Stressed, Interrupted, and UnderEstimated: Experiences of Women
and URM Faculty During One
Workday
KerryAnn O’Meara
University of Maryland, College Park
Liana Sayer
University of Maryland, College Park
Gudrun Nyunt
Northern Illinois University
Courtney Lennartz
University of Maryland, College Park
Abstract: In this exploratory, descriptive study, we used time diaries
to understand the content and quality of faculty work experiences and
interactions (specifically looking at work activities, feelings of stress
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differences in work experiences by gender and race. We found that
while all faculty work long hours, women and underrepresented
minority (URM) faculty face unique challenges in their work day
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including spending less time on research (women) and more time on
mentoring and advising (URM faculty), experiencing higher levels of
time pressure (women), and encountering more micro-aggressions
and less micro-affirmations (women and URM faculty).
Keywords: professional interactions, stress, workload, faculty time use

Introduction
Experiences of time pressure among faculty have increased since the
1990s because of rising expectations regarding teaching, research, and
service (Jacobs & Winslow, 2004a, 2004b). Faculty report working long
hours and experiencing time pressure, stress, and work/family conflict
(Damaske, Ecklund, Lincoln, & White, 2014; Fox, Fonseca, & Bao,
2011). Women and underrepresented minority (URM) faculty may be
particularly impacted by time pressure as much research indicates that
women and URM faculty spend more time on teaching, mentoring, and
service – tasks that are not as highly regarded in academic reward
systems – and thus struggle to find time for research (Acker & Armenti,
2004; Baez, 2000; Barrett & Barrett, 2011; Griffin, Pifer, Humphrey &
Hazelwood, 2011; Misra, Lundquist, Holmes, & Agiomavritis, 2011;
O’Meara, 2016; Rosser, 2004). Women and URM faculty have also been
found to have fewer positive professional interactions with colleagues,
which further hurts the quality of their work time (Eagan & Garvey,
2015; Holleran, Whitehead, Schmader, & Mehl, 2011; Mackey, 2017;
O’Meara, Bennett, & Niehaus, 2016; Ridgeway & Smith-Lovin, 1999).
These challenges can lead to lower satisfaction and productivity and can
negatively impact career advancement and retention of women and URM
faculty (Aguirre, 2000; Gardner, 2012; Turner & Myers, 2000).
The purpose of this exploratory study was to better understand faculty
work experiences, overall, and differences by gender, race and ethnicity.
We asked faculty to record what they spend their time on as well as
reflect on the quality of their work time and interactions over one
workday. Specifically, we examined faculty experiences of being rushed
and/or stressed and experiences of micro-affirmations and microaggressions. Microaffirmations are “tiny acts of opening doors to
opportunity, gestures of inclusion and caring, and graceful acts of
listening” (Rowe, 2008, p. 4). Microagressions are the everyday verbal,
nonverbal, and environmental slights, snubs, or insults, whether
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intentional or unintentional, that communicate hostile, derogatory, or
negative messages toward marginalized groups in society (Sue et al.,
2007). By examining not just what faculty spend their time on, but the
quality of work time and professional interactions, our study strives to
provide a more holistic picture of faculty’s daily work experiences.
Our study adds to the literature by utilizing a method that is not
commonly used to understand faculty – time diaries – to more accurately
capture faculty experiences (Henderson, 2018). Our instrument asked
faculty to record how they spent their time as well as note small, microlevel work experiences, in real time as they occurred within a 24-hour
period. Reporting time allocations and “marking” small professional
interactions or daily work experiences that advantage some groups and
disadvantage others is difficult. Past research has used annual faculty
surveys, interviews, and focus groups, which require that faculty recall
time allocations and experiences that could have occurred up to 6 months
or a year before. Participants are typically asked to provide a global
sense of the climate or work experience, for example by exploring views
on faculty’s “fit” within their departments or overall impressions of the
fairness of workload allocations. These types of questions require the
participant to merge many small experiences into one larger, general
sense of their workload or environment. While such methods can provide
important insights into faculty’s perceptions of work experiences, they
do not allow for a more immediate and careful accounting of work
activities and micro-interactions as they occur.
This study has important implications for practice as how faculty spend
their time as well as faculty’s experiences of feeling stressed or rushed,
affirmed and supported by colleagues, or excluded and under-estimated
in their work have been found to impact stress levels, job satisfaction,
time to promotion, and retention (Jacobs & Winslow, 2004a, 2004b;
Rosser, 2004). Better understanding these experiences – and differences
by gender, race, and ethnicity – is thus essential for efforts to create more
equitable and inclusive academic workplaces. In addition, while the
focus of most diversity and inclusion work relates to understanding the
experiences of the marginalized, understanding the experiences of the
privileged – those affirmed by colleagues and more satisfied with their
workday – is also instructive. A study such as this helps to unveil
different nuances in how women and men, and URM and white faculty
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move through their workday and thus allows for a better understanding
of the range of faculty experiences.

Guiding Perspectives
Psychological and sociological research on time pressure and social
psychological research on micro-aggressions and affirmations guided our
study. In this section we outline research and theory from each area.
Time Pressures and Their Consequences
Experiencing time pressure at work is not unique to faculty experiences.
Job pressure, or feeling that one has to work quickly and without
sufficient time to do all work tasks, is experienced by 9 of 10 American
workers (Schieman, 2013). While time pressure experienced over a short
period of time (e.g., before a deadline) can act as a motivator, long-term
exposure to time pressure has been found to have negative effects on
work engagement (Baethge, Vahle-Hinz, Schulte-Braucks, & van Dick,
2018). College educated professionals, who are more likely to experience
flexibility and autonomy in their schedules, tend to work particularly
long hours defined as 50 or more hours a week (Jacobs & Gerson, 2004;
Ziker et al, 2014). Not surprisingly, college educated professionals also
report higher levels of job pressure and time binds that result from the
blurring of spatial and temporal work and home boundaries and roles. In
one study, women, overall, were more likely than men (29 compared
to17 percent respectively) to feel stressed and experience the
psychological consequences of work-family tension that can leave them
feeling emotionally drained at the end of the workday (Jacobs & Gerson,
2004).
Stress process theory hypothesizes that a mismatch between time
resources and role demands reduces subjective perceptions of control and
increases chronic stress (Moen & Roehling, 2005; Pearlin, Schieman,
Fazio, & Meersman, 2005). The range of health behaviors and outcomes
affected by stress include lack of exercise (Nomaguchi & Bianchi, 2004;
Stults-Kolehmainen & Sinha, 2014), disrupted sleep (Burgard &
Ailshire, 2013; Maume, Sebastian, & Bardo, 2010), poor eating habits
(Allen & Armstrong, 2006; Skead, Rogers, & Doraisamy, 2018), and
anxiety and depression (Conway, Rutter, & Brown, 2016; Skead et al.,
2018; Wang, Lesage, Schmitz, & Drapeau, 2008). Reduced work stress
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and work/family conflict not only improves overall health but has also
been associated with improved work-related outcomes (Kelly et al.,
2008). Thus, understanding feelings of stress and being rushed is
important to supporting not only the well-being but also the productivity
and career advancement of individuals.
Our review of the psychological and sociological research on time
pressure indicated that to gain a more holistic picture of faculty
members’ work experiences, our study needed to explore not only the
number of hours faculty work and the types of activities faculty engage
in but also faculty’s experiences of stress and time pressure.
Micro-affirmations and Micro-aggressions
In addition to experiences of time pressure, we were interested in small
daily experiences of micro-affirmations and micro-aggressions. Microaffirmations, or small acts of support, recognition, or inclusion occur
when people wish to help others succeed and can positively impact
individuals’ experiences (Cohen, Garcia, Apfel, & Master, 2006; Rowe,
2008). Common micro-affirmations, well documented in the social
psychological literature are having your opinions and thoughts matter to
colleagues, receiving helpful feedback, receiving recognition for
accomplishments, and being made to feel like an insider by virtue of
inclusion in professional interactions and networks (Rowe, 2008; Scully
& Rowe, 2009).
Micro-aggressions, brief, everyday exchanges that send denigrating
messages to individuals because of their membership in marginalized
identity groups, may be unconsciously delivered and often take the form
of subtle slights, snubs, and questions about one's ability and belonging
(Solorzano, Allen, & Carroll, 2002; Solorzano, Ceja, & Yosso, 2000; Sue
et al., 2007). Common micro-aggressions are being interrupted or spoken
over at meetings, others taking credit for your ideas, having your
expertise, knowledge, or skills under-estimated, and being excluded from
networks, groups, or activities (Solorzano et al., 2002; Solorzano et al.,
2000; Sue et al., 2007).
Much experimental work in psychology has documented experiences of
micro-aggressions and micro-affirmations, especially by race and gender
that shape perceptions of faculty accomplishments, identification of
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individuals as competent, and professional interactions (Gutiérrez y
Muhs, Niemann, González, & Harris, 2012; Knobloch-Westerwick,
Glynn, & Huge, 2013; Steinpreis, Anders, & Ritzke, 1999). For example,
after video-recording 119 job talks for engineering faculty, Blair-Loy et
al. (2017) found that women candidates were interrupted more than men
candidates. URM faculty report micro-aggressions from White
colleagues and students such as colleagues assuming faculty of color are
incompetent (Pittman, 2012; Solorzano, 1998; Sue et al., 2007).
Micro-inequities and discrimination in professional interactions can
negatively impact faculty’s productivity, commitment to the institution,
satisfaction, and retention (Eagan & Garvey, 2015; Holleran et al., 2010;
Mackey, 2017; O’Meara et al., 2016). For example, in a survey study of
associate professors from 50 universities, Mackey (2017) found that
professional interactions in the work environment served as a key
explanatory factor in faculty organizational commitment and satisfaction,
as well as intent to leave. A lack of positive professional interactions at
work also means a lack of social capital, as positive professional
interactions are not only helpful as interpersonal support but carry with
them career sponsorship, mentoring, information, and allies in faculty
careers (Ridgeway & Smith-Lovin, 1999).
Micro-inequities are also linked to experiences of time pressure and
stress. Hutchins and Rainbolt (2017) found that academic faculty
experience measurable psychological stress when their professional
legitimacy and expertise is questioned. Stress based on micro-inequities
may be particularly common for women and faculty of color. Hurtado,
Eagan, Pryor, Whang, and Tran (2012), for example, found that women
were twice as likely as men to report experiencing stress due to subtle
discrimination from faculty colleagues, and Black faculty were two and a
half times as likely. Just like time pressure and stress, micro-inequities
and discrimination can, over time, cause health problems, dissatisfaction,
and faculty departure (Gardner, 2012; Griffin et al., 2011; Stout, Staiger,
& Jennings, 2007). Thus, any study trying to gain a more holistic picture
of faculty work experiences, and particularly the quality of these
experiences, needs to consider the frequency of micro-aggressions and
micro-affirmations.
Based on our review of the literature, we decided to explore the content
and quality of daily work experiences by focusing on overall time spent
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at work, time allocation to different tasks, feelings of stress and rush, and
experiences of micro-affirmation and aggression. The research questions
that guided this study were:
•

During their reported workday, how much time did faculty report
spending at work?

•

During their reported workday, what tasks did faculty engage in
(research vs. teaching vs. service) and for how long?

•

During their reported workday, did faculty report being rushed and
stressed?

•

During their reported workday, did faculty report microaggressions or micro-affirmations?

•

How, if at all, did these experiences differ by gender, race, and
rank?

Methods
Research Design
To understand the content and quality of faculty work experiences over a
randomly chosen workday, we asked faculty to complete a 24-hour time
diary and answer a set of questions about their experiences on that day.
Time diaries are common among economists and sociologists striving to
understand how people spend their time (Aguiar & Hurst, 2007; Jacobs
& Gerson, 2001; Sayer, 2005). Time diaries have provided insights into
the in- and out-of-class experiences of college students (George, Dixon,
Stansal, Gelb, & Pheri, 2008; Jacobsen & Forste, 2011; Mokhtari,
Reichard, & Gardner, 2009) but have been used less often to study
faculty work experiences (for exceptions see Ziker, 2014 and O’Meara,
Kuvaeva, Nyunt, Jackson, & Waugaman, 2017).
Participants in our study were asked to reflect on a single workday one
day after it occurred. Our instrument, which was developed in
partnership with the Maryland Time Use Lab (MTUL) at the University
of Maryland, allowed us to collect information on all activities, their
location, and co-presence of others, on the diary day. This method
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provides a comprehensive assessment of temporal dimensions of all daily
experiences and interactions with others and is less subject to recall and
social desirability bias compared to cross-sectional national surveys
(Juster, Ono, & Stafford, 2003). We piloted our instrument in a previous
study with 111 associate and full professors at 13 universities and used
feedback from this earlier pilot to make minor revisions to our survey
instrument. For example, we made edits to improve the flow between
questions and clarified eligibility language to state that non-tenure track
faculty were invited to participate if they were full time.
In addition to tracking time use, participants were also asked to respond
to a set of questions focused on the quality of work experiences that day.
Specifically, we had two survey items on feeling rushed and stressed,
which were developed from surveys conducted routinely on stress by the
American Psychological Association (2012), the Pew Research Center
(2017), and the American Institute of Stress (2018). We also included
four survey items on micro-aggressions and four on micro-affirmations.
To develop these items, we identified a long list of potential microaggressions and affirmations based on an extensive literature review. We
then prioritized and ultimately included in our study micro-aggressions
and micro-affirmations that (a) have been most commonly documented
in previous studies of organizational life (Gutiérrez y Muhs et al., 2012;
O’Meara, Templeton, & Nyunt, 2018; Solorzano, 1998), (b) have been
found to have the greatest effect on stress (Eagan & Garvey, 2015),
and/or (c) are most salient for faculty trying to earn legitimacy and
recognition in a college/university environment (O’Meara et al., 2018).
The survey items related to micro-aggressions included being interrupted
in a meeting, having someone else take credit for your ideas, having your
knowledge or skills under-estimated, and not being included in a group
or activity. For micro-affirmations, we used survey items regarding
having one’s ideas and opinions matter to colleagues, receiving helpful
feedback, receiving recognition of one’s work by colleagues or students,
and feeling like an insider.
Participant Selection
After receiving approval from our Institutional Review Board, we sent an
email message explaining the study purpose and format to academic
administrators via the American Association of State Colleges and
Universities network and NSF-funded ADVANCE programs, both
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groups that have an interest in faculty careers, diversity, and inclusion.
We offered to provide aggregate reports of the data to allow institutions
to better understand the experiences of their faculty, which we did within
four months of completing data collection. Institutional liaisons
(primarily associate provosts, institutional researchers and/or deans) from
16 public 4-year institutions expressed interest in the study. Liaisons
provided us with email addresses of their full-time faculty, an N of
6,712. We invited all 6,712 faculty via e-mail to participate. Institutional
liaisons also sent their own messages to further encourage participation.
Our response rate was 12.5%. Of the 835 participants, 57% were women
and 43% were men; and the majority (87%) identified as White.
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The sample included Assistant (25%), Associate (23%), Full (26%), and
full-time non-tenure track/ other faculty (26%). See Table 1 for detailed
demographics of participants.
Data Analysis
We first calculated descriptive statistics to determine participant
demographics and overall faculty responses on questions of worktime,
work stress, being rushed, micro-aggressions and micro-affirmations.
Next, we conducted one-way ANOVA analyses, a statistical procedure
used to test whether the means of different sub-groups are equal. We
used our ANOVA analyses to determine significant differences in our
dependent variables – worktime, time spent on research vs.
teaching/mentoring vs. service, experiences of stress and being rushed,
working alone or with colleagues, micro-affirmations and microaggressions – during one faculty workday by rank, gender, and race
(independent variables). For categories with multiple sub-groups (rank:
assistant, associate, full, and non-tenure track/other faculty; and race:
White, underrepresented minority, Asian), we conducted a post-hoc
Tukey test (Gaur & Gaur, 2006) to understand where differences lie.
In our analysis for race, we looked at differences between White,
underrepresented minority, and Asian faculty. We used the National
Science Foundation’s definition of underrepresented minority (URM)
faculty, which includes African Americans, Hispanics, American
Indians, Alaska Natives, and Native Hawaiians or other Pacific Islanders.
Three percent of faculty identified as multiracial. Because our survey did
not allow for participants to clarify their racial/ethnic background within
multiracial, we could not determine whether they would fit our URM
category. Thus, we excluded these participants from the analysis.
Limitations
Our study has several limitations. First, and most obviously, our study
has a self-selected sample and a low response rate. As such, we
acknowledge the potential for non-response bias. Faculty participated on
a voluntary basis and we could only examine responses of those who
agreed to participate. We therefore do not know if a certain type of
person may be more likely to respond to this type of survey. Compared
to national statistics (NCES 2017), women were slightly overrepresented
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in our sample (NCES reports women faculty make up 46% of full-time
faculty; of our participants, 57% were women). Non-tenure track/ other
faculty were underrepresented compared to national statistics (26% of
our participants compared to 54% nationally), but our breakdown of
Assistant, Associate and Full Professors was comparable (25%, 23%, and
26% in our survey compared to 22%, 19%, and 22% nationally) (NCES,
2017). URM faculty were underrepresented (according to NCES 2017
data, URM faculty made up 20% of all full-time faculty at postsecondary institutions; among our survey participants, 8% identified as
URM).
As has been found in previous research, it is challenging to solicit
participation from email requests. The Pew Research Center (2012)
reported that response rates for all types of surveys have declined in the
United States and abroad. For example, response rates for telephone
surveys dropped from 36% in 1997 to 9% in 2012 (Pew Research Center,
2012). However, studies have shown positive results for the basic
generalizability of data from similar types of daily surveys with
embedded 24-hour time diaries with small and unrepresentative samples
(see for example, Robinson, 1999).
Our exploratory study provides insights into faculty time use,
experiences of feeling rushed and stressed and of encountering microaggressions and affirmations at public 4-year institutions that can be
further tested with a larger, more random sample in the future. Framed a
different way, we were able to examine the quality of work experiences
of 835 full-time faculty at 16 institutions. The sixteen 4-year public
institutions were diverse in type, size, and location: Two were
baccalaureate colleges, three were doctorate granting universities, 10
were masters institutions, and one was an international university. Our
sample included tenure-track and non-tenure track faculty and our
breakdown by rank was representative of national statistics. As such, our
data provides a unique, descriptive snapshot of faculty worktime and
experiences at 4-year public institutions, collected in real time that has
been rare in higher education research.
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Findings
In this finding section, we first share how faculty participants, on
average, spent their time and how often they experienced stress, feeling
rushed, as well as microaggressions and microaffirmations. We then
share findings regarding differences related to rank, gender, and race.
Overall, faculty spent an average of 11 hours and 29 minutes at work on
the day of the survey (SD=3:17). Faculty spent most of their time on
teaching (5 hours 34 minutes, SD=2:13), followed by research (1 hour 19
minutes, SD=2:13), campus service (1 hour 21 minutes, SD=2:20),
advising and mentoring (35 minutes SD=1:28), and disciplinary and
professional service (7 minutes, SD=0:31). Faculty also spent 1 hour and
4 minutes on other work-related activities (SD=2:04) (see Table 2a). The
amount of time spent on teaching (5 hours 34 minutes) compared to any
other categories (research being next with 1 hour 19 minutes) indicates
that teaching was the main activity our faculty participants engaged in
during their workday.

Next, we highlight work experiences of our faculty participants related to
stress, feeling rushed, micro-aggressions, and microaffirmations (see
Table 2b). During the workday, 71% of respondents experienced
moderate to considerable stress. More than half (55%) of the participants
indicated that they sometimes felt rushed as they went throughout their
day; 32% almost always felt rushed (see Table 2b).
Most participants did not experience any of the four micro-aggressions
we asked about during the recorded workday. However, 21% reported
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being interrupted or spoken over at a meeting and 19.8% reported that
their expertise, knowledge, or skills were under-estimated (see Table 2b).
Thus, while, overall, participants had more positive work experiences
related to micro-aggressions, over one fifth of faculty participants did
experience certain microaggressions during that specific workday.
Results regarding micro-affirmations were mixed. The majority of
participants believed that their opinion and thoughts mattered in a
discussion or interaction with colleagues that day (61%) and felt like an
insider at work (62%). Just under half of respondents (41%) reported
receiving recognition of their work by colleagues or students (on or offcampus) during their workday and 33% of faculty reported that they
received helpful feedback on the day of the time diary (see Table 2b).
Thus, many of our faculty participants were affirmed during their workday at least in the global sense of feeling like an insider and having
opinions and thoughts that they perceived mattered to others. Perhaps
because recognition and feedback require more specific types of work
experiences, such as meetings, presentations, and/or discussion with
colleagues, and these work experiences might not happen every day,
there was less reporting of them. It could also be true that as academic
life has become more rushed and focused on somewhat bureaucratic
tasks there are fewer opportunities for these micro-affirmations to occur.
The reason for the difference in the types of micro-affirmations
experienced is not possible to know from this one view of this data.
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Differences by Rank
Next, we share responses from our ANOVA analyses regarding
differences by rank, gender, and race. As would be expected, among our
participants non-tenure/other track faculty spent significantly less time
on research than tenure-track assistant, associate, and full professors (29
minutes compared to 1:43, 1:19, and 1:42, respectively) and significantly
more time on teaching than tenure-track associate, and full professors
(6:26 compared to 5:07, and 5:09, respectively). Non-tenure track/other
faculty spent significantly less time on disciplinary service than tenuretrack full professors (0:03 compared to 0:11, respectively) as well as
significantly less time on campus service than tenure-track associate and
full professors (1:05 compared to 1:49 and 1:44, respectively). Nontenure track/other faculty also reported significantly less stress and
indicated feeling less rushed than tenure-track assistant professors (2.72
compared to 2.95, respectively, for stress; 1.88 compared to 1.71,
respectively, for feeling rushed with lower means indicating feeling
rushed more often).
With regard to tenure-track faculty at different ranks (see Table 3a), full
professors spent significantly more time in work-related activities
(overall) than assistant professors (11:57 compared to 11:07,
respectively). There were no statistically significant differences between
assistant, associate, and full professors with regard to time spent on
research, teaching, advising and mentoring, and disciplinary service.
However, assistant professors spent significantly less time on campus
service than associate and full professors (0:50 compared to 1:49 and
1:44, respectively). Though full professors, overall, spent more time in
work-related activities than assistant and associate professors, the level
of stress and experiences of feeling rushed during participants’ workday
decreased as rank increased, though differences were not statistically
significant. There were no statistically significant results for microaggressions or micro-affirmations observed by rank (see Table 3b).
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Overall, differences by rank indicated that our participants’ experiences
matched expectations for each rank and position type: Assistant
professors were protected from campus service but experienced more
stress and indicated feeling more rushed, presumably due to requirements
related to achieving tenure; tenure-track faculty spent more time on
research and less time on teaching than non-tenure track faculty, which
aligns with position requirements for the different types of positions; and
moving up in rank reduced feelings of stress and being rushed.
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Differences by Gender
Our ANOVA analyses did not indicate statistically significant
differences in overall worktime by gender. Women participants,
however, spent significantly less time on research than men (1:07
compared to 1:33, respectively; see Table 4a).

We found statistically significant differences regarding quality of work
time (see Table 4b). Women were more likely to experience stress during
their workday than men (2.88 compared to 2.76, respectively) and were
more likely than men to feel rushed throughout the day (1.73 vs 1.90,
respectively). Women also experienced more instances of microaggressions than men in three of the four experiences we asked about
including being interrupted or spoken over at a meeting (0.24 v. 0.17),
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someone else taking credit for their ideas (0.08 v. 0.04), and their
expertise, knowledge, or skills being under-estimated (0.23 v. 0.16).
Among our participants, women thus seem to spend less time on work
activities important for promotion (research) and encounter more
negative experiences (stress, feeling rushed, micro-aggressions) during
their workday.

Differences by Race
Our ANOVA analyses did not indicate statistically significant
differences by race for overall worktime. URM faculty and White faculty
spent significantly less time on research than Asian faculty (1:03 and
1:15 compared to 2:45, respectively). URM faculty spent significantly
more time advising and mentoring students than White and Asian faculty
(1:08 compared to 0:34 and 0:31, respectively; see Table 5a).
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There were no significant differences by race observed regarding feeling
stressed or rushed throughout the day. There were however statistically
significant differences by race for micro-aggressions and microaffirmations (see Table 5b). URM faculty were more likely to report
being interrupted or spoken over at a meeting than White faculty (0.36
compared to 0.22, respectively). White faculty were more likely to report
that their opinion and thoughts mattered in a discussion or interaction
with colleagues than Asian faculty (0.63 compared to 0.39, respectively).

Thus, among our participants, URM faculty seem to spend less time on
activities important for promotion (research) and more time on activities
less valued in promotion processes (advising and mentoring). URM
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faculty also encounter more negative experiences (micro-aggressions)
throughout their workday. Asian faculty participants, on the other hand,
spend more time on activities important for promotion (research) but also
encounter more negative work experiences (micro-aggressions) than
White faculty.

Discussion and Implications
In this exploratory, descriptive study that used time diaries we sought to
understand the content and quality of faculty work experiences on one
randomly chosen workday. The time diary allowed participants to record
work activities and the quality of their work experiences at a micro-level
of detail, right after the work had happened. Although we were interested
in the findings overall, we were particularly curious about whether we
would find differences in daily work experiences by gender and race
similar to those documented in more global assessments of work-life and
climate (Eagan & Garvey, 2015; Gardner, 2012; Hart & Cress, 2008;
Turner & Myers, 2000).
Time was an issue, in general, for participants. Our 835 faculty reported
a long workday, which, on average, lasted 11 hours and 29 minutes. This
finding is consistent with other literature that indicates faculty work over
60 hours a week (Misra, Lundquist, & Templer, 2012; Ziker et al., 2014).
Tenure-track full professors reported spending significantly more time on
work than tenure-track assistant professors. Full professors’ increased
work hours may be related to increased administrative and service
responsibilities (Misra et al., 2012). This difference may also be due to
assistant professors being protected from some service responsibilities,
and more likely to have young children and other responsibilities outside
of work. Previous research on faculty and parenthood found that faculty
with young children spend less time on work than faculty with no or
older children (Jacobs & Winslow, 2004a; Misra et al., 2012). Misra et
al. (2012) further found that though full professors report the highest
employment hours, they have the fewest combined hours of paid work,
care, and housework.
While gender and race did not seem to impact overall work time, we
found significant differences by gender and race, as well as rank, in the
amount of time faculty spent on different types of work activities.
Consistent with prior research we found women faculty engaged in less
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research than men (Link, Swann, & Bozeman, 2008; Misra et al., 2012;
Winslow, 2010), URM faculty involved in more mentoring and advising
than other groups (Hurtado & Figueroa, 2013; Turner, Gonzalez, &
Wong, 2011; Turner & Myers, 2000), and assistant professors somewhat
protected from campus service (Ponjuan, Conley, & Trower, 2011;
Trower, 2012). Our findings regarding race and gender are concerning as
not all types of faculty activities are rewarded equally in faculty
advancement. If women faculty are spending less time on research
activities, and research is valued most for advancement, they are likely to
take longer to advance, and may be more likely to leave the institution
out of frustration with differential workloads (Barrett & Barrett, 2011;
Misra et al., 2011; Stout et al., 2007). Likewise, while URM faculty may
exercise critical agency by enacting commitments to students through
engaging in more mentoring than White and Asian faculty peers (Baez,
2000; Griffin et al., 2011), this additional time spent on unrewarded
activities may create a disadvantage toward advancement.
Our findings further highlight that race, gender, and rank not only
influence the type of activities faculty engage in but also the quality of
their work time. Overall, participants in our study experienced a lot of
time pressures with 71% experiencing moderate to considerable stress
and 88% feeling rushed sometimes to almost always during our
randomly selected workday. Considering the long hours faculty worked
that day, this finding is not surprising. Finding enough time to “do work”
has been found to be a predominant source of stress for faculty, and time
pressure has only increased since the 1990s due to increased demands on
faculty time (Jacobs & Winslow, 2004a, 2004b). While many of our
participants experienced feelings of stress and being rushed, these
experiences were particularly prominent among tenure-track assistant
professors and women. The experiences of faculty on the tenure track,
particularly for new faculty, are characterized by stress, pressure, and
uncertainty (Austin, 2002; Olson & Sorcinelli, 1992) and our study
likewise found that tenure-track assistant professors felt significantly
more stressed than non-tenure track faculty and levels of stress decreased
as rank on the tenure track increased. Women faculty were also more
likely than men to report feeling stressed and rushed during their
workday, which was consistent with previous findings regarding the
experiences of women on the tenure track (Acker & Armenti, 2004; Hart
& Cress, 2008).
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Although the quality of many of our participants’ workdays suffered due
to time pressure, our study tells a more positive story with regards to
micro-affirmations and micro-aggressions, at least overall. None of the
four micro-aggressions were experienced by more than 21% of
participants. More than 60% of the 835 participants felt like an insider at
work and felt that their opinions mattered, and over 40% received
positive recognition during that one workday. This data presents an
overall picture of workplace interactions that are more positive than
negative.
However, consistent with prior research (Louis et al., 2016; Pittman,
2012; Solorzano, 1998; Yang & Carroll, 2016), women and URM faculty
reported experiencing more instances of microaggressions and less
microaffirmations. Specifically, women were more likely than men to
experience three out of the four microaggressions; White faculty were
more likely than Asian faculty to report feeling that their thoughts
mattered with colleagues; and URM faculty were more likely to report
being interrupted or spoken over at a meeting than their White peers.
Thus, not only did women and URM faculty spend more time on less
rewarded activities, they also experienced more stress and more negative
professional interactions during their work time than men and/or White
faculty, lowering the overall quality of their work time.
Our findings, overall, provide important and concerning insights into the
work experiences of women and URM faculty. Throughout a workday,
women and URM faculty participants experienced many disadvantages –
from spending more time on less rewarded activities, to experiencing
higher levels of stress, to encountering more micro-aggressions and
fewer micro-affirmations. These findings are consistent with previous
studies of faculty work experience and taken together, may explain lower
levels of retention and advancement into higher ranks in academia
(Eagan & Garvey, 2015; Hart & Cress, 2008). Disadvantages can also be
linked to power. Time is a valuable resource in academic careers
(O’Meara, 2016) and as Winslow (2010) has pointed out, time is power.
Those with more power in academe tend to have more say in how they
spend their workday and are thus able to engage in activities that are
more rewarded and valued. Similarly, the quality of one’s work time and
one’s professional interactions with colleagues also reflect one’s power
in a given work environment (Gutiérrez y Muhs et al., 2012).
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Having your opinion count in a meeting and your voice not interrupted is
likely to indicate that one has a certain amount of power within their
work environment, while those encountering micro-aggressions are
likely to have less power (Cortina, 2008; Young, Anderson & Stewart,
2014). Power is also closely related to faculty’s pursuit of legitimacy –
with high levels of stress and negative work experiences both explaining
lower levels of legitimacy and helping to cause them. Legitimacy,
however, is an important currency in higher education institutions
(O’Meara et al., 2018). Lower levels of legitimacy can have serious
implications for retention, advancement, and career success (Eagan &
Garvey, 2015; Hurtado et al., 2012; O’Meara et al., 2018; Turner et al.,
2011). Thus, to improve women and URM faculty’s retention,
advancement, and career success, all of the disadvantages identified in
our study – which are linked to as well as reinforce power differences –
need to be addressed including workload, the types of activities faculty
spend their time one, as well as the quality of faculty’s work time.
Our findings have several practical implications. First, these data provide
yet another record of the increasing pressures on all faculty to work long
hours and the stress associated with those demands. Campus leaders
interested in promoting the long-term retention, morale, health and wellbeing of their faculty need to consider ways to allow faculty to “turn off”
work. Second, time pressures and uncertainty in one’s ability to achieve
work-life balance have been connected to fewer graduate students
indicating interest in pursuing academic careers (Austin, 2002). The
drop-off in doctoral students’ intentions to pursue careers in academia is
particularly pronounced for women and URM doctoral students (Gibbs,
McGready, Bennett, & Griffin, 2014; Posselt, Porter, & Kamimura,
2018), which is not surprising considering the added disadvantages
women and URM faculty experience. These challenges thus need to be
addressed, if academia wants to attract a more diverse group of future
faculty. Third, as academic leaders and faculty colleagues work to create
more inclusive academic environments, they need to consider various
aspects of the work environment that influence one’s quality of work
time. It matters how workloads are distributed, who is affirmed and
listened to in meetings, who is spoken over or interrupted, and how
professional interactions transpire on a micro-level. Campus leaders
should work with their faculty to engage in trainings on ways to shape
more inclusive, equitable academic environments.
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With regard to implications for future research, we believe this work
should be replicated with a larger sample and with a larger number of
examples of potential micro-affirmations and micro-aggressions, as well
as other potential influences on one’s quality of work time. The more
that is known about the factors that influence one’s work experiences
(including workload, work activities, and quality of work time) the more
that academic administrators and faculty can design effective trainings
and provide support to create more inclusive departments. As our
exploratory study indicates, faculty are experiencing micro-aggressions,
stress and power differentials in how they spend their time every day. It
is important to mark and account for these differences in order to reduce
them.

References
Acker, S., & Armenti, C. (2004). Sleepless in academia. Gender and
Education, 16(1), 3-24.
Aguiar, M., & Hurst, E. (2007). Measuring trends in leisure: The
allocation of time over five decades. The Quarterly Journal of
Economics, 122(3), 969-1006.
Aguirre Jr, A. (2000). Women and minority faculty in the academic
workplace: Recruitment, retention, and academic culture. ASHEERIC Higher Education Report, 27(6). San Francisco, CA:
Jossey-Bass.
Allen, T. D., & Armstrong, J. (2006). Further examination of the link
between work-family conflict and physical health: The role of
health-related behaviors. American Behavioral Scientist, 49(9),
1204-1221.
American Psychological Association (2012, March). Workplace survey.
Washington, D.C.: Author. Retrieved from
https://www.apa.org/news/press/releases/phwa/workplacesurvey.pdf
American Institute of Stress (2018). Stress research. Weatherford, TX:
Author. Retrieved from https://www.stress.org/stress-research/

Stressed, Interrupted, and Under-Estimated/O’Meara et al.

129

Austin, A. E. (2002). Preparing the next generation of faculty: Graduate
school as socialization to the academic career. Journal of Higher
Education, 73(1), 94-122.
Baethge, A., Vahle-Hinz, T., Schulte-Braucks, J., & van Dick, R. (2018).
A matter of time? Challenging and hindering effects of time
pressure on work engagement. Work & Stress, 32(3), 228-247.
Baez, B. (2000). Race-related service and faculty of color:
Conceptualizing critical agency in academe. Higher Education,
39(3), 363-391.
Barrett, L., & Barrett, P. (2011). Women and academic workloads:
Career slow lane or cul-de-sac?. Higher Education, 61(2), 141155.
Blair-Loy, M., Rogers, L. E., Glaser, D., Wong, Y. L., Abraham, D., &
Cosman, P. C. (2017). Gender in engineering departments: Are
there gender differences in interruptions of academic job talks?.
Social Sciences, 6(1), 29.
Burgard, S. A., & Ailshire, J. A. (2013). Gender and time for sleep
among U.S. adults. American Sociological Review, 78(1), 51-69.
Cohen, G. L., Garcia, J., Apfel, N., & Master, A. (2006). Reducing the
racial achievement gap: A social psychological intervention.
Science, 313(5791), 1307-1310.
Conway, C. C., Rutter, L. A., & Brown, T. A. (2016). Chronic
environmental stress and the temporal course of depression and
panic disorder: A trait-state-occasion modeling approach.
Journal of Abnormal Psychology, 125(1), 53-63.
Cortina, L.M. (2008). Unseen injustice. Incivility as modern
discrimination in organizations. Academy of Management
Review, 33(1), 55-75.
https://pdfs.semanticscholar.org/5df3/97f86a93a42aa73198e9ab6
b22620c80e7ab.pdf

Journal of the Professoriate (11)1

130

Damaske, S., Ecklund, E. H., Lincoln, A. E., & White, V. J. (2014). Male
scientists’ competing devotions to work and family: Changing
norms in a male-dominated profession. Work and Occupations,
41(4), 477-507.
Eagan Jr, M. K., & Garvey, J. C. (2015). Stressing out: Connecting race,
gender, and stress with faculty productivity. Journal of Higher
Education, 86(6), 923-954.
Fox, M. F., Fonseca, C., & Bao, J. (2011). Work and family conflict in
academic science: Patterns and predictors among women and
men in research universities. Social Studies of Science, 41(5),
715-735.
Gardner, S. K. (2012). “I couldn’t wait to leave the toxic environment”:
A mixed methods study of women faculty satisfaction and
departure from one research institution. NASPA Journal About
Women in Higher Education, 5(1), 71-95.
Gaur, A. S., & Gaur, S. S. (2006). Statistical methods for practice and
research: A guide to data analysis using SPSS. Thousand Oaks,
CA: Sage.
George, D., Dixon, S., Stansal, E., Gelb, S. L., & Pheri, T. (2008). Time
diary and questionnaire assessment of factors associated with
academic and personal success among university
undergraduates. Journal of American College Health, 56(6),
706-715.
Gibbs Jr, K. D., McGready, J., Bennett, J. C., & Griffin, K. (2014).
Biomedical science Ph. D. career interest patterns by
race/ethnicity and gender. PLOS One, 9(12), e114736.
Griffin, K. A., Pifer, M. J., Humphrey, J. R., & Hazelwood, A. M.
(2011). (Re)defining departure: Exploring Black professors’
experiences with and responses to racism and racial climate.
American Journal of Education, 117(4), 495-526.

Stressed, Interrupted, and Under-Estimated/O’Meara et al.

131

Gutiérrez y Muhs, G., Niemann, Y. F., González, C. G., & Harris, A. P.
(Eds.). (2012). Presumed incompetent: The intersections of race
and class for women in academia. Boulder, CO: University Press
of Colorado.
Hart, J. L., & Cress, C. M. (2008). Are women faculty just
“worrywarts?” Accounting for gender differences in selfreported stress. Journal of Human Behavior in the Social
Environment, 17(1-2), 175-193.
Henderson, E. F. (2018, December). Exploring the everyday: Diary
method in higher education research. Paper presented at the
Society for Research in Higher Education Annual Research
Conference in Newport, UK.
Holleran, S. E., Whitehead, J., Schmader, T., & Mehl, M. R. (2010).
Talking shop and shooting the breeze: A study of workplace
conversation and job disengagement among STEM faculty.
Social Psychological and Personality Science, 2(1), 65-71.
Hurtado, S., Eagan, M. K., Pryor, J. H., Whang, H., & Tran, S. (2012).
Undergraduate teaching faculty: The 2010–2011 HERI Faculty
Survey. Los Angeles, CA: Higher Education Research Institute.
Hurtado, S., & Figueroa, T. (2013). Women of color faculty in science
technology engineering and mathematics (STEM): Experiences
in academia. Paper presented at the American Educational
Research Association (AERA), San Francisco, CA. Retrieved
from https://www.heri.ucla.edu/nih/downloads/AERA-2013WOC-STEM.pdf
Hutchins, H.M. & Rainbolt, H. (2017) What triggers imposter
phenomenon among academic faculty? A critical incident study
exploring antecedents, coping and development opportunities.
Human Resource Development International, 20(3), 194-214.
Jacobs, J. A., & Gerson, K. (2001). Overworked individuals or
overworked families? Explaining trends in work, leisure, and
family time. Work and Occupations, 28(1), 40-63.

Journal of the Professoriate (11)1

132

Jacobs, J. A., & Gerson, K. (2004). The time divide: Work, family, and
gender inequality. Cambridge, MA: Harvard University Press.
Jacobs, J. A., & Winslow, S. E. (2004a). The academic life course, time
pressures and gender inequality. Community, Work & Family,
7(2), 143-161.
Jacobs, J. A., & Winslow, S. E. (2004b). Overworked faculty: Job
stresses and family demands. The ANNALS of the American
Academy of Political and Social Science, 596(1), 104-129.
Jacobsen, W. C., & Forste, R. (2011). The wired generation: Academic
and social outcomes of electronic media use among university
students. Cyberpsychology, Behavior, and Social Networking,
14(5), 275-280.
Juster, F. T., Ono, H., & Stafford, F. P. (2003). An assessment of
alternative measures of time use. Sociological Methodology,
33(1), 19-54.
Kelly, E. L., Kossek, E. E., Hammer, L. B., Durham, M., Bray, J.,
Chermack, K., & Kaskubar, D. (2008). Getting there from here:
Research on the effects of work–family initiatives on work–
family conflict and business outcomes. Academy of Management
Annals, 2(1), 305-349.
Knobloch-Westerwick, S., Glynn, C. J., & Huge, M. (2013). The Matilda
effect in science communication: An experiment on gender bias
in publication quality perceptions and collaboration interest.
Science Communication, 35(5), 603-625.
Link, A. N., Swann, C. A., & Bozeman, B. (2008). A time allocation
study of university faculty. Economics of Education Review,
27(4), 363-374.
Louis, D. A., Rawls, G. J., Jackson-Smith, D., Chambers, G. A., Phillips,
L. L., & Louis, S. L. (2016). Listening to our voices:
Experiences of Black faculty at predominantly white research
universities with microaggression. Journal of Black Studies,
47(5), 454-474.

Stressed, Interrupted, and Under-Estimated/O’Meara et al.

133

Mackey, J. (2017). From start to finish: Investigating the relationship
between applicant pool composition and the likelihood of hiring
women into senior management. Paper presented at the
American Educational Research Association Annual Meeting,
San Antonio, TX.
Maume, D. J., Sebastian, R. A., & Bardo, A. R. (2010). Gender, workfamily responsibilities, and sleep. Gender & Society, 24(6), 746768.
Misra, J., Lundquist, J. H., Holmes, E., & Agiomavritis, S. (2011). The
ivory ceiling of service work. Academe, 97(1), 22-26.
Misra, J., Lundquist, J. H., & Templer, A. (2012). Gender, work time,
and care responsibilities among faculty. Sociological Forum,
27(2), 300-323.
Moen, P., & Roehling, P. (2005). The career mystique: Cracks in the
American dream. Lanham, MD: Rowman & Littlefield.
Mokhtari, K., Reichard, C. A., & Gardner, A. (2009). The impact of
internet and television use on the reading habits and practices of
college students. Journal of Adolescent & Adult Literacy, 52(7),
609-619.
National Center for Education Statistics (NCES). (2017). The condition
of education 2017. Washington, D.C.: U.S. Department of
Education. Retrieved from
https://nces.ed.gov/programs/coe/indicator_csc.asp
Nomaguchi, K. M., & Bianchi, S. M. (2004). Exercise time: Gender
differences in the effects of marriage, parenthood, and
employment. Journal of Marriage and Family, 66(2), 413-430.
O'Meara, K. (2016). Whose problem is it? Gender differences in faculty
thinking about campus service. Teachers College Record,
118(8), 1-38.

Journal of the Professoriate (11)1

134

O'Meara, K., Bennett, J. C. & Niehaus, E. (2016). Left unsaid: The role
of work expectations and psychological contracts in faculty
careers and departure. Review of Higher Education, 39(2), 269297.
O’Meara, K., Kuvaeva, A., Nyunt, G., Jackson, R. & Waugaman, C.
(2017). Asked More Often: Gender Differences in Faculty
Workload in Research Universities and the Work Interactions
that Shape Them. American Educational Research Journal,
54(6), 1154-1186.
O’Meara, K., Templeton, L. & Nyunt, G. (2018). Earning professional
legitimacy: Challenges faced by women, under-represented
minority and non-tenure track faculty. Teachers College Record,
120(12), 1-38. doi:
http://www.tcrecord.org/Content.asp?ContentId=22507.
Olsen, D., & Sorcinelli, M. D. (1992). The pretenure years: A
longitudinal perspective. New Directions for Teaching and
Learning, 1992(50), 15-25.
Pew Research Center (2012, May 15). Assessing the representativeness
of public opinion surveys. Retrieved from http://www.peoplepress.org/2012/05/15/assessing-the-representativeness-of-publicopinion-surveys/
Pew Research Center (2017, January 20). Survey of American parents.
Washington, D.C.: Author. Retrieved from
http://www.pewsocialtrends.org/dataset/survey-americanparents/
Pearlin, L. I., Schieman, S., Fazio, E. M., & Meersman, S. C. (2005).
Stress, health, and the life course: Some conceptual perspectives.
Journal of Health and Social Behavior, 46(2), 205-219.
Pittman, C. T. (2012). Racial microaggressions: The narratives of
African American faculty at a predominantly White university.
Journal of Negro Education, 81(1), 82-92.

Stressed, Interrupted, and Under-Estimated/O’Meara et al.

135

Ponjuan, L., Conley, V. M., & Trower, C. (2011). Career stage
differences in pre-tenure track faculty perceptions of
professional and personal relationships with colleagues. Journal
of Higher Education, 82(3), 319-346.
Posselt, J., Porter, K. B., & Kamimura, A. (2018). Organizational
pathways toward gender equity in doctoral education: Chemistry
and Civil Engineering compared. American Journal of
Education, 124(4), 383-410.
Ridgeway, C. L., & Smith-Lovin, L. (1999). The gender system and
interaction. Annual Review of Sociology, 25(1), 191-216.
Robinson, J. P. (1999). The time diary method: structure and uses. In W.
E. Pentland, A. S. Harvey, M. P. Lawton, & M. A. McColl
(Eds.), Time use research in the social sciences. New York, NY:
Kluwer Academic/Plenum Publishers.
Rosser, V. J. (2004). Faculty members' intentions to leave: A national
study on their worklife and satisfaction. Research in Higher
Education, 45(3), 285-309.
Rowe, M. (2008). Micro-affirmations and micro-inequities. Journal of
the International Ombudsman Association, 1(1), 45-48.
Sayer, L. C. (2005). Gender, time and inequality: Trends in women's and
men's paid work, unpaid work and free time. Social Forces,
84(1), 285-303.
Schieman, S. (2013). Job-related resources and the pressures of working
life. Social Science Research, 42(2), 271-282.
Scully, M., & Rowe, M. (2009). Bystander training within organizations.
Journal of the International Ombudsman Association, 2(1), 1-9.
Shin, J. C., & Jung, J. (2014). Academics job satisfaction and job stress
across countries in the changing academic environments. Higher
Education, 67(5), 603-620.

Journal of the Professoriate (11)1

136

Skead, N. K., Rogers, S. L., & Doraisamy, J. (2018). Looking beyond the
mirror: Psychological distress; disordered eating, weight and
shape concerns; and maladaptive eating habits in lawyers and
law students. International Journal of Law and Psychiatry, 61,
90-102.
Solorzano, D. G. (1998). Critical race theory, race and gender
microaggressions, and the experience of Chicana and Chicano
scholars. International Journal of Qualitative Studies in
Education, 11(1), 121-136.
Solorzano, D., Allen, W. R., & Carroll, G. (2002). Keeping race in place:
Racial microaggressions and campus racial climate at the
University of California, Berkeley. Chicano/a Latina/o Law
Review, 23(15), 15-111.
Solorzano, D., Ceja, M., & Yosso, T. (2000). Critical race theory, racial
microaggressions, and campus racial climate: The experiences of
African American college students. Journal of Negro Education,
69(1-2), 60-73.
Steinpreis, R. E., Anders, K. A. & Ritzke, D. (1999) The impact of
gender on the review of the curricula vitae of job applicants and
tenure candidates: A national empirical study. Sex Roles,
41(7/8), 509-527.
Stout, P. A., Staiger, J., & Jennings, N. A. (2007). Affective stories:
Understanding the lack of progress of women faculty. NWSA
Journal, 19(3), 124-144.
Stults-Kolehmainen, M. A., & Sinha, R. (2014). The effects of stress on
physical activity and exercise. Sports Medicine, 44(1), 81-121.
Sue, D. W., Capodilupo, C. M., Torino, G. C., Bucceri, J. M., Holder, A.,
Nadal, K. L., & Esquilin, M. (2007). Racial microaggressions in
everyday life: implications for clinical practice. American
Psychologist, 62(4), 271-286.

Stressed, Interrupted, and Under-Estimated/O’Meara et al.

137

Trower, C. A. (2012). Success on the tenure track: Five keys to faculty
job satisfaction. Baltimore, MD: Johns Hopkins University
Press.
Turner, C. S. V., Gonzalez, J. C., & Wong, K. (2011). Faculty women of
color: The critical nexus of race and gender. Journal of Diversity
in Higher Education, 4(4), 199–211.
Turner, C. S. V., & Myers, S. L. (2000). Faculty of color in academe:
Bittersweet success. Boston, MA: Allyn & Bacon.
Wang, J., Lesage, A., Schmitz, N., & Drapeau, A. (2008). The
relationship between work stress and mental disorders in men
and women: findings from a population-based study. Journal of
Epidemiology & Community Health, 62(1), 42-47.
Winslow, S. (2010). Gender inequality and time allocations among
academic faculty. Gender & Society, 24(6), 769-793.
Yang, Y., & Carroll, D. W. (2016, June 26-29). Understanding female
STEM faculty experiences of subtle gender bias from
microaggressions perspective. Paper presented at the 2016
American Society for Engineering Education Annual Conference
& Exposition in New Orleans, LA. Retrieved from
https://krex.kstate.edu/dspace/bitstream/handle/2097/32941/understandingfemale-stem-faculty-experiences-of-subtle-gender-bias-frommicroaggressions-perspective.pdf?sequence=1
Young, K., Anderson, M., & Stewart, S. (2015). Hierarchical
microaggressions in higher education. Journal of Diversity in
Higher Education, 8(1), 61–71.
https://doi.org/10.1037/a0038464
Ziker, J. P., Wintermote, A., Nolin, D., Demps, K., Genuchi, M., &
Meinhardt, K. (2014). Time distribution of faculty workload at
Boise State University. Poster presented at 2014 Undergraduate
Research and Scholarship Conference at Boise State University,
Boise, ID. Retrieved from
https://scholarworks.boisestate.edu/sspa_14/22/

