Career and/or Children: Do Female
Academic Librarians Pay a Price for

Motherhood?

Mickey Zemon and Alice Harrison Bahr

Although women have made significant progress in traditionally male-
dominated occupations such as law, medicine, business, and science,
those who have children are unlikely to advance to the top positions in
their fields. This study examines academic librarianship, a “feminized
profession” in which women represent close to 70 percent of the work
force, to determine if women in the highest-level job, the directorship, have
been able to both succeed in their careers and become mothers.

njustafew decades, America
has gone from a society in
which married women were
not expected to work to one
in which women anticipate almost a life-
time of paid employment. For all these
workplace gains, however, few women
who opt to have children can advance
to top leadership positions in their pro-
fessions. For example, in most law and
accounting firms, age thirty-four is the
average at which promising employees
are selected for partnerships.! Although
women try to work around the system
by delaying marriage and children until
they are more secure in their careers, their
work environment mitigates against both
career and motherhood.

Women in Male-Dominated
Professions: Literature Review

In The Price of Motherhood, Ann Critten-
den, an economics journalist who took

time out to raise her child, observed the
exodus of highly trained women from cor-
porations and leading professional firms
because these institutions do not support
family responsibilities.? Women without
children in business, science, medicine,
and other professions are twice as suc-
cessful in achieving careers than are those
with children.’ Not only do many drop
out of their careers after having children,
but the few who stay do so with little paid
maternity leave and the expectation that
they will work full-time and twice as hard
to prove their worth. Those who want
to switch to an easier work schedule are
relegated to the “mommy track,” where
prospects for promotion are dim and
salaries much less generous.

Crittenden drew on the work of Clau-
dio Goldin, whose 1995 study for the
National Bureau of Economic Research
traced the demographic and labor force
experiences of cohorts of college women
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across the past century.* The first group
graduated college between 1900 and 1920
and faced the choice of either a family or
a career. The second, graduating between
1920 and 1945, comprised many women
who took temporary jobs after college be-
fore entering into marriage and family life.
Women in the third cohort, graduating
between 1946 and 1965, were the first to
have the opportunity to have both a fam-
ily and meaningful employment. The two
were to be serially scheduled, however;
family first, in terms of timing and priority,
then employment. The majority of women
in cohorts one and three were teachers,
a career that allowed college-educated
women to have a family and then enter or
reenter a career when their children were
older. Graduating college between 1966
and 1979, the women of cohort four were
the first to enter the labor force in the era
of modern feminism and the first to delay
marriage and children while they pursued
their careers. Goldin concluded that no
cohort of female college graduates had a
high success rate in combining family and
career. Indeed, even within cohort four, no
more than 13 to 17 percent reached midlife
with both a career and a family.
Goldin’s findings confirm those of
Deborah J. Swiss and Judith Walker’s
1993 survey of 902 women with graduate
degrees from Harvard.® They reported
that 25 percent of those who received
Harvard MBAs in the 1970s left the
workplace entirely by 1990, forced out of
the best jobs when they became mothers.
Seventy percent cut back their hours after
childbirth, many facing resentment when
they returned to work because of the time
they took off for maternity. The research-
ers also distinguish three generations
of mothers working in male-dominated
professions: traditionalists, who started
their careers late, after child-rearing; trail-
blazers, who organized their lives around
their profession and sacrificed their
family life; and achievers, who carefully
planned the timing of their childbearing
to fit in with their careers. However care-
fully they plan, achievers nevertheless

face what has come to be known as “the
maternal wall”: careers blocked by the
decision to have children.

In addition to the wall, there is the
“glass ceiling”: women look up and see
what they are capable of achieving, but
invisible barriers prevent them from
breaking through. Studying women
administrators and managers, scientists,
lawyers, and accountants from a global
perspective, Linda Wirth has shown how
few gain the highest positions in their
organizations.In the United States, where
women are as equally qualified as men
and constitute around 46 percent of the
workforce, they hold only 5.1 percent of
executive positions and represent only
3.3 percent of the highest-paid officers
and directors.® Careers in public services
do offer women greater opportunity for
senior managerial positions but are often
restricted to human resources work. Even
when women establish their careers before
starting families, the interruption of ma-
ternity results in losses in seniority, fewer
training opportunities, and salary lag.

“More than anything, the meaning
and impact of motherhood shadows
every woman, narrowing her options,”
commented Betty Holcomb in discussing
the large number of pregnancy discrimi-
nation cases in the corporate world. She
addressed the negative impact of stereo-
typing mothers in the workplace, which
assumes that they will cut back on their
commitment to work, and expressed the
need for a critical mass of women in po-
sitions powerful enough to counter such
assumptions.”

Why are so few women in the “best”
jobs society has to offer? According to
Joan Williams, the problem for women
in upper-level management and the pro-
fessions is not access, but advancement.?
Although the gap in education and skills
between men and women has closed, the
proportional representation of women
in high-level white-collar jobs has not
increased: only six percent have partner-
ships in large law firms, five percent in
federal elective office, and three percent
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in executive positions at publicly traded
corporations. In business and law, the
assumption is that women who have
children end their commitment to the job.
Regardless of how long they delay moth-
erhood, three practices drive them out
of the workforce: the grueling executive
schedule, the marginalization of part-time
work, and their inability to relocate.

Do teaching careers in higher education
offer a better option for mothers than those
in the corporate world? According to Wil-
liams, men still dominate the upper levels
of academic posts. Women's rate of tenure,
46 percent, was the same in 1992 as in 1975,
whereas men’s tenure rate rose sharply to
72 percent in 1994-1995.° Lynn Hunt has
pointed out that the gains female faculty
have made are primarily in humanities
departments, where salaries tend to be
lower, and has suggested that the conflict
between tenure requirements and the
demands of motherhood may account for
the much higher percentage of female-to-
male part-time faculty.’’ A national study
analyzing data on how professors with
children fare in academe found that wom-
en who became mothers within five years
of earning a Ph.D. are nearly 30 percent
less likely than women without babies to
obtain a tenure-track position. The career-
building years in higher education are the
most likely ones for motherhood; the aver-
age age for receiving a doctorate is 33, and
many faculty do not secure tenure under
the age of 40. Only a third of the women in
the study who took a university teaching
job ever became mothers."

Women in Academic Librarianship

Like teaching, nursing, and social work,
librarianship has long been considered a
feminized profession, one that employs
a predominately female workforce and
is associated with lower salaries and
less social prestige.”> Although women
who entered these professions exercised
a new-found independence, they also
accepted the sex typing that permit-
ted the creation of jobs appropriate for
male workers or female workers, with

September 2005

corresponding different levels of skills,
opportunities, responsibilities, and re-
wards."” The feminized professions have
been easily integrated into administrative
hierarchies and placed under the author-
ity of male administrators. Until only
recently, management has been a male
domain and women have not held posi-
tions of authority, even in the professions
in which they outnumber men.

Do female directors of academic li-
braries face the same choice—career or
children—as the women studied by Crit-
tenden and others? The professions have
often been divided into two categories:
the traditional, male-dominated domains
of law, medicine, university teaching, and
the ministry; and the more recent femi-
nized professions, to which librarianship
belongs." Until the last few decades, few
women entered the traditional professions,
and those who did worked in lower-pres-
tige subspecialties such as pediatrics or real
estate law.”> Excluded from the existing
professions, women participated in de-
veloping professions that more closely re-
flected society’s image of feminine roles.

In her 1985 study of sex segregation
in academic libraries, Betty Jo Irvine
noted that men dominated the executive
ranks of academic librarianship until the
1970s.' For a brief time during World
War Two, women held higher than their
typical percentages of ARL directorships
(12.7% in 1948), but as men returned and
reoccupied directorships, the percentage
returned to earlier levels (8.7 in 1952).7
During the 1970s, however, equal op-
portunity and affirmative action, along
with a new emphasis on participatory
management, began to change the power
structure of academic libraries. As a
result, larger numbers of women had
the opportunity to enter the executive
ranks in academic libraries. Focusing on
women who attained directorships in
ARL libraries, Irvine pointed to the family
trade-offs they had to make. When these
women embarked on their careers, they
were more likely to have done so with-
out a spouse or family support system,
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including children. If they did marry and
have children, they had fewer than their
male counterparts and usually had them
prior to assuming administrative careers.
She cautioned women contemplating the
executive route in ARL libraries that “the
prognosis is rather discouraging for com-
bining family and career lives.” Looking
to the future, she suggested that the trend
toward fewer children and two-career
couples may reveal “a more propitious
pattern for women who seek to combine
family and career roles.”*®

Although a critical mass of women has
attained executive positions in academic
libraries since Irvine’s study, there has
been little subsequent research on how
their decision to become mothers has af-
fected their career trajectory.”

Methodology

This study investigates the extent to
which female academic library directors
have been able to advance their careers
and also raise children. This focus does
not imply, however, that career versus
children is the sole option available to
professional women or that not raising
children, as a conscious or not conscious
decision, is motivated by career alone. Di-
rectors were selected not because they are
more or less successful than others in their
organization but, rather, because they
represent a distinct management track
that can be analyzed with data available
in the literature. The study is quantita-
tive, not qualitative; in other words, no
attempt is made to determine how well
the directors managed their libraries or
raised their children.

Information regarding the gender
composition of academic librarians and
library directors is available through
several sources. The ALA Survey of Librar-
ian Salaries 1998 stated that 68 percent
of academic librarians are female.”® The
same survey in 1999, which included an
additional question about gender of direc-
tors, indicated that 57 percent of academic
library directors are female.”! According
to Deborah M. Kolb and Ann C. Schaff-

ner (2001), 63 percent of librarians in the
nation’s largest academic and research
libraries are women.?? The Association
of Research Libraries reports that women
moved from leading 15.5 to 45.9 percent
of the largest libraries between 1980 and
2000.%2 From these studies, we estimate
that women represent between 60 and
70 percent of academic librarians and
between almost 50 to almost 60 percent
of academic library directors.

To gather information on women direc-
tors of academic libraries, a Web survey
was designed, pretested, linked to a Micro-
soft Access database, and results exported
to SPSS for analysis. (See appendix A.) The
source for identifying participants was an
ALA electronic file of mail labels for mem-
bers who listed themselves as directors
and who were affiliated with one of three
sections of the Association of College and
Universities Libraries Division: University
Libraries Section, College Libraries Sec-
tion, and Community and Junior College
Libraries Section. There were 1,049 list-
ings, 377 for men and 483 for women. The
remaining 189 listings were eliminated
because they were for directors of branch
libraries, interim directors, or individuals
with the word “director” in their titles who
were not academic library directors.*

The survey was sent to 539 female
academic library directors, the 483 in the
ALA file, augmented by 80 additional
names forwarded by participants, 24 of
whom were subsequently removed be-
cause respondents indicated that they had
retired or were no longer directors. Of the
539 surveys sent, 349 were returned for a
65 percent response rate, and 347 were
usable, that is, they were completed by
deans and/or directors.

To distribute the survey electronically,
e-mail addresses had to be located for
each recipient. This was accomplished by
checking the Web sites of the institutions
at which they were employed. Surveys
were sent twice, once in August, then
again to all participants in October, 2003,
reminding those who had not already
done so to respond.
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Some items in the survey were includ-
ed for validating data or for ensuring con-
fidentiality. For instance, a question about
position title ensured that respondents
were exclusively library directors. There
were no questions requesting respondent
names, the names of their institutions, or
marital status. The majority of questions
were based on key findings from prior
studies that identified principal factors
affecting women'’s career advancement.
These included the importance of full-
time work histories, internal promotion,
advanced degrees, and the greater likeli-
hood of advancement in smaller and pri-
vate schools.” Respondents could make
general comments and more extensive
comments if they indicated that mother-
hood had had no effect on their careers.

Findings

Sixty-three percent of respondents had
children. Only 37 percent, or 128 of the
347 respondents, did not. Of the 219 with
children, 111 had two, 56 had one, 34 had
three, and 18 had four or more. Although
this suggests that it is possible to make
career advancements and have children,
itintroduces a set of additional questions.
Did factors in these female directors’
workplaces, careers, and/or personal lives
influence the choices they made?
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the proportion of women raising and not
raising children is comparable across all
Carnegie classifications. Women with
children are no less likely to work at larger
schools than are women without them.

These results are also true for FTE
and institutional type. For example,
17.2 percent without children and 17.8
percent with children were in schools of
fewer than 1,000; 36.7 percent without
children and 33.3 percent with children
were in schools of 2,500 to 5,000; and 14.1
percent without children and 15.1 percent
with children were in schools of between
5,000 and 10,000. Respondents were di-
vided equally between public and private
schools, 170 in private and 177 in public.
Of those in private schools, 57 out of 128
(44.5%) had no children and 113 out of 219
(51.6%) did. The numbers were similar for
public institutions: 71 out of 128, or 55.5
percent, had no children, compared to 106
out of 219, or 48.4 percent, who did.

Career Patterns: Considerations

Career patterns, as well as institutional,
factors were examined. These included
years in the current directorship, number
of previous directorships, advanced de-
grees, whether directorships came before,
during, or after raising children, and if
internal promotion played a significant

Institutional Characteristics: TABLE 1

Considerations Children and Carnegie Classification
Workpla.ce' or instituti(}nal Carnegie Category No At Least | Total
characteristics were examined Children | One Child

more closely in relationship - -

to the number of children. In- Associate categories 27 46 73
cluded were Carnegie classi- 211% 21% 21%
fication, full-time enrollment | Baccalaureate 37 60 97
(FTE), and also institutional | categories 28.9% 27.4% 28%
character (i.e., private versus | Master’s categories 29 63 92
public). Earlier studies linked 22.7% 28.8% 26.5%
increased opportunity fqr ad- Doctoral categories 30 40 70
Yan.cem.ent to SI.na.ll, pr1\./ate 23.4% 18.3% 202%
institutions. This investiga-

tion uncovered no meaning- | Not answered 5 10 15
ful differences for this or for 3.9% 4.6% 4.3%
other institutional character- | Total 128 219 347
istics. As table 1 indicates, 100% 100% 100%
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TABLE 2 three or more children in a first
Children and Degrees Earned directorship (table 3). This find-
Degree No At Least Total ing lends support to a 1993 study
Children | One Child of sixty-nine community college
MLS/MLIS 70 131 201 directors: “almost three times as
54.7% 50.8% 5799 many n}ales as females reported

three children.”*
2nd 37 49 86 Only one of the five career pat-
Master’s 28.9% 22.4% 24.8% terns shows a significant difference:
3rd 1 internal promotion. This is true for
Master’s 8% 3% all data compressions. As with num-
Ph.D. 20 39 59 ber of prior directorships, the most
15.6% 17.8% 17% striking instance occurs when num-
Total 128 219 347 ber of cl?llc.lren is collapsed mtg three
100% 100% 100% categories: 0-1, 2, a.n.d 3+ children.
Those data are significant at the p =

role. Again, past studies indicated that
women with children tend to be in direc-
torships longer, have fewer directorships,
attain fewer degrees, raise their children
either before of after becoming directors,
and rely on internal promotion for career
advancement.

Once again, the data do not support
the expectations. There is remarkable
comparability between directors with and
without children in terms of degrees at-
tained (table 2) and years in position. This
is also true for when children were raised:
49 percent raised children before or after
advancing to their directorships, and 51
percent during their directorships.

Motherhood does not generally affect
the number of prior directorships held by
the respondents. Eighty-

.005 level in a chi-square test and in-
dicate a weak, but approaching moderate,
level of association in a Cramer’s V test, V
=.175 (table 4) . This is compelling, given
past studies. For example, in 1983, Barbara
A. Moran noted that “For the females in
this study, the only constant in becoming
a director was to stay in the institution
where they had been an assistant or associ-
ate library director.”* A few years earlier,
Paul Metz also had determined that “The
greater propensity of women to be hired
from the inside exists in both public and
private institutions.”? Janet L. Justis’s 1993
study both reinforced those findings and
suggested a subtle change. More women
than men will still promoted internally,
but the percentages were slight, 58.14 for
women and 46.15 for men.”

three of the 128 respon- TABLE 3
dents with no children, Children and Prior Directorships
or 64.5 percent, were Prior 0-1 2 3+ | Total
in a first directorship. | p; o torehips | Children | Children | Children
Comparatively, 144 of
the 219 (65.8%) of those | 0 116 70 41 227
with children were also 63% 63.15 78.8% | 65.4%
in a first directorship. |1 50 24 4 78
When data on number 27.2% 21.6% 7.7% 22.5%
of children are collapsed | » 11 13 4 78
into three categories 6% 11.7% 77% 8.1%
0-1, 2, and 3+), there is
21 noteworthy)percent— 3* 7 4 3 14

. . 3.8% 3.6% 5.8% 4%
age difference in the
number of those with | Total 184 111 52 347
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TABLE 4 say motherhood did not in-

Children and Internal Promotion fluence their advancement.

Internal 0-1 2 3+ Total | As table 5 indicates, the

Promotion | Children | Children | Children majority thought. they ha.d

No 132 65 2% 73 successfullly attained their
71.7% | 58.6% 50% | 64.3% | careersoan.

What conditions were

Yes 52 46 26 124 responsible for this? Benefits

28.3% 41.4% 50% 35.75 such as maternity leave,

Total 184 111 52 347 paid or otherwise, were not

This survey does not confirm those ear-
lier findings. Respondents with either no or
one child are more likely to be hired from
outside than to be promoted from within,
by an almost 70/30 ratio. For women with
two children, the ratio is closer to 60/40, and
for those with three or more children, there
is an equal chance of advancing through
an external hire or an internal promotion.
Although external hires are more likely for
either, those with no or one child or those
with two, there is still a noteworthy per-
centage difference regarding external hires:
71.7 percent for those with no child or one
child, compared to 58.6 percent for those
with two children. Overall, however, data
affirm Karen A. Hatcher’s 1997 discovery
of “a change in the administrative acces-
sion path for non-ARL libraries. Women
are finding it easier to apply for and obtain
library director positions through external
hires.”

Balancing Motherhood and Career: Con-
siderations

factors; only 66 respondents
answered this question, and,
of those, only 56 reported taking leave.
When women directors with children
were asked how they were able to handle
both career and motherhood, 144 cited a
helpful partner, 44 other factors, 25 fam-
ily support, and seven live-in child care.
The importance of a helpful partner is key
and has been validated in other fields.
For instance, Elliott Parker found that a
common thread among women in senior
public relations positions who had main-
tained their full-time careers while having
children was a supportive spouse.™
Live-in child care received so few re-
sponses that it was eliminated. When the
remaining factors were cross-tabbed with
responses about satisfaction in reaching
career goals, the results (table 6) were both
statistically significant and substantively
significant (p =.027, V = .183).
In a more detailed breakdown, the
most significant factor for those totally
satisfied with career goals was a helpful

Several questions were aske.d TABLE 5
of those who had raised chil- . . . .
Children and Satisfaction Reaching
dren and advanced to the C Goal
directorship to determine how areer $0as
they had managed to do both Degree of No At Least | Total
and how satisfied they were Satisfaction Children | One Child
with their careers. Did they | Unsatisfied/ 12 26 38
think that motherhood affected | somewhat satisfied | 9.4% 11.9% 1%
. . 5
their caljeers, and if s:o, how? To Satisfied o1 29 50
what did they attribute their o o o
) 16.4% 13.2% 14.4%
success? Did they reach the -
career goals they had set for | Very satisfied/ 95 164 259
themselves? totally satisfied 74.2% 74.9% 74.6%
Of the 219 directors with | Total 128 219 347
children, 142, or 64.8 percent, 100% 100% 100%
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TABLE 6 affected their careers.
Factors Affecting Satisfaction Reaching Career Most important to note
Goals is that only 77 of 219, or
Degree of Helpful | Family | Other | Total 35 percent, reported that
Satisfaction Partner motherhood affected ca-
Unsatisfied/ 13 3 71 23 reer advancement.
somewhat satisfied 9% 12% 9% | 10.8% .
- Conclusion
Satisfied 190 60 40 290 For anew group of young
13.2% 24% 9.1% | 13.6% women considering aca-
Very satisfied 49 13 21 83 demic librarianship, there
34% 52% | 47.7% | 39% are immense benefits to
Totally satisfied 63 3 12 | 78 | Joining a profession in
43.8% | 12% | 27.3% | 36.6% | Wwhich so many women
are in top leadership
Total 144 2 a4 213 ositions. Not only do
100% | 100% | 100% | 100% | F ' Y
females now hold the

partner. For those who were very satis-
fied, the significant factors were family (as
distinct from helpful partner) and other.
Cited in the “other” category were flex
time, women directors as role models,
church, daycare, friends, and setting a
professional record of accomplishment
early in a directorship. As one respondent
commented about the difficulty of balanc-
ing motherhood and career, “It is possible
to have both a career and family. It is
difficult to always have them balanced.
Sometimes being the director made it
easier to take time for family events, and
sometimes being the direc-

majority of library di-
rectorships, but, in some cases, their
economic compensation exceeds that of
their male counterparts. At the 124 ARL
institutions, 52.1 percent of directors are
women.*”? Moreover, as Marta Mestrovic
Deyrup points out, academic library
directors function rather like CEOs in
corporations or of large, nonprofit orga-
nizations. They are “responsible for a host
of client-centered services that are driven
by technology—just as in the private
sector. They administer budgets, meet a
payroll, supervise building construction
and maintenance.”*

tor meant giving up family TABLE 7

events for the job.” ) Affect of Motherhood on Career and
The study four}d an inter- Satisfaction Reaching Career Goals

esting relationship between

satisfaction in reaching ca- Degree of Affect: | Affect: Total

reer goals and the effect Satisfaction No Yes

of motherhood on career | Unsatisfied/ 5 21 26

advancement (p =.000, V = somewhat 3.5% 27.3% 11.9%

.364). A much greater per- | satisfied

centage of those unsatisfied | Satisfied 19 10 29

with attaining their goals re- 13.4% 13% 13.2%

ported that Ipotherhood had Very satisfied 58 28 36

affected their careers (table 40.8% 36.4% 3939

7). Of those totally satisfied . . .

in reaching their goals, how- | Totally 60 18 78

ever. the reverse was true: | Satisfied 42.3% 23.4% 35.6%

a much lower percentage | Total 142 77 219

reported that motherhood 100% 100% 100%
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As a profession facing an exodus
of leadership through retirements, the
results of the survey suggest a clear,
competitive edge in attracting the next
generation of leaders.* Future research
may or may not confirm these findings
for directors in special, public, or school
libraries.* For the population in this
study, however, career advancement
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was possible without the price of moth-
erhood. Although this does not imply
that raising children and maintaining
a successful full-time career is easy, it
does indicate that, for those who want
both, the choice is possible in many
academic libraries and that the majority
who make the choice are satisfied with
the outcome.
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APPENDIX A
Career and/or Children?
A Survey of Women Academic Library Directors

| Less than 1,000 -]
1. What is your institution’s FTE?

. . . . I Public vl
2.Is it a public or private institution?

3. What is its Carnegie classification? (required)
I Azzociste's Colleges j

4. In what state or country is the institution located? (Enter either a two-letter abbrevia-
tion for U.S. states or the full name of the country.)

K1 i
5. What is your current job title? (required) I

I 1Yearor Less j

6. How many years have you held your current position?

7. Were you promoted to your position from within? I No X |

8. How many prior directorships have you held? 0 x
9. What is your highest degree? | MLS or MLIS j
10. How many children do you have? (required) I 0 x |

If you answered 0 to question 10, skip to question 17.

11. Did you establish your career as a director/dean before, during, or after having

and/or raising children? I Before _'I

12. On average, how much maternity leave did you take? I Not Applicable j

What percent of that leave was paid? I Not Applicable j
13. How were you able to handle both motherhood and career?
Helpful partner j

14. Did motherhood affect your career advancement? I No X |(required)
If you answered No to question 13, skip to question 16.

15. If yes, did it affect your

Pay:I No v| Promotion:l No v| Salary: I No v|
Other: :I
[

ol bl
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4] | [

16. If motherhood didn't affect your career, why not?

-

17. Have you achieved the career goals you set for yourself?

| Totally Satisfied j

18. Use the space below to make any additional comments.

4] | I3
Thank you for taking time to complete this survey.

Reset

Submit |




N A

Content Transformation Solutions

® SGML, HTML, XML # DTD Development

® Imaging #* Web-site Development

& aBook & PDF & and so much mors...

Z

-

TECHBODKS

Infermation Pullishing Group
1930 SouthWest 48th Lane, Cape Coral, Florida 33914
239549 2384 » iris.hanney@techbooks.com & www.itechbooks.com




