their degree of satisfaction with how their
careers had unfolded and their sense of connection to their institution and its values.
As we read through the data for these two
measures of institutional connection and
career satisfaction (see figure 1), we came
to a model of four post-tenure pathways
(Beauboeuf-Lafontant, Erickson, and
Thomas 2019). As we discuss below, gender
and race deeply affect these pathways.

The Pathways of Synergistic and Weary
Citizens
Faculty members on the “synergistic citizen”
pathway had high career satisfaction and
high institutional connection. They also
shared experiential likenesses in terms
of curiosity, a sense of control over their
careers, and a feeling of campus belonging.
They spoke of finding, creating, or being
afforded opportunities for the ongoing

TABLE 1: DEMOGRAPHIC CHARACTERISTICS OF RESPONDENTS AND ALL ASSOCIATE
AND FULL PROFESSORS BY INSTITUTION

Survey
Respondents
N (%)

Interview
Respondents
N (%)

All Heartland
College
Associate and
Full Professors
N (%)

All Meadowland
College
Associate and
Full Professors
N (%)

All Hillside
College
Associate and
Full Professors
N (%)

RANK
Associate

89 (37.2%)

17 (30.9%)

71 (38.8%)

61 (52.1%)

50 (35.7)

Full

146 (61.1%)

38 (69.1%)

112 (61.2%)

56 (47.9%)

90 (64.3%)

Other

4 (1.7%)

0

TOTAL

239 (100%)a

55 (100%)

183 (100%)

117 (100%)

140 (100%)

Humanities and
Fine Arts

111 (46.4%)

18 (32.7%)

81 (44.2%)

48 (41.0%)

63 (45.0%)

Natural Sciences

65 (27.2%)

24 (43.6%)

52 (28.4%)

29 (24.8%)

37 (26.4%)

Social Sciences

52 (21.8%)

13 (23.6%)

41 (22.4%)

40 (34.2%)

40 (28.6%)

0

0

0

DIVISION

Interdisciplinary/
Other
TOTAL

11 (4.6%)

0

239 (100%)

55 (100%)

Female

96 (45.9%)

Male

109 (52.2%)

9 (5.0%)

0

0

183 (100%)

117 (100%)

140 (100%)

29 (52.7%)

78 (42.6%)

52 (44.4%)

61 (43.6%)

26 (47.3%)

105 (57.4%)

65 (55.6%)

79 (56.4%)

SEX

Other

4 (1.9%)

TOTAL

209 (100%)b

55 (100%)

183 (100%)

117 (100%)

140 (100%)

173 (82.0%)

48 (87.3%)

147 (80.3%)

91 (77.8%)

99 (70.7%)

0

0

0

0

RACE
White
African
American/Black

7 (3.3%)

12 (6.6%)

8 (6.8%)

12 (8.6%)

Hispanic or
Latino/a

8 (3.8%)

6 (3.3%)

7 (6.0%)

9 (6.4%)

Asian

8 (3.8%)

17 (9.3%)

5 (4.3%)

11 (7.8%)

Other

15 (7.1%)

1 (0.5%)

6 (5.1%)

9 (6.4%)

Total Faculty
of Color

38 (18.0%)

7 (12.7%)c

36 (19.7%)

26 (22.2%)

41 (29.3%)

TOTAL

211 (100%)b

55 (100%)

183 (100%)

117 (100%)

140 (100%)

a

Due to rounding, some totals may add up to less than 100%.

b

Totals for sex and race are lower because some respondents declined to answer.

c

Due to small numbers of faculty of color, only the total is shown.

development and growth of their skills and
capacities. The ability to reinvent oneself
was important for those on this pathway,
and they welcomed taking on new roles
and projects.
Faculty on this pathway undertook
“leadership service,” including administering centers, revitalizing departments,
and shepherding new initiatives on
standing committees. Synergistic citizens
not only tended to be successful in their
labors and receive recognition for them,
but they also enjoyed experiences that
allowed them to develop a sense of competence and authority on their campuses.
Demographically, synergistic citizens were
disproportionately, although not exclusively, white men. This is not a surprising
finding given that most institutions of
higher education have been designed with
the comfort, security, and ambitions of
white men in mind (Ahmed 2012).
In contrast, faculty on the “weary
citizen” pathway were disproportionately
women. These faculty members carried
much of the “internal service” that maintains an institution’s “mission, operations,
and cultural life” (Neumann and Terosky
2007, 283). Rather than thinking they
were moving forward through “channels”
of institutional opportunities, they were
more likely to believe they were stagnating
in “trenches” of unrewarded work. In “The
Ivory Ceiling of Service Work,” Misra et al.
refer to this phenomenon as the “gendered
gully of service” (2011, 24).
The service of synergistic citizens was
more visible, while much of the service
of weary citizens was “invisible” labor
that took place in the “private service
sphere” (Kaplan Daniels 1987). Faculty
on this pathway sustained institutional
relationships by organizing social events,
meeting with new or prospective students
and majors, taking on advising overloads,
mentoring students and junior faculty, and
advocating for groups historically underrepresented or marginalized in higher
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