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ABSTRACT

Experiences of discrimination in the aca-
demic world discourage women from
taking part in contests to occupy higher
academic positions. People tend to evalu-
ate academic management based on what
they consider to be normal behaviour for
both women and men. Because of this,
women are often perceived as less appro-
priately equipped to occupy an academic
managerial position than men, especially
in fields (such as the academic field)
where male stereotypes are regarded as
more efficient.

This research was intended to evaluate
the organisational culture and environ-
ment within the largest university centres
in Tasi (Romania) in relation to the accom-
plishment and execution of academic and
scientific tasks by academic staff, as well
as measuring their personal and profes-
sional satisfaction. We used a qualitative
method (the ‘life story” interview), as we
wanted to identify certain events and de-
fining traits of women in academia by
focusing on their subjective experiences.
For this purpose, we took into account the
following three indicators: professional

motivation and satisfaction, balancing
personal and professional life, and success
and failure in the academic world.

Focusing on the obstacles women meet
in their attempt to reach scien-
tific/academic management positions, we
have noticed that one of the major diffi-
culties women in the academic world are
confronted with when becoming academic
managers is creating a balance between
family life and their career. The inter-
viewed women are not willing to give up
domestic tasks for the benefit of profes-
sional tasks, as they are part of the tradi-
tional family model. On the other hand,
this study shows that these women do not
lack motivation to take up a managerial
position, but that the norms promoted in
the academic environment disadvantage
women, despite the fact that the inter-
viewees consider these formal norms to be
gender-neutral.
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INTRODUCTION

One of the major difficulties women
in the academic world are confronted
with when taking on management
positions is creating a balance between
family life (especially when they have
dependent children in their care) and
their career. Domestic activities are
normally time-consuming, limiting the
period that can be dedicated to profes-
sional activities (Gardiner et al. 2007,
Tomas et al. 2010). Even in this era,
domestic activities often remain the
responsibility of women as a result of
gender stereotypes.

Organisational culture is born under
the influence of structural conditions,
such as opportunities, power, and fe-
male and male staff distribution in the
organisational hierarchy. In order to
understand the persistence of gender
inequality in the academic and scien-
tific world, it is also important to un-
derstand the latent, subtle, and indirect
processes within organisations that
form the basis of gender differences.
These processes are often referred to
as second-generation gender barriers
(Ibarra, Ely and Kolb 2013). To this
extent, we can say that rational proce-
dures and institutional structures give
rise to an apparent neutrality and im-
personality that hides class, race, and
gender (Benschop and Doorewaard
1998).

CONCEPTUAL FRAMEWORK

The trajectory of science depends
largely on the talent pool of future
researchers available. At the moment,
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women represent a large part of that
pool, but some studies show that,
compared to men, women are more
likely to “go to waste through the
drain” (the ‘leaky pipeline’ phenome-
non) (Ceci, Williams and Barnett
2009).

This research addresses a subject
that has been poorly studied in Roma-
nia compared to other countries; the
only results involving Romania are
found in studies conducted at the level
of European Union institutions. For
example, according to the She Figures
report, in Romania the percentage of
women leading higher education insti-
tutions is very low: only 15.5% of the
heads of higher education institutions
are women (European Commission
2019: 128). When we shift our focus
to universities that have the capacity
to deliver PhDs, the situation is worse:
just 7.3% of the heads of these par-
ticular higher education institutions
are women (European Commission
2019: 130). These percentages make
Romania one of the few remaining
countries in the European Union that
does not encourage the appointment of
women among heads of universities.
Multiple reasons have been offered to
explain the rather small proportion of
women within the field of research or
the difficulties women encounter in
furthering their academic career. Dur-
ing the 19th century there was the idea
that women had inferior minds, an
idea no longer accepted today. Nowa-
days, the most sensible argument for
justifying the absence of women in
high academic positions relates to
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maternity (Noback, Broersma and van
Dijk 2016).

Another explanation for this phe-
nomenon — this time psychological —
implies that women have difficulties
in furthering their careers because they
are shy, not aggressive enough, and
don’t have enough role models
(O’Connor 2011). Other reasons ex-
plained below point to the motivation
and strength required to build a career
in the academic and scientific world.

Motivation can manifest itself in the
desire to have multiple responsibilities
and achieve the common goals of the
organisation. This is assessed as posi-
tive ambition. On the other hand, neg-
ative motivation is characterised by
self-serving conduct and individual
desire for power. Positive motivation
is linked to learning, development, and
self-accomplishment, while negative
motivation is linked to hierarchy, sta-
tus, prestige, and salary. Both motiva-
tion categories are significant from a
cultural point of view (Benschop et al.
2013).

Discourses around career and moti-
vation can be catalogued as gender
discourses, but are paradoxical at the
same time. The centre of the paradox
lies in the fact that two elements or
situations that apparently cancel each
other can actually occur at the same
time (Van den Brink and Stobbe
2014). Employees who wish to climb
up the hierarchy must let the organisa-
tion know without explicitly mention-
ing it. This is problematic especially
for young women, who are often per-
ceived as being less ambitious than
men. This places them in a double
dilemma, as they need to explicitly
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show their managers that they have
not lost their ambition, yet without
being allowed to say it explicitly. If
women do not explicitly state that they
have the motivation to climb up the
hierarchy, they reproduce the domi-
nant discourse on women and their
lack of ambition (De Vries 2010; Van
den Brink et al. 2016). Women in the
academic world must be visible and
invisible at the same time in order to
be able to evolve professionally: visi-
ble with regard to their ambition and
skills, but invisible with regard to their
feminine bodies (Van den Brink and
Stobbe 2014).

All of the issues highlighted above
— as well as the relation between fami-
ly life and career, the second genera-
tion of gender barriers, and motivation
issues — are discussed in the 'Results’
section. At first sight, it might appear
that there is a theoretical discrepancy
between these sections. However, the
aspects mentioned in the introduction
and the conceptual framework of this
article, such as the relationship be-
tween professional and family life, the
second generation of gender barriers,
and professional motivation are dis-
cussed in the ‘Results’ section as fol-
lows: work-life balance; failure and
success in the academic environment;
satisfaction and organisational culture.
This article intends to focus on those
indirect causes that lead to the lack of
women in academic management,
among which are those mentioned
above.
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METHODS AND OBJECTIVES

This research was intended to evaluate
the organisational culture and envi-
ronment within the academic world of
lasi in relation to the accomplishment
and execution of academic and scien-
tific tasks by academic staff, as well as
measuring their personal and profes-
sional satisfaction.

In light of this objective, we decid-
ed to use a qualitative method, as we
wanted to identify certain events and
defining traits of women in the aca-
demic world by focusing on their sub-
jective experiences. For this purpose,
we have tried in the present research
to take into account the following
three indicators: professional motiva-
tion and satisfaction, balancing per-
sonal and professional life, and suc-
cess and failure in the academic world.
Qualitative research encourages the
ongoing discovery of problems and
takes into account the points of view
of the interviewed subjects (Scheele
2005).

We chose to use the ‘“life story’ in-
terview method in order to identify,
sequentially and very precisely, the
professional development stages that
women in the academic and scientific
world go through, taking into account
the fact that the reality of the academic
world is a very dynamic one. From a
methodological point of view, choos-
ing such an interview type is deliber-
ate, as life story interviews allow very
complex experiences to be expressed
(Rhoten and Pfirman 2007).

This type of interview is often con-
sidered to belong to feminist method-
ology. The main points of this instru-
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ment focus on the continuity of the
story and the personal reflection of the
person interviewed (Atkinson 2002).

The interview inquiry is based on a
semi-structured interview — the inter-
view guide that was compiled having
established only the main themes the
study focused on — being adjusted
throughout the interviews (Piercy
2004). The research results are not
representative for the population the
interviewed subjects are part of. First
of all, we need to remind everybody
that in the case of a study conducted
using the interview method (as with
all qualitative methods), the purpose is
not to generalise the results, but to
explore the subjective meanings of the
phenomenon; therefore, the sample
does not need to take into account
representation, but only its saturation
(Creswell 2005). This necessitates
selecting candidates who display the
qualities necessary to achieve the ob-
jectives. The criteria used to select the
population to take part in the study
were:

e gender: the participants at this
stage of the study were only women
who work in the largest university
centres in Iasi (Alexandru Ioan Cuza
University of lagi — eight women,
Grigore T. Popa University of Medi-
cine and Pharmacy, lasi — three wom-
en, Gheorghe Asachi Technical Uni-
versity of lagi — two women);

» field of activity: some of the wom-
en carry out only research activities
(four women), while the rest of them
perform both research and teaching
activities (nine women);

« professional experience: consider-
ing the objective of the research, we
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decided to find out whether there is a
difference between generations re-
garding the chosen objective. For this
reason, women were selected based on
whether they could be classifieed as
senior or junior women;

« personal background: three of the
participating women have one child,
five of them have two children, and
three women have three children. Al-
so, 11 of the women who participated
of this study are married, while two
are unmarried.

The test sample of the study com-
prised 13 women involved in the aca-
demic and scientific world in lasi.
They were grouped into two catego-
ries: senior (women with experience in
the academic and scientific world) and
junior (women who are just starting
out in the academic and scientific
world). The names of the women par-
ticipating in the research were modi-
fied so as to ensure their anonymity.
Categorisation was done by taking
into account the research and teaching
experience of the women who were
the subjects of the study. Thus, wom-
en with up to seven years of experi-
ence were included in the junior cate-
gory, while women with teaching ex-
perience of more than seven years
were placed in the senior category.
This categorisation was made follow-
ing a study conducted in Romania in
2010 (Balahur and Balahur 2010) and
was inspired by research coordinated
by Harper et al. (2001), which states
that the average period necessary for a
new employee from the academic
and/or scientific environment to obtain
a position in middle management is
seven years.
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Of all the women interviewed, six
are juniors and seven are seniors. Due
to the nature of the research, we also
need to mention that 11 women have
children, while two do not. For carry-
ing out the research, a non-randomised
‘snowball” sampling method was
used; the women interviewed were
recommended by people who are part
of the STAGES project (Structural
Transformation to Achieve Gender
Equality in Science).

We decided that the two selected
categories should comprise senior and
junior women alike, since, as Marston
and Brunetti (2009) stated, the profes-
sional satisfaction of women in the
academic world varies depending on
the position they occupy. At the same
time, advancing from one position to
another requires a certain level of
productivity and takes time.

RESULTS

Satisfaction and organisational
culture

In order to assess the satisfaction level
of the women who were part of the
study in relation to their academic
activity, we tried to identify which are
the main factors that contribute to
their satisfaction or dissatisfaction.
From their accounts, we could identify
their motivation in pursuing an aca-
demic profession, as well as their atti-
tude towards the factors defining
women’s work in the academic and
scientific field.

Rosser (2005) identified four areas
where academic satisfaction could
appear: remuneration and benefits,
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career satisfaction, job security, and
relationships  with  students, col-
leagues, and superiors.

To emphasise the necessity of dis-
tinguishing between junior and senior
women when it comes to their profes-
sional satisfaction, we can refer to the
studies of Marston and Brunetti (2009)
or Wilson (2012), who focus on the
fact that academic satisfaction varies
depending on the professional level. A
higher professional position will nor-
mally provide a higher level of satis-
faction. In our case, an individual’s
professional level depends largely on
their productivity (in order to rise to a
superior academic position, it is essen-
tial to publish research papers in that
specific area of expertise). Thus, the
longer a person spends within the
academic world, the greater their
chance of becoming more productive.

In the case of the present research,
women with professional (work) expe-
rience in the academic field are part of
the senior group. To emphasise what
was stated, Sabharwal and Corley
(2009) show that senior academic staff
are more satisfied with their profes-
sional life than junior staff. The results
of the interview pointed to the same
conclusions as the study above; junior
women more often brought up their
professional dissatisfactions from the
moment they entered the university
and scientific world: “I regret that |
don’t have a good relationship with
Mr B (her superior), although things
would have been better... that was the
situation” — (Liliana - junior, married,
two children).

Although, as previously mentioned,
senior women presumably have much
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higher productivity, there are cases
when junior women focus on this as-
pect in order to express their profes-
sional capability. However, their ac-
counts of their own productivity are
closely related to situations in which
they considered themselves aggrieved:
“l want to have 20 papers. | have over
100 in the bibliography. Nobody has
more projects than me. | need a
course and some more articles. This is
all I need. And then | go, no problem.
And | can let A. have it with a mini-
mum” — (Larisa — junior, divorced,
two children). By this, Larisa means to
say that she wants to keep improving
her skills before she seeks a promo-
tion, even though she is already quali-
fied for a more senior position. The
junior women’s situation is also men-
tioned by Valian (1998) when he
states that the volume of material pub-
lished by a woman is larger at the
beginning of her career, and then
gradually decreases.

In the case of the accounts given by
the research subjects, all women re-
ferred to the second area mentioned
above: career satisfaction. (“It is a
prestigious profession, but you get it
after years and years of effort and
patience” — (Irina — senior, unmarried,
without children). Although the wom-
en did state that they were happy with
their career paths, one of the senior
subjects pointed out her dissatisfaction
regarding the position she was in after
very many years dedicated to academ-
ic and scientific activities: “You know,
I have been an assistant since year
X... the steps were as follows: to get to
be lecturer, then assistant professor
and... to dream of becoming a profes-
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sor, but, unfortunately... | have a file
for each of these positions, but there
are no vacancies” — (Maria — senior,
married, one child). The legal system
in Romania does not stipulate any age
or seniority requirements in order to
move up the ladder, yet other demands
— including a minimum number of
published articles and books — make
promotion possible only for those who
have a certain level of experience. The
reality in this country has not shown
any pattern in terms of the number of
years it takes to reach a higher aca-
demic position.

In accordance with the Law of Na-
tional Education, and depending on
the maximum number of potential
students allocated to a faculty through
the Order of the Minister of National
Education, universities approve the
organisational function chart for each
component faculty. Thus, a faculty can
have on its organisational chart nine
assistant lecturers, six lecturers, five
associate professors, and three profes-
sors. Based on the above, an assistant
lecturer cannot hold a lecturer position
if this position is not vacant, even if
he/she meets the requirements regard-
ing participation in research projects
and number of published papers.

As regards their satisfaction level in
relation to their salary, most women
said they were unhappy: “The money
is very, very little for all the effort we
put into it” — (Luiza — junior, married,
three children). Despite all the incon-
veniences and discontentment, seniors
admit that the difficulties those now
beginning their career have to face are
a lot more challenging than their own:
“l don’t know how these young women

Stanounistuo

manage. | think I would go someplace
else to work, 1 wouldn’t stay here for
this kind of money” — (Claudia — sen-
ior, married, three children). In the
academic world, salary is closely re-
lated to position. Thus, as Valian
(1998) mentioned, even small differ-
ences in treatment can lead to huge
differences in advancement, and im-
plicitly in salary. What the women
said in interviews showed such dissat-
isfaction only where the juniors are
concerned: “l didn’t feel discour-
aged... because at some point, in two
years’ time, Mr. G will retire... then, if
M. doesn’t do the work, there’ll be no
one else to do it” — (Larisa — junior,
divorced, two children). The same
author (Valian 1998) states that wom-
en need to reach a higher productivity
level than men in order to get a pro-
motion in their career, as many of the
juniors in the study actually showed
when they highlighted the fact that
their professional achievements are
superior to those of their fellow male
colleagues: “Where quotations are
concerned, | have over 100, almost
200. Nobody has more projects than |
do [among male colleagues]. | need a
course and some more articles... Now
I can let A. [male colleague] get it [a
superior position] with a minimum” —
(Larisa — junior, divorced, two chil-
dren). This explains very easily the
paradox described in the theoretical
part of the article. Although she has
the competency to get promoted in
academia (in this case, significantly
more projects and citations than her
male colleague), a man was targeted
for promotion ahead of her. She let her
colleague take the position although
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she was more qualified for it. Her
‘silence’ made the appointment possi-
ble. This can be explained by the fact
that she does not explicitly mention
having the motivation to climb up the
academic hierarchy. This example
could add to the discourse on women
and their lack of ambition.

The third area where professional
satisfaction may be achieved is in
relationships  with  students, col-
leagues, and superiors. Most of the
research subjects highlighted this fac-
tor as significant. In one paper by
Marston and Brunetti (2009), teaching
activities represent a very strong
source of satisfaction for teachers.
Interacting with students brings more
satisfaction to junior women. They
draw attention to the fact that one of
the reasons why they like their work in
the academic field is because of the
interactions with their students: “I like
young people. | like their company
and | know that I can be a source of
knowledge for them” — (Luiza — junior,
married, three children). In contrast,
Sabharwal and Corley (2009) consider
that professors who allocate much of
their time to teaching consider them-
selves more dissatisfied with their
work. This is the same as what most of
the seniors said: “Teaching kind of
gets in my way” — (Corina — senior,
married, two children). In spite of all
this, juniors are aware of the fact that
in order to advance in their academic
careers, they have to concentrate more
on research than on teaching, although
they get more pleasure from the teach-
ing side of their academic and scien-
tific activities.
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Work-life balance

Balancing family life with work
means that a person should identify a
satisfying way to accomplish both
their professional and family tasks
(Greenhaus, Collins and Shaw 2003).
The conflict between professional life
and personal life could be defined as
one in which accomplishing work-
related goals affects family-related
goals, and vice-versa.

Fox, Fonseca, and Bao (2011) also
mention the fact that women are much
more likely to face conflicts linked to
finding this balance between their
professional and personal lives. This
statement correlates closely with the
results of the study due, on one hand,
to social and cultural expectations
regarding the role of women within
the family — an aspect also present in
the discourses of the junior women
(“My mother told me: stay in the
kitchen, you’re married now” — loana
— junior, married, one child) — and on
the other hand, to the traditional edu-
cation women receive in their fami-
lies, where they are taught that one of
the woman’s duties is to take care of
domestic chores. This topic mainly
arises in the seniors’ interviews (“The
fact is, I’ll say it again, | really want-
ed to stay at home for the first two
years, being a mother and all” — Na-
dia — senior, married, one child).

In overcoming the conflict between
work and family, Mathew and Pan-
chanatham (2011) emphasise the im-
portance of the involvement not only
of the state, through its protection
mechanisms for maternity and family
(“Is there anything else except for
maternity leave?” — Corina — senior,
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married, two children), but also of the
management of the higher education
institution (“It would be nice if the
university contributed with something
when one of the employees has a
child. They gave me one monthly sala-
ry, that’s all” — Veronica — junior,
married, two children).

One of the differences between sen-
iors and juniors was that with seniors
the feeling of guilt was more poignant
when they failed to carry out domestic
duties as planned, given that they con-
sider domestic chores to be their job:
“From a family point of view, my
opinion is that | should have done
much more. That is to have had more
time to spend with them, to communi-
cate with them” (Maria — senior, mar-
ried, one child). Maria’s case contra-
dicts the results of a study performed
by the Center for Advanced Human
Resources Studies with Cornell Uni-
versity (2010), which found that if
employees feel that their family life
affects their work, they feel guilty,
while if they feel that their work af-
fects their family life, the feeling of
guilt is absent.

Maybe the most important factor
contributing to the escalation of the
conflict between work and family is
having children (Amstad et al. 2011,
Thompson and Prottas 2006), a fact
also supported by the present study:
“If women have two, three children at
home, they find it very hard to publish
and do research, let alone handle a
management position” (Oana — senior,
married, two children). In order to get
promoted, women in the academic
field have to prove their competence
by means of research and publications.
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To accomplish these objectives, the
interviewed women, regardless of
their category, have adopted various
strategies designed to relieve them of
their family tasks, especially of those
linked to children, such as: hiring a
person to take care of the child (“I
mean | have somebody, the nanny of
my boy, who comes to our place from
time to time” — loana — junior, mar-
ried, one child) or asking for their
grandparents’ help (“He started to go
to daycare when he was only one year
old. Before that we used to care for
him in shifts, my father and 1” — Cori-
na — senior, married, two children).
The various impositions related to
raising children cause a lot of women
—as is generally the case of the seniors
in our study — to postpone their desire
to occupy a position in the academic
management hierarchy until their chil-
dren are old enough not to be depend-
ent on their mother’s care anymore
(Baumgartner and Schneider 2010):
“...the worries about family have fad-
ed in the meantime. E. is older now, so
I am not needed at home anymore.
Already things have taken a trend
where | feel 1 can manage them and
live up to them” — (Corina — senior,
married, two children).

Academic activity has the ad-
vantage of a flexible working sched-
ule, a factor many of the junior wom-
en mentioned. But this also implies
that some work-related activities must
be transferred from work to home
(“This is mostly how | worked, at
night, after the children went to sleep”
— Dana - junior, married, three chil-
dren), which can cause conflicts relat-
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ed to failing to accomplish domestic
chores.

One study by O’Laughlin and Bis-
choff (2005) found that women’s busy
schedule (mixing home and work ac-
tivities) affects their productivity. This
is contradicted by the interviewed
women, both seniors and juniors, who
choose either to go back to their
workplace after finishing their domes-
tic activities, or transfer their work
tasks to home. This is because, as a
study by the Center at Cornell Univer-
sity (2010) has shown, although they
spend long hours at their workplace
(“I work on average 10 hours per day”
— Florentina — senior, married, without
children), women also have to deal
with most of the domestic chores and
family care activities: “Mostly, every-
thing at home is my responsibility”
(Nadia — senior, married, one child).

In her study, Hochschild (1989) de-
scribed several family typologies:
traditional, transitional, and egalitari-
an. According to her, in the traditional
family, the woman believes herself to
be dependent on her husband despite
having a job; her main tasks have to
do with the family sphere, whereas the
husband is the one who provides the
main financial support of the family.
When the woman needs the man’s
help in accomplishing one of the do-
mestic chores, she asks for it only
because she cannot handle it alone, not
because the chores are seen as the duty
of both partners. This type of family is
standard for many of the cases dis-
cussed, but mainly where the juniors
are concerned. They often argue that
their partners do accomplish many of
the chores they would normally do
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themselves, but only when asked to do
so (an attitude that women consider
normal): “...he asks me all the time,
‘Why didn’t you tell me?’... It’s the
same with picking up children from
school. | realise around 3 p.m. that |
don’t have time and | have to pick
them up from school just when 1 real-
ise that | still have something else to
do” (Luiza — junior, married, three
children).

In regard to the accomplishment of
family tasks, all cases bring to the
foreground the same situation: women
are those who have to deal with all
tasks linked to childcare and family
duties, their life partners getting in-
volved only when women find it im-
possible to accomplish these tasks on
their own: “When we have to hand in
our reports | sometimes stay at work
until midnight... that’s when my hus-
band takes care of the children and
food” (Luiza — junior, married, three
children). The interviews clearly show
that the women involved in the study
belong to the traditional type of fami-
ly, about which Schippers and Gray-
son-Sapp (2012) state that it promotes
the responsibility of women over
family tasks. Even when women with
life partners try to prove that they are
not part of such a family model, their
discourse still leads to the above-
mentioned conclusion. One study by
Amstad and Semmer (2011) argues
that the family model of one partner
can influence, depending on its inten-
sity, the behaviour of the other part-
ner, who adopts that specific family
model.
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Failure and success in academia

One of the studies conducted by Pyke
(2013) argues that women are isolated
and kept to the side of the academic
field because of their low numbers.
These results contradict the findings of
the present study, regardless of the
participants: “I like what I am doing ...
I have colleagues | get along with very
well, no matter their gender” (Claudia
— senior, married, three children). In
spite of this being a common senti-
ment, some senior women argue that
the informal norms of the academic
world benefit men: “Well, we women
can’t, for instance, reject our students
in general, or things like that...”
(OCana - senior, married, two chil-
dren). It can be argued that improving
organisational conditions for women
is not enough without a change in the
societal perceptions of the skills, abili-
ties, and roles that a woman can have.
Unlike men, women internalise gender
roles specific to them - such as a
higher degree of empathy — as part of
early socialisation. Thus, it can be said
that women's vision of employment
relationships includes a closer connec-
tion with students. This is time-
consuming and produces inferior re-
sults on indicators that are important
for professional development in the
academic and scientific environment
(publication and participation in re-
search teams).

The personal experiences of women
regarding fair treatment can make
them feel that they belong in the aca-
demic world (Richman, vanDellen and
Wood 2011). The cases of senior
women often reflect the results of the
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above-mentioned studies, as in their
discourses we often find the idea that
they’ve never felt treated by their hus-
bands with an attitude of superiority
and that relationships between men
and women promote equality: “They
are not made for men or for women...
In the academic world, norms are
impersonal. Now, if we want to give
them a certain interpretation, we can
interpret them” (Florentina — senior,
married, without children). We see the
same conclusion (that formal and in-
formal norms do not favour men over
women) in the juniors’ discourses,
although some juniors have experi-
enced discrimination. One example is
that of loana (married, one child), who
was supposed to be included in a re-
search project before she gave birth.
However, the woman in charge of
hiring told her colleague: “Why did
you hire her for two months for this
project when you knew she was going
on maternity leave?”

At the same time, a similar study
conducted by Richman, vanDellen and
Wood (2011) underlines the fact that
being exposed to a discriminatory
situation can stunt academic perfor-
mance. Although, as stated above,
some junior women have experienced
such a situation, they have gathered
their strength in order to prove their
abilities in their field of expertise:
“He’s been occupying the position of
lecturer for six or seven years [male
colleague]. Professor G. has recently
been including his name on all the
papers just to help him get some pro-
motion. However, | managed to over-
take him by my own strength” (Larisa
— junior, divorced, two children).
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As one of the senior participants in
the study stated, one of the reasons
why women do not end up in academ-
ic leadership positions has to do with
the fact that women are not willing to
give up the time dedicated to research
and their family for such a position:
“Now, those who assume management
positions are people who practically
sacrifice a professional area, some-
thing that has to do with their profes-
sional career. Some are willing to do
it, others are not. | don’t think there
are many women who would be will-
ing to give it up” (Irina — senior, un-
married, without children). Peterson
(2014) states that academic leadership
positions, which implicitly include
administrative  tasks, are time-
consuming. In spite of this, Clarke,
Hyde and Drennan’s study (2013)
showed that, contrary to what one
participant in the study declared (“In
addition to teaching, there are other
activities... they take up a lot of time,
such as the administrative activities...
Yes, 1'd like to keep getting involved in
this administrative part” — Florentina
— senior, married, without children),
that most senior women dedicate a
significant part of their working time
to accomplishing administrative tasks,
even if they don't want to deal with
these responsibilities.

The women’s discourses have un-
veiled the fact that, especially with
senior women, one of the problems the
academic staff has to face is the strug-
gle for resources, which leads to a lack
of cooperation and communication
between academic staff members
(Gasser and Shaffer 2014). This can
produce a deficiency in the infor-
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mation and resources necessary for
carrying out teaching and research
activities: “l don’t know why, but it
seems to me that the more we have
access to information, the more we
frighten one another. | don’t know if
my colleagues know what | do. We
tend to become very secretive and very
focused on one direction” (Corina —
senior, married, two children).
Furthermore, according to Clarke,
Hyde and Drennan (2013), women are
much more affected than men by what
the reference literature calls reduced
academic mobility (taking part in con-
ferences, practice sessions, training
courses etc.). As it creates the possi-
bility of establishing connections with
colleagues in the country or from
abroad, academic mobility can lead,
among other things, to beneficial re-
sults in terms of a person’s rate of
publication in scientific journals. In
Romania, moving up the hierarchical
ladder entails being subjected to a
calculation scheme (the calculation
scheme of the score necessary to apply
for a higher position is provided by the
Law of Education). The women’s
discourses have emphasised this prob-
lem not only for junior women, but
also for senior women who have de-
pendent children in their care. In this
case, the difference is not between
junior and senior women, but between
women with independent children and
women whose children are dependent
on the presence of one of their parents.
Similarly, there is no difference be-
tween the case of women who have a
partner and those who do not, one
example being that of Claudia (mar-
ried, three children): “My husband has

Stanouvnistvo


https://doi.org/10.2298/STNV1802023K

Organisational culture: The fine line between success and failure for women in academia 35

a very busy schedule... If we are talk-
ing about mobility, especially longer-
term mobility, then | can’t commit
because there’s no way to do it... for
the time being... my child is seven
years old and needs all my attention.”
Another woman, divorced, with a five-
year-old child says: “At this point, a
long journey cannot be discussed...”
(Larisa — junior, divorced, two chil-
dren). Consequently, it becomes clear
that women, regardless of their situa-
tion, with children or not, married or
unmarried, are professionally affected
by the impossibility of traveling for
long periods of time.

Moreover, domestic duties — espe-
cially those related to raising and car-
ing for children, which fall under the
responsibility of the participants —
have a domino effect on their mobility
level. The reduced mobility of women
affects their chances of conducting
research and their opportunity to cre-
ate collaborative relations with their
colleagues. All these factors make the
accomplishment of professional de-
velopment tasks even more difficult.

The fact that academic management
teams don’t get heavily involved in
supporting academic staff in situations
that require their input can lead to
dissatisfaction regarding the balance
between family life and work: “The
University did not help me at all when
I gave birth to D...” (Corina — senior,
married, two children). According to
Marston and Brunetti (2009), universi-
ties should more carefully examine the
problems members of their academic
staff face in balancing the two spheres
of their lives, as this can generate
positive or negative outcomes in their

Stanounistuo

academic performance. Sensing the
gap between the staff and the academ-
ic management, one of the participants
declared: ““...I think the university
could do more for mothers in that
period following their giving birth”
(loana — junior, married, one child).

In the end, we can mention Chan-
dler’s observation (2011) that people
tend to evaluate academic manage-
ment based on what they consider to
be normal behaviour for women and
men respectively. Due to this fact,
women are perceived as being less
appropriate to occupy an academic
management position than men, espe-
cially in areas where male stereotypes
are deemed more efficient. Thus, there
appears to be a question whether
women could bring something new to
academic management. Most women
agree that women can have the same
qualities as men, and the other way
around: “Both women and men can
have the same leadership qualities”
(Irina — senior, unmarried, without
children). In addition, the interviewees
mentioned that there could be some
differences linked to skills, pointing
out the fact that women can actually
have some managerial skills that men
lack, such as: organising skills (*“...1
think many women know how to or-
ganise their time, to do more things at
the same time” — Maria — senior, mar-
ried, one child), more practicality due
to their maternal instinct (“A woman is
more linked to the reality and the
pragmatism of day-to-day life, be-
cause if a woman is a mother, she
understands better” — Veronica — jun-
ior, married, two children), intuition
(“Generally, a woman can empathise
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better with various problems that may
appear with the people she works
with” — Oana — senior, married, two
children), and proficiency in adopting
a collaborative management style
(““...when I have difficult decisions, |
prefer to consult several people before
I make a decision” — Larisa — junior,
divorced, two children). However, in
the academic world, women are per-
ceived as being less appropriate for
occupying an academic managerial
position. Participants do not consider
this perception to be true, asserting
that actually women have skills that
exceed those of men in some areas.
Although all participants in the
study agree that they are at a disad-
vantage regarding their professional
development, they do not consider
themselves discriminated against. This
lack of awareness about potential dis-
crimination will allow the academic
organisational culture that promotes
‘male’ norms and regulations to con-
tinue putting women in second place.

DISCUSSION AND
CONCLUSIONS

Focusing on the obstacles women face
when trying to get a position in aca-
demic and scientific management, it
turns out that one major difficulty
these women deal is finding a balance
between family life (especially if they
have dependent children in their care)
and their career, as domestic duties are
time-consuming and limit the period
available for professional activities
(Gardiner et al., 2007; Tomas et al.,
2010). Although it may seem that this
could be a valid concern for all partic-

https://doi.org/10.2298/STNV200218006!

G. M. Ichim

ipating women, their interviews show
that it appears mainly as an issue for
senior women. According to Gardiner
et al. (2007), when having a child, a
lot of women in the academic world
‘access’ one of the benefits granted by
the state (such as maternity leave),
which creates a difference between
themselves and their male colleagues.
Such an explanation occurs in the case
of both senior and junior women.
Regarding the accomplishment of
family tasks, all cases bring to the
foreground the same situation: women
typically have to deal with all tasks
linked to childcare and household
duties, their life partners getting in-
volved only when women find them-
selves unable to accomplish these
tasks on their own. The interviews
clearly show that the women involved
in the study belong to the traditional
family type, viewed by Schippers and
Grayson-Sapp (2012) as one that pro-
motes the responsibility of women
over family tasks. Even when women
with life partners want to prove that
they are not part of such a family
model, their discourse invariably leads
to the aforementioned conclusion. One
study performed by Amstad and
Semmer (2011) argues that the family
model of one partner can influence,
depending on its intensity, the behav-
iour of the other partner, who comes
to adopt that specific family model.
This micro-study proved that, for
the participating women, professional
failure or the reduced chance of occu-
pying a managerial position in the
academic sphere are derived from the
negative effects that domestic respon-
sibilities have on their career devel-
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opment. From a different perspective,
the major difficulties women in the
academic world face when having to
decide whether to participate in aca-
demic management revolve around
finding a balance between family life
and career, as domestic duties are
time-consuming and limit the period
that can be dedicated to professional
activities.

This research has revealed the im-
portance of a flexible schedule that
would allow the development of pro-
fessional activities in the academic
and scientific environment in a context
dominated by household duties. Alt-
hough the academic environment can
be described as offering a flexible
schedule, it is also unpredictable,
which puts mothers in a difficult posi-
tion.

Turning our attention to the barriers
women face in accessing a position
within the academic and scientific
management system, it becomes ap-
parent that one of the major difficul-
ties women in academia face when
deciding to get involved in manage-
ment is balancing family life and ca-
reer, household activities being time-
consuming and restricting the period
that can be allocated to professional
activities.

This study has shown that women
are not willing to give up domestic
tasks for the benefit of professional
tasks, as they are part of the traditional
family model as it was described by
Hochschild (1989). Based on this find-
ing, in order for the academic world to
benefit from women’s abilities and
competence, the system needs to be
reformed and redefined so as not to
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hinder their ability to perform family
responsibilities.

The analysis of the interviews
shows that the women participating in
this study do not lack motivation to
take up a managerial position, but that
the norms promoted in the academic
environment disadvantage women,
despite the fact that the participants
consider these formal norms to be
gender-neutral. In Romania, gaining a
promotion in the academic environ-
ment is based on performing research
activities that are disseminated at con-
ferences and via specialist publica-
tions. The fact that women devote a
small part of their time to research is
the result of pervasive gender stereo-
types in society: domestic tasks are
considered the responsibility of wom-
en. Therefore, unlike men in academ-
ia, women are unable to allocate too
much time to research activities.

As in a domino effect, domestic re-
sponsibilities also have negative ef-
fects on women's mobility. They find
themselves ‘stuck’ in a particular area,
which leads to an inability to create
professional support networks, to
work in international research teams,
or to attend conferences. With all this
in mind, we can say that the women
participating in this research are not
devoid of motivation, any information
resulting from our study being based
solely on the gender stereotypes exist-
ing in society and, implicitly, in the
academic environment. Thus, women
will be concentrated in low positions,
and will consequently be paid a lower
salary than men.

This article is not intended to debate
whether cultural stereotypes or the
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work-life conflict are the reasons why
there are so few women occupying
managerial positions in the academic
environment. However, we can con-
clude from the article that these con-
cepts are interconnected, and that if
we do not take measures to prevent
them from replicating, the academic
environment will come to be dominat-
ed by masculine characteristics.

The results brought to the fore
through this paper could represent the
starting point for a new study oriented
towards innovative research directions
likely to address a much more specific
dimension of the topic or, conversely,
extend the study of these issues to the
level of several university centres.
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Organizaciona Kultura u Rumuniji: Tanka linija
izmedu uspeha i neuspeha Zzena
u akademskom svetu

GEORGE MARIAN ICHIM !

SAZETAK

Ovo istrazivanje bavi se temom koja se
slabo proucava u Rumuniji u poredenju sa
drugim zemljama; jedini rezultati koji
ukljuéuju Rumuniju mogu se naci u studi-
jama sprovedenim na nivou institucija
Evropske unije. Prema izveStaju Evropske
komisije (2019), samo 15,5% Sefova
visokoS8kolskih ustanova u Rumuniji su
Zene, odnosno tek 7,3% kada se u obzir
uzmu univerziteti koji dodeljuju doktorske
titule, $to ovu zemlju ¢ini jednom od ret-
kih ¢lanica EU koja ne podsti¢e imenova-
nje Zzena medu Sefovima univerziteta.

Prikazano kvalitativno istraZivanje,
sprovedeno u najveéim univerzitetskim
centrima poznatog univerzitetskog grada
Jasi, metodom intervjua ,,zivotna pri¢a“,
uzelo je u obzir tri pokazatelja: profesio-
nalnu motivaciju i zadovoljstvo, uskladi-
vanje licnog i profesionalnog zivota i
uspeh u akademskom svetu. Pokazalo se
da profesionalni neuspeh ili smanjene
Sanse za zauzimanje rukovodeceg poloza-
ja u akademskoj zajednici kod intervjuisa-
nih Zena proizilaze iz negativnih efekata
koje porodi¢ne obaveze imaju na razvoj
njihove karijere odnosno iz poteskoca da
pronadu ravnoteZu izmedu porodi¢nog
Zivota i karijere bududi da kuéne obaveze
oduzimaju puno vremena ograni¢avajuéi
period koji se moZe posvetiti profesional-
nim aktivnostima.

Istrazivanje je otkrilo znacaj fleksibil-
nog rasporeda koji bi omogucio razvoj
profesionalnih aktivnosti u akademskom i
nau¢nom okruzenju u kontekstu u kojem
dominiraju porodi¢ne obaveze. lako se
akademsko okruZenje moZe opisati kao
fleksibilno po pitanju rasporeda radnih
obaveza, ono je takode nepredvidivo, §to
majke dovodi u teSkoce.

Takode, istraZivanje je pokazalo da
ispitanicama ne nedostaje motivacije da
zauzmu rukovodece pozicije, ali da norme
promovisane u akademskim krugovima
stavljaju Zene u nepovoljan poloZaj, upr-
kos ¢injenici da ispitanice ove formalne
norme smatraju rodno neutralnim.

Ovaj ¢lanak ne namerava da raspravlja
da li su kulturni stereotipi ili sukob izme-
du poslovnog i privatnog zivota razlozi
zbog kojih u akademskom svetu ima tako
malo Zena na rukovode¢im poloZajima.
Medutim, iz ¢lanka mozemo zakljuciti da
su ovi koncepti medusobno povezani i da
¢e, ako se ne preduzmu mere da se spreci
njihovo umnoZavanje, akademska zajed-
nica biti dominantno muska.
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