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who have had significant career success, the authors seek to expose the components of
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academic work with parenthood. The article points out the differential likelihood for
men in administrative positions in higher education to have children as compared to
women. In some instances, women will forego promotions which will require more time
away from home, in order to prioritize their life at home. The author calls for a change
in workplace culture that values the quality of work and innovation, rather than hours
logged on the job.
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common definitions of work-life balance. 1) Multiple roles: work and non-work roles can
blend (positively and/or negatively) into one another. 2) Equity across multiple roles:
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between multiple roles: focuses on the equality of satisfaction among roles with

minimal experience of role conflict. 4) Fulfilment of role salience between multiple
roles: the importance of each role can change over time/circumstance – shifting
priorities. 5) Relationship between conflict and facilitation: the absence of conflict and
presence of facilitation between roles. 6) Perceived control between multiple roles:
ability, or perceived ability, to have autonomy over multiple role demands. The authors
propose this definition of work-life balance: “Work-life balance is the individual
perception that work and non-work activities are compatible and promote growth in
accordance with an individual’s current life priorities.”
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Article focuses on European nations, with particular focus on Scandinavian countries,
and the ways in which work and work-life balance will significantly shift by the year
2025. Authors argue the future of work will be dependent upon the economy and the
way welfare issues are handled. Caution is given from using Denmark as a case in bestpractice because of the many factors that will prove difficult in the next 10 years,
including an aging population and dwindling resources. The authors also define work-life
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This phenomenological study of 10 qualitative interviews explores how tenured female
faculty who have children negotiate professional roles as academic chairs with their
personal lives. In order to minimize career aspiration strain, the findings revealed that
workplace interventions were critical in maintaining this population’s leadership.
Projected solutions include: “role management, mentorship from deans, and
sustainability of a lifestyle conducive work-life balance.” According to the article,
women hired into faculty positions is on the rise, but that fewer tenured women faculty
than tenured men hold administrative positions. Only 34% of full-time faculty with
tenure are women – tenure often being a pre-requisite of holding dean level or higher
positions. Deans offering flexible work arrangements was one way that helped the
participants manage work-life balance. Call to conceptualize work-life sustainability
rather than work-life balance.
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The author relays her personal experience with balancing her life and work in academic
medicine in the UK. In order to retain and recruit women into academic medicine, the
author argues for being realistic about an achievable work load; increasing the “right
kind of” mentoring opportunities; and creating collaborative and supportive links
between women to learn from one another.

