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SEATTLEU

My husband thinks we share household tasks equally... What this means is that he cleans the kitchen in about
30 seconds... and then | follow behind and clean the kitchen correctly.

This quote illustrates the tensions in the personal and professional lives of many women faculty as they
attempt to juggle a multiplicity of diverse responsibilities. Most tellingly, it draws attention to types of labor
that are both difficult to track and invisible to some key actors. The well-intended husband in this quote
apparently saw the division of household labor as equitable, according to the woman we interviewed. The
interviewee didn’t agree. She also said, however, that she didn’t like complaining because she knew he tried,
she loved him, and “I could always just put down the sponge and leave the kitchen a mess, you know... it’s my
fault too, really.” What happens, however, when the urge not to leave a mess affects one’s personal and
professional life? What happens when this desire to clean up institutional and familial messes shows clear
gendered implications, whereby consistently more women with PhDs and faculty positions perform
housekeeping labor at home and at work?

The qualitative data in this paper draws from faculty experiences at a single institution. However, other
research from U.S. institutions across the country bolster our argument that the gendered trends in our
university data set are found in diverse academic settings in the U.S. today — and that the effects of the
pandemic have been catastrophic from a gender equity perspective.

We know from an extensive existing body of research and commentary that institutions of higher education
throughout the US are beset with sociocultural prejudices and economic inequities. Research clearly indicates
that institutions of higher education are riddled with many forms of gendered bias and discrimination?.
Although this White Paper focuses on gendered bias and discrimination, we also draw attention to racist
policies and cultures in the academy as well, because from an intersectional perspective, the overlapping
effects of misogyny and racism have particularly pronounced impacts on women of color?.

Our a priori expectation was that women at Seattle University experienced inequitable “asks” for institutional
labor traditionally viewed as service or teaching-mentoring and that the resulting workload was
disproportionately high in areas that are poorly assessed and counted by the institution in performance
evaluations. These deductive themes turned out to be powerful themes in our data. However, two further,
inductive themes emerged: 1) women faculty not only faced inequitable asks at work but also at home, and 2)
women did not want to complain about inequitable asks because often they were intangible and originated
from loved ones and respected colleagues. Moreover, the effects of the COVID-19 pandemic amplified the
asks and intensified certain aspects of women’s “double shift”3, while undermining the resources faculty could
mobilize.

Methods and Institutional Context

Importantly, for the arguments outlined in this paper, Seattle University has a strongly articulated mission
around social justice and excellence in education, is liberal-leaning culturally, and is tuition dependent. The
university is a primarily undergraduate serving institution with a handful of master’s, professional, and
doctoral programs
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Our data collection occurred from 2016-2021 and included classic ethnographic methods?*, as well as methods
stemming from recent innovations in qualitative research, particularly around the incorporation of online
forums and formats®. All research processes were approved by our institution’s Human Subjects Office.

From 2016 to 2019, we collected and analyzed in-person interviews and focus groups, faculty statements from
successful promotion applications, and faculty CVs. From 2019 to 2021, we collected and analyzed faculty
responses to a series of questions from us about the impacts the COVID-19 crisis and shut-downs had on their
work. Participants were recruited via online announcements sent to faculty listservs and word of mouth
between faculty®. Ongoing participant observation was often essential in providing context for the other data.

Table 1: An Overview of our Qualitative Research

Activities and Products Number of total participants | Participant Characteristics
In-depth, in-person faculty N=76 55 women, 21 men;
interviews Non-tenure track (NTT) faculty; assistant,

tenure-track faculty; and tenured associate
and full professors.

Faculty focus groups N=2 11 women;

Tenured full professors.
Faculty promotion N=18 13 women, 5 men;
statements Tenured associate and full professors.
Faculty CVs N=40 20 women, 20 men;

Tenured associate and full professors.
Faculty reflection statements | N=27 21 women, 6 men;

NTT faculty; assistant, tenure-track faculty;
and tenured associate and full professors.
Fieldnotes based on in- Variable N/A

person participant
observation in public
university venues.
Fieldnotes based on online Variable N/A
participant observation in
public university forums.

We conducted extensive thematic analysis’ of our different data sets. Below, we present and then discuss
emergent themes from our data. These are roughly divided into three parts: themes that emerged in women’s
professional experiences pre-Pandemic; themes that emerged in women’s personal lives pre-Pandemic; and
themes that emerged as faculty’s professional and personal lives collapsed into each other during the
Pandemic.

Our Results: Faculty Perspectives and Experiences
Institutional Asks Pre-Pandemic
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Theme 1: Inequitable institutional asks pre-Pandemic. An overwhelming majority of women faculty who
participated in interviews and all the focus group participants noted that women faced a continuous barrage
of institutional demands on their time, energy, and expertise. These demands were usually in addition to
(rather than instead of) existing teaching, administrative, and/or research-related activities women were
already doing. Interestingly, men faculty who participated in the interviews and who were involved in time-
intensive institutional service work agreed that women tended to do more service work at the institution.

Theme 2: Reported workloads for women are high in areas that are poorly assessed and “counted” on
evaluations. A majority of faculty interviewees and all focus group participants also noted that institutional
asks mainly centered on “service work,” i.e. work that is neither traditional teaching nor traditional
scholarship. Sometimes, the asks centered on intensive teaching practices that are often “invisible” in how
they are viewed, valued, and assessed on faculty evaluations. This theme of invisible labor from the interviews
and focus groups was bolstered by our analyses of promotion statements and CVs, where service work was
accorded little space, relative to scholarship and teaching.

Theme 3: Women worry about complaining about over-asks. An overwhelming majority of women faculty
who participated in interviews and all participants in the focus groups also noted that women encountered
sociocultural norms that disproportionately penalized them if they said no to institutional asks, relative to
men. This was the theme men faculty participants seemed least aware of, but it had a profound influence on
many women’s institutional experiences as they continuously ran afoul of (often unconscious) assumptions
that they would be institutional “good citizens” and say yes to a stream of time-intensive work asks.

Table 2: Exemplars from our Data

Participant Exemplar Quote Themes
Cindi After | got tenure, my service load probably quadrupled because, Theme 1
Professor, White you know, | took on the curriculum committee and I've actually run | Theme 2
Faculty, Woman every search for our department... Right, but for years | had an

advising overload. | had like three times the load of advising
advisors... [The chair] didn’t give me work units for that and then
the first year that [a male colleague] had an overload, [he] got work
unit releases, which is very interesting.

Alice | think there's some of my male colleagues in particular who are Theme 1
Associate able to... stay on the periphery so they're not really looked to forit. | Theme 3
Professor, Faculty They are able to skate, skirt it a little. Yeah... Women and faculty of
of Color, Woman color get over-asked. And are less popular if they say no... There's a

lot of people here probably not very happy with me 'cause | say no
a lot... [My evaluations would say things like,] “She thinks too much
of herself because she's [a faculty of color]... and successful.”

Alana I’'m definitely thinking about leaving... It’s really unfortunate coz | Theme 1
Assistant Professor, | love it here... and | don’t like whining or complaining, so I’'m sure Theme 2
Faculty of Color, that part of this is me not sort of standing up [but my teaching load | Theme 3
Woman has been unsustainable every year I've been here]... | thinkit’s

because I'm a good teacher. They are classes where nobody wants
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to teach them. They’re a hard demographic to teach... | do think
like, maybe gender with the teaching thing... you know, “She got
the right personality,” or the right — you know.”

Ava Too much service took away a lot from research and things slowed | Theme 1
Associate down, so I'm trying to gain back some of that momentum and it’s Theme 2
Professor, Faculty kind of hard to do [while still being tasked with significant Theme 3
of Color, Woman service]...l think the biggest challenge with myself and this job is

that teaching, service and research, none of them ever end... I'm
frustrated with myself because I’'m not really good at saying no and
the reason... is sometimes | feel like, “This is important. This is more
important than me right now. This is the future of the
department”... I'm frustrated with the policies. I'm frustrated with
the one size fits all promotion guidelines and requirements...
[Watching male colleagues go up for promotion based on
scholarship they have time to do because they are leaving the
service to her] makes me want to scream!... [But] I'm frustrated
with myself [because] I’'m not really good at saying no.

Laura | now do intentionally what | was unconsciously doing for years Theme 2
Professor, White [pre-promotion]... | choose to mentor students who are less
Faculty, Woman conventionally high-achieving... but their “success” might not look

as impressive as my male colleagues’ [students].

Exemplar quotes are often used in qualitative research to illustrate themes that resonate widely across the
data. The five quotes above neatly encapsulate messy realities with which women faculty, and particularly
women faculty of color, reported they were constantly negotiating.

Family Asks Pre-Pandemic

Theme 1: Inequitable partner asks pre-Pandemic. Because the focus of many of our activities was institutional
experiences, the focus groups, promotion statements, and CVs did not yield themes around family
experiences. The interviews, however, and specifically the interviews with women partnered with men,
yielded powerful themes in this respect. Many of the women faculty interviewed mentioned a dual burden.
Although some men faculty talked about “sharing” domestic and childcare duties, virtually none complained
that they were doing most of these types of labor.

Theme 2: Reported family labor for women is often invisible to other family members. Women'’s labor for
and within the family is often taken for granted as part of their family role, whereas men’s is often seen as
“helping” and therefore more visible. This role provides men with more leeway to say no to or underperform
in doing family tasks. “Helping” and/or underperforming results in women having to “direct” or “organize” a
male partner’s labor, which came up repeatedly in interviews as an essential but invisible type of work.

Theme 3: Women worry about complaining to their families. Most women were reluctant to get too critical
of their partners precisely because they loved them, believed their intentions were good, and felt they were
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trying to actively help and support their families. This appeared true not just in the context of the interviews
with us, but even more so in what women said they were willing to discuss with colleagues and friends.

Table 3: Exemplars from our Data

Participant Exemplar Quote Themes
Ava | feel like | just bent a lot. | did most of the childcare. In the past Theme 1
Associate Professor, year, | have been a little bit more rigid. Some of it is because | have | Theme 2
Faculty of Color, a lot more [service] work and it’s not all my schedule anymore. If |
Woman have to have the meeting, then | have to have the meeting. It has

helped that our kids are older... If | ask for help and he can, he will

help. If I ask for help and he needs to move things around, he will

push back. Then | push back and then we figure out where we fall,

who can compromise... He doesn’t volunteer help. Does that make

sense? And he doesn’t cook.
Cindi My husband does all the cooking. | do the shopping and the laundry | Theme 1
Professor, White and most of the cleaning... So, that | think has been fairly equitable.
Faculty, Woman The childcare, though, was not equitable. | did most of that... I'm

still doing most of that.
Leslie | was one of those people that would come pick them up from Theme 1
Professor, White daycare at 4:30 pm... | would really spend time with them until 9:00 | Theme 2
Faculty, Woman pm or 10:00 pm every day. Talking to them, playing with them,

reading to them. | got a break, | [would] organize with my husband

so he was actually bathing them. | got a little bit of a break for

about half an hour to an hour every day. Pretty much, it was me

doing most of the work. That’s another thing that people need to

consider, is how much of the housework falls on a professional

woman versus a professional guy... | mean, we’ve had many

discussions, my husband and |, where we would list—he would say,

“What do you mean, you work more than | do? | work more than

you do. Blah, blah, blah.” Well, then we would list, and he would be

like, “Oh, okay.”
Tessa It [the work] doesn’t stop when | go home. | pick up my daughter at | Theme 1
Assistant Professor, 4:30, and so, | really wanna spend time with her. She usually goes Theme 2
Faculty of Color, to bed at 7:30, so | have that three hours with her. Then... | often go
Woman back, and that’s my time to do grading, and catch up on stuff, and

another two hours, or so after my daughter goes to bed, it’s kind of

standard... I'm primary caregiver and run everything and he fills in...

My husband—I love him, but he’s not super-observant about

things, sometimes... [And he’s not unusual...] My grad school class

was equally male, and female, and most of the women have

selected themselves out... because of the two-body problem.
Agnes | don’t know what my colleague’s family situations are like. | can Theme 1
Full Professor, speculate about who’s doing more work... You know, like it seems Theme 3
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White Faculty, like Alice is doing more childcare [than her husband]... but we don’t
Woman discuss it... | do think men are more unapologetic about missing
meetings [than their women colleagues] because of childcare
demands... and we make more allowances for them.

When daily tasks involved in childrearing and taking care of the home and family fall unevenly on one person —
and this is coupled with a suite of work-related demands — the result can feel burdensome, regardless of good
intentions. The five exemplar quotes again illustrate this tension.

Pandemic Asks

Starting in February 2020, the work context at Seattle University —and at universities around the world —
changed dramatically in response to the novel COVID-19 pandemic. Many universities moved to remote
instruction and administration beginning in the early Spring of 2020. Many primary and secondary schools
were closed in counties across the United States throughout the 2020-2021 school year, while eldercare and
assisted living facilities have faced a multiplicity of challenges. The research from 2020, 2021, and early 2022
reports disproportionately high professional costs to women due to these shut downs. The increase in
caregiving demands at home has negatively impacted women’s professional trajectories®. As external research
has also found, most women academics are doing little discovery-based research or scholarly writing®.

The question of whether the pandemic-related institutional challenges have interacted with existing systems
of inequity to produce inequitable workloads for women and faculty of color in US higher education has
engaged many scholars and social commentators over the course of 2020-2022. In this regard, our own
observations become important. In this paper, we focus on the first two years of the pandemic: 2020-2021. As
of this writing, early in 2022, the situation continues to evolve and change.

Theme 1: Institutional and/or community service has increased exponentially for most faculty, regardless of
gender, at the expense of traditional scholarship. Both the COVID-19 Reflection statements and our
complementary participant observation indicate that many faculty feel swamped in institutional service,
especially around administrative leadership, and/or by increased needs felt in the communities with whom
they work. Many faculty also noted that throughout 2020-2021, their teaching suffered not just as a result of
the move to remote instruction but also because caregiving demands and the stream of pandemic-related
crises kept them in a reactive stage in teaching, unable to deploy expertise in teaching pedagogy, best
practices, etc.

Theme 2: Women still tend to be performing less visible, lower prestige types of institutional labor. The
COVID-19 Reflection statements and participant observation indicate that women faculty performed more
low-prestige administrative work, such as more intensive mentoring of students and of fellow faculty.

Theme 3: Faculty, and especially women faculty, have spent the years of the Pandemic facing a caregiving
“crisis.” Both the COVID-19 Reflection statements and our complementary participant observation indicate
that many faculty barely managed taking care of their families and especially homebound children, while also
meeting work obligations, during the 2020-2021 period. Women and men respondents with children living at
home were more likely to reference the challenges of their caregiving-work juggling act than those without
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some of the double burden, but the picture remains complex.

Table 4: Exemplars from our Data

NTT, Faculty of color,
Woman

writing as my time has been absolutely consumed by my
community obligations as the co-chair of [a variety of community

Participant Exemplar Quote Themes
Carolyn All the women | know are doing three quarters of the childcare Theme 3
Full Professor, White labor now... so, of course [they aren’t as productive at work].
Faculty, Woman
Sally | have also had to put my writing on hold because my additional | Theme 3
NTT, Didn’t Identify, time is now spent homeschooling my two daughters, ages 8 and
Woman 10.
Brian Not at all balancing [person and professional] as professional Theme 1
Assistant Professor, demands are eating into 40 more hours of my personal life...
Faculty of Color, Man Research: Non-existent at this time, so struggling is an

understatement!
Patricia Prior to the school closures, our daughter's childcare consisted Theme 3
Associate Professor, of: 2 preschools (with some co-op work commitments), part-
Didn’t Identify, Woman | time babysitting, and my husband and | sharing childcare duties.

Since the preschools and babysitting ceased to become an

option, | have had less work to do with the preschools, but now

am doing much more childcare and working at home with my

daughter around me (frequent interruptions). My husband's

work has required him to be absent some of the time, but even

when he is home, my daughter's default is to seek my attention.

| have to exert extra energy to get the 2 of them to do something

else together so that | can get my work done. Hence, most of the

childcare responsibilities fall on my shoulders... In a sense, the

teaching has gotten easier because | am able to do it with my

daughter around me and without having to get up super-early in

the morning, leaving her to miss me. However, it is very difficult

for me to do research because | don't have the time and space

available to concentrate deeply. | find myself working on

research during my least productive times of the day (late at

night after my daughter has fallen asleep).
Lawrence | am working fewer hours than typical and interspersing my work | Theme 3
Associate Professor, with homeschooling my 3rd grade son. | am fortunate to have a
Didn’t Identify, Man partner who is also able to help, although she is working full

time from home, so she is also trying to juggle homeschooling

and work.
Nancy | am struggling to stay engaged with my previous research and Theme 1
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organizations]... We were busy before COVID but now it is at a
whole different level... which is urgent.

Christine
Associate Professor,
Didn’t Identify, Woman

Here’s what | do each day [with my child]: | keep up with the
online work packets, finding his grade-level, printing them out,
helping him make his way through math assignments and
making sure he does some reading and writing every day. This,
with necessary breaks, takes up every morning and then | get
lunch for both of us. | get him set up to watch the required
videos before his class meetings from 1-1:30pm on Mondays and
Wednesdays. | get him set up on Zoom for his class. | take him
outside every afternoon for at least an hour... My husband has
usually been able to do something with our son most days
starting at 4 or 5 pm. Sometimes | could write for nearly half an
hour during my son’s zoom classes or when my husband took
our son for an afternoon hour. Sometimes | could get my son
focused on Legos or a book for an hour or so, or | let him watch a
video so | could do some writing, but there would always be
interruptions.

Theme 3

Erika
NTT, White Faculty,
Woman

Scholarship and writing require a creative, generative mindset.
Service, teaching, and administrative tasks do not require this
type of mindset — | don’t mean to belittle them, since | know SU
ADVANCE wants to elevate these types of activities to “count”
more in faculty portfolios and | do believe they require effort
and expertise. But scholarship and writing are... really difficult to
get in the headspace. Teaching, service, and administration have
lots of non-creative busywork, communicative aspects to them
that can be done with half of one’s attention somewhere else
and/or during 10 minute intervals that one finds in the day.
Scholarship and writing don’t work that way, at least for me [so
I’'m not able to do them right now]... [On the other hand,] | no
longer have to pretend that my work and children are occurring
separately — everyone else is coping with their personal and
professional lives being squished together and so they are less
judge-y of the fact that mine has always been hopelessly
entangled. No more pretense that | am an isolated, always-
available professional with nothing else going on.

Theme 1
Theme 3

Agatha
Professor, White
Faculty, Woman

| tell junior women, “Don’t do a lot of ‘housekeeping’ because it
won’t count”... but if no one does the housework, the institution
becomes a mess! So then, | do it.

Theme 2

Jackie
Professor, Didn’t
Identify, Woman

| am responsible for helping to homeschool three children...
While | was still teaching my spring classes, this meant that | had
less time to do any research. | would regularly work from home a
day or two each week as my “research and writing” days, and

Theme 2
Theme 3
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that has pretty much fallen apart. In some ways, however, work
has been easier. | am not driving my children everywhere, and
my student and administrative duties are much more
streamlined... | am trying to balance everything, but being a
mother of three kids with a full-time job is always a juggling act.
The impact of the pandemic on that is more emotional than
anything else, as | feel like | am “caring” for so many people—
students, colleagues, and my family. It is emotionally draining at
times... As a woman professor, | shoulder more of the
responsibility for the emotional health of our students. And, |
shoulder more of the day-to-day necessary business of the
school (the housekeeping, if you will). That has always impacted
my ability to do research.

One limitation of the reflection exercise was that we could not push further and ask participants to elaborate.
For example, no one mentioned who cleaned the house and for how long. Participant observation was
therefore invaluable in helping to establish a larger context for the reflection statements.

Participant observation also reinforced the theme from the COVID-19 Reflections that faculty in administrative
positions shouldered a lot of additional work. People already serving on key university committees, as
departmental chairs and program directors, and in upper administration were inundated with daily crises and
longer-term emergencies stemming from the move to remote instruction in 2020, the resumption of in-person
instruction in September 2021, financial shortfalls, and massive sociocultural and political economic changes
in the national and academic landscapes. Several SU administrators spoke of days packed with fourteen hours’
worth of Zoom meetings, while others described bracing themselves every morning as they opened their
inboxes at 6am. Data like this remind us that although women have been disproportionately affected by the
pandemic (and pre-pandemic structural inequities), men also face innumerable challenges.

Discussion: What Do our Results Mean for Higher Education Generally?

As we observed at the outset of this paper, a wealth of research shows that institutions of higher education
are beset with gendered and racial bias and discrimination. Importantly, some discriminatory practices and
attitudes have become more covert in recent years — but remain powerful. Indeed, power is the issue here:
people in positions of power may wish to be equitable but they rarely want to change institutions in ways that
would cause them to relinquish power'®. In many institutions of higher education, we see some version of
Sarah Ahmed’s concept of “happy talk” at play!?, in which faculty are expected to focus first and foremost on
the institution as a positive force working towards inclusive goals, rather than on identifying the inequalities
embedded in the institution.

Intersectional norms, for example, may have contributed to Alana’s desire to be a “team player” as a woman
of color faculty member and to not complain about her disproportionate workload. This represents an
additional layer of inequitably felt pressure: the raced and gendered desire not to be seen as “bitchy” or
“whiney.” Ava, also a faculty woman of color, did not feel empowered to complain in a serious, systemic way
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about the inequitable workload she shouldered. Both examples line up with Ahmed’s observation that
organizationally, anyone who critiques the practices of the university ends up feeling excluded;*? this may be
especially true for women of color faculty. These sorts of cues were pervasive in participants’ accounts of their
institutional experiences — and just subtle enough that those not on the receiving end of such cues often
didn’t notice that they occurred.

Women face persistent imbalanced workloads in intimate settings, not just in professional ones. Some of the
inequity lies in the division of household labor between heteronormative male-female partners and around
perceptions of whose paid labor is more important in these dual-income, heteronormative, male-female
partners. One recent pre-pandemic study, for example, noted that when a man made more money than his
wife, both he and his wife had no hesitation describing him as the “breadwinner,” but when a woman made
more money than her husband, both she and her husband shied away from using the term, “breadwinner” to
describe her status®3. Furthermore, a recent study found that in dual income heterosexual households,
women consistently performed more “listening” and other emotional labor at both home and at work than did
their male colleagues and partners'®. Allison Daminger’s'®> concept of “cognitive labor” is especially helpful in
thinking through the often amorphous and invisible labor done in such contexts. Daminger observed how
cognitive labor involves all kinds of managerial and emotional labor, such as monitoring and anticipating
familial and household needs, and that such work is onerous, difficult to quantify, and is more often done by
women.

The vast majority of participants, including all the men interviewed, said they wanted equality in household
labor. However, when one half of the partnership does not volunteer for unassigned tasks or manage the
identification of those tasks, and only performs those task in response to a direct ask, the labor is not
equitable. In our data, this inequity was gendered: the woman in the household devoted time and energy to
“managing” the work her husband did for the household'®, whereas the husband performed more of a “one-
and-done” type of household labor. As Daminger also explained, this type of elusive inequity in the division of
cognitive household labor was very difficult for the person not doing it (most often men in our sample) to see,
assess, and value.

Moreover, “cognitive labor,” is a useful concept for interpreting some of our data about women’s professional
work within their institutions. As we pointed out, research shows systematic bias in terms of the types of
service work that women faculty are often asked to perform for their university, college, and/or department?'’.
Many of these types of activities involve managerial and emotional labor — mentoring peers, mentoring
students, advising work, managing departmental staff and student workers, departmental committee work,
etc. — that historically, academia has poorly assessed, evaluated, or even counted. Ava, for example, carried an
enormous, ill-defined cognitive labor load for her department in terms of service and time-intensive types of
teaching and mentoring.

Also interesting is the common theme of “learned helplessness” on the part of both male colleagues and male
intimate partners, coupled with very powerful sociocultural and workplace norms that cue women to do more
work, do more low-prestige work, absorb more emotional labor, and keep the peace — often by suppressing or
invalidating feelings that are not positive — while doing so®. In scenarios like these, both women and men are

often constrained by complex sociocultural norms and cues around the perceived “appropriateness” of certain
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gender roles'®. The power of a norm is that one can be aware and critical of it and still be profoundly
influenced by it. Faculty are no exception to this influence, both at work and at home. Consider, for example,
the common workplace experience?’, whereby faculty colleagues praise fathers who take time off work to pick
their children up from school or take them to an afterschool activity, but are critical of mothers’ professional
“commitment” when they do the same.

At the time of our writing, it remains difficult to say what the long-term impacts of the COVID-19 pandemic
will be on these norms and inequities. The short-term effects, however, have been catastrophic. Recent
research and accompanying commentary in the general media published during the COVID-19 pandemic has
focused on women'’s decreased professional productivity and departure from full-time jobs, relative to men,
as a result of increased caregiving of young children and other family members?.

What is interesting in the context of the pandemic and a series of acute social justice crises, is that there
appears to be no institutional insistence on happiness or satisfaction among our faculty — but there is certainly
considerable emphasis on a “can-do, all hands-on deck” approach, both at home and at work. This appears to
inhibit complaints about the status quo, both at home and at work. The fact that a significant proportion of
the unequally assigned labor currently being done by women is amorphous, supportive, and viewed as low
prestige further inhibits systemic complaints and potential pressures to make changes.

Some Concluding Comments

A keystone is a wedge-shaped stone at the apex of a masonry arch or vault that locks all the stones into
position and allows the arch or vault to bear weight?2. Most people, when entering an ancient church or
similar edifice, do not exclaim, “Look at what a fantastic job that keystone is doing!” Instead, they look at the
stained-glass windows, the flying buttresses, and so on. Those keystones nonetheless keep the structure from
collapsing into rubble and disorder.

In this paper, we have examined trends in academia, in which women faculty are systemically over-tasked
with essential but often invisible labor in familial and professional settings. Women thus act as “keystones” at
home and at work, inasmuch as the smooth functioning of families, households, committees, departments,
and colleges rely on the labor they perform but this labor is often overlooked, discounted, and poorly
evaluated.

LEl-Alayli, Amani, Ashley A. Hansen-Brown, and Michelle Ceynar. 2018. Dancing Backwards in High Heels: Female Professors
Experience More Work Demands and Special Favor Requests, Particularly from Academically Entitled Students. Sex Roles 79: 136—
150; Babcock, Linda, Maria P. Recalde, Lise Vesterlund, and Laurie Weingart. 2017. Gender Differences in Accepting and Receiving
Requests for Tasks with Low Promotability. American Economic Review 107(3): 714-47; Bird, Sharon, Jacquelyn S. Litt, Yong Wang.
2004. Creative Status of Women Reports: Institutional Housekeeping as “Women’s work.” NWSA Journal 16(1): 194-206; Britton,
Dana. 2000. The Epistemology of the Gendered Organization. Gender & Society 14: 418-435; Cummins, Helene. 2017. Literature
Review of The University Teaching Trap of Academic Women. Advancing Women in Leadership 37: 13-19; Geisler, Cheryl, Debbie
Kaminski, Robyn Berkeley. 2007. The 13+ Club: An Index for Understanding, Documenting, and Resisting Patterns of Non-Promotion
to Full Professor. Feminist Formations 19(3): 145- 162; Guarino, Cassandra M. and Victor M. Borden. 2017. Faculty Service Loads and
Gender: Are Women Taking Care of the Academic Family? Research in Higher Education 58(6): 672-694; Heilman, M. E., A.S. Wallen,
D. Fuchs, and M.M. Tamkins. 2004. Penalties for Success: Reactions to Women Who Succeed at Male Gender-Typed Tasks. Journal of

12



SEATTLEU

Applied Psychology 89(3): 416—-427; Misra, Joya, Jennifer Hickes Lundquist, Elissa Holmes, and Stephanie Agiomavritis. 2011. The
Ivory Ceiling of Service Work. AAUP: American Association of University Professors. Reports and Publications, January-February
2011; O’Meara, KerryAnn. 2018. Undoing the Can of Worms. 27 June 2018. Inside Higher Ed.
https://www.insidehighered.com/advice/2018/06/27/how-make-faculty-service-demands-more-equitable-opinion; O’Meara,
KerryAnn. 2018. The Hallway Ask. 10 May 2018. Inside Higher Ed. https://www.insidehighered.com/advice/2018/05/10/ensuring-
equity-service-work-opinion?utm_source=Inside+Higher+Ed&utm campaign=24362e9c4e-

DNU20180111&utm medium=email&utm term=0 1fcbc04421-24362e9c4e-
198228137&mc_cid=24362e9c4e&mc_eid=0e307ffb34; O'Meara, KerryAnn. 2016. Whose Problem Is It? Gender Differences in
Faculty Thinking About Campus Service. Teachers College Record 118; O'Meara, KerryAnn, Alexandra Kuveava, and Gudrun Nyunt.
2017. Constrained Choices: A View of Campus Service from Annual Faculty Reports. The Journal of Higher Education. Published
online 27 January 2017; Peterson, David A.M., Lori A. Biederman, David Andersen, Tessa M. Ditonto, Kevin Roe, and Rick K. Wilson.
2019. Mitigating gender bias in student evaluations of teaching. PLoS ONE 14(5): e0216241; Settles, Isis H., Martinque K. Jones,
NiCole T. Buchanan, and Sheila T. Brassel. 2021. Epistemic Exclusion of Women Faculty and Faculty of Color: Understanding
Scholar(ly) Devaluation as a Predictor of Turnover Intentions. The Journal of Higher Education, published online. DOI:
10.1080/00221546.2021.1914494; Stewart, Abigail J. and Virgina Valian. 2018. An Inclusive Academy: Achieving Diversity and
Excellence. MIT Press; Taylor, Christa L., Zorana lvcevic, Julia Moeller, Jochen I. Menges, Roni Reiter-Palmon, and Marc A. Brackett.
2021. Gender and Emotions at Work: Organizational Rank Has Greater Emotional Benefits for Men than Women. Sex Roles,
published online.

https://doi.org/10.1007/s11199-021-01256-z; West, Tessa V. Madeline E. Heilman, Lindy Gullett, Corinne A. Moss-Racusin, and Joe
C. Magee. 2012. Building blocks of bias: Gender composition predicts male and female group members’ evaluations of each other
and the group. Journal of Experimental Social Psychology 48(5): 1209-1212; White-Lewis, Damani K. 2020. The Facade of Fit in
Faculty Search Processes. The Journal of Higher Education 91(6): 833-857; Williams, Joan. 1999. Unbending Gender: Why Family and
Work Conflict and What to Do About It. Oxford University Press; Williams, Joan C. and Jessi L. Smith. 2015. The Myth that Academic
Science Isn’t Biased against Women. The Chronicle of Higher Education. 8 July 2015. https://www.chronicle.com/article/The-Myth-
That- Academic-Science/231413; Winslow, S. 2010. Gender Inequality and Time Allocations Among Academic Faculty. Gender &
Society 24(6): 769-793.

2 Croom, N.N. 2017. Promotion beyond tenure: Unpacking racism and sexism in the experiences of black womyn professors. The
Review of Higher Education 40(4): 557-583; Croom, N.N. and L.D. Patton. 2012. The miner’s canary: A critical race perspective on the
representation of Black women full professors. The Negro Educational Review 62 & 63(1-4): 13—-39; Gutierrez y Muhs, Gabriella,
Yolanda Flores, Carmen G. Gonzalez, and Angela P. Harris. 2012. Presumed Incompetent: The Intersections of Race and Class for
Women in Academia. University of Utah Press; McCoy, Henrika. 12 June 2020. The Life of a Black Academic: Tired and Terrorized.
Inside Higher Ed. https://www.insidehighered.com/advice/2020/06/12/terror-many-black-academics-are-experiencing-has-left-
them-absolutely-exhausted; Medina, Catherine and Gaye Luna. 2008. Narratives from Latina Professors in Higher Education.
Anthropology & Education Quarterly 31(1); Patton, Lori D. and Nadrea R. Njoku. 2019. Theorizing Black women’s experiences with
institution-sanctioned violence: a #BlackLivesMatter imperative toward Black liberation on campus. International Journal of
Qualitative Studies in Education 32(9): 1162-1182; Shorter-Gooden, K. 2004. Multiple resistance strategies: How African American
women cope with racism and sexism. Journal of Black Psychology 30: 406—425; Sulé, V.T. 2014. Enact, discard, and transform: A
critical race feminist perspective on professional socialization among tenured Black female faculty. International Journal of
Qualitative Studies in Education 27(4): 432-453; Turner, C., ). Gonzales, and K. Wong. 2011. Faculty women of Color: The critical
nexus of race and gender. Journal of Diversity in Higher Education 4: 199-211; Young, Jemimah L. and Dorothy E. Hines. 2018. Killing
My Spirit, Renewing My Soul: Black Female Professors’ Critical Reflections on Spirit Killings While Teaching. Women, Gender, and
Families of Color 6(1).

3 Flaherty, Colleen. 2020. Burning Out. Inside Higher Ed. 14 September 2020.
https://www.insidehighered.com/news/2020/09/14/faculty-members-struggle-burnout; Flaherty, Colleen. 2020. Not “Glorified
Skype.” 17 August 2020. Inside Higher Ed. https://www.insidehighered.com/news/2020/08/27/teaching-fall-not-glorified-skype;
Flaherty, Colleen. 2020. Babar in the Room. Inside Higher Ed. 11 August 2020.
https://www.insidehighered.com/news/2020/08/11/faculty-parents-are-once-again-being-asked-perform-miracle; Goodwin,
Stephanie A. and Beth Mitchneck. 2020. STEM Equity and Inclusion (Un)Interrupted? 13 May 2020. Inside Higher Ed.
https://www.insidehighered.com/views/2020/05/13/ensuring-pandemic-doesnt-negatively-impact-women-stem-especially-those-
color#.Xr3Da5QPFe0.twitter; Heggeness, Misty and Palak Suri. 2021. Telework, Childcare, and Mothers’ Labor Supply. Institute
Working Paper 52, Revised 16 November 2021. Federal Reserve Bank of Minneapolis. Available at
https://www.minneapolisfed.org/research/institute-working-papf@/telework-childcare-and-mothers-labor-supplv; Mandavilli,



https://www.insidehighered.com/advice/2018/06/27/how-make-faculty-service-demands-more-equitable-opinion
https://www.insidehighered.com/advice/2018/05/10/ensuring-equity-service-work-opinion?utm_source=Inside+Higher+Ed&utm_campaign=24362e9c4e-DNU20180111&utm_medium=email&utm_term=0_1fcbc04421-24362e9c4e-198228137&mc_cid=24362e9c4e&mc_eid=0e307ffb34
https://www.insidehighered.com/advice/2018/05/10/ensuring-equity-service-work-opinion?utm_source=Inside+Higher+Ed&utm_campaign=24362e9c4e-DNU20180111&utm_medium=email&utm_term=0_1fcbc04421-24362e9c4e-198228137&mc_cid=24362e9c4e&mc_eid=0e307ffb34
https://www.insidehighered.com/advice/2018/05/10/ensuring-equity-service-work-opinion?utm_source=Inside+Higher+Ed&utm_campaign=24362e9c4e-DNU20180111&utm_medium=email&utm_term=0_1fcbc04421-24362e9c4e-198228137&mc_cid=24362e9c4e&mc_eid=0e307ffb34
https://www.insidehighered.com/advice/2018/05/10/ensuring-equity-service-work-opinion?utm_source=Inside+Higher+Ed&utm_campaign=24362e9c4e-DNU20180111&utm_medium=email&utm_term=0_1fcbc04421-24362e9c4e-198228137&mc_cid=24362e9c4e&mc_eid=0e307ffb34
https://doi.org/10.1080/00221546.2021.1914494
https://doi.org/10.1007/s11199-021-01256-z
https://www.chronicle.com/article/The-Myth-That-%20Academic-Science/231413
https://www.chronicle.com/article/The-Myth-That-%20Academic-Science/231413
https://www.insidehighered.com/advice/2020/06/12/terror-many-black-academics-are-experiencing-has-left-them-absolutely-exhausted
https://www.insidehighered.com/advice/2020/06/12/terror-many-black-academics-are-experiencing-has-left-them-absolutely-exhausted
https://www.insidehighered.com/news/2020/09/14/faculty-members-struggle-burnout
https://www.insidehighered.com/news/2020/08/27/teaching-fall-not-glorified-skype
https://www.insidehighered.com/news/2020/08/11/faculty-parents-are-once-again-being-asked-perform-miracle
https://www.insidehighered.com/views/2020/05/13/ensuring-pandemic-doesnt-negatively-impact-women-stem-especially-those-color#.Xr3Da5QPFe0.twitter
https://www.insidehighered.com/views/2020/05/13/ensuring-pandemic-doesnt-negatively-impact-women-stem-especially-those-color#.Xr3Da5QPFe0.twitter
https://www.minneapolisfed.org/research/institute-working-papers/telework-childcare-and-mothers-labor-supply

SEATTLEU

Apoorva. 2021. Could the Pandemic Prompt an ‘Epidemic of Loss’ of Women in the Sciences? The New York Times. 13 April 2021.
https://www.nytimes.com/2021/04/13/health/women-stem-pandemic.html; McShane, Julianne, and Anna Branigin. 2021. Women
are slowly regaining the jobs they lost. But many of their career paths may change for good. The Lily. 8 June 2021. Available at
https://www.thelily.com/women-are-slowly-regaining-the-jobs-they-lost-but-many-of-their-career-paths-have-been-changed-for-
good/?tid=more from lily; Youn, Soo, 2021. Remote work was supposed to help moms in the pandemic. Instead, it hurt them the
most. The Lily. 10 November 2021. Available at https://www.thelily.com/remote-work-was-supposed-to-help-moms-in-the-
pandemic-instead-it-hurt-them-the-most/?tid=more from lily

4 Bernard, H. Russel, Amber Wutich, and Gery W. Ryan. 2017. Analyzing Qualitative Data: Systematic Approaches, 2™ ed. Sage
Publications.

5 Ahlin, Tanja, and Li Fangfang. 2019. From Field Sites to Field Events: Creating the field with information and communication
technologies (ICTs). Medicine, Anthropology and Theory 6(2): 1-24; Postill, John and Sarah Pink. 2012. Social Media ethnography: the
digital researcher in a messy web. Media International Australia 145: 123—-134; Reisner, S.L., R.K. Randazzo, J.M. White Hughto, S.
Peitzmeier, L.Z. DuBois, D.J. Pardee, E. Marrow, S. McLean, and J. Potter. 2018. Sensitive health topics with underserved patient
populations: Methodological considerations for online focus group discussions. Qualitative Health Research 28(10): 1658-1673;
Waddington, Kathryn. 2005. Using diaries to explore the characteristics of work-related gossip: Methodological considerations from
exploratory multimethod research. Journal of Occupational and Organizational Psychology 78(2): 221-236.

6 According to 2020 faculty statistics, 56% of all full-time faculty (tenured, tenure-track, and nontenure-track) are “female,” 44% are
“male,” and 1% are “unknown.” Seattle University does not have comprehensive institutional data on the racial demographics of its
faculty, as 18% of the full-time faculty are categorized as “ethnicity unknown” according to 2020 faculty statistics. The numbers of
full-time faculty who identify as “Asian (12%),” “Black (4%),” “Hispanic (6%),” “Native American (1%),” “Pacific Islander (0%),” “Two
or More Races (0%),” and “Non-Resident (1%)” (using the problematic “ethnic categories” deployed by the institution) are low
enough that any reference to a more specific racial identity is highly identifying. We use the broader descriptor, “faculty of color”
throughout. According to these same 2020 faculty statistics, 58% of full-time faculty do identify as White, which makes this a much
less identifying category.

7 Bernard, Wutich, and Ryan 2017

8 Andersen, Jens Peter, Mathias Wullum Nielsen, Nicole L. Simone, Resa E. Lewiss, and Reshma Jagsi. 2020. Meta-Research: COVID-
19 medical papers have fewer women first authors than expected. 15 June 2020. elife. https://elifesciences.org/articles/58807;
National Academies of Sciences, Engineering, and Medicine. 2021. Impact of COVID-19 on the Careers of Women in Academic
Sciences, Engineering, and Medicine. Washington, DC: The National Academies Press. https://doi.org/10.17226/26061; Skinner,
Makala, Nicole Betancourt, and Christine Wolff-Eisenberg. 2021. The Disproportionate Impact of the Pandemic on Women and
Caregivers in Academia. 31 March 2021. ITHAKA Issue Brief.

9 Andersen et al. 2020; Giuliana, Viglione. 2020. Are Women Publishing Less During the Pandemic? Here’s What the Data Say. Nature
581: 365; National Academies of Sciences, Engineering, and Medicine Report 2021; Skinner, Betancourt, and Wolff-Eisenberg 2021;
Vincent-Lamarre, Philippe, Cassidy R. Sugimoto, and Vincent Lariviére. 2020. The decline of women's research production during the
coronavirus pandemic. 19 May 2020. Nature Index. https://www.natureindex.com/news-blog/decline-women-scientist-research-
publishing-production-coronavirus-pandemic

10 Ahmed, Sarah. 2012. On Being Included: Racism and Diversity in Institutional Life. Duke University Press; Wynn 2020.

11 Ahmed, Sarah. 2010. The Promise of Happiness. Duke University Press.

12 Ahmed 2012, 2010.

13 Rao, Aliya Hamid. 2019. Even Breadwinning Wives Don’t Get Equality at Home. 12 May 2019. The Atlantic.

14 Brummelhuis, Lieke ten, and Jeffrey H. Greenhaus. 2019. Research: When Juggling Work and Family, Women Offer More
Emotional Support Than Men. Harvard Business Review, March Issue. https://hbr.org/2019/03/research-when-juggling-work-and-
family-women-offer-more-emotional-support-than-men

15 Daminger, Allison. 2019. The Cognitive Dimension of Household Labor. American Sociological Review 84(4): 609-633.
https://doi.org/10.1177/0003122419859007

18 1bid

17 Babcock, Recalde, Vesterlund, and Weingart 2017; Bird, Litt, and Wang 2004; Geisler, Kaminski, and Berkeley 2007; Guarino and
Borden 2017; Misra et al. 2011; O’Meara 2018a, 2018b, 2016; O'Meara, Kuveava, and Nyunt 2017; Stewart and Valian 2018;
Winslow 2010

18 Ahmed 2010; Babcock, Recalde, Vesterlund, and Weingart 2017; Brummelhuis and Greenhaus 2019; Calarco, Jessica McCrory,
Emily Meanwell, Elizabeth M. Anderon, and Amelia S. Knopf. 2021. By Default: How Mothers in Different-Sex Dual-Earner Couples
Account for Inequalities in Pandemic Parenting. Socius: Socio/ogIthResearch for a Dynamic World 7.



https://www.nytimes.com/2021/04/13/health/women-stem-pandemic.html
https://www.thelily.com/women-are-slowly-regaining-the-jobs-they-lost-but-many-of-their-career-paths-have-been-changed-for-good/?tid=more_from_lily
https://www.thelily.com/women-are-slowly-regaining-the-jobs-they-lost-but-many-of-their-career-paths-have-been-changed-for-good/?tid=more_from_lily
https://www.thelily.com/remote-work-was-supposed-to-help-moms-in-the-pandemic-instead-it-hurt-them-the-most/?tid=more_from_lily
https://www.thelily.com/remote-work-was-supposed-to-help-moms-in-the-pandemic-instead-it-hurt-them-the-most/?tid=more_from_lily
https://elifesciences.org/articles/58807
https://doi.org/10.17226/26061
https://www.natureindex.com/news-blog/decline-women-scientist-research-publishing-production-coronavirus-pandemic
https://www.natureindex.com/news-blog/decline-women-scientist-research-publishing-production-coronavirus-pandemic
https://nam02.safelinks.protection.outlook.com/?url=https%3A%2F%2Fhbr.org%2F2019%2F03%2Fresearch-when-juggling-work-and-family-women-offer-more-emotional-support-than-men&data=04%7C01%7Ctrainers%40seattleu.edu%7C7929569781e346c5f45408d916edbfc6%7Cbc10e052b01c48499967ee7ec74fc9d8%7C0%7C0%7C637566032660569572%7CUnknown%7CTWFpbGZsb3d8eyJWIjoiMC4wLjAwMDAiLCJQIjoiV2luMzIiLCJBTiI6Ik1haWwiLCJXVCI6Mn0%3D%7C2000&sdata=KFNRakfnBra0Tw0GbPCCU%2BNfVrr%2B%2FOvczeS2ls5hMP0%3D&reserved=0
https://nam02.safelinks.protection.outlook.com/?url=https%3A%2F%2Fhbr.org%2F2019%2F03%2Fresearch-when-juggling-work-and-family-women-offer-more-emotional-support-than-men&data=04%7C01%7Ctrainers%40seattleu.edu%7C7929569781e346c5f45408d916edbfc6%7Cbc10e052b01c48499967ee7ec74fc9d8%7C0%7C0%7C637566032660569572%7CUnknown%7CTWFpbGZsb3d8eyJWIjoiMC4wLjAwMDAiLCJQIjoiV2luMzIiLCJBTiI6Ik1haWwiLCJXVCI6Mn0%3D%7C2000&sdata=KFNRakfnBra0Tw0GbPCCU%2BNfVrr%2B%2FOvczeS2ls5hMP0%3D&reserved=0
https://doi.org/10.1177%2F0003122419859007

SEATTLEU

https://doi.org/10.1177/23780231211038783; Calarco, Jessica McCrory, Emily Meanwell, Elizabeth M. Anderson, and Amelia Knopf.
2021. By Default: The Origins of Gendered Inequalities in Pandemic Parenting. https://doi.org/10.31235/0sf.io/hgnfs; Heilman,
Wallen, Fuchs, and Tamkins 2004; McConnon, Annie, Allegra J. Midgette, and Clare Conry-Murray. 2021. Mother Like Mothers and
Work Like Fathers: U.S. Heterosexual College Students’ Assumptions About Who Should Meet Childcare and Housework Demands.
Sex Roles, published online. https://doi.org/10.1007/s11199-021-01252-3; Sallee 2014; Williams 1999.

1% Brummelhuis and Greenhaus 2019; Erickson, R. J. 2005. Why Emotion Work Matters: Sex, Gender, and the Division of Household
Labor. Journal of Marriage and Family 67(2): 337-351; Heilman, Wallen, Fuchs, and Tamkins 2004; Williams 1999.

20 Thun, Cecilie. 2020. Excellent and gender equal? Academic motherhood and ‘gender blindness' in Norwegian academia. Gender,
Work, and Organization 27: 166—180. https://doi.org/10.1111/gwa0.12368

21 Andersen et al. 2020; Collins, Caitlyn, Liana Christin Landivar, Leah Ruppanner, and William J. Scarborough. 2020. COVID-19 and
the gender gap in work hours. Gender, Work & Organization 1-12. https://doi.org/10.1111/gwa0.12506; Corbera, Esteve, Isabelle
Anguelovski, Jordi Honey-Rosés, and Isabel Ruiz-Mallén. 2020. Academia in the Time of COVID-19: Towards an Ethics of Care.
Planning Theory & Practice 21(2): 191-199. DOI: 10.1080/14649357.2020.1757891; Flaherty 2020c; Fuller, Sylvia and Yue Qian. 2021.
Covid-19 and The Gender Gap in Employment Among Parents of Young Children in Canada. Gender & Society. March 2021.
doi:10.1177/08912432211001287; Giuliana 2020; Goodwin and Mitchneck 2020; Kramer, Jillian. 2020. Women in Science May Suffer
Lasting Career Damage from COVID-19. 12 August 2020. Scientific American. https://www.scientificamerican.com/article/women-in-
science-may-suffer-lasting-career-damage-from-covid-19/; Malisch, Jessica L., Breanna N. Harris, Shanen M. Sherrer, Kristy A. Lewis,
Stephanie L. Shepherd, Pumtiwitt C. McCarthy, Jessica L. Spott, Elizabeth P. Karam, Naima Moustaid-Moussa, Jessica McCrory
Calarco, Latha Ramalingam, Amelia E. Talley, Jaclyn E. Cafias-Carrell, Karin Ardon-Dryer, Dana A. Weiser, Ximena E. Bernal, and
Jennifer Deitloff. 2020. Opinion: In the wake of COVID-19, academia needs new solutions to ensure gender equity. PNAS 117(27):
15378-15381. https://doi.org/10.1073/pnas.2010636117; Minello, Alessandra. 2020. The pandemic and the female academic. 17
April 2020. Nature. https://www.nature.com/articles/d41586-020-01135-9; Myers, Kyle R., Wei Yang Tham, Yian Yin, Nina Cohodes,
Jerry G. Thursby, Marie C. Thursby, Peter Schiffer, Joseph T. Walsh, Karim R. Lakhani, and Dashun Wang. 2020. Unequal effects of
the COVID-19 pandemic on scientists. Nature, Human Behavior 4: 880-883; National Academies of Sciences, Engineering, and
Medicine Report 2021; Skinner, Betancourt, and Wolff-Eisenberg 2021; Vincent-Lamarre, Sugimoto, and Lariviere 2020.

22 Merriam-Webster Dictionary. Accessed 24 May 2022 at https://www.merriam-webster.com/dictionary/keystone

15


https://doi.org/10.1177/23780231211038783
https://doi.org/10.31235/osf.io/hgnfs
https://doi.org/10.1007/s11199-021-01252-3
https://doi.org/10.1111/gwao.12368
https://doi.org/10.1111/gwao.12506
https://doi.org/10.1080/14649357.2020.1757891
https://doi.org/10.1177/08912432211001287
https://www.scientificamerican.com/article/women-in-science-may-suffer-lasting-career-damage-from-covid-19/
https://www.scientificamerican.com/article/women-in-science-may-suffer-lasting-career-damage-from-covid-19/
https://doi.org/10.1073/pnas.2010636117
https://www.nature.com/articles/d41586-020-01135-9
https://www.merriam-webster.com/dictionary/keystone

