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1

Morgan’s career got off to a strong start, and she made it through the tenure pro-
cess, but after she gave birth to her son, her productivity plummeted. With teach-
ing, advising, committee work, and a hard deadline to pick up the baby from 
day care, there just aren’t enough hours in the day. Morgan is embarrassed by the 
dearth of publications on her CV in the past few years, and she worries she will 
never make it to full professor.

Courtney has written several of the articles she needs to earn tenure, but she is 
having a hard time getting them placed in good journals. She is also overloaded 
with service commitments. With a joint appointment, her service load was sup-
posed to be 50% for each department, but, in fact, it is more. Courtney is begin-
ning to wonder if the joint appointment was a mistake.

Marie enjoys teaching and working collaboratively with her colleagues, but she 
struggles with writing. She does everything else fi rst and puts off the writing for 
as long as possible. When she gets back a rejection or a revise and resubmit, she is 
afraid to take it out and read the comments. When she does read the comments, 
she feels paralyzed by the enormity of what is being asked, and she lacks confi -
dence that she is up to the task. She believes that she has something to say and that 
her research could make a positive contribution to her fi eld, but the anxiety she 
feels around writing is overwhelming.

Inez holds an endowed chair at one of the best departments in the country. She 
is a prolifi c author who is engaged in a number of collaborations with former 
students, but she has one major frustration. Her potentially fi eld-changing book 
keeps being shuffl ed to the end of the line in favor of projects that are more 
urgent: A former student needs to get an article out to go in his tenure portfolio; a 
graduate student is going on the market, and this publication will greatly help his 
chances in a tight job market. Despite having a clear outline of what she wants 
to do and even a book contract, she just can’t get to the one project that she most 
cares about.

INTRODUCTION

Sample Chapter www.Styluspub.com



2  the coach’s guide for women professors

Landing a tenure track position propels the recipient of that job into a 
high-stakes game. If she plays it right, she can count on a job for life, 
but, if she fails, she may be out of the running for a position in a career 

for which she has spent years preparing. The main criteria for tenure at many 
institutions, research and publications, have no short-term deadlines and are 
activities that professors are expected to pursue mostly on their own. Mean-
while, faculty members face a barrage of immediate tasks with short-term 
deadlines and public sanction, such as poor student evaluations, if they are 
not done well. In addition, there is no guarantee that once the work is done 
it will be accepted. Grants that take weeks to prepare may not even be scored, 
and papers may be rejected or returned with requests for time-consuming 
rewrites.

Faculty members are also working during a period of rapid change in 
higher education. States have reduced their funding for public universities, 
and students and parents are increasingly cautious about taking on high debt 
loads, creating pressure for public and private universities to contain costs 
(Government Accountability Offi ce, 2014; Kiley, 2013). Departments rely 
more heavily on adjunct instructors, so there are fewer tenure track positions 
and more service obligations for those who do make it onto the tenure track. 
For-profi t universities have joined traditional public and private institutions 
in the academic marketplace, and technology is spurring disruptive change as 
institutions shift to new models of knowledge delivery, including online and 
blended classes (Ehrenberg, 2012; Kezar & Sam, 2010).

During this crucial time, many professors are also juggling the care of 
family members. Women in academia often put off childbearing and child 
rearing until after graduate school, but with their biological clocks ticking 
and awareness that fertility problems increase dramatically as women age, 
they may not be willing to wait any longer to start families. These women are 
often preparing for and teaching new courses and spending hours on research 
projects, while at the same time rising early and staying up late to nurse 
babies and pump milk for bottles to be given when they are at work. Other 
women may have responsibilities caring for older children, aging parents, or 
other family members.

Along with these stresses, professors often are not told exactly what is 
required to “win.” A number of papers in well-regarded peer-reviewed publi-
cations may be a criterion, but the professor may be left guessing exactly how 
many papers are required, which journals “count,” and how many fi rst- or 
solo-authored papers are expected. Service and teaching may be required, 
but again, how much is enough? What scores are needed on teacher evalua-
tions? How can a professor hold to high standards while having to satisfy her 
student “customers”? If the fi eld values books over articles, will any publisher 
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introduction  3

do, or does the book need to be published by a certain caliber of press to be 
acceptable?

While professors are navigating all of this, there are numerous opportuni-
ties for even the best laid plans to be derailed. Coauthors may drag their feet 
on turning around their parts of a paper, careful analysis of data may yield 
no interesting results, or you may come across a book that makes exactly the 
argument that you have spent the past year refi ning. More mundane prob-
lems can be equally serious; for example, a hard drive failure that wipes out 
hours of work, a repetitive stress injury that takes away the ability to type for 
more than short sessions, or an ill colleague whose schedule must be covered 
can all eat away at designated research time.

Women in academia continue to face additional challenges compared 
to their male colleagues. Full-time working mothers put in about fi ve hours 
more a week on paid and unpaid work than full-time working fathers 
(Milkie, Raley, & Bianchi, 2009). Women are less conditioned than men 
to ask for what they need and face greater social sanctions when they do 
speak up for themselves (Babcock, Gelfand, Small, & Stayn, 2006; Bowles, 
Babcock, & Lai, 2007). Although salary differences have diminished over 
time, women at research institutions still risk starting with lower salaries than 
their male counterparts, and salary inequities are more pronounced at higher 
ranks (Porter, Toutkoushian, & Moore, 2008). Students expect female fac-
ulty members to be more nurturing than their male professors (Tierney 
& Bensimon, 1996). In predominantly male fi elds, some women still face 
outright hostility. Women of color and those from other historically under-
represented groups must also contend with biases related to race, ethnicity, 
gender identity, and sexual orientation (Castellanos & Jones, 2003; Gutiér-
rez y Muhs, Flores Niemann, González, & Harris, 2012; Museus, Maramba, 
& Teranishi, 2013).

Even when tenure is achieved, the challenges don’t end. As women 
become more senior, their service responsibilities grow. They are given roles 
serving on executive committees, editing journals, and providing leadership 
for their professional societies. Although these are honors and markers of 
achievement, they all take time. For women who are also parents, the inten-
sity of caring for small children gives way to the busy activity and home-
work schedules of older children. Many women who excelled as students 
and junior faculty members by accepting every invitation and being open 
and accessible now feel that their schedules are killing them. They often love 
their work and are proud of their achievements, but something has to give.

Where are you? Are you a newly minted professor who is picking up this 
book in hopes of getting a strong start on your career? Are you someone who 
has always been successful but is struggling now that you have a baby or since 
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4  the coach’s guide for women professors

the birth of your second child? Are you confi dent in your work but facing 
challenges to your authority from students and/or colleagues? Are you some-
one who loves to write but can’t fi nd the time, or someone who has diffi culty 
settling down to write even when time is available? Are you an associate pro-
fessor whose service roles are getting in the way of completing the manuscript 
or articles you need to get to full? Are you a department chair who excels at 
administration but isn’t ready to throw in the towel on your own work?

The good news is that you can make changes that will set you up to suc-
ceed while still leading a balanced life. In this book I will take you through 
the techniques and strategies I have used successfully with scores of clients to 
support them in reaching their goals.

Morgan, whose productivity suffered after the birth of her son, made 
huge progress by learning to say “no” to requests, being strategic about craft-
ing assignments that don’t give her an overwhelming grading task, and being 
fi ercely protective of her time. She has completed and submitted several more 
publications, and she has a new research project underway.

Courtney, who was struggling to place her articles in good journals, 
recently scored hits at two of the best venues in her fi eld. She incorporated 
strategies including using template articles, communicating with journal edi-
tors earlier in the process, and seeking feedback from friendly reviewers prior 
to submitting. She also sought out mentoring on how to handle the politics 
around the joint appointment and was able to make changes to reduce her 
service load without losing the goodwill of her colleagues.

Marie, who hated writing, still fi nds it challenging but is better at 
 reminding herself that she has managed diffi cult revisions before and can do 
it again, at setting herself up to work in locations where there are few distrac-
tions, and at asking for help when she needs it. When she feels paralyzed, she 
uses the technique of getting started by committing to write for just 10 min-
utes. Marie has cranked out a number of papers and revisions and is within 
close reach of the number she believes will earn her tenure.

Inez, the endowed chair, has become a clear-eyed realist about time. 
Where she used to say, “It won’t take much time,” she now tells herself, 
“Everything takes time.” This new attitude means that she is much quicker 
to turn down talks, trips to Europe, and requests for parent volunteers. Inez 
still does the talks, travel, and school activities that mean the most to her, 
but even so, she constantly turns down opportunities. Inez has also become 
strategic about tasks she can give away. She assisted a former student with 
her grad school applications but assigned another mentee to help; arranged 
to have her dry cleaning delivered to her offi ce; and asked her brother to do 
the program for a family event. Inez is still incredibly busy, but she is making 
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progress on her book, and she thrives on her full schedule now that she has 
time for the work that she cares most about.

In addition to successfully fi nishing the books and articles that are 
needed to achieve tenure or promotion and gaining a sense of mastery over 
their time, clients have used coaching to rebuild a vibrant research program 
after a period of drought, fi nish and publish solo articles that had been tak-
ing a backseat to coauthored projects, fi nd comfortable ways to connect with 
key people in their discipline, practice and implement more powerful speech 
patterns in meetings and one-on-one conversations, negotiate for salary and 
other desirable resources, and much more.

How to Use This Book

Although many of you will want to read this book from front to back, I invite 
you to customize your reading to meet your needs. If, when it comes time to 
write, you fi nd yourself doing urgent tasks like washing the bathroom grout 
with your toothbrush, then turn immediately to chapter 2 for techniques on 
how to deal with writing avoidance. If your research and writing are going 
well but you feel isolated in a department where there is hostility toward 
women faculty members, then go straight to chapter 7 for information on 
how to strengthen your voice and increase your sense of power. At some 
point, I encourage you to go back and read the rest of the book. Often, pro-
fessors think they are doing well at issues such as setting boundaries around 
their time, but as we probe deeper they realize that there is much more they 
can do to create the kind of work and home life they long for. This book 
includes numerous stories and examples on which you can draw and thus 
benefi t from the experience of legions of academic women who have strug-
gled to fi nd workable solutions to the complexities of a well-balanced and 
satisfying academic life.

My work follows the philosophy of co-active coaching, which posits that 
the coach is not expected to be more knowledgeable than the client in her 
area of expertise, but to be skilled at helping the client to identify inner 
and outer resources to meet her needs. Because I have worked almost exclu-
sively with professors for some years now, I have also acquired a large store of 
knowledge about the issues that are important for the professors with whom 
I work. My goal for this book is for the reader to benefi t both from specifi c 
strategies that have worked for others and from the coaching mind-set that 
will encourage the reader to identify her own best solutions and put them to 
work in a way that makes sense for her.
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6  the coach’s guide for women professors

Because readers of this book come from a broad range of disciplines, have 
varying personal styles, and work in different institutions and departments, 
it is essential that each reader use discernment in choosing strategies that are 
appropriate for her situation. Even for one individual, solutions that work in 
one instance may not make sense at a different point in time. When in doubt 
about how to proceed, confer with trusted colleagues. Chapter 5, “Network-
ing and Social Support,” explains how to cultivate mentors and expand your 
social network so that you will have access to this type of support.

Historically, besides mentors and sponsors, successful men in academia 
had the support of a full-time stay-at-home wife, as well as secretaries, 

What Is Coaching?

Whether called leadership, executive, life, or performance coaching, 
most of the public has come to understand that the word coach refers 
not only to a person who works with athletes but also to a professional 
who helps individuals to achieve their career and personal goals. A 
common question is, “How does coaching differ from therapy?” The 
arena of physical development provides a useful analogy: A physical 
therapist helps someone with an injury return to normal function-
ing, whereas a sports coach helps someone who is already healthy and 
operating at a high level to attain an even greater level of performance. 
Likewise, coaches see their clients as people who are naturally creative, 
resourceful, and whole and who want something more. As a coach, I 
support my clients to perform at the top of their game. I hold on to 
their vision and challenge them to think bigger than they might on 
their own.

How Do I Find a Coach?

I suggest asking colleagues for recommendations. Chances are that 
people you know either are already working with a coach or know 
someone who is. Because coaches who work with academics generally 
hold meetings by telephone or Skype, you do not need to be bound by 
geographic proximity. Most coaches offer a free consultation, which 
gives you a chance to explain your goals and challenges and learn how 
the coach will help you to achieve your ambitions. The International 
Coach  Federation also provides a coach referral service at this link: 
www.coachfederation.org
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research assistants, graduate students, and others. Throughout the book I 
will ask you to take steps to build a team of support that might include a 
variety of paid and unpaid helpers and services at home and at work, as well 
as advisors, friends, and colleagues.

Although many parts of this book speak to challenges that are com-
mon to all professors, I also strive to address some of the unique challenges 
of professors from historically underrepresented groups and the ways those 
challenges can be addressed by both the affected individuals and their allies. 
Academic women are not a monolithic group. In recent years White women 
have made signifi cant inroads at all levels of academic careers, including 
administration. Unfortunately, the same is not true for women of color.

In 2011, White women composed 39.6% of the U.S. population. 
They made up 32.6% of all instructional faculty and 41.3% of all execu-
tive, administrative, and managerial positions. African American women 
fare better in administration than in the professorate as a whole, making up 
5.8% of administrative positions but only 3% of all professors, although they 
are 6.8% of the population at large. At 3.4%, Asian American and Pacifi c 
Islander women are slightly better represented in the professorate as com-
pared to representing 2.7% of the general population. However, when it 
comes to administration, Asian American and Pacifi c Islander women are 
underrepresented, at 1.9%. Women of Hispanic origin and American Indian 
and Native Alaskan women are underrepresented across the board. Hispanic 
women make up only 2% of the professorate and 3.2% of administrators, 
despite being 8.1% of all Americans, whereas American Indian and Native 
Alaskan women are 0.2% of all professors and fi ll only 0.3% of administra-
tive positions, although they make up 0.6% of the population (Ennis, Ríos-
Vargas, & Albert, 2011; Rostogi, Johnson, Hoeffel, & Drewery, 2011; U.S. 
Census Bureau, 2010; U.S. Department of Education, 2013).

Even issues that seem to affect women of all backgrounds do not mani-
fest in the same way for women from different groups. For example, caring 
for aging parents is a role that falls to daughters more than to sons, but 
the amount of time spent on this care is greater in cultures that empha-
size strong family ties and respect for seniors and may also be infl uenced by 
whether there are language and fi nancial barriers that would make it harder 
to access outside help. Women of Latina heritage have traditionally taken on 
a larger share of the day-to-day care for aging parents or in-laws compared 
to their Anglo-American female counterparts. Similarly, African Americans 
and Asian Americans are more likely to hold traditional values about caring 
for older family members (Bookman & Kimbrel, 2011; Dilworth-Anderson 
et al., 2005; Dilworth-Anderson, Williams, & Gibson, 2002; Torres, 1999; 
Weiss, González, Kabeto, & Langa, 2005).
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8  the coach’s guide for women professors

Having their competency questioned is another issue that many women 
face, but it’s one that plays out differently for women depending on their eth-
nic and racial heritage. Although White women contend with more author-
ity challenges than White men, women of color are even more likely to have 
their competence questioned by both students and colleagues. The upshot is 
that although female academics share some common experiences related to 
gender, there is great variation in their experiences, challenges, and oppor-
tunities.

There are not only distinctions between groups but also differences 
within groups. For example, Asian Americans are often cited as a “model 
minority,” but a person whose family came to the United States fl eeing war 
and political instability in Cambodia is likely to come from a family with 
less education and fewer resources than a person whose parents emigrated 
from India to take advantage of educational or economic opportunities in 
the United States. Likewise, in her chapter “Lessons From the Experiences of 
Women of Color Working in Academia,” Yolanda Flores Niemann (2012a, 
p. 493) pointed out that foreign nationals who attend U.S. universities often 
come from upper-class backgrounds, whereas students from historically 
underrepresented groups who were born in the United States are more likely 
to come from families with lower socioeconomic status. These differences 
will infl uence the outlook and experiences of those students who go on to 
academic careers.

Each person has a mix of identities and cultural characteristics. The 
intersections of a woman’s various identities interact in complicated ways and 
present different challenges based on her unique mix of culture, race, sexual-
ity, gender expression, and other characteristics. An example of this complex-
ity can be seen in the experience of political scientist Constance G. Anthony, 
who wrote about being a White lesbian academic from a working-class fam-
ily (Anthony, 2012). When she brought up her working-class background in 
academic circles, others responded with silence, incomprehension, and even 
denial of her class background. Anthony wrote that when she told a mentor 
that she was the fi rst in her family to go to college, “he gamely insisted that 
‘really you are middle class.’” In contrast, she said of her experiences coming 
out as a lesbian, “no matter the level of acceptance I have received after such 
a proclamation, I have never been met with silence or told, ‘But you are really 
straight, right?’” (p. 306).

Institutional context also plays a role in the experience of individual aca-
demics, so the same person will fare differently depending on the type of 
institution and even the location of the college or university where she works. 
The denial of class that Constance Anthony described would be more likely 
to occur at fl agship state universities and elite private colleges than at the less 
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selective state universities and community colleges that educate a larger per-
centage of fi rst-generation students. Another example of the impact of insti-
tutional context is seen in the experience of Vietnamese American professor 
Linda Trinh Võ. Võ had won awards for her teaching when she worked at a 
campus with a diverse student body, but when she moved to an institution 
where the vast majority of the students were White and had limited previous 
contact with people of color, she had to contend with hostility from students 
(Võ, 2012, p. 102). Furthermore, the experience of transgender, gay, and 
lesbian academics will be impacted by factors such as whether they are at a 
secular and/or liberal institution or they are at a conservative religious one. 
Given the diversity of academic women’s experiences, this book addresses not 
only common experiences but also how issues play out differently for women 
from various backgrounds and of diverse identities.

It is impossible to discuss women in academia without acknowledging the 
problems posed by the increasing reliance on instructors who are not on the 
tenure track, because women are disproportionately represented in these ranks. 
In their work on non-tenure-track faculty, Adrianna Kezar and Cecile Sam 
found that in addition to the gender difference, it is also true that “the overall 
trend leans slightly toward racial and ethnic minorities being overrepresented 
in non-tenure-track faculty positions” (Kezar & Sam, 2010, pp. 41–43). 

Non-tenure-track faculty members are a diverse group, including work-
ing professionals who teach a course or two, people who choose to work 
part-time, instructors who have full-time appointments, and, more problem-
atically, people who would prefer a full-time position but instead are piec-
ing together work on a semester-by-semester basis and are living without 
benefi ts or job security. My personal belief is that higher education is best 
served when all teachers earn a living wage and receive “perks” such as time 
for planning, meeting with students, and staying abreast of developments in 
education and in their fi elds of study. Many of the topics covered in this book 
will be relevant to both contingent professors and those on the tenure track. 
However, an effective response to the institutional and social forces that have 
been changing the academic workforce is beyond the scope of what I will 
address in these pages.

This raises the larger issue of “how things should be” versus “how things 
are.” Many books on women in academia focus on illuminating the prob-
lems and inequalities and calling for changes in the institution. Given my 
education in women’s studies and social work and my personal interest in 
social justice, I am keenly aware of the broad context in which individuals 
operate and the importance of institutional change. However, in my day-to-
day work, I help women who need to make the best choices for themselves 
and their families given the current circumstances. Although I am deeply 
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10  the coach’s guide for women professors

appreciative that others are engaged in scholarship and actions to make aca-
demic institutions more welcoming for people from diverse backgrounds as 
well as more compatible with personal life and balance, the main focus here 
is on supporting the individual. Still, I can’t resist a few suggestions, so I will 
occasionally present actions individuals and departments can take to support 
institutional change. Although this book is geared toward women faculty 
members, much of the information will be useful to both women and men 
who are striving to succeed in academia while maintaining a semblance of 
balance in their lives. Graduate students, postdocs, and anyone contemplat-
ing an academic career will also fi nd this to be a useful guide.

I want to say a word about the many stories that are included in The 
Coach’s Guide for Women Professors. So much of what I have learned comes 
from the people with whom I’ve had the privilege to work, and this book 
includes many anecdotes that are drawn from the experiences of my clients. 
I took care to change the names and distinguishing characteristics to keep 
the people who inspired the stories anonymous. Whenever I use an anec-
dote in which someone might identify herself or himself, I obtained that 
person’s permission. I owe a huge debt of gratitude for the gracious responses 
to these requests. Another set of stories in the book comes from interviews 
I conducted with professors and academic administrators. Finally, I share 
experiences of my friends. When people are named, it is either because they 
agreed that their real name could be used or because I am writing about a 
matter that is part of the public record. Any unattributed quotes in the book 
are from personal conversations with the author.

Now I’d like to turn to you, the reader, and invite you to take a clear look 
at the challenges you currently face. Please complete the following assessment 
by putting a check mark next to any items that apply to you. It will help you 
to determine where you are at present in a variety of areas related to academic 
success and life balance.

Where Are You Checklist

1.  ❒ I never have enough time.
2.  ❒ My email inbox contains over 200 messages.
3.  ❒ Grading eats up too much of my time.
4.  ❒  I have one or more revise and resubmits that are more than three 

months overdue.
5.  ❒ My reviews are always late.
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6.  ❒ I work on both Saturday and Sunday.
7.  ❒  I have trouble falling asleep or I wake up in the  middle of the 

night because I’m worried about everything I need to do.
8.  ❒ I don’t get enough time with my family.
9.  ❒  I wish my spouse handled more of the home and/or child care 

duties.
10.  ❒  I do more of the home and child care duties because I don’t trust 

my spouse to do them well.
11.  ❒  As a single parent, I frequently feel like I am short changing my 

work, my child, or both.
12.  ❒  The caretaking I do for a family member who is older or ill is 

interfering with my career goals.
13.  ❒  I do everything else fi rst and then write in the time left over.
14.  ❒  I regularly interrupt my writing to make time for my students.
15.  ❒  I don’t think it is possible to write much during the semester. 

I save writing for summers and holidays.
16.  ❒  I put off writing tasks that intimidate me.
17.  ❒  My coauthored pieces move forward, but my solo-authored 

work is languishing.
18.  ❒  I’m not sure exactly what the promotion requirements are in 

my department.
19.  ❒  I don’t know who is appropriate to include on my list of outside 

letter writers for my promotion.
20.  ❒  My spouse or life partner is also an academic, and we have not 

been able to fi nd appropriate positions in the same geographic 
area.

21.  ❒  I am proud of my work but am not sure if important people in 
my fi eld are familiar with my research.

22.  ❒  I would like to have more collaborative projects but have not 
been able to fi nd research partners.

23.  ❒  People like me, but I’m not sure if they respect my authority.
24.  ❒  I say something in a meeting and no one responds, and then 

someone else says the same thing, and everyone thinks it’s a 
great idea.

25.  ❒  Teaching is a signifi cant part of my job, but the training I 
received for it was inadequate.

26.  ❒  Too many students are not mastering the material in my class.

Sample Chapter www.Styluspub.com



12  the coach’s guide for women professors

• If you checked off even a single item on the list, then you are likely 
under stress, and there are solutions in this book to help you.

• If you checked off any of the items numbered 1 to 8, then you are 
overcommitted and need help with setting boundaries to protect your 
time. There are answers to these problems in chapter 1, “How to 
Have More Time”; chapter 3, “Teaching”; and chapter 4, “Work-Life 
Balance.”

• If you checked off any of the items from 8 to 12, then you are 
struggling with balancing work with personal life, and chapter 4, 
“Work-Life Balance,” will be especially useful.

• If you checked off any of the items from 13 to 17, then your writing 
is not getting the attention it needs, and you will fi nd solutions in 
chapter 1, “How to Have More Time,” and chapter 2, “Establishing a 
Productive Writing Practice.”

• If you checked off numbers 18, 19, or 20, then you are in need of 
more information about promotion and/or an academic job search. 
Chapter 6, “Tenure, Promotion, and the Academic Job Market,” will 
provide ideas to fi ll in the gaps.

• If you checked off numbers 21 or 22, then you would benefi t from 
a stronger professional network and can fi nd guidance in chapter 5, 
“Networking and Social Support.”

• If you checked numbers 23 or 24, then see chapter 7, “Authority, 
Voice, and Infl uence,” for methods to strengthen your authority and 
get your voice heard.

• If you checked items 25 or 26, then your training neglected suffi cient 
attention to teaching, and you will benefi t from the information and 
resources offered in chapter 3, “Teaching.”

• If you checked number 27, then chapter 9, “Life After Tenure,” will 
help you to navigate midcareer challenges.

27.  ❒  Since I earned tenure, my service load has increased, and my 
research is suffering.

28.  ❒  I know or suspect that I am underpaid, but I hate negotiating.
29.  ❒  My supervisees don’t come through or are often late on work 

they promised to complete.
30.  ❒  I took on a leadership role because I had ideas I was excited 

about implementing, but instead I spend most of my time man-
aging crises.
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• If you checked off number 28, then you will appreciate the tips in 
chapter 8, “Negotiation.”

• If you checked numbers 29 or 30, then turn to chapter 10, 
“Leadership,” for leadership strategies.

Regardless of your primary challenges, my goal is to support you in fi nding 
satisfaction in your life as a whole. To do her best work, a professor needs to 
be nourished in all areas. So a writing plan may include not only when and 
where a professor will write but also how she will fi t in time with her kids, for 
exercise, or for lunch dates with friends or colleagues. Your personal plan for 
change may also integrate your practice of yoga or meditation, your spiritual 
or religious beliefs, or your understanding of behavioral change, motivation, 
or knowledge of project management techniques. Coaching views the cli-
ent as resourceful and whole and sees the coaching as an act of cocreation. 
I invite you to partner with me as you read The Coach’s Guide for Women 
Professors to craft the solutions that are best for you.
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