreements) were
associated with more negative spillover and less positive spillover between employment
and family lives. The researchers suggested that a more complete understanding of the
employment-family interface requires consideration of the reciprocal interactions
between positive and negative characteristics of this linkage.

As might be expected, findings from a study of employed mothers with preschool
children showed that the workplace has a substantial effect on balancing employment and
family responsibilities. The managerial culture of a business, support in the employment
environment, and the family-oriented benefits offered have an effect on the levels of
strain experienced by employed women (Warren & Johnson, 1995). In addition,
employed women with control over their employment activities experience significantly
greater psychological well-being than women with low employment control as well as
homemakers. Low levels of control at paid work also have a negative effect on the well-
being of women with greater family demands (Lennon & Rosenfield, 1992).

Other researchers have found that the negative mental-health effects of childcare
burden on employed mothers are compensated by having challenging employment, and
the relationship between length of shift and incidence of job turnover is mediated by
marital status and the number of children living at home (Barnett & Brennan, 1998,
Barnett, Marshall, & Sayer, 1992; Kossek & Ozeki, 1998). Moreover, married mothers
were more able to call on their partners’ income to decrease their employment hours than
mothers in other household situations (Abroms & Goldscheider, 2002).

In the case of employed men and women equally sharing family roles, Sekaran

(1989) found that at least two positive outcomes are likely to occur: (a) communication
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and interactions between the spouses increase, enhancing their marital happiness; and (b)
the job satisfaction of women tends to increase since they can now devote more of their
flexible time to employment-related activities in a stress-free manner. Satisfaction with
the division of household tasks also has the greatest influence on life management
(Stevens, Kiger, & Riley, 2001).

In a study of 6,541 IBM employees about the influence of perceived flexibility in
the timing and location of paid work on employment-family balance, the researchers
found that perceived flexibility is related to positive outcomes from personal, family, and
employment perspectives (Hill, Hawkins, Ferris, & Weitzman, 2001). As a consequence,
perceived flexibility allows more employees to have employment-family balance, and
also enables workers to work longer hours before impacting the management of multiple
roles. Results from a study developed by Orrange (1999) showed that couples did not
experience the same set of demands associated with life management over time. On the
contrary, the demands were lowest during the initial phases of a relationship and
increased with the arrival of children. When children became adults and began leaving

home, those demands were lower again.

Negative Outcomes of the Employment-Family Interface

Results from different studies indicated that the employment-family tension was
affected by a variety of factors: the age of the youngest child in the family; whether the
working parent had full-time employment; marital status; financial security; and the types
of childcare used while the respondent was at the employment site (Alexandrov, 2001,

Galinsky, Bond, & Friedman, 1996; Lero & Johnson, 1994; MacBride-King, 1990).
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Other studies suggested that there is a relationship between gender (Canary, Stafford, &
Semic, 2002) and life-cycle stage (Higgins, Duxbury, & Lee, 1994) on the employee’s
ability to balance employment and family responsibilities. Gender was found to be a
direct predictor of employment-family conflict, and sometimes also acted as a moderator
of conflict; i.e., how the conflict was perceived, how it was manifested, and what coping
skills were required. In addition, the presence, number of children or both in a worker’s
family was one of the indicators of a woman’s satisfaction with the employment-family
management (Sastry, 1999).

Results from a study developed in Canada showed that women (particularly
mothers) were very susceptible to employment-family conflict. In other words, employed
mothers experienced more overload, interference from employment to family, and
interference from family to employment than did men. Women experienced more
problems because their employment and family demands were higher than men’s
demands (Duxbury, Higgins, & Lee, 1994). Supporting this idea, Foley and Powell
(1997) indicated that for employed women, the family role interfered with the
employment role more than the employment role was allowed to intrude into the family
role; for men, the opposite was true. Gutek et al. (1991) also indicated that women
reported more employment influence in family life than men, despite spending the same
number of hours in paid work as men.

In a cross-sectional study to determine whether employment and family domains
were asymmetrically permeable, Eagle, Miles, and Icenogle (1997) found that family

boundaries were more permeable than employment boundaries; i.e., that demands of the
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employment role were more likely to occupy one's family role than vice versa. According
to this study, no gender differences were found in the pattern of asymmetry.

According to the life-cycle stage, it was found that the simultaneous aging
(development) of the employees and their family members also appeared to contribute to
a stable trajectory of negative spillover between employment and family that did not
decrease until after midlife, and was not limited to employees with young children
(Grzywacz et al., 2002; Han & Moen, 1999). Many studies have shown that traditionally,
women also are the main caregivers for parents in need of assistance (Brody, 1990;
Quinn, 2001; Rix, 2001). Employed women caring for elderly parents generally have
children at home, and the demands of their various roles compete for their time and
energy (Singleton, 2000). Employed caregivers report more absenteeism, more
distractions at work, more physical, mental or both health problems, and a greater loss of
career advancement and opportunity (Scharlach & Boyd, 1989; Scharlach, Lowe, &
Schneider, 1991).

Elovainio and Kiviméki (2001) found that role stressors were related to role
ambiguity, which, in turn, was related to strain. Many researchers interested on the role
strain studied female employees with children (1996; Stanfield, 1998, Tingey, Kiger, &
Riley). These studies indicated that there were two types of role strains: strains caused by
the expectations of the career, and strains caused by the expectations of being a
wife/mother (Rain, 1996). These two sets of role expectations overlapped, and it was the
overlap that caused the strain felt by the wife/mother. For example, in a study of 129
married, employed women with at least one preschool-aged child, Erdwins, Buffardi,

Casper, and O'Brien (2001) found that employment and family support were particularly
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influential in reducing strain. In addition, satisfaction with childcare was related to
significantly less anxiety about being separated from young children. Tingey et al. (1996)
also found that a partner's employment-family spillover and dissatisfaction with childcare
arrangements were related to an employed mother’s perception of stress when performing
multiple roles.

Supporting this idea, Fredriksen-Golsen and Scharlach (2001) studied a national
sample of employed parents to examine employment-family conflict. Using a multi-
dimensional model that included family-related and employment-related demands, and
family, occupational, and social support resources, it was found that having children
under the age of 6 years, more demanding employment, less acceptable childcare
arrangements, and less employment support were directly related to higher levels of role
strain. Moreover, employment and family resources were not found to have greater
benefit for employees with more demanding employment and family lives than for those
with less demanding situations. Westman (2001) also found that stress caused by
employment demands was transmitted to an employee’s partner, affecting the partner’s
psychological and physical health.

According to the results of a study about the role processes of a voluntary
organization, Valcour (2001) found that role ambiguity and role conflict resulted from the
fact that individuals were engaged in multiple roles with conflicting role expectations.
Therefore, they experienced difficulty in integrating these expectations and in switching
between roles.

Scholars of the life course, including those who focus on employment careers or

family processes, have been interested in how individuals assess multiple role trajectories
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over time. Merola and Moen (2000) found that life-cycle stage is the most important
predictor of leisure time, but in ways that are conditioned by gender as well as presence
and age of children. Married women with children have less leisure time, even though
they tend to work fewer hours than married men with children in the home. Moreover,
married men and women in their 20s and 30s without children tend to have more leisure
time than older workers without children.

Recent research on the employment-family interface identified the role of self-
employment and flexibility on paid work attitudes and domestic division of labor
(Hundley, 2001). Other studies were concerned with how employment-life policies and
practices were associated with an employee’s attitudes and behavior (Orthner & Pittman,
1986; Roehling, Roehling, & Moen, 2001; Tausig & Fenwick, 2001). Results from a
recent study (Townsend, 2002) found that commitment to career was predicted by the
employees’ life stage. For instance, highly committed couples were much more likely
than others to be in the “young childless life” stage or the "empty nest" stage. Women in
these stages rated their career success significantly higher than other groups, but also
revealed the widest gap between actual- and preferred-paid work hours, and the lowest
self-rated success in balancing employment and family demands.

In a study about the determinants of men's gender-role orientation, Smith and
Beaujot (1999) found that for most men, in spite of changes in gender roles, gender
remained a very salient organizing construct in the definition of roles both within and
outside of families. The “traditionalism of attitudes and beliefs about appropriate gender
roles, family forms, and religious participation is strongly associated with having a

traditional employment-family strategy for both sexes” (Becker & Williams, 1999, p. 4).
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Results of another study developed by Sanchez and Kane (1999) also found that
assumptions about roles within marriage and issues of equity or equality were crucial
factors in determining how individuals defined and strove to manage multiple roles.
Moreover, the fact that dual earners and dual-career women still carried primary
responsibility for family duties was found to be an important factor in the negative
relationship between employment and family (Burley, 1995). Many employment or
family situations that would be perceived as stressful by an individual without social
support are not when that assistance is in place (Carlson & Perrewe, 1999).

According to Tolbert et al. (2002), the impact of employment schedules on
perceived success in paid work and in family life was mediated by the impact of those
schedules on perceived success in balancing employment and family. Therefore, working
a reduced-hours schedule enhanced women’s perceptions of success in balancing
employment-family life, while success in balancing work-family demands had a positive
influence on both perceived success at work and perceived success in family life. On the
other hand, women who worked longer hours were more likely to feel successful at work
than women who worked reduced hours.

Only a few studies have focused specifically on time-based conflict. On balance,
such studies have tended to rely upon quantitative measures of time, such as hours
worked per week, as the primary independent variable predicting employment-family
conflict (Daly, 2001; Marks, Huston, Johnson, & MacDermid, 2001). Based on the 1970
and 1997 Current Population Surveys, Jacobs and Gerson (2001) investigated the
distribution of working and leisure hours across dual-earner couples and single parents. It

was found that changes in the employment time of individual workers could not explain
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the increase in family time deficits. Rather, these changes were explained by a
transformation in family composition and gender relations. Likewise, according to a
study developed by Kalleberg and Rosenfeld (1990), there was a negative effect on the
amount of time worked in the labor market to the proportion of household activities
accomplished for women, although there was no evidence of this for men. In addition to
the negative effect on the individual and family members, failure to achieve a balance
between employment and family lives was directly related to a number of negative
outcomes for both employees and employers, including higher stress levels, increased
absenteeism, and lower productivity (Hobson, Delunas, & Kesic, 2001). Recently,
Thompson and Bunderson (2001) proposed that the relationship between paid work and

nonwork needs to incorporate the quality of time dedicated to each domain.

Human and Family Development

Recent research in family development has focused on the dual-earner family
(compared with the traditional one-earner family with a male breadwinner), evaluating
how the employment-family demands are affected by the timing and sequence of stages
in the family career (White, 1999). According to a study developed by Still (1999), which
aimed to understand the influence of gender and life course on family social capital, key
life events, such as parenting and retirement, were found to be predictors of social
involvement. Results from the same study also indicated that women who worked full-
time were more likely to be involved in social groups than those who worked part-time,
and men whose wives worked full-time were less likely to be involved in those groups.

Findings from another study (Townsend, 2002) also indicated that employed wives
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whose husbands worked long hours were more likely to be involved in family,
neighborhood, and employment-based networks. Congruent with this idea, couples in
which the husband worked full-time, and the wife part-time were more likely to be
involved in social activities.

Findings from a recent study (Becker & Hofmeister, 2000) showed that the
number of hours a woman worked had an effect on the form of social capital in which
individuals invested. According to the same study, the level of education and the age
were strong predictors of investments in social capital. For instance, women with
increased age and level of education (college degree or more) were more likely to
establish social networks than younger and less educated women.

According to a study developed by Crouter and Helms-Erikson (2000), social
activities and employment-related problems had a great impact on an individual’s human
development and career progress, as well as on family roles and interactions. Moreover,
findings from a study with 399 dual-earner, married couples with children under the age
of 12 indicated that employment hours and pressure also were associated with family
stress (Rwampororo, Mock, & Schafft, 2002). However, women also listed conflicting
employment-family demands as sources of stress while men did not. For both men and
women, childcare mitigates the association between children in the home and family
stress.

Other researchers were interested in how the parents’ employment may have
influenced children’s achievement. According to Teachman, Paasch, and Carver (1997),
parents’ financial and human capital were necessary to the development of human capital

in their children, but by themselves were not sufficient. Social relationships were
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important resources for building human capital in children. In a study of children’s
accomplishments, it was found that children of employed mothers have higher
educational achievements than other children (Haveman & Wolfe, 1994). Hofferth (1999)
indicated two possible explanations for this fact. One is that there is little difference in the
amount of time spent with children for employed and nonemployed mothers. Another
explanation is that employed mothers put an increased emphasis on “quality time”; i.e.,
time in which the parent and child actively engage in an activity together.

In a recent study about the effects of parents’ employment on children’s behavior,
researchers found that maternal and family resources, rather than maternal employment,
have a greater influence on pathways to children’s delinquency (Ven, Cullen, Carrozza,
& Wright, 2001). Results from another study found that employment demands,
community support, and family social organization are more important than time, per se,

in relation to adolescent problems and grades (Voydanoff, 2002).

Academic Life
The United States has over 4,700 higher education institutions, with a large
variety of missions, structure, and characteristics (AAUP, 2002). Some examples of these
institutions are community colleges, trade schools, denominational colleges, small and
large colleges and universities, liberal arts institutions, elite private colleges and

universities, and medical schools.
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Faculty Appointments

A faculty appointment may be for tenure or nontenure track positions. All tenure-
track appointments entail full responsibility for teaching, performing research, advising
students, and performing professional service. Within this appointment, the occupational
hierarchy is assistant professor, associate professor and professor or full-professor, in
which assistant professor is the lowest rank, and associate and full-professors are the
higher ranks. For all the three, the faculty member must have an earned doctoral or
terminal degree, or equivalent. An assistant professor’s appointment requires the
potential for excellence in teaching and research, while for an associate professor, quality
teaching, recognition for schol