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ABSTRACT
FOSTERING AN INTEGRATED LIFE OF PURPOSE IN CHRISTIAN HIGHER
EDUCATION
By
Kelli Jo Schutte
This research study was conducted with faculty women at a liberal arts institution of
higher education. The study focused on the choices that these women made in
managing relations between work and life away from work. Through in depth
interviews the various components that influence these choices were investigated.
The study focused on cultural demands, organizational demands and personal
influences. The findings stress the importance of an individual worldview in strategy
formation for work/life negotiations. Given that the study was done in a distinctively
Christian environment the worldview development and expression was somewhat
isolated and more accessible for exploration. The findings also confirm the
importance of organizational climate in the attempts at balance. Finally, the study
highlights the unique issues that arise for singles in their attempt to manage work and
life. This study displays the need for a greater understanding of the individual and
organization when designing and implementing work/life policies. The individual’s
unique views and issues along with their placement within an organizational context
will significantly impact their ability to negotiate a satisfactory attempt at work/life

management.
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Identification and Inquiry --Mom in the Middle
It was my privilege to speak with the academic woman represented in this study.

Their struggles, choices and strategies have been a source of inspiration and
encouragement to me. The conversations around work/life balance and the difficulties
inherent in the choices that are made were insightful and real.

A unique aspect of their struggle was the context, that of a Christian institution. This
posed interesting opportunities and challenges, which will be explored in the next few
pages as I share my own story. I provide you with my own perspective to deepen the
rationale for my inquiry.

Throughout my career I sought a place where I had a sense of purpose, where I could
agree with the mission and where I could be a part of something that was larger than
myself. I am a Christian so I also sought a place where my faith could be lived out. This
did not need to find expression in a Christian context but rather in a place where I could
grow in my faith and be true to my convictions.

I have worked in secular institutions, but the majority of my professional work
experience was in an institution that was Christian. My experiences in a Christian
context in regards to work and family were both encouraging and troubling. I found
these experiences very encouraging in the fact that family was seen as a positive factor in
my life, openly discussed and enjoyed. I was often asked about my family and
encouraged to spend time with them. There were many faculty members, male and
female, who left at the time of school dismissal to be with their children, or left early to
coach the soccer team. This was accepted and encouraged.

The work/life policies at the college where I worked were somewhat revolutionary in



the sense that they had a reduced-load tenure track policy at times when other schools
had not even considered it. This allowed a number of women to stay on the faculty,
make progress towards tenure, and still have a reduced schedule to be home with their
children. In addition, the scheduling policy was one where the chair often asked your
preferred schedule. This was always very helpful when daycare and school schedules
conflicted with class times.

These factors were helpful and supportive of my attempt to balance my life in its
various forms. However, at the same time there was an underlying ethos that always left
me a little uncomfortable. Given that I was in a context where family was highly valued,
I often felt that my role as a mother was seen before my role as a faculty member. When
people looked at me they saw me as a working mom and not as a colleague who had
children. I was defined by my motherhood and not by my academic role. This often
seemed to diminish my role as a faculty member.

Let me share a few examples of situations where this attitude came through. When |
was up for review one of my colleagues, a wonderful man with a kind spirit, asked me
how I was going to balance work and family now that I had two children. Granted, he
meant no harm in this comment, in fact he was acting out of compassion. However, what
lay behind this question, the unspoken thought, was shouldn’t you really be home with
your children because how can you possibly do both? And if you can’t do both, the
obvious choice is to be at home. That should be my priority. This very question
indicated that one must chose between work and home and that doing both was not a
valid option.

When I went through another review process, the letter of reccommendation from my
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department had to list strengths and weaknesses. The primary weakness that was listed
was that I did not adequately balance work and family. When I discussed this with my
chair, he indicated that they couldn’t find many other weaknesses and they had to list
something. Since in his eyes I was doing so much at work so well, he thought that my
family was being neglected. This came at a time when I was on reduced load working
two and a half days a week. My husband had returned to seminary so we were not using
daycare, just sharing the load between us. I was actually utilizing a strategy of balance
that seemed to work very well. However, in the eyes of my department if I was doing so
well at work how could I be doing equally well at home? When I discussed this further
with my chair, a very insightful and intelligent man, he began to see the underlying
message he was sending regarding gender roles. This message was one that as a mother
you can either work well or be a mother well, but doing both well was not feasible. This
criticism of not balancing was not offered to males or singles in my department but rather
was solely offered to me as a mother.

This consequence of my decision to do both and to openly talk about work and
family led me to explore a new strategy. Up until this point I accepted the traditional role
of a mother as someone who needed to be there for every game, make cookies (not buy
them) for the school parties, and to be ready with band aids for all the bumps and bruises.
I saw myself as a mother first and foremost, and [ was proud of it. I conveyed this
message to my colleagues in many ways as well. I talked openly about my children,
discussed the challenges and joys of parenthood, left freely to go to school events, and
portrayed myself as a caring mother. Along with this portrayal was the corresponding

guilt that I was not doing enough or fitting the “mother” role as I should. Although these
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goals and thoughts are valid they enforced the construct of the “ideal mother.”

After these two events I began to look more closely at the academic culture I was in
and my role in perpetuating it. I began to confront the traditional role in a more explicit
approach. I proudly brought store bought cookies to the class parties and left them in the
store container, I confronted colleagues when they would patronize me or see me first as
a mother, but did not do the same for the fathers in the department. I became more
assertive in sharing my abilities, ideas and perspectives to prove my validity as a
contributing member of the department. I tried, with many failures, to display that I was
both a faculty member AND a mother and that one was not at the expense of the other.

In addition, I began to analyze the college culture to more adequately assess what
was driving these perspectives and spoke with colleagues in other departments to see if
they were receiving the same message. The institution in which I worked during this
time of discovery was a Christian college. This environment was wonderfully supportive
of active scholarship, continuous improvement of teaching, community involvement and
family. They did so much so well, that excellence was the norm.

The strong commitment to family did not come without cost. The family was
seen as primary even to the extent that those who did not have family received a
significantly smaller portion of the benefit dollars. One of the costs was that the best
intentions of the college to support family unintentionally came with an underlying
message -- the traditional roles of family were preferred. The college existed in a
broader community, as it was denominationally affiliated, and this viewpoint was
prevalent in this community as well.

This broader context creates a community where these roles are developed,
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employed and carried out, often in inadvertent and implicit ways. This created an area of
tension for me as I sought a professional life, but was always handcuffed by the fact that I
never really fit into the broader context as I was a working mother and not just a mother
or a professor.

In addition, I felt that, by utilizing the reduced load policy, I was not seen as a
serious contributor because I had chosen a modified career path. It wasn’t until later in
my career when I more fully understood my contribution, that I was able to more fully
understand my situation. When I began to critically analyze the messages I was receiving
and my corresponding reactions, I began to see that I was a true contributor either as part
time or full time. I began to see myself as a professor and not a mother who was a
professor on the side. I began to define myself as a Christian, as a mother, as a professor,
as a community member and realized that one did not negate or diminish the other. Nor
were they mutually exclusive; rather they were integral to who I was. My sense of
identity brought more balance to my situation than any other strategy I could employ.

I made choices in my balancing efforts based on my worldview as a Christian. I felt
that I had been given gifts and abilities that needed to be utilized not just in the home but
in the workplace as well. Based on this decision I had to deal with the competing voices
that told me otherwise. In my efforts to find a sense of balance between my work life and
home life, I chose to work on a reduced load basis. This brings with it critics who think I
should be working full time and critics who think I should not be working at all. I was
what I like to call a “mom in the middle.” For my worldview I remain faithful to my God
by living out my calling in my family life, my work life and my community life. It helps

me to make decisions. I have to be who I was created to be regardless of organizational
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and social constraints.

With that choice comes many variables that need to be worked out on a daily basis.
The struggles remain but the purpose remains constant thus offering me fuel for my
journey. In this I realize that I am a part of something larger than myself and find my
responsibility within that calling a source of energy and peace, even when turmoil
surrounds me.

A guiding worldview is the enduring principle in this study. My hope is that readers
can identify with the stories represented here and take encouragement, insight and hope

from them.



Chapter One

Problem Statement
“The intellect of man is forced to choose perfection of the life, or of the work™
W.B.Yeats

“The Choice” is an insightful poem where the poet sees a necessity to choose
between “perfection of the life or of the work.” This is a struggle that plagues women in
the academy who accept the poet’s dichotomous view of life.

This struggle is one that has been around for centuries. In Homer’s /liad, the Greek
hero Achilles has his fate laid out before him: If he stays to fight at Troy, he can become
the greatest warrior ever known, but he will also be fated to die before the war ends. He
is in love with a woman and adores his father — how tempting to leave the battlefield and
enjoy the happiness of home. Achilles has a deep struggle as he agonizes over fulfilling
his semi-divine potential to die young as a warrior or to go home to enjoy his family and
grow old. As he reflects on the choice that is before him, neither target fully eclipses the
other. Homer compresses all the tragic implications of this dilemma in a single line:
“And yet I must choose.” The choices women are making today are not between death
and life, but this story still captures the idea of how one often has to choose between two
competing areas of life.

The claims between work and family are often competing, but as illustrated with
Achilles, one cannot easily replace the other, and sometimes both are not an option. The
reasons for the choices made are often complex and multi-layered. Yet, the question
remains how does that choice get made, how do the varying factors in one’s life such as

family history, education, work context, family situation and personal beliefs get
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incorporated into the process of choice. This study attempts to delve into the choices
made.

In this chapter I will begin with an explanation of the purpose of the study. There
follows a brief discussion of worldview and the context of the study to provide insight
into the uniqueness of the organizational setting. An overview of the various demands
placed on the women I studied follows. By discussing these factors this early in the
dissertation it may seem to offer a premature look at the discussion of the findings,
however I believe these factors are central to the results. By briefly reviewing these
aspects here, it will provide for a cursory understanding of the central issues and allow
for a deeper reading of the literature review, methods and findings. Finally, in this
chapter I will present a framework for the study, including an outline of the dissertation.
Purpose of the Study

This is a study of academic women in a Christian context and the choices they make
in managing relations between work and life. The study investigates the various
components that influence these choices. Embedded in the choices are issues such as
worldview, cultural demands, organizational demands and personal demands.

This group and context were selected for a variety of reasons, with a primary
rationale being that female faculty members have been identified as a group which
struggles with work/life balance options. The increasingly demanding nature of their job
and the illusion of a career that offers flexibility and control over time provide a unique
context to study work/life choices (Ward & Wolf Wendel, 2003). More specifically, this
study took place in a liberal arts college and it has been posited that liberal arts faculty

members, in particular, have the largest gap between stated goals surrounding this issue
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and realized options (Drago, 2002)

The Christian context was chosen to allow for a focus on a particular worldview. By
isolating a group that has similar values, ideals, definitions of success and lifetime goals,
an opportunity was provided to develop thematic connections. The women in this study
are Christians in a Christian context seeking to live out their beliefs in an integrated and
congruent manner. They are balancing competing claims on their lives and attempting to
do so within a worldview that defines who they believe they should be. This provides a
unique context in which to study work/life balance and the various factors that influence
work/life choices.

Worldview and Context

The context was chosen because it offered a laboratory with some similarity of
thought. Even though a similar worldview may be proclaimed, these women are not
isolated from the general culture and its messages. They are reading signals from a
variety of contexts -- social, institutional, familial and their religion -- in order to develop
a way to keep the parts of their life separate but still hold the picture of their lives
together. They are attempting to develop a worldview that allows them to hold many
aspects of their lives in balance, observe the patterns, make decisions and accept the lives
they have chosen.

This idea of worldview, the way one views the world, is crucial to understanding
the results of this study. These women were all Christians who had chosen to give up
money and status to work in a distinctively Christian environment. They were shaped by
a Reformed Christian theology which emphasizes that every aspect of culture is fallen.

Thus Christians are called to all aspects of life to influence culture in a positive way.
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Therefore the role of an accountant or janitor is just as important as that of a social
worker, nurse or minister.

This worldview encourages active engagement in the world in a way that
effectively uses the skills and abilities of the agent. In this particular religious
denomination, one will often hear about being an agent of change. Therefore this
worldview is not just encouraging engagement in culture but it goes even further by
saying that there is a responsibility to engage in culture and then to develop and change
that particular context.

The institution in this study was shaped by this worldview and the women I
interviewed were consistent in their agreement with this way of viewing life and how
they defined a successful life. The context of the study and the worldview espoused
became a central tenant of the findings. This consistency allowed a closer look at the
worldview of the participants and the opportunity to assess the impact it had on their
management of work and family.

Cultural Demands

In this section and the two that follow I offer a brief understanding of the struggles of
the women within the context of organizational and personal demands.

In our current culture there is the constant demand for more. There is a Tantalus
effect, the mythological character with a raging thirst. He was placed in the middle of a
magic lake whose waters receded every time he tried to drink. He never had enough, he
always thirsted for more. This is similar in our society today where we are always
striving for more. The women in the study were attempting to balance the competing

claims of work and family where each wants more of them and they were trying to find a
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way to offer enough for each aspect of their lives, without limiting who they are in the
process.

The measures of enough are constantly shifting and more is often the goal. Shifts
in themselves are not wrong, but constant shifting without some lasting value to balance
is without purpose and ultimately meaningless. Without value and with so many goals
competing for our attention, we lose all power to move forward with effectiveness.
Instead the quest for more becomes flat and devoid of any value or satisfaction.

In an era that claims that there are no limits, it is easy to feel trapped between
contradictory possibilities, paralyzed by shifting goals and unable to balance or even
classify all the opportunities. The women in the study were not immune to the competing
claims on their resources but the idea of an encompassing worldview helped them in the
struggle. Each individual has a unique profile of what they deem as good enough. This
framework helped to define the choices they made.

However, whether the dilemmas are about obtaining more wealth or being
responsible with abilities, we all struggle with when to go for more and when we have
enough. These competing demands of organizational culture, family responsibilities and
personal needs are difficult. The women I interviewed understood these issues and were
employing their worldview as they struggled through the demands they felt.
Organizational Demands

The organizational culture becomes such a critical component of this struggle as it a
factor that is defined by outside sources. The organization places demands on you that
are often easier to delineate than the demands of family and personal needs. They are

more likely to be immediate, where the goals of family and self can get pushed off as
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they are often more ambiguous and long-term in nature.
Personal Demands — Integration verses Segmentation

The women in this study were constantly negotiating the competing goals of family,
self and community and saw each as equally important in their worldview of balance.
This idea of multiple goals has implications for parents who cut back on their career for
the sake of the children but do not become so lost in their parent role that they forsake all
other aspects of their identity. The influence of multiple areas of life and their influence
on the individual was central to this study and foundational to its results.

In this aspect more than any other of the study, the women were struggling with
compartmentalization or integration. Should they separate out their aspects of life,
particularly home and work, or is it possible to integrate them? They were utilizing their
worldview that segmentation of the various pieces of life is not possible -- that somehow
the pieces together make up the whole.

This worldview is somewhat different than we have seen throughout the research in
the work/life arena. It becomes apparent in the literature review that many pieces of
research reveal one aspect of life or segment off pieces of life. There are strategies
labeled “separate spheres” (Kanter, 1977) and “career orientation”(Carlson, 2003) that
look more specifically at one aspect of life.

Drago (2003) and his colleagues discuss the concept of bias avoidance behavior.
This concept captures the fact that women are feeling as if they need to segment their
lives. That is a growing number of female faculty members are deciding to delay having
children until after the tenure decision, eliminating having children at all or denying

partnerships in order to devote themselves more fully to their careers (Blair-Loy, 1999;
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Drago & Varner, 2001). When women in the academy fail to eliminate a life away
from work, often they choose to hide activities that exhibit non-work commitments.
Framework

This study began with the assumption that the concept of work/life balance is
multi-layered. Many factors influence how one goes about the daily balancing act. Not
only are women balancing views we obtained throughout our childhood regarding
women’s roles around work and family, but we are balancing the views of role models in
our lives (or lack of role models as you will see in this study). We are balancing our
current home context in terms of support from spouse, children and extended family, as
well as balancing the current organizational context in terms of the institution as a whole
and the department in which they are placed. These factors all influence the complexity
of the daily negotiations of where to spend time.

This study is designed to look at the complexity by investigating the various
factors that influence the decisions women faculty make on a daily basis regarding
work/life issues within a Christian context. With a better understanding of the various
factors that lead to decisions, individuals and organizations can begin to work towards
eliminating factors that send the message that female faculty members must choose
between key influences in their lives. The primary research questions explored in this
study are:

[1] What components are present in the underlying worldview that forms the

strategy women faculty members in a Christian college use to manage issues

surrounding work and life away from work? This question will allow for the
possibility that no strategy is being employed.

[2] What are the critical factors that cause barriers to work/life balance for the
women interviewed. This will explore issues of home life, organizational culture
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and personal philosophies or ideologies.

[3] How does a distinctively Christian context influence work/life strategies and
the way in which these strategies are employed?

Outline of the Study

In the second chapter I outline the theories and concepts that constitute the current
body of the work/life literature base and frame the research questions outlined above.
Many theories have been proposed on this subject, however, I will utilize the bias
avoidance literature more extensively as it provides the framework for this study. This
chapter provides a general sense of work/life balance, the key issues and struggles in this
area, and a rationale for a study of this nature.

In chapter three I outline the methods used in this study. This is a qualitative study
that allows the reader to gain a deeper understanding of the choices made by the
participants. This chapter also discusses the location of the study to provide the reader
with a deeper appreciation of the contextual issues, challenges and opportunities.

In chapter four the results of the study are discussed. This chapter utilizes case
studies, participant quotes and research analysis to demonstrate the various findings that
emerged. The chapter focuses on the problems encountered and the strategies utilized in
the balancing act. The demands outlined previously — cultural, organizational and
personal — are further explored in this chapter.

Chapter five continues with additional development of the institutional context and
the unique challenges and opportunities that arise by working in a Christian environment.
This chapter highlights a number of issues that are unique to the context, but by

categorizing and analyzing underlying themes, it is easy to see how these can be applied
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to a number of other contexts that host alternative worldviews. Finally, this chapter ends
by looking at a group that has often been ignored in this arena — singles. This group has
not had a much of a voice in this knowledge base and they offered many interesting
viewpoints. The rich data uncovered through the interview process is explored in this
chapter.

Chapter six concludes this dissertation by providing a discussion of what transpired
throughout the data collection and analysis. This discussion begins with a look at
worldview development and its implication on work/life choices. This provides a new
level of knowledge for the literature base. The chapter then develops the idea of
institutional and personal demands that impact the work/life strategies used by women in
the academy. Embedded into this section is a discussion on the impact of cultural
messages. The chapter supplies a forum of inquiry -- an overarching worldview that
guides choices in the work/life arena.

The conclusion of chapter six helps to further the development of policy in the
work/life arena by offering some policy implications for institutions in fostering a

work/life culture that is integrative in nature and effective in its use.
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CHAPTER TWO:
LITERATURE REVIEW

In the literature review I will outline the major streams of thought in the work/life
literature. I begin by offering a brief history of women in the academy to highlight past
developments. An outline of the major perspectives that currently dominate the work/life
field follows. After this foundation has been laid, a more detailed discussion of identified
personal aspects impacting work/life management is presented. The chapter will
conclude with a discussion of the organizational factors that impact the way work/life
negotiation takes place.

In this chapter, two areas are explored in greater detail -- bias avoidance and
organizational climate/culture. These two areas play a significant role in the
development of this research study and offer a ripe field for additional research.

History

Women faculty have had an interesting and tumultuous history in academe. In the
beginning was exclusion, where women students and faculty were not allowed to
participate in higher education (Solomon, 1985). Women began to gain access in the late
19" century and early 20™ century both as students and faculty. At this point women
were given limited access to faculty membership but were forced to choose either a
career or to raise a family (Solomon, 1985). If female faculty members got married, they
were forced to leave the academy. Later in the 20" century more and more women
attempted to have both a career and a family. These women met institutional barriers and

hostile climates. Often women employed strategies that removed them from the
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mainstream by working in non tenure-track and part-time positions (Aisenberg &
Harrington, 1988) or attempted to balance both spheres at the risk of “personal sanity
and professional progress” (Ward & Wendel, 2003; Glazer-Raymo, 1999).

This history still manifests today in the continuing gap between men and women
and their patterns of family formation. In a recent study by Mary Ann Mason & Marc
Goulden (2002), women academics viewed deciding to have children as a career
decision. Academics having children within the first five years after the Ph.D. were 24%
less likely than men to achieve tenure within twelve to fourteen years. Having children
affected the careers of female faculty members in a negative way, whereas it did not have
the same negative impact on their male colleagues. These results were consistent across
disciplines and across institutional types (Mason & Goulden, 2002).

Women in the academy are employing strategies that limit non-career
“distractions” at a rate that is not matched by their male colleagues. These strategies are
a result of multiple factors that contribute to their perceptions regarding the limited
ability of women faculty to successfully manage work and family. Before we look at
some of these factors, a brief review of the theoretical streams in the work/life literature
will add to our understanding of the issue.

Theoretical Perspectives

The work/life literature in higher education has focused on issues of work/life
balance. The main findings can be summarized into four theoretical streams, however
these streams are not separate so I have chosen to label them as perspectives. They are:
tenure conflict, role conflict, integration of roles and the ideal worker. Each of these

theories will be briefly reviewed in the following paragraphs.
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One stream of thought in the literature is based on the challenges of the mismatch
between the biological clock of motherhood and the tenure clock. Many theorists have
posited that the tenure clock is based on a male clock (Williams, 2002; Grant, Kennelly
& Ward, 2000; Hochschild, 1975). Most women leave graduate school in their early
thirties, often the prime childbearing years. If they have children within five years after
graduate school, they are in the time of early career development. These are years of
high demands and high job insecurity causing women in the academy to either choose
between the career and family or compromising one to serve the other.

The trend towards choosing between work and family represents a second stream in
the literature, grounded in the framework of “separate spheres” (Kanter, 1977). The
majority of work/life literature focusing on the academy is based on a theory that
suggests that work and family are mutually exclusive. The research on role conflict
theory is used to explain the incompatability of the roles of professor and mother (Ward
& Wolf-Wendel, 2003; Bamnett & Hyde, 2001; Crosby, 1991; Fowlkes, 1987). Role
conflict looks at an individual who has limited time and energy. With each new role
comes new responsibilities and additional stress as tension arises and the competing
demands create conflict (Marshall & Barnett, 1993). The belief that work and family
loyalties require tradeoffs is commonly discussed in the literature (Becker & Moen, 1999;
Cannon, 1998). Role theory looks at the expectations associated with work and family
roles and finds that can often lead to physical and psychological strain (Cooke &
Rousseau, 1984). This in turn causes feelings of overload in both spheres resulting in
lower job and life satisfaction (O’Driscoll, Ilgen & Hildreth, 1992).

Often work-family conflict has been conceptualized as one with two dimensions
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where there is work-to-family conflict (work interfering with home life) and family-to-
work conflict (family interfering with work life) (Frone, Yardley & Markel, 1997).
Implicit in the idea that work and family are separate factors, is the fact that they also
have separate antecedents and consequences. This means that high levels of interference
from one role makes meeting the demand of the second role more difficult (Hammer,
Bauer & Grandey, 2003). Since more time and attention have to be devoted to one role it
limits the time that can be focused on the other. It is important to consider both roles of
work-family conflict as they are critical in predicting the work outcome and strategy
development of women.

Research thus far in work/life arenas largely portrays employment and family
dichotomously. Schwartz (1989) posited in a very controversial argument that female
executives would be either “career-primary” or “career and family-primary”. She posited
that the solution would be to allow women part-time solutions during child rearing ages
(Maume & Houston, 2003; Parasuraman & Greenhaus, 1993). She implies that women
need to choose between these two options; choosing both is not an option. Employed
mothers are then described in terms of divided relationships (Garey, 1999). Working
mothers are in a zero-sum relationship so that adding to the career must take away from
your family and vice-versa. Marilyn Mangan argues that “We are caught in a
stereotypical bind of careerist or nurturing mom, when, in fact, one can complement the
other” (in Simon, 2000).

However, the concept of complementing roles has not yet been developed. We
have failed to provide women a framework in which they can think about integrating a

commitment to work and a commitment to family. Society has also not developed a
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framework for which the two spheres can intersect and complement one another, thereby
forcing women to navigate between one sphere or the other, or at least making it appear
as if they have done so.

Some researchers have begun to propose this complementary framework,
suggesting that there is a positive psychological and material benefit of having multiple
roles. These theories are often labeled “expansionist” or “integrative” and focus on the
positive ways that role combinations can benefit women (Ward & Wolf-Wendel, 2003;
Schutte, 2000). Some of the benefits highlighted are increased income, an expanded
view of work and family, social support networks and increased self esteem (Ward &
Wolf-Wendel, 2003; Barnett & Hyde, 2001; Crosby, 1991). Ward and Wolf-Wendel
(2003) recently found that women discussed both their struggles with managing work and
family and the joys of doing both. The women they studied thought that multiple roles
helped them to have a more realistic perspective on their work and helped them to find
their identity in more than just their careers (Ward & Wolf-Wendel, 2003). The idea that
one can engage in multiple roles in a way that allows them to live a more full and
integrated life is in the early stages of development. Other researchers have questioned
the availability of a synergistic approach to work and life away from work (Maume &
Houston, 2003; Greenhaus & Parsuraman, 1999). The knowledge base is lacking
research in this area and needs further exploration.

A fourth stream in the literature is based on William’s (2000) insightful and
timely literature on the ideal worker. An ideal worker in the academy is someone who is
married to her work, always available, and works endlessly to meet the demands of

tenure (Williams, 2000). If female academicians work in this way, there is little time left
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for family needs. The life of a faculty member often presumes a singularity of purpose
that does not allow room for family (Ward & Wolf-Wendel, 2003; Williams, 2000;
Hochschild, 1975). A faculty member looking to gain tenure will face significant time
demands and cannot always afford to have conflicting demands of family that will not
allow them to be an ideal academic worker (Ward & Bensimon, in press).

Given this information we can see that individuals are making choices between the
two spheres of their lives with fear of career implications. These behaviors do not signify
a dislike of children or other dependents. Rather female faculty members are avoiding or
hiding their conflicting roles as they feel that the additional roles may send a message
that they are not fully committed to the job.

Bias Avoidance

Engaging in behavior to hide or eliminate personal or family needs has been
labeled bias avoidance by Drago and Colbeck (2002). Their recent study of faculty in
over 500 postsecondary institutions found that approximately 75% of women and 50% of
men engaged in bias avoidance behaviors. They broke down bias avoidance behaviors
into two forms, narrow and broad. Narrow bias avoidance behavior “involves hiding and
covering up caregiving commitments, regardless of work performance” (Drago &
Colbeck, 2002, p 4). For example, calling in sick when you have to be home with a sick
child or missing a child’s performance or game for fear of later repercussions.

Broad bias avoidance behavior is defined as limiting family commitments and
caregiving responsibilities to provide the individual with more time for the employer
(Drago & Colbeck, 2002). Bias avoidance in this form can be found in the decision not

to partner, not to have children, delay having children or limiting the number of children
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(Drago & Vamer, 2001). For example, in a study at Penn State, Drago and Colbeck
(2002) noted that during the period from 1992-1999 tenure track women faculty had an
average of .57 children, while the tenure track men averaged .95 children. In that same
period, the proportion of multi-child family for tenure track women was 19 percent.
More significant to the discussion of bias avoidance was the fact that out of 500 faculty
who became new parents while employed at Penn State, only 7 faculty members took
leaves. All of these leaves were taken by women (Drago, Crouter, Wardell & Willits,
2002).

Female faculty members employ strategies to balance work and life that do not
include utilizing policies available to assist them. Although not explicitly anti-natalist,
these decisions exhibit that a bias is still in place (Drago et al, 2002; Williams, 1999).
The perception of women in the academy is that the utilization of work/life policies may
be viewed as raising the barriers to tenure and promotion even further.

Perception Development and the Perceived Usability of Policies

As noted above, researchers have shown that even the intended beneficiaries are
loath to use work/life policies (Bailyn 1993, Williams 2000). Many factors play into the
usability of work/life policies, including how they are structured, how they incorporate
flexibility (Eaton, 2003) and how they are communicated. However, even when policies
are well-defined and well-structured, employees are still not using them at rates that
would be expected (Han & Wouldfogel, 2003; Kodofimos, 1995). The climate of the
workplace can determine whether work/life benefits are available and to whom; in some
cases, using policies is discouraged and can have negative career effects (Bailyn 1993,

Williams 2000).
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Redding (1972) uses the psychological construct of selective perception to make
the case that individuals in organizations will respond to messages based on their personal
frames of references and not on the intention of the sender (Redding, 1972). Often an
organization intends to structure policies to assist employees. However, if the message
communicated is unsatisfactory or it is delivered in a hostile departmental climate the
perception will be that the policies are not usable. Susan Eaton (2003) labeled this
construct “perceived usability.” She found that some employees did not feel free to use
the policies they theoretically enjoyed. She found that even when valid and well-
structured policies/programs existed, perceived usability was significantly hindered when
individuals felt that using these policies would inhibit their ability to move forward their
careers.

The construct of perceived usability gets at the heart of the long observed gap
between an organization’s formal structure and the informal but structured patterns of
behavior that are observed (Batt & Valcour, 2003). The relationship that exists between
formal policies and employee perceptions and usage seems to be loosely coupled at best
(Still & Strang, 2003).

The organizational communication literature can assist our understanding of how
these perceptions are developed. When communicating with others within an
organization, individuals will learn to accept the values and norms of the group. Through
this process they will define the role they have within that group and act accordingly. The
result of this interaction is a complex set of constraints that determine how an individual
will act (Conrad & Haynes, 2001). Thus if the norm for the organization is an “ideal

worker” performance, then individuals will realize that deviating from this norm will have
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adverse consequences. Individuals perceive career repercussions and role repercussions
that remove them from the group, limiting their ability to fully engage as they did before.
These external forces do not determine actors’ choices, but they will create perceptions
and ideas that will get incorporated into their behaviors (Schein, 1985; Barnett, 1988).

When trying to understand individual’s behaviors, it is important to look at the
underlying assumptions and perceptions. This understanding is needed in the context of
the individual, meaning that in order to understand the “why”, you must understand the
“who”.

Perceptions are created as a result of processing a variety of inputs. Individuals in
an organizational context determine if a policy is truly usable based on more than the fact
that the policy is on the books. Perceived usability of the policy will incorporate group
norms, behaviors, values and messages beyond the stated intentions of the organization
(O’Reilley, et al., 1987). An understanding of the various values and messages
individuals are receiving is critical.

Contributing Factors to Female Faculty Member’s Perceptions

As discussed above, many issues affect perceptions and become embedded into the
strategies that individual faculty members choose to employ as they negotiate their time
between work and life away from work. These perceptions are constructed on personal
situations, graduate student experiences, policy structure, organizational support,
organizational culture and departmental climate. These issues are discussed and
developed with a framework for how perceptions of the usability of work/life policies
might be constructed. This construction will add to the understanding of why women

employ bias avoidance strategies. The following will be discussed: dual career couples,
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graduate school experience, life course, program structure, program flexibility and
organizational climate.
Dual Career Couples

Women today comprise a significant proportion of faculty in the United States.
They are earning doctorates at increasing rates. Those with doctorates are more likely to
be married and have children than in years past (Lomperis, 1990). In academe, both men
and women typically have high commitments to work and career success as well as high
commitments to family (Ferber & Loeb, 1997; Galinsky & Stein, 1990; Kimmel, 1993;
Schultz, Chung & Henderson, 1988). Combine this high commitment with the tenure
decision timing and it is easy to see why researchers have documented the difficulties in
integrating family and work activities in ways that minimize stress and maintain
productivity, career achievement and retention in the labor force (Ferber & Loeb, 1997;
Ferber & O’Farrell, 1991). Work-family conflict can be particularly acute for dual-earner
couples. If there is no one at home to care for needs, then the interference between the
spheres of life is more prevalent. This conflict is typically more of an issue for women
and an even greater concern for women with young children in the home (Roehling,
Moen, & Bratt, 2003, Roehling & Moen, forthcoming).

Individuals are still required to conform to the norm of the ideal worker or one
who is not encumbered with work at home (Williams, 1999; Appelbaum, Bailey, Berg &
Kalleberg, 2002; Moen, 2003). This expectation forces individuals to make decisions to
either hide their other commitments or employ a strategy to limit outside commitments

(Drago & Colbeck, 2002; Judiesch & Lyness, 1999).
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Life Stage

“The work-family interface in dual-earner couples consists of fluid, everchanging
relationships: his job changes, her job changes, their family changes, and they both grow
older (if not wiser)” (Moen, 2003, p. 9). The commitments associated with a couples’
place in life can greatly impact their work/life strategy. This impact changes as
responsibilities are adjusted throughout the life-span. It is a dynamic process of
development and change as one moves from early career stages through mid-career and
late-career. Typically families are growing and changing, an important factor to consider
in the work/life analysis.

The Cornell Couples and Careers Study framed their research using the life stage
model. They found significant implications to work/life strategy based on life stages of
the participants. They found younger child-free couples, typically those under 40,
heavily focused on work, often at the expense of time with their spouse or for themselves.
The group they title “launching” were those with young children at home. This group
was less likely to invest long hours in both partners’ jobs. They found that couples with
preschoolers were one-fifth as likely as those without children to adopt a high
commitment to work strategy. This trend continued to a lesser degree with the “early
establishment” group, those with grade school children being one-third as likely to adopt
a high commitment approach maximizing both partners’ careers. Those with high-
schoolers -- “late establishment” -- are one-half as likely to adopt a high commitment to
careers approach. Couples with children adopt different work/life strategies as they find
child-rearing responsibilities affect their priorities, values and time availability (Moen &

Sweet, 2003).
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At the same time individuals are experiencing more demand at home, they are also
experiencing changes in demands at work as there are significant life-stage differences in
their load at work. The non-parents as described above often experience the highest
workload, whereas those in the empty nest stage are the least apt to find their jobs overly
demanding. In addition, the authors found that income level, not surprisingly, rises as
couples move through the career-stage. As demands at home are rising, work load is still
high and income levels are relatively low. Most important, as one moves through various
life-stages resources and obligations fluctuate, causing strategies to fluctuate as well
(Moen, Waismel-Manor & Sweet, 2003).

When analyzing the perceptions of faculty members, it is important to assess life
stage issues to more fully understand the strategies the faculty employ. However it is
also important to assess their natural tendencies or leanings towards their careers, which
we will explore in the next section.

Career Orientation

Career orientation is an issue that has been understudied in the area of work/life. It is
very important to assess the internal career orientation of individuals to gain additional
insight into the rationale behind their strategy development. Recently Carlson (2003) and
her colleagues took a look at internal career orientation and how that played out in the
multi-dimensional world of work/life. Her classifications are helpful to our discussion
and I will quickly review them here to inform the discussion. She has five classifications:

[1] Getting ahead — This orientation is characterized by upward mobility, seeking
promotions within the status system.

[2] Getting secure — Individuals with this orientation are focused on long-term job
security. So promotions and career success are aimed at respect, loyalty and
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lifelong employment.

[3] Getting free — In this orientation individuals are not seeking upward mobility,
rather they want freedom. They will seek out autonomy, loose supervision and
responsibility for outcomes.

[4] Getting high — This is an orientation that is driven by excitement, action and
passion for the activity. This individual will be in the center of the activity.

[5] Getting balanced — This orientation is focused around balancing three forces:
work, relationships and self-development. They will focus on different aspects of
their life at different stages, but overall seek balance for a life-time between the
various spheres.
Each orientation or focus will impact a person’s willingness to sacrifice personal life for
success in their work life. Depending on their career orientation, different aspects will be
emphasized and sought out. This will also help us understand why in a given context
some individuals are very conflicted regarding their ability to balance various aspects of

life and other individuals are very satisfied with their situation.

Graduate School Experience

Another factor that can impact the perceptions of female faculty members is their
observations of junior faculty in graduate school. These observations seem to hold
significant power in forming what graduate students can expect in a faculty position
(Sorcinelli, Austin & Rice, 1999). In a study of graduate students and junior faculty
member’s, researchers found that graduate students recognized that the junior faculty
members lived a “crazed” life and that they needed to work exceptionally hard to make
tenure. They characterized faculty as individuals who were consumed with working and
in particular making tenure. They did not observe a strong commitment to a life outside
of the academy (Sorcinelli, Austin & Rice, 1999).

Timing of children is something that is observed in graduate school as well.
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When to have a child can be strongly influenced by the spoken and inferred advice of
others. Graduate school experiences as well as advisor’s expectations and advice can
play a significant role in shaping women’s perspectives on their future ability to manage
work and family effectively (Ward & Wolf-Wendel, 2003).

A recent study of postdoctorate students at Berkeley (2000) examined family and
future career patterns. The results showed that 59% of women with children were
considering leaving academia. One of the chief reasons for leaving was that respondents
could not find a strategy for balancing work and family (Mason & Goulden, 2002).

These perceptions add to the picture, that to succeed in the academy (gain tenure),
one has to be fully committed to work with as few distractions as possible. This can
further the perceived necessity to engage in bias avoidance behaviors to eliminate the
perception that one is not fully committed to her career.

Program Structure and Flexibility

Policy structure also influences work/life choices, in particular the amount of
flexibility available in the job context and relevant policies. Polices are often categorized
into two main approaches, segmentative policies and integrated policies (Grandey, 2001).
Segmentative policies provide the employee with the ability to deal with family demands
but continue to focus on work. An example of this may be sick childcare, which allows
employees to find someone to watch their sick child while they are at work. The impact
of the segmentative policies on worker outcome is somewhat tenuous. The ideology
behind the policies would lead one to expect a decrease in turnover, a decrease in
absenteeism and an increase in work performance. However, the few empirical studies

provide ambiguous evidence for these claims. A few studies found a positive correlation
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(Perry, 1982; Auerbach, 1990) and others did not (Milkovich & Gomez, 1976; Kossek &
Nichol, 1992). The mixed results signal that more research is still needed.

The second type of polices are integrative, allowing employees to restructure their
work to focus on both the demands of work and family (Grandey, 2001). When the
worker has control over the schedule, they often report increased satisfaction with their
ability to mesh their work schedule with the needs of their family (Tausig & Fenwick,
2003). However, when this is done, the lines between work and home become blurry.
The impact of integrative policies is also expected to be positive. One would expect that
workers who have more control over their work hours would feel more positive about the
organization, have lower turnover rates and less work/family tension. The research in
this area is very policy driven and the results have typically met the expectations of the
programs (Daltan & Mesch, 1990; Kim & Commpagna , 1981; Nollen & Martin, 1978,
Pierce & Newstrom, 1983; Bohen & Viveros-Long, 1981; Lee, 1983; Dunham, Pierce &
Castendenada, 1987; Rothausen, 1994; Kossek & Ozeki, 1998).

Mason and Goulden (2003) posit that the key factor that policies need to provide is
time. It takes time to raise children. If policies don’t afford their beneficiaries more
time, then their effectiveness is null. They recommend leave policies such as active
service with modified duties, delaying or stopping the tenure clock, and other solutions
designed with the assumption that it takes time to raise children (Mason & Goulden,
2003).

The very nature of the academic career allows for flexibility and autonomy. Women
in a recent study mentioned that flexibility and autonomy were extremely helpful in

achieving some sort of balance between work and family (Ward & Wolf-Wendel, 2003).
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This notion of flexibility is an attractive option that attracts many into the profession in
the first place. This is not to say that the workload is not heavy, rather, if one has control
over the timing of work this allows for more flexibility with a family’s schedule.
However, this flexibility, is often dependent upon the organization and department. Even
if the nature of the work allows for flexibility the environment may not.

Organizational Climate

The organizational climate is central to providing employees with the wherewithal
to effectively negotiate work/life needs. This goal is easy to articulate but often difficult
to enact. An organizational climate sensitive to the individual needs of employees
requires support from the highest organizational levels. All actions must exhibit this
commitment. The literature on postsecondary institutions is lacking in this area, therefore
I have relied on literature from a business context. The findings seem transferable and
can add to our understanding of work/life balance. In the following paragraphs, I will
define climate and its impact on this study, and then provide a framework for
distinguishing culture from climate.

A supportive organizational climate is necessary for policies to work effectively
(Solomon, 1994; Dunham, Pierce & Castenada, 1987; Cutcher-Gershenfeld, Kossek &
Sandling, 1997). Galinsky and Stein (1990) found that climate was the most important
job condition predictive of a range of child-care related individual and organizational
outcomes (Galinsky & Stein, 1990). Thompson et al. (1997) found that a supportive
organizational climate was positively correlated with the use of work/life policies.
Bailyn found that informal climate was more important than having formal policies in

place (Bailyn, 1996).
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Often the climate creates many misconceptions of policy availability. The
Cornell Couples Study (2003) found that seventy-one percent of the respondents were
unaware or mistaken about at least one work/life policy or practice. Many (two-thirds)
thought there was a policy in place that did not formally exist. It was clear that formal
programs and employee’s perceptions of the programs were misaligned. Policies must
be embedded in the overall organizational culture for employees to feel validated and
respected. Themes of respect, trust and employee empowerment are central to successful
implementation of work/life polices. However, the policy itself cannot sustain these
themes, they must be central to the climate in which the policy is placed (Valcour & Batt,
2003). DeMarr (1997) created a picture of a need—based climate, one where individual
needs are respected and the climate responds beyond the person’s inputs. She advocates
this type of climate as one that would enhance family-friendly policies (DeMarr, 1997).

As climate is linked to work/life policies and their effectiveness, a brief
description of the term climate is needed to further assess this connection. Organizational
climate is a complex issue. It is defined by Tagiuri (1969) as follows:

Organizational climate is a relatively enduring quality of
the internal environment of an organization that (a) is
experienced by its members, (b) influences their behavior,
and (c) can be described in terms of the values of a
particular set of characteristics (or attributes) of the
organization (Tagiuri, 1968).
This definition implies that climate is part of the organization. Tagiuri emphasizes that

the perception climate creates becomes the experiential reality of the workers. This
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definition also states that this climate affects the way the workers behave at work,
including work/life policies. Climate is thought to be the shared understanding of what is
valuable in an organization. This definition is only valid if the understanding is internal,
enduring, experienced by members and affects their behavior.

Kurt Lewin (1938) was one of the first to study psychological climate. He found a
direct link between the organization’s climate and the behavior of the workers. He
claimed it was a powerful indicator of behavioral tendencies, performance and
effectiveness (Lewin, 1938). This work was furthered by Litwin & Stringer (1968), who
claimed that “the concept of ‘atmosphere’ or ‘climate’ was an essential functional link
between the person and the environment” (Litwin & Stringer, 1968).

Climate is the lens through which one filters organizational experiences. If
workers sense a supportive climate, then they will utilize policies that support them in
their attempt to balance work and family. But if the climate is not supportive, it does not
matter what type of policies are in place; they will not be utilized. Even though climate is
subjective in nature it is a response to the actual characteristics of the organization.
Reactions to those characteristics get played out in the effectiveness of organizational
policies (Stringer, 2002). If the workplace climate does not incorporate values that will
allow work/life policies to be successful, any range of policies will be sure to fail
(Grandey, 2001; Kossek & Ozeki, 1999; Golden, 2001).

One important aspect of climate is departmental climate. There has been recent
evidence to suggest that departmental support for the family commitments of
subordinates is crucial to the successful melding of work and family (Lee & Duxbury,

1998). Thomson, Beauvais and Lyness claim that organizational and departmental
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support are distinct concepts and need to be treated as such (Drago, 2001).

A large part of the departmental climate can be attributed to the department head.
He or she is the one who implements policies and monitors them. There has been
evidence to suggest that “supervisory support for the family commitments of
subordinates is crucial to the successful melding of work and family” (Lee & Duxbury,
1998). This support can significantly influence the perceptions of the bias that might be
employed if the policy is utilized. Supervisory or managerial support has been included in
researcher’s definitions of supportive cultures and can significantly impact the strategies
that female faculty members employ (Clark, 2001). Studies have shown that when men’s
opinions indicating work-family separation are known, women’s using flextime work
schedules as a tool for balance are negatively impacted (Kossek, Barber & Winters,
1999).

Organizational climate is not to be confused with organizational culture. Culture is
distinct from climate in that culture emphasizes the unspoken assumptions that influence
an organization. These assumptions are often deeply embedded and hold meanings,
beliefs and values that permeate the organization’s structures, actions and behavior.
Climate, in contrast, represents the more accessible perceptions and experiences of the
workers within an organization. This distinction is important for this research because
organizations can quantify a collection of perceptions. With this understanding,
organizations can begin to find ways to manage and change these perceptions so that
policies can be utilized more effectively (Stringer, 2002). Many researchers have spent
considerable thought on comparing and contrasting climate and culture. Peterson and

Spencer (1990) provide an accurate and concise overview of their differences as outlined
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in the table below:

Primary Distinctions of Culture and Climate

Organizational Climate Culture
Concept
Basis of Concept Common member Deeply shared values,

Primary conceptual
sources

Organizational
perspective

Major purposes of
concept

Primary elements

Primary values or use

Major characteristics

Nature of change

perceptions of or attitudes
toward and feelings about
organizational life

Cognitive and social
psychology and
organizational behavior

Pervasive, various
organizational patterns,
often focused on specific
arenas

Extrinsic: member control
Intrinsic: member
motivation

Common views of
participants

Comparison among
organizations or over time

Current patterns or
atmosphere

More malleable, various
direct or indirect means

assumptions, beliefs, or
ideologies of members

Anthropology, sociology,
linguistics, and
organizational behavior

Holistic primary emergent
patterns

Instrumental: social
interpretation, behavior
control, and adaptation
Interpretive: metaphor or
meaning

Super-ordinate meaning

Identifies uniqueness in
relation to other
organizations

embedded or enduring

Cataclysmic or long-term
and intensive efforts
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Summary
The perception of a supportive work/life climate has been linked to important work
outcomes and employee attitudes. Perception of a supportive work environment has been
tied to increased utilization of work/life benefits (Thompson et al, 1999: Allen, 2001) and
have been associated with positive job outcomes such as commitment (Allen, 2001;
Lyness, Thompson, Francesco & Judiesch 2, 1999); decreased work strain (Warren &
Johnson, 1995) and decreased work-family conflict (Anderson, Morgan & Wilson, 2002);
as well as decreased turnover (Thompson et al, 1999).
Definition of Key Terms
This section offers definitions of some key terms that are utilized in this dissertation.
Many terms have already been discussed such as climate, bias avoidance and career
orientation. This section provides a working definition of additional terms that are used
in this dissertation.
Worldview
Worldview is a term that is translated from the German word, “Weltanschauung”,
used, for example, by Sigmund Freud in a 1918 paper. His definition is as follows:
an intellectual construction which gives a unified solution of all the problems of
our existence in virtue of a comprehensive hypothesis, a construction, therefore,

in which no question is left open and in which everything in which we are
interested finds a place.

Bush (1991) goes on to define worldview in simpler terms as:

that basic set of assumptions that gives meaning to one's thoughts. A worldview
is the set of assumptions that someone has about the way things are, about what
things are, about why things are (p. 70).

Others extrapolate this to a group “worldview” is used to refer to the common concept of

reality shared by a particular group of people, usually referred to as a culture, or an ethnic
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group (Jenkins, 1999).

These various approaches offer a definition of worldview as a way of making sense
of the world around you. A system of beliefs and assumptions that guide your decision
making process. This is central to the first category outlined in the findings and it also
utilizes the uniqueness of the context of the study, women faculty in a Christian context.

Gender Role Identity’Good Mother”

The women interviewed were in a unique context that openly and honestly accessed
worldview. A subset of the shared worldview of these women was the understanding of
gender role identity. This term needs to be understood before the findings can be

accurately read.

Gender identity is the psychological sense of oneself as a woman/girl or a man/boy.
Gender roles are socially expected behavior patterns determined by an individual's sex.
These roles frequently vary across cultures. Gender role identity looks at the way in
which a person agrees with, approves and behaves according to the socially appropriate
ways for his/her gender, that is, the extent to which a women acts feminine and a man
acts masculine (Hawkesworth, 1997; Nicholson, 1994; Wiley, 1995). It is important to
note the differences in these concepts. For example, it is possible to have a clear sense of
oneself as a woman (gender identity) yet not identify with and/or refuse to act according

to prevailing notions of femininity (Rathausen-Vange, Raskin & Pitt-Castsouphes, 2004)

Much gendering takes place in the context of family, where the feminine social
ideals look at what makes a “good mother” or a "good wife" (Simon, 1995). With respect

to gendered roles in the family, our society tends to define being a good wife and mother
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as being continually available for emotional nurturing of the husband, children and other
dependents. Also, she assumes primary responsibility for the physical and developmental
care of dependents. While being warm and welcoming. Whereas our concept of a good
husband or father is someone who provides economic goods to the family, and
(secondarily) is a disciplinarian, authority figure, and plays with the children (Andersen,
1991; Cooper, 2000; Gerstel, 2000; Hochschild, 1989; Simon, 1995). In sum, although
heterosexual couples conform to this norm to different degrees, women's roles in the

family are socio-emotional, whereas men's roles are instrumental (Wiley, 1995).

Our society's expectations for "ideal worker ", a term already defined, are also
gendered. Businesses often define the ideal worker through performance appraisals and
promotion criteria as an employee who has aggressive characteristics, is independent and
single-mindedly devoted to the firm or the profession often representing masculine

characteristics (Collinson & Hearn, 1994; Williams, 2000).

Balance

The concept of balance is a vague and illusive construct. Often it is thought of in
terms of time, but in reality it runs much deeper, rather it is the psychological
negotiations that look at the impact and interference of work on home and of home on
work. Men and Women are trying to find the time and energy to fulfill their various
commitments to work, family and other demands. When they can achieve satisfaction
and success in the different aspects of their lives they have found some sense of balance.
However, this is often a goal that continues to move and hard to achieve (Friedman &

Greenhaus, 2001). It is this psychological wherewithal under discussion in this
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dissertation.
Guilt

Guilt is a byproduct of the psychological approach to balance just defined. This
concept of guilt is often discussed in terms of work/life issues, but it is an area
understudied. Guilt often arises when there are two or more sets of pressures on one’s
life such as work and family. This was first identified as inter-role stress by Greenhaus
and Beutell (Greenhaus and Beutell, 1985). The conflict arises when one role makes it
difficult to meet the obligations of another role (Kahn, Wolfe, Quinn, Snoek &
Rosenthal, 1964).

Guilt refers to the thoughts and feelings of regret and missed opportunities that often
happen when one role is “interfering” with the other. This is often the case in work/life
issues as guilt occurs when someone has an imbalance between two roles and has to
choose one role over the other. (e.g., a faculty member has to go to a faculty senate
meeting and miss his son’s basketball game). If the individual feels that the choice was
not fully justified and she may feel she is violating internally held values or ideals (such
as a social pressure to be at all her of her child’s games), guilt may ensue. This sense of
guilt due to role-conflict is they type of guilt we see in the findings of this study
(McElwain & Korabik, 2004).

These definitions should assist the reading of the findings of the study and the
ensuing discussion. Allowing for a deeper understanding of the information presented in

this study.
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Chapter Three

Methods

Chapter three provides an outline of the methods utilized to conduct this study. The
philosophical approach to the methods used in the framework for inquiry is discussed and
continued with a section entitled the role of the researcher. Following the description of
the methodological approach is an account of the context of the study. This section
begins with a description of the current state of Christian Higher Education, followed by
specifics of the site that was chosen for this study. Included in the context is a look at the
participants themselves and their basic demographics. At the culmination of this chapter
the specific tools of inquiry are present.

Framework for Inquiry

This study utilized a constructivist approach. The constructivist believes that, to
understand the world of meaning, one must interpret it. The inquirer must elucidate the
process of meaning construction and clarify what and how meanings are embodied in the
language and actions of social actors (Schwandt, 1994).

To facilitate this philosophical approach I have chosen to conduct the study using
qualitative research methods, specifically interviewing. The nature of this study lends
itself to the constructivist paradigm as the aim is understanding. Reconstruction of the
beliefs that participants hold regarding the integration of their work and their life is
needed. This understanding is needed to see how their life experiences have influenced
the variables incorporated into their work/life strategies. Qualitative research is rooted in
a phenomenological paradigm holding that reality is constructed through individual

and/or collective definitions of the situation (Taylor & Bodgon, 1984).
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Two etymologies help us to understand the rationale behind the methods selected for
this study. The Greek word for method is “a route that leads to the goal” and the Latin
word for conversation means “wandering together” (Kvale, 1996). When these words are
looked at in the context of qualitative interviewing, we can see that interviewing is the
route that leads to the goal, claiming that the method is the way the study’s purpose is
accomplished. The interview, taken as a conversation, signifies that the interviewer and
the interviewee are on the journey together. Therefore, it is more important to be attuned
to whom you are traveling with than to be concerned with the precise route for all to
follow. This captures the very nature of qualitative research, where the journey is as
important as the destination.

This study focuses on key components impacting female faculty members’ work/life
strategies. As shown previously, the literature base is just beginning to investigate this
issue. Missing is a study that looks at strategy implementation in a unique context,
Christian higher education. A distillation of the components is needed to see if there is a
foundational aspect to strategy development and deployment. This study set forth to
address this gap in the current literature base.

Interviewing allowed an appreciation of the stories of the women’s lives, thus
providing insight into their choices and strategies. Seidman (1991) states that “it is this
process of selecting constitutive details of experience, reflecting on them