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By Jennifer Freyd

N MONDAY, my colleague looks
Oguilty and embarrassed as she
; sncaks out of a faculty meeting
at 5:10—a meeting that ends, after a

" crucial vote has been taken, at 5:45. On.

Tuesday, she attends the first 40 min-
utes of a colloquium that begins at 4:30.
On Wednesday evening, she misses a
rescarch seminar altogether. On Thurs-
day, she sits through the first half of a
university committee meeting. By Fri-
day, it scems almost normal when she
cannot attend the department pnrty
from 5:00 to 7:00.

1 recognize the anxiety my colleague
experienced on Monday—she had only
20 minutes to get her young daughter
from the child-care center before its
5:30 closing. 1 recognize her embarrass-
ment—she senses the effect her depar-
ture has on her reputation. I understand
her frustration at-not being able to stay
long enough at the meetings to partici-
pate fully giving up position and influ-
ence in facuity governance. And I rec-

ognize her deep feelings of .loss on

Tuesday and Wednesday—when she
was deprived of the stqnulauon and ex-
citement of participating in the intellec-

tual exchange at the colloqunum and -

seminar,

Although late-afternoon and evenmg
cvents are fine for most professors 1
know, they are just awful for most
mothers and many fathers of young
children. Child-care centers typically

cad their day at 5:30, wuh stilf fmes or.

chaiges for late pick-ups. .
More important, children usmlly are

hungry, tired, and keyed up-in the late

afternoon, and their needs are not easnly

met by anyone but their parents. ‘And
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tween parcntal rcsponsnlnlmcs and
meeting times as mallels to be resolved
by majority preference misscs the cru-
cial role that the conllict plays in dis-
couraging working parents, especially
mothers, from practicing their profes-
sions. | have seen some of my mosl
talented colleagues abandon their ca-
reers whcn confronted with the con-
flicts imposed by trying to be both a
good parcutand a good pr ofessional. As
Arlie Hochschild states in her book The
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socicty through work. Rather, both de-
sires are fundamental aspects of our hu-
manity. ‘They may compete for b_ur time
(especially in our current society), but
the need to love and the need fo work
should never he cmlsideth ‘o be m

cmnpclmml for our pas‘;lons
\ ; ‘/my fitst child, I was told by a
colleague: “You have just

made the worst career decision of your
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The influx of women into the work .
force offers a crucial resource to aca-
deme, which otherwise may face a
shortage of Ph.D.’s in the next decade.
But the extent to which their potential
contribution can be realized depends
heavily on societal support. - ’

So.far, our society has made a legal
commitment to equal opportunity in the
work place. What we need to do next is
simple. We must allow for a humane_
integration of work and family responsi-
bilities by providing maternity and pa- .~
ternity leaves for new parcnts and by
insuring that high-quality and afford-
able child care is available.

E ALSO must overcome the
/ current expectation that aca-
demics must demonstrate

their dedication by putting in a *‘macho
workweek.'' Most academics, includ-

ing those with young children, have a
lifelong passion for their work. Faculty
members and administrators are as like- .
ly to think creatively. while taking a

- shower or nursing a baby as they are

while sitting in an office or laboratory.
We need to evaluate our colleagues’
contributions, not the number of hours
spent on campus. We also need to ex-
pand the time frame in which we judge

.our colleagues. It is surely a mistake to

assume that parents of small chil-
dren have the same amount of time
available to work as they will have
during the other periods of their ca-
reers.

Equally important is the necd to
schedule the work day so as to mini-
mize, rather than maximize, conflict be-
tween home and work. We need to in-
crease our sensitivity to scheduling .




evenings arc essential periods for fam- -

ily time for working parents and ?helr
children. !

In recent years 1 have auempted fo -

change the time of regularly schcduled

meetings so that I could be both a:re--

sponsible parent and a responsible fac-
ulty member. But I have had more suc-

" cess in bringing about parental-leave
and child-care policies than in changing

the times of meetings and colloquia.
*We have always done it this way,
and it never was a problem in the past™
is the typical first response of the per-
son in charge. When I press (**Could we
micet at noon instead?™), the next re-
sponse is likely to be, “The majority

prcfer the currently scheduled time.” If

I keep urging 1 am told, * You tan juggle
your schedule—other parents manage
it."”

All of those stalemcnts are undoubt-
cdly true, but are they the best basis to
use for deciding this issue? The ‘we've
always donc it this way"" response, es-
pecially the part about its never having

been a problem in the past, is a good -
indicator of the traditional privileges

most facully members have enjoyed.
1.ate-afternoon and evening profession-
al activities posed no conflic{s, because
there was a wife at home managing the
houschold, cooking dinner, and caring
for the children. Any ill effect the tradi-
tion may have on individual faculty
members now is presumably :consid-
eted to be a benign accident of a world
changing faster than tradition. .
‘The sccond response—*‘the majority
piefer the currently scheduled time™—
is -fess benign, ‘Treating conflicts be-

Second Shifi: *“T Ile career syslem in-
hibits women,.niot so much by malevo-
lent’ dlsabedlcnce to good rules as by
making up rules to 'suit the male half of
the population in the fiyst place.

[Women] find that]their late twentics

and mid-thirties, the prime childbearing
years, are also a peak period of cateer
demands, Seeing that the game is de-

~vised. for family- fl(ec people, some

women lose heart.’

If working paren;s and wosen lose
status in the work force or drop out alto-
gether because of structural conflicts
such as late meeting times, how will
they ever increase their numbers to the
point where they can change the rules
by a democratic vote?

Saying that a working patent need
only ‘‘juggle” his or her schedule and
that ‘“‘othcrs manage it” cbnveys' a
strong message. 1t implies that parental
responsibilities are comparable to ac-
tivities that are inherently flexible, less
important than work, or even dlspem-

: able—anathletic hobby, say, oratrip to
Béermuda. 1t also implics that if the fac-.
~ ulty member only hiad his or her pl jori-

ties straight (like lbe ‘others' who

- manage lo juggle lhelr schedules), pa-

_ rental responsubnh(ies would not get in
i the way of professional cummllmenls \
* Both implications reflect pervasive and

destructive, values about children’s
needs, parents’ roles, and what it incans
to be committed to work.

Where did we ever get the iden that
dedication to family is indicative of a
lack of commitment {o wotk? For most
of us, the desire to rear children is not
feit mslead of a desire to contribute to

ety's insistence on

life by getting plcgnaut before getting
tenure.” I've noliced, in cnn;rz}St that
male collcagues contemplating raising a

L{t 8 H .
Yet there is a sad logic to the advice
so often given o women: Avoiq having
childien until your carcer goals are
laigely met. Cowmpaied with their hus-
bands, employed women are likely to
have signilicautly more responsibility
at home—a national situation well-doc-
umented by sociologists. This leaves
most fathers much ficer than mothers to
compele in a working world that re-
wards commilinent to career over fam-
ily and then measures that commltment
in terms of time. :

For the few men I know who more
fully shaie domestic responsibilities
with their wives, the counflict between
employment and family tends to be se-
vere. Their professional commitment,
like those of working mothers, is doubt-
ed. These fathers may be under more
acute strain than even working moth-
ers, becanse at feast mothers’ contribu-
tions to their familics me acknowledged
(although undervalued) by society. ‘The

greatest tragedy here is that chlldren-

pay much of the
price of our soci-

pitting commitment
to  work against
family 1esponsibil-
ities, no matter how
family responsibil-
itics mc divided he-
tween the mother
and the father,

family are typically cncouragcﬂ to do

constraints and to respond flexibly. For
example, mothers of infants may need
to leave the campus frequently during

the day to nurse their babies; teaching -

and committee meeting times should be
adjusted to make this possible. Fortu-
nately, academic jobs typically afford
more. schedullng ﬂchbIlI(y lhan do
many others.

We can, at the least, schedule meet-
ings, colloquia, and: seminars when
there is a good chanceé that parents can
attend. For instance, in many cases
simply scheduling a regular afternoon
meeting at 3:15 or 3:30 instead of 4:00 or
4:30 would allow parents to participate.
In other cases, moving afternoon or
evening meetings to the noon hour
would increase parents ablhty to par-
ticipate.

Such changes would be mexpenswé
to implement; administrators just need

to take the initiative. If we are commit- -

ted to equal opportunity for women in
the work force, we will make those
changes. If we are ‘‘pro-family,”
will make those changes very soon. If
we are concerned about our greatest re-
source, our children, we will make
those changes immediately.
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