






111 

There did seem to be some willingness on the part ofmany supervisors to judge 

administrators' commitment and productivity by more than their presence at work. Maggie 

indicated that she might question the efficiency ofan administrator who regularly logged long 

hours. Supervisors in the IT technical area were willing to rethink the rules at work and to allow 

administrators to telecommute and to flex their hours. Allison, an IT creative supervisor, already 

judged her administrators' performance by their work results over their presence in the 

workplace. 

These findings substantiate Kossek et al.'s (2010) definition ofwork-life cultural 

supports as accommodations that must be embraced by supervisors and organizations. These 

findings also suggest, however, that another dimension must be added to Kossek et al.'s 

definition. Cultural work-life supports need to go beyond the organizational and supervisory 

levels envisioned by Kossek et al. (2010) to the individual level. Student Affairs administrators 

logged long hours because of face-time expectations and because of their passion for their work. 

Thus, even when structural supports and supervisory and organizational cultural supports remove 

face-time expectations, administrators may still work long hours because of their love for their 

jobs. While institutions certainly do not want to discourage administrators from working hard or 

putting in the time necessary to accomplish their work, they will need to ensure that their 

messages to administrators about work-life support reach the individual level. Otherwise, 

supervisory and organizational cultural supports for work-life may not be enough to develop a 

supportive work-life culture. 

Until change occurs at all levels of the institution, from the development of structural 

policies to cultural acceptance of work-life supports on the part ofadministrators, supervisors, 

and the university, ideal worker expectations likely will continue to prevail. Work will remain 
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organized around the ideal worker instead of the integrated worker who is able to fully 

participate in the workplace and in hislher private life outside of the workplace (Bailyn et ai., 

2001). Administrators in the Division of Student Affairs and in the Division ofFinance and 

Technology will continue to experience face-time expectations and supervisor-driven flexibility. 
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Figure 1. Administrator Expectations Across Plains University. 

The ideal worker has been described as someone who can devote unlimited time to 

hislher job and has few distractions outside of the workplace. Historically, the ideal worker has 

been a male employee with no childcare responsibilities who can log the requisite face-time 

hours during business hours and beyond. The ideal worker model depicts the IT Technical 

workplace as described by administrators who worked in that area. Administrators in Student 

Affairs and in Finance also experienced expectations to log face-time hours and pressure to make 

their physical presence apparent. 

The ideal worker model, albeit untenable due to the demands oftoday's dual career 

couples and the spillover that we know occurs between an individual's personal and professional 
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roles, persisted in the work areas studied at Plains University. I assert, however, that technology 

has complicated the traditional ideal worker modeL Uncertain expectations surrounding the use 

of technology left many administrators in this study unclear about when and how they should 

utilize technology after work hours and on vacations. The ideal worker is still one who can log 

the requisite number of face-time hours, however, many administrators in this study perceived 

that the ideal worker also logged face-time after business hours through the use of technology. 

Across all four work areas, administrators described conflicting feelings about technology and 

the ability to remain connected to work. Few administrators reported that they received clear 

expectations from their supervisors regarding the use of technology after business hours. 

Work-life boundaries remained ill-defined for many of the administrators in this study. 

Left to their own conclusions, administrators, especially those who sought to appear as 

dedicated, committed workers, surmised that the ideal worker responded to technology during 

and after work hours. As described in the foregoing summary of the findings from research 

question one, participants desired formal employer-sponsored work-life supports that would 

clarify ideal worker expectations for administrators at Plains University. 

Limitations 

Since I emailed administrators to solicit participation in this study, I must acknowledge 

that the individuals who participated may have been individuals who were interested in work-life 

balance or who had concerns about their own work-life balance. I designed my sampling 

selection procedures very deliberately to guard against this and while I do not believe that this 

possibility limited my ability to effectively answer the research questions, it may have 

contributed to the large number of participants who expressed an interest in work-life balance 

policies in this study. 
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The goal of the study, like nearly all qualitative studies, was generalizability through the 

development of theory (Maxwell, 1992). Therefore, the findings cannot be generalized to 

administrators at other institutions or even to the broad population of administrators at Plains 

University. Instead, my findings are applicable to administrators in the Divisions ofFinance and 

Technology and Student Affairs at this particular institution. The design of this study could be 

tested, however, on administrators who work in other areas ofPlains University and at other 

institutions. Indeed, more qualitative research on the work-life experiences of administrators 

would enrich our understanding of this group ofemployees in the academy. 

Recommendations for Future Research 

Future research should address whether the ideal worker as understood today is one who 

logs face-time during work hours and afterwards through the use of technology. In particular, 

research should address whether technological face-time has become a part of the ideal worker 

model for administrators across the academy, as well as for faculty and for corporate employees. 

Although unrealistic and impractical, the ideal worker model continues to persist across 

industries. 

Future research also needs to study the work-life balance experiences of administrators 

who work at other types of institutions and in other areas of the academy. Little is known about 

the work-life experiences of administrators who work in development or athletics, for example. 

Research also needs to explore the work-life balance experiences of non-exempt employees in 

the academy. Faculty, administrators, and non-exempt employees work together to ensure the 

smooth operation of each institution. The different nature ofeach group of employee's jobs, 

however, indicates that each group likely will experience work-life balance differently and will 

have different needs. 
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Recommendations for University Leaders and Policymakers 

Across the Division of Finance and Technology and the Division of Student Affairs, 

administrators noticed of the lack of work-life policies that were available to them. Jason 

suggested that 

The university could be more aggressive in its recognition that higher ed can playa 

significant value-added role in establishing work-life balance for professionals and young 

professionals. The higher education community relies on experts in so many different 

verticals and so many different professions and could easily be a bastion of how to 

provide that. Yet, I think that this university falls short in demonstrating how or being 

vocal about it. 

Administrators desired work-life policies and believed that the academy, with all of its 

knowledge, could lead workplaces across industries as a work-life balance model. 

Administrators also thought that it would be in the best interest ofPlains University to adopt 

work-life policies for administrators; they thought that such policies could bring important 

benefits to the institution like improved administrator retention and increased productivity. 

In light of these findings, Plains University should conduct more research regarding the 

work-life balance needs of all of its administrators and consider adopting and implementing 

work-life balance policies targeted towards administrators. Successful implementation of these 

supports, however, will demand that Plains University confront and challenge the notion of the 

ideal worker and its emphasis on face-time that persists across the Division of Finance and 

Technology and the Division of Student Affairs. Implementation of such policies alone will not 

override the prevailing long-hours culture in many of the work areas. Plains will need to 
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encourage administrators to work more efficiently instead ofworking long hours. Supervisors 

will need to emphasis results over time spent in the workplace. 

The university, supervisors, and administrators will need to confront the ways in which 

technology has changed the work environment. Clear expectations regarding the use of 

technology after work hours may help to remedy the confusion surrounding this topic and to 

improve work-life balance for administrators. Work-life policies can offer employees a viable 

balancing strategy, however, these structural supports must be accompanied by cultural change 

and the development and establishment of a workplace culture that endorses structural work-life 

balance supports. Further, these supports must extend to the level of the individual. While 

structural and cultural supports will improve the success of work-life policies, individuals also 

must embrace these supports in order for them to find success. 

The ideal worker model that persists for faculty in the academy remains well-entrenched 

for administrators who work in the Division ofFinance and Technology and in the Division of 

Student Affairs at Plains University. As new generations of administrators with different values 

assume positions in the academy, the existence of work-life balance accommodations for 

administrators may become increasingly important. Thus, more research about administrators' 

work-life balance experiences and their understanding of the ideal worker model may better 

position the academy for the future and enable it to retain and to support a diverse administrative 

workforce. 
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Summary of Featured Work-Life Balance Experience Studies 
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Stud>: Focus Author Partici~ants Method Results 

Matos & 3,502 Quantitative Shortage of time; flexible 
Galinsky employees work environment important 
(2011) 

Friedman & 860 Quantitative Shortage of time; flexible 
Greenhaus business work environment important 
(2000) school 

alumni 

Winslow 920 Quantitative Work-life conflict on rise 
(2005) employees 

Corporate 
Employees Emslie & 

Hunt (2009) 
23 

employees 
Qualitative Work-life balance problematic 

over longer period for women 

Harrington, 33 male Qualitative 50% experienced trouble 
Van Deusen, employees balancing 
& Ladge with 
(2010) children 

Ward & 29 female Qualitative Role conflict; role quality and 
Wolf-Wendel faculty flexible work environment 
(2004a) with important 

children 

Wolf-Wendel 117 female Qualitative Role conflict; institutional 
& Ward faculty type impacted work-life 
(2006) with balance and flexibility 

children 

Sorcinelli & 112 faculty Qualitative 50% experienced work-life 
Near (1989) balance stress; shortage of 

time; spillover 
Faculty 

Rice, 350 faculty Qualitative Trouble balancing competing 
Sorcinelli, & priorities; lack integrated life 
Austin (2000) 

Grant, 602 faculty Mixed Work-life conflict; greedy 
Kennelly, & at doctoral- jobs; undivided commitment 
Ward (2000) granting to job necessary 

institutions 
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Study Focus Author Participants Method Results 

Bailey (2008) 9 deans Qualitative Tension between personal and 
professional lives 

Adm inistrators 

Hennan & 
Gyllstrom 
(1977) 

Gillespie, 
Walsh, 
Winefield, 
Dua,& 
Stough (200 I ) 

Winefield, 
Gillespie, 
Stough, Dua, 
Hapuarachchi, 
& Boyd 
(2003) 

500 faculty 
and non-
faculty 

employees 

178 faculty 
and non-
faculty 

employees 

9,732 
faculty and 
non-faculty 
employees 

Quantitative 

Qualitative 

Quantitative 

Role conflict 

Stress impacts work-life 
balance 

Psychological strain 
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Participant Interview Protocol 
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Thank you for agreeing to participate today. What I'd like to do is to discuss the ways in 
which you balance your work as an administrator in higher education with your responsibilities 
outside of work. This conversation will be recorded and I will take notes but everything that you 
say will remain confidential. After this interview, I will assign a fictitious name to you and refer 
to you by that name in any work that I produce for this research. If I have questions about 
anything that we discuss, I may come back to you at a later time and ask to speak with you 
further for greater clarification or additional details. Would that be okay with you? 

1.) Let's start by talking about what attracted you to higher education. 
a.) And what brought you to Plains University? 

2.) Tell me about your current job. 
a.) Can you describe for me the type ofwork that you perform? 
b.) What kind of demands does your job make on your time? 
c.) Last week, how many hours did you work? Was that a normal week for you? 
d.) How do you accomplish your work and when do you do so? 
e.) How would you describe the pressure in your job? 
f.) What are your supervisor's expectations in terms of your presence at your job? 
g.) What are your supervisor's expectations for your coworkers in terms of their presence? 

3.) How do you spend your time outside of your job? (family or close friends who compete for 
your time-a spouse, children, aging parents or relatives) 

a.) Family--can you talk to me about that? 
L) How do you juggle those demands with your work? 

• 	 For example, could you walk me through what your day looked like 
yesterday? Last week? 

ii.) 	Do you anticipate that you may have any family pressures on you in the future? 
Do you think that your parents or other relatives might need your help as they get 
older? 

b.) With the hours that you work, is it difficult to find the time to see friends and pursue 
ho bbies/interests? 

i.) How have you juggled your work with time for yourself? 

4.) What has influenced your decisions regarding your career? (e.g.-money, ambition, desire to 
help others, balance, jobs you have had that made you realize what you didn't want) 

a.) Has your family or have family issues influenced any of your career decisions? 
b.) Have career issues influenced your decisions about your family? 

5.) Does your institution offer any work-life policies to help you? 
a.) If yes, could you please describe them? 
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L) 	 Have you utilized any of them? 
• 	 If yes, talk about experience-advantageous? Use accepted by supervisor and 

colleagues? In what ways have the policies assisted you? 
• 	 If no, why? 

b.) 	If no, are there any informal practices at the institution that help you to balance? For 
example, a flexible supervisor or the freedom to set your own work hours? 

6.) Some increasingly popular employer-sponsored work-life accommodations across higher 
education include: on-site childcare, child and elder care referral services, part-time work that 
ramps back up to full-time over a particular period of time, job sharing, flexible hours. 

a.) Do you think that any of these policies would help you? Would you take advantage of 
them? 

b.) What else, if anything, do you think that your institution could do or should do to help 
you? 

7.) What keeps you at Plains University? 
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Evening! 
Name Division Gender Weekend Interested in Flexibility? 

Hours? 

Danny SA M Yes Employer should provide 

Janet SA F Yes Telecommuting okay for her 
people one day a week 

Joy SA F Sometimes Childcare, job sharing 

Kathy SA F Yes Yes, telecommuting but not 
realistic--need presence 

Lauren SA F Yes Yes, flexible hours 

Linda SA F Yes Yes, need more conversations 
about how people balance 

Maggie SA F Yes Doesn't like working from 
home for supervisory reasons; 
wishes Plains could be more 
encouraginge of creative work 
solutions; yes, daycare 

Maria SA F Yes Yes, but not sure could work in 
all realms of Student Affairs 

Nadine SA F Yes Yes, telecommuting every 
other week 

Phil SA M Yes Yes, eldercare, childcare 

Rob SA M Yes Daycare, telecommuting but 
unrealistic--need presence 

Sally SA F Yes Job sharing, childcare, 
compressed hours 

Scott SA M No Not really, feels better to be 
present 

Shawn SA M Sometimes Yes, telecommuting and 
flextime but might be tough 
because needs to be present 
and accessible at work. 
Childcare, eatemity leave 
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Evening! 
Name Division Gender Weekend Interested in Flexibility? 

Hours? 

Ana F F Yes Yes, flexible hours 

Brian F M No Yes, telecommuting 

Jason F M Yes Yes, telecommuting, flex hours 

Jim F M No Yes, telecommuting, childcare 

Julia F F No No need now 

Rich F M Yes Would allow for his employees 
but prefers presence 

Savannah F F No Yes, eldercare, childcare 

Felicia ITT F No Yes, telecommuting, flex hours 

Jonathan ITT M Yes Yes, telecommuting, flex hours 

Nico ITT M Yes Yes, telecommuting, eldercare 

Peter ITT M Yes Yes, telecommuting, flex 
hours, childcare 

Raul ITT M Yes Yes, telecommuting, flex 
hours, childcare 

Rebecca ITT F No Yes, telecommuting, eldercare 

Steven ITT M Yes Yes, telecommuting, flex hours 

Allison ITC F Yes Yes, telecommuting, flex hours 

Bob ITC M No Daycare, eldercare, 
institutionalized flex 

Jacob ITC M Yes Yes, institutionalized 
telecommuting policy, flex 
hours 

Marty ITC M Yes Yes 


