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ABSTRACT

This study explored the work and life integration of doctoral students who were also

mothers and specialist faculty at the University of Hawaiʻi at Mānoa. School, work, and family

were entities that each required high levels of engagement (Markle, 2015). When these roles

were added together, women faced tremendous challenges. However, participants in this study

demonstrated incredible strength, courage, and resiliency in their ability to not only survive, but

thrive in their roles. From relying on their strong sense of values to interweaving their roles, each

utilized various strategies to achieve success in their roles and recognized the positive aspects of

their situations.

The purpose of this study was to explore how women integrated their multiple roles of

being a doctoral student, mother, and specialist faculty. Three goals of the study were to:

1) Understand the challenges and stresses that women face when striving to integrate

school, family, and work;

2) Explore the strategies that women engaged in to fulfill the responsibilities in each role;

and

3) Explore the successes and strengths of women as they endeavored to integrate school,

family, and work.

This qualitative study used narrative inquiry to explore the complexity and dynamics of

participant’s experiences. The theoretical lens used to analyze data included Goode’s (1960) role

strain theory, Sieber’s (1974) role accumulation theory, and feminist theory.

Keywords: work-life integration, doctoral student, mother, specialist faculty, challenges,

strategies, positive aspects
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CHAPTER 1: INTRODUCTION

In 2018, 72% of mothers with children under the age of 18 were employed (U.S. Bureau

of Labor Statistics, 2019). For many women, being a mother and having a career were two of the

most meaningful and significant experiences in their lifetime. However, family and work were

highly demanding entities and often competed for an individual’s attention (Jones et al., 2006).

Circumstances became even more complex when working mothers were also doctoral students.

Women in these situations were met with frequent challenges, yet there were also many positive

aspects from integrating their work and life responsibilities. This chapter provides an

introduction to this study, including the research question, purpose of the study, the research

problem and importance of the study, and an introduction to the literature and research design.

Research Question

How do women who are doctoral students, mothers, and specialist faculty at the

University of Hawaiʻi at Mānoa fulfill their multiple roles?

Purpose of the Study

The purpose of this study was to explore how women integrated their multiple roles of

being a doctoral student, mother, and specialist faculty at a four-year university- the University

of Hawaiʻi at Mānoa (UHM). Three goals of the study were to:

1) Understand the challenges and stresses that women face when striving to integrate

school, family, and work;

2) Explore the strategies that women engaged in to fulfill the responsibilities in each role;

and

3) Explore the successes and strengths of women as they endeavored to integrate school,

family, and work.
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Although women may hold other roles and identities throughout their lifetime, the three

specific roles of doctoral student, mother, and specialist faculty were selected for two reasons.

First was that “school, work, and family all require[d] high levels of engagement” (Markle, 2015,

pg. 269) so when added together, women were faced with a difficult, but not impossible,

situation. Second, my interest in this topic stemmed from my personal and current experience in

this life situation. On a daily basis, I experienced both struggles and successes in navigating life

with multiple roles as a doctoral student, mother, and full-time specialist faculty at UHM.

The intersection of work and life had been referred to by many other terms in previous

research including, work-home conflict, work-family conflict, work-life interference, or most

commonly, work-life balance. It is important to note that in this study it was referred to as

work-life integration, and not balance. According to Rapaport et al. (2002), balance implied

separate domains that required equal attention. This was problematic though, as equal weight

may not always be provided to both domains and attention given to one should not lead to

sacrificing the other. This also implied that the domains had to remain separate, but oftentimes it

was impossible to keep it so. As such, Rapaport et al. proposed using work-life integration

instead, which implied that individuals may successfully engage in both domains simultaneously.

Hilton (2016) added “there [was] unsaid perfectionism around work-life balance, whereas life

integration [was] looking at your whole life and how different areas of your life integrate” (pg.

90).

Research Problem and Importance of the Study

Of the 33.6 million families in the United States (U.S.) that have children under the age

of 18, there was at least one employed parent in 90.8 percent of families in 2018 (U.S. Bureau of

Labor Statistics, 2019). For these millions of working parents, conflict between work and family
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was one of the most significant challenges they faced. In fact, Morris and Madsen (2007)

reported that working parents “experienced greater challenges today in their ability to be

productive employees,  … [in their] personal and interpersonal health and well-being, and

making meaningful contributions as citizens to their respective communities” (pg. 439).

According to Bianchi (2011), it was challenging to meet the demands of work and

personal life because it was multifaceted with no one simple solution; continuously changing;

and compounded by responsibilities from various roles individuals had. The demands of work

and family life were equally important and often conflicted. There may be periods when stress

was significantly more and imbalanced if the responsibilities in one area increased. For example,

a parent may need to take time off from work to care for a sick child or there may be important

work projects due that required them to stay late at work. During these periods, their time and

effort may be focused on the area needing urgent attention, while reducing efforts in other roles.

Despite previous research and suggested strategies to better manage work and family,

conflict with work-life integration stubbornly persisted and may even have become more

widespread in the U.S. because the U.S. lagged in providing support in this area compared with

other developed countries (Burke, 2004; Wisensale, 2001). In fact, in a study of 120 countries in

the world with parental leave policies, the U.S. was one of only three that did not offer some type

of paid leave (Wisensale). The U.S. also offered fewer family-related benefits as compared to

other countries (Seyler et al., 1995).

It was important to explore the work and life integration of employees because high

levels of conflict between work and life may lead to poor work performance, lack of

productivity, work related injuries, absenteeism, health problems, trouble sleeping, exhaustion, or

burn-out (Doi, 2005; Schaufeli, 2017). Results from the study may assist in demystifying
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assumptions, preventing burnout, increasing personal health, designing institutional support

services, and ultimately retaining women faculty in higher education. Findings may bring

attention to the challenges of work and life conflict in higher education and encourage

institutions to review existing and/or establish new personnel policies and available resources.

Organizational leaders should continually invest in the development of initiatives and strategies

to facilitate the work and life integration of employees because this translated to better quality

work performance from the individual, benefiting the organization as a whole (Kearns, 2003).

This study focused on the work and life integration of working mothers, who have

historically been disadvantaged in the workplace due to societal expectations for them to make

motherhood their primary role. This study differed from previous research on the topic because it

emphasized the power of story and provided a holistic view of participant’s stories, including

highlighting the positive aspects for women in these situations. Unlike past research, this study

provided an optimistic view demonstrating how women were not only able to survive, but thrive

in their multiple roles.

A second distinguishing factor of this study was the focus on a specific type of faculty in

higher education, specialist, which was a unique classification of faculty at UHM that does not

exist at many other institutions. In fact, specialist faculty positions at UHM were commonly

identified as staff at most other institutions. Specialist faculty may be considered a hybrid

between instructional faculty, staff, and student affairs practitioners and were expected to fulfill a

combination of responsibilities for the three classifications. This included possessing highly

specialized expertise in their area, continuous involvement in and contribution to the profession,

helping students outside of the classroom to enhance the overall student experience, and

engagement in a diverse array of activities. With advising, teaching, mentoring, and service
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responsibilities, specialist faculty are met with high demands in academia.

It was important to focus on the work and life integration of specialist faculty for three

reasons. First of all, women in general were disadvantaged in academia due to institutions of

higher education functioning as gendered organizations, maintaining gender inequality by

operating with socially constructed differences between men and women (Acker, 1990; Hirakata

& Daniluk, 2009; Misra et al., 2012; Ward & Wolf-Wendel, 2004; Ward & Wolf-Wendel, 2012).

In addition to navigating the disadvantages they faced as women in higher education, women

who were specialist faculty were also faced with challenges from the uniqueness of their

specialist faculty classification, which often left them with ambiguous job responsibilities and

difficulty navigating the tenure process that was structured for instructional faculty.

The uniqueness of the specialist faculty position led to the second reason why it was

important to study this population- there was very limited research on specialist faculty. Third,

unlike other faculty classifications, this position did not require a doctoral degree upon hire. It

was however, required for advancement, which led many specialist faculty to pursue their

doctoral degree simultaneously to full-time employment.

A final factor making this study different from previous research was that it focused on

women who were not only mothers and working full-time, but also doctoral students, a

combination of roles with limited research in the past. This study sought to bring awareness and

understanding to women in these multiple roles; utilize results to inform policy and practice in

doctoral programs and in academica; and initiate changes to make it easier for women in the

future to navigate their multiple roles.
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Grounding in the Literature

Doctoral Students

In the knowledge economy of the future, it was predicted that a graduate degree would

become the new bachelor’s (Wendler et al., 2010). In fact, the number of doctoral degree

recipients had grown by 26% between 1995 and 2005 (American Council on Education, 2008).

Although the percentage of students earning their doctorate degree had increased, not all students

who entered the program finished. In fact, attrition was the “central issue in doctoral education in

the United States today” (Smallwood, 2004, pg. A2). The doctoral degree represented “the

highest level of academic preparation in the graduate education system,  yet the rates at which

students leave doctoral study remains a national problem” (Wendler et al., 2010, pg. 55).

According to Jairam and Kahl (2012), only 50% of doctoral students in the U.S. persisted to

graduation. When a student failed to complete their degree, it was a disappointment not only for

themselves after they made considerable sacrifices to enroll, but for the institution as they

invested funds and support for the student, and also other potential candidates that could have

been offered that spot in the program (Wendler et al., 2010).

It was important for this study to explore the retention and persistence of graduate

students for several reasons. One was that earning a doctoral degree in the U.S. came with

notable benefits, both private and public (Martinez et al., 2013). Variations occurred depending

on the field of study however, for many students, they acquired career, financial, and social

benefits (Baum & Payea, 2010). Financially, the U.S. Bureau of Labor Statistics (2009) found

that the median annual earnings in 2008 for those with a doctorate degree was $81,172,

considerably higher than those with a master’s degree at $64,116, and those with a bachelor’s

degree at $52,624. Another advantage was that the doctoral degree was considered a critical
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degree for leadership positions in a variety of fields (Wendler et al., 2010). Along with

personally benefiting the student, institutions of higher education also garnered prestige with

each graduating doctoral student (O’Meara, 2007), and the country as a whole remained globally

competitive (Wendler et al., 2010).

Second, graduate education impacts everyone, everyday, in numerous ways. For example,

we live in homes built by engineers with graduate degrees or depend on agriculturists with

graduate degrees to explore the sustainability of our food sources. According to Wendler et al.

(2010), “finding innovative solutions to many of the greatest challenges facing this nation and

the world in the 21st century will depend upon having a highly skilled workforce” with expertise

developed through graduate study (pg. 1). Having a “fundamentally strong system of graduate

education” was the key to “help ensure our country’s future economic prosperity, influence social

growth, and maintain our leadership position in the global economy” (Wendler et al., pg. 1).

Ultimately, an investment in graduate education is an investment in our country and our future.

A third reason why it was important to study graduate student retention was that between

2018 to 2028, jobs requiring a graduate degree were projected to increase by almost 23% (U.S.

Bureau of Labor Statistics, 2019). This was significant when compared to the 8% projected

increase for jobs requiring a bachelor’s degree and 3% for jobs requiring a high school diploma

during the same time period (U.S. Bureau of Labor Statistics). This was a result of the growing

desire for employers to seek employees with strong work ethics, effective written and oral

communication skills, and have the ability to collaborate and think critically (Casner-Lotto &

Barrington, 2006). All of which are commonly developed through graduate education.

The rates at which doctoral students dropped-out was alarming overall, but especially for

women. According to the U.S. Department of Education (2018), of the 3 million students
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enrolled in post-baccalaureate degree programs in Fall 2016, 59% (1.8 million students) were

women while 41% (1.2 million students) were men. Despite more women enrolled in graduate

school, and also the majority of first-time doctoral students being women, more men (53.5%)

than women (46.6%) actually ended up graduating in 2017 (National Center for Science and

Engineering Statistics, 2017; Okahana & Zhou, 2018). This demonstrated the need to explore the

experiences of specifically women doctoral students and help them graduate with numbers that

more accurately reflected the numbers that enrolled. Even more so, the retention of women

doctoral students should be studied because women were projected to earn more graduate

degrees in the future, surpassing men (Snyder et al., 2009).

Results from a longitudinal study on the journey through graduate education showed that

challenges from managing family, work, and school was a common reason for students who left

their graduate program (Nevill & Chen, 2007). This led to the next reason why it was important

for this study to focus on doctoral students- the tremendous difficulties with integrating parenting

and graduate school, especially for those who are mothers. In fact, graduate student mothers

were at the highest risk of attrition compared to other groups in higher education; they were

significantly less likely to enter research universities than those without children; and were much

less likely to work in a tenure track position in the future (Long, 2001; National Center for

Education Statistics, 2005; Springer et al., 2009; Williams, 2004).

According to Springer et al. (2009), work-family issues of women students were “nearly

invisible despite record numbers of [ … ] women in graduate schools during their peak

childbearing years” (p. 435). Currently, there was limited research on the work and life

integration of women with the three simultaneous roles of doctoral student, mother, and

specialist faculty.
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Lastly, earning a doctorate was a considerable investment of time and finances. With an

average time to completion of 7.5 years, doctoral studies required a significant amount of time

(Ward & Wolf-Wendel, 2012). Additionally, tuition for graduate studies was significantly more

than undergraduate studies. For example in 2020 at UHM, the cost for one credit at the graduate

level was 23% more than one credit at the undergraduate level (UHM Office of the Registrar,

n.d.). Since the PhD required such a high level of time and financial investment, it was important

to study the retention of doctoral students to ensure they ultimately graduated and made their

investment worthwhile.

Working Mothers

There were significantly more women in the workforce now than in the past, particularly

mothers of young children (Bianchi, 2001). In fact, between 1975 and 2009, working mothers

with children under the age of 18 rose from 47.4% to 71.6%, and of these working mothers, 71%

were employed full-time (Bianchi). For these working mothers, they were faced with significant

challenges with managing work and motherhood responsibilities. A significant factor for this

was the traditional cultural ideologies and normative societal expectations that placed the

majority of child-rearing responsibilities on women. Although there have been shifts in the past

decades for men to assume more parenting responsibilities (LaRossa, 1988); societal

expectations for women to be more accountable for parental responsibilities than men remained

highly salient. For women who were simultaneously mothers and full-time employees, it was

overwhelming to maintain both roles due to competing expectations from “intensive mothering”

and the “ideal worker norm.”

The concept of intensive mothering emerged in the U.S. in the mid-nineteenth century,

and defined good mothers as patient, sacrificing herself for all others, and completely devoted to
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caring for others (Apple, 2006; Thurer, 1995). It placed pressure on women to make motherhood

their primary role over other roles. For mothers who pursued a career, gender differences in

expectations for home life remained and they were still expected to simultaneously upkeep the

responsibilities of motherhood (Crittenden, 2002).

Working mothers were faced with just as demanding expectations at work as they were at

home due to the concept of the “ideal worker.” The concept defined someone who was devoted

solely to work, able to work long hours, and not distracted by non-work responsibilities, such as

family and child-rearing responsibilities (Davies & Frink, 2014; Williams, 2000). Complete

dedication to work, including always being available 24-7, often came at an extreme personal

sacrifice, especially for mothers who were unable to be available on-call due to childcare

responsibilities. Since women were expected to maintain their primary role of mothering, they

were often unable to fulfill the “ideal worker norm” and may not be viewed by supervisors or

coworkers as committed to work as men.

Society had institutionalized the role of motherhood to be one requiring constant

emotional and physical labor from women (Douglas & Michaels, 2004). With high demands

from their mothering role, it was difficult to manage life outside the home including employment

and even more so, doctoral studies. It was valuable for this study to explore the experiences of

women attempting to manage these three roles to make improvements for the lives of the next

generation.

Within Higher Education

It was common for employees in any profession to face challenges with integrating work

and life responsibilities. Faculty work within academia was no different. In fact, faculty were

under intense stress to receive research funding, obtain publications, travel for conferences or
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training, manage expanding workloads, serve on various committees, teach larger numbers of

students, and work outside the normal 8-to-5 hours (Austin, 2002; Jerejian, 2013; Kyvik, 2013;

Misra et al., 2012).

Although faculty generally had more flexible schedules than other professions, it was

common for them to work well above a 40-hour work week (Elliott, 2003).  In fact, Jacobs and

Winslow (2014) found that U.S. faculty members, spanning all academic statuses and including

both genders, worked an average of 50 hours per week, significantly more than professionals in

other fields. One-third additionally work over 60 hours per week (Jacobs & Winslow, 2014).

According to the American Association of University Professors (n.d.-b), there was a lack of

boundary between work and family in academia. Faculty responsibilities moved between “the

workplace and the home, between weekdays and weeknights, and between the working week and

weekends, holidays, and vacation” (Drago & Colbeck, 2003, p. 2). It was important to study the

work and life integration of faculty because “it had become increasingly challenging for faculty

members to balance work demands and family responsibilities” (Beigi et al., 2016, p. 459).

The work and life integration of employees in higher education had been thoroughly

studied in the past (Bakker et al., 2005; Beigi et al., 2016; Elliott, 2003; Hirakata & Daniluk,

2009; Lester, 2015; Misra et al., 2012; Winefield et al., 2014). The majority of these studies

though, focused on work and family life. Other studies focused on individuals in higher

education who were employees and students (Butler, 2007; Park & Sprung, 2013) and those who

were students and parents (Levitan-Reid et al., 2008; Springer et al., 2009; Williams, 2004). This

study however, was unique because it explored the relatively under-researched area of doctoral

students, who were also mothers and specialist faculty. It was important to highlight women with

these three roles because each role was highly demanding in and of itself. When taken on
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simultaneously, women were faced with significant challenges however, have strategically

learned to navigate each of their roles.

It was essential for institutions of higher education to support the work and life

integration of faculty because they played critical roles in supporting students, positively

impacting students’ experiences, and fostering student satisfaction and learning (Machado-Taylor

et al., 2010). Higher education institutions must maintain high quality learning opportunities and

services for students because of the responsibility it held to society, as the highest source of

knowledge to teach and train future generations to be productive members of society (Khalid et

al., 2012). If institutions failed to support the work and life balance of employees, who in turn

may not be able to adequately support students, employees do not only suffer, but the very

mission of higher education- to foster civic engagement and help students become lifelong

learners, and contributing members of society (Levine, 2014), is jeopardized.

Women in Higher Education

It was important to study the experiences of women in academia for several reasons. One

was that a career in higher education was challenging for any individual, but even more so for

women. As previously mentioned, institutions of higher education operated as gendered

organizations, placing women at a disadvantage (Acker, 1990). As a variant to the “ideal

worker,” Hochschild (1995) coined the term “ideal professor,” to describe a faculty member who

was able to completely devote their time and effort to their career in academia without

interruption from outside obligations. The “ideal professor” gave total attention to work

continuously for 8+ hours every day and was able to work outside of regular hours whenever

needed. Historically, this concept assumed that the professor was male, and able to completely

devote to work because he had a woman at home to manage the household and children.
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Although men were increasingly taking on more responsibilities for family life, women in

general remained primary caregivers. This placed the working mother in a constant and rigorous

cycle between the “second shift” of family and household responsibilities, after their “first shift”

of outside employment. The “ideal professor” ideology was not realistic, but sadly it was a

culture permeating the contemporary academic environment still today (Ward & Wolf-Wendel,

2012).

Women in academia were also challenged by the clash that occured between the timing of

an academic career and having children. On average, women earned their doctorate at age

thirty-four and women faculty members achieved tenure around age forty (Varner, 2000; Ward &

Wolf-Wendel, 2012). This was in direct conflict with women’s biological clock, in which fertility

declined around age thirty-five (Varner, 2000). Many academic women were faced with the harsh

reality of having children at the same time of pursuing their doctorate; having children when they

were also establishing their career; delaying childbirth until they completed their PhD or

achieved tenure; or forgo having children altogether.

Another reason it was important to study women in academia was that from 2007 to

2017, the number of faculty women increased by 22%, significantly more than the number of

faculty men that increased by only 4.5% (Digest of Educational Statistics, 2018). Despite such

gains, women in ladder-rank faculty positions had a 50% lower probability than men to be

married (Mason and Goulden, 2004b). They additionally had a 144% greater probability of being

divorced than men and were less likely to marry and have children. (Mason & Goulden).

Research Design

The research method for this qualitative study was narrative inquiry. Using narrative

inquiry, this study focused on understanding experiences of individuals (McEwan & Egan,
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1995). By focusing on the human experience, it provided opportunities for participants to tell

their stories in their own words and explain their actions through in-depth, individual interviews

(Connelly & Clandinin, 1990). I constructed narratives of participants’ experiences through

dialogue, resulting in retelling their stories through collaborative effort between participants and

myself.

This study included two separate interviews with five participants. The population

studied were women who were specialist faculty at the University of Hawaiʻi at Mānoa (UHM).

Data collected was initially reviewed via coding to generate concepts and identify themes from

the raw data. A coding scheme was used in this process to identify and define key concepts.

Once data was categorized via coding, data was then reviewed to understand the meaning of the

data and search for emergent themes. Next, results were examined under three different

theoretical frameworks: role strain theory (Goode, 1960), role accumuluation theory (Sieber,

1974), and feminist theory. Lastly, results were compared to findings from related research from

the past.

An unexpected variable that significantly impacted this study was the novel coronavirus

disease (2019-nCov) or COVID-19. This disease caused the historic global pandemic that started

in 2019 and caused widespread suffering and grief from human illness and death around the

world. The COVID-19 pandemic not only caused devastating loss of human life, but severely

impacted life in unimaginable ways including crumbling economies, sky-rocketing

unemployment, virtual learning for students of all grade levels, and near collapses of healthcare

systems, to name a few.

The COVID-19 pandemic specifically impacted this study by suddenly and unexpectedly

changing the work and school environment for participants and their families. To curb the spread
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of the virus, the UHM campus instructed all non-essential employees to work remotely, with the

majority working from home. The unexpected and immediate shift to working remotely was a

stressful transition in and of itself. Adding to the challenges was that schools also converted to

remote learning. At the time of the interviews, every participant was faced with fulfilling their

work responsibilities remotely, while simultaneously managing their child’s virtual school

engagements and caring for them everyday and night. As one may imagine, this was an

incredibly stressful time in the work and life integration for participants.

Closing

According to Markle (2015), “school, work, and family all require[d] high levels of

engagement” (pg. 269). Each role by itself placed intense demands on individuals however, this

study sought to explore not only the challenges they faced, but also highlight the strategies they

engaged in and the positive aspects of their situations. This study explored the under-researched

topic of women who were doctoral students, mothers, and employed full-time as specialist

faculty.

Results from this study may help make campuses and a career in academia more

supportive, equitable, and satisfying for all employees including faculty mothers and fathers and

faculty without families. Doing so may promote the morale and retention of talented faculty,

which would benefit student satisfaction, campus retention rates, the higher education field, and

ultimately a more educated society (Ward & Wolf-Wendel, 2012). A career in academia and

family life should not be considered independent of each other, but rather experiences in both

roles should influence, overlap, and even compliment each other. Therefore, it was important to

understand and examine the realities of all the responsibilities faculty have to gain a better

understanding and facilitate work and life integration overall.
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Finally, the navigation of work and life did not only include periods of raising young

children or new faculty in the pre-tenure journey. Rather it was fluid and continuously changing.

It extended to parenting children of all ages, elder-care, and mid- or even late career

professionals. Transforming into a campus culture that was accepting and flexible for all faculty

at any stage of their career or life, would benefit all constituents involved and pave the way for a

better future.
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CHAPTER 2: REVIEW OF THE LITERATURE

Although there was an abundance of literature on work and life integration in general,

there was limited literature focusing specifically on the work and life challenges of doctoral

students who were also parents and working full-time. The purpose of this study was to explore

how women integrated their multiple roles of being a doctoral student, mother, and specialist

faculty at a four-year university. The research question guiding this study was the following:

How do women who are doctoral students, mothers, and specialist faculty at the

University of Hawaiʻi at Mānoa fulfill their multiple roles?

This chapter provides a review of the literature on doctoral student mothers, motherhood, work

and life integration for faculty, specialist faculty, and navigating life with all three roles- doctoral

student, mother, and specialist faculty. It also provides information on the theoretical frameworks

to be used in analyzing the data- role strain theory (Goode, 1960), role accumulation theory

(Sieber, 1974), and feminist theory.

Doctoral Students Mothers

According to Nettles and Millett (2006), an astonishing 40%-50% of doctoral students

dropped-out of their programs before graduating. Students who eventually graduated took an

average of 7.5 years (Ward & Wolf-Wendel, 2012). This was especially problematic because

“academics [were] trained to be monkish in their devotion and slavish in their pursuit of

knowledge” (Springer et al., pg. 438). Especially at the doctoral level, students were expected to

be fully committed to their studies leaving many to struggle in managing the demanding

responsibilities from school, work, and family life. Considering the academic standards used for

admission to doctoral programs, including the Graduate Record Examination, interviews, and

rigorous screening of academic records, it was ironic that “the most academically capable, most
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academically successful, most stringently evaluated, and most carefully selected students in the

entire higher education system -doctoral students- [were] the least likely to complete their chosen

academic goals” (Golde, 2000, pg. 199).

A major contributor to doctoral student attrition was the challenges they faced from

meeting responsibilities from various roles in life. Since the doctoral journey commonly spanned

a length of time in the human life cycle that overlapped with competing roles and responsibilities

of adulthood, such as parenting or full-time employment, doctoral students often struggled to

maintain their academic endeavors while keeping up with their personal lives (Brus, 2006).

Sadly, “work-family issues of graduate students [were] nearly invisible, despite record numbers

of men and women in graduate school during their peak childbearing years” (Springer et al.,

2009, pg. 435).

Most of the literature on work-life integration in higher education focused on faculty or

staff, while there was limited research on graduate students (Stimpson & Filer, 2011).

Additionally the definition of work-life integration was different for graduate students because

work for them was not the traditional full-time employment, but rather research, assistantships,

internships, or part-time employment (Stimpson & Filer). Other differences between the

work-life integration of graduate students versus faculty was the existence of more policies to

protect the rights of faculty with regards to family life, more financial stability for faculty, and

the fact that faculty had a more established professional identity and career than graduate

students, who were in the early stages of their career.

Although it was important to study the work and life challenges of all doctoral student

parents, this study focused specifically on women doctoral students. This was important because

the number of women enrolled in graduate programs continually exceeded the number of men
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for the last three decades (National Center for Science and Engineering Statistics, 2017). In fact,

the Council of Graduate Schools (2009) reported that more than half, 59% of graduate students

were women. Despite women comprising the majority of students who started the doctoral

program, alarmingly more men (53.5%) than women (46.6%) actually end up graduating

(National Center for Science and Engineering Statistics, 2018; Okahana & Zhou, 2018).

Therefore, it was critical to study the challenges of women doctoral students and implement

strategies to facilitate satisfactory experiences that may lead to higher graduation rates that

reflected the increasing number that entered the programs.

In 2006, 24% of women in doctoral programs had children (Mason, 2006) and doctoral

student mothers were the focus of this study because being a mother substantially increased the

likelihood of women leaving before graduating. In fact, 53% left college with no degree after six

years (Institute for Women’s Policy Research, 2013). More than 40% also worked, and over half

spent 30 hours or more per week on child-care responsibilities (Institute for Women’s Policy

Research).

Women were especially vulnerable in doctoral programs because the average age of

women doctoral students in the U.S. was 32 years (National Science Foundation, 2018). This

comes after the average age women in the U.S. marry (28 years) and have children (26 years)

(Livingston, 2018; U.S. Census Bureau, 2019). Therefore, many women doctoral students are

simultaneously wives and mothers. Since society placed greater pressure on women than men to

manage childcare and household responsibilities, women doctoral students were faced with

greater difficulty in managing their academics with family. In fact, in a 2006 study of graduate

students who were mothers, Mason (2006) found that graduate student mothers spent an average

of 102 hours per week on both paid and unpaid duties. This was significantly more than the
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average of 95 hours per week for graduate student fathers, and average of 75 hours per week for

graduate students without children. Demanding schedules from academics and motherhood often

left women in these situations feeling less satisfied in their ability to handle work and life

responsibilities (Brus, 2006).

Doctoral student mothers were particularly faced with significant challenges from their

roles as students and mothers because “being both an academic and parent [was] quite

incompatible in practice” (Springer et al., 2009, pg. 436). Since both roles required constant

attention and effort, “the sheer time demands coupled with the unrealistic yet normative

conceptions of ‘idealized’ mothers and ‘100%’ academics mean that one can never truly be both”

(pg. 436). The contradictions tended to be most salient during graduate school because graduate

school was typically more rigorous than undergraduate studies, and it was during the time in

which many women graduate students were also becoming mothers for the first time. They

encountered work-school conflict when work responsibilities impeded on academic performance

or school-related activities took away from work responsibilities (Markel & Frone, 1998).

In addition to being doctoral students and mothers, many of these women worked while

enrolled. This was because college tuition increased 34% over the last decade, and finances

continued to be one of the biggest concerns for student parents (National Center for Education

Statistics, 2018). Women doctoral students reported receiving too little financial aid (Lynch,

2008), and since doctoral students today often covered their tuition costs on their own or

borrowed funds (Offerman, 2011), women doctoral students were forced to explore alternate

strategies for financial support. Such strategies included dropping to part-time student status

(delaying graduation), applying for government loans, applying for difficult to secure and

undependable research grants, or more commonly, seeking employment while enrolled as a
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student. Some students obtained Teaching Assistantships (TA) or Graduate Assistantships (GA)

however, compensation was often not enough. In fact, 61% of respondents in Lynch’s (2008)

study who held TA or GA positions had to find additional employment outside of academia. This

study however, differed from previous literature on graduate student parents because participants

were not only employed full-time, but also held more demanding specialist faculty positions

rather than TA or GA positions.

Finding quality child care at a cost affordable to a graduate student’s budget was another

concern for student parents (Lynch, 2008). Additionally challenging was finding childcare with

hours of operation compatible with class schedules. This conflict often forced working students

to allocate limited resources, which in turn led to strain and overextension in school and homelife

(Park & Sprung, 2013).

Nontraditional Doctoral Degree Student

Historically and up until the 2000s, the traditional doctoral student was considered to be

male, white, single, within the age range of twenty-two to thirty, affluent, and studied full-time

without full-time employment (Council of Graduate Schools, 2007a; Gardner, 2009; Offerman,

2011). Without obligations to work or family, they were able to completely devote to their study

and fulfill the “ideal student” standard, a variant of the “ideal worker norm.” However, over the

last fifty years, the doctoral student population had changed dramatically (Brus, 2006). Changes

had been noted in the demographics of the student population, “their purposes for pursuing the

degree, how they participate[d] in their educational programs, and how they fund[ed] their

education” (Offerman, 2011, pg. 21). There had been rapidly increasing enrollment of doctoral

students who were considered nontraditional, when compared to the traditional doctoral student

of the past, and this nontraditional population was expected to increase profoundly in the future
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(Markel, 2015; Offerman, 2011).

While doctoral students in the past were single, in their twenties, and did not have

children, the contemporary doctoral student was nontraditional because many today were

married (two out of every three were married), older (a median age within all disciplines of 33.3

years), had children, and about half studied part-time (Bell, 2009; Council of Graduate Schools,

2007b; Gardner, 2009; Offerman, 2011). As such, managing studies with family life was

increasingly the norm for doctoral students today. It was of significance to acknowledge these

characteristics of today’s nontraditional doctoral student population because these traits applied

to all of the participants in this study.

Another notable shift in the doctoral student population was the increased presence of

students of color. In 1939, only 139 African Americans earned doctoral degrees (Gardner, 2009).

Since then, African American doctoral graduates increased to 2,409 in 2017, an increase of

1,633% (National Center for Science and Engineering Statistics, 2017). Hispanic doctoral

student graduates also grew from 1,773 in 2008 to 2,540 in 2017, a 43% increase (National

Center for Science and Engineering Statistics). Asian American doctoral students also witnessed

a 43% increase from 2,155 in 2005 to 3,072 in 2015 (National Center for Science and

Engineering Statistics). Over the past decade, students of color have experienced the greatest

increase of all doctoral graduate populations (National Center for Science and Engineering

Statistics). In fact, all minority groups in graduate education witnessed a 4% increase every year,

while White students’ doctoral enrollment rates remained flat (Bell, 2009). This study took place

at UHM, one of the most racially diverse campuses in the nation and as such, four of the five

participants were students of color.

Despite the doctoral student population shifting towards a nontraditional profile as
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compared to the traditional doctoral student of the past, this area sadly remained

under-examined. According to Offerman (2011), “there [were] numerous publications in the

literature about challenges facing nontraditional students at the undergraduate level, fewer for

students at the graduate level, and very few focused on the doctoral level” (pg. 24). It was

important for this study to focus on the contemporary nontraditional doctoral student because the

characteristics that made them nontraditional also placed them at a disadvantage and impeded

their likelihood to graduate.

Motherhood

There were multiple definitions of mothering, but for this study, I used Forcey’s (1994)

definition that it was “a socially constructed set of activities and relationships involved in

nurturing and caring for people” (pg. 357). Mothering was significant because it was “the main

vehicle through which people first form[ed] their identities and learn[ed] their place in society”

(Forcey, pg. 357). It was multifaceted, complex, extensive, dynamic, always evolving, and not

experienced similarly by all women (Arendell, 2000).

Since the 19th century, women were primarily responsible for mothering, therefore

mothering became associated with women and presumed to be the primary identity for women

(Arendell, 2000). So much so that womanhood and motherhood became synonymous identities.

Thoits (1992) added that the strongest sense of self for women was motherhood and they tended

to rank their parenting role a higher priority than men. In fact, being a mother had been found to

be more meaningful to women than marital status, occupation, or interpersonal identities

(Bartoszuk & Pittman, 2010; Rogers & White, 1998). Women with children also reported having

greater meaning and fulfillment in their lives than women without children (Ross & Van

Willigen, 1996).
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Although contemporary norms were more accepting of women in the workforce, gender

differences continued to place more expectations for household responsibilities on women.

Sadly, throughout U.S. history working mothers have been under-appreciated for the heavy

expectations to maintain both full-time work and mothering responsibilities (Crittenden, 2002).

Working mothers were expected to take charge of the “second shift” of child-care and household

responsibilities, after working their “first shift” of outside employment. In some cases, women

were still expected to be devoted to their family over work (Ward & Wolf-Wendel, 2016). Ward

and Wolf-Wendel (2012) added that “the history and culture of work still today favor[ed]

commitment to the public, rather than the private sphere, and the history and culture of

motherhood still favor[ed] commitment to the private sphere” while men were expected to focus

their efforts in the public sphere (pg. 31).

According to Presser (1995), employment on top of mothering for women resulted in loss

of sleep, less time for leisure and personal activities, and feeling overwhelmed and overworked.

According to Oberman and Josselson (1996), mothering was full of conflicting emotions and

“confer[ed] both maternal power and an immense burden of responsibility” (pg. 344). For

example, mothering elicited positive feelings such as happiness, fulfillment, and love and

allowed women to experience personal development, transformation, and liberation (Marshall et

al., 1998; McMahon, 1995). On the other hand, mothering increased responsibilities and elicited

feelings of stress, anxiety, oppression, subordination, and being overwhelmed or burdened

(Marshall et al.; Nuttbrock & Freudiger, 1991). Children that were preschool-aged or having

multiple children also led to increased levels of distress for mothers (Arendell, 2000).

One explanation for the conflicting emotions being a mother elicited was the distinction

between “motherhood” and “mothering.” Rich (1976) differentiated between two meanings of
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motherhood- “motherhood as an institution and mothering as an experience” (pg. 2). Rich

believed that “motherhood” was “a socially constructed form of patriarchal control of women …

and that the institution of motherhood exercis[ed] control over women as they bear[ed] and

rear[ed] children to serve the interests of men” (O’Brien Hallstein, 2010, pg. 22). Rich’s key

argument was that “motherhood” was male-centered, oppressive to women, and functioned

within a patriarchal institution; while “mothering” was female-centered, focused on women’s

experiences of mothering, and potentially empowered women. By separating “motherhood” and

“mothering,” Rich articulated the oppressive and potentially empowering abilities of being a

mother. Her work inspired feminist to realize that “motherhood [was] not naturally, necessarily,

or inevitably oppressive: rather, if freed from the institutional shackles of motherhood, mothering

could be a experienced as a site of empowerment and social change” (O’Reilly, 2017, pg. 728).

Another challenge facing mothers was the constant pressure to achieve perfect

motherhood, known as “intensive mothering” (Crittenden, 2002; Thurer, 1995). This concept

emerged in the U.S. in the mid-nineteenth century and defined good mothers as patient,

nurturing, sacrificing herself for all others, and completely devoted to caring for others (Apple,

2006; Thurer, 1995). Intensive mothering demanded motherhood to be entirely centered on

children, exclusive, time-consuming, and emotionally, psychologically, and physically draining

(Hays, 1996).  Bassin et al. (1994) summarized a good mother to be “not a subject with her own

needs and interests” (pg. 2).

Expectations from intensive mothering led mothers to report higher levels of tension and

stress between work and family than fathers (Barnett et al., 1994; Mason & Goulden, 2004b). A

reason for this was that the mothering identity was continuous, and persisted throughout work

when mothers thought, worried, or planned for their children throughout their work day (Thorpe
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& Daly, 1999). Mothers, more often than fathers, were also contacted at work by children, school

personnel, or care-takers for urgent updates like sickness or injury (Apple, 2006). Arendell

(2000) also found that in households in which both parents were employed, mothers reported

increased positive emotions at work, but more negative at home. While it was the opposite for

fathers who reported higher levels of negative affect at work and more positive at home. This

could be explained by the tendency for women to engage in more child-rearing and household

responsibilities at home, while men tended to be more involved with relaxation activities and

leisure time (Arendell). This was an example of how intensive mothering beliefs reinforced the

traditional concept of gender-based division of labor (Fineman, 1995).

Adding to these challenges, women felt the need to hide their feelings of being

overwhelmed, not being able to handle tasks, and exhaustion for fear of being judged as not a

good mother (Nobbe & Manning, 1997). This exacerbated conflict because when women hid

their feelings, others were unaware of their distress and thus, did not offer support and comfort.

The concept of “intensive mothering” and the continual and constant pressure society

placed on women to be good mothers, made it very difficult for mothers to maintain a career and

life outside the home. So much so that some women changed career aspirations, exited the paid

workforce, delayed childbirth until more established in their career, or elected not to have

children at all. For women who decided to pursue motherhood and a career though, they were

faced with significant challenges. This study was important because it provided insight and

understanding into both the challenges and successes working mothers experienced when

managing their parenting, work, and school roles.

Faculty: Work and Family Integration

Work played a significant role in one’s life and had been described “as one of the most
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defining parts of an individual’s social identity and a significant source of self-worth” (Markle,

2015, pg. 268). Unfavorable job characteristics, including work overload, dissatisfaction with

salary, inflexible schedules, emotional demands, lack of available resources, lack of autonomy,

role ambiguity, poor social support, decreased job security, more competition, and perceptions of

unfair judgement and supportiveness by colleagues and supervisors may lead to negative

outcomes for employees (Bakker et al., 2003; Elliott, 2003; Lee & Ashforth, 1996; Schaufeli &

Enzmann, 1998). Combined with the equally important role of parenting, individuals were often

caught between two highly demanding roles that required complete dedication (Coser, 1974).

When responsibilities for both work and family conflicted, tension may negatively impact both

areas. At work, this may include decreased productivity, absenteeism, or turnover (Glass &

Estes, 1997). At home, this may be divorce, inadequate child-rearing, or unhealthy family

relationships.

It was important to investigate work and life integration because unmanageable stress

from work and life may lead employees to exhaustion, reduced job performance, physical and

psychological distress, impaired health, increased exhaustion, and dissatisfaction with life

experiences (Bakker et al., 2003; Elliott, 2003; Reich, 2000; Winefield, 2014). According to

Burke (2004), companies in the United States (U.S.) have attempted to facilitate work and life

integration by implementing a number of strategies including flexible schedules, part-time

employment, parental leaves, and resources for child and eldercare. However, “few employees

used the work-family programs available to them, and those that did (mainly women) often

suffered adverse career consequences” (pg. 300).

Work and family conflict was prevalent for individuals in any career however, employees

in institutions of higher education reported higher levels of dissatisfaction with work and family
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than corporate employees (Anderson et al., 2002). In fact, higher education institutions lagged

behind other industries when it came to family-friendly policies (Anderson et al.). The matter

had become so important that strong family programs, resources, policies, and support have been

shown to be factors in recruiting and retaining quality faculty (Hammer & Nguyen, 1995; Sallee,

2008). Work and life integration in higher education was so challenging because the academy

was described by Acker (1980) as “greedy” in that it demanded complete dedication from

employees. Requirements for continual achievements in the field made academic work

something that was “never really done” (Acker, 1980, pg. 82). Therefore, it was inevitable for

conflict to arise when faculty were faced with integrating childcare, eldercare, housework, and

personal lives with demanding academic careers.

There had been a plethora of literature on work and life integration of individuals who

worked at institutions of higher education (Anderson et al., 2002; Beigi et al., 2016; Mason et al.,

2013; Mason & Goulden, 2004a; Sallee, 2008; Sallee, 2014; Stimpson & Filer, 2011; Ward &

Wolf-Wendel, 2012; Ward & Wolf-Wendel, 2016; Winefield et al., 2014). There were several

conclusions that research in this area agreed upon: (a) careers in academia favored the “ideal

worker norm;” (b) careers as faculty, especially tenure-track positions, demanded full

commitment from the individual; (c) working mothers were simultaneously expected to fully

commit to both work and mother responsibilities; and (d) many campuses adopted

family-friendly policies however, they tended to be underutilized for fear of repercussion.

Although work and life integration in higher education had been widely studied before,

the majority of studies focused on instructional faculty (Stimpson & Filer, 2011). This study was

unique because it focused on a different, and unique classification of faculty- specialist.

Specialist faculty at UHM had different responsibilities and requirements than instructional
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faculty, and were usually classified as staff at other institutions. Another unique aspect of this

study was that the concept of family focused solely on childcare responsibilities, while other

research on the topic incorporated expanded family responsibilities such as eldercare (Elliott,

2003; Lester, 2015; Winefield et al., 2014). Lastly, this study included a third role in participant’s

work and life integration- doctoral student.

Women in Higher Education

In the history of the United States, women were excluded from the paid workforce, with

expectations to instead remain at home to care for the children and household. This resulted in

the workplace being structured around men. This was especially true of the standard academic

career that was developed around the male life course and the culture of higher education was a

male centered model (Armenti, 2004; Mason & Goulden, 2004b). Previous research concluded

that navigating a career in academia was drastically different for men and women (Cummins,

2005; Knights & Richards, 2003; Krais, 2002; Mason & Goulden, 2004b). In fact, women

faculty with children left the profession at higher rates than men, and did not advance in their

careers or into leadership positions at the same rate as male colleagues (Mason & Goulden,

2004a; Ward & Wendel, 2016). Mason and Goulden (2004b) added that women with children

under the age of six were least likely to obtain ladder-rank faculty positions, while married men

with children younger than six were most likely to land tenure-track positions. Some women

with young children were often either forced or selected to second-tier, non-tenured positions

due to their family circumstances (Mason & Goulden, 2004b). Sadly, child rearing amongst

employees in higher education was often stigmatized as decreased productivity, especially for

women (Armenti, 2004).

According to Springer et al. (2009), being both a mother and an academic was “quite
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incompatible in practice” because motherhood and a career in higher education were difficult

roles to fulfill separately, and even more challenging when assumed together (Ward &

Wolf-Wendel, 2012). Life as a mother and faculty member had been described as “all consuming

and irreconcilable” and in the past, women who attempted both were met with a warning: “You

can have a faculty career and a family, so long as you time everything perfectly, perform at an

unreasonably high level, learn to function without sleep, neglect any personal needs, and forgo

happiness and sanity” (Ward & Wolf-Wendel, 2012, pg. 1). It was important to note that this was

the traditional notion of the past however, the contemporary faculty mother may better manage

responsibilities due to a multitude of factors, including changes of expectations both within the

office and at home. This study provided critical evidence and supported the fact that academic

mothers can do more than just survive adversity, but rather thrive and achieve happiness,

satisfaction, and success in all aspects of their lives.

In the past, women faculty sought to alleviate work and life conflict by marrying later in

life than women in other non-academic careers, not working while raising young children, time

their birth to be in summer when work was typically slower, postponing motherhood so they

could complete their education or establish their career before having children, or forego having

children altogether (Dublon, 1983; Mason et al., 2009; Mason & Goulden, 2004b; Wilkie, 1981).

Some women even postponed or eliminated their goals of pursuing a doctoral degree however,

this would be detrimental to careers in higher education as a doctoral degree was often a

prerequisite to career advancement (Springer et al., 2009).

A significant factor contributing to the challenges women faced in their academic career

stemmed from the notion of the “ideal worker.” This concept was coined in the 1950s and was

defined as someone who was devoted solely to work, able to work long hours, and not distracted
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by non-work responsibilities, including family and child-rearing responsibilities (Davies &

Frink, 2014; Williams, 2000). As a variant to the “ideal worker,” Hochschild (1995) established

the term “ideal professor,” to describe a faculty member who was able to completely devote their

time and efforts to their career without interruption from outside obligations and always be

available 24-7. In the past, the “ideal worker” or “ideal professor” was synonymous with White,

middle-class men because this population was most likely to have a spouse to stay-at-home and

take care of the children and the household.

The “ideal professor” was favored in the tenure process in academica. Achieving tenure

was the ultimate indicator of success and prestige for faculty in academia. The American

Association of University Professors (n.d.-a) established tenure in 1940 with the goal of assuring

academic freedom and autonomy for faculty, allowing them to explore research, teaching, or

participation in campus governance without penalty. The proposition of tenure helped in

attracting high quality faculty however, others argued that it protected those that ceased

productivity after earning tenure (Ward & Wolf-Wendel, 2012). Another criticism of tenure was

that it was a costly investment to the institution, costing an estimated two million dollars for each

faculty member over a thirty-year career (Taylor, 2010). Much of the pressure in academia

stemmed from the tenure application process because it was a high-risk operation. If faculty were

denied tenure, they were required to leave the institution. If approved though, faculty were

rewarded with a lifetime of job security, academic freedom, and right to due process (Ward &

Wolf-Wendel, 2012).

Although campuses differed in the application process for tenure, provided here is a brief

summary of the tenure process specifically at UHM. According to UHM’s Office of the Vice

Chancellor for Academic Affairs (n.d.), tenure was granted if the University determined that a
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faculty member was and will continue to be “a productive and valuable member of [their]

department, school/college, and campus, that [their] pattern of continuing professional growth

was positive, and that the University anticipates a long-term need for [their] professional

specialty and services.” When faculty members were hired into their initial rank, they were in a

probationary period until they applied for tenure after five years. There was a possibility to

shorten or extend the five year probationary period, if desired. After years two and four in the

tenure process, faculty members were required to submit contract renewals leading up to their

application for tenure. Once tenure was earned, applying for promotion was optional and occured

whenever the faculty member met the requirements for the next rank. As desirable as the tenure

process was, it was biased in that it favored men and tended to reward the “ideal worker.” The

tenure process did not take into consideration the conflict women encountered when their years

with young children overlapped with the pre-tenure period.

On top of being disadvantaged at work, women faculty were additionally challenged with

demands at home, more so than men faculty. Mason and Goulden (2004b) revealed that women

faculty spent significantly more time on domestic responsibilities at home than male faculty. The

study also found that among faculty between the ages of thirty to fifty, women spent a total of

101 hours per week on combined family and work responsibilities while men only reported an

average of eighty eight hours. Therefore, women in academia found themselves being pulled in

both directions, between work and home life. O’Brien Hallstein & O’Reilly (2013) referred to

these challenges as a “distinct-to-academia perfect storm of difficult and almost-impossible to

meet challenges” (pg. 3). In such circumstances, academic mothers attempted to manage it all- a

career that came with high expectations, along with just as consuming expectations at home.

Although previous literature on women in higher education focused on instructional
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faculty, it was still useful in understanding the experiences of specialist faculty for this study.

This was because specialist and instructional faculty were both classifications of faculty that

faced the same difficulties in meeting demanding expectations that came with motherhood and a

career in academia. This study however, focused specifically on the experiences of specialist

faculty mothers, an area with little to no known previous research.

Factors Facilitating Work-Life Integration

Amongst the plethora of research on work and life challenges, results have outlined a

variety of strategies that promoted work and life integration. They included providing training or

development opportunities to support the management of work and life responsibilities;

facilitating mentoring opportunities between new and experienced women faculty; offering

counseling services for both couples and families; approving liberal use of sick leave; providing

affordable university-based childcare that offered after-school care and services over the summer,

or automatically offering a grant to tenure-track faculty who have their own or adopt a child, that

may be used for research or even childcare expenses (Beigi, 2016; Elliott, 2003; Hirakata &

Daniluk, 2009; Lester, 2015; Misra et al., 2012; Winefield et al., 2014). Autonomy at work was

also a critical factor in work and life facilitation because it relieved the detrimental pressure that

came from inflexible and demanding schedules (Taris et al., 2006; Winefield et al., 2014).

Meijman and Mulder (1998) found that it was not the intensive demands of the job that

directly led to employee burnout or dissatisfaction, but rather it was the lack of adequate time

and opportunity after, to recover from the expended energy. Therefore, flexible schedules were

emphasized to allow employees to build in critical recovery time either at work or off-the-clock

after work had ended. Misra et al. (2012) added other suggestions related to flexible schedules to

be the temporary reduction or modification of instructional or service requirements for faculty
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during periods in which intensive childcare was required or allowing faculty to temporarily move

to part-time employment during demanding parenting periods.

Although more family-friendly policies would presumably help, Glass (2004) argued that

it may actually exacerbate the problem by reinforcing, not undermining the gender inequalities.

She suggested that individuals who utilized the family-friendly policies, mostly women, may be

stigmatized and viewed as not as committed to work by the fact that they were using the flexible

policies. Therefore, Lester (2015) suggested a larger, more influential strategy of creating a

shared culture of work-life integration within a department or overall at the institution. Such a

culture would address “the values, norms, and attitudes that acknowledge[d] employees’

responsibilities outside of work and that create[d] structures, primarily policies, to support

work-life balance” (Lester, pg. 147). This long-term strategy required smaller, incremental

changes over time such as leaders explicitly and directly expressing their acceptance of work and

life integration, or the visibility of children at work.

Specialist Faculty

A distinguishing factor of this study from previous research on faculty work and life

integration was the focus on a particular classification of faculty- specialist. Although the

specialist faculty position was rather unique to UHM, it was not exclusive. There were a few

other institutions of higher education across the U.S. that also had specialist faculty positions

including the University of Scranton, Western Michigan University, and University of Maryland.

Specialist faculty at these campuses shared similarities with specialist faculty at UHM.

They included requirements to have specialized expertise in a particular field relevant to

programmatic needs; development and coordination of academic programs that complemented

classroom learning (i.e. student recruitment, orientation, or advisory committees); and
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involvement with professional activities, development, and service (i.e. the acquisition of grants,

presenting at conferences, or serving as an advisor to students).

Along with specialist faculty at UHM, these positions did not have expectations for

research and publications and some were tenure-track. Another similarity was with the campus

culture at Western Michigan University in which other faculty classifications considered the

position as diminished or inferior (Matthews, 2006). Such criticisms were also reported by

specialist faculty at UHM. Also at Western Michigan University, specialist faculty were a

minority faculty classification, representing only about 8% of faculty (Matthews). Although

representing a larger portion of faculty on campus, specialist faculty at UHM were also a

minority at 16% (Mānoa Institutional Research Office, 2017).

According to the University of Hawaiʻi (UH) System Office of Human Resources (2019),

there were five employee classifications within the UH campuses: Administrative, Professional

and Technical; Casual Hire; Civil Service; Executive/Managerial; and Faculty. Within the faculty

classification, there were five different types: Instructional; Researcher; Librarian; Extension

Agent; and Specialist. To provide a better understanding of the specialist faculty position, the

following is an exploration into the history, structures, expectations, and challenges that

distinguish specialist faculty positions as a unique classification.

It was very difficult to locate information on the history of the specialist faculty position

at UHM. In fact, conversations (or attempts to initiate contact) with representatives from the

faculty union (University of Hawai’i Professional Assembly), the staff union (Hawai’i

Government Employees Association), UHM’s Office of the Vice Chancellor for Academic

Affairs, and the UH System Office of Human Resources were unable to provide detailed

information into the history of the position.
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The only resource I was able to gather some information from was former UHM Vice

President for Student Affairs, Dr. Doris Ching. During several informal discussions with Dr.

Ching, she discussed the background of this position, which historically had been a controversial

one. Although Dr. Ching was not able to say exactly when the specialist position was created at

UHM, she mentioned it already existed when she was appointed to her position in 1987, over

thirty years ago. At that time, the number of specialist faculty positions were very limited.

Unfortunately, she did not know what was happening across the nation in regards to the

development of specialist faculty positions at other campuses, even after consulting some

colleagues. However, Dr. Ching understood the value of such positions at UHM and under her

leadership, the number of specialist faculty positions on campus grew.

At the same time as the number of specialist faculty positions increased, some resistance

to the position emerged. She elaborated how in some departments at UHM, specialist faculty

were working alongside and doing similar work to those in staff positions, yet received

differential treatment and opportunities. After receiving complaints and union involvement,

UHM took steps towards eliminating specialist faculty positions and converting those to staff

positions instead. However, Dr. Ching strongly opposed it. She explained that at the time she was

hired as Vice President for Student Affairs, there was a trend across the nation towards greater

integration between student affairs and academic affairs. When Dr. Ching learned of the

conversion of specialist faculty to staff, she strongly opposed it because she felt it was counter to

efforts to better integrate academic and student affairs, since specialist faculty were historically a

position located in only academic affairs at UHM. Agreeing with Dr. Ching, the President halted

the conversion process and the number of specialist positions grew almost exponentially.

When asked about how specialist faculty positions compared to other classifications of



INTEGRATING MULTIPLE ROLES 46

faculty and staff, Dr. Ching shared how she believed specialist faculty positions were more

aligned with other faculty classifications because their work was more academic-focused and

linked to professional organizations. She emphasized that the main difference however, was that

instructional faculty focused on teaching while specialist faculty focused on student

development, such as programming for students or research on students. This aligned almost

perfectly with the official definition of the specialist faculty position.

According to the UHM Executive Policy 5.221 Faculty Classification (n.d.), specialist

faculty were defined as individuals with instructional and research functions “requiring full

professional training or experience [ … ] but do not themselves teach or conduct research” (pg.

13). Such positions included “counselors and other professional positions in the Office of

Student Affairs; non-research but highly specialized positions in research units; technicians

serving instructional laboratories; and like positions which provide[d] professional services

auxiliary to instruction or research programs” (UHM Executive Policy 5.221 Faculty

Classification, n.d., pg. 13). Specialist faculty understood and applied student development and

organizational theories when working with students, distributed resources for student learning

and development, and kept connected to the profession to incorporate new practices and current

trends into their work.

Specialist faculty positions were not only shaped by unique structures, but also

expectations that differed from instructional faculty. According to the UHM Appendix B

Supplemental Guidelines for Librarians, Specialists, or Extension Agents (n.d.), instructional

faculty members at UHM were expected to remain productive in three categories: teaching,

research, and service. The UHM Executive Policy 5.221 Faculty Classification (2019) provided

details into the requirements for each category. Teaching responsibilities included instruction of
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assigned courses or seminars at either the undergraduate or graduate level, depending on the

faculty level. Research requirements included the completion of studies or scholarly activity.

Service took on a variety of forms including supervising independent studies, practicums, or

internships; advising students on academic requirements; serving on University committees;

engaging in curriculum development; and serving on student’s committees for advanced degrees.

This tripartite model of teaching, research, and service however, was most suitable for

instructional faculty (UHM Appendix B Supplemental Guidelines for Librarians, Specialists, or

Extension Agents, n.d., pg. 2). From the time when the specialist faculty position was first

established, this proved to be challenging because they were following the promotion and tenure

guidelines for instructional faculty. In my discussions with Dr. Ching, she explained that

specialist faculty recognized how the guidelines for instructional faculty did not appropriately fit

with the categorization of their work. Therefore, a few specialist faculty formed a task force and

developed their own criteria and guidelines for promotion and tenure specific for specialist

faculty.

The criteria and guidelines established by this task force was what specialist faculty

followed today. Specialist faculty were expected to be involved in three categories of activities

that were perceived to be parallel to the tripartite model categorizing instructional faculty

workload: professional activities, scholarly activities, and service activities. Professional

activities for specialist faculty, which may be considered parallel to teaching for instructional

faculty, included administration, program development, and direct student service. Scholarly

activities, similar to research for instructional faculty, included research/evaluation and

professional development. Lastly, service, similar to the service requirement for instructional

faculty included involvement at the University, professional, and community levels. The specific
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requirements for each category differed by department and position.

Another expectation for specialist faculty was to engage in a diverse array of activities,

all with the underlying goal of “providing support to students, to researchers, to other faculty,

and to other client groups both within the institution and in the community at-large” (UHM

Appendix B Supplemental Guidelines for Librarians, Specialists, or Extension Agents, n.d., pg.

2). Lastly, although not mandatory to conduct courses and/or research themselves, specialist

faculty “must be familiar with the processes of teaching and research in order to render required

support effectively” (UHM Executive Policy 5.221 Faculty Classification, 2019, pg. 13).

With such unique position responsibilities, there were a number of challenges facing

specialist faculty. One was that duties and responsibilities were inconsistent from one another

and varied considerably across departments. This was “due to the complexity, number, and

variety of roles. Specialists’ activities and duties do not easily lend themselves to categorization

… as that suggested by the traditional role of instructional faculty” (UHM Office of Student

Affairs, 2010, pg. 1). This proved especially challenging when specialist faculty were attempting

to align their involvement with duties and responsibilities that were quite vague and open to a

wide range of interpretations.

According to the Mānoa Institutional Research Office (2017), there were a total of 2,514

faculty members on the UHM campus. Of this total, 406 or 16% were specialist faculty. With a

relatively small population, as compared to instructional faculty which comprised 56% of the

faculty population, specialist faculty were a minority and experienced difficulty when connecting

with others specialists on campus. For example, in regards to the tenure and promotion process,

it was difficult to locate other specialist faculty at higher levels to serve on review committees, a

requirement of the tenure and promotion process.
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Another challenge for specialist faculty occured when some members of other faculty

classifications, especially instructional faculty, questioned whether specialist faculty should be

considered faculty since emphasis was not placed on conducting courses, research, or

publications, like other faculty classifications. Specialist faculty felt pressured to continually

justify why their positions should be considered faculty, prove their accomplishments, and meet

expectations for other classifications of faculty.

As specialist faculty positions were rare and uncommon on most other campuses, I was

unfortunately unable to locate any studies on the work-life integration specifically of specialist

faculty. However, the work-life integration of individuals working in higher education had been

widely studied before, focusing on instructional faculty (Bakker et al., 2005; Beigi et al., 2016;

Hirakata & Daniluk, 2009; Lester, 2015; Martinez et al., 2013; Misra et al., 2012) or staff

positions (Elliott, 2003; Sallee, 2015), or both (Lester, 2015; Winefield, 2014). Although this

study explored the under-researched area of work and life experiences of specialist faculty, some

of the past literature on instructional faculty or staff were relevant because specialist faculty may

be considered a hybrid of the two positions. The following explored how specialist faculty

positions were both similar and different to instructional faculty and staff positions. From the

University of Hawaiʻi System Office of Human Resources (2019), table 1 below summarizes the

differences and similarities across the three positions:

Table 1

Similarities and Differences Between Instructional Faculty, Specialist Faculty, and Administrative,
Professional, and Technical (Staff) Positions
__________________________________________________________________________

Instructional Faculty Specialist Faculty                   Administrative,
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Professional
and Technical (Staff)

__________________________________________________________________________

Classification       Perform a variety of teaching, Perform professional      Includes full-time,
research, and service duties         non-research                   professional,
in support of the university’s specialized work             non-faculty
mission auxiliary to instruction    type positions

or research programs

Duties and            Focus on teaching, Provide professional         Provide support that is
Responsibilities    research, publications, services auxiliary to          prerequisite to

and service instruction or research      academic, research,
programs                           and/or community

stability and success

Expectations for    Required Encouraged but not          Not required
Teaching, required
Research, and
Publications

Primary Means      In the classroom Outside of the                   Outside of the
of Contact with classroom                          classroom
Students

Tenure-Track         Most Some                                 None
Positions

Minimum              Master's degree Master's degree                 Bachelor's degree
Educational
Attainment at
Entry Level

Number of               1,404 (23%) 406 (7%)                          1,407 (23%)
Positions at UHM
(2017)/Percentage
of Overall UHM
Full-Time
Personnel
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Specialist Faculty Versus Instructional Faculty

Although different classifications, both specialist and instructional positions at UHM

were faculty and share several similarities. According to the UHM Appendix B Supplemental

Guidelines for Librarians, Specialists, or Extension Agents (n.d.), specialist faculty positions

were “distinctively complementary to that of instructional faculty, who possess[ed] full

professional training in the processes and methods of teaching and research” (pg. 2). With

advising, teaching, mentoring, and service responsibilities, specialist faculty were met with high

demands in academia, just like instructional faculty.

Specialist and instructional faculty both functioned within a culture emphasizing the

dissemination of knowledge, autonomy and isolation in conducting work, scholarly writing and

activities, flexibility in work hours and environment, ambiguous criteria for tenure and

promotion, and some say in a domain lacking civility and valuing adversarialism (Armstrong,

2012; Bess & Dee, 2014; Cipriano & Buller, 2012; Eddy & Gaston-Gayles, 2008). Although not

all specialist faculty positions were tenure-track at UHM, some were and this was another

commonality. Tenure-track specialist faculty shared the same process for promotion and tenure

as instructional faculty, although of course, with different criteria and requirements as previously

discussed.

Even with guidelines for promotion and tenure specific for their classification, specialist

faculty often experienced a greater difficulty in writing their dossier for tenure than instructional

faculty because their duties and responsibilities for specialist faculty were considerably vague, as

compared to that of instructional faculty. The UHM Executive Policy 5.221 Faculty

Classification (n.d.), clearly outlined the responsibilities for instructional faculty at the entry

level, which was to “conduct assigned courses … , supervise study activities and off-campus
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learning … , and serve as an academic advisor to students” (pg. 2).

On the other hand, duties and responsibilities for specialist faculty at the entry level were

vague and described as “under general direction, normally with limited latitude for independent

judgement in the field of specialization, to perform assigned functions and to carry out routine

tasks” (UHM Executive Policy 5.221 Faculty Classification, n.d., pg. 13). Of note was that

individual departments across campus had additional and more specific requirements for

specialist faculty positions. However, having vague responsibilities proved difficult when

specialist faculty were tasked with explaining in detail how their accomplishments specifically

fulfilled ambiguous duties for promotion and tenure. Considering this challenge, in addition to

the difficulty faculty mothers in general had in earning tenure in a male-centered tenure process,

it was clear that specialist faculty mothers were disadvantaged in academia. This study provided

a critical opportunity to explore their experiences.

Although sharing some similarities, specialist and instructional faculty also had distinct

differences. For one, specialist faculty were unique in that emphasis was not placed on teaching

but rather achievements in the specialty, including contributions to the standards, techniques, and

methodology of the profession (UHM Office of Student Affairs, 2017). Unlike instructional

faculty, specialist faculty were “specialties not primarily involved in research” (UHM Executive

Policy 5.221 Faculty Classification, n.d., pg. 5). Although contributions to research and

publications were encouraged for specialist faculty, emphasis was not placed on these

accomplishments as they were with instructional faculty.

An additional difference involved the primary means of contact between students and

faculty. For instructional faculty, their primary means was in the classroom. Although

instructional faculty indeed had contact with students outside of the classroom, it was not the
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primary means of student interaction as it was for specialist faculty, who were not required to

conduct courses. A further difference was that it was an option for specialist faculty at the entry

level, or junior level, to apply for tenure. For instructional faculty, applying for tenure was not an

option at entry level (UHM Office of the Vice Chancellor for Academic Affairs, n.d.). Lastly,

both positions had different minimum qualifications for educational attainment in the hiring

process (UHM Executive Policy 5.221 Faculty Classification, n.d.). Although both required a

master's degree for entry level positions (Instructor level for instructional faculty and Junior

Specialist for specialist faculty), instructional faculty required a doctorate degree to advance or

be hired into the second level, Assistant Professor. For specialist faculty, the second level or

Assistant Specialist required 30 credits of graduate study in addition to the master's degree. It

was not until the third level for specialist faculty (Associate Specialist) was a doctorate degree

required.

Specialist Faculty Versus Staff Positions

Along with instructional faculty, specialist faculty positions at UHM were also similar to

positions called Administrative, Professional and Technical, or commonly referred to as staff

positions. Staff were full-time, professional positions that were non-faculty “such as research

associates, educational specialists, administrative officers, auxiliary and facilities services

officers, and human resources specialists” (University of Hawaiʻi System Office of Human

Resources, n.d.). The following explored the similarities and differences between specialist

faculty and staff positions.

Specialist faculty and staff positions “provide[d] support in instructional, research,

student services and administrative areas” (University of Hawaiʻi System Office of Human

Resources, 2019). They shared a common goal of “providing a support system that [was]
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prerequisite to academic, research, and/or community stability and success, as well as

effectiveness and efficiency of operation for the institution (UHM Appendix B Supplemental

Guidelines for Librarians, Specialists, or Extension Agents, n.d., pg. 2). Both positions also had

opportunities to enhance the overall student experience and connect their work to the mission,

goals, and purpose of the institution by making connections with students outside the classroom

(Kniess et al., 2017).

Although there were some similarities, there were also notable differences between

specialist faculty and staff positions. Specialist faculty positions were generally more demanding

than staff positions, in that they required “full professional training or experience” (University of

Hawaiʻi System Office of Human Resources, 2019). Specialist faculty were also expected to

participate in professional development opportunities, including travel for conferences, and

contribute to scholarly activities, with encouragement to publish and conduct research. This was

not a requirement for staff positions.

Some specialist faculty positions were tenure-track, while the opportunity for tenure was

not available for staff positions. Staff positions had the opportunity to become permanent

however, this was different from tenure status, as tenure offered other opportunities such as

sabbatical. Specialist faculty generally operated in a work environment with flexible hours and

schedules, while staff normally had rigid work hours. However, the downside of having flexible

work arrangements such as working outside of the standard hours or working from home was

that it invaded personal lives and made the work and home divide unclear (Harrington & Ladge,

2009). Having flexible work arrangements also led specialist faculty to be more likely to work

nights and weekends, compounding work and life conflict (Carlson et al., 2010).
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Specialist faculty and staff positions also required different levels for minimum

qualifications at entry level in the hiring process. In regards to educational attainment, specialist

faculty required a master’s degree while staff positions required a baccalaureate degree. For the

minimum number of years for professional experience, it was one year for specialist faculty and

could be zero years for entry level staff positions. It was important to note that various positions

for both specialist faculty and staff positions had a higher requirement for minimum years of

professional experience.

Lastly, entry level staff positions were under close to moderate supervision, while entry

level specialist faculty positions were under general supervision (UHM Executive Policy 5.221,

n.d.; University of Hawaiʻi System Office of Human Resources, n.d.). There was usually much

more autonomy granted to specialist faculty and oversight of their daily tasks. Winefield et al.

(2014) added that academic staff, like specialist faculty, were typically more senior than

non-academic staff and reported higher levels of work and life conflict.

Since specialist faculty shared similarities with both staff and instructional faculty, they

often found themselves in a unique category of their own, attempting to fulfill expectations for

both staff and instructional faculty. For example, like staff, specialist faculty were required to

develop specialized programming to enhance the overall experience for students. At the same

time they may have been participating in professional development opportunities like

instructional faculty, that required travel or work outside the normal hours. Having to fulfill

demands that aligned with both staff and instructional faculty was challenging in itself however,

adding intensive demands from motherhood and doctoral studies created an even more difficult

work and life situation. This study explored how women not only fulfilled their motherhood and
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doctoral student roles, but also the unique specialist faculty position that included responsibilities

that overlapped with both staff positions and instructional faculty.

Navigating Three Roles: Doctoral Student, Motherhood, and Employment

Expectations and responsibilities related to being a doctoral student, mother, and

specialist faculty, presented significant challenges for women managing these roles

simultaneously. Only three other studies were located that had explored the work and life conflict

amongst individuals simultaneously maintaining roles in academics, parenthood, and

employment. Sallee (2015) and Martinez et al. (2013) both explored how participants integrated

the responsibilities of doctoral student, mother, and employment. However, there were some

differences that differentiated this study from these two.

Similarly to this study, Sallee (2015), explored the experiences of graduate student

parents with full-time employment, but specifically master’s students employed in either

assistantships or staff positions. This study differed from Sallee’s study because it focused on

doctoral students who held employment in specialist faculty positions. This was a notable

difference because as the next level of educational attainment, doctoral studies was generally

more rigorous and academically challenging than master’s programs. Faculty specialist positions

were also generally more demanding than staff positions and required higher level qualifications

upon hire. This study was more closely aligned with Martinez et al.’s (2013) study in that it

focused on doctoral students. However, it differed in that participants in the Martinez et al. study

held graduate assistantships. This study focused on participants in specialist faculty positions,

who assumably faced significantly more responsibilities and expectations from being full-time

and tenure-track for some.

In a third related study, Markle (2015) explored the factors impacting persistence for
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nontraditional students and found that women with a higher grade point average (GPA), higher

levels of confidence in their ability to graduate, greater satisfaction in their university, and

enrollment in school part-time were more likely to persist. Markle added that women considered

withdrawing from the program for fear that they could not fulfill their role as a parent. Lastly,

even though women experienced greater responsibilities with their student role, there was no

decrease in expectations for their other roles and “continued to bear the main responsibility for

raising children and maintaining the household” (Markle, pg. 281). Participants in the Markle

(2015) study were undergraduate students, majority were enrolled in school full-time, and more

were employed part-time than full-time. This study differed in that participants were at the

doctoral level, employed full-time, and all were studying part-time. With participants studying at

the doctoral level and working full-time, participants presumably faced more stress and pressure

than participants from the Markle study who were at the undergraduate level and majority

working part-time.

Finally, this study differed from all three of the studies (Markle, 2015; Martinez et al.,

2013; and Sallee, 2015) in that it emphasized the power of story and provided a holistic view of

participant’s stories. This included highlighting the positive aspects and advantages for women in

these situations, while also providing an encouraging view outlining how women were not only

able to survive, but thrive in their multiple roles. Another differentiating factor was that

participants in this study were all women, as opposed to a combination of women and men in the

other studies. This study will focus on women for several reasons. First, there were more women

doctoral students in the U.S. than there were men (Perry, 2017). In fact, Perry found that “there

[were] now more than 135 women enrolled in graduate school for every 100 men” (pg. 5).

Aligned with this national statistic, there were more women graduate students (2,782) enrolled
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than men (1,921) in 2017 at UHM (Mānoa Institutional Research Office, 2017).

Second, there were more women specialist faculty at UHM with 214, compared to 145

men  (Mānoa Institutional Research Office, 2017). With higher numbers of women doctoral

students and specialist faculty at UHM, it was important to study this population as work-life

challenges from a woman's perspective were more common than for men. Lastly, women were

the focus of this study because of the pressure society placed on mothers to bear more parental

responsibilities. From pregnancy, to childbirth, to raising young children during their early years,

women were faced with considerably more child-rearing responsibilities, making their work and

life integration very different and more rigorous than for men.

Theoretical Framework

This study analyzed data collected from participants using three theoretical frameworks-

Goode’s (1960) role strain theory, Sieber’s (1974) role accumulation, and feminist theory. The

following is an exploration of each theory.

Role Strain Theory

For the purpose of this study, “role” was defined as expectations that applied to a

particular social position that existed independently of the person in the position (Merton, 1957).

Role strain theory was developed by sociologist William J. Goode (1960) and was based on the

assumption that social institutions were composed of role relationships. Goode posited that every

person maintained multiple role relationships that required attention and responses at particular

moments. Individuals navigated the responsibilities of multiple roles in different contexts. When

role demands overlapped or simultaneously competed for an individual’s attention, individuals

faced conflicting obligations and role strain occurred when there was difficulty in meeting a

given role demand (Goode, 1960). Goode identified four sources of role strain:
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● Having multiple role obligations with opposing requirements;

● Having particular demands on one’s time and place;

● Having multiple demands from each role;

● Having several roles, in which one role required many role relationships

According to Goode (1960), “in role behavior, we begin to experience strain, worry,

anxiety, or the pressures of others if we devote more time and attention to one role obligation

than we feel we should, or then others feel we should” (pg. 488). The individual was then faced

with a dilemma in that if they conformed to one role obligation, they were likely to experience

difficulty in fulfilling the others. Therefore, role strain theory viewed role relations as “a

sequence of ‘role bargains,’ and as a continuing process of selection among alternative role

behaviors, in which each individual [sought] to reduce his role strain” (Goode, pg. 483). In order

to make the whole role system manageable, individuals determined which “role to allocate their

energy and skills at a given time, so as to reduce role strain” (Goode). The following are the

main assumptions of Goode’s (1960) role strain theory:

● Role demands were ever-present and required at certain times and places. Sometimes

they were burdensome, inconvenient, or stress-inducing.

● Every individual held different roles that required various obligations, including partner,

son/daughter, employee, caregiver, or friend, to name a few. Conflict often arose when

trying to fulfill multiple roles and role strain occurred when there was difficulty in

meeting a given role demand. Individuals must then identify which role to allocate their

energy.

● In efforts to minimize role strain and achieve balance, individuals continuously engaged

in negotiation between roles by selecting amongst role behaviors.
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● There existed a hierarchical structure of roles, in which an individual assigned more

importance to some roles than others.

● Multiple behaviors or responses were often required of each role. Sometimes the

behaviors were inconsistent and conflicted. For example, a mother attempting to sternly

reprimand a child for doing something unsafe, but simultaneously trying to be nurturing

and comfort the child who was scared of the reaction their behavior elicited.

● Lastly, many roles were considered a “role set,” in that an individual engaged in one

particular role with multiple individuals. For example, a mother who taught and shaped

acceptable behaviors of their child at home, while also playing a motherly role to a new

employee at work in helping them understand the office culture and environment.

In efforts to reduce role strain, Goode (1960) proposed four strategies-

compartmentalization, delegation, elimination, and extension:

● Compartmentalization focused on the demands of one role, while temporarily ignoring

other role demands. An example would be a mother, who postponed studying until their

child was asleep for the night. Factors affecting compartmentalization include location,

context, and urgency of the situation. For example, a sick child at school would be an

urgent situation that required a parent to leave work to tend to their child’s needs.

● Delegation was considered a method to reach compartmentalization and involved

delegating demands of one role to another individual. In the same example above, a

working parent may delegate the responsibility of picking up from school and caring for

the sick child to a retired grandparent who had a more flexible schedule. It was important

to note that not all role demands may be delegated. For example, a doctoral student

would not be able to delegate the responsibilities of writing their dissertation to another
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individual.

● Elimination of a role was another strategy to facilitate role strain. For example, a new

mother who removed herself from the workforce to be a stay-at-home mom. It was

important to note that it may be difficult or even impossible to eliminate certain roles.

● Extension occurred when an individual expanded their role relations in order to facilitate

their role relationships or create excuses for not fulfilling their current obligations. For

example, joining a new social club would increase the potential to sell a product for a

person in a sales career. On the other hand, a parent could add a responsibility at work to

justify their non-participation in a parent-related task that was displeasing to them. Goode

(1960) noted that this strategy was often ineffective though as role strain eventually

increased with the expanded role demands.

Table 2 below provides a summary of Goode’s (1960) strategies to reduce role strain:

Table 2

Goode’s (1960) Strategies to Reduce Role Strain
__________________________________________________________________________

Strategy Definition Example
__________________________________________________________________________

Compartmentalization Focused on the demands of one Not studying until children
role, while temporarily ignoring were asleep at night
other role demands

Delegation Delegating demands of one Having a partner watch the
role to another individual children over the weekend

to allow for studying

Elimination Elimination of certain roles Declining an optional work
task scheduled for night hours
as to not interfere with home
life
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Extension Expanding their role relations Joining a study group to
in order to either facilitate role facilitate course performance
relationships or create excuses
for not fulfilling current obligations

Role Strain Theory in the use of This Study

Although other models had been used to study work and life integration in the past, role

strain theory was selected for this study because it allowed for an examination of multiple roles

in different contexts, including the multiple roles of this study- doctoral student, mother, and

specialist faculty. Unlike other models that focused on resources and strategies for just work

conflict (i.e. job-demands resource model), role strain theory provided a lens to explore all given

role demands an individual held.

From the perspective of the three roles in this study, I looked for examples of role strain

when role demands conflicted; and also how Goode’s (1960) strategies were applied or not in

their efforts to manage the role strain. Although role strain theory presented a variety of

strategies that individuals engaged in to reduce role strain, participants in this study engaged in

additional strategies not covered by Goode’s strategies. Another circumstance in which Goode’s

(1960) theory was not applicable in this study was how it described individuals feeling stress,

worry, and anxiety when dealing with multiple roles. Although commonly felt amongst many

individuals, this study highlighted the positive aspects for women in these multiple roles.

Previous use of Role Strain Theory

In one of the previous studies most similar to this study, Sallee (2015) used role strain

theory to explore the experiences of graduate student parents in higher education and student

affairs. Sallee applied four of Goode’s (1960) strategies (compartmentalization, delegation,
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elimination, and role extension) to analyze and connect the responses and behaviors of

participants. Sallee found that participant’s behaviors described as compartmentalization focused

on time management. For example, dedicating certain times of the day to solely focus on one

task, such as studying. Participants engaged in delegation by allowing partners to resume greater

parental responsibilities so they could pursue studying. A method of elimination identified

included reducing personal friendships. Lastly, role extension was achieved by some participants

using the role of parenting as an excuse for not completing their academics to the best of their

ability. Interestingly, Sallee (2015) also challenged the framework, explaining that “participants

often found ways to attend to multiple roles at once to ease the burdens that came with each” (pg.

411). An example provided was a supervisor that allowed participants to bring their children to

the office or work from home if the child was sick.

In the second study most similar to this study, role strain theory, specifically the

dimension of role or interrole conflict, was used to explore factors impacting persistence in

nontraditional students. Markle (2015) found that about one third of the participants experienced

moderate levels of role conflict, while almost half experienced high to very high levels.

Role strain theory was used in other studies on work and life integration, but outside the

academic setting. Loyens (2014) explored why and how police officers in a West European

country bent rules in their line of work. This study found that some participants engaged in rule

bending activities when they were insulated from observability, meaning their behavior was not

known or scrutinized by others like a supervisor or colleague. Role strain theory was used to

explain this behavior as a method for officers to deal with the competing sources of role conflict

that included legality with effectiveness or efficiency.
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In another study outside the academic setting, the effects of outsourcing housework on

the decision to have a second child in Germany used role strain theory. Raz-Yurovich (2016)

used the theory as a basis to explain how role incompatibility was reduced by the delegation of

different tasks. Raz-Yurovich found that the “ability to reduce their domestic workload [was]

important, not only in order to increase their fertility, but also in order to reduce their wage

penalty, and to ensure that they [had] rewarding careers” (pg. 415).

The use of role strain theory in these studies provided examples for how the theory may

be used. Especially the Sallee (2015) study, which was most similar to this research and

demonstrated how strategies from role strain may be used to explain the behaviors and thought

processes of participants. I also noted Sallee’s challenge of the framework in that some

participants did not focus on just one role at a time, but rather simultaneously fulfilled tasks for

multiple roles as this strategy emerged from some participants in this study.

Role Accumulation Theory

A major assumption of Goode’s (1960) role strain theory was that the more roles a person

assumed, the more the person increased their likelihood of stress, role strain, and difficulty in

meeting the demands of a given role due to obligations from other roles. In contrast to this,

Sieber’s (1974) theory of role accumulation challenged Goode’s theory and believed there were

multiple benefits, rewards, and privileges to role accumulation that outweighed the

consequences. The main assumption of role accumulation theory was that the “greater the

number of roles …, the greater the number of privileges enjoyed by an individual” (Sieber, pg.

569).

Sieber (1974) identified four types of positive outcomes from role accumulation that

reduced the negative effects due to role strain- role privileges, overall status security by means of
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buffer roles, resources for status enhancement and role performance, and enrichment of the

personality and ego gratification:

● Role privileges were certain rights or duties attached to every role. Some rights were

inherent or emergent. Inherent rights were built-in to the role, attracted individuals to the

role, and enticed individuals to continue with the role. Emergent rights occurred from

daily interaction with role partners and ensured that individuals complied with their role

obligations, especially in times when role demands increased. An example for role

privileges was a school superintendent enforcing decisions that impacted all public

school children (inherent right) or having the authority to establish agendas for board

meetings (emergent right).

● Overall status security by means of buffer roles described how multiple roles served as

buffers against failure in which an individual compensated for failure in any particular

role relationship by falling back on other roles. These alternative roles provided

“compensatory affection, moral support, emergency resources, and perhaps even

assistance for a renewal of effort in the original role” (Sieber, 1974, pg. 573). For

example, an individual experiencing uncertainty and stress in their personal life

completely devoted themself to work.

● Resources for status enhancement and role performance identified role relationships as

offering an array of perquisites, or non-institutionalized by-products of social

relationships. For example, an individual who engaged in a relationship with another

person with extensive social networks was introduced to a third party who facilitated the

advancement of their career. In some cases, better role performance led to increased
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perquisites however, in general these benefits were available just for occupancy of the

position. Perquisites or by-products may be reinvested in other roles.

● Enrichment of the personality and ego gratification stated that the accumulation of

multiple roles enhanced one’s self-conception and built their ego. Being needed or

appreciated by multiple role partners, being introduced to new and diverse resources,

being included in discussions and important decisions, and reducing boredom enhanced

one’s perception of themself as important and was good for their mental health. For

example, an individual who was promoted to a new position and was now required to

participate in making important decisions. This made the person feel validated and that

they were important enough and included in big decisions.

Table 3 below provides a summary of the benefits Sieber (1974) outlined to role accumulation:

Table 3

Sieber’s (1974) Benefits From Role Accumulation
__________________________________________________________________________

Benefit Definition Example
__________________________________________________________________________
Role privileges Certain rights or duties were An instructor was allowed to

attached to every role design a course to their
preference

Overall status security Multiple roles served as A prospective politician
by means of buffer roles buffers against failure; an               maintained their original job in

individual compensated for            case they did not win the
failure in any particular role by      election
falling back on other roles

Resources for status Various roles offered an array An employee allowed to use the
enhancement and of perquisites or benefits company vehicle for personal
role performance use

Enrichment of the The accumulation of multiple A working parent felt
personality and ego roles enhanced one’s self- appreciated when they were
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gratification conception and built their ego needed both at home and at
work

Role Accumulation Theory in the use of This Study

One of the goals of this study was to explore the successes and positive aspects of women

who held the multiple roles of doctoral student, mother, and specialist faculty. Therefore, the

theory of role accumulation was selected to meet this goal by complementing role strain theory

in analyzing findings and to understand how navigating multiple identities at the same time

actually benefited participants.

Previous use of Role Accumulation Theory

Provided here are two previous studies that utilized role accumulation theory to analyze

their findings. In the first study, O’Brien (2018) explored the relationship between role conflict

and role strain for congress deputies in China. These deputies were sometimes caught between

enforcing Government policy and serving as regime agents or advocating for the everyday

person and groups they represented. Results demonstrated that although clashing responsibilities

created role conflict, most deputies in this study did not express excessive stress or the

impossibility of fulfilling both roles. Rather, they “perceived their special dual obligation to be a

challenge that only a capable and subtle individual can meet” (O’Brien, pg. 377). O’Brien

concluded that “significant psychological and material benefits accrue[d] from role enlargement”

and accumulation (pg. 378).

In a second study, Lengacher (1997) developed and tested a women’s role strain

inventory, which analyzed role strain in female nurses who held multiple roles. Seven areas

related to role strain that were explored included homemaker, significant other, work, time

pressure, personal health, motherhood, and community activities. Although Lengacher’s study
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acknowledged participant’s expression of role strain from conflicting demands, findings also

supported the theory of role accumulation by revealing that participants acknowledged

confidence in their ability to manage multiple role obligations. This demonstrated the positive

effects of role strain, in which multiple roles were rewarding.

Feminist Perspectives in Higher Education

Since this study focused specifically on the experiences of women and the unique

challenges they faced from their combined roles as doctoral students, mothers, and specialist

faculty, feminist theory was used in addition to role strain and role accumulation theories in

analyzing the results. There existed various meanings for feminism however, a simple definition

was that it focused on injustices and was “a movement to end sexism, sexist exploitation, and

oppression” (Hooks, 2000, pg. viii). Gender was at the center of feminism. It believed that sex

and gender inequality existed in society and that social relations and the structure of social

institutions were essentially organized around gender (Ward & Wolf-Wendel, 2012). It further

believed that gender inequality should be eliminated through social change, and that all

individuals should receive equal treatment, regardless of gender (Rittenour & Colaner, 2012;

Ward & Wolf-Wendel, 2012). Feminism was a complex concept and was “not a static notion;

rather it evolve[d] with us throughout our lives and [was] shaped by the various lenses we use[d]

to view the world at large and, most importantly, ourselves” (Nicholson & Pasque, 2011, pg. 4).

According to Ropers-Huilman (2003), feminist theory was based on three principles: 1)

women have valuable contributions to every aspect in life; 2) women were unable to reach their

full potential while being oppressed; and 3) feminist research should not only bring attention to

the issue but should strive towards social transformation.

Feminism was described to have evolved in three waves: the first developing over the
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nineteenth and twentieth centuries, the second between the 1960s to 1990s, and the third from

the 1990s to the present (Krolokke & Sorensen, 2005). While the first wave of feminism was

initiated by middle class white women, the second wave sought sisterhood and solidarity by

expanding the fight to include women of color and other marginalized groups (Rampton, 2008).

Some critical occurrences during this time that heavily influenced the second wave included Title

VII of the Civil Rights Act of 1964 and the establishment of the National Organization for

Women. The third wave of feminism was influenced by postmodern thinking and shifted the

perceptions of gender to the concept of a gender continuum. From this perspective, individuals

were seen as manifesting a full range of traits previously associated with one gender or the other

(Rampton, 2008).

Feminist theory was appropriate for this study for several reasons. First, feminism shifted

the focus of practice from men to the perspectives of all women, and challenged individuals to

reflect on and consider the ways in which gender norms were maintained by society and

institutional practices (Reinharz, 1992). For example, in higher education a feminist perspective

was appropriate in recognizing that the tenure process favored the male life-cycle and therefore,

disadvantaged women. Second, feminism acknowledged that gendered structures intersected

with and influenced each other and affected women in all their identities (DeVault, 1999). This

was appropriate given the focus of this study was to understand women from the perspectives

and intersection of three different roles.

Another reason feminist theory was approprite for this study was that it maintained that

women had valuable contributions to make in every aspect of life and believed that research lead

to social change beneficial to women (Ropers-Huilman & Winters, 2011). This was important

because “when women speak as women they run a special risk of not being heard because the
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female voice [was] by our culture’s definition that-voice-you-can ignore” (Snitow, 1990, pg. 13).

According to Ropers-Huilman and Winters (2011), feminist research provided “a space and

context for women to tell and hear their own and each other’s stories” (pg. 676). It was especially

meaningful to me to utilize feminist theory because I felt participants and myself built a

meaningful relationship that empowered both parties to actively reflect on their situations and

take action.

In the context of academia, feminist theory provided a valuable lens to review higher

education policies, understand how it impacted women, and explored how this impact varied for

women from men. Bensimon and Marshall (2003) emphasized the significance of this because

“until the questions [were] asked differently, until we construct[ed] policy analyses with overt

intentions to create gender consciousness, to expose the limits of gender-neutral practices, to

expose the asymmetric gender power relations, certain women [would] not be welcome in

academia (pg. 347). Feminists believed that if institutions fostered more unbiased policies and

work environments, then women would thrive and make achievements equitable to men (Ward &

Wolf-Wendel, 2012).

Use of Feminist Theory in This Study

Feminist theory was selected as one of the theoretical frameworks to analyze findings

from this study because concepts from feminism helped in understanding women’s decisions and

behaviors. This multi-theory framework helped to understand strategies utilized by participants

that were not explained by role strain or role accumulation theory. The feminist perspective

helped to understand the gendered expectations in homelife that made women primarily

responsible for caring for children and the household. This expectation was important in

understanding the decisions women made in role strain theory, in which individuals selected
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which roles to allocate their energy when responsibilities between roles overlapped (Goode,

1960). If a child was sick for example, there was often an expectation for the mother, more so

than the father, to take time away from work to care for the child. Women were disadvantaged in

such situations because stress from caring for the sick child, on top of stress and consequences

from catching up from missed work contributed to women’s work and life conflict.

Utilizing Three Theoretical Frameworks

Results from this study were analyzed using a combination of role strain, role

accumulation, and feminist theories. Role strain theory was used to address the first goal of this

study, to understand the challenges and contributing factors of stress for women when striving to

integrate school, family, and work. Both role strain and role accumulation theories were then

used to explore the strategies engaged in and successes and positive aspects in these situations

for women, the other two goals of this study. Lastly, feminist theory was used to understand the

sex and gender inequilities that existed that impacted the thoughts and behaviors of participants

regarding the challenges they faced, the strategies they engaged in, and the positive aspects they

identified.

Closing

Doctoral studies, motherhood, and a career in academia were each considered “greedy

institutions” that equally required a significant investment of effort and energy. Therefore,

doctoral student mothers who were also faculty were constantly challenged with intensive

demands that were imposed by the conflicting ideologies of being a good student, a devoted

mother, and an ideal worker. This study explored how women who were doctoral students,

mothers, and specialist faculty not only fulfilled, but succeeded in their multiple roles. An

overview of the research method used in this study is explored in the next chapter.
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CHAPTER 3: METHODOLOGY

Being a doctoral student, mother, and faculty member were roles that individually placed

a significant amount of responsibilities and demands on women. Although women who held

these roles simultaneously faced significant challenges, they also found success in their multiple

responsibilities. This chapter provides an overview of the research method used in this study,

including the research purpose and question, research design, researcher’s positionality, study

site, sample size and selection of sample, recruitment, ethical considerations and confidentiality,

data collection, data analysis strategies, limitations, and closing.

In the history of the United States (U.S.), women were expected to remain at home with

their primary role being care-taker of children and the home. In contemporary society though,

significantly more women have assumed roles outside of the home, with full-time employment

(Ilies et al., 2009). This however, created considerable work and life conflict as they attempted to

manage responsibilities from the workplace, while still maintaining primary responsibility for

home life (Hirakata & Daniluk, 2009). When these working mothers were also doctoral students,

their complex lives became even more challenging.

The purpose of this study was to explore how women managed responsibilities from

being a doctoral student, mother, and specialist faculty at a four-year university. The goals were

to:

1) Understand the challenges and stresses that women face when striving to integrate

school, family, and work;

2) Explore the strategies that women engaged in to fulfill the responsibilities in each role;

and

3) Explore the successes and strengths of women as they endeavored to integrate school,



INTEGRATING MULTIPLE ROLES 73

family, and work.

The research question guiding this study was the following:

How do women who are doctoral students, mothers, and specialist faculty at the

University of Hawaiʻi at Mānoa fulfill their multiple roles?

Research Design

With the goal of gaining a full and in-depth understanding of the experiences of women

in these roles, this qualitative study took a narrative inquiry approach. In narrative inquiry, the

researcher sought to collect and retell stories about people’s lives in efforts to write narratives of

individual experiences (Clandinin, 2007). Beginning with capturing the experiences of

participants in their own words via their lived stories (through in-depth, individual interviews),

researchers allowed participants to reflect and tell stories of significant times in their lives.

According to Connelly and Clandinin (1990), “humans are storytelling organisms who,

individually and socially, lead storied lives. Thus, the study of narrative [was] the study of the

ways humans experience the world” (pg. 2). Narratives were organized to place meaning on past

events in order to understand one’s own and others’ actions. The goal was to organize personal

experiences (internal and external) into a meaningful whole (Josselson, 2010).

As opposed to research designs that tested hypotheses, measured, and predicted, narrative

inquiry sought to describe and understand. It focused on “meaning rather than causation and

frequency, interpretation rather than statistical analysis, and recognizing the importance of

language and discourse rather than reduction to numerical representation” (Josselson, 2010, pg.

870). As such, this method avoided testing a theory, but rather sought to understand human

complexity.

A major assumption of narrative research was that “humans experience[d] their lives in
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emplotted forms resembling stories … [and] important events were represented as taking place

through time, having roots in the past, and extending their implications into the future”

(Josselson, 2010, pg. 870). Narrative inquiry viewed experiences as continuous, in which one

experience led to another (Connelly & Clandinin, 1990). This helps to understand the

participant’s “history or past experiences and how it contributes to present and future

experiences” (Creswell & Guetterman, 2015, pg. 518). This concept allowed us to understand

educational research as a way to construct and reconstruct experiences, with both participants

and researchers playing characters in the stories (Creswell, 2007). Narrative research focused on

the behaviors of individuals and why they were doing what they were doing. As such, an

individual’s behavior was understood in the individual’s context.

Narrative research was appropriate for this study for several reasons. First, it focused on

the human experience, allowing participants opportunities to tell their stories, explain their

actions, and allowed me to understand their experiences through dialogue (Connelly &

Clandinin, 1990). It used what Clandinin (2007) described as “thick description,” in which raw

data of text, or field text, was included in the narrative to help readers understand the analysis,

and also provided evidence of the researcher’s points. This study provided raw data or

participant’s words verbatim to provide meaning and assist readers with fully understanding

participant’s experiences. This was important because without stories and direct verbiage from

participants, research would be emotionless and passionless (Hampton, 1995).

Second, narrative inquiry encouraged collaborative efforts between both parties, “one in

which all participants [saw] themselves as participants in the community” (Noddings, 1986, pg.

510). This was important because when co-constructed amongst participants and researchers,

storying had transformative power to overcome challenges facing their communities (Archibald,
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2008). To achieve such collaboration, Hogan (1988) described the importance of equality and an

empowering relationship between participants and the researcher. Empowering relationships

occurred when both participants and the researcher felt mutually supported and recognized the

value of the relationship (Hogan). Narrative inquiry shaped this study as I strived to develop

meaningful and empowered relationships with participants, in which both participants and I

collaborated on the story.

Third, narrative inquiry provided a holistic lens of the told experience and “aim[ed] for

the understanding of lives in context rather than through a prefigured and narrowing lens”

(Josselson, 2010, pg. 870). Such a holistic perspective like this was important in this study to

demonstrate the linkages between the multiple role demands participants encountered and an

overall view of their life activities. It also helped capture “data from the inside of the actors with

a view to understanding and conceptualizing their meaning making in the contexts within which

they live” (Josselson, pg. 873).

Fourth, narrative inquiry allowed for the focus on “the microanalytic picture- individual

stories- rather than the broader picture of cultural norms” (Creswell & Guetterman, 2015, pg.

513). This made narrative inquiry appropriate for this study because my goal as the researcher

was to collect in-depth and contextual information from participants in order to create a complete

understanding of their lived experiences.

Lastly, this method was appropriate because it brought “order and meaning to the

constantly changing flux. In its simplest form, our experience [was] internally ordered as ‘this

happened, and then that happened’ with some connecting link in between” (Josselson, 2010, pg.

871). Narrative inquiry viewed experiences as continuous, in which one experience led to

another (Connelly & Clandinin, 1990). This concept helped understand the participant’s “history
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or past experiences and how it contribute[d] to present and future experiences” (Creswell &

Guetterman, 2015, pg. 518) and best illustrated the connections between participant’s

experiences from multiple roles.

Results from this study were useful at multiple levels. At the micro-level, it was

beneficial to the participants themselves, as was a valuable opportunity to personally

reflect on their experiences, share, and be heard. It was also an opportunity for participants

to explore their thoughts and feelings about their challenges, that many times were battles

fought by themselves. I believe it was therapeutic for them to share their story and receive

validation that came with being heard. At the mid-level, it provided insight into the UHM

campus culture for individuals in similar situations and recommendations for the campus

to implement towards being more family-friendly. At the macro-level, results from this

study added to the literature on women and mothers in doctoral studies and working in

higher education.

Researcher’s Positionality

According to Strauss and Corbin (1998), all research, including both quantitative

and qualitative studies, were inherently subjective. Therefore, it was important to

acknowledge the researcher’s role in one’s study, especially in qualitative studies in which

the researcher was the main instrument collecting data (Creswell, 2007). For this reason, I

will explore my positionality here and the reasons I had a strong interest in studying this

topic.

First, my interest in this topic stemmed from my personal and current experience in this

life situation. On a daily basis, I experienced the challenges and successes from navigating life as

a doctoral student, mother, and full-time specialist faculty at UHM. I did not gain all three roles
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simultaneously, but rather I started a career as a specialist faculty first and a year later, was

accepted into a doctoral program at UHM. At that time, it was not as challenging to integrate

full-time employment with doctoral studies because I did not have children yet and was able to

spend out of work hours in classes and studying. It was easier then to clearly separate and devote

personal time to work and study. However, two years into the doctoral program, I was blessed

with my first child. Prioritizing pregnancy and employment over school, I took a leave of

absence from the doctoral program.

Even without taking classes and temporarily eliminating the doctoral student role, I

continued to struggle managing life as a new mother and meet intensive work demands. The

challenge was so great that I founded a new UH system-wide parent-advisor support group,

dedicated to providing support and camaraderie to full-time advisors who were parents. I later

joined another UHM parent support group that regularly met to discuss various challenges of

parenthood and provide support for one another.

The year my first child turned one was also the year that I applied for tenure. Fortunately

for my situation, the first four years of my pre-tenure period were before my first child was born

so I was able to make progress in both my career and doctoral program before the responsibilities

of motherhood. It was extremely challenging managing the pre-tenure period and life as a new

mother however, I was honored with tenure the following year with the support of mentors and

colleagues at work and from family at home.

Three years after my first child was born, I was blessed with a second child. A few

months after giving birth to my second child, I transitioned to a new tenure-track, specialist

faculty position. One in which I relinquished my tenure and am now pursuing tenure again. At

this point, my progress in the doctoral program went stagnant for five years. On the verge of
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leaving the doctoral program, I found myself at a crossroad- to complete the degree or drop-out

because I was nearing the seven-year maximum allowed to finish doctoral programs at UHM.

It was a difficult decision to make and one that required sacrifices and support from those

that meant the most to me- my family. In the end, I found motivation to continue from family

members, mentors, friends, and most meaningfully, my two young children. Now with two

children under the age of seven, in a new position in my career pursuing tenure again, and

making progress towards graduation, I feel constant and intense challenges with attempting to do

the best I can in each of these roles. The parent groups that I participate in on-campus have been

tremendously helpful in providing me with support, understanding, and camaraderie from others

in similar situations. I enjoy sharing stories and connecting with others, and most importantly

learning how others manage their multiple responsibilities. It is from this interest that the topic of

this study originated.

For myself, this study was somewhat of a healing practice. In her chapter on

methodological foundations of Hawaiian studies research, Goodyear-Ka’ōpua (2016) described

the process of probing “deeper and deeper into oneself to deal with the emotional and physical

blockages caused by old wounds, unresolved tensions, and just the everyday sediment of life”

(pg. 12). This study was an opportunity to reflect on my personal challenges, learn from and

build camaraderie with others in similar situations, and create an understanding and environment

that better helped me integrate my academic, family, and work lives.

This study not only provided me an opportunity to learn from participants, but as a

mutual benefit to participants, a valuable opportunity to reflect on their experiences, share, and

be heard. A few participants described how sharing their stories had a therapeutic effect for them.

This study also provided insight into the campus culture at UHM towards women faculty who
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were mothers and doctoral students, provided recommendations for campuses and doctoral

programs to best support this population, and contributed to the literature on mothers in doctoral

studies and working in higher education.

Lastly, with this study I hoped to have helped the larger community of current and future

women simultaneously navigating roles in academia, parenting, and full-time employment.

Towards this goal, I turned to Goodyear-Ka’ōpua’s (2016) Reproducing the Ropes of Resistance:

Hawaiian Studies Methodologies for guidance. Goodyear-Ka’ōpua presented several concepts

that provided a means of connecting with people in Hawaiian studies research. They included

kuleana (positionality and obligation) and pono (harmonious relationships and healing). Of

importance to note is that this study was not in Hawaiian studies research however, these

concepts were still applicable in guiding the approach to this study because I worked and studied

at the same campus that this research took place. It was critical to understand my place in the

campus community, recognize how I may mutually give back to the campus community, and

develop and maintain harmonious relationships with participants and the larger community.

The concept of kuleana in Hawaiian studies research refered to the researcher’s

positionality and obligation to their study, one’s family, and the community. Goodyear-Ka’ōpua

(2016) emphasized how researchers must constantly ask themselves questions regarding their

kuleana throughout the study, such as “What is at stake in my methods of research and writing?

To whom am I accountable? Who is at risk and how? Who might benefit and how? What

obligations to specific communities, families, individuals, stories, and places do I have in this

project?” ( pg. 14).

The concept of kuleana applied to this study because one of the goals was to build and

nurture relationships and trust with participants so they felt comfortable in revealing personal



INTEGRATING MULTIPLE ROLES 80

and sometimes sensitive information. This was especially important since this research was

conducted at the same institution in which I worked and studied. Since researchers gained a

sense of kuleana or responsibility/obligation to participants when they entered into collaborative

relationships with others and became one with the story (San Pedro & Kinloch, 2017), my

kuleana was to keep participants and their best interests as a priority throughout the study. As

Goodyear-Ka’ōpua (2016) emphasized, priority needed to “be concern for the well-being of the

community” (pg. 15). Even if this meant pausing the interview for participants to tend to

unexpected tasks that came up.

Pono was another valuable concept to Hawaiian studies research that Goodyear-Ka’ōpua

(2016) discussed and it focused on the researcher’s efforts to maintain harmonious relationships,

justice, and healing. Goodyear-Ka’ōpua elaborated on the responsibility of researchers to

continuously consider “how their research may continue to impact those in the study, how they

could sustain their relationship with participants, and how can they use this research to make a

positive impact on the community (pg. 18).

As the researcher, pono was maintaining relationships with participants even after the

research concluded, such as continuing to check-in with participants in the future. Through

informal conversations we could discuss how their participation in the study may or may not be

impacting their lives. Pono would also be using the information gained to help future generations

learn from past generations and better equip them with the knowledge to address the challenges

of navigating multiple roles.

My positionality helped in this study because I had first-hand, lived experiences with

navigating the multiple roles. As such, I was better able to engage in, understand, and contribute

to the story in which participants were telling. It also helped with bonding and building
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relationships with participants, and making participants feel less like a “test subject” and more as

a contributor who was collaborating in a shared story. This was important so participant’s felt

comfortable enough to share open and honest information. Although the insider’s perspective

allowed me to better understand and engage with participants, it is important to note that I did

not consider myself an expert in this study. Rather, I thought of myself as a listener, learner,

advocate, and contributor. Even more so, as a participant, rather than an observer.

Considering myself as a participant also facilitated the merging of stories and the

development of relationships with participants that was less unidirectional, in which the

researcher only asked participants questions. I avoided such unilateral situations because it

created a power dynamic, in which only one person (the participant) was making themselves

vulnerable and revealing themselves (San Pedro & Kinloch, 2017). Rather I listened “not to

extract; rather, … listen[ed] to build, develop, and share our own stories with those who have

shared their stories with us” (San Pedro & Kinloch, pg. 378).

Study Site

Participants in this study were women specialist faculty at the University of Hawaiʻi at

Mānoa (UHM). The University of Hawaiʻi (UH) system was the only public institution of higher

education in the state of Hawaiʻi. It was comprised of ten campuses over four islands, with three

campuses being four-year universities, and seven campuses being community colleges. Amongst

the ten campuses, the UH system served both undergraduate and graduate students.

This study was conducted at the flagship campus of the UH system, Mānoa, located in

Honolulu on the island of Oʻahu. This was the largest of the campuses in the UH system

(covering 320 acres), with almost 18,000 total student enrollment. It was a large, research

intensive campus, designated as a land-, sea-, space-, and sun-grant research institution.
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According to the UHM website (2018), it offered the highest number of degrees than any other

UH campus, with 99 bachelor’s degrees, 85 master’s degrees, and 59 professional and doctorate

degrees. It was one of the most diverse campuses in the nation, including students from all 50

states and 126 different countries (University of Hawaiʻi at Mānoa, 2018).

The Mānoa campus in particular was selected for this study because of its requirement for

specialist faculty to receive continued education for promotion. Unlike other UH system

campuses, specialist faculty at Mānoa were required to have either 30 credits beyond the

master’s degree or a doctorate degree to be promoted beyond the entry level, junior specialist,

classification. This requirement often served as an incentive for specialist faculty to continue

their education beyond the master’s degree. Since participants were in the process of completing

their doctorate degree, they were in the early to mid-stages of their career. This campus was also

selected due to my affiliation with the campus, as both a doctoral student and employee. This

facilitated access to participants and an understanding of the campus culture on work and life

integration.

Faculty Work-Life Integration at UHM

Conducted periodically since 1984 and most recently in 2018, the UH All Campus

Council of Faculty Senate Chairs (ACCFSC) through the Office of the Vice President for

Academic Planning and Policy administered the Quality of Faculty Work Life survey (University

of Hawaii, 2018). It collected information from all classifications of faculty across the UH

system campuses on various topics that impacted their perception of their work-life integration.

Unfortunately the ACCFSC declined my request to access the raw data from the survey to

segregate responses by gender and faculty classification. Therefore, the following results

represented faculty of all gender identities and faculty classifications, either across the entire UH
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system or just at the Mānoa campus specifically. In the 2018 study, 1,135 faculty members

participated and the top five most frequently identified positive aspects of work-life integration

were work enthusiasm, work intellectual stimulation, autonomy, enjoyment of faculty position,

and work appreciation. Conversely the five most negative aspects of faculty work-life integration

were current salary, work appreciation, facilities, bullying, and work responsibilities.

In the same survey, faculty were asked to rate their current level of work-life satisfaction

on a scale of 1 (low satisfaction) to 10 (high satisfaction). At the Mānoa campus specifically,

faculty rated their work-life satisfaction a 6.01, which was eighth worst out of the ten campuses

in the system. On the same scale, faculty were also asked to rate their current morale. The

average score of Mānoa faculty was 5.36, which declined since the last time this survey was

administered in 2014. This score also ranked Mānoa as eighth worst out of the ten campuses.

Faculty were also asked how likely they were to leave their current position for any reason

within the next two years. On a scale of 1 (not likely to leave) to 10 (very likely to leave), the

Mānoa faculty average was 2.85, the highest out of all the campuses.

The survey also collected open-ended responses allowing participants the opportunity to

provide comments. Comments relevant to this study included wanting better maternity support

(specifically support for faculty with children), encouragement for better work-life management,

and to address sexism. An example provided was women faculty being expected to complete

minute tasks, while men did not need to complete the same tasks, but rather could focus on their

research.

Results from this Quality of Faculty Work Life survey (University of Hawaii, 2018) was

useful in helping to understand the existing climate of work and life integration amongst faculty

at UHM and helped inform this study. This study added to the research by expanding the “life”
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perspective in work and life from not only parenthood but to doctoral studies as well. It also

provided a thorough perspective into faculty mother’s work and life integration through in-depth

interviews.

Sample Size and Selection of Sample

Narrative research typically focused on a limited number of participants (Creswell &

Guetterman, 2015) because the aim was to obtain a holistic and in-depth understanding of the

complexities of participant’s experiences, instead of generalizable data (Carless & Douglas,

2017). Rather than providing a limited view or ‘snapshot’ of participant’s lives, narrative

research provided insight into a significant portion of participant’s lives, including highlighting

the accumulation of events that may otherwise seem unimportant (Carless, 2014). With too large

of a number of participants, it would have become challenging to provide rich and holistic stories

of each participant’s lives. As such, this study consisted of five participants.

Each participant was selected using purposive, snowball, and maximal variation

sampling. Purposive sampling, or utilizing identifiable or known characteristics (Patton, 1990),

was first utilized by contacting individuals who I knew met the eligibility criteria. Listed below

were the criteria for participants:

● Women- This study focused only on participants who identified as women, due to greater

expectations placed on them at home and work. Society placed more pressure on women

than men to take the lead of child-rearing and household responsibilities, while women

were simultaneously expected to meet the demands of academia, which have traditionally

been established around a male life cycle.

● Doctoral student (full- or part-time enrollment)- Participants were doctoral students,

officially enrolled in a program of any major at UHM, to provide a valuable dual lens




