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Pre-tenured faculty in higher education and as well as mothers have reportedly 

struggled with low wellness levels, high demands, little social support, and an imbalance 

of work and home life.  Mothers in higher education and in counselor education have 

reported struggling with work-life balance, high scholarly productivity, and long hours as 

well as the emotional and physical energy demands of working with counselors-in-

training.  A search of the professional literature revealed a paucity of quantitative 

research regarding demographic characteristics, wellness levels, and social support 

levels of mothers among counselor education faculty (MCEs). Participants for this study 

were faculties of counselor education programs recruited from the Holland List of 

Counseling Programs and from the Council for Accreditation of Counseling and Related 

Educational Programs online directory.  A total of 180 MCEs participated (aged 29-63, 

with mean age 40.6 years; 83% Caucasian, 8% other, 5% African American, 3% 

Hispanic, <1% Asian).  Results showed that faculty rank did not account for a significant 

difference among wellness scores of MCEs and that reported social support, tenure or 

non-tenure track, number of children in the care of MCEs, number of children under age 

8, number of publications, and teaching workload accounted for 14% of the variance in 

wellness levels of MCEs.  Specifically, reported higher teaching workload (β = -.194, rs2 

= .35, p = .012) and higher social support (β = -.258, rs2 = .36, p = <.001) were found to 

be significant predictors of lower wellness levels among MCEs, both with small effects. 

Based on these results, MCEs may benefit from advocating that their departments and 

universities adapt to their unique needs to improve their levels of wellness and social 



 

support through mentoring, which, in turn, may result in not only their own increased 

productivity but also their students’ increased wellness levels. 
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Motherhood is an experience that affects the self-concept, sense of well-being, 

and feelings of mastery of a woman (Hamner & Turner, 2001).  Motherhood has been 

described as a social construct that involves attending to the emotional and logistical 

duties related to caregiving and child rearing (Medina & Magnuson, 2009).  Mothers are 

tied strongly and primarily to their role as a mother as evidenced by the fact that women 

typically report their role as a mother before reporting their marital or occupational 

status; conversely, men typically report their occupational and marital status before 

reporting their status as fathers (Medina & Magnuson, 2009).  Working mothers 

continue to be held to unfair standards as a mother and as a professional (Cuddy, 

Fiske, & Glick, 2004; Medina & Magnuson, 2009). As employees, women have a 

presence across all professions, including engineering to medicine to accounting to 

higher education (Damiano-Teixeira, 2006; Lappegard & Ronsen, 2005).   

Although the addition of women to the workforce has been beneficial to society in 

many ways, the culture in the US has not responded to the unique professional needs 

of the working mother (McCammon, Campbell, Granberg, & Mowery, 2001).  Cuddy et 

al. (2004) stated that professional women are typically seen in one of two ways:  

capable and cold or warm and incompetent.  They discovered that working fathers were 

perceived as maintaining their high level of commitment to and competence within their 

profession, childless employees of both genders were seen as competent, working 

women were perceived as cold and competent, and working mothers were seen as 

warm and incompetent.  Working mothers may be seen as incapable of being serious 

professionals (Cuddy et al., 2004).  This is troubling for women who desire to have 

children and to experience professional success.   

CHARACTERISTICS OF MOTHERS AMONG COUNSELOR EDUCATION FACULTY 
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In addition to how they are perceived, working mothers have struggled to bring 

balance to their work and home lives (Collins, Parrish, & Collins, 1998; Cuddy et al., 

2004; Gilbert, 2005; Keim & Erickson, 1998)—including mothers in academia (Reisetter, 

Korcuska, Yexley, Bonds, Nikels, & McHenry, 2004; Trepal & Stinchfield, 2012; Ward & 

Wolf-Wendel, 2005, 2004; Wolf-Wendel & Ward, 2015, 2006).  Academia is arduous 

and requires full immersion from its employees (Quinn, 2010).  Mothers in academia 

have described academia as a demanding institution due to the challenging schedule 

and time commitments required of people serving as faculty in higher education (Wolf-

Wendel & Ward, 2006). This logically follows, as faculty positions were not created with 

work-life balance in mind (Quinn, 2010).  Although academia may be considered 

demanding or consuming, according to the American Association of University 

Professors (AAUP; 2001), policy makers have become involved in facilitating the 

creation of a more appropriate work-life balance. 

There is much discussion regarding the elusive work-life balance in academia 

(AAUP; 2001; American Association of University Women, 2004; Damiano-Teixeira, 

2006).  Quinn (2010) argued that the typical 6-year-long tenure clock is outdated and 

holds faculty members to a nearly impossible standard of high rates of production, 

teaching, mentorship, service, and research.  This, Quinn stated, holds true for both 

male and female faculty members overall, with the acknowledgment that female faculty 

are at even more of a disadvantage especially due to biological factors.  For example, 

women typically find the tenure clock and their biological clock (i.e. the ability to 

reproduce) ticking simultaneously.  If a woman gives birth once or more during the time 

she is seeking tenure, she is typically at a disadvantage as her young child or children 
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will need her time and resources in competition with the institutional demands of her 

position.   

The duties of faculty in higher education have been theorized and studied for 

years; however, the studies specific to mothers in higher education and counselor 

education completed up until now are typically qualitative in nature.  Mothers in higher 

education have been studied extensively through qualitative means (Ackelsberg, Binion, 

Duerst-Lahti, Junn, Assendelft & Yoon, 2004; Damiano-Teixeira, 2006; Ward & Wolf-

Wendel, 2005; Ward & Wolf-Wendel, 2004; Wolf-Wendel & Ward, 2006; Wolf-Wendel & 

Ward, 2015), which are inarguably invaluable.  Additionally, there have been qualitative 

studies that focus more narrowly on mother counselor educators (MCEs) as well 

(Alexander-Albritton & Hill, 2015; Haskins, Ziomek-Kaigle, Sewell, Crumb, Appling, & 

Trepal, 2016; Hermann, Ziomek-Daigle, & Dockery, 2014; Trepal & Stinchfield, 2012; 

Trepal, Stinchflield, & Haiyasoso, 2014).  Within these qualitative studies, researchers 

have found repeatedly that non-tenured mother counselor educators have struggled 

with creating a balance between work and family demands.  The effect of the lack of 

balance, tension, and constant struggle of mother counselor educators has not been 

quantified.  Without such quantification, there is no evidence that mother counselor 

educators experience common challenges in numbers or percentages large enough to 

propel institutions of higher education to re-evaluate counselor educator duties or to 

otherwise adjust to faculty mothers.  Before advocating for change in higher education, 

there must be an objective assessment of whether or not social or structural change is 

needed or called for by the persons who would be most affected by it.   
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The purpose of the present study is to explore the relationships between faculty 

rank, demographic characteristics, social support, and wellness levels of counselor 

educators who are mothers. The significance of this study is to close the gap in the 

literature regarding the demographics, the social support levels, and the wellness levels 

of MCEs.  The guiding research question in this study is: Do faculty rank, demographic 

characteristics, and social support levels predict wellness levels of counselor educators 

who are mothers?  Sub-questions to consider include:  What are descriptive 

characteristics of counselor educators who are mothers? and Is there a difference in 

wellness scores between tenure-track or non-tenure track counselor educators who are 

mothers?  

Method  

Participants 

Participants were employed as full-time counselor educators by an institute of 

higher education in the US, taught at the graduate level, and identified as mothers with 

at least one child living in the home under the age of 18.  The final sample included 180 

females who identified as full-time counselor educators and mothers with children under 

the age of 18 in their care. Of 180 respondents, 83% identified as Caucasian, 8% 

identified as other, 5% identified as African American, 3% identified as Hispanic, and  

<1% identified as Asian.  The large majority of participants reported identifying as 

Caucasian at 83%, while the remaining 17% identified as African American, Hispanic, 

Asian, and Other.  Further demographic information can be found in the demographic 

results section.  
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Friedman Well-Being Scale (FWBS). The FWBS is used to measure a person’s 

level of well-being.  The FWBS was used to collect the reported levels of wellness 

among mother counselor educators by using the composite score.  The FWBS is a 20-

item scale with 6 subscales measuring wellness.  The Cronbach’s alpha was reported to 

be .94 (Friedman, 1994).  The test-retest reliability of the FWBS was reported to be .85 

at 3 weeks and .81 at 5, 10, and 13 weeks for a clinical population (Friedman, 1994).  

The reported external validity of the FWBS is .62 (Friedman, 1994).  The FWBS 

provides a list of 20 polar opposite adjectives.  Participants were asked to rate 

themselves on a scale from 0 to 10; 0 indicating that they very much identified with one 

adjective and 10 indicating that they very much identified with the other.   

Interpersonal Support Evaluation List-Short Form (ISEL-SF). In order to collect 

the social support levels of mother counselor educators, the ISEL-SF was used. The 

ISEL-SF is comprised of 12 items and measures a person’s perception of social 

support.  Payne, Andrew, Butler, Wyatt, Dubbert, and Mosley (2012) empirically 

validated the structural integrity of the ISEL-SF and found the instrument to be a valid 

measure of social support. According to Payne et al. (2012), the Cronbach’s alpha is 

.83, which is considered credibly reliable.  

Demographic questionnaire. A 21-item demographic questionnaire was used to 

collect general demographic information from participants.  These items included 

whether or not the respondent worked full time in a counselor educator position, rank, 

position, age, religion, race/ethnicity, sexual orientation, relationship status, years of 

experience as a full-time counselor educator, number of publications, number of 

presentations, number of substantive positions held by the mother counselor educator 

Instruments
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(MCE), teaching workload, percentage of workload online, level of students taught, 

accreditation of the  participant’s identified program, parental role, number of children in 

the care of the respondent part-time and full time, age of children, and number of 

children under age 8.  

Procedures 

Upon attaining university human subjects approval, I used the Holland List of 

Counseling Programs (Schweiger et al., 2012) and the CACREP website directory 

(retrieved from: 

http://www.cacrep.org/directory/?state=&pt_id=&pc_logic=any&accr_status%5B%5D=A 

&keywords=&submitthis=) to compose a list of potential participants for recruitment. I 

identified 111 CACREP and non-CACREP-accredited counseling programs in the US 

from Schweiger et al. (2012) and 330 CACREP-accredited counseling programs from 

the CACREP website for a total of 441 institutes of higher education with counseling 

programs. I reviewed the online pages for each faculty member within each identified 

institute of higher education and if the faculty member’s photo or name indicated a 

possibility of being female, I contacted the faculty member via email with an invitation to 

participate in the study along with a link to the survey in Qualtrics.  The survey included 

the demographic questionnaire, the ISEL-SF, and the FWBS.  The invitation was re-

sent approximately two weeks after the initial contact.  No personally-identifying data 

was collected to ensure confidentiality of each participant.   

Using the suggestion of Tabachnick and Fidell (2006) to determine necessary 

sample size for multiple regression, the formula: N≥50 + 8m, where m is the number of 

independent variables, was used. Based on the identification of six predictor variables, 
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98 participants were needed. Of the 441 programs, 36 did not provide faculty emails or 

had non-functional links for email addresses.  One institute of higher education with a 

counseling program had an all-male faculty based on the photos and names on the 

faculty webpage.  Of those 404 institutes of higher education with counseling programs 

and functional links to faculty pages and email addresses for female faculty, 1,679 

potential participants were contacted and 199 responded, resulting in a 12% response 

rate.  Although 199 participants responded, 19 surveys were removed due to not 

meeting criteria or not completing the survey—15 respondents began taking the survey, 

but did not respond after the informed consent; one respondent reported that she was 

not a counselor educator; two respondents reported not being full time counselor 

educators; one respondent reported the age of her child to be over 18 years old.  

Removing these data sets resulted in 180 participants.   

Analysis of Data 

When all participant data had been collected, I entered coded data into SPSS.  In 

order to address the research question of exploration of characteristics of MCEs, I 

reported descriptive data on the characteristics of the sample participants. For the 

research question exploring possible differences in wellness for tenured versus non-

tenured counselor educator mothers, I conducted a one-way ANOVA using the FWBC 

as the dependent variable. Results were interpreted according to statistical significance 

(α < .05) and practical significance (η2). In order to answer the primary research 

question, I conducted a multiple regression analysis on the data in SPSS, using rank 

(tenure or non-tenured), number of children in care, number of children under age 8 in 

care, number of publications within the past year, teaching workload, and ISEL-SF total 
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score as predictor variables and the FWBC as the dependent variable. Results of 

multiple regression were interpreted according to beta weights and structure 

coefficients.  

Results 

Demographic Characteristics 

Tables 1, 2, and 3 present descriptive statistics for demographic characteristics 

of the sample. Overall, this sample of MCEs reported lower than average wellness 

scores (M = 36.98, SD = 8.09) on the FWBC as compared to the adult norms reported 

in the manual (M = 63.34, SD = 15.96; Friedman, 1994).  Additionally, this sample of 

MCEs reported lower than average scores on the ISEL-SF total score as compared to 

the reported norms (Cohen, Mermelstein, Kamarck, & Hoberman, 1985).  There was a 

32-point range on the ISEL-SF total score with the mean at 26.79 (SD = 6.19), 

compared to reported general population means of 32.9 to 34.4, SD = 4.96 to 5.98.   

Rank and Wellness 

A one-way analysis of variance (ANOVA) to test potential difference in wellness 

between participants on the tenure or non-tenure track using FWBC as the dependent 

variable was conducted. The result of the analysis was not significant, F(1, 171)  = .129, 

p = .72, η2 < .01.  This indicates that there was not a statistically significant mean 

difference between those on tenure track and non-tenure track on their wellness total 

score, as rank accounted for a negligible amount of variance in the effect (<1%).  

Predictors of Wellness 

In order to address the primary research question, a multiple regression analysis 

was conducted using the dependent variable FWBC and six predictor variables.  The 
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predictors analyzed included:  rank, number of children, number of children under age 

8, number of publications, teaching workload, and ISEL-SF total score.  All assumptions 

were met before proceeding to run the regression analysis.   

As previously mentioned, of the 199 respondents, 180 were included in the data 

analysis in this study.  Due to the small amount of missing data relative to the large 

sample size, the missing data and unqualified respondents’ data was deleted listwise 

from the analysis.  Mahalanobis distances and casewise diagnostics revealed three 

outliers within the sample, which is to be expected within a large sample; therefore, no 

action was taken to delete these three participants (Tabachnick & Fidell, 2006).  Table 4 

displays the summary of the results obtained from the regression analysis.  The 

regression, R, was significantly different from zero, F (6, 162) = 4.466, p< .001.  

Additionally, 𝑅!  = .142 indicating that all six independent variables accounted for 

approximately 14% of variance in the FWBC.  This indicates that the theory and model 

of this study are substantive, though not robust.   

Correlations among all of the predictors are displayed in Table 5. Table 6 

displays the beta weights, structure coefficients, and squared structure coefficients of 

each of the predictors.   The examination of beta weights in conjunction with structure 

coefficients revealed the teaching workload (β = -.194, rs
2 = .35, p = .012) and ISEL-SF 

total score (β = -.258, rs
2 = .36, p = <.001) to be most salient in explaining the variance 

in the effect.  Teaching workload and the social support total score explained 

approximately 35% and 36% of the variance accounted for in the effect, respectively.  

This indicates that together, the social support total scores and the teaching workload 
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accounted for approximately 71% of the variance accounted for in the total wellness 

scores.  

Discussion 

The current study explored the relationships between demographics, rank, social 

support, and wellness of 180 MCEs among both CACREP- and non-CACREP-

accredited programs. One interesting finding from this study was no difference reported 

between MCEs who reported being on the tenure track versus those on the non-tenure 

track regarding their wellness levels.  In exploration of relationships between variables, I 

investigated the effect of social support, rank, number of children, number of children 

under eight years old, the teaching workload, the amount of presentations, and the 

amount of publications in the past year on total wellness levels of 180 mothers among 

counselor education faculty.  Together, these factors statistically significantly predicted 

variance in wellness levels of MCEs. Of the six predictors, the two that had the most 

effect on the total wellness level of MCEs in this sample were social support and the 

teaching workload, explaining over 70% of the variance accounted for within wellness 

variance.   

Mothers among counselor education faculty described themselves as majority 

Protestant Christian heterosexual partnered mothers.  Overall, 93% of this sample 

reported having between one and three children with 60% reporting having between two 

to three children.  According to the Central Intelligence Agency (CIA) in the US, this 

appears to be slightly higher than the estimated national fertility average of 1.87 children 

born per woman in 2016 (retrieved from: https://www.cia.gov/library/publications/the-

world-factbook/fields/2127.html).  Additionally, MCEs in this sample reported lower than 
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average levels of both social support and wellness, despite the inverse relationship 

between the two constructs.  This indicates that, perhaps, MCEs are working hard to 

balance rearing more children than average with higher than average responsibilities 

and stress in their work lives and lower than average social support and wellness levels 

(Cohen et al., 1985; Damiano-Teixera, 2006; Friedman, 1994; Healey & Hays, 2012; 

Ward & Wolf-Wendel, 2005, 2004; Wolf-Wendel & Ward, 2015, 2006).  Thus, it is not a 

stretch to extrapolate that these women appear to be determined, strong, and 

productive as they move through the tasks of their day-to-day lives both at home and at 

work.  

MCEs in this sample are productive in their work lives as evidenced by reporting 

an average of roughly two publications, four presentations per year, holding about four 

service positions, and teaching about three courses each semester in the last year.  

Each of these tasks takes dedicated time, energy, and effort as previously mentioned in 

multiple studies.  It is important to note that MCEs may be putting out more work than 

this each year and that the number of articles actually produced—not only in review or 

not yet submitted for publication—is higher than what is published.  Presentations 

typically include preparation and travel to conferences as well, which predictably takes 

more time than simply preparing a presentation.  Additionally, as mentioned previously, 

teaching is a duty that requires much time, effort, and energy as well as additional 

duties outside of the classroom such as preparation for each class period, preparation 

for planning the course in its entirety, grading, responding to the unique needs of each 

student, and other responsibilities.   
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Although study procedures were designed to be inclusive of all MCEs, it was not 

surprising that the majority of the participants reported data which were largely 

homogenous.  The large majority of participants were from CACREP-accredited 

programs and identified as Protestant Caucasian heterosexual partnered mothers with 

children in the home.  Although counselor educators are typically aware of and sensitive 

to multicultural issues (American Counseling Association, ACA, 2014), there was little 

diversity among this sample of MCEs.  This finding is similar to a broader set of 

research on faculty members in higher education with 76% of participants identifying as 

White (Ponjuan et al., 2011) and a 2014 report of demographic characteristics of faculty 

in CACREP-accredited institutions in which 75% of respondents identified as 

Caucasian/White.  MCEs reported a 34-year age range; however, 68% of respondents 

reported being between age 34 and 47, only a 13-year difference.  This age range 

corresponds with the higher end of the age range of fertility in women (Gilbert, 2005; 

Holm, Prosek, & Godwin, 2015) and with what has been reported regarding women in 

higher education typically having simultaneous tenure and biological clocks with which 

to contend (Quinn, 2010; Wolf-Wendel & Ward, 2015).  The MCEs reported having an 

average of two children with one being under the age of eight-years old, indicating that 

typically MCEs are dealing with the needs of young children at home.   

Because the average number of years of experience was reported to be 

approximately seven, it may be assumed that most participants were at or nearing the 

end of their tenure clock period (Quinn, 2010).  The large majority of this sample 

reported being assistant professors (47%) with a small minority of full professors (11%) 

indicating that many MCEs are choosing to raise children simultaneously while seeking 

Demographic Characteristics 
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tenure. This finding appears to be especially interesting due to the reported lower-than-

average wellness and social support scores.  Consistent with the qualitative literature 

regarding women in higher education and female counselor educators, MCEs 

qualitatively reported relatively low levels of social support (Healey & Hays, 2012; Wolf-

Wendel & Ward, 2015; Trepal & Stinchfield, 2012).  

Workload, Production, and Wellness  

Faculty members are typically required to work in at least three roles within the 

university setting:  teaching, research, and service (Anderson & Slade, 2016; Link, 

Swann, & Bozeman, 2008; Quinn, 2010).  Counselor educators are expressly 

responsible for teaching, mentoring students and other faculty members, serving in 

various service positions, researching and publishing, and supervising (Calley & 

Hawley, 2008; Gale & Austin, 2003; Hill, 2009; Reisetter, et al., 2004).  Although this 

study did not expressly examine the time allocation for each of the responsibilities of 

counselor educators, the teaching workload, publications, and presentations were 

examined precisely regarding their relationship to wellness levels.    Regarding teaching 

workload, roughly 40% of MCEs reported a teaching workload of 3/3.  As teaching 

workload increased, the number of publications reported by MCEs in the last year 

decreased due to the nature of the negative relationship found.  This finding 

corresponds to previously mentioned studies suggesting that teaching is demanding of 

time, efforts, and energy (Link et al., 2008; Quinn, 2010).  Based on the finite nature of 

time, it follows that instructors with higher teaching workloads are not able to spend as 

much time writing as their counterparts with less classes in their charge as these are not 

the only two responsibilities that counselor educators have (Calley & Hawley, 2008; 
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Gale & Austin, 2003; Hill, 2009; Reisetter, et al., 2004).  However, Link et al. (2008) 

found that the average amount of time spent on teaching was reported to be higher than 

the amount of time spent on research each week by associate professors, but not by 

assistant or full professors.  It is of note that the majority of the MCEs in this sample 

reported being assistant professors.  Although a large portion of time may be spent on 

teaching, a larger portion of time may be spent on research for this sample.  MCEs in 

this sample reported competitive numbers regarding not only teaching workload, but 

also regarding substantive service positions, publications, and presentations.    

On average, MCEs in this sample reported taking on roughly four substantive 

service positions in the last year.  Although each service position requires varying 

amounts of time, it would likely be fair to say that serving in four positions of service in a 

year may result in spending roughly 12 hours weekly on meeting obligations of the 

positions.  If that is true, that would correspond to the mean number of hours reportedly 

spent weekly by faculty in higher education across all ranks (Link et al., 2008).  

Concerning publications and presentations, MCEs reported a mean of 2 

publications and 4 presentations in the last year.  Research in counselor education 

specifically found that over a 10-year period, counselor educators from CACREP-

accredited institutions published an average of less than one publication annually 

(Barrio Minton, Fernando, & Ray, 2008).  This signifies that MCEs in this study 

published more than the average counselor educator in a CACREP-accredited 

institution.  Altogether, MCEs are no less productive than their childless or male 

counterparts which corroborates findings that family obligations do not interfere with 

productivity (Anderson & Slade, 2016; Fox, 2005).  In fact, MCEs in this sample 



15 

appeared more productive in research than other counselor educators on average.  

MCEs are both productive and committed to the university community as evidenced by 

their participation in service positions, on doctoral committees, and as presenters.     

Although counselor educators are charged with high levels of responsibility to 

produce by the typical university (Quinn, 2010), they are also charged with the 

responsibility to maintain a reasonable degree of wellness so as to not negatively 

impact counselors-in-training and their clients (ACA, 2014).  The mean wellness scores 

for this sample of MCEs fell substantially below the norm means previously reported 

(Friedman, 1994). Although the ACA code does not state an exact or optimal level of 

wellness, MCEs would be wise to be aware of their wellness levels and the potential 

impact of those levels on the students, supervisees, and clients for whom they are 

responsible (Hill, 2009).  Additionally, MCEs may benefit in their personal lives from 

being aware of and attending to their wellness levels.   

According to Roscoe (2009), family and work life are related to and directly 

impact wellness levels.  As family life is particularly impactful on wellness, there are two 

factors impacting wellness working against MCEs, so to speak: 1. Mothers have 

reported relatively low levels of wellness, especially while rearing young children or 

children with disabilities (Miller et al., 1992) and 2. Pre-tenured counselor educators 

have reportedly low levels of wellness insomuch as they report great difficulty in 

balancing the tasks of life (Magnuson, 2002; Magnuson, Black, & Lahman, 2006; 

Magnuson, Shaw, Tubin, & Norim, 2004). The participants in this sample appear to be 

struggling with balancing wellness, social support, and productivity.    
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Social support, teaching workload, rank, number of children, number of children 

under age eight, and number of publications statistically significantly predicted wellness 

levels of MCEs in this sample.  However, all six factors combined were found to predict 

only 14% of variance accounted for, which is significant but not robust.  Social support 

and teaching workload together accounted for 71% of that 14% of variance accounted 

for in the effect.   

The finding that increased teaching workload is negatively correlated with 

wellness levels is a noteworthy result of analysis.  Unlike writing which ends when a 

work is submitted, edited, and published, teaching only ends temporarily with the 

change in semesters.  During the semesters or the academic year, the duties and 

responsibilities of teaching are essentially endless.  Teaching duties include preparing 

for a course before the semester begins, making changes responsive to the classes’ 

needs, grading, evaluating, gatekeeping, mentoring, making individual connections with 

students, providing supplemental work, submitting grades, advising, providing relational 

support, and advocating for student needs in faculty meetings and otherwise (Calley & 

Hawley, 2008; Gale & Austin, 2003; Hill, 2009; Reisetter, et al., 2004).  Writing can be 

done in a flexible way throughout the course of the day, semester or year; however, 

teaching is not as flexible as class meetings cannot be moved or easily rearranged.  

Teaching cannot be done at a more convenient time, but only at the time mandated by 

the course structure within the university system.  Flexibility is one of the most sought-

after benefits in working as a mother generally (Damiano-Teixiera, 2006; Mudry, 

Eastlick Kushner, & Neufeld, 2010; Ulione, 1996) and specifically as a MCE (Trepal & 

Stinchfield, 2012).   

Predictors of Wellness
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Though it may at first seem counter-intuitive, findings suggest that an increase in 

publications is positively correlated with an increase in wellness scores.  The process of 

publication has been known to be rigorous which may appear to directly interfere with 

higher levels of wellness.  However, when considering that teaching workload and 

publications are inversely related and that an increase in teaching workload means a 

decrease in wellness scores, it follows then that an increase in publications is related to 

an increase in wellness scores.   

Social Support and Wellness 

Social support by way of relationships (both intimate and platonic) is a factor of 

holistic wellness as conceptualized by Myers, Sweeney, and Witmer (2000).  Mean 

social support levels in this study were surprisingly low as compared to the general 

population (Cohen et al., 1985).   This finding is not surprising, though it is perplexing as 

it indicates that MCEs have low levels of perceived social support.  It has been 

previously established that social support is a factor which directly impacts a mother’s 

working availability and productivity (Mudry et al. 2010).  Though the instrument used 

did not differentiate between work and family support, the finding that overall social 

support was low in this sample is troubling.  Mentoring is part of the job description in 

many universities (Quinn, 2010); however, this finding suggests that the MCEs in this 

sample may not be receiving the mentorship that they need or do not actively seek extra 

support.   

The most perplexing and surprising finding overall was that the social support 

total score and wellness total score were inversely related.  The obvious interpretation 

of this finding is that wellness and social support are negatively correlated, indicating 
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that a person with higher social support may experience lower levels of wellness. Due to 

the lack of clear logic regarding this more obvious interpretation, further exploration of 

the instruments seems warranted.  The instrument measuring social support was not 

geared toward faculty members in higher education (Cohen et al., 1985).  The ISEL-SF 

was designed to measure perceived support of the general population and has since 

been adapted to use with college students and other populations, but not with faculty 

members specifically measuring social support constructs of special interest such as 

support from colleagues, availability of mentors, collaborative relationships and respect 

among the faculty, and support from the university at large for example.  The ISEL-SF 

was selected due to the nature of measuring social support, its high psychometric 

properties, and its length.  At only 12 questions, it appeared to be one of the shortest 

and highest quality surveys available and was chosen with special consideration to the 

theorized time constraints of the particular population of interest—mothers among 

counselor education faculty. However, it is possible that the lack of specificity for MCEs 

may have impacted their ratings.    

Although wellness is a complex construct and could be measured more 

holistically and thoroughly (Myers et al., 2000), the FWBS was selected due to the time 

constraints of counselor educators (Hill, 2009; Magnuson et al., 2006).  The practicality 

of using a brief instrument seemed relevant to interest participants who were recruited 

specifically because of their status at professional working mothers.  However, it is 

possible that the FWBS items may have favored more typical masculine values such as 

independence, assertiveness, and self-assuredness.  These may not correspond with 

typical female values and therefore, to rate oneself lower on those items may have 
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skewed the results somewhat.  Additionally, independence itself directly contradicts the 

very necessity of social support.  Perhaps MCEs do not need as much social support 

the more well they report themselves to be.   

Additionally, it is worth noting that the majority of the wellness scores not only fell 

within the very low to low range, but also that none of the participants across subscales 

reported very high levels of wellness.  Although the social support total scores and the 

wellness total scores share an inverse relationship, even when the wellness scores 

increased as the social support decreased, the average wellness scores were not 

impressive or as high as expected from counselor educators who are ethically bound to 

attend to their levels of wellness (ACA, 2014).  

Limitations 

The study is limited in some aspects of the design itself.  With MCEs in mind 

while designing the current study, I was careful to be sensitive to the issues that MCEs 

face such as high workload, high stress levels, competing roles, and struggle in 

balancing work and home life (Alexander-Albritton & Hill, 2015; Haskins et al., 2016; 

Hermann et al. 2014; Trepal & Stinchfield, 2012; Trepal, , 2014).  Additionally, there are 

time constraints that MCEs have and in order to participate in a study about them, I 

anticipated that they would need to have a practical way to respond as well as a study 

that did not take much of their time.  The survey design was used in an effort to respect 

the time constraints of MCEs who wanted to participate in a study about themselves, 

but may not have had much time to devote to it.   

Additionally, because of the nature of survey design, I did not have the 

opportunity or the ability to ask follow-up questions of participants (Fink, 2013).  The 
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response rate reported may be higher than reported as some people may have been 

contacted to participate in the study, but they may not have fit the criteria.  For example, 

I may have misidentified a male as a female due to name alone or a female counselor 

educator that I contacted may not have had children.  Likewise, there were instances in 

which MCEs were contacted, but they had no children or their children were not under 

18 years old.  Unfortunately, there were also incidences when potential participants 

were contacted and reported they worked in the counseling or related department, but 

were not actually counselor educators.  The MCEs who chose to participate in this study 

were susceptible to responding in socially desirable ways (Krumpal, 2013).  One 

example may be that a mother counselor educator filled out the survey at work.  

Because there has been a general and pervasive sense of fear experienced by faculty 

in higher education (Hill, 2009; Quinn, 2010; Ray, Huffman, Christian, & Wilson, 2016; 

Trepal et al., 2014; Trepal & Stinchfield, 2012; Ward & Wolf-Wendel, 2006, 2005), that 

may have influenced her choice to respond in more socially desirable ways than she 

may have otherwise (Krumpal, 2013).  

Because this study was designed to include only self-identified mothers, it lacks 

the ability to compare wellness levels of MCEs and female faculty members overall in 

counselor education.   There may be other caregivers in counselor education who were 

not given a voice in this study such as fathers, aunts, cousins, in-laws, or family friends; 

however, the population of interest in this study was only MCEs.  Also, this study is 

relatively narrow in its focus and does not compare wellness and social support levels of 

single females, males, or other counselor educators.  There may be some very rich and 
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meaningful data in doing a comparison, but this study does not cover that realm of 

exploration at this time.   

Implications for Practice 

The institute of higher education can be a culture that provokes fear for many 

faculty members (Hill, 2009; Quinn, 2010; Ray et al., 2016; Trepal et al., 2014; Trepal & 

Stinchfield, 2012; Ward & Wolf-Wendel, 2006, 2005).  Many faculty members reported 

fear surrounding high, but unclear expectations and an unreasonably high workload with 

little to no support (Trepal & Stinchfield, 2012; Trepal et al., 2014; Wolf-Wendel & Ward, 

2005). Results of this study indicate that MCEs are facing challenges regarding social 

support, wellness, and productivity. Magnuson, Norem, and Lonneman-Doroff (2009) 

found that faculty appreciate and value when high expectations are accompanied by 

high levels of support.  It is possible, though not proven, that the sense of fear reported 

may negatively impact wellness levels of MCEs.  Institutional change is suggested in 

order to alleviate a fearful atmosphere as it may influence a felt sense of wellness 

among faculty members.  The changes suggested would be to create clear expectations 

of faculty members regarding promotion and tenure as well as coupling high 

expectations with high levels of support (Magnuson et al., 2009).  

MCEs reported lower levels of both social support and wellness than the general 

population.  The results of this study combined with the previously attained knowledge 

regarding the benefits of social support and the potential damage or difficulties that 

faculty face in the form of lack of social support imply that social support should be 

increased in counselor education among MCEs.  Although this may increase the 

already demanding responsibilities of counselor educators overall, the benefit each 
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MCE would likely be met with increased productivity (Mudry et al., 2010) and possible 

job satisfaction.  

Wellness may also be lower among MCEs due to the perception of unreasonable 

expectations sustained for an unreasonable amount of time—approximately six years 

(Quinn, 2010) for tenure track and longer for those who sustain a career across a 

lifetime.  At the institutional level, it may be beneficial for universities to consider the 

wellness level of the faculty members, especially MCEs, as an investment.  Although 

universities may not be able to impact each faction of wellness, the demands of a 

position within a university comes directly from that university itself.  The workload 

among those in higher education and counselor education has been linked qualitatively 

to job satisfaction (Alexander-Albritton & Hill, 2015; COACHE, 2010; Fraser & Hodge, 

2000).  Therefore, it may be in the best interest of the MCEs and the institutions 

themselves to provide increased social support, decrease teaching workload of and 

publication pressures on faculty, as well as to create clear expectations of faculty 

members in their respective positions.  Responding to the needs of the faculty and 

shaking up the current organizational structure of the university system may be 

beneficial to the universities themselves as well as to the faculty members individually 

(Ackelsberg et al., 2004; Collaborative on Academic Careers in Higher Education, 

COACHE, 2010).  This type of restructuring would likely positively impact faculty 

recruitment and retention.   

Wellness levels globally and within the MCE community deserve further study.  

Although results indicate that the identified predictors in this study predicted wellness for 

MCEs, there are other factors that contribute to wellness levels of MCEs in addition to 
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the ones analyzed for this sample.  When further knowledge is obtained, there is 

limitless potential regarding how the very low to low wellness levels of MCEs can be 

addressed.  It is certain, however, that the wellness levels of MCEs must be addressed. 

The mean wellness scores which fell within the very low to low range on the FWBS 

indicate that change is needed in counselor education in order for MCEs to increase 

their wellness levels.  Literature suggests that MCEs take responsibility for their 

individual actions to ensure a work-life balance (Ward & Wolf-Wendel, 2004); however, 

that balance is not reflected in overall wellness scores for the current sample.  Perhaps 

MCEs might benefit from advocating for themselves within their specific programs and 

communities.  MCEs might benefit from attending more to self-care as is so often 

encouraged during courses to counselors-in-training.   

Implications for Research 

Research regarding diversity among counselor educators warrants further study. 

This study, as well as at least two others, reported participants in higher education 

(Ponjuan, Conley, & Trower, 2011) and in counselor education (Council for 

Accreditation of Counseling and Related Educational Programs, CACREP, 2014) to be 

at least three quarters, or 75%, Caucasian.  This number is staggering, especially 

considering the emphasis of necessary multicultural awareness and competence 

among counselor educators (ACA, 2014). It would be wise to consider what the impact 

of having a predominantly privileged Caucasian faculty may be on minority faculty 

members and students.   

In addition to diversity, or lack thereof, among MCEs, counselor educators, and 

higher education faculty generally, it may be of interest to research further the 
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differences and similarities between MCEs and their female counterparts without 

children.  Women generally may have much in common, but it would be worthwhile to 

be able to ascertain if there are differences among the demographic characteristics, 

wellness levels, and social support levels of counselor educators who are mothers and 

those who are not.   

Qualitative research regarding the thoughts and experiences of MCEs about their 

levels of wellness and social support may be beneficial to the field.  There would be 

much value in being able to more deeply understand the thoughts and feelings of MCEs 

about the complex constructs of both social support and wellness.  Additionally, it would 

be additive to the field to understand more about MCE’s thoughts and experiences 

regarding their own demographic characteristics—especially the homogeneity of the 

sample regarding sexuality and race/ethnicity.   

Finally, further quantitative research on wellness, job satisfaction, and social 

support may be of benefit to the field and development of counselor education.  Longer, 

more in-depth surveys of all constructs may be more beneficial for researchers to better 

grasp the complexities of the concepts. That type of research may also better be able to 

provide implications for the university as a whole.  Additionally, based on findings that 

suggest that the type of social support offered must be consistent with the type of social 

support needed by the individual for it to be beneficial, development of measures to 

grasp the unique social support needs of mothers may be beneficial for further studies. 

Conclusion 

Working mothers continue to struggle with balancing the demands of motherhood 

and their work duties.  Although being a working mother may feel isolating, working 
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mothers appear in most professions and across fields of study. Mothers in higher 

education report similar struggles as other professional mothers—both report having to 

work the second shift and care for the children and the home more than their partners, 

even after working their normal job or hours.  MCEs report experiencing stress and 

struggle in their attempts to balance both personal and profession lives.   

Contrary to what might have been predicted or previously thought due to the 

strenuous nature of mothering and producing academic works, MCEs in the current 

study reported producing at equal or higher rates compared to other counselor 

educators (Barrio Minton et al., 2008). Yet, they reported experiencing low levels of 

wellness and social support coupled with high productivity as compared to their 

colleagues who do not have children.  While it is reported to be difficult to balance work 

and home life, it appears that having children does not negatively impact the production 

level of MCEs; however, it does take its toll on their wellness levels.  MCEs would 

benefit from advocating for themselves and their unique needs at the individual, 

departmental, and institutional levels.  Higher levels of social support and wellness are 

likely to lead to higher life satisfaction and increased productivity, which would be 

additive to their personal lives, professional lives, and the field of counseling overall. 



26 

Table 1 

Descriptive Statistics of Continuous Variables 

Item N Median Mean Standard 
Deviation 

Minimum Maximum Range 

Age of Participant 178 39.0 40.6 6.7 29 63 34 
Number of 
Children in CME’s 
Care 

179 2.0 1.97 1.1 0 9 9 

Number of 
Children Under 
age 8 

178 1.0 1.06 .875 0 4 4 

Experience of 
MCE in Years as 
Co. Ed. 

177 5.0 6.7 5.1 .5 24 23 

Publications in 
Last Year 

177 1.0 1.82 1.9 0 9 9 

Presentations in 
Last Year 

178 3.0 3.82 3.5 0 25 25 

Number of 
Doctoral 
Committees in 
Last Year 

178 1.0 2.23 1.8 1 6 5 

Percentage of 
Work Online 

111 .00 8.5 17.6 0 95 95 

Substantive 
Service Positions 
in Last Year 

176 3.0 4.32 4.5 0 50 50 
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Table 2 

Frequency of Personal Nominal Data of Mothers Among Counselor Education Faculty 
Item Subcategory Count 
Religion Christian—Catholic 32 

Christian—Protestant 77 
Buddhist 4 
Jewish 9 
Muslim 0 
Atheist 9 
Agnostic 15 
Other 30 

Ethnicity Caucasian 150 
African-American 9 
Hispanic 5 
Asian 1 
Other 15 

Sexual Orientation Heterosexual 169 
Homosexual 3 
Other 8 

Relationship Status Partnered 167 
Not Partnered 12 

Parental Role Mother with child(ren) in the home 170 
Mother with no child(ren) in the home 3 
Legal Guardian 3 
Foster Mother 1 
Step-Mother with step-child(ren) full time in the 
home 

2 

Step-Mother with step-child(ren) part time in the 
home 

7 

Step-Mother with no step-child(ren) in the home 1 
Other 7 

Number of Children in 
Your Care 

0 4 

1 53 
2 89 
3 25 
4 6 
5 1 
9 2 

Number of Children 
Under Age 8 

0 54 

1 68 
2 49 
3 6 
4 1 
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Table 3 

Frequency of Professional Nominal Data of Mothers Among Counselor Education 

Faculty 

Category Item  Count 
Rank Tenure Track 138 
 Non-Tenure Track 42 
Position Title Full Professor 20 
 Associate Professor 40 
 Assistant Professor 87 
 Non-Tenure Track 33 
Number of Doctoral 
Committees in Last Year 

0 102 

 1 25 
 2 12 
 3 14 
 4 3 
 5 25 
Level of Students Taught Undergraduates 48 
 Masters Students 172 
 Doctoral Students 53 
Accreditation CACREP 159 
 Non-CACREP 9 
 Unknown 1 
 Other 12 
Teaching Workload 1/1 3 
 1/2 3 
 2/2 44  
 2/3 21 
 3/3 70 
 4/4 or over 6 
 Other 27 
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Table 4   

Regression Analysis Summary for Variables Predicting Wellness (FWBC) Scores 

 Sum of 
Squares 

 
df 

Mean 
Square 

 
F 

 
Sig. 

 
R 

 
R2 

Adj.  
R2 

Regression 1561.687 6 260.281 4.466 <.001 .377 .142 .110 
Residual 9441.285 162 58.280      
Total 11002.972 168       
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Table 5 

Correlations among Wellness Scores (FWBC) and Predictor Variables 

 Predictor 1 2 3 4 5 6 7 
1 FWBC -- -.027 -.083 -.139 .167 -.224 -.225 
2 Tenure/Non-Tenure   -- .040 -.066 -.284 .016 -.103 
3 # of Children in Care   -- .273 -.029 .055 -.032 
4 # of Children < 8 yrs    -- -.130 .061 -.039 
5 Number of 

Publications 
    -- -.274 .122 

6 Teaching Workload      -- -.053 
7 ISEL-SF Total Score       -- 
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Table 6 

Beta Weights and Structure Coefficients for Predictor Variables 

 Predictor B SE B β t p rs rs
2 

1 Tenure/Non-
Tenure Track 

-.404 1.465 -.021 -.276 .783 .07 <.01 

2 Number of 
Children in Care 

-.334 .548 -.046 -.610 .543 .22 .05 

3 Number of 
Children Under 
Age 8 

-1.016 .711 -.110 -1.429 .155 .37 .14 

4 Number of 
Publications 

.525 .341 .124 1.540 .126 .44 .19 

5 Teaching 
Workload 

-1.092 .427 -.194 -2.556 .012 .59 .35 

6 ISEL-SF Total 
Score 

-.338 .096 -.258 -3.512 .001 .60 .36 
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While each person as an employee is unique, this study is focused on the 

uniqueness of mothers in counselor education.  Mothers in counselor education face a 

unique set of social, financial, emotional, and personal challenges as they work hard to 

perform well as mothers, employees, and spouses with some balance among their life 

roles.  In the following chapter, the role of motherhood in society in the United States 

will be addressed, the issues that professional mothers face will be illuminated, an 

exploration of faculty rank in the university system will be provided, an overview 

counselor educators and women in counselor education will be addressed, and finally, 

the current research on mothers in counselor education will be presented.   

Role of Motherhood 

Although most people have a direct experience with mothers in their own lives, 

motherhood is a somewhat ambiguous concept.  Medina and Magnuson (2009) defined 

motherhood as a social construct.  Motherhood is the role which a woman takes on after 

giving birth to her own child or otherwise taking on duties associated with child-rearing 

both emotionally and logistically.  That means experiencing the joys and worries 

associated with helping to guide another human being through the world, teaching 

another how to socially relate to others, how to crawl, walk, talk, run, spell, read, be 

successful, and otherwise fulfil an exhaustive list of tasks and accomplishments.  This 

also includes driving children around to various obligations and activities, scheduling 

doctor appointments, assisting with school work, and other such logistical activities that 

women are often responsible for as mothers (Medina & Magnuson, 2009).  
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Women have historically found their prominent identity in their roles as mothers 

(Medina & Magnuson, 2009).  Traditionally, if women were not mothers, they were not 

considered to be fulfilling their calling as women (Medina & Magnuson, 2009).  

Currently, women are able to have more control over when and if they have children 

than ever before (Gilbert, 2005; Medina & Magnuson).  If women choose to be mothers 

now, there are high expectations of what it means societally to be a good mother 

(Medina & Magnuson, 2009).  The standards for being a good mother are increasing 

quickly and mothers face nearly constant judgment of how they relate to, provide for, 

and interact with their children.  Idealizing motherhood in the US can be detrimental to 

the mental health of mothers.  Mothers face criticism for how much or how little time 

they spend with their children and doing their work (Henderson, Harmon, & Newman, 

2016).  When mothers internalize the criticism through guilt feelings, it negatively 

impacts their self-efficacy, creates higher levels of anxiety, and higher levels of stress 

(Henderson et al., 2016).   

Overall, motherhood is a challenging role accompanied by little to no time off and 

constant on-call hours when their children need or want them (Medina & Magnuson, 

2009).  Despite this high energy, high effort, and demanding position, women continue 

to become mothers and report their role as a mother typically before they report their 

marital or occupational status (Medina & Magnuson, 2009).  Men, however, typically 

report their occupational status before their marital status or their status as fathers.  

Mothers who work outside of the home face additional judgement, especially mothers 

who can afford to stay at home and choose to work (Medina & Magnuson, 2009).  

Additionally, women are expected to do the majority of the housework and the 
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caregiving even if they work outside of the home—whether their families can afford for 

her to stay home or not (Gilbert, 2005; Medina & Magnuson, 2009).   

Professional Mothers 

Although the last population count in the US was 308,745,538 people, current 

estimates put the population at 321,418,820 people (US Census Bureau, 2015).  Of 

those, 50.8%, or 163,280,760, of the population is female.  Among all women 

129,700,000 are women of working age (US Department of Labor Bureau of Labor 

Statistics, DOL, 2016).  Of all women, 56.7% participate in the working force (US 

Census Bureau, 2015).  According to the DOL (2016), 80.3% of the 81.4 million families 

in the US have at least one employed member of the household.  Unemployment 

decreased by 871,000 from 2014 to 2015 (DOL, 2016).  Specific to families, 

approximately two fifths, or 34.4 million, of all US families included children under 18 

years of age (DOL, 2016).  Roughly 70% of women with children in the home under age 

18 reported participation in the workforce in 2015 (DOL, 2016).  That is to say that 

almost 70% of women currently raising children participate in the workforce.  Almost 

75% of unmarried mothers participated in the workforce, whereas 67.6% of married 

mothers participated in the workforce in 2015 (DOL, 2016).  Mothers with children 

younger than six years old reported a labor force participation rate of 64.2%, whereas 

mothers with children between 6-17 years of age reported a labor force participation 

rate of 74.4% (DOL, 2016).  This means that 10% fewer mothers with young children 

(under age 6) reported working during the year 2015 than did mothers with older 

children (age 6-17).   
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According to the definition of motherhood created by Medina and Magnuson 

(2009), motherhood arguably begins with pregnancy as women attend prenatal 

appointments, begin to plan for labor and delivery, decorate the nursery, and begin to 

picture life with their new child or children.  While pregnant women are adopting a new 

life role as mothers, they begin to face criticism and judgment before actually delivering 

their child.  Masser, Grass, and Nesic (2007) facilitated a study of attitudes toward 

pregnant women in the workplace.   They showed participants a picture of a model not 

pregnant and again with a prosthetic pregnant belly to appear pregnant and instructed 

participants to imagine her as a potential employee.   They were given the same 

résumé for the pregnant and non-pregnant potential hire.  The participants rated the 

model based on warmth and competency.  The participants were also asked to 

determine if they would hire the potential employee and what they would offer for a 

specific position.  Masser et al. (2007) found that the participants rated the pregnant 

potential employee as warm and incompetent compared to the non-pregnant employee 

whom they rated as cold and competent.   

Cuddy et al. (2004) developed a Stereotype Content Model (SCM) of working 

women.  Their model, they claim, is constructed from prejudice that people face in 

society.  The SCM is a tool used to study the prejudice that people face through 

common ways to stereotype one another (Cuddy et al., 2004).  The model works 

through two different dimensions of perception (i.e., warmth and competence) with 

varying degrees (i.e., high or low), resulting in four possible combinations (high/low 

warmth and high/low competence; Cuddy et al., 2004).  Although the SCM has been 

duplicated dozens of times both nationally and internationally and across subgroups of 
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people, the aspect of the SCM most pertinent to this study is working women and men.  

Participants were given the description of a professional with gender (male, female) and 

parent status (parent, non-parent) being manipulated.  Cuddy et al. (2004) found that all 

parents were rated as warmer than non-parents.  They found that female professionals 

with children were rated as more warm than competent, whereas female professionals 

without children were rated as more competent than warm.  Male professionals with 

children were rated as equally competent and warm, whereas male professionals 

without children were rated as more competent than warm.  Cuddy et al. (2004) noted 

that even when men are fathers, they do not trade being seen as competent like 

mothers do.   This coincides with findings from Maser et al. (2007) which stated that 

pregnant women and mothers are generally paid less than men and childless women.  

Additionally, pregnant women and mothers often lose their status as competent workers 

and are evaluated more harshly than their childless counterparts in job evaluations 

(Maser et al., 2007).  

Gilbert (2005) reported that since the fight began for equal rights for women in 

the 1960s, women have experienced great gains both educationally and professionally. 

However, women face a new dilemma now which is balancing family and work life.  

Gilbert (2005) stated that “caring for young children is relentless and labor intensive 

work” (p. 12).   Additionally, Gilbert (2005) asserted that even when companies attempt 

to assist in creating a balance by implementing family-friendly policies, there simply are 

“not enough hours in the day to harmonize work and family life” (p. 12).  Due to these 

real-life stressors, professional women often choose between career and family—many 

of whom chose career over family (Gilbert, 2005).  According to Gilbert (2005), the US 
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fertility rates have dropped from 3.4 in 1960 to 1.84 in 1985 which is a 46% decrease in 

just 25 years.  Many women have unintentionally foregone their ability to bear children 

or have as many as they had wanted while they have been focused on establishing 

themselves in their careers because the career and fertility timelines overlap (Gilbert, 

2005; Holm, Prosek, & Godwin, 2015).  Women across professions experience similar 

issues related to family and work life choices and balance.  Women working in higher 

education are no exception.  

Women have been increasing in numbers in undergraduate and graduate school 

enrollment within the last 50 years (US National Center for Education Statistics, NCES, 

2013).  Specifically, in 1966 women earned approximately 12% of doctoral degrees in 

the US whereas, by the year 2013 women earned approximately 53% of doctoral 

degrees (Mason & Goulden, 2004; US NCES, 2013).  Although women earn the 

majority of doctoral degrees, women are consistently underrepresented among faculty 

members at the top positions (Mason & Goulden, 2004).  The next section will explore 

the differences in faculty rank and will provide understanding of the current university 

environment.   

Faculty Rank and University Environment 

As previously mentioned, the university environment can be demanding of time 

and energy from its employees.  There are positions among faculty which require more 

or less productivity or working hours from employees.  The following section describes 

those positions and provides an overview of the typical expectations of faculty members 

depending upon rank.   
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Faculty positions are typically classified broadly as either tenure-track or non-

tenure-track positions (Collins et al., 1998; Fothergill & Feltey, 2005; Harper, Baldwin, 

Gansneder, & Chronister, 2001; Hill, 2009; Levin & Shaker, 2011; Mason & Goulden, 

2004).  Traditionally, there are three categories of tenure-track positions including 

assistant, associate, and full professor. An assistant professor is a faculty member 

working toward tenure.  Faculty on the track for tenure are hired with the expectation 

that they will work hard to meet the demands of the institution over the course of 

approximately 6 years (Quinn, 2010).  Those who achieve tenure are guaranteed their 

faculty position for life as long as they continue to meet the new, lesser requirements of 

their position (Austin & Rice, 1998; Quinn, 2010).  In order to obtain tenure, faculty must 

complete a generally long and vague list of expectations within a certain amount of time 

after being hired (Austin & Rice, 1998). Associate and full professors, who are typically 

tenured, are also held to high standards of productivity and are required to dedicate a 

large amount of time and energy to the university (Damiono-Teixeira, 2006).  Duties 

vary in each position depending on the department and university in which faculty serve. 

In a survey of 410 academic deans, the American Association of University Professors 

(AAUP, 2014) compiled a list of the most important factors upon which faculty are 

evaluated according to the deans.  The major factors that deans reported considering 

while evaluating faculty for promotion in rank, tenure, or retention included classroom 

teaching, campus committee work, student advising, research, publications, length of 

service in rank, public service, activities in professional societies, personal attributes, 

supervision of graduate study, supervision of honors program, consultation, and 

competing job offers (AAUP, 2014).  The list of criterion for promotion in faculty rank, 
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tenure, or retention is long and each university ranks each factor with a different degree 

of importance.   

Austin and Rice (1998) studied qualitative responses from more than 300 new or 

aspiring faculty members across disciplines and from various university types (i.e., 

research universities, comprehensive institutions, liberal arts colleges, and community 

colleges) who participated in discussion groups.  They found that participants largely 

deemed tenure to be an outdated concept and unbeneficial for increasing the quality of 

higher education (Austin & Rice, 1998).  They also found that new faculty members 

entered the field with a love of their discipline, teaching as a way to communicate their 

passion to others, and joy in teaching (Austin & Rice, 1998).  Participants reported 

consistently experiencing unclear and conflicting messages about expectations in the 

tenure process (Austin & Rice, 1998).  New faculty members reported great concerns 

about the tenure clock, reporting that the expectations are possibly too high to complete 

within a six to seven-year window, given the amount of time it takes to run a study, to 

get results, to write it up, and to get it published (Austin & Rice, 1998).  Additionally, new 

faculty reported finding work-life balance difficult to achieve (Austin & Rice, 1998).   

According to Damiono-Teixeira (2006), higher education faculty are expected to 

work upwards of 60 hours weekly which is 50% more than the typical 40-hour work 

week.  With such a demanding schedule, there is little time for a personal or social life 

for those in higher education. Quinn (2010) asserted that higher education faculty 

members are generally required to participate in research and publications, teaching, 

service to the institution, service to students, service to the community, and any number 

of idiosyncratic duties required of their particular departments.  Furthermore, faculty in 
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higher education reported that the unrealistic workload and other demands placed upon 

them are increasing with little in the way of extra support or decreased demands in 

other areas being offered to faculty (Ackelsberg et al., 2004; Hill, 2009; Quinn, 2010).  

According to the AAUP (2003), faculty workload cannot be quantified only as hours 

spent teaching, but should also take into consideration the overall professional effort, 

which includes the time and vigor dedicated to preparing for class, grading student 

work, course and program deliberations, scholarship, participation in university and 

program activities, and a wide range of services offered to the community.  While the 

demands of the position are increasing, the demands of personal lives are also 

increasing for both men and women in general society in the US (Ackelsberg et al., 

2004).  Roles are changing, families are becoming more diverse, and responsibilities in 

the home are often shared among family members instead of resting solely on the 

shoulders of the woman (Ackelsberg et al., 2004).  Ackelsberg et al. (2004) asserted 

that policies in higher education affect both men and women—not only men and not 

only women.   

Lack of job satisfaction is often reported by faculty members in higher education 

(Collaborative on Academic Careers in Higher Education, COACHE, 2010; Fraser & 

Hodge, 2000; Quinn, 2010).  COACHE (2010) completed a survey of 15,000 tenure-

track faculty and found that associate professors reported the least amount of job 

satisfaction compared to assistant or full professors due to high working demands.  

Looking through a different lens, Fraser and Hodge (2000) studied job satisfaction and 

gender among 180 faculty members in higher education.  They found that males 

reported higher intrinsic and extrinsic rewards than female faculty and that males and 
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females did not significantly differ in the job satisfaction ratings overall (Fraser & Hodge, 

2000). 

Ackelsberg et al. (2004) and COACHE (2010) stressed the importance of 

academia putting forth serious efforts in both recruiting and retaining quality faculty 

members in order to assist in increasing job satisfaction.  For the success of the broad 

institution of academia, this step is vital and responding to the needs of faculty members 

is essential.  To take this one step further, in order for institutions to be able to respond 

to the needs of the faculty, they must know what those needs are based on self-report 

and empirical evidence.   

Women in Higher Education 

As stated previously, faculty positions were historically created with single, 

childless men in mind (Higier von Mering, 1955; Quinn, 2010).  Men and women in 

higher education are typically expected to attend to teaching or lecturing, mentoring, 

supervising, researching, and service needs of the students, department, and institution 

(Quinn, 2010).  Although both men and women are expected to perform the same job 

duties, women are consistently paid less in academia compared to their male 

counterparts in the same position at the same university (Hamermesh, 2002; Mason & 

Goulden, 2002; NCES, 2002; AAUP, 2006). According to the most recent data from the 

National Center for Education Statistics (NCES; 2002), of 560,000 full-time faculty in 

higher education, men averaged approximately $61,700 in base salary while women 

averaged $48,400 in base salary.  When race, type of institution, teaching field, level of 

instruction, tenure status, rank, highest degree, years since highest degree, age, 
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average proportion of time spent on teaching and research, number of total publications 

or other creative works, and number of classes taught was controlled for, full-time 

female faculty earned roughly nine percent less than their male counterparts (NCES, 

2002).  In a study exploring financial compensation for faculty members, the AAUP 

(2000) reported that female faculty in the rank of professor, associate professor, and 

assistant professor are paid less than their male counterparts across all institutional 

types.   

In addition to experiencing the wage gap, women achieve tenure and full 

professor rank at disproportionately lower numbers than men (McDowell, Dingel, & 

Ziliak, 1999).  The NCES (2002) found that men held higher academic ranks and were 

more likely than women to have achieved tenure.  According to the NCES report (2002), 

60% of men held tenure and only 42% of women held tenured positions.  In a similar 

finding, the AAUP (2006) reported that 31% of female faculty were tenured while 69% of 

men held tenure.   In general, women were less likely than men to hold tenure-track 

positions. In the data obtained by the AAUP (2006), it was reported that just 24% of 

women were full professors and 76% were men.  Overall, women are much less likely to 

be full professors and to have attained tenure than men in higher education. 

Ponjuan, Conley, & Trower (2011) used the COACHE database to analyze a 

total of 6,882 survey responses from full-time tenure track faculty members.  Of the 

6,882 surveys, 3,062 or 44.5% of the respondents were female (Ponjuan et al., 2011). 

Seventy-six percent of faculty were White and 23.9% of faculty were self-reported 

faculty of color (Ponjuan et al., 2011).  (The results specific to women of color will be 
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discussed in the following section.)  Ponjuan et al. (2011) reported that female faculty 

reported lower levels of satisfaction regarding their relationships with senior faculty 

members than their male counterparts.  This may imply that mentoring relationships are 

perhaps more common among male faculty than female faculty.  

Furthermore, in a study of 115 female counselor education faculty members from 

77 different counseling programs, Hill, Leinbaugh, Bradley, and Hazler (2005) found that 

disheartening dynamics such as office politics, hurtful colleagues, and a dearth of power 

and control had a significant impact related to negative life satisfaction.  Healey and 

Hays (2012) ran a discriminant analysis of gender and counselor professional identity 

development.  In their quantitative study of 489 counselors, Healey and Hays (2012) 

analyzed differences between males and females.  They reported that many 

professions appear to have equality related to gender on paper, but differences are 

evident when studying specialty areas due to time commitments required of 

professionals in order to specialize.  Echoing what many have previously claimed, they 

reported that more women are entering higher education, but fewer women are found in 

higher management and upper tier status positions (Healey & Hays, 2012).  They 

reported that this may be especially due to the choices women make in order to balance 

work and family.  Female participants in this study reported that the choice to become a 

mother is undervalued in society and is often detrimental to furthering career aspirations 

(Healey & Hays, 2012).  Healey and Hays (2012) reported that men may receive better 

mentorship, more support from peers, and more individual and societal encouragement 

to engage in activities related to professional development than women throughout their 

careers.   
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Quinn (2010) studied tenure clock extension policies across fields such as arts, 

humanities, social sciences, and science, technology, engineering, and mathematics 

(STEM).  Of 465 tenure-line faculty hired across a seven-year period, Quinn (2010) 

reported that the highest proportion of women were in the Arts, Humanities, and Social 

Science fields; whereas, the highest proportion of men worked in the STEM field.  

Although 75% of the participants identified as White, there were no differences among 

races of those who received extensions.  However, in regards to gender, more women 

reported receiving extensions than men (Quinn, 2010).  Forty-two percent of women 

reported receiving extensions due to family or personal reasons; whereas, 63% of men 

reported receiving extensions for professional reasons.  When controlling for race, 

academic field, and gender, receiving an extension increased the likelihood of 

participants leaving the tenure line by 72% (Quinn, 2010).  This may support the fear 

that those working in higher education report feeling regarding asking for extensions on 

the tenure line.   

As has been previously mentioned, professional women take on many roles, 

some of which are in conflict with one another instead of being complementary. Roles 

are in conflict when they demand the same finite resources in the same timeframe 

(Quinn, 2010).  Quinn (2010) stated that faculty members report increased work and life 

satisfaction when they feel their life roles are coherent, or that their roles merge in a 

significant or industrious way.  This type of role fusion decreases inadequacies and 

increases complimentary roles which may result in harmony and role fulfillment (Quinn, 

2010). 
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Damiano-Teixeira (2006) studied how women manage conflicting roles in higher 

education.  Eighteen female faculty participated in the study from various sized 

institutions—small, medium, and large.   Although mothers were not specifically 

recruited for this study, some of the participants were mothers.  Participants reported 

that they make career decisions based on what was best for their children with 

consideration to spending more time with them, not uprooting the family, and having 

flexibility in their employment (Damiano-Teixiera, 2006).  Many women reported not 

having a bigger family due to having career goals that were in direct conflict with their 

ability to care for more children (Damiano-Teixiera, 2006).  Women without children 

reported channeling all of their energy into their work and productivity (Damiano-

Teixiera, 2006).   Women reported difficulties in managing time by having to choose to 

squeeze in family time or work time (Damiano-Teixiera, 2006).  Female faculty 

members also reported a lack of sleep which may affect levels of wellness ((Damiano-

Teixiera, 2006).   

According to previously mentioned research, female faculty in general are 

underrepresented among faculty members, report a lack of professional mentors, 

difficulty navigating their time between work and family.  Likewise, female faculty report 

career and familial aspirations coming in conflict with each other and having to make 

choices between the two.  Lastly, researchers have found that female faculty report that 

wage gaps are not an antiquated issue and can influence job satisfaction.  Just as there 

are similarities and differences between genders in higher education, there are also 

similarities and differences among female faculty.  The next section illustrates many of 

the successes and struggles of female minority faculty members.   
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Female Minorities in Academia 

Minority female faculty members face the same challenges described above as 

they also belong to the larger group of female faculty.  Minority women on faculty in 

higher education face additional challenges unique to them such as racism from 

colleagues and a lack of mentorship and mutual support (Bradley & Holcomb-McCoy, 

2004).  Ponjuan, Conley, and Trower (2011) used the COACHE database to analyze a 

total of 6,882 survey responses from full-time tenure track faculty members.  Of the 

6,882 surveys, 3,062 or 44.5% of faculty were female (Ponjuan et al., 2011).  Seventy-

six percent of faculty were White and 23.9% of faculty were self-reported faculty of color 

(Ponjuan et al., 2011).   Female minority faculty reported being less satisfied than their 

White female faculty colleagues regarding peer relationships at work (Ponjuan et al., 

2011).  Ponjuan et al. (2011) additionally found that the reported dissatisfaction was 

linked to increased occupational stress.  Job-related stress reported by female minority 

faculty has also been associated with factors in teaching such as resistance from White 

students (Grahame, 2004), feelings of isolation (Simmons, 2007), and feelings of 

invisibility (Ford, 2011).   

Minority female faculty additionally report stressors directly associated with racial 

stereotypes in the academia.  In a manuscript addressing the stereotypes of female 

faculty who are minorities, Bryant, Coker, Durodoye, McCullum, Pack-Brown, 

Constantine, and O’Bryant (2005) theorized that minority female faculty feel as though 

they face three specific and unique challenges in higher education:  invisibility, 

overvisibility, and alienation and devaluation.  Challenges such as feeling unheard and 
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not listened to (invisibility); feeling as though they were hired to create a representation 

of diversity (overvisibility); and feeling a lack of respect and distancing from colleagues 

(alienation and devaluation) have been identified as distinctive difficulties that minority 

female faculty members must face (Bryant et al., 2005).  In addition to feeling 

marginalized in the workplace, minority female faculty have also reported having 

additional duties and responsibilities over and above their peers such as serving as a 

diversity representative on committees and mentoring students of color (Osajima, 

2009).  All of the above-mentioned factors may impact the work satisfaction, and thus 

the wellness levels of minority female faculty.  

Female minority faculty report being seen when it serves the larger faculty, 

feeling invisible as contributors to their faculty or field, and being isolated and devalued 

as professionals.  Just as female minority faculty face difficulties that are unique to them 

among female faculty members, so too, do mothers in academia.  Mothers in academia 

report idiosyncratic challenges that will be explored in the following section.   

Mothers in Academia 

Similar to concerns identified by females as a group within universities and 

minority female faculty, faculty members who are mothers also face additional 

difficulties and challenges in academia (Ward & Wolf-Wendel, 2005, 2004; Wolf-Wendel 

& Ward, 2015, 2006).  Mothers in higher education face more difficult challenges 

compared to men in regards to the physical demands of motherhood, gender role 

expectations in the home, and the continuing inequality women face in working the 

second shift (Croft, Schmader, Block, & Baron, 2014; Hochschild, 1989; Wolf-Wendel & 
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Ward, 2006).  Wolf-Wendel and Ward conducted progressive research within the overall 

agenda of studying the mothers among faculty members in higher education.  The 

description of their studies and the results are provided in this section.   

Ward and Wolf-Wendel (2005) facilitated a qualitative study focused on 30 

mothers from nine different research universities from a range of disciplines and 

explored their perspectives on family and work.  Participants reported having an 

awareness of the Family and Medical Leave Act (FMLA, 1993) and reported that little 

else was offered to them after they started a family.  The participants reported that in 

situations where policies to slow or pause the tenure clock were present, the fear of 

being taken less seriously as a professional or causing other professional harm to them 

often stopped them from utilizing the policies (Ward & Wolf-Wendel, 2005).  More 

specifically, women reported that by pausing the tenure clock to care for and bond with 

their babies might factor into their evaluations for promotion or retention (Ward & Wolf-

Wendel, 2005).  Some participants reported being the first in their departments to have 

a baby in over a decade which resulted in unclear maternity leave policies which were 

open to interpretation.  Many of the women in the study reported receiving very little 

communication regarding what options were available to them surrounding work and 

maternity leave, arguably, the beginning of the working mother’s attempt at work-life 

balance.  Ward and Wolf-Wendel (2005) found that the department chair typically sets 

the tone for policy use and interpretation.  The participants reported that the 

environment of the department in which they worked influenced their maternity leave 

decisions more than the university policies.     
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Ward & Wolf-Wendel (2004) found that female faculty members often place the 

responsibility for work-life balance upon themselves.  While there is considerable 

personal responsibility for working toward work-life balance, it is also arguably in the 

best interest of universities to promote work-life balance (Ward & Wolf-Wendel, 2004). 

Ward & Wolf-Wendel (2004) argued that due to the high amount of resources that it 

takes for universities to recruit and hire quality faculty members, universities would 

ultimately benefit from understanding the unique challenges that faculty members who 

are mothers face and working to create an environment encouraging their success.   

 In a longitudinal study of 118 women from 1998-2000 from various institutional 

types, Wolf-Wendel & Ward (2015) found that women are increasing in numbers as 

faculty members in institutes of higher learning.  They also found that because the 

tenure clock ticks in time with the biological clock, many female faculty members are 

interested in both work and family.  Women reported that there was often an either/or 

dynamic surrounding work and family/children.  Wolf-Wendel & Ward (2015) found that 

faculty members who were mothers often expressed more commonalities across 

disciplines than differences.  Additionally, women voiced lacking support from their 

institutions, especially at the mid-career level (Wolf-Wendel & Ward, 2015).  Participants 

reported having difficulty in finding work-life balance as they described both roles as 

faculty and as mothers as consuming (Wolf-Wendel & Ward, 2015).  While participants 

reported finding joy in having multiple roles, they also expressed feeling stressed at the 

responsibilities of the second shift (Wolf-Wendel & Ward, 2015). 
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Wolf-Wendel & Ward (2006) qualitatively studied 117 participants who were 

mothers across various institutional types in higher education.  Participants reported 

common experiences across institutional types such as apprehension about timing, the 

benefits of having a baby in order to help put the demands of work into perspective, 

struggling with the lack of time in a day to accomplish all desired tasks, the buffering 

effect that having a family has to protect women from feeling undue stress in either role, 

and the continued demands of the second shift.  In coping with all the stressors from 

work and family life and an effort to achieve work-life balance, the participants reported 

taking on a mentality of satisficing (Wolf-Wendel & Ward, 2006).  That is, the women 

reported doing their best in each given role and in each given situation and accepting 

that as enough.   

Overall, mothers in higher education are susceptible to the same stress and 

challenges that all working mothers may face.  For example, having multiple roles, 

navigating maternity leave policies, working the second shift to take care of children, the 

family, and the home in addition to work duties, and seeking support and 

accommodations in the workplace.  Additionally, faculty members who are mothers face 

other challenges unique to the university setting such as the demands of the ambiguous 

tenure process, vague maternity leave policies, both roles as faculty and mother being 

consuming, and having feelings of tension and fear in the workplace (Wolf-Wendel & 

Ward, 2006).  In their book relaying experiences of mothers in academia, Castañeda 

and Isgro (2013) reminded readers that although some may argue that motherhood is a 

choice in the individualistic society of the US that very ideology of motherhood neglects 

to consider motherhood as a civic duty or a spiritual calling.  This type of thought 
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process also encourages women to be viewed as selfish when caring for their children 

takes away from others (Castañeda & Isgro, 2013).  The sentiment of women who 

shared their stories in this book also struggled to reconcile two, perhaps irreconcilable, 

factors mothers in higher education face:  That those who are successful in academia 

invest 100% of their time, talents, and energy to their fields and that motherhood 

requires a 100% investment as well (Castañeda & Isgro, 2013).  Mothers in higher 

education overall struggle to achieve balance between work and home life.  Mothers in 

higher education appear to have a desire to be successful in both roles as mother and 

employee and encounter challenges in that each role demands so much focus, energy, 

commitment, and service.  

Counselor Educators 

According to the US Department of Education (2015), there are approximately 

1.5 million faculty members nationwide.  Where counselor education programs are 

offered, counselor educators are part of the faculty in academia. Counselor education 

faculty are academicians who typically hold a Doctorate of Education or a Doctorate of 

Philosophy in Counseling and are hired by the university in which they work as an 

instructor, mentor, researcher and supervisor of counselors-in-training (Calley & 

Hawley, 2008; Gale & Austin, 2003; Reisetter, Korcuska, Yexley, Bonds, Nikels, & 

McHenry, 2004).  Faculty rank typically uses the same titles consistently throughout 

the United States in the context of higher education in the university setting (i.e., 

assistant, associate, full; Collins et al., 1998; Fothergill & Feltey, 2005; Harper, 

Baldwin, Gansneder, & Chronister, 2001; Hill, 2009; Levin & Shaker, 2011; Mason & 

Goulden, 2004).  Counselor educators may be hired in an institution which is 
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accredited by the Council for Accreditation of Counseling & Related Educational 

Programs (CACREP; 2014) or by an institution which is not accredited by CACREP.  

Briefly, departments that hold CACREP accreditation are held to certain standards in 

regards to teaching, supervising, researching, and counseling within the university 

setting.  Non-CACREP accredited institutions have standards set within the 

counseling department or may meet requirements for other lesser known counseling 

or non-counseling certification entities.  

In the 2012-2013 school year, 175,038 doctoral degrees were conferred across 

all fields in the US (US NCES, 2013).  Women earned over 89,000 of those degrees 

whereas men earned just over 85,000 doctoral degrees (US NCES, 2013).  There was 

a total of 332 doctoral degrees conferred among counselor educators, school 

counselors, and those in guidance services (US NCES, 2013).  Of that total, 255 or 77% 

of doctoral degrees were earned by women and just 77, or 23%, were earned by men 

(US NCES, 2013).  Counselor educators are described as occupying 2,070 full-time 

faculty positions in the United States at an institution accredited by CACREP (2014).  

According to CACREP (2014), 39.74% of the faculty identify as male, 60.43% identify 

as female, and 0.1% report an alternative gender identity.  Additionally, of those 2,070 

full-time faculty members in CACREP accredited programs who responded to a national 

survey from CACREP, 75.10% identified as Caucasian/White, 12.32% identified as 

African American/Black, 4.84% identified as Hispanic/Latino/Spanish American, 3.72% 

identified as Asian American, 1.53% identified as Multiracial, 0.87% identified as non-

resident Alien, 0.81% identified as American Indian/Native Alaskan, 0.71% identified as 

Other/Undisclosed, and 0.10% identified as Native Hawaiian/Pacific Islander.  Though 
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there is little racial/ethnic diversity among counselor educator faculty, it is of note that in 

each racial/ethnicity demographic, women still comprised a higher percentage of full-

time faculty than men except for when there were equal percentages of males and 

females among American Indian/Native Alaskans and Native Hawaiian/Pacific Islanders 

(CACREP, 2014).  

Experiencing role overload and a heavier workload than time available to 

complete it is especially common among newer faculty in general (Lease, 1999; 

Sorcinelli, 1994).  Counselor education faculty report struggles to balance their time, 

energy, and efforts in their personal and professional lives (Hill, 2009).  In a mixed-

methods study of 38 first-time counselor education faculty members, Magnuson (2002) 

found that having program faculty mentors and support was a distinguishing factor 

among those who reported having mostly positive first-year experiences and others who 

reported mostly negative first-year faculty experiences.  Many participants described 

their experiences with teaching, supervising, and being with students as rewarding 

(Magnuson, 2002).  Most faculty members reported having difficulty with time-

management and productivity (Magnuson, 2002).  One participant was quoted as 

saying, “The workload is insane” (Magnuson, 2002, p. 313).  Participants reported that 

designing and preparing for teaching courses and dealing with difficult situations with 

students (i.e., plagiarism, gatekeeping) demanded time and energy (Magnuson, 2002).  

Other sources of stress reported by participants were having to navigate the academic 

environment with limited understanding, trying to meet all requirements for tenure, 

meeting self-imposed challenges, and attending to personal and family situations 

(Magnuson, 2002). Although only 13% of participants reported an overall unsatisfactory 
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first year faculty experience, the majority of participants reported having experiences 

that were disheartening (Magnuson, 2002).   Magnuson (2002) reported a link between 

dissatisfaction and isolation, loneliness, perceived lack of support, and low pay.  One 

participant noted that social class is a factor in feeling isolated as a new faculty member 

because more experienced, married colleagues are in a different social glass 

(Magnuson, 2002).  Others reported being socially isolated by not being invited to be 

with colleagues outside of work, not feeling welcomed into the university, and not having 

people with whom to talk (Magnuson, 2002).   

In a follow-up study of the same cohort, the participants reported that in their 

second year as counselor educators job satisfaction decreased and stress rose with the 

increased work load (Magnuson, Shaw, Tubin, & Norem, 2004).  Participants reported 

highly valuing institutional accord between high expectations and high support 

(Magnuson et al., 2004).  In their third year, Magnuson, Black, and Lahman (2006) 

found that 32 of the 38 original participants were still working as counselor educators.  

Many counselor educators reported having to protect their personal time in order to help 

create balance (Magnuson et al., 2006).  Others reported sources of dissatisfaction 

including politics among faculty members, lack of professional support, challenges with 

students, time pressure, university budget issues, and having pessimistic coworkers 

(Magnuson et al., 2006).  Although some participants experienced welcoming 

environments, ample interactions with supportive mentors, and otherwise positive 

experiences, many new counselor educators reported having difficulty in finding their 

way professionally, navigating giving presentations and writing publications, lack of 

mentorship, difficult faculty politics, feeling isolated from peers, lack of support, high 
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workload and expectations, and low wages (Magnuson, 2002: Magnuson et al., 2004; 

Magnuson et al., 2006). 

In the final study of the same cohort after six years, Magnuson, Norem, and 

Lonneman-Doroff (2009) interviewed 22 participants.  From the original cohort, at least 

five new counselor educators were no longer working as counselor educators after six 

years (Magnuson et al., 2009).  Four themes emerged from the data:  work 

environment, sources of satisfaction and pleasure, interplay between professional and 

personal lives, and change and transformation (Magnuson et al, 2009).  Participants 

echoed what other higher education faculty have said in that the expectations were not 

clear, nor were they realistic (Magnuson, et al., 2009).   Magnuson et al. (2009) found 

that participants who achieved tenure by this time felt satisfied with the support they 

were given during the tenure process.  Conversely, those who felt unsupported reported 

having difficulty in navigating and achieving tenure (Magnuson et al., 2009).   

Regarding the theme of the work environment, three subthemes emerged:  

relationships, workload, and politics.  In general, participants described the work 

environment as “unhealthy” and “abusive” in some cases (Magnuson, et al., 2009, p. 

61).  One participant stated that many of the behaviors in higher education are in direct 

opposition to what is taught in counseling (Magnuson et al., 2009).  Others reported 

positive aspects of the environment such as flexible schedules, blocks of time between 

semesters, and time to do their research (Magnuson et al., 2009).  Regarding 

relationships, participants reported either supportive or unsupportive relationships with 

other faculty members, chairs, directors, or deans.  Some participants shared 

anecdotes of their department chairs or colleagues making efforts to include them, 
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connect with them, and support them (Magnuson et al., 2009).  Unfortunately, 

participants reported many more negative issues and interactions than positive ones 

(Magnuson et al., 2009).  Relationship difficulties included lack of mentorship, hostile 

and competitive colleagues, power differentials between older and newer faculty, 

colleagues dismissing ideas from newer faculty (Magnuson et al., 2009).   

In addition to relationships, counselor educators reported that the workload 

impacted the work environment.  Participants reported dissatisfaction with limited pay 

and unbalanced workloads (Magnuson et al., 2009).  Participants reported that their 

professional roles as mentor, teacher, researcher, scholar, and provider of services for 

the university were in conflict with each other and could not be completed (Magnuson et 

al., 2009).  One participant was quoted as saying “The work never stops and this job will 

consume you if you don’t set limits” (Magnuson et al., 2009, p. 62).  Closely related to 

relationships and workload, politics was the third theme to arise from participants.  

Participants were not as specific regarding this theme, but mentioned how much power 

is yielded “behind the scenes” (Magnuson et al., 2009, p.62).  One participant 

commented about how different the environment is in higher education than in the 

business world in that change is typically inefficient, requires many meetings, 

committees work instead of individuals, and various consultations must occur 

(Magnuson et al., 2009).   

Matheson and Rosen (2012) studied the satisfaction of work-life balance of 16 

family and marriage therapy faculty members.  Six participants reported feeling satisfied 

with their level of balance, six reported feeling dissatisfied with their level of balance, 

and four were undecided as they sometimes felt positively and sometimes felt 
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negatively about their work-life balance (Matheson & Rosen, 2012).  Of the six 

participants who reported feeling satisfied, one was female and five were male, all had 

either achieved tenure or were not in tenure-track positions and thereby not required to 

publish, do research or write grants, most reported that their religion or spirituality was 

important to them, and all were married (Matheson & Rosen, 2012).  Most of the men 

reported having their spouse working at home to take care of children and the home.  Of 

the six who reported feeling dissatisfied, all were female and three held tenure-track 

positions (Matheson & Rosen, 2012).   All of the participants reported that there were 

moments when they felt balanced and that they felt dissatisfied with the general life 

balance overall.  The participants reported that they felt the imbalance was heavily 

slanted toward the work side (i.e., they worked too much).  Matheson and Rosen (2012) 

found that overall, older faculty, men, and those who had more career experience were 

more likely to report satisfaction in their work-life balance.  Although one older male who 

had reported satisfaction in his work and home life recounted a time when he worked 

approximately 20 hours per day for one week, he made a distinction in that the 

imbalance was temporary and quickly changed.  The six women who reported 

dissatisfaction in their work-life balance reported that the imbalance was ongoing, not 

recent or temporary (Matheson & Rosen, 2012).   

  Women in higher education and counselor education are personally impacted in 

many positive ways when they become mothers; however, there are many difficulties 

that they face in balancing their roles as mothers and employees.  In contrast, becoming 

a father appears to have little negative impact on the professional career development 

or the work-life balance of males in higher education and counselor education.  When 
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men in higher education become fathers early in their careers (within the first 5 years), it 

is beneficial to their academic careers in that they often achieve tenure at somewhat 

higher rates than those who do not have a child early on (Mason & Goulden, 2002). 

Healey and Hays (2012) speculated that some of the professional success that men 

experience may be due to receiving better mentorship, more peer support, or more 

individual or societal encouragement to engage in activities related to professional 

development.  In contrast, women who have babies early in their academic careers 

achieve tenure at far lower rates than women who have babies later (after 12-14 years 

in the profession), than single women, and far lower rates than men (Mason & Goulden, 

2002). 

Mothers in Counselor Education 

Mothers in counselor education appear not to be all that different from other 

professional mothers; however, counselor education is not only a career which requires 

long hours, but also requires faculty to take on various roles and can be emotionally 

draining work (Solomon & Barden, 2016).  These additional responsibilities and 

stressors create intrigue about the experiences of this population and encourages 

studying this population.  The experiences of mothers in counselor education has been 

studied from various angles such as from the perspective of counselor education 

doctoral students (Holm, Prosek, & Godwin, 2015), minority counselor education 

doctoral students (Zeligman, Prescod, & Greene, 2015), counselor educators 

(Hermann, Ziomek-Daigle, & Dockery, 2014; Trepal & Stinchfield, 2012; Trepal et al., 

2014), and minority counselor educators (Haskins, Ziomek-Daigle, Sewell, Crumb, 
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Appling, & Trepal, 2016; Shillingford, Trice-Black, & Butler, 2013).  These studies are 

explored in the following section.   

Holm et al. (2015) conducted a phenomenological study of 10 mothers who were 

doctoral students in counselor education.  They reported finding three themes reported 

by women who became mothers during their doctoral studies:  evolving identity, 

protective factors, and hindrances.  The women in this study reported having a 

changing, or evolving, identity from student to mother (Holm et al., 2015).  Within this 

overall theme of evolving identity, the authors identified a four factor chronological 

process:  student identity, influence of family values, mother identity, and reflections 

(Holm et al., 2015).  All of the participants reported having a firm and foundational 

identity as students with a commitment to complete their programs (Holm et al., 2015).  

The participants reported that the family values they held helped to form their complex 

role as mothers (Holm et al., 2015).  Participants reported reprioritizing their energies 

and focus to their babies instead of to their careers and seeing their babies as 

motivation to complete their studies (Holm et al., 2015).  In reflecting on their choices, 

six of the participants reported satisfaction with their decisions to become mothers 

during their doctoral studies (Holm et al., 2015).   

Of the 10 participants in the study, 8 reported that mentors were a protective 

factor for them (Holm et al., 2015).  One participant reported choosing to have a baby 

during her program due to having protective factors such as having familial help with 

caregiving and having a strong mentor (Holm et al., 2015).  Within the context of 

protective factors, three subthemes emerged:  mentors, family, and work reductions.  
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Mentors were largely helpful in providing emotional and logistical support to participants 

(Holm et al., 2015).  Emotional support included compassionate responses and 

assistance in navigating pregnancy, the transition into motherhood, and duties related to 

school.  Logistical support included the mentor being able to provide alternative ways to 

move through or sequence the program.  Participants reported mentors checking in on 

them and supporting them making decisions that worked best for their family life were 

very valuable to them as sources of comfort and support (Holm et al., 2015).   

Mentors were but one protective factor reported by participants.  Family support 

was reported by all participants as a protective factor whether they reported they had 

family nearby or not (Holm et al., 2015).  Family support included assistance with 

caregiving, helping with household chores such as cooking, and providing emotional 

support to participants.  Although participants often mentioned that having their families 

of origin available to help them was crucial, they also reported finding value in being 

validated and encouraged by supportive spouses or partners (Holm et al., 2015).   

Lastly, creating reductions in the workload was another essential protective factor 

reported by participants (Holm et al., 2015).  Some participants described transitioning 

from working full-time and being a full-time student to working part-time and being a full-

time student after the transition to motherhood (Holm et al., 2015).  An additional way 

that participants reported participating in work reduction was by taking maternity leave 

after having their babies (Holm et al., 2015).   

In addition to having protective factors that worked in their favor, all participants 

reported having had hindrances to their experiences as mothers in counselor education 
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doctoral programs (Holm et al., 2015).  The authors identified three subthemes of 

hindrances in this study:  unexpected experiences, time line delays, and managing 

resources (Holm et al., 2015).  Some women reported that either themselves or their 

babies experienced physical health issues which affected their school performance as 

well as their financial aid.  Numerous participants reported experiencing unexpected 

mental health issues as well, ranging from fatigue to symptoms of postpartum 

depression.  Other unexpected experiences included negative reactions from other 

counselor educators, especially related to being able to be hired while pregnant (Holm 

et al., 2015).  Participants who reported experiencing time line delays reported that 

having a baby delayed their graduation date or their job search time line (Holm et al., 

2015).  Lastly, participants reported that some hindrances stemmed from 

miscommunication between themselves and their programs and/or university which 

increased their levels of stress.   

Although the experience of mothers in counselor education doctoral programs 

has been studied generally, minority mothers in counselor education doctoral programs 

have been studied more specifically.  Zeligman et al. (2015) completed a 

phenomenological study of five minority women in counselor education doctoral 

programs.  The women reported feeling at a disadvantage in comparison to their peers 

due to lack of mentorship from minority faculty members.  This appears unfortunate 

because mothers in counselor education programs overall reported that mentors are an 

essential protective factor (Holm et al., 2015).  
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In a preliminary study of five mother counselor educators, Hermann, Ziomek-

Daigle, & Dockery (2014) explored the experiences of motherhood and work life 

balance of counselor educators.  They found that women experienced what they called 

the “maternal wall” (a term used by Williams & Segal, 2003) in addition to the glass 

ceiling.  The maternal wall is an obstacle which counselor educators with children 

reported inhibits career development and promotion.  Participants reported that the 

challenges in balancing work and family are becoming harder to achieve as they 

echoed the literature in that their experiences of the expectations to achieve tenure of 

have increased, the university environment promotes working harder and longer hours, 

and that historically, motherhood has had a detrimental effect on career in higher 

education. Due to the increased work demands, high levels of stress, and the strenuous 

demands of motherhood, Solomon and Barden (2016) suggested a self-compassion 

framework for mentoring mothers in counselor education.  

Trepal and Stinchfield (2012) effected a qualitative, phenomenological study of 

20 MCEs and found that participants reported difficulty in finding a balance between 

managing their roles as mothers as well as professional educators.  Participants in this 

study reported that part of the fear that they experience relates to how they are being 

seen by others.  For example, participants reported that although some of the 

universities where they worked offered the option to stop the tenure track, they feared 

negative consequences if they asked to implement a stoppage to the tenure clock 

(Trepal & Stinchfield, 2012).  The participants expressed fear that they would be 

evaluated on an additional year of production instead of that year off being seen as 

being a true break (Trepal & Stinchfield, 2012).  The fear does not simply surround 
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purely professional consequences as a faculty member.  In a phenomenological study 

of 10 female doctoral students, Trepal et al. (2014) found that one fear that a student 

shared was surrounding the very fact that she was a mother.  The participant was 

quoted as asking herself if she should reveal to others that she was a mother for fear of 

the consequence that others would not see her as a serious student (Trepal et al., 

2014). 

Haskins, Ziomek-Daigle, Sewell, Crumb, Appling, & Trepal (2016) studied eight 

African American mother counselor educators in a phenomenological study.  Six 

themes were identified in this study including race, professional strain, work-life 

balance, support, internalized success, and mothering pedagogy.  The participants 

reported that they have experienced both sex and race bias in the departments for 

which they work (Hermann et al., 2016).  The participants also reported that they are 

relied on heavily to provide emotional support to other African American students, an 

additional complication to the need to provide emotional support for children at home.  

These mother counselor educators reported that they are highly stereotyped within 

academia as well based on their race and gender alone.  

Discrimination, tension, fear, lack of support, and difficulties with balancing work 

and home responsibilities are cited challenges for mothers in academia and may be 

assumed to impact levels of personal wellness. Work and family are central to wellness 

(Roscoe, 2009).  Because so many studies of mothers in higher education and in 

counselor education have echoed similar sentiments about and difficulties with 

71



balancing both their home and work lives, the overall wellness levels of mothers who 

are counselor educators is likely being affected.   

Wellness  

There are many names by which wellness is called such as well-being, 

happiness, and subjective well-being (Toussaint & Friedman, 2008).  Although there are 

variations in the terminology and definitions of wellness, one of the most widely used 

and accepted conceptualizations of wellness in the counseling field is the Wheel of 

Wellness, created by Myers, Sweeney, and Witmer (2000).  In their holistic view of 

wellness, Myers et al. (2000) defined wellness as “a way of life oriented toward optimal 

health and well-being in which body, mind, and spirit are integrated by the individual to 

live more fully within the human and natural community.” (p. 252). In a perfect world, 

they asserted that wellness “is the optimum state of health and well-being that each 

individual is capable of achieving” (Myers et al., 2000, p. 252).  Their model of wellness, 

the Wheel of Wellness, is literal wheel on paper in which the spokes are comprised of 

various facets of life pertaining to the Adlerian tasks of life as well as to more macro 

issues such as community, national, governmental, and global issues (Witmer, 

Sweeney, & Myers, 1996).  

The center of the wheel is labeled spirituality.  Myers et al. (2000) posited that 

spirituality is the center, or core, of a person.  Furthermore, spirituality is not only the 

most essential trait held by healthy people (Seaward, 1995), but is also conceptualized 

as the well-spring of all other aspects of wellness (Chandler, Holden, & Colander, 

1992).  High levels of well-being have been linked to a better ability to resist the 
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negative effects of stress (Lightsey, 1996).  Additionally, spiritual support is closely 

related to social support and has been discovered to have a buffering or mediating 

effect on stress (Lindgren & Coursey, 1995).  For the purposes of conceptualizing 

spirituality, it is of note that Myers et al. (2000) made a distinction between individual 

spirituality and organized religion.  While the two are not mutually exclusive, they are 

not one-in-the-same.   

The next rung on the wheel is self-direction.  Self-direction refers to the ability of 

people to direct their lives by adequately performing day-to-day tasks in order to meet a 

larger life goal (Myers et al., 2000).  Overall, the concept of self-direction denotes a 

sense of purposiveness, discipline, and mindfulness (Myers et al., 2000).  The ability for 

self-direction is influenced by people’s sense of worth, realistic beliefs, emotional 

awareness and coping, ability to problem-solve and be creative, sense of humor, 

nutrition, exercise, self-care, stress management, as well as both gender and cultural 

identities (Myers et al., 2000).  Each of the spokes on the Wheel of Wellness represent 

these various factors which move people toward or away from fulfilling the following 

tasks of life:  love, work and leisure, and friendship.   

Regarding the task of work, Myers et al. (2000) made an argument that it is 

essentially the most necessary task required for conservation of life, especially where 

work is rewarded through financial means.  Work can be beneficial economically, 

psychologically, and socially (Hers & Cramer, 1988).  Lam, Foong, & Moo (1995) 

reported that when people feel competent in their duties at work, it has a positive effect 

on their levels of life satisfaction.  Likewise, Burke and McKeen (1995) reported that 
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work proficiencies and results are reliably and positively related to emotional well-being.  

Davidson and Gilbert (1993) described the importance of having meaningful work with 

balanced time, energy, and satisfaction dedicated to friends and family.  For example, it 

has been reported that among working women, those whose work had equal or higher 

priority to their home life reported higher scores regarding depression and role conflict 

compared to their peers who reported putting their relationships as the highest priority 

(Napholz, 1995).  Job security has also been listed as vital to the psychological well-

being of workers (Kuhnert & Palmer, 1991).  Additionally, Ulione (1996) reported that 

flexibility in work is positively correlated with self-reported overall emotional well-being in 

both men and women.  Warn (1994) stated that having a valued social position at work, 

having clarity regarding job description and work assignments, and feeling a sense of 

control regarding the work environment and assignments positively correlates with 

emotional well-being.  In addition to all above-mentioned factors with affect the task of 

life of work, Haworth and Hill (1992) reported that leisure activities outside of work may 

also contribute to well-being at work.    

Leisure is defined by engagement in recreational undertakings or play (Myers et 

al., 2000).  When leisure activities are a good match for a person’s personality, it 

positively influences life satisfaction (Melamed, Meir, & Samson, 1995).  Leisure time 

can be spent engaging in a broad spectrum of things including intellectual, social, 

physical, creative, and volunteer events activities which have a positive impact on 

wellness (Ragheb, 1993).  Myers et al. (2002) noted exercise as the most effective way 

to reduce stress regarding leisure activities.   In addition to buffering or mediating stress 
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through exercise, other leisure activities provide social support and assist in the 

development of psychological toughness (Coleman & Iso-Ahola, 1993).   

The task of friendship encompasses all social connections or relationships that 

are not spousal, familial, or romantic and which can occur at an individual or community 

level (Myers et al., 2000).  Following this line of reasoning, these relationships or 

connections include friends, close friends, and coworkers.  The final conclusion of a 

literature review on the topic established that the yearning to form long-term, secure, 

and caring friendship relationships with the same people is basic to human nature 

(Baumesiter & Leary, 1995).  Social supports are resources provided by one person to 

another person in order to meet a person’s basic social needs (Cohen, Mermelsteine, 

Kamarck, & Hoberman, 1985).  Social support itself is provided to people through their 

friendship relationships and is positively correlated with physical and emotional health 

(Ulion, 1996).  Social support has been found to be a buffer against the effects of stress 

(Cohen et al., 1985).   

The final task of life included in the Wheel of Wellness is love.  Love relationships 

are shaped on the basis of reciprocal, unceasing, and enduring commitment (Myers et 

al., 2000). Sarason, Shearin, Pierce, & Sarason, 1987) postulated that feeling loved and 

valued by others, regardless of the number of people one feels loved and valued by, is 

the most fundamental element of social support. Many studies echo similar findings in 

that people with poor, no, or limited love relationships are at greater risk for health 

concerns, depression, higher mortality rates, poorer immune system functioning, and 

lower self-report of purpose in life (Al-Kandari & Crews, 2014; Berkman & Syme, 1979; 
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Hafen, Franksen, Karren, & Hooker, 1992; Kiecolt-Glaser, Malarkay, Chee, Newton, 

Cacioppo, Mao, & Glaser, 1993; LeGrand, Scheid, & Whetten, 2016; Ornish, 1998; 

Shek, 1995; Uchino, 2006).   

Wellness has been studied in recent years as it relates to quality of life (Rouprêt, 

2016), increased savings for employers (Baicker, Cutler, & Song, 2010), food choice 

(McMahon, Williams, & Tapsell, 2010), overall health (Flint, Scaife, Kesterton, 

Humphreys, & Copleland, 2016), mental health (Swarbrick & Moosvi, 2010), and 

various physical health impacts on wellness (Mora, 2014).  This is to say that wellness 

has been studied from many angles.  Wellness has been clearly tied to social support in 

the above-mentioned literature.  The following sections address what is known in the 

current literature regarding the levels of wellness of mothers, the levels of wellness and 

working mothers, and the levels of wellness of counselor educators.  

Wellness Level in General of Mothers 

Not all experiences of motherhood are joyous and result in health of both the 

mother and child.  Some adolescents become mothers before they are financially able 

to finish school, some women become mothers and live in poverty, some women 

become mothers to children with disabilities.    Some women become mothers among 

any combination of those factors.  Mackey and Goddard (2006) studied the experience 

of health and wellness in mothers of young children with intellectual disabilities in 

Australia.  Five women participated in the study.   All participants reported being full-

time caregivers to their children with developmental disabilities under five years of age 

(Mackey & Goddard, 2006).  Mackey and Goddard (2006) reported that four themes 
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emerged from the data:  the predominance of the work involved in mothering, being on 

one’s own, being constantly tired, and being ever-alert.  The participants reported that 

the job of caring for a child with a disability does not end and the attention and focus is 

so heavily upon the child that they often are unaware of their own state of health and 

needs (Mackey & Goddard, 2006).   The participants reported being so inundated with 

professional and doctor appointments for their children that one participant reported 

having 19 professionals involved in caring for her child at one point in time (Mackey & 

Goddard, 2006).  Mothers reported performing all work typically completed by mothers 

in addition to the special tasks needed to take care of their children with disabilities 

essentially solo (Mackey & Goddard, 2006).   

The second theme was identified as being on one’s own.  This theme largely 

identified the feeling that the mothers were lacking social support and felt the need to 

cope by themselves while continuously pushing forward as the children continued to 

need constant care (Mackey & Goddard, 2006).  In regards to being continuously tired, 

participants reported that they rarely sleep through the night as caretaking needs arise 

for their children throughout the night (Mackey & Goddard, 2006).  One participant 

reflected that she realized she should try to go to sleep at an earlier hour and how the 

lack of sleep affects her own health and wellbeing (Mackey & Goddard, 2006).  In a 

circular and vicious cycle, the participants reported not resting or relaxing fully in order 

to be present should their children need them (Mackey & Goddard, 2006).  The 

participants reported being constantly alert and ready to assist with the needs of their 

children at any time (Mackey & Goddard, 2006).  Lastly, the participants reported not 

trusting other to take care of their children in the ways that are medically necessary in 
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many cases (Mackey & Goddard, 2006).  One participant reported that she felt 

somewhat comfortable leaving her son with her husband and mother, but not with 

friends (Mackey & Goddard, 2006).  Another participant reported being weary of how 

often she asked any friends for help because she did not want to burden her friendships 

(Mackey & Goddard, 2006).   

In a qualitative study of nine new mothers, Currie (2009) found that participants 

reported using three main approaches to sustain a perceived sense of wellness.  The 

three main approaches were obtaining help, having a plan, and taking time out (Currie, 

2009).  Obtaining help referred to relying upon their social support networks to help 

meet their needs as new mothers.  Even though plans do not always come to fruition, 

the participants spoke about having some type of plan in order to have some 

predictability or structure in their lives as new mothers (Currie, 2009).  The participants 

reported that taking time out to relax and regroup helped them feel an increased sense 

of wellness overall (Currie, 2009). Overall, this speaks to the idea that new mothers 

value having social support and a sense of control over their time.   

While the very concept of wellness has a typical strengths-based and positive 

focus, much of the literature surrounding wellness in mothers actually measures levels 

of stress (Hassal, Rose, & McDonald, 2005; Miller, Gordon, & Daniele, 1992) or other 

factors which are considered to contribute to wellness levels.  For example, physical 

activity has been studied in regards to levels of wellness in mothers (Clarke, Freeland-

Graves, Klohe-Lehmen, Milani, Nuss, & Laffrey, 2007), but focusing on one aspect of 

wellness misses the mark in capturing the overall picture of wellness of mothers.   

Wellness of Working Mothers  
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There is a dearth of quantitative literature regarding the wellness levels of 

working mothers.  However, there are themes that have arisen based on the literature 

mentioned previously.  Although numbers are lacking for this particular population, 

many voices have been heard in the qualitative studies described in prior sections.  The 

main factor to consider regarding wellness is the idea that one facet affects all other 

facets of wellness (Myers et al., 2000).  Professional women have repeatedly reported 

across studies and professions that there is an imbalance in work and home life which 

is troublesome for them (Collins et al., 1998; Cuddy et al., 2004; Gilbert, 2005; Hermann 

et al., 2014; Keim & Erickson, 1998).  This imbalance causes decreased wellness as it 

has been established that the state of well-being is affected by aspects of both work and 

home life. 

In a longitudinal (27-year-long) study of the occupational career patterns of 549 

Swedish women, Huang and Sverke (2007) recognized that over the course of their 

lifetime, women have a constellation of multiple role-activities.  Specifically, the authors 

acknowledged three major life domains (education, family, and work) in which seven 

major activities may take place.  The seven activities are:  full-time study, parental 

leave, study combined with work, full-time work, part-time work, unemployment, and 

unclassified activities (Huang & Sverke, 2007).  The authors examined the job 

perceptions, work attitudes, and quality of life of the participants.  Huang and Sverke 

(2007) found that women who were entrepreneurs reported having more control over 

their work schedules than all other women expect for associate professionals.  

Professionals overall reported more perceived role conflict and lack of clarity concerning 
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goals than women who held positions such as clerks or service/shop sales workers 

(Huang & Sverke, 2007).   

Regarding work attitudes, Huang and Sverke (2007) found that the level of 

intrinsic job satisfaction was significantly higher for female entrepreneurs than for 

women in lower-level occupations.  The level of intrinsic job satisfaction was also higher 

among professionals than unskilled workers (Huang & Sverke, 2007).  The terms quality 

of life and wellness are used interchangeably in this study.  The authors reported that 

the quality of life was not initially found to be statistically different regarding life 

satisfaction or work-family conflict of women across different careers; however, they 

found that professionals reported more work-family conflict than women working as 

service/shop sales associates and clerks in post-hoc analysis (Huang & Sverke, 2007).   

Wellness of Counselor Educators 

Attending to one’s level of wellness is vital to the counseling profession.  In fact, 

counselors have traditionally rejected the medical model of diagnosis and treatment (a 

deficits-based model) and adopted a wellness model (strengths-based approach) 

instead (Myers & Sweeney, 2006).  According to Myers (1991, 1992), wellness is the 

standard of counseling and development.  According to Section C of the American 

Counseling Association’s Code of Ethics (ACA; 2014) if counselors, counselor 

educators, and supervisors are not well, they are potentially endangering the lives of 

clients and supervisees.  One of the very basic characteristics of counseling as a 

profession is the loyalty to the wellness model (Pierce & Herlihy, 2013).  Counselor 

educators have a responsibility to maintain personal wellness because of the fact that 

wellness is foundational for counseling professionals (Myers & Sweeney, 2008; Pierce 
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& Herlihy, 2013).  Furthermore, based on the Wheel of Wellness explored above, 

balance in work and home life contribute to the level of wellness in the tasks of life of 

work and leisure.  Therefore, the work-life balance is essential to the general level of 

wellness of counselor educators.   

Based on the premise that the code of ethics of the profession of counseling 

mandate that counselors attend to their wellness and being a mother, women are 

socialized and expected to perform more than half of the childcare activities and do 

twice as much housework as men, Pierce and Herlihy (2013) completed a qualitative 

phenomenological study regarding the experience of wellness in seven doctoral student 

mothers in counselor education.  Although wellness and self-care is talked about and 

verbally encouraged among counseling professionals, practicing professionals and 

doctoral students often report difficulty in attending to wellness (Pierce & Herlihy, 2013).  

Wellness was one of the five main categories that was illuminated in this study.  Each of 

the seven participants reported that they had sacrificed some aspect of holistic wellness 

as mothers who were doctoral students (Pierce & Herlihy, 2013).  One participant 

reported a shift in her spiritual well-being as her time was otherwise consumed with her 

doctoral work and she was no longer able to attend church services as she once had 

(Pierce & Herlihy, 2013).  Other shifts in wellness reported by participants included 

difficulties with physical health and lessened social connections and support (Pierce & 

Herlihy, 2013).   

As previously mentioned, when roles are complementary and not competing, 

educators report higher levels of productivity and work-life balance (Ackelsberg et al., 
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2004).  Job satisfaction then, it follows, is an important component to consider in 

wellness and work-life balance.  According to COACHE (2010), it is vital to the 

recruitment and retention of women in counselor education to understand various 

components that impact female faculty members’ job satisfaction. When considering the 

components of wellness, work is a major life tasks which requires a great sum of overall 

resources (Hill, 2005; Myers et al., 2000).  Additionally, Hill (2004) reported that an 

increase in wellness among female counselor educators may contribute to the overall 

wellness levels of their students and the clients whom their students counsel.    

Shillingford et al. (2013) used qualitative methods to study the wellness 

experiences of minority female counselor education faculty.  Eight female minority 

counselor educators agreed to participate in the study and self-identified as Asian, West 

Indian, African, Latina, and African American (Shillingford et al., 2013).  Four themes 

were identified after data analysis which were attraction to the field of counselor 

education, challenges as a result of status as a female minority counselor educator, 

feelings of personal success, and personally and professionally valuable wellness 

practices (Shillingford et al., 2013).  Regarding attraction to the field, participants 

reported a passion for counseling and for helping fill gaps or solve problems in the field 

(Shillingford et al., 2013).  Participants described four sub-themes concerning 

challenges they face as female minority counselor educators:  challenges with students, 

overwhelming workloads, high expectations, and feelings of isolation.   

Participants reported that students overtly did not trust them due to their minority 

status.  For example, one participant reported that a student may ask her a question 

82



about counseling and then ask her colleague who looked more like the student 

(Shillingford et al., 2013).  Another participant reported having difficulty being 

questioned by students, despite her experience and knowledge (Shillingford et al., 

2013).  Some participants reported experiencing microaggressions from students as 

well as being called names because of student prejudices towards minorities 

(Shillingford et al., 2013).  Another faculty member reported feeling frustrated that 

because she is Black, she must address her race and process the experience of the 

students having a Black professor before she can teach course content (Shillingford et 

al., 2013).   

In addition to having to manage covert and overt racism or microaggressions, 

minority female counselor educators have to manage an overwhelming workload.  In 

balancing expectations in order to achieve tenure, participants reported that being 

overinvolved in service by having to sit on committees as the minority voice was 

disproportionate, but to decline would risk tenure (Shillingford et al., 2013).  The over 

commitment on committees and boards detracted from time that could have been spent 

on research (Shillingford et al., 2013).  Other participants shared having to teach the 

diversity course simply because of their minority status and recommended rotating that 

course among the faculty members instead (Shillingford et al., 2013).   

Participants reported perceiving that administrators, colleagues or themselves 

had high expectations for their work performance—higher expectations than those to 

which their peers were held (Shillingford et al., 2013).  For example, one participant 

reported having to work “10 times harder than everyone else” (Shillingford et al., 2013, p 
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261).  Similar sentiments were echoed by other participants, which indicates that 

minority female faculty may be experiencing additional pressure to perform duties 

related to their job than their peers.  Lastly, participants reported feeling alienated 

professionally (Shillingford et al., 2013).  Some participants reported not ever being 

considered for or informed of opportunities that were handed to their peers (Shillingford 

et al., 2013).  One participant reported that she was asked by a colleague why she was 

not teaching in her own country (Shillingford et al., 2013).  Another participant reported 

feeling alienated because people did not want to include her due to her accent 

(Shillingford et al., 2013).  Even while reflecting on their successes and achievements, 

participants still cried and expressed difficulty in thinking of some of the memories of 

their encounters with students and peers (Shillingford et al., 2013).   

Wellness practices identified that were beneficial to participants’ personal and 

professional success included spirituality, having a self-care plan, motivation to excel, 

setting boundaries, developing a strong professional identity, and cultivating and 

maintaining a strong and positive support system (Shillingford et al., 2013).   

Participants reported having faith in God, participating in church, prayer, and meditation 

as particularly helpful aspects of spirituality in their lives (Shillingford et al., 2013).  The 

participants reported that having and executing their self-care plans was essential to 

wellness and strongly tied into spirituality (Shillingford et al., 2013).  For example, 

participants reported the importance of making time for prayer and meditation, eating 

regularly and healthily, and engaging in recreational activities (Shillingford et al., 2013).  

Participants reported that having a balance in personal and professional life increased 

professional success (Shillingford et al., 2013).   
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Another facet to wellness for counselor educators was the participants’ 

motivation to excel.  Participants reported that having internal drive to succeed 

professionally helped them to face and overcome challenges they faced in their 

professional lives (Shillingford et al., 2013).  Setting their boundaries emerged as 

another aspect of wellness for these participants (Shillingford et al., 2013).  This 

subtheme incorporated knowing themselves regarding their own strengths and 

weaknesses, protecting their personal lives and time, and decreasing their workload 

when stress becomes unmanageable (Shillingford et al., 2013).  In order to develop a 

strong professional identify, participants reported being involved in organizations and 

professional growth opportunities in which they felt they belonged and were welcome 

(Shillingford et al., 2013).  Finally, participants highlighted the importance of having 

social support.  Specifically, participants reported that having mentors who were 

successful, available, and invested in the participants was vital to their sense of 

wellness (Shillingford et al., 2013).  Additionally, participants stated that having spousal 

support, being involved at church, and having supportive friends was key to their holistic 

sense of wellness (Shillingford et al., 2013).   

Workload, Production, and Wellness. As previously discovered and 

mentioned, faculty in higher education are required to adhere to rigorous standards and 

an ever-increasing workload.  There are three main components among which faculty 

workload is divided: (1) teaching, (2) research, and (3) service (Easterly & Pemberton, 

2008).  Link, Swann, and Bozeman (2008) conducted a time allocation study of 

university faculty regarding teaching, research, grant writing, and service.  The results 

were presented by rank and gender.  Link et al. (2008) reported that the mean hours 
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spent working by assistant professors in total was 56.01 hours weekly with women 

reporting working less than one full hour more than men.  Assistant professors reported 

teaching 17.66 hours weekly with women teaching 19.53 hours per week and men 

teaching 17.25 hours weekly (Link et al., 2008).  Assistant professors reported spending 

22.68 hours weekly on research with women reporting 20.39 hours weekly and men 

reporting 23.18 hours weekly (Link et al., 2008).  Regarding grant writing, assistant 

professors reported spending 6.49 hours weekly on this task with women spending a 

reported 6.86 hours weekly and men spending a reported 6.41 hours weekly (Link et al., 

2008).  Lastly, regarding service, all faculty members reported spending an average of 

9.18 hours weekly in service with women spending an average 9.40 hours weekly and 

men spending an average of 9.14 hours weekly in service (Link et al., 2008).  Female 

assistant professors reported spending more time on teaching, grant writing, and 

service and overall than their male counterparts (Link et al., 2008).    Male assistant 

professors, however, reported spending more time on research than their female 

counterparts (Link et al., 2008).   

Associate professors reported spending a total of 52.49 hours weekly working 

with women reportedly working 54.27 hours weekly and men working a reported 52.20 

hours weekly.  (Link et al., 2008).  Associate professors reported spending an average 

of 18.54 hours weekly teaching with women spending a reported 19.26 hours weekly 

and men reportedly spending 18.42 hours weekly on the task (Link et al., 2008).  

Associate professors reported spending an average of 17.36 hours weekly on research, 

with women spending a reported 15.87 hours weekly and men spending a reported 

17.59 hours on the task (Link et al., 2008).  Associate professors reported spending 
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4.13 hours weekly on grant writing, with women reportedly spending 4.93 hours weekly 

and men reportedly spending 4.01 hours weekly on the task (Link et al., 2008).  

Regarding service, associate professors reported spending an average of 12.46 hours 

each week with women spending 14.22 hours weekly and men spending a reported 

12.18 hours weekly on service responsibilities (Link et al., 2008).   

Full professors reported spending a total of 53.85 hours working weekly with 

women reportedly spending 54.62 hours weekly and men reportedly spending 53.79 

hours weekly (Link et al., 2008).  Full professors reported teaching an average of 15.68 

hours weekly, with women reportedly spending 14.73 hours weekly and men reportedly 

spending 15.76 hours weekly teaching (Link et al., 2008).  Regarding research, full 

professors reported spending a total of 19.16 hours weekly, with women spending a 

reported 17.57 hours weekly and men reportedly spending 19.28 hours weekly (Link et 

al., 2008).  Full professors reported spending a total of 4.11 hours weekly on grant 

writing, with women reportedly spending 5.58 hours weekly and men reportedly 

spending 4.00 hours weekly (Link et al., 2008).  Full professors reported spending 14.90 

hours weekly on service with women reporting 16.74 hours weekly and men reporting 

14.76 hours weekly (Link et al., 2008).   

In sum, the average number of hours reported by all ranks was over 50 hours 

weekly.  Female faculty reported spending more time teaching than their male 

counterparts at the ranks of assistant and associate professors, but not full professors. 

Female faculty reported spending more time in grant writing, service, and in total as 

compared to their male counterparts across all ranks.  Male faculty members reported 

spending more time across all ranks in research than their female counterparts.  
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Although this research is helpful to understand how faculty members allocate their time 

throughout a typical week, it does not reveal the level of productivity among higher 

education faculty.   

In a study of 200 male and 200 female faculty surveys regarding time allocation 

and publication productivity of faculty members in higher education, Anderson and 

Slade (2016) reported interesting findings.  According Anderson and Slade (2016), men 

reported spending approximately 4.6 hours weekly on grant writing, whereas women 

reported spending roughly 5.5 hours weekly on grant writing.  Untenured assistant 

professors reported spending just over 6 hours weekly on grant writing as compared to 

their tenured counterparts who reported spending roughly 4.6 hours weekly on grant 

writing.  Associate and full professors reported spending approximately 4.8 and 4.5 

hours weekly on grant writing, respectively.  Overall, women reported spending more 

time weekly than men did and untenured assistant professors reported spending more 

time weekly than all others on grant writing (Anderson & Slade, 2016).  Additionally, 

Anderson and Slade (2016) found that as administrative pressure to produce increased, 

both the time allocated for writing and the amount of “uninteresting” grants or contracts 

obtained increased as the job satisfaction decreased (p. 115).  Faculty members 

reported being productive and appeared to meet the expectations of the institutions for 

which they work and report decreased job satisfaction with increased pressure to 

produce, regardless of their research interests (Anderson & Slade, 2016).  Lastly, 

Anderson and Slade (2016) found that faculty members with children at home reported 

spending more time writing grants and contracts overall than their childless counterparts 

or those without children still in the home.  They offered that, perhaps, children provide 
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a great deal of pressure and motivation for faculty to be successful and manage their 

time optimally.  Fox (2005) described this as the disciplined allocation of time (p. 143), 

meaning that faculty with children may work more efficiently during the time allotted for 

research and writing.   

Regarding workload and productivity, Fox (2005) studied gender, family 

characteristics, and publication productivity among faculty in higher education.  Fox 

(2005) found that mothers in higher education with children who are of preschool age 

are more productive than their childless female counterparts.  Additionally, Fox (2005) 

reported finding that mothers in higher education with preschool aged children are also 

more productive than other mothers with children who are school aged (K-12).  This 

means that mothers of preschool aged children are more productive in research overall 

than all other female counterparts.  When considering the time pressure, stress, and 

lower levels of wellness reported by mothers of young children, this assertion may 

appear counter-intuitive.  However, based on the previously introduced idea of 

disciplined allocation of time, this is consistent with what Anderson and Slade (2016) 

found more recently.  Faculty with children appear to use their time for writing and 

research efficiently.   

Eagan and Garvey (2015) conducted a study examining stress in connection to 

race, gender, and stress with faculty productivity.  They found that stress due to family 

obligations did not decrease teaching or research productivity of faculty members.  

However, they noted that subtle discrimination may have acted as a motivating factor 

for White men and women as it related to increased productivity (Eagan & Garvey, 

2015).  Whereas, people of color reported that subtle discrimination was a factor which 
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appeared to increase civic-minded practices, but decreased productivity (Eagan & 

Garvey, 2015).  This may altogether indicate that stress alone is not predictive of 

wellness or productivity.  Rather, it depends on the type of stress faculty report 

experiencing which positively or negatively impacts their academic productivity (Eagan 

& Garvey, 2015).  For example, based on the Eagan and Garvey study (2016), stress 

from discrimination negatively impacts productivity of faculty members of color; 

however, stress from family obligations does not have a negative impact on faculty 

member performance overall (Sax, Hagedorn, Arrendondo, & DiCrisi, 2002).   

Regarding counselor educators in particular, Barrio Minton, Fernando, and Ray 

(2008) conducted a study analyzing the productivity of 317 counselor educators over a 

10-year period.  They found that the range of articles published by counselor educators 

was between 0 and 40, which indicates that at the highest range, the counselor 

educators published roughly four articles annually.  They reported that in a 3- year 

period (from 2004-2006), the mean number of articles published was approximately 2 

for assistant, associate, and full professors alike.  This indicates that the average 

number of articles published by counselor educators was less than one article annually. 

With all of the time reportedly spent teaching, researching, grant writing, and in 

service, it begs the question of how faculty members continue for years at the rigorous 

pace described above.  High stress due to family obligations has not been found to be 

negatively associated with productivity, and therefore appears to be a factor in how 

people are able to continue to work with such stamina for many years.  Social support of 

those who are in relationship and live with these faculty members may impact the level 

to which they are able to perform. The following section will address social support and 
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its relationship to wellness.  Additionally, social support as it relates to mothers 

generally, working mothers, academicians, and counselor educators is explored below. 

Social Support and Wellness 

Although there is a dearth of quantitative literature regarding a link of social 

support to wellness, qualitative data suggests a direct link between the two concepts.  

Shillingford et al. (2013) studied eight minority female counselor educators and found 

that participants reported that a positive support system directly influenced their 

wellness levels.  Myers et al. (2000) presented their conceptualization of wellness in the 

Wheel of Wellness (see above for a detailed description) which consists of factors 

related to relationships—both intimate relationships and friendships.  This model of 

wellness promotes consideration of the holistic, indivisible self as well which includes 

special attention to the tasks of life, including work.  This indicates that work life and 

work satisfaction are directly related to wellness (Myers et al. 2000).  Because that link 

exists, and others have reported that receiving mentorship at work in counselor 

education specifically is a type of social support, it follows that the reported lack of 

social support among counselor educators would be detrimental to their levels of 

wellness.  

Social Support Level in General of Mothers 

As described above by Myers et al. (2000) and Shillingford et al. (2013), social 

support is crucial to people’s sense of wellness.  Social supports may act as a buffer to 

the drastic effects of stress experienced by persons who are stressed or in distress 

(Cohen et al., 1985).  When social support is required, the amount of received social 

support must meet the need or the support will be ineffective (Cohen et al. 1985).   
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Cohen and Hoberman (1983) found that even the perceived availability of social support 

had a buffering effect on the high levels of stress on negative life stress and depressive 

and physical symptomology in contrast to the actual availability of social support.   

Among mothers, Gjerdingen and Chaloner (1994) found that social support is 

especially important to mothers during the first year after giving birth.  They studied 436 

White, English-speaking, married, first-time mothers.  They found that the mental health 

of the mothers was related to multiple elements including the mothers’ early postpartum 

mental health, physical health, general health, infant illness, factors related to mothers’ 

work, miscellaneous variables such as maternal satisfaction with appearance, income, 

recreational activities, age, and hospital, as well as social support variables such as 

number of support persons, emotional support from spouses and others, and 

satisfaction with husbands’ household help.   Likewise, in a qualitative study of 24 first-

time mothers, Gjesfjeld, Weaver, & Schomer (2012) participants reported that social 

support was important to their health and well-being.    

Social support has consistently been found to decrease psychological distress 

(Minnebo, 2005).  According to Minnebo (2005), it is also valuable when one receives 

material and psychological support; however, social support is not valuable or effective 

if one does not need or ask for it.  Goldstein, Diener, and Mangelsdorf (1996) examined 

maternal characteristics and social support across the transition to motherhood with 70 

participants who were first-time mothers.  They found that although the mothers 

reported that social support is typically thought of as beneficial, it is unhelpful if mothers 

do not want or need it (Goldstein et al., 1996).  
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 Bhopal (1998) studied 30 South Asian mothers in London in regards to their 

social support, specifically from extended family members instead of the nuclear family.  

Two-thirds of the participants reported that due to traditional customs, the mother-in-law 

had a great deal of influence in the lives of the children (Bhopal, 1998).  In South Asian 

culture, the mother-in-law typically lives in the same home or close in proximity to the 

daughter-in-law (Bhopal, 1998).  Additionally, sisters-in-law also typically care for the 

children when the mother is working (Bhopal, 1998).  Some participants reported that 

although having this type of automatic support through childcare was invaluable, they 

also had frustrations (Bhopal, 1998).  For example, half of the participants reported that 

their mothers- or sisters-in-law contradicted commands or instruction given to the 

children by their mothers which sent mixed messages to the children (Bhopal, 1998).  

Mothers reported having to be subjected to criticism and judgment from the mothers-in-

law, even if they feel they are loved unconditionally by the mothers-in-law (Bhopal, 

1998). 

Russo, Lewis, Joyce, Crockett, & Luchters (2015) studied the emotional 

wellbeing and support needs of 38 Afghan refugee mothers who had been relocated to 

Australia.  Russo et al. (2015) stressed that their research was framed by both feminist 

and sociocultural models as they affirmed that women’s emotional wellness is 

interconnected with social and cultural milieus.  The researchers conceptualized 

community as one aspect of identity which is particularly meaningful in regards to social 

support (Russo et al., 2015).  The two themes reported by the authors were 

experiences within formal maternity care settings and experiences within the context of 

relationships, home, and community (Russo et al., 2015).  Regarding formal maternity 
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care settings, some participants reported feelings of satisfaction with the hospitals 

themselves, cooperative attitudes with healthcare providers, and having had received 

emotional support from their health professionals from pregnancy to birth (Russo et al., 

2015).  However, other participants reported feeling culturally disrespected by their 

healthcare providers during pregnancy and labor, which interfered with their support 

seeking in the formal setting (Russo et al., 2015).  Some Afghan women also reported 

being guarded with the health professionals regarding their mental health because they 

felt unstable due to the incredible amount of stress they were under as refugees—they 

reported worrying that they may lose their children if healthcare providers thought they 

were emotionally unstable (Russo et al., 2015).   

Regarding experiences with relationships, home, and community, participants 

reported difficulties in being separated from their families, especially their mothers and 

sisters during labor and the immediate postpartum period (Russo et al., 2015).  

Naturally, the participants reported a lack of social support which they attributed to 

having emotional struggles in early motherhood (Russo et al., 2015).  Women 

specifically described the labor and postpartum experience as a struggle which women 

in Afghanistan do not face due to the high levels of social support from family and other 

women (Russo et al., 2015).  In short, although this research studied a very specific 

group of women, the findings echo what other studies in the US have found—that social 

support is vital to the emotional wellness of new mothers and can be detrimental when 

there is a deficit in perceived or actual social support.   

Working Mothers and Social Support  
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When women combine work and motherhood, stress levels typically rise as the 

balance between work and home life becomes more difficult to achieve (Mudry, 

Kushner, & Neufeld, 2010).  In an ethnographic phenomenological study of 31 

participants, the employed mothers’ social support network composition was examined 

(Mudry et al., 2010).  The participants worked in a variety of positions and settings, 

some worked full-time, some worked part-time, and some were just returning to work 

(Mudry et al., 2010).  The women’s social support networks were comprised of six 

sources:  household family, non-household family, friends and neighbors, workplace, 

and formal services (Mudry et al., 2010).  Household support included spouses, older 

children who could help, and family members.  While some women reported a large 

amount of household support, others reported that after they returned to work, the initial 

emotional support and additional help with chores lessened with time (Mudry et al., 

2010).  Additionally, some women reported that when they threw themselves into their 

work and neglected household chores, the family would pick up their slack, but only 

temporarily (Mudry et al., 2010).   

Non-household family support included help and support from family members 

who lived outside of the home such as parents, in-laws, grandparents, siblings, and 

cousins (Mudry et al., 2010).  Although help with advice and babysitting were helpful, 

some women reported not having access to non-household familial support due to 

geographic reasons and others reported that the help was provisional or erratic (Mudry 

et al., 2010).  Friends and neighbors were often described as one in the same and 

participants reported that they were a source of support when family was unavailable 

(Mudry et al., 2010).   
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Many participants reported receiving support from their workplace as well.  There 

were many types of support offered by employers which included medical benefits, 

flexible hours, and shifts which were child-friendly (i.e., good hours to be able to take 

care of their children).  Participants reported that in some cases, their bosses were 

mothers themselves and understood when they needed to take time off due to having a 

sick child or because they needed to be on a field trip with their child (Mudry et al., 

2010).  In contrast, many participants reported lack of flexibility in the workplace and 

attributed that to policies being created and enforced by men who have never had to 

take care of children (Mudry et al., 2010).  In order to meet their needs for time off from 

time to time, women reported working extra hours when they were able so that they 

would not be penalized when they needed to be home (Mudry et al., 2010).   Lastly, two 

thirds of the women identified having formal support services such as health care, child 

care, personal support (e.g., counseling, life skills groups, addition recovery groups, and 

faith-based groups) (Mudry et al., 2010).   

Social support can also be conceptualized for working mothers in regards to the 

government, workplace, and the family (Abendroth, van der Lippe, & Maas, 2012).  In a 

study of 3, 036 employed European mothers, Abendroth et al. (2012) found assistance 

from the above-mentioned sources to be complementary instead of competing.  The 

researchers were interested in studying the effect of social support on mothers’ working 

hours.  Abendroth et al. (2012) found that there was a positive correlation between the 

amount of hours mothers were able to work outside the home and the amount of social 

support women received.   
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In a study examining the social support of working African American and Anglo 

mothers in the US, Benin and Keith (1995) investigated care of sick and out-of-school 

children, general babysitting help, and assistance with transportation.  Benin and Keith 

(1995) used the National Survey of Families and Households (NSFH) to collect data 

analyzed in this study.  The most concerning finding from this study is that for each type 

of social support available, impoverished mothers were either as likely or less likely to 

receive support as more wealthy mothers who had more resources.   

Social Support, Academicians, and Counselor Educators  

Social support has also been demonstrated to contribute to wellness for women 

and men in academia.  For example, many studies have found that having mentors in 

the academic setting was beneficial to faculty members (Hill, 2009; Ray, Huffman, 

Christian, & Wilson, 2016; Ward & Wolf-Wendel, 2005).  Mentors provide socio-

emotional support which is valuable to faculty members and their professional 

development (McGuire & Reger, 2003).   

Comer and Stites-Doe (2006) found that social support is instrumental in women 

achieving balance between work and family life.  They stated that the more balance 

women felt in career and home life, the more satisfaction they reported in each area.  

When female faculty worked in a university that created a culture which supported work 

and family issues, participants reported an increased balance in work and home life 

(Comer & Stites-Doe, 2006).  One way in which women reported receiving social 

support from the university as a whole was through provision of high quality childcare 

(Comer & Stites-Doe, 2006).   
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Working as a faculty member in counselor education can be stressful as it is a 

demanding job that requires multiple roles to be filled by each faculty member, may 

elicit feelings of fear and tension, and achievement of job security through tenure is 

difficult and less often obtained by women (Solomon & Barden, 2016).  Feelings of 

isolation are reported by both male and female faculty members (Hill, 2009; Wolf-

Wendel & Ward, 2006; Ray et al., 2016), which implies a lack of perceived social 

support.   

In a study of 300 full-time counselor educators, Hill (2009) found that pre-tenured 

counselor educators experienced more unclear expectations, more role overload, 

feelings of being personally isolated, more interpersonal tension, and stress-related 

physical issues when compared to their tenured colleagues.   Pre-tenured counselor 

educator faculty reported experiencing more feelings of anxiety, irritability and stress-

related health concerns than their tenured colleagues as well (Hill, 2009).  Coping 

resources such as recreation time, self-care, problem solving, time management, 

rational thinking, and social supports were also reported to be lower for pre-tenured 

faculty than tenured faculty (Hill, 2009).  

In their previously mentioned study of 20 counselor educators who were mothers, 

Trepal and Stinchfield (2012) found that within the theme of environmental influences, 

three subthemes emerged.  The subthemes were position flexibility, experienced 

discrimination, and felt support.  Participants reported that while a position among 

faculty is flexible in nature, it is also a never-ending job which means that it can be 

paused, but cannot be finished (Trepal & Stinchfield, 2012).  In opposition to the 

concept of social support, some participants reported experiencing discrimination in the 
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workplace.  One participant reported that she noticed she was not being offered perks 

for travel or overtime because of her status as a mother (Trepal & Stinchfield, 2012).  In 

another instance of discrimination, a participant recounted an interaction with the chair 

of her department when she gleefully remarked that she and a new coworker were due 

with their babies around the same time.  She reported that the department chair 

became angry and questioned if the newly hired counselor educator accepted the 

position knowing that she was pregnant at the time (Trepal & Stinchfield, 2012).  Other 

participants reported feeling support from their departments, institutions, and 

colleagues.  The realm of felt support included:  open communication regarding issued 

and expectations surrounding pregnancy and parenting, flexibility and assistance from 

colleagues when a child is sick by covering a class, and receiving mentoring from other 

faculty mothers.  As other studies have made clear, flexibility in work hours, 

discrimination, and felt support are all forms of social support identified among mothers 

in counselor education. 

Conclusion 

As previously mentioned, women have steadily increased in numbers in the 

workplace and mothers specifically comprise a large percentage of the workplace.  

Women continue to earn more high level degrees than men nationally, but are 

underrepresented among high level faculty members in higher education.  Although 

faculty positions demand much time, energy, and effort, they also offer career stability 

and job security if faculty members achieve tenure.  Men earn tenure at higher and 

faster rates than their female counterparts.  Some researchers have speculated that this 

difference is due to many factors including the often divorced roles that women who 
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become mothers report experiencing in higher education.  More specifically, mothers in 

higher education report experiencing conflict between their roles at work and at home 

and especially in balancing the two.  This imbalance has been reported to directly affect 

levels of wellness among mothers in higher education and counselor education.  

Additional speculation of why men generally achieve tenure more often and quicker 

than women relates to men benefitting from more societal support and mentorship than 

female faculty report experiencing.  These generalizations are no different among 

women and mothers in counselor education.  Female counselor educators who become 

mothers often report an increased perspective on life and a reprioritizing of their 

commitments and obligations; however, they also report feeling overwhelmed, having 

an unbalanced home and work life, unclear work expectations, and fear in asking for 

tenure extensions.  Wellness has been linked to physical health, work satisfaction, 

work-life balance, and to work production.  The wellness levels of working mothers is 

important because they are people who take on many roles in their personal and in their 

professional lives.  All the roles that working mothers embody are likely to suffer if they 

are unwell.  Likewise, working mothers appear to thrive when their roles are 

complementary and not in conflict.  When working mothers are healthy and well, they 

may be able to put more of their efforts and energy into their work and home lives 

instead of having to fight between the two worlds.   
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As previously mentioned, faculty members in counselor education report working 

long hours, receiving little collegial support, having low levels of work satisfaction, 

having feelings of isolation, anxiety, irritability, and stress-related health concerns, and 

report having fewer means for coping associated with self-care, recreation, rational 

thinking, time management, problem-solving, and social supports (Hill, 2009).  Both 

men and women in counselor education report experiencing an environment of fear, 

high pressure, high demands for production, high demands for interpersonal 

relationships such as mentoring and supervising, and lack of perceived social support 

(Hill, 2009; Ray et al., 2016; Trepal & Stinchfield, 2012; Ward & Wolf-Wendel, 2005). 

There are various studies that address the issues of counselor educator faculty rank 

and work satisfaction (Hill, 2009).  Ward and Wolf-Wendel (2004, 2006, 2015) 

addressed specific issues that mothers in higher education frequently face.  Trepal and 

Stinchfield (2012) have also studied the unique struggles that mothers in counselor 

education face; however, the literature is lacking in addressing the quantitative 

measures of wellness and social support reported by mothers in counselor education. 

This study aims to collect information about the characteristics of mothers in counselor 

education regarding their faculty rank, levels of wellness, and levels of social support.  

The following will address the method of collection and analysis of the data.   

The primary research question addressed in this study was:  Do faculty rank, 

demographic characteristics, and social support levels predict wellness levels of 

counselor educators who are mothers? Sub-questions included:  1. What are 
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descriptive characteristics of counselor educators who are mothers? and 2. Is there a 

difference in wellness scores between tenure-track or non-tenure track counselor 

educators who are mothers? The following section will address the operational 

definitions of each construct mentioned above, the participants, instruments used to 

measure these constructs, procedures, data analysis, and lastly, the limitations of this 

study.   

Operational Definitions 

Rank:  Rank is the professional position associated with a faculty member’s hired 

status in academia.  For the purpose of this study, the options for faculty rank are:  

tenured or not tenured. 

Counselor Educator:  A counselor educator is a full-time faculty member hired by 

a US institute of higher education to teach/lecture, mentor, supervise, research, perform 

service, gatekeep, monitor personal and professional growth (Quinn, 2010, Wester et 

al., 2009) and other duties that a doctoral level educator can perform related to 

counseling and counselor education (Calley & Hawley, 2008; Gale & Austin, 2003).  

Mother:  A mother is a person who self-identifies as serving in a maternal role for 

child(ren) under the age of 18 living in the home.   

Social Support:  Social support is the perceived amount of social support and 

resources available to a person. Social support is a construct that will be measured 

using the Interpersonal Support Evaluation List-Short Form (ISEL-SF) (1985).  The 

social support total score is comprised of three subscales including appraisal support, 

belonging support, and tangible support scores for each participant.  The social support 

total score is used in this study.   
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Wellness:  Wellness is the perceived level of well-being experienced by a person. 

Wellness is construct that will be measured using the Friedman Well-Being Scale 

(FWBS) (1994).  The wellness total score is computed using the scales of sociability, 

self-esteem/confidence, joviality, emotional stability, happiness, and composite score for 

each participant.  The total wellness score is used in this study.   

Participants 

Participants were included in this study if they met the inclusion criteria.  The 

inclusion criteria for this study were that the participants must have been employed as a 

full-time counselor educator by an institute of higher education in the US at the time of 

the survey, must have taught at the graduate level at the time of the survey, and must 

have identified as a mother with at least one child living in the home under the age of 18 

at the time of the survey.   

Using the suggestion of Tabachnick and Fidell (2006) to determine necessary 

sample size for multiple regression, the formula: N≥50 + 8m, where m is the number of 

independent variables, was used. Based on the identification of six predictor variables, 

98 participants were needed. Participants were first recruited using Holland’s List of 

Counseling Programs (Schweiger, Henderson, McCaskill, Clawson, & Collins, 2012).  

This included a list of counseling programs in the US and includes both CACREP and 

non-CACREP accredited programs who responded to a survey by the authors.  

Additionally, the database of CACREP accredited counseling programs (retrieved from: 

http://www.cacrep.org/directory/?state=&pt_id=&pc_logic=any&accr_status%5B%5D=A

&keywords=&submitthis=) was used to recruit participants. 
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The final sample included 180 females who identified as full-time counselor 

educators and mothers with children under the age of 18 in their care. Of 180 

respondents, 150 or 83% identified as Caucasian, 15 or 8% identified as other, 9 or 5% 

identified as African American, 5 or roughly 3% identified as Hispanic, and 1 or roughly 

<1% identified as Asian.  The large majority of participants reported identifying as 

Caucasian at 83%, while the remaining 17% identified as African American, Hispanic, 

Asian, and Other.   

Instruments 

Demographic Questionnaire. A 21-item demographic questionnaire was used 

to collect general demographic information from participants.  These items included 

whether or not the respondent worked full time in a counselor educator position, the 

number of years of experience the respondent had as a full-time counselor educator, 

the rank (i.e., tenured or non-tenured), position (i.e., full, assistant, associate, or non-

tenure track), age, religion, race/ethnicity, sexual orientation, relationship status (i.e., 

partnered or not partnered), parental role (i.e., biological mother, adoptive mother, legal 

guardian, etc.), number of children in the respondent’s care overall, number of children 

in the respondent’s care full time, age of children, number of publications in the past 

year, number of presentations in the past year, number of doctoral committees on which 

the participant serves, level of students taught, accreditation of the  participant’s 

identified program (i.e., CACREP or non-CACREP accredited), the teaching workload 

for the year, the percentage of the online workload, and the number of substantive 

positions held by the respondent within and outside of the university in the last year.  
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The full demographic questionnaire can be found in Appendix E.  The demographic 

questionnaire was pilot tested before being administered to participants.   

Interpersonal Support Evaluation List-Short Form (ISEL-SF). In order to 

collect the social support levels of mother counselor educators, the ISEL-SF was used. 

The ISEL-SF is comprised of 12 items, measuring 3 scales, and measures a person’s 

perception of social support.  The three subscales are Appraisal Support, Belonging 

Support, and Tangible Support.  Cohen, Mermelstein, Kamarck, & Hoberman (1985) 

described each subscale as it pertains to what it attempts to measure.  They described 

the Appraisal Support subscale as the supposed availability of someone to talk with 

about one’s problems.  This subscale was calculated by using the sum of four items.  

The range of possible scores was from zero to 12.  The Belonging Support subscale is 

described as the perceived availability of people with which one can partake in social 

activities.  This subscale was calculated by using the sum of four items.  The range of 

possible scores was from zero to 12.  Lastly, the Tangible Support subscale is 

described as the perceived availability of substantial physical or material aid.  This 

subscale was calculated by using the sum of four items.  The range of possible scores 

was from zero to 12.  Payne, Andrew, Butler, Wyatt, Dubbert, and Mosley (2012) 

empirically validated the structural integrity of the ISEL-SF and found the instrument to 

be a valid measure of social support. According to Payne et al. (2012), the Cronbach’s 

alpha is .83, which is considered credibly reliable. The ISEL-SF can be found in 

Appendix E.  The ISEL-SF was pilot tested before administration to participants. 

Friedman Well-Being Scale (FWBS). The FWBS was used to measure a 

person’s level of well-being.  The FWBS was used to collect the reported levels of 
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wellness among mother counselor educators by using the composite score.  The 

subscales of the FWBS include Sociability, Self-Esteem/Confidence, Joviality, 

Emotional Stability, Happiness, and Composite scores (Friedman, 1994).  According to 

Friedman (1994), the Sociability score is based on ratings of items regarding how 

social, neighborly, and outgoing one is (Friedman, 1994).  The Self-Esteem/Confidence 

score is based on ratings of self-confidence, assertiveness, and self-assuredness 

(Friedman, 1994).  The Joviality score is based on ratings of being jovial, humorous, 

and enthusiastic (Friedman, 1994).  The Emotional Stability score is based on ratings of 

calmness, being relaxed, at ease, content, secure, steady, stable, unemotional, guilt-

free, and not envious (Friedman, 1994).  The Happiness score is based on ratings of 

happiness (Friedman, 1994).  The Composite score is based on the total score across 

all subscales (Friedman, 1994).   

The FWBS is a 20-item scale with 6 subscales measuring wellness.  It took an 

estimated 2-3 minutes to complete and boasted high inter-item correlations.   The 

Cronbach’s alpha was reported to be .94 (Friedman, 1994).  The test-retest reliability of 

the FWBS was reported to be .85 at 3 weeks and .81 at 5, 10, and 13 weeks for a 

clinical population (Friedman, 1994).  The reported external validity of the FWBS is .62 

(Friedman, 1994).   

The FWBS provides a list of 20 polar opposite adjectives.  Participants were 

asked to rate themselves on a scale from zero to ten—zero indicating that they very 

much identified with one adjective and ten indicating that they very much identified with 

the other.  There were options in between to select which indicated that they either 

moderately identified with one adjective or the other or that they identified with neither 
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adjective presented.  The raw score on the Composite subscale is comprised of the 

sum of all 20 bi-polar adjectives on the FWBS divided by 2.  The raw score on the 

Sociability subscale was calculated by adding the participant ratings on the social, 

neighborly, and outgoing items, dividing by 3, and multiplying by 10.  The raw score on 

the Self-Esteem/Confidence subscale was calculated by adding the participant ratings 

on the self-confidence, assertive, and self-assurance items, dividing by 3, and 

multiplying by 10.  The raw score on the Joviality subscale was calculated by adding the 

participant ratings on the jovial, humorous, and enthusiastic items.  The raw score on 

the Emotional Stability subscale was calculated by adding the participant ratings on the 

calm, relaxed, at ease, contented, secure, steady, stable, unemotional, guilt-free, and 

not envious items.  The raw score on the Happiness subscale was calculated by using 

the rating on the happiness item and multiplying by 10.  Raw scores were then 

converted to standard and scaled scores.  

Procedures 

The researcher attained human subjects approval from the University of North 

Texas Institutional Review Board.  The Holland List of Counseling Programs 

(Schweiger, Henderson, McCaskill, Clawson, & Collins, 2012) as well as the CACREP 

website directory (retrieved from: 

http://www.cacrep.org/directory/?state=&pt_id=&pc_logic=any&accr_status%5B%5D=A

&keywords=&submitthis=) was used to compose a list of potential participants for 

recruitment.  Schweiger et al. (2012) compiled a list of both CACREP accredited and 

non-CACREP counseling programs in the US.  The Holland List of Counseling 

Programs (Schweiger et al., 2012) provided 111 institutes of higher education with 
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counseling programs whereas the CACREP directory of current CACREP accredited 

programs provided 330 institutes of higher education with counseling programs for a 

total of 441 institutes of higher education with counseling programs. I reviewed the 

online pages for each faculty member within each identified institute of higher 

education. If the faculty member’s photo or name indicated a possibility of being female, 

I contacted the faculty member via email with an invitation to participate in the study 

along with a link to the survey in Qualtrics.  The survey included the demographic 

questionnaire, the ISEL-SF, and the FWBS.  The invitation was re-sent approximately 

two weeks after the initial contact.  No personal data was collected to ensure 

confidentiality of each participant.   

Of the 441 programs, 36 did not provide faculty emails or had non-functional links 

for email addresses.  One institute of higher education with a counseling program had 

an all-male faculty based on the photos and names on the faculty webpage.  Of those 

404 institutes of higher education with counseling programs and functional links to 

faculty pages and email addresses for female faculty, 1,679 potential participants were 

contacted and 199 responded, resulting in a 12% response rate.  Although 199 

participants responded, 19 surveys were removed due to not meeting criteria or not 

completing the survey—15 respondents began taking the survey, but did not respond 

after the informed consent; one respondent reported that she was not a counselor 

educator; two respondents reported not being full time counselor educators; one 

respondent reported the age of her child to be over 18 years old.  Removing these data 

sets resulted in 180 participants.   

Analysis of Data 
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When all participant data had been collected, I entered coded data into SPSS.  In 

order to address the research question of exploration of characteristics of mother 

counselor educators, I reported descriptive data on the characteristics of the sample 

participants. For the research question exploring possible differences in wellness for 

tenured versus non-tenured counselor educator mothers, I conducted a one-way 

analysis of variance using the FWBC (the FWBS composite score) as the dependent 

variable. Results were interpreted according to statistical significance (α < .05) and 

practical significance (η2) to interpret the magnitude of difference between the tenure 

and non-tenure track groups. In order to answer the primary research question, I 

conducted a multiple regression analysis on the data in SPSS, using rank (tenure or 

non-tenured), number of children in care, number of children under age 8 in care, 

number of publications within the past year, teaching workload, and ISEL-SF total score 

as predictor variables and the as the dependent variable. In order to perform multiple 

regression, I checked the following assumptions: normal distribution of data, 

independence of observations, low multicollinearity, linearity, and homoscedasticity 

(Pallant, 2013). Results of multiple regression were interpreted according to beta 

weights and structure coefficients.  
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The following results are intended to answer the three research questions 

including the sub-questions exploring the demographic characteristics of counselor 

educator mothers and possible differences in wellness between tenured and non-

tenured counselor educator mothers; and the primary research question regarding the 

variables of rank, number of children in care, number of children under age 8 in care, 

number of publications within the past year, teaching workload, and social support as 

predictors of wellness for counselor educator mothers.  The results are divided by each 

research question.  

Demographic Characteristics. All data was collected and coded into SPSS.  In 

order to address the exploratory research question regarding the demographic 

characteristics of mothers among counselor education faculty, demographic information 

is presented.  Table 1 presents descriptive statistics for the continuous variables in the 

demographic questionnaire.  Table 2 presents frequencies for the personal nominal 

variables in the demographic questionnaire.  Table 3 presents frequencies for the 

professional nominal variables in the demographic questionnaire.   

Of the 180 participants in the sample, the mean age was 40.6 (SD = 6.7; n = 

178) years with a range of 29 to 63 years old. The reported years of experience of 

MCEs (n = 177) was a mean of 6.7 years (SD = 5.1) with a minimum of one half-year 

and a maximum of 24 years.  Regarding number of children in their care, MCEs 

reported a mean of 1.97 (SD = 1.1; n = 179) children overall and a mean of 1.06 (SD = 

.88; n = 178) children who were 8 years and younger. Although the majority of MCEs, at 
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approximately 50%, reported having two children in their care, the range was from 0 to 

9 children in their care full-time.  At 29%, 53 respondents reported having one child in 

their care; whereas 55 respondents reported having one child full time in the home.  At 

14%, 25 respondents reported having three children in their care; 3.4% of respondents 

reported having four children in their care; 2% of respondents reported having no 

children in their care full time; 1% reported having nine children in their care; and <1% 

reported having five children in their care.  At 38%, the majority of participants (n = 68) 

reported having one child under age eight in their care.  At 30%, approximately one third 

of respondents (n = 54) reported having no children under age eight.  At approximately 

27%, (n = 49) respondents reported having two children under age eight.  At 

approximately 3%, (n = 6) respondents reported having three children under age eight.  

Finally, at <1%, (n = 1) respondent reported having four children under age eight.  This 

indicates that approximately 79% of respondents reported having one or two children in 

their care; whereas, approximately 65% of respondents reported having one or two 

children under age eight.   

Regarding the multiple parental roles that participants identified, the 

overwhelming majority of participants (n = 170) reported being mothers with child(ren) in 

the home; whereas, three reported being mothers with no children in the home, three 

reported being legal guardians, one reported being a foster mother, two reported being 

step-mothers with step-child(ren) being full time in the home, seven reported being step-

mothers with step-child(ren) part time in the home, one reported being a step-mother 

with no step-children in the home, and seven marked the “other” option.  This means 
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that most participants identified as mothers with their child(ren) living in the home full 

time.   

Regarding religion, the large majority reported identifying with the Christian faith. 

Seventy-seven MCEs reported being Protestant, 32 MCEs reported being of the 

Catholic faith, 30 reported the answer choice “other”, 15 reported being Agnostic, nine 

reported being Atheist, nine reported being Jewish, four reported practicing Buddhism, 

and none reported being of the Muslim faith.  The overwhelming majority of MCEs (n = 

169) reported identifying as heterosexual, whereas only 3 participants reported 

identifying as homosexual and eight MCEs reported identifying within the “other” 

category.   The overwhelming majority of respondents (n = 167) reported being 

partnered, whereas 12 respondents reported being not partnered.  Overall, the majority 

of the sample reported being Caucasian Protestant Christian heterosexual women with 

partners.   

Regarding accreditation of masters and doctoral level programs, the majority of 

respondents reported working in CACREP-accredited counseling programs.  Roughly 

88% of respondents (n = 159) reported teaching in CACREP-accredited programs; 

whereas, only about 5% (n = 9) of participants reported teaching in non-CACREP-

accredited programs.  Additionally, approximately 7% (n = 13) reported other or unsure 

regarding CACREP-accreditation status.   

Regarding rank, at approximately 77%, (n = 138) respondents reported being 

tenure-track; whereas, approximately 24% (n = 42) reported being non-tenure track. 

Whereas approximately 48% (n = 87) of participants reported being assistant 

professors, approximately 22% (n = 40) of participants reported being associate 
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professors, 11% (n = 20) of participants reported being full professors, approximately 

18% (n = 33) of participants reported they were not on the tenure-track.   Most 

participants (77%) reported being on the tenure track; however, the least amount at n = 

20 reported having obtained tenure status.   

The majority of participants reported teaching students at the masters and 

doctoral levels.  Approximately 63% (n = 172) and approximately 19% (n = 53) of 

responses indicated that participants taught at the masters and doctoral level, 

respectively.  Additionally, roughly 18% (n = 48) of responses indicated that participants 

taught at the undergraduate level.  Overall, approximately 82% of responses indicated 

that participants taught at the masters and doctoral level combined.   

Participants were given a chance to respond regarding their teaching workload in 

terms of how many courses they typically taught each semester.  Participants were 

encouraged to respond in terms of fall and spring teaching loads.  For example, if 

someone taught two courses in the fall and three courses in the spring, they were to 

answer 2/3.  Additionally, anyone who answered 3/2 (or any other reversed numbers) 

were included in the 2/3 category for simplicity.  Most participants were able to answer 

in those terms; however, some reported teaching on a quarter or another system and 

those answers fell in the “other” category as those answers were not translatable to a 

traditional semester system.  Most participants reported a teaching load of 3/3 (n = 70) 

at approximately 40%; whereas, approximately 25% (n = 44) of participants reported 

teaching a 2/2 workload.  Twenty-seven, or roughly 16% of participant responses fell 

within the other category.  Approximately 7% of participants reported a teaching 

workload of 1/1 (n = 3), 1/2 (n = 3), and 4/4 or over (n = 6) combined.   
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MCEs reported a mean publication frequency of 1.82 (SD = 1.9; n = 177) in the 

last year with a range of zero to nine publications. MCEs reported an average of just 

under four presentations in the last year with reports ranging from zero presentations to 

nine presentations in the last year.  The percentage of teaching online in the past year 

reported by MCEs was a mean of 8.5% (SD = 17.6; n = 111). The number of 

substantive service positions held in the past year by MCEs boasted an n = 176 with a 

Mean = 4.5 and standard deviation of 4.5 and a range from zero to 50 substantive 

positions.   

Regarding the number of doctoral committees on which participants served in the 

last year, the mean number of reported doctoral committees on which MCEs served in 

the past year was reported to be 2.23 (SD = 1.8). The minimum number of doctoral 

committees was reported to be one and the maximum was six, creating a five 

committee range.  Most participants reported having not served on any doctoral 

committees in the past year (n = 102 or roughly 63%).  Approximately 16% of 

participants reported serving on both one doctoral committee in the past year and on 

five doctoral committees in the past year (n = 25 for each), totaling 32% of responses in 

both categories combined.  Roughly 9% of participants (n = 14) reported having served 

on three doctoral committees in the past year; whereas, approximately 7% (n = 12) and 

roughly 2% (n = 3) of participants reported having served on two and four doctoral 

committees in the past year, respectively.   

Overall, this sample of MCEs reported lower than average scores (M = 36.98, SD 

= 8.09) on the FWBS composite scale as compared to the norms reported in the manual 

(M = 63.34, SD = 15.96; Friedman, 1994).  Additionally, this sample of MCEs reported 
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lower than average scores on the ISEL-SF total score as compared to the reported 

norms (Cohen et al., 1985).  There was a 32-point range on the ISEL-SF total score 

with the mean falling at 26.79 (SD = 6.19), compared to reported general population 

means of 32.9 to 34.4, SD = 4.96 – 5.98.   

Tenured/Non-Tenured Wellness. For the final tertiary question, a one-way 

analysis of variance (ANOVA) to test potential difference in wellness between 

participants on the tenure or non-tenure track using FWBS composite scores (FWBC) 

as the dependent variable was conducted. The analysis was not significant, F(1, 171)  = 

.129, p = .72, η2 < .01.  This indicates that there was not a statistically significant mean 

difference between those on tenure and non-tenure track on their wellness total score, 

as rank accounted for a negligible amount of variance in the effect (<1%).  

Predictors of Wellness. In order to address the primary research question, a 

multiple regression analysis was conducted using the dependent variable FWBS 

composite score and six predictor variables.  The predictors analyzed included:  rank, 

number of children, number of children under age 8, number of publications, teaching 

workload, and ISEL-SF total score.  The regression analysis was performed using 

SPSS REGRESSION.  Before running the regression, SPSS FREQUENCIES was used 

to evaluate the assumptions of normality, linearity, multicollinearity, and 

homoscedasticity (Pallant, 2013).  Scatterplots along with skewness and kurtosis were 

examined to assess these assumptions and no violations were found.  Figure 1 displays 

the Probability P Plot of regression standardized residual with the total wellness score 

(FWBC) as the dependent variable.  The small circles lying almost directly over or 
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following the solid line from the bottom left to top right corner indicate normal skewness. 

All assumptions were met before proceeding to run the regression analysis.   

Figure C.1.  Normal probability plot of regression standardized residual with FWBC score 
as dependent variable indicates normal skewness. 

As previously mentioned, of the 199 respondents, 180 were included in the data 

analysis in this study.  Due to the small amount of missing data relative to the large 

sample size, the missing data and unqualified respondents’ data was deleted listwise 

from the analysis.  Mahalanobis distances and casewise diagnostics revealed three 

outliers within the sample, which is to be expected within a large sample; therefore, no 
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action was taken to delete these three participants (Tabachnick & Fidell, 2006).  Table 4 

displays the summary of the results obtained from the regression analysis.  The 

regression, R, was significantly different from zero, F(6, 162) = 4.466, p< .001.  

Additionally, 𝑅!  = .142 indicating that all six independent variables accounted for 

approximately 14% of variance in the FWBS composite score.  This indicates that the 

theory and model of this study are substantive, though not robust.   

The structure coefficient for each independent variable was calculated using the 

equation 𝑟! =
!!"
!
  2 where 𝑟!  is the structure coefficient, 𝑟!" is correlation between the 

independent variable and the dependent variable, and R is the regression constant. 

Table 5 displays the beta weights, structure coefficients, and squared structure 

coefficients of each of the predictors.   The examination of beta weights in conjunction 

with structure coefficients revealed the teaching workload (β = -.194, rs
2 = .35, p = .012) 

and ISEL-SF total score (β = -.258, rs
2 = .36, p = <.001) to be most salient in explaining 

the variance in the effect.  Teaching workload and the social support total score 

explained approximately 35% and 36% of the variance accounted for in the effect.  The 

number of publications participants reported accounted for 19% of the variance 

accounted for in the effect, the number of children under the age of eight uniquely 

accounted for approximately 14% of the variance accounted for in the effect; whereas 

the number of children uniquely accounted for an unsubstantial amount of the variance 

accounted for in the effect and being on tenure track or non-tenure track accounted for 

a negligible amount of variance accounted for in the effect.  This indicates that together, 

the social support total scores and the teaching workload accounted for approximately 
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71% of the variance accounted for in the total wellness scores.  Correlations among all 

of the predictors are displayed in Table 6.  

The notable correlational relationships are described below.  Expectedly, the 

strongest correlation among predictor variables was an inverse relationship between 

tenure/non-tenure and the number of publications (r = -.284).  The higher the number of 

tenure or non-tenure status, the lower number of publications.  This inverse relationship 

makes sense in context as tenure was represented as a 0 and non-tenure track was 

represented with a 1 in SPSS data input.  Therefore, those who reported being on non-

tenure track reported fewer publications, although the relationship is weak to moderate.  

The second strongest correlational relationship was between the number of 

publications and the teaching workload.  This relationship was negative, though weak to 

moderate (r = -.274).  The higher the teaching workload one reported, the fewer the 

number of publications reported.   

The third strongest correlational relationship (r = .273) between the number of 

children in the care of the participants and the number of children under age 8.  The 

more children participants reported being in their care, the more likely they were to 

report having children under eight years old.  The relationship between the total 

wellness score and the teaching workload was negative, but relatively weak (r = -.224).  

The higher the reported teaching workload, the lower the total wellness score.  There 

was a weak negative relationship found between the number of publications and the 

number of children under eight years old (r = -.130), indicating that the higher the 

number of children under age eight, the lower the number of publications.   There was a 

positive relationship between the total wellness score and the number of publications 
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reported (r =.167).   As the number of publications increased, so too did the total 

wellness score.  Additionally, results indicated a negative correlation between the total 

wellness score and the total social support score (r = -.225). 

121



APPENDIX D 

EXTENDED DISCUSSION 
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The current study explored the relationships between demographics, rank, social 

support, and wellness of 180 mother counselor educators (MCEs) among both 

CACREP- and non-CACREP-accredited programs. One interesting finding from this 

study was no difference reported between MCEs who reported being on the tenure 

track versus those on the non-tenure track regarding their wellness levels.  In 

exploration of relationships between variables, I investigated the effect of social support, 

rank, number of children, number of children under eight years old, the teaching 

workload, the amount of presentations, and the amount of publications in the past year 

on total wellness levels of 180 mothers among counselor education faculty.  Together, 

these factors statistically significant predicted variance in wellness levels of MCEs. Of 

the six predictors, the two that had the most effect on the total wellness level of MCEs in 

this sample were social support and the teaching workload, explaining over 70% of the 

variance accounted for within wellness variance.   

Mothers among counselor education faculty have described themselves as 

majority Protestant Christian heterosexual partnered mothers.  Overall, 93% of this 

sample reported having between one and three children with 60% reporting having 

between two to three children.  According to the Central Intelligence Agency (CIA) in the 

US, this appears to be slightly higher than the estimated national fertility average of 1.87 

children born per woman in 2016 (retrieved from: 

https://www.cia.gov/library/publications/the-world-factbook/fields/2127.html).  

Additionally, MCEs in this sample reported lower than average levels of both social 
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support and wellness, despite the inverse relationship between the two constructs.  This 

indicates that, perhaps, MCEs are working hard to balance rearing more children than 

average with higher than average responsibilities and stress in their work lives and 

lower than average social support and wellness levels (Cohen et al., 1985; Damiano-

Teixera, 2006; Friedman, 1994; Healey & Hays, 2012; Ward & Wolf-Wendel, 2005, 

2004; Wolf-Wendel & Ward, 2015, 2006).  Thus, it is not a stretch to extrapolate that 

these women appear to be determined, strong, and productive as they move through 

the tasks of their day to day lives both at home and at work.  

MCEs in this sample are productive in their work lives as evidenced by reporting 

an average of one to two publications per year, two to three presentations per year, and 

teaching between two to three courses each semester.  Each of these tasks takes 

dedicated time, energy, and effort as previously mentioned in multiple studies.  

Publishing is distinctly different than writing manuscripts and conducting research 

studies.  It is important to note that MCEs may be putting out more work than this each 

year and that the number of articles actually produced—not only in review or not yet 

submitted for publication—is higher than what is published.  Presentations typically 

include preparation and travel to conferences as well, which predictably takes more time 

than simply preparing a presentation.  Additionally, as mentioned previously, teaching is 

a duty that requires much time, effort, and energy as well as additional duties outside of 

the classroom such as preparation for each class period, preparation for planning the 

course in its entirety, grading, responding to the unique needs of each student, and 

other responsibilities.   

124



MCEs in this population are productive despite rearing more than the average 

number of children in the US while working full time in professional positions which 

require much of their energies, efforts, and time.  Regardless of having to answer to the 

call of motherhood which also requires much time, energy, and effort (Healey & Hays, 

2012; Henderson et al., 2016; Medina & Magnuson, 2009), MCEs in this sample appear 

to be productive at an average rate as compared to their single female and male 

counterparts based on typical tenure policies (Quinn, 2010).   

Demographic Characteristics  

Although study procedures were designed to be inclusive of all MCEs, it was not 

surprising that the majority of the participants reported data which were largely 

homogenous.  The large majority of participants were from CACREP-accredited 

programs and identified as Protestant Caucasian heterosexual partnered mothers with 

children in the home.  Although counselor educators are typically aware of and sensitive 

to multicultural issues (ACA, 2014), there was little diversity among this sample of 

MCEs.  This finding is similar to a broader set of research on faculty members in higher 

education with 76% of participants identifying as White (Ponjuan et al., 2011) and a 

2014 report of demographic characteristics of faculty in CACREP-accredited institutions 

in which 75% of respondents identified as Caucasian/White.  MCEs reported a 34-year 

range; however, 68% of respondents reported being between age 34 and 47.  This is 

only a thirteen-year difference.  Additionally, as previously presented, this corresponds 

with the higher end of the age range of fertility in women (Gilbert, 2005; Holm, Prosek, & 

Godwin, 2015).  This information supports what has been reported regarding women in 

higher education typically having simultaneous tenure and biological clocks with which 
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to contend (Quinn, 2010; Wolf-Wendel & Ward, 2015).  The MCEs reported having an 

average of two children with one being under the age of eight-years old.  This is difficult 

to interpret due to the very nature of survey design as the participants could not be 

asked follow-up questions; however, based on the average age of MCEs in this sample, 

this is not an unexpected finding.     

Because the average number of years of experience was reported to be 

approximately seven, it may be assumed that most participants were at or nearing the 

end of their tenure clock period (Quinn, 2010).  This is based on the finding that 

approximately 47% of MCEs reported being assistant professors while 11% reported 

being full professors.  However, this appears to be especially interesting due to the 

reported lower-than-average wellness and social support scores.  Consistent with the 

qualitative literature regarding women in higher education and female counselor 

educators, MCEs qualitatively reported relatively low levels of social support (Healey & 

Hays, 2012; Wolf-Wendel & Ward, 2015; Trepal & Stinchfield, 2012).  

Unsurprisingly, the majority of MCEs reported teaching both master’s level and 

doctoral level students.  This corresponds to the programs which seek CACREP-

accreditation.  CACREP accredits master’s and doctoral level programs without 

consideration of undergraduate programs.  This also corresponds to licensure 

requirements which state that counselors must have a minimum of a master’s degree in 

order to practice (ACA, 2011).  

Workload, Production, and Wellness  

As highlighted in the review of the literature, faculty members are typically 

required to work in at least three roles within the university setting:  teaching, research, 
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and service (Anderson & Slade, 2016; Link et al., 2008; Quinn, 2010).  Counselor 

educators are expressly responsible for teaching, mentoring students and other faculty 

members, serving in various service positions, research and publishing, and supervising 

(Calley & Hawley, 2008; Gale & Austin, 2003; Hill, 2009; Reisetter, et al., 2004).  

Although this study did not expressly examine the time allocation for each of the 

responsibilities of counselor educators, the teaching workload, publications, and 

presentations were examined precisely regarding their relationship to wellness levels.  

Regarding teaching workload, roughly 40% of MCEs reported a teaching workload of 

3/3 (3 classes in the fall and 3 classes in the spring on average).  As teaching workload 

increased, the number of publications reported by MCEs in the last year decreased due 

to the nature of the negative relationship found.  This finding corresponds to previously 

mentioned studies suggesting that teaching is demanding of time, efforts, and energy 

(Link et al., 2008; Quinn, 2010).  Based on the finite nature of time, it follows that 

instructors with higher teaching workloads are not able to spend as much time writing as 

their counterparts with less classes in their charge as these are not the only two 

responsibilities that counselor educators have (Calley & Hawley, 2008; Gale & Austin, 

2003; Hill, 2009; Reisetter, et al., 2004).  However, Link et al. (2008) found that the 

average amount of time spent on teaching was reported to be higher than the amount of 

time spent on research each week by associate professors, but not by assistant or full 

professors.  It is of note that the majority of the MCEs in this sample reported being 

assistant professors.  This means that although a large portion of time may be spent on 

teaching, a larger portion of time may be spent on research for this sample.  MCEs in 
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this sample reported competitive numbers regarding not only teaching workload, but 

also regarding substantive service positions, publications, and presentations.    

On average, MCEs in this sample reported taking on roughly four substantive 

service positions in the last year.  Although each service position requires varying 

amounts of time, it would likely be fair to say that serving in four positions of service in a 

year may result in spending roughly 12 hours weekly on meeting obligations of the 

positions.  If that is true, that would correspond to the mean number of hours reportedly 

spent weekly by faculty in higher education across all ranks (Link et al., 2008).  It is 

important to consider that this figure does not include service on doctoral committees by 

MCEs as that was asked as a separate question in this study.  MCEs in this sample 

reported serving on an average of two doctoral committees in the last year.  This is a 

position that requires time, effort, dedication, and energy for self and to motivate and 

encourage the doctoral students whom one assists in this capacity (Crosta & Packman, 

2005).  Crosta and Packman (2005) studied faculty productivity in supervising doctoral 

students’ dissertations at Cornell University.  They found that faculty served as a 

chairperson on an average of 1 committee annually and a minor member on an average 

of 2 committees annually in the social sciences.  Again, this indicates that MCEs are 

competitive with other faculty members in higher education.  

Concerning publications and presentations, MCEs reported a mean of 2 

publications and 4 presentations in the last year.  As discussed in the review of the 

literature, research in counselor education specifically found that over a 10-year period, 

counselor educators from CACREP-accredited institutions published an average of less 

than one publication annually (Barrio Minton et al., 2008).  This signifies that MCEs in 
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this study published more than the average counselor educator in a CACREP 

accredited institution.  Altogether, MCEs are no less productive than their childless or 

male counterparts which corroborates findings that family obligations do not interfere 

with productivity (Anderson & Slade, 2016; Fox, 2005).  In fact, MCEs in this sample 

appeared more productive in research than other counselor educators on average.  

MCEs are both productive and committed to the university community as evidenced by 

their participation in service positions, on doctoral committees, and as presenters.     

Although counselor educators are charged with high levels of responsibility to 

produce by the typical university (Quinn, 2010), they are also charged with the 

responsibility to maintain a reasonable degree of wellness so as to not negatively 

impact counselors-in-training and their clients (ACA, 2014).  Although the code does not 

state an exact or optimal level of wellness, MCEs would be wise to be aware of their 

wellness levels and the potential impact of those levels on the students, supervisees, 

and clients for whom they are responsible (Hill, 2009).  Additionally, MCEs may benefit 

in their personal lives from being aware of and attending to their wellness levels.   

According to Roscoe (2009) family and work life are related to and directly impact 

wellness levels.  As family life is particularly impactful on wellness, it is important to 

remember that MCEs do not move through life in isolation, but rather with their families 

and colleagues in a social context.  MCEs fill multiple roles—they are highly educated 

professional women and are mothers, for example.  MCEs likely define themselves as 

mothers before they define themselves as counselor educators according to Medina 

and Magnuson (2009).  If that is true, there are two factors impacting wellness working 

against them, so to speak: (1) mothers have reported relatively low levels of wellness, 
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especially while rearing young children or children with disabilities (Miller et al., 1992) 

and (2) pre-tenured counselor educators have reportedly low levels of wellness 

insomuch as they report great difficulty in balancing the tasks of life (Magnuson, 2002; 

Magnuson et al., 2004; Magnuson et al., 2006).    

Predictors of Wellness 

The theory that social support, teaching workload, rank, number of children, 

number of children under age eight, and number of publications statistically significantly 

predicted wellness levels of MCEs in this sample.  However, all six factors combined 

were found to predict only 14% of variance accounted for, which significant but not 

robust.  Social support and teaching workload together accounted for 71% of that 14% 

of variance accounted for in the effect.  That is a substantial amount of variance 

accounted for in the variance of the total wellness score.  However, there are some 

findings which warrant further exploration and explanation.  For example, the negative 

relationship between teaching workload and publications may be explained, again, by 

the fact that among other responsibilities, both teaching and writing take a considerable 

amount of time, effort, and energy from a counselor educator (Magnuson, 2002; 

Magnuson et al., 2004; Magnuson et al., 2006).  Link et al. (2008) found that faculty 

spend the most amount of time weekly on research and teaching above all other 

responsibilities.   

The finding that increased teaching workload is negatively correlated with 

wellness levels is a highly noteworthy result of analysis.  Unlike writing which ends 

when a work is submitted, edited, and published, teaching only ends temporarily with 

the change in semesters.  During the semesters or the academic year, the duties and 
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responsibilities of teaching are essentially endless.  As formerly cited, duties range from 

preparing for a course before the semester begins, making changes responsive to the 

classes’ needs, grading, evaluating, gatekeeping, mentoring, making individual 

connections with students, to providing supplemental work, submitting grades, and 

advocating for student needs in faculty meetings and otherwise (Calley & Hawley, 2008; 

Gale & Austin, 2003; Hill, 2009; Reisetter, et al., 2004).  Additionally, writing can be 

done in a flexible way throughout the course of the day, semester or year; however, 

teaching is not as flexible as class meetings cannot be moved or easily rearranged.  

Teaching cannot be done at a more convenient time, but only at the time mandated by 

the course structure within the university system.  Flexibility is one of the most sought-

after benefits in working as a mother generally (Damiano-Teixiera, 2006; Mudry et al., 

2010; Ulione, 1996) and specifically as a MCE (Trepal & Stinchfield, 2012).   

Anderson and Slade (2016) found that faculty members with children in the home 

demonstrated increased productivity as compared to their childless counterparts.  

Although Anderson and Slade (2016) did not distinguish the ages of the child at home, 

results of this study indicated that as number of children under age eight increased for 

the current sample, the number of publications decreased.  The contrast between what I 

found and what Anderson and Slade (2016) found may be due to gender differences 

and increased domestic responsibilities of mothers compared to fathers as their sample 

was not distinguished by gender or age of children.  Writing itself can be flexible as a 

process overall; however, rearing children has been described and previously cited as 

being time-consuming and demanding of energy and effort (Damiano-Teixiera, 2006; 

Medina & Magnuson, 2009).  Even with the flexible nature of writing, it may be difficult 
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to produce with young children who need a great deal of attention and care (Damiano-

Teixiera, 2006; Medina & Magnuson, 2009).  It appears that when forced to choose, 

MCEs choose to “satisfice” (Wolf-Wendel & Ward, 2006) and spend more time with their 

children while still presumably meeting the current publication standards.  Satisficing is 

a term coined by Wolf-Wendel and Ward (2006) which is defined by MCEs giving their 

best in each situation they face and accepting their best in those moments as sufficient.  

Even so, MCEs in this sample reported publishing at a higher rate than counselor 

educators in CACREP programs overall (Barrio Minton et al., 2008).   

Though it may at first seem counter-intuitive, findings suggest that an increase in 

publications is positively correlated with an increase in wellness scores.  The process of 

publication has been known to be rigorous which may appear to directly interfere with 

higher levels of wellness.  However, when considering that teaching workload and 

publications are inversely related and that an increase in teaching workload means a 

decrease in wellness scores, it follows then that an increase in publications is related to 

an increase in wellness scores.  Research and publication may provide the flexibility 

that working mothers seek in academia (Mudry et al., 2010). 

Social support by way of relationships (both intimate and platonic) is a factor of 

holistic wellness as conceptualized by Myers et al. (2000).  Mean social support levels 

in this study were surprisingly low as compared to the general population (Cohen et al., 

1985).   This finding is not surprising, though it is perplexing as it indicates that MCEs 

have low levels of perceived social support.  It has been previously established that 

social support is a factor which directly impacts a mother’s working availability and 

productivity (Mudry et al. 2010).  Though the instrument used did not differentiate 
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between work and family support, the finding that overall social support was low in this 

sample is troubling.  Mentoring is part of the job description in many universities (Quinn, 

2010); however, this finding suggests that the MCEs in this sample may not be 

receiving the mentorship that they need.   

The most perplexing and surprising finding overall was that the social support 

total score and wellness total score were inversely related.  The obvious interpretation 

of this finding is that wellness and social support are negatively correlated, indicating 

that a person with higher social support may experience lower levels of wellness. Due to 

the lack of clear logic regarding this more obvious interpretation, further exploration of 

the instruments seems warranted.  The instrument measuring social support was not 

geared toward those in higher education, let alone in counselor education (Cohen et al., 

1985).  This instrument was designed to measure perceived support of the general 

population and has since been adapted to use with college students and other 

populations, but not with faculty members specifically measuring social support 

constructs of special interest such as support from colleagues, availability of mentors, 

collaborative relationships and respect among the faculty, and support from the 

university at large for example.  The ISEL-SF was selected due to the nature of 

measuring social support, its high psychometric properties, and its length.  At only 12 

questions, it appeared to be one of the shortest and highest quality surveys available 

and was chosen with special consideration to the theorized time constraints of the 

particular population of interest—mothers among counselor education faculty.  It has 

been established previously that counselor educators and mothers alike are busy 

people and may have been difficult to attract as participants if the instruments chosen 
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were longer.  Additionally, to the best of my knowledge, there is not yet a measurement 

for social support geared toward the unique social support needs of mothers or mothers 

who are faculty members.  The wellness survey may have also provided some 

elusiveness in terms of the characteristics of wellness I wished to associate with MCEs.  

Although wellness is a complex construct and could be measured more 

holistically and thoroughly (Myers et al., 2000), it was thought that the particular scale 

(FWBS) would work well due to the time constraints of counselor educators (Hill, 2009; 

Magnuson et al., 2006).  The practicality of using a brief instrument seemed relevant to 

interest participants who were recruited specifically because of their status at 

professional working mothers.  However, it is possible that the FWBS items may have 

favored more typical masculine values such as independence, assertiveness, and self-

assuredness.  These may not correspond with typical female values and therefore, to 

rate oneself lower on those items may have skewed the results somewhat.  Additionally, 

independence itself directly contradicts the very necessity of social support.  Perhaps 

MCEs do not need as much social support the more well they report themselves to be.   

Additionally, it is worth noting that the majority of the wellness scores not only fell 

within the very low to low range, but also that none of the participants across subscales 

reported very high levels of wellness.  Although the social support total scores and the 

wellness total scores share an inverse relationship, even when the wellness scores 

increased as the social support decreased, the average wellness scores were not 

impressive or as high as expected from counselor educators who are ethically bound to 

attend to their levels of wellness (ACA, 2014).  
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Altogether, most of the findings such as that increased number of children under 

eight years old had an inverse relationship with the number of publications reported in 

the last year, that there was a negative relationship between teaching workload and 

publications, and a negative relationship between teaching workload and total wellness 

scores were unalarming.  However, learning that there was no statistical significance of 

the mean differences between the total wellness score and whether or not MCEs were 

on tenure-track as well as the negative relationship between total social support score 

and total wellness score was surprising.    

Limitations 

The study is limited in some aspects of the design itself.  This study was 

designed with MCEs in mind.  This means that there was care taken to be sensitive to 

the issues that MCEs face such as high workload, high stress levels, competing roles, 

and struggle in balancing work and home life (Alexander-Albritton & Hill, 2015; Haskins 

et al., 2016; Hermann et al. 2014; Trepal & Stinchfield, 2012; Trepal et al., 2014).  

Additionally, there are time constraints that MCEs have and in order to participate in a 

study about them, I anticipated that they would need to have a practical way to respond 

as well as a study that did not take much of their time.  The survey design was used in 

an effort to respect the time constraints of MCEs who wanted to participate in a study 

about themselves, but may not have had much time to devote to it.   

Additionally, because of the nature of survey design, I did not have the 

opportunity or the ability to ask follow-up questions of participants (Fink, 2013).  The 

response rate reported may be inaccurate as some people may have been contacted to 

participate in the study, but they may not have fit the criteria.  For example, I may have 
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misidentified a male as a female due to name alone or a female counselor educator that 

I contacted may not have had children.  Likewise, there were instances in which MCEs 

were contacted, but their children were not under 18 years old.  Unfortunately, there 

were also incidences when potential participants were contacted and reported they 

worked in the counseling or related department, but were not actually counselor 

educators.  The MCEs who did choose to participate in this study were susceptible to 

responding in socially desirable ways (Krumpal, 2013).  This may be due to many 

factors.  One example may be that a mother counselor educator filled out the survey at 

work.  Because there has been a general and pervasive sense of fear experienced by 

faculty in higher education (Hill, 2009; Quinn, 2010; Ray et al., 2016; Trepal et al., 2014; 

Trepal & Stinchfield, 2012; Ward & Wolf-Wendel, 2006, 2005), that may have influenced 

her choice to respond in more socially desirable ways than she may have otherwise 

(Krumpal, 2013).  

Because this study was designed to include only self-identified mothers, it lacks 

the ability to compare wellness levels of MCEs and female faculty members overall in 

counselor education.   There may be other caregivers in counselor education who were 

not given a voice in this study such as fathers, aunts, cousins, in-laws, or family friends; 

however, the population of interest in this study was only MCEs.  Also, this study is 

relatively narrow in its focus and does not compare wellness and social support levels of 

single females, males, or other counselor educators.  There may be some very rich and 

meaningful data in doing a comparison, but this study does not cover that realm of 

exploration at this time.   

Implications for Practice 
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The institute of higher education currently strikes fear into the heart of many 

faculty members (Hill, 2009; Quinn, 2010; Ray et al., 2016; Trepal et al., 2014; Trepal & 

Stinchfield, 2012; Ward & Wolf-Wendel, 2006, 2005).  The implications of this study 

suggest that this does not have to continue to be the case among MCEs.  As previously 

reported, many faculty members reported fear surrounding high, but unclear 

expectations and an unreasonably high workload with little to no support.  Magnuson et 

al. (2009) found that faculty appreciate and value when high expectations are 

accompanied by high levels of support.  It is possible, though not proven, that the sense 

of fear previously reported by MCEs may negatively impact their levels of wellness.  

Although that dynamic was not examined in this study, institutional change is suggested 

in order to alleviate a fearful atmosphere as it may influence a felt sense of wellness 

among faculty members.  The changes suggested would be to create clear expectations 

of faculty members regarding promotion and tenure as well as coupling high expectation 

with high levels of support (Magnuson et al., 2009).  

MCEs reported lower levels of both social support and wellness than the general 

population.  The results of this study combined with the previously attained knowledge 

regarding the benefits of social support and the potential damage or difficulties that 

faculty face in the form of lack of social support imply that social support should be 

increased in counselor education among MCEs.  Although this may increase the 

already demanding responsibilities of counselor educators overall, the benefit each 

MCE would likely be met with increased productivity (Mudry et al., 2010).  

Wellness may also be lower among MCEs due to the perception of unreasonable 

expectations sustained for an unreasonable amount of time—approximately six years 

137



(Quinn, 2010) for tenure track and longer for those who sustain a career across a 

lifetime.  At the institutional level, it may be beneficial for universities to consider the 

wellness level of the faculty members, especially MCEs, as an investment.  Although 

universities may not be able to impact each faction of wellness, the demands of a 

position within a university comes directly from that university itself.  The workload 

among those in higher education and counselor education has been linked qualitatively 

to job satisfaction (Alexander-Albritton & Hill, 2015; COACHE, 2010; Fraser & Hodge, 

2000).  Therefore, it may be in the best interest of the MCEs and the institutions 

themselves to provide increased social support to, to decrease the workload of and 

publication pressures on faculty, as well as to create clear expectations of faculty 

members in their respective positions.  Responding to the needs of the faculty and 

shaking up the current organizational structure of the university system may be 

beneficial to the universities themselves as well as to the faculty members individually 

(Ackelsberg et al., 2004; COACHE, 2010).  As previously mentioned (Ackelsberg et al., 

2004; COACHE, 2010), this type of restructuring would likely positively impact faculty 

recruitment and retention.   

Wellness levels globally and within the MCE community deserve further study. 

The theory is strong, but lacking in that there are other factors that contribute to 

wellness levels of MCEs in addition to the ones identified in this study.  When further 

knowledge is obtained, there is limitless potential regarding how the very low to low 

wellness levels of MCEs can be addressed.  It is certain, however, that the wellness 

levels of MCEs must be addressed.  The mean wellness scores which fell within the 

very low to low range on the FWBS indicate that change is needed in counselor 
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education in order for MCEs to increase their wellness levels.  Literature suggests that 

MCEs take responsibility for their individual actions to ensure a work-life balance; 

however, that balance is not reflected in overall wellness scores.  Perhaps MCEs might 

benefit from advocating for themselves within their specific programs and communities. 

MCEs might benefit from attending more to self-care as is so often encouraged during 

courses to counselors-in-training.   

Implications for Research 

Research regarding diversity among counselor educators warrants further study. 

This study, as well as at least two others, reported participants in higher education 

(Ponjuan et al., 2011) and in counselor education (CACREP, 2014) to be at least three 

quarters, or 75%, Caucasian.  This number is staggering, especially considering the 

emphasis of necessary multicultural awareness and competence among counselor 

educators (ACA, 2014). It would be wise to consider what the impact of having a 

predominantly privileged Caucasian faculty may be on minority faculty members and 

students.   

In addition to diversity, or lack thereof, among MCEs, counselor educators, and 

higher education faculty generally, it may be of interest to research further the 

differences and similarities between MCEs and their female counterparts without 

children.  Women generally may have much in common, but it would be worthwhile to 

be able to ascertain if there are differences among the demographic characteristics, 

wellness levels, and social support levels of counselor educators who are mothers and 

those who are not.   
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Qualitative research regarding the thoughts and experiences of MCEs about their 

levels of wellness and social support may be beneficial to the field.  There would be 

much value in being able to more deeply understand the thoughts and feelings of MCEs 

about the complex constructs of both social support and wellness.  Additionally, it would 

be additive to the field to understand more about MCE’s thoughts and experiences 

regarding their own demographic characteristics—especially the homogeneity of the 

sample regarding sexuality and race/ethnicity.   

Finally, further quantitative research on wellness, job satisfaction, and social 

support may be of benefit to the field and development of counselor education.  Longer, 

more in-depth surveys of all constructs may be more beneficial for researchers to better 

grasp the complexities of the concepts. That type of research may also better be able to 

provide implications for the university as a whole.  Additionally, based on findings that 

suggest that the type of social support offered must be consistent with the type of social 

support needed by the individual for it to be beneficial, development of measures to 

grasp the unique social support needs of mothers may be beneficial for further studies.   

Conclusion 

Generally, women have moved away from the traditional gender roles of women 

being homemakers and mothers and men being the breadwinners and fathers.  Women 

are currently more accepted in the workplace, but continue to face challenges unique to 

their gender well into the second decade of the 21st century.  Although men and women 

may share more egalitarian relationships currently than in years past, one role that 

cannot be shifted between men and women is that of mother.  Working mothers 

continue to struggle with balancing the demands of motherhood and their work duties.  

140



Although being a working mother may feel isolating, working mothers appear in most 

professions and across fields of study.    

Mothers in higher education report similar struggles as other professional 

mothers—both report having to work the second shift and care for the children and the 

home more than their partners, even after working their normal job or hours.  Mothers in 

higher education report difficulty in balancing work and home life as the responsibilities 

of both mothering and being in academia appear to never cease.  Similarly, MCEs 

report experiencing stress and struggle in their attempts to balance both personal and 

profession lives.   

MCEs report similar demographic characteristics as compared to faculty in higher 

education and in counselor education as a whole—being majority Caucasian.  Contrary 

to what might have been predicted or previously thought due to the strenuous nature of 

mothering and producing academic works, MCEs reported producing at equal or higher 

rates compared to other counselor educators (Barrio Minton et al., 2008).  

MCEs in this study reported experiencing low levels of wellness and social 

support coupled with high productivity.   While it is reported to be difficult to balance 

work and home life, it appears that having children does not negatively impact the 

production level of MCEs; however, it does take its toll on their wellness levels, 

specifically high teaching loads.  Although overall, productivity appears to be higher 

than average among MCEs, because the wellness levels are reported to be lower than 

average, it is the MCEs themselves who suffer from the difficult and demanding nature 

of mothering and working in higher education.   

141



MCEs would benefit from advocating for themselves and their unique needs at 

the individual, departmental, and institutional levels.  Despite their higher-than-average 

productivity, MCEs would benefit from changes at each of these levels.  Their wellness 

levels are suffering presumably due to the difficulty in balancing home and work life, 

lack of social support, high demands as both mothers and counselor educators, and 

unclear expectations and harsh judgement in both roles.  If MCEs had higher levels of 

wellness and social support, they may arguably be able to have higher life satisfaction 

and increased productivity, which would be additive to their personal lives, professional 

lives, and the field of counseling overall. 
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APPENDIX E 

DEMOGRAPHIC QUESTIONNAIRE 
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Demographic Information 

I work in a full-time Counselor Educator position. 
o Yes
o No

Number of years as a full-time counselor educator: 
o ______________

Professional position/title.  Please indicate which applies to you. 
o I am tenured or on a tenure-track line.
o I am in a non-tenure track position.

If in a tenured or tenure-track position, I am: 
o a full professor.
o an associate professor.
o an assistant professor
o Other.  Please explain.  ______________

Please indicate age in years. 
o __________

Religion. 
o Christian

o Catholic
o Protestant

o Buddhist
o Jewish
o Muslim
o Atheist
o Agnostic
o Other.  Please explain.  ______________

Sexual Orientation. 
o Heterosexual
o Homosexual
o Other ______________

Relationship Status. 
o Partnered, living with partner
o Partnered, not living with partner
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o Not partnered

Parental Role.  Please indicate all that apply. 
o Mother (or adoptive mother), with children in the home
o Mother (or adoptive mother), with no children in the home
o Legal Guardian, with children in the home
o Foster Mother, with children in the home
o Step-Mother, with children full time in the home
o Step-Mother, with children part-time in the home
o Step-Mother, with no children in the home
o Other:  ______________

Number of children under your care: 
o ______________

Number of children who live with you full-time: 
o  ______________ 

Ages of children in your care: 
o ______________

Race/Ethnicity. Please indicate all that apply. 
o Caucasian
o African-American
o Hispanic
o Asian/Pacific Islander
o Other:  ______________

Number of publications in the last year. 
o __________

Number of presentations in the last year. 
o __________

Number of doctoral committees on which you have served in the past year. 
0 1 2 3 4 5         

Level of Students Taught.  Please indicate all that apply. 
o Undergraduate
o Masters
o Doctoral

Is your program CACREP/CORE accredited? 
o Yes
o No
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o Unknown
o Other:  ______________

Please indicate your typical teaching workload for the year.  For example, 2/3 is 2 
courses in the fall and three in the spring.   

o ______________

Approximately what percentage of your workload is online? 
o ______________

Please indicate the approximate number of substantive service positions you 
have held within and outside of the university in the last year.  

o ______________
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