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Introduction:
In the fall of 2006, President Leland appointed Diane Kirkwood (chair), Beth Rushing, Michael Gass, and Yves-Rose SaintDic to serve on a task force charged with gathering information about the challenges Georgia College employees face in balancing their work and personal life responsibilities.  The task force conducted focus group discussions with faculty and staff in the fall, followed by separate staff and faculty surveys administered by the Office of Institutional Research in the spring of 2007.
All full-time faculty members at Georgia College were invited in March 2007 to participate in an online survey designed to collect information regarding faculty members’ concerns about work/life balance. The response rate was 39 percent (108 respondents).   Staff members were also invited to participate in a survey which mirrored the survey administered to faculty at GC with modifications made to add questions specific to the staff members.  Two hundred and fifty-eight staff members completed the survey instrument (a response rate is not available).  

Faculty highlights:
· The survey results indicate that 63 percent of faculty members at Georgia College find it difficult or very difficult to balance their work and personal lives.  
· Thirty percent of respondents indicated that their current work environment has a positive effect on their ability to manage the balance between their work and personal lives; a nearly equal percentage of faculty members (28 percent) reported that the work environment has a negative impact and 42 percent reported a neutral impact.  
· A sizable minority of faculty members (44 percent) agree with the statements that “at GC, faculty members must choose between advancing in their jobs or devoting attention to their family or personal lives.”
· Women were significantly more likely than men to report difficulty in balancing their work and personal life responsibilities (75% of female faculty members reported balancing work and personal life as difficult or somewhat difficult versus 50% of male faculty members) .

· Men were significantly more likely than women to report that their supervisor is supportive or very supportive when they need to take time off from work to handle responsibilities in their personal life (88% men vs. 74% women).

· Men were significantly more likely to report that their work environment has a positive impact on their ability to balance their work and personal life (38% men vs. 21% women), whereas women were significantly more likely to report that it has a negative impact (38% women vs. 18% men).

· Men were significantly more likely to report that they have some or a lot of control in scheduling their work hours (86% men vs. 67% women).

· Women were significantly more likely to report that they found it somewhat or very hard to take time off during their work day to take care of personal or family matters (70% women vs. 48% men).

· Women reported significantly more frequent contact at home by co-workers, supervisors, or students about work-related matters.

· Women were significantly more likely to regard access to work-related email at home as an interference with their personal life.

· Women were significantly more likely to report that they delayed starting their academic career to start a family (19% women vs. 6% men).

· Women were significantly more likely to report that they had (or plan to have) fewer than the desired number of children in order to achieve academic success (43% women vs. 22% men).

· Women were significantly more likely to refrain from asking for a reduced teaching load when they needed it for personal reasons, out of concern that it would lead to a heavier load later (50% women vs. 30% men).

·  Women were more likely to refrain from asking for a reduced teaching load when they needed it for personal reasons, out of concern that it would have adverse career repercussions (50% women vs. 27% men).

· Women were significantly more likely to agree or strongly agree with the proposition that Georgia College faculty members must choose between advancing in their jobs or devoting attention to their family or personal lives (57.9% of female faculty members and 28.6% of male faculty members).

· Women were significantly more likely to agree or strongly agree with the proposition that tenure and promotion expectations at Georgia College make it difficult to balance work and personal life responsibilities (59.7% of females and 30.6% of males).

· Women were significantly less likely to disagree or strongly disagree with the proposition that career advancement is made more difficult by personal or family responsibilities (33.4% of females and 56% of males).
· Men were significantly more likely to strongly agree or agree that their department chair/supervisor supports them in ways that help them manage their work and personal life (82% men vs. 51% women).
· Women were more likely to strongly disagree or disagree that their department chair/supervisor has realistic expectations of their job performance (15.8% of women vs. 4% of men).
· Women were significantly less likely to agree or strongly agree that their department chair/supervisor is supportive of them when they have a work problem (70.2% of females and 88% of males).

· Women were significantly less likely to agree or strongly agree that their department chair/supervisor accommodates them when they have personal business to take care of like a doctor’s appointment of meeting with a child’s teacher.  (63.1% of females and 88% of males).
· Women were significantly less likely to agree or strongly agree that their department chair/supervisor is understanding when I talk about personal issues that affect my work.  (50% of females and 80.9% of males).
· Women were significantly less likely to disagree or strongly disagree that their department chair/supervisor shows resentment of the personal needs of faculty in the department.  (61.4% of females and 90% of males).
· Women were significantly less likely to disagree or strongly disagree that their department chair/supervisor is critical of how some faculty combine work and personal lives.  (53.6% of females and 78% of males).
· Women were significantly less likely to agree or strongly agree that their department chair/supervisor schedules courses and committee meetings to accommodate faculty personal needs.  (49.2% of females and 73.5% of males).
· Women were significantly less likely to agree or strongly agree that their department chair/supervisor juggles his/her own duties to help faculty meet their personal needs.  (42.1% of females and 71.4% of males).
· Women were significantly less likely to disagree or strongly disagree that their department chair/supervisor holds my personal responsibilities against me.  (68.4% of females and 92% of males).
· Single respondents were significantly more likely to agree or strongly agree with the proposition that GC faculty members who do not have family responsibilities are asked to make accommodations for those who do have family responsibilities (65% vs. 29% for married/partnered respondents). (This marital status effect is significant only for men, however – specifically, 100% for single men vs. 20% for partnered or married men).
· Married or partnered respondents were significantly more likely to agree or strongly agree with the proposition that they have the support they need from family and friends when they have a personal problem (86% vs. 61% for single respondents). (This marital status effect is significant only for women, however – specifically, 82% for married/partnered women vs. 56% for single women).
· Married or partnered respondents were significantly more likely to agree or strongly agree with the proposition that they have the support they need from family and friends when they have difficulties at work (90% vs. 65% for single respondents).
· Single respondents were significantly more likely to feel discriminated against in their job because of their marital status; 81% of married or partnered respondents indicated that they never felt such discrimination, whereas only 48% of single persons responded this way.
Staff highlights:

· The survey results indicate that 64 percent of staff members find it easy or somewhat easy to balance their work and personal lives; this is significant because it is exactly the opposite result for faculty and indicates a very different perspective on work/life issues between faculty and staff at Georgia College.

·  Staff members found Georgia College to be very accommodating when they needed to take time off for personal responsibilities.

· Only six percent of staff members reported that their supervisor was either unsupportive or very unsupportive and three percent of staff members reported that their coworkers were either unsupportive or very unsupportive. 
·  Forty percent of staff responders indicated that their current work environment has a positive effect on their ability to manage the balance between their work and personal lives (25 percent reported that the work environment has a negative impact, and 35 percent reported a neutral impact).
· Professional/Technical and Executive/Administrative workers were significantly more likely than other job categories to report difficulty in balancing their work and personal life responsibilities (52% of Professional/Technical and 61% of Executive/Administrative reported balancing work and personal life as difficult or somewhat difficult versus 17% of Service/Maintenance, 19% of Skilled Crafts, Trades, or Public Safety and 27% of Clerical/Secretarial).

· Service/Maintenance, Skilled Crafts, Trades, or Public Safety and Professional/Technical workers were significantly more likely than other job categories to report their supervisor as very unsupportive or unsupportive when they needed to take time off to handle responsibilities in their personal life (11% of Service/Maintenance, 6% of Skilled Crafts, Trades, or Public Safety and 6% of Professional/Technical reported their supervisor as very unsupportive or unsupportive versus 2% of Clerical/Secretarial and 0% of Executive/Administrative).

· Executive/Administrative workers were significantly more likely than workers in other job categories to report a lot or some control in scheduling their work hours (87% of Executive/Administrative versus 46% of  Service/Maintenance, 40% of Skilled Crafts, Trades, or Public Safety,  44% of Clerical/Secretarial and 59% of Professional/Technical). 
· Women were significantly more likely to want to work part of their regularly scheduled hours at home ( 63% of women versus 39% of men)

· Women were significantly less likely than men to report enough paid time off to care for sick family members (71% of women versus 83% of men).

· Women were significantly more likely say that felt discriminated against because of their parental status (23% of women and 12% of men).

· Single staff members were significantly more likely to report their supervisor as unsupportive or very supportive when time off from work was needed to handle responsibilities in their personal life than were married staff members (12% of single staff members versus 4% of married staff members).

· Single staff members were significantly more likely to say they felt discriminated against on their job because of their marital status than did married staff members (21% of single staff members versus 6% of married staff members).

· Non-white staff members (Black/African American, Asian/Pacific Islander/Indian, or Other) were significantly more likely to often or sometimes feel discriminated against on the job because of their race than were white staff members ( 49% of Black/African American, 50% of Asian/pacific islander/Indian, and 25% of  Other versus 10% of white staff members).

Resource/Benefit Would Like:
The surveys posed a series of questions about whether faculty and staff members would like particular resources or benefits for themselves and for others at GC. The results are shown in the next table and suggest that there is strong support among faculty and staff for a wide variety of work-life balance resources and programs.

Faculty - Top Ten Choices

Would Like for Self



Would Like for Others
1. Employee discounts – 73.1%*


Relocation assistance – 80.1%*
2. Family & medical leave – 63.0%*

After school care – 79.6%*
3. Financial planning – 53.7%*


On-site child care-78.7%*
4. Health & wellness programs – 42.6%*

Shared job – 77.8%

5. Cultural programs – 42.6%


Emergency child care – 77.8%*
6. Coordination of school holidays – 40.7%*
Stop the tenure clock – 74.1%#
7. Educational programs – 39.8%*


Part-time tenure tack positions
- 74.1%#
8. Concierge service – 38.9%*


Domestic partnership benefits – 74.1%#
9. Recreational programs – 38.9%*

Counseling services – 72.2%*
10. Spouse/partner employment help – 34.3%
Paid parental leave – 69.4%

Staff- Top Ten Choices

Would Like for Self



Would Like for Others
1. Employee discounts – 66.7%*


On-site child care – 64.71%*
2. On campus health service – 63.6%@

Emergency child care – 62.7%*
3. Family and medical leave - 62%*

Counseling services-62.2%*
4. Educational programs– 50.8%*


After school care – 61.5%*
5. Health & wellness programs – 49.6%*

Relocation assistance – 60.3%*
6. Telecommuting – 47.6%



Coordination of school holidays – 59.9%+
7. Financial planning – 47.3%*


Child or elder care resources – 57.9%
8. Recreational programs – 45.3%*

Summer and school break camp – 57.9%
9. Coordination of school holidays – 43.3%*+
Stress management – 56%
10. Concierge service – 43%
*


Health and wellness programs – 55.6%

· * - Selected by both faculty and staff

· + -Selected by staff in both “Would like for self” and Would like for other” categories

· # - Choice available only to faculty

· @ - Choice available only to staff

