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ABSTRACT 

 

 

 

 

The purpose of this study was to examine how perceived coping strategies and spousal 

support in family responsibilities relate to the career success of women faculty members at 

institutions of higher education. Women, more so than men, take responsibility for the family. 

With the growing difficulty in obtaining tenure-track positions and earning promotion, 

childbearing and child rearing can become a burden for female trying to earn tenure and 

promotion. The sample consisted of 46 women faculty members who were married and had at 

least one child under the age of 12. Based on the results, women faculty members who use the 

coping strategy of maintaining perspective also use the coping strategy of maintaining family 

system more often than those who use other coping strategies. In addition, women faculty 

members who have more support for work also have greater perceived career success compared 

to those who have less support for work. Lastly, women faculty members who have school-age 

children have more perceived spousal support compared to women who do not have school-age 

children. 
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CHAPTER 1 

 

INTRODUCTION 

 

 

 

 

Tenure has a long history at academic institutions of higher education. Dating back to 

1915, the American Association of University Professors (AAUP) initiated the principles and 

procedures for academic freedom and tenure. For example, the 1940 Statement of Principles on 

Academic Freedom and Tenure suggested a probationary period no longer than seven years for 

earning tenure (Joughlin, 1967). Yet, each academic institution, field, and department establishes 

the criteria to earn tenure during this probationary period. The tenure process can include 

completing original projects, publishing in refereed journals, and writing grants. In addition, 

faculty must fulfill their regular responsibilities, which typically include teaching a full load of 

classes, advising students, presenting at professional meetings, providing service to the 

community, and serving on committees. All of these tasks are time consuming and adding any 

other responsibilities, such as marriage and children, may interfere with earning tenure. 

Therefore, it would seem that researchers would have evaluated how family affects 

tenure attainment for faculty. However, according to published research, this was not a concern 

for faculty, even though in the past, the majority of faculty had families. This may be due to the 

fact that the majority of faculty members were male who had families. For example, in the 

1970’s, 80% of male faculty members were married with children (Gappa, St. John-Parsons, & 

O'Barr, 1979). Yet, in spite of the time it takes to complete tenure, there appeared to be no 

concern about family interfering with tenure for male faculty. For the most part, male faculty had 

little concern about family interfering with work responsibilities because they had wives who 

had primary responsibility for the family and who tended not to work outside the home. 

Therefore, balancing the tenure process and family may have been less of an issue for these 

families.  
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Yet, historically women have had a different journey in regard to balancing work and 

family responsibilities. For instance, in the 1920’s, few women had the option of having a family 

and being a faculty member. During this time, having a family was seen as overtly showing 

femininity, which was in conflict with the qualities of a professor. Furthermore, women who 

married tended to leave the workplace or were never hired. Thus, many women who entered into 

faculty positions made the choice not to have a family by either not marrying or remaining 

childless (Bernard, 1964). The unwritten rule of female not marrying continued into the 1970’s 

and 1980’s. For example, 40% of women faculty members in the 1970’s were never married and 

46% of women faculty members had no children (Gappa et al., 1979). 

However, this was not true for minority women. Most minority women did not have the 

option of having a family and not working outside the home. These women, regardless of their 

marital or family status, had to work for economic reasons. However, these positions typically 

were not in academia (Solomon, 1985). 

According to McCandless (1999), over 80% of those who had graduated during the years 

of 1892 and 1941 from college worked. Because many Black women had to work, they focused 

more on vocational professions that would make them more marketable to attain a job after 

graduation. For those that wanted to attain an academic job continued with their schooling. 

However, there were limited positions for Black faculty members. Therefore, Black faculty 

members were primarily hired by religious based Black colleges (McCandless, 1999). 

 

 

Purpose 

More women faculty members tend to be clustered in traditionally female-oriented fields 

such as human sciences, social work, education, nursing and library sciences (Bain & 

Cummings, 2000; Bradburn & Sikora, 2002; Gregory, 2001). However, women and minority 

women faculty members in academia are increasing in non-traditional areas such as engineering 

and other “hard” sciences (Tosti-Vasey & Willis, 1991). Regardless of the field, the largest 

percentage of women academics are in non-tenure track faculty positions (Finkel & Olswang, 

1994; Sederberg & Mueller, 1992). In 1998, almost 30% of women faculty members at 4-year 

academic institutions were in non-tenure track positions, whereas only 16% of men were in non-

tenure track faculty positions (Bradburn & Sikora, 2002). Currently, due to the increase of 
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women with families in academia, the problem of balance, particularly how it pertains to tenure 

and promotion, has become more of an issue (Finkel & Olswang, 1994). Therefore, this research 

will focus on how coping strategies and spousal support impact the career success of women 

faculty members. 

 

 

Glass Ceiling Effect 

There has been a recent decrease in tenure-track positions available (Parsad & Glover, 

2002). Between 1992 and 1998, the number of full-time faculty in tenure-track positions 

decreased. In 1992, 22% of full-time faculty members were in tenure-track positions, whereas in 

1998, 19% were in tenure-track positions. Researchers such as Bellas and Toutkoushian (1999) 

pointed out that tenure-track positions were becoming more restrictive. Due to budget 

constraints, many academic institutions have limited the number of tenure-track positions and 

hired adjunct faculty to teach classes not being taught by full-time faculty. On the other hand, 

some universities used contracts to hire new faculty instead of offering tenure-track positions 

(Bellas & Toutkoushian, 1999). 

Furthermore, some women who decide to pursue a tenure-track position will not obtain 

tenure. In 1998, at 4-year academic institutions, 24% of women were in tenure-track positions, 

compared to only 17% of men who were in tenure-track positions. These percentages seem to 

indicate that more women were attaining tenure. However, fewer than 40% of women were 

tenured compared to about 61% of men. According to these numbers, women were more likely 

to be in tenure-track positions but were less likely to earn tenure compared to men faculty 

members (Parsad & Glover, 2002). 

One explanation for the lack of women earning tenure is due to the organizational 

barriers that women have reported which prevented them from achieving tenure and promotion 

(Parsad & Glover, 2002). Some researchers who study career success of women have noted that 

women are discouraged from achieving their goals due to the “glass ceiling” effect. This term 

typically refers to the invisible organizational barriers that women face in the workplace, which 

can be displayed through gender or racial barriers (Klenke, 1996). 
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Gender Barriers 

One barrier that contributes to the glass ceiling effect is there may be a conflict between 

the time of obtaining a faculty position or earning tenure and the time of childbearing years for 

many women. For this reason, the critical decision of whether to have a family or obtain a 

tenure-track position needs to be made. Some women want to remain in academia and to have 

children, but do not want to be in the high competitiveness of a tenure-track position. Therefore, 

they concentrate on their family and enter into non-tenure-track positions instead (Finkel & 

Olswang, 1994; Wilson, 1995). These women realize the commitment it takes to fulfill tenure 

requirements but still enjoy teaching in academia. They may choose to teach part-time or accept 

a teaching-only position with the understanding that these positions are referred to as second tier 

and typically do not lead to growth. Therefore, these women purposively choose non-tenured 

track positions in order to have or raise their children (Phillip, 1993). 

A second barrier is that women faculty members do more teaching than male faculty. 

Even though there is typically an even distribution on the number of classes between men and 

women faculty members, there are differences in the types of classes taught. Women faculty 

members are more likely to teach undergraduate students, while men faculty members are more 

likely to teach graduate students (Chrisler, 1998). This difference is important because typically 

undergraduate classes have more students than graduate classes. Therefore, women faculty 

members will spend more time preparing and grading for these larger classes (Park, 1996). 

A third barrier is that some women are not included in the informal networks of the 

organization. Informal networks are important in understanding the workplace culture as well as 

establishing relationships with other senior faculty that can help with attaining tenure and 

promotion. It is these intangible barriers that women can have a difficult time overcoming. Due 

to its difficulty, researchers have focused on strategies, such as mentoring, to overcome these 

barriers. Mentoring provides a way for women faculty members to dispel stereotypes and to be 

included into informal networks (Sands, 1991).  

A fourth barrier is the conflict women face when balancing work and family 

responsibilities (Klenke, 1996). Many women faculty members are concerned with being 

effective teachers, producing scholarly work, and serving the academic institution. In addition, 

women faculty members are concerned with family responsibilities. For example, in their study 

of full-time faculty, Shultz and Easter (1997) evaluated obstacles that faculty found when 
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earning tenure. The participants reported several obstacles including departmental policies, 

exclusion from the network systems, heavy teaching loads, and a narrow definition of scholarly 

work. In addition, women participants were concerned about their families and how they 

impacted their job performance.  

Shultz and Easter (1997) also found that all of the women faculty members reported 

concerns about their family impacting their career success, yet no male faculty reported family 

responsibilities as an obstacle to their career success. Therefore, if these men were less 

concerned with family, then they may have had little or no conflict in balancing family and work 

responsibilities. On the other hand, women may be more concerned with family responsibility 

and thus may have difficulty fulfilling their requirements for tenure. However, this finding did 

not indicate that men do not care about their families, but it touches on the societal stereotypes 

about who is responsible for the family (Hochschild, 1989). 

Our society continues to expect that mothers serve as primary caregivers in the family. 

Some researchers have concluded that although women have been in the workplace for decades, 

societal expectations for women in regards to family responsibilities have not changed (Aldous, 

Mulligan, & Bjarnason, 1998; Duxbury, Higgins, & Lee, 1994). Women not only spent more 

actual time on family responsibilities, but also were expected to spend more time taking care of 

their family. This expectation often results in some working mothers being unable to “let go” of 

their family responsibilities, which is often referred to as maternal gatekeeping. Sometimes 

working mothers believe they must take care of the family and do not allow their spouse to share 

the responsibilities of household and childcare tasks (Parke, 1995). 

In addition, women are expected to be committed to their jobs, which are exemplified 

through the usage of family policies in the workplace. Finkel and Olswang (1994) found many 

women faculty members in their study did not take advantage of family-leave policies because 

they did not feel comfortable utilizing these benefits available at their workplace. For example, 

some women faculty members did not take the full 3-month family leave because they felt 

pressure to return to work as soon as possible. Some of these women reported that the chair of 

their department stressed the importance of their return, while other women reported their 

colleagues complained about teaching additional classes. These societal views affect women in 

academia as they struggle to succeed in their careers as well as in their personal lives (Finkel & 

Olswang, 1994; Klenke, 1996). 
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Because many women have not felt comfortable utilizing family-leave policies, many 

researchers feel that concentrating on policies will help alleviate discrimination for women 

faculty members. Therefore, some researchers suggested that tenure in regards to family-leave 

policies needed to be reassessed (Bellas & Toutkoushian, 1999; Wilson, 1995). For example, 

some academic institutions granted faculty a year extension to apply for tenure when they have 

been on leave for a specific amount of time. However, this extension was only considered when 

a faculty member applied for it. Yet, some women faculty members did not use the extra year 

extension because they did not want to be penalized during the tenure and promotion process. 

Therefore, Finkel, Olswang, and She (1994) suggested that in order to lessen tenure pressure, 

faculty automatically should be given a tenure deferral when they become new parents, 

“regardless of whether they take leaves and regardless of the length of those leaves” (p. 268).  

Even though family policies should be revamped and challenged in academia, it may not 

be enough. Family policies may not suffice because, as stated previously, many women faculty 

members do not take advantage of family-leave benefits. Therefore, some researchers have cited 

the need for administrators to be fully committed to supporting family policies. Simply having 

policies in the faculty handbook is not enough. These researchers indicated that faculty should be 

made aware of these policies and should be encouraged to use them (Bellas & Toutkoushian, 

1999; Finkel, Olswang, & She, 1994; Finkel & Olswang, 1994; Shultz & Easter, 1997). 

However, due to the paucity of available tenure-track positions, administrators may not be as 

willing to improve or encourage family policies. Therefore, the process is getting more intense 

and policies are not the only solutions (Parsad & Glover, 2002).  

Focusing on family-leave policies may not suffice because they are mainly effective 

during the transition into parenthood. However, parenting is a lifelong commitment and does not 

stop after the first year, when faculty members are more likely to be given family-leave time and 

extensions to complete their tenure (Finkel & Olswang, 1994). Even though parenting may get 

“easier” when children are of school age, there are still family responsibilities that need to be 

completed. Shopping needs to be completed, emotional support needs to be provided, meals need 

to be prepared, and children need to be transported to academic, social, and recreational 

activities.  

Therefore, while amending policies in academia is necessary, it is also important to have 

strategies to help families balance family and work responsibilities that policies have yet to 
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address (Sederberg & Mueller, 1992). One suggestion was that academic institutions offer 

programs that families could utilize. They included programs that focus on time management 

skills, parent education, and community resource links (Sorcinelli & Near, 1989).  

Another suggestion for balancing family and work include women faculty members 

working with their spouses to help balance childcare and household tasks. In much of the 

research cited, spousal support appears to be an important aspect for career success for men and 

women (Sorcinelli & Near, 1989). However, most research on spousal support focused on the 

wife’s support for her husband’s career. Some researchers have reported that male faculty 

viewed spousal support as an important factor for their career success. These men recognized the 

importance of their wives’ emotional support for their careers (Aryee & Luk, 1996; Darley, 

1976).  

However, there seemed to be little comment on the responsibilities of wives for 

household and childcare tasks. This instrumental support freed male faculty to concentrate on 

their career and not on family responsibilities. Because men typically are not the primary 

caregivers, researchers have not focused on the importance of instrumental support that wives 

provide as a factor in career success for men (Parasuraman, 1996). Yet, because women are 

typically seen as the primary family caregivers, the husbands’ support with family 

responsibilities can be a determining factor in the career success for women faculty members 

(Duxbury et al., 1994; Hertz, 1997).  

 

Racial Barriers 

Minority women faculty members were less likely to earn tenure compared to White and 

Black male faculty employed as full-time instructional faculty. Over 60% of White male faculty 

and approximately 51% of Black male faculty were tenured, whereas only 37% of minority 

women earned tenure. Therefore, there appear to be barriers that prevent women faculty 

members from earning tenure (Bradburn & Sikora, 2002). 

In addition to the above barriers reported based on gender, minority women also face 

additional barriers based on race. Due to the lack of minority women faculty members at 

Traditionally White Institutions (TWI), more minority faculty are asked to do service by being a 

representative for their group. Furthermore, many minority faculty members feel obligated to 

7 



 

serve in these capacities. This can directly impact earning tenure, because the time spent on 

teaching and service can take away from research (Park, 1996).  

Aguirre (2000) pointed out that “women and minority faculty are expected to assume and 

perform institutional roles that allow higher academic institutions to pursue diversity on campus. 

But those roles are ignored in the faculty reward system, especially the awarding of tenure” (p. 

3). When minority women faculty members serve on more committees, it takes time away from 

fulfilling their duties as a tenure-track faculty, which may lead to being denied tenure. Therefore, 

minority women who concentrate on other duties may be limited in tenure attainment (Gregory, 

2001; Phillip, 1993). 

 

 

Conclusion 

For most careers, there is a sensitive time period for individuals to climb the corporate 

ladder. In any profession, employees face obstacles when striving for success in their fields. The 

academic world is no different. Not only is attaining a tenure-track position competitive, but 

successfully earning tenure is an accomplishment. This combination of commitments makes the 

tenure process stressful for men and women (Finkel et al., 1994; Tosti-Vasey & Willis, 1991).  

Wilson (1995) interviewed several women at different phases of attaining tenure. She 

found that women faculty members faced difficulty in balancing work, family, and progressing 

toward tenure. However, the faculty interviewed recognized that they had fewer conflicts than 

working moms in other professions. For example, women faculty members tended to have more 

flexibility in their work schedules, where they were not locked into a 9 to 5 job. However, 

Wilson asserted that “most women outside academe need not prove themselves within six years 

or lose their jobs” (p. A14).  

However, Wilson (1995) found that many of the women interviewed refused to give up. 

One faculty woman reported that she keeps “pushing colleges to loosen up” (p. A15), while 

some women faculty members use creative techniques to maintain their careers by building new 

paths. For example, two women faculty members shared a tenure track position, which included 

sharing the salary and the office space. They believed they were paving a new way and 

recognized they did not know what awaits them in the future. However, they emphasized the 

importance of their family and their willingness to take the risk (Wilson, 1995). Yet, not all 

women faculty members have the advantage to negotiate their faculty position. Therefore, 
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women faculty members may look for the support from their spouses to have success in 

obtaining tenure. 

 

 

Theoretical Perspective 

Career Theories vs. Family Theories 

Based on proposed areas for this research, balancing family and work can be evaluated 

either through career development theories or family theories. Career development theories are 

important to women because they describe the developmental process it takes to emerge into a 

career. However, this theory tends to focus only on career behavior.  Even though career 

development theorists consider family issues as a factor in career decision-making, they do not 

dissect the everyday functioning of career and family interaction (Patton & McMahon, 1999). 

For example, several well-known theorists have researched career success. Donald Super 

(1957) studied how individual characteristics and career success are related. He found that 

aptitude, interests, and personality are important factors for career success. He also found that the 

family is another factor for career success. However, Super focused on the family-of-origin, 

which included how social status, role models, and family resources played a role in career 

success (Super, 1957).  

Another theorist, John Holland (1966), also found that personality influenced career 

success. Holland investigated personality by categorizing traits, such as social, enterprising, and 

artistic to examine career success. He found that success in a career is based on personality traits. 

For example, if a person has a social personality trait, then she is more likely to be successful in 

a job that involves working with people. However, Holland admitted that his theory is based on 

studies of men and “is probably less useful for understanding the behavior of women” (Holland, 

1966, p. 13).  

Currently, there are models of career theory that focus on the importance of women’s 

career choices. For example, Farmer posited a model based on career and achievement 

motivation. She reported that there are three factors that trigger motivation: personal, 

background, and environmental variables. However, she does not focus on family strategies and 

how that impacts career success (Farmer, 1997). 
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Family theories examine family and career in different ways, ranging from the impact of 

father’s involvement in childcare and housework to how working mothers impact the 

development of their children. Human capital, gender ideology, and symbolic interaction theories 

are examples of theoretical frameworks that examine how families balance family and work 

responsibilities (Hall & Callery, 2003). Each of these theories evaluates some aspect of working 

families.  

For example, human capital theory focuses on the relationship between the hours that 

parents work and the number of hours spent on household and childcare tasks. It has been 

hypothesized that the more hours mothers work outside the home, the fewer hours they have for 

childcare and housework. Furthermore, husbands in these families will increase their hours in 

childcare and housework. However, these hypotheses have not been supported in the research. 

While some working mothers have increased the number of hours working outside the home, 

their husbands did not increase their hours in childcare and housework. Instead women have to 

lessen their time for family responsibilities such as housework (Aldous et al., 1998; Biernat & 

Wortman, 1991; Blair, 1998; Lennon & Rosenfield, 1994).  

 

 

Family Ecosystemic Theory 

The theoretical framework that will be utilized in this study is family ecosystemic theory. 

Family ecosystemic theorists developed their concepts from different theoretical approaches. The 

main theoretical approaches are family systems theory and ecological theory, but concepts from 

the stress and coping perspectives are also included (Bubolz & Sontag, 1993; Rothery, 2001). 

 

Family Systems 

Bubolz and Sontag (1993) identified three concepts that explain family ecosystemic 

theory. The first concept is that each individual who is connected to the family system affects all 

others. Furthermore, this can impact other systems as well. For example, a husband who picks up 

his child from daycare can impact his wife by allowing her more time on the job. The family 

system is the husband, wife, and child, all of whom are individually impacted. However, there is 

also the wife in the work system, who was impacted as well.  

The second concept is that systems are circular rather than linear in function. In other 

words, one system affects another, but it does not stop there. Taking the previous example, 
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assume that the husband does not like his wife working outside the home and wants her to be a 

better housekeeper. He may express his resentment indirectly by intentionally forgetting to pick 

up their child. Therefore, if the husband forgets to pick up his child, then this causes the wife to 

leave earlier than she had expected from her job, and she will have greater difficulty completing 

her work responsibilities. This may impact the wife because then she will have to focus her time 

on work responsibilities and not have enough time to fulfill her housework responsibilities. This 

situation continually reinforces the husband’s view that his wife is not a good housekeeper 

(Bubolz & Sontag, 1993). 

The third concept is that families have boundaries that impact the survival of the family 

system. The boundaries range from closed to open, where either extreme can be detrimental to 

the family. In a closed system, the family is not flexible with the information or support gathered 

from its outside environments. Therefore, these families have difficulty surviving because not 

enough options are provided to aid with the unplanned experiences that occur daily. On the other 

hand, an open boundary allows a lot of flexibility, but no structure. In this way, families allow 

outside environments to control their lifestyle.  

Take, for example, a working mother and father who are both tenure-track faculty 

members at a research institution and are parents of two pre-teen children. They do not believe in 

other people taking care of their children, whether a relative or non-relative. They get into a 

situation were they are working long hours during the same time, which could cause problems 

because either their children are left alone or their needs are not properly met (Bubolz & Sontag, 

1993).  

On the other hand, an open boundary could lead to the children having a limited 

relationship with their parents because they are always in the care of a babysitter, daycare 

provider, or relative. Therefore the parental subsystem attempts to have a balance between open 

and closed boundaries, where they are responsible and loving parents, yet they are able to fulfill 

their work responsibilities as well. Having a partially closed boundary helps the family keep their 

identity, while having a partial open boundary helps the family survive (Bubolz & Sontag, 1993). 

 

Coping Strategies 

The next concept of family ecosystemic theory is coping strategies, which include the 

demands and resources of the family. Families use their resources when there are demands to be 
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met. Demands are activities or tasks that are required to maintain a balance and survival of the 

family system. The demands range from taking a child to extracurricular activities to cooking 

dinner. Therefore resources are to help with alleviating the demands, short-term or long-term. 

Resources that help meet the demands include spousal support, paid housecleaning, and after 

school programs.  

Paolucci, Hall and Axin (1977) posited that the family systems are balanced by: 

  Inputs => throughput => outputs 

The inputs are the resources from the family. This information goes through by changing the 

resources into demands fulfilled. This leads to used resources and met demands and then starts 

again with the next situation. What makes the family system unique is that there does not have to 

be one resource that meets a demand. For example, if the demand is that family members are 

hungry, then there may be several resources available to the family. The family can go to a 

restaurant; can order take-out; can prepare dinner; can have dinner at a friend’s home; or can eat 

leftovers. Therefore, the input is a hungry family and all of the resources listed above are 

possible throughputs. The output is the met demand where everyone is fed (Klein & White, 

1996).  

The context is different for each person, which impacts how we perceive the demand and 

how resources are utilized. For example, a wife in a traditional family might identify that a 

demand for her is to have a clean home. Because she is primarily responsible for the home and 

children, she may feel her resources are for her alone to complete this chore alone. For this type 

of family, if her husband picks a toy off the floor to help clean up, then the wife may feel that he 

is a good husband by helping. On the other hand, if this family has more of an egalitarian 

structure, then the wife may need more from her husband than him picking up a toy. This relates 

to a person’s beliefs, perceptions, and interpretations. For family ecosystemic theory, this is 

important because how a situation is perceived can impact how one participates in the family 

system (Bubolz & Sontag, 1993). 

These concepts play a vital role in how families function, especially for minority families 

trying to manage their household while working outside the home (Bubolz & Sontag, 1993; 

Klein & White, 1996; Rothery, 2001). Utilizing theories one can examine the whole of a family 

and apply it to people with diverse backgrounds, such as minority families. According to 

Paolucci, Hall, and Axin (1977), family ecosystemic theory applies a holistic approach to 
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studying families, which includes systems, perception, and coping strategy. This theory takes 

into consideration the different systems that affect one another while incorporating how the 

environment plays a role with the family unit. This theory addresses the interdependent 

relationship between the family system and the work system, meaning they are independent 

spectrums but have a relationship that affects one another (Paolucci et al., 1977).  

Family ecosystemic theory has been applied to how families balance work and family 

responsibilities. Much of this goes into the decision-making process that families utilize in order 

to succeed in the work and family units. Family ecosystemic theory has many names in research, 

including human ecology and ecosystemic. For the purposes of this research, family ecosystems 

theory will be used. This theory is the most valuable to this study because it examines situations 

from different aspects, by including how people define and perceive a situation. Family 

ecosystemic theory looks at the perception, which appears to be the greatest concern when 

dealing with work and family responsibilities. It looks at how families conceptualize systems 

(Paolucci et al., 1977). 

 

 

Statement of Problem 

Women, more so than men, take responsibility for the family. With the growing difficulty 

in obtaining tenure-track positions and earning promotion, childbearing and child rearing can 

become a burden for minority women faculty members trying to earn tenure and promotion. The 

difficulty in trying to balance career and family can cause women and minority women to leave 

tenure-track faculty positions. The purpose of this study will be to examine how perceived 

coping strategies and spousal support in family responsibilities relate to the career success of 

minority women faculty members at institutions of higher education.  

 

Research Questions 

1. Do women faculty members who report more coping strategies have higher perceived 

career success compared to those who report fewer coping strategies? 

2. Do women faculty members who report more spousal support have higher perceived 

career success compared to those who report less spousal support? 

3. Do women faculty members who report more coping strategies also report more spousal 

support? 
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Research Hypothesis 

1. There will be differences between women faculty members who report more coping 

strategies and those who do not, in relation to perceived career success, as measured by 

the Dual Employed Coping Scales (DECS).  

2. There will be differences between women faculty members who report more spousal 

support and those who do not, in relation to perceived career success, as measured by the 

Spousal Support for Work and Parenting (SSWP). 

3. There will be an interaction between spousal support and coping strategies, in relation to 

perceived career success, as measured by the SSWP and the DECS. 

 

Definitions 

1. Career success for this study is defined as the perception of progress towards tenure and 

promotion. It will be measured by the Career Satisfaction Scale (Greenhaus, 

Parasuraman, & Wormley, 1990).  

2. Faculty for this study is defined as full professors, associate professors, assistant 

professors, and full-time instructors at 4-year colleges or universities, unless otherwise 

indicated. 

3. Minority for this study refers to African-Americans, unless otherwise indicated. 

4. Family Responsibilities includes household tasks and childcare or parenting 

responsibilities (Dancer & Gilbert, 1993; Grote & Clark, 1998). 

5. Instrumental spousal support: is defined as “helping behaviors such as giving one’s time” 

(Kowalski & Beauvais, 2001). It will be evaluated by the Spousal Support for Work and 

Parenting (SSWP). 

6. Emotional spousal support: is defined as “caring behaviors such as the provision of trust, 

empathy, and love” (Kowalski & Beauvais, 2001). It will be evaluated by the Spousal 

Support for Work and Parenting (SSWP). 

7. Coping Strategies: is defined as “personal or collective (with other individuals, programs) 

efforts to manage the demands associated with the dual-employed family” (Skinner & 

McCubbin, 1996, p. 706). It will be evaluated by the Dual Employed Coping Scale 

(DECS). 
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Delimitations 

1. This study was limited by the subjects’ perception of the support and coping strategies 

from their spouse. The measurement of household tasks will be based on respondents’ 

self-report. 

2. This study included women faculty members in full-time positions, who were married 

and had at least one child. 

 

 

Assumptions 

1. It was assumed that the subjects honestly responded to the questions on the surveys. 

2. It was assumed that the subjects had adequate reading level to complete the surveys. 

3. Due to the small numbers of Black women faculty members, it was assumed that the 

samples’ response rate was representative of the population. 
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CHAPTER 2 

 

LITERATURE REVIEW 

 

 

 

 

Career success can be an important aspect of an individual’s life. However, for minority 

women, career success can be more difficult to obtain. First, this group deals with gender and 

racial issues that can be obstacles to a successful career. Second, minority women deal with 

some of the same issues that face many women who work outside the home and still maintain a 

family. These issues range from scheduling maternity leave to dealing with childcare issues. 

While there is extensive research on gender and racial barriers, there is limited literature on how 

minority women balance family and work.  

Therefore, this chapter will review literature that relates to the career success for women 

and other minorities. This chapter will give an overview of the literature that focuses on Black 

families, then define career success and finally review the literature that focuses on the factors of 

career success.  

 

 

Black Families 

Research on Black families has been very limited in its scope as it pertains to specific 

issues or topics. During the 1970’s and 1980’s much of the literature focused on the pathologies 

of Black families rather than looking at their strengths (Taylor, Chatters, Tucker, & Lewis, 

1990). For instance, the literature on Black families revolved around single mothers and families 

in poverty. In the late 1980’s, the literature on Black families began to change and focused more 

on the resilience of these families, such as evaluating the Black married couple and their coping 

strategies (Taylor et al., 1990). 
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One reported strength of Black families was their marital style. Researchers have 

reported that Black families tend to practice a more egalitarian family style than White families 

(Ross, 1987). There are many explanations, ranging from the impact of slavery to Black men 

having unstable employment. However, Black middle-class families are more likely to share 

childcare and household responsibilities than White middle-class families (Ross, 1987).  

One main reason is the impact that Black women have had in the workplace through the 

years (Huber & Spitze, 1981).  Black families have had to adjust family roles due to most Black 

mothers working outside the home. Therefore husbands have had to share the responsibility of  

the household and childcare (Erickson, Yancey, & Ericksen, 1979). This may have an impact on 

how Black families cope with balancing family and work. Further, it might impact the coping 

strategies that influence Black fathers’ participation in childcare and housework. 

 

 

Definition of Career Success 

Conceptualization 

Examining career success for women has proven to be a complex issue. While career 

success appears to be understood for men, it has been more difficult examining this concept as it 

relates to women. One reason career success is difficult to examine is because there is no single 

unifying term. In research, this concept can be labeled as career achievement, career 

development, career progress, or as it is used in this study, career success. Even when the same 

term is used, there are a variety of definitions. Career success in some research was defined as 

attainment of status at a certain level (Bridges, 1996). Others defined it as job satisfaction 

(Blake-Beard, 1999), while other researchers viewed it based on salary and power (Friedman & 

Greenhaus, 2000). Career success can also be defined as the number of promotions that a worker 

has achieved (Melamed, 1995).  The focus of this research is on how the worker views her 

progression towards promotion based on career satisfaction where “evaluation [is] relative to his 

or her own goals” (Seibert & Kraimer, 2001, p. 2). 

 

Gender Differences 

Another issue in defining career success is that researchers have found gender differences 

in how women and men define success. Some researchers have defined career success in terms 

of motivation (Eccles, 1987; Griffin-Pierson, 1986). These researchers found that women did not 
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achieve or did not have as much motivation to achieve compared to men. However, current 

researchers have found the results to be misleading. Women and men simply viewed career 

success differently, which did not necessarily include motivation for women, rather their 

priorities. Therefore many researchers are expanding their definition of career success to include 

these differences (Aryee & Luk, 1996; Bridges, 1996; Eccles, 1987). Hence, career success for 

this research will be defined as the perception of progress towards tenure and promotion. 

 

 

Factors of Career Success 

Instead of providing a “concrete” definition, more researchers have addressed the factors 

that impact career success (Aryee, Chay, & Tan, 1994; Aryee & Luk, 1996; Seibert & Kraimer, 

2001). Factors included academic achievement, faculty mentoring, and coping strategies. 

Academic achievement is an important factor in career success because this type of achievement 

has the potential to lead to a graduate degree, which is necessary for women achieving position, 

tenure, and promotion in higher education. Due to a graduate degree’s importance and the 

necessary steps to get a graduate degree, researchers have focused on how academic achievement 

is obtained. 

 

Academic Achievement 

Family background and gender. Academic achievement begins, for many, with the 

family. The family provides resources that can help young women succeed. These resources 

include educational materials and support for the mathematics and science fields. Surveying 

women who majored in mathematic or science about the factors that led to success, Zeldin and 

Pajares (2000) found the participants’ families helped in modeling behavior for achievement by 

having their daughters contribute to male-dominated areas. For example, some of the participants 

were encouraged to take math and science courses, work on automobiles, and have computer 

knowledge.  

Zeldin and Pajares (2000) also found that family support contributed to the participants’ 

interest in mathematics or science. These women reported that having a parent tell them they 

were smart helped to encourage them during their educational aspirations. Therefore, families 

providing exposure and support in mathematics and the sciences, will not only potentially 

increase women’s interest of these subjects, but also the motivation to continue their education. 
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Family background and race. Parents’ expectations play a role in future career success by 

setting a standard for academic achievement. Many successful minority women recognized that 

their parents had high expectations for their education (Farmer, 1997; Fitzpatrick & Silverman, 

1989; Heins, Hendricks, & Martindale, 1982; Verrier, 1992). For example, Hines (1997) 

interviewed African American college students about their persistence to obtain a degree. He 

found that many of the respondents did not want to “disappoint their parents” and “choose to 

tough it out rather than have to come home without their degree” (Hines, 1997, p. 26). 

Additionally, Hrabowski, Maton, Greene, and Grief (2002) asserted that family support is 

important for Black women’s interest in mathematics and science. Due to the lack of minority 

representation in the mathematics and science fields, most Black women did not have 

mathematics or science exposure in their homes. Analyzing Black families with college educated 

daughters, Hrabowski et al. (2002) found that most of the participants’ parents reported that their 

daughters had an interest in mathematic or science at an early age. These parents believed they 

had very little impact on their daughters’ interest in the mathematics and science fields, but they 

supported their daughters’ interest by showing an interest in their education by being involved in 

parent-teacher conferences and by examining their homework.  

Overall, family resources and parents’ expectations have been cited in the literature as 

important factors impacting academic achievement, especially for minority women. Furthermore, 

families provide an environment that helps young Black women have future career success by 

offering support for their daughters’ academic and career aspirations. More importantly, negative 

beliefs from family can hinder future interest in mathematics and science by perpetuating the 

myth that these areas are for White men and boys. The view is that if students have an interest in 

mathematics or science, particularly females, then they have a greater chance of continuing 

beyond secondary school. These two areas are important because they increase their self-

confidence and career options (Hrabowski et al., 2002). 

Educational experience and gender. While family is important, the school environment 

also plays an important role in academic achievement by providing an environment that 

enhances learning for female students. The secondary school experiences have been found to 

impact many women’s future aspirations to attend college. Furthermore, women’s post-

secondary experience can further help women to succeed (Hyde, Fennema, & Lamon, 1990; 

Smith & Erb, 1986). 
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Most of the research involving gender and academic achievement focuses on girls’ 

interest and ability in mathematics and science in secondary school. However, there is 

conflicting literature on when gender differences appear in academic achievement in 

mathematics and science. While some researchers reported gender differences begin in 

elementary school (Bronstein, Rothblum, & Solomon, 1993), others reported that it begins in 

middle school (Hyde et al., 1990; Smith & Erb, 1986).  

The main reason for this discrepancy is that the literature on academic achievement is 

being compared on the basis of grades, achievement tests, or attitudes about academic 

achievement. However, these variables are different in their scope. Grades assess what students 

are presently doing, which can be impacted by the subjective perception of teachers. 

Achievement scores assess what students should achieve, which can be impacted by test-taking 

skills. And attitude scores assess the student’s perception of a subject. Again, each of these 

variables measured different factors, making it difficult to compare findings in the literature. 

However, some researchers examined several measures to determine when gender 

differences appeared between girls and boys. For example, Rech (1994) evaluated achievement 

tests and attitude about mathematical skills of boys and girls at the fourth grade level and the 

eighth grade level. Expectantly, she found that the fourth grade girls who scored high on the 

mathematical achievement test had a better attitude about their mathematical skills than fourth 

grade boys who scored low on the mathematical achievement test. Surprisingly, Rech found that 

more eighth grade girls who scored high on the achievement test had lower attitudes about their 

mathematical skills compared to the eighth grade boys who scored low on the achievement test. 

These eighth grade girls reported they had higher anxiety and negative perceptions about their 

self-confidence in their mathematical abilities (Rech, 1994).  

This finding indicates that eighth grade girls believed they did not do well in math despite 

their high achievement scores. Furthermore, eighth grade boys had confidence in their math 

skills, despite their low scores on the achievement tests. Based on these eighth grade girls’ 

beliefs, they may decide not to pursue their education beyond secondary school or may limit 

their opportunities. However, their achievement scores indicated otherwise. 

Other researchers, such as Bronstein et al. (1993), evaluated grades and attitudes about 

academic achievement. They pointed out that more girls in elementary and middle school had 

better grades than boys in mathematics and science. Yet, more girls than boys perceived they had 
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low mathematical or science abilities. Therefore, some researchers have begun to evaluate the 

students’ perceptions about these subjects. These results are important for women because this 

belief impacts not only their motivation for these areas, but also the motivation to continue their 

education beyond secondary school. 

Women’s experience in postsecondary school also plays a vital role in attending graduate 

school. Yet, attending college does not guarantee earning a graduate degree for women. Some 

women continue to have obstacles that deter them from continuing their education. One obstacle 

is the lack of female role models in faculty positions (Betz & Fitzgerald, 1987). Researchers 

have found that some students who had positive relationships with faculty members influenced 

their decision to continue in academia (Betz & Fitzgerald, 1987; Bronstein et al., 1993; Tusin & 

Pascarella, 1985). However, more male students tend to get positive support from other sources 

such as parents and friends, while some female students have very limited support to achieve in 

higher education (Betz & Fitzgerald, 1987; Tusin & Pascarella, 1985; Zeldin & Pajares, 2000). 

Women’s colleges have served to facilitate women’s academic achievement. This 

experience gives women the opportunity to obtain leadership roles without the conflict of dealing 

with gender issues. These women also have more contact with professors who inspire them to 

achieve in higher education compared to co-educational institutions. Although some of these 

instructors may be men, they still play an active role in preparing their female students for career 

success. Many of these instructors understand the obstacles that women face during their 

academic and career success. Therefore, they understand the importance of educating young 

women and are dedicated to developing leadership skills for them to succeed (Betz & Fitzgerald, 

1987).  

Educational experience and race. Race can further impact young girls’ secondary and 

postsecondary school experience, because of few role models. Therefore, many Black young 

women do not aspire towards a graduate education. Black colleges have served as a gateway for 

Black women to receive their college degrees. Because the majority of Blacks resided in the 

southern states, many of the colleges were founded in the South. Because of the few women 

colleges serving Black women, many of these women went to coeducational institutions. 

However, some went to White institutions, where they had to integrate these educational 

facilities and were often isolated from their peers (McCandless, 1999).  
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However, Black women were often given more of a vocational training than men. 

Especially since most of Black women attended religious and private educational institutions, 

many programs restricted women to preparing them to take care of a home. A liberal arts 

education was not seen as important for women to learn, rather something they can use after 

graduation (McCandless, 1999).  

Yet, this experience was seen as a great opportunity for growth. This experience also 

allowed women to enter the doors of education and to push for greater opportunities (Solomon, 

1985). As more women enter academia, more role models are available to inform young women 

about the importance of a graduate degree. Therefore, role models during secondary and 

postsecondary school play an important role in academic achievement (McClendon & Wigfield, 

1998).  

Education is viewed as one of the most important variables for women achieving their 

career aspirations. Furthermore, graduate education can be seen as giving women options that 

lead to career success in their field. As Betz and Fitzgerald (1987) stated, education is a “major if 

not critical route to women’s career achievement and success and yet, ironically, the educational 

system has served as one of the major barriers to women’s career development as well” (p. 73).  

Having a graduate degree is important, but the type of educational institution from which the 

female student earns her degree is important for career success. For example, besides women’s 

colleges, Harper, Baldwin, Gansneder and Chronister (2001) found that women who graduated 

with a doctorate from Research I institutions were more likely to be awarded a tenure-track 

position. These women gained valuable experience by obtaining the skills needed to get a tenure-

track position (Harper et al., 2001).  

 

Faculty Mentoring 

Even after obtaining the graduate degree, there are still obstacles that many women and 

minority women face. The first three years for a junior faculty in a tenure-track position is a 

critical time. During this time, socialization in the department occurs, which often determines 

how well the new faculty member will succeed in her career (Olsen, 1993). Most junior faculty 

members only receive their faculty handbook. However, there are many unwritten rules that are 

not accessible to new faculty. Therefore, mentors have the potential to help junior faculty 
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succeed by assisting with department socialization and deciphering the tenure code (Bowie, 

1995).  

An effective mentoring relationship has many benefits for the junior faculty and 

department. Junior faculty who have an effective mentoring relationship have been found to be 

more satisfied with their job (Grunig, 1987) and more likely to remain in the department 

(Cunningham, 1999). This retention helps the department by reducing the time and cost of 

having a new search to bring in a new hire. Mentoring also increases research productivity and 

teaching effectiveness by reducing some of the anxiety of entering a new department 

(Cunningham, 1999; Grant, 1993; Grunig, 1987). This productivity brings more exposure to the 

university and helps junior faculty fulfill the requirements for tenure.  

Yet, the mentoring research is ambiguous because of the different definitions of 

mentoring. A mentor can be defined as a coach, a sponsor, and a role model, to name a few. 

Therefore some researchers took an extra step and classified the mentoring relationship based on 

a mentor’s function. For example, surveying tenured and tenure-track faculty, Sands (1991) 

defined one type of mentor as an Information Source, where senior faculty inform new faculty 

about the formal and informal expectations for tenure and promotion. Another example of a type 

of mentor is a Career Guide, where the senior faculty members use their influence to help with 

the new faculty’s entry and advancement (Luna & Cullen, 1995; Sands, 1991). 

These two examples of mentor types demonstrate the potential conflicts that can arise 

between junior and senior faculty. Each type requires the mentor to have a different commitment 

and relationship with the junior faculty. The first example has the mentor helping the junior 

faculty to become more acquainted with the department through information. The second 

example has the senior faculty playing a more active role in the mentoring relationship by 

requiring senior faculty members to use their networks, which they may not want to do.  

Thus educational institutions and departments can handle mentoring differently, based on 

the mentoring relationship definition. For example, if departments view mentors as sponsors, 

junior faculty may automatically be paired with senior faculty. However, this involuntary pairing 

has some potential problems, especially for minority women. A junior faculty member may be 

paired with a senior faculty member who has limited experience in guiding or giving feedback to 

minority women faculty members. For instance, a woman faculty member may want to focus her 

research on a minority population. Some senior male faculty may not see the potential in this 
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type of research and persuade the junior faculty to pursue another area, not realizing the 

contributions of this type of research to the field.  

Another potential problem of pairing junior and senior faculty is that some women 

faculty members are looking for a mentor with specific qualities or experiences. For example, a 

junior woman faculty member may want a mentor who has experience in balancing family and 

attaining tenure. However, the mentoring relationship may not be beneficial if the senior faculty 

member does not have the experience or the understanding of the importance in balancing work 

and family (Grunig, 1987). Another potential problem in pairing faculty is that some institutions 

do not pair junior faculty with senior faculty. Rather, junior faculty may be paired with faculty 

who hold little power or academic rank within the department. This less powerful mentoring 

relationship may be an obstacle for women faculty members because they may not gain the 

necessary skills to attain tenure and promotion (Grant, 1993).  

Conversely, other educational institutions do not automatically pair junior faculty with 

mentors. Instead junior faculty find mentors to help with department socialization and 

deciphering the tenure code. This method is beneficial because new faculty can decide with 

whom they have more in common and build a relationship. In this way, both parties are 

interested in building a relationship, instead of being forced into a mentoring relationship. 

However, this method has its disadvantages for junior faculty because most educational 

institutions do not reward faculty for being mentors. Therefore there is little incentive for senior 

faculty to become mentors to junior faculty. Therefore, some junior faculty will not be successful 

in finding a mentor, which increases the likelihood of not surviving the tenure process 

(Cunningham, 1999). 

Mentors provide new faculty with skills to survive the promotion and tenure process. 

Through mentoring, new faculty gain the steps for success in learning what is expected from 

them in their profession and department (Aisenberg & Harrington, 1988; Grunig, 1987; Kerr, 

1989). Overall, mentoring encompasses a close relationship between junior faculty and senior 

faculty. Luna and Cullen (1995) found that “mentoring is useful and powerful in understanding 

and advancing the organizational culture, providing access to informal and formal networks of 

communication, and offering professional stimulation to both junior and senior faulty” (p. iii). 
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Coping Strategies 

When career success is evaluated, researchers have typically focused on the attributes of 

the individual. An example, as discussed previously, is how academic achievement and faculty 

mentoring play a role in career success. Recently researchers have broadened their scope of 

career success, by including the balance of work and family (Warren & Johnson, 1995).  

Workplace Coping Strategies  

Many researchers have focused on how workplace support impacted the balance of career 

and family, which has the potential to lead to career success. Warren and Johnson (1995) found 

that supervisors play an important role in reducing conflict by providing support in balancing 

work and family. Simply having family policies does not mean they will be utilized (Blair-Loy & 

Wharton, 2002). One way supervisors can provide support is by enforcing family-leave policies 

in the workplace. For example, Finkel and Olswang (1994) found women faculty members felt 

pressure from their department chair to return to work before their maternity leave was 

completed. Therefore, if faculty mothers found they were not supported in the workplace, they 

were hesitant about asking for time off for child rearing needs (Lee & Duxbury, 1998). 

Supervisory support also touches on how employees are valued. Supporting family policies 

indicates to employees that they are important to the organization (Seyler, Monroe, & Garand, 

1995).  

Furthermore, Finkel, Olswang, and She (1994) reported that 40% of their female 

participants did not take off any paid leave after the birth of their child. When women faculty 

members were asked if they would take their three-month leave, 75.6% reported “they would 

take off three months if the majority of their colleagues did” (p. 267). This percentage indicates 

the pressure that faculty felt, not only from their department chair, but also from their colleagues, 

to return to work. Other researchers also found that mothers in their studies felt less pressure to 

fulfill duties when co-workers and supervisors supported their family demands (Fredriksen & 

Scharlach, 1999; Warren & Johnson, 1995). 

 

Family Coping Strategies 

Some researchers have concentrated on the balance of work and family to only include 

workplace support (Blair-Loy & Wharton, 2002). However, balance of work and family also 

includes coping strategies within the family because they play a vital role in the career success of 
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women. Sorcinelli and Near (1989) found that 50% of their participants placed more stress on 

balancing time and commitment towards the family than towards their career responsibilities. 

They also found that women crowded career goals “without letting anything else go” (Sorcinelli 

& Near, 1989, p. 77). Therefore, having coping strategies helps to “let other things go” by using 

family resources. Coping strategies include restructuring family and work system, paid services, 

stress reduction, and spousal support. 

Restructuring work and family system. Many working parents are making decisions 

regarding how to balance their family and work responsibilities. While some parents decide to 

rearrange the family system, others rearrange the work system, but most parents incorporate both 

(Becker & Moen, 1999; Milkie & Peltola, 1999; Vuchinich, 1987). Restructuring the family 

system includes proactive plans such as establishing a schedule and delegating different 

household tasks (Emmons, Biernat, Tiedje, Lang, & Wortman, 1990; McCubbin & Figley, 

1983). Many families restructure the family system by lowering their standards of what is 

considered acceptable for family responsibilities (Skinner & McCubbin, 1981). In a study of 60 

faculty members, 25% of the respondents reported that they put less emphasis on the cleanliness 

of their home when both parents worked full-time (Schultz, 1988).  

Some families restructure the work system to accommodate family responsibilities. By 

rearranging the work system, working parents may have to limit their responsibilities at work by 

refusing to take on additional workload. For example, Milkie and Peltola (1999) interviewed 209 

women and 260 men about work and family balance. They found that almost 15% of the women 

refused job promotions and 33% refused to work overtime. Even though these women knew the 

risks of declining promotions and not working overtime, they were happier when they reduced 

their work responsibilities rather than reducing their family responsibilities. In other words, these 

working women felt more success in balancing work and family when they reduced their work 

hours, but felt they were not successful when they had to decrease their family responsibilities 

(Milkie & Peltola, 1999).  

Some researchers have studied factors that lead working fathers to decrease work 

responsibilities and increase family responsibilities. They found it is not based on the amount of 

hours fathers worked or the amount of hours their wives worked (Brett & Yogev, 1988; Hoffman 

& Moon, 1999). For example, Brett and Yogev (1988) found that men rearranged their work 

based on their occupation and career stage. In their study, when the husband had a professional 
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position, such as a doctor or psychotherapist, they were more likely to rearrange their work 

schedule, while other occupations such as managers rarely rearranged their work schedule. Brett 

and Yogev concluded that doctors and psychotherapists have more flexible work hours compared 

to managers. Therefore, working fathers would rearrange their work if their occupations allowed 

more flexible hours (Barnett, 1994).  Overall, many researchers have found that when parents are 

able to restructure work, they feel more successful and have a better self-concept about their job 

and family (Kalmijn, 1999; Milkie & Peltola, 1999; Schultz, 1988). 

Paid services. Due to technology, family responsibilities are more manageable. For 

instance, the microwave has made food preparation quicker not only for working mothers, but 

also more accessible for children. Paid services also include housekeepers, eating out, and 

childcare services. In a study by Schultz (1988), 21% of the respondents used housekeepers and 

18% reported that they ate out more because of their jobs. Families who hired help for 

housecleaning and childcare had a reduction in stress compared to those families who did not 

hire outside the family. However, many of these families had the financial resources to hire help 

(Anderson & Leslie, 1991).  

Overall, childcare services have increased the most in the past couple of years, while 

using relatives for childcare has decreased during this same time (Hammer & Nguyen, 1995). 

One possibility for this decline is due to more families not living in close proximity to other 

family members to take care of their young children. Hammer and Nguyen (1995) found that 

women first preferred their husband and second other family members to take care of the 

children. However, the couples’ hours also depicted who took care of the children. If the couple 

were both working more night shifts or evening hours, then family members were more likely to 

take care of the children than using childcare services (Hammer & Nguyen, 1995). 

Stress reduction. Although some families restructure their family and work systems, there 

still remains the possibility of stress. Therefore a third coping strategy is maintaining 

perspective. For example, many parents, especially mothers, changed their expectations on how 

well housework should be done (Becker & Moen, 1999). Thus, parents prioritize by “letting go” 

of household tasks that are less important. Many families learn to cope with stress by reducing 

tension and maintaining a perspective on their lives (Anderson & Leslie, 1991). 

Maintaining perspective is subjective and there are many reasons why stress is reduced. 

One reason working women maintain perspective is by comparing their lives to their childhood 
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experiences. Milkie and Peltola (1999) found that many women compared their parenting 

involvement to their own parents. For many of these women their fathers did not participate in 

housework and childcare responsibilities as much as their spouses were currently involved. 

Although researchers have found that women still do the majority of housework and childcare 

chores (Aldous et al., 1998), their husbands are doing more than their own fathers. Because these 

women had a different perspective on how much stress they potentially could have, Milkie and 

Peltola found that the women in their study viewed their lives as better when compared to that of 

their mothers.  

Another factor that leads working women to maintain perspective and reduce stress is to 

compare their situation to other working women. By taking this approach, the working women 

will potentially feel better about their situation when realizing that all spouses are not as helpful 

(Milkie & Peltola, 1999).  

Spousal support. The last coping strategy, spousal support, is also a factor for success in a 

working mother’s career. There are at least two types of spousal support: emotional and 

instrumental. Emotional support is fulfilling psychological needs, which include affirmation, 

advice, and concern from the spouse. For example, a husband advising his wife on the strategies 

of succeeding at work is an example of emotional support. Another example of emotional 

support is a husband affirming that his wife is a good mother. These are important psychological 

encouragements that informs the working woman of the support she has from her husband 

(Aryee & Luk, 1996; Kinicki & Latack, 1990). 

While emotional spousal support is abstract, instrumental spousal support is tangible. For 

example, a husband doing the laundry, picking the children up from school, and cooking dinner 

are examples of instrumental spousal support. This type of support is important because it allows 

more time for the working mother to complete the necessary tasks for her career. Spousal support 

also has been found to lessen absenteeism from work and lessen marital conflict (Hammer & 

Nguyen, 1995; Kowalski & Beauvais, 2001; Stuenkel, 2001).  

Instrumental support lessens absenteeism because both parents are active in parenting. 

Therefore, when a child gets sick or has a doctor’s appointment, the duties typically are divided 

between the two parents. Yet in a traditional family, the working mother is responsible for 

children when they get sick, during holidays, and for doctors’ appointments. However, when 

both parents are involved, the duties are divided and therefore result in fewer absentees. 
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Therefore, there is also a psychological component to instrumental support because it allows the 

woman to focus on her job at hand (Hammer & Nguyen, 1995). 

Researchers have found that parents who share family responsibilities have less marital 

conflict (Ehrenberg, Gearing-Small, Hunter, & Small, 2001; Lavee & Katz, 2002). More 

importantly, Ehrenberg et al. (2001) found that spousal support was the “most reliable predictor 

of couples’ feeling of parental competence, closeness with children, and marital happiness” (p. 

149). Furthermore, they found that emotional spousal support influenced the perception the 

couples had about the marital relationship. 

Instrumental support also helps in reducing marital conflict because when both spouses 

are an active part of family responsibilities, then one spouse is less likely to feel she is doing all 

of the chores. Where the emotional support helps women feel better about themselves, the 

instrumental support helps the mother devote more time to work (Carver, Scheier, & Weintraub, 

1989; Parasuraman, 1996).  

Stevens, Kiger, and Riley (2001) evaluated 156 couples on domestic labor and how those 

arrangements impacted marital satisfaction. These researchers found that having household tasks 

allocated made a difference in marital satisfaction. For these participants, it was more important 

for tasks to be allocated than actually being done based on the arrangements. As long as the 

couples were happy with the arrangement of family responsibilities, it was not necessary for 

tasks to be delegated evenly. Other researchers have also concluded that although women expect 

to do more family work, they felt supported if their husbands participated in family activities and 

helped out when necessary (Ehrenberg et al., 2001; Schultz, 1988; Stevens et al., 2001). 

 

 

Conclusion 

Examining career success for women proves to be a complex issue. While career success 

appears to be understood for men, it has been more difficult in examining career success as it 

relates to women. Therefore, many researchers focus on the factors that impact career success. 

Factors such as academic achievement and faculty mentoring have been considered to be 

important for career success. While these are important factors, they do not help couples cope 

with having a family and working outside the home. Because women have limited control over 

their family and school experience, these factors are not proactive in helping families cope with 
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the obstacles that face them. However, if the husband is involved with housework and childcare 

tasks, then career success is increased.  
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CHAPTER 3 

 

METHODOLOGY 

 

 

 

 

While increasing literature has begun to focus on father’s involvement in childcare, 

researchers have found that women are primarily responsible for childcare and household tasks 

(Aldous, Mulligan, & Bjarnason, 1998; Wood & Repetti, 2004). There is limited information on 

how women faculty members cope with balancing family and work. Furthermore, there is even 

less information on minority women faculty members. Therefore, minority women faculty 

members were the focus of this study because of the potential strain of obtaining tenure while at 

the same time having and rearing children (Apostal & Helland, 1993; Dancer & Gilbert, 1993; 

Duxbury et al., 1994; Peterson & Gerson, 1992).  

The purpose of this study was to examine the perceived coping strategies and spousal 

support in family responsibilities and how these relate to the career success of women faculty 

members at institutions of higher education. First, it was hypothesized there would be differences 

between women faculty who report more coping strategies compared to those who report fewer 

coping strategies, in relation to perceived career success. Second, it was hypothesized there 

would be differences between women faculty who report more spousal support compared to 

those who report less spousal support, in relation to perceived career success. Finally, it was 

hypothesized that there would be an interaction between coping strategies and spousal support, in 

relation to perceived career success.  
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Procedure 

Sample Identification and Data Collection 

According to the National Center for Education Statistics (Nettles, Perna, & Bradburn, 

2000) over 50% of Black faculty were employed full-time in the Southern states. 

Overwhelmingly, 47% of these faculty members were employed in the Southeast. Nettles et al. 

(2000) suggested that the number of Historically Black Colleges and Universities (HBCU) 

concentrated in the South is related to the high number of Black faculty members in that region. 

This study included a sample from the ranks of full professors, associate professors, assistant 

professors, and instructors employed at HBCUs in the Southeast. The sample was further 

delimited by selecting only minority women faculty members who are married and whose 

youngest child is under 12 years old.  

Originally the sample was to include only Black women faculty members at HBCUs. 

However due to the few women who meet the criteria, all women at these institutions were 

included in the sample. Before making this decision, a test of differences was conducted between 

the races and no differences were found between the groups. 

Participants were recruited from public 4-year Historically Black Colleges and 

Universities (HBCUs) located in the southeastern states because these institutions had the best 

potential of reaching minority women faculty members. Two-year colleges were excluded from 

this study due to the different requirements for achieving tenure and promotion at these 

institutions. Even though every university does not have the same requirements, there are more 

similarities found among four-year institutions. Carnegie classifications were used to classify the 

institutions to keep the rankings as similar as possible.  

Sampling was done in five phases to attain the most minority women who were married 

and who had at least one child under the age of 12 years old. Each phase included mailing and 

emailing the survey packet to reach additional participants. In phase one, approval from the 

Human Subjects Committee at Florida State University was obtained (see Appendix A). After 

approval, a list of Historically Black Colleges and Universities (HBCUs) were identified using 

the White House Initiative on Historically Black Colleges and Universities website (see 

Appendix B). From this website, 4-year public institutions from the southeast were selected.  

Phase two consisted of identifying 200 potential participants and mailing the survey 

package. From the HBCU list, women faculty members were identified. When 200 participants 
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were identified, their mailing addresses were retrieved. In October 2004, an email was sent to 

inform the participants that a survey packet was being sent by surface mail. A week later, the 

cover letter, survey, and a return addressed, stamped envelope were mailed to the identified 

women faculty members. The cover letter included an explanation of the study and its 

importance for the participants to contribute (see Appendix C). The participants were also 

instructed to mail the completed survey in the envelope provided. Eleven responded and those 

were removed from the list. Ten unopened packages were returned. 

In phase three, participants who had not responded were sent reminders. One reminder 

was sent in November 2004 and a subsequent reminder was emailed in January 2005. These 

reminders emphasized the importance of completing the survey if they qualified or forwarding 

the survey to those women faculty members who did qualify. These reminders also gave them 

the option to complete the online version of the survey. Out of 182 reminders sent, six completed 

surveys were returned. 

Phase four consisted of emailing the online version of the cover letter and survey to 

potential participants. The HBCU list of the identified 4-year, public HBCUs in the southeast 

was used to obtain email addresses. This did not include the participants who were sent the paper 

version of the survey packet. Emails were retrieved from each university website where 

addresses were made available. In October 2004, 554 potential participants were sent group 

emails categorized by universities. If contact was made with the researcher, the list of potential 

participants was updated to delete those who completed the survey or those who did not qualify. 

This was done to avoid sending email reminders unnecessarily. Six responded that they did not 

qualify, and 34 had returned emails. 

In phase five, group email reminders were sent to 514 potential participants in early 

December 2004. In January 2005, 496 individual emails were sent to those participants who had 

not responded. Thirty-seven responses were received from individuals who did not qualify and 

many wished the researcher great success. Fifteen respondents stated that they would forward the 

survey packet to individuals who qualified.  

In total, over 750 unduplicated surveys were sent through surface mail and email. 

Participants from 14 identified universities from the HBCU list were contacted (see Appendix 

D). Of those that responded, 60 responded that they did not qualify, 14 completed a paper 

version, and 57 completed the web-based version, which is a 17% response rate (see Appendix 
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E). However, this percentage included those who did not qualify. Furthermore, there were 34 

rejected emails and 10 rejected surface mails. From those who responded or completed the 

survey, 46 participants fit the criteria, yielding a response rate of 35% who qualified for the 

study. 

When the five phases had been exhausted and the sample size had reached 46 

participants, committee members agreed that data collection should cease and the researcher 

should conduct follow-up interviews with those who had responded (see Appendix F). At that 

time, the open-ended questions were reviewed and categorized. A frequency count was examined 

and those categories with the highest counts were noted (see Appendix G). Follow-up questions 

to further examine the impact of the highest rated were developed and reviewed by committee 

members (see Appendix H). In February 2005, 21 emails were sent to participants who had been 

in contact with the researcher. The email invited the participant to answer a few questions in the 

follow-up questions. They were given the option to complete the follow-up questions through 

email or by phone. In March 2005, reminder emails were sent. Three respondents agreed to 

complete the follow-up questions. 

 

 

Sample Description 

The sample consisted of 46 women faculty members. All were married, except one who 

reported being divorced. They ranged in age from 25 – 64, with the mean age falling in the 

category of 35 - 44. Forty-three percent of the participants were Black, 33% were White, and 6% 

were either not identified or were of Asian or Hispanic descent. To determine if there were 

differences between the racial backgrounds of the participants, an Analysis of Variance 

(ANOVA) between subjects were conducted to see if there was a difference between these 

groups in regards to career success F(2,44) = .89, coping strategies F(2,40) = .85, and spousal 

support F(2,42) = .64. The groups were not found to be significantly different.  

Spouses of participants were similar to participant demographics, with the exception of 

education. All the women had at least their master’s degree and 61% had earned their doctoral 

degree. However, their spouses’ education ranged from a high school degree to a doctoral 

degree. Thirty-two percent of the spouses had at least a bachelor’s degree and 41% had their 

master’s degree or higher. Forty-one percent of the faculty members were tenured, 29% were in 
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tenure-track positions and 22% were in non-tenure-track positions. Fifteen percent had at least 

one infant child (0-2), 13% had at least one preschool age child (3-5), and 45% had at least one 

school-age child (6-12). 

Instruments 

The instruments that were used in this study were the Dual Employed Coping Scales 

(DECS) (Skinner & McCubbin, 1981), the Spousal Support for Working Parents (SSWP) 

(Goldberg, 1990), and the Career Success scale adapted from Greenhaus, Parasuraman, & 

Wormley, 1990). Demographic characteristics included age, marital status, family status, and 

highest level of education attained as well as information including institution affiliation, faculty 

rank, and tenure status.  

 

Dual Employed Coping Scales (DECS) 

Skinner and McCubbin (1981) found that parents who work outside the home faced many 

challenges in balancing work and family. Therefore, Skinner and McCubbin developed a scale 

that assessed the coping strategies that working parents used to deal with the stresses of work and 

family. The DECS measures the different coping strategies that couples with children utilize to 

balance work and family responsibilities (see Appendix I).  

The 58-item instrument assesses specific behavior that couples use and these behaviors 

were grouped into four factors. Internal consistency was tested for each factor on the DECS and 

those behaviors that did not correlate on a single factor were eliminated. Furthermore, through 

factor analysis, two items accounted for only a small percentage of the variance and therefore 

were deleted (Skinner & McCubbin, 1981).  

The DECS is a self-report, Likert scale designed to assess the following subscales: (1) 

maintaining family systems; (2) procurement of services; (3) modifying roles and standards; and 

(4) maintaining perspective. Maintaining family systems involves how families restructure their 

roles in order to maintain the family system. The second pattern involves obtaining help outside 

the family, which may include friends or paying for services such as childcare. The third pattern 

involves modifying roles and standards by accommodating work to family and family to work. 

The last pattern involves reducing stress by changing how one looks at the stress (Skinner & 

McCubbin, 1981). 
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The score on the DECS is obtained by summing the scores that range from Strongly 

Disagree = 1 to Strongly Agree = 5. The above mentioned subscales can be derived by summing 

the appropriate patterns. There is one behavior statement that needs to be reversed to obtain the 

correct score. A high score indicates that the participant utilizes more coping strategies that help 

balance work and family roles (Skinner & McCubbin, 1981). 

The Cronbach alpha for measuring reliability was 0.72 for the subscale maintaining the 

family system; maintaining perspective, 0.76; procurement of services, 0.74; and modifying roles 

and standards, 0.78. To determine face validity, the authors conceptualized the coping behaviors 

and then had raters sort them into coping patterns (Skinner & McCubbin, 1981). 

 

Spousal Support for Work and Parenting (SSWP)   

The Spousal Support for Work and Parenting (SSWP) is a 27-item Likert questionnaire 

designed to measure several variables that pertain to spousal support (see Appendix J). They are 

tangible, cognitive, and emotional support. The scale is divided between spousal support with 

work responsibilities and spousal support with parenting responsibilities. Each item is a 

statement about a specific support and the participant rates how she perceives this behavior to be 

true. The scale was designed to assess the support perceived by one’s spouse concerning work 

and family roles and responsibilities (Touliatos, Perlmutter, Straus, 2001). 

The SSWP was developed using a sample of 96 dual-earner couples with families who 

had preschool-aged children. The mothers in the sample averaged 35 hours and fathers averaged 

42 hours per week of paid employment outside the home. The sample consisted of mainly White, 

middle class parents having some type of college. Goldberg (1990) used this scale to compare 

how spousal support impacted the perceptions of their children differently in men and women. 

However, for the purpose of this research, this scale will be used to evaluate how perceived 

spousal support impacts career success of minority women faculty members.  

On the SSWP, respondents indicated how true each perceived behavior is shown by their 

spouse. A single scale score is derived, with nine items being reversed. According to the 

developers, work related items and parenting related items can be summed or averaged to 

generate subscales. However, no data support this finding. The scores can range from 27-108 

points, where a higher score indicates more spousal support. Reliability for mothers was 0.89 and 

0.93 for fathers. Their standard deviations were 0.39 for mothers and 0.43 for fathers. These 
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numbers indicated that both genders answered similarly, and therefore have similar ideas about 

spousal support (Goldberg, 1990). 

 

Career Satisfaction Scale 

The Career Satisfaction scale was developed by Greenhaus et al. (1990) to assess 

subjective career progress. It is a 5-item scale that asks participants to identify how much they 

agree with each statement about career progress (see Appendix K). This self-report scale 

includes statements such as meeting overall goals, meeting goals for income, and meeting goals 

for advancement (Greenhaus et al., 1990). The Career Satisfaction scale has a reported reliability 

of 0.83 (Seibert & Kraimer, 2001).  

 

 

Data Analysis 

Descriptive analyses were conducted to assess the differences between participants who 

rated themselves as successful in their career and those who did not rate themselves as successful 

in their career. Demographic data included the characteristics of the minority women faculty 

members who participated. Frequency distributions were used to identify the numbers and 

percentages of responses to questions pertaining to career success.  

Due to the small sample size, nonparametric statistics were used to analyze the data. 

Spearman rank correlations were used to examine the correlations between the coping strategies 

and career success. Spearman rank correlations were also used to examine the correlations 

between spousal support and career success. Mann-Whitney U tests were utilized to examine the 

differences between participants who had young children and those who did not and those who 

had school age children and those who did not. Mann-Whitney U tests were also used to analyze 

whether there were differences between educational attainment and career success. Kruskal 

Wallis analysis of variance of ranks was used to test for differences between tenure statuses.  
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CHAPTER 4 

 

FINDINGS 

 

 

 

 

The difficulty in trying to balance career and family can be an obstacle for women faculty 

members to earn tenure and promotion. The purpose of this study was to examine how perceived 

coping strategies and spousal support in family responsibilities relates to the career success of 

women faculty members at institutions of higher education. This chapter will include an 

examination of the original research questions and the results of follow-up questions posed to 

respondents. The statistical analyses performed in response to each research question are 

presented with typical responses to follow-up questions presented as well. 

 

 

Research Questions 

The Effect of Coping Strategies on Career Success 

In order to answer research question one, “Do women faculty members who report more 

coping strategies have higher perceived career success compared to those who report fewer 

coping strategies?” the following analyses were completed: Spearman rank correlation was used 

to examine the correlation between each of the four subscale scores on the Dual Employed 

Coping Scales (DECS) and the Career Satisfaction Scale; and Spearman rank correlation was 

used to examine the correlation between the total score on the DECS and the Career Satisfaction 

scale. Spearman rank correlation was used not only because of its familiarity but also because it 

has been tested for its power. Spearman rank correlation has been found to be 91% as efficient as 

the Pearson correlation. Therefore this statistical analysis will achieve close to the same results 

as using Pearson correlation (Siegel, 1956).  
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First, Spearman rank correlation was used to examine the correlation between 

maintaining family system scores and career success scores from the DECS. This subscale had a 

high correlation with career success compared to the other coping strategies (rs = .25). The mean 

scores for maintaining family systems had the lowest standard deviation (M = 3.6, SD = .49), 

which is presented in Table 4.1. This finding indicates that the participants rated this subscale in 

similar ways. This finding is also similar to the qualitative responses that were reported. 

 

 

 

 

Table 4.1  

Mean Scores, Standard Deviations, and Correlation Coefficients of the Coping Strategy Subscales 

(N = 46) 

Coping Strategy Subscale M SD Career Success Scale 

Family System 3.6 .49 .250 

Procurement 3.2 1.02 -.009 

Roles & Standards 3.8 .56 -.006 

Perspective 4.0 .73 .295 

Total 3.66 .45 .129 

 

 

 

 

The family system subscale includes 16 items about how families restructure their roles 

in order to maintain the family system. Nine percent of the participants stated that scheduling 

was an important factor in helping them balance work and family responsibilities (Table 4.2). 

There were different ways that respondents categorized their schedules. Some respondents 

expressed scheduling of personal time as important. One respondent reported, “I have established 

my time (1/2 hour) where no one can disturb me for any reason.  The kids have a similar 

arrangement (during my time of course - they haven't figured it out yet!). They may read, watch 

television, play a game, etc.” Other respondents dealt with planning that involved all areas of 

life. For example, establishing a schedule is reflected by one respondent’s statement, “[I] 
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carefully plan semester schedules. Family schedules include housework, time, playtime, TV-

time, etc.”  

 

 

 

 

Table 4.2 

Responses to Open-ended Question “Describe The Coping Strategies That Help You Balance 

Work And Family Responsibilities. Please Provide Examples.”(N = 34) 

Response n % 

Items related to household chores 6 8.9 

Enjoying extracurricular activities 11 16.4 

Talk with friends and/or family  4 5.9 

Spirituality (Prayer, church, meditations, faith) 5 7.5 

Items related to childcare 11 16.4 

Say no (refuse job advancement, limit outside activities) 4 5.9 

Other 5 7.5 

No response 21 31.3 

TOTAL 67 100 

 

 

 

 

Some scheduling focused on work-related tasks, such as prioritizing work commitment, 

creating a work schedule and using time efficiently. For example, one faculty member stated that 

she uses the evening hours to work on her research. Furthermore, she does “laundry when it is 

convenient, e.g. in the mornings as I correct papers and prepare for classes.” While still other 

individuals use their work time as proactive as possible by “using office hours more profitably” 

and “minimizing social chit chat at work”. Another stated, “I try to schedule my classes around 

my children's school activities. Most of their activities occur early in the morning and end at 

lunch. Therefore, I try to teach afternoon classes and volunteer in the morning.” 

In general, responses revolved around scheduling and delegating tasks to ensure there is 

allotted time spent for family and allotted time spent for work. For example, one respondent 

stated, “Being able to provide for my family is very important. It helps me to remain focused on 
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what the overall goal and purpose is for working and focusing on my career. It is difficult to 

focus on work if things are not done at home.” Although some respondents acknowledge 

maintaining the family, there was no significant correlation between maintaining family system 

and career success, rs = .25, p = .11. Therefore, maintaining family system does not have an 

effect on career success for women faculty members in this study. 

Second, Spearman rank correlation was used to examine the correlation between 

procurement of support and career success. This subscale includes seven items regarding 

obtaining help outside the family, which involves buying services or using social support to 

balance work and family. Buying services includes paying for childcare, while social support 

includes using friends or family as resources. Procurement of support, however, also includes 

where the responsibility lies in regards to childcare tasks. Most of the respondents (n = 24) stated 

that they shared roles, instead of one particular parent being responsible for childcare. For 

example one respondent stated, “My husband and I both share lots of responsibilities. There are 

no set rules.” 

Procurement of support had the lowest mean compared to the other subscales. 

Furthermore, the standard deviations had the most spread of scores compared to the other 

subscales. This finding indicates that their scores varied, which acknowledges the range of 

procurement of support. This subscale has such a wide meaning by entailing paid services and 

responsibility of childcare. Furthermore, this responsibility differs from scheduling and 

delegating childcare tasks. The findings for procurement of support were also similar to the 

qualitative responses. Only one respondent remarked about using paid services such as a baby-

sitter and one other respondent recounts eating out as a coping strategy. Several participants 

noted the responsibility of childcare by acknowledging that they shared the responsibility. 

Procurement of support was not found to be significantly correlated with career success, rs =       

-.009, p = .96. Therefore procurement of support does not affect the career success for women 

faculty members who were surveyed. 

Third, Spearman rank correlation was used to examine the correlation between modifying 

roles and standards and career success. This subscale included 15 items, which included 

accommodating work to family and family to work. By rearranging the work system, working 

parents limited their responsibilities at work by refusing to take on additional workload. 
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Modifying roles and standards had the second highest mean compared to the other subscales and 

the second lowest standard deviation (M = 3.8, SD = .56).  

These findings indicated that modifying roles and standards were an important part of 

balancing work and family. Most of the participants stated that they would rather accommodate 

work to family instead of vice versa, which may indicate the low spread of scores. This is 

exemplified by a faculty member’s statement about how her family was more important and that 

she preferred to rearrange her work system than her family system because of her experience as a 

stay-at-home mother. She stated,  

Because I have been a stay at home mother I understand how to multi-task and keep the 

house and family organized. I grew into the role. I would stay at home and write or 

consult ideally.  It is difficult for me to give up my power by working outside of my 

home.  I have spent 20 years setting my own schedule, etc.  We have two children in 

college and one at home and finances alone have driven me to work outside of the home.  

My two older children have excelled academically as a result of having a well-educated 

mother who could be a part of the school environment as well as their day to day lives. I 

see a difference with my younger child that has not had me home full-time.  This 

knowledge helps me balance and give most of the time to home and I live with the 

knowledge that work will just have to suffer.  I need my children to be successful more 

than I need a job or my own success. 

Some faculty members reported that they declined advancement in order to devote more 

time to their family. For example a participant stated, “I also turned down department head to 

minimize my work schedule.” One faculty member reported that “limiting outside activities that 

interfere with home and work” helps to balance work and family. Other participants restructured 

their family system by lowering their standards of what is considered acceptable for family 

responsibilities. One respondent stated, “I let the housecleaning slide, and focus on priorities of 

the kids and work.” Another reported that her spouse “is okay with a messy house at times and 

for a little while.” Even though modifying roles and standards had a high mean compared to the 

other coping strategies, it was not found to be significantly correlated with career success, rs =    

-.066, p = .68. Therefore, this subscale did not affect the career success of women faculty 

members surveyed. 
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Fourth, Spearman rank correlation was used to examine the correlation between 

maintaining perspective and career success. This subscale includes 11 items focusing on the 

individual needs to reduce stress by maintaining a positive outlook. Maintaining perspective had 

the highest mean of the subscales. Furthermore, this subscale had the highest positive correlation 

with career success but was not found to be significant with career success. Most of the 

respondents acknowledged that exercise, prayer, or meditation helped them cope with balancing 

family and work. Others took naps, listened to music, and did leisure reading. One faculty 

member included her spouse and children in talking about their schedule. She stated, “We spend 

a great deal of time discussing how we will 'get things' done around the house and with their 

busy schedules.” 

Maintaining perspective made up almost 24% of the responses from the qualitative 

responses, which are presented in Table 4.2. Furthermore, this subscale had the highest mean (M 

= 4.0). This finding indicates and is supported by the qualitative responses that reducing stress 

and maintaining a positive outlook are an important part of balancing work and family, yet it was 

not found to be significantly correlated with career success, rs = .295, p = .06. Therefore, based 

on the statistical analyses used, maintaining perspective was not found to have an effect on 

career success of women faculty members for this study.  

The last analysis was based on the total score of all the coping strategies and career 

success, which was not found to be significantly correlated with career success, rs = .129, p = .42. 

Therefore, women faculty members who report more coping strategies do not have higher 

perceived career success compared to those who report fewer coping strategies. Although each of 

the subscales was not found to be significantly correlated with career success, maintaining 

perspective was found to be significantly correlated with family system in regards to career 

success, rs = .694, p < .001. Therefore, maintaining perspective and maintaining the family 

system affect women faculty members in regards to career success among those surveyed.  

 

The Effect of Spousal Support on Career Success 

The second research question, “Do women faculty members who report more spousal 

support have higher perceived career success compared to those who report less spousal 

support?” Two factors were used to analyze this question. Spearman rank correlation was used to 

examine the correlation between each of the two subscale scores on the Spousal Support for 
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Work and Parenting (SSWP) and the Career Satisfaction scale. SSWP had a range 1= Disagree 

and 4 = Agree. Additionally, Spearman rank correlations were used to examine the correlation 

between the total score of spousal support and career success. The findings are presented in 

Table 4.3. The mean for total spousal support was 3.1 with a standard deviation of .59.  

 

 

 

 

Table 4.3 

Means, Standard Deviations, and Correlations of Spousal Support Subscales with Career Success 

(N = 46) 

Spousal Support Subscale M SD Career Success Scale 

Support for work 3.14 .582   .321* 

Support for parenting 3.12 .649 .235 

Total 3.14 .59 .220 

*p < .05.    

 

 

 

 

Support for work was found to be significantly correlated with career success. This 

support includes emotional support and instrumental support. An example of an emotional 

support item is “My husband is proud of my accomplishments and says I should do what makes 

me happy.” Another example of an emotional support item is, “He supports my progress toward 

tenure, gives me advice and ‘bugs’ me when I tend to procrastinate.” An example of an 

instrumental support item is, “If I need to go to a conference, he takes over with the kids.” 

Another example from the survey is, “My spouse will take the kids to appointments if I have 

work conflicts.” 

Support for parenting was not found to be significantly correlated with career success. 

This support also includes emotional and instrumental support. An example of an emotional 

support item is “My spouse praises me for the way I handle the children”. An example of an 

instrumental support item is “My spouse takes on extra chores so that I can spend more time with 

the children.” 

44 



 

Household tasks and childcare tasks comprised the highest frequency counts based on the 

responses to the open-ended question, “Describe the spousal support that help you balance work 

and family responsibilities. Please provide examples.” These findings are presented in Table 4.4. 

Thirty-seven percent of the respondents reported sharing household and childcare tasks as 

important support from their spouses. The responses included “My partner is also a professor at 

an HBCU [Historically Black College and University]. Currently, my husband cooks, vacuums, 

and even does the laundry, if I am busy. Vacuuming is his job. He also does the gardening, picks 

up the mail from the post office. When our son was younger, we shared the dropping off and 

picking up at school. We share and shared everything, there is no female/male role.”  

 

 

 

 

Table 4.4 

Responses to Open-ended Question “Describe The Spousal Support That Help You Balance Work 

And Family Responsibilities. Please Provide Examples.” (N = 33) 

Category n % 

Total care 6 8.3 

Household chores  12 16.7 

Childcare tasks 15 20.8 

Schedule and adjusting 4 5.6 

Pampering 3 4.2 

Financial 2 2.8 

Listens/helps with work-related activities 4 5.6 

Help with children activities 6 8.3 

Stays home w/ kids 5 6.9 

Ignoring nonessential household chores 2 2.8 

No response 13 18.1 

TOTAL 72 100 
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Overall, women faculty members who report more spousal support do not have higher 

perceived career success compared to those who report less spousal support. However, women 

faculty members who report more support for work have higher perceived career success 

compared to those who report less support for work. Furthermore, women faculty members who 

report more support for parenting do not have a higher perceived career success compared to 

those who report less support for parenting.  

 

The Effect of Coping Strategies and Spousal Support on Career Success 

The last research question, “Do women faculty members who report more coping 

strategies also report more spousal support in relation to perceived career success?” examines the 

interaction of coping strategies and spousal support by examining the scores from the DECS and 

the SSWP. This question was analyzed by the regression model. The regression had a very poor 

goodness of fit (R
2
 = .076) and no significant differences were found between the interaction of 

coping strategies and spousal supporting in relation to career success F(2,37) = .232. Therefore, 

women faculty members who report more coping strategies do not report more spousal support 

in relation to perceived career success. 

 

 

Additional Research Analyses 

Child’s Age and Career Success  

Based on the results and previous literature on the difference between young children and 

school-age children, an examination of the independent and dependent variables were conducted. 

The mean ranks, z-values, and significance of the participants who had at least one young child 

are presented in Table 4.5. Participants who had at least one school-age child are presented in 

Table 4.6. Mann-Whitney U was utilized to examine the difference between participants who 

had young children and those who did not and those who had school age-children and those who 

did not. 

There was no statistical significance found between the three variables for participants 

who had young children. Furthermore, there was no significance found between the three 

variables for participants who had school-age children in regards to career success and coping 

strategies. However, spousal support was found to be statistically significant among the 

participants who had school-age children versus those who did not. Therefore, women faculty 
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members who have at least one school-age child report more spousal support when compared to 

those who report less spousal support.  

 

 

 

 

Table 4.5 

Mann-Whitney Mean Ranks, Z-value, and Significance for Young children (0-5) based on Career 

Success, Spousal Support, and Coping Strategies (N = 46) 

Variable Mean Ranks z-value Asymptotic Significance 2-tailed 

Career Success    

 Young Children 21.50 -.536 .592 

 No children 24.06   

Spousal Support    

 Young Children 18.60 -1.092 .275 

 No children 23.65   

Coping Strategies    

 Young Children 19.80 -.502 .616 

 No children 22.03   

*p < .05.    
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Table 4.6 

Mann-Whitney Mean Ranks, Z-value, and Significance for School-age Children (6-12) based on 

Career Success, Spousal Support, and Coping Strategies (N = 46) 

Variable Mean Ranks z-value 
Asymptotic Significance  

2-tailed 

Career Success    

 School-Age Children 25.12 -.755 .45 

 No children 22.14   

Spousal Support    

 School-Age Children 27.11 -2.074 .04* 

 No children 19   

Coping Strategies    

 School-Age Children 19.95 -.818 .41 

 No children 23.05   

*p < .05.    

 

 

 

 

Educational Level and Career Success 

Another variable that has potential to correlate with career success is the level of 

participants’ graduate degree. Participants were put into two categories based on graduate 

degree: master’s degree or doctorate degree. Mann-Whitney U was used to analyze if these two 

samples came from the same population, which is presented in Table 4.7. One respondent, who 

did not have her doctoral degree, felt that this degree deficit has hindered her career success. 

Another respondent who recently received her doctoral degree recognized that a Ph.D. has 

helped. However, there were no statistically significant differences found between the two 

groups. Therefore, the level of education does not seem to make a difference in coping strategies. 

Therefore, educational level does not impact the career success of the women faculty members 

surveyed. 
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Table 4.7 

Mann-Whitney U Mean Ranks based on Education Level (N = 46) 

Educational Level Mean Ranks z-value 
Asymptotic Significance  

(2-tailed) 

Career Success    

 MS/Post MS 19.71 -.079 .937 

 Ph.D. 19.40   

Spousal Support    

 MS/Post MS 19.67 -.470 .638 

 Ph.D. 17.92   

Coping Strategies    

 MS/Post MS 23.17 -1.38 .167 

 Ph.D. 17.81   

 

 

 

 

Tenure Status and Career Success 

The different levels of tenure status and career success were analyzed by the Kruskal 

Wallis Analysis of Variance of Ranks. This analysis was used because it is considered similar to 

the F-test from Analysis of Variance (ANOVA) (Siegal, 1956). There were no significant 

differences found between the tenure statuses in regards to spousal support, which is presented in 

Table 4.8. Therefore, women faculty members’ tenure status does not affect career success 

among the women surveyed. 
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Table 4.8 

Kruskal-Wallis Analyses of Variance by Ranks based on Tenure Status (N = 46) 

Tenure Status Mean Ranks 
Chi-

square 

Asymptotic Significance  

2-tailed 

Career Success    

 Tenured 20.47 .237 .89 

 Tenure-track 18.46   

 Non-tenure 19.20   

Spousal Support    

 Tenured 14.69 4.58 .10 

 Tenure-track 19.64   

 Non-tenure 23.89   

Coping Strategies    

 Tenured 17.50 2.76 .25 

 Tenure-track 18   

 Non-tenure 24.5   

 

 

 

 

Summary of Research Questions 

Based on the results, women faculty members in the study who have more coping 

strategies do not have more perceived career success compared to those who have fewer coping 

strategies. Women faculty members who use the coping strategy of maintaining perspective use 

the coping strategy of maintaining family system more often when compared to those who use 

other coping strategies. Women faculty members who have more support for work also have 

more perceived career success compared to those who have less support for work. Finally, 

women faculty members who have at least one school-age child report more spousal support 

compared to those who report less spousal support. 

 

50 



 

CHAPTER 5 

 

DISCUSSION 

 

 

 

 

This research was conducted because of the limited information on women faculty 

members, especially on how minorities balance work and family. Although family has been 

incorporated in other research on Black women and faculty members, family responsibilities 

have not been the primary focus. One possible reason this population is overlooked is because of 

the perceived flexibility of the profession. However, this perception may be misleading because 

of the other responsibilities that faculty members must fulfill in regards to tenure. Therefore, an 

examination of how career success is affected based on coping strategies and spousal support 

were examined. 

The significant correlations found between support for work and career success indicates 

there is a relationship between the two entities. The lack of significance of support for parenting 

may reflect the fact that Black women have been in the workforce for years and have 

traditionally had help with parenting (Huber & Spitze, 1981). Therefore, it may not have been 

viewed as an important coping strategy. But because more minority women are in professional 

occupations than in the past, such as faculty positions, spousal support for work may have more 

of an impact for career success for these women.  

The correlation between two coping strategies was found to be significantly significant 

with career success. In addition, support for work was found to be significantly correlated with 

career success. Therefore, these findings, in relation to family ecosystemic theory and previous 

research, will be examined. Also, a summary of other factors that merit attention will be 

explored. Finally, the limitations and implications for further research will be covered. 
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Coping Strategies and Career Success 

One research hypothesis was there would be differences in career success between those 

women faculty members who reported more coping strategies compared to those who reported 

fewer coping strategies. The four coping strategy subtypes are maintaining family system, 

procurement of support, modifying roles and standards, and maintaining perspective. Analysis 

provided little support for this research question in regards to career success. However, 

maintaining family system merits attention because it had one of the strongest correlations with 

career success and it was significantly correlated with one other coping strategy: maintaining 

perspective. This latter finding is important because it is related to the family ecosystemic theory.  

 

Maintaining Family System 

One component of maintaining the family system was separating the family and work 

systems by creating schedules. Milkie and Peltola (1999) found that it was important for women 

to meet the demands of their family by leaving work at work in order to concentrate on the 

family. One way women met the demands of work and family was to create boundaries at work, 

where 33% of the participants in their study refused to work overtime. These women knew the 

risks of not working overtime, but were happier when they reduced their work responsibilities 

instead of reducing their family responsibilities (Milkie & Peltola, 1999).  

According to the qualitative responses for this research, the family system was well 

defined by establishing responsibility between both spouses. Although maintaining family 

system was not found to be significantly correlated with career success in this research study, 

many of the women participants understood that in practice they related. These respondents 

addressed this issue by finding different times that are dedicated to family and those that are 

dedicated to work. It appeared that when both of these entities are completed, then career success 

or the feeling of balancing work and family was achieved. 

A second component of maintaining the family system is how the spouse rearranged his 

schedule to fit the family needs. Brett and Yogev (1988) found that men rearranged their work 

based on type of occupation. For instance, husbands who had occupations that had flexible 

schedules were more likely to rearrange their schedules to meet the needs of the family. This 

appears to hold true for a few of the respondents of this study as well. Three participants 

indicated that their husbands were also professors, which had a positive effect on balancing work 
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and family. They noted how their husbands’ occupations have helped their career success 

because of the flexibility of being a professor. One respondent stated, “Both my husband and I 

are professors, so it's easy for both of us to take care of one child. He is only required to teach six 

hours a week and I only need to teach twelve hours a week. We are in a much better situation 

than other both-working couples. My daughter is very lucky. She did not have any baby-sitter in 

her life yet.” This participant described how her husband’s work schedule was flexible enough 

for both of them to help take care of their daughter without a babysitter.  

Other occupations may not allow that type of flexibility as noted by Brett and Yogev 

(1988). For example, one respondent from this research study reported how her husband’s 

occupation kept him from becoming more supportive in household and childcare tasks. She 

reported, “My husband does as much housework and childcare that he can (he is away from 

home often because of his military position).  As an estimate, he does at least half the 

housework, and does more than half the activities our kids are involved in, when he's not out-of-

town.” Therefore, some occupations may be more difficult to restructure and the woman faculty 

member will have to balance both entities. 

Regardless of the husband’s occupation, most of the women faculty members in this 

study reported some type of participation from their husbands in childcare and housework tasks. 

Many of these families noted the importance of an established schedule to which both spouses 

could adhere. This allowed both parents to play an active role in having the responsibility for 

childcare and housework. These findings are consistent with the findings conducted by Kalmijn 

(1999), who found that women felt the most successful when they did not have to “carry the 

entire burden of child rearing themselves” (p. 419). This statement suggests that women do not 

necessarily need an equal participation from their spouse, but knowing that they have a reliable 

spouse to step in when needed is viewed as successful. Because it is a personal matter, each 

woman faculty member will have her perception of what is considered helpful. Therefore, 

perception appears to play a role in maintaining family system. 

Maintaining the family system was found to be significantly correlated with maintaining 

perspective. One of the components for this latter subtype included having a positive outlook on 

the work and family situation. One possible reason this subtype was found to be significant with 

maintaining family system is because participants perceived their family as important, however 

how families managed the family system varied. According to family ecosystemic theory, 
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perception is considered a primary influence on family decision-making. Furthermore, resources 

and demands are met based on different perceptions of a situation. Therefore, this finding is of 

significance because the perception that an individual has about her situation will impact how 

resources are utilized (Paolucci, Hall, & Axin, 1977).  

One category of perception that relates to this study is personality factor. This factor 

indicates how an individual sees herself as being adequate in her work-role and in her parent-

role. An individual will compare her adequacy to previous successes or failures in balancing 

work and family responsibilities.  Furthermore, an individual will view her adequacy based on 

how others see her family situation. For example, if a woman faculty member believes that her 

friend does not think she is an adequate mother, then the woman faculty member will possibly 

take on unnecessary responsibilities that her husband could do. Therefore, the woman faculty 

member is using fewer resources than another family may use to meet the demands of the family. 

 

Procurement of Support 

Procurement of support merits attention because it appears to be of importance based on 

its inclusion on the DECS (Skinner & McCubbin, 1996). Yet for this study, procurement of 

support had the lowest mean score, the highest standard deviation and almost no correlation with 

career success. Therefore, procurement of support had little to do with this sample. One possible 

reason that procurement of support had virtually no correlation with career success may be due 

to the wide spread of factors that are incorporated in this subscale. This subscale incorporates 

three factors: getting help from family and friends; buying services; and establishing 

responsibility for childcare. The first factor, attaining help from family and friends, can range 

from moral support to physical help with taking care of the child. This factor was seen as 

important for approximately eight percent of the respondents who responded to the qualitative 

questions that they received help from friends and families.  

The second factor of procurement of support was buying services, which can range from 

utilizing daycare to eating out. According to Paolucci, Hall, and Axin (1977), these services are 

considered to be human-built environments, which help families cope. For example, childcare is 

considered a human-built environment. Surprisingly, only one respondent mentioned non-

relative childcare. No others reported childcare as being a coping strategy or the lack of childcare 

being a barrier for achieving career success. One reason this was not viewed as a coping strategy 
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that has helped with career success is because it is so embedded in our culture and considered a 

norm. Another reason this is not viewed as a coping strategy is that the majority of this sample 

may not use childcare because they have school-age children, which do not require childcare. 

And for some families may not even require babysitters because if they have older children, then 

they do not need babysitters.  

The last factor, establishing responsibility for childcare, can be deceptive in how it is 

included in procurement of support because it appears similar to establishing a schedule, which 

is a factor in maintaining family system. However, establishing a schedule, which only 

incorporates the delegation of different childcare and household tasks, is different from 

establishing responsibility for childcare, which includes handling unexpected events. There 

needs to be someone who rearranges her/his schedule to accommodate unexpected events that 

arise during the day. Therefore, although the father is in charge of picking the child up from 

daycare does not mean that he is in charge of picking up his daughter early if she becomes sick at 

school. This falls on the person who is responsible for childcare, which traditionally falls on the 

woman (Aldous, Mulligan, & Bjarnason, 1998; Hochschild, 1989).  

Due to the range of factors that are included in procurement of support, then it is 

understandable why there was no correlation found with career success. Some of these factors 

are considered a norm for our society while the other factors may be interpreted as inclusion in 

other subscales. 

 

 

Spousal Support and Career Success 

Support for work was found to be statistically significant with career success. Support for 

work items such as, “My spouse listens to me intently about work problems” and “My spouse is 

understanding when I have to work overtime” shows the importance that women faculty 

members put on spousal support and career success. At a glance, support for parenting may 

appear not to be important in career success because it was not found significantly correlated 

with career success. However, there are support for work items that relate to family 

responsibilities. For example the statement, “My spouse does not complain about the amount of 

time I spend at work” is a support for work item that directly relates to work. However, this item 
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can also indirectly relate to the family because if the spouse was not happy with her staying at 

work, then he may not take on extra chores around the home to allow her to spend time at work. 

Furthermore, this finding may appear to be misleading because of how support for work 

and support for parenting are interpreted. It is not so much the action, but the intention that 

differentiates between these two types of support. When respondents were asked to describe any 

support that their partner has provided, an overwhelming amount of responses were contributed 

to items that could fall under either types of support. Household tasks and childcare tasks had the 

highest frequency counts, which consisted of 66% of the responses. Examples included help with 

cooking, doing laundry, and helping with homework. Yet, support for parenting was not found 

significantly correlated with career success.  

Support for work and support for parenting may be difficult to separate because they are 

connected. Family ecosystemic theory recognizes that the family and work systems are 

interdependent. Therefore, what may look like support for work has an impact on support for 

parenting and vice versa. This theory appears to hold true for this sample because the support 

that most of the respondents reported related to both types of support but the support for work 

was found to be strongly correlated with career success.  

Therefore, instead of support for work and support for parenting being different entities 

there appears to be some overlap between the two, directly or indirectly. Another way that family 

ecosystemic theory takes into account is that there is a circular, rather than a linear, affect on the 

family and work systems. Therefore when a father takes on responsibility for childcare and 

household tasks this may have an impact on the work system, which is illustrated in Figure 1. 
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I want to feel good about 

role as parent 

I feel good in parent role 

I am able to spend quality 

time with children 

"My husband goes 

grocery shopping." 

I complete work tasks as 

needed

Figure 1. Illustration of Family Ecosystemic model 

 

 

 

 

For example, a mother wants to feel good about her role as a parent, but she also has 

work responsibilities. Her spouse goes grocery shopping, which allows the mother to spend more 

time at work to complete work tasks (support for work). Because, she did not have to worry 

about going grocery shopping, she was able to come home and spend time with her child 

(support for parenting). Therefore, she feels good about her role as a parent but still was able to 

get work accomplished. 

Because support for work and support for parenting have some overlapping questions and 

were also indicated in the respondents’ answers to the open-ended questions, it would seem that 

both would be found significantly correlated with career success. Because support for parenting 

was not found to be significantly correlated with career success, there appears to be other reasons 

that support for parenting was not found to be significant. Therefore, there are other support for 

work items that contribute to the career success of women faculty members. 
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Other Factors Related to Career Success 

Demographic Factors 

Spousal support was found to be significantly correlated with the age of the child. Other 

researchers have also found that the age of the child makes a difference in the spouses’ 

involvement with childcare and household tasks (Aldous, Mulligan, & Bjarnason, 1998; Wood & 

Repetti, 2004). For example, Aldous, Mulligan, and Bjarnason (1998) found that husbands were 

more involved in parenting during the school-age years. Because young children typically 

require more “feeding, dressing, and bathing” (Aldous et al., 1998, p. 818), many fathers did not 

feel comfortable in that role. While school-age children required assistance with homework and 

sports and fathers typically found it easier to handle these types of situations, instead of the 

requirements of younger children, which may be considered more of “women’s work”.  

 

Work-related Factors 

There appeared to be a clear separation between strategies and barriers of career success 

and family coping strategies. When asked about their perceived strategies and barriers, most of 

the women faculty members’ responses revolved around work issues and not family issues. Less 

than seven percent of the responses reported family as a barrier to career success. Furthermore, 

less than five percent reported spousal support as a strategy for success. This finding conflicts 

with previous research on women faculty members who responded that family responsibilities 

were a barrier to their success (Shultz & Easter, 1997). In Shultz and Easter’s study, the 

participants reported several obstacles including departmental policies, exclusion from the 

network systems, heavy teaching loads, and a narrow definition of scholarly work. In addition, 

all of the women faculty members reported concerns about their family impacting their career 

success, yet no male faculty reported family responsibilities as an obstacle to their career success 

(Shultz & Easter, 1997). 

However, when respondents were asked to report their spousal support and coping 

strategies for this study, they were clearly able to discuss the importance of these two areas on 

enabling them to balance work and family responsibilities. Many of the women participants 

noted the importance of support from their spouse and furthermore realized the interdependence 

of the two systems. For example one respondent stated, 
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If one does not have to worry about children and household tasks they can concentrate on 

building a career. I was blessed to have someone who was responsible and interested in 

helping me succeed. I do not always see that from many of the husbands of my students 

who are trying to juggle a job, school and a family. I think it takes a special person to be 

able to help a spouse attain career goals. 

In response to the barriers of career success, 69% of the respondents indicated work-

related issues as barriers. The two highest barriers were lack of funding and cultural bias. One 

participant stated, “I feel as though you have to work twice as harder especially in majority 

institutions being a minority which can be very taxing and stressful.” One possible reason 

participants reported institutional barriers is because these women may view these barriers as a 

greater factor than family responsibilities in prohibiting them from career success. It also may be 

due to the perception that they have more “control” over what occurs with their families but have 

little “control” over their colleagues’ or administrations’ perception about women and minorities, 

regardless of marital and family status. Twenty-five percent reported negative perceptions due to 

cultural, racial, and sexist bias, as barriers to their career success. 

The support of supervisors and colleagues, on the other hand, can have a positive effect 

on tenure and promotion. Warren and Johnson (1995) found that supervisors play an important 

role in reducing conflict between work and family. This belief is noted in a response from this 

research study, 

I would like to say that I have had extremely supportive deans for brief periods in my life. 

The latest experience with that (from 1999 to 2004) was the only reason that I was 

promoted to full professor. He fought all the way up the chain of command to overcome 

the roadblocks -- like that my documentation kept getting 'lost' somewhere on campus. 

He and another dean really kept me going. 

Another stated, 

I did occasionally run into problems with some administrators who did not feel that as a 

woman, I would be able to do a specific job. I was the dean of the school and when we 

got a new chancellor, he moved me to bring in a man. I also had a little difficulty getting 

tenure because of the field I was in and some of the business professors did not feel that 

the articles I had written was quantitative enough to get tenure. However, the chancellor 

at the time decided to go over the heads of the committee and grant me tenure because of 
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the work I had done with the accreditation process and other projects in which I had 

rendered outstanding service. 

Also colleagues’ support was found to be essential. Fredriksen and Scharlach (1999) 

found that women faculty members felt less pressure when co-workers supported their family 

demands. One respondent from the current study shared that one strategy for career success was 

“having two understanding female colleagues who understood what it meant to be a working 

mother. Having them to step in and cover my classes and tell me the dos and the don'ts to 

achieve my career goals. Just them being there for support.” 

 

 

Limitations 

There were several limitations to this study. To find the highest number of minority 

women faculty members, Historically Black Colleges and Universities (HBCUs) were sampled 

for participants. Even though the sample was small, it did provide a higher percentage of 

minority women. The findings indicated that the scores on the scales, except one, were found to 

be close together, which indicates that these women scored similar. Because the participants may 

be a similar group, there were little noted differences. However, if women participants who were 

divorced were included, the results would possibly have been different. Furthermore, there 

possibly would have been more differences found between these two groups.  

For example, two respondents had negative responses in regards to their husbands’ 

support, where one of the respondents was recently divorced. The recently divorced participant 

stated,  

My husband wasn't willing to sacrifice for me to advance.  Since the divorce, he does 

contribute somewhat to helping with the children, but they remain primarily my 

responsibility.  I have had the unfailing support of my children and my parents and 

siblings.  Being married to a tenure track professor is stressful-my husband couldn't do it. 

However, the other respondent simply stated that her “spouse is or was very conservative in his 

views on the role of a working mother. He feels a woman should be [at] home with the family at 

all times and the male should take care of all family matters.” Therefore, because most of the 

participants who responded were currently married may impact the scores differently from those 

families who are not currently married but have children. There might be some difference in how 
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the two types of families view their success and how they feel they are coping with their family 

responsibilities.  

Another limitation is the definition of the sample for this study. In attempt to obtain the 

most amount of minority women, black women who are married with at least one child were 

requested. Because of the limited number of individuals who meet these criteria, there was a 

small sample size. 

 

 

Implications for Further Research 

While this research study was a starting point to examine minority women in faculty 

positions, there are opportunities for further research. These include obtaining further 

information regarding the spouse to provide another perspective on the support that is given, 

gaining additional information on how the spouse may assist in overcoming gender and racial 

barriers, and broadening the criteria for participation in order to increase the potential sample. 

 

Obtaining Further Spousal Information 

Additional information regarding the spouse may be obtained to further understand the 

spouse’s role in the career success of their wives. This could include the spouses’ perspective on 

the support they provide and assistance with coping strategies. Because the faculty members’ 

role is unique from other occupations, a spouse who has a realistic understanding of the faculty 

responsibilities may have a different perspective on support and coping. Some spouses may feel 

that because she has obtained such a prominent position, she can handle the conflicts that arise at 

work and stress at home. He may be unaware of her issues to balance work and family and she 

may need more emotional and instrumental support from her spouse. Other spouses may not 

understand the amount of time it takes to conduct research and perform other academic 

responsibilities and might feel that their spouse should fulfill more housework and childcare 

tasks. The academic profession may appear to be flexible and the stress of obtaining tenure or 

promotion may not be readily apparent 

It would be useful to obtain further information on the spouse’s beliefs about his 

contributions to his wife’s career success. It will also provide information on what the spouse 

considers to be strategies or barriers to career success. For example, if the husband believes that 

an important strategy for career success is to be visible within the department, then the husband 
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may encourage the wife to spend more time at work while working toward promotion or tenure. 

However, if the husband does not feel that this is a strategy for career success, then he may not 

understand why his wife spends additional time at the office.   

A third type of spousal information would be collecting information on their education 

and level of occupation. Several of these participants addressed this area. One respondent noted 

that her husband’s occupation as a member of the military seemed to affect his responsibility in 

family tasks. Because of travel he had limited involvement in childcare tasks. Additionally, two 

participants reported that their husbands, who are faculty members, have helped them understand 

the obstacles of academia. Their husbands have supported them and provided help to get over 

those obstacles. Research has been conducted on the occupations of men and how that impacts 

their involvement in childcare. While there has been research conducted on how academic 

couples survive (Creamer, 1999), there does not seem to be research on how spouse’s occupation 

outside of academia impacts the career success of the woman faculty member.  

 

Gender and Racial Barriers 

When respondents were asked about the barriers and strategies of career success, only 

four respondents reported items around the family. Instead when respondents were asked about 

the barriers and strategies of career success, the highest responses were those related to racial and 

gender barriers that have hindered their career success. Therefore, regardless of family 

responsibilities, there may be institutional barriers in academia that limit women earning tenure. 

Some respondents reported issues of discrimination. One respondent stated “barriers that have 

affected my career success were racism among faculty who turned down my promotion and 

tenure because of my race.” This gives credence to the importance of improving the culture of 

academia and how it marginalizes women and minorities.  

 

Broadening the Definition of the Population 

Because the specific criteria for participation in this study included those who were 

married and who had children the sample was limited. To broaden the scope, the population 

could be expanded to examine spousal support of women, whether or not they have children. 

Another group to query would include women who are divorced or never married but have 

children. The role of these fathers with their children could serve as an important source of 

support. Each of these would provide further insight into the different roles that men play in the 
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lives of women. To expand past the traditional gender ideologies, gay and lesbian relationships 

could also be examined. 
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Florida State 
UNIVERSITY 

Office of the Vice President For Research Human Subjects Committee Tallahassee, Florida 32306-2763 (850) 
644-8673 - FAX (850) 644-4392 
 
 

APPROVAL MEMORANDUM 

Date: 9/28/2004 
 
To: 
Joi Woodard 
327 Pennell Circle #5 Tallahasse, FL 32310 
 
Dept.: FAMILY & CHILD SCIENCE 

From: John Tomkowiak, Chair   

Re: Use of Human Subjects in Research 
The Effect of Coping Strategies and Spousal Support on the Career Success of Minority 

Women 
 
The forms that you submitted to this office in regard to the use of human subjects in the proposal referenced 
above have been reviewed by the Secretary, the Chair, and two members of the Human Subjects Committee. 
Your project is determined to be Exempt per 45 CFR § 46.101(b) 2 and has been approved by an accelerated 
review process. 
 
The Human Subjects Committee has not evaluated your proposal for scientific merit, except to weigh 
the risk to the human participants and the aspects of the proposal related to potential risk and benefit. 
This approval does not replace any departmental or other approvals, which may be required. 
 
If the project has not been completed by 9/27/2005 you must request renewed approval for 
continuation of the project. 
 
You are advised that any change in protocol in this project must be approved by resubmission of the project 
to the Committee for approval. Also, the principal investigator must promptly report, in writing, any 
unexpected problems causing risks to research subjects or others. 
 
By copy of this memorandum, the chairman of your department and/or your major professor is reminded that 
he/she is responsible for being informed concerning research projects involving human subjects in the 
department, and should review protocols of such investigations as often as needed to insure that the project is 
being conducted in compliance with our institution and with DHHS regulations. 
 
This institution has an Assurance on file with the Office for Protection from Research Risks. The 
Assurance Number is IRB00000446. 
 
Cc: Ann Mullis HSC 
No. 2004.640 
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White House Initiative on Historically Black Colleges and Universities
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This list is attainable on the White House Initiative on Historically Black Colleges and 

Universities at http://www.ed.gov/about/inits/list/whhbcu/edlite-list.html. 

 

4-Year Public Institutions (40) State Organization 

Alabama A&M University 

http://www.aamu.edu/ 
Alabama 4-yr. Public 

Alabama State University 

http://www.alasu.edu 
Alabama 4-yr. Public 

Albany State University 

http://asuweb.asurams.edu 
Georgia 4-yr. Public 

Alcorn State University 

http://www.alcorn.edu 
Mississippi 4-yr. Public 

Bluefield State College 

http://www.bluefield.wvnet.edu 
West Virginia 4 yr. Public 

Bowie State University 

http://www.bowiestate.edu 
Maryland 4-yr. Public 

Central State University 

http://www.centralstate.edu/ 
Ohio 4-yr. Public 

Cheyney State University 

http://www.cheyney.edu/ 
Pennsylvania 4-yr. Public 

Coppin State College 

http://www.coppin.edu/ 
Maryland 4-yr. Public 

Delaware State University 

http://www.dsc.edu 
Delaware 4-yr. Public 

Elizabeth City State University 

http://www.ecsu.edu/ 
North Carolina 4-yr. Public 

Fayetteville State University 

http://www.uncfsu.edu/ 
North Carolina 4-yr. Public 

Florida A&M University 

http://www.famu.edu 
Florida 4-yr. Public 

Fort Valley State University 

http://www.fvsu.edu 
Georgia 4-yr. Public 

Grambling State University 

http://www.gram.edu 
Louisiana 4-yr. Public 

Harris-Stowe State College 

http://www.hssc.edu 
Missouri 4-yr. Public 

Jackson State University 

http://www.jsums.edu 
Mississippi 4-yr. Public 

Kentucky State University 

http://www.kysu.edu 
Kentucky 4-yr. Public 

Langston University 

http://www.lunet.edu 
Oklahoma 4-yr. Public 

Lincoln University 

http://www.lincoln.edu 
Pennsylvania 4-yr. Public 

Lincoln University 

http://www.lincolnu.edu 
Missouri 4-yr. Public 
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Mississippi Valley State University 

http://www.mvsu.edu 
Mississippi 4-yr. Public 

Morgan State University 

http://www.morgan.edu 
Maryland 4-yr. Public 

Norfolk State University 

http://www.nsu.edu 
Virginia 4-yr. Public 

North Carolina A&T State University 

http://www.ncat.edu/ 
North Carolina 4-yr. Public 

North Carolina Central University 

http://www.nccu.edu/ 
North Carolina 4-yr. Public 

Prairie View A&M University 

http://www.pvamu.edu 
Texas 4-yr. Public 

Savannah State University 

http://www.savstate.edu 
Georgia 4-yr. Public 

South Carolina State University 

http://www.scsu.edu/ 
South Carolina 4-yr. Public 

Southern University A&M College 

http://www.subr.edu 
Louisiana 4-yr. Public 

Southern University at New Orleans 

http://www.suno.edu 
Louisiana 4-yr. Public 

Tennessee State University 

http://www.tnstate.edu/ 
Tennessee 4-yr. Public 

Texas Southern University 

http://www.tsu.edu 
Texas 4-yr. Public 

University of Arkansas at Pine Bluff 

http://www.uapb.edu 
Arkansas 4-yr. Public 

University of Maryland Eastern Shore 

http://www.umes.edu/ 
Maryland 4-yr. Public 

University of the District of Columbia 

http://www.udc.edu/ 
District of Columbia 4-yr. Public 

University of the Virgin Islands 

http://www.uvi.edu/pub-relations/uvi/home.html 
U.S. Virgin Islands 4-yr. Public 

Virginia State University 

http://www.vsu.edu 
Virginia 4-yr. Public 

West Virginia State University 

http://www.wvsc.edu 
West Virginia 4-yr. Public 

Winston-Salem State University 

http://www.wssu.edu 
North Carolina 4-yr. Public 

Private Institutions (49) State Organization 

Allen University 

http://www.allenuniversity.edu 
South Carolina 4-yr. Private 

Arkansas Baptist College 

Web address not Available 
Arkansas 4-yr. Private 

Barber-Scotia College 

http://www.b-sc.edu 
North Carolina 4-yr. Private 

Benedict College 

http://www.benedict.edu/ 
South Carolina 4-yr. Private 

68 

http://www.mvsu.edu/
http://www.morgan.edu/
http://www.nsu.edu/
http://www.ncat.edu/
http://www.nccu.edu/
http://www.pvamu.edu/
http://www.savstate.edu/
http://www.scsu.edu/
http://www.subr.edu/
http://www.suno.edu/
http://www.tnstate.edu/
http://www.tsu.edu/
http://www.uapb.edu/
http://www.umes.edu/
http://www.udc.edu/
http://www.uvi.edu/pub-relations/uvi/home.html
http://www.vsu.edu/
http://www.wvsc.edu/
http://www.wssu.edu/
http://www.allenuniversity.edu/
http://www.b-sc.edu/
http://www.benedict.edu/


 

Bennett College 

http://www.bennett.edu/ 
North Carolina 4-yr. Private 

Bethune-Cookman College 

http://www.bethune.cookman.edu 
Florida 4-yr. Private  

Claflin College 

http://www.claflin.edu 
South Carolina 4-yr. Private 

Clark Atlanta University 

http://www.cau.edu/ 
Georgia 4-yr. Private 

Dillard University 

http://www.dillard.edu 
Louisiana 4-yr. Private 

Edward Waters College 

http://www.ewc.edu 
Florida 4-yr. Private 

Fisk University 

http://www.fisk.edu/ 
Tennessee 4-yr. Private 

Florida Memorial College 

http://www.fmc.edu/ 
Florida 4-yr. Private 

Hampton University 

http://www.hamptonu.edu/ 
Virginia 4-yr. Private 

Howard University 

http://www.howard.edu 
District of Columbia 4-yr. Private 

Huston-Tillotson College 

http://www.htc.edu 
Texas 4-yr. Private 

Interdenominational Theological Center 

http://www.itc.edu 
Georgia 4-yr. Private 

Jarvis Christian College 

http://www.jarvis.edu 
Texas 4-yr. Private 

Johnson C. Smith University 

http://www.jcsu.edu/ 
North Carolina 4-yr. Private 

Knoxville College 

http://www.knoxvillecollege.edu 
Tennessee 4-yr. Private 

Lane College 

http://www.lanecollege.edu/ 
Tennessee 4-yr. Private 

Lemoyne-Owen College 

http://www.loc.edu 
Tennessee 4-yr. Private 

Livingstone College 

http://members.tripod.com/~clandy/livingstone/homef.htm
North Carolina 4-yr. Private 

Meharry Medical College 

http://www.mmc.edu 
Tennessee 4-yr. Private 

Miles College 

http://www.miles.edu/ 
Alabama 4-yr. Private 

Morehouse College 

http://www.morehouse.edu 
Georgia 4-yr. Private 

Morehouse School of Medicine 

http://www.msm.edu/ 
Georgia 4-yr. Private 

Morris Brown College 

http://www.morrisbrown.edu 
Georgia 4-yr. Private 

Morris College 

http://www2.morris.edu/index.asp 
South Carolina 4-yr. Private 

Oakwood College 

http://www.oakwood.edu/ 
Alabama 4-yr. Private 
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Paine College 

http://www.paine.edu/ 
Georgia 4-yr. Private 

Paul Quinn College 

http://www.pqc.edu/ 
Texas 4-yr. Private 

Philander Smith College 

http://www.philander.edu 
Arkansas 4-yr. Private 

Rust College 

http://www.rustcollege.edu 
Mississippi 4-yr. Private 

Saint Paul's College 

http://www.saintpauls.edu/ 
Virginia 4-yr. Private 

Selma University 

Web address not Available 
Alabama 4-yr. Private 

Shaw University 

http://www.shawuniversity.edu/ 
North Carolina 4-yr. Private 

Southwestern Christian College 

http://www.swcc.edu/ 
Texas 4-yr. Private 

Spelman College 

http://www.spelman.edu/ 
Georgia 4-yr. Private 

St. Augustine's College 

http://www.st-aug.edu/ 
North Carolina 4-yr. Private 

Stillman College 

http://www.stillman.edu/ 
Alabama 4-yr. Private 

Talladega College 

http://www.talladega.edu/ 
Alabama 4-yr. Private 

Texas College 

http://www.texascollege.edu 
Texas 4-yr. Private 

Tougaloo College 

http://www.tougaloo.edu 
Mississippi 4-yr. Private 

Tuskegee University 

http://www.tuskegee.edu/ 
Alabama 4-yr. Private 

Virginia Union University 

http://www.vuu.edu 
Virginia 4-yr. Private 

Voorhees College 

http://www.voorhees.edu 
South Carolina 4-yr. Private 

Wilberforce University 

http://www.wilberforce.edu/ 
Ohio 4-yr. Private 

Wiley College 

http://www.wileyc.edu/ 
Texas 4-yr. Private 

Xavier University 

http://www.xula.edu 
Louisiana 4-yr. Private 

2-Year Public Institutions (11) State Organization 

Bishop State Community College 

http://www.bscc.cc.al.us/ 
Alabama 2-yr. Public 

Shelton State Community College 

http://www.sheltonstate.edu/sscc/ 
Alabama 2-yr. Public 

Gadsden State Comm. College, Valley Street  

http://www.gadsdenst.cc.al.us/ 
Alabama 2-yr. Public 
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J.F. Drake Technical College 

Web address not Available 
Alabama 2-yr. Public 

Lawson State Community College 

http://www.ls.cc.al.us/ 
Alabama 2-yr. Public 

Trenholm State Technical College 

http://www.trenholmtech.cc.al.us 
Alabama 2-yr. Public 

Southern University at Shreveport 

http://www.susla.edu 
Louisiana 2-yr. Public 

Coahoma Community College 

http://www.ccc.cc.ms.us 
Mississippi 2-yr. Public 

Hinds Community College, Utica 

http://www.hindscc.edu 
Mississippi 2-yr. Public 

Denmark Technical College 

http://dtc401.den.tec.sc.us:8000/ 
South Carolina 2-yr. Public 

St. Philip's College 

http://www.accd.edu/spc/spcmain/spc.htm 
Texas 2-yr. Public 

2-Year Private Institutions (5) State Organization 

Clinton Junior College 

http://www.clintonjrcollege.org 
South Carolina 2-yr. Private 

Concordia College 

http://higher-ed.lcms.org/selma.htm 
Alabama 2-yr. Private 

Lewis College of Business 

http://www.lewiscollege.edu/ 
Michigan 2-yr. Private 

Mary Holmes College 

http://www.maryholmes.edu 
Mississippi 2-yr. Private 

Shorter College 

Web address not Available 
Arkansas 2-yr. Private 
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Dear Participant: 

I would like to benefit from your experience as a female faculty member with children. I am a 

doctoral candidate under the direction of Ann Mullis, Ph.D. in the Department of Family and 

Child Sciences at Florida State University. I am conducting a research study to understand how 

spousal support and other coping strategies impact female faculty members’ careers. 

 

While changing family policies are very important, I have an added interest in how female 

faculty members work towards tenure in regards to their type of family structure. It is hoped this 

study will contribute to our understanding of how women can be assisted to successfully earn 

tenure. 

 

I am requesting women faculty members who have at least one child under the age of 12 living at 

home. If you do not meet these criteria, please forward this packet to an individual who does.  

 

I am requesting your participation, which will involve completing a packet consisting of three 

questionnaires and demographic information. It will take approximately an hour to complete. 

Your participation in this study is voluntary. If you choose not to participate or to withdraw from 

the study at any time, there will be no penalty. All your answers to the questions will be kept 

confidential, to the extent allowed by law, and identified by a subject code number.  Your name 

will not appear on any of the results.  No individual responses will be identified. 

 

You may contact Joi Woodard at (850) 574-5066 or jew3516@fsu.edu or Dr. Ann Mullis at 

(850) 644-3553 or amullis@fsu.edu for answers to questions about this research or your rights. 

You may also contact the Office of Research, Human Subjects Committee, at (850) 644-8633. 

Group results will be sent to you upon your request.   

 

By completing and returning this survey, you have given your consent to participate in this 

research. 

 

 

Joi Woodard 

McKnight Fellow 

Florida State University
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4-year Public Institutions Phase II Phase III Phase IV Phase V 

 

Alabama State University 

80 

72   

University of Arkansas at Pine Bluff
1 

120 

110   

Savannah State University   27 23 

Grambling State University   25 21 

Southern University at New Orleans
1
   66 61 

Jackson State University   121 118 

Fayetteville State University   23 17 

North Carolina A&T State University
1
   36 28 

North Carolina Central University   45 41 

South Carolina State University
1
   46 40 

Albany State University   11 11 

Bluefield State College   36 31 

Norfolk State University   41 35 

Florida A&M University
1
   77 70 

Total 200 182 554 496 

Note: 
1
Land-grant institutions
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4-year Public Institutions Paper 

Completed 

Web 

Completed 

Emailed  

Did NOT Qualify 

Alabama State University 
6 

0 3 

University of Arkansas at Pine Bluff 
6 

0 1 

Savannah State University  3 3 

Grambling State University  2 4 

Southern University at New Orleans  4 1 

Jackson State University  2 1 

Fayetteville State University  4 5 

North Carolina A&T State University  1 8 

North Carolina Central University  1 4 

South Carolina State University  2 4 

Albany State University  1 2 

Bluefield State College  4 1 

Norfolk State University  1 8 

Florida A&M University  2 11 

Unidentified   2 30 4 

Total 14 57 60 
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Date: Thu, 10 Feb 2005 13:45:48 -0500  
From: bgreenwo@mailer.fsu.edu  
To: Joi Woodard <jew3516@fsu.edu> 
Subject: Re: Dissertation Update 
 
 
> Joi:  I think you have done all you can to get a response from those who qualify.  To increase the 
strength of your research, my only suggestion would be to consider follow-up interviews with some of the 
participants to add a qualitative dimension to your work. 
>                                                                                                                          BBG 
> At 10:57 AM 2/10/2005, you wrote: 
Dr. Greenwood:  
 
As promised here is the update on my progress. I began collecting data mid-October. I have attached an 
Excel sheet which gives a detailed list of the steps that I took to collect. Currently I have 46 participants. 
However, there are 20 Black participants, 15 White, and 11 other (which includes those who did not 
specify).  
 
I have also included these numbers in the same attachment in the Excel sheet. This Excelsheet also 
includes the total number of surveys sent out, total responses, surveys that actually qualified, and those 
who qualified by race.  
 
I then tested for differences between the Black, White, and "Other" participants based on the dependent 
variable and the two independent variables. I found no differences in these three categories. Therefore, I 
would like to begin analyzing my data using the total 46 participants.  
 
If it is acceptable to continue, I plan on using nonparametric statistics. Specifically I plan to analyze my 
data by using the following methods:  
 
1. Mann Whitney-U to compare the two groups between those who reported more coping strategies and 
less coping strategies. I would also use this analysis to compare those who reported more spousal 
support and those who reported less spousal support.  
 
2. Spearman correlation to examine the differences between coping strategies, spousal support, and 
career success.  
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Again, I plan to use these analyses IF it is acceptable for me to start analyzing. Therefore, if you could 
email me and Dr. Mullis (I have included her in this email) about whether you approve or do not approve 
for me to start analyzing my data with the current 46 participants.  
 
If you would like me to have a higher number of participants, please identify any way that I can go about 
collecting more data. Again, I have attached an Excel sheet describing my sampling methods. I welcome 
to meet with you to discuss any other options that I could employ.  
 
Thank you for your patience in this matter! And if you need any additional information, please let me 
know. My work number is 644-3432 and my home number is 574-5066. Joi 
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Date: Fri, 11 Feb 2005 12:00:55 -0500  
From: rschwart@mail.coe.fsu.edu  
To: Joi Woodard <jew3516@fsu.edu> 
Subject: Re: Dissertation Update 
 
 
> Sure, sounds like a plan to me.  Using the non-parametric stats makes good sense for a small sample 
size.  I  would guess that there is no way to significantly enlarge the sample size at this point so use what 
you have.  You might explore the idea of doing some interviews or expanding the data in some other way 
with those who have responded to increase the information you get from your sample.  It is always 
possible to expand by going "deeper" with a small sample instead of using a large sample but only getting 
"superficial" or survey data. 
  
> Good to hear from you! 
>  
> Bob S. 
>  
> At 10:59 AM 2/10/2005, you wrote: 
> >Dr. Schwartz: 
> > 
> >Hey Dr. Schwartz! I hope your semester is going great! 
> > 
As promised here is the update on my progress. I began collecting data mid-October. I have attached an 
Excel sheet which gives a detailed list of the steps that I took to collect. Currently I have 46 participants. 
However, there are 20 Black participants, 15 White, and 11 other (which includes those who did not 
specify).  
 
I have also included these numbers in the same attachment in the Excel sheet. This Excelsheet also 
includes the total number of surveys sent out, total responses, surveys that actually qualified, and those 
who qualified by race.  
 
I then tested for differences between the Black, White, and "Other" participants based on the dependent 
variable and the two independent variables. I found no differences in these three categories. Therefore, I 
would like to begin analyzing my data using the total 46 participants.  
 
If it is acceptable to continue, I plan on using nonparametric statistics. Specifically I plan to analyze my 
data by using the following methods:  
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1. Mann Whitney-U to compare the two groups between those who reported more coping strategies and 
less coping strategies. I would also use this analysis to compare those who reported more spousal 
support and those who reported less spousal support.  
 
2. Spearman correlation to examine the differences between coping strategies, spousal support, and 
career success.  
 
Again, I plan to use these analyses IF it is acceptable for me to start analyzing. Therefore, if you could 
email me and Dr. Mullis (I have included her in this email) about whether you approve or do not approve 
for me to start analyzing my data with the current 46 participants.  
 
If you would like me to have a higher number of participants, please identify any way that I can go about 
collecting more data. Again, I have attached an Excel sheet describing my sampling methods. I welcome 
to meet with you to discuss any other options that I could employ.  
 
Thank you for your patience in this matter! And if you need any additional information, please let me 
know. My work number is 644-3432 and my home number is 574-5066. Joi 
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Responses to the question, “Describe any support that your partner has provided. Please 

provide examples.” 

Category Frequency count Instrumental Emotional 

Total Care 6 X  

Household chores  12 X  

Interaction with  & for children 6 X  

Childcare tasks 9 X  

Schedule & Adjusting 4 X  

Pampering 3  X 

Financial 2  X 

Listens/helps with work-related 

activities 

4  X 

Help with children activities 6 X  

Stays home w/ kids 5 X  

Ignoring nonessential household 

chores 

2  X 

Nothing 2   

TOTAL 61 7 4 

 

 

Responses to the question, “Describe the coping strategies that help you balance work and 

family responsibilities. Please provide examples.” 

Category Frequency count Work-related Family-

related 

Self-

related 

Ignoring nonessential household 

chores 

2   X 

Enjoying extracurricular 

activities 

5   X 

Talk with friends and/or family  4   X 

Intimacy with partner 1   X 

Spirituality (Prayer, church, 

meditations, faith) 

5   X 

Exercising 3   X 

Scheduling around children, 

prioritizing 

6  X  

Sharing roles 2  X  

Doing most critical areas 2  X  

Having my time 2    

Being a role model for children 1  X  

Say no 1 X   

Keeping a schedule 5 X X  

Refuse job advancement 1 X   

Limit outside activities 2 X   

Dean’s support 1 X   

TOTAL 43 5 5 6 
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Responses to the question, “Please provide examples of barriers that have affected your 

career success (e.g. tenure progress).” 

Category n 

Not a good fit 1 

Lack of funding/technology 7 

Balancing family & work, child care issues 3 

No Ph.D. 2 

Negative peer attitudes 4 

Heavy teaching load 3 

Large class sizes 1 

Racism, sexism, cultural bias 7 

Family illness 2 

Responsibilities from dept. 4 

Me 3 

New faculty issues 3 

Spouse’s career 1 

None 2 

Lack of time 1 

TOTAL 44 

 

 

Responses to the question, “Please provide examples of strategies that have contributed to 

your career success (e.g. tenure progress).” 

Category n 

Change to better job 1 

Joining organizations/community work/service 7 

Advance degree 5 

Committee work 3 

God/prayer 2 

Spousal support 1 

University support 1 

Networking 2 

Effective instructor 6 

Faculty development 3 

Using students for research 1 

Publications/grants/collaboration 10 

Friends/family 2 

Delegate housework 2 

Organizational skills 5 

Mentors 2 

Attain tenure 2 

Avoid politics, little socializing 3 

Hard work 2 

Financial reasons 1 

TOTAL 61 
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Dr. (inserted last name), 

 

You recently completed a survey examining family coping strategies and spousal support and 

how it impacts career success. I received some interesting responses and would like to ask for 

your further participation. Your additional comments will add depth to my dissertation results by 

adding a qualitative component. 

 

I would greatly appreciate your assistance. I can also arrange to call you, if you do not want to 

complete this through email. 

 

1. In examining the responses, I found that the group results ranked household tasks and 

childcare tasks as the two most important factors contributing to career success 

(advancement).  

 

a. Please explain in what ways these two components play a role in your career 

success?  

 

b. Does assistance with household tasks and childcare tasks help with career success, 

if so, how?  

 

c. Does lack of assistance with household and childcare tasks hinder career success, 

if so, how? 

 

2. Examining the group results of coping strategies, I found three main categories that 

impacted career success. They are work-related, family-related, and self-related. Could 

you talk about examples of how each of these components has impacted your career 

(advancement)? 

 

3. I found that a number of participants reported that cultural barriers, such as racism and 

sexism, have impeded on their career success.  

 

a. Have you encountered, either personally or through your colleagues, such 

barriers? If so, in what ways did these cultural barriers impede career success (i.e., 

tenure attainment, funding). 

 

b. In what ways has spousal support played in helping overcome these cultural 

barriers, if any? Please give examples. 
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UNIVERSITY O F H A W A I` 1 A T M A N O A 
School of Nursing and Dental Hygiene 

Department of Nursing 

August 18, 2003 

 

Joi Woodard Bulls 

327 Pennell Circle #5 

Tallahassee, FL. 32310 

 

Dear Ms. Bulls: 

 

This letter is to give you my written permission to use the DECS (Dual Employed Coping Scales) 

in your dissertation research on "How Spousal Support Impacts the Career Success of Women Faculty." 

Please note that because you are now a registered user of the instruments from the Family Stress, 

Coping and Health Project, you have permission to use any of the other instruments in the book/on the 

CD as well. You may re-format the instruments (i.e.,-larger type, combine with other study 

instruments into a booklet, etc.) to suit the specific needs of your study and sample population too. 

 

Best wishes to you on your research study. 

Sincerely yours, 

Marilyn A. McCubbin, PhD, FAAN Professor & Director 

Center for Health Disparities Research 

University of Hawaii at Manoa School of 

Nursing & Dental Hygiene Webster Hall 403 

2528 McCarthy Mall 

Honolulu, Hawaii 96822 

Phone: 808-956-5469 FAX: 

808-956-3257 

e-mail: mccubbin@ehawaii.edu 
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The following statements are in reference to coping strategies. Please indicate how much you agree or 

disagree with the statement about your coping behavior. 

 

SD means Strongly Disagree 

MD means Moderately Disagree 

Neither means Neither Agree Nor Disagree 

MA means Moderately Agree 

SA means Strongly Agree 

       

I “cope” with the demands of our dual-employed family 

by: 

Extent to how much you agree 

(Circle your answer) 
 

Becoming more efficient; making better use of my time “at 

home” SD MD Neither MA SA  

Using modern equipment (e.g., microwave oven, et.) to help 

out at home SD MD Neither MA SA  

Believing that we have much to gain financially by our both 

working SD MD Neither MA SA  

Working out a “fair” schedule of household tasks for all 

family members SD MD Neither MA SA  

Getting by on less sleep than I’d ideally like to have SD MD Neither MA SA  

Ignoring comments of how we “should” behave as men and 

women (e.g., women shouldn’t work; men shouldn’t clean SD MD Neither MA SA  

Deciding I will do certain housekeeping tasks at a regular 

time each week SD MD Neither MA SA  

Buy convenience foods which are easier to prepare at home SD MD Neither MA SA  

Believing that my working has made me a better parent than 

I otherwise would be SD MD Neither MA SA No Child 

Leaving some things undone around the house (even though 

I would like to have them done) SD MD Neither MA SA  

Getting our children to help out with household tasks SD MD Neither MA SA No Child 

Ignoring criticisms of others about parents who both work 

outside the home SD MD Neither MA SA No Child 

Making friends with other couples who are both employed 

outside the home SD MD Neither MA SA  

Specifically planning “family time together” into our 

schedule; planning family activities for all of us to do 

together SD MD Neither MA SA  

Hiring outside help to assist with our housekeeping and 

home maintenance SD MD Neither MA SA  

Overlooking the difficulties and focusing on the good things 

about our lifestyle SD MD Neither MA SA  

Planning for various family relations to occur at a certain 

regular time each day or week (e.g., “from the time we get 

home until their bedtime, is the children’s time’”) SD MD Neither MA SA  
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SD means Strongly Disagree 

MD means Moderately Disagree 

Neither means Neither Agree Nor Disagree 

MA means Moderately Agree 

SA means Strongly Agree 

       

I “cope” with the demands of our dual-employed family 

by: 

Extent to how much you agree 

(Circle your answer) 
 

Eating out frequently SD MD Neither MA SA  

Believing that my working has made me a better spouse SD MD Neither MA SA  

Hiring help to care for the children SD MD Neither MA SA No Child 

Relying on extended family members for encouragement SD MD Neither MA SA  

Covering household family responsibilities for each other 

when one spouse has extra work SD MD Neither MA SA  

Leaving work and work-related problems at work when I 

leave at the end of the day SD MD Neither MA SA  

Having friends at work whom I can talk to about how I feel SD MD Neither MA SA  

Planning for time alone with my spouse SD MD Neither MA SA  

Modifying my work schedule (e.g., reducing amount of time 

at work or working different hours) SD MD Neither MA SA  

Relying on extended family members for financial help 

when needed SD MD Neither MA SA  

Negotiating who stays home with an ill child on a “case by 

case” basis SD MD Neither MA SA No Child 

Planning work changes (e.g., transfer, promotion, shift 

change) around family needs SD MD Neither MA SA  

Relying on extended family members for childcare help SD MD Neither MA SA No Child 

Identifying one partner as primarily responsible for 

childrearing tasks SD MD Neither MA SA No Child 

Believing that we are good “role models” for our children by 

our both working SD MD Neither MA SA No Child 

Identifying one partner as primarily responsible for 

household tasks SD MD Neither MA SA  

Planning time for myself to relieve tensions (jogging, 

exercising, meditating, etc.) SD MD Neither MA SA  

Buying more goods and services (as opposed to “do-it-

yourself” projects) SD MD Neither MA SA  

Encouraging our children to help each other out when 

possible (e.g., homework, rides to activities, etc.) SD MD Neither MA SA No Child 

Trying to be flexible enough to fit in special needs and 

events (e.g., child’s concert at school, etc.) SD MD Neither MA SA  

Planning ahead so that major changes at home (e.g., having a 

baby) will not disturb our work requirements SD MD Neither MA SA  
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SD means Strongly Disagree 

MD means Moderately Disagree 

Neither means Neither Agree Nor Disagree 

MA means Moderately Agree 

SA means Strongly Agree 

       

I “cope” with the demands of our dual-employed family 

by: 

Extent to how much you agree 

(Circle your answer) 
 

Making better use of time at work SD MD Neither MA SA  

Having good friends whom I can talk to about how I feel SD MD Neither MA SA  

Limiting our home entertaining to only our close friends SD MD Neither MA SA  

Believing that, with time, our lifestyle will be easier SD MD Neither MA SA  

Planning schedules out ahead of time (e.g. who takes kid(s) 

to the doctor, who works late) SD MD Neither MA SA No Child 

Sticking to an established schedule of work and family-

related activities SD MD Neither MA SA  

Believing that I must excel at both my work and my family 

roles SD MD Neither MA SA  

Cutting down on the amount of “outside activities” in which 

I can be involved SD MD Neither MA SA  

Establishing whose role responsibility it is to say home when 

child(ren) are ill SD MD Neither MA SA No Child 

Identifying one partner as primarily responsible for bread-

winning SD MD Neither MA SA  

Believing that working is good for my personal growth SD MD Neither MA SA  

Believing that, overall, there are more advantages than 

disadvantages to our lifestyle SD MD Neither MA SA  

Limiting job involvement in order to have time for my 

family SD MD Neither MA SA  

Lowering my standards for “how well” household tasks must 

be done SD MD Neither MA SA  

Encouraging our child(ren) to be more self sufficient, where 

appropriate SD MD Neither MA SA No Child 

Eliminating certain activities (home entertaining, volunteer 

work, etc.) SD MD Neither MA SA  

Frequent communication among all family members about 

individual schedules, needs and responsibilities SD MD Neither MA SA  

Maintaining health (eating right, exercising, etc.) SD MD Neither MA SA  

Believing that I need a lot of stimulation and activity to keep 

from getting bored SD MD Neither MA SA  

Limiting my involvement on the job-saying “no” to some of 

the things I could be doing SD MD Neither MA SA  
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Page 1 of 1 

Subj: Re: Permission 
Date: 4/17/02 2:22:55 PM Eastern Daylight 
Time From: egreenbe@uci.edu (Ellen 
Greenberger) To: J2dw@aol.com 

 
Please consider this my written permission to use the Spousal Support scale noted below. If you do not have a 
copy, get it touch with my assistant, Suzy Morrison (samorris@uci.edu) and ask her to send you the document 
entitled "Survey Measures..." Be sure to give her your address. 

Ellen Greenberger Professor 

At 01:14 PM 4/17/2002 -0400, you wrote: 
>Dr. Greenberger: I am a doctoral candidate at Florida State University >majoring in Family Relations. I am 
currently working on my prospectus for >my dissertation. I am evaluating instrumental and emotional support 
on the >success for women faculty. I would like permission to use the instrument >that you and your colleagues 
developed, "Spousal Supprt for Work and >Parenting (SSWP) (W.A. Goldberg & S. Hamill). 
 
>If possible to use for my dissertation, please let me know the process to >get written permission. Thank you 
in advance. 
 
>Joi Woodard, M.S. >McKnight Fellow >Florida State 
University 

 ------------------------------------Headers -------------------------------  
Return-Path: <egreenbe@uci.edu> 
Received: from rly-zd03.mx.aol.com (rly-zd03.mail. aol.com [172.31.33.227]) by air-zd0l.mail.aol.com 
(v84.10) with ESMTP id MAILINZD12-0417142255; Wed, 17 Apr 2002 14:22:55 2000 
Received: from p08.es.uci.edu (p08.es.uci.edu [128.200.73.148]) by rly-zd03.mx.aol.com (v84.10) with ESMTP 
id MAILRELAYINZD31-0417142238; Wed, 17 Apr 2002 14:22:38 -0400 
Received: from Ellen.uci.edu (ip68-4-65-227.oc.oc.cox.net [68.4.65.227]) 
by p08.es.uci.edu (8.11.6/8.11.6) with ESMTP id g3HIMcg13047 
for <J2dw@aol.com>; Wed, 17 Apr 2002 11:22:38 -0700 
Message-Id: <5.1.0.14.0.20020417112100.00b58328@pop.uci.edu> 
X-Sender: egreenbe@pop.uci.edu 
X-Mailer: QUALCOMM Windows Eudora Version 5.1 
Date: Wed, 17 Apr 2002 11:22:32 -0700 
To: J2dw@aol.com 
From: Ellen Greenberger <egreenbe@uci.edu> 
Subject: Re: Permission 
In-Reply-To: <0D782DB5.2B55F132.00002B6F@aol.com> 
Mime-Version: 1.0 
Content-Type: text/plain; charset="us-ascii"; format=flowed 

 

Wednesday, January 15, 2003 America Online: J2dw 
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The following questions pertain to spousal support. Please indicate to what extent each statement is true in 

regards to spousal support. 

 

Definitely 

Not True 

Mostly Not 

True Mostly True 

Very 

True 

My spouse listens to me intently about work problems      

My spouse is understanding when I have to work 

overtime      

If I have work-related tasks to do, my spouse takes on 

extra chores at home      

My spouse praises me for accomplishments at work      

I can rely on my spouse for good advice when things get 

tough at work      

My spouse doesn’t like to socialize with my friends from 

work      

If I wanted to make a career change, my spouse would be 

supportive      

My spouse tries to make it easier for me to combine 

work and family life      

I do not discuss work decisions that I have to make with 

my spouse      

My spouse feels that my work interferes with my family 

responsibilities      

My spouse does not complain about the amount of time I 

spend working      

My spouse is not understanding when I have to bring 

work home      

I don’t talk about work to my spouse      

My spouse is not much of an asset to me when it comes 

to the social aspects of my job      

When I socialize with coworkers after work, my spouse 

is very understanding 

 

 

     

My spouse listens carefully to my worries about the 

children      

My spouse helps me to be a better parent      

My spouse takes on extra household responsibilities 

when I’ve had a rough day with the children      

My spouse does not help me to make child-rearing 

decisions      

My spouse offers advice about problems I’m 

encountering with the children      

My spouse does not support my decisions in front of the 

children      
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Definitely 

Not True 

Mostly Not 

True Mostly True 

Very 

True 

My spouse praises me for the way I handle the children      

My spouse takes on extra chores so that I can spend more 

time with the children      

My spouse does not enjoy listening to me talk about my 

experiences with the children      

My spouse helps me when there are problems with the 

children      

My spouse is proud of the way I handle the role of parent      

My spouse takes an equal part in disciplining the 

children so I don’t have to do it all      
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AOL.COM I Message View                                                                                                Page 1 of 2 

Subj: Re: Instrument Permission 

Date: 2/10/2003 11:24:35 PM Eastern Standard 

Time From: "Jeffrey H. Greenhaus" 

<Greenhaus@,drexel.edu> To: J2dw@aol.com 

Sent from the Internet (Details) 

 
Dear Joi, 

 

Thanks for the kind words. You certainly have my permission to use the Career 

Satisfaction scale. I believe the items are in an appendix in the AMJ article. I 

don't have additional information on the psychometric properties of the scale. 

However, a number of researchers have used the scale so you shouldn't have 

trouble finding evidence for the scale's validity and especially reliability. 

 

Good luck on your dissertation. Best wishes, 

Jeff Greenhaus 

 

At 12:58 PM 2/10/2003 -0500, you 

wrote: >Dr. Greenhaus: 

 

>I am a doctoral candidate working on my prospectus at Florida State >University. 

I am evaluating how spousal support in childcare and housework >and affects the 

career success of women faculty. I am interested in the >different types of 

spousal support and/or coping strategies that impacts >how women perceive their 

career success. 

 

>I would like your permission to use your Career Satisfaction scale found in: 

>Source: Academy of Management Journal. 

>Titled: Effects of race on organizational experiences, job 

performance >evaluations, and career outcomes 

>Volume 33(1), pp. 64-86. March 1990. 

 

>Also, if you have any further information on the validity or 

reliability >of the scale that would be a great help for my research. 

 

>I just have to say that I really enjoy the articles that you have 

written. >I am in family and child sciences, so I have used much of your 

>information. I am now reading the book you and Dr. Friedman wrote titled, 

>Work and Family: Allies or Enemies? Needless to say, I am enjoying the book. 

>Thank you for taking the time to consider this request. 

>Joi Woodard, M.S. 

>DoctoralCandidate  

McKnight Fellow 

>Family & Child 

Sciences >Florida 

State University 

Jeffrey H. Greenhaus 

Director of the PhD Program in Business William A. 

Mackie Professor 

http://webmail.aol.com/finsgview.adp?folder--SU5CT1 g=&uid=5335266 2/18/2003
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The following questions pertain to your satisfaction with your success and progress of your career. Please indicate 

how well each statement describes your career success. 

 

 Strongly 

Disagree 

Disagree 

Some 

 

Uncertain 

Agree  

Some 

Strongly 

Agree 

I am satisfied with the success I have 

achieved in my progress towards tenure        

I am satisfied with the progress I have 

made toward meeting my overall goals 

towards tenure        

I am satisfied with the progress I have 

made toward meeting my goals for income        

I am satisfied with the progress I have 

made toward meeting my goals for 

advancement        

I am satisfied with the progress I have 

made toward meeting my goals for the 

development of new skills        
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