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Marriage & Family Therapy Faculty Member’s Balance of Work and Persond Life
Jennifer L. Matheson
(ABSTRACT)

This mixed-method study examines the work and persond life balance of
Marriage & Family Therapy faculty members acrossthe U.S,, 16 of whom were
interviewed to gain a deeper understanding of their work and personal life balance issues.
Of those, six felt they had good baance, six fdlt they had poor baance, and four were
“middle of theroad.” More men than women fdt they had good baance. Faculty
members indicated externa and internd indicators such as family and workplace
messages, hedth cues, fedlings of contentment, and congruence with persond vaues help
them determine how they fed about their work and persond life baance. Other findings
indicate that many factors impact MFT faculty member’s sense of their work and
persond life balance, including child and relationship status, tenure status, and gender
issues. Baance enhancersincluded job flexibility, setting hedthy boundaries, their
ability to say no, spiritudity, postive work esteem, and participation in non-work
activities. Baance reducersincluded developing bad habits, negative work esteem,
problematic but temporary life circumstances, and poor work boundaries. Faculty
members aso discussed some of their coping Strategies and made recommendations for
future MFT faculty members such as good self care, not viewing work as arace, being
intentiond, prioritizing, and Srategizing.



Acknowledgements

| would like to first acknowledge the sixteen men and women who generoudy
gave of thelr time and experience to co-create this research examining their work and
persond life balance. | would aso like to thank the remaining faculty members who
filled out the web-based questionnaire as well as those who volunteered to be interviewed
but were not purposively sdlected. Equaly asimportant | am thankful to Dr. Karen
Rosen for her tirdess guidance, suggestions, expertise, and motivation during this
research. Her leadership and enthusiasm was a necessary part of the process and akey to
the successful completion of this study. | would dso like to thank my other two chair
members, Drs. Stith and McCollum, for their suggestions, comments, ideas, and guidance
throughout the study. | am very thankful to the other four of “The Fearless Five’ (David,
Erin, Carrie, and Susan) who were so full of encouragement, curiosity, and inspiration
that | never once felt aone or lost during the process of this research. Findly, | want to
acknowledge the never-ending encouragement and support | received from my partner,
David. My graitude and thanks to everyone for making it possible for meto redize my
godd



Table of Contents

(O V2 o I RSP 1
1o [0 Tox (o) o 1O OSSR 1
Statement Of the ProbIEM............ooiiecee e 1
SignIficanCe Of the STUAY ..........ooeeiie e e 2
Theoretical FramEWOIK .........c.ooouiiiie et 3
RESEACH QUESHIONS........cvicieecie ettt ettt et b e et e s e e be e sareeebeesaneesreesnneens 4
(@ AN I SO 5
LITEralUIE REVIBW. ...ttt ettt et e et e et e et e et e e e aneesaeeeateenreeenns 5
1o L1 (o OSSR 5
General Research on Work and Personal Life Balance.........ccccveceveevecceceececec, 6
Work and Personal Life Balance of Helping Professionals...........ccccocvveeiiniiiienennnne 7
Poor Work and Personal Life BalanCe.........cccevueeiieciie it 9
Good Work and Personal Life BalanCe..........cccceveeieeiinieeiicce e 11
The Role of Gender in Work and Personal Life Baance .........c.ccocevevnieenencenieenee, 12
Messages Regarding Work and Personal Life Balance..........cccocveveieienenencncniennns 16
WOrKPIaCe MESSAGES. ... .ecveeeieeieeieeeesieesteete st e ste e raesaeeaesseesteeneesneesseensesneenneenes 16
Family of Origin MESSAgES.......cccviiiieiiie ettt 17
Coping Strategies Used to Manage Work and Personal Life Balance.............ccccue..... 17
Methodologies Used to Study Work and Personal Life Balance..........ccccccevvecienee. 21
B TS U L= A (1 o | 22
(@ 1 o I | | RS SSR 23
MENOOS e et e e e b e e s r e e sre e e r e e eae e e re e reeenreens 23
1o [N o o S 23
Participants and RECIUITMENt PrOCESS.........c.oiuiiirrieriesieeie et 23
e 0107= o -SSR 24
Phase | — Quantitative Data ColleCtioN...........ccccueecveeieeeciec e 24
Phase |1 — Qualitative Data ColleCtion..............coveecieeccieieee e, 25
UNIT OF ANAIYSIS .. nnenne s 26
D = 7 YA U 27
(@ 1 = Y PSS 29
RESUILS et e e r e aae e be e reeareenreeereens 29
(0o [0Tox (o] 1SS 29
Quantitative Results of Questionnaire ReSpoNdeNtS...........ccccvveereeieesieseereseeseeeens 29
Quantitative Results of Interview ReSpoNdents..........ccevereeieneerenieseeseee e 33
QUEIITALIVE RESUITS .....oveeeeeieciieie ettt e st e nte e sreensenneeas 35
MFT Faculty Members Feelings About Work and Personal Life Balance................ 35
MFT Faculty Members with Good Work and Persona Life Baance................... 35
MFT Faculty Members with Poor Work and Personal Life Balance.................... 36

MFT Faculty Memberswith “Middle of the Road” Work and Persond Life
BAlANCE........coe et et e e reers 37
Indicators of Work and Personal Life BalancCe..........ccocceoeveeieniineenenie e 39
Externa Indicators of Work and Personal Life Balance...........cccocvvevveevenceenenenen. 39
External indicators from home...........ccccoveeiiieiiece e 39
Work-related external iINdICALOrS..........cccoveeiiiiiiee i 40
General exterNal INAICAIONS .........cocveeieececcee e 41



External indicators that evolve into internal iNndiCators .........oooeeeeeeeeeeeeeeeen. 41

Internal Indicators of Work and Personal Life Balance...........ccccovceverinneenennnne 41
HEBITN CUBS........eeceeeceee et e 42

(O00 101 011001 o | PRSP UTR TR 42
Congruence With personal VAIUES ...........cccoveeiiiininieeeeee e 43
Putting Work and Personal Life INt0 CONLEXL ..........cocvrerinerenineneeeeee e 44
Child and RelationShip SEALUS .........ccovieerieie e 44
Family of Origin MESSAgES.......cccviiiiiiieciee ettt 45
BalanCe ENNANCEIS .......ooiiieeeceee ettt s sbe e e a7
o LS o1 1 2SS 48
Setting Healthy BOUNCANES .........ccueeiiiieciecciecee e 49

0 Y110 0o TR 49
NOMWOIK @CHVITIES......eceeeieeeieceeeese et enne e 49
SPEeaKiNG UP FOr S ... 50
SPITUBIIEY/REIGION......coiieeeee e e 50
POSITIVE WOIK ESLEEIM......ceieieeieciecie ettt 51
BaAlaNCe REUUCEIS. .....ouiiiiiieieee ettt st s nbenae s 52
Bad HabitS... oot 52
Situational CirCUMSLANCES.........ccueririieeieeiesiee e see e see et e e sreesre e e e sreeeesneees 53
Negative WOrK ESIEEM .......ccciieceee ettt 53
POOr WOTIK BOUNGEAITES.......couviiiiisiisie et s 57
GENUEN ISSUES ...ttt sttt sttt st be et e s ae e st e et e s seesbeeneesaeeneeennens 58
Coping and RebalanCing SIrate@gieS ........cevvreririerieieres e 62
Suggestions for Future MFT Faculty Members..........ccocvecvece e 64
['SNOt QRECE......cocee e s 64

S 7 TSR 64

Be INENIONEL.........coiiieicee e e 64
PHIOMTIZE. ...ttt bt ae s 66
SITBLEGIZE. ...ttt bbbt e e e n e e ene e 66
Pre-Career SIraleQIES. .. .cviieeieeeeeeerieeeesee e eee st te e re e ae e seesteeeesreenaeeneeas 66
Mid-Career SIratEUIES ......civeeireeeecteesiecee st se e e e st e s e e te e e sreenne e 67
Late-Career SIat@QIES......ccueiveeeeiteenieeeesiee e eeesieeste et saeseesaeessesseesseesaesneans 67
Qualitative RESUITS SUMIMAIY .......coouiiiiiieriese e s 68
CHAPTER V ettt bbbttt et et bbb ens 69
1S & 1SS T o RSP PRRN 69
1o L8 o o] o 1S 69
Integration of Findings with Published Literature...........cccocevveienieenence e 69
Feelings ADOUL BalGNCE ........cceeciiiiieceece e 69
Balance Enhancers and REAUCESS ..........ooeeiiienierieee e 70

e LS o 1 2SS 70
ParenthOO .......cooiiiiiiiiieee e 70
Domestic resPONSIDHITIES ........coveiiiieeeree e 71
Spirituality and religioN ... s 71
(€1 10 L= S ST SR 71
Limitations and Strengths of the Study ... 73
IMPlications Of the SEUAY .........coiiiieieere e 74



L= 011 OSSPSR 74

Career DeCISION MaKiNg ......cooviiiriiiiiniesiee et 75

SElf Of the ThEraPISt ..o e 75
Personal REFIECHIONS.........cceeiicieceee et 75
Future Career as an MFT Faculty Member ...........coooeeiiriinineereeee e 75
SPITTUBITEY. .. e e b e ene e 76
[DJeTwito (= VAN o] o oo | AF S 77
REFERENGCES ...ttt sttt et sae e te e e e aeesteennesnnenseennen 78
APPENDIX A - INfOrmed CONSENL ........cccviiiiieiie ettt ene e 83
APPENDIX B - QUESLIONNGITE ......ccveeiieeieeeieeitee e e cteesteesteesreesreesreesseesaseesseesaneesseesaneens 85
APPENDIX C - INterview QUESHIONS.......c.ccccvieiieeireecree et e steeereesteesreesseesbessreessreessessaneens 91
RV PSSP 92

vi



Ligt of Tablesand Figures

Table 1 — Demographics of Questionnaire ReSPONAENtS...........cccovevererierieenienesie s
Table 2 — Questionnaire Respondents Current Level of Satisfaction with Work and

Personal Lif@ BalanCe .........cooviiiiieie et
Figure 1 — Gender Dy SatiSfaCtioN ........cccveiiiririerienirieeeeiee s
Figure 2 — Age by SaliSfaClion..........cccceieeiiiiece e
Figure 3 — Relationship Status by Satisfaction...........ccccceviiiieii i,
Figure4 — Tenure Track Dy SatiSfaCtion...........ccoceoiriririeieiesee s
Table 3— Demographics of Interview ReSpONdentS.........cccovevveeereeresieseere e
Table 4 — Interview Respondents' Current Leve of Satisfaction with Work and Persond

LITE@ BAlAINCE ..ot ettt e e e

vii



CHAPTERI
Introduction
Statement of the Problem

Studies that examine the links between work and persond life have been akey
theme in Marriage and Family Therapy (MFT) journas over the past 18 years (Bowen &
Fittman, 1995). Changesin society in the last century have caused increasing numbers of
people to enter the paid workforce and therefore more people than ever before juggle
responsibilities a home and in the workplace (Clark, 2000). This phenomenon has
fueled much of the recent inquiry into the arena of work and persond life balance. As
part of that body of research, there are a number of studiesthat explore how individuas
in the helping professionds baance their work and persond lives. Researchers have
studied counsdlors, psychotherapists, psychologists, psychiatrists, socia workers, and
students of the helping professions and found that they experience daily physica, mentd,
and emotiond drain and tenson, as well as some benefits from their work (Greenberg &
Valletutti, 1980; Guy, 1987; Underwood, 1991; Wetchler & Piercy, 1986). No research
has been published, however, examining the interdependence between the work and
persond lives of MFT faculty members. To begn tofill this gap, the current sudy
investigated MFT faculty members baance of their work and persond lives and how
they make meaning of their balance.

The ways in which work and persond life intersect is an important focus of
atention in the lives of adults (Bowen & Pittman, 1995). Part of thisintersectionisa
person’s sense of balance, commonly defined as satisfaction and good functioning at
work and at home with a minimum of role conflict (Clark, 2001). Zedeck (1992) defined
the problem of work and persond life balance as, “ The relationship between employees
and families and work organization members, and the way that individuals mold the
parameters and scope of their activities and create personal meaning” (p. 750). The
research literature suggests significant variation in how people negotiate their work and
persond life balance (Greenberger, Goldberg, Hamill, O’ Neil, & Payne, 1989; Repetti,
1989; Smdl & Riley, 1990). Each person responds differently to life circumstances, and
those circumstances that are negative to one person may be a positive, simulating force
to another (Greenberg & Valletutti, 1980). How individuas respond to competing life
events determines how they are affected emotiondly, mentdly, and physicdly.

Some research indicates that stressis reponsible for some darming Satisticsin
many of the helping professions such as socid work and teaching, and people in heping
professions are prime candidates for job-related stress and its sequel ae (Greenberg &
Valetutti, 1980). Greenberg and Valletutti wrote, “Many human service professonas
work long, tiring hours to provide service to clients. They often refuse to recognize their
physca limitations. Insufficient timeis given to relaxation, deep, and edting
properly” (p. 76). The stress of mental health work can lead professionals to significant
loss of interest, motivation, energy, satisfaction, and effectiveness in connection with
work (Friedman, 1985). All of these physica and emotiond cues are linked to a person’s
sense of well-being and, if left unchecked, can lead to fedings of poor work and persond
life balance.

Some of these mentd hedth professonds have extremely high turnover rates
where people who have spent years preparing for their chosen fieldsfleeto new
professons (Greenberg & Vdletutti, 1980). In addition, research with psychotherapists




indicates that working as a menta hedlth dlinician may hinder interpersond functioning
ingde and outsde of work (Guy, 1987). The lives of people closest to therapists may be
affected if the therapist istoo tired or too upset by their caseload to listen to their own
family members concerns (Charney, 1982).

Not al mentd hedth professonas suffer grave consequences due to the
inevitable stress that comes with working with human difficulties, however. One study
found that therapists viewed working among their peers, their own success, and their
children among the top three sources of satisfaction in their lives (Underwood, 1991). In
addition, these therapists reported getting satisfaction from their jobs because the nature
of their work isimportant to the well-being and improvement of people in need.

Research suggests that, at least for psychotherapists, there is hope of preserving
some sense of balance between their work and personal lives. One study found that the
degree of burnout experienced by psychotherapists lessened as they aged and gained
professiond experience (Hoeksma, Guy, Brown, & Brady, 1993). Those with more
experience fet more confident, often had positionsin less stressful settings (private
practice), and were more involved in consultation with and supervision of other
psychotherapists. There is no published research, however, that indicates what MFT
faculty members attribute to better outcomesin their quest to balance their work and
persond lives.

Whileit is not known for sure what factors contribute to MFT faculty members
fedings about their work and persond life balance, it isknow that dl of them juggle a
long ligt of responghilitiesin thelr dally lives. In addition to their dinica roles MFT
faculty members are dso professors of higher learning where they are dso responsible
for teaching, supervising, mentoring, conducting research, and publishing. Because of
the additiond roles they play, MFT faculty members may have an even greater chdlenge
in linking their work and persond lives. The issue surrounding work and persond life
baance is one that has yet to be investigated with MFT faculty members. Nothing has
been published about the intersection of their work and persond lives, their leve of
satisfaction with their work and persond life balance, and what they attribute to the
presence or absence of balance between these two magjor aspects of their lives. This study
amed to fill in the gap of knowledge about MFT faculty members baance of their work
and persond lives.

Sanificance Of The Study

Most people experience some sort of struggle to balance the many roles they play
inther lives. The congtant sense of being pushed and pulled in various directionsis a
chdlenge that is not always easy to handle. The balance people achieve between their
work and persond lives has implications on a variety of aspects of their lives such as
their hedith, family, job, sdf-esteem, and overdl sense of well-being. Individuas are
perpetudly adjusting and readjusting around the various roles and stressors in their lives
(Greenberg & Vadletutti, 1980). A common theme in the research literature in thisareais
that thisjuggling act isa potentia source of stress that may undermine well-being.
However, there is a'so peculation that it may not be an overload or conflict between the
many roles people play but the level of commitment they have to onerole rdative to
another (Marks, 1977). Markswrote that, in the case of baanced role commitments, one
could expect to experience a srengthened feding of identity and an increase in rlevant
activities, rdaionships, and ties. Unfortunately, no research has been done to determine




how MFT faculty members fed about the balance they achievein their work and persona
lives or to what they attribute their fedings. Therefore, this sudy has implications for the
larger body of research on work and persond life bdance in that it will Srivetofill ina
gap of knowledge about one specific group of individuas.

In addition to implications for the larger research community, this study will have
implications for MFT faculty members themsaves. The experiences of otherswho are
amilar to onesdf can beilludrative and informative when oneis examining one'sown
life circumsgtances. The information gleaned from participants of this sudy will provide
detailed information to other MFT faculty members about some of their colleagues leve
of satisfaction with their work and persond life baance, the indicators they useto
measure their satisfaction, the struggles they have, and the coping strategies they use.

This sudy has dinicd implications for the gudents of MFT faculty members as
well. Recent studies of sudentsin MFT programs show that that they report high stress
and pressure during their clinical and academic training (Polson & Nida, 1998; Polson &
Piercy, 1993). The mgor stressors found in one study included the number of hours they
and their partners or spouses worked to support them during their training (Polson &
Nida, 1998). Long hours spent working and the high stress of work reportedly
compromised the tasks and roles of these families and individuas, and their home lives
suffered because of the program and work demands. Polson and FPiercy (1993) found that
high program demands, implicit-explicit performance expectations from faculty, and
reduced family time were mgjor stressors. The same study reported spousa isolation in
thefirst year of the trainee' s program, and spousa anger related to the program demands.
These sudies give important information regarding the lives of students who may one
day decide to become MFT faculty members themsdves. They aso provide evidence of
the need for the MFT faculty members of these sudents to be hedthy mentors. This
study will provide additiona information about the MFT faculty members who teach
these sudents, illustrating the struggles and triumphs they experience in baancing the
interrel atedness of their work and persond life.

Because no research has been published on thistopic with MFT faculty members
as the unit of measure, | conducted a mixed-method research study that provides the
maximum amount of depth and breadth of data. | chose a mixed-method approach
because it dlowsfor synergidtic interplay between the quditative and quantitative
approaches (Sprenkle & Moon, 1996). The mgority of the andysis was quditative in
order to explore the intricacies of individuas experiences. New research investigations
often use qualitative research for this purpose. The data provided illustrative quotes and
anecdotes that helps build afoundationa knowledge of the work and persond life
baance of asmal number of MFT faculty members. In addition, the quantitative data
bolgters the qudlitative data by providing descriptive satistics of alarger group of MFT
faculty members who responded to our web-based questionnaire. The quantitative data
provides much-needed demographic information on the group of individuas who
participated in the qualitative phase of the study.

Theoretica Framework

Thetheoretica framework | used to guide this study is phenomenology.
Phenomenology, away of thinking inaugurated by Edmund Husserl over a century ago,
is concerned with carefully describing ordinary conscious experiences of everyday life, a
description of things as one experiences them (Schwandt, 1997). The “things’ mentioned




above include perceptions, beiefs, memories, decisons, fedings, judgments, evauations,
and bodily actions. These things mentioned above are applied to aspects of aperson’'s
experience, making them meaningful (Holstein & Gubrium, 1994). From there
phenomenologica researchers use peopl€ s narrative descriptions of these Situaionsin
which an experience occurs to determine the underlying structures of the experience.
“The am isto determine what an experience means for the persons who have had the
experience and are able to provide a comprehensive description of it. From the
individua descriptions, generd or universal meanings are derived, in other wordsthe
essences or structures of the experience” (Schwandt, 1997, p. 13). Phenomenology aims
to describe peoples’ experiences and the meaning they make of them, not to explain the
experience. A primary dement to finding this meaning of the human experienceis
recognizing the context in which a Stuation occurs.

Phenomenology involves four steps (Moustakas, 1994). Thefirst isthe problem
and question formulation, otherwise known as the phenomenon. Thisiswherethe
researcher ddineates afocus of inquiry and creates a research question that is
understandable to others. Next is the data- generating Stuation, otherwise known asthe
protocol life text. Researchers collect subjects narratives using didogues. Subjectsin
phenomenologica research are often consdered co-researchers. Findly, dataandyssis
conducted, sometimes called explication and interpretation. The researcher, with the
input of his or her co-researchers, reads and absorbs the narratives to reveal the structure,
meaning configuration, coherence, circumstances of their occurrence, and clusters within
the experience. Phenomenology is used to carefully describe things as they appear to
consciousness. Theway problems, things, and events are described by the
phenomenologica researcher should take into consideration their manner of appearance
to the experiencer’ s awareness. Phenomenology, therefore, is an appropriate theoretical
framework from which to discover and andyze MFT faculty members experiences of
and conscious reflections upon their work and persond life balance.

Research Quedtions

In order to begin to understand how MFT faculty members experience the
interaction between their work and persona lives and to discover how they make
meaning of thisinteraction, | focused on the following research questions:

1. What leve of satisfaction do MFT faculty membersfed currently about the baance
between their work and persond lives?

2. Towhat do MFT faculty members attribute any changesin their sense of balance over
time?

3. What factorsimpact people swork and persond life balance?

4. How do MFT faculty members make meaning out of the balance they fed?

5. What drategies and coping mechanisms do MFT faculty members use to balance
their work and persondl lives?

6. What advice about work and persond life balance do MFT faculty members have for
future MFT faculty members?




CHAPTERII
Literature Review
Introduction

Work and family are the two spheres most centrd to individuds (Mortimer,
Lorence, & Kumka, 1986). In the past century, there has been a dramatic increase in the
numbers of people who have responsihilities both at work and a home (Clark, 2001).
This phenomenon has been the subject of much research, and the interdependence of
work and persond life has been a dominant themein mgor journas over the last 20 years
(Bowen & Pittman, 1995). Part of thisinterdependence is the balance people fed they
have between their work and personad lives. Work and persond life balance is a concept
used in the research and is defined as, “ satisfaction and good functioning at work and at
home with aminimum of role conflict” (Clark, 2001).

Hundreds of articles onthe topic of work and persond life balance have appeared
in journasin the past few decades, many of which in journds related to family sudies
and family therapy. Some of these studies have focused on people in the mental hedlth
community, however only aminority of those used MFTs as subjects of inquiry. A
review of this literature showed that balancing work and persond life can be both a
chdlenge aswell as amoativator, and plenty of anecdotal suggestions have been made
about how menta hedlth professonals can address their work and persond life balance
issues for themsalves and their families. No research has been published, however, that
examines the issues associated with the work and persond life balance of MFT faculty
membersin the U.S.

Work and persond life balance does not exist in avacuum, but it is adynamic
phenomenon that is largely dependent on the circumstances that surround it and the
vantage point from which it isbeing experienced. As part of describing the phenomenon
of work and persond life balance, then, it isimportant to examine the factors that help
people make meaning of their work and persond life balance. Meaning, according to the
Merriam-Webster's Collegiate Dictionary, isthe implication of ahidden or specid
ggnificance that one feds or experiences (2002).

Lattanzi (1984) stated that two variables are important in helping thergpists make
meaning out of their work. Thefirgt istheir padt life experiences, which can impact how
they experience stress aswell astheir work and persond life balance. The second is
communication with and support from a network of supervisors, colleagues, family, and
friends. These two variables influence the ways therapists find meaning based on what
they have seen, heard, felt, learned, and stored in conscious or subconscious memory.
Lattanzi stated thet life is amatter of timing and balance, and that the cost of doing
therapeutic work can be mitigated by the rewards and meaning it offers.

Meaning is partialy created by the work people do as well as the relationships
they have (Frankl, 1959). Clinicians, for example, experience a unique by-product of
their work in that they open themsalves up to deep, persond, individud transformation
due to the empathic, often emotional work they do with other human beings (Pearlman,
1995). This unique by-product can impact the therapist’s sense of self, world-view,
spiritudity, tolerance of affect, health, and relationships. The price atherapist pays for
doing thistype of intense, draining work is often offset by the rewards and the meaning it
offers (Lattanzi, 1984). Therapeutic work can cause both solidification and adisruption
inthergpists views of the world and the meaning they make of their internd and externd



surroundings (Pearlman, 1995). Because of this unique by-product, the meaning
thergpists make of their balance may shift over time, depending on things such astheir
casdload, their level of professona experience, and their life-stage. Al of these factors
serve to impact how aclinician makes meaning of their balance. The following review of
published literature covers the work and persond life balance of the general population
followed by more specific sudies usng menta hedth professonas as subjects of
inquiry.
General Research On Work And Personal Life Balance

A dgnificant number of peoplein the U.S. report that balancing the various roles
and respongihilitiesin ther lives can be trying (Haddock, Zimmerman, Ziemba, &
Current, 2001). Thiswork-related stress contributes to fedings of inconsequentidity, “a
feding on the part of professionas that no matter how hard they work, the payoffsin
terms of accomplishment, recognition, advancement, or gppreciation are not there’
(Farber, 1983b, p. 6). In addition to these fedings of inconsequentidity, burnout can
occur when workers perceive an imbalance between their input and expected outcomes,
and is often caused by over-dedication and over-commitment to one role or activity
(Friedman, 1985). Burnout has been defined as“...a dgnificant loss of interedt,
motivation, energy, satisfaction, and effectiveness’ in connection with one'slife (p. 549).
Burnout often affects the most caring and most involved workers such as mentd hedlth
professionals whose job it is to focus on the problems and pain of the human condition.

Thereisno lack of published research that supports the notion that balancing
work and persond life can betrying. For example, anationdly representative survey of
people in the paid workforce evaluated participants sense of work and persond life
balance. One finding showed that parents and non-parents in this sample considered
themsdves equaly burned out and equaly successtul in their work lives (Galinsky,
Bond, & Friedman, 1996). Of the parents, however, employed parents reported
sgnificantly more work and persond life conflict, increased levels of stress, and poorer
coping skills than employed non-parents. In another study, employed mothers were
found to be consstently less satisfied with various aspects of their persond lives than
fathers who work, and working mothers report higher incidence of minor heglth
problems, nervousness, and stress than working fathers (Galinsky & Bond, 1996).

On the other hand, there are researchers who argue that men and women fed good
when they successfully balance their work and persond life (Milkie & Peltola, 1999).
While most employees may report times of feding burned out and dissatisfied with thelr
baance, mogt Hill remain on the job, report feding relatively happy with their work, and
even perform well a work (Jayaratne & Chess, 1983). Some research has shown a
modest positive correation between work commitment and family commitment (Guitek,
Searle, & Klepa, 1991; Marks & MacDermid, 1996). That is, work and family
commitments tend to go hand-in-hand, not in opposition to one another. 1n addition, one
recent article highlighted the benefits of people juggling multiple roles such as parent,
spouse, and employee (Barnett & Hyde, 2001). The authors gtate that in this current
historical period, multiple roles are beneficid for men and women in terms of mentd,
physica, and rdationship hedlth.

The studies reviewed above indicate that many factors impact how people
experience their work and persond life balance. While information regarding the generd
population’s experience of work and persond life baance isimportant, it is aso hepful




to examine the research reported on mental hedth professonds. Thisliterature provides
amore focused foundation on which to build a better understanding of the work and
persond life balance of MFT faculty members.

Work And Persond Life Baance Of Helping Professionas

Before the 1970s, menta hedlth professondss, including psychologists,
psychiatrists, socid workers, counsdors, and therapists, were al but ignored in the
literature regarding work and persond life balance (Farber, 1983a). Their conspicuous
omission as research subjects has been attributed to: 1) society’ s positive judgment of
mental hedlth practitioners; 2) therapists hesitance to question society’ s unconditiona
acceptance of them as hedlers; and 3) professond organizations reluctance to scrutinize
themsalves (Sarason, 1977). Mentd hedth professionds have gained some attention
over the past few decades in the work and persond life balance literature, especidly asit
relates to women therapists (Rasmussen & Guy, 1989). Thisinterest islinked to the fact
that women have been entering the professon at a high rate for the last few decades, and
conflicts are often associated with women’s multiple and non-traditiond roles.

The mgority of the literature isin support of the notion that mental hedth
professionals experience some negative consequences due to the nature of their jobs.
Studies show that relationship difficulties (Deutsch, 1985), suicide (Farber, 1983b;
Moore, 1982; Steppacher, & Mausner, 1973), depression (Deutsch, 1985; Fine, 1980;
Rich & PFitts, 1980), and burnout affect many menta hedlth professonds. Equaly
problematic, thergpists often do not take enough time for themselves and their families
and are not in the mood to be sympathetic listeners when they get home from along day
of work focused on other peopl€e' s problems (Farber, 1983b). In addition, clients whose
problems are particularly depressing or draining, such as those who are belligerent,
suicidal, severdly traumatized, or who have borderline persondity traits, can serveto
increase levels of sress and burnout among helping professionas (Underwood, 1991).

Not only does research suggest that clinicians experience burnout, but some
research studies suggest that mental hedth professionals are actualy more prone to poor
bal ance than other professionas. Thismay be due in part to the fact that menta hedth
professionas tend to be caring, talented, and motivated people who use their resourcesto
help othersin need (Underwood, 1991). While some believe that therapists are naturdly
concerned with their own menta hedth aswell asthat of their clients (Charny, 1982) and
others think helping professiondsignore their own needs (L attanzi, 1984), most concur
that therapists' concerns about poor balance are ever-present. Therapists often
experience pain and exhaustion as aresult of their work, especidly when dients' issues
are particularly traumatic or unsettling (Figley, 1995). People who work in the mental
hedlth fidd often complain of long hours, isolation, lack of autonomy, client neediness,
insufficient resources, non-reciprocated attentiveness, and the often erratic pace of
therapeutic progress (Farber, 1983b). All of these difficulties can serve to reduce
cinicians sense of balance between their work and persond life.

On the other hand, not al research focuses on the negative impact of dinicd
work. Wetchler and Piercy (1986), for example, found that respondents from their study
of 110 Indiana thergpists reported significantly more things about their work that served
to enhance maritd/family life than things that served to decreaseit. In fact the
respondents selected over twice as many enhancers as stressors. The most commonly
reported enhancers of marital and family lifeincluded: the therapist’ s acceptance of their




own part in maritd and family problems; their development of communication ills; a
greater gppreciation of their own marital and family strengths; and a grester ahility to
prevent potential family problems. No significant differences were found between maes
and femaesin this study, nor between therapistsin private practice versus other settings.
The authors suggested that family therapists who hold a systemic view of family behavior
are more likely to accept their own part in marital and family problems. They aso
reported that, through their training and experience, family therapists may have

devel oped empathy, an gppreciation for their own marita strengths, and skills that are
key to agtable family life (i.e,, parenting, communication, problem-solving). Wetchler
and Piercy acknowledged that the chalenge for family thergpists appears to be how able
they are to baance the enhancers they get from their work while reducing and planning
for theimpact of work on their persond lives.

Similarly, Charny (1982) reported that the practice of family therapy can bring
about both positive and negative experiences for clinicians. Family therapy can actudly
serve asameans for dinicians to experience an devation in their well-being in thet the
very naure of family thergpy invites therapists to come out from behind their desks and
interact with othersin ared, vulnerable way. Family therapy, because it involves issues
surrounding human relaionships and intimacy, draws therapigts into sdf-disclosure of
some of their experiences and struggles of Smilar topics. Many client experiences
remind family therapigts of their own families, sometimes making them fed humean,
genuine, effective, and happy. On the other hand, Charny acknowledged that practicing
family therapy can have negative consequences. It can lead to aloosening of
professona and persona boundaries aswell as carryover into their persond lives of the
expectation for continuous responsveness to and involvement with others. 1t can dso
create alack of awareness of and empathy for the emotiona needs of clinicians own
families, and it can create arisk of problems and disgppointments in their home lives.
Charny points out that thergpists often work too hard and too long and leave too little
energy for family life. They are often listening SO much to others during the day that they
do nat listen well enough to their own families when they return home. Family thergpists
tend to sat high standards for family functioning based on the idedlistic trestment gods
they work with dl day, putting them at higher risk of disappointment, dissatisfaction, and
disllusonmert.

In addition to generd problems that can emerge for thergpistsin their home
environments, therapists may aso experience interpersond difficultiesin their primary
relationships. A family therapist will often develop more proficiency with warmth,
intimacy, relationships, and life skills than his or her partner, potentialy cregting a pool
of resentment, frustration, and tension at home (Charny, 1982). Some thergpists are
seduced by their professond role as one who is adored and appreciated by clients who
they help so ably. These thergpists will undoubtedly fed let down a home by family
members who do not see the same heroic qualities in them, as do those with whom they
interact in their clinica work. It isimportant for thergpiststo create in their persona
livesaclimate of acceptance for the wesknesses and problems that they and their family
members experience. Family thergpy is often indicated for clinicians and their familiesin
order to work through common challenges like those mentioned here.

Kadow and Schulman (1987) dso investigated the lives of family thergpists and
point out some of the multiple roles they juggle and the struggles they have withwork



and persond life balance. One of the risks to thergpists of poor work and persond life
balance is having an overabundance of roles and stressorsto ded with. Inther article
they quoted Freudenberger (1983) who said,

The everyday world of the thergpis encompasses deding with the

demands of one's patients, trainees, students, supervisees, and colleagues,

among others.  Implicit in the work environment itsdf are concerns about
having enough patients, sudents, supervisees, and/or securing ample
ressarch funds, getting enough publications in refereed journds, being
involved in professond and community organizations, and collecting
patient fees, roydties and honoraria. The very naure of the ‘therapeutic
persondity’ often makes it difficult for the therapist to say ‘no’ and the
congtant pressure to overextend one's sdf is difficult to ress. For some
professonas hoping for entrée to prestige and power in ther professond
field, the ambition to build a fine reputation, coupled with the demands of
building a practice and the need for success must be monitored carefully if

they are to avoid chronic discontent, burnout, and even breskdown (p. 85).

In addition, these factors may contribute to poor work and persond life balance. The
authors went on to make recommendations for therapists who need to cregate better
balance in their work and persond lives (Kadow & Schulman, 1987). These
recommendations included individua and/or family therapy for the therapist; networking
with other thergpists, and not working in isolation. Also seeking high qudity supervision
or consultation may be necessary. The authors suggested transferring clients whose
issues fall outside the therapist’ s areas of expertise or whose issues are o close to the
therapist’s current life experience that it creates pain and stress for the clinician.
Upgrading skills with continued reading, workshops, and consultation are recommended.
Findly, other suggestions included persond care and replenishment aswell as
disengaging from the professiona role outside of work. Y et another researcher echoed
these suggestions and al so added that therapists need a network of support both
professionaly and persondly (Lattanzi, 1984). This should include, at the very lest,
supportive supervisors and colleagues who provide a common language and frame of
reference for the clinician.

Based on the research reviewed above, it is clear that aclinician’swork can
impact their work and persond life balance in many ways. The following sections
outline some of the specific factors researchers have found that impact peoples’ sense of
satisfaction with their work and persond life balance. Thisincludes factorsindicating
dissatisfaction with balance, those related to satisfactory balance, gender issues, interna
and external messages, contextua issues, and coping strategies. Because thereis much
more research on the generd population than on dinicians, both will be discussed in each
section.

Poor Work And Persondl Life Balance

Poor work and persond life balance is defined for the purposes of this research as
a sense people have that one aspect or another of thelr life congstently consumes more of
their time and energy than they would like it to or fed is appropriate. Other phrases used
in the literature and in this study as synonyms for poor work and persond life balance
include work and persond life imbalance and lack of work and persond life balance.
These terms may be used interchangegbly throughout this study. Poor balance is being




viewed in the current study as an ongoing phenomenon, not smply one or two daysin a
year where someone fedls that one aspect of thelr life takes them away from the others;
that is actualy consdered normétive.

Much research has focused on people’s experience of poor work and persond life
balance. Research indicates that poor bal ance between work and persond lifeis
relatively common in the generd working population. Unfortunately, though not
surprisngly, a number of difficulties can result from poor baance among the many roles
people play in their lives. Portner (1983) wrote that poor work and persond life balance
must be resolved by family membersin order for them to fed satisfied with their work
and family lives. She found that some of the stressors that impact the satisfaction people
fed with their baance are chronic in nature. Some of those include long work hours,
taking work and worries home, difficulties making childcare arrangements, and splitting
household activities among family members. People in the menta hedlth professons
have smilar complaints about the stresses of balancing work and persond life.
Underwood (1991) found that therapists most often cited “red tape,” such as paperwork
and mestings, asther primary source of stressin their work life, followed by
adminigrative aspects and lack of time. In addition, therapists who treet their profession
astheir life rather than astheir job convey asense of poor boundaries, run the risk of
poor work and persond life balance, and risk possible burnout. Distance in and
deterioration of persond relationships outside of work can occur when clinicians relax
their thergpeutic boundaries by investing more affect in their clients and work than in
their private lives (Boylin & Briggie, 1987).

In addition to the risks associated with clinica work, many people complain that
there is never enough time to accomplish al of the work and family tasks they fed they
need to in agiven day (Portner, 1983). Thisisreferred to in much of the literature asrole
overload and can be either short- or long-term in duration. Role overload can aso
increase moodiness, pressure, and negative attitudes on the job, and decrease
competence, tolerance, satisfaction, and creativity (Underwood, 1991). Sometimes the
gressor isthe sheer lack of time, while a other times it may be the difficulty in schedules
that creates conflict. Role overload may occur when the number of roles becomestoo
great or when the demands of one role are excessive (Barnett & Hyde, 2001).
Researchers have found that increased time spent fulfilling a role decreases psychologica
distress up to a certain point, but increases distress beyond that point (Thoits, 1986;
Voydanoff & Donndly, 1999). For example, researchers found a curvilinear rdaionship
between hours of paid work and psychologicd distress. They dso found asmilar
relationship between time spent with their spouse and psychologica distress. V oydanoff
and Donndly’ sfindings supported their origina hypothesis that there are upper limitsto
the benefits of the number of hours spent in a particular role. Indeed, another researcher
discovered not only that there are upper limits to the benefits of hours spent in particular
roles, but aso that there are upper limits to the number of roles a person playsin their life
(Thoaits, 1986). Thoaits found that five rolesis the upper limit in terms of maximum
benefit to peopl€e' s psychologica well-being.

While number of roles and time spent fulfilling the expectations of those roles are
important factors in determining well-being, so too are the qudity of theroles. A sense
of overload in the workplace has been found to be positively associated with symptoms
of depression (Klein, Hyde, Essex, & Clark, 1998). In a series of analyses, both cross-

10



sectiond and longitudinal, Barnett and her colleagues have done extensive research on

the issue of role qudity and distress among dud-earning families (Barnett & Brennan,
1995; Barnett, Brennan, & Marshall, 1994; Barnett, Brennan, Raudenbush, Pleck, &
Marshall, 1995; Barnett, Marshall, Raudenbush, & Brennan, 1993). They discovered that
negative role quality a work or in one' s persond relationships is associated with high
psychological distress, regardless of gender. They also found that dissatisfaction with
work was detrimenta to psychologica well-being, and poor marital and parenta
experiences were linked to diminished psychologica welnessfor both men and women
intheir sample. All of these conditions can serve to create poor work and persond life
baance for individuas.

Along with the research on the generd population, there has dso been some
research focused on the lack of baance experienced by menta hedth professonals. One
descriptive article provides anecdotd ingghtsinto the lives of MFT faculty and is
therefore particularly helpful for this current research (Fontes et d., 1998). The authors
present information regarding their own persond experiences as MFT faculty and,
through their experiences, provide a sense of what factorstell them they lack balance
between work and persond life. Those factors include such things aslack of time, lofty
and ambiguous demands of tenure and promotion, having to answer to many higher-ups
in the bureaucracy of auniversity setting, and the “ publish-or-perish” mentdity. Lack of
time to accomplish dl they have to do is one of the biggest complaints from these four
MFT faculty members. They describe themselves as often running againgt dl sorts of
clocks, incuding tenure, biologica, semester, publication, and grant deadlines. They
may sacrifice deep, meds, and time off to get al of what they need to cover in aday
done, but they often find they till have more to accomplish at the end of the day. The
demands of working toward tenure are great and sometimes serve to keep junior faculty
in adate of insecurity. Even after tenure is achieved and full-professorship is attained,
the authors noted that they often gtill work on weekends, fal adeep at meetings, miss
medls, and take laptops and paperwork on vacation. While anecdota information like
thisisimportant for understanding the intricacies of phenomena like work and persond
life baance, the field will benefit from research to confirm and broaden the perspective
of these faculty members.

Good Work And Personad Life Baance

It may seem to be common knowledge that a lack of balance between work and
persond life is detrimenta to a person’s physicd, psychological, and relationship hedlth,
though there is another sdeto theissue. Not dl efforts to balance work and persond life
cregte negative outcomes. It istruethat lack of balance is more often associated with the
negative, but some researchers dso see stimulating or energizing aspects to people’s
attempts to balance their work and persond lives (Portner, 1983). Portner, for example,
believes that feding alack of work and persond life baance can be the kind of instigator
that helps people clarify their objectives, increase creetivity, problem solve, improve
cohesiveness, and increase their emationa investment in the areas of their life thet are
most important to them.

Smilarly, the quest to balance work and persond life does not always create
irresolvable stress. People sometimes opt for smplifying their lives when competing
demands get in the way of their sense of good work and persond life balance. Working
parents, for instance, may choose to temporarily stop working to stay home with young
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children, or they may psychologicaly or emotionaly retreat from their career for a period
of time to expand ther involvement with their family (Portner, 1983). Thismay dso
include a reduction of time a work and a change in work responsibilities, resuming to
previous levels of paid work after children grow more sdlf-reliant or the need for extra
time a home has lessened. These actions can serve to improve peopl€' s sense of their
overal work and persond life balance.

Juggling multiple roles does not aways lead to poor work and persond life
balance, dtress, and dissatisfaction. One longitudina study by Wethington and Kesder
(1989) found that, for a sample of white women, those who joined or rejoined the paid
workforce and went from homemaker to part- or full-time work showed lower levels of
depression over the three year period studied. Likewise, studies of men's participation a
home and work have dso indicated that they may benefit from managing multiple roles, a
Stuation often associated with poor work and persond life balance. Barnett, Marshall,
and Pleck (1992) found that men’s psychologica well-being benefited equaly from their
roles as employee, father, and spouse. Barnett and Hyde (2001) state, “When
relationship hedlth is the outcome, again the evidence indicates that multiple roles—and,
in particular, employment for women and family involvement for men—are beneficid”

(p. 785). These sudies help to clarify the notion that factors that sometimes cause alack
of bdancein aperson’slife, such asjuggling multiple roles, can sometimes aso be
beneficid.

Barnett and her colleagues have shown that severa processes contribute to the
link between multiple roles and beneficid outcomes (Barnett & Hyde, 2001; Barnett,
Marshall, & Pleck, 1992; Barnett, Marshdl, & Sayer, 1992). These include moderators
and mediators such as buffering, which is when the negative effects of sressor falurein
onerole are cushioned by successes and satisfactionsin another role. For men, for
example, when reaionships with their children and spouse were positive, negative
experiences on the job did not have significant effects on distress. For women,
chdlenging, rewarding work offset negative effects of childcare burdens on menta
hedth. Other beneficid outcomes include such things as added income, social support,
and increased sdlf-complexity.

Similarly, aquditative study by Underwood (1991) reported that therapists cited a
number of satisfying aspects of their work and persond lives, as well as some stressors.
In fact the researcher found that therapists in her sudy experienced above-average levels
of both stress and satisfaction. Respondents reported an average of three areas of
satifaction in ther lives. They most frequently reported that they gleaned satisfaction
from their peers and coworkers. The next most frequently reported satisfaction was from
ther interna fedings of persona and work success followed by satisfaction from their
children. These three answers accounted for 81% of the sources of satisfaction therapists
mentioned. While just over haf of therapistsin this study reported higher levels of stress
than satisfactions in their life, the rest reported more satisfactions. This study, aswell as
previoudy reviewed research, shows that some benefits come from the efforts people put
into balancing their work and persond lives.

The Role Of Gender In Work And Personal Life Balance

No review of the literature on work and persona life balance would be complete
without examining the research that highlights its intersection with gender. The work of
the private and public spheres became dichotomized aong gender lines like never before
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during the Industrid Revolution with men working exclusvely outside of the home and
women concerning themsalves with that which was ingde the home (Andrews & Bailyn,
1993). It was during this time that the notion, “Work iswork, family is family, and the

two spheres do not and should not intersect” (p. 262) became part of the culture’ s popular
thinking. Men continue to be identified with the public arena today even though they are
as likely as women to have families. WWomen continue to take primary responghility for
the private arena, even though the mgority of them now work for wage outside the home
aswdl. But research shows that both men and women encounter congtraints and conflict
in their multiple life roles, though the congtraints men face are often different and less
severe than those women face.

In theorizing the issue of gender and work and persond life balance, Andrews and
Bailyn (1993) described the sociocultural path that led men and women to the issues of
balancing work and persond lives. They dtated that, even as more women enter the
world of paid work, the assumption remains that they, not their husbands, will be the ones
to ded with the difficulties in balancing work and persond life. They pointed out that
some recent studies show that women indeed are more likely to dedl with these reslms
smultaneoudy by predilection, necessity, or both. On the other hand, Barnett, Marshall,
and Pleck (1992) noted that family roles are key to men’s menta hedth. They found
that, among a sample of 300 white, middle class, married men whose wives also work for
wage, the qudity of their work and family roles contributed equaly to their menta
hedth.

Take as an example two men from astudy of business school graduates (Andrews
& Bailyn, 1993). Both were married with children, both were white business school
graduates with established careers, but each responded very differently to the public and
private sphere intersection. Both men had different rel ationships with their work and
persond life commitments. One accommodated his private concerns by changing his
agoiraions and his definitions of success at work. The other chose not to accommodate,
but chose instead to dedl with the stress and guilt that resulted. The authors pointed out
that both men face a common dilemma.in the connection between work and family,
though their reaction to the dilemmai s different.

The larger research study that produced the vignette information above was
conducted in 1989 of 41 mae business school graduates (Andrews & Bailyn, 1993). All
but five were married at the time of the study. Twenty-four of those werein dua career
marriages, of whom 15 had children and 9 did not. In addition there were 22 women
graduatesin the sample. This study gathered both quantitative and quditative data, and
the interviews were with not only the graduates but aso their spouses, colleagues, and
bosses. During the interviews, the graduates were asked, “How has your relationship
affected your progress or performance a work?’ and “How has your career affected your
relationship? Responses were combined into a new variable indicating whether they
percaived their work and family connection as segmented, synergistic, or mixed. Those
who reveded a negative interaction between work and family were consdered segmented
(what | cdl in this study “having poor balance’). Those who described postive waysin
which their work and family reinforced each other were considered to have a synergigtic
perceptua framework (what | cal “having good balance’). Those who indicated both
positive and negative interactions between the two spheres were coded as mixed or
ambivaent (what | cal “middle of theroad”). In generd, the researchers found that men
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indud career families versus those in more traditiond Stuations, where the man works
for wage and the woman is a homemaker, reported better work and persond life baance.

In comparing the men and women in this study, the authors found that there were
dramatic differences in the way the men and women described the intersection of their
work, their partner’ swork, and family reationships (Andrews & Bailyn, 1993). The
women tended to see positive interrelations among their own work, their partner’s work,
and their family rdaionshipsin that dl three benefited their livesin someway. The
men, however, saw no effect of one sphere on the others, or they fdt that their careers
caused problems for their family lives. This suggests that the women in the sample
tended to conceive of a synergy between their work and persond life more than the men.
Perhaps they had found ways to bridge the public and private spheresin order to live with
lessstress. The men, on the other hand, seemed to find the discordance between
organizational and cultural expectations and the redity of ther lives more difficult to
manage than the women.

Based on the quditative interviews in this study, researchers found that men faced
other gender-stereotyped barriers in the workplace in terms of baancing work and
persond life (Andrews & Bailyn, 1993). While one manager was accommodating to
women who needed flexible work schedules to tend to child issues, he said, “it would fed
alittle funny” to do so for afather who approached him with a smilar request.
Interviewees had similar responses when asked to compare men and women in the same
positions at their organization on the ease of working a reduced schedule for childcare
purposes. Respondents acknowledged that it would be a novel idea for a man to request
such athing, and aman would most likely have more difficulty negotiating a reduced
schedule without it impacting his performance review in the future. Indeed, research
indicates that a minority of organizations offer both maternity and paternity leave for
their employees while more than haf offer maternity leave done. The message for men
isthat it will be very difficult to negotiate time off for child-related issues, and those who
can and do are seen as different, are not respected, and are not as rewarded in their jobs.

Even the men who were both sdf-employed entrepreneurs and in dud-earner
familiesin the Andrews and Bailyn (1993) study were very stressed both personaly and
professondly, and experienced high work and persond life imbaance. The femdeswho
were in dud-earner families and salf-employed entrepreneurs reported being satisfied
with their balance. Women seemed to structure their work around their persond life and
the arrangement fit their personality. This study provides evidence that it may be
difficult for some men to bridge the culturdly defined separation between the public and
private spheres while some women are better at finding ways to bridge the two. The
authors surmise, “...internalized gender norms combine with the gendered cultura
assumptions that work and family are separate to create different options aswell as
different strategies for men and women” (p. 271).

Jones and Fletcher (1993) also conducted research on the differences between
how men and women experienced work and persond life balance, but their results were
quite different from those of Andrew and Bailyn (1993). They found that women were
more likely than men to perceive their work as not simulating intellectualy, apossible
precursor of work and persond life imbalance. In addition, women were able to see
positive results from their work less often than the men in the sudy. Y et another study
compared the levels of satisfaction with their work and persond life among couples that
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were both in the field of psychology (Bryson, Bryson, Licht, & Licht, 1976). The
researchers sampled husband and wife psychologists and found that professond wives
reported less career satisfaction than their husbands, other male psychologists, or other
femae dinicians. Mogt of the women aso reported dissatisfaction from congtraints
imposed by their marriage. This research raises important questions about the gender
differences among married clinicians and suggests that it isimportant to continue to
investigate the chalenges mentd hedlth professionas face when trying to balance their
work and persond lives.

Not surprisingly, gender role ideology has been found to impact how people fed
about their balance among various life roles. Barnett and Hyde (2001) found that the
extent to which a person holds traditiond or nontraditiond attitudes about socid roles of
women and men impacts their relationship between their roles and outcome variables.
They reported that men and women who espoused more liberal versus more traditional
gender-role beiefs benefited from combining family and work roles. 1t appears that more
flexible beliefs about gender roles lead to more success for both men and womenin
relation to their balance of work and persond life. Non-traditiona roles, when chosen by
women, often created significant stress. For example, Rasmussen and Guy (1989)
described femde psychiatrigts as having chosen not one but two non-traditiond roles
when entering their chosen career fidd. Thefirst non-traditiona role was as a medica
doctor and the other was as a psychotherapist. The authors suggested that, while some
elements of going againgt the norm may be thrilling and invigorating to these women,
they aso faced poor socid acceptance, fedlings of isolation, and defensiveness againg a
more traditiona role or occupation. As society becomes more accepting of women in
professond settings, most women will continue to experience “ strong sociocultura
pressure to replicate the traditiona role of women dependent on, inferior to, and non-
competitive with men” (Moore, 1982, p. 438). Rassmussen and Guy (1989) stated that
this pressure is likely to increase as women attain higher professona geausin
traditionaly mae-dominated careers. Women in these careers may experience isolation,
inferiority, and negetive fedings about themsdves as employees, thereby increasing their
likelihood of feding dissatisfied with their paid work and their work and persond life
balance.

Divison of household Iabor on gender linesis one of the factors that may lead to
baance conflict in families. Renegotiating gender expectations in families where both
parents work is a chalenge shared by many people (Haddock et d., 2001). Ascitedin
the previous paragraph, some research indicates that less traditional gender norms appear
to benefit men and women in various ways (Gottman, 1999). However, severd studies
reported that, while men contribute more to child rearing and household responghbilities
now than in the past (Barnett & Rivers, 1996), generdly their contributions till fall short
of those of their wives (Williams, 2000). This leads to women taking on more of the
respongbilities a home before, during, and after their full day in the paid workforce,
creating a Stuation where working women with families are more challenged to balance
their work and persond lives than their male counterparts.

The study reviewed earlier by Pines (1993) showed some gender differences
among 80 mae and female socid workers in terms of the importance of socia support on
participants experience of burnout. Pines found that for men, the more burned out they
are the more they will vaue support from their socia environment, thereby improving
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their sense of work and persond life. For women, it seems socia support is dways
important to their sense of work and persond life balance, whether they are burned out or
not, and women reported more often that they value the importance of socid support
functions on their balance. On the other hand, in dmost dl cases people said they wanted
or needed more socid support than was available to them at any given time, indicating a
genera need for increased socid support for al working people to help them improve
their sense of work and persond life balance,

Although plenty of gender issues have been reported in the work and persond life
baance literature, thereislittle agreement and consensus on how the two are linked.
More research is needed, therefore, to both quantify and qudify the gender issues faced
by people who are balancing work and persond life, especialy on abroader population
of respondents.

Messages Regarding Work And Personal Life Baance

An important question to ask in understanding work and persond life balance has
to do with the messages people carry with them about what it means to balance those two
gpheres. People identify these messages as originating both from within and from outsde
themsalves. These messages can be from family of origin, society, religion, education,
colleagues, work environment, and awhole host of other arenas. Many messages that
originate on the outsde are internalized, while other messages are so much a part of a
person’s makeup that they seem to have originated from within. Some messages seem to
be overt while others are more covert. Indeed, messages both internd and externd often
serve as a powerful motivator aswell as a catayst for expectations. Portner (1983) notes,

The way we peform our work and family roles and the stisfaction we

fed about these roles are shaped by various kinds of expectations we or

others have about these roles. Some expectations are related to socid
norms or ideds about what mothers or fathers ought to do. Other
expectations are those we have of oursdves. Stll others are expectations

our employers have of us (p. 166).

Workplace Messages

Some messages people get from ther work environments give them information
about what is expected and acceptable in terms of work and persond life balance. Inthis
day and age, for example, employers often expect staff to work more than eight hours a
day, five days aweek (Portner, 1983). This expectation is almost always ladened with
additional expectations that promotion and above-average performance evauations are
tied to working more than the base number of hoursaweek. The time at work reduces
the amount of time spent a home, and if the employee is the primary homemaker as well,
stress and guilt can increase as tasks at home do not get the attention required.

Another type of interndized, workplace-related message is a sense of how
important an employee feelshe or sheisto their colleagues, bosses, and clients. Many
people carry with them a sense of how effective they are as employees. These messages
impact how worthwhile, productive, and indispensable a person fedls on the job, and
whether the person believes he or sheis contributing to the greater good of the
workplace. A person’'s sense of autonomy and ability to be involved in decision-making
in the workplace is part of hisor her belief and postive sdf-opinion. A person may have
asense of hopelessness, incompetence, unsuccessfulness, depression, and job
dissatisfaction when autonomy, participation, and job importance is missing (Underwood,
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1991). An employee sfedings of baance, satisfaction with work, and sense of overal
well-being can in turn be impacted by these messages.
Family of Origin Messages

Not only are messages from the workplace internalized but so too are the
messages people receive from their families of origins. Portner (1983) describesasa
ggnificant source of stress the atitudes or expectations family members and others have
on peopl€e s baance of work and persond life. In arareingders glimpse of four
prominent MFT faculty members, Fontes, Piercy, Thomas, and Sprenkle (1998) wrote an
article about the issues that impact them as family therapy educators. One of those
issues, as described by Piercy, isthe message he received from his family of origin and
the ways in which he sees it impacting his present sense of work and persond life
balance. Piercy describes himsdf as having interndized two opposing messages from
growing up in hishome. The first was associated with the devotion he saw in his parents
marriage, where he believes he internalized a “take time for each other” message about
marriage and family. In addition, he observed his parents working very hard and having
atremendous amount of faith in him. He dso interndized, from this, a message that he
could accomplish anything he st out to do if he only put into it dl of his effort. Piercy
dates, “The chdlenge of negotiating between these two messagesis one of the most
condstent srugglesin my life” This serves as a poignant example of how much of an
impact family of origin messages about work and persond life baance can have on a
person’s sense of sdlf in the workplace.

Another faculty member in the same article described her dilemmas with work
and persond life balance (Fontes, Piercy, Thomas, & Sprenkle, 1998). Sherecalled
interndizing a family message to make good use of life, and alife of senvice to others
was admirable. She aso acknowledged that being a family therapy educator carries with
it the sense that work is aways hanging over her head and she is never truly done. She
described the hours spent at her desk at work or home reading as much as she can, and
geding an extra hour or two at the office on a Sunday morning while her children were
at Hebrew school. She remarked that her work had not come at the expense of her
persond life, though, because she had managed to personify the Superwoman
phenomenon, which she said is beginning to lose its apped. For years she summoned
every bit of energy to raise children, teach, advise, commute, and share household chores.
This often fet like svimming long distance upstream. She described her experience of
severerole drain as she practiced being a full-time wife, mother, and MFT faculty
member. Shelooked at hersdf later and redlized that she was not cresting the best model
for her students on how to balance work and persond life. She reported feding thankful
that her children let her know when they needed something from her, that she or her
husband could be home when the children got off the school bus, and that pictures at
work of her children reminded her to go home each day. These were the important
elementsthat she placed in her life that helped her improve her sense of work and
persond life baance.

Coping Strategies Used To Manage Work And Persond Life Baance

Much of the research literature concludes with discussions that are bulging with
suggestions for people who are trying to balance their work and persond lives. With dl
of the suggestions that exist in the literature about how to cope with the issues of work
and persond life balance, an important over-arching statemert is that the right approach
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isone that feds right and works for the individua. This section reviews literature that
suggests coping strategies both for the generd public, clinica populations, and then
specificaly for menta hedlth professonasto usein their own lives.

In anationally representative study of 2,958 wage and salaried employees,
employed parents reported areas where employers can strategize ways of helping them
dedl with their work and family life baance (Galinsky et d., 1996). The authors
suggested employers focus on improving conditionsin: 1) workplace policies and fringe
benefits such asflex time, leave, and dependent care benefits, 2) characteristics of the job
such as autonomy, job security, and employee control over schedule; and 3)
characterigtics of the workplace environment such as advancement opportunities,
supportive culture, and support from supervisors. This study showed, however, that only
one of the above factors, characterigtics of the job, predicted conflict between family and
work life, explaining 6% of the variance in the outcome. Employed versus unemployed
parents experienced lower conflict, less stress, and better use of coping skills when they
experienced increased autonomy a work, less hectic and frenetic work, and more of a
sense of job security.

A qudlitative sudy amed at developing a new work and persond life baance
theory found that communication and relationship development are keys to improving
work and persond life balance (Clark, 2000). Communication with co-workers, and
supervisors about family events and Situations can increase their avareness, thereby
enabling them to be more supportive, informed, and understanding about the happenings
in an employee’ s persond life. The sameistrue for informing family members of thet
which is happening at work. Making work and home more integral parts of aperson’s
identity can lead to increased influence both at work and at home, thus dlowing for better
work and persond life baance.

A number of very recent studies have found that one mediating variable for
developing good work and persond life baance is job flexibility (Clark, 2000; Clark,
2001; Hill, Hawkins, Ferris, & Weitzman, 2001). In one very large study of 6,451 IBM
employees, researchers found that about haf of those surveyed described difficulties
baancing their work and persond lives (Hill et d., 2001). Perceived flexibility, defined
as an employee s ability to choose their work location and schedule, was strongly and
positively correlated with work and personal balance for both men and women.
Perceived job flexibility enabled employees to experience good work and persond life
balance and to work longer hours before they felt their balance was negatively impacted.
The benefits of flexibility were found to be even more important to parents than norn-
parents in the sample. Fexible work enables parents to be more synchronized with the
schedules of their children, thereby enabling parents to better balance work and persona
life. The authors surmised that just afew of the possible benefits of this flexibility on
families could be less maritd conflict, better monitoring of children, increased periods of
breastfeeding after the birth of an infant, and less depression.

Penty of suggestions come from and are given to mental hedlth professonason
the topic of balancing therr lives and reducing risk of burnout and unbaanced living
(Boylin & Briggie, 1987; Case, 1992; Chrestman, 1995; Friedman, 1985; Pearlman,
1995). These suggestions are meant both for the self- of-the-therapist as well as for them
to use with their clients who may be deding with their own issues of work and persond
life balance. Suggestionsfor coping strategies to improve baance comein dl shapes and

18



szes, whether they are physicd, emotiona, psychologica, socid, or spiritud in nature.
Some recommend menta hedlth professonds try the use of humor to help dleviate some
of the gtrain of balancing work and persond life (Boylin & Briggie, 1987; Case, 1992).
This idea was echoed by Friedman (1985) who pointed out that humor, as well as other
drategies, can decrease stress on the thergpist within the context of the therapeutic
session.

Other suggestions for reducing stress while working with families included
permitting the family to keep the problem, maintaining a flexible schedule, sharing
fedingsin sessons, dlowing slence in the room, and purposively defining one's
therapeutic role. Some researchers agreed that family therapists can use specific
thergpeutic interventions in their practice that will have postive implications for their
own hedlth outsde of the therapy room (Boylin & Briggie, 1987). One suggestion, for
example, wasto indtill in the family a sense thet every family member isan integra part
of the team by inggting that every person be present for family sessons. Metaphoricaly,
this intervention suggests to the therapist the importance of the involvement of dl family
members, including themsdves, in their own persond lives. It can aso serve to mirror
the therapist’ s own need to avoid isolation in their persond life, thereby providing more
opportunity for a satisfactory sense of balance. Other interventions that serve to mirror
the redl-life importance of work and persond life balance included being part of aco-
therapy team, supervision, and joining a professiona support group to process some of
the issues that come up in both the work and persona spheres of life.

A recent study used grounded theory to investigate the adaptive Strategies of 47
middle-class, duad earning parents who were successfully balancing work and persond
life (Haddock et a, 2001). These couplesdl resided in three urban areas in the state of
Colorado, had at least one child 12-years old or younger living a home, and both worked
for wage at least 35 hoursaweek. All couples were pre-screened to ensure they thought
of themsdlves as. 1) rlaively skilled at balancing work and persond life; 2) more
successful than failing in thelr attempts to balance work and persond life; 3) credtivein
their attempts to balance work and persond life; 4) satisfied with their performance a
work and a home; and 5) feding that they have quaity and quantity time with their
spouse and children. The average length of marriage for the couples was nearly 13 years.
The average age of the women was 38. The average age of the men was40. The
occupations of the couples were diverse with at least one professor in the sample.
Women worked an average of 40 hours per week while the men worked an average of 45
hoursaweek. The mgority of respondents were white and afew were Higpanic, African
American, Asan American, and Native American. Respondents completed a battery of
written questionnaires and a conjoint, semi-Structured interview lasting approximeately 90
minutes. Researchers used an inductive, cross-case approach to the analysis in the hopes
that the data would “spesk for itsdf” (p. 449).

Ten drategies emerged that helped guide couplesin making decisions and
shaping their behavior regarding their various responsibilities (Haddock et d., 2001).
Those drategies included vauing family asther highest priority, striving for partnership
in ther marita relationship, deriving meaning from work, maintaining work boundaries,
focusing and producing a work, prioritizing family fun, taking pride in dua earning,
limiting activities that restricted family interactions, making decisons proactively, and
vauing time. The couples did not implement dl of these Srategies dl of the time, but
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instead they reported that the strategies guided their behaviors and decisions. The
researchers added that, whileit is clear that the couples in their sudy have been cregtive
in designing alife that works for them, their success is also dependent on contextual
factors and other variables such as aresponsive workplace and higher than average
family income.

Along the same lines as adaptive Strategies for work and persond life balance,
another quditative study, thistime of 80 menta hedth professiona's, examined the
mediating factors that helped stave off burnout among socid workers and found that
socid support was key (Fines, 1993). Burnout, as mentioned earlier, is an extreme
consequence of long-term work and persond life imbaance. Those providing support to
these socid workers included supervisors, subordinates, colleagues, spouses, children,
family, and friends. Socid support came in the form of listening, emotiona support and
chdlenge, sharing of socid redlity, and technica support. The most highly rated
functions were listening and emotiona support. The authors found that the more subjects
experienced burnout the more important the socia support was for them. Socid support,
it would then follow, would be an important mediator for work and persond life baance.

According to one study looking at the impact on therapists of work with trauma
survivors, another mediating variable that serves to improve work and persond life
balanceis professiona experience. Thiswas associated with decreased avoidance,
dissociation, anxiety and trauma symptoms (Chrestman, 1995). Getting additiona
training (measured by number of Clinica Education Units) and an increase in percentage
of time spent in research activities was linked with decreased avoidance and served as an
important mediator for therapists well-being, connectedness, and network building. The
researcher aso found that therapists who seek out other therapists through conferences
and other professond activities are more able to identify with others and regain a sense
of community.

Another contribution to the literature on ideas to help thergpists improve their
sense of balance comes from Pearlman (1995). She states that baancing work, play, and
rest helps thergpists remain grounded and steady in their identities. One suggestion
includes socidizing with friends and family to reconnect with the saif as something other
than awork persona (therapist, employee, teacher, researcher, etc.). Ancther isengaging
in ectivities that help one fed nurtured, receptive, and safe. Exerciang on€e' s credivity
by participating in cultura or artistic pursuitsis another suggestion. A thergpist can
reconnect with his or her own body by way of exercise, massage, dance, improved di€t,
deep breathing, and rest. It isimportant to rebuild one’ s world-view by spending time
with hedlthy children and adults, working as an activist on issues of socid judtice, and
travel. Another suggestion is rgjuvenating one' s airitudity through journding,
meditation, yoga, and engaging with art, nature, or religion. Pearlman dso suggests that
therapists balance their casdoad of clients so as not to have too many emotionaly
draining, difficult cases. She recommends baancing the workday to include some
therapy, supervision, meetings, and breaks. Findly, she endorses balancing clinica and
non-clinicad work by creating time each day for sdlf-care activities such as taking a non
working lunch, a phone call to aloved one, waking outdoors, and meditation. All of
these activities serve to help athergpist fed more baanced and reduces their risk of
burnout and dissatisfaction.
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Another study examined the effect of leisure activity on therapists sdlf-report of
burnout (Hoeksma, Guy, Brown, & Brady, 1993). Researchers surveyed over 200
psychologists across the U.S. and found that “the degree of satisfaction with leisure time
activities was negatively correated to the degree of burnout experienced by
psychotherapists’ (p. 54). The leisure activities were psychological, aesthetic, socid, and
educationd in nature. The number of hours aweek spent engaging in leisure activities
was negatively correlated with degree of burnout. The authors suggest that therapists
who are involved in stisfying leisure activities may be guarding against burnot,
especidly those that are relaxing, that provide relief from daily stressors, and that
increase one' s sense of persond accomplishment. 1n addition, thergpists can help prevent
burnout by limiting the amount of professond work they do every week.

Methodologies Used To Study Work And Persond Life Balance

There are amix of methods used to study the issues of work and persond life
baance. Higoricaly, mostly quantitative studies have examined work and persond life
intersections. However there has been a recent increase in both mixed method and
qualitative methods when studying work and persond life badance. Thismay be because
understanding how people baance their work and persond lives, how they make
meaning of their balance, and the advice they have for others are more easily understood
and explored using qudlitative inquiry. For example, a gender-related study by Andrews
and Bailyn (1993) of the private and public spheres of life used a mixed-method approach
to gather datathat was rich in detall, imagery, and thet retained a certain leved of
emotiona impact. Although the udy was smdl, it contained alot of information about
how people experienced the dilemma of balancing work and persond life. They were
able to compare men’s and women' s experiences in awide range of issues, and then
provided rich quotesto illustrate respondents’ ideas using the respondents own voices.

Ancther quditative study that focused on therapists sdf-reports of work and
personal life balance was a dissertation by Underwood (1991). This study of 30
therapists used a snowba | sampling method but, because the interviews were to be face-
to-face, only included therapigtsin one locde. The number of participantsin this sample
was large for a quditative inquiry and the range of level of thergpeutic job experience
was wide (between 2 and 23 years of therapy experience), yet the gender mix of
respondents was poor (four men and 26 women). Besides the investigator, two other
raters were used to cross-code the qualitative responses, showing agreet ded of attention
to the issue of methodologica rigor.

The only article | found that specifically addressed work and persond life balance
among MFT faculty members (as opposed to menta hedlth professonasin genera) was
an anecdota description of four faculty members s sdlf-issues (Fontes et a., 1998). This
article, while not researchbased, provided a descriptive, interesting, thought-provoking
account of how four MFT faculty members conceptualized their work and persond life
issues. In many ways the results were similar to the open-ended, semi-structured
interview responses from more formalized qudlitative research studies. The faculty
clearly addressed a set of focused issuesin a persondly revealing way. The method they
used to disseminate information in this article, while not rigorous methodologicaly,
served its purpose in shedding light on an issue not researched with this subset of menta
hedth professionds.
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The Current Study

Literature currently exigts on the work and persond life balance of the generd
population as well as of mentd hedlth professonads. Some studies indicate that work and
persond life bdance is chdlenging for clinicians due to the stressful nature of their work,
but other studies show there are aspects of being aclinician that serve to improve work
and persondl life balance. No research, however, has studied the work and persond life
balance of MFT facuty members. Only two published studies look at any aspect of the
work and persond lives of MFT faculty members, and those were ether purely anecdota
or focused only on brief case examples of afew faculty members.

My research will fill agap in the published literature on work and persond life
balance. While thereis an abundance of research on work and persond life balance on
generd populations as well as the sub-population of menta hedlth professonas, nothing
has been published on the specialized population of MFT faculty. Theseindividuds are
unique in that they are not only theragpigtsin their own right, but they are training the next
generation of therapists aswdl as publishing, teaching, researching, and mentoring.

MFT faculty members dso juggle aplethora of rolesin their persond lives. They are
aso unique in that they have been trained systemicaly and are well versed in relationship
dynamics, problem solving, and the intersection between systems. Asthergpists and
scholars of family thergpy they are congtantly exposed to ideas and Situations of human
difficulty and problems. Asteachersthey are chalenged by the needs of their sudents,
their universty community, and their fidd. Asaresult, MFT faculty members may find

it chdlenging to find a satisfactory, on-going balance in their lives due to their experience
of juggling so many emotionaly charged and time consuming roles.

While the generd literature on work and persond life balance is foundationaly
critical for this study, more complete, in-depth information is needed in order to
understand MFT faculty members experiences. Although this study is based on
interviews with only 16 MFT faculty members, it goes further than any other published
research in that it begins to address the specific dements of MFT faculty members work
and persond life baance.

A mixed-method study design is the most appropriate to use at this stage of
inquiry congdering o little is known about the work and persond life baance of MFT
faculty membersinthe U.S. In that so many of the research articles reviewed above have
used smilar mixed-method or exclusvely quditative methodologies, this research
followsther lead in atempting to not quantify but qudify this phenomenon. In
qudifying the work and persond life baance issues of MFT faculty members, | will use
many of their actual words and phrases to provide a decriptive, exploratory glimpseinto
some of the experiences of this seldom-researched population.
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CHAPTER I
Methods
Introduction

This research was conducted over the course of one and a hdf years, from Fal of
2000 to Spring of 2002. The research emerged out of interest from Dr. Karen Rosen, Dr.
Bill Northey at AAMFT, and participants of the 2002 AAMFT research corference.
Karen and | began to develop the research design and protocols with suggestions from
Bill. After theinitid questionnaire was developed and the data collection procedures
were refined, | wasinvited to take over the research as athesis, at which time Bill was no
longer involved. Karen supervised my work from that point on, providing oversight,
guidance, coding expertise, and editoriad comments throughout. She also co-created the
coding scheme for andyss. Throughout this paper, therefore, whenever | mention “we’ |
am referring to Karen and mysdf, the research team.

Participants and Recruitment Process

In the fal of 2000, the researcher team obtained permisson from AAMFT and
COAMFTE to use ther lig-serves to recruit study participants. These lig-serves
contained names of professionasinterested in research on marriage and family therapy-
related topics. Bill Northey explained that the vast mgority of the names were of people
a organizations of higher learning in the United States. Bill was unable to provide a
profile of the people included in the lig- serves, though he was confident that many of the
MFT faculty members with whom we wanted to speak were represented in the ligts.

| sent e-mail messagesto dl members of the lig- serves explaining the sudy and
requesting that interested faculty members go to the website where further instructions
would guide them through the questionnaire. In order to target the intended population of
respondents, the e-mails and informed consent stated that we were interested in surveying
MFT educatorsinthe U.S. | sent three rounds of e-mailsto the lig-serves over athree-
month period. For those who were unable to access our website due to technical
difficulties, | sent acopy of the questionnaire and consent form and requested that they
fill out the questionnaire, Sgn the consent form, and return both using an enclosed
postage-paid envelope.

After each participant completed and submitted their questionnaire responses, the
final question asked if they would be willing to participate in the quditative interview
phase of the study. Those who wanted to participate then typed their name, phone
number, and e-mail address in the space provided. That information was then forwarded
to Karen via e-mall dong with the participant’ s unique questionnaire identification
number. The information was protected on Karen's password- protected computer. She
then sent an e-mail to me with the identification numbers of dl of the people who
volunteered to participate in the interview s0 as not to disclose their names until after the
interview sample were selected. We did this because some respondents might have been
wedl-known in the field and we wanted to reduce the risk of sampling faculty based on
thelr notoriety.

| chose interview participants usng a purposive sample. Thereason | used a
purposive sample was to udy afew individuasintensdy with the god of generdizing
to atheory, not to a population (Newfidd, Sdls, Smith, Newfield, et d., 1996). A
purposive sample requires that the research establish aligt of criteriathat the sample must
have (Newfidld, et d., 1996). All of those | selected were full-time faculty (9- or 12-
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month gppointments), taught in an MFT program, and had been an MFT faculty member
for at least one year. In order to achieve some sample diversity, | first selected an equal
number of men and women, then varied the postion level (full versus assistant
professor), selected arange of ethnicities, chose avariety of sate representations,
selected both married, divorced, and single participants, then chose people with a variety
of levels of satisfaction with their current balance of work and persond life. Once |
selected the participants, | sent the selected identification numbers back to Karen. She
matched the ID numbers to the people who volunteered and sent me the names, phone
numbers, and e-mail addresses of each of the salected participants.

| used the criteria mentioned above to purposively select an equa number of men
and women from the 29 who volunteered to be interviewed. Of those, dl of the women
only haf of the men agreed to be interviewed. Two of the purposively selected men did
not reply to any of the e-mails or phone cdls inviting them to be interviewed. One other
replied that he was leaving the country and would not be available during the period of
data collection. Thefind person was willing, scheduled, postponed due to a technical
difficulty, and was unresponsive to follow-up e-mail requests for rescheduling. A second
round of purposive sampling was conducted so that an equa number of men and women
would be interviewed. All of the men in the second-round of purposive sampling were
willing to be interviewed. Four of the five were sdlected and the fifth was excused from
inclusion so that equa numbers of men and women would be represented in the second
phase of data collection.

Procedures

| used a mixed-method gpproach in my study, including a brief questionnaire
followed by in-depth telephone interviews. The two phases of data collection included
Phase | (quantitative) and Phase |l (quditative). Phase | included a quantitative
questionnaire to gather exploratory and demographic information from the study sample.
The second purpose for Phase | was to recruit faculty for the second phase of data
collection. Phase Il conssted of the in-depth quditative telephone interviews. These
interviews provided the depth and breadth of information needed to more fully
understand how MFT faculty members balance different aspects of their lives. Because
of the exploratory nature of this research, in-depth quditative telephone interviews ware
deemed the most gppropriate quditative method of data collection. The following
sections describe in full the method used for both phases of data collection.
Phase | — Quantitative Data Collection

| collected quantitative data usng a web-based questionnaire that consisted of
multiple-choice and afew short answer questions. The research team designed a consent
form (Appendix A) and questionnaire (Appendix B) for the purpose of this research
sudy. | desgned the questionnaire to take no more than 30 minutes to complete, and for
the purpose of confidentidity and anonymity, the questionnaire did not contain any
guestions about the participants identity (i.e., name, address, e-mail, universiy).
Instead, a consultant designed the web-based program to assign a unique identification
number to each participant at the time the respondent submitted his or her data

Participants who decided to complete the questionnaire clicked on a hyperlink in
the e-mail message | sent which took them directly to our web-based questionnaire. The
first screen they encountered was the informed consent (Appendix A). They began by
reading the informed consent that contained information on the purpose of the study, the
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study procedures, risks and benefits of participation, and a statement of confidentiality.
The consent form ingtructed participants that the researchers would not compensate
anyone for their participation, participants were free to withdraw at any point with no
professiona or persond risk, that the research has been gpproved by Virginia Tech's
Internad Review Board, and provided alist of the names and phone numbers of the key
researchers. Those who agreed to our terms clicked alink that read, “1 have read the
above. | agreeto participate. Proceed to survey.” Those who decided not to participate
clicked abutton that said, “1 do not want to participate’ and were exited from the system

Participants who were interested in filling out the questionnaire but who were
unable to access our web-based survey were able to send a request asking for amailed
paper copy of the consent form and questionnaire. These individuas were ingtructed to
send back their questionnaire and signed informed consent in the pre-addressed, pre-
stamped envelope provided.

For quick and smple data entry, the researcher team hired a consultant to design
the web-based questionnaire. The designer included a feature that enabled the data to be
automatically entered into a database for future analysis. For those who sent in a paper
version of the questionnaire, | assigned a unique 1D number to the interview and entered
those by hand into the database. The database was saved as an Access database and was
delivered to the researchers viae-mail at the end of this phase of data collection. The
consultant disabled the web-based questionnaire after ddlivery of the database so no late
participants could enter data after andysi's began.

Phase I — Qudlitative Data Collection

The second phase of data collection consisted of one round of in-depth telephone
interviews, al conducted by me. In-depth interviews are particularly useful when the
researcher wants to investigate peopl€ s perceptions of the world and the meaning they
make of the events they experience (Sprenkle & Moon, 1996). We designed the
interviews to fill in the gaps of knowledge that emerged from the first phase of data
collection and to obtain a thorough understanding of the interviewees experiences of
baancing their work and person lives. Thisincuded their sruggles and triumphsin their
quest for balance, the messages they perceived as working on their sense of balance, the
way others thought they handled their balance, and suggestions for future MFT faculty
members. We designed the open-ended questions to be flexible and fluid. This dlowed
the interviewer to probe and investigate more completely while lisgening to the
participants stories and creating a channd for discovery (Boss, Dahl, & Kaplan, 1996).
The actud interview questions gppear in Appendix C.

In order to stay connected to the experiences of the participants, | carefully
listened to the participants stories, carefully transcribed their interviews verbatim, sent
them the transcripts for comments, and sent them the prdiminary results for comments
and feedback. All of these activities were important to ensure | had recorded an accurate
interpretation of the faculty’ s experiences (Boss et al., 1996).

Once | purposively chose the interview participants (discussed earlier under
recruitment), | sent each faculty member an e-mail to assess their ongoing interest in the
interview phase of the study and to set up an gppointment for the in-depth phone
interview. | then sent an e-mail to each participant confirming the date and time,
especidly noting the difference in time zones S0 asto prevent miscommunication. | aso
included in this e-mail the broad research questions, the expected length of the interview
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(approximately 30-minutes), and a confirmation of the phone number a which they
preferred to be caled. At the agreed upon time and day, | called the participant, reviewed
the procedures of the interview, clarified any questions they had about the research, and
asked for verbal consent to proceed and to audiotape the interview.

At the conclusion of the telephoneinterview, | thanked the interviewees and
asked for their permission to e-mail them the transcript of the interview for them to
review and on which to comment. | sent each interviewee athank you letter and the
transcript viae-mall with ingtructions to reply with any comments or corrections within
oneweek. About haf of the respondents replied with comments. Some smply said they
read the transcript and it was fine, they sent back typographical corrections, and a couple
sent back requeststhat | not quote particular parts that they thought would easily identify
them.

| conducted the first 12 interviews between March, 2001 and June, 2001. | then
conducted a preliminary analys's, detailed below. From there | developed a poster
presentation of the methods and preiminary findings and presented to MFT colleagues at
andiond conference. My intent was to generate idess, dlicit reactions, and gather
thoughts from an audience of colleagues. This was especidly important snce | had been
so immersed in the datafor so long. From there | stepped away from the andysisfor a
few weeks and returned to collect data from thefinal four interviewees. At thispoint |
was able to test some of my hypotheses with the remaining respondents and gather more
support for the data | collected in the previous 12 interviews.

In quditative research, the researcher kegpsjournas and memaos to record abstract
thoughts and concepts about the data. These often include specul ative comments about
theory and the relevance of emerging issues to the extant literature (Gilgun, Day, &
Handdl, 199; Strauss & Corbin, 1990). It isaso important for the researcher to keep
track of the impact of their biases during analys's, and journds detailing the researcher’s
experiences, emotions, insghts, and questions resulting from the analysi's can be recorded
(Bosset d., 1996). Thejournas| kept included these dements aswdl as my thoughts
about interpretations of the stories | heard, connections among participants experiences,
and my countertransference of what | heard both during the interview, while typing the
transcripts, and while andyzing the data.

Quadlitative research also cdls on the researcher to be the primary data collection
ingrument (Moon, Dillon, & Sprenkle, 1990). | recognize my influence on the deta
collection, not just as a person, but dso as an individua who is embarking on this career |
am sudying. In many ways| am smply afew steps behind many of the faculty members
with whom | spoke, and my keen awareness of my interest in their experiences was
important information for analysis. | am hopeful that my interest in the experiences of
the faculty with whom | spoke served to convey a sense of inquisitiveness and openness
in order to help build rapport with the interviewees. In anumber of instances their stories
dirred thoughts or fedingsin methat | knew | needed to discuss with my co-researcher
in order to get some closure and to think through how those might impact the andysis. In
order to better preserve my role as researcher, | recorded journa entries with my
observations of my own processin order to remember them during the andysis.

Unit of Andlyss

The primary unit of andyssfor this current research study wasthe individud.

The questions focused on how MFT faculty member, as individuals, experienced their
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work and persond life balance. In an effort to produce a somewhat more systemic darnt,
| did inquire asto how sgnificant peoplein their life viewed their baance. Thiswas not
amply sdf-reported data, instead | requested they speak with someone close to them
before the interview to ask how others perceive the faculty’ swork and persond life
badance. Regardless, the unit of andysisfor this sudy isthe individud.

Daia Andyss

| analyzed the quantitative data usng SPSS 11.0 for Windows. Thisandysswas
restricted to frequency distributions to provide descriptive Statistics on the questionnaire
data. The anayssincluded data from the entire sample of 43 participants as well as
another displaying results from just the group of 16 phoneinterviewees. Thislargey
demographic information from the questionnaires serves as additiona information in
support of the quditative anayss.

| focused most of the andysis on the quditative data in order to develop a broad,
rich, descriptive picture of the interplay of the work and persond life balance of the 16
MFT faculty members. The purpose of quditative andyssisnot to tie up al loose ends
but to create a sense of better understanding of the experiences of the participants (Boss
et d., 1996). Dataandyssin quditative research isarecursve and iterative process
where datais collected and analyzed concurrently (Moon, Dillon & Sprenkle, 1990). In
addition, the process of andyzing this data included my immersion into the deta.in order
to observe and define what is there and to notice what ismissing. It dsoinvolved
creative synthesis of information so that the results are communicated in a meaningful
and accurate way.

Before andyzing the data, | transcribed each interview verbatim using aword
processing system. | excluded information that the interviewees asked me to mask,
names of specific people, or any other identifying information. | typed each interview as
asgparatefile, spdl checked each, and then sent them to each respondent for verification.
After | made the necessary corrections or additions to the interview, | then saved thefile
asatext filein order to download it into the analys's software package.

| andyzed the quditative interview data usng QSR NVivo Verson 1.2 quditative
andysis software. This software helped me organize the data so that | could employ the
consgtant comparative method more easily. The congtant comparative method isa
systematic process by which the content of the datais named or coded, compared to
amilar occurrences, and organized into categories. | began my coding by reading the
firg four or five interviews and making notes on a piece of paper regarding the themes
and patterns that were emerging. | provided Karen, my co-analyst, a copy of these
themes and a hard copy of the first four interviews. Together we were able to break
down into broader concepts the ideas and notions that faculty members discussed by
identifying themes and patterns found across dl interviews. | then returned to the
computer where | eectronicaly entered codes in each interview based on Karen and my
discussons. We continued to code in thisway as more interviews were conducted,
transcribed, and andyzed. We met gpproximately every other week to examine our
codes and come to a consensus about under which category a concept should go. We
continued this way with the remaining interviews, fine-tuning and re-examining the
themes and codes. Asaresult of that process, we were able to come up with a set of
categories that eventually became the basis for the results section, described in great
detal in the next chapter.
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To bolster the reliability of the andlysis, Karen and | coded interviews apart and
together, comparing and commenting on each other’ s thought processes. Karen was
ingrumentd in providing broader, more distant opinions of the data considering she was
not as intimately involved with the raw data collection and transcript creation. This
undoubtedly reduced some of the rater bias and improved the vaidity of the results.
Karen's and my written journals and memos were typed up and kept as data for the
discusson section. Thisinformation was helpful in describing our persond reactions to
results, our process of coming to certain decisons or conclusons, and providing some
ingght into our processes during the data collection and analysis.
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CHAPTER IV
Results
Introduction

My intent for this research study was to develop an in-depth, descriptive
understanding of the experiences of afew MFT faculty members across the country in
terms of their work and persond life balance. My hope was to gather datafrom a
relatively diverse set of faculty, so | used aninitid data collection technique of aweb-
based quantitative survey followed by in-depth interviews with a subset of faculty
members. Intota, 43 MFT faculty members responded to my e-mail request for
participation. All but three were able to use the web-based format. All participants were
members of two ligt serves, AAMFT Research and COAMFTE. All were full-time, part-
time, or adjunct facuty who were working as MFT educatorsinthe U.S. MFT educators
means they are working in MFT graduate programs (master’s, certificate programs, or
doctord programs) or they are teaching, mentoring, and supervising in an affiliated
department such as counsding psychology or pastora counsdling.

Thefirg part of this chapter will focus on the quantitative results from the 43
faculty members who filled out the web-based questionnaire. The bulk of the results
section, however, will focus on the quditative results of the in-depth phone interviews
conducted with eight male and eight female MFT faculty members. The following
sections outline some of the results from these quditative, in-depth phone interviews.
After the demographic sections, | describe the most sdient themes that emerged from the
respondents comments during the interviews. Through these themes | develop a
structured portrait of the issues and factors that play apart in how faculty members make
sense and meaning of their balance. These include themes regarding how these faculty
members fed about their balance and what indicators they use to make sense of their
baance. Other themes involve the things that serve to enhance and reduce faculty
members work and persond life balance and how gender interacts with their issues of
baance. Findly, | discuss themes surrounding the coping Strategies used by faculty to
ba ance the two redims and a variety of suggestions regarding how future MFT faculty
members can balance their work and persond lives.

Quantitative Results of Quedtionnaire Respondents

While the focus of the results section is quditative, it isimportant to highlight
some of the quantitative results of the entire sample questionnaire respondents such asthe
demographics and levels of satisfaction. This datais presented here to provide some
context for the quditative results. | collected demographic data for each faculty member
by way of the web-based questionnaire. The actua demographic questionsarein
Appendix B. Firgt | will detail some of the quantitative results from the entire set of 43
questionnaire respondents followed by demographics and levels of satisfaction for the 16
interview respondents.

Table 1 shows the frequencies of the basic demographic datafor dl 43
respondents. As the table shows, there was a balance of men and women, arange of ages
represented, and dmost evenly divided by those with children a home versus those with
no children at home. There was aso abaance of postion levels and years as afaculty
member. Ethnicity and whether the respondent had the option of tenure in their position
were not aswdl represented. Under ethnicity, Table 1 shows that the vast mgority of
respondents were white. The other 14% included one person who self-defined as Asan,
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two Latino, and 3 “other.” One of the “others’ salf-defined as Europeant American, one
Jewish American, and one did not eaborate.

Table 1. Demographics of Questionnaire Respondents

N =43
Item % Item %
Gender Relaionship Saus
Femde 44% Sngle 12%
Mde 56% Partnered 88%
Age Postion Leve
<39 31% Full Professor 21%
40-49 31% Associate Prof 42%
50+ 37% Assstant Prof 30%
Other 7%
Ethnicity Tenure Status
White 86% Tenure track 84%
Other 14% No tenure track/ 16%
Other
Children Home? Y ears as Faculty
Yes 51% 1-4 21%
No 49% 59 33%
10-14 28%
15+ 19%

In addition to demographic-type variables, one of the questions from the web-
based questionnaire asked, “On ascde from 1to 5, what isyour CURRENT leve of
satisfaction with the balance you have between your work and family life?” The
response categories were: 1) not at al satisfied; 2) not very satisfied; 3) satisfied; 4) very
satisfied; and 5) extremely satisfied. The first two response categories were combined to
creste the new category caled “Not Satisfied.” Answer categories three, four, and five
were combined to create the new category caled “ Satisfied.” Table 2 showsthe
frequency digtribution for this question of dl 43 respondents.

Table 2. Questionnaire Respondents Current Level of Satisfaction with Work and
Persona Life Baance

Question Wording N %
Current Leve of Satisfaction with
Work and Personal Life Balance

Not Satisfied 12 28%
Satidfied 31 2%
TOTAL 43 100%

| cross-tabulated respondents’ reported level of satisfaction with a number of
demographic-type variables from the quantitative data. Figure 1 below showsthe
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distribution of gender by respondents’ level of satisfaction with their work and persona
life balance. The graph shows that the mgority of men and women in the sample
reported feding satisfied with their balance, though more men than women reported

feding satisfied.
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- male

Not Satisfied Satisfied

Satisfaction With Work/Personal Life Balance

Figure 1. Gender by Satisfaction

Figure 2 shows the results when | cross-tabulated age with the respondents’ level
of satisfaction with their work and persond lives. This graph showsthet dl of those who
are 50-years old and older reported feding satisfied with their balance. Both younger
categories of respondents reported satisfaction and dissatisfaction more equally, though it
is clear that the older the respondents the more satisfied they are with their balance.

Percent

Age
[ 39 and younger
40-49
B0+

Not Satisfied Satisfied

Satisfaction With Work/Personal Life Balance

Figure 2. Age by Satisfaction
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Figure 3 shows the variable of relationship status by respondents’ level of
satisfaction with their work and persond life. It is clear from the graph that dl of those
who responded to the questionnaire who were not partnered felt dissatisfied with their
balance. Thelarge mgority of those who were partnered were satisfied, with less than
20% feding dissatified.

100 7

80 1

60 1

Percent

0 Relationship Status

- not partnered

! partnered

Not Satisfied Satisfied

Satisfaction With Work/Personal Life Balance

Fgure 3. Reaionship Status by Satisfaction

Figure 4 shows respondents level of satisfaction by whether they arein atenure-
track pogition within their university or not. This does not mean that the respondents
have tenure, but that they arein a postion wheretenure is possible. The graph shows
that those who are in tenure track positions are the only ones who report both
dissatisfaction and satisfaction with their work and persond life baance. All of those not
in tenure track positions reported feding satisfied with their baance. “Other” indicates
someone who is not in atenure track position because they are contracted for only a
certain number of yearsin their postion.
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Figure 4. Tenure Track by Satisfaction

The quantitative data highlighted above shows that gender, age, relationship
status, and tenure-track status may be important variables when looking at the work and
persond life baance of the faculty with whom we surveyed and interviewed. The results
indicate thet for the 43 people who responded to our questionnaire, more men reported
satisfaction as well as older faculty members, those who were partnered, and those who
were not in atenure-track position. These results provide an important backdrop for the
quditetive interview results described in detail next.

Quantitative Results of Interview Respondents

A totd of 29 of the 43 questionnaire respondents agreed to be interviewed after
they completed the web-based questionnaire, and al of those who were interviewed
agreed to be audiotaped. The mgority of the respondents who agreed to be interviewed
were white, mae, married, and had children living a home. | purposively selected 16 of
the 29 interview volunteers, and | attempted to sdlect as demographicaly diverseamix as
possible. The following are the demographic results for those 16 respondents.

Table 3 shows the frequency distributions of the demographic variables for the 16
interview respondents. The datain Table 2 was collected as part of the anonymous, web-
based questionnaire in Phase .
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Table 3. Demographics of Interview Respondents

N=16
Vaiddle % Vaiddle %
Gender Reaionship Saus
Femde 50% Sngle 25%
Mde 50% Partnered 75%
Age Postion Leve
<39 19% Full Professor 19%
40-49 44% Associate Prof 44%
50+ 31% Assgant Prof 31%
(Missing) (6%) Other 6%
Ethnicity Tenure Status
White 81% Tenure track 88%
Other 19% No tenure track 12%
Children Home? Y ears as Faculty
Yes 63% 1-4 25%
No 37% 5-9 31%
10-14 31%
15+ 13%

In addition to the demographicslisted in Table 2, | dso purposively sdected
people from arange of sates. Included in the interview sample were people from the
following states. Arkansas, Connecticut, Florida (2), Georgia, Indiana (2), Kansas,
Michigan, New Y ork, North Caroling, Texas (2), Utah (2), and Virginia. Fourteen MFT
programs were represented in the interview sample. While seven of the interviewees
were from a state on the East Coast of the U.S,, | selected respondents from arange of
U.S. regions based on those available from the 29 interview volunteers.

The following table (Table 4) shows the frequency distribution of the purposively
sampled interview respondents by their reported current leve of satisfaction with their
work and persond life. | attempted to select amore equd digtribution of levels of
satisfaction from those who volunteered for Phase 2 of the study so that the responsesto
the interview questions would be more evenly mixed.

Table4. Interview Respondents Current Level of Satisfaction with Work and Persond
Life Bdance

Question Wording N %
Current Leve of Satisfaction with
Work and Personal Life Balance

Not Setisfied 7 44%
Satidfied 9 56%
TOTAL 16 100%

As seenin the table, the 16 purposively sampled interview respondents were roughly split
in terms of what they said wastheir level of satisfaction a the time they filled out the
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web- based questionnaire. Sightly more were satisfied than dissatisfied, which is
consstent with the results of the larger sample of 43 from which these 16 were sdected.
Quditative Reaults

The next sections of the results chapter describesin detail the quditative data
from the interviews | conducted with MFT faculty regarding their work and persond life
baance. Thisincludesther fedings about and indicators of baance, baance indicators,
the context in which they experience their balance, gender issues, coping strategies, and
suggestions for future MFT faculty members.

MFT Faculty Members Fedlings About Work and Personal Life Balance

Thefirgt questions | asked MFT faculty members during the in-depth telephone
interviews were how they fed about their current level of balance and what indicators
told them they fed that way. Specificaly, | asked, “Think for amoment about the
balance you fed you have between your work and persond life at the present time. How
do you fed about the balance you have between your work and persond life? Tl me
what specifically makes you say that. What are the indicators you use to determine how
baanced your lifeis?” The responses to these questions ranged from fedling very good
to not feeling good at dl about their work and persond life balance. Of the 16
respondents, Six felt negatively about their current balance, six fet positively, and four
werewhat | cal, “middle of theroad.” Middle of the road means they were relaively
neutral about how they felt about their balance, citing both some positives and some
negatives, but feding unable to say definitively ether way. The following are some of
the results that emerged with respect to leve of baance currently experienced by MFT
faculty members broken down into those who felt good about their balance, those who
felt poorly, and those who felt “middle of the road.”
MFT Faculty Members with Good Work and Personal Life Balance

Six of the participants, al but one of who was male, stated that they currently fed
positively about their work and persond life balance. It isimportant to note that, even
though each of these gx faculty membersfelt overdl their balance was good, each
commented on some aspect of therr life that was challenging to balance, alittle off
baance, or had been problematic in the past. The differenceisthat they currently saw
their balance as good, and for most of them this was not something that happened
suddenly or very recently. So in generd, these Sx faculty membersfell into the category
of respondents who felt their work and persond life balance was good. This was strongly
indicated by statements such as, “1 think it'swell balanced” (13M), “I'm pretty happy
withit” (15M), and “I fed likeit’sworking well.” (F12) One faculty member elaborated
about his pogtive fedlings of balance by saying,

Wil | think it's balanced very well. Besides my teaching and

adminigtrative load a the universty, | have aprivate practice that | do

maybe 10 hours aweek. And that keeps me fresh and utilizing the things

that I’'m talking about.... And | think ther€' sared recursive loop that goes

between my practice and my teaching. So that in itsdf provides anice

professona baance. Also | have a couple projects going on &t the

university thet are related both to the teaching and my practice... I've

gone from being a student in the program to being atrainer. I'm associate

trainer plus| organize that training series. And that' salot of fun. And | do

that with my wife. So she sdso involved in thetraining and being a
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trainer. So we do that together. | also study karate and I'm a 3" degree

black belt... So that’s kind of on the physica end... And you know there's

aspiritua component to that work that | bring into my practice and my

teaching, just in my relationships. And | go to movies, we take trips, go to

conferences, I'm dso amudgcian. | dways have aguitar out, laying out

around the house in various rooms and whenever | have afree moment |

pick one up and play. | aso have peoplethat | get together with and play.

(8m)

The one fema e faculty member who confidently stated that her balance was quite
good at the present time aso added that there are infrequent timeswhen, “...it' stipping
over too much in one direction or the other, but mogt of thetime | fed like it'sworking
well.” (12F) Y et another indicator that she is more balanced than not is that she noted that
when she does fed her baancetipping, it is not necessarily toward the same Sde each
time. She stated that it could go either way and that it just depended on which arenawas
in crigs a the time, thereby making her fed more siretched in one direction than usud.

In examining the characterigtics of these faculty who fdt positively about their
balance, | noted that, besides dl but one being male, most offered the information at
sometime or other during the interview that spiritudity or rdigion were asgnificant part
of their lives. All were married, most had a spouse who worked at home caring for the
household and children, and two of the Six were in non-tenure track positions whereby
they were not required to conduct research, write grant proposals, and “ publish-or
perish.” All others had dready achieved tenure in their current positions.

MFT Faculty Members with Poor Work and Personal Life Balance

Six faculty members said their work and persond life balance was not good.
These faculty members often had aspects of thair lives that were satisfying, but in generd
they felt poorly about their balance, were struggling with stress, displeasure, and
unhappiness with their balance, and did not view their poor balance as something that had
happened very recently. As| previoudy mentioned, al of these were female, and al Sx
of them felt that their balance was negatively tipped toward the work side of the scale.
Two of the six (6F and 10F) echoed the same sentiment by asking me the question in
return, “What baance?’ or “What persond life?” These two felt so out of baance that
they appeared to be making ajoke at their own expense by responding to my question
with atongue-in-cheek question. Interestingly, both of these women were not currently
in aromantic relaionship. Both recursively atributed their lack of balance to their lack
of socid life and vice versa. Another woman added, “1 fed that it isjust way out of
baance. | fed like | work most of thetime and | have very little persond time.” (3f)
While only two of the women stated overtly that thiswas“ahugeissue’ for them in their
current life, al sx women made clear indications that not only was their balance poor,
but that it was dso amgor problem for them that caused them alot of dissatisfaction.

Some women were S0 dissatisfied with their work and persond life balance that
they told me they werein the midst of making amgor changein ther lifeto try to
reestablish a hedthier sense of balance. One woman was so clear about trying to
reestablish a hedlthier baance that she reiterated her point three timesin the same
satement. When describing how she felt about the balance she had in her current life,
she gated, “Wdl I'm kind of in atrangtion from when | filled out the questionnaire,
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which iskind of interegting. I'm trying to work harder oniit. | think it's out of whack
and I’'m trying to work harder onit. | might have said that on the questionnaire but I'm
trying harder.” (11F) This showed her emphasis on trying harder to make a shift in her
work and persond life baance, but | dso sensed how difficult it was for her and the
urgency with which she was trying to make a shift. Another woman's attemptsto
rebalance are not as clearly stated with words, but her description clearly indicates a
consgtant, daily effort to bring things into a more balanced state. \When asked about her
feding of her baance, she stated emphaticdly,

Ohthat isahugeissuefor me. And | would say it changes like day to day

and week to week, how satisfied | an with it. Right now it' stwo levels.

It'skind of complicated. If you look at the time | spent on persond things

and travel and family and stuff like that, and having a good time and going

out and stuff, it would look pretty good. But in redity | fed so much

pressure from work right now that | fed work is crowding out my persond

life. Soit’snot so much anissue of time or that kind of thing. It'smore

an issue of emationd invesment. My work is causng way too much

gressright now. And it's having a negetive influence on how much | can

reax...It'slike holding back the Red Seato try to fed like | can go and

relax knowing dl the suff I'm leaving undone....So I'm feding pretty

dissatisfied right now. (4F)

It isimportant to note that, while only one of the men with whom | spoke
discussed any ways in which their current life was out of balance, a number of them did
discuss timesin the past in which they fdt dissatisfied with their work and persond life
baance. One man, for instance, described atimein hislife early in his career when he
recaled, “...oneweek | spent about 120 hours a work. And just basically was there
about 20 hoursaday....And so it was obvioudy out of balance. | wasn't home.” (16m)
But even in this case, he acknowledged that this was atemporary, unusud Stuation that
led him to thisfeding of lack of balance. He described these times as, “redly pushing
hard,” whereas the women who felt out of balance in their current lives did not indicate it
was a particularly temporary Stuation that would clear up within the week. This example
shows the less chronic, more routine, more managesable form of poor work and persona
life balance that al faculty say they have experienced & one time or other in therr lives.
The women who described their current life as poorly balanced, however, have amuch
more ingdious and problematic baance problem with which to cope. For example, one
of the women who acknowledged that she has not dways been this out of baance helped
clarify her particular Stuation by saying, “1 see the balance as being in the past three
months, probably, oh at least 90% of my lifeiswork and 10% iswhat’sleft.” (10F) |
think there are circumstances that make that more true now than at some timesin the
past.” Clearly, while not as bad as someone who has struggled with lack of balance for
years, this person’s stuation is more problematic than the man who finds himsdlf “redly
pushing hard” for one week a atime every now and again.

MFT Faculty Members with “Middle of the Road” Work and Persond Life Baance
There were afew faculty members whose sense of balance could not easily befit

into ether “feels pogtive’ or “feds negative” Only four out of 16 faculty members

interviewed were included in the category “middle of the road” in terms of their work and
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persond life baance. This meant they either described themsdlves as mostly one way but
had some elements of the other, they were not sure how they fdt, or they identified just
as many pogtive fedings as negative ones. A few of these “middle of the road” faculty
members were unable to give a definitive answer but instead chose to €l aborate without
being able to use one qudifier or another. One faculty member stated,

That actualy was my most difficult question that you asked because thisis

very hard to put into words. There aretimeswhen | fed that | wished that

| had more time for non-academic things, be it socid, be it art, be it some

kind of recregtiond activity. Thereis, | would say, none. However, when

| think of persond lifeit'simpossible to think about al that without also

thinking in terms of my companion, my spouse....And the fact of the

meatter iswe have aperfect bdance. Any persond dissatisfaction | fed is

sort of based on the discontent between the occupationa investment in my

life and the non-occupationd. But in terms of my family, my

relationships, and so on, the baanceis actudly exquigte...our jobs are

redlly well suited to our relationship. (14M)

Another faculty member was somewhat undecided about his balance in that he
seemed to take into account both the positive aspects and negative aspects, weighed them
both, and determined that he could not say definitively where he stood on his fedings of
baance. He began with, “I fed like | baance it pretty well” but followed that statement
immediatdy with, “I think it sastruggle.” (16M) He went on to describe things that tell
him he is both doing a good job baancing and struggling with his baance, and summed it
up with, “Never well enough in ether [arend].” (16M) Thistype of on-the-fence response
seemsto indicate participants satisfaction level with their balance tends to shift at times,
whether those times are days, weeks, months, or years gpart. Interestingly, this same
faculty member described himsdlf as having an internal darm that seemsto go off when
his balance garts to shift in the negative direction. He sad, “1 think that there sakind of
an darm that goes off when I’'m kind of short-changing either my marriage or parenting
or a work....A feding of guilt. A feding thet I'm not doing what | need to be doing. A
sensethat I’'m not performing at alevel that | need to.” (16M) When asked how often
this darm goes off, he stated, “1 think that it happens pretty regularly. | mean I've
learned to balance things so it doesn't go off asmuch asit used to. But | think that it sa
more frequent issue.” (16M)

The one woman who was in the “middle of the road” category was placed there
because she stated that her balance in generd has been particularly problematic, but she
has made some changes recently that have made her balance “alot better.” (9f) Thisis
very different from those women who said their balance has been bad and they have been
trying to make changes but gtill fed very much out of baance. She was the one person
who felt her balance had actudly changed recently, partly because | interviewed her in
the summer when responsbilities as a faculty member were lessened.

Only one faculty member currently felt he spent more time on his persond life
than in the professond arena, and also said he had a sense that his balance was “alittle
bit” off. Hewent on to say, “I’m spending alittle more time on my persond lifethan |
would probably want to. | wish | were spending alittle more time on work.” (7m) On
the other hand, he was not willing to say his baance was completdy negative, mostly
because he saw his current level of balance being largdly influenced by the specid care
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needs of afamily member. Thisisone of the reasons he is best described as middle- of-
the-road compared to some othersin terms of his balance, well-indicated by his response
to aquestion inquiring about what he would change about his current level of baance:
“Ah, wel | wouldn’t. | mean the bdanceisn’t theway I'd likeit, but that’s becauseI’'m
going through alife trangtion that takes alittle more time. So you know that’ s kind of the
way that goes. | wouldn't change it because | think it will changeitsdf.” (7m)

While the task of labeling their baance was easy for some and dightly more
chdlenging for others, they dl were able to identify overt and covert indicators that
helped them evaluate their current (as well as past) level of work and persond life
baance. Inthe next section, | will explore in more detail these baance indicators that the
16 MFT faculty members described as heping them determine how the felt about their
work and persond life balance.

Indicators of Work and Persond Life Baance

In addition to how they fed about their balance, MFT faculty provided a glimpse
into what indicators help them determine how they felt about their work and persond life
balance. Indicators are defined for this study as the data that people use to provide
information about their fedings, thoughts, and experiences of their work and persond life
balance. Another phrase used in this study to describe balance indictorsis baance cues,
and the two phrases will be used synonymoudly. | grouped faculty members baance
indictors into ones that were externd and internal, as well as those which were overt and
covert. Respondents describe these overt and covert indicators within the context of the
internd and externd indicators they described.

External Indicators of Work and Persond Life Balance

Externd indicators are the Sgns and signds faculty members notice in the people
around them and in their environment that help them determine how they are bdancing
their work and persond life at any given time. These were the indicators of work and
persond life balance that MFT faculty members mentioned most often. The respondents
described externd indicatorsthat | clustered into cues from family/friends and those that
are work-related.

Externd indicators from home. For those who live with someone (partner and/or
children), family-related cues were often some of the first on their list. Theseincluded
things such as how family members responded to them on adaily bass, either with
complaints about how little time they spent at home or with compliments about how
much they enjoy the time the person makesto be at home. They aso could include
things their family members have said to them, hints they make, and observations about
how family members are being impacted by the faculty members work and persond life
balance. When asked what indicators told one faculty member that he was out of
balance, he responded, “The looks on my kids faces. Comments like, ‘ Are you going to
be gone again?” (M5) Ancther faculty member stated, “ Family members say things like,
“You work too much.” So they pretty much tell me directly I'm unbaanced in my
persona and work life” (3f)

One faculty member mentioned an indicator she uses to determine how she fedls
about her work and persond life balance. She said her most prominent externa indicator
is, “...firg and foremost that my child isdoing well. That I’'m not seeing any sgnsthat
she needs a great deadl more of my time and attention. She'd dways like moretime. And
my husband is happy and fedslike he's getting enough of my time” (F12) Another
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faculty member said of his externd, family-oriented indicators, “Well some of them are
clearly overt. They're my wife saying, ‘I love that you' re homedl thetime. And that, ‘I
can count on you coming home between 5:00 and 5:30 or 5:30 and 6:00°.” (2m) Yet
another faculty member stated he knew his balance was good because of the lack of
complaints he got from his children and spouse. He adso added that he isregularly able to
commit to attending family activities such as soccer games and church functions, an
indicator to him that his balance was in check. (13M)

On the other hand, some externd cues bring to light the redlization of the absence
of friendsfamily in oneslife. For example, one faculty member said, “Oneindicator is
thefact that I'm 31, dmost 32, and till single. 1 think that’s sort of amgjor indicator. So
| think the fact that I'm gill Sngleisoneindicator. And not in along term relaionship.”
(6F) In addition, afew faculty members cited past or current intimate relationship
difficulties, such as breskups or divorce, asindicators of poor baance. These comments
point to the quality, ahility, and longevity of the faculty members interpersond,
familid relationships as one indicator of work and persond life balance.

Work-related externd indicators. While externd cues from the family members
and friends who are in relationship with these MFT faculty were common, other externd
cues were work-related. The mgority of those who said their balance was poor said one
externd work-related indicator was smply that they are at the office too long each day,
too much per week, or they take work home with them too often. On the other hand, one
faculty member fdt that his balance was off in that he was not spending enough time &
the office due to extenuating circumstancesin his persond life. He mentioned, “Wdl I'm
not going into work asmuch as| wish | was. There are just things that. ..reports and
things that are taking longer to get done than I’d like.” (7m)

Many faculty members suggested it was not just the physical working time that
served as a balance indicator, but also the overt messages they got from their bosses,
colleagues, or students. Some commented that their colleagues tell them they work too
hard and need to go home or rest. Others said they noticed how few people work as long
or as often as they do, an indicator of how poorly balanced they felt. One faculty
member said she knew she was out of balance, “When | was spending more timein the
evening working than | needed to be. Sometimes | would be the last person here. And
because | was just feding that was dl | was focused on.” (11F)

Besdes indicators of poor baance from the workplace, other faculty members
observed indicators of good baance from the office setting. Some faculty observed
colleagues taking work home more often them themselves and used that as an indicator to
themsdlves about how well they were baancing their work with their persond lives. For
example, one faculty member talked frankly about comparing himsdlf to his colleagues as
oneindicator of his pogtive fedings about his own work and persond life bdance. In
terms of his colleagues, he said, “ Some of them spend weekends and evenings here. To
me that seems kind of out of balance. They tak about how important their families are
and yet they're here dl thetime....So | think there are other indicatorsthat | don't see
mysdlf acting as other colleagues who say family isimportant but then spend alot of their
time a work.” (2m) Others say their colleagues notice what good boundaries they have,
and their colleagues tell them that they wish they had such good boundaries. Clearly this
isapoint of pride for some. One respondent said, in regards to what indicatorstell her
that sheisbaancing OK, “...that I'm doing OK & work in that I’'m publishing and I'm
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well regarded by my peers. And | have asense that I'm not |etting down the team.
WEe ve dl been together as afaculty for most of the past 11 years so we have astrong
sense of team camaraderie....| would fed bad if | was't teaching as well or something.
Because I'd fed like | was letting down my colleagues.” (12F) She added that in terms
of the indicators she gets from her sudents,

| do have someindicators that I'm giving them enough time. | get good

teaching evauations. With the master’s sudents in particular | care that

they get jobs. | follow did they get jobs, did they get the jobs they

wanted? And again with the master’ s sudentsin particular | look for

them to keep in touch with me after graduation. And if that stopped

happening | would be concerned. (12F)

Generd externd indicators. Other externd cues faculty use to determine their
level of balance had to do with how many other activities they made timefor in their
lives, other than the time spent a work or doing chores a home. One person noted that
oneway he knew his balance was good was, “1 go to movies, we take trips, go to
conferences, and I'm aso amusician. | aways have a guitar out, laying out around the
house in various rooms, and whenever | have afree moment | pick one up and play. |
a0 have people that | get together with and play.” (8m) On the other hand, one woman
noticed her balance was not good because of things she normally enjoyed doing, but in
the last Sx months work had replaced those things. She said, “And aso doing things like
not going to choir, church choir, because I'm going to stay home and work.” (4F) These
cues served as important indicators of faculty members lack of work and persond life
balance.

Externd indicators that evolveinto interna indicators. Externd indicators
sometimes serve as a poignant reminder and quickly become transformed into an internd
indicator. This might include reading something or hearing something thet srikesa
person as an indicator of their work and persona life balance. For example, one faculty
member said that one of hisindicators was,

Being here at the office and doing something and having wake up calls.

Reading something. Hearing something on theradio. Just awake up call.

And saying, ‘Wow, wait a second, thisis't right. | could spend al my

time hereand | till wouldn't be happy.” Missng an activity maybe. If |

do that then | dwaysfed that’s a good reminder to me. When there are

conflicts, just for me, | fed like you can make theright choices or the

wrong choices.  The wrong choice fedlswrong. | don’t know how elseto

sy it.

Thisexampleis particularly illugrative in that it combines external cues from sources
outsgde work and family. It dmost seems as though this faculty member’s sengitivity to
ba ance indicators was so heightened that the mere suggestion of need for balance (from
radio or text) was enough to begin hisinner dialogue abouit his priorities.

Internal Indicators of Work and Persond Life Baance

Besdes externd indicators, internd indicators help MFT faculty determine their
level of satisfaction with their work and persond life balance. Internd indicators are the
sgns and sgnds faculty members notice within and about themsdlves that help them
determine how they are balancing their work and persond life a any giventime. These
include things such asther hedlth, a sense of contentment with their balance, and the
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congruence between their persond vaues and their experience with their work and
persond life baance. About haf of the respondents volunteered information on these
interna cues, while others never mentioned any internd indicators unless | prompted
them to think about those. Once prompted, al of them were able to think of some
indicator within themsdlves that helped them determine the level of satisfaction they had
with their balance.

Hedlth cues. Some of the internd cues many faculty members cited as helping
them determine their leve of work and persond life balance were rdated to their hedlth.
For example, after giving three examples of externd indicators of her balance and being
prompted by me for more, one faculty member said, “Ah, well | suppose we should
include me! (Laughs) That dwaystendsto fdl to the bottom of thelist. But that I'm
doing OK. That I’'m not getting sick or not...I went through atime period where | redly
wasn't getting enough deep. And | redlized | had to reorganize some things. But that
I’m holding together and not feding overly stressed.” (12F) Theseinternd cues were
mentioned by more than one faculty member, namdy levels of fatigue, qudity of deep,
or levels of feding sressed. Another faculty member stated, “Y esh, well I'm not an
insomniac anymore. | rardly find mysdf looking forward to aday and hating the idea.”
(15M) Another gtated, “I think one indicator isjust a generd sense of feding burned
out.” (6F) Still another added, “...1 know I'min trouble when | wake up in the middle of
the night and I’ m thinking about work instead of my kids and my husband and me, or
whatever....And that’s not good.” (4f)

Beddes stress, fatigue, and deep difficulties, other interna, hedth-related
indicators of their balance that faculty discussed included change in weight, changein
frequency of exercise, or shift in their level of energy. Some aso notice the time they
have for themselves and their ability to rlax. One MFT faculty member combined many
of these items when she said,

[1] cannot get to the gym, not eating as well, working lete into the night,

getting up early in the morning to get into work, feding likel can't lay on

the couch for 10 minutes without wondering if | should be doing

something work-related. So things like that where I’ m gtarting to carve

out my persond time and thinking about filling it with work....I don’t

have good friendship relationships. (1)

Another echoed some of these same sentiments by saying, “I work everyday, I’ ve gained
alot of weight in the past couple years from physicd inactivity. | fed tired dmogt dl the
time.” (3F)

Contentment. A few faculty members described a sense of contentment with their
livesthat served asin interna indicator for their work and persond life balance.
Interestingly, these indicators provided by some faculty members were indicators of good
bal ance compared to health indicators described above which were indicators of poor
balance. For example, one man said,

Wl even though things are pretty tightly scheduled | find that when I’'m

doing an activity I'm pretty much focused on being thereand | can redly

kind of be present for the activities| do. And to methat's neet because |

can just kind of enjoy the moment. And you know in Stuations where

there' s contention | think I’'m pretty good at kind of staying grounded. So
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| fed like | don't pick up an awful lot of stress. Now | think alot of that

has to do with kind of working on mysdf. (8m)

The same faculty member dso added, “Wedl you know you wake up in the morning and
you go to bed a night and you have to fill the time up with something. And | redly
enjoy everything that | do, so nothing redly seemslikeit’s hard work.” Otherscited a
genera and somewhat ambiguous fedling or sense they had that something was right with
their balance. For example, when asked if he noticed any interna indicators of his good
baance, one faculty member said, “Well | fed red comfortable with...I fed good, | fed
comfortable, good about, content with my life and how it sgoing.” (13m) Still another
added the smple statement, “I don't tend to get too stressed.” (2m)

Another faculty member described feding content when she noticed she was not
bored in her life, and this served as an indicator that her balance was satisfactory.
Ancther faculty member said, “1 guessthe [indicator] for me iswhether or not | fed
satisfied or disstisfied by some sense of emotiona completeness by what I’'m doing.
And very frankly mogt of thetime | do.” These examples show how some faculty
members use an internd sense of contentment as ameasure of their fegings about their
work and persond life balance.

One faculty member described himsdf as onewho is generdly satisfied with his
work, a persond characterigtic that led to overal contentment in his past and present
work stuations. This characterigtic dso served as an internd indicator of his positive
balance. He described a conversation he had with another researcher about how satisfied
heisin hiswork as an academician. Shereplied that she had rarely seen someone 0
enthusiastic and satisfied with their work. He noted that it led him to talk it over with his
wife and together they surmised that, “1 talk about being able to be pretty happy wherever
| went to work, which has included UPS as a graduate student! | worked from 10 until
two inthemorning. And | worked in alumberyard as an undergraduate while we were
married. So| don't know if that's a persona characteritic that | just tend to be kind of
happy wherever I'm at, or if thereis some other reason.” (16M) This sense of
contentment with work is also an indicator he uses of hislevd of satisfaction with his
work and persond life balance.

Congruence with persond vaues. Another theme that emerged for some faculty
members was how congruent they felt their balance was with their persond values. This
sense that their values and experiences were digned was an important work and persona
lifeindicator for some faculty members. One faculty member explained his sense of
congruence as, “It'simportant for meto do well & work. It's also extremely important
that | dowell a home. | wouldn't get close to jeopardizing my home life by being too
much a work....I just vaue both of them so strongly that I'm willing to work hard to find
abdance” (16m) A femae faculty member added more support for this notion when she
sad, “I fed like my commitment to my family comesfird. | try to keep mysdlf very
grict and limited to one late night aweek. And that’s because | fed responsible for being
there.” She described this as one way she monitors her level of balance and it serves as
an indicator of her success in balancing her work and persond life when she recognizes
hersdf putting her family firgt and limiting her work in the ways she has persondly
defined it.

Another dement of congruence as an internd indicator of balance was that the
messages faculty send to their dients, sudents, colleagues, and families arein linewith
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what they do themsdlvesin terms of prioritizing and acting in accordance with their
persond vaues. One faculty member explained his way of measuring his persond values
with his experience as an indicator of balance when he said,

...I would fed hypocriticd to preach to my clientsalife of the importance

of relationships and then spend most of my time with my primary

relationship being work. 1 think for me work becomes a vehicle to help

sugtain and support away of living that helps foster relationships. | know

that by working we get the money to support family vacations and

mesdltimes together. These things are pretty important to me. And o if

my job demanded that | work al thetime, travel al the time, and be away

from my family, it would take atremendous toll on me.

Putting Work and Persond Life Balance Into Context

Putting work and persond life balance into context is an often complex series of
data points coming together in a sometimes organized, sometimes disorganized way. The
context in which people see their work and persond life balance seemsto be acrucid
agpect of how people make meaning out of the balance they experience a any given time.
Many varigbles interact in determining the meaning one makes of their work and
persond life balance. The next section explores some of the more sdient issues MFT
faculty described as being part of the context in which they viewed their balance.

| asked respondents to describe the context in which they examine their balance
by discussing extenuating circumstances that have impacted their balance, changes they
have noticed in their balance, and the messages they got in the past and present regarding
work and persond life balance. These factors seemed to play a significant role in hdping
MFT faculty members determine their sense of work and persond life bdance. This
section will examine what MFT faculty members said were some of the pertinent issues
in terms of making sense of their work and persond life balance.

Child and Relationship Status

A few of the faculty members commented that the presence or absence of children
or aggnificant other in their lives helped them make sense of their level of work and
persond life balance. In terms of the absence of these people in ther life, 37% of the
MFT faculty with whom | spoke did not have children in the home (or never had
children) and 25% were not currently in areationship. During the course of one
interview, one male respondent frequently mentioned that he had no children, so | felt
compelled to ask how he fdt thisimpacted his sense of baance. He was confident in his
response that if he had children he thought his balance would be very different from how
itisnow. Hewasclear that it did not mean his balance would be better or worse, but that
the joys and challenges of parenting would create a different balance. He did add,
however, that he felt he had more flexibility in hislife Snce he did not have children. He
was clear not to make it a vaue judgment about having children when he said, “If | hed
children then my life would've gone in a different direction. | wouldn’'t have known this
lifeand | wouldn't have missed it because | wouldn't have experienced it to missit.”
(8M)

Some faculty members pointed to the presence of children in their life as part of
the context in which they viewed their work and persond life balance. One faculty
member said he began examining hiswork and persond life baance more criticdly after
he and hiswife decided to have children together. This change in child status dtered his




way of seeing the issue of baance between work and homein that his child and family
took precedence over work responsibilities. He stated that the issue of how to balance his
work and persond life is much clearer to him now that he has children, and that this

clarity began from the time he and his wife made the commitment to be parents. He
explained how his balanceis impacted by saying,

| started ajob afew yearsago. It was soon after my first child was born.

And | had been there a couple weeks.. . .there was a Situation that | could

have more quickly dedt with if | had worked late. And | basicdly said to

[my bosg], ‘Look, I'm not willing to do that. I’m going to be home with

my family. If you want meto not work herethat’sfine” But | made a

very strong commitment to that and have. ..it's been a pretty solid line for

me....It'sjust something I’m committed to and am willing to do whet |

need to do to make sure that | have that time with my family. (13m)

Other faculty members aso noted that the inclusion of children in their lives
impacted how they make sense of their balance. Mogt of the women with whom | spoke
described ways in which their balance was impacted by having children. One noted that
her balance was better when she had children because the respongbility she felt to them
kept her from over working. Her words said it Smply when she commented, “...the
young children kept me balanced.” She noticed as her children got older and became
more independent she became more invested in her career. She dso noticed that she
began to stop taking “automatic breeks’ to leave work and get hometo care for her
children’ s needs the way she did when they were very young and much more dependent
on her for ther daily functioning. Another faculty member, thistime mae, dso fdt that
his children’s launch from the home had impacted how he experiences his work and
persond life balance. He stated, “...my vocationd life and my persond life compliment
each other exactly. But that's because children are out of the home so they are no longer
there to be involved with.” In both of these cases, the presence followed by the absence
of children was part of the context in which these faculty members saw their changing
work and persond life balance over time.

Family of Origin Messages

Another way some faculty made sense out of the balance they experienced in their
work and persond life was through the experiences and messages they got from growing
up intheir particular families. Some of these messages were overt while others were
covert. There waswide diversity asto whether or not people felt their current balance
was Smilar to how ther parents balanced work and persond life or whether they had
made a conscious effort to baance their work and persond lives differently from their
parents. Some faculty members remarked that they continue to receive baance-related
messages from their families of origin that impact how they make sense of their baance.
These included overt messages such as one faculty member’ s mother expressng concern
for how stressed and overworked she appears. Another faculty member noted that his
mother routingly tells him how proud of him sheistha he devotes such time and effort
into being the best father he can be to his children. He added that both of his parents
acknowledge his good balance and notice that hisis much better than the balance his
father had when he was younger. Other messages were less overt than this and indluded
memories faculty members had of what they observed or heard in their families of origins
that they think impact how the make sense of their work and persond life balance.
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Regardless of what the specific message, every faculty member had something to say
about how they made sense of their balance based on the messages they got from their
family of origin.

Some faculty members noticed that the ways in which one or both of their parents
balanced their work and persona lives encouraged them to try to balance therr lives
differently. One faculty member, who was currently middle-of-the-road about his
balance, said that he had an epiphany during his career whereby he redlized that the way
inwhich hisfather had balanced his life was not normd but in fact unhedthy. He Stated
that one of his achievementsin figuring out how to balance his spheres of work and home
has been the redization that his father was not baancing life well, and that he had bought
into hisfather's poorly balanced lifestyle for much of hisyoung life. Interms of having
the tendency to emulate his parents, he added, “1 do know that it's easy to get confused
about why you're doing what you're doing. 1t's easy enough to lose perspective.” (7m)
This faculty member recognized some of the same tendencies he had to follow in his
father’ s footsteps, and he was conscious of his desire to try to find away to a hedthier
baance. His struggle was both a function of the current indicators thet tel him his
baance is not good combined with the observations he made of his father’s poor baance.
The memory of hisfather’s poor baance served as somewhat of amotivator for him to
try to balance hiswork and persond life differently.

It was not uncommon for the faculty with whom | spoke to describe family of
origin messages that they think help explain why they struggle with their work and
persond life balance. A couple of women remarked that what they observed in their
family of origin has had some negative impact on their ability to fed balanced in their
current work and persond life. They observed their parents overworking and attempting
to be al thingsto dl people, thereby relaying the message that in order to be good and
successful you have to work hard at everything. One woman observed her mother
functioning so well in SO many arenas that she interndized the message that she could do
anything she st her mind to. Thisis one reason she thinks she becomes interested and
invested in SO many different tasks, takes on too mary things, and finds hersdf feding
out of balance.

In other cases, faculty members observed their parents doing such agood job of
separating work from persond life that they have ahard time as adults trying to
incorporate the two spheresin away that is balance enhancing. They described their
fathers, for example, working very hard a work and not bringing work home at al, either
emotiondly or physically. They described their parents as people who rarely if ever
mixed work and persond life. The way that has become trand ated for these faculty
members, then, isthat work is such an encompassing thing that they have difficulty
marrying therr work life with their persond life. They fed suck in an dl-or-nothing
pattern where work has taken up the bulk of their focus and they are left feding very
unbalanced. Becausethey fed they have never learned how to incorporate persond time
into their day they notice that their balance isway off. For these faculty members, they
get the sense that others have an easier time wrapping up work and shifting gearsto enjoy
parts of their persond life. Instead, they say they fed so focused and driven when they
are a work that they struggle to break their work-trance to infuse some persond life
activities.
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One woman compared her current life Situation with that of her family of origin.
Her family owned a busness where dl family members, including the teen aged children,
worked in the shop dong with their parents. She described the message she got from her
family of origin as one where work and persond life are the same thing, intricatdly
woven together. She remarked that even when her parents |eft the shop to come home for
dinner, the discussion at the table and throughout the evening was often about the family
busness. Interestingly, she has continued her family of origin’s method of combining
work and persond lifein that her life partner works in close conjunction with her. They
share many of their work experiences, providing many opportunities for work to
intertwine into their persond lives. She does not describe this as something she hopesto
one day change. She seesthisintersection as an inextricable part of who sheis,
something that has positive agpects on her life, and acknowledges that it islinked to the
example that was st for her in her family of origin.

Only afew faculty members discussed waysin which their balance enhancing
activities were linked to ther parents doing a good job balancing work and persond life.
Some felt encouraged by the ways in which their parents attained balance. One faculty
member fdt that one message she got from watching her mother’s career journey was
that she does not have to accomplish dl of her life and work goas early in her lifein
order to be successful in her career. Her mother, she thinks, was a good role mode for
her in helping her stay grounded about how much work to put in on any given day. She
watched her mother’ s evolution, as she put it, from a non-career-oriented, unhappy
person into a happy and accomplished writer much later in life. Her mother servesasa
reminder to her that work is not arace and that much of what she wants to accomplish
can come in time when the Stuation is optima.  So when sheis feding poorly about her
balance and notices sheis putting pressure on hersdf to work more, she reminds hersalf
that she can pace hersdlf throughout her career much as she saw her mother do with
satisfactory results. The same woman who described her family of origin’s business as
being entwined with their persond lives dso added that she has interndized some
positive messages from that experience. She said that she learned from her parents that
having her family as apart of her work life is comforting and feds supportive, and she
developed a keen business and financia sense that has served her well in her career. She
as0 acknowledges that it taught her how to share both spheres of her life with her
partner, thereby bridging a gap that some people may have between work and persona
life. This shefdt, helped her fed satisfied with some parts of her balance, even if for the
most part she fdt that her work took up too much of her persona time.

Whileit is crucid to take into account how MFT faculty members make sense of
their balance, what circumstances lead them to fed a certain way about their balance, and
wha messages they bdieve impact their baance, it is dso important to examine what
specific factors served to both positively and negatively impact their sense of balance.
The following sections will explore many of the things MFT faculty membersidentified
as being baance enhancing or balance reducing.

Balance Enhancers

Bdance enhancers are those things MFT faculty members said serve to improve
their sense of their work and persond life balance. These comments varied widely, but
some of the most commonly reported and those that participants said had the greatest
impact in improving their balance were flexibility a work, setting health boundaries,
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their spiritua foundation, and postive fedings about their worth and productivity on the
job.
Hexibility

One of the most commonly mentioned enhancers of peopl€e’ s sense of work and
persond life baance was the flexibility they experiencein thelr career asan MFT faculty
member. Many faculty members not only mentioned this but highlighted it as one of the
best parts of being an MFT faculty member. Flexibility came in the form of flexible
work hours and days, having a choice about in what location to work (home, office, on
the road) on a given day, choosing aresearch focus, and speciaizing in a gpecific aspect
of their career. Some faculty members felt that they have alot of choice about whet they
do in their jobs and what they do not do, and this choice enables them to control the
amount of work they accept. For example, one faculty member said,

...when you do your work, how you do your work, if you do it on

weekends, if you comein on Sundays, it's completely up to you....the

flexibility of being aprofessor is a huge advantage.....my favorite part,

besides teaching, of being a professor isthe fact that the flexibility is

enormous. ... The flexibility is one of the biggest srengths. And it sared

plusin terms of finding baance. (16m)

Many of these faculty members said they used this job fegture as a baance enhancing
tool. There were both new faculty members and later-career faculty who felt they could
pick and choose what they do in their work, so it seems asthough time in positionis not a
factor for use of flexibility as abaance enhancing tool. At least one junior faculty

member used hisjob flexibility to set hiswork hoursto fit his and hisfamily’ sneeds. He
acknowledged that when he has a class to teach or weekly supervision he cannot dictate
his hours to the fullest extent. But except for those circumatances he fdt he has the
flexibility to set hiswork hoursto hisliking, thereby improving his sense of baance.

Another agpect of flexibility included faculty members notions that they can drop
what they are doing a work alot of timesin favor of some other activity, and often a
more balance-enhancing activity. This served to not only enhance their balance but dso
improve job satisfaction. One faculty member, for instance, said,

| have avery flexible schedulein alot of ways, and | can pretty much

make my own schedule. Which | redly like....if someone cals me up and

says, ‘1I'd like to get together with you for lunch,” somehow | manage. |

can manage to do that. If | want to take off for aweekend, generdly | can

work my schedule so | can do that. So alot of it hasto do with feding like

| have a sense of contral. (8m)

Others noted that if their children have specid functions or their family
obligations take priority, they fed free to take the time off without question. This
acceptance for work flexibility seemsto be universal within the academic communities of
the faculty with whom | spoke. They made it clear that the flexibility is supported by
colleagues and adminigration aike, and that as long as a faculty member is productive
and is contributing to the scholarship of the fidd, flexibility is meant to be used as a perk.
Clearly many faculty members appreciate this benefit and utilize it as away to enhance
their work and persond life balance.
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Setting Hedthy Boundaries

Besdes the importance of job flexibility, another commonly mentioned balance
enhancer was the faculty member’ s ability to set hedthy boundariesin their work and
persond lives. Thistook the form of saying “no,” taking purposeful time away from all
work activities to do hedlth-enhancing activities with sdlf, friends, and family, and
spesking up for themselves a the office.

Saying no. Saying no as ameans of setting boundaries was something that many
of the faculty members with whom | spoke had done a some point as away to set hedthy
boundaries and enhance their balance. Some faculty stated they were pretty good a
saying no, but nearly dl of those were men. Mot faculty members cited times when they
have said no a work or in their persond life to arequest made of their time, energy, or
expertise asaway to set a hedthy boundary.

One faculty member who is dso an adminisirator discussed needing to say noin
order to focus on the parts of her work that will alow her to reach her professiona gods.
Shefeds pulled by many of the requests that are made around her, aswel as some of the
agpects of her job that are particularly enticing to her but are not things that will help her
advance her career. Saying no for her has been atria, but she reports some successin it
and some sense that it is baance enhancing. Not only hasit been difficult for her to learn
to say no more, but she described it as somewhat of alearning processto get to the point
where she was comfortable saying no. Shesad, “I didn’t know that it was OK for me
just to say no....asanew faculty member it's hard for me to dways figure out paliticaly
when do | haveto say yes and politically when could | say no. And I think I’'m gtarting to
learn the lay of the land alittle bit better in terms of that.” (3f) She Statesthat saying no
has become a necessity as well as akey to reaching her goas and to having a more
balanced work and persond life.

Nonwork activities. One boundary setting activity that some faculty said they do
to enhance their work and persond life balance involved conscioudy leaving work
behind in favor of activities with loved ones or even done. The key herewasthiswasa
conscious effort to not work but to build on an existing (or struggling) persond life.

These activities were sometimes solitary, such as reading a non-academic book,
gardening, or deeping. Other times it was something more socid such as dinner with
friends, picnics with family, kids' soccer games, or meking a date with a Sgnificant
other. Some faculty members admitted these activities sometimes take some effort and
purposefulness on their part, but al mentioned these as the kinds of baance enhancing
activities they wanted, needed, and try to do. About half of the faculty with whom |
gpoke did these types of activities routinely. About the other haf reported they struggle
with doing these things or they have struggled in the recent past but are now putting in
extraeffort to try to accomplish their god of setting hedthy boundaries through the
development of their socid life. Two faculty members even mentioned that this
purposefulness of separating from work in favor of non-work activities makes them more
productive, focused, and happier during the time they are working. Whether it isthe
anticipation of the time off without work or the motivation to get everything done before
leaving the office, setting this form of a hedlthy boundary was an important part of

ba ance enhancement for a couple of faculty members.

Some faculty members reported that being a parent of young children servesasa
way to enhance their work and persond life in generd and on adaily basis. They noted
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that those who have children seemed better suited to baancing their work and persona
lives having learned or used strategies that helped them put the two spheres in better
harmony with each other. While these comments were more the exception than therule,
it isimportant to note that from the point of view of some respondents, being a parent
was actudly baance enhancing. They noted that the presence of children dlowed many
parents to prioritize more eesily, leave the office earlier, and not devote their entire
exigence to their work. One woman stated, “The women faculty who have children are
congstently much better off. The oneswho don't tend to do what I’'m doing, which is
just work 18-20 hoursaday. And no baance.” (4f) So whileit may seem
unconventional, some of the faculty members thought the presence of children was

ba ance enhancing.

Speeking up for saf. Sometimes setting hedthy boundaries not only involvesthe
individua, but it can dso involve the cooperation of other people. Some faculty
members Stated that they sometimesfind it necessary to speak up for themselvesin order
to set aboundary that will help enhance their work and persond life balance. For
example, one faculty member who taught until 9pm made arequest of her colleagues that
helped her set and keep a hedthy boundary. Their staff meeting was regularly scheduled
a 9am that same morning, causing her to not only be at the office for over 12-hours aday
but aso to be away from home and her persond life for that time plus the time of her
commute. She admitted speaking up for hersalf took some courage, but she added that
not only hasit improved her baance, but she thinks her brave actions have dso
encouraged her colleaguesto set hedthy boundaries for themsalves at times.

A couple of men added that they often speak up for themselvesin an effort to set
hedlthy boundaries. One man noted that he has learned to say no morein staff meeting
when people ask for volunteers and he knows he is a capacity for what heiswilling to
do. Hefedsthat taking on more work when heisdready struggling to leave work at a
decent hour is not hedthy and not in line with his value system of leaving enough time
each day for his persond life.

Soiritudity/Religion

While | asked no questions specificaly about spiritudity or religion asit pertains
to work and persondl life balance, just under half of the MFT faculty talked about their
gpiritud life being something of a balance enhancer. The ways in which their iritudity
enhanced their lives varied by person, but for most of the faculty members who discussed
spiritudity it was a grounding, stabilizing, and darifying force in their lives that helped
them prioritize and keep focused on those things that they deemed most important in life.
In nearly dl casesthis prioritizing led them to conclude that God, family, and sef were
ultimately more important than their work. This redization seemed so reinforced in some
faculty that it served as adaily reminder of how to set limits on work in favor of ther
persond life. One man made his point clear when he said, * For me the spiritud is
primary. And | believe | have aspiritud obligation to my family to be afather and a
husband....I fed agreat respongbility.” (13m) For some men their spiritua and rigious
beliefs guided their actionsin dally life, incdluding their decisons about how much time
and energy to devote to their work, and helped them fedl a sense of congruence between
ther belief sysem and their work and persond life balance. This served to enhance their
sense of baance and these men generdly reported rlatively high leves of work and
persond life balance. A few men acknowledged that maintaining this balance was often
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chdlenging, but they felt a sense of assurance that their focus should be on God, family,
and sdf before work, and that hel ped them to rebalance when they needed to.

In nearly al cases the men who spoke about spiritudity as aguiding, boundary
enhancing force were members of the Church of Jesus Chrigt of Latter Day Saints (LDS).
One other man was of a Chrigtian faith and worked as a pastora counsdor and an MFT
faculty & ardigionbased school. Only one woman volunteered information about
religion, but only peripheradly when she noted that one of the indicators that tells her she
isout of baanceisthat she does not sng in her church choir any more. No other women
volunteered information about ther religion or spiritudity, and no women faculty
members described spiritudity or religion as having any bearing on how they make sense
of their work and persond life baance.

Some of the men who described their spiritud or reigious beliefs as being a
guiding force for their balance aso added that it hel ps them to aso have support from
their spiritud communities, families, and sometimes from their work environment
regarding their priorities. This sense of support, they said, helped reinforce their beliefs
and made them fed even more congruent with their surroundings. In some cases, the
mae faculty members were at areligioudy-oriented university. Those men often
atributed some of their ease in baancing work and persond life to the fact thet their
colleagues, adminigrators, and students fed the same way they do about the priorities of
God, family, and sdf. One of these men sad, in regards to feding that family ishis
priority, “1 think that in my work setting here where | am now...that kind of stance has
been honored. And | think it hasto do with the people that | work with are in line with
how I think spiritudly.” He remarked that thereislittle conflict in hiswork environment
in terms of how strong boundaries need to be around work so as not to encroach on that
which they deem most important. This served to improve his sense of good baance.
Positive Work Esteem

Some MFT faculty members described fedlings of accomplishment, pride, and
well-being intheir careers. Thisfeding represents atheme that | have termed, “pogitive
work esteem.” Thisfeding of positive work esteem served to enhance the satisfaction
most people described in their work and persond life balance. Faculty described this
sense of pogitive work esteem in avariety of ways. Some described it as feding good
about the work they do, feding that they do their jobs well, and loving their jobs. Others
noticed that they get positive feedback from colleagues and adminigtration and they
notice a progressive upward climb in their career success. Others felt positive work
esteem came from their sense that their work is a positive contribution to society and to
the well-being of others. Asan indicator of positive work esteem, one participant
commented with pride, “Well actudly I'm quite stisfied with most of it. | redly am. |
lovemy job. | think I'mgood at it. | get praisefor that, | get evduated well for that from
al sdes...students, other faculty, administration, colleagues, and so forth....And I'm
satisfied with most aspects of my job.” (F1) While this participant was one of those who
was “middle of theroad” on her fedings of work and persond life balance, the fedings
of positive work esteem she described was part of what she said made her fed better
about her balance. Another faculty member aso described his fedlings about hiswork in
away that made it clear that he had positive work esteem. He said, “More often than not
| say to my students, ‘I love thislife’ | may not be driving aFerrari and | may not be
getting triple digit figures in the thousands, but over time my income will go up, and it

51



affords me the opportunity to do private practice on the side and stay clinically active and
do consultations and community work. 1I'm pretty happy!” (2M) This faculty member
fet satisfied with hiswork and his contributions to the field, and this sense of postive
work esteem was one of the factors that enhanced hiswork and persond life balance.
Others had a similar sense that the gppreciation they felt from those around them and
their view of themsalves asimportant and contributing members of their field were very
important balance enhancers and proved to increase their sense of satisfaction with their
balance.

Balance Reducers

Baance reducers are things MFT faculty members said serve to decrease their
sense of balance between their work and persond lives. They include things such as
developing bad habits that cause them to fed out of baance, Stuationd circumstances,
negeative work esteem, and poor boundaries. The following section highlights some of
the factors that reduce MFT faculty members sense of work and persond life balance.
Bad Habits

A number of faculty described things they did habitually that reduced their sense
of work and personal life baance. In al cases these were not isolated occurrences but
patterns that could be tracked over time. In some cases these actions may have started
out innocently enough but, over time, have become problemeatic in that they were
identified by the faculty as reducing their balance. One faculty member cdled this
forming “bad habits” therefore this next section will highlight those bad habits faculty
sad they had that made them fed that their work and persond life balance was not good.
All of the faculty members who described actions thet fal into this category of “bad
habits’ were women, interestingly enough.

A dightly different bad habit developed by one femade MFT faculty member to
dedl with an overabundance of work was procrastination. She identified as problematic
her tendency to take menta breaks throughout her workday that actualy served asan
avoidance of work. She made it clear that she was not purposely taking a mentd rest
during the workday but instead was procragtinating and putting off the inevitable. To her,
she had become quite inefficient during the day, and sad,

There stimethat | spend a work that's pretty avoidant [laughs]. That's

the best word | can think of. Y ou know, [1] take alittle while and say,

‘Let’s see what e-mail has come in during that few minutes of down time”

Y ou know, play agame of solitaire while I'm waiting for [my e-mail] to

download. And | could be more efficient in those minutes. And those

minutes might add up to something alittle more relaxing for mysdif later

on. (1f)

She saw this avoidance as abad habit that served to reduce her sense of work and
persond life balance. She made it clear that this was not smply time for a needed menta
break, because she felt she took those purposefully, but that these were times of true
inefficiency that served to reduce her overall sense of baance. To emphasize the point,
she even gave examples of these avoidant behaviors by saying, “So that when | have
thingslike...an atice that I’'m working on and I'm avoiding. I'm playing with the cats
or doing the dishes or downloading more e-mall or surfing for something irrdlevant on
the Internet [laughg], then that feelsto melike avoiding work. It doesn't fed to melike
relaxing, it fedsto melike avoiding work.” (1F)
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Stuaiona Circumstances

Some faculty mentioned that their balance was currently poor because of
extenuating circumstances in therr lives. Faculty members usudly stated this up front as
if this contextud piece was amgor factor in determining their current leve of
satisfaction with their work and persond life. In dmog al circumstances the faculty
member was describing a Situation that was making them to fedl out of balance and was
sgnificant enough an issue that it warranted early comment.

The most commonly cited work-reated circumstance that faculty cited as making
them fed that their work and persond life balance was poor was going through the
process of ataining tenure. One mae faculty member summed it up well by using the
metaphor of different “seasons’ of one's career, and thefirgt few years were inherently
less baanced and more difficult for most faculty. In describing his philosophy of what
most young faculty members dedl with in the beginning of their career in academia, he
sad, “...theré saprice you have to pay early on. And baancing thet is difficult. But |
just think that people when they enter a career they just have to be prepared that those
first few years you' ve got to work redlly, redly hard. And long hours” (16M) In
recaling his own tenure-track experience and how he makes sense of his shifting balance,
he added,

...those early years, especidly before you have tenure, | mean you redly

have to work hard. 'Y ou know you have lots of new class preps, you have

to get your research program established, you have to be publishing. To

get up to speed and to earn tenureisalot of work. And | think people

have to redlize that’s a 60 hour aweek commitment to be successful. And

then later on you can kind of maybe, you know not ease off, but find a

better pace that’s going to last you decade after decade after decade so you

don’'t get burned out. (16M)

Others mentioned the issue of tenure as a significant factor in making sense of
ther current balance. 1t was only women who mentioned tenure as being an extenuating
circumstance that was currently impacting their balance, but haf of the women with
whom | spoke mentioned it. Thismay be an indicator of the demographics of the
interview sample whereby the mgority of the more junior faculty were women. Interms
of her experience of tenure as it relates to baance, one femade faculty member said,

| think some of it is being nontenured.....I’ve heard alot of people,

especidly recently, talk about, * Once you're tenured it’ s very different,

it'smuch different.” And | hope that maybe it will be [laughg]....And |

think part of it isarite of passage everyone has to go through. ‘ Someday

you'll be tenured and it will be better.’...but | think that pressure of tenure

isdwayslooming. Even though I’ ve had people say, ‘ You don't need to
worry about it.” I'm like, ‘1 know but until | haveitinhand | fed likel

need to.” (6f)

Another faculty member echoed the notion of pressure to get tenure by saying,
“...theré salot of expectations that you need to have so many thingsdonein ayear...|
fedl supported here, but there are till high expectations.” (9f) The same tenure-track
faculty member, when asked if she felt her department vaued her efforts to balance her
work and persond life, said,
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...a the end of the year they’re gill going to count your publications and

your grants submitted and look at your student evauations. | mean there

isn't asection in our portfolio for love |etters written or amount of detes

you went on with your spouse or number of children you had. Or, you

know, number of vacations or photos from your vacation....| mean even

though they say they want you to be balanced, in the end that’s not what's

going to get you promoted [laughg]. (9f)

Another faculty member described her pursuit of tenure as somewhat of a
motivating factor for her, abeit one that caused some dissatisfaction with her work and
persond life baance. She said, “Wdl certainly the whole tenure and promoation thing
drivesmeasmuch as| adlow it to. And to acertain extent you haveto dlow it. 1 mean
you know it's not like something you can just ignore [laughsg].” (10f)

The fourth woman to mention tenure as a stressor and an indicator of poor baance
noted that part of her problem was that she aso has alarge administrative component to
her job a the universty. This respondent was ardatively new faculty member who had
not yet achieved tenure and described how the adminigirative responsibilities got in the
way of her atempts to achieve tenure in her department. As she described it, her
adminigtrative duties prevented her from devoting the necessary time and focus to
research and publishing, activities that she said she had to work on in order to get tenure.
She said, “You know | worry about the tenure process. And when | sit down with the
tenure manua and | put it next to my [adminigtrative] job description [laughs] they're
redly different things.” (3f) She went on to say that even when she attempts to get clarity
from her colleagues about how to manage the many facets of her adminigtrative job and
the tenure process, she says, “1 get redly different answers from people.” (3f) This
combination of adminidrative responshilities and the expectations of a new faculty
trying to achieve tenure proved to be a problem for this faculty member’s balance, and
these eements were part of how she made sense of her poor work and persond life
balance.

Besdestheissue of tenure, other work-related issues emerged that made faculty
members fed that their balance was poor. One faculty member, for example, described
how timing during the academic year was crucid for his sense of work and persond life
baance. He sad, “Wdl right now in the summer it's pretty good. (Laughs) I'm not
teaching any classesthis summer.” (5SM) Hewent on to explain, “...in the soring was
tough. Whenever we have evening stuaionsit’s very difficult for me with three young
children....And so we were interviewing [of potential students and one faculty member in
the spring semester].” (5M) He said the interviewing he was doing as part of his
departmenta duties during the spring semester required him to be away from home more
nights than he usudly dlows himsdf, and he fdt out of balance. He was not only ableto
see how different his current Stuation was from only a few months earlier, but the
difference was enough to sgnificantly change how he perceived hisbadance. Hedso
recognized that this feding of good ba ance was somewhat temporary, and that asthe
following academic year got underway he would fed pulled by hiswork & timesin ways
gmilar to thet in the spring.

Others mentioned extenuating circumstances either at home or at the workplace
that made them fed out of balance. Some of the specific at- home problems that faculty
said serve to reduce their balance were things such as experiencing relationship problems,



going through a divorce, and moving. Some of the circumstances in the workplace that
served to make faculty members fed they had poor work and persond life balance
included: working on grants; managing an accreditation process within their program;
being in anew job or a anew university; adding adminigtretive duties to one' s dready
busy job; work-rdated travel; and temporarily problematic relationships at work. For
example, one faculty member said that he notices his baance shifting to the negtive,
“...during times of stress here where rlationships are not going well a work or whatever
where | tend to bring it home more.” (13M) In order to resolve this shift in balance, he
described being able to reestablish his baance by taking it through with his wife, getting
it off hischest, “...and then we can move on.”

In aclear example of how work and persond life balance can be negatively and
dramaticdly shifted by life circumstances, one faculty member outlined arecent timein
his life when his balance was particularly problematic, even though now he fdt stisfied
with hisbaance. He described atime about two years ago when,

There were severd factors. | had a colleague resign...another colleague

went on sabbaticd...l had abook deadline...my wife had an emergency

gppendectomy...my wife was cleared medically to get a pancreas

trangplant....then in March she broke her right leg in eight places. Soll

was Smultaneoudy doing two people s work, taking care of an invaid

wife, and doing the last couple of chapters of a book. That did not fed like

good balance. (15m)

Clearly this faculty member’ slife circumstances served to severely reduce his sense of
work and persond life balance. His story and the ones mentioned above serve as
poignant examples of how poor balance is sometimes not so much a matter of lack of
baancing skills but of the day-to-day circumstances that impact people’ swork and
persond life balance.

Negative Work Esteem

One of the other themes that emerged from MFT faculty members asthey
described the factors that served to reduce their fedings of satisfaction with their work
and persond life balance isthat of negative work esteem. Negative work esteem isa
generd feding faculty members have that they are not vaued members of their
workplace. This sense of not being vaued can either come from specific messages they
get from their workplace or from internad messages they have of themselves asaworker.
Negative work esteem was characterized by the some of the MFT faculty members as
negative fedings about their work performance, how they are viewed professondly by
the colleagues and the larger field, and how hard they have to work to attain the levelsto
which they aspire. Negative work esteem was one of the factors that faculty members
sad caused them to fed out of baance in that they never fed they are measuring up to
their own or others' standards in the workplace.

In describing her own struggle with an aspect of negative work esteem, one
femae MFT faculty member stated, “...I think maybe that perfectionism comes out there
aswdl. You know I'm not feding like I’'m doing as much, and yet the feedback thet |
get is, you know, ‘You'redoing it dl!” kind of thing. So | wish | could baanceit dl, but
feding likeI’'m nat, so....” (6F) She continued to talk about her negative work esteem
that caused her to take on more work than others because she fedl's a constant internal
pressure to be better, more accomplished, more productive, and more driven in her work.
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This sense of not doing enough, even though the feedback is overwhelmingly positive,
came up anumber of times among faculty. Whether it be high self-expectations, low
Hf-esteem, or unredlistic expectations, it's clear that many faculty question their own
worth and contributionsin their work. These factors were things that some faculty
members said cause them to consstently overwork themselves, and gtill fed that they
have not done enough, leading them to fed exhausted and prone to burnout.

Another femae faculty member discussed a smilar problem with her work
esteem. While she acknowledged that she is thought of as successful in the field of MFT,
she 4till notices her own fedings of inadequacy. She sad,

... have issues about confidence. ...the stress comes more from the lack of

confidence than afeding of sort of having to prove mysdf....it'slike no

maiter how much feedback | get I'm il going to think, ‘Wl | ill don't

know what | need to know.” | Hill fed like the new kid on the block.... |

could have 100 people a my house right now saying, ‘Oh what you're

writing isjust fabulous.” And | would say, ‘Oh my gosh, what do they

know?

She attributed most of these fedlings of inadequacy and lack of confidence to family of
origin issues, and recognized the fedings as very persond, not ones she thinks she gets
from peoplein her professon. Even though she was aware of the negative impact these
internal messages had on her, her negative work esteem made her work harder than she
needed to, fed stressed about her abilities, and fed dissatisfied with her work and
persond life balance.

Only one male faculty member described an aspect of hiswork that came under
the theme of negative work esteem. While his negetive work esteem seemed to be related
more to the way his university (and universties around the country) is operating, some
agpects of it were similar to the negative work esteem described by other faculty
members. His negative work esteem stemmed from what he described as a recent trend
in univergty adminigtration becoming more authoritarian, money-oriented, and fear-
driven due to the present state of our U.S. economy and nationd cutbacks in education.
He gstated that he found this new emphasis to be destructive to his sense of satisfaction
with work and his ability to perceive himsdf as adequate in the eyes of his
adminigration. He stated that he felt,

There salack of gppreciation plus the sense that you're redlly not what

you redly need to be. It'sredly nasty. Wedl say to ourselves, ‘Well

we re mature human beings. We should have outgrown that need for

aoprova along timeago.” But probably that's an immature part of me

and an immature part of other people. It'sdso the feding that [the

Adminigrators] kegp moving [their approval] dightly out of your reach.

It's the one thing that has been most destructive of emotiona equanimity

and fedings of well being. And it doesintrude into our persond life. It's

probably the one thing that makes me least efficient here because when

those messages come down it takes you awhile to deal with the negeative

emotion. (14m)
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So while negative work esteem can take on may forms, it is clear from the examples
above that it serves to reduce faculty members sense of balance and causes them stress
and dissatisfaction.

Poor Work Boundaries

Just as the development of hedlthy boundaries was a balance enhancer frequently
mentioned by the MFT faculty membersin this study, so too were poor, loose, or
inconsstent boundaries at work one form of balance reduction. It isimportant to note
that these poor boundaries were not generd but specific to work. They were cases where
the metaphorica walls that contain their work life were not strong enough to prevent
work from leaking (or flooding) into their persona lives. Never did poor boundaries
mean their persond life was encroaching on work. Some forms of poor work boundaries
included things like taking work home every night, taking work on vacation, working
every weekend, and accepting an overabundance of tasks, roles, or respongbilities at
work.

A couple of women discussed how they often let their work encroach upon their
persond lives, and that for them this was an indicator of poor work boundaries. One
faculty member said,

| fed like alot of times my professond lifeismy persond life. | think

about leaving work, often times| don't just leave work. 1'm taking work

with me, and that's pretty much adaily thing. But | don't often fed like |

have that break. So | think another adjective that | might use would be

that my work life overlaps with my persond lifein alot of ways. (6f)

Y et another echoed this sentiment by saying, “...I"’m starting to carve out my persond
time and thinking about filling it with work.” (9f) These women clearly fdt that their
struggles with work boundaries were partly respongble for their feelings of poor work
and persond life balance. Ther time and energy were taken up mostly by their work and
left little for thelr persond life. This clearly was not a source of pride and satisfaction for
them, but fdlt intrusive and problematic for their balance.

It became clearer to me why so many respondents described their poor work
boundaries when some faculty members mentioned that they thought a career as afaculty
member was “boundarylessness.” They acknowledged that the very nature of their work
in auniversty setting meant there was aways more to accomplish. One faculty member
sad,

A typicd university job, whatever you're doing you can aways be doing

something more. 1t's not structured in away that there' s abeginning and

anend. That there are walls around what your job description is and what

it ought to encompass. There are dways articles to write, grantsto write,

more projects to do, and the university frankly wants dl of that, and more,
Many faculty members acknowledged this sense that there are no boundaries on their
work is part of what makes it easy for them to have poor work boundaries and thereby
feding that they have poor work and persond life balance. On the other hand, some
faculty members are able to resist poor work boundaries, and most of them attributed that
to having persond life-related priorities and a value system that said being a homewith
family is more important than work.

Interestingly, only a couple of men reported they had poor work boundaries,
though the women reported this very frequently as one of their most problematic balance
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reducers. Mogt of the women were at aloss as to why they had such poor work
boundaries, but al were able to give examples of the negative impact poor work
boundaries had on their work and persond life balance. Some women thought it might

be the “ Superwomen” concept whereby they have been conditioned to believe they need
to be dl thingsto dl people. Some women thought it might be something they learned
from watching their mothers do too much. Still others thought it was part of the negative
work esteem issue discussed earlier whereby some women fed they have to over-perform
in order to measure up to their male counterparts.

There were two cases where amale faculty member said he had poor work
boundaries. One of the men stated he has struggled with this problem of poor boundaries
hiswhole life and fdt it was very difficult for him to say no to people & work. The other
faculty member attributed his poor boundaries to the fact that his children are no longer
in the home, hiswife works very long hours, and heis highly invested in and enjoys his
career. Therefore he gated that he had less incentive to set stronger work boundaries
snce there was generdly no one a home to serve as alure awvay from the office. This
makes sense compared to most of the other people who reported poor work boundaries.
Most of them ether have no children, no children a home, no life partner, or a spouse
who works as much or more than they do. These faculty members recognized thet their
poor boundaries are influenced by the lack of amotivating force in their persond life,
while the tasks and respongibilities a the office served as a motivating force to say on
and keep working longer than they thought was hedlthy.

Gender Issues

While gender was not initidly one of the issues about which | had intended to ask
faculty members, the first couple of interviewees mentioned it in describing how they
made sense of their work and personal life balance. | began to ask about gender to seeiif
it was asgnificant factor for interviewees, and indeed it seemed to be one of the salient
themes that emerged. Nearly dl faculty members mentioned some way in which they
thought their gender impacted their work and persond life balance, though one person
sad he thought gender was not a part of his baance meaning-making as much as his
family-of-origin issues. The following section describes some of the gender issues that
MFT faculty discussed as being a part of their work and persond life balance.

| asked al but the first two MFT faculty members, “How do you think your
gender impacts your work and persond life balance?” The most prominent gender issue
described by the interviewees was the belief that, in generd, the men had an easier time
baancing their work and persond life because the division of |abor at home for couples
in heterosexud relationships continues to be split down gender lines. Thiswasdso
referred to as “The Second Shift” (Hochschild, 1989) by more than one faculty member,
ascenario that many see operating in their own lives. The phrase The Second Shift refers
to apopular book published in the 1980s that publicly acknowledged a phenomenon
where men and women may put in about the same effort and intengity at work, but
women take on more of the respongbilities for home and child care than do men. The
faculty members who mentioned The Second Shift said that they believed that men do
not generdly fed asworn out, stressed, and overextended as do their female counterparts.
Mogt faculty members acknowledged this imbaance of domestic work as one factor of
why they experienced their work and persond life balance the way they did, whether it be
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good or not good. One participant said about being mae, “I think it makesit easier. |
think it's 100 times more difficult for awoman because of expectations... Being aguy,
it seaser to leave home in the morning thet it isfor awoman.” (16m) Another man
added,

Wil you know my wife takes care of alot of things that, you know, that |

don't haveto. And | think women as they work, their husbands don’ t

necessarily pick up the stuff. [My wife] helps pick up. Sheworks but she

doesn’'t work full time. And so there' s a baance there that she can take

care of things for me that makesit easer for me to have balance. (13m)
Another male faculty member provided more thoughts on this issue when he said,

| think women arein an interegting jam in that... . by socidization, by

default, [my wife] ill getsthe lion share of crep [at home]. So even

though both of us are managing home and vocation, | dill think she's got

the more backbreaking job than | do; even with children gone. (14m)

A few femae faculty members confirmed this notion through their own experiences and
described carrying more of the load & home, while nearly dl of the men acknowledged
that their spouse was amagjor contributor to their positive sense of balance.

As an additiond example, one mde faculty member, whose wife works full time
for wage outside of the home, noted how much eadier it isto balance his life because of
being mae. In hiscase, hiswifeisapagor, and he recognized how little her
congregation expects of him as the husband of afemale pastor than if amale pastor was
inplace. When | inquired further | learned that the congregation of a male pastor expects
to get “two-for-the-price-of-one’ in that the pastor’ s wife is expected encouraged to
participate in the running of the church. That might be through teaching, entertaining,
adminigration, or volunteering. Heillusrated this point well when he sad,

Somebody would be giving [amae pastor] hdll about it if [his wife]

wouldn’t teach Sunday school or play the piano or whatever the job was.

But nobody gave anybody hell about it when [my wife] was a pastor for

eight years and | kind of picked and chose what | wanted to do. (15m)

So this faculty member pointed out a case of gender discrimination working in hisown
experience in that as the husband of afemale Pastor he does not face the same
expectations as the wife of amae Pastor would. He recognized that this mede hislife
much more sane and that he and his sense of balance was benefiting from being maein
this case.

One of the rare cases where awoman did not fedl this division of labor issue
playing out was for afemale faculty member who was dso in alesbian rlationship. She
noted that, while she does not fed the second shift phenomenon playing out in her own
persond life, she does observe most if not al of her heterosexud femde friends dedling
withitinther lives. Shesad,

| don't face that kind of a persond relationship where work is divided

adong gender lines. So | fed an enormous amount of equdity in my

relationship and in the balance between home life and work. | look at my

female counterparts...and | know | don't face anything like the kind of

gender problems they face. (3f)

Some of the faculty who were aso parents of young children described often
feding guilty about the time they spend away from their children. In amost every case

59



this was not because they fet they were spending too much time away from homein
favor of work, but that any time away from their children and family caused some
fedings of guilt. One woman made a poignant satement that working mothers often fed
like afalure no matter what they do. This came across asthe old adage, “You're
damned if you do and damned if you don't.” She agreed wholeheartedly with one of her
friends who said, “ Once you' re aworking mother you' re dways afalure” She added
that it is not just the time away from the children that provokes guilt in her, but that the
time she spends with family instead of work is adso noted at the office. Her ideawas well
captured when she said, “No matiter how late in the morning you leave the child with a
gtter the child isangry at you for leaving. And no matter how early you get to the
morning meeting, one of your mae colleagues that doesn’t have any children probably
got therefird. So you're dwayslosng.” (12f)

On the other side of this coin is the feedback men get about their roles a home
and work. One mde faculty member admitted that he gets extremely postive feedback
from people when he does what he thinks is normd parenting by spending time with his
children and putting them first. He added that no women get extra attention and kudos
for doing the same thing, clearly a double standard. He noted that society expects him to
be less emotiondly available and involved than women are, so he gets positive atention
from his parenting, which he fedsiswrong. He noted that thisis an example, dbeit
nontraditiona, of male privilege. Thisaso showed up in areas such as parentd leave
when babies are born, leave for sick children, and reduced schedules for working parents.
These stuations are typicdly utilized by femdes, and many women are pendized in the
short or long term for their decisons to put family and children firs. Men, asthe
respondents noted, rarely have to make that decision, especially when there is a spouse to
take care of domestic chores and child care for the family.

One male faculty member noted thet there may be a gender issue impacting
faculty members freedom to say no to work-related tasks and responsibilities. He felt
that for men in amde-dominated work environment it may be more accepted for aman
to say no than awoman. Some remarked that this could be due to an existing “old boy’'s
network” gill a play in universty sysems or that an academic career is dill rdatively
new for women in our culture, making it harder for them to fed safe and confident to
gpesk up for themselves without negative repercussons. Regardless, afew men
acknowledged this gender difference and said it seems to be more accepted than for their
femae colleagues. For example, one mae faculty member casudly mentioned one of the
ways in which he set boundaries a work. He said, “...there were probably some times
when | said no to somethings. When | said that | couldn't do anymore, that | couldn't
take another gppointment. That | had to leave early. That | pushed things off till later. |
would do that again. 1'd do more of that actudly.” His confidence and ease of saying no
comes through in this quote. This safety and confidence in saying no in the workplace
served to enhance the work and personal life balance for the men who used thistactic,
while a number of men thought their femae colleagues felt they could not use this option
due to the underlying message thet it is not acceptable coming from women. Indeed, a
number of women acknowledged that they have trouble saying no a work, however only
one of them reported noticing a gender difference related to her trouble saying no. This
femde faculty member said that she began as one of the few femde faculty membersin
MFT across the country and gtill fedslike “the new kid on the block™ because of being
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femdein amade-dominated career. She noted that being afemae MFT faculty member
isaminority position, and that makes her fed compelled to speak up or accept work so
she can represent and bolster the voices of women in thefield. Thiswas oneway in
which she fdt chalenged to maintain good work and persond life balance.

Half of the men with whom | spoke had wives who were a home full-time or part
time while the men worked full-time for wage outside of the home. On the other hand,
al of the partnered women with whom | spoke were in relationship with others who
worked full-time. The others were single men or women who had no partner in their
home (one was in along-distance partnered relationship). It isinteresting to note that, in
our society where it is common for women to work for wage outsde the home, it is il
virtualy unheard of for a heterosexud woman to be the wage-earner and her male partner
to manage the domestic sphere. One faculty member put it well when he said,
“...culturdly speaking, the mae has traditionaly been the one who's supposed to spend
thetime, dl thetime, at work and dl that kind of stuff. And to say, ‘Hey I’'m going to
draw boundaries and be a home more' isalittle out of character.”” (13m) He added that,
asamae, hiswork environment would be more tolerant of him taking additiona time to
be a home, especidly because he perceived his colleagues respecting that part of his
Spiritudity that gave him the message that family is the most important dement in his
life. Butitisinteresting to discover that none of the women faculty talked about their
spouses or significant others reducing their work load to pick up additiond
respongbilities at home to relieve them of some of their burden. All of these pieces
contributed to the men’'s sense of better overadl work and persond life balance and
satisfaction and reportedly continue to make baancing work and persond life achdlenge
for their femae counterparts.

As mentioned previoudy, expectations differ for these men and women a home
and a the office, according to many of the faculty with whom | spoke. Both men and
women spoke about the expectations they see working on themselves and their
colleagues, many of whichtake on the form of double standards. One woman tated it
amply, “...there are certain expectations on femaesin academia that aren’t there on
males...there are certain expectations that [women] have to perform at adifferent leve to
prove oursalves. | think it's the gender stereotypesand | think it’s the discrimination
that's il there.” (6f) Y et another woman echoed this sentiment by saying,

| think it’sredlly tough on women because there are il

expectations....Y ou know that they manage alot of thingsin the family

and then they manage alot of thingsin their work... | think there are il

some questions, if awoman gets pregnant, you know, will she till be

effective a her job or as productive at her job. And | don't think people

question that with men. (9f)

Earlier on in her career, one woman looked around at herself and the othersin her
department and said to hersdlf, “* Gee the mae colleagues aren't taking on so much and
aren’t worrying about this and not worrying about that. So | don't think | will ether.’”
(12f) She went on to describe thisinternal monologue as part of the phenomenon of
expectations in the workplace and wondered to herself,

Is this what the students expect of us, is this what the saff expects of us, is

this what we expect of oursalves? | think it's acombination of

expectations. Our expectations that that’s what women are supposed to
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do, our students ook at us as, ‘Y ou' re the ones that will help me because |

can't bother this mae faculty member with this. And the t&ff the same

way. (11f)

Another expectation-laden gender issue that emerged isthe notion that femae
faculty carry more of the emotiond weight of student problems than mde faculty. This
was a theme that more than one person mentioned, and toward the end of the interview
process | began to check with others about their experience of thisissue. A number of
faculty members noted that when students are troubled, stressed, and need a shoulder on
which to cry, they more often seek the femade faculty members for this sort of support.
One femade faculty member stated,

| think femaes are seen as the caring faculty members by students. And

therefore | think students tend to want to meet with you more often, have |

think a different set of expectations for femaesin many indances than

they do of mae faculty members... | think they expect to be nurtured [by

the femde faculty]. They expect [femae faculty] to be understanding.

(10f)

Another femae faculty member stated, “I get dl of the crying people...
somebody’ s unhappy with another faculty member, they’ re more likely to cometo mel
think than they areto amale...so that just makes more work for mein my job.” (3f) Stll
another mentioned, “...students will approach fema e faculty members about stuff they
would never, ever gpproach mae faculty members about.” (11f) This additiond role that
femae faculty members find themselves filling crestes an extra burden on them,
according to their reports, though at least one of them admitted that she aso enjoys that
part of her job. At least one male faculty member said he did not have the same
experience. He reported that plenty of students come to him with emotionaly-related
persond issues. He acknowledged that it could be that his female colleague does get
more of the students emationd experiences, though he added it is not something he can
be sure of snceit isnot an issue he and his colleague have ever discussed.

Coping and Rebaancing Strategies

One of the questions | asked faculty members was to describe any methods they
have used in their past or current life to bring their balance from a place of poor balance
to better or good baance. The question produced some responses related to rebalancing
drategies, but some faculty aso provided information throughout their interview thet
indicated ways they rebalanced their work and persond lives. Some of those strategies
detailed below included reprioritizing temporarily, schedule full days away from the
office, keep apersona planner, and actively seeking support from others.

In terms of arebalancing strategy, one faculty member described a metaphor he
came up with of deposting and withdrawing money from abank in terms of his
rebalancing process. He explained that there have been timesin his career when work
took precedence because of grant proposals and other requirements where he spent an
exorbitant amount of time &t the office. At other times he noted that circumstances at
home led him to have to be there more than at work in order to help solve problems and
carry more responghility there. He explained that because of these times when one arena
of hislife had to take precedence, the other had to take second priority. Thisworked well
for him because, as he explained,
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...thekey to it is you have to have enough money in the bank in both

accounts [home and work accounts] so that if | have to dack at work for

awhile, the good will isthere, my reputation is there, my productivity is

there. So they know that if I'm kind of scarce for a month or two that it dl

evensout. That | have enough in the bank that | can get away with it.

He went on to describe a Stuation when he had to put alot of time in away from the
home as well, and how supportive his wife was because of the excess of “funds’ he had
gashed in his “home account.” (16m)

Another faculty member explained that she had a number of coping strategies for
trying to improve her work and persond life balance, including scheduling down time,
working one day aweek away from the office ingtead of a the office, exercising to
improve her health, and keeping a detailed personal organizer. She eaborated on her
drategies by saying that she takes,

...one day aweek when | do not schedule gppointments. And that isa

workday or aplay day. Um, mostly it'saworkday [laughs]. So that’s one

drategy thet | have. | have anew strategy of exercise. My blood pressure
was up and | decided | wanted to not do medication so I’ ve been walking

for 20 minutes every morning... When | had a paper plamer | wrote some

things in pencil, some thingsin blue ink, and some thingsin red ink.

[Activities | could not miss| wasared ink thing. Blueink things are

vacaions and lunches. Mogt of it'spencil. Black ink isclass. Sothat's

another strategy | have. And so | plan once aweek. | look at my schedule

for the next week and the next month and think about, can | take new

clients? Should | look at a couple of clients and think about making their

next appointment a couple of weeks ahead? It works for me. Some

people probably need more spontaneity, but that alows me spontaneity,

too. (1f)

These were just some of her tried-and-true balance enhancing methods. She reported that
not dl of them worked perfectly dl of the time, but that as she has used them and
modified them to fit her needs they have become baance enhancing.

One faculty member found himsdf mid-career with a number of very stressful
changesin his persond and professona environments. When | asked what things helped
restore his balance to a positive sate, he described not only waysin which the
circumstances resolved themsdves, but dso the part he played in resolving many of the
problems in order to rebalance the two spheres. He said,

| called my pastor one day and went over and dumped on him for an hour.

| became more intentiona about getting time to do dlinical processng

with my colleagues here on the faculty. | got more chances just to go out

to lunch with them. And | was able to spend...alot of the time that was

spent doing physica care things for my wife | was dso able to have just

conversation time with her, which was nice. (15m)

When | asked about ways in which he was able to impact the hiring process a work, he
emphaticaly stated that he did in fact push vigoroudy to have his choice of candidate
interviewed and eventualy hired to replace the previous faculty member. To emphasize
the importance of thisto him, he finished his thought with, “So yeeh, if | hadn't done that
I'd be screwed!” (15m) This example shows the intentiond ways in which some faculty

63



attempt to shift their balance a times. 1t dso demongtrates the respongbility some
faculty take in helping to change their circumstances in ways others might not think they
could.
Suggestion For Future MFT Faculty Members

One of the final questions | asked the MFT faculty with whom | spoke was what
experiences or advice would they share with up-and-coming MFT faculty about work and
persond life balance. All of the faculty came up with at least one piece of advice while
most had multiple suggestions, and they ranged widely in the types of suggestions they
made. Some of the more common ideas MFT faculty wanted to share with others who
were thinking of embarking on a career in academiawere that it' s not arace, care for
yoursdlf, be intentiond, strategize, and prioritize. The following sections provide more
detall about these ingghtful suggestions.
It's Not a Race

A number of faculty produced avery smilar suggestion to up and coming MFT
faculty members that seemed to come directly from experience. The generd notion was,
“It' snot arace’” and afew faculty actudly phrased it that way. Theideaisthat some of
them found themsdlves rushing at the very start of their career to accomplish as much as
they possibly could and ended up feeling burned out and having developed some bad
habits that have been difficult to dismantle. One faculty member said, “1t's good to know
that you don't haveto doit dl a the sametime. That even if you're not writing the book
that you wanted to write when your child is under two [years old], that you'll have time
later. You don't have to do everything a the sametime.” (F12) Theideathat faculty can
dow down the pace and create a hedlthier, more balanced existence early on in their
career seemed to be an important lesson that these faculty wished they had learned early,
and they were eager to share that information with me.
Sdf Care

Because most faculty members described the work of an MFT faculty member as
often difficult and stressful, they recommended that others do things for themselves that
are nurturing and stressreducing.  These suggestions are grouped into the section called
sdf-care. One faculty member fet it so important to mention another piece of advice to
new MFT faculty that she e-mailed me after the interview to mention it. She explained,
“For two years now, | have been able to have acleaning lady come in every other week
for four hours, and thisisamgor contribution to my menta hedth. So thisisagood
ded and | highly recommend it. Y ou can’t do everything yoursdf.” (12F) Another
faculty member offered more advice about self-care when she said, “I would aso
encourage them to make sure that they’ re taking care of themselves physicaly as much as
possible. That they have outlets for stress.” (10F) She went on to suggest having strong
friendship networks as an important source of support for MFT faculty members, both
within thefiedld and outsde of thefidd of MFT and academia. Ancther participant
suggested going into therapy if the stress, strain, and boundarylessness of their careers
prove overwheming.
Be Intentiona

A common theme among MFT faculty in discussng what experiences they have
had that they would pass on to up-and-coming faculty isto “be intentiond.” Aswith
other pieces of suggestion, this seemed to come from their own experiences and, in some
ingtances, acase of “do as| say not as| do.” Being intentional encompassed activities at




home, a work, in reationships, and within the participant. Asthe faculty members
described it, being intentional means actively doing things to affect a desired baance
outcome, and not to be passive participantsin the quest for good work and persond life
balance.

In spesking on the issue of being intentiond, one faculty member began with an
acknowledgment of how hectic most faculty members' lives arein thefirs few years,
epecidly if they aretrying to get tenure. Nearly al of the faculty members thought this
to be areatively normal, expected aspect of being new to thefield. But one faculty
member added the following advice:

...you have to make a conscious effort to build in that persond life. And

making sure that you do it, not just assuming that it will hgppen on itsown

becauseit probably won't...and making sure that you have people around

who can say, Y ou know you need to have this balance. What are you

doing for yoursdf? And | try to do that alot with my supervisees. You

know especidly when they’re sarting to get stressed out. (6f)

Ancther faculty member described how he sees being intentional as afunction of
his relaionship with his pouse. He described, for himsdf, how important it isto not
only take days off, but to intentiondly take them off on days when he knew his loved
ones could aso be home with him. He added that being intentional aso meant, “...redly
pushing to be the best therapist and teacher and theoretician that | knew how to bein the
time | was going to work.” (15m) Y et another faculty member described being
intentiona with those whom you share your primary relationships by saying,

...let’snot forget that we re marriage and family thergpists. We're

supposed to be the one group who understands and focuses on the

importance of relaionships....no matter how busy you get, no matter how

intense you are, thisiswork. Thered rdationships are & home. These

[relationships at work] are paid through tuition or employment or therapy.

Red reationships where growth and hedling takes place isa home. It

doesn't maitter what | know about an MFT theory if | can't liveit at home.

So that’sonething | would say. (5m)

Another fairly common piece of advice some faculty shared was the redization
that sometimes work and persond life is easier to balance than at other times.
Participants acknowledged that the nature of the work of an MFT faculty member is often
too busy, rigorous, and stressful to feel good about their baance dl of thetime. One
faculty member discussed the often frenetic pace of being an MFT faculty member when
he advised,

...the culture of intensity and mega hours and boundary-less-ness[in this

fidd] never brings anyone happiness. The most successful people in our

field are not the people who spend dl their time doing work. There'sno

question that the work demands will eat up every ounce of time you give

it....It will never stop unless you stop it. (5m)

Respondents suggested new faculty members learn what are their persond sgns
of poor work and persond life balance and to do something intentiona about it before
they get sick and be forced to take time off. Some respondents added that the more a
faculty member knows their individua signs, the better aole they will be to notice and
monitor these signs throughout their career. Some faculty members thought it was
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important to be in tune with their signs, but even more important was intentionaly doing
something about the lack of balance based on the obvious Signs. For example, one
faculty member said, in response to how being intentiond in this case would be hdpful,
“Wadl | think just by taking time to take care of yourself and recharge your battery. |
mean food isimportant to think. And rest isimportant for thinking. | mean if you're not
doing those two things at the very least, you know, then you're not going to be able to be
as productive. So being able to kind of recognize that.” (9F)

Prioritize

A major piece of advice that some MFT faculty members provided was to
prioritize early, often, and to stick to those priorities as well and as often as possible. One
person fdlt it was very important to prioritize the parts of her job that brought her into this
career, and to focus on those, nurture them, and make sure enough time was carved out
for those. She described this as away faculty can maintain their passon, and that if other
things crowded in too much it is easy to lose that passion. Another person focused on
family as a priority when he said he would tdl new MFT faculty members, “...that it's
importart to honor their family life, their persond life. And spend time with their
families, to turn off the [thergpist] meter.” (8m) Similarly, another faculty member
amply advised, “Don’'t do what you don’t want to do.” (7m) Aspart of prioritizing,
some faculty members thought it very important for new faculty members to define their
most important vauesin life and stick with those as they go through their careers,
renegotiating work and persond life around those core vaues that provide a foundation
for thar life. Making that which you vaue the mogt firgt and foremost and keeping that
in the forefront of your mind isakey to prioritizing in order to better balance work and
persond life. A few faculty members added that it isvery helpful, if anew faculty
member has a gpouse or life partner, that they share these core values and priorities and
can work together to keep each other on track. Thisalso servesasaway to be
accountable to someone esg, to share the burden of balancing work and personal life, and
to know that thereis someone in your life who isworking as hard as you to maintain your
joint values and priorities.

Srategize

Some faculty members suggested that new MFT faculty memberstry to strategize
ways of baancing their work and persond lives. Strategizing took a number of different
forms, as discussed in this section. The themes of that emerged showed that participants
have dtrategizing suggestions that are useful for people before they embark on a career as
an MFT faculty member, suggestions during their career, and ideas for those who arein
the later stage of their career.

Pre-Career Strategies. A number of faculty members talked about students they
have mentored who have been unsure whether the life of an MFT faculty is manageable
and desirable. A number of the faculty responded to these concerns and used them as an
example of the need to dtrategize around balance issues early in their career. According
to afew of the faculty members, strategizing around ba ance issues shoud begin before
prospective MFT faculty members actually embark on their new careers and accept their
firg faculty pogtions. They suggest that it isimportant for potentia faculty membersto
seek enough information about the career to have an adequate sense that it is appropriate
for them. Itisaso important for them to determine what aspects of the career they fed
passonate about and want to focus in on; teaching, research, practice, administration, or
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some combination. Participants said it isimportant to know the expectations of
academia, to talk to people in the field, and to be asinformed as possible from many of
perspectives. One participant suggested new faculty members dso be very intentiond
about selecting the correct environment in which to work as away for them to begin to
develop a career-long strategy that will produce higher rates of satisfaction and a better
sense of baance. Thisincludes, for example, deciding between research versus dinicaly
focused positions, master’ s versus doctora programs, and the type of department in
which the MFT program is housed. Another faculty member suggested that it is
important not only to know what aspects of the career a potentid faculty member wants
to focus on, but also to negotiate with colleagues and adminigtration ahead of timeto
have those aspects more present in their careers. Theseintentiond Strategies are dl part
of making creating a career path for the future and focusing on those things that will lead
to the mog satisfying and balanced life.

Mid-Career Strategies. For those who make the choice to become an MFT faculty
member, some participants had suggestions about ways to strategize in the middle of their
career in order to help improve work and persond life balance. One faculty member
described a dtrategy he usesto get the most out of hiswork and persond life on adaily
bass. He described himsdlf as being purposeful in his attempts to baance hislong days
a the office by going home around dinnertime to have amed and bed time ritud with his
family, then continued to work from home if necessary once his children had gone to
deep. Tha way he said he was able to fulfill his obligations a work while dso getting to
gpend vauable time with hisfamily each day. He stated, “ Rather than coming home at
9:30 from work, I'll come home at six o' clock, do family time, and then after they’rein
bed go back to work.” (16m)

One faculty member gave advice for managing the many competing demands of
work and family life. She gtated, “I think it's redly important to schedule dates with your
spouse if you find that you don’'t have regular time together. If you need to make
gppointments then do it, don't fed bad about it. And the same with kids” When | asked
this same faculty member what she would tell someone to do if they had a strategy that
wasn't working, she emphaticaly suggested they, “find another strategy!” She added
that people can talk to friends and colleagues about their own Strategies asaway to
“think outside of the box,” and maybe try someone else's drategy that sounds like it
might work for them. She was clear about recommending MFT faculty find Strategies
that work for them, and to be cregtive in their Srategies throughout their careers.

Late-Career Strategies. While strategizing before and during one's career asan
MFT faculty were suggestions the respondents made, afew aso suggested strategizing at
the end of on€'s career if and when one realizes that this was not the right career for
them. One person felt it very important that faculty members not to Say in ajob thet is
90 gressful thet their hedlth and well-being isa risk. He fdt it was important to give
MFT faculty members the feedback that it is al right to leave their organization,
university, or the entire fild of MFT in favor of a career that is more hedlth promoting
and enjoyable. Hefdt so strongly about this that he asserted,

...iIf you find yoursdlf having to fight and struggle to the point where

you're stressed out, get out! Put out your resume, get the chronicle of

higher education, find another place. Y our hedth is very important, your

lifeisimportant. And if there are barriers there that are difficult for you
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that you can’'t do what you love to do, then you're in the wrong place.

(8m)

All of these drategies, whether they be pre-career, mid-career, or later in afaculty
member’s career, are meant to help faculty members think through their balance issues
and come up with creetive, innovative, and functiond methods for creating a satisfactory
balance between their work and persond life.

Qualitative Results Summary

The quditative results show that more men than women reported that they were
satisfied with their work and persond life balance. In addition, many factorsimpact how
MFT faculty members make sense of their work and persond life balance. Someinclude
the indicators they use to provide information about how they fed about their balance,
the messages they notice within themsaves and from those around them, the observations
they made as members of their families of origin, and their gender. From these indicators
it is clear that faculty members use alot of datain determining how the fed about and
make sense of their balance.

Faculty members al'so mentioned a number of factors that served to enhance their
work and persond life balance. Some of those included job flexibility, setting hedthy
boundaries, their ability to say no, incorporation of nortwork activities into their lives,
their ability to speak up for themselves, spiritudity, and postive work esteem. Some of
the factors that served to reduce their balance included developing bad habits, negative
work esteem, problematic but short-term circumstances that led them to fed they had
poor balance, and poor work boundaries. They articulated some key coping strategies
they use in helping to improve their work and persond life balance, and they aso used
their past experiences and crestive idealism to articulate a range of suggestions for future
faculty members on how to better balance work and persond life. Some of those
included recognizing that work is not arace, good sdif care, being intentiond,
prioritizing, and dsrategizing before, in the middle of, and later in their careers.
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CHAPTERV
Discussion
Introduction

The purpose of this study was to describe the experiences of asample of MFT
faculty membersin terms of their work and persond life balance. To accomplish this
objective | used a mixed-method approach to data collection. Forty-three MFT faculty
members responded to alargdly quantitative, web-based survey. The mgority of the
findings were quditative and came from in-depth phone interviews with 16 of the 43
faculty members. Quditative sudies that are smal in scale and in-depth produce good
accounts of respondents experiences and their understandings of their experiences
(Becker & Moen, 1999). | asked about their sense of balance, the indicators that told
them how balanced they were, what messages have impacted their baance, how their
gender influences their balance, and what advice they would give to new therapist-faculty
entering the field. | used a phenomenologica framework to preserve the voices of each
participant as well asto guide the andyss describing their experiences and meaning
making. In the previous chapter | outlined the more salient findings from the quditative
interviews as well as demographic details gleaned from their quantitative, web-based
questionnaires. | used quotes as often as possible, not only to retain the voice of the
participant, but aso to more precisely capture the nuances of the concepts outlined in the
previous chapter.

| begin this chapter by integrating my findings with the previoudy published
research related to thistopic. | follow thet with adiscussion of the limitations and
srengths of this study as well as the implications for future research. | end with a section
on my persond reflections of the study and the people who were so generous with
themsdves, thair time, and their experiences.

Integration of Findings with Published Literature
MFT faculty membersin this study began by responding to an e-mail request for

their participation in astudy about the work and persond life baance of MFT faculty.
They filled out aweb-based questionnaire first and for those who volunteered and were
purposively selected, a subset engaged in a did ogue with me over the phone about their
experiences balancing their work and persona lives. The study was intended to provide
detall and ingght into the specific issues facing MFT faculty in terms of their work and
persond life bdance. After examining the quditative data carefully, a number of mgor
themes emerged that will be summarized here: their fedings about their balance, balance
enhancers and reducers, and gender issues.
Fedings About Balance

About equa numbers of MFT faculty membersin my initid sample of 43
guestionnaire respondents described their balance as poor as described their balance as
good. Other research has shown similar percentages of people who indicate that their
work and persond life balance is satisfactory or not satisfactory (Hill et d., 2001). While
Wetchler and Piercy (1986) used relationship stressors and enhancers as constructs, not
work and persond life balance asin my study, they found that the therapists reported
twice as many ways that their work enhanced their persond life than ways they stressed
them. So thereis evidence that some clinicians work servesto benefit their work and
persond life balance. On the other hand, dl of those in my study who said their balance
was poor were women. No extant published research supports the finding that women
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have poor baance. It seemsfrom my study, however, that balance is both a struggle and
achdlenge for many people, even many of whom say they currently experience their
work and persond life balance as good.

This current study dso indicates that work and persond life balance is not
something that is Smply experienced as dways good or dways poor. Insteaditisa
complex, dynamic phenomenon that must take into account the context inwhich it is
experienced and described. So it isnot surprising to note that a quarter of faculty were
either undecided or reported that they were unable to say definitively one way or ancther
how they currently felt about their balance. Just asin Wetchler's and Piercy’s (1986)
study, family therapists said both positive things and negative things about the impact
their work had on their marita and family rdationships. So too it iswith baance, asyou
can see from this study. There are both positive and negative factors that play into a
faculty member’ s experience of their balance. As one psychiatrist wrote about therapist
mothers in the workforce today, “We have learned to juggle more bdlsin lesstime. Thus
we must learn the art of choice and baance to counteract the hectic, rat-race qudity so
prevaent in our time and culture” (Eckardt, 1998, p. 359).

Baance Enhancers and Reducers

Faculty members highlighted a number of factors that served aswork and
persond life baance enhancers and/or reducers. Some of those include job flexibility,
parenthood, domestic work, and spiritudity. Those things that faculty members
described will be compared and cortrasted to the extant literature below.

Hexibility. It came across very clearly in the current study that work flexibility
was a key enhancer for work and persond life balance for some faculty members. So too
have other researchers found flexibility to be akey factor in people' s sense of work and
persond life balance (Clark, 2001; Friedman, 1985; Hill et a., 2001). Not only did the
respondents in the research by Hill and her colleagues (2001) tend to be more satisfied
than the respondents in the current study, but their work flexibility dso alowed them to
work longer hours before workload negatively affected their work and family life
baance. Smilarly, Clark (2001) found thet flexibility of the work in which an employee
engaged was linked to increased satisfaction and increased family well-being. Still
another article described the persona and professiona experiences of pregnant therapists
(Koral, 1996). The researcher concluded that a supportive, flexible work environment is
important for therapists to be able to pay attention to their own needs and emotions while
adjudting to their pregnancy. Clearly job flexibility is an important balance enhancer for
many MFT faculty members, and it is an aspect of the job they gppreciate and of which
mary take advantage. On the other hand, my results indicated that, while many faculty
members appreciated the flexibility they experienced in their work; it did not always lead
to reports of good work and persond life balance. This finding was not supported by the
research noted above.

Parenthood. | was interested to find that no clear pattern of satisfaction with work
and persond life balance appeared based on whether the faculty members had children or
not. On the other hand, with such asmdl sampleit is not dtogether surprisng. The
majority of faculty membersin this study had children, and they were split on whether
they felt balanced or not balanced. One study supported this finding in that they found
that parents and non-parents considered themsdlves equdly burned out and equaly
successtul in their work lives (Galinsky et d., 1996). When looking &t the issue of
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bal ance, however, employed parentsin the same study reported significantly poorer work
and persond life balance than employed non-parents. Working parents reported
consderably more home-to-job spillover that served to reduce their balance. Y et another
study, thistime by Barnett and Rivers (1996) found that 75% of the dud-earner couples
in their study reported strain in combining work and parenting.

In the current study, however, faculty members who were mothers seemed to be
less stisfied with their work and persond life baance than faculty members who were
fathers. The study published by Galinsky and Bond (1996) supports thisfinding. They
found that employed mothers were consstently less satisfied with various aspects of their
persond lives than the working fathers, and working mothers reported higher incidences
of minor hedlth problems, nervousness, and stress than working fathers. In fact, most of
the fathersin my study said they have good work and persond life baance, though nearly
al of them have ether a stay- at-home wife or have grown children who no longer live at
home.

Domedtic Responghilities. One of the baance reducers some faculty members
described was having too much domestic responsibilities aong with ther full-time status
ina“boundaryless’ career. All of the women in my study who have children a home
were dso in dua-earner families and reported some difficulty with their work and
persond life balance. Some participants suggested this was because working mothers
aso have thelion's share of the domestic respongbilities. This notion is supported by
some research (Galinsky et d., 1996). Gainsky and her colleagues found that working
mothers and fathersin her study agreed that the mgority of the household work was done
by thefemde. Many of the women fed it is part of their respongbility to do most of the
childcare activities, induding the emationd care of their children. This undoubtedly
causes agreat ded of role strain for these mothers and serves to reduce their sense of
balance.

Soiritudity and Religion. Spiritudity and reigious affiliation were baance
enhancers that emerged in the current study even though | did not directly ask any
questions about these topics. More than haf of the men but none of the women said their
spiritudity is an important ement in their sense of good balance. Very little research
has been published on reigious afiliation and work and persond life balance anong
thergpidts, no less MFT faculty members. In addition, there was very little variance in the
type of religious afiliation represented in my sample with the mgority being members of
the Church of Jesus Chrigt (also known as Mormon). Much more information is needed
on how religion and spiritudity are factored in to peopl€’ s sense of work and persona
lifebdance. Thereisdso aneed to differentiate between the impact of religion or
spiritudity versus theimpact of the culturd normsthat exist in some religions.

Gender Issues

Whileit istrue that one of the findings in this study was the gender divison of
reports of satisfaction with work and persond life balance, it is adso important for me to
mention the feminigt lenswith which | conducted this sudy and andyzed thisdata. My
feminigt perspective is well-integrated into my world-view, therefore when interviewees
began discussing gender-related issues | followed their lead. 1 may not have done this
with other issues of interest to the interviewees, but my bias certainly led me to examine
the gender issues more carefully. It isnot only my feminist perspective that led me down
this path, but aso my previous interest and sudiesin gender issues. Thereforeitis

71



important when interpreting the results to redize that my feminist perspective certainly
influenced my choice to examine gender issues more carefully once they were brought up
by the firgt few participants.

While nearly dl of the women reported that their balance was “way off,” no men
sad the same. Thismay be duein part to the fact that dl of the women interviewees
were in dud earner relaionships or were sngle. On the other hand, most of the menin
the current study who said they had good baance were married to awife who stayed at
home full-time or part-time. Thisfinding is mostly supported in White's (1999) research.
White found thet in generd the rdationship between type of earner in the family (dua- or
sngle-earner family) and work and persond life balance is different for men and women.
Femdesin dud earner families were less satisfied with their work and persond life
balance than their mae counterparts. White adso found that work and persond life
ba ance was sgnificantly better for one- versus two-earner families. My research
confirmed this for married or partnered faculty members. However, | found that faculty
members who were not in partnered relationships or who were dating said they had poor
or middle-of the road work and persond life balance. In most cases this was because the
faculty members felt they poured too much of themsavesinto their careers and retained
far too little for thelr persond lives.

White (1999) cited a persstent gender difference among levels of work and
persond life balance and whether respondents were in adual- or sngle-earner family.
My research did not confirm thisfinding. In fact dl but one of the men in my study who
werein angle-earner families where their wife was a homemaker reported being satisfied
with their work and persond life baance. Interms of their gender roles, these families
are consdered traditiond. Barnett and Hyde (2001), however, found that liberal gender
role beliefs led to better work and persond life balance for both men and women. These
results do not support my findings.

In addition, while many of the married men in my study were sole earnersin their
homes and reported that their wives carried the lion’ s share of the domestic
responghilities, it was quite different for the married or partnered women. All of the
partnered women reported full respongbilities a work and nearly full responghbilities at
home. Thisis consstent with other research that shows that women tend to balance a
quaitatively and quantitatively different set of demands than their mae counterparts
(White, 1999). Women carry more of the work a home and with child careissues. This
phenomenon was supported by my findings. It isno surprise, then, that al of those who
sad their balance was “way off” were women.

There are anumber of interpretationsthat | can make on thisissue of men
reporting better balance than the women in this sudy. One reason could be that the men
in my sudy werein the life sage of having school-aged children while most of the
women ether had grown children out of the house or no children. One study supports
this interpretation in that they found that men and women in the life- sage of having
children used a gtrategy of placing limits on work more than people in other life-stages
(Becker & Moen, 1999). Placing limits on work camein the form of refusing to teke a
new job or promotion, refusing work-related travel or relocation, and refusing to engage
in the materiaism that they associated with the fast- paced life where career isthe
priority. Indeed, even the women whaose children had grown and moved out of their
house remarked at times that they scaled back on work when they had young children.
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Some of these women reported worse balance now than before when they had school-
aged children for whom they felt respongible. This certainly could be one of the reasons
why the men in this study gppeared to be more satisfied with their work and persond life
balance.

Another interpretation could be that many of the men in the sudy, while they
admittedly do less of the work at home than their spouses (even if their spouse works),
they are actudly doing more than their fathers did or are doing. This may increase their
sense of well-being about the tasks in which they engage. On the other hand, the mothers
with whom | spoke may be doing less a home and with their children than their mothers
did, even though they are doing more than their mothers in terms of earning and career
building. 1t may be that maternd guilt is a sgnificant problem with women who work
full time. Thisdid not seem to be astrue for the fathers with whom | spoke, however.

Limitations and Strengths of the Study

There are anumber of important limitations and srengths in this udy. Thefirg
of which isthat the finding from this sudy are not generdizable to alarger group of MFT
faculty members but only representative of the 16 interviewees. Secondly, | grouped
faculty members based on whether they said their work and persond life balance was
good, bad, or middle of the road. However, the concept of work and persond life baance
can beillusve. Based on their lengthy and rich explanations of how they percelved and
made meaning of their balance, it seems that work and persond life balance is not
something that can be measured using asimple set of indicators. Further research is
needed to determine whether balance is a single construct or a multifaceted one (Clark,
2001).

One faculty member who | interviewed thought that | did not focus enough on the
experiences of sngle MFT faculty members. Another noticed that | did not ask questions
gpecific to sexud orientation or ethnicity. Each of these variables may be important,
though focusing on them was beyond the scope of the present study. For some faculty
members these issues were germane to their experience, so they became part of the
research. To more fully understand the intricacies of what goesinto MFT faculty
members experiences of their work and persond life balance, though, it may be
important to study those variables in the future.

Another possible weakness of this study is that data collection occurred & various
times during aone-year period. While the mgority of respondents were interviewed
during the early summer of 2001 after the semester had ended, some were interviewed at
the end of the fal semester of 2001 and the beginning of the soring semester of 2002.
Undoubtedly a person’s sense of work and persord life baance will be different
depending on what time during the academic year they are interviewed. Future
researchers should try to collect data from faculty members at about the same time during
asemester. In addition, the terrorist attack on September 11, 2001 undoubtedly impacted
al Americans, regardiess of how close or far they were from New Y ork City or
Washington, DC. Four of the 16 interviewees were contacted post- September 11, 2001.
Though none of them specificaly discussed the impact the terrorist attacks had on their
work and persond life balance, it is reasonable to expect that this could have impacted
their experience and responses in ways not known.

This sudy islimited in its ability to comment on the long-term work and personal
life balance issues of these MFT faculty members. While | gathered some information
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about the past balance issues of participants, that information is retrogpective and the
accuracy of retrospective datais questionable. Future research should consider usng a
more longitudina design to better understand the work and persond life balance of
faculty over time. The current study would have aso been improved had | interviewed
participants Sx months after the first interview to explore how faculty members views
had changed based on their experience of being a subject in thisresearch. Future studies
would benefit from incorporating that eemen.

Asasygemic thinker talking to other systemic thinkers, it would have been ussful
to interview the participants sgnificant others to gather information about their balance.
Not only were these interviews exclusvely sef-report, which in and of itsef tendsto
reduce the researcher’ s ability to cross-validate data, but it also lacked the perspectives of
the people who impact the participants and who are impacted by them. Thiswould aso
dlow for additiond levels of context to be added to understanding how faculty members
experience their work and persond life balance. Future research should include data
collected from significant people in the faculty’ s work and persond lives (i.e,, partner,
gpouse, children, friend, boss, colleague, student).

One of the strengths of this study was the number of faculty | interviewed.
Sixteen respondentsis average if not above average for a descriptive study on a never-
before-studied population. Using quditative andyss software helped ded with the sheer
volume of data. Another strength is that the 16 respondents were divided equaly by
gender and there was good representation by other demographic variables. Had |
interviewed dl or just the first 16 who volunteered | might not have gotten such balanced
representation of the origina sdf-selected sample.

A drength of the semi-structured interview protocol isthat it allowed meto ask a
core st of questions to each faculty member while giving me the flexibility to navigate
down different paths in pursuit of confirmation, new ingghts, and more illugtraive
information. A grictly unstructured format does not aways dlow for quditaive
comparisons to be made or themes to emerge with only 16 respondents. On the other
hand, a grictly structured format prevents the researcher from investigating the broader
set of issues people bring with them.

Implications of the Study

There are anumber of important implications that come from this sudy. Some of
the implications are for the self of the thergpist, some for training programs and their
trainees, and some are for the body of research on the topic of work and persond life
badance. Some of the implicationswill be discussed in the following sections.

Traning

This study provides some indghts into the importance of providing additiond
training to students who are embarking on a career as MFT faculty members. Faculty
members need to consider themsalves as role models to their sudents, setting good
examples of how to balance work and persond life. In addition, coursework, workshops,
and experientia exercises that dlow students to explore their chalenges with work and
persond life baance can enable them to devel op competencies in rebaancing strategies
that they can use for alifetime. Faculty members can be instrumentd in not only
ingructing students on work and persond life balance issues, but in being postive
examplesfor them to emulate in the future.
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Career Decison Making

One of theimportant implications of this sudy isthat it has the potentid to
provide up-and-coming MFT faculty with a broader glimpse of what to expect based on
some of their expected life circumstances. For example, younger women who are
embarking on this career will need to carefully think through their desire to begin a
family, especidly in the few years leading to atenure decison. A couple of the women
with whom | spoke who did not have tenure or children could not imagine what their life
would belike if they were trying to begin afamily. This, to them, seemed unimaginable
congdering how much difficulty they were having baancing their work and persond
lives without children.

Because socid change is non-gtop, it islikely that women will find increasingly
more femae role modelsin the field of MFT academe as the years go by (White, 1999).
My research certainly paints somewhat of a grim picture for female faculty members as
role models for a good work and persond life balance. However, the more attention the
issue of work and persond life baance for MFT faculty gets, the more likely it isthat this
trend could dow, showing more femae role models successfully balancing the two
pheres of their life.
SHf of the Therapist

This sudy dso provides ingghts into self-of-the-therapist issues. Aponte and
Winter (1987) wrote an article on training therapists from a sdf- of- the-therapist
approach. They noted that the dterations therapists make in their lives strengthen their
ability to hep clients create change. They go on to say that therapidts effectivenessis
limited to what they have learned to recognize and work with in themsalves. The faculty
members who participated in this study may have had an opportunity to reflect on and
learn more about themselves by articulating in some detail how they make sense of thelr
work and persond life balance. Thismay postively impact their work with their clients
in the short and long term. By learning more about or resolving issues like poor balance,
clinicians attain greater clarity about themsdves, are more able to use their whole selves
with clients, and can set positive examples for those they mentor, teach, or work with.

Clearly the faculty with whom | spoke fdlt it important to Srategize, prioritize,
and beintentiond. Strategizing, prioritizing, and being intentiona were often reported as
ways in which faculty members could care for themsalves, thelr families, and their
clients. Many of them found a greet ded of grounding through their spiritudity, which
seems to guide some people through tough times and help them fed even more grounded
when lifeis chaotic. People who are looking for away to fed more grounded might
congder becoming more involved with activities thet deepen their spirituaity or making
ashift to indude a spiritua element if they do not dready have one active in therr life.

Personal Reflections

An important element of reporting on qualitative research is the response and
reaction of the researcher. The following sections detail some of the reactions and
responses | had during my role as researcher.
Future Career as MFT Faculty Member

Before embarking on this study, | knew that | planned to enter adoctoral program
in order to one day become an MFT faculty member. This created an interesting
researcher biasfor the current study, not as a participant of a group but as a future
participant. | was on the outside looking in and am on the cusp of a career that will be
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very smilar to many of those with whom | spoke. | had both positive and negetive
reactions to some of what | learned from the experiences of the interviewees. |
sometimes felt | was learning more about my chosen future career than | wanted to know
in terms of the struggles and difficulties many of the femae faculty members described.
As awoman without children, | was especialy disturbed to learn about how much the
femde faculty members without children struggled with their work and persond life
balance. | was dso disheartened hearing firg-hand that the first few years of work asa
junior faculty member are inevitably difficult and may be full of chalenges for those
seeking work and persond life balance. After each interview where | learned about
someon€e' s sruggles, | found myself mentally checking where | currently am on some of
those issues. | would often ask mysdf questions about how | am baancing my life, what
chdlenges| fed | am mogt vulnerable, and what advice | could take and apply to my own
life now and in the future in order to stave off the imbaance many women described.

| have determined that some of my persondity characteristics give me some
unique srengths that may help me protect mysdf againgt long-term imba ance when |
become ajunior faculty member. One srength is my ability to monitor my own levels of
stress and take action to correct those early rather than late. 1 am aso not so driven that |
cannot dow down before or once | notice mysdf over-working. In addition, | have alife
partner whose company | vaue and enjoy, and time spent with him is amotivator to
manage the amount of energy | put into work. On the other hand, there are some areasin
my persondity and life that may be areas | need to monitor more carefully. Many of
these are the warning signs | picked up from the faculty memberswho | interviewed.
One of those warning sgnsisthat my partner isaworkaholic. His priority is often his
work and his career, and he often opts for his sense of obligation to his bosses and
colleagues over his sense of obligation to his persond life. This can put me at risk for
overworking in times when heis overworking. We will need to get clarity on our
priorities, set limits, and reevauate how we are each doing in terms of carving out
enough time for our relationship and time together. Another warning sign for meisthat |
am amulti-tasker. | have some problem saying no to people, especialy when the task or
activity issomething | like, something | want, or something that will sgnificantly further
my career. Part of thisisthat | tend to be adequately good at alot of different things,
though not expert at anything. This characteritic, | have noticed, draws people to meto
ask for help with tasks and take on projects. | will need to learn to prioritize my output of
productivity so thet it does not completely deplete what | have to give!
Spiritudity

| was struck by my hesitance to delve too far into the findings regarding
spiritudity in thisstudy. It ssemed to me on the surface clear that the morereligious a
person isthe more likely he was to say his balance was good. Because | am not a highly
religious person, and because | believe that fundamentaist, conservative, traditiond
religions preach an “our way or no way” doctrine, | was resstant to the notion that people
who espouse some of these more traditiond, religion-based beliefs would be reaping
more benefits than those who did not describe such effiligtions. In the interest of letting
the data spesk for itsdlf, however, thisinformation is an important addition to the
findings. Clearly thereis something to learn from those who are effiliated with
conservative religious organizations about how to baance work and persond life. The
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guestion is how and whether the lessons can be incorporated into the lives of less
religious or spiritud faculty members.
Doctoral Applicant

One interesting phenomenon, related to being an outsider looking in was that
during the data collection and analysis periods | was looking into Ph.D. programsto
which to apply for admisson in Fdl, 2002. Although | had no ideawho the faculty were
when we purposively selected them, | quickly learned that many of them were a
universties | was consdering gpplying to. Undoubtedly thisimpacted my ability to be a
true outsder as an interviewer. Infact | met anumber of the faculty memberslater in the
Fdl of 2001 at the Annua Conference for the AAMFT. | felt nervous meseting faculty
members who had shared so many persona details about their life but who did not know
they were speaking to afuture doctord gpplicant in their program. | felt deeply
conflicted about this, though | understood that just as they play many different rolesin
their work and persond lives, sotoo do | asa student. It just so happensthat in this case,
two of my roles that merged were that of researcher and potential student/mentee. | am
under no illusion that the faculty members felt as uncomfortable about the Stuation as |
had. Infact many of them have conducted research that involves other professiondlss,
sudents, and therapists with whom they may interact in the future. So for them this may
have been of little consequence. Still, | continued to fed honored and humbled by what
each of the faculty members had so generoudy contributed to this study because | knew
that | would be their colleague not too far in the future.
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APPENDIX A
Informed Consent

Project Title: How do marriage & family therapy faculty baance work and their
persond lives: A quditative investigation.

I nvestigator s: Karen H. Rosen, Department of Human Development, Virginia Tech
William Northey, Director of Research, AAMFT
Jennifer Matheson, Department of Human Development, Virginia Tech

Purpose of the Study

This sudy will investigate what coping strategies Marriage & Family Thergpy
(MFT) faculty members use to balance their professiona responghilities -- teaching,
clinical supervison, conducting therapy, and research -- and their persond lives outside
of work. We will use quditative methods to investigate what MFT faculty think are the
factors that lead them to satisfaction or dissatisfaction with the balance they have
achieved. Thefindings of this sudy will help to inform the MFT field about how MFT
faculty cope with and mediate the stressesin their lives. Participants will provide their
ideas and experiences in achieving awork-persond life balance.

Procedures

Researchers will e-mail you an initid questionnaire containing demographic and
open-ended questions related to the research topic. Theinitid questionnaire will take
gpproximately 20-25 minutes to complete. Y ou will then receive afollow-up
questionnaire viae-mail that will take 10-15 minutes to complete which will be based on
themes that emerge from the initia questionnaire. 'Y ou will be asked to e-mail your
responses from both questionnaires to the research team. Y ou will dso be asked if you
would agree to be contacted for a 30- minute telegphone interview to discuss your work-
persond life balance in more detal. A purposive sample of participants who agree to be
interviewed by telephone will be contacted.

Risksand Benefits

The researchers anticipate no risk to you based on your participation in this study.
Thisstudy is completely voluntary. In addition, no one will be informed of who chooses
to participate and who does not, so we anticipate no risksto you persondly or
professondly regardless of whether or not you choose to participate.

A potentid benefit to is the opportunity to think about, and perhaps discuss with a
third party, how you baance work and persond life. Y our input will be part of alarger
report that may help othersin the MFT fidld, or those thinking about entering the field as
afaculty member, by providing vauable information about how some faculty cope with
and mediate work and life stress.
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Confidentiality

None of the information you provide as part of this sudy will be in any way
connected with your name. Upon receiving your questionnaire responses viae-mall, a
survey manager will detach your e-mail address and other identifying information from
your responses and will assign your responses a unique number that will not be
associated with your name. We will temporarily keep in a secure database the e-mal
addresses of those who answered theinitid questionnaire so that the follow-up
guestionnaire can be sent to them. Y our origind e-mail message containing your data
will then be deleted from the computer system so that your name and data are
permanently disassociated.

If you participate in the in-depth telephone interview, your name will not be
associated with any of the information you provide. We will ask your permisson to
audiotape the interview for transcription purposes only. No last names will be used
during taping to preserve your anonymity, and al audiotapes will be kept in alocked
cabinet and erased after transcriptions are complete. The only people who will have
access to the audiotapes are the research team.

Thefind report that iswritten for this study will be a summeary of responses from
dl participants. Y our name will not be included in any publication or presentation of the
data Therewill be no way to identify you in any written reports.

Compensation
There will be no compensation for your participation in this study.

Freedom to Withdraw

Y ou are free to withdraw from this study at any point with no negative
ramifications to you persondly or professionaly. You are free not to answer any
questions that you choose without pendlty.

Approval of Research

This research project has been approved, as required, by the Ingtitutional Review
Board for Research Involving Human Subjects a Virginia Polytechnic Inditute and State
Universty and by the Department of Human Devel opment.

Subject’s Permission

| voluntarily agree to participate in this study. | have read and understand the
Informed Consent and conditions of this project. | hereby acknowledge the above and
give my voluntary consent for participation in this project by typing theword “YES’ in
the blank provided below. | know thet if | participate, | may withdraw a any time
without pendty.

, | voluntarily choose to participate in this research project.
(Please type Y ES in the space above if you agree to participate)



APPENDIX B
Work-Family Questionnaire

Informed Consent

We assume that you have read the informed consent, understand the parameters of your participation, and
are voluntarily consenting to participate in this study. Remember, you may withdraw from the study at any
time without penalty. Furthermore, you may choose not to answer a particular question(s).

I. Demographic Questions

1. What isyour gender?
O mde
U Femde

2. What isyour age? years

3. What isyour annua household income?

U $25,000 - $34,999
O $35,000 - $44,999
U $45,000 - $54,999
O $55,000 - $64,999
U $65,000 - $74,999
O $75,000 - $84,999
U $85,000 - $94,999
O $95,000 or more

4. What isyour current maritd status? (Check al that gpply)
0 Not married, not in a committed rdlationship
O Not married, in acommitted rlationship
O Married
O Divorced or separated
U Widowed

5. Isyour spouse or sgnificant other employed?
O Yes full ime
O Yes pattime
O No
L Does not gpply because | do not have a spouse or significant other

6. How many children do you have (biologica, step, foster, adopted)?
O None

7. How many children are currently living with you?
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L 1 do not have children

8. Inthe space below, please ligt the age and gender of your children.
U 1 do not have children

9. What is your highest degree type? (Check dl that apply)
Q pPhD.
O Psy.D.
U EdD.
Q0 mD.
O Other (Specify:

10. How long (in totd) have you been an MFT faculty member? years
O Lessthan 1 year

11. Do you currently work as an MFT faculty member in a 9-month or 12-month
position?
O 9-month
U 12-month
U Other (Specify:

12. Isyour faculty appointment atenure track position?
O Yes
O No
U Other (Specify:

13. What isyour title?
Professor Emeritus
Full Professor
Assigtant Professor
Associate Professor
Adjunct Professor
Other (Specify:

00000

14. In what state is your MFT program |located?

15. What type of MFT degree or certificate does your program grant? (Check al that

3oply)
U Masters
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] Doctordl
U Post Masters Certificate
U Other (Specify:

1. CoreQuestions

1. Thefadlowing are some of the roles that you may play in your daly life. Placea
check in the box next to al of those that pertain to your routine responsibilities.
O spouse or partner
U parent
O step-parent
O grandparent
O child
O caretaker (of someone other than a child)
U shling
O friend
O pet-owner
O therapist
U teacher
O supervisor
U employer
O researcher
O committee chair
O committee member
O author
U Other (Specify:

2. During the past 12 months, what is the number of hoursin a typical week that
you spent doing each of the fallowing:

a. Working at the office

b. Working at home (job-related work)

c. Home chores and errands

d. Tasks (eg., PTA mesetings, driving children to activities, taking
ggnificant other to the airport, etc.) reated to your child, sgnificant other,
or other family members
Lesure with family members
f. Lesureonyour own
g. Other (Specify: )

®
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3. Please describe the challenges you encounter when trying to atain abaance
between work and family.

4. Please describe how you dedl with the challenges discussed in question #3 above.

5. How long do you envision yoursdlf continuing your work as an MFT faculty
member? years

O lessthan 1 year
O | don't know

6. Which of the following do you find rewarding about being an MFT faculty
member? (Check all that apply)
O independence
O finencid rewards
Q variety of work
O collegid raionships
O student relaionships
O recognition
O presige
Q) intellectud simulation
O emotiona growth
O persond fulfillment
U Other (Specify:
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7. Which of the fallowing are rewarding aspects of your family life? (Check dl that
apply)
O independence
U vaiety of activities
O rdationships with family members and/or significant others
U appreciation
Q approva
U recognition
O comfort and security
QO intdlectud stimulation
O emotiond growth
O persond fulfillment
U Other (Specify:

8. If youhadittodo al over again, how likdly isit that you would choose to be an
MFT faculty member?

O Nota al liky
O Not very likely
Q Likey

Q Very likdy

O Extremdy likely

9. Onascdefrom1to5, what isyour CURRENT levd of stisfaction with the
ba ance you have between your work and family life?
U 1- Notat dl satified
U 2 - Not very sdtisfied
U 3- Saisfied
O 4- vVey sttisfied
U 5- Extremdy stisfied

10. What are some of the reasonsthat you fed thisleve of satisfaction/dissatisfaction
(in quegtion 9)?

11. Wasthereatimein your career as an MFT faculty member that you felt
sgnificantly differently about the baance of your work and family life?
O Yes
U No (SKIPTO Q14)

89



12. (Only if you answered Yes on question 11) On ascde from 1to 5, what was your
levd of satidfaction at that time of your career?
0 1- Notat dl satisfied
U 2 - Not very satisfied
U 3- Saidfied
O 4- Vey sisfied
O 5 - Extremdy satisfied

13. (Only if you answered Yes on question 11) What specificaly was it that made
your leve of satisfaction/disstisfaction different from your current level?

14. Since you have been afaculty member in MFT, has anyone dsein your family
(e.g., Sgnificant other, children, extended family member) expressed concern or
dissatisfaction with your balance between work and family?

O Yes
U No (SKIP TO END)

15. If yes, what was the nature of this concern or dissatisfaction (who was concerned,
what was he/she concerned about, what was the tempora context)?

Thank you very much for completing this survey!

If you agreeto be contacted for a 30-minute telephone interview, please put your
name, telephone number, and e-mail address below:

Name:
Teephone number:
E-mail address:
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APPENDIX C
Interview Questions

. Think for amoment about the balance you fed you have between your work and
persond life at the present time. How do you fed about the balance you have
between your work and persond life? Tell me what specificaly makes you say
that. What are the indicators you use to determine how balanced your lifeis?

. Towhat do you attribute your current level of balance?

. What messages have you heard throughout your life or examples have been set
that shape the way you fed about the balance you have between your work and
persond life? How do you think those examples or messages impact the balance
you have between your work and persond lives?

. How have you successfully adjusted competing demands in the past and present
to achieve a more satisfactory work/persond life balance if your balanceis or has
been unsatisfactory?

. What do the significant people in your life think of how you have baanced your
work and persond life? Before theinterview, please ask someonein your life
what they think of how you balance your work and personal life (in the past,
present, or both).

. How do you think your gender impacts your work and persond life balance?
. What experiences have you had as an MFT faculty member in terms of your work

and persond life baance that you would share with others who are embarking on
this professon?
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VITA

Jennifer L. Matheson
11943 Heathcote Court, Reston, VA 20191
jemathes@vt.edu

703.476.1166

Ms. Jennifer L. Matheson has completed a Master of Science degree in Marriage &
Family Thergpy in the Department of Human Development at Virginia Tech in Northern
Virginia In addition to studying and working as a graduate research assstant, she
working asacdlinicd intern in Intensgve Family Thergpy at the InovaKdlar Center. Ms.
Matheson has aMaster’ s degree in Sociology, and has worked as an andlyst at Research
Triangle Institute (RT1) since 1991 in the areas of socid policy, hedth palicy, and
women, children, and community research. She has dso worked in the areas of program
and process evauation. Ms. Matheson brings awell-rounded approach to her research
with srengths in quditative and quantitative methods, design, andyss, and technicdl
writing. On the qualitative Sde, Ms. Matheson has worked on the development,
pretesting, and revision of questionnaires, research protocols, and focus group
moderating guides. She has experience in conducting, recruiting for, and writing reports
on focus groups, as wdl asin the training of focus group moderators. Interviewing isone
of Ms. Matheson’s many strengths.  She has conducted, and reported on, awide range of
interview types including in-person, telephone, cognitive, group, one-on-one, executive,
dructured, and in-depth interviews. Ms. Matheson also possesses quantitative skillsin
the design, andysis, and reporting of survey research. She has conducted literature
reviews, designed instruments for surveys, pretested instruments, revised research
protocols, managed mailing and receipt of surveys, and andyzed survey data. Ms.
Matheson has strong interpersond skills, awide range of organizationd talents, and a
solid ability to communicate ordly and in writing.

Education

M.S., Marriage and Family Therapy Program, Department of Human Devel opment,
Virginia Polytechnic Inditute and State Univeraty, Falls Church, VA, May 2002.

M.A., Sociology, Concentration in Sex and Gender, George Mason University, Fairfax,
VA, 1999.

B.A., Psychology, North Carolina State Univeraty, Raeigh, NC, 1991.

Clinical Experience

2001 to date InovaKélar Center, Fairfax, VA
Intensive Family Therapy Intern Provides assessment, intervention,
and short-term, intensive thergpy with families and their adolescents
who arein crigs. Under the supervision of an AAMFT gpproved
upervisor, utilizesthe Kelar Center’ s Intensive Family Thergpy
moded which includes 90-minute family therapy sessons two-to-
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2000-2001

2000-2001

2000

three times per week for three-to-five weeks, as needed for improved
family functioning. Served as co-thergpist for adolescent girls

therapy group, utilizing skillsin psychoeducation, group support,

and group therapy regarding symptoms of post-traumatic stress
disorder due to past sexua abuse and sexua assault.

Northern Virginia Hospice, Arlington Chapter

Trained Bereavement Volunteer. Provided support and guidance by
phone to family members of loved ones recently deceased. Co-
therapist for bereavement drop-in group.

Center for Family Services, Fdls Church, VA

Couples Domedtic Violence Co-Therapist. Multi-couple dumni
group focused on resolving conflict in marriages that were once
violent. Group members previoudy completed anger management
and couples thergpy program before joining this dumni support
group.

Church Street Center for Family Therapy, Vienna, VA

Men's Anger Management Co-Therapist. Provided psychoeducation
and support to men who were court-ordered or sdf-referred for anger
and violence issues.

Professional Experience

2000 to date

Virginia Polytechnic Ingtitute and State University, Falls
Church, VA.

Graduate Research Assigant. Performs, and is responsible for, a
variety of adminigtrative and research tasks as needed, including
literature searches, quditative data analysis and report writing.
Designs and conducts focus groups for faculty-run research projects.
Aidsin the development of various quditative and quantitetive
research indruments such as surveys, focus group moderator guides,
and interviews. Conducts quditative interviews and transcribes data
for andyds. Participatesin proposa management and writing.
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1991 to date

1991

1990 to 1991

Research Triangle I nstitute, Research Triangle Park, NC &
Washington, DC.

Research Policy Analyst. Conducts awide variety of quditative and
quantitative methods for program eval uations, needs assessments,
and various other federaly funded projects. Develops materias for
and moderates focus groups, anayzes quditative and quantitetive
data, and authors and co-authors reports and deliverable documents.
Develops and pretests survey questionnaires and conducts many
types of interviews with consumers, private and governmental
agency dtaff, and service providers. Conducts detailed literature
reviews. Leads Stevidtsfor data collection and develops site vist
protocols and materids. Trains and mentors new junior staff.

Clinical Research International, Research Triangle Park, NC.
Clinical Data Coordinator (temporary). Ensured accurate, complete,
and cons stent databases for clinical trids by conducting a variety of
qudity control procedures. Led group who reviewed, proofread, and
anadyzed data entry output and data validation output to resolve
errors and protocol violations. Met with clinical research personnd

to help resolve discrepancies in case report forms. Performed
medical abstraction on case report forms.

Employment Opportunities, Inc., Raleigh, NC.

Intern. Conducted Satisfaction Survey to determine level of
satisfaction of those who employ people with developmenta
disabilities. Desgned instrument, interviewed employers, and
andyzed data in order to recommend program modificationsto
improve job placements. Also helped develop jobs and taught
curriculum for group seeking job skills for reintegration into the
workplace.

Published Journal Articles

Rosen, K.H., Matheson, J. L., Stith, SM., McCollum, E.E., & Locke, L.D. (In
review). Negotiated Time-Out: A De-escalation Tool for Couples. Journd of Marriage

& Family Thergpy.

Spring, B., Rosen, K. H., & Matheson, J. L. (In press). How parents experience a
trangtion to adolescence: A quditative study. Journal of Child and Family Studies.

Kalof, L., Eby, K. K., Matheson, J. L., & Kroska, R. J. (2001). “The Influence of Race
and Gender on Student Self-reports of Sexua Harassment by College Professors.”
Gender and Society, 15(2), 282-302.
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Lubdin, J. S. & Matheson, J. L. (1999). “The Falout: What Happens to Whistleblowers
and Those Accused but Exonerated of Scientific Misconduct?’ Science and
Engineering Ethics, 5, 229-250.

Published RTI Technical Reports

Office of Research Integrity, US Public Hedlth Service (1996). “Survey of Accused but
Exonerated Individuas in Research Misconduct Cases (Final Report).” Prepared by
Lubdin, J.S., JL. Matheson, and M. Ardini. Fina report can be found on the
Internet under ORI publications.

Office of Research Integrity, US Public Hedlth Service (1996). “ Survey of Accused but
Exonerated Individuasin Research Misconduct Cases - Codebook for Database.”
Prepared by Matheson, J.L.

Office of Research Integrity, US Public Hedlth Service (1995). * Consequences of
Whistleblowing for the Whistleblower in Cases of Scientific Misconduct - Find
Report.” Prepared by Lubdin, J., M. Ardini, and JL. Matheson. Find report can be
found on the Internet under ORI publications.

Office of Research Integrity, US Public Hedlth Service (1995). *Consequences of
Whistleblowing for the Whistleblower in Cases of Scientific Misconduct - Codebook
for Database, Volumes| and I1.” Prepared by Matheson, J.L.

Agency for Hedlth Care Policy and Research (1994). “Ingppropriate Extension of
Hospitalization: Report to Congress.” (Find Report under OASH Contract No.
282-92-0045, Delivery Order #5, Short- Term Assessments of Public Hedlth Service
Programs and Policies), Rockville, MD: AHCPR. Prepared by Lubdin, J.S., JA.
Schnaier, M.C. Hawes, A. Greene, and J.L. Matheson.

Selected RTI Project Reports

Ringwadlt, C., JL. Matheson, D. Bercuvitz, and P. Graham (1999). “Prevention of
Abusve Intimate Rl aionships Among Adolescents: Summary of Study Findings”
Prepared for the Assstant Secretary for Planning and Evauation, DHHS, RTI
Report 6871-002.

Matheson, JL. and S. Trude (1998). “Evauation of the Delaware Diamond State Health
Plan: Draft Second Interim Report.” Prepared for the Hedlth Care Financing
Adminigration, RTI Report 5409-004.

Hersey, J.C., JL. Matheson, K. Lohr, and W. Lohr (1998). “Potentia Effects of

Streamlining Procedures. Perceptions of AHCPR Reviewers - Draft.” Prepared for
the Agency for Hedlth Care Policy and Research, RTI Report 6871-004.
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Jordan, K., JL. Matheson, and D. Sierra (1998). “The Nature and Outcomes for Women
of Stressors Associated with Military Life- Annua Report.” Prepared for the U.S.
Army Medica Research and Materid Command, RTI Report 6729.

Matheson, JL., C. Ringwalt, and P. Graham (1998). “Abusive Intimate Relationships
Among Adolescents. A Review of the Literature.” Prepared for the Assigtant
Secretary for Planning and Evauation, DHHS, RTI Report 6871-002.

Jordan, K., JA. Schnaier, and J.L. Matheson (1997). “The Nature and Outcomes for
Women of Stressors Associated with Military Life - Annua Report.” Prepared for
the U.S. Army Medical Research and Materiel Command, RTI Report 6729.

Hersey, J.C., JL. Matheson, and K.N. Lohr (1997). “The Effects of Informatics Tools
and Decison Aids to Support Shared Patient Decison Making About Medica
Screening and Treatment - Draft Report.” Prepared for the Agency for Hedlth Care
Policy and Research, RTI Report 6703-001.

Lubalin, JS, L. Burnbauer, B.H. Forsyth, JL. Matheson, and A. McNeill (1995). “HMO
Enrollee Survey and Practitioner Survey Development - Enrollee Survey Insrument
Development and Testing Report.” Prepared for the Hedlth Care Access and Cost
Commission, RTI Report 6328.

Lubdin, J,, D. Gibbs, B. Forsyth, B. Burrus, A. Bonito, J. Lynch, A. Greene, J. Schnaier,
T. Smith, F.J. Potter, S. Garfinkdl, and J. Matheson (1994). “Design of a Survey to
Monitor Consumers Accessto Care, Use of Health Services, Health Outcomes, and
Petient Satisfaction - Report on Survey Objectives, Potentid Variablesto be
Measured, and Analysis of the Applicability of Survey Across States and Plans”
Prepared for the Agency for Hedlth Care Policy and Research, Department of Health
and Human Services, RTI Report 64565.

Lubdin, J,, J. Schnaier, E. Stutts, J. Liu, W. Liao, and J. Matheson (1994). “Study
Design for the Evauation of the Vaccine Adverse Event Reporting System: Find
Design for Physician Survey.” Prepared for the Nationd Vaccine Program Office,
RTI Report 5278-001.

Griffith, JD., L.L. Powers, L.M. Rigt, and JL. Matheson (1994). “Evauation of the
SCP/A0A Joint Initiative for the Vulnerable Elderly Program.” Prepared for the
Corporation for National and Community Service, RTI Report 4370.

Professional Presentations

Matheson, J. L., & Rosen, K. R. (Oct., 2001). MFT faculty’ s balance between
work and personal life: Preliminary results. Poster presentation at the AAMFT Annua
Conference, Nashville, TN.
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Awards and Honors

James D. Moran Memorid Thesis/Dissertation Award, 2001.

Inducted member, Alpha Kappa Delta (International Sociology Honor Society) Tau
Chapter, 1999.

Invited pandist for the Carolinas Psychology Conference in Raleigh, NC: 1994 and
1995.

North Carolina Department of Human Resources Volunteerism Certificate: 1991.

Professional Affiliations

American Association for Marriage & Family Therapy, Student Member since 2000
Virginia American Asociation of Marriage & Family Thergpists, Student Member since
2000

Member of the American Sociologica Society since 1997

Member of Nationa Organization for Women since 1990

Elected Secretary of locd chapter of the National Organization for Women: 1993.
President of the NCSU Chapter of the Society for Human Resource Management: 1991-
1992.

Special Courses

QSR NVivo Qualitative Andyss Software training, 2001

QSR NUD*IST Qualitative Anayss Software training, 2000

Deding with Difficult People, 1999

Effectivenessin Writing, April 1999

Sexua Harassment in the Workplace, 1998

Writing Effective Executive Summaries, September 1998

Managing the Troubled Employee, May 1997

Managing a Winning Proposa, Shipley Proposa Management Training, February 1996
Paradox 5.0 for Windows, September 1995

Volunteer Work
Hospice of Northern Virginia, Bereavement Volunteer, 2000.

Falls Church City Public School’s Business in Education Partnership (BIE). Seventh
Grade Career Day Presenter, 2001.
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