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ABSTRACT

This is an exploratory study of the interrelationships that develop
over time between two of the most important aspects of people's lives;
the1r work and their families. T a
The steady increase in the number of mothers work1n9 outs1de the home ]
stimul ated our interest in the-influence of the nature of the mother's
waged work on herself and her relations with her family. Thirty (30)
féni]ies were selected using\two types of workp]dges; a ]arge telephone
compan; and three of the larger banks in a Texas City. Equal numbers of
Anglo, Black and Mexican American women working ih largely c]erioal
non-supervisory joBs were identified. Three in-depth 1nterv1ews were '
conducted with each family:  two with the mothers and one with the fathers.
The' study proceeded in two phases: the first with a sample’ of 15 telephone

company enployees and their husbands and the second with 15 bank enployees

o

and their husbands.

The workplaces of women within each phase were similar. Those Phase I =
women working in the phone company jobs expen1enced 1ittle autonomy, close
supervision and high pressure, and their employer provided a]most nd
flexibility for short-term, emergency leave to deal with family/children's
needs. ° However,~ the1r salaries and benefits were well above those of Phase
11 bank empioyeds. Phone company jobs were unionized and wage levels had
heen negotiated in collective Bargaining.

Women working in bank jobs experienced a greater. range of autonomy to
organize their work, a much more relaxed relationship With their
supervisors and relatively flexible policies for short-term, emergency
leave. TTheirjwages, although near the average wage for similar jobs o
elsewhere in'the city, were substantially lower than those of phdne company

women .
Exam1nat1on of expressed motivation for working by both women and men
provided ev1dence for a degree of interdependence between spouses p]ans .

such that job/career strategies of jndj!jduals in dual-earner families are
better described as family strategies. Failure to consider this inter-
dependence'on the part of some spouses appeared to have contributed to
conflictful re[ations when p]ans'of one were perceived by their spouse as

undermining fahi]y'needs. ‘ .

~
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Research staff's judgments and ratings of various features of
families' organization and relationships were related to selected patterns
of managanent/superVision experienced byamothers and fathers. Although
virtually all mothers believed that it would be better for then to stay
home with their children, the vehemence with which this beiief was
expressed was substantiaiiy stronger among phone company employees, who
work under greater pressure, less autonomy and have greater infieXibiiity
in their workp]ace to grant short term, emergency leave to take care of -
family needs. They tended to express"more—oﬁten—tee%ings—of4guiit~#brwnot
being with their children, and lack of patience to meet their needs. Yet,
in spite of jobiconstraints, substantially more.mothers than fathers
overcame those restrictions to become involved in the education of their
children. Among couples who shared an image of the ideal family, more °

often the husbar- and/or the children were involved in household chores-

assisting the mother, who in almost all cases continued to have primary
responsibility for housecare. The quality of family relationships appears
to be closely related to the time parents and children spend together .
whether working around the house 1n recreational or educational
activities.

The observed connectionsvbetween job and family patterns are neither
direct nor unidirectional. Rather, relationships between labor force “

experiences of spouses and their family roles are reciprocal and multiplex.

‘They have developed through interactions and changes over time as family

dynamics, personal and spouse priorities, and*13E66r force structures have
been altered. Workplace policies may offer contraints or opportunities to
parents in their family activities, but still there are ;u]tura]iy—based
gender role factors, as well as unequal distribution of educational and
work opportunities, which afffect individuals and families as well as
individual priorities and motivations.

It appears that. intra-family dynamics, work conditions of both
parents, and general conditions of the overall labor market interaet and

affect how dual-earner families cope and adapt to the emotional and: time

.pressures which are present in their lives. The overall findings indicate

that management, labor, schools, and other social service agencies can play
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a vital role in creating.the conditions necessary for working parents to
¢ adequately realize their dual roles as workers and parents, both of which
are vital for the continuity and improvement of our society.
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A. INTRODUCTION

1. Rationale

The reéearch to be reported here explores the interrelationships that
deve]op over time.between two of the most important aspects of peopie's
Tives: their work and their fmniliés. The reséarch Was.stimu1ated by a
growing concern wjth working mothers as a sociai phenomenon ; Qe therefore

aimed to study families in which both parents are working full-time outside

o

the home.

Smith (1979) reports that Setween 1890 and 1978, the female labor
force partféipation rate (percent of women sixteen or older who are P
employed or looking for work)'grew from 18% gg\hear 50%, while the rate for
males declined from 84% to 78%. This latter decrease is due mainly to more
time spent on education, a longer life span, and earlier retirement.

The sharpest sustained increase in women's participation in the labor
force has occured in the 1ast.few decades. Siith estimates that nearly
fifteen mi]iion women have joinea the 1abor'force between 1947 and 1978.
These new workers were mostly married women, since single and divorced
Qomen have always worked for wages outs%de the home in 1argerunumbers.
Using Department of Labor statistics, Smith (1979b) has estimatéd that by
1990, two-thirds of all women under the age of 55 will be wérking for wages

——1nc1uding'more than half of the mothers of children under six.

This increase occurs in spite of women's disadvantaged position in the

labor force. The majority of employed women have jobs characterized as

secondary in prestige, -income and security. Women and minorities tend to

be the last hired and first fired (Doeringer and Piore, 1971, Gordon,

1972). -q




The 1nEFg;sing proportion and absolute numbers of mothers workfng for
wages outsidé the home have tremendods social and economic implications
for,_among other things, child care, education, work schedules,
transportation, aad housing@ Aagreater understandipng of these implications
for the 1jfe of families should help in formulating the policies and in
changing the practices of institutions that interact w{%h the family--the
industries, businesses and agencies that denéndvparents' productive work
efforts, as we]]vas the schools and ofher institutions that contribute~::

children's education and socialization.

2. Summative Review of Related Literature

. That American-wives and mothers have increasingly begun to work for

pay since World War II has hard?y gone unnoticed in the socja] scientific
research on the family. A growing body of research 11teratLre in the last
twenty years discusses the effects of women's employment on the family.
However, recent reviews and critiques of this 1itefature stress‘that much
of it has been pureTy“descrfptive and social problem oriented, concerned
with discovering thefpharacteristics of employed women, their motivations,
and the conseéuences of their mové 1nto‘the 1apor force--wich a particular

iy

concern about the effects on children (Nye and Hoffman, 1963; Hoffman and
Nye, 1974; Beechey, 1978; Becknan, 1978; Smith, 1979; Rallings and Nye,
1979). ’ ' |

Furthermore, much of the recent research on'“working mothers" makes no
attempt to advance theories about ﬁam%]y systems and interactions, but
~rather retains an implicit ofientation toward Parsonian theory.

" Specifically, the widespread assumpFion has been that riormative sex roles

are the central principle and causative force determining family structure

?
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and functdoning (Beechey, 1978; Blaxall and Reagan, 1976; Parsons,w1959;

Parsons and Bales, 1955).

Parsons' thesis is likewise basic to most research on how "class’
affects various aspects of the family. As 3everal critics of this research
point out, most of it has*geen based on the Parsonian assumption thét‘the
husband's OCCUpationa1_§ta+us is the sole or pr%mary determinant of &
family's location in the stratification system (A]dous_gg_gl., 1979;
Oppenheimer, 1977§ Beechey, 1978; Kantér, 1977; Furstenburg, 1974). This
theory, furthemore, cversimplifies a female wage-earner's effect on the
family, reducing it to a possible cause of such psychological stresses as
marital dissatisfaction aor the wife's role éonf]ict (Safilios-Rothschild,
1976). Finally, by relying on normative explanations for family roles, tne
Parsonian perspective has discouraged researchers from exploring the
relationship between the types of jobs available to men énd7WBmen and the
division of labor in the home, including important aspects of child rearing
(Kanter, 1977; Hartma&, 1976; Zaretsky, 1976). -

Social scientists have, in the past few years, begun to pay increased
attention to more detailed linkages between the workplace and the family.
Kanter (1977) has argugd that it is time for sociologists to cease studying
businesses and families as if these were unconnected institutions.

Recent studies of dual-earner families have focused péimari]y nn task
allocation in these families, with a primary intefest in determining the
effects, if any, of womén’s working for pay on traditional sex roles in
families (Presser and Baldwin, 1980; Angist et al., 1976; Beckman, 1978).

However, most of these studies focus primarily on housework and direct

relatively 1ittle attention to either child care or child rearing

A,
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A recent trend in research on two-earner families is the study of
"dual-carer families," in which both parents are pursuing professional
careers (Rapoport and Rapoport, 1971; 1978; 1979). While this research
does address the issues of task allocation and child care in the family as
they are coordinated ‘with the demands of,each parént's job, the families
st udied f$11 into high educational and income brackets, and thus are not
regresedtative of thé majority. of dua]-earnér fani]ieé.

An additional gap {n the research is that it deals almost exclusively
with dual-earner Angio families, Its practical and theoretical useful ness
15 therefore limited. Research exp16ring changes in families should take
into account possib]é variations in the response of ethnic and minority |
families to the circumstance of mothers' and wives' working full-time
outside the home.

The well-known research of Kohn (1969; 1977), designed to study the
relationship between)socia1 class and parental values and child reariﬁg
practices, represents a common socio]og%ca] approach to looking at the
connections between work and parental roles and philosophies in the sense
that it ‘looks for statistical associations between workplace and home ‘
variabTes. Kohn's most important innovation, however;b1ies in his follow-

up attempts to specify the particular conditions of father's work lives

which would account for the statistical association between class and

parental values. He found that the aspects of fathers' jobs re]aﬁing to -«
the degree of acquired self-direction--on the job tasks and the degree .
of supervision--accounted for more variation in.parental,ba1ues than did any
other variable, including level of income and occupational prestige. In

other words, according-to Kohn's findings, the degree of autonomy and task

4 | _1:3
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complexity which a job requires and encourages in a Qorker may have more
pervasive effects on a pérson's way of thinking and behaving as a parent
than the usual indicators of. income and prestige used to distinguish
populations by class.

A major assumption of the current project has been that, following
Kohn'é lead, future researchers must focus on more concrete elements of
parents' jobs, including how closely they are supervised and how much
fee]ing of control and aqgonomy they have in their work, in addition t6
salary and benefits. Furthermore, the intervening variables of (1)
mother's feelings about her work and that of her husbaﬁd, and (2) father's
fée]ings about His own work and that of his wife, are proposed as important
to take into consideration. We suggest that the effect of work experiences
on, parents extends beyond values (which Kohn studied) and includes such
areas as (1) the acquisition of knowledge and skills on the job, (2) the
job'é impact on self-esteem, (3) the effect of jobs on parental commitment
to family 1ife, and (4) the jobs' effect on parents' temporal and
psycho]ogiéa] availability (e.g., moags) to other family membgrs.

Fo]]&wing research by Lein (1974; 1979) and Piotrkowski (1979), among
others, we propoSe,that in order to learn more about how work affects a

parent in these hard-to-measure ways, data and analysis cannot be 1imited

to short answers and statistical analysis. Understanding the processes

whereby the experienceé at work and at home are interrelated requires a
different research approach--one which explores in greater depth the

conditions of a job and the nature of a family's interaction from the point

of view of the worker and his/her spouse.




3.. Research fFocus

A major goal of the was td explore how the nature of the mother's
waged work effects herself and her 1ntéractions.with her family.
Therefore, it was imperative that.research subjects include women in jobs
which clearly contrast along lines sbecifica]]f suggested, by previous
researdh, to strongly influence workers. HIn addition, it was important to

include Anglo, Black, and Mexitan American families in order to identify

and assess any variations in famiiies' responses to working mothers. There

is reseérch evidence suggesting tnat there are different.atiﬁtudeé towards,
and perhaps differences in resources, that are avai]ab]b‘to employed
mothers among these et;nic groups (Scanzoni, 1971; Blood and Wolfe, 1§71;
Kee fe e_t__eﬂ 1976; 1978).

The frémework for assessing the impacf of jobs on the mothers'
families was originally proposed to be that of costs and rewards associated
wifh different types of jobs. Major research questions considered were:
(l)vHowde working moﬁhers perceive the rewards'and costs ofvdifferent

jobs? (2) How do these jobs affect her view of herself, her work at home,

and her relationships with other family members? (3) In particular, how

‘does her_work experience carry over imto her—activities—and-ideas as.a = _

. barent? In addition, it seemed important to ask‘(4) how her husband views

her work and its effect on her activities in the fami]y,'(S)bwhether or not

- his views and feelings are influenced by hi§ own jéb, and (6) how.panents

négotiate the simi]aritieé‘and-differences in their views, especially

regarding parental roles.

As a result of our pilot interviews, we developed doubts about the

usefulness of the resource/exchange theory for structuring our interview

schedu]éé. ~This ié an example of how, in inductive research, the

6
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analytical framework must change in order to remain responsive to the data.

The original framework proposed for examining the relationship between
ra

families and the workplace was "exchange" or "resource" theo}y, which are

‘variations on a predominant model for recent socio]o@ica] studies of the

fani1y (i.e., Scanzoni, 1979). The theory‘posits that a spousg's heiqtive
power in a marriage rests on the number and kind of externaT resources

avai]ab]euto him or’her;»e.g., educationa1‘1eve1 and salary are often cited .
as importanf resources. |

Using this generallframework; but expanding the meaning of "resource"

*ahd?EUb%tituting the word "reward", the original -proposal sought to sample

dual-earner families in which wives werée employed in yuus that varied in
terms of the resources/rewards they provided. The rewardthhought-to be

significant in‘differentiating jobs were (1) the degree of autonomy of the

worker, control over own pace of work, etc.; (2) the complexity of the work

tasks, including daily or wee&]y variébi]ity of the work; and (3) the value
placed on the work, including salary and the esteem of co-workers. and
fanily-members. |

When we selected women whose jobs varied aTong these dimensions, we
expécted:thqt we could theh examiﬁe the effects of key features of work
experiences, both on fami1y}membérs' relationships and on the negotiation
with husbands of parental roles. In addition, we proposed to look for key
avenues of exchange. between workplace and fami]y; regarding:them as two
systems bridged by the individual worker. |

During the Pf]ot Tesf phase of interviewing, in which we interviewed
f0ur’families corresponding ethnically and job-wise to the families we

proposed to study. 1ateﬁ, several realities emerged which led to a shift in

]

e



the analytical framework. The first was a very practicai one: during

pilot intervi%ws, the interview guide--constructed using questions

suggested by the resource theory framework--caused antagonistic feelings“ﬁh”

) - T
some respondents towards their spouses, thereby Ej§5ing/c0FFésponding

e

antagonistic feelings toward-the project. We concluded that the primary

~cause for this was the presumptioneby reéource/exchange theory of an

essentially- adversary relationship between spouses, modeled as the théory

is on the capitalist market re]ationships of bargaining and power. For
example, the interview focuséd primarily on household division of
1abor--who does Qhat in different areas--which fdrced respondents to“
confront inequitieé or differences. |

Another 1imitation of the original interwiew.guide wés its arb%tréry
selection and limitation of family relationship argas/upon which to focus.
Concenﬁrating the inquiry primarily onﬁthe divisfoh\of 1aborvbetween

spouses in prese]ected'areas of housework, child care and child

'socialization made the study far more limited than its original purposes.

A sibtle but important shift in bur‘think{ng about family
relationships arose fﬁom insights of fered by our consultant, Dr. Nancy

Wedemeyer of The University of Texas at Austin, and ?rom a closer look at

the systems theory represented in Kantor and Lehr (1974). The systemé

framework led to questions in the revised interview guide which focused

'

less exclusively on the actual division of labor and more on how

individuals and families respond'to conflict, make decisions, solve
problems, and‘adapt to circumstances at work -and at home.

In_addition, although many of the questionsvéti11‘retained an emphasis

w

~on behavior, there was a more formal incorporation of the subjective

4
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gg[gqggiéqi of parents, through systems theory's explicit recognition that
behavior in social systems (un]iké thét in machanical systems) -is purposive
and goa1;séeking. In family processes, és discugged by Kantor and Lehr ', .
(1974), there are constﬁnt feedback loops between behavior and ideas aﬁd
goals, providing an approach to the family which is essentially dynamic--
thus sug%esting an analytical framework which is not undirectional. This
framework does not imply linear relationships between variables, but rather

assumes that relationships between individuals and between workplaces and

homes are reciprdﬁql}y influencing. In order to capture the reciprocal and

dynamic process of work/family influences, we added the dimension of time
to the.ihterview guideé. The interviews thén explored how work and family
deéisioﬁs and roles were changed and developed over time. This revised
interview guide renéined in use throughout both years )f the study, with
minqr modifications at the beginning of the second year (Phase II).
Another aspect of the methodol2gy which has influenced the data in a
significant'way is the sampling procedure. We attempted to retain as much
control as possible over po]icieé of enp1oyérs of women jn the sample, and
to vary the jobs held by the woﬁen according to the.kéng}gteriafof .

autonomy and style of supervision, complexity of tasks, and salary level.

Our sampling criteria specified that the jobs require -no more than a high

school education; that they be non-managerial office jobs; and that there

<

be sufficient numbers of married women with elementary %choo}—aged children
holding these jobs tofprovide a‘sanp1e of 15, or possibiy 30, fanilies of
diQerse ethnic backgrqunds. Tﬁe jobs selected turned out fo include three
types of jobs.typica1Ty occupied by women wighin'a_]arge teléphone

company. Since access to women workers was°secured through a union in this -

-
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fifét year (Phase I) oflresearch, the jobs were also unidnized jobs.,
Within this large company, this narrow category’of jobs fell under the
broader category of "“craft" positions. 'The "craft" jobs are not
nebessari1y the highly ski]]ed jobé implied by .common usage of the tenﬁ
but rather include a variety of offdce-and outs1de‘Jobs which are un1on1zed
and non;supervtsory. It does include unSk111ed, entry- 1eve1 jobs such as
talephone_operator, one of'the.threeftypes of jobs he]d by women in our
samp1e., As it turned out, this company was found to have a rigid and

broadly applied sty]e of supervision and management, at least for the

fema]e—dominated craft jobs. Therefore, the jobs held by many

-women--including those in our sample--were somewhat varied according to

¢

both sa]qry level and task comp]e%ity, but were completely lacking in .
autonomy. As a result, while there“was some job.variety relevant to the
original sample de;ign, theﬁe was little variety regarding key factors
affecting womeh's sétisfaction/wfth their work. Thi. appeared to be due to

the fact that the satisfaction derived from work was inseparable from the

degree of autonomy and style of supervision associated with the job. Th1s

~does not mean that salaries and benefits were unimportant in women's

assessment of their jobs. queyer,'fee1inQ§ about sa]arie; are separable

from feelings ebout the wprk itsel f. It is possib1e, as we have seen
clearly from the Phase I interviews, for people to remain in JObS that g1ve
them 1little satisfaction s1mp1y because they pay well.

The first year's pre11m1nary analysis centered then, on the workers'

_and their families' responses to the management sty]e and policies of the

14

women's employer as these interacted with those of husbands " emp]oyers.

Aside from the salary levels and benefits, the issues wh1ch emerged as most
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significant to the réspdndents, rega;ding Both their own daily office
eXperience and their degree of access to their families on a regular basis,
were the following:

a. Style of management, in particular the lack of autonomy in the
women's jobs. This means the virtual lack of control over thé
organization and pacing of their work, the absence of any “
deéisionémaking power regarding-more than routine transactions
with customers, and the routine nature of the tasks. This was
retated to the c1bse style of supervision, whereby supervisors are

~close at hand and potentially observing transactions at reqgular
intervals during the day. .

b. What here will be‘1abe1ed Short Tefm Leave policy. This
includes in addition to the number of paia'sick and personal
leave days éva}1ab1é per year, the extent to which supervisors
or boéses are flexible about allowing. workers to take leaves
or part-days off to meet family needs, including the.avai1abi1ity
bf "compensation" time without ﬁena1ty.

The resource/reward of "taék complexity" was difficult to ascertain

éxcept—inwaagenera1 and inexact Qense using our- open-ended interview
format. '%t is so'interre1ated with the amount of control over the

organization of work and decision-making power, due to the service

o

_(customer contact) nature of the jobs, that it was difficult in some jobs

to distinguish between these two dimensions. Tolerance expressed by
individuals for different levels of task comp]exitonaried mth more than

toTerance for differeht 1eve1s of autonomy. This is undoubtedly due in

part to such factors as variations in levels or types of intelligence and

11
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' ability--factors Which_were beyond the scope of our analysis. It was evident.

from our interviewé that to all of the workers in our sample, the most
Sa]ient and basic factors re]ating to "taskAcomplexity" affecting their job
satisfaction, once the basic skills and knowledge required £o perform their
jobs had been fmastered, had to-do with (1) how much of a voice they had in
organizing and reorganizing the work; (2) how much opportunity théy were given
over time -for increasing their’knowledge about the related tasks of other .
workers/divisions; and (3) how much opportunity they were giveh to grow in
their decision-making power as their skill at their'work developed. These
ware important to workers regardless of the Tevel of task complexity they
began with. _We have therefore subsumed these.factors under the concept of
"worker autonomy" rather than retaining the’concept of “task.romplexity "

We felt, therefore, that the hypotheses emerging from analysis of the

first year's data could best be exp]ored further by second- year samp11ng

et hrough™ bus1nesses*where“both-management styTe-and emp10yer”pUTTCTés toward

ndn—supervisory female staff would contrast clearly with‘those of ‘the Phase
I company. It was decided that by se]ecting in Phase II tHe families of
women working;in clerical poajtions in banks--positions which did not
require eddcatfon past high school and were non-management positions--an
jnteresting contrast in/employer policies would result. The assumption
that clerical positiohs in banks would provide.the appropriate contrast was
Based on the extreme nature of the phone company's management étXTe

for the :jobs sampled (it woufd be easy to find employers with less rigidity‘
in superv1sory sty]e) coup]ed with project staff's 1nforma11y acqu1red 7

- knowledge of bank clerical jobs through observat1ons in our own banks. The

initial interview with bank personnel ear]y in Phase II of the study
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supported the assumption. The jobs selected are referred to ey bank
personnel officers as "non-exempt" jobs, meaning that employees in these
jobs qualify ror overfime pay, while management (“pfficersf) do not.

Thus; the samples of the study's two phases contrast clearly regarding
the autondny of the female workers on the job and the style of their
;upervision; their employers' short term leave policies; and the overall
Tevel of their salaries (although there is variation within each sample’”
regarding salary levels). D |

Therefore, part of the original research goal--to vary the sample

’ according both to"worker autonomy and to the valuation of the jobs (salary

and esteem) in order to observe these factors' effects on the wcrkars'

, fami1y lives--has been achieved. The addig{dth‘variable of short term

leave policies, which emerged in Phase I as important to parents, could

also be examined as it interacts with fami]ies response to the dua] earner

X

éituation.
In summary, the res earch was 1n1t1a11y designed to expand the
Lheoret1ca1 underpinnings of most research on dual-earner families and to
'f111 in important gaps in the data. We proposed to accomp]ish the former
by: (1) looking at more concrete.aspects of people's Jobs——such as worker
autonomy/style of supervision, 'in addition to salary and benefits; (2)

x

exam1n1ng how these features of work experience influence fmn11y lives of
' ®
workers, in particular women's view of th1s. (3) 1nc1ud1ng the entire

e

a

nuclear family system of relationships, .in particu]aroparenta1 roles, in

the analysis of the family, rather than focusﬁng exclusively on the marital .

relationship; and (4) assuming, as syStenéytheory éuggests, that work and

family influences are reciprocal, and therefore should be studied as they

' . are developed over time. S ’
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In order to help fill important geps in the‘research literature on
dua]eearner families, the sample was.designed to include (1) fami]ies.where .
the women had no more than a high school education and were not working in
managerial or "professiona1" level jobs; and (2) equal numbers of Anglo,
Black and>Mexican American families. |

'The research method is qualitative--meariing the primary data is in-

depth open—ended interviews with respondents, and the ane]ysis is therefore

qualitative rather than quant1tat1ve The treatment of quantifiable
variables and measures is descr1pt1ve.of the sample, rather than inferential
abo:t population parameteré. It is also inductive research——meanig§ that‘

a minimum number of assumptions and hypotheses guided the étudy, but rather

the hypotheses and theoretical implications were developed by us from the

,data itself, and therefore the ana]ytica] framework shifted somewhat as a

result of re]at1on§h1ps we observed within the first year's interviews.

The study was conducted over two years, referred to as "Phases" within
the body of the report. Phase I families contain mothers who work in three
types'of jobs within a large telephone company. The jobs are known as
“craft" jobs, a larger category of jobs within the company which are
unionized, nonfsuper91sory jobs. These three types ¢f jobs require no more
than a high school education and are officetjobs. The Phase II include
women who work in "non-exempt" jobs in banks. These_are office.jobs which
do not require a high school education, and are ;trict]y defined as jobs
which qualify for (are not exempt from) overtime pay, unlike
management/“o%ficers". A1l jobs held by women in the sample are "women's
_fobé“ in that they are generally occupied by women and are genena11y

t

thought of as such.
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The jobs of women in Phases I and II contrast cTear]y‘regarding (1)
the amount of autonomy given"them on the job, (2) the overall salary 1eveTs
associated with the jobs, and (3) the degree of flexibility of employers
regarding short-term leave (e.g., sick and personal leave). In addition,
the Phase | female sample occupy jobs‘which are union-organized, while the
Phase II womenado‘not.

.Fina11y, throughout the report, the term "worker autonomy" is used to
refer to: (1) the degree of control the worker has over the organization
of her work; (2) .the amount of decision-making authority she is given Qhen
confronting routfne, ;r less-than-routine, problems in her daily tasks; and
(3) the closely related dimension of freedom to déve]op in a job so that
the two former aspects of autonomy are expanded as a worker gains knowledge
and skill within a job‘over t}mé. A11\of these dimensions df»jobs ére
dependent on the style of SUpervisjon eﬁéouraged(by their employer, and
therefore “worker autonomy" and Il'sty1e of supérviSion" are used
interchangeably throughou%ﬁ;he report.

‘ : ~ :
The tems "family roles" and “parental roles" are used often
™~

throughout the report, é]ong with terms such as “family relationships." By

~ “"roles" we refer to (1) the views that resbonaénts express that .reveal what

"being a parent” means to them; this is the cu1tufa1 dimension of roles;
and (2) the patterns of individual parents' behavior towards their children
that may be related to these cultural meanings, or to circumstances such as

the demands of time/job or negotiations with one's spouse over time.

Therefore, “roles," as we use the term, contains a behavioral and cultural
. | : :
dimension, but these dimensions may conflict, or at Teast be mutually

incensistent. This usage allows for consideration of the dynamic and
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mu]ti-]evé]]ed nature of roles. "Family roles" simply expands the rela-

tionships considered to include parent/chiid, child/parent, parent/parent,

~ wife/husband. And the term ”re]ationéhips,“ as in "her relationship with

her fdmi]y,” refers less to a patterned and culturally meaningful aspect
of relationships, and more to the emotional quality of relationships
between individuals (whether tney are open, closed, conflictful, warm,

etc.).

~
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B. PROCEDURES FOR PHASE I AND PHASE II

_Once we had defined the basic characteristics of families required to
explore the interrelationships between work and family 1ife, we undertook
the procedures neces;ary to -secure such a sample. Because of our primafi]y
quaTitative approach, the total sample goal was set at fhirty (30) families,
equally divided among the three 1argest ethnic groups presenc in our region;
Anglo, Mexican Ameffcan and Black. In order to coumpare workers in dffferent
types of workplaces, the first half of the sample, Phase I was obtained ffom
among women workers for the te]ephone'company; The fifteen (15) fami]ies for
Phase II, cofresponding to the second year, werejrecrdited from améng workers
at three large banks. The procedures followed in each Phase were organized
info four main activfties: (i) securing an appropriate samﬁ]e of families;
(2 developing instruments and training research staff;.(3) collecting and
storing data; and\(4) analyzing data and reporting findings.

These four activities have been carried out for bbth Phase I and Phase

II. Since there are more simifarities than differences bétween the two
Phases, the procedures for Phase I will be described with more detaii, and R

for Phase II only the differences’in‘approach from Phase I will be noted.

1. ”Phasé I Procedures

a. Securing én Agprogfiate Sample of Families

A relatively homogeneous sample in terms of job types and employei
policies could be obtained by controlling some workplace variab]e;. This
was accdmp]ished by selecting women workers from a single industry.

Contacts were established with a number of potentia] sources of subjects

and preliminary conversations were held. These sources included, in addition

to busiriesses and industries, labor unicns and'training/employment programs.
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Contacts with officials of a large electronics manufacturing plant revealed

a general reluctance on their part to allow an outside concern, even a non-
pro%it research institution, to have access to their employees for research
pukpdses. | ‘

In%ormatfbn from the Bureau of Labor'Statistics indicated that one of
the largest employers of women in the city was the telephone company.
Inquiries were referred tglthe company's c;rporate headquartérs in another
state. At.that point, we reactivated priar contacts with the Communications
Workers of America local. e

The negotiations with CwA’local leaders led to our presentation of the
study's research purposes for their consideration. Once their cooperation
was ‘'obtained, work sessions were conducted to‘hecide how to proceed in
identifying potential subjects. This ;nvolvéd Qo}king with the male presi-
dent and two female vice-presidents of the CWA local. Their support ahd
involvement in the 1ocation, identification and pre-screening of ﬁhe
candidates nof only saved valuable time, but also provided a tacit endorse-
ment of the.research effo#t and enhanced cooperation from the subjects.

CWA Tleaders were then“provided with a set of sampling criteria. In
addftioh to specifying certain job skill 1evéls’and ethnicity, these guide-
Tines Féquired that each potential subject (1) be currently married, (2)

have at least one dependent school-age child (between five and 15), (3)

" have at least a year's experience in her current job, and (4) have a

spouse of the same ethnicity. These sampling criteria were .designed to

ensure that only dual-earner families with school age children be identified.

The jobﬁlevels specified, selected in consultation with the CWA officials,

were chosen to provide a contrast in the autonomy associated with the jobs,.

oy

s gy

3




-

e .
+

%

the training required to perfbrm the jobs, and the starting wage. The
sampling design also required equaT representation %rom the three largest
ethnic groups: Anglo, Mexican American and Black, for a totai .f 15
families.

These criteria drastically reduced the pool of available subjects.
The high- incidence of divorce, remarriage and single parenthood surprised
the unior officers, who until thén had had no reason to inquire about the
marital status of their members. What appeared at the ;;set to be a
relatively simple.task actually turned out to be quite difficult.

In their contacts with potential subjectg, union of%icia]s inquired‘
only about "interest" in participating in the study, and then they- furnisned

>

interested people with copies of a brief three-page summary of the study's

Apurpose and procedures (see Appendix A). For each of those who continued

to express_intefést after reading the summary, the union officers éomp]eted
a Referra]’Fofm and forwarded it to WPP-staff. This form requested such
information as name, title of current job; years on that job, number of
years in the company, number and ages ofjependent children, ethn1c1ty and
work and home phone numbers From ‘that po1nt on, all direct contacts with
potential subjects were made by WPP staff. We did not tell the union
officers which potent{a1 subje;ts eventually particiﬁgéed.

Subjects who appeared to meet the sampling specifications were

initially contacted by phone and then sent a follow-up letter. "The letter

' requested a face to face "get acquainted" meeting between the couple and

WPP staff who would conduct the actual irterviews. During that meeting,
the study's goals were clarified, questions were answered, the need for the

tape-recording of interviews was explained, the pledges of anonymity and

25,




confidentiality were made, and Iiformed Consent Férm§ were signed in
duplicate by both participants and feseanchers. At that point, some
interviews were conducted; or’>in other cases later dates were arranged
N for interviews with each spouse separately. These feferra]s were

followed up until a total of fifteen families had been recruited. The

sample configuration for Phase I is-presentéd in Table 1.

b. Instruments and Research Staff Training

Concurrent with negotiations to secure the sample of families,
interview Sthedulés were developed dufing a Pilot Test Phase. Schedufés
were developed by the Project st?ff and submitted to in;house review to
SEDL colleagues. Then, the schedh]es‘were used to interview one B]aék,
one Anglo, and two Mexican American families in which the women were

emp}oyed in the types of jobs anticipated for subjects in the actual

* 3
.,

’Study. Interview tapes were analyzed in-house and also submitted for
anaiysis to an outsﬁde consultant, Dr. Nanc; Wedemeyer of The University

of Texas at Austin, Her input, together with Project staff's analysis of
the interviews, 1edbto the deve]opment of the final version of the Schedules
used in the actualgstudy. (See Appendix B for a copy of the three ‘
schedules.) In qddition to the intervfew schedules, two standardized
instruments were used, following the suggestions and advice from both
reviewers and our outside consultant. The first is The Family Environment
écale (Short Form), which consists of 40 statements that the respondent
marks true or false. for his/he; fami]y.’ The Scale produces 10 gubscale

‘scores. These scores can be transformed into standard scores using tables

provided by the insteument developer.

The subscales are grouped into Relationship Dimensions (Cohesion,

[4
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“ Expressiveness and Conflict), Personal Growth Dimensions (Independence,
Aéhievement Orientation, Inte]]ectua]-Cuitura],Orientation, Active

Recreational Orientation and Moral and Religious Embhasis) and System

‘Maintenance Dimensions (Organization and Control).

[

B .
. .

A second instrument, the_NOrk Environment ch]e, was chosen to

. aSCErtain'some characteristics of ‘the workp]acesfgf husbands and wives.
Similarly constructed and used; the Work Environmént Scale contains the
following dimensions: Relationship Dimensidﬁé;(ln;olvement, Peer Cohesion
and Staff Suppo?t), Personal Growth Dimensiohs (AutonomyAand Task Orien-
tation) and the System Maintenance and Sy%tem Change Dimension (Work
Pressure, Clarity, Control,; Innovation and Physica] Comfort). For a
description of the subsca]es, see Appendix C.

Evidence for these scales' validity and re]iabi]ity,.both regu]ar and
Short Forms, {s provided in the manué] (Moos and others, 1974). '

Budget limitations prevented matching the ethnjcity of male respondents
with interviewers. The Senior Researcher, a Hispanic male, conducted all
the interviews with men. Women were matched with’femaie'ihterviewers of
their same ethnicity. Therefore, two additional interviewers were recruited
to conduct int%yviews with Black and Mexican American subject;. Their social
,Science academic background and extensive work experience permitted them to
quickly g;;sp'the goals and procedures of the Project. |

ce The interviewers were kequired to read all pertinent documents, in-
cluding tHe research plan ahd the reports from consultant and reviewers.
They also joined with the regular staff in listening to and reviewing a
complete set of’datg from the first fam?ly interviewed. Interviewers
carried out two training interviews each with subjects outside the sample

o
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population. The collective staff review of these training interviews

i
i
great]y'he1 ped to improve the staff's ability to code anq summarize T . :
collected data. | ' \ | l

_ FoHom’ng this training period, a number of formal and informal
informatibn-exéhqnge sessions enabled the research staff to further develop l

“=and refine its approach to the project.

c.” Data Collection and Storage : \ : '

During this Phase of the ‘study', a total of 44 interviews wer“e conducted.
Only one husband declined participation, blaming his heavy work séhedu]e in
a location away from the city. One male subject did not allow his interview
"tg be recorded. A1l but four of tf)le interviews were conducted in the homes

¢ of the subjects. The éxceptions were made at t',he request of the subjects,

i
i
i
who found it more convenient to come to our office for their interviews. l -»
The length of thé actual interviews ranged from one to two hours; the |
ma jority, however, lasted one and a half hours or less. | '
First Mcther Interviews weré }‘eviewed to produce written summaries
. . ’ -
that included (1) strféightforward information about work history, and (ZJ) .
verbatim qubtes which reflected their interpretations and judgments on key .

issues.. These summaries were prepared by each interviewer. Second:Mother

“Interviews, which dealt mostly witR feelings and perceptions about work and -
family 1ife and their recibroca] influences,' were transcribed in lfu]].
Father interviews were part.1y’ summarized in writing to include information
about work history; the rest «f the interview, dealing with family life and-\

4 ‘ .
work and their reciprocal influences, were transcribed in full.

three families independently to produce a variety of ways in which the

Both permanent staff members examined the -transcripts for the first . I
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callected data could be ofganized. Re-examindtion of some of the baSic
fheare;jca1~issues we considered in the original proposal, combined with
more recent insights generated when ‘we reformulated problems and.issues
from a more ”systehs" perépective Ted to a coding scheme that was tried

.Qand refined'in the -early .stages of analysis. Once consensus was dchieved,.
the whole researcﬁ’team-—inc]uding the two intervieWers;-agreed upon a con-
cise set of coding categories designed to captﬁrelfhe esséntia] data

' geneﬁétéd from a1ﬂ three interviews. The descriptive 1ab;1s of ﬁhe coding

categdries are included in Appendix D. -

Interviewers coded their own interviews. In addition, WPP staff per-

formed consistency checks; qua]ity'contro1 was maintained through frequent
consultation and staff review of the temporary interviewers' coding.
The coding system adopted encouraged the selection of full paragraphs

“relgting to discrete events, anecdotes, reactions to and perceptions of

-]
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events or conditions. When nacessary, captions recorded the context in

¢

which a particular statement had been made, or the specific question or
n probe whjch preceded it. More than one code could Bé assigned to a
particu1ér event if it was judged to represent more than one of the
dimensions of interest. No formal frequéncy-counts of any giVen type of
event or comment were made within interviews, although répetition was used
as én indication.of the‘sa1ience of a given issue or condition to that | o
person. | |

Once eéch interview had been coded and checked by WPP-staff, it was

retypéd with the coded segments arranged sequentially for each code. Thus,

all paragraphs pertinent to each code appeared together for each interviéw.,

The final -product of this rearrangément and crunching of the interview data

23 92
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'v is a “Dqta Book" for each family containing all codes arranged by 1nter-

“view. There is a total of fifteen data books; the raw 1ntérv1ew data is

report, the Phase I sample was described in terms of age, length of marr%age,

. to compare characteristics of the jobs that men and woﬁen held. The responses

kept 1h.boqnd volumes for easy‘reference as needed.

A total of 27 Work Environmenf Scales were filled out, while 28 Family
Environment Scales were completed during this Phase. The Family Environm
ment Scale and Work .Environment Scale formslweré scored, and’those scéres
were tﬁah;formed into Standard Scores using the tables provided by the |
instrqment's developers. Data from each completed Scale was keypunched
for input to a computer file. Data from th% Family Envifonment Scale also
producéd a "family" score, computed by averag%ng the responses of both

Spouses.

d. Data Analysis

The preliminary analysis of-Phase,I data was presented in the Fourth

Interim Report, Phase I, submitted to NIE on November 30, 1981. In that
number qf children, education and income. The quantitatiVe scales were used

of women in the .jobs samp]ed (those Tisted.in Table 1) indicated that overall,
the work envirogment of all the jobs sampled from this workplace were
significantly less desirable than the jobs used to qéve1op the” norms for

this instrument by Moos and others (1974). Fukthermdre, a comparison bétween.
the responses of opérators and service represéntativeé, the two largest job
groups, indicated differences on only two subscales. Cdmpared'to service
representatives, operators reporﬁed greater "task orientation," described as

"the extent to which the work climate emphasizés good planning and efficiency,

and greater "clarity," described as "the extent to which workers know what to

s
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expect in their daily routines.” The more important subscale, "Autonomy,"

expected to detect-differences between the two main jobs along that key
sampling criterion, showed no differences between these two jobs. Husbands'
jobs, on the other hand, were reported to be hijher in autonomy than Both

the women's jobs and the average autonomy bf -jobs represented in the .

- normative sample.

The lack of qutonomy of these jobs was confirmed in the accounts ob-
tained'qurjng the interviews. .The uﬁiforh]y high pﬁegsure experienced by
these WOﬁen was attributed to thrée’main sources: (1) the high]y struﬁtured
and repetitive nature of the worL tasks, (2) the fast and rigidly enforced
pace of the work, and (3) the extremely close style of supefvision WHiph
leaves them with almost no autonomy to make decisions and to organize the
content of their work. | . ]

Two add%ti;nal workplace characteristics wene'iden£ified as _important
from the, interviews. First, a,uhiformly rigid’policy for short‘term 1eave,
and strict enforcemen; of péna]ties'for tardiness and unexcdsed leaves.

These restricted the abi]ity of these workers to rgspsnd to minor emergencies
énd needs ;f thé*r fainilies, and in particular their children. Second, the
existence of various shifts and variable days off affected the participation
of wbmeh in activities with their families. In some céses, the effect was
favorable to their own family goals, such as having time to do household
chores. In other cases, it prevented the family from spending significant

events together, such as holidays and birthdays. . ‘ -

One of the criteria used to determine the relative "level" of the jobs

.sampled was that of starting salary. The actual salaries reported, however,

were related to (1) how long she had worked for the company, (2) how long
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she had worked in her present job (her seniority), and (3) her willingness

to work overtime when requested or to take days off without pay (and no

penalty) when offered. The highest senibrity_workéfs in each unit have

priority to take overtime during high activity periods or to staj home
during Tow activity periods. ;
The preliminary analysis of the qualitative data using the first

fifteen families focused on those segments coded as pertaining to Work/

. Family Interrelatedness. What emerged from-that ana]ysfé was a working

construct called "the_image of the ideal family," or for short; the
"fami]ylimége."; A systematic examination of the interviews for husbands
and wive; led to judgments’as to whether or not a given couple shared a
coﬁﬁon family image. Thfs waslre1atéh to feelings eXpressed about the °
amount of time that parents should spend with their children, paternal
participation in dbmestic chores and child caréz These 1ines of inquiry
were pursﬁed with the Phase II sample and are discussed with more detéi] in
the sectjon_oﬁ Findings. o

NThe preliminary findings from both the quantitative and qua]itati&é
analyses of Phase I data led to some modifications in the procedures for

Phase II, described below.

2. Phase II Procedures

d. Secufing an Appropriate Sample of Families

andfngs from Phase I indicated that the onigina] sample design--which

included "low" and "high" skilled jobs for a contrast in autonomy, super-
vision and -wages within the workplace--was not successful. Although the

jobs selected required different lengths of training to master the skills

involved, they were all uniformly 1aék1ng in autonomy and under a similarly

o
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close style of supervision. Although the rate of pay varied some at the
starting-Wages, the actual take home pay was controlled more by the women's
willingness to work longer overtime hours or to take days dff when available.

In effect, the part1cu1ar workp]ace chosen was character1zed by a sty1e of

'management and work organ1zat1on who]]y inimical to autonomy, se]f d1rect1on,

and independent decision-making--even for regular, routine, everyday activ-
ities. The jobs~se1ected, with tne exception of Senior Stenographer, are
highly regimented, timed, 'paced and controlled.

These findings suggested the need to contrast the Phase I sample with
workers drawn frem a d1fferent kind of organization, one with contrast1ng
management and bersonne] po]icies. Some of the sampling crﬁterta suggested
at that time included: (a) that we find, if possible, only one sufficient1y
large organization as the source for alt Phase II subjects- (b) that th1's~
organization not be characterized by a style of management and supervision
sggg%aﬁ’tg/the telephone company; and (3) that workers not be ynionized.
The workplaces consi.-'‘ered at that time inc]dded‘federa1.and state offiees
city and county off1cesi/a large state university, and several 'area banks

Several organizations were approached sidetaneous1y. After several
contacts, three seemed the best candidates. The first, a large financia]
institution, appeared to:be the most homogereous, drawing from a similar
labor poo] as that of the Phase I sample, but different from the telephone
company in management style and fami]y—re]evant policies. Cooperation from
management would enable us to locate an adequate number of subjects from
the compan:'s force of 350 full-time employees, the majority of them women.

The second organization, a labor union, agreed to serve, if needed, as a

back-up to complete the sample; its membership is made up of municipal,
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county and state agency,workers. Also, a large downtown dayﬁzare and

, nurseqy,schpo1 serving primarily officer workers, many of them in

ffnanciq] institutions, agreed to provide access to their clients if
needed; this is a fully accredited, non-profit, church-affiliated center.
Finally, to.be used as a last resource, a city-wide, non-pfofit child care
referral service agreed to assist the Project in locating families.

_ The pursuit of contacts led to a series of letters, telephone ca]]i‘
and, finally, a meeting with the bank's personnel officer and the vice
president in charge bf personne]j They agreed to cooperéte, and tHe
personné1 officer was charged with acting as liaison with Project staff.
After additional meetings to determine the kinds of jobs to bé included,
thgvpvera11 procedures were wérked out. These procedures were essentially,
idenfica] to those followed with the phone company sample, except that this
time the contact person for referrals was the personnel officer rather than
a union steward or a union vice president. Our personnel contact was.asked
to be extra careful not to seem to pressure any employee to participate.
Al subsequent contacts.after the referral were handled by WPP staff;
again, we kept to our policy of not informing our liaison of which
emp]oyees declined or accepted pérticipation.

- When it became clear that one bank would not be sufficient to obtain
all the sample fami]ies, contacts with two other banks Qere pursued,
following identical procedures, until all 15 fami]ieg had been recruited
from three of the largest banks in the area.

The sample for Phase IL is presented in Table 2. It should be noted
here that there was a greater number of specific jobs represented in the

banks sample. Unlike the telephone company, where jobs are clearly defined
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and the structure of jobs is designed to allow for transfers and promotions
éccdrding to'ru]esiset forth in the collective bargaining agreement, the
levels of jobs in banks are more re1at%ve.' In some cases this is because
the banks themselves are undergoing rapid frowth and expansion. There is
less c1ar1ty with respect to the criteria used to determine the wages;
ra1ses, promot1ons and. transfers are tota11y under the contro] of super-
visors and managers. The tnree levels presented in Table 2 are crude ways
to group the jobs from three different banks; .the unequal ethnic repre-
sentatidn in the differant levels of jobs in our sample will be discussed

later in the section entitled "working Conditions of Women."

b. Instruments and Research $taff Training

As e result of our experiences with the Phase I sample and the
preliminary data analysis, some fine tuning was required for Phase II's
interview schedules and the Work and Family Environment Sce}es. Several
analyses df Phase I sample data indicated that using the Short Forms of
the Work and Family Environment Scales, while saving time, had resulted in
extremely low reliability estimates--particu]ar]y for the Family Eaviron-
ment Scale scores. Updated materials from the Scale's developers suggested
the use cf the full scales with the second sample. Since the first 40
items wou]dvremain the same, these items could still be used to compare
samples should the full form's additiona] 50 items fail to result in a
significant imprdvement.

Examination of Phase I data about parenting and socialization sug-
gested that we incorporate a more standardized approach to the question
of parental practices and values and the reasonings underlying those |

practices. Both the Second Mother Interview and the Father Interview were
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modified to add, at the end, five vignettes taken from a set of instruments

. v R .
used by a related project (see Final Interim 'Report, Southwest Parent Edu-

cation Resource Center, December 1, 1981). These vignettes present the
respondent eifh common parentfng dilemmas and ask what she or he would do
faced with those situations,, how the participants might be thinking and
feeling, and whether the reepondent has had gimi1ar experiences. Phase II

interview schedules are presented in Appendix E.

When Phase II data collection activities began, only the Black

)

temporary interviewer who participated in Phase I was available to continue.
. ’ ?

A new Mexican American interviewer was then located and trained to use the

revised interview schedules and procedures. ‘A training sequence similar to
Phase I's was used, including training interviews and collective listening
and sessions in which the whole research team listened and commented on

interviews witthEefrevfsed schedd]es.

c. Data Collection and Storage

Data collection end storageiprobedures data were similar to those
followed duripg Phase I. Two significant departures occurred mid-way‘
through the deta collection phase. First,‘it became clear that the
vfgnettes, wHichvhad not been used in Phase I, often became a burden on
the time available with the:subjects. In consequence, it hecame a matter
of interviewer discretion to'use any or all the vignettes. The.criteria
used was whether or not the subject had provided data sufficient to allow
researchers to infer parenting bractices and values. O%ten, incidents
similar to those presented in the vignettes had already been brought up and
discussed. in those'cases, the vignettes were judged to-be unnecessary and

were simply Teft out.
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for each family by coding cateqories; thus, the "data books" for this Phase

The second difference from Phase I pfocedure resulted from the
depérture of our Mexican American interviewer. Although when she was
initially hired she told the staff she would be moving at the beginning
of the*summer, the data collection timetables projected indicated that
there would be sufficient time forxher té complete all interviews of
Mexican American women. Because of unavoidable delays experienced in.
1o¢ating and committing the families, howéver; there was not sufficient
time for her to complete the £ask. For that reason, the last three Mexican
American families were interviewed by the Anglo research’ associate. Her
bi]ingué] skills were used mainly to establish rapport. A1l the interviews
were conducted fn Eng]ish, as this was the preference of the respondénts.

There was no inc¢ - .ion that the lack of ethnic match affectéd these

‘subjects' willingness to discuss any subject matter.

The exper{ence obfained during Phase I with coding and rearrangement
of transcribed'interview segments sUggésted a differeﬁt strategy, one based
on obtaining full transcripts of all %nterviews_and thén concentrating
coding only on areas central to exploring some HypotheseS»which had emerged‘
from Phase I data. The areas were: (1) key events ofwtheir work and family
ﬁistories; (2) perceptions and influences of workplace policies, (3)

interrelatedness of work and family; and (4) parentigg/socia1ization ‘ «

practices and values. The information was summarized by the researchers

. contain the summaries of information sequentially for each of the’fifteen

families. 'In addition, full transcriptions of all interviews collected

were available for quick reference.

During this Phase, a total of 44 interviews were conducted. Only one

31 40 -

r




Q

man declined to be interviewed; he was--according to his wife-—simp]y too
shy.

d. Data Analysis

The anaTysis of Phase II data examined the effects of those selected
workplace policies and practices identified in Phase I, and contrasted the
two samé]es in terms of effects of those policies on the fam%]ies. Aftentiqn
has been given to comparison§'between Phase I and Phase II workplaces and
families, among the three ethnic groups, and among other groupings suggested
by data on some ways in which these families haQe adapted to their dual

earner condition.

Before presenting the findings, a brief summary of some significant

problems encountered during data collection is necessary. The implications

of these problems for the interpretation of findings is also discussed.

3. Data Collection Problems, Solutions, and Implications for Analysis

Phase I's CWA officia]s who provided referra]s found to their'surprise
that the actual pool of é]igib]e su5jects was more restricted than tﬁey'had
anticipated. As time passed and no new referrals Qere.obtained, the sample
requirements and plan were revised. Three strategies QZre used: (1)
families who had already beeh interviewed at the start of the dapa‘cbllectiqpfp
cycle were asked to be used as references with other prospeetive pafticipants. >

Project staff fe]tvthat the best person to explain the project and to break

down the natural hesitatiBn to participate would be one who had already

Vs

. participated and could attest to the accuracy of staff descriptions of the

study. (2) As an added effort to locate and recruit subjects, we decided
to ask former. participants to actively seek out potential subjects from

among their co-workers, since CWA officers often did not know about the family
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status of their members and thus could not judge their e]igibi]ity‘for the
sample. (3) The sampling restrictions impoéed at‘the start of the study
were relaxed, and some cases‘that were somewhat different from the rest of
the sample were included.

The relaxed criteria are most evident in the Black sample, where the
greatest delay and difficulty in recruiting and committing subjects was
experienced. Either the number of Black telephone company employees in
the particular job categorigs sampled is re[gtive]y small, and/or the rate
of divorcé amonglthose employees is relatively high. The reduced‘poo1 of
available Black families not.on1y forced us to include families which did
not meet our ideal sampling triteria, but_it may also hate led us to %6c1ude
¢ families with more evident internqi conflict than the remainder of the %

sample. As a res;1t, three of the five Black families contained at least

one previously divorced spodse. Only one of thosevfami1ies had dependent
step-children living in the home, but another. had only a three year old
child, younger than our stated preference for school age children.

To summéﬁize, thz deviations from our proposed sample characteristics

in terms of marital history and ages of children for the Phase I sample

‘ are as follows: (1) One Anglo family had a one and a half year old only

child. This couple was younger than the rest of the sample, hqd been
married a shorter time, reported a lower income and was the only family

in this Phase that did not own a home. (2) One Black family was a blended
family consisting of a widower with two teenaged children, married to a
twice-divorced woman with one school aged child. Theré were no-children

from the current marriage, which'is recent. (3) One Black family had a

B .
- .

,threé year old child, which is younger than the pfeferred school age. In
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addition, the.father had been married before and had‘a daughter 1{ving with
his former wife. ‘(4) Another Black father had beeh married previously and
had two teenaged children living in town with their mother. He dec]jned to
participate in the study, b]dming his unavailability on overtime and part
time work; so it was déﬁided that two interviews with the mother were bette;
than being short one B]acklfami1y,,and even thopgh data on this family are
incomplete, both of this mother's interviews were used in the analysis.
(5) In one Black family the father completed only the Family Environment
Scale, while his wife neither completed .nor returned either Sca]e."(6)
One B]ack’ father consented to be 1'nterv1'eweq but not taped, and he did not
return the Work Environment Scaie. (Thus, on1y‘27 Work EnVironmént Scales
and 28 Family Environment Scales were c;11ected.) (7) No Black semi-skilled
worker who met the sample specifications could be located. Thus, for- the
Black sample, two high skilled and three unskilled worker families were
selected. It should be po{nted out that every effort was made tp>1ocate’
and commit subjects who met the original specificaticns. But as a last
resort, and as we were faced with deadlines, those-requirements were relaxed.
During the Phase II data collection, the following deﬁartures from the
original plan were made: (1) One Anglo fami]y had been married only two
years, and the schbo] age daughter was actually the wife]slby a previou;
marriage. This fact did_noﬁ emerge until the first interview with the
mother was well underway. Data collection was completed with the expectation
that it would not be used should time allow the recruitment of another faﬁi]y.
Again, time forced us to include this family. (2) One Mexican American
family had a severeiyﬂhandicapped child. Again, tﬁis fact did not emerge

until the dinterviews were underway. (3) One Mexican American father dec]ined
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TABLE 1
SAMPLE ' CONFIGURATINN: PHASE I TELFPHONE COMPAMY SAMPLE

(N =15) .

JOBS BY LEVEL OF PAY,
COMPLEXITY OF TASKS, o , : MEXICAN
AND-RESPONSIBILITY: - ANGLO AMERICAN BLACK

TOTAL

HIGH LEVEL:

Marketing Representative"

Service Representative

w

MEDIUM LEVEL:

€. 1ior Stenographer

LOW LEVEL:
Service Order Writer

° Telephone Operator




TABLE 2 : 7

.SAMPLE CONFIGURATION: PHASE IT BANKS SAMPLE

(N =15)
JOBS BY LEVEL OF PAY, . ‘
" COMPLEXITY OF TASKS, : MEXICAN .
AND RESPONSIBILITY : ANGLO AMERI CAN BLACK TOTAL

HIGH LEVEL: ' .

"~ Assistant, Loan Department . . ,
Secretary to V.P.'s . 4 1 - 5
Technician, Accounting

MEDIUM LEVEL:

Clerk in Deposits
- Clerk in Wire Transfers 1 2 1 4
Lobby Teller
Unit Supervisor

© LOW LEVEL:

Clerks,various departments » ) ;

Machine Operators - 2 4 6

Collections, Mail ‘
: |
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to be interviewed. Unlike the Phase I.Black father who also refused tovbe
interviewed, this man was——accord1ng to his wife--simply too shy The
Hispanic researcher offered to conduct the interview in Span1sh but that
didn't seem to be a factor. Faoed with a relative scarcity of suitable
families, we decided to proceed with this.famify even toough the data would
be incomplete. (4) One Black family, also included, had a teenaged stepson
from the wife's previous marriage. (5) Finally, job levels among the three

£l

ethnic groups were unevenly distriBUted. Anglo women were overrepresented
ahongAthe higher 1eve1 baok jobs, with the consequent underrepresentation"of
minorities in that category, and vice versa.

We‘do not have data on the pumber or placement of minority female
employees in the bank jobs from which we samp1ed. bTherefore, this under-
representafion of minorities in the middle and top level non-exempt jobs in
our sample may not reflect such underrepresentation with the particular banks
sampled. Certainly we received refusals to participate from minority females

in higher level positions. ‘Nevertheless, the tendency for minority females

to be overrepresented in lower level jobs is consistent with U. S. labor

market figures in general (United States Commission on Civil Rights,

November 1982).

What are the implications of the compromises we were forced to make
in our attempt to match fami]ies with respect to the general type of jobs
he1d4by the mothers and according to specified criterfa of family size and
structure? The answer to that ouestfon is closely re1dted to the nature
and purpose of the study.

The study was intended from its fnception to be an in-depth exploration

of some major fhéoretica] issues in the literature on work/family relation-
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ships, specifically these issues related to dua]—éarner families.

We pointed out in the Introduction that research on "working women,"

"working mothers," "dual-earner couples,” etc. consistently operationalizes -

the salaried wofk of females as absence from the home and seldom explores
thg jobs of either spouse beyond distinguishing the jobs according to
standardized measurements.of socio-economic status, such as the job's
prestige level and its salary. By_questioning the assumptions built into
these measurements (i.e., that tpey,best indicate class position and there-
fore they are the most important influences on people's personal lives),
the study has obviated the necessity to "control for SES" in the traditional
o sense. Rathér, it has gttempted td control” for other aspects of the women's
‘jobs, aspects hypgthesized to have important effects on her and her family's
adaptatidﬁ to both parents' full-time work outside the home. If was im-
practical--given our sampling method—-td attempt to control in the same
manner for‘the nature of the husbands'/fathers' working situétion. There- -
fore, the traditional indicator of a family's SES, the husband's job‘stétus,
was not controlled. The types of jobs he}d by the fathers in our sample's
30 families include middle leval managemen£ jobs in the puE]ic and private
sectors, as well as ski]]edranq‘semi-ski]]ed_b]ue collar jobs; the annual
salaries of the husbands range from a low of $10,000 to-a high of $36,000.
It was pointed out‘in the Introduction tﬁat dual-earner fémi]ies
.challenge the traditional assumption that the husband's job status and in-
come level are the appéopria%e measure of a family's ;ocio;econoqlg stafus.
Rather, as the work of Oppenheimer (1977) and others suggests, advances in

both theory and method require that we research such issues as the rela-

tionship between the nature of spouses' jobs and their relative contribution
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go the total family income. These issues should be the subject of research
and not simp]yvsﬁried in the assumptions built iﬁto the meésurements used.
By opting to. sample through as few mothers' workp]aces'and job types as
possible, we have attempted to maintain the homogeneity of the jobs and -
workplace policies of(tﬁe female w;rkers across ethnic groups. In exchange,
we have been forced to include some families and workers which did not meet
our ideal sampling criteria.

The most significant-comprémisé in terms of fhe‘women‘s jobs has beeﬁ
that in the Phase Il sample of female bank employees, Angld women occupy
tHe higher levels of non-exempt jobs (for_exdmpTe, executive secretary or
accounging technician) while the mi;ority employees work-iﬁ lTower icvel -
jobs, in particu]ar the Black females (for example, bookkeéping clerk or
mail teller clerk). -

In terms of family characteristics, the Phase I sample included two
families--one Anglo and one Black--who had no elementary school aged child.
In both cases their single chi1d‘wés younger and not yet in kindergarten.
For three cases (one Black Phase I family, one Black Phase II family and

one Anglo Phase II family) we included participants who were in their second

marriage and whose households included children from a previous union.

As we point 5ut in the Descriptioh 6f the Sample gSection 1), however,
the bresence of step-children does not oﬁcur more often in Phase I or
Phase II samples. There are more families in the Phase II sample whose
oldest chi]dvi§ a teenager, and we have taken this'différence between the
comparison groups into account at appropriate places wﬁthin the analysis.

These and other compromises we were forced to make with our ideal

sample criteria have had the effect of reducing the homogeneity within and
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betwéen our Phase I and Phase II samples or comparison groups. This, of

courée, has complicated the(ana1ysis of patterns»of re]ationship; between
Qakiab]es and required us to exercise caution in our discussion of rela-
tionships between workplace policies and fahi]y dynamics by considerfng
alternative explanations simu]taneoui}y. In addition, we have expanded

our analysis -to include family and work histories with the aim of clarify-

ing some of the contrasting responses distinguishing PhaseFI and Phase 11

parenfs. In so doing, we.have gained additional insights into the dynamic
and reéiproca] natufe of employment experiences and family lives.

.At the same time that we caution the reader about the generalizability
of the find{ngs due to both. the small samp]e size and the sampling compro-
mises made, we should also stress the advantages of these compromises.

They have resulted in a sample which more accurately reflects the rea]itie§

of family relationships in America, wherein an increasingly large percentage

of dual-earner families include children from a previous marriage. The fact

that minority females in the Phase II bank employee sample tend to occupy
Tower level jobs than Andlos fef]ects‘this same tendency nationally; it
thereby allows us to discuss more accurately the circumstances influencing
families from the three ethnic backgrounds than if we were to strive ﬁor a >
hypothetical "all things being equal" and control for such differences by |
sampling more.se1ectfve1y. |

In sumﬁary, the research has evolved into a comparative exploratory
study of the responses of thirty families--all generally at the same s%age
of their famiTy cycle and representing three ethnic backgrounds--to~the

employment of the wives.in jobs requiring no more than a high school educa-

tion within two types of businesses: (1) a large telephone company where
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the jobs sampled are under the control of a collective contract negotiated
by a union——CWA;'and (2) three large banks, -ach with over 300 employees,
in which the non-exempt "non-professional" jobs sampled are not unidnized.

This study was designed to expand theqframework df research bn the
reciprocal inf]uences between work and family 1ife from the pefspective of
families in which both husband and wife are full-time workersfk There are
enough differences between the fwo types of workplaces se]ected; as will
be discussed in detail later, to permit the exploration of how some work-
place policies influence famil:y 1ife. Evidence has also been gathered on
hbw intra-family processes have affecfed, over time, the working careers
and decisions of men and women in the sample.

,Pregentat16h of the findings has been organized into five sections:
(1) a general description of the sample; (2) genéra] work conditions of
women; (3) work and family histories; (4) work and fémiTy environments as

assessed by the quantitative scales administered; and (5) interrelatedness

of work and family.



C. FINDINGS

1. Description of The Sample

The 30 families included in this_study all had ful 1-time working
mothers and fathers and dependent children 1iving at hamne. They were all
nuctear family households; in only one case was there an additional <t
relative 1iving in the home. The families Qere selected through the
mothers' place of employment. - This resulted in two phases: Phase I of thé
study, which included women who worked for the telephone company; and Phase
11, which inc]uded'womeh working at three large bahks. Given our sanqﬂing
procedure, the husbandﬁ' occupations could not be controlled without
placing excessive restrictions on eligibility for the study.

a. Women's Jobs and Education

The women's jobs represented in the phone company sample (Phase 1)
included: (1) Service Representative, (2) Mérket Representative, (3)
Senior Stenographer, (4) Service Order Writer, and (5) Telephone Operator.
These jobs represent decreasing levels of skill and are faif]y evenly
distributed among the women's three ethnic groups (Ang]o,'Mexican American
and Black). A1l the women selected for the study have "craft” jobs,
defined by'exc1usion as being non-supervisory, non-management jobs; these
jobs are covered by the company/CWA contract.

The women interviewed in this phase of the study had been working for
this company from two to 16 years--in most cases continually except for
maternity leave interruptions. The median'1ength of service was ten years,
and the median length of service in their present clagsification was Six

years.
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The educationa]_]eve]é of these women revealed no large differences
among the three ethnic groups. Only one woman, a Black, had a baccalaureate
degree. Five women reported no education beyond high school, and the rest
have from half abyear to one and a half years of business college, cpmmunity
co]]ege or junior college courses. Frequencies are presented in Table 3.

The women's jobs represented in the~sample from the three banks (Phase

11V varied much more, reflecting a diversity of operations of banks as
>

workplaces. A1l the jobs selected, however, are so-called "non-exempt,"
which is a category'sim}1ar to ”eraft" at the phone company; one of the
ch1ef characteristics of these JObS is that the workers holding them qualify
for overtime wages when they exceed the specified number of regular hours.
The jobs sampled included: (1) secretaries to vice presidents; (2) accounting
technician; (3) clerk in Wire Transfer Department; (4) teller, (5) book-
keepef supervisor; (6) machine operator; and (7) clerks in various depart-
ments or divisions. These jobs represent three separate banks which are
organized somewhat differently and are at different stages of growth. The
banks' job classifications are not uniform| 'the jobs are listed here in a
crude order of skill levels and autonomy. Un{ike the women from the plone
company, the women holding these jobs, at ieast in the three banks fn our
sample, are not equally distributed in terms of ethnicity among these jobs;
Anglo women tended to occupy the higher level jobs, while Black women tended
to occupf the Tower 1eve1 jobs.

In contrast to the phohe company women, the women at the banks had
been in their present jobs for no more than feur years; nine had been in
their jobs for two years or less. The longest time that anybody in the

sample had worked at a bank continously was nine years, most of it spent in

. 52




\

!

¥ TABLE 3
WOMEN'S EDUCATIONAL LEVELS

(N=30)
. ME XTCAN
ANGLO AMERI CAN BLACK
High School
Diploma Only 2 2 1
TELEPHONE |
COMPANY Some College* 3 3 3
WOMEN '
College Degree** - - 1
MEXICAN .
ANGLO AMERICAN BLACK
High School :
" Diploma Only 3 4 4
‘. . / l K
BANKS
WOMEN Some College* 2 1 1

College Degree** - -

* Primarily Business and
Community/Junior Colleges

** Four Year BaccalaUreate
Degree or Higher
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relatively low level clerical jobs. There was a great disparity in the

level of the jobs and salaries of the women sampled. Anglo women. tended to
be in higher level secretarial positions or in positions dealing face to

face with the public, while the minority women tended to have lower level

jobs, dealing either with machines, documents or people on the phone..

Four Anglo women had from one to three years of education beyond high

school. The only exception was a woman who had worked for other banks

 before Fe]oéating in the city. Among the minority women, in contrast, only

two out of ten réporteq one year of post—hjgh school education, and only
one of these had a relatively higher level job. This woman came from a
much higher level job in a small town bank which éhe left when her husband
was transferred to the city.

b, Men's Jobs and Education

The husbands' jobs in the Phase I sample included: (1) managers with

15 or more people under them, (2) educational ‘consultant at a state agency,

_(3) supervisors with less than 15 people under them, (4) self-employed small

businessman, (5) membgrs of the Armed Forces, (6) civi]dsérvice c1erks,
and (7) skilled craftsmen. ' -

The husbands' jobs in‘the Phase II sample included: (1) operations
managers (second in line) in }arge department stores, (2) e1ectroqics
technician, (3) se]f-emp]oyed small businessman, (45 supervisor in a pri-
vate]y-operéted menta]yhea1th inéfitution, (5) law enforcement agents, (6)
career non-commissioned officers in the Armed Forced, (7) skilled craftsmen,

and (8) warehouse/stock clerks.

Men in both samples held a great variety of occupations. Few clear

patterns are evident. In the first year -sample, three of the five Anglo

-

Lo

45 54 S




[

men were in managerial/supervisory positions, although the nature of who or
what they managed varied greatly: one managed several crews that repair or
maintain telephone company installations and eauipnent; anothér oversaw a
group of professionai real estate appraisers; a third was responsib]e;for
the inventory and one clerk” in the parts and accesso}ies section of a

retail store. The other two Anglo men had skilled trades; one had‘1earned

" through apprenticeship with his father and the other in technical short

courses in a bfanch of the Armed Forces. In contrést, two Anglo males in
the second year sample (Phase II) held jobs in }aw enforcement, requiring
specialized training; these. were careers through which these 1nd1v1dua1s'
had moved in steps. One had a specialized job in spite of his relatively
low rank, due to a brief interruption in his career in which he lost the
rank and seniority achieved in almost ten years of work. The other three
Anglo men held jobs as a manager, a technician, and an owner/operator of a
small business. Men's educational levels are presented in Table 4.

Four Phase I Mexican Ameritans, on the other hand, had relatively high
educational levels and held professional, managerial or clerical jobs. The

I

only one without a college degree was a skilled printer employed by a

federal agenty at uhion-level wages. In contrast, all but one .of the

Mexican American ma1eé in the second year sample held relatively low

skilled jobs. One was a manager in a large department store; the rest had
semi-skilled jobs, Such as painter and tile installer, -or lTow level stock
clerk jobs..

Three Black men in the first ;ear sampl e had'§k111éd jobs; two were
telephone c;mpany.repairmen and one was a mechanic in one of the Armed

Forces. The others included a first level (shift) supervisor in an

electronics firm and a construction inspector for the city. In comparison,
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TABLE 4

MEN'S EDUCATIONAL LEVELS

(N=30)
MEXICAN.
ANGLO AMERICAN BLACK
High School
Diploma Only 2 1 1
PHONE COMPANY
EMPLOYEES' Some -College* 2 - 4
HUSBANDS
College Degree** 1 4 -
3
» p
, MEXICAN ‘
ANGLO AMERICAN BLACK
High School
Diploma Only 1 1 3
BANKS -
EMPLOYEES' Some College* 3 4 1
HUSBANDS

College Degree**

* Primarily Business and
Community/Junior College

** Four Year Baccalaureate
Degree of Higher




two Phase II Black men were career military non-commissioned officers with

office jobs, and a third man was a mental health program
supervisor/administrafﬁr. Another Black man was a short (day) haul
refrigerated truck driver for a frozen foods distributor, and the fifth
serviced vending machines as an employee of a small company.

Overall, the greatest contrast was between Phase [ and Phase II
Mexicén American men, both in their educational level and in the nature of
their jobs.

c. Family Characteristics

In general, the total sample is fairly homogeneous in terms of the
demographic variables of interest. Al1 but two couples were in their Tate
twenties to late thirties. These exceptiohs weré éfVery young codb]qfin
their early twenties and one coupie of forty-year-olds. Two other men were
in their forties but were married to women about ten years younger.
Twenty-five of the thirty couples had been married between eight,and

sixteen years, with a median of about eleven years. The number of children

ranged from one to four. Five families had one child, thirteen had two

v

chi]drgn, ten had three, and only tﬁb families had four, Two women were

expecting a chiid during the time of the study, one in the first phase and

I

one in the seconds in both cases, their families will increase fram two to

three children. -
There were no systaﬁatic di fferences between phases or among the three

ethnic groups~in the genders of the-chi]drén; there were overall more boys

<

(41 boys to 29 girls).

A1l but two families had g§’1eaét one elementary school aged child

Tiving in the home. This was one of the main criteria specified for this
o N ) s A
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sample. ‘The two exceptions, both in Phase I, were included when no other
suitable family of their ethnic and job characteristic; cou]d‘be located
within the time allocated for data collection.

0f the 28 families who had elementary school children, only one family
had three éhi]dren in that age rangé (it included a pair of twins); twelve
had two children in that age range; and fifteen had only one. Nine of the .

twelve families with two elementary school aged children were in the First

Phase sample, while eleven of the fifteen families with only one éTementary

/

school aged child were in the Phase II sample. -

There was no pattern of gender distribution among these elementary

w c

school aged children, either between phases or among ethnic groups, with
only one excéption: all the Black elementary school aged chi]dreﬁ in Phase
11 were boys. The twelve families who had two children in that age range

were distributed as follows: eight were boy/girl combiﬁations, three were

both boys and one was both girls. ¢

°

While two families had an only child of preschool age, twelve other

©

" families had preschool aged children in addition to their e1ementary school

aged children. Black families ére oveﬁrepresegted in this group (seven of
the ten Black families had preschoool children).

Six Phase Il families had teepaged children, compared to‘on1y one such
family in Phase I. _Only one of these families with a teenager also had a
preschool aged child. _Thé presence of teenaged children.in the Phase II
families occurs equally among the three ethnic .groups.

Another sd%p]ing criterion advanced at ?he beginning of the study was
that ;pouses be in their first marriage so that there be no step-children
living in the Home. It was assumed that step re]ationshipsrcou1d
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complicate family dynamics. An attempt was made to avoid including
step-families. Wnile we were .largely successful, there were some |
exceptions. Three families, two Black and one Anglo, included a step
child. Two other B]ack'men.had‘been married before for a short period of

time and had one and two children, respectively, who did not reside with

them. Finally, in one Anglo family both spouses had been married briefly

before but had had no children from those unions.

The great majority of individuals and couples in the sample are

oriQina]]y from Texas and most have 1ived most of their adult lives in the

state and in the city. Of the five families that included an out-of-state
member, four had been brought to the city by military transfers, including
the only th families in which both spouses were from out of state. In
most of the coiples, at least one spouse--and often both--had been raised
in a small town. Of the thirty families, 22 fell into this category:

seven Mexican American couples, eight Anglo couples, and seven Black

coyples. Most of the respondents from the city grew up there, and many of

the small town reared spouses had come- from nearby towns and were married

to residents of the city. Six individuals grew up in another city, less

than 100 mi]es;away.

The majority of the families were.living within the city 1{mits; only
seven families lived in areas outside the city iimits. The children
aFtended schools in their‘respective districfs. Three families sent their
children to a private Catholic school downtown. T

Only five families were not home owners; two of thesel1ived in
military housing, one in public housing subsidized py the city on a sliding

scale, and two others in rented apartments. The houses owned by the rest

of the families ranged from twoxbedroom frame houses in lower income,
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predominantly Black and Mexican American neﬁghborhoods, to one ranch-style
suburbam house on a three-acre lot. In genefal, the houses and furnishingé
refl ected the relative ingané level of the families.

d. Income

The importance of the incame generated by the working mothers in the
study is . clear in the'data presented in Figures 1 and 2. " Figure 1 ppesenté
fanily incame figures for the total sample. It is important to note that
the figures have not been adjusted to take inflation into account. Income
Eeported by Phas; I (1981 sample families) was their total 1980 income.
Likewise, in Phase II (1982 sample families) the income reported. was' for
1981. Indiviiual annual incame for the women ranged from $9,000 to $21,000 .
with a median of $16,000 for the phone company workers, and from $8,000 to
$16,000 with a median of $12,000 for the bank workers. For the men, it
rangéd from 3}2,000 to to $36,000 with a median of $18,000 for the Phase I
sanple, and from $9,000 to $35,000 with a median of $15,000 for the
husbands in the Phase Il sample. Overall, as these figures indicgte,
husbands tended to have better paying jobs than their wfves. The one
exception was that Mexican Aﬁefican women working for the phone company had-
incomes as high or higher than their husbands. This was due to the
relatively high seniorfty of this group. of women, which not only increased
their base rate, but also gave them priority for working overtime at higher
rates. iFurthermore, the benefits (such as health and dental insurance;

company stock and }etirenent plans) that phone company empl oyees had won

" through collective bargaining made their total contribution of resources

even more important to the family's financial stability. This pronounced
effect held even among Phase I Mexican American families, where fathers, as

a group, had the'highest educational level of the whole sample.

1
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Figure 1

Total Family Annual Income

MEANS FOR 3 ETHNIC GROUPS 1y PHASE 1 (1980) and PHASE 11 (1981)
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: Overall, Phase [ families rad higher income levels than those in Phase

[[, even though their incomes are reported in 1980 dollars. Were these

figures adjusted for inflation, the real difference in buying power would

show even more dramatically.

The importance of both samples' wives' income 1is readily apparent.
Fbk the Phase [ sample, data reveal &irtua]]y no differences in total
family income betweeh the three ethnic groups; the wives' income had a
1e;eling effect on‘the disparities in the husbands' income. For the Fhase
[ sample, however, a wide disparity between the three ethnic groups
persisted, a;disparity which reflects in part the overall bopu1at16n
distribution of income as well as the relatively low:salaries of bank
empl oyees, compounded by tHe"fact that Apg]o women tended to have bétter
paying jobs and Black women tended to have the lowest paying jobs; This
seems to reflect a 1ingering unequal distribution of opportunities--
assuming that the employees and jobs sampled from the banks ref1eét the
ethnic breakdown of the banks' and the city's female labor force. Yet,
despite these limitations, minority women still tended to contribute

substantially more than their Anglo counterparts to total family incanq; as

shown in Figure 2.

These two graphs were used by project staff for a presentation of
findings at an October, 1982, meeting of the National Council on Family

Relations in Washington, D.C. The original graphs are color coded.

>
4

_e. Education and Income

Another element related to income is education. The samples targeted
occupations which did not require more than a high school education. In
fact, 14 of the 30 women reported no more than high school education,

compared with only éix of the 30 men. OnTy ode woman had a baccalaureate
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degree, completed after she had‘started wobking for the phone company. The
degree resulted not in a promotion but rather in a transfer to an area
slightly more related to her business degree.. In comparison, seven men
held college degrees, incTuding two with masters degrees and one with two
baccalaureate degrees. The rest of the sample reported varying amounts of
post-high school education in business colleges, community colleges anq
junior colleges.

Overall, then, men had not only had more schooling than women, but
also ténded to have 1$rger individual jncomes. Correlation coefficients
between education and income were computed for various groups and for the
total sample. These correlations are presented in Table 5. The
re]étionships between income and education are complex, and cannot be
explained simply in temms of individua}s. In severa1 instances, it was the

higher income 'of the lower educated women that made it possible for the

husband to increase his education and his income. At this intermediate

range of education and income, a very small proportion of the variance is
accounted for by these correlatjons. Phase I women's salaries did not
correlate with education. For the men, those with degrees tended to work
in mid-management within public agenéies, where salaries were equal to or
even below those of two telephone repairmen with eight years' seniority.
In fact, three of the four highest individual Phase I men's salaries were

made by phone company male employees with no more than a year of education

Vbeyond high school. In termms of men's salaries in our first yeaﬁ sample,

those men making union wages fared as well or better than those with

college degrees.

In the Phase II sample, Anglo women, most in higher level positions,

tended to earn larger salaries and to report some schooling beyond high
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TABLE 5

PEARSON PRODUCT-MOMENT CORRELATION
BETWEEN YEARS OF EDUCATION AND
ANNUAL INDIVIDUAL INCOME IN THOUSANDS
BY PHASE AND GENDER

MALES FEMALES (BOTH)
PHASE 1
PHONE COMPANY .13 .00 .13
FAMILIES (n=15) : (n=15) (n=30)
PHASE II .
BANK .50 .59 .50
FAMILIES v(n=15) (n=15) (n=30)
BOTH .39 .34 47
(n=30) (n=30) (n=60)
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school. Among the men, the two highest salaries were reported by second
highest managers in two’ very similar large department stores. One had
started as a management trainee while still in college, while the other
started from the bottom at a different large chain of retail stores. Both
men had worked their way up the corporate ladder, had their share of
trénsfers’and promotions, and eventually have reached similar pos}tions
through'a1ternative routes. The other man with a college degree was a
Black who, after graduating from a small Black college 19 years ago, could
not find a decent job; he had begun a career in the armed forced and
achieved the rank of Master Sergent. Wherr interviewed, he was one year
away from retirement.

In §umhary, despite difficulties encountered with the sampling method
the families included f; the study were relatively homogeneous. They
tended to fall into the late twenties-early thirties age group; to fall
into approximateily the same stage of the family cycle, in that they had an
elementary school aged child at home and had been mafried approximate1y the
same amount of time; and to generally have ﬁhree or fewer children. Rural-
versus-city backgrounds were similar across ethnic ;roups and most of the
families shared Texas:origins. Differfences which must be attended to in
the analysis are: a greater tendency for Black families to have a |
pre-school aged child in addition to the elmentary school aged child; and
the greater number of families with teenagers in Phase II.

P
A workplace-related difference most relevant to this study was the

k)

tendency for Phase Il Mexican American and Black women to have lower levél,

lower paying jdbs than the Ahg]o womencin the same sample. As discussed
earlier in this refort, these differences are consistent with data on the

‘U. S. work force in genaral (see Doeringer and Piore, 1971; Gordon, 1972}
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United States Commission on Civil Rights, November 1982). The resuit is

that the%e data become part of the analysis rather than impeding it--+just

as do general fami]y income differences between Phases I and II. Again, by
analyzing these case studies of families of women who work under different
types of workplace policies, it is possible to concentrate on the complex
relationships between jobs and parental ro]es'in the home; data collected
/F*\\\ can help us advance understanding of ways in which husbands' and wivgs' jobs
“~ influence over time the negotiation of these roles, and how families influence

o

_the.work 1ife of their members.
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2. General Work Conditions of Women

a. Phase I - Telephone Company Employees

Job Features most often discussed by the respondents as having a clear
effect on their family (whether direct or indirect) included both positive
and negative aspects. They were: (1) management style; (2) leave

policies; (3) work schedules; and (4) salary and benefits.

(1) Management Style

One of the most salient” aspects of current employment experiences
among women in the Phase I sample was the high pressured nature of their
jobs. The pressure seemed to be less significant for those two women in

the "semi-skilled" category of jobsvmore akin to clerical positions.

-However,lfor'the Operators, Service Order Writers, and Service

~ Representatives, the pressure seemed to come from three main sources: (1)

the highly structured and repetitive nature of the work tasks; (2) the fast
and rigidiy enforced pace of the‘wqu;3(3) the extremely close style of -
superviéﬁbn of the workers, leaving them with--officially--almost no
aﬁtonomy in decision-making and no control over the organization or content
of their work.

The women reported that their jobs with the telephone company are
structured as follows. Operatbrs take one call after another all déy,,

using phrases and even voice tones which are prescribed, at a pace

deférmined by a computer, and with pressure to take a minimum number of

calls per set time limit. Service Representatives, higher paid and more
skilled workers requiring at least three months training, answer the
telephone to take orders and/or complaints about service, provide

information about services.and try to sell new services, in call after call
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1ﬁ blocks of time throughout the day, at a fast and equally rigidly
controlled pace, using pfedetermined phrases, and undef pressure to meet
sales quotas and handle a minimum number of calls per set unit of time.
Since none of these jobs are supervisory, the company's
po11¢y-—accorq1ng to our respondents--is that workers must consult with
their immediate supervisors when there is a decision to be made about

procedure on a customer contact, record keeping, etc. Both Operators and

Service Representatives attributed additional frustration and pressure to .

the common occurrence of supervisors who are either uninformed or
unavailable. This appears to be related to the generally négative
emotional effects of the lack of autonomy and control described by
respondents.

The emotional stress which their job placed on most of the women
interviewed (reported in 13 out of 15 cases) att;sts to its importance.
Furthermore, this stress was so extreme that most ofAthem were aware of it
as having had a negative influénce on their behavior at home. How their
families adapted to it and the women's own coping mechanisms constituted
one of the ﬁain foci of the interviews.

The women reported possibilities for job mobility due to ease of \
transfer .between the "craft" jobs. The most common transfers are simply
changes in location from one unit or plant to another within Texas. Other
changes are."latera1 transfers" that involve changes not in salary, but in
job functions, schedules and seniority. The seniority system determines,
among other things, the order in which emp]oyeeé in a given unit are

allowed prioritj'over the most desirable vacation times, schedules, and

other forms of lcave without pay. Salary increases are automatic and are
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determined by the overall contractual conditiong negotiated every three
years by the union.

In addition to lateral transfers, craft workers can request promotions
and transfers to higher classified and more highly paid jobs. Those
transfers and promotions are determined by ratings of efficiency and
attendénce, and by recommendations from supervisors and managers. .
Supervisory personnel can be either selected from the ranks of the craft
employees or hired directly from the outside, with no control from the
union. Some jobs raquire aptitude tests, and in most cases thpre is formal
training which may vary in length according to the complexity of theﬂhew
functions. In addition, frequent changés in the job procedures and newg
equipment require‘retra{ning of the job incumbents. In somehcases\training
involves travel to a different city for a 1imitéd beriod of .time. h

The reasons given by most respondents for not transferring or being
promoted into better-paying "outside" jobs, such as repair or installation,
or into supervisory positions centered around the dangers or discomforts of
the former and the further responsibilities and pressures of the latter.

-2

(2) Leave Policies

L

The Phase I womeh said another policy increasing pressure on them is a
strict enforcement of penalties for tardiness; a small number of late
arrivals will be placed on a worker's record. Furthermore, no moré than
thr;e or four sick days are considered acceptable per year. After this,
leave taken for short illnesses weighs negatively on -employees' records; it
can be used to deny them promotion and transfer opportunities, or even to

build a case for dismissal.
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Difficu]fies encountergd»by most workerscin’getting't{me of f to meet
the everyday néeds of their chi]éren was one of the problems most often
mentioned by women interviewed. In particular, difficulties in getting
time off wﬂén children are sick or need to go to the doctor was mentioned
when women were asked specifically about the compény's leave policies. “

&

Although respondents reported some f]eXibi]ity on leave, left to the

~discretion of supervisors, this issue was uniformly considered to be a

o

ﬂqjor-prob1em for the families.

On the other hand, most women were appreciative of the six weeks paid

-

[

maternity leave. Some cited examples of children born before this’%o1icy_r

was instituted (through the union's efforts) and the problems created by '

~much Tonger leaves without pay. If they could afford to, most women took a

longer leave than the paid period of six weeks, indicating the importance

to them of time at home with newborn children. : L »

N

No major complaints about the vacation leave policies were expressed.

The teiephone company gives one week accrued vacation after six menths of

» )

service and as high as four weeks paid vacation a year. Because Jf high

seniority, most mothers in the sample were able to choose when and for how .
]

long to take their vacation time’, which allowed vacation to coincide with

major events in their children's or families' calendars. The possibility
of breaking up vacation into several short leaves appeared cénvenfent to
the sampled mothers; this allowed them to take time to meet their special
personal or family-related needs.. o

(3) Work Schedules

Two issues of work hours schedu]ing.were important to the te]éphone

company women interviewed, and both issues had the greatest impact on the
. - % +
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Operators. The first was the availability of various shifts and the second

was the determination of days off.

‘Irregular hour shifts were often reported to be a major problem in the
families' lives, either because the mothers worked evenings and seldom saw
their families, or because they had had to leave or pass up mofe desirable
positions in order to get out of irrequ]ar (non 8 to 5) schedules. A
regula% schedule was the main reason givgn by several women for having
moved into the Service Representatjvé position, one which is strictly
regu]ar“business hours:k

The inconvenience caJsed by the irregu]ér schedu]e,'however,'appeared
to be related to the age of a woman‘s children and/or the willingness of
her husband to care for them .during her absence. 0Ono *5511y found the
"split shift" arfangement to be an advantage; she could be hsme with their

child part of the day and leave the child in the father's care during the

.early evening.

The women's setond major concern with work schedules was the ”day§
of f* policy for Operators. In the phone company, Operators' days off are
determined bi-weekly by a computer, taking into account the available work

force and the expected demands for service. This results in a near random

pattern of days off; which can come at any time during the week. In

N

consequence, families, and especially the adults, cannot plan in advance to

attend events; those activities that can be arranged have to be planned

3

with only one week's advance notice. One couple in the sample complained

“of not having had a weekend off together in eigHt years, due to her

operator schedule and the overtime demands of his job. Others spoke of

frequent arguments with husbands concerning which parent should try to get
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out of work té care for the éhi1dren on weekends. Finally, some mentioned
the lToss of regular contact with friends and relatives because of the
difficulty 'of atténding and planning social evénts'around their irreguiqr
days off.

(4) Salaries and Benefits

Virfua]]y all the Phése I women cited good salaries and benefiﬁs as
their primary reason for remaining with the telephone company. The
majority of the men and wo&en‘interviewed gave muchAcredif for their v
comfortable income levels to the wives' good salaries and benefits. This
was more consistently the feeling of the minorjty parents, thch suggeﬁts a
greater awareness of the negative effects of poverty on families. The
minorit, parents often expressed the opinion that the~advantages of having
good jobs and sufficient income 1mproved‘their family lives and énhanced
their chi]éren”siopportunities for the future.

Both spouses in all the te]ephone éompany families named salaries’ and
benefits as the most desirable aspect of the wives' jogé. The wages at the
time of thf% phase of thé study (March throﬁgh August, 1981) ranged from a
lTow of $700 a month fér'a beginning: Operator to a high of $1,584 for a
Service Representative with four years' seniority. The top salary for an

Operator with four years' seniority was $1,388, only $196 less per month

than the higher classified Service Representative job. These scales are

negotiated every three years in collective bargainiﬁg betweéh the company

I " «

and the Communications Workers of America, and are subject to an annual

readjustment between contracts. In effect, the actual salary that workers

make is determined (1) by their willingness amd/or availability to work

overtime when they Wantvand/or when the company needs them (at overtime
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rates), (2) by their willingness to take leave without pay during low
demand periods; (3) by their seniority, and (4) by their job classi-

fication.

b. Phase Il - Bank Employees P

The discussion of work conditions for the Phase 11 women are more

s

difficult to explain in straightforward terms than those of Phase [ women.

First, there are major differences in the organization and nature of the
work done by phone company craft workers and that done by non—exempt*

staff in large banks. Second, the women in.the Phase II sample work in

o

three different banﬁs.

After interviewing personnel officers at all three banks about the
relevant policies and practices, it was clear 'to Project staff that there
are differences among the three regarding several po]icies.v For example,
only two of thé three personhe]bofficers sa1d theirabanks post jobs ‘and job
descriptions iﬁternal]y so that employees caﬁ determine whether or not they
would be interested in or qualify for open positions. At the time of our
interviews, the third bank retained a more informal system of word-of-mouth
among supervisors and a great dependence on’the personnel officers'
knowledge of staff. Posting was scheduled to begin at the beginning of
1983 in this bank. TWo of the personnel officers indiééted a more flexible

- approach to short-term leave for family or other persona] reasons than did
a third officer. |

Despite these overall bank policy differences, interviewed workers

/

indicated that management of individual emp]oyées depended largely on a

*Refers to status as non-managerial and therefore eligible to receive
overtime pay. Officers and some supervisors are "exempt" from overtime

l. pay.

’
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worker's own imnediate or second level supervisor and on her type of job.

.Because of great diversity in the interviewed women's jobs, it has been

difficult to discern policy differences between the banks when looking at
individual cases; This diversity also accounts, in.part, for the prob]eﬁ
oﬁ generalizing about bank employees' working conditions. That is, it is
not a simple matter to compare an exeﬁutive secretary's work conditions to
those of a bookkeeping clerk whose routfne job requires little training or
skill.

"But the chief source of the problem for our staff has been the

difficulty in getting an overall picture of how banking is organized.

Since it is hard to define how different departments and sections of a bank

are related to each other, it is therefore quite difficult to discern the
1fnkages between”respondents' jobs in terms of relative status or
responsibilities. The personnel officers interviewed agreed that this is
partly because it ié_diffiCU]f to measure the skills and responsibilities
required for many non-exempt jobs in relation to eacn othér. Criteria
appearing to make a difference in how bank jobs are rated were most
formally presented to project staff in a checklist one bank uses to rate
different jobs by giving points in the following areas: education
required; experience required; complexity of the work; responsibility for
financial loss involved; respénsibi]ity for contacts with customers; the
supervision required; the physical working conditions; mental and physical

effort required; and the importance of workers' appearance.

For purposes of comparison with the telephone. company craft™ jobs, *

there are two pbints which are important to draw from the above facts:

*Craft is a term used within the company to indicate a broad range of
unionized, non-managerial positions. :
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(1) bank career paths are neither as straightforward nor as accessible to
employees' understanding; (2) the non-supervisory bank non—exempt jobs tend
to be more fluid and complex, less amenable to standardization, than are
the telephone company craft level office jobs. It appears that as a
result, training for the more complex jobs is also less standardized, which
could partly account for the difficulty in straightforward compariéon of

Jjobs by skill level. Personnel offjcers tended to respond fo questions

about what skills are required for a job like “Wire transfer clerk,”" for

example, by saying, "you need a good head for mathematics," or "you need to
be able to meet high pressured deadlines daily because otherwise the bank

loses interest." The officers said someone working in the commercial loans

. division or as a secretary for an important officer must be able to handle

important clients, or "a higher caliber of clients."

What these examples suggest is that bank staff are often judged on

qualities--intelligence, manner and appearance, or state of knowledge about

a particular set of principles (mathematics, accounting, commeréia]
lending, checks and deposits, etc.) or aspect'of banking. This is in
addition to whatevér particular and easily measurable skills are required
(i.e., typing, CRT experience, handling money). All three banks have
educational assistance programs for staff who wish to attend classes in

banking outside of work hours, and all offer some courses for which paid

leave is granted. But at least two personnel officers agreed that there is

a big--and probably increasing--gap in terms of amount of education between

the lowest rated jobs and the higher level, higher paying jobs in many

z

departments of banking.
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In summary, it appears tha£ because it is 1;55 standardized, the kind
of know]edge and experience drawn on for all but the lowest- ranked bank
jobs is more complex and challenging than that demanded of telephone
company emp]oyees. However, this factor has also made the processes of
training, transferring and being promoted less rational and fe]atiVe1y
unclear to many»bank employees, whose jobs are--unlike phone company
workers'--not unionized. - Bank employees interviewed felt more dependent
on their immedtate and éecond-1eve{ supervfsors for their chances within

the company. While this dependence existed in the te1ephoné company

employees interviewed, they also indicated recourse to union stewards and

o

union rules.

(1) Management Style

In sharp contrast to the descriptions of the tq]ephone company
employees, the bank employees in general asserted that they were not
closely superv1sed but rather were trusted to do their work. The first

* level superv1sor in some areas appeared similar to a lead worker and was
avai]ab]e for hand]ind problems outside the employee's scope. Most women
interviewed degcribed work areas consisting of rio more than fodr\or five
people; therefore it often appeared that an experienced staff i
person--including several of the respondents--might share the know]edge and
problem-solving work with this supervisor unofficially. 1In all four cases

of the higher level jobs (executive secretaries and the accounting

technician) the employees appeared to have a great deal of control over the

v
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organization and pacing of their work. The work in one case was actually,

if not officially, supervisory. This was true for four of the middle level

employees interviewed as well; one was a non-exempt supervisor for her
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area, and the other fhree worked closely enough with their.immediate
supervisors to be able to function in that capacity in the supervisors'
absence.

. There were only two bank employees in the sample who reported that
they did routine work with little varjation and had little or no
decision-making influence over pfob]ems with custoﬁers, accounts or
whatever. These were also thé only two women who reported exercising no
influence over the organization of their work. In neither case did they
also report being under great pressure, és did so many of the telephone
company employees sampled. Both were in the lowest ranked jobs in the
group, and had little.customer contact.

Lobby teller and wire transfer clerk were two bank jobs personnel

officers defined as highly pressured jobs, due to the funds handled, the

consequences of mistakes, and other reasons. Yet both women who occupied

these jobs when interviewed,ehphasized their sense of accomplishment and
acquired skills rather than the pressure. Both women were comparing this
work to previous less pleasant and responsible jobs.

The job rewards most repeated]y‘mentioned by Phase II women were the
opportunities for making decisions,.for reorganizing or improving tHe
syétem of working, and for learning. Almost all employees expressed
nositive feelings toward learning about banking, about é specific area,
about new machines, etc. Even those in the lower level jobs reported
feeling that there were theoretically opportunities for. advancement in the
bank, even though they were often not certain what they wanted té do or
could do, or were uncertain about their supervisor's supposrt or about the

procedures they could use to get other positions.

-
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Consistent with the Anglo/minority patterns of response on-the Work
Environment Scales, reported in Sectionb4, most of the problems--current or
past--with gaining su;érvisors‘ support for promotions‘or transfers were
reported by Black or Mexitan American women. These conflicts or problems
with supervisors appeared to have played a role in slowing the advancement
of several minority females by keeping them for several years in positions
which they were ready to leave. Because of perceived risks of job loss,
this overriding significaﬁce of immediate or second level supervisbrs in
the work careers of wémen in the non-exempt bank jobs appeared to take on
even more importance in the eyes of Tower to mid-level employees.® Several
of these emp]oyeeé reported a fear of going over supervisors' heads to go
‘after a job (except the Black woman who filed a formal complaint against N
her supervisor). JOthers who were not involved in such conflicts, including
at least one high level female employee, still expreésed'concern qbout'thel

Auncertainties of aspiring to jobs within higher level nén-exémpt

catetories. Here are the comments of one bank employee, when asked why she

doesn't try to advance into other, higher-paying jobs:

You stay at one place, you learn the job, and you've got it.down
pat; and then there's anothér opening, so you take that. one, and
you keep going up the scale. And then you get.that--you're put
on probation three months. After three months' probation, .
there's...the only raise is the next thing that's -coming to you. e
And that's what she was doing.- And you know what happened:to her

(the woman who used to have respondent's current job)? She's

going...it went ‘to her head. So she left our. bank for another

bank, for a better paying job, another job title. 'And she wasn't

going to do anything. And it...she didn't last there maybe three -

or four--this is what I heard--three or four months, and she

wound up applying back to our job, back to our.bank. -She came

back to our bank. She didn't like it where she was at. And they -

didn't take her. : : “

ES

_ Another bank employee, who likes her job and-js trying to move up,

demonstrates a similar sense of risk involved with t;ying to do so: 4

s




Well, then she was my supervisor of tha area. And the person .
that was given the supervisor's position in the area didn't know
anything about that area, and I felt, well, you know, but then
just as fast as she went up she came down. God help me, I don't

. db the same thing...l try to keep up with the change at the bank
and the pace as to what the management wants. You have to, in -
that area, or you're out the door. It's just, it's rough
sometimes. But as long as you change with them-and make the
changes they want, you're all right. ' ,

Whether or not these feelings of uncertainty were founded on actual

I

., -

risks, or whether they reflected a fear of failure or some combination,
.'sim11aﬁ fears of risk associated with change were not expressed by

telephone company employees. Telephone company craft jobs are union jobs--

!

with all the‘systemization in job changes and access to protected grievance

¥ el

procedures that unionization entails. In«éddition, telephone company
/

employees have what they call ."the fall-back policy," whereby they have Six

months after a transfer to‘change their minds and returnﬁfq their old jobs
b without any penalty. "In contrast, again bank jobs are not{hnionized. Whenss,
i yo :
combined Whth the complexity and f1uidity/of bank work orgénization, this .
. : ; ‘ "

absence of unijon protection could account for the difference in feelings

a between the two samples. £ .

-

(2) Leave Policies

. At
The general point of releqance regarding short-term-Jeave policies is

E

that despite variations in the number of sick’ or personal daysvava11ab1e

per year among the three banks, most of the women interviewed reported

f]exibi]ityﬂin practice on the part of their supervisors.

At the highest level jobs--the executive secretaries and accounting

-

technician--this flexibility was extreme; as with professionals, the

-

employees had great control over the organization of ‘their own work as long

as it was completed by the required time. This meant they could take a

of
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- couple of hours to attend a hgmeroom mother's meeting at their child's

> ,

school, run errands, etc. In one case, the woman's boss had insisted that
she take a day or two off both when her husband was injured end when the
family was moving into a new house. Another took advantage of comp timg.
Generally, the women in the mid and{1o@er level jobs also reported that
their supervisors were understanding about family demands on their time. -

Most often cited as positive practices were: (1) not having to lie or hide

the fact that they were staying home with a sick child; (2) being able to

come in a little late and make up time later in order to see a chiid of f to

school or to the doctor, etc.;‘igﬁ (3) being able to receive phone cails
from chi]dreh/spouse during the work day. Two of the three banks allow
sick leave to accumulate, another policy reported favorably by the parents.
Only three women--two Black and one Mexican American--reported current
problems with supervisors being too rigid about such matters. Extreme

\

resentment had been engendered by such pract?ces as,calling an employee at
home to inform .her she had exceeded the quota of paid sick days, or
persistently questioning an employee's decision to stay at home or leave

work for a sick child. One woman in the sample had just quit her job

‘because when her sister died, a new supervisor not only failed to express

sympathy but héﬁ kept-pushing her to come to work.

A few of thé other women reported conflicts with‘previous supervisors
over such‘matters. Thesg policies--in general very dependent on the
approache;/attifudes of 1ﬁﬂﬁv1dua1 superviéors——appeafed to have greatly
inf]uenc%q the way these employees felt about their jobs and the moods they
carried witﬁ them into the home. Problems with supervisors were often

cited as haVing a direct impact on relationships with spouse and children
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'COﬁ§€aéraﬁly Tower in the B%nk'non—exempt jobs than in the telephone -

t

in the home. The woman who had quit her job said her complaining and
resentment about her supervisor had become too much of a burden on her
family. .
These statements were often made by the telephone company employees,
. e i3
but a major difference was that they--for a range of reasons already

discussed--felt mich less free to chahge employer, and therefore the family:

and/or the worker herself had to find ways of coping. The union also

-provided an important outlet for complaints.

A d . .
Bank  vacation time does not appear to accrue as gradually and steadily

o

- with years ofo§ervice as with the telephone company. The maximum with one

‘bank is three weeks after 15 years of service. In another, after five

years of service it is three.weeks and after 20 years it is four weeks.
Bank wacatioﬁs for the first two weeks cannot be split, although few

empioyees comp]ajned about this. anvérsé]y, telephone company employees

. expressed great appreciation as parents for being able to split vacations

to coincide with their own or family members' needs.
& . N
Cs i b

(3) Pay and Benefits o P

Two types of health insurance are available at the banks, although

employees are responsible for the pr&miums on 111y members' coverage at
£ . ’

all %h}ee banks. Each bank Jas retirement plans and profit shariqg{ While

theSe'bené¥its are not as genercus ove%a]] as GyA-negotiated.telephone

qompany'benefits, most of the bank emphpyées interviewed felt the benefits

were adequate. Certainly it seems; likely that they wgre more- generous then

3

benefits offered by most of the women's bast employers. . .

.
il

- Salary ranges, as has 'been sﬁressed'thﬁoughogt this report; are
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company craft jobs. For example, the lowest salaried person in the "
non-exempt clerical jobs at Bank A will begin at $719 a month as of Qanuary‘
1983, The comparable position (bookkeeping, clerk) ét'Bank B will be
$735-%1,005 a month. For a teller position--what we have been referring to
as a mid-level position--the Bank A range is from 3841;$1,200 a month and
the Bank B range is $775-$1,105 a month. And for the highest level
jobs--for example, a secretary to a departmeh£ head--in Bank A the ran@e is

$969-$1,420 and in Bank B it is $975-%1,465.

In summary, we found substantial differences betweerf the working condi-

tions encountered by most of the women in Phase I telephone company employees

and those of Fhase Il bank employees. These contrasts can be described as

relating to: (1) an overall management style which leaves the jobs in the

phone company with little autonomy and places high pressure on the occupants
of these jobs to perform certain tasks in the shortest time possible in a
manner prescribed in advance. The bank jobs, on the other hand, are less

structured and provide workers with greater autonomy. (2) Leave policies,

in particular short term, personal and sick leave policies, were perceived
by phone company employees as inadequate or inflexible, which often created

Apréb]ems for their families; most bank employees, on the other hand, found

‘the policies for short term leave as administered by their superv%sors to be
more flexible and therefore more accommodafing to daily demands of personal

and'fami]y 1ife. (3) Work schedules varied more among phone company employ-

ees.” Some jobs, in particular Operators, require adjustment to various

{ : N
shifts. In general, the more desirable schedules can be obtained through

senjority,br through transfer to fixed schedule jobs, such as Service Repre-
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sentative. The bank employees also in general reported having experienced
greater flexibility with arrival time; thus making allowances for speciai
needs such as leaving children at sitters or Day Care. A1l bank jobs had
regq]ér day ééhedu1es. (4) Finally, the overall wage levels were signifi-
cantly higher for: phone company employees. Both gmp1oyeﬁs providé benefits

packages which are highly valued by employees and their families; for the

phone company these benefits are negotiated periodically by the union.




3. Employment and Family Histories

a. Phase I Sample: Telephone Company Employees

The relationship betwéen the employment and fémj]y histofigs of the
women in the Phase I sample reveals their parallel déve]opment. }A1] but
two of these women were in their early 3d's. They had, for the most part,
been working outside the home stéadi1y for over ten years, often since
before graduating from high school. With few exceptions, these women had
worked full-time outside the gome throughdut their marriedh1ives, leaving
the labor force only for maternity leaves of around six months or less.

The only exceptions were one“Anglo woman, who with her husband operated a
family farm for the first six years of their marriage, and one Black woman,
who staxed at home for the first three years of her marriage while she and
her husband moved around in the military and her first child was born.
These families, then, had deve;oped while depehding on both parents; fncome
and while facing the difficulties of running a household, caring for and
socia]izingwchi1d?en, and providing for the needs of two full-time hembers
of the labor force. )

"When asked why they went to work in the first place, female respondehts
in&ariab]y answered that it was because they needed money. Likewise, they
all namedxfinanéia1 need as the main reason they have continued to workr

As- indicated in the description of the sample (Sect$on.1) only one of

these women had a college degree. Most had taken some courses from community

"colleges or business colleges, but 14 of 15 had completed only a high school

degree. Moét of_them had employment histories tied largely to their current

employer (abQut’ha1f haye never worked anywhere else), and all but one had

_stayed with the Company because they felt the salaries and benefits were the

o
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best available to them given theif level of education. The ohe exception was
the Black woman with a B.A., who turned down better job offers because her
husband didn't want to move out of town.

Th;re were some differences among“the three ethnic groups in terms of
tﬁéir work careers. The two Anglo Sekvice Representatives had been with the
company for over 12 years, moving thrpugh a variety of jobs, units, and even
cities; they had beenvServicé'Répreséntatives for two to four years. The
Anglo Senior Stenogrépher'moved’up to her job firom an entry level position

as Servfce Order Nriter: The tWo Anglo Operators had not made moves to higher
paid Jjobs; one had been working there only two years, but the other has been

in the same classification for her entire 13-year career.

The Mexican American women exhﬁbited a different pattern. The two

ﬁService Representatives had spent close to their entire time in the company

(eight and ten years) in those jobs. In addition, the Mexican American
Senior Stenographer had moved down to that job recently, sacrificing higher
pay gnd seniority -for the 1és§ stressful Stenographér position. The two
entry—]eve] Mexican Americans had spent all of their time with the company
(eight and sixkyears) in their jobs as, respectively, Service Order Writer
and Operator.

'Two B]ack women had spent 11 and 16 years, their entire working careers,
at the company, moving up the ladder in various jobs. Promotion to their
present jobs resulted from a discrimination complaint in oné case and from

the acquisition of a college degree in the other. The latter's degree had

" rendered her extremely over-qualified for her Operator job, although a

college degree was not a requirement for her present position either. The

three Black Operators had been with the company from eight to 12 years, and

o
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- have spent their entire time as OJperators.

b. Phase II SampTé? Bank Employees, Including Comparisons with Phase I

(1) Work Histories.

The reTationship between the female bank employees' work histories and

families histories differed in certain key ways from those of the Phase I

women. Liké the Phase I sample, most were in their early 30's (two are in
their late 20's; one woman had just turnéd 40),'and all 15 had gone to work
outside the home by the time they were married. Sjnée most married when
they graduzted from high school or soon after, this means that all of the
women hf' beeh_emp]oyed between 10 and 20 years when they were interviewed.
The most scrikingly consistent difference betweén Phase I and Phase II
mothers 15 that the latter group had much less stable emp]oyment histories.
The womeh employed jn the banks tended to have changed emb]oyer more
often, changed type of work more often, and moved in and out of the labor
force more often and remained out for longer pefiods of time than their

phone company counterparts. As indicated above, the telephone company

employees' median length of service with the company was ten years, with six

years being the median 1éngth of time in their current jobs. In contrast,
all but one of fhe bank employees had held their curreht jobs for less than
four years, and most had been in their job for two years or less. Only two
out of the 15 had woréed continuously with their cu}rent employer for nine
years; the median years of sérvice with their current employer was two years.
This clear contrast between the work histories of the two samples of
women appears to be related to differences in the ehp]oyers' personnel
pqutices. We ment%oned previously that the telephone company employees

had stayed with their jobs for years, despite their unhappiness in the jobs--

@

78

. 88

Q




2

Al @l G & & B SE aam W e
.

primari]y because of a perceived inability to find comparab]e pay and benefits
elsewhere with their educational backgrounds. Few expressed plans to leave
the company in the near future, as most had reached a level of seniority

and pay that gave them advantages in selecting vacations, schedules and
increased benefits. Those who were most unhappy tended to try to transfer

to less stressful jobs within the phone company rather than p]anning to

leave.

The bank employees, on the whole, tended to indicate much less commit-
ment to staying with current employers; what commitment they did expresé
depended on their sense of fulfiliment in their work and on their view of
their own opportunities for promction into Jjobs w;th greater cha]]enge and
higher sF]aries. 0f the 15 women, five expressed positive fee]fngs about
their own promotability and thereforg were cerfain‘;hey would remain with
their éurrent employer. The remaining 10 expressad a range of feelings, in-
cluding uncertainty about opportunities for advancement, an apparent lack of
thought about the{r future with their current employer, or certainty that
their tenﬁre was on]?ltemporary. The'15fter group included one woman who,
during the interview period, quit her job after a dispute with her supervisor
over a day off for family needs. |

Indeed, most of the Phase II women had tended, over the years of their
working life, to leave the labor ﬁérket for_one to three-year periods for

§
what can be referred to as family-related reasons. The most common specific

Eol

reasons were: (1) a husband's transfer to a different town, state, or even

country; (2) the birth of a child, in two cases a sickly or handicapped

child; and (3) in two cases unhappiness with child care arrangements. In

the two most extreme cases-of labor market interruptions, a mother of a

-RQ




child born sevefe]y handicapped had remained out of the labor force for
nearly eight years to care for that child and two others; another mother !
had quit her job a yeaf after her first chi]d was born, wheﬁ her husband was
transferred to another town, and had remained home through the births of

two more children. She did not return té outside emp]Syment for nine years,
in order to remain at home where she felt her ‘children needed her. "Her
husband had a management job in a large retail company, was transferred
often-in order to be promoted, and was one of the better paid men in the
sahp]e. In contrast to the_phone company women's e;periences, this movement
1ﬁ and out of the labor force was related to patterns of relatively frequent
changes of employer.

There was also a clear tendehcy for Phase Il Anglos to have career

patterns differing from their Black and Mexican American counterparts.

Specifically, the Anglo women--with the exception of one woman who had left

the 1abor force for nine years--had tended mofe rapidly to advance into
better pqying jbbs with higher preétige. This is related to the fact that
the Ang]Os either had acquired more formal education fhan their minority
counterparts (two Anglos had 1 1/2 and 3 years of college, respectively,

whereas the only minority woman‘with college coursework was a Black woman

" who had one year with a business college), or they had entered their current

work in highér positions than all but one of the minority fema]es.:

Two of.the-Mexican American -women had achieved positions in their banks
which they described as challenging and involving decision-making abdut
wérk organization; these Jjobs are ranked toward the top of the non-exempt

clerical jobs.* They had plans to move into supervisory and management

*See Section 2, General wbrk Conditions of Women, for the difficulties
involved #n deciding the ranking of the bank jobs.
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in lower ranked.non-exempt positions, as.are all but one of the Black women,

Kl

i

i

l _ ,positions, respectively. The rerﬁaining three Mexicaﬁ dmerican women were

who was a lobby teller. For all but one of the minority women (n=9), the
jobs which predominated in their early years of employment had been minimum
wage (or lower) pdsitions in retail businesses: movie theatres, fast food
chains, budgét depar;tmlent-stores. Other commonly mentioned jobs, in particu-

' lar for the Black women, were food service and kitchen work and child care

work. The Bléck_ fema]eé——aﬂ but one of whom are from smaH towns in Texas

or the South--consistently commented that the:opportunities open to them in

i

i

i

' their hometowns *had been limited to "domestic work" and food service work.

I This was the majok fa(ctor in aU of their moves to the city. For them, as
well as for three of the five. Mexican American women, .working in béﬁk clerical

l positions had been an opportunity they %e]t fortunate to encouhter.

Three of the five Ang]bs were officially secretaries ‘éo h‘igh ranking

bank ...officers, although based on their descriptions of the work they norméﬂy
do, at least two and possibly all three appeared actually to serve as admin-
istrative assistants. Two of these had 1\1/2 and three years of college
education; ‘the third had taken secretarial courses in high school and worked

<

continuously as a secretary (including in banks) since graduating. The

i
i
' ' " other two AngTos were in two of the next higher ranked positions in the
. sample, one wo;king with accounting and the other with customers in a checks
and deposits division. A1l had experience in responsible jobs in other
l office settings, including ;supervisoky positions in state agencies and secre-
tarial and supervisory posit“ions in insurance and 1ega1. offices.
' ‘ Both of these women had joined the bank at levels higher than ‘the bottom

l ranking non-exempt jobs. One of them had acquired her current position afi;er
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years out of the job market (though with several years of banking experience);

because of changes in the economy,'her job had expanded hgpid]y in responsi-
bility and was soon to be upgraded.

" Despite these differences between the types of jobs that the Anglo women
and the minority women had heJd oter the years up to-and including the
present., the pattern of more frequent changes® in employer and more frequent
and lengthy moves in and out of the labor fdrce--in comparison with the tele-
" phone company cmp1oyees——holds across ethnic background

: These d1fferences in work history patterns between the Phase I and
Phase II women are difficu]t tQ interpret. Several possibilities must be ‘
considered. The first is that it is an artifact of the sampling procedure.
Perhaps the union‘referred to us only women who were long-term employees,
while the banhgpersonne1 officers did the opposite,i This can be ruled out
because, including the approximately equé] numbers of refusals from each
phase, the women interviewed appeared to exhaust the uniyerse of female em-
ployees in selected job types within the tompanies sampled Qho met, or céme
close to meeting, our sampling requihements. A second expTahétion which
- occurs--and one which is more difficult to dismiss--is that women who take
these jobs with the telephone company are motivated differently than those
who take non—exempt jobs in banks. Either their va]ues, what they look for
in a JOb, or the reasons they are work1ng are different. A third explanation
is that there are differences in the emp]oyers policies or the nature of
the jobs which can account for the trends in the work h1stor1es of the two
samples of employees.

We have presented evidence of the differences between the emp]oxers'

po]tcies, and the women'srﬁobs, and have suggested some logical connections

'
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of the 15 bank employees’, only two wome?/Stated unequivocably that meney was:

between these differences and the contrasting work histories among the two

samp]éé of eﬁp}oyees. In the following pages we will explore the motivations

and values expressed by the wbmen for evidence of differences between the °
samp]eé.

(2) Motivations for Working

Interesting]y; despite the fact that toté] family incomes ovéra]] in
PHaée II were lower than those in Phase I, even without being corrected ﬁor
inflation, fewer womgn in Phase Il stressed that money was their primary
rea;on for being emp]oyed.l This was the case even among Phase II minority
families, whose overall income was considerab1¥/46wer than both minorities
in Phase I and Anglos in Phase II. §Certain1y1 for all of these women the

s
e

need for money was an important motivation/ to seek and retain employment, but

their primary reason for working-outstﬁé the home.

Women.in the better_payingdjobs who described théir Qork as cHéW]enging,
or who had influence over their work's organization, said thatiWofﬁtng ful-
fi]]ed them and they would be unﬁéppy being at-home housewives and mothers,
As one woman put it, "when things are,torn up at the holse, the edges start
to blur. _Without .the joé, the edges blur. I meaa, all 6f it put‘toggther
is what gives me definition." In other words, the job is important to her

identity,

2 S
-

~ For the remainder, from the mid-level to the Towest Teve]-non-exempf bank -
jobs, the women tended to remark that they got some p]eaSure ffom their jobs.‘
Rewards most often mentioned were Tearning about bankfng,vkeeping informed
about the outside world, being with people and getting out 'of the Hbuse.

Women in the more routine, lower-ranked jobs,(four of the Blacks and three of
~

{
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the Mexican Americans), tended to assume that they would probably be working
at a job or in business all of their lives. This assumption was shared even
by the two Black women wno said‘they'eidn't have to work for financial

reasons; these two women's husbands were career military men with higher in-

LI

comes than most Phase 11 minﬂrity males. Most-of *the women agreed that they

Vd

would, at the very 1east be bored at home all day L.

’

This does ngg mean that they did not think a motRer ideally .should be
. 0
home with her children in order to provide them with the best care. The

majority of women in both samples spéntaneous]y asserted this ideal, as did

most of their husbands. Where the teTephone company employees and the bank

employees differ, however, is in the vehemence with which they assented a

¢ o

desire to be at home. Telephone employees, most'of whom disliked their qobs
and experienced great stress from its pressure and frusfration, almost all
declared that were the family magically provided the amount of their salary,

they would s%ay at home. On thefother'hand,'on1y two of the bank empviiees

were certain they would stay at home under such*circumstances. Seven oyhers

'said’ they would definitely work dutside the home; the others were either

S
v

s

]
uncertain or talked of part-time work or going to school.

*

Why thie contrast? We. have outlined differences in the women's feelings

and'attitudes toward their jobs, as well as differences in their work

%

!

/

histories: to summarize, (1) telephone company employees almost all expressed

«

great frustration with and unhappiness in their jobs, while bank emp]oyees'
almost a11 expressed v1ews balanced between positive and negatlve or pr1mar11y
‘positive fee]lngs about theirs; (2) te1ephone company emp1oyees tended to
assert that money was,the primary reason for their working, while bank em-

ployees nigh1ignted other advantabes; and (3) telephone company employees -
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contribution to the fam11y income are presented in graph form in Figures 1-

had remained‘more steadily in the labor force, with 1onger tenures with their
Qresent company and joB,lthan had the bank employees. .

Certainly the sa]ariesfof_the women in the te1ephone conpany tended to
be higher:meVEn where time with the company was equal. The median yearly
salary of the.teTephone‘company female empﬁoyees was about $16,000, and for
the female bank emp]oyees_it was 310;000.. Considering that these were 1980
and 1981 salaries, respectively, the actual earnings' gap was even wider.
There was also a tendency for telephone company employees’to have contributed
a larger percentage offthejr‘tota1 family income. Of the 11 women prduiding
50%—Sé%fof the fam11y income in the total samp1e, eight were telephone
company ehp]oyees‘and on]y three were bank employees. O0Of .the 11 uomen pro-
v1d1ng 28%-39% of the family 1ncome, eight were>bank emp]oyees and on]y three
were telephone company employees. The family income figures and the wives'
and 2 in Sect1on 1, Descr1pt1on.0f The Sample. %

+ The apparent attitude difference between Phase i and Phase II female
emp]oyees obv1ousty cannot be expldined simply in terms of the women's salaries.

This point is ‘important, because much of the research literature on dual

career or.dual-earner families assumes that salary is a key index of both a

w1fe S Job;and her husband s in assess1ng how the JOb affects gender-roles,

marital satisfaction, or fam11y power (Scanzoni, 1978, Rawlings and Nye, 19}9).

Yet, we have clear evidence in our study that another important way in which

a,woman's job influences her home life is how it makes her feel and what it

means to her and to her husband; the same, indeed, holds true.for a man's

job. We have found that in these two typesvof workplaces, the female employees'

feelings about their jobs hardly depend solely on salary. levels. Rather, it

kS




appeared that the differences in these women's attitudes toward their jobs

and in their views of the relative disirability of being at home carbe

N - mE

accounted for part1y by differences in overall employer management styless

inclkuding work organization, supervision and formal policies on short-term

-\<-1eave and te]ephone access to the workers' families.

<

An additional contrast between Phase I and Phase Il workplaces is the

phone company women's greater sense of job secur1ty1and the1r attachment

-~

-of greater significance to yearly seniority increments, to their pay, to
add1t1ona1 benef1ts, and to. 1ength and timing of vacations. As a result,

o phone company emp]oyees tended” to report--with ‘each year of service--a greater
‘eomm1tment to remaining with the company . Th1s,_1n turn, has encouraged their
families to depend on their relatively htgh salaries and the union-negotiated

,annual salary increments. ‘ ' , ,

_ . ¥
-7 We include excerpts below from the discussions of several telephone

company ehp]oyefsfen\t:e subject of why they began and/or continue to work

in jobs they do“got like. There are quotes from three women who have described

. .8 i N D : ..
experiencing great amou stress and frustraticn as a result of their jobs

over the years. Al1 three have) female relatives, and in one case, male

relatives, who preceded them ‘telephone company employees.
Woman A: (She has held the same” job with the company for 13 years).
. I was iQQLDE/éha11 town I+ come from when I started working

for 'em. It's one of those (offices) that .they phased out.
It was either that or go to college .and get some type.of
c]er1ca1 education, and it was just easier to go to work for
the' phone company. Because.they paid good, had opportunity .
and you could a]ways transfer into different departmentsﬁﬁh\\\‘;’///
They even have- § tuitiom Tan where you could go to schoo
and they'd pay. It just had good opportunities at the time.

=, ¢

er

Question: Did\you expect to’ be working for a long time?
. : ' . / . (e T
‘woman A: When I went to the company in '69 I was going to work one
: year. Because I was going with this guy, he was in the
service, he had one year left in the service. At that time
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I thought I was going to marry him. I was going to quit.

Well I didn't get married like I thought I was. Once I

got started and got used to. the money there was things I
wouldn't quit. to give up. It didn't work out that way. ,
I'm still workin.' 1I've had chances. When I had my daughter
eight years ago I went out on pregnancy leave. I wasn't’ ‘
going back. But money was tight. There was things | wanted
her to have, and I knew if I didn't go back to work she
wasn't gonna get, with just one salary. So, back to work.

Woman B. (three years with the company). I liked it (previous job
“in sales). I Tost a Tot of weight, you're on your feet.
It's a department store. But I only made $150 every two.
weeks. Minimum wage at part-time. So when I got hired at
the telephone company it was for money. Cause I've already
been a telephone operator in my home state and I didn't Tike
it.

Question: Why did you apply to the company down here if you d1dn t
Tike it?

Woman B: For the money, that's it. And it's a good company. I can
transfer anywhere in the United States, and I thought I'd
have a pretty good chance since I was an operator up there
But it wasn't because I wanted to work for them.

Question: Have you ever considered changing occupations or companies
totally? )

Woman C: (13 yearsowith the- company). :

\ Only as a fleeting thought. I've never applied for a job
outside the company. Changing departments, going from: the
operating department to the commercial department, was:
probably the biggest jump I thought I'd ever make in my Tife.
But...never seriously have- I Tooked at another job. ATl the
Aother occupations that I've ever thought about doing I don't
think would be any less stressful and certainly would" be
less rewarding...either financially or psychologically..
the one I've got now.

These latter comménts (Woman C) are particu1ér1y interesting; consider-
ing the degree of str;s$ and‘frustration she hadlconsistent1y described ‘
expekiencing as 5 résu1t.of Hek job. Of 5&1 the women in Phase I, she
appeafed to Be the most assertiQe.with fhe company and the union, and she

expressed-a strong need to find challenging work. She was uncommonly analyt-

ical in her discussion of management issues, and had pursued opportunities
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for changing jobs and looking within the company for areas which might pro-
vidé challenging work more often than others. She had, in fact, turned down
offers for a management position (as have others) in order to have more time
for her family. But she has accepted her current rigidly structured and
highly stressful job as service representative in order to accommodate her
husband's job transfer and to keep the family income at it's currentTy high
level (one 'of the highest in the sample).

A fourth woman has the least pressured job of the three types occupied
by our. Phase I respondents,‘and is mot so much unhappy in her job as bored.
She was completing a second year in her current job after transferring out of
another job in the company with which she was very unhappy. When asked why
she, remains with the company, she observed: ’ .

" That gets you where they want you and you can't (quit)...The§ pay

you so much money and your benefits aré so good, that you usually

are in debt. MWe are not, but a lot of people are in debt up to

that yearly raise they get every.year..."We are going to be making-

$50 more a month, and we are going to buy this"...And then you

“can't really afford to quit and go someplace. A lot of other places

couldn't pay that much, like sma]]_busiqesses.m

The quoted comments, and others 1ike them-in the interviews, lead us to

~consider factors beyondvthe specific job or company policies to reach a

better'Understanding of these women's reasons for accepting their jobs. Two
themes which are evident in the interviews are perceptions of 1imited job

opportunities, as well as their view of an acceptable income level for their

families, appear to play an important role in determining what jobs they wi11

accept and how important the mother's salary is considered to be to the

'fami1y. In other words, these factors influence how an individual and/or

~ her cpouse weigh rewards and costs of particular jobs. These' perceptions-an

expectations are, of course, subject to change; furthermore, a worker and her

t
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family will also assess a particular job according to previous jobs held,

both by the husband and wife and by people they know, and according to their

&=

view;of what other jobs are available to them.
This observation partly accounts for the pattern in how the sample's
women--and some of the men--seem to have wound'yp in their current jobe.
In the great major{ty of cases (25 out of 30), these women'slwork histeries
appear rather aimless, jobs were not in general taken out of a sense of what
skills or experience they could provide for better paying or more desirable
work in the future. More often, jobs we}e taken through chance encounters
or personal connections. Noticeable in the.Phase I sample was the number of

women who had relatives who were also phone company employees; this connection

‘alone had often led to the idea of applying for a phone company job. Likewise,

fem of the Phase II women had selectee banks to work in with any c1ear sense
of the oppdrtuni%ies‘offered; rather, banks had for the women an air of
respectability, or in some vaéue way a bank had apbeared at the moment to be
a good type of employer. Cos

For the bank employees in lower and middle level non—exempt‘jobs, previous
employment had been primarily in low paying jobs with less phesrigious insti-
tutions; these previous jobs had se]dom‘been in offices and had provided
little assurance of job security or advancement possibilities. Relative to
these jobe, current worging cqnditions and rewards (no% necessarily including
pay) seemed acceptable to most of these women; Howeveh? since the same pay'
and opportunities can be found. w1th other employers, these momen said they

fe]t little pressure to remain with work situations that- make them unhappy.

N . -
. ‘ . B
. &

The telephone company emp1oyees, on” the other hand, know that without

more education, their opportun1t1es to make: comparab]e money e1sewhere are

N
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+ 1imited. .And the 1onger they stay with the company, the more their view
'(and the views of their spouse and children) of%an acceptable family income
- depends on their retaining their current salary and benefits.

An additiona1vfactor which must be taken tntO‘account in assessing

) tne decisions of women--and men——in the sample regarding whether to remain
with a particular job or company is their own personal desires/preferences
for cha11enging autonomous work, or conversely, their to1erance for rigidly
supervised or routine jobs. In addition, the value placed on the autonomy

and flexibility in a job may be weighed in relation to the value of the pay

~and benefi ts differently by d1fferent individuals. It 1§_poss1b1e that the

two types of employers selected for comparison in Phases I and Il tend to
attract womenvwith such persona]ity and/or vaiue differences.

However, the interview data are too comp]ex to accommodate -a simple
single. factor exp1anat1on In the f1rst place, there are varjations among
the women yjthin_each samp1e regarding the Tevel of challenge they 1bok for
in théir work. There are ;ome‘;omenrin each phase of the sample who_demon-
strated a greater need for challenging work and broaderwresponsipi1ity than
others. As we havevstated ear1ter in this'report however, there.was much
‘1ess var1ab111ty among the women of either sample regarding the1r expressed
preference for autonomy in their jobs (e.g., some degree of contro1 or
1nf1uence over the organization of their work; some decision}making power:
freedom from overly rigid or close supervtsion%

As previously noted, there wasaa greater emphas1s on financial mot1va—
t1on for retaining the1r jobs ‘on the part ot te1ephone company women in

general. This was evident in spite of the clear tendency for the1r own

salaries--and their tota1 family incomes--to be higher'than those of the
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bank empToyees. This emphasis seems to be partly due to the relative

o

absence of other rewards from their jobs. The bank employees in general

also stressed the importance of the income from their salaries, but hore

<

often spoke of additional rewards of working as of equal or greater impor-

tance. A very common point made by women and their husbands was that even
if. they w1shed the mother to remain at home, once the add1t1ona1 income

from her salary was- ava11ab1e to the family, the entire family became

2

accustomed to having the money and the idea of the wife/mother leaving the

-

1abdr force became less and less acceptab]e.' It seems 1ike1y that - the

h1gher the 1n1t1q; salary and benefits of the women from their earliest -

~job, the more d1ff1cu1t it would be for her and/or her family to adJUSt to

a significant decrease in her pay. The same he1d for male workers as well,

particularly as their families increased in size. This factor, coupled with

’

_the viomen's perceptions of their limited opportunitiesjin-the job market,

could account in'part for the greater emphasis of telephone company emp]oyees
on financtal® incentives for remaining with their company, and theif greater.
re1uctanee to leave the labor force during their child bearing and child
reering years. Nhatevef the specific reasons, money appeared to be more
important as a motivator to the majority of Phase { women than to the majority
of Phase II wamen. : |
‘However,.it is inaccurate to-speak of the motivations of women or men for
femaining with, or leaving, part%cu]ar jobs as if they were purely personal

motivafeons The'majority of both women and men in the total samp1e——but

-more cons1stent1y and emphat1ca11y the women——speak of their motivations and

dec1s1ons as influenced by their spouses' wishes, as well as their own and

their spouses' views of their children's needs. In a few cases the children

[
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themselves were repofted1y consulted in decisions about jobs.

In‘fact, the interviews provide strong evidence for'an interdependence
ofrthe spouses' plans such'that in families where memBers appeared rela-
tively cohesive in their ré]atjoﬁships with each other, the job strategies
of individuals are better described as fggili_strategies. When either of

the spduses pursued career/work goals for strictly personal reasons, the

- family was inevitably described by one or both spouses as relatively con-

flictful in their relationships.

o

It can therefore bé misleading to compare the motivations for working

outside the home of woﬁeh in Phase I and Phase iI,_or their work hiétories;
without compariﬁg those of their spouses.

| We reborted, as a result of Phase I husband and wife interviews, that
men and.WOmen view themselves different]y‘in terms of their work outside

the home. (See Fourth Interim Report, bhase I, Family and Community Studies
(FACS), November 30, 1981). We suggested that there was an underlying
assumpﬁioﬁ, often stated exp]fcit1y by one or both_spouses; that the jobs

v
and working careers of the husbands are more important than those of the

wives. By "important," we meant (1) that the men's identities are more tied .

up with working and providing a salary for their families, and (2) that
huébands must be free to puksue work outsidé the home which will provide
them°with fulfillment ih the‘work itself, in addition to providing financial
benefits. d L

The evidence we cited for this was threefold: first, Phase I men said

much more frequently that théy would continue working even were their salary

and benefits somehowhmagica11y provided to the family; and second, both

sexes indicated that male occupational goatls were more likely to be accom- ,j
i
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continue to work even if their salaries were magically provided, and more

of the goals and desires of the men regarding their (the husbands') careers.

the phone company women in asserting that their families were more important

modated by wive§ than vice versa (through moving to othef cities, supporting
them while in school, etc.); finally, women commonly asséfted that ove;g11,‘
their families came_first and their jobs second. Essentially, this pattern
of response holds as‘we11'for the Phase II bank emp1oyé§s and theirquoqfes.

Howevér, as we have said, more Phase Il than Phase I women said they would

female bank employees (fourr versus two telephorie company employees) stated
that their workihg outside the home is as- important to their sense of self

as is family. ‘ ' G
Although all thirty families in the two-phase sample shared the -basic
assumption that husbands' career or work plans are ultimately more important

than wives, this seldom led wives and children to unquestioning acceptance -

Clear evidence from most interviews reveals that when the men's careers or
work plans inyo]ved encough time or money to undermine their fami]ies'ineeds,’
their spouses’Were less willing to ‘accommodate husbands' career goals. In-
deed, the»ﬁep%rted occurrende of family conflict related tb the demands of
men's jobs or careers was co@moq.

To return‘to the differences betweeh the Ewo groups of female employees,

the women who work in banks were overall less vehement or persistent than

0 L3

than their jobs. Those two or three bank employees who Qig stress this point

did so in the context of discussions about conflicts with supervisors about

getting time off to tend to sick family members or to meet some other family = .

. '

commitments--in other words, when job and family demands were in clear and

rigid opposition.
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_than Phase I women. More of the former would work if their salaries were

~and for longer periods of time--than the Phase I women. It is possible that

~of their famiﬂy out ‘of a sense of loss or guilt for the years away from hdme.

_phone cémpany, according to the women we interviewed, had much more rigid

' Among the telephone company employees, none réported that it was possible

Q

The differences in‘fhe’iinds of responses given by women invthe two
samples canpnot be satisfactorily explained by any single factor. For example,
from the responses mentioned, it would appear that Phase II women were more

Tikely to value their jobs, oﬁiemp1oyment, over their family reSpohsibi]jties

magically proyided, more felt their jobs were important to their'sense of

identity, and they were less likely to assert that their families were more -
important than their’jobs as compared to Phase [ women. However, the evi-
dence from their work histories belies this interpretation. The Phase II

women reportedx1qaving the labor force for family-related reasons more often--

Phase I women, because they have remained.so constantly in the labor force

while rearing their children, feel a greater need tQ assert the importance

There was evidence -of feelings of guilt and of inadequacy as a parent among

more Phase I women than Phase II women.

However, this explanation seems incompiete without noting the differ-

ences in the sheort term leave policies of the women's employers. The tele-
policies and/or policy applications than did, in general, the thfee banks.

for them to take off workday hours, arrive late, or take days off for a sick

family member without either lying to their employer, losing pay, or having

it count against their record. ATl but four of the bank employees reported

that they had Tittle difficulty in doing so, because of either bank bo]icy,

Pl

their supervisor's understanding, or available compensation time. The women-
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themselves often made clear connection between the degree of such leave
flexibility in their jobs, current and past, and their own ability to balance
demands of the job and family. The inflexibility of the phone company jobs

in this area uhquestionab1y contributed to the feelings of greater c0h‘1igt

? between job and family expressed by(the women in those jobs.

Fina]]y; as we have noted earlier, the influence of husbands! jobs,-and’

]

of family dynamics in general, on women's work-related decisions must be “

a

taken into account.

(3} Husbands' Job Attitudes

An examination of the husbands' attitudes toward their own jobs reveals

]

a stronger difference between sexes in the Phase I sample than in the Phase

II sample. In sharp contrast with their wives, only two of the 14 husbands

e

i -

interviewed in Phese I expkessed strong job dissatisfaction. One of these
was mucH younger teah the others and was at the end of an unhappy tour with
the armed‘éervices. Aside from mild complaints about certain aspects of
-their jobs, most of the men stated that they T1iked their work and found it
interesting, rewarding, ché]]enging, or'at Teast p]easant.' The men's work
diverged widely. It included skilled blue collar jobs, low and middle level
management for government and private 1ﬁdustry,uand professional specia]ist-
level government work.
The rewards that the husbands found in their work varied, but at the
- very least they appeared to include sufficient feelings o* autonomy to afford
them a minima]'pride in the'mastery of their jobs_or professions. This bride, -
in general, appeared not to be mitigated by overly rigid supervision 1ike that
which most of theirkwives experienced in their jobs.

Another interesting pattern appeared in the Phase I men's career plans:

all but five of them were thinking seriously about starting their own busi-

' - es 1y | :
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in building one. ReaSOns cit d by severa]

‘

nesses, Or were already involve

-

men for the plan to be self-employed included (1). thé eventual a h1evement

of independence in their workifg situation, and }é@ the reduct1on of their

‘ § o
increasing tax burden. However, the most comydh]y cited advantage was an

increased income so that theijr wives coulj/then exercise the choice to stay

For some men, the desire to have'tﬁeir own business was explicitly
f .
. i
related to frustration with fthe demand#_of bothAspouses' jobs on their time,

at home if they wished, rather than'feejfng they had to work. _ ’
| \

at the expense of the fami]y?s time t%éether. They felt that owning a busi-

E s

. / ’
ness would alleviate this prtb]em either by (1) allowing their wives to take
jobs which would be less demand1ng on their emotions or their time, or (2)

a]]ow1ng their wives to stay‘at home However, for all but five of the 15

{

families, these plans were fqr the future and were not yet being implemented.

The plans seem significant,_ﬂn part, because of the sheer number of men who

1/

spoke of them (10 out of 14 men interviewed during Phase I). It seems clear

that these plans reflect the men's ‘concern about finding ways ‘to accommodate -

Y

the family's financial needs, their own desires for fulfiliment in their
“work, and their images of what their ideal family Tife should be like.

The noticeable difference in the way Phase I men and women assessed ‘
. /

their current jobs is reflected in the quantitative data obtained with the’

Work Environment Scale. Phase'I men scored significantly higher than/Wbmen
on the Autonomy subscale, while the women tended to score higher oh/the
Work Pressure subscale. ) :
This suggests that in general, -the women working for the te1ephone '
companv fe]t they have 1Tittle autonomy an” a great deal of pressure in their

jobs, wnile the trend for their husbands' JObS is just the oppos1te With
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only two exceptions, the wives' salaries were either equal to or Tower than
their husbands'. It is not surprising, then, given this combination of 1}

features, that most of the womeniperceived fewer rewards from their jobs

- than their husbands report from theirs. For these women, monetary rewards

contributed 1ittle \to genefa] work satisfaction. This further cenfirms this

project's original assumption that a worker's feeling of autonomy is important

to the intrinsic satisfaction that he or_ she derives from work.
The d1fferences between men's and women's att1tudes and feelings about

their jobs were not so marked w1th the Phase II samp]e In fact, the men

_and women in this group revea]ed notable similarities in the degree of emo-

tional 1nvo1vement with and 1iking for jobs and career. These inLe. v .ews

provide interésting support for V. Oppenheimer's (1977)- argument that a

" couple is more likely to prefer "status compatibility" between the spouses'

)

jobs, rather than push1ng for a lower ‘status JOb for the w1fe, as Talcott

_Parson's peryas1ve mode1 presumes. However, the respondents in our sample

P

appeeped/to prefer a level of emotional involvement with work careérs for

_sﬁauses which would be similar to their own level. Some respondents indicated

a desire to make more money, which in tu;n Ted them to encourage their spouse
to aim higher in their owhucareer. But the desire for advancement or career
change was seldom discussed by respondents of either sample in financial
terms only. It was often allied with expressions of their need for greater
cha]]enge, independerice or autonomy in their work.

In the Phase {I couples, where the husband had what he considered to be
a fulfiiling career, the wife usually had an eo a. nvolvement in her work

and viewed it as a career. In status terms, the Phase II men with the higher

paying, higher status Jjobs tended to have wives in the higher level jobs.

‘
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More men (four of them) in tﬁis sample, all of them minorities, reported
that they_had not yet found satisféctory jobs or careers. These‘incTuded
two men who were unhappy with their,actual work anq-with their pay; one
of these was a1so unhabpy with the rﬁgidity of a supervisor's handling of
short-term leave for meeting f9m11yvneeds. Two other minority males did
not express unhappiness with their . jobs cUr;en£1y, but they wefe in jobs ¢
with much fUthe opportunity fbr enhancing their income.

In gpnera1 (there are exceptions) the Phase I1 minority husbands, in
contrast to the Anglo husbands and 11ke their own wives, had a Tower sense
of their job opportunities and(had Tower paying_jobs requiring less educa-
tion or specialized training. The edu.ational 1eye1 of the Anglo males iﬁ
‘the Phase II saﬁp1e was considerably higher than either Mexican American or
Black males, unlike tHe Phase I sample, wheré the education of most minority
males was higher than all but one Anglo (éee Table 4).

A factor which may have contributed to this disparity between Phase I

| and Phase II'minOﬁ;;y men's éducafiona1 levels is that the Phase f?vwives
were making much 16wer wages than the telephone company emp]oyees and were
thus Tess Fb1e to helyp suppbrt their husbands while they attended school.

Ih all of the five cases where men had completed college degrees in the

Phase I sample, their wives' dependable income with the telephone company
had provided key support. In the Phase'II sample, one wife of a husband with

a h1gher education degree had worked to help support the family during the

period of his educat1on, while the other husband had remained single through

college.
Again, the question of the personal motivaﬁion factor seems relevant.
Is the generally Tower educational, job, and income level of both minority
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men and women in the Phase II sample due to lower levels of: personal or couple
motivation/aspiration? This quéstion is impossible to answer conclusively,
but tnere are several pieces of evidence which suggest that the explanation
1s\not SO éimp1e._ In the first place, the association between lower posi-
tions aqd minority status is a social pattern, suggesting that a socio-economic
éxp]anation for tne pattern has some merit.v Such an explanation presumes that |
the}e ig something about*the experience of minorities which would make them |

A

likelier to have lower level and lower paying jobs. The fact that this was

*

. not as consistent in the Phase I sample may indicate a stronger motivation

[y

to get ahead among, Phase I minority respondents, é]though this must be con-

sidered in addition to the advantages for the Phase I women of their recourse

3

to union rules and procedures, as well as the effect of civil rights suits

on the promotion and hiring practicesgof their large and national level

e

employing company (see Mother Jones, August 1981).

&

A second type of data mitigating a purely persona]/psyché]ogica]bin-

. : : . . f .
S IR I U BN N e e S EE .

terpretation of the lower job level patterns among Phase II minorities is

il

‘the evidence that several of the women bank employees had begun to develdp
higher ambitions as a'resu1t"of their experience wifh the bank. This suggests
that levels of motivation and ambition do.iﬁaeed'chanqg, and they are
d?ve]oped in interaction with experience through a feedbacg process. This
dialectic between ambition éhd work experiences we have referfed to as
changing awareness of job opportunities. |

ft has_been pointed ddt in the discussion of the work histories of the
Phasé\II»fema]es’that they had moved in and out of the labor force over

the years for family-related reasons and that they had‘stayed.out as long as

A3 D

three years (e.g., the birth of a child; the illness of a child; the transfer
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because of;husband's work to a new geographical Tocation; problems with
child care, etc.). For most of the minority families, this was uhqoubied1y
related to the fact that the women were making low salaries to begin with.
Over the years it has meant that in comparison to thq'Phase & fam111est

i P

overall, these fam111es had had much lower tota] fariily incomes and were

‘accustomed to more modest lifestyles than the remasinder of the”sample.. It

is also-a trade-off between continued higher family 1ncomé.1eye1s versus
increased maternal time spent with children which these families were wi]]ing-
to make.v_It may be tH;t below a certain level of salary and benefits
connected with the mother's job, and depending on the father's income level,
it is not worth it financially fo.the family ﬁor‘her to rémain constantly

in thgv1abor force, considering the added expehses'of her employment (ch11d

care, transportation, etc.).

It is interesting to note that in the ‘Phase II group generally, when a

. spouse who had reached a certain level of involvement in his or her career

and had sensed opportunities to advance into more challenging and/or better

paying Bobs began to see that the other spouse was far behind in this regard

: (1.e.,'stagnating, remaining at too low a salary level), he or she would

begin to encourage the stagnating sﬁouse to move ahead as»we11. For example,
one Mexican American husband, who gradually had moved up .to & high management
position with a large retai] sales company, had begun to encourage his wife

to go after more responsible, better paying jobs. She had achieved the

highest level position (management in a bank) of any woman in the Phase II

-sample. A1though she had had to take a lower position currently as a result

of her husband's transfer to the city, she indicated plans to move into manageQ

ment again.
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In two other cases, one Mexican American and one B]qck wjfe haa both
recently become aware .of the possibilities for fheir own promotions, and
eéch one was becoming more ambitious as a result. As one of them statéd,
"I feel like if I've“got to work, I've gotta be working towards something."
The other woman had recently been given more control over the organization
of work in her area and revealed a great sense of aCcomp]isHmeht and success.
- She felt she had become more ambitious than her husbahd. Both these women
spoke of encouraging their husbands to do better as well, and one of.them
was trying to talk her husband into going back to schoo1.ﬁ |
' There i§‘a final point about the contrasp'betwqen men's work plans 1in
the two samp]es{ As noted abové, a étriking majority of the Phase I husbands
,were thinking about--or actually pianning--some kind of independent bus{ness
(10 out of 14 interviewed). A]though.one of the Phase II husbands with a
higher incomé was a]rgady’ﬁn business.for himself (owned his own large truck
‘for short-rup haﬁ]s), only two others mentioﬁed fdeas fdr starting their own)
 5bus1ness. One of these had too low a total family income for‘the idea to be,
realistic, and the other was a career military non-commissioned officer
c]OSe to retirement who Qas considering some kind of small business as é
suﬁp]emehtaky income.. o
One important differénce between the Phase I and Phase II families,
which could partly account for ﬁhis patterh; islthat the phone compdny couples
confidently predicted that the fahi]y coulld continue to regularly 5ccdmujate
endugh,surp]us income to venture into business. In all cases, the future
plans mentioned by these men presumed that at leést their wives woq]d continue

working during the initial stages of launching the business. In three cases

the plans were already:underway, and either the man was already working two.
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jobs or both husband and wife were putting in éitra hqurs.' Most of the phone

company families had been in a steady pattern of increasing income for five

!

to ten_years for both hushand and wife and expected this to continue for at

S

least the next ten years.

Phase Il families revealed no similar pattern. Only two of %he men had

pursued careers So steédi]y that their incomes rose predictably and signifi-

cant]y’o&er the period of the marriage. Neither of their wiyé§ had had

constantly rising incemes; their experience had not included uninterrupted

tenure in union-negotiated jobs, as had Phase I women's. One had been late

in stcovering he; capacity for commanding a good salary, and soon after she
hadnﬁzrked her wéy'iﬁto that job shé had relocated with her husbaﬁd and taken
a lower level job and salary. Tﬁe other man's wife.had left the job market
to raise fhéir<three éhi]dren_duéing é long period of frequent transfer/
promotioﬁs for her husband. Two other men who had pursued careers With
re]ative steadfastness shbwed mid—boint'interrupt%ons and changes in career
direction and emp]oyef. In one:case: a husband who had re-enlisted in a
branch of thé érmed forces in order to continue his specialized technical
work had decidéd to leave the service after eight years because his career .

was not developing as he had expected. The other husband had, within the

last several years, moved out of a fast-rising career in law enforcement into

El

a téaching position in the same field. This detision was primarily motivated
by the heed to save his marriage and family 1ife,~which was suffering as a
result of the great ehotﬁona] and time commitments demanded by hfs career. ’
Both men Lad thereby sacrificed pay increments andvseniority which would have
accrued had they stayed within.the séme career traéfs.’ The two Careef
military mén haq taken .15 to 20 years to achieve the salary level of Phase

~

I's telephone repaifmen with eight years' seniority. = |
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Tronically, one of'the reasons most often cited by the men for establish-
ing & busihess was tona11ow thefr wives the choice -of 1eavjng the very Job
which had apparently played such a significant role in helping accumﬁ]ate
enough surp]us income to enab]e such a p]an to be ser1ous1y enterta1ned
This may indicate the additional stresses associated with the specific
trade-off made by Phase I‘fami?ies between greater economic opportunity and
Security versus gfeater flexibility and autonomy in the jobs of the mothers.

To summarize, an important difference between the two samples was the.

greater continuity of the work careers of phone company women, who tended

to have worked with their current job and company longer and to have taken

shorter leaves; most of their changes in.work were transfers and promotions
within the same company. Bank employees, on ‘the other hand, tended to have

worked at their banks for shorter times, and to have taken more frequent

and longer leaves from the labor force for family related reasons. This

difference'has‘been'att;ibuted‘in pért‘to the perception of phonetcompany
women of few alternative job opportunities which would provide comparab]e
high‘sa1ary levels (given their ievel of educafion) which they and their
families had come to expect. The female telephone comeany empjoyees, and

o

their families, appear-to have endured their stressful, low-autonomy jobs -

invexchange for job security, high wages and good benefits. Bank employees-- °

who tended to have lower paying jobs--more often referred to positive aspects
of employment in addition to'the‘financia1;3and their intentions to remain

with their present employers were more,dependent on their percept{bnvof

e

opportun1t1es for positive job changes and sa1ary increases.

An exam1nat1on of the motivations for work1ng expressed by men and women

“in both samples provides evidence for a degree of interdependence between
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spouses' p]an§, such that job/career strategies of individuals, both women

and men, are better described as family strategies. Failure to consider
that interdependence on the part of éome spo;ses abpears'to have conﬁributed
to cgnf]ictfu] relations when career-goais of one spouse were perceived by .
the ofher to be undermining family needs. iExamination of men's occupational
tareers iedicated a more widespread overall job satisfactien'expressed by

men in bpth samp]es._ Differences between men and women in job satisfactioh
and inVolvepent are less notieeable among families of-bahk empieyees than

among telephone comdany families. These latter women are generé]iy less

satisfied with their current jobs than are their husbands. Among bank couples

there is a tendency for spouses who-are involved in their careers to stimulate

c

and encburage'their'quuses to pur;Ue theirs. This evidence offers support
for the idea that there may be a preference within coup]es'fer status, or

at least "invoivemert," compaeibiiity betWeen ;pouses' jobs.

Finajiy;'some differences in the wo;k careers and current job status

[V

of the minority parents; most evident among Phase II. families, have been.

examined as evidence;of a social pattern of unequal opportunities, rather

than a simple difference in eersonai motivation. The interpretation of inter-

[}

view data on‘work and family histories poses the general question .of whether

" workers' perceptions and values regarding their personal and professional

1ife are in some sense shaped by their.jobs and working experiences, or .

Whether people select and remain with the jobs which most closely suit their

_perceptions ‘and values. We have concluded that these fexpianatiohs," when

posed as alternatives, are misleadingly dichotomous. Considered sepanate]y,

they assume a static psycholoegical approach to explaining behavior, wherein
one's values and priorities result from only one type of experience (e.g.,

.o
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early famiTy or work experience). By piecing together different responses

' | v
. £

' ‘

I ’

\

and themes in the interviews, we have concluded that peop1es‘ views of their
cho1ces and pr1or1t1es--both profess1ona11y and for the1r families--develop

and change in 1nteract1on with their work1ng experiences ‘and those of their

spouses.

\

sEesser

)
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4. The Work and Family Envircnment Scales

¥

- In an effort to obtain an independent quantitatfvé assessment of
important aspects of jobs and families, we adm1n1stered the Work
Environment Scale ang, the Family Environment Sca]e (Moos R. H., nd
Others, 1974) to hoth husbands and wives. When one of our outside
reviewers ﬁnitia]iy sugéesteq these instruments we were concerned about the
amount of additional time they would demand from the resEondents; the
decisioh was made to administer the Short Forms of°the§e scdles, consisting

///// of on]y 40 items each rather than the full 90-item forms. ,
Both the Work Environment Scale and the Family Env1ronment Scale are
based on a conceptualization of the Socia]“c]imate of various social

groupings; the Scales were developed by Moos and his colleagues at the

Social Ecology raboratory at Stanford University. Both scales are

-

organ1zed into 10 sub scales scored 1ndependent]y. “These sub- sca]es are

4

grouped in turn into three main d1mens1ons Interpersona] Re]at1onsh1ps,
- | Persona] Growth and Development and System Maintenance and System Change.
.,/ N

The 1abe1s and descr1pt1ons for the sub- sca]es are presented in Appendix C.

.

The normative sample's raw scale score means and standard deviations

were used as a baseline for comparﬁsqn with the Phase I sample; tentative

A

findinds were reported in .our Interim Report (Fourth Interim Report, Phase

-
o
- - 3 .

7

I, Fami]y'and Community Studies Project, September 1, 1981 to November 30,

1981). The potehtia] pitfalls of usih@ scale scores based on only four ’
oitems were revealed when Phase I data were analyzéd. Reliability estimates’
were computed for the Work and Family Environhent;Scales; using Phase I
sample scores. The” reliability estimate used was the A]phe coefficient of e

internal consistency (Cronbach, 1952) based on the item-scale

’
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intercorrelations: On the Work Environment Scale, four of the.ten
sub-sc&]es' Alphas were,dbovc .70; four were between .60 and .70; and two
were below .50. Veldman (1978) suggests .70 and above as adequate for.

persona11ty or attitude sca]es

The Alpha est1mates for the Fam11y Environment Scale, on the other
hand, were -found to be cons1derab1y lower. None of the ten sub-scales’

Alphas were above: .70; four were between 50 and- .70; and six were .36Cor

below. For this reason, we used in Phase II the full 90-item Scales for

both the WES and the FES. Examination of the item scale correlations }
obtained with the 90 item forms, as well as and several other attempts to
use that data, are detailed in Appendix F.

Unﬁortunate1y, the 50 add1t1ona1 items used in Phase II d1d not
improve the re11ab111t1es enough to warrant using different norms and
scores to compare the phases. 7hus, on]y the first 40 items were actually
;cored for Phase Ii subjects. The SUb-scaTesf raw scores for all subjects
were converted to standard écores with a mean’of 50 and a standard
Aeviationqbf 10, using the norms sgpp]ﬁed by Moos and others. This
transformation nprmaﬂizes the distribution of scores ahd provides-a

l

reference group for comparison of our sample with a larger number and

1

variety of jobé and families. The sample-used to develop the norms for the

Work Environment Scale included 44 groups (624 individuals) that_

‘

represeénted a wide range of occupations, both employees and: supervisors,

blue: and white collar.

Only selected findingsnfhom.that work will be presehted here.

Selective use of these data is in keeping with the basic premise that the

1nterv1ews prov1de more valid.data from which to make inferences.

o f
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participants to clarify meanings and to irdependently confirm information II

Interview data are, after all, based on an interpersonal exchange allowing’

between spouses. The sub-scale scores, on the nther hand, are more subject

to extraneous 1nf1uences, such és ambiguoué]y wordes items, itema,sensitive
A o ¢
to children's ageg, and social desirability. Theiscaie .cores provide a
much cruder index of family processes_thén do the in-depth interviews. L0
We examined tﬁé sub-scale's §t§ndard scores using a three—way analy;is

of variance design, The three independent variables were Workplace of:the

-~

Wife (corresponding to Phase [, phone company, and Phase i banks)};—Gender

(husband/fathers and wives/mothers); and Ethnicity (Anglo, Mexican Amer.can

r

I3

! - -

, and Black). "Tables with Cell Means and Source Tables for all variables are

included in Appendix F.

. -

]
- f

— \

a. The Work Environment Scale (MWES)

Tﬂé find{ﬁgé’of interest to the stﬁdy inc]ud; tﬂosé éoptrasting women's
jobs in the.two workplaces, those coht?ééting men's and women's jobs, and
those pointiﬁg up differences'among1ethn1c”groups. Since the men represeht.
virtually 30 different workplaces, few inferences or'genera]izations about .

‘

them will be meaningful. . The women,-on the other hand, have the same or
very similar emp]oyers,'and thus ‘are exposed to similar work environments.
The sub-scale "Involvement," described as "the extent to which workers

are concerned and committed to their jobs" indicates that the minority

employees, with the exception of Phase I1-Black males, tended fo report
Tower levels of "involvement" compared to the normative sample. Anglo
employees, with the exception of Phase 1 Women, tended to sco}e neéﬁ the

normative mean (50).

’

Q

113

108




- e .

s

Scores for the sub-scale, "Peer Cohesion," described as "the extent to
. . Y i

which workers are friendly.and supportive of each other," indicates that

overall, minority employees, with the exception of Phase II Black males,
reported exper1enc1ng less pos1t1ve interpersonal re]at1onsh1ps than Anglo
employees. This tendency reflects the pervas1ve nature of the attitudes

which minority workers perce1ve in their workplaces.
R . f

Sub-scale "Staff Support," scores, described’ as "the extent to which

o

management is support1ve of workers and - encourages workers to 3e/§agport1ve

of each other," are presented ‘in TabTle 6. The analysis of van&énce

reveals a statistica11y'significant,interaction effect for ,orkp1ace by

Gender. The pattern of means indicates that overall, //gne company viomen
perce1ve less support from management than bank emp]oye , although the
ﬁusbands indicate the opposite. There is a trend (p’ 114) that points to

differential perceptions of management support by gyno#1t1es and Anglo
- N ,, 1\ -

'emp1oyees. The lowest levels of "staff support" aﬁe rego;:ed by’ B8lack

women in both Phase I and Phase II. Finally, there! is ~end'(p.=.14)

that suggests that minprity workers in_general perceived less support on

[

. the part of ‘their respective supervisors and managers. These patterns are

suggestive of an overall quality of the minorities' workplage experiences
which are more negatiQe than those of non-minority workers. | Affirmative

action must be accompanied by an aggressive human relations |program in

order to maintain and improve’ the quality of interpersonal relations for
\ h .

all workers. _ (/ \\\' ' . C .

; \
Sub-scale "Autonomy“ scores, descr1bed as "the extent to wh1ch workers

are encouraged to be self- suff1c1ent and to make their own dec1s1ons, are
/

presented in Tab]e 7. The ana]ysﬁs of variance revealed a significant




TABLE 6.
WORK ENVIRONMENT SCALE
Sub-scale "Staff Support" * ANOVA

CELL MEANS

CWIVEST T T “MEXTCAN

) ' . - e
CHORKPLACE SPOUSE - ANGLO AMERICAN | BLACK AL
i | : - - ‘ 1N
o PHONE Husbands - 51.0 51.0". 36.7 46.2
11 COMPANY | , 3 |
FAHILIES Wives 39.6. 6.6 -~ | 29.3 35.2
| = - - ]
" BANKS llusbands | 39.4 | 22.3 45.2 35.6
2. FAMILIES v - - -
Yives 59.4 48.0 28.2 45.2
| ST | T ) N
ALL YN 39.5 34.8 - 40.6
| e I

'lives' Uorkplace by Gender interaction sianificant to p.= .05
Hives' ”orkp]ace hy Gender by Ethnicity lnteract10n trend (p.= .11)
~fthnicity main effect trend (p.= 14)

x STAFF SUPPORT - Assesses the extent to which management s supportive of workers and erfcourages
workers to be supportive of each other. .
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TABLE 7
WORK ENVIRONMENT SCALE
~ Sub-scale "Autonomy" * ANOVA
© CELL MEANS

| WIVES' : ' MEXTCAN o
WORKPLACE _ SPOUSE - ANGLO - AMERICAN - BLLACK

PHONE - Husbands 48.6 67.8 44,3
. COMPANY |
FAMILIES Wives 19.8 35.8 31,0

“~
~

BANKS | Husbands
. FAMILIES '
Wives

a”

g

40.6 . 46.4

Wives’ Workplace by Gender interaction significant to p.=.01
“Gender main effect significant to p.= .03

*AUTONOMY - Assesses the exrtent to which workers are encouraged to be self-sufficient and to make
their own decisions. In.:ludes items related to personal development and growth.

/




difference (p.=.03) in perceptions of adtonomy betwzen men and women. In

addition, a significant interaction effect between Workplace and Gender

' (p.-.Ol):indicates that the feelings of lack of autonomy are more

prunounéed among phone compahy women; the §reatest contrast is that betweeh
Ang]q women in the phone company (M = 19.8) and Anglo women in the banks
(M = 55.0). This is consistent with other workp]ace differences expressed
during the interviews, and with the fact that Ang]b women in the banks
tendéd to .occupy the higher level jobs. The overall higher level of
autonomy perceived by bank employees confirms the success of .our sampling
strétegy for Phase II, since we were 1Qbking fbr é workplace which clearly
contrasted with the Phase waorkplace; these scores, and'our inferview'
data, confirm the fact that‘We fbund such a place in the banks selected.
Men,.overall,Ahepdrted greater job autonomy, and their total mean
score of 48.6 is close to the mean of 50.0 for the normative.groups and one
full sténdard deviation higher than fhe ove:al1 mean of 37.1 for women's
jobs. The higher éﬁtonomy reported by the men is even more significant
when one considers the greater range of Jjobs and occupations represented
in the sample of men.

"Work Pressure" scores, described as "the extent to which the pressure

of work dominates the job milieu," indicates that mean pressure scores

reported by the phone company employees (M - 61.3) is about one standard

~deviation above the norﬁative sample of 50.0. Bank employees, on the other

hand, report pressure that is near the mean for the rormative sample (M=
Slei). The scores on iiis scale confirm the feelings expressed by the
women during the in-depth interviews, and they reflect the contrast in the

overall atmospheres of these two work environments.

112 122

s

I3

-

.




& -

. . R . . B
-‘ ' ‘ ' ‘ ’ ‘ ‘ v
. .
K . .

T

“Clarity" scores, described as the extent to which workers know what

to expect in their daily routines and how e&p]icit]y rules and policies are

communicated," reveal differences in perceptidns between Anglo and minority

women within-the phone company. A]thpugh all three éthnic groups are

distributed fn similar jobs, the Anglos' mean score of 40.6, compared to

56.0 for Mexican Americans and 49.Q for Blacks, suggests that supervisors

communicate rules and po]iéies more explicitly to minority workers.
Differences in perceptions»of rules were apparent neither among the three
ethnic groups of bank employees nor between phohe company and bank
emp]oyees.

&

“Control" scores, described as “the extént to which management ‘uses
rules and pressures to keep workers under control," reveal differences in
perceptions betwéeﬁ phone company employees and bank employees; bank women
experienced higher levels of control (M = 59.3) than did phone company
women (M = 51.3). The 1oweh.scores of phone company women, in‘the face of
a rigid and c]bse]yhsupervised work: gnQironment,.reduirevsome,further

examination. It seems plausibde that the existence of a union, a formal

contract, and established grievance protedures contribute to give these

<

- women a sense Of being protected from arbitrary actions by supervisors and

“managers. No such protection is available to bank employees, who are

dependent on their supervisors and managers for raises, transfers and

promotions, and who work for an industry undergoing grbwth and change,

‘where the turnover rate is higher than in the phone company.

"Physical Comfort" scores, described as "the extent to which the

physical surroundings-contribute to a pleasant work environment," reveal

that bank employees perceive their surﬁoundings as more pleasant (M = 60.3)

-
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tnhan do phone cémpany employees (M‘i 46.1). .Minority women--particularly
in.the banks--perceive their environméﬁt more pdsitive]y (55.7) than Anglo
women (48.4); This pattern hay be re]ated to the different work his%ories
of women in the Phase II‘samp1é. Mihority women had fewervoffice ijs in
their background and generally réported perceptions of early job
opportunities’ which were more limited, compéred to those of Anglo women.
In swnmdny, the picture of the workplaces emerging from the fesponéés
to the workvEnQironment Scales parallels reports 6btained from interviews”
with families and union officials during Phase I, and with personnel
offfcers during Phase II. ‘
. The phone companyiwdmen, regardless of individual jobs, reported lower
Tnvo]v;menﬁ with their work than did either the normative sample or the
bank wo%en. They'a1so reported lower levels of support from their

supervisors, an extreme lack of autonomy in their jobs, and higher work

pressure than did the normative groups. Yet, despite the close

supervision, phone company women do not seem to feel overly controlled by

management. This has been attributed to the union prétection, a formal
contract, andsset griévance procedures., This'jOD security and the higher
thdn averagQ/:ages earned by these workers are the hain factors which keep
them in jobs that dh]y onerf the women interviewed liked--and for which
all the rest expressed mostly. negative feelings. )
The baﬁk women, on the other hand, experience work pressure which is
near the normative‘sample; they perceive higher levels of control than
phone company women , but more support of supervisqrs and other workers.

Another interesting set of fihdings relates to differences among the

three sampled ethnic groups. The minority experience is pervasive, and it

S 14 ,
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expresses itself in a numbér of scales. Minority women report 1owér
involvement in their Jjobs, podrer'interpersona1 relationships and low peer
cohesion; less support from their supervisors, greater clarity in the
commuhication of rules and po]ic{es in the phone company, and greater
valuation of the physica1 comfort associatéd“with their jobs. In part,
-these differences might Be exp]ainéd in the banks by the re]ative]& higher
Tevel jobs of the Anglo women; the,differQnCES persist, however, in the
phone compény, where no shch differences exist. |

Fina]]y,.a1though the men have a greater réngé of jobs than the women,
as a group they still experiénce greater autdnémy than the women.

b. The Family Environment Scale (FES)

The examination ofvthe’item-s¢a1e intercorrelations of the Family
Environment Scale (FES) using the Phasé I sample data, phoduced'éxtreme1y .
Tow Alpha reliability éstimates.ﬁ None of the ten sub—s@a]es‘ A1phas were
above .70; four were beﬁween-.SO and 703 ahd six were ;36 or'be1ow. |
Details of these ana]yses“aﬁd several other/attgmpts to derivé meaningful

_scores with fhese items are detailed in Appendix F. The initiaT‘ ‘ |

expectation was that these scales would allow us to group or classify

. ' A . . -

sample famiTies into meaningful typeﬁ, but becaUse-of the scale scores' low

_re1iab11%ty, this could not be accomplished. Following the fecommendation

o

of the sca1e‘sldeve1opers,.a “family" score for each sub-scale was computed
by averaging spouses' scores. This tends to take care of extreme scores by
assuming that the "real" score for any given fami]y'1ies.somewhere between

the spouses$' separate perceptions.”. In the three cases in which only dhé of

the spouses had completed and returned the forms, those scores were used as

- the best approximation to the “real” family score. .
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Given the limitations of these scales, only comparisons between ithe
sample as a whole and the normative'group,-as well as comparisons among the

three ethnic groups, will be discussed. The sample used to develop FES

El

E

recruited from three different church groups, from a newspaper .

H

< [}
. . " o
' : )

ddrertisement_and through students at a high schdo]; Anglo, B]éck and
Mexican American-Fami1ies were included. |
“Cohes1on“ scores, describedJas "the extent to which family members
“are concerned and commitced‘to che fami1y and the. degree to which family
members are helpful and §upportive of each other," regisfered differences
neither among the three‘ethnic'groups nor between the families in the. two
phases. Overall, the mean for the tdta]\samp]e (55.0) is half a standard
deviation above fhe normative group mean or 50:0.

o

~ "Expressiveness" scores, described as. "the extent to which fami]y

|
|
|
|
norms inc]uded over 1,000 individuals in 285 families. Families were
|
\
|

members are a]]owed and encouraged to act openly and to express the1r '
) : fee11ngs d1rect1y,“ revea]ed d1fferences neither among groups, nor with the
normative group. '
"Conflict" Scores, described as "the extent to which the open .
expression of anger and aggression and generally conf]ictua]binteractions
characterize tne family," did not register differences among the groups.
The overall mean (44.6) is one half standard deviation below the normative -

group, mean of 50.0.

"Independence" scores, degcribed as "the ‘extent to which family

members are encouraged to be assertive, self-sufficient, to make their own

decisions and to think things out for themse]ves,” suggest a weak tendency

3

for Black families (M = 45.0) to allow less "independence” to its members

v
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sporting activities," revealed a significant diffgrence (p.=.006) among the

fhreebethnic.gro@ps. The Anglo families reportedi.sgignificantly less sports

somewhat-time consuming occupations. Mexican American families of phone

¢

than either Anglo or Mexican American families (M = 51.4). The Alpha.

reliabjlity coefficient for this scale, however, was estimated for this.

k]

sanple at .15, so- the interpretation of what a summative score really means

is very risky. L
~

"Achievement Ofiehtation" scoées, described as "the extent to which
different‘typéé of éctivities, 1ike school and work, are cast into an
achievement oriented or qompétftive framework,” did not reveal differences
among the groups, nor witﬁ the normdtiye group mean.

"Intellectual-Cultural Orientation" scores, described as "the extent

to which the family is concerned about political, social, intellectual and
cultural activities," did not.revea1 u-‘ferences'among the groups, and the
overall mean for the sample (M = 47.0) is only slightly below the normative

group mean of 50.0.

"Active Recreational Orientation" scores, described as ”thé extent to

which the family participates actively in various kinds of recreational and

orientation. This is particularly clear ih the Anglo bank emp1oyee§'

fami]ieﬁ, in which the husband$ tend to have irregular yorking hours and

company employees,..on the other hand, reported partitipation in organized -
softball leaques as a fami]y pastime in which the family, and in some cases
the extended fami]y: gets togethén. The overaTi mean for this scale (M =
47.6) is=slightly below the mean of the normative samp1e; suggesting a
ppssib1e~effeét of the low amount of "free" or leisure hours available to

dual-earner families.
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”MoraleeTigious Emphasis"” scorés, described as "the extent to which -
othg-fami1y actively disﬁusses'and emphaéizes ethical and religious issuesvv
and values," did nbf revéa] differences among the groups. The overall mean
M= 58.9), however, is almost one standard deviétion abave the normative
group mean of 50.0. Although ﬁeligiods beliefs and/or practices were not -
explored systématica]]y duning the inteviews, 1t.is.c1ear'from the ‘
interviewsgthat ﬁany of these faﬁi]ies are involved with churtches, and . e
several said religion is a significant serce of comfort and sﬁpport in
fheir lives.: |

"Organization" scores, described as "how important order and

organizationvis in the family in tgrms'of structurihg the family -
activiﬁies,“ did‘not revea] differences among the groups. The overall mean
| M = 55.7), however,bis about one-half standard deviation above thé
-normative mean pf'50;0, suggestin§ that a higher‘degree of organizatioh may
be associated witﬁ>the dual -earney status. This is"a b]ausib]e trend-
overall, although fhere is variabi]ityawithin the sample in terms of

particular forms of adaptation or response of fdmilies to their dual earner

status. The examination of these typeé of family respoﬁses constitutes a-
major focus of this study, and the relevant data come from tHe in-depth
interviews rather than from'thése scales.

- Finally, "Control" scoreé, des;ribéd as "the extent to which the
family is organiéed in a hierarchical manner and rules and—protedures are
rigid," did not reQeai differences among the groups. This sub-scale had a

very low A]pha reliability éstimatet The mean for the total sample (M =

50.7) is about the same as that of the normative sample, 50.0.

- b3 . .
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In summary, the Family Environment Scale does not contribute greatly
to an analysis of intra-group differences within our sample. The scores
indicate ‘that, overall, these dual-earner fami]ies’tend to be slightly more

cohesive, slightly less conflictive, slightly less intellectually orientgd,

" less active recreationally, more religious and more organized in thair

a

family activities than the normative sample. These weak differences are
all plausible as general characteristics of dual-earner families, where

stress from two full-time jobs and from the caring for children and

 maintaining a household place a premium on time and energy. However, the .

low reliability of many 6f these Family Environment Sub-scales has led us

b

to rely primarily on interview data for analysis of family dynamics. The .

A

Work Environment Scale, on the other hand, had consistent1y>higher N

re]fabiTTty estimates and revealed differences among groups consistent with

" the interview data. We, therefore, consider that the Work Environment

Scales provide support and strengthen evidence for the study's conclysions v;

about the work environments of the respondents.
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5.. Work and Family Interrelgtedness

- The ana]yéis of interview data has proceeded in thrée.major stages:
(1) the coding and'éearch fof patterns within the Phase I interfviews; (2)
the»coding andysearéh for pafterns within the Phase II interviews; and (3)
comparisons between Phaﬁe I~and,Pha§e II patterns. o

’

Because of the comp]gxity of the dqta fhoh'the interviews--even after
/thé'intervieWs had been coded--the accompanying Tables 8 and 9 were con-
structed as tools to aid in the analysis. Thé& became particularly heipfu]
| in the search for‘patterns in éreas of family orgahization, such 55 spouses
beliefs about roles in fhe family (an 1deo1ogica1/cu1£ura1~aimen§ion), and .
parental involvement with the schools of their elementary schoo]éiged
"children {a behavioral dimension). The categories representing these areas
(“SHare Image," ”Shoﬁ]d Mother Be At Home," "Husband Shares Tasks," etc.)
emekged ove;’the course of the analysis as importanf components of.parenta1
ro]es in dual-earner fami]ies; '
The déta recorded fn these tables sepérate]y for each phase inc]ude:
| (1)_researchers"judgments about certain features related to family organi-
zation; (2)vrepo:%s from mothers and fathers about their jobs' flexibility
for taking hours or days off for-famiTy rglated reasons ("Flexible Short
Term Léave”); (3) infdrmation about the types_of,work(schedu]es of both
* husband and wife; (4) researchers’ judgments about certain}aspects of
parental roles. -

Phase I éamp]e data are presented in TabTe'B and Phase II 'sample datd
are presehted in Table 9. Within these tables, the individual families
(rows) have been placed according to ethnic background (A = Anglo; MA =

Mexican American, B = Black) and given numbers within these groups from 1
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TABLE 8 - , -

i [y

SUMMARY TABLE OF SELECTED PHASE I -FAMILY RESPONSES AND WORKPLACE CONDITIONS

Should: T ' Filexible - Work Believe Who Cevel of
PHASE 1 Mother | Husband|Children | Type Short term or Father Involved O' Parental
Share] Be Home | Share | Share Family Leave Schedules Authority in Involvement:
Image; M F Tasks | Tasks Responsefl M F M F with Kids | School in School-
’ ' . ’ : Same . -
1 ~ No Yes_ -r_lo No 1 c.C. No No (Regular) No Both Low.
- ) ‘ Same | R
2 Yes | o | No | Yes .3 - T No Yes (Regular)’ No Both High )
| 5 it sha Sg .
| ) - : ame Ty ‘
‘A .3 Yes |Yes | Yes | Yes ) 1 Tran No Yes (Regular) es Father Low
. Complementary .
4 7| Yes )Yes | Yes | Yes . 1 T No Yes | (Split Yes .| Both
N : shift)
5 Yes |Yes | Yes Ho 1 ALFL No-| No’ Pi?rrtle " No - Mother High
b Yes | Mo | no | Yes 1 | c.c. No Yes o lrregu]a'r "No Father High ,
M 2 tes |Yes | Yes | 1o 3 A.F, No Yes' ) L?}ggrs Yes ‘Mother .| Low
AT N ; ) Same .
3 Yes |"No | No | Yes 3 T No Yes (Reqular) No :Both Med‘ N
‘4 Yes | do | No | Yes~ 1. T No Yes 0{?;; No Both Low
_— , -t - i 5
5 Yes | Mo | Ho | Yes 1 T No | VYes ShoEiTp emen ?ry ves Both Med
-~ late l .
S .
1 Ho | Mo | Yes No 2 Aé'_:'/ No No (Re?ﬂ?ar} . No ) Mother Low
- - :
2 Ho |[Yes | o No 1 A.F. No No Ti?;e Yes Mother P]ed
B 3 Yes®| o .- No | Yes 1 CC No No | . L?’;geg:fé - Yes Mother Low -
o NG | o | Yes | Wo 1 CAR No | No Part- Yes Mother | --
- - ; Same - No Mother Med
B 5 Yes Nq No | Yes 3 No No (Reqlu]ar)
C C jChitd Centered Family '
. ) T | Togetherness Family
> - _ TRAN [ Transition Femily ' - > : /
F A F | Abaent Father Family l 3 l '
El{llc‘o“nm"v where Wife works £t Tetephons Co. C [ contltct Family ,




TABLE 9

SUMMARY TABLE OF SELECTED PHASE II FAMILY RESPONSES AND WORKPLACE CONDI%IONS |

+

l Sh’o-t:lid‘ . Flexible ‘Believe Who Level of ~
PHASE 11 Mother | Husband|Childrenl - Type Short term Work Father | Involved Parental
. IShare| Be Home| Share | Share Family Leave Scheduyles Authority in - Tnvolvement
. Image M F Tasks | Tasks Response. Wi F M 3 . with Kids| School in School
.g N . : : :
1 Yes {flo] No Yes 2 T Yes | Yes Rgﬁ?;;:g Yes Mother Low
2 o Yes |io] Mo| Mo "3 T Yes | No 'T‘::.":]e Yes Mother High
A3 Yes |ilo| No| Yes 2 T, Yes | Yes ";2:501 Yes | Mother | Med
4 1 Yes | No| Mo Yes 2 T ' Yes | Yes | Overtime No Both Med -
5 Yes | No! No Yes 2 T Yes | No NG Both High
1 ves |no| Mo No 3 T Yes | Yes (RzgzulearL " Yes Both Low
2 Yes |No| No| No 3 T Yes | No- (R§$? ar) Yes Both Med
M : : Same
A 3 Yes [res | Yes No 2 Tran >No . Yes (Reqular) / N(,)A ) Both Med
4 "Yes fred | Yes No 1 Tran Yes | Yes ‘ (Rgca?ﬁar) Yes Both Low
5 Ho | nNo | No No 3 Tran Yes | No . Overtime Yes Mother High
] Yes [Yes [Yes | No 2 T Yes | Yes N;E?tt’t No Both | High
. Part-time .
8 2 Yes {Ho | No No 1 A.F. ngs, No jobs No Mopher Med
3 Yes | No | No No 1 T No Yes (RE?IS(]Ear) Yes Both Low
4 . ves Ino | to| No 2 C No Yes If?':ggz;zr " Yes Father High
5 No INo | No.. No 2 C No Yes (Rzg?ﬁar). Yes Mother Med
C C | Chitd ConteradFamilly
T | Togathernssa Family l 32

TRAN | Transition Family -

. . ' A F | Abuent Father Family
1981t Fan;lly whera Wile works at Bank C | Confiict Family
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a. Family Responses an workp1ace Cond1t1ons
8 and 9. - Eﬂ\

Dur1ng the initial analysis of the Phase I data, ﬁhe interhiew dafta

Koo §
-\l" -....' g‘ (

coded under_"work/Fam11y Interrelatedness" were exam1ned firét. Wha

emerged
from this analysis is:a concept called the'"1mage d¢f the ‘ideal fa 11y, or
"the family image." This image is posited as an assumption belxind much of

“

what participants\in the‘study strive for,:worry about and drgue over. It
does .not usually emerge from the data as an abstract ;d,a1 explicitly
descr1bed by respondents. Rather, based upon our é/am1nat1on of the inter-
views, it is 1nferred from a conpos1te p1cture of family 1ife deve1oped
from goals and standards by.wh1ch spouses and parents judge themselves and
each other in their everyday decisions and discussions. For example, it
-became clear, after examining transcripts of two 1nterv1ews with one mother,

that.her expressed frustrations and exp1anat1ons for a range of behav1ors

were predicated on two related assumpt1ons: that both parents shou]d
spend a. great dea1 of t1me with the1r ch11dren, and (2) that a good mother

. should be home to superv1se and direct the act1v1t1es of her children during
the day. - This standard was met, in her Judgment, by ‘néither herself nor
her hdsband. The husband, on the other hand, felt that they both spent
sufficient time with their chi]dren, more. than his own father had ever spent
with him. Furthermore, he reasoned, while it would be ideally better for

the family if his wife stayed home, in reality it d1dn t make a great dea]

of difference that she didn't. This‘coup1e, therefore, was judged to be in

¥

- - *
'

disagreement about their ideal family image.
This insight led to a systematic review of the pertinent segments of
each family's interviews. We examined transcribed data from each fami1y

in a search of the nature of the underlying family image. After looking .

) 12233



at the interviews with husband and wife, we categorized each family according

‘to whether spouses seemed to share a similar image or to have divergent

images. The specific éontents varied from family to family, but the two
mosf cehtra] issues seemed to be (1) whétﬁer or ﬁot they felt strongiy that
the mother should stay at home with the children, and (2)_how much time they
?g]t both parent§, particularly the father, should spend thh his children
and in family activities genera11y. :

The research staff made judgments after first examining tﬁe data inde-
penﬁent1y and then afriving-at consensus in case of doubts. Results are
presented in Tables 8 and 9. The column labeled "Share Image,".ingﬁcates

whether or not the couple was judged to share a similar image of the ideal

family (yes - shares; no = does not share). The next column, labeled, "

~Should Mother Be Héme," indicates whether the parents strongly believed that

the mother should stay the with her children (yes = should stay home; no =
not neéessary to stay home), recorded.independently for the mother (M) and -
the father (F). The nexE column, labeled "Husband Shares Taskg," is an
indication of .whether or not the husband shared signif%cant1y‘in the gender—ﬁ

stereotyped or "female" tasks of child care and housekeeping (yes = shares;

)
i

no = does not share). Judgments in this column are based on both husbands'
and wives' responses to specific questions in the interview about task L
a1lecation'and sharing. In all of these cases there was agreement between

the independent responses of both huysbands and wives about husbands' level

of participation in domestic tasks.

PN

.
The next column, labeled "Children Share Tasks," represents staff
judgments about the degree of children's participation in the housework.

Three general 1eveis of participation could be discerned by comparing
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~famities: (1),tpé'1owest level, indicating the child(ren) had no regular

responsibi]itié% beyond performing one or two small tasks (feed the dog,

empty the tréﬁh) and caring for their own rooms. In most cases labeled

"1", the Qﬁfents spoke as if they either had trouble enforcing even these

or enforféd them inconSi?tent]y; (2) the middle level, in which children

had re941ar duties beyond Fesponsibi]ity for their oWn rooms and other small
fasks. Thesé usually {nc1uded cleaning up their own room, washihg dishes,
sweeping or dusting, or being responsib]e for c1eaning:an additional room,
such as the bathroom; and (3) the highest level, which-ihc]udes cases in

which parents reportéd that the children carried a major portion of the

household chores, including responsﬁbi]ity for cieaning several reoos  and

in some cases doing part of the 1auhdry or shopping/cooking chores.

\ The next column, labeled "Type of Family Response,”‘rebresents staff
judgments about the major family organization features which emerged as
important themes in the interviews with both spouses. It mu;l be emphasized
thaf these "responses" canhot be assUmed at thislpoint to be simple variables
which might be "dependent" or "independent" variables. Rathef, they are
intended as shorthand Qescrigtive statements about aspects of the nuclear
family configuration which appear to predominate as characterizations of
each family's adaptation to its dual-earner status at the time of the inter-
views. The use of the word "response" does not imply a passive reaction of
fami]y.to external cohdiffons imposed: by the workplaces of spouses. Rather,
the relationship between the family configuration described and the work
experientes of both parents is a dialectical one--they are reciprocally
influencing. It is evident from a study of the interviews that these con-
figurations can shift and can ve consciously changed by families. Four of

/

/ :
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the thirty families were judged to be consciously changing their family

organization at the time of the interview period, which led us to propose
a type of response labeled "Transition" (TRANS). In addition, not all types
of responses are mntua]]y,exc]usive—;the "Absent‘Father"‘(AF) is the most
obvious example. The following afe the "Types of Fami]y Response." |

(T) "Togetherness" is used when respondents described themselves as

close families and mentioned that both parenté.and children participate in

a majority.of recreational and/or -housework activities. (CC) "Child-centered"

families indicates that the parents' relationships with their children were
judged to be of greater significance to family 1ife and cohesion ‘than the

marital relationship. (C) "Conflict" families are those judged to he

B

characterized by m&j.» . inflicts between parents and sometimes children over
kasic issues such as task sharing. timé spent by one or both® parents with

the family, and whether or not a mother should be working. Iw these famiTies

-

the conf]icts,abpeared for the momen't to be unresolved, and there was no °

13

. indication of an agfeed—upon compromisk or direction for change accepted

b,

by both spouses.  (TRANS) "Transition" families are those in which a major

.alteration in both spouses' views of family roles or relationships was

~ occurring when the parents were interviewed. Several of these families had

had major ‘conflicts in the past, and in order to resolve them had sought '
outside help or support. The planned changes were inevitably in the direc-

tion of éga]itarian tqsk sharing by both parents. (A.F.) "Absent Father"

families are those where fathers were virtually absent from most of family
1ife, either because of extra jobs, greaier involvement in their jobs, or

simply social/emotional isolation frem participation in most of the shared

Cactivities. 'In some gpses.this was accepted (outwardly at least) by the
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mother, and'in.othérs it had led to great conflict between parents.
The three final categories in Tables 8 and 9 are jndicators of

parenta1lro1es. Again, as with factors we have referred to as related to

" ‘family organization, they-include both.an ideological/cultural dimension
‘(i.e., expressed beliefs about fathers' role) and descriptions of actual

. participation in an activity (i.e., involvement with the school).

The category representing the cultural dimension (beliefs about
paternal authority) eventually emerged as a catego}y of interest because
so many parents sponténeous]y mentioned that the father was stricter with
the chi1dren,-or;in some way imp]ied that the ch%1dren paid more attention‘
to his discipline than to their mother's. Some j11us;rative statements

include:
{

Father *‘A: To me, the father has to be the disciplinarian,
children have got to fear him if they do something
wrong, they have to dread their father finding out
about it, or else they keep doing it if they don't
dread their father.

Mother B: Their daddy on the other side .is a Tittle bit more
stricter and less understanding. I'11 listen to
them first because lots of times you'll accuse them
of something and they didn't really do it. Or it
wasn't their fault. And I try to see their side
also. :

(How come they mind him more?)
I guess he yells at them to clean the house r1ght
And they probably know he's going to whip them.

Father C: (Between you and your wife, do you pretty much agree
on discipline?)

I'm pretty much the 1aw myself; my wife pretty much
‘agrees with me. And if there is something that she
doesn't agree, she usually tells me about it; but most
of the time I'm the heavy who takes care of them.

Father D: The kids pay more attention to me than what they do
to the wife; just the male model, I guess. They know
that I'm serious and that I'm going to do something

4
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about it if they don't pay attention. And the wife is

more emotignally involved, and if they do something

wrong she may threaten to spank them and she won't.

And they realize that she probably won't and will allow -

them to get away with it. So discipline-wise, I probably

carry more authorjty than she does.

Because so many-parents.made these statements; éven éhough the inter-
viewers did not anticipate or ﬁry to solicit them, we decided that this
“widespread distinction between "mothers'" and fathers'" re]atfonships with
chi]dfen could be labeled as a cultural dimens{on of parental roles, repre-
senting traditional views of these roles. |
The pare%ta] participation in mon}toring children's progress and other

*school activities was:exp1ored during the interviews with mothers and
fathers in both phases of the research, but with a sharper focus duringithe
“second phase. Speciffca]]y;'the interview guide during Phase I only sug- -
gested that the iﬁterviéwer explore parental involvement with schools,
whereas the Phase II intefview guide pfovided sample questions to assufe
coverage‘of‘this specific area. The data--while less consistently detailed
for Phase I families--are comparab]é in this érea for the two comparison
groups. On the basis of the responses to specific probes and the spontaneous
relation of incidents with teachers and schools, judgments were made by the.
researchers about the participation/non-participation of each parent, and
about the intensity of that participation. For each family, transcript
.examination and coded responses were used to determine if the mother, father
or both had the major responsibility for communicating with schools, deatling
with problems that arise, attending parent-teacher conferences and PTA
meetings, and participating in other school functions. The judgments of

the intensity of participation were based on the same data. Low level of

participation was judged when neither parent had regular cohtact,with teachers
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and other schoo] personne1,~énd were on]yfvague]y aware of their chi]d?en's

day fo’day school activities. A medium level of participation wasyjddged

when either or both parents knew their child's teacher, communicated with
her/him either by noFes or telephone, and attended mogt regular school |
function;. ‘A high level of participation was judged when either or both
parents had repeated face-to-face contacts with teachérs and.other'schoo1’
administrators; visited their children's schools on regular days (not
special "parents' days"); had involved themselves with the subject matters
béing taught; had requested textbooks or materials; or had interacted with
school personnel about their children's transfers, grades, testfng or
discipline..

b. Comparison of Phase I ard Phase II Patterns

At the end of the first major stage of analysis based on Phase I inter-

views, it was observed that in famii‘es where the "image of the family"

was shared between spouses, the husbands tended to participate significantly
in the household o; child care tasks (see Fourth Interim Report, November
30, 1981). The components of the family 1mage which were most often reported
to be in contention had to do with whether the mother and/or the father's
job was detracting from the Chi]dren‘s or‘the family's well-being. There-
fore, it appeared that agreement between the spouses on the. importance of
time spent with the children and in‘other joint family activities faci]itated
the work-sharing behaviof:of parents.

We noted that this agreement appeared to have been achieved between
eleven ouf of the fifteen couples 1ntervjewéd during Phase I, and that in
nine out of those eleven cases husbands had been judged td “share tasks"

in the home. In the four couples where a major disagreement on family image
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was apparent, none of the husbands shared household tasks to a significant

degree, as can be observed by examining Table 8.

“However, with the addition of the Phase II sample of families with

mothers working for a different kind of company, and with generél]yAdifferent

- work histories, these same associations did not appear to hold as consistently.

~In the Phase II sample even more of the cohp]gs were judged to share the

fami]y'image (13 out of 15), yet of these only four husbands were judged to

share household/child care tasks to a significant cegree. In féct, these

were the on]} husbands in all 15 Phase Il families who were judged to do so,

E]

as compared to nine husbands overall in the Phase I sample.

A difference between the Phase I and Phase II samples can also be seen

in one of the major components of the family image--whether one or both

»

’ spouses:felt strongly that the mother should be at -home with the children.

, /. : . - A
"0f the telephone company couples, one or beth spouses in eight famiTies

expressed this view; among the couples where wives worked in banks, parents

in only three families felt this way, and in all three’cases both spouses

agreed.

Other contrasts appear between research staff judgments about the families

of bank employees. In general, children's level of participation in housework

was judged higher among bank families. Phase I families (not counting the

two who have only a pre-school agedichi1d) included eight with the lowest

level of parficipafion (1); only one with the middle 1evef rating (2); and

four families with the highest level rating (3).

lies included only three families with lowest leyel rating (1); eight families

In comparison, bank fami-

with'midd1e level rating (2); and, 1ike Phase I, four families with the

highest level rating (3).
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The age of the oldest child in the family seems to be a factor in the

amount of responsibility taken by children for household chores. This could

partly account for the trend towards greate% participgfion of chi1dren in
tasks notable among the bank families, since more of them had teenage
children thén did telephone company families (six versus one family). On
the otherhhand7 having a teenagé child was no guarahtee of bigﬁ participa-
tion; only three of the seven families with teenagé'ch11dren were rated as’
having children highly involved in household chores, while the children in
the other four we}e~judged only modérate1y in§o1ved. Four families in which
the oldest child was 12 were judged to have children highly involved in |
household tasks, three. in Phése I and one in Phase ‘IT. Theref%re,.thé trend

toward more families with a teenage child in the Phase II group cannot by

i;se]f account for all the‘differences between the two samples regarding

children's participation in housework.

A comparison~between the ovefa11 patterns in "type of family response"
between Phése I and Phase II reveals that what we have labeled “ngethqrness"
(T) characterized nine Phase It fami]ieé in contrast to six Phage‘I families.
If the fam111es labeled "Transition" (TRANS) are included--because théy
were judged to be consciously working towards change in the d1rect1on of .
greater agreement and cohesion--then the contrast between Phase I and Phase
IT is shérper (Phase I, 7 families out of 15 compared to Phase II, 12 families
out of 15). Five Phase I families were characterized as "Absent Father"
families, compared to only one family w1th this label in Phase II. ‘ .

It seems a fair genera11zat1on to say that overall, more Phase II (bank)
families described themselves as more cohesive total families (in terms of
emotions and activities) than did Phase I families. This does not mean that

any particular set of relationships were described as better by one grdup.

compared to the other (i.e., parent-child, spouse, etc.). Rather, (nucfear)
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fam11y re]at1onsh1ps overa]] were assessed ss more "together" by more Phase

11 parents.s Spouses' re]at1onsh1ps were ba]anced with parent/ch11d re]d—

tionshjps,cand,féwer strains or cgnfijcts were described within this network.
';This was not consistént]y assdciated with a siénifisant participation

of the father in traditionally gender—ste?eotyped’tasks of housework and

child care. The clear exception to the. link between greater fa;her partj-

“c1pat1on in“these tasks and’ ‘the Judgment of greater fam11y cohesion was’
among the fam111es of Mexican American and Black bank emp]oyees. Various
alternative explanatjons -for this exception will be discussed at a later
point in the 5na1ysis. It should be noted, however, that in the families
labeled as "Transitional" (TRANS) in Phase-iI (3 Mexican American families),
the change .included greater father participation in child care duties, and
in tﬁreevof four Phase II families labeled "Togetherness" (T) but "No" on
"Husband Shares Tasks," the children's level of participation in thé house-
work was rated at the highest level. These patterns do tend to support the "
association between significant work sharing among some famify members -

" (besides the mother), in the home, and the assessment by spouses of an
atmbsphere of "togétherness" in their family 1ife.

E » . c. Patterns of Employer Leave Policies As they Relate to Parental
. Involvement in Schools

The criterion for sampling in the two phases of the study was, of
course, théweﬁBToyer'of the women. HoweVer; it is important to consider the
policies of the women's employers as they(gntecht with those of their
4 husbands' employers in order to get a fu]} picture of the kinds of constraints
and opportunities these policies offer to the workers and their families.
‘Data has already beeﬁ presehted in the sections oh Work and Family Histories,

General Work Conditions of‘Women,'and Work and Family Environment Scales
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to provide evidence of the generally lower level of autonomy (and related
higher pressure) for the female tg1ebhone company employees as compared to
the female bank employees. A]thoﬁgh this autonomy has been defined as a
pa;t of a b}oader aépect of ﬁanagemen£, an important concreté manifestation
of this autonomy was the degfee of f]exibi]ity in short term leave policies/
practices.

The column labeled "Flexible Short TermuLéaQe"‘bn Tables 8 and 9 pro-
vides judgments-of the flexibility of these leaves for both mothers (M)
and fathers (F). It can be seen that none of the telephone company women

reportéd f]exib]e leave, while eleven of the fifteen bank employees reported

‘that liey were able to-take short leave without penalty. Among the,mén;

@

eight of the husbands of phone company employees reported flexible leave

policies in their jobs, compared.toflo of the husbands of bank employees.

More significantly, in the Phase I sample there are seven families in which

égzn mother and father had jobs offering no flexibility in short term

leave policy. In comparison, none of the bank families were in this situa-
tion, and in six of the 15 Phase II families both the wife and the husband
reported flexible leave policies in their cufrent jobs.

Judgmehts_abéut which parent was most involved with the schools of the
children and judgments about the level of pafenta] involvement are recorded
ih the final .two co]umns of Tables 8 and 9. Of the 14'fami1ies who'reeorted
that both spouses were equally reéponsib1e for keeping up with the schools,
six were phone company families and eight were bank famf]ies. A1l three
fathers who reported having the magjor responsibi]ity for school involvement

were married to women whose jobs had rigid leave pb1icies--two in the phone

. company and one in & bank.

143

. 133




- When neither parent had'f]exib]eﬁleéve policies, which was the case in
SiXx fémi]ies (a1l of them phone .company -famiiies), it was the wife who would
somehow find the time to assume that responsibi]ity. Fourteen out of 17

fathers with flexible jobs were involved at some level 1in their ch11dren S

schoo]1ng. However, on1y two of the 13 fathers whose JObS had r1g1d leave

policies were-invo]ved in their children's schooling. Mothers, on the other

hand, showed a much greater commitment, either out of conviction or tradition.

. . N

A11 11 mothers whose jobs had flexible leave policies were involved with

-

their children's schools, .but in addition, 16 of 19 mothers with rigid leave

policies still managed to find the time to. maintain some involvement.

When, in addition to who was involved, the intens?ty or level of that

involvement was taken into account, bank families tended“stronéﬁy to be more

involved with their children's schools. To the extent that this involvement

s 1inked to leave policies, this difference would seem to be re]ated to the

differences in flexibility of the women's 1eave policies, since. there were
no differences between Phase I and Phase II men who have flexible leave
policies in their jobs. Five of the eight families who reported high 1g9e1s
" of involvement were bank families, while only four of tée ten families
judged to have a Tow {nvo1vement in their children's schooling were bank
‘employee families. ' . | , : : .
The re]ationships-which’Wé have observed to exist between their em-
p]oyers; short term leave policies and the parents' reports of theldegree
. of their involvement-in their chi]dfen's schoo]s‘are not .sufficient, in
‘themselves, to establish a direct link between the policies and parental
activities. Indeed, by suggesting.that the re]at{onshipsudiffer for"men

and women, we have indicated one clear way in which family role dynamics
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might interact thh workplace policies and thus mediate their direct impact.
Again, it is difffcd]t for us to rule out differences‘%n the interests,

values, or pérsona1 priorities as explanations for the differencés in

trends in type and degree of pareﬁta] involvement in the schoo]sAfor Phase

I and Phase II families. As we have discussed in the section on Work and

~ Family Histories, most of the Phase Ii women have left the labor force more

often and for longer periods of time for family-related reasons than the
majority of Phase I women. It is not clear from the interviews whethér this
fairly striking contrast in work histories indicates (1) a greater willing-
ness on the part of Phase II'parents to sacrifice increased. income forvother
%ami]y goals, such as more time spent with children; (2) a lower sense of
job oppbrtunity on the part of some Phase’II parents, particularly the.

y :

minorities; (3) a decrease in the financial value to the latter families of

uninterrupted employment for the mothers due to their lower paying jobs;

(4) or (what is most likely) some combination of all these factors. What-

, ever the di fferences, there are no data from the interviews to indicate that

Phase I parents tend to be less concerﬁed about. their children's education
than Phase II parents. On the other hand, there are compelling reasons to\
1ink the tendency for less .intense involvement of Phase I parents in schools
to the greater rigidity of those mothers' employers' short-term leave
policies, cbup]edAWTth the effects of the greater stress they report experi-
encing in their work. TheApressure——emotiona1 and organizational--placed
on'the fema]eAte1ephone company emp1oyeés by their inabi]ity to inf]uence
the orgqnization and pacinngf their work, and by the difficu]ty of gett{ng
time off for short periods for personal/family reasons, accofding to their

own reports, often influence the network- of re]ationships in their homes.




These women reported more often than the female bank employees that they
were irritabie'ét home, that they lacked patience with their children and
spouses. vThey also reported, overall, greater guilt about their supposed
lack of patience, and they reported fee]ing§ of inadequacy as parents.more
often than did the women from the Phase II sample. |
The émptiona] stress of their work also placed greater demaﬁds on

their family members to help them find ways to release the tension built

_up during the day. And the rigidity of short term leave policies, in
particular, in many cases had férced these women's husbands to take greater
roles in the care of the home and/or children. This had particularly influ- \
enced fathers with job f]ekibi1ity both to spend more time driving children
to and~fromischoo1, doctors ana day care and to take a more active role in
communicating with t@gAchi1dren‘s teachers.. In part, this fact, and the fact
that so many of the female telephone company employees had remained--with

few interruptions--in the laber force, and with the same company for so

. _
~ ; -
: . ” o -
- - . .
. - . . - /

':f' long, may contribute to the greater number of Phase I husbands reporting
significant participation in the traditionally female, gender-§tereotyped
work around the home, as compared to Phase II husbands. \

It was cdmmon for the Tong-term female telephone company eﬁp]oyees to
reporf that over the years their husbands had gradually taken on more of

the household/child care tasks. A few of these women recalled a period when

they had worked a shift which differed from a regular day shift as one which

led to a sudden increase in the hoUsewdrk/chi]d cre duties of a husband.

These‘reports were less common among the female bank employees, particularly

in those cases where the mother had moved in and out of the labor force.

It appears that the moves back into the home for mothers, whether full-time

L4g
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'or'part—time, tend to break uplthe building pressures for fathers and/or
children to.take on more of the burden of work in %he home. .'
Tofsummérize, by comparing the research staff's judgments of features
of family work organization, judgments about the overall quality of family
emotional life and relationships, and judgments about parental involvement
in sﬁhoo]s,‘Qith patterns in the mothers' employers' managemént policies/
practices, we have observed some linkages among them. We have found asso-
ciations in our interview data between spouses who_égree on their family
image and greater sharing of housework duties among family members (usually,
but not always~including fathers). We have also found associations between
greater work'sharing in the home and themes of "togetherness" in spouses'’
repofts of family emotional 1ife and activity patterns. And we have ob- -

served that among the families of fhe female bank employees there are more

. .
©

couples where both report that supervisors/employers are flexible with

s

-2

short term leave policies, and. fewer couples where botH report inflexibility
from their employers. This trend, we have argued, when added to the reports
of effecis on fémi]yvre1ationships of greater job streSs from female tele- |
phone company employees, 1§_re1ated to the trend towards greater involvement

of the parents in the Phase II group in the schools of their children, as

o

well as more "togetherness" themes in their interviews.

The-re1ationships betweeh these job and family patterns are not
sugéested as direct or unidirectional. Rather, they have developed in
interaction with each other,‘and changed over time as family dynamics, per-

sonal and coup]é priorities, and the work experiences of both spouses have

altered or shifted in relative importance. While we have suggested that
,ll workplace policies may offer constraints or opportunities to parents in their
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family activities, there are examples of areas of family dynamics which

o

appear to affect all families and which ihdicate the ways in which such
dynamics mediate any direct impact of employer policies on Afamily roles.

In the following section we will discuss two such examples. ! B

d. Gender Roles and Family Dynamics h |

1

AN
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The 1nterv1eVs with men and women also provide interesting examples

of the ways in wh%gh gender roles (in the cuitural and behaviora] senses o 7

1
\ .

discussed in the Iﬁ¢roduction) appear to affect family activities and rela- B
tionships independently of the working conditions/employer policies of either

‘spouse. One of the patterns we have noted earlier--the consistently greater

Tikelihood for mothers to be more involved with children's schools than

fathers--continued to exist despite the differences in workplace po]icies.“

In fact, rigid leave policies appear to have had a more discouraging effect

)
v .

on fathers' participat%on than on mothers'.

Two important general points emerge from this observation. The first
is that while it is impqrtant to Togk at the kinds of jobs women have in
order to see the effec£§mof their employment on the fami]yi the jobs of
husbands haye an equally imp;rtaht influence on family ro]ds. This-.has both
theoretical and practical implications. Were employers to assume‘that
greater flexibility in leave policies is strictly a concern of female em-

ployees, and to grant this flexibildity only to females, this might have

1ittle impact.on ralieving the strain on family relationships. As we have

-

suggested, employer rigjdity discoura@ed the samples' fathers from involve-

- ' - [-

ment with the schools more than it discoUnaged mothers. The kesu]t of

policies allowing only women flexibility might be, in effect, to further

A\

e

discourage fathers from realizing their full parental roles.-

-
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The second general point is that'there are aspects of parental roles

that--while influenced by the jobs of men and women--nevertheless persist
somewhat independently of those inf]uences; These aspects are linked to
gender roles. This is illustrated by the éamp]es' mothers' continuing
greater involvement with children's scﬁoo S as_compared with fathers', even
when faced with greater job pressures and constraints. This pattern is
reflected as well in the overall persiéte1Ee of housework and child care

as ultimately the responsibilfty of mothers}wives, even taking into accdunt
the great variation in the degree of invollvement in 'such work on the part

of husbands and children.

There are several additional pieces of data to support this observation.

It has been expldined above that in many (ami]ies, either the wife or the
husband or both spontaneously d1st1ngu1shed between themselves as parents

by stressing the father's greater str1ctness or greater effect1veness in
disciplining the children, or by mentioning the notion thavﬁthe father should
be the final authority with the children. Ne .have classified the families
accord1ng to whether at 1east//ee spouse asse}ted tiirs view of the father as
'é1nce this be]yef is central to the "traditional®

i

patriarbha] view of parental roles, we a%tempted to determine if there was

the main authority figure.

ah-éssociatioh between this|belief and ot%er'features of workplaces or of
family organization. We fouRd no such ‘patterns. Seventeen out of 30 families
expressed this be1ief--seven N\ Phase I ‘and ten in Phase II. 1In fourﬁof the
seven Phase I families who exprgssed this traditional idea, the’ fathers were
judged to "share tasks" signific nt]y; and {hree were jedged'not to "share
tasks”-significentTy; In only two\of the Phase II families cxpressing this’

view were fathers judged to share wokk significantly, and eight were judged
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as not sharing. These differences appear to reflect only differerices in

3

the proportion of work~sharing fathers in Phase I and Phase II families;
they do not reveal any 1ink between father work-sharing and the expression

of this traditional patriarchal view of parental roles.

No clear pattern 1inks this belief to the strength of spouses' views

about the importance of a mother staying at home with the chi]drep, nor to

any particular type of Family Responses. This suggests that the -persistence
of some traditional patriarchal views of parental rd]eé 0CCUrs indébendent1y
of 6ther aspects df response and adaptdtion to the realities of the dual-
earner situation.

Additional data in our study are also suggestive on this point. In
order to standardize the responses to pafenting questions somewhat, and tb
facilitate comparison of responses from faﬁi]y to family, during the /Phase ‘
I1 interviewing period several vignettes we;e added to both motheré' and
fathers' interview guides. They'descfibed five common parent—chi]d incidents;
parents had to describe briefly what their response--and the reasoning |
behind it--would be to the children's behavior in the incidents described.
Ané]ysis of the responses (for Phase II families only) revea]ed,no clear
patterns oﬁ'differences between reépondents in different ethnic groups or in
différent types of jobs. What clearly emerged, however, were certain con-
sistent differences in the responses of men and women. |

Although overall, parents within the same family tended to agree on theé
actign they wod]d take--as did parénts in general--the women's resporises to
several situations were marked by more unqualified emotional responses fo -
the children than the fathers'. For example, in one story a five-year-old

child is crying as the parents leave him with a babysitter and depart for
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an evening out together. The mothers tended to explain more to the éhi1d,'
to expreSs more anxiety and worry,.and to call home to check on the child
more often than did the fathers. The fathers, on the other hand, tended
to bargain with the child in their.rﬁsponses: »

Father A: Okay, tomorrow you and me will go somewhere.

Father B: I told him we'd bring some candy. 'Be good and I'11

bring you a surprise back.'

i

Father C: Get the kid off into something else, doing something
else.

In another incident, an ll-year-old claims sickness and is refusing to.go
to sch061 on the day of\a math test. Mothers tended to reassure the child
more and to give a "pep talk" about doing well on the test. Whj]e fathers,
1ike mothers, responded that they would send the child off to school, their
responses were more stern and emphatic. |
Father A: Did you study? Are you prépared?
Father B: These are things that you have to learn to do.

Father C: Running away is not gofng to do anything. It's your
~ fault if you don't make it.

I3}

Mother D: You can ease her mind somewhat by talking to her about
her fears of the test and trying to help ease those fears
somewhat. ’ :

Mother E: I think mainly what kids are afraid of is if they fail,
you'll be disappointed.

Mother F: You're just afraid, that's all it is.

The .consistency of these patterns of responses jibes strongly with the

utraditional" patriarchal concept of parental roles mentioned by so many

parents ¢i.e., regarding the father as the authority figure with the
children). It must be noted that these responses also occurred within families
where® fathers were making--or had already made--adjustments in their level
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of sharing traditionally "female" work around the home and with the children.

This brings us back to the re]éted general point about the importance
of the influence of men's jbbs on family and parental roles. The section
entit]ed'“work and Family Hiétories” explored the 1nterre}atedﬁess of
husbands' and wives' career patterns. The husbandsiof the telephone company
w;rkers tended to have'stayed Qith the same company and within the same work
career pattern more steadily than the husbands of *the bank employees; this
fact tends to parallel work patterns of the wives. Also, telephone company
women had more often supported their\fami]ieS'whﬁ1e their husbands continued

their education in order to enhance the husbands' earning capacity. Further-

more, the plans of ten telephone company husbands to start their own busi-

nesses--compared to only two bank husbands--were in part made possible by
their wives' reliable and substantial éarnings.l In fact, there is clear
evidence among the sample famil%es that one qugserin a ;oup]e tended to
encourage the other to find or keep jobs of comparable status or income

botentia] as his or her own.

The second element most important to a shared image of the ideal %aﬁi1y;—

in addition to whether the mother?§ working outside the home was accepted--
was whether.or not the father was§§5ending too much time and/or energy in
his work re]ativé,to time spent with the family. In all but one of the
families labeled "Conflict" (C) in both samples, a significant element of
the cbnf]ict was the fatheh's overinvestment in his work or jogs, either:
through psychological involvement and time, or simpiy through extra time put
into work in partFt{mevor full-time jobs. |

In several cases where Spouses.had, or were currently having, strong
conflict about the family image, the wives/mothers had envisioned a greater .
emotional and daily involvement of the fathers with their children qnd with
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the -family as a whole than actua]Ty existed. Two such mothers expressed
their feelings thus:

Mother 1: What he wants is just business and making money and
the whole rat race. I'd.like to talk about just myself,
and the baby every now and then, just nothing really,
not really a long conversation...To me, my family really
comes first before anything and I won't do anything with=
out consulting my family or thinking about how they're
going to feel about it. I wouldn't have cared really if
I 1ike my job or if we worked for somebody for the rest of
our lives or until we retired or whatever. As long as we
have a good home 1ife and we had a loving family and-could
share thxngs and we had food to eat and clothes to wear.
I didn't want us to be rich, but I wanted to be just able
to buy or to do whatever I wanted within reason. And
that's the way I wanted a family life. ‘That was my dream

+ for a family, but that wasn't my husband's.

Mother 2: One thing we do differ ,on. My father, all he. liked to do
- was fish and I had a]ways said that when I. got married and

had kids, I wanted us to do things as a family togéther.
Not just always be the mother and the kids going and doing
things. And so far that's the way it's been. It's just
been me and the kids going and doing stuff...Well, we
differ on that. And I tell him, 'well goSh, we're supposed
to do things as a family. We're a fami]y, we should do |
things together." And so far we haven' t )

“In at least three of these families, the fathers expressed the view that

[

fheir provider role sheu]d be suificient, or at least was the one with which
they felt the most comfortable. Here are comments from two fathers who had
‘beeh "absent fathers," a]theugh the first fether quoted had changed his
career direction drastically in order to 1imit its demands on him and to ¢
"save his marriage. He was, when interviewed, more involved with his fami]y.

but continued to stress the provider role, even though his wife has a good

job with good prospects for the future.

Father 3: As far as the working three jobs, I “think...due to the
history of my being gone and the history of my wife
being .the center of the house, you know, the center of
the family, the one that the kids went to, you know.

l ' . And there was not a great need for me here. I think

| - - . ¢
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that I probab]y in my own mind feel that I perform a
greater service by bringing home a 1arger paycheck 1n
supporting them.

Another curreht]y "absent father" in a family labeled “"conflict," the spouse/

?

of Mother 1 quoted above, said:

9

Father 1: I would rather Rave my-wife home taking care of our
daughter. Because I believe that I can handle the
pressures that go a1ong with working a job and still
being able to come back over here (to his own ‘business) -
because I'm used to it. I don't believe she could do
it...and I don't really think my daughter is missing.
much by that. I have to be as much of a Poppa as I can,
but I was raised by a Momma. And my Momma did a very
good job. The Poppa is not as essential in nurturing.

In other words, a woman is a better nurtur1ng parent
than a Poppa is.

Although these kinds of emphases on the primacy of the provide? role
for the father were extreme within theésamp1e——and were expressea by a
m1nor1ty of respondents——they inevitably were associated with relatively.
high Tevels of reported conflict between spouses and sometimes between
parents and children. In all families whjéh reborted having consideyéd
divorce, fhe fathers greatly stressed the imbortance of their provide;vro1é
at the expense(of other aspects of parental duties.

InbtwO additional fami1{es where the father had attempted to enhance
the family income through taking on an extra job~orhbusiness, he and his
w%fe appeared to have agreed that this was appropriate. But even though
the spouses were judged to §Zree on "the family image" in this sense, both
wives had responded to the absence of their husbands by becoming overwhe]med
with the duties of housework, parent1ng, and job (both were telephone '
company émp]oyees). In one househo]d the housekeep1ng standards had dyopped

drastically; the mother had ‘also relaxed discipline greatly with the children

to make up for her absence and feelings of guilt, and therefore felt as
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though she had no control over -them. As she.put it:
I know I need to be stricter on them than I"am, but being away
from them so much I hate to just stay on them. I guess I would
have to say that I just flat -give in to them too much because of

- my job. I mean, I don't 1ike being away from them so much, and
therefore I'm not strict enough in a Tot of things.

‘The mother in the other case was also unhappy with the state of the house-
work, and she expressed extreme énxiety about her children's behavior and

about the quality of her own performance as a wife and mother.

i

responsés.iqﬁ“togetﬁerness" families. Among the latter, there were two

general patterns evident in the interviews.. The fathers in "togetherness"

families appeared to have éénera]]y reached some kind of balance in the |

emphasis they placed on their job and’career and on their participation,in

family 1ife.' In several caSes.this'meant thatifhey (l)ihad turned down or

quit jobs which made excessive demands on their tfﬁé‘ang energy, or (2) that
.they had simply adjusted fheir career‘ambitions to a point where their jobs
or careers were not of greater importance‘to them than their families, or
at least were not in direct conflict with” them.

A Togethernéss response was more consistently associated in the Phase I

sample with a significant level of husband pafticipafﬁon in household and

o

child care chores than in the Phase II sample. The major exception to this
adssociation was with the Phase II Mexican American and Black families. The
fact that these husbands, in comparison to the husbands of fhe Anglo bank

employees--and to more than half of all the husbands of the Phase I sample--

- - . N
R . . : - .

were judged as not significantiy participating in the traditionally female

areas of hoﬁsehq]d and child care tasks would appear to be related to the
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of their role in these "father absent" and "conflict" families andlfathersf'

It is revealing to examine the contrasts between fathers' interpretations -

i




differences in their wives' work histories and jobs.

In previous sections ofxthis report, it was noted that whi]e‘gheventire
sample of Phase II's fema]g bank employees had tended to take longer and
hore numerous leaves from the work force for fami]y-re]ated reasons than
had their ‘telephone company counterparts, the types of jobs held by Phase
II minority women tended, histforically and currently, to be lower paying and
less prestigious than the Phase II Anglos' jobs. Although several of the
minofity femaies had or were beginning to develop greater involvement in
their jobs and careers at the time of the interQiews, their general level of
psychological and time involvement tended to be lower than that of the AngTo
bank employees. This difference seems clearly related to the fact that
their husbands were consistently less likely to have become significantiy
fnvo]ved in household and child care chores at home. This does not mean

@ .

that the husbands did not work at home, but rqther that they didn't do

%

regular amounts of gender-stereotyped work. In any case, several of these

husbands of women becoming more involved in their jobs were, when interviewed,

Tikewise becoming more involved in traditionally female tasks at home; their

families were labeled "Transiticn." 1In ofﬁer cases, the children were judged

as sharing a great deal of the housework and/or child care burden, thereby

easing the pressures on the mother and the stress on the entire family.

However, even wjthout the father's signiffcant participation in house-
work, several of these families had achieved a sense of "togétherness.” As
stated above, the Phase I sample revealed that such significant task sharing
on the part of the husband was not enoUgh to relieve the family Stress_of

the dual-earner schedule or the particular stresses of the wives' or hus-

0

" bands' jobs-—nof was it sufficient to unify the family.

b
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These data, along with the interview data oygra]], suggest some general

s -

points. F%rst, a change in gender-specific patterns of housework and child
care should not be the sole measure of family adjustment to dual-earner
pressures, although it is a; important_e]ement of this adjustment. Further-
more, -the amount of work také; on by the chiﬁdrén is c]éarly important as

a component of total family adjusthent, not simply as a measure of "effects

on children." In addition, the an]ity of family relationships appears to

be closely related to the time parenf§<aqd children spend in actiyjties‘

. together--working around-the home, participating in recreational or educa-

tioﬁa] activities, etc. It is this factor, the time spent‘together on a

ped

regular basis, whatever the'activit{e§ involved, that appears to enable a
family to geve109_a feeling of "tcgetherness." When time todether\if addedﬁ
to regular work sharing around thehome by all family members, ; strong
sense of shared identity and shared endeavor is more likely to develop.
This apﬁears to be crdcia] in families with as many. emotional and timé:

pressures to cope with as dual-earner families Wﬁth young children.

»
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L., SUMMARY AND RECOMMENDATIONS

At the outset of this project, it was argued that the impact of jobs

on families must be.studied from the job angle by looking beyond whether

the mother works outside the home (mother absence) and beyond the relative

-

income %nd status level of spouses' jobs. It was é]so suggested thag
"family" must be conceptualized inm terms broader than the relationships
between spouses or their gender roles. We therefore proposea to explore
hpw the ﬁgﬁgﬁé of women's jobs, as viewed by women and their husbands,
inf]uenées'thé system of nuclear famiiy re]ationshfps and a%}ects parents'
involvement with the%r chi]dren's schoo]s.'_

C . @ '(f’i
By and large, the two types of workplaces from which the women were

selected brovided g]ear constrasts in ferms bf some key Workp]ace character-

istics. These includegd differences in the overall autonomy that women

experience in their jobs, their wagej1e0e1s, the style’of supervision, and
the availability or f]exiEi]ity of'short term leave policies. In addftjon,

the phone company employees worked under contracts negotiated between the

Lo

" company and the Communications Workers of America, while the hank employees

were not unionized.-
k4

These contrasts between the women's work conditions were examined in

relation to the work conditions of their husbands and in ‘the context of

I3

their work and family histories. Evidence was presented whi ch suggests a

~ &

1ink between low autonomy and rigid short term leave policies in the jobs

of mothers and (1) greater stress and strain on the system of relationships '

within the nuclear family, (2) mothers' “feelings of parental inadequacy,

- and (3) lower levels of parent involvement in the schools. This lack of

flexibility in leave policies appeared to discourage fathers more than
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comparable rigidity discouraged mothers. It is important to add Fhat the
stress and pr;ssures of women's jobs tended:to occur with greatef“intensity
during the family system's most vulnerable time. In general, whéﬁ women

and men first enter the labor force, the jobs available to those without
higher education are low in péy and high in repetitiveness, long hours

and close supervision; our sample's phone company employees, although hired
with higher than average salaries, reported having started in the jobs |
éharacterized by the worst hours and the greatest stress and pressure, and
because of low seniority levels, fewer ;hdices about schedules and time off.
This tended to coincide with their childbearing and early childrearing
years, when the dependency of gma]] children always places greater demands
on parents. It is at this early stage of the domestic cycle that a father's
career may often receivé extra emphasis, and when he too is at a lower

level of seniority. For the group of women who currently work in

banks, the response to the combination of pressures from rearing very young

‘thildren and occupying lowpaying and‘unrewarding'ﬁobs had more often led

£o periodic departures of lengthier duration’from the labor force throughout
their early fami]y'histories. |

By examining the work and fdmi]y histories of the thirty married couples
in our sample we have concluded that many of the assumbtions, implicit or
explicit, which appear often in the 1iteratUré on working motheng, dual
earner ér dual paycheck families, effects of working mothers on children,

etc. must be ferreted out and carefully considered to actermine their con-

tinuing usefulness. .
. v

First and foremost to require reexamination is the continuing emphasis

on effects of working or. employed mothers, which rightly implies that the
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fact of mothers employment, the nature of her job and her attitudes toward

it, have s1gn1f1cant implications for families and children. However, this

‘fucus carries the additional and unwarranted implication that the fact of

fathers' ehp]oyment--and the nature of his job and his attitudes toward
it--ahe not equally significant in their impact on families and children.
Among the couples in our sample who are in their mid 20's to mid 30's
ahd among whom both parents have been working outside the home fairly
steadily for.the dukation of their marriéd Tives, it has been impossible

for us to separate the "effects" of one spouse's job from the "effects"

2

of the other's job. Indeed, we héve found evidence throughout our interviews

of connections between the job choices and career decisions, job levels,
salary levels, and attitudes towards jobs and careers of wives éna their
husbands. The husbands with the hi§her incomes within the sample tended to
have wives with relatively high incomes (although the majority of hquands

had. higher salaries than their wives); spouses tended to indicate similar

_levels of involvement in their work, although women--particularly telephone

company ehpﬂoyees--dvera]]’tended to indicate less satisfaction with their
jobs. than their hugbands. In cases where either the husband or wife was
more involved with their-  job/career than their spouse, ejther the more
involved spouse encouraged the other to (ncreaée their involvement with
their own career, or there was a greatér_iike]ihood that higher levels of
conflict in family relations would -be rehorted by spouses.

The interdependence of spouses' jobs and career decisions included the

- common occurrence of a wife either Teaving the labor force temporarily as

the result of a husband s job-related transfer, or--more common]y--her

‘changing companies:or jobs for the same reason, often thereby retarding’
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her own advancement within a company or wofk.career. A]thoughbthis had
occurred among both telephone company and bank couples, it had occurred
more often among‘the latter. On the other hand, more telephone company
couples reported- that the wives were able to assist their husbands in

advancing their education beyond high school with their own (the women's)

high salary and re]atfve]y secure employment, thereby enhancing their

husband's earning power.

The majority of these sacrifices of one's own job advancement to
accommodate that of a spouse were made by women (although they were seldom
described by respondents as "sacrifices"), and it was commonly assumed

(although not inevitably so) by both men and women in the sample, that

men's identities were more tied to their jobs and to their responsibilities

as providers while women's were in some basic way more tied to the family

and childrearing. However, in our interviews with parents, we aiso

'.observed an association among several indicators of the degree of cohesive-

-

ness or "togetherness" in nuclear family relationships and work sharing
patterns, with statements by both spouses that their spouse and parental
roles are at least of equal importance to their family as their wofk roles.
In families which we judged as "togetherness" in emotional tone and activity
patterns, fathers had often described making decisions at some point in
their marriage about their jobs, careers, or work schedules which were strongly"
influenced either by their own dest® to, or by other family member's need
for them to, be available at home. Among those families judged to be in a
situation of relatively high conflict, the overemphasis by fathers on their
provider ro]es-at the expense of other aspects of their family roles appeared

to be either a major cause of conflict, or at least appeared to have increased

Al

—
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the stress 1eve1s‘reported by their wives about child rearing, housework,
etc. |

Our study clearly provides evidence to support recent theories which
bosit that the greater the similarity of family and work roles between
spouses, the greater the marital so]idérity (except tﬁat in our study we
refer to family cohesiveness or togetherness). Oppenheimer's (1977)
theory of status compatibility among spouses in their jobs %s one such theory
we have mentioned. Simpson and England's (1982) theory of "role homophily"
is anothér. Both theories havé been advanced in contradiction to earlier
theories; particularly Parsons', which assume that ﬁarita] solidarity is
enhanced when spouses' roles are complementary or more "differentiated"
from each other.

Wé have also presented evidence for the importance of studying dual-
earnér families, or, more broadly, families of working parents, as»a total
system .of relationships, inclliding parental roles and relationships with
children (and although we have not looked at them, relationchips among
children would also of course be re]evant’. The tendenEy in the literature
to focus on the marital re]ationship and on gender roles specifically, in

isolation from the larger system of relationships which include, but are

not limited to, those two aspects of family relationships, may distort the

~data on families. Such narrow interests certainly limit the ability of

researchers to understand the full picture of the pressures and pleasures
in the changing lives of families today. We have observed that attention
to the amount of responsibility for housework/child care giVen children

in dual earner families can provide a fuller picture of the total family's

‘adaptation to their situation, and provide a different perspective from
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that offered, for example, by the study of fathers' chang{hg roles, or the
effects of working mothers on children.

We have seen in our interviews clear evidence in the contrasts between
phone company women's families and those of bank women, supporting our “
original hypothesis that the nature of mothers' jobs would have an.influence -
on family roles. However, we have concluded that thesé ”éffeéts“ can best
be understéod as taking place over time, and in a reciprocal interaction
with spouses' jobs and intra-family dynamics. The evidence in our data
support the idea that the womén in job§ with low worker autonomy which

were also rigidly supervised, experienced greater stress in the home, greater

fanxiety and doubts about themselves as parents, and tended v report more

conflict in their family relationships in general. There %s also eVidence
that the added strdins of employers' inflexible or inadequate short term
leave policies on families' emotionail énd time resources can discourage'
parents from involvement in their.chi1dren's schools.

As we have stressed in gar1ier sections, howevecr, family and work
histories; and family dynamics (including génder role. ideologies) aré all
mediating factors in the family/work relationship. 1In noting certajn
contrasts,in the family patterns and Work histories of femaie té]ephone
coppany emp]o&ees and the women bank employees of our sample, wé cpnfronted
the broader questions of whether the %grkers' perceptions and values regarding

their personal .and professional lives are shaped by their jobs, or whether

A

r

people select and remain with jobs which most c1bse1y suit'their perceptions
and values. We have concluded from our evidence that both are true, and
that people's choices and prioritiés for their careers and their families

develop and change in interaction with their working experiences and those

of their spouses. Furthermore, their "choices" are constrained in very real

531863




~ways by the realities of the labor market-—the different kinds of jobs

available for people of;different genders, racial/ethnic backgrounds, and

| the general state of the economy at particular points in their lives. While -

we have observed that.spouses tend to have achieved job levels which are
sihi]ar, their jobs are difficult to compare on the same scale,. since the
JObS held by the samp]e were universally gender- stereotyped Virtually

.all of the women occup1ed jobs wh1ch are "women's jobs," and thereby are

a part of what has been termed the "secondary labor market" of lower-paying

kY

and Tess secure jobs reserved for women and for m1nor1ty ma]es This points

to thefnecessity’to broaden the framework of analysis to include.the

structure of the job market and the differences in the availabjlity of jobs

for men, women, and m1nor1t1es " We have seen in this report's earlier

7
sections that an 1mportant fartor influencing men and wormen s assessment

of their jobs is-their percept1ons of the types of jobs available to them
and to people they know.. To some extent, “this includes spouses--and it may
account for the tendency towards "status compatibility," where one spouse's
awakened sense of opportunity often influences the other spouse's view of
their own opportunities:

| It appeared that the mtnority females in both Phases showed greater:
.to1erance of the negat1ve aspects of the1r current jobs because of a sense
of narrawer opportunltles and cho1ces. In Phase I, they expressed overall
a more positive assessment ofthe opportunities provided for their children
and fami]ies‘by their ke]ativeiy high salaries, as compared-to the Andglo
women. rn’Phase II, there was a tendency fpr the Mexican American and
Black females to feel privi]egedvtp ha working in banks, even though their *

salaries and jobs tended toward the lower end of the continuum of Phase I
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In order to fully understand the willingness of the Phase I females in

general to stay with jobs which made them so unhappy, and for Phase II

females to have moved in and out of the labor force over the years, one has

to take into'account the Timited Job opportunities avai]éb]e to women in
general, and to women with only a higﬁ school diploma in particular.

Evidence for this Timitation is Wide1y disseminated in the popular and.
scholarly 1iteraturei Even as this report is being prepared, a research
repoft_by the U. S. Commission on Ci&i] Rights, appointed by President
Reagan, reveals that "Blacks, Hjspanics, and women are unemployed and under-
emp19yed"in disproportionate numbers to whité males." The Commission con-
cludes that since these differences remain ac virtdé11y all educational
background and age catego;iés, twe must strongly suspect that discrimination
continues to be a factor. We have been unable to find any other explanation
fon'fhese persistent disparities" (Unit:d States Commission on CiviT Rights,
1982). |

The effects of discrimination are evident in the lowered expectations

 or the sense of a "job ceiling" by women overall, by minority women most

. especially, and by minority males as well. The effects appear to be

¢

cumulative in this sample. That is, at each stage of the sampled women's
work éangef and’the domestic cycle, decisions or opportunities had’been
inf]uencéd by earlier défﬁsions and opportunities (or lack of opportuniﬁfes),
as were berceptions of oné's job and dVera11 situation. ‘

In adﬁition, our research §uggests thag,the spouse of an emp1oyee and
her/his family as a whole develop a sense of what are acceptab1e o} "nofma]ﬂ

levels of stréss, acceptab]e‘or "necessary" levels of income, and so forth.
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This may explain how in the Phase II families, in particular the minority

o families, the emphasis on the importance of the wives' incomes to the

—

family was not as great as in Phase I families, even though the former's
salaries were much lower than the latter. This also, in part, had provided
a way for;sampled workers and their families to adjust ovér time to work-
place policies which may have been having a detrimental effect on them.

For example, in the Phase I sample, both spouses often stated that the

wives were less patient with the children and less able to separate their

jobs from their home 1ife than were their husbands. It appeared obvious

o

.

o

to the research team that this must in large part be due to sharp differences
~in job pressure and frustration levels reported by women and men in- their
Qjobs. However,ffew respondents made this connection. Instead, they
attributed the difference in response to stereotyped di fferences between

the genders or to idiosyncratic personality differences between husbandland
wife. Part of their adaptation te the’women's jobs, apparently, had been

to lose a sense of, or avoid open]y acknow]edglng, the extent of the ﬂegat1ve
influerce of the job on her and/or her family re]atlonshlps.

We have paid less attention to the implications of salaries and benefits,

.beyond noting that they are of great--if apparently dnequa]--importayce to
all wgrkers in the sample. By emphasizing the disadvantageous aspects of the

Q

rigid management and‘supervisory style of the telephone compaﬁy for the

.

families of our sample of workers, we have not intended to downplay the
advantages of their relatively high salaries and good benefits. Obviously,
their importance to the workers themselves, and to their families, made it
'worth the sécrifices involved in adapting to the supervisory sfyle. The

combination of a sense of job seuarity; high wages, good benefits, and other

”
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general advantages of union representation had'apparently contributed to the

greater company loyalty and stable work histories of the telephone company
employees in our sample. The‘relatively lower 1évels of compdny loyalty and
1éss stable work historiés of the current bank emp]éyees in our sample--
particularly for those in the lower level jobs--were in part tied to the
absence of the sense of job security, 1§Wer wages, and lack of clear procedures
and possibilities for advaﬁcement.

Qur findings clearly document that attitgdes and fealings towards jobs
are responsive to the actﬁa] work experiences and perceptions of opportunities
of men and wormen, and how these feelings can ihf]uence their family relation-
shipsl; This has very clear 1mp1ications for researchers, labor and manage-

o

ment, mental health practitioners and school and other officials interested
in the quality of life in families of working parents. - h

It would seem that research on dual earner families, in particular, but
family .research in general, would do well to‘attend to the larger labor market

and ecorfomic realities influenting the attitudes and decisions which men and

women today make about their work careers and their family roles. We have

indicated how this larger perspective is necessary in order to comprehend the
different kinds of sacrifices made by womeh and their families in our two
sample gfoups. At the same time, we have poihted outkthe importance of con-
sidering the effects of men's decisions about fheir work careers, as well

as the effects of their employers' policies on their fami]fes., In short,
family roYés and employment experiences are intertwined for men and women
through a process of reciprocal influences over the course of their work
careers and family cycle. Neijther Ane can be completely understood without

taking into account the other. Researchers should be aware that these
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cOhnectionsé%re not always seen by parents themselves, and that in-fact,

o

not seeing them may be one form of their attempts to adapt to the-often
‘conflicting demands of jobs and family, or to cope with feelings of quilt
due to difficult choices which have been made as a result of such conflicting

demands.

The importance to -family therapists or to those interested in occupational ’

health and safety of this lack of awareness of the effects of jobs on re]ation;
§H‘ps within the home on the part of women or men must be emphasized. The

fact that couples in the Phase I sample of telephone company employees tended
_Jo attriBute the differential effects of contrasting,job pressures to gender
or personality differences, appqa}éd to have enhanced the pressure women (or
their spouses) placed on themse]vés, rather than relieve it.

along with researchers, must learn to think beyond the confines of the family

Therapists, -

itself in order to grasp the. full sinfluence of jobs on fam{1y dynamicgh

For employers and personnel ﬁanagers, as well as for union officials
and Tabor act1v1sts, the 1mportance of recogn1z1ng the broader 1mp11cat1ons
for families of the‘choices and constraints which their policies impose on
their workers should be evident. We feel that our data, along with those of
other researchers (notably and most recently aftic]es in Aldous, 1582) are
beginning to provide concrete information aboutpthe ways in which 1eaves,
schedu]fng, style of supervision, procedures and opportunities for aévance-ﬂ
ment for women and minorities can influence the opportunities fof parents
and their children to work out sa%fsfactory home Tives together.

Our data provide striking evidence of a clear-distinction between the

13

effects of salary levels and benefits on workers' willingness to.remain

~with a company, and'the actual sqtisfaction of that wotier with the job
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and her/his accompanying attitudes towards the company. Our interviews

¢

with both telephone company and bank female employees, along with inter-
views with their husbands, indicate that joB satisfaction and involvement

are tied very closely to a sense of some control over the organization and
pacing of Qne's_wqu, style of supervision which allows feelings of regponsi— '
bi%ity to grow and devefop,,and the conveyancé of a sense of opportunities

to expand in knowledge and/or exPer{énce into new areas of coﬁpany‘operdtions.

The positive effects of these aspects of management--which include a certain

amount of flexibility in the application of family/personal 1eave'po1icies-—

o

on workers' attitudes towards their jobs, was consistently observed in odr
fnterviews with workers at various 1éve1s of skill and education. A1though‘
‘we have not focused on the implications of this ogservation for the |
| productivity :levels of workers, the relationship is a logical éne, and one
whieﬁlfuture research in the area of family and work will undoubtedly’ con-
tinue to explore. |

Suffice it to say thét_a simple focus on salaries and benefits to the .

exclusion of other aspects of work organization, supervisicn, and leave

-" - - - - -

policies--or vtce versa--will provide neither employers nor labor with a
full program for lowering turnover rates, increzasing company loyalty, or

increasing productivity among workers. And for those whose concern is to

°

supbort the familial roles and parental responsibilities of workers,
attention to all of these areas is crucial.
School administrators and personnel are among those with a vested

interest in the enhancement of working parents' ability to devote time and

. .
°

energy to he]ping their.children throQgh the educational process. An im-
portant part of that process is parental involvement in schools. Our

e
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interviews provide evidence that in dual-earner families where both parents

are employed full-time, employers' rigid;;hort—term leave policies tend to

~discourage parents' higher leVels of school involvement and, in particular,

such policies tena discourage fathers' 1nvo1vement even more than

mothers'. The survey research of SEDL's Parent Involvement in Educat1on
Project (19%2) prov1des further ev1dence that parents. 1nterest in involve-
ment in schools is independent of their educat1ona1 Tevel or occupational

status, but that the actua1 participation was 1ower for work1ng parents and

for single parents. More than 2,100 parents in the s1x5state region of the

Southwest often cited their experiences with schcol personnel as a contribu~
ting factor to their Tevel of involvement with school programs. In addition,

most parents strongly favored the planning of more schooi activities at times

when working parents could attend (5ta11worth and Williams, 1982).
indicat?ons are clear that employers, unions, and school personne1,
among others, should begin t6’recognize the important role that changes in

their po11c1es and plans can play in relieving the, 1ncreased burden of

stress and responsibility on working parents today. On the othershand, these.

same officials should also broaden their understanding of the ways in which
. 3

their own operations can be improved through paying attention to the needs

oflworking parents, and through increased -codperation in p1ann1n§‘between

schools, unions, employers, and organizations representing parents.
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APPENDIX A

£y

WORKING PARENTS PROJECT

The WORKING ﬁAQENTS PROJECT of the Southwest Educational Deveﬁopmené
Laboratory ds conducting a squ] jn—depth studquith selected families -
where both-mothers qu¥fathefs are employed full-time. The goal of the
study is to§1earn dhat husbands and wives think about the effect of their
JObS and work schedules on the1r family roles, and espec1a11y the ‘ways they
juggle the demands on them, as parents and as workers

The staff of the wor??ﬁg Parents Project, alony with the Nat1ona1
Institute, of Education, wh1ch has funded the project, hope that interviews
with parents about how full-time emp]oyment affects the everyday activitiee
of‘their families can provide information to influence the policies of
bueinesses, un{ons, schools, and‘other institutions and égeneies which
dea] with families. A ‘

Recent statistics indicate that by 1990 more than Ha]f of the~mothers
of preschoof,age children>will be working full-time outside the home.b These
figures indicate a significant change in the composition and functioning

[

of the"majdfity of American families. ‘ Through our ipterviews with husbands
’ N

"and wives, the Working Parents Proje&t hopes tb help translate these b]ain,

numbefs into more personal descriptiohs of real families where both parents

work at -the daiTy tasks of maintainihg a home, raising children and keeping
Y

the fami]y'together.

You have been suggested to us by the CWA Local 12321 as

-

someone with the kind of family we would like to interview. In particular

©

we wish to interview parents of young children between the ages of two and

1681’76
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12 with both parents employed full-time. We ahe interested. in including
iami]ies where the motheré work at different types of jobg where“the
' demands-"and rewards of her work are 1ike1y to be eifferent.
Therinterviews, to be conducted in your home or other place at Xour%
convenﬁenée, will deal with the following genera1 areas:
* What is it 1ike to be a full-time worker outside the home; what
are some of the special sat*sfact1ons and unique praoblems that

4 .
mothers experience in their paid employment.

**JWhatlis the effect of each parent's work experiences;on their
family Iife, especially in their re]ationships with theit chi]dhen.

* What are the concrete arrangehents that‘pahents have made to ensure
that their children are cared for and/or supervised during the
“time that both parents are‘at work; what do pagents think are the
good and bad aspects of these arrangements; how db they manage to
keep up with the educatiéna] needs of their children.

* ;ow are,housework and other}fami1y tashs_and activities orgahiied

to cope with limitations of available time together.

" Throughout the“tnterviews, the main focus will be in determining how

[N

decisions abeut housework, child care, educatior.. and family 1ife in generaT

_are made. We are also interested in’ the resourceS{and people that-you rely

-

- on to arrange ybur daily tives as-a two—working parent family.
The plan for the research vequ1res that we do three interviews per

fam11y, ?ast1ng an hour to an hour and a ha]f each Two 1nterv1ews will be

1

with the mother and one w1th the father We are aware that fam111es 11ke

_yours are very busxxand that your t1me 1s'precious. We will make every
effort to schedule interviews. at timeé which are;cbnvenient for you. In
) i * '_~ : 4 '

. R

179

<

N . .
N . . . - N

- s




-

GIE D R 4ED B WS GE Em

-

addition, we are offering $10.00 per interview to show our appreciation

for your help.
A1l of the information obtained from the interviews is strictly confi-
dential, ahd,in no case will the families participating besidentified. No

person other than the research staff will have access to the information

from the interviews, and any written reports based on them will not contain

names or p]acesbthat may identify the families. »

E3

THE ,RESEARCH STAFF .

o

The reseaich staff for this project consists of Renato Espinoza,

full-time resea-cher  and Theresa Mason, half-time researcher,'p1us some

_secretarial help. Renato Espinbza has worked in edutational research for

over 10 yeéks, deve1opjng materials and providing technical assistance to
programs involved in,parenﬁ education in several states. In addition, he
has had extensive experience 1nteryjewing fathers and mothers of all ages
and ethnic groups. He is married to a working woman and is the father of
two elementary §;poo1 age girls. Theresa Mason‘hds worked for four years
in research oh.fami1ies, and has'interviewed}men and women Tnusubjegts
ranging from their jobs, tﬁeir use of medical services, and their family
11ve§. Her research has been directed at‘he1ping human service
préviders improve their work with their c]iehts and communities,

For further information about thi; Project, please cdﬁtact:-

Renato Espinoza, Senior.Researcher, or @
'Theresa (Terry)'Maspn, Research Assistant
Working Parents Pfoject |

Division of Community and'Fami1y Education ‘
Southwest Educational Development Laboratory o
‘211 East 7th Street ° : .

Austin, Texas 787071 '

(512) 476 6861, Ext 355, 394, 396 - ; i
| S 170 180 ;
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ABOUT THE SOUTHWEST EDUCATIONAL DEVELOPMENT LABORATORY..

> The éouthwest Educational Development Laboratory is a private, non;
profit corporation_dédféated to educational research and development, and
to providing technical assistance to educatgrs in a six-state region; The
.workfng Parents Project is one of many projeéts-current]y underway at SEDL,
all dealing witb different aspect; of education and the rote of family,
schoals, and the community. The Working Parents Project is contained within
the Divisibn of Community and Family Education. |
A1l of our projects are subject to the review of our Division Advisory.

Board. The fo]]owing persons are‘curren% members of the Advisory Board:
Ms. Barbara wh1te
0K for Indian 0pportun1t1es
Norman, Oklahoma

Dr. Norma Hernandez

Dept. of Curriculum & Instruction

University of Texas at E1 Paso

E1 Paso, Texas .

Ms. Hester Herbster -
President
Texas PTA

Dr. Joseph Pete ’
" Asst. Superintendent for Elementary Education
Jackson Public Schools p
Jacksaon, Mississippi
Dr. Hugh Prather
Director of Instruction of E]ementary Schoo]s
Albuquerque Public Schools -
Albuquerque, New Mexico

Ms. ‘Mary Bryant

Executive Director

The Parent Center ,

Little Rock, Arkansas o ; .

p 171

P

B - G N o e

a

. - : : 3
. . .

¥




&

1

. .
.

»

.

[ .
APPENDIX B ' M1-1
FIRST MOTHER INTERVIEW

THE FAMILY.IN ITS COMMUNITY (How long 1ived there? Where came from?

Number nf “eIat1ves and fr1ends cIose by? How often see them?)

. INTRODUCTION TO HER WORK AND FAMILY HISTORY (Education? ‘Working mother? .

' How long married? Ages and sex of children? Her age? )

EMPLOYMENT (Jobs éhe has had? How felt about them? Why left them?
How‘famin influenced by jobs? How family involved in decisions
to quit; change, etc.? Child care arrangements and decisions,
criteria, how were ﬁade?) |

EMPLOYMENT WITH COMPANY LEADING TO CURRENT JOB (How came to company?
Previous jobs with company and reasons for change?):

DESCRIPTION oF CURRENT JOB (Nature of tasks3? Training received? Physical
sett1ng7 Soc1aI setting, co-workers, number and proximity? How
work load determined and. assigned? Variety in d§11y, weekly,
mUnthTy schedule? Closeness of supervision, Frequency and mode?
Tysé of decisions involved in daily work?)

SOCIAL RELATIONS AT WORK (Frequency and setting for socializipg at work
[talk about famin?]? Relationships with supervisors? How well
knows other workers? Socializing after work?)

FEELINOS ABOUT\EVERYDAY WORK (nggrding; challenging, sétisfying,

“interesting? Tiring, boring, repetitive, monotonous? Stressful,

pfedictab]e, relaxed?)’

. FOCUS ON REWARDS (Learning useful for other jobs within Eompany? Learning

useful in other settings [i.e., homey school, social 1ife, etc.]?;
Specific skills? Knowledge? Self-confidence? “Social contacts?

What about job most réwardihg? What about job least rewarding?)

172
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M1-2
3, FOCUS ON CONFLICTDOR DISSATISFACTION (How responds or ‘copes with stress,
pressure; conflict? Interpersonal conflicts with co-workers?
Conflicts with supervisors or managemenp? Role of union in
} conflict, gkievances?)- _
10. FUTURE WORK ORIENTATION (Has congidered another job Qithin the Company?
.Has considered ansther job, occupation, elsewhere? Knows how to
go about it [changingfé Discussed this with her family? How
would change affect Family?) -
11. FEELINGS ‘ABOUT COMPANY.“FAMILY-R%LEVAN%" POLICIES (Sick and maternity
leave? Shifts'gnd overtime? Vacation? Influence >f policies
on her family 11fe;_adaptatiogs?) .
17. IMPORTANCE OF SECOND INCOME TO OVERALL FAMILY FINANCES (Re]g}ive importance
of Mother's income; own or rent home? Speciai uses of mother's
income? dJoint-v/s separate accounts and bill payments? Approximate
total income for 1ast yéar? If income could be made up, would she
work?) , , )

12. EFFECTS OF HER DAILY WORK AT HOME AND VICE-VERSA - MOTHEB/(Good days
affect hdmeigégavior? Bad days affect home behavior? How'fam{iy
adjusts/responds to work affects?) ,

~13. LONG TERM EFFECTS OF WORK AT HOME AND VICE-VERSA - MOTHER (How positive 'ﬁ
;spects of work have affected héme behavior? How negative agpects
of work have affected home 1ife? What adaptations has family made

o to her work? What ada%;ations has job [or Eareer] made to her
S
family?) , gr -~ \
1€ time: |14. EFFECTS OF HIS DAILY WORK AT HOME AND VICE-VERSA - FATHER (How good days
Totherwise 0 ' , Lt
3 .general affect: home behavior? How bad days affect home behavior? How
guestion) o L :
family adjusts/responds to these work effects?)

o
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M1-3

LONG TERM EFFECTS OF WORK AT HOME AND VICE-VERSA - FATHER (How positive’
| aspects of work have affected home behavior? How negative aspects’

o% work have affected home 12fe? What adaptations has the family

madé to‘hié.work? What adaptations his work or career has made

to his family?)

THE FAMILY AND THE CHILD CARE/AFTER SCHOOL CARE SYSTEM (Current arrangements,
satisfaction, concerns? Alternatives considered, past experiences?
Criteria for selection of current choice(s)? Decision-making

yracess? Father participation in decision and implementation?




T

M2-1

SECOND MOTHER INTERVIEW

s

=AMEEY ORGANIZATION AND HOME MANAGEMEN™ (How does the fam119 manage to
take care of all everyday tasks needed to get everybody fed, dressed
and off to school/work; specific assignments, responsibilities;
fixed or flexible échedu1e; doesxeverybody understand and accept

system; how satisfied is she with the system)

. SPECIAL-RULES FOR CHILDREN AND THEIR ENFORCEMENT (Are there clear-cut rules

set down for cnilaren's penaviory/responsibiiities, oenavior with
siblings, other children, parents or adults; how are rules enforced;
by whomi how consistenti’ over time and between parents; techniques

" used; types of rewards and punishments used)

‘SIMILARITIES AND DIFFERENCES BETWEEN -PARENTS (Do both parents agree on

rules and techniques for enforcement; haw are disagreements handled)
~ 2
fts--individually or together--set rules for

RULES FOR PARENTS (Have pape

4

as parents at home, like never argue in front of

theig’own behaviy

children, set dside time to talk, protect them from work-related.-

their present systems;3h9w were decisions made; main factors °

¥

influencing system; effect of work content or schedules on system;

child care arrangements influence on systems-and rules)

| FAMILY COMMUNICATION (How much they talk and know apout4each other's

activities; is there a special time dr place for communication;
do all members participate; do they share hobbies; intereéts or
other actﬁvii;es ag a family or in pairs)

FAMILY TIME v/s PERSONAL TIME (Does she have much free time; what does

she do with it; how do other members of family feel about-it; are there

175
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13.
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reqular activities that the whole family participates in; how much

M2-2

p]anningvis there; what Jo they do in case of conflicts over personal
versus fami]j time; how much pa}enta1 control is.there over children's
time use; what do they do with- vacation tjpe-decfsions: timing, etc.)
FAMILY IMAGES ﬁNﬁ GOALS (Does she have specific-images or goals about
how she would 1ike family to Qe,,in terms of personal growth, indi-
vidﬁa1 pursuits, tone or quality of famiiy 1ife; are these images
or goals shared by other members; do current jébs.encourage/discourage
attainment of goals and how) :
INTERACTION BETWEEN FAMILY AND SCHOOL/CHILD CARE SYSTEMS (Relationship
with the schools, teachérs, and other caregivers; knowledge and
approval of content of education; similarity in philosophy; mutual

influences and participation) ]

PARENTING STYLE AND INFLUENCES (How she characterizes self as a parent;

what have been the main influences on her sty1e§fespeC'a1]y important
traits encouraged in children; methods and techniqueé used to

encourage them)

. - PARENT SELF ASSESSMENT (Things she does particularly well as a parent;

things she is disatisfied with ahd would 1ike to change; what has
she done toachange them or how she copes with feelings)

PARENTAL ROLE NEGOTIATION (How much doés Her husband share her views on
important traits and methods or‘techniquésn how ar?.disagreements

' resolved; what are areas of disagreemant--examp]eé)

ASPIRATIONS 4ND FUTURE'ORIENTATION (Are there lessons about 1ife or
work-related experiences she wants tovpaﬁs on to chf]dren;-wou]Q she
1ike her thiﬁdren to have a job Tike hers; do they talk about the

v

future; what is she doing to prepare them)

’ ‘ ‘ 176

 2%§%§§v | ; | L '15;6;




F-1
FATHER INTERVIEW

o

ZDUCATION AND EMPLOYMENT (Education and training; jobs he has had; how
felt about them; why-left them; how family influenced by jobs;
how family involved in decisions to quit, change, etc.)

2. DESCRIPTION OF CURRENT JOB (Nature of tasks; training received; physical

setting; social setting, co-workers, number and proximity; how

work load determined and assigned; variety in daily, weekly, monthly

schedule; closeness oﬁ'supervision, frequency and mode; type of
decisions involved in daily work)
3. SOCML RELATIONS AT WORK (Frequency and setting for socializing at work

[talk about family?]; relationships with supervisors; how well
. ; _ .

I'd

~ knows other workers; socializing after work)
4. FEELINGS ABOUT EVERYDAY WORK (Rewarding, cha11enging: satisfying,

~ interesting; "tiriag, boring, repetitive, monotomous; stressful,

. predictable, relaxed) ~

aQ

e B -

5. FOCUS ON REWARDS (Learning useful for other jobs within company; Tearning
‘ useful 1in other settingsr[i.e., home, school, gocia] life, %tc.];
spgcific skills; knowledge; self-confidence; social contacts; what
‘o about job most reward%;g; what about job least rewarding) .
6. OFOCUS ON CONFLICT OR DISSATISFACTION (how responds or copes with stress,
| préssure, conflict; interpersonal conflicts with co-workers;
conflicts with supervisors or management; role of union,{n confiict,
grievancas) | _
© 7. FUTURE WORK ORIENTAfION (Has considered anoﬁher job within the company;
has considéred énother job, occupatioh, e1sewhe}é; knows how to

= o

go about it [changing];pdiscussed this with his family; how would

change affect—family) = 177 ”
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3. FISLINGS ABOUT COMPANY "FAMILY-RELEVANT" POLICIES (Sick and personal leavey -

[0}

- shifts and overtime; vacation; inf1uence'qf policies on family 1ife;
adaptations) |
9. EFFECTS OF HER DAILY WORK AT HOME AND VICE-VERSA (Good days affect home

behavior; bad days affect home behavior; how family adjusts/responds

=Y

e

v z0 work effects)
10. LONG TERM EFFECTS OF WORK AT HOME AND VICE;VERSA (How posit{ve aspects
of work have affected'home behavior;ahow negative aspects ot wor@
‘héve‘affected home 1ife;”what adaptations has family made to his
work; what a&;ptations has job.[or career] made to'fami1y needs)
1. THE FAMILY AND THE CHILD CARE/AFTER SCHOOL CARE SYSTEM (Satisfactiu:, -
ﬁfoncerns) ‘ " _
12. FAMILY ORGANIZATION AND HOME MANAGEMENT (How satisfied with the system
the family has evolved to take care of everyday Egéﬁé; how satisfied
j with his own part1¢1patjon and réépbnsibi1i§jéss
13, RULES FOR CHILDREN AND PARENTS (How satisfied with'the rules used for

o

children and adult relationships and behavibr) :

Y

14. EVOLUTION OF FAMILY ORGANIZATION AND RULES (Main factors influencing’
development "of the system; especia11y'his job's iﬁfﬁuence bvqr\
form and/or content of system and rules)

15. FAMILY COMMUNICATION AND COHESION (How much he talks about and gﬁgﬁ§
about other member's activities; specia]atime or place for this;

how much free [personal time] he has;*how he uses it and how others

fael about it)

[

16. FAMILY IMAGES (Does he have images or goals of how ramily should be;

| Il are these shared by others; do your-jobs encourage the realization

of these goals)
178
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17, PARENTAL ROLE (How he characterizeé self as a pafen;; what have been
main influences; especially important traits 5r habits for
;hderQh; metéods or techﬁ}ques used to encourage fhem; something
he does particuﬁar]y well as a parent; something that He has
difficulties with; how he copes with it) *

18. PARéNTAL ROLE NEGOTIATION (How much does wife share views on important
traits for chi1dren and methods or ;echnfques; how are disagreeﬁents
resolved; what are some areas of disagreement in child related .
issues) ‘ \* #

‘{9: ASPIRATIONS AND FUTURE ORIENTATION (Are there lessons about life or”
experiences that want to pé;s on to children; would Tike chi]é.to
have job like his; do thsj/talk about work future; what %ﬁ he doing

)

to prepare child for futﬁre)
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Work Environment Scale Subscale Descriptions

s

1. Involvement

2. Peer Cohesion

3. Staff Support

4. Autonomy

'S. Task
~ Orientation
6. Work Pressure

7. Clarity

8. ( ~trol

9. Innovation :¢

10. Physical
"Comfort

ERIC

Aruitoxt provided by Eic:
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Relationship Dimensions

Measures the extent to which workers are concerned and
committed to their jobs, includes items desrgned to
‘reflect enthusiasm and constructive activit Y,

Measures the extent tb which worRers are frlendfy and
suppornve of euch other. : .

Measures the extent to which management is supportlve
.of workers’ and encourages workers to be support/ve of
each o!her C.

Personal Growth Dimensions

Assesses the extent to which workers are encouraged R
be self-sufficient and to make their own decisions. In-
cludes items related to personal development and growth.

Assesses the extent to which the climate emphasizes good
planning, efficiency and encourages workers to “'get the
job done”’. e \

System Maintenance and System Change Dimensions -

Measures the extent to which’ the press of work domi-

“

_nates the job milieu. . . .

Measures the extent to whlph workers know what to
expect in their daily routines and how eprIC/t/y rules and
policies are commuynicated. © .

MBasures the.extent to which management uses rules
and pressures to keep workers under control. '

mMeasares the extent to which variety, change, and new
approdches are emphasized in the work environment.

.Assesses the extent to which the physical surroundings
con!r/bu!e to a pleasant work environment.
B - 4

‘ | J

R

“

1/- i
. ) -

Family Environment Scale Subscale Descriptions

1. Cohesion

. 2. Expressiveness

3. Conflict

4

4. Independence

5.- Achievement

Orientation

6. Intellectual-

Cultural
Orientation

13
7. Active

Recreationa!
Orientation

8. Moral-

Religious
Emphasis

9. Organization

<

3 @

10. Control

™

Relationship Dlmenswns B

The extent to which fam//y members are concerned and

committed to the family and the degree to which family

members are helpful and supportive of each other. b
The extent to which family members are dllowed and
encouraged to act openly and to express their feelings
directly. ' s

The extent to which the open expression of anger and”
aggression and generally conflictual interactions are
characteristic of the family.

2
2

-

Personal Growth Dimensions

The extent to which family members are encouraged to
be assertive, self’sufficient, to make their own decisions
and to think things out for themselves.

The extent to which different types of activities (i.e,
schoo/ and work) are cast into an achievement orlented
or compem/ve framework.

The extent to which the family is concerned about
political, social, intellectual and cultural activities.

v

The extent to which the family participates actively
in various kinds of re\crea!iona/ and sporting activities. .

.
~

The extent to which the family actively discusses and
emphasizes ethical and religious issues and values.
* A

-

System Maintenance Dimensions .

“

Measures how important order and organlzat/on isin
the family ifi terms of structuring the family actfvmes
financial planning, and explicitness and clarity in re-
gard to family rules and responsibilities. '

Assesses the extent to which the faiily is organized in
a hlérarch?ca/ manner, the rigidity of family rulés and
procedures and the extent to which family members
order each other around. '

——— wy
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APPENDIX D -

T~

ETRST MOTHER INTERVIEW: CODING CATEGORIES

\- “- - ’

B . BASIC INFORMATION

FH WORK AND FAMILY HISTORY-CHRONOLOGY

MOT - MOTIVATION FOR WORKING, TAKING/LEAVING JOBS, FUTURE PLANS/DREAMS
ES EVALUATIVE STATEMENTS ABOUT. CURRENT JOB AND EFFECTS OF JOB ON HEA
- POL STATEMENTS ABOUT NORKPLACE POLICIES |

CONF RESPONSE QF SELF FAMILY TO CONFLICT, CHANGE, STRESS, DECISION- MAKIVG
-4/F ~ EXPLICIT STATEMENTS ABOUT INTERRELATEDNESS OF WORK AND FAMILY

PAR PARENTING/SOCIALIZATION RELATED COMMENTS

cC CHILD CARE ARRANGEMENTS, EVALUATION, REASONS, STANDARDS | .

192 v
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SECOND MOTHER INTERVIEW : CODING CATEGORIES

TA TASK ALLOCATION (THE SYSTFM)

CONF STATEMENTS ABOUT RESPONSES OF SELF TO CONFLICT, CHANGE,
NEGOTIATION AND DECISION-MAKING ’

’NF EXPLICIT STATEMENTS ABOUT THE INTERRELATEDNESS OF WORK AND

A FAMILY
PAR ~ PARENTING/SOCIALIZATION RELATED COMMENTS

FL FAMILY LIFE

cC ' CHILD CARE ARRANGEMENTS




FATHER INTERVIEW (THIRD INTERVIEW) : CGDING C&TEGORIES .

MOT

ES
POL
TA
CONF

WF
PAR
R
cc

MOTIVATION FOR WORKING, TAKING/LEAVING JOBS, INCLUDING

~ FUTURE PLANS/DREAMS

EVALUATIVE STATEMENTS ABOUT CURRENT JOB, EFFECTS ON HIM
STATEMENTS ABOUT EFFECTS OF WORKPLACE POLICIES
TASK ALLQCATION (THE SYSTEM)

RESPONSES TO CONFLICT, CHANGE, NEGOTIATION AND DECISION-
MAKING

INTERRELATEDNESS OF WORK AND FAMILY

~ PARENTING/SOCIALIZATION RELATED COMMENTS

FAMILY LIFE . Y

'CHILD CARE ARRANGEMENTS

194
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APPENDIX E

o

FIRST MOTHER INTERVIEM

1. THE FAMILY IN ITS COMMUNITY

How long lived there? Where came from?
Number of relatives and friends close by? How often see them?

Why picked th{é particular neighborhood? How Tike it for rearing children?

2. INTRODUCTION TO HER WORK AND FAMILY HISTORY

Education?
Did own mother work outside home?

Did she plan to work outside home after marriage? How did husband feel

-

, about -that? _
3. EMPLOYMENT AND FAMIL' 4JSTORY: INTERBELATIONSHIP

_/Jobs she has had? How felt about them? Why left them?
How family influenced by jobs? How family involved in decisjons to
) quit, change, etc.? f

Child care arrangements and decisions, criteria, how were made?

e : .
4. EMPLOYMENT WITH COMPANY LEADING TO CURRENT JOB
How and why came to company? |
Prev%ous jobs with comﬁany and reasons for change?

4

How did family influence changes made within the company or vice versa?

5. DESCRIPTION OF CURRENT JOB

Nature of tasks? Training-received? Physical setting? -
Social setting, co-workers, number anc proximity? “
" How work determingd and assigned?’ |

Variety in daily, weekly, monthly schedule?

Closeness of supervision, frequency and mode?

Type of decisions involved in daily work?

184
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First fother Interview (cont'd) - . . Page 2

6.

10.

SOCIAL RELATIONS AT WORK

" Frequency and setting for socializing at work (talk about family?)?

Relationships with supervisors? r

How- well knows other workers? Socializing after work?

e ' _ .
Is there a formal grievance procedure?

FEELINGS ABOUT EVERYDAY WORK

Rewarding, cha]]eﬁging, satisfying, 1pterest1ng?
Tiring,. boring, repetitive, monotonous? |
Stressful, predictable, relaxed?

FOCUS ON REWARDS

Learning useful for ofher jobs within tompany?
Learnming qsefu; in other settings (i.e., home,cschop1;,socia1 11ife, étc.)?
Specifi¢ skills? ‘Knowledge? )
Self-confidence? 'Sbcial contacts?

What about job is most rewarding? What about job is least rewarding?

FOCUS ON COMFLICT OR DISSATISFACTION

-

' P - f )
How responds or copes with stress, pressure, conflict?

Interpersonal conflicts with co-workers?

Conflicts with supervisors or management? -

FUTURE WORK ORIENTATTON | s

Have you considered anothér jpb,within the company?

Have you'considere& another job,-oﬁcupation, elsewhere? Do you know
how to éo about 1t’(chéng1ng)? )

Have you discussed this.witﬁ your family?  How would thange affett

family?

©
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v
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First Mother Interview (cont'd) N S Page 3
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11.

G
’

WORKPLACE POLICIES THAT AFFECT FAMILY/FAMILY LIFE

12..

13..

14.

Work schedule; can she adjust it to meet her/fami]j needs?
Sick and personal leave; flexibility, availability, penalties
Accessibi]ity‘to family and children; telephone use at work
Promotion and transfér within company; within city

Wages/sé1ary and benefits paékage; usefulness to family, options

~ What is your annual ihcome? Total family income?

Family effects on job, occupation, prohotion or transfer; has she
turned down promotions/relocations because of fami]y?f

2 .
IMPORTANCE OF SECOND INCOME-TO OVERALL FAMILY“FINANCES

ReTative importance of mo%her;s income. Own or rent a home?
Special u;es of mother's income? |
Joint vs. separate accounts and bill pgyments? ;
If income could be made up,-would she work? |

EFFECTS OF HER DAILY WORK AT HOME. AND VICE-VERSA - MOTHER

Good days affect home behavior? Bad days affect home behavior?

- How family adjusts/responds to work effects?

LONG TERM EFFECTS QF WORK AT HOME AND VICE-VERSA - MOTHER

How positfve aspects of work nave affected home behavior?

How negative\aspectsaof.work?haVé affected home 1ife? °

What adaptations has’ family made to her work? What adaptations has

job (or career)_ made to her family?

a
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First Mother Interview (cont'd) - | . Page 4

(Interviewer: At this point ask questions from Survey of Child Care form,
beginning with Questions #16 through yellow sheets for all children 12 or
under, After completing forms while taping their responses, finish the
interview with the following questions if you feel that they have not

already been answered,)

15. THE FAMILY AND THE CHfLD'CARE/AFTER SCHOOL CARE SYSTEM

&
L

Alternativés considered, past experiences with child care?

L]

Criteria for selection of current.choice(s)? Decision-making process? .

Father partﬁcipation in decision and implementation?

C
- =u =
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SECOND MOTHER INTERVIEW*

*(The interviewer, should be aware that while you are interviewing one parent
there are two parents in this household. Whenever it seems relevant or possible,
probe for the similarities and differences in the views and approaches of .the
mother and father towards caring for and rearing the children. If differences

- are mentioned, ask how these are resolved or handled. Do this throughout the

interview whenever it seems most appropriate. Of course, it should go without
sayin? that you constantly probe for the mutual effects of jobs and family
1ife!

1. FAMILY ORGANIZATION AND HOME MANAGEMENT

* How doeé the family manage to take care of'alJ everyday tasks needed
to get everybody fed, dressed and off to school/work?

* ‘Are there specific chore assignmentg, respon§1b111t1es for keeping the
household c]ean'and running? How are these decisions made?

®  Wno fakes most. of the'fesponsib111ty for seeing things get dbne?

* How satisfied aré you with the routine? |

° Has the routine changed much over the years? What do you think 1nf1uenced

the changes?

LY

2. HOUSEHOLD CHORES AND CHILDREN (Focus on elementary school aged children.)
. Do.the Ehi]dren have regular chores? What are they?
®* How wore these decided upon? What happens if the kidS'wang to change this?
* Who watches to see if the children do them?
* What happens if they don't do them?

a

* What is your reasoning for giving (or not giving) your children these
responsibilities? o ’ _ . -
* Do.you giveytheh allowances? Do you let them spend the money as they

wish, or do you influence their decisions? Why? 1

188




second Mother Interview (cont'd) | / Page 2

3, FAMILY COMMUNICATION

* How much do you and your family talk and know about each other's activities?

"OIs,there a spécia] time and place when talking is easier or when you
learn the most about each other's day?
* How much do you talk to your husband about your job? Vice versa?

* How much do your children tell you about their activities?

4, FAMILY ACTIVITIES

* What do you and the other individua]s in your family do for fun or
relaxation in your spafe time? (hobbies, recreation)

® How often or regu]af1y do you and the others partic{paté in these
.activities?

* ‘Do family members support or resist each-other's separate activities?

©

How are conflicts resolved”
* Are there activitieé that some or .all fém11y members regu]ak]y participate
in together? Give some examples. Does this take a lot of planning

or scheduling?

Y

5. FAMILY IMAGE
’ * Is your family Tlike what you'd like it to be? Is it what you'd always

_imagined or hoped it would be?

* Do you think your husband shares your ideas about the way a family should
be? What would he Tike fam{ly Iife to be 1ike? Have either of you
tried to influence the view of the other in thi¢ area? If so, how?

* Do you think your job contributes to or takes away from yOur desires for

your family life? How about your husband's job?

- - V - |
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Second Mother Interview (cont'd) | _ Page 3

6. INTERACTION BETWEEN PARENTS AND SCHOOL (Focus on e1émentary school aged child.)

* Does your child bring home schoolwork regularly? Do you have problems
getting him/her to do homework?

* Is there any special time/place to do homework? _

¢ ’Howcdo you try to enforce this? Dbes this method work? Do yé% and your
Husband‘agree on how to handle these things? If not, how do you |
resnlve your differenées?

¢ How much do you and your husband knowAabout‘your child's daily 1life at
schoo]? How do you and youf husband find out about this?

* Do you énd ydur husband approVé of the way your children are being taught?
approve of what they are being taught in school? Why? |

¢ HaVe you and your husband ever spoken to your chi1d's teacher about these
kinds of things? to a school administrator? Do you attend teacher's .
conferences regularly? PTA or parent meetings? Do you and your
husband égree on how to handle these.thngs? If not, how do you
resolve conf11§ts?. |

(Prove for effect of jobs or work schedules on all this.)

7. SOCIALIZATION TECHNIQUE

* Is there some trait or characteristic which you and your husband really
try to encourage your child(ren) to develop? What fs it?

* Why do you think this trait is so important?

* How do you try to instif] or encourage this trait?

¢ In thihking about it, do you-beiieve ybur job or work experience has

influenced you to value this trait?

D
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Second Mother Interview (cont'd) Page 4

8. PARENT SELF-ASSESSMENT

* What do you think you do particularly well as.a parent?
* What-are some aspects of yourself as a parent that you are dissatisfied

‘with and would like to change?

9. ASPIRATIONS AND PLANS FOR CHILDREN

* Are there lessons about life or work-related experiences you want to pass
on to your children?

. Would you like your children to have a job 1ike yours someday? Why?

* What wou]d you like ior your children to do when they are grown?

* What are you and your husband doing to prepare them for the world of work?

\

10. VIGNETfES
_ The following stories describe some situations that could come up
between parents and children. Please pretend that you are the parent of the
child presented in each story. Some of tie children 1n the stories will be
older or younger than your own ch11dren, but please go ahead and pretend
that you are the parent of that child. After listening to the story, tell

me what you would say and do. There is no right or wrong answer; this is not

rd

©a test,'so don't worry about that; just tell me what you would really say or

do in each situation.
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0 ‘ FATHER INTERVIEW

(Remember to be aware of similarities and differences with wife and how
they are resolved. Also remember to probe family influences in his daily

work and longer term career plans.)

1. EDUCATION AND EMPLOYMENT

Education and tréining

Major previous jobs; how he felt; why he quit/left them
How his family was influenced by previous jobs
How family affected decisions to. stay or quit on previous jobs

2. CURRENT J0OB

Nature of the tasks perfokmed

|

‘

AR

‘ l
‘l
3

‘

‘Physical setting

Social setting; social relations at work and after work
Work 1oadbassignments;‘variety of tasks

Decisions and supervision

3. FEELINGS ABOUT JOB AND REWARDS -

Everyday feelings; tired, bored, challenged, interested, etc.
~ Rewards; learning useful in other settings, specitic skills
Social contacts, self-confidence, etc.

4. CONFLICT AND STRESS

How he responds to stress, pressure

- R Sk Oy am om
.
.

Interpersonal conflicts with co-workers, supervisors

FUTURE WORK ORIENTATION

Plans for moving within same company, within same occupation

| o
o

Plans to change company or occupation, to relocate elsewhere
' Has family been consulted, involved in decisions about his job?
' Anticipated effects of change on the family

If salary were provided by Fairy Godmother, would you continue to work?

T




Father Interview (cont'd)

6.

10.

WORKPLACE POLICIES THAT AFFECT FAMILY/FAMILY L.LIFE

Work schedule; can he adjust it to meet his/family needs?

" Sick and personal leave; flexibility, availability, penalties

Agcessibi]ity to family and children; telephone use at work

Promotion and transfer within plant; within city

Wages/sa1ary and benefits package; usefulness to family, options

What is your annual income? Total family income?

Family effects on job,>occupation, promotion or transfer; has he
' turned down promotions/relocations because of famiiy?

EFFECTS OF DAILY WORK AT HOME AND VICE VERSA

How good days affect home behavior and relations
How bad days affect home behavior and relations
How does family adjust to/respond to work effects

LONG-TERM EFFECTS OF JOB/WORK AT HOME AND VICE VERSA

How positive features of job have affected family life

How negative features of job have' affected family life '

. Adaptations of family to his w%rk/career/ogcupation

Adaptations of work/career to family rieeds

FAMILY ORGANIZATION AND HOME MANAGEMENT .

How satisfied is he with routine that family has developed?
How satisfied is he with his own participation in daily routine?
How is the routine decided upon? How are conflicts handled?

FAMILY COMMUNICATION

How much does he know about other family members' activities?
Is there time, place or occasion when they talk?

How much does he and hisghife‘ta1k about each other's jobs?

" How much do children tell him about their activities?

13 RU4
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Father Interview (cont'd)

:11
£
v

14,

FAMILY ACTIVITIES

what does he do for fun and relaxation? How often?

What does the whole fémi]y do for recreation? Socia1v1ife?

How are family and individual activities coordinated, scheduled? How

are conflicts resolved?

. FAMILY IMAGE/IDEAL FAMILY

"Is your family like WQEt you'd like it to be? Is ft what you had

imagined or hoped it would be?

Do yeu think'your‘wife shares your ideas about the way the family
should be? How are they di?ferent? Have either or you tried to
inf]ﬁence the other in this area? If so, how? |

Do you think your job contributes or takes away from your desires for -

.. your family 1ife? How about her job?

SOCIALIZATION TECHNIQUES

Is there a trait or characteristic that you and your wife ree11y try

to encourage your ch11d(ren)'to develop? What is it?

»Why do you think th1s trait is so important?

How do you try to 1nst111 and encourage this tkait?
Do you be11eve your job or work experience has 1nf1uenced you to value
this tra1t?

PARENT SELF-ASSESSMENT

- What do you think you do particularly well as a parent?

What are some aspects of yourself as a parent that you would like to

change?

~ | v 719i3()55




Father Interview (éon‘d). - . ' Page 4

15. ASPIRATIONS AND PLANS FOR CHILDREN
Are there lessons about 1ife or work-related experiences you want to

pass on to your children?

S .

Would you 1ike your chi]d(ren)~to'have;a job Tlike yours someday? Why? ¢

¢

i

o

o .
. v . .

Nhaf would you 1ike for children to do when they are\grown?

What are you doﬁng to pfepare them for the world of work? C @
16. VIGNETTES *‘
The following stories descffb% some situations that éou]d come up
between parents and éhi]dreg. P]e;se pretend that you are the parent
of the chi]& preséntedbin each story. Some of the children w111 be
older or younger than your own ch11dren, but please go ahgdd and pretend

that you aré the pa?ent of that child. After 1isten1ng to the stary,

tell me what you would say and do. There is no rigﬁt or wrong answer;
this s not a test, so please don't wokry about that; just tell me what

you would really say and do in each situation.'

~
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VIGNETTES: LIST, OF STORIES AND PROBES

Story 1

You and your husband (wife) are going out for the evening. As you say goodbye
to your six year old, dJohn, he begins to cry very hard, crying for you not to
go. He doesn'f seem to be s1ck and the babysitter has stayed with him before
w1thout any problems.-

Story 2

Your ten year old daughter has been studying for a math test she is dreading.
The morning of the test you notice her stalling around, about to be late for
school. When you remind her to hurry up and go to school, she says she is

sick.
Story 3

You haye been working hard all day ard are feeling tired. You finally:sit
down and begin to relax. You have started reading the newspaper or watching
TV when your nine year old ca]]s for you to come and look at something She
did 1n her room.

‘Story 4

You made an agreement with your ten year old son to do a part1cu1ar househo]d
job for extra money. This is the f1rst time you have worked.out a money
reward for his doing any extra chores.” When you inspect his work you find
that he has not done a good job, yet he st111 expects to get pa1d

Story 5 : C
The-school pr1nc1pa1 has just called you at work: Your six year old één\ rg

Ronnie, has been in a fight at school. He has a black eye and a cut 1ip; so [

does the other student.- Ronn1e says the other boy started it by calling h1m

: - :
a "punk." . ‘ - i
. 4 . :

Probes | , .
a. What would you do?
b. Tell'me the reasoning behind your response.

c. What do you think are the thoughts and feelings of the people -in’this
story? ® ’

1
1

d. How woJ]d your husband/Wife participate and respon& if he/she were-
present? Would you be likely to disagree on how to handle this? If
so, how would you work this out? . '




- relies heavily on the concept of "environment press,

APPENDIX .F. ADDITIONAL ANALYSES PERFORMED WITH THE WORK AND FAMILY
ENVIRONMENT SCALES -

“In an e.fort-to obtain an independent and easily quantifiable assess-
ment of important aspects of the jobs and the families in the sample, the

Work Environment Scale and the Family Environment Scale (Moos, R.-H., and
. .

Others, 1974) were administered to both husbands and wives. When these

particular instruments were suggested by one of ‘the outside reviewers,

there was concern with tne amount of additional time that it would re--

quire to complete the forms.: .The full scales consist of 90 statements

each, which are, answered true or false in separate answer -sheets. In

V

order to ma1nta1n f%tegr1ty of ‘the actual 1nterv1ews, the decision was made
to give subjects a 40- 1tem Short Form of the Work Env1ronment Sca]e in
advance, and a 40- item Fam1]y Environment Scale for ‘them to f1]] out during
the interviews. ) |

’ The'work EnvironmentFSE%]e‘(wES) and the Fami]y Environment Scale

(FES) are based on a conceéptualization of the nature of the social climate

of various social groupings. The conceptual background for the various

scales_developed was presented by Moos in an overview (Moos, 1974), and

a characteristic of
social environments which 1s-1nfenred to be related to each one of the
major dimensions-a]ong“Which social environments are structured.

, The fina] 90 1temé selected for inclusion in each scale were taken
frdm a larger eoo] of items administered to large samples. Details of
the test construction methodo]ogy used are presented in Moos and Others
(1974). |

The Work Environment Scale (WES) wasidesigned to assess the social
c]iméte of a]]'types of:nork units. - l}’fOGuges on the measurement and
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description of the interpersona] relationships among emp]oyees and between
managers and emp]oyees, on the d1rect1ons of persona] growth and deve]op—
" ment wh1ch are emphas1zed in each work unit, and on aspects of the basic -

- organizational structure of the work unit. _ N .

. 0 v .
. . 4

The 90 items of the Total Scale and the 40 items of the Short Form

.are organized in the form of ten (10) sub—sé?]es and arranged within
three-(3) major dimensions. The dimensions and scales for the Work Environ-

ment Scale are:

Relationship Dimensions

1. InvoTlvement “ Measures the extent to which workers are
' concerned and committed to their jobs;
includes itew. designed to reflect enthu- .
siasm and coqstﬁhctive activity. . - .

", 2. Peer Cohesion Measures the extent to which workers are
friendly and supportive of eath ‘other.

Staff Support Measures the extent to which management i~
support1ve of workers and encourages WOrkers
to be supportive of each other.

o

Personal Growth Dimenions

4. Autonomy Assesses the extent to which workers are
encouraged to be self-sufficient and to make -
their own decisions. Includes items related
to personal development and growth.,

o

5, Task ' Assesses the extent to which the climate em-
- Orientation .phasizes good planning, efficiency and en-
: courages workers to "get the job done."

* System Maintenance and System Change Dimensfons

6. Work Pressure Measures the.extent to which the press of
. . work dominates the job milieu.
7. Clarity Measures the extent to which workers know.

~what to expect in their daily routines and
how explicitly rules .and po11c1es are com-
municated.

. _ ] 4 K B . '_ - .
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8. Control Measures the extent to which management uses

rules and pressures to keep workers under -
control. ° :
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9. Innovation ‘Measures the extent to which’vériety, change,
: and new -approaches are emphasized in the work
environment. :

10. Physical ‘ Assesses the extent to which the’physical
Comfort surroundings contribute to a p]easant work

environment.

The Family Env1ronment Scale was designed to assess the SOC1a1 climates

of a11 types of families., It “focuses on the measurement and description of:

the 1nterperspna1 relationships among.famjly members, on the directions
ofigersona1 growth which are emphasiZedAin the fami]y, and on the basis of
oﬁganizétiona] structure i;‘the.family. .

The 90 items of the full scale and the 40 items of the Short Forﬁ are
organigedlinto ten (16) sub—éc;%es within the ;hﬁee'(B) major dime}sions
of social climate. They erefas follows: “

Relationship Dimensions

1. Cohesion The extent to which family members are concerned

' and committed to the family and the degree to

which family members are helpful and supportive

oo of each other.

_ 2. Expressiveness The extent to which family members are allowed
: L and encouraged to act openly and to express

their feelings d1rect1y /

3. Conflict The extent to which the open expression of -anger
h and aggression and generally conflictive inter-
—_— o ~actions are characteristic of the family.
‘f.’} f’" .o »
RN Personal Growth Dimenions
4., Independénce The extent to which family members are en- -

couraged.to be assertive, self-sufficient, to
make their own decisions and to think th1ngs
out for themselves.

5. Achievement The extent to wh1ch different types of

‘ Orientation - - activities (i.e.,- school and WOrk) are cast
S ' . into an achievement oriented’or competitive
i framework. '
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"Phase I,

6. Inte]]eCtua];

Cultural

Orjefitation -

£

7. Active

.Recreational

Orientation

8. Moral-
Religious

Orientation

9. O0Organization

10. Control

The re11ab111ty and validity data support1ng these sca]es has been
accumulat1ng since the pub11cat1on-of the Scales in 1974.
Others 1979, for an.AnnotQted Bib]jogﬁqphy.)

Vo . ) .
~accompanied the Scales was entitled,

" Moos and Moos (1981).

System Maintenance Dimensions

The extent to which the family is concerned
about political, social, intellectual and

’ cultural activities.

The extent to which the family participates.

actively in various kinds of recreational and

sportjng activities.

The extent to which the family actively dis-
- cusses and emphasizes ethical and religious

jssues and values.

i

Measures how important order and organization

is in the family in <terms of structuring the '

- family activities, financial planning, and

explicitness and clarijty in regard to family
rules and responsibilities.

Assesses the extent to which the family is
organized in a hierarchical manner, the
rigidity of- family rules and procedures and
the extént. to which family members order each
other around.

(See Moos and
The 1974 manual which

"Preliminary Manual." Separate

vmanua]s with;reVised normative data were published by Moos’ (1981) and

In“these defiﬁitive_manua1s, unfortdnate]y, all

mention of the Short Forms was omitted:

The potential difficulties involved in using scales based on four

items were apparent when the data from the first year sample was ana]yzed.

The raw scale score means and standard deviations for the normative

sample were used as a baseline to compare our first year sample; tentative

November 30, 1981).

Fam11y and Community Studies PrOJect September 1,

a3

+ findings were reported in ou% Interim Report (Fourth Interim Report,

1981 to.

Pre11m1 ary ana]ys1s of the item= sca]e correlations
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(Alpha Coeffjcignts) had cast doubts about the re11ab111%y of the scales
and the profiles derived from them, so it was deciced to administer the
full 90 items to the second samp]e-in.an effort to increase.the re]iabi]ify
of the scores to be derived. A comparisoﬁ of the reliability estimates

27), for the 40 items of

obtained for the 40 1temAShort'Form of WES (n

both samples combined ((scores only for first 40 items, the same ones used

"for the Short Form, n = 53) and the full 90 items form admfnistered to be

second sample (n = 26) is presented in Table 1.

The Alpha estimates for.the.ten sub-scales of the Work Environment

“Scale range from .00- to .80 for the first phase sample, from .02 to .77

for the total sample and from .47 to .83 for the’90 item version used with

the second phase sample. It is clear that increasing the sample size did

not increase the Alphas; on the cbntrary, five estimates were lower and
five were slightly higher. The uge of nine items for each scale, on the

other hand, had some marked effects.: Ih sca]eg 1, 3, 9 and 20 itlincreased

- the Alphas .18 or more in Ye]afion to“thdse for the 40 item Phase I sample.

However, on scales 4,'6 and 7 the Alphas using nine items‘decﬁeased,

-

castﬁng,doubts about the magnitude of the improvement achieved by using the

‘90 items version.

The picture thdt emerged from the re]iabi]ity~estjma£es cdmputed'for

‘:the Family Environment Scale, presented in Table 2, was even more dis-

o

couraging. For the First Phase sample, the 40 item scale yielded only ,
one A1pha above .60 and three at about the .00 mark. The increase in

sample size had an overall effect of increasing some Alphas, but it also

1

. decreased others which had been stronger in the First .Phase sample. The

£

~use of 90 items (nine items for{each scale) improved the picture, but

stil1 it Teft only two scales above .70 and four scales below .50.
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After the first year data had been ané]yzed, several attempts were

made to combine items and scales on the basis of their phychometric

characteristics and in a way that made interpretation of the scores de-
rived more meaningful,in £erms of the interests of the study. Items were

- selected from scales on the-basis of their item-scaie correlations and

*
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having close to an evenAspiit. Three scales were created with items from

the Work .Environment Scale and labeled #'Interpersonal Re1ationsh{ps,“

“Autonomy/Se]f—motivation,“ and “Pressure/Control," with A]phas of .80,

.83 and ;71, and 10, 15 and’seyen items respectively. Adding the Second
Phase sample, tﬁelreliability estimates were re—computed”for the new

scales. ne tota] sample estimates are .81’f6r Interpersonal Relationships,
H.74 fof Autonomy/Se}f—moffggtion and,a low .47 for Preséure/Contro].

A éimi]ar reasoning andzprocedure guided attempts fo derive some
meaningfu] scales using items ffom the Family Envirohment Scale. This was
gven more importént,'since the original scales had eXtremely Tow- Alphas
to begihHWith. Three scales wére constructed using the same criterié as

-befqre, striving for interpretability as well as higher reliability. The

sCa]es.were labeled "Cohesiveness" (8 items, Alpha = .70); "Openness" (9

itéms, ATbha‘= .48); and "Organization" (5 items, Alpha = .62). When the"

new scales were tested usihg data from_the tgta] sampTe, the added sub-
jects affected the Alphas of two of the threévécales; they were.71 for
Cohesiveness, .?2 for Openneés,_énd .42 for Organiéation.

Attempts to derive profiles for jobs and family types by using the
moreimanageabae but still somewhat unreliable sca]es‘were,‘for the most
part, blind a11eysi One prqcedure tried‘with the First Phase sample is

called Hierarchical Grouping Analysis (Ward, 1963). It involves a pro- C ‘

l , " cedure to identify subsets of objects (in this case, people) which are
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more similar to each other than they are to peop]e in other subsets.

”S1m11ar1ty“ is defined in terms of profiles or patterns of scores on one

or more var1ab1es. ‘Once a set of meaningful "profiles" have been empiri-
cé]]y extracted from the sample, individuals are assigned to that group
~to which‘their own score profile resembles most.closely.
- Using the revised three scales made up with WES items, the scores
of the men and women of the first sample were used to generate three

"job profiles." These empirically defined profiles were interpreted and °

labeled as "Good Jobs,”.”Dead-end Jobs," and "Bad Jobs." ~"Good Jobs" were
characterized as having high (positive) Interpersoha] Relationships, high
Autonomy/Self-motivation, and Tow Pressure/Control. Those jobs labeled as

"Dead-end jobs" are characterized by poor Interpersonal Relationships, no

Autonomy or Motivation and very low Pressure and Control. Fina]]&, "Bad

° Ed
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Jobs' ere-charactérizgq by bad Intérpersona] Re]ationships,~no Autonomy
or Motivation, and high Pressure and Control.

Whep individuals were then assigned, on the basjs(bf their own
pattern of scores, to the profile that best fit them, some {nterestfng

patterns appeared. Among the Good Job holders, there Were four couples,

iz

and the three closest patterns be]onged to three profess1ona1/manager1a1

level job holders. The Dead-end Job ho]ders are four men and on]y one woman;

o

Duri%g the in-depth 1nterv1ews, they all had expressed fee11ngs of boredom

L&

in their current jobs; t hey were either waiting for a natural termination
(retif?ment or discharge) or looking around for someth1ng else; they felt
wasted, unchallenged and over-qua11f1ed. A1l but one were minorities and
all have unrealized higher:expectations for themselves. Among thé“Bad'Job

holders, all but one are phone company employees,-including two phone

s S - © 203
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company couples. " In other words, all but one are e1ther female, phone
company emp]oyees or both

A similar methodology was used to generate "Family Profiles" using
the scores from the First Phase sample. In this case,‘however, since the.
scores of husbend-wife refer to the same fam11y, the scale deveélopers
suggest that a "family score" shou]d.be used, as thevmean of husbands' and -
wives' scores 1h each scale. This results in a'more attenuated distribu-"
tion, since extreme scores tend to be pulled=in toWarde the mean. The

scores from 28 individual$ responding to the FES were used to generate

empirical profiles. The four group profiles were not easily characterized

. by simple labels; therefore, they will be described as Types I through IV. é

Unlike the job profiles, the labels "good" and "bad" are much more subjective

are highly cohesive, but. very closed to outside idees or activities,'and are
moderate]y_disorgenized. Type II fami]fes are low in cohesiveness, moder-

ately closed to the outside world, and prefty organized. Type IiI families.
are low in cohesiveness, neithervopen nor closed, but extréemely disorganized

in time and space. Finally, Type IV families are cohesive, open and ™ ...

|
|
|
;and thus were not used. Type I families are tight, closed and messy. Theyb '“

"organized.

The ass1gnment of families to- Types on the basis of their scores
proved to be informative about the relative usefu]ness of ! obJect1ve
measures when there is a wealth of information and know]edge of individuals
and families obtajned,through in-depth interviews, such as those conducted :
in this study. The researchers found them§e1ves judging the results of
the'quanﬁitatiJe'ana1yses, scores and indices in 1ight of this knowledge
about the families, and .thus trying to "explain'- why e family known to be

riddled with conf]ict and dissention could be grouped together with other
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families known to be cohesive. Part of the problem was found in the use

of “family" scores as opposed to "individual" scores. When individuals

‘were assigned to Family Types on the basis of- their 1nd1v1dua1 scores,

only four couples ended up in the same type. The use of family scores

to generate the actual profiles reproduced, with some variation, the basic
four types.
As a final attempt to make sense out ef the quantitative data and
to relate in somebwayzwork environments and famﬁ!y envirenments, the
three scores of each scale wefe used to generate just two profiles of jobs

and two profiles of,families. The profiles identified could easily be

labeled "Good-Jobs" and "Bad Jobs" and "Positive Family Environment" and .

and "degative Family Environment." Not surprisingly, the Good Jobs had

positive interpereona1 re]atibhships,'a certain amount of aUtonomy and low
pressure’ and control. The Bad Jobs were the mirror image; poor interper-
sonal relationships, no autonomy or self-motivation, and a higher degree,

of pressure and control.

The Positive Family Environment was characterized by high cohesive-

ness, openness' and independence, and organization. Negative Family Environ-

ments were very low in cohesiveness, closed, and disorganized.

Various ways of examining the resulting classification .of individuals

“and couples were tried, and no clear trends or associations were found

between the quality of work and family environments. Again, the in-depth
knowledge gained about the individuais and families through our interviews

was used to judge the adequacy of the assignments of individuals and

fam111es to the various groups. Quality of family 1ife was cross-classified

with quality of women 's JObS, resu1t1ng in a two by two c]ass1f1cat1on

table that simply 1nd1cated that in the samp]e there were more Pos1t1ve
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Family Environments.and more Bad Jobs, but no significant departure from .

‘the expected cell frequencies. A similar table using the quality of men's

jobs and iami]y Environment was equally unrevealing. A similar table

.,1nc1ud1ng only couples in which both had either Good or Rad Jobs again did

not reveal associations betweén the dUa11ty.of the jobs and Family Environ-
ment as measu%ed by our quantftat1Ve scales, whjch for the most part, in
order fo be- interpreted, required ouf additional. knowledge about the
families, their work Histories and theﬁr perceptions of their cdrrent
working conditions and family life.

A1l the analyses discussed so far were baséd on our own version of
the scaTles conStructed from items administered to the sample, and for the

most part uéing the first year sample data. Given the prob1éms encountered

. with generating profiTes and groupings, this Tine of analysis was not

pursLed with data from the second phase sample. Instead, we reverted back
to the original formulation of the scales, and used eéch of the ten sub-
scales as a separate score. Since the authors brovided tables bésed on
their norhative~samp7e, standard \scores were obtained. These scores are

normalized with a mean of 50 and a;standard_deviation of 10.

The Work Environment Scale standard scores were analyzed using a

three-way analysis of viriance design, with Phase I and Phase IT, called

“here "wife's workaace” (or simply workplace) as the first independent

variable; Gender, uséd'for husband/father and wjfe/mother.as the second
independent Qariab1e; and Ethnicity as the third independent variable,
with Anglo, Mexfcan American and Black groups. The dependent variables
were the'ten sub-scale standard scores for the?Work Environment Scale and
the 10’sub-sca1e standard séores for the Family Environment Scale. ATl
the scores were obtained by scoring the first 40 items in Eg;ﬁ the First

17
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énd Second Phase samples.
. For those sub—scg]es in which there are either significant main
¢ effécf?, interactions, or strong trends (P. = .10 tb .15) a full table
with cell means and a»Source TaB]e wf%] be presented. For tﬁose scales
in wﬁich group differenceé do not reachlsignificant’1eve1s, only the
cel};means'hi11 be éresented. Since these are standard scores, their
deviation from the norm mean of 50 is of some interest as a gross charac-
terization of the. jobs held by these gfoups. The number of cases used
for the Work Environment Sales is 56; data was not available for two Black
males and one black female from Phase I, énd %or one Mexican American male
. in Phase II.

1., Involvement is described as "the extent *o which workers are con-
cérned and committéd to their jobs." The three-way analysis of variance
is presented in Table 3. Only the WOrkp1ace“by Ethnicity 1nteractﬁon

- . reached significénce, due in particular to the extremely Tow involvement

of the Mexican American husbands ofibank employees. These men; with only
one exception, had thelleast desifab]e jobs overall, and so did their wives.
This cohtrasts with the re]atfve]y hiéher involvement reported by both \
Anglo and B1ack men and women of the Second Phase. Compared to the norma-

tive sample, the men and women of the First Phase have low involvement,

while those of the Second Phase are closer to the norm.

, 2. Peer Cohesion is described as "the extent to which workers are
frienﬂ]y and supportive of each other." The analysis of variance did not
indicate any significant differences or trends. The Cell Means presented
in Table 4 indicate that overall, these men and women experience lower

cohesive relationships than the norm, and this effect is especially marked
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‘the phone company report a much lower level of. support than the women

managers, a fact that was very clear during the in-depth interviews.

for minorities.

3. Staff Support is described as "the extent to which management is

supportive of workers and encourages workers to be supportive of each
other." The analysis of variance reported in Table 5 indicates a signifi-

cantbinteréction effect'for Workplace by Gender. The°womén employed by -

employed by the banks. The husbands of bank employees, at the same time;
tend to report low levels of support in ﬁheir respeﬁtive jobs. There is

a Weak tfénd for a three-way interaction, ;ef1ect1ng the very low scores
of B]atk women working for either employer and the low scores of the
Mexicah Amerigan husbands of bank employees. Compared with the norms, .

Anglo women working at the banks report above average support from their

4. Autonomy is described as "the extent to which workers are
encouraged to be ée]f-sUfficient and to make their own decisions." The
anaiysis of variancé is presented in Table 6. Both the Gender main effect
and the Norkp1ace by Gender interaction are statist%ca]]y significant.
First, women report sfgnificant]y 1e§s autonomy 1in their jobs than men;
men are overall near the mean for the norms, while women's jobs had’ ‘
rebbrted scores which average more than oﬁe standard-deviafion below the .
mean. The Workplace by Gender interaction con%irms our 1n1t1a1'observation
that the wohen at the phone company perceived their jobs as extremeiy Tow o
in autonomy. There were no differences between two main jobs 5amp1ed,{
those of Operator and Service Representative, which were expected 1n1tfa11y

to represent extremes in a continuum of skill, income, autonomy and

prestige. The situation for women who work for the banks, on. the other

hand, is clearly better in this regard. Overall, they report more
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autonomy than the men, and this is particularly 1nf1uenced by the above
average scores for the Anglo women, who rate their jobs one and a half
standard deviations above their minority counterparts as well as above
tneir husbands' ratings ofvtheir jobs. Together with the Mexican American
men married to phone company emp]oyees, who as a group have the highest
educational Tevel and most]y_manageria]/brofesstona] jobs, the Anglo female
bank emp]oyees are the on]y.two groups to’soore above the normative sample

mean.

'

5. Task Orjentation is described as "the extent to which the workplace

climate emphasizes good planning, efficienéy and encourages workers to get
the job done." There were no significant differences between the groups
on this scale. The Cell Meane are presented in Table 7. The'1owestA
scores, afnost two standard deviations-be]ow the norm mean, were those

reported by the Mex1can ‘American men married to bank employees. It has

been pointed out before that: these men, as a group, had the lowest level

JObS and these scores probab]y ref]ect some deep feelings of dissatisfac-

v\
tion with their work situation. On the other hand, the men married to

Black bank emp]oyeeskscored very high on.this scale. Two of those men
were career NCO's in a branch of the Armed Forces, while the other three
had relatively structured jobs with objective performance indicators.

6. Work Pressure is described as "the extent to which the press of

work dominates the job milieu; the extent to which}there always seems to
be an-orgency about work and workerg cannot afford to relax." There were
no significant differences on this ;ca1e. The cell means are presented
in Table 8. A]thoogh failing to reach significance, several hints of

trends are present in the data. The work pressure reported by the phone

company employees is overall one Standard deviation above the norm, and
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. expect in their déi?y routines and how éxp]iéit]y rules and policies are

women working for the phone company and their husbands. This is a some-

-

for the Mexican American women the means are two standard deviations above
the mean for the norm and a1most’three.standérd deviafjons above the mean
scores of their husbands. For the rest of the ethnic groups the percéptions

of work pressure are relatively close, with the exception of the husbands

of Black bank employees, who report much Tower work pressure than that of

their wives.

7. C]aritxlis described as "the extent to which workers Kknow what to

communiéated;" The analysis of variénce did.not feveal,any significant
differences or trends. The cell means are presented in Table 9.- The

means for the three ethnic groups of phoné company women are somewhat
intriguing. They suggest that communications with minority group workers
are handled sqmeyhaf different]y from those with Anglo workers, since all
three ethnic groups included workers in similar jobs. "A comparison between j
the scores of Operators with those of Service‘Representatives 1ndfcated
higher scores for Operators, but fhat,by 1fse1f cannot exp]éin the ethnic

. L, i . . .
differences observed. No-ethnic differences were found among workers in

~the banks.

8: Control is described as "the extent to which management uses fu]es
and pressures to keep Wdrkéfs under control." The analysis of variance
is presented in Table 10. The main effect for Workplace is sfatistica]]y
significant, and it indicates that 0vera11,‘women employed by the banks
and théir husbands Eéport_higher levels of control than those reported by

v

what difficult finding to explain. First, it must be recalled that this

sub-scale had an estimated Alpha of 0.0. Examination of the four items,

their item:scale correlations and the responses' split showéd that one of
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- jobs that are vacated.

the four items whiéh make Up the séa]e'was totally out of step. It reads
“.;1peop1e can wear wild Tooking clothes while on the job if they want."
Once that ftem was removed, the reliability estimate, even with ;n1y three
items, rose to .53. That éorrectidn.was not per%ormed for the séa]e, sihce
the conversion to sténdard scores was based on the responsgs to jggg»(in—
.steqd of three) items. With that caveat in mihd,‘it can be speculated that
the-husbandé of phone company women tend to lower the overall mean for the
First Phase sample, and that the two Black husbands whé are phone compaﬁy
emp]oyéés themselves raise their cell mean to the level of the phone
company women. The husbands of bank employees, on thetpther hahd, report
’high‘1eve1s of control, which tend to mask the large difference in scores

for the bank women of the three ethnic groups. Anglo women, ‘who tend to

have the higher level, more autonomous jobs, report levels of control that

“are lower than those of minority women by more than one standard deviation

in Magnitqde._

These.results are hard to’infekprét, especially because from‘the'fﬁ—
formation gathéred from the interviews,uit was expected that'phone company
women would report higher levels.of control than bank employees. It is
possible that the existence of a union, a formal tontract and established
5?oqedures for érievances have the effect of attenuating the feelings of
being under control ;;d at the mercy of supervisors and managers in the
case of phone éompany women. Similar protéction is not available to bank
emp]oyeeé, who have jobs with a high turnover Fate, where there seems to
be a large contingent of replacement workers ready and eager to take the

0

9. "Innovation is described as "the extent to which variety, change:

! '

and new approaches are emphasized in the work environment." The:results of
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the analysis of variance are presented in Table 11. The Workplace by
Ethnicity interaction is statistically sighificant. Overall, there is a
marked contrast between the scores of Anglos and Blacks between the'ﬁwo

phase samples. In the First Phase, Anglos reported innovation at their.

jobs to be about average compared with the norm, while the Blacks reported °

_mean scores-more than one standard deviation below the norm. The situation

was exact]y»reverséd for.the jobs of Anglos and Blacks in the Sgcond Phase

sample. Examination of the means reveals relatively low scores for

4

Mexican American phone company women, although their jobs are similar to

‘those of their Anglo and Black counterparts. The Tow innovativeness'

‘repdrted by Anglo husbands of bank employees is rather surprising, since

these men have jobs that tend to’be more m&nageria]/professionaT in nature.
This is especially noteworthy if,éompared with the Mexican American husbands
of bank employees, wno as é grodp have the Towest Tevel jobs of all the
cells.

10. Physical Comfort is described as "the extent. to which-the physical

surroundings contribute to a pieasant work environment." The analysis of
variance, presented in-Table 12, indicates a significant difference between
workplaces in the overa1i comfortlin favor of bank emp]oyeés and ther "
husbandé. Even the husbandss of Mexican American bank employees, who as a
group tend to have the Tower level jpbs of the whole sample, report physical
comfort levels that are higher than the norm. Also, minority bank
employees seem to perceive theirnWOFking environment even more positively .
than the Anglo Women whg/have higher level secretarial positions. Iyntan
be speculated that this difference reflects a differential valuation of
“clean” working environments by the groups of women; a similar trend
abpears to exist within phone company women. These minority women probably

~
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use as a comparison or reference those occupations which have traditionally

been open.and available to people without education beyond high school

~and from which they feel they have beén ab]e to escape. Thus, in co&parison o

with what could hdve been their future, which they see sometimes in friends
and relatives, their present surroundings appear very appealing.
The Family Environment®Scale for the total sample was scOred-usiﬁg

the original Moos key for forty items (those answered by the Phase I sample

- and the first 40 items of the 90-item form answered by the Phase II sample).

A1 raw scores were converted to standard scores with a mean of 50 and a
standard deviation of 10 using the tables provided by Moos (1974). In
add1£10n, "family" scores were obtdined forleach sub—sca]efby addfng the
raw scorés of each couple and'dividiné,the sum by two for each of the ten
sub-scales, and then coﬁverting those mean family scores intd standard

scores uéing the tables provided. In the cases of missing data for the

. husband or the wife, the one scale available was used as the best estimate’

of that family's score.

The resulting "family" scores for the ten sub-scales were then analyzed

with a two-way analysis of variance design with Wife Workplace as the first

independent variable and Ethnicity as the second. Thus, a two by three

design was produced. Only one of the ten suQ-séa]es produced statisiica]l&_

significant differences. The sub-scale "Active Recreational Orientation"
is defined as "the extent to whi;h_&he family participates actively in
va}ious kinds of recreational and sporting activities."' The ana]ysis,of.
variance presented in Table 13 shows a main effect for Ethnicity'and“;

Workplace by Ethnicity interagtion‘a% the p. = .06? The Mexican American

‘and Black %Eh%ﬁies report significantly higher active interests and
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activitiess with the Mexican American families of phone company efhp1oyee's

i

1

' : reporting the hjghest scores and the Angio famih‘es.of bank. émp]oyees the
' 10We§t.' The cell means for aﬁ ten‘.sub—sca1es are presented in Tables

. 14 through 23. |

l | Taking individuals' perceptions o‘f\ their families as:independen’.t, .

separate measurements, is similar to taAking the perceptions 5_f five tele-

l phone operators as five independent assessments of the same job.', For this
reason, it was feit that the scoiﬁeg of the Famﬂly Environrﬁent Scale could

a]s.o be treated as 1'ndepende_ntj responses. . ‘There was no consu]tation .

L

' between spouses, since the scales were completed.in the presence of the
1nterviewers on separate occasions. Thus, a three-way analysis of variance

design was u'.sed to analyze th.e individual responses to this scale. A total }
of 57 -scales were) completed. The missing. scales are for one Black wife and

one Black v'"husband in 'fhe First Phase-sample, and one Mexican American .
' hu.sband in the Second Phase. | a

1. C’ohesi’qn. is described as "the eXtent to which family members are

. concerned and cdmmitted to the famﬂy and the degree to which family mem—‘“
. ' bers are helpful and supportive of each othgr.”‘ There were no sfgnificant‘

differences between groups on this scale. Overall, the means are above
l the: nor.m_for. ?T] cfé]];, w.ith the highest group being 1{he Anglo husbands

of phone company employees, Who averaged about one standard deviation

above the norm. The cell means are presented in Table 24.

i
J 2. Expressiveness is described as "the extent to which family members -
| are allowed and encouraged to act openly andn to express their feeﬁ'ngs
I directly." There were no significant differences between groups on this
scale. "The'. cell meahs are bresent-ed in ‘Tab]e 25. | Largé discrepancies can
' be observed between the perceptions of husbands and wives for three groups;
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both Black -husbands of phone company emp]oyees and Mexican American
husbands of bank employees report levels of expressivehess about one
standard deviaﬁion above those of their wives, while Black bank employees
rebor£)1eve1s of expééssiveness about one standard deviation-above the
mean oﬁ\the husbands. These differences produced a trend for a three-way
interaction which reached the p. = .12. 0véra11, Ang]o husbands and wives.

reported levels of expressiveness above the norm mean and very similar for’

husbands and wives.

3. Conflict is described as “"the extent to which the open expression -

of anger/ana agression and gqneka]]y conflictual interactions are

characteristic of the fami]y.“ The anq]ysfs of variance did not reveal

~

any significant effects. The cell means are presented in Table 26. The

overall mean for the groups is below the norm mean. There is some evi-

dence of "masking" conflict for social desirability reasons. The two
highest scoras correspond to two individuals from families known from the

interviews to be expekiéncing'a.high level of éonf]ict. Their spouses,

however, responded with a total denial of-the conflict, and obtained the

" Jowest possible sﬁoré. No gendér effect seems to be at work here; both

husbands and wives engaged in this type of denia]. For this reason, this

o .

scale, of conéiderab]e potential interest to the study, is for all intents

and pﬂrposes of little value.

4. Independence is described as "the extent to which family members

are encouraged to be assertive, self-sufficient, to make their own deci-

sions and to think,things'out for themselves." This scale remained con-

&

sistently-at the bottom in terms of its reliability estimates. Not even
the nine-item scale in the 90-item form could raise the reliability esti-

El ’

mates: Therefore, the findings reported in Table 27 for the analysis of
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variance should be looked at with caution. -Examination of the extreme

low and extreme high scores found two couples agreeing in their extreme .

" assessments of their family environments, while one coup]e was split, with

the husband scoring at the low end while his wife scored at the high end. -
The ana]ys1s of variance presented in Tab]e 27 1nd1cates a s1gn1f1cant

interaction effect for Workplace of the Wife by Gender. While the overa]]

B

mean is near the norm, husbands of phone company employees perceive less

independence in their families than their wives do, while the opposite is S

true for the husbands of bank employees, who see their families as much

- more independent than their wives. This interpretation accepts at face

value that the scores reflect independence, when in fact that may not-be

the case. Ome item reads, "We don't do things on our own very often ‘in - .

our family," and can be interpreted either as infrequent family unit outings-

'b(as opposed to with- friends or extended family) or as infrequent individual

activities by members of the fam11y Another item, which reads, "We come
and go as we want 1n our’ family," has a different meaning depend1ng on_ the
\../

age and sex of the children in ‘the family.

5. Achievement Orientation is described as "the extent to which dif-

ferent activities, such as schoel and work, are cast into an_achievement
dfiented or competitivetframework.” The resu]ts of the analysis of variance
are presented in Tab]e'28.' Only a trend appears for gender,swith wives
scoring nigher than husbands. If taken at face value, this trend would

nun'counten to the prevailing notion that women tend to avoid competitive

" situations. It can be argued that this particular sample of women repre-

sent a segment which has in fact made it by competing and gaining a posi-
tion of re]at1ve prest1ge or security, and thus more 1ikely to value the

kinds of efforts wh1ch put them there, wh11e men take the pos1t1ons they 4
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have achieved for granted. The items themselves seem to have some face

t
e

~validity, but the Alpha estimates for this scale were consistently Tow

-(seé Table 2). Examination,of the highest and lowest scores revealed one
famf]y split between the extremes ahd,at least two cases which jquing'
fromtthe_more complete data dathered during'ﬁhe in-depth intefv%ews, would
not have been predicted to be in those extremes. ‘

o

6. Inteldectual-Cultural Orientation is described as "the extent to

which the famiiy is concerned about political, social, inte]]éctua] and

cultural activities." There wéfe no significén} differences-between groups’
h on this variable. The cell means arevpresented in Table 29. Examination

of the extreme scores showed that the high score; were pfoduced by both

men and women of all ethnieities and éo were the [éw scores. There were

no surprises in that groﬁp of extreme scores in tgrms of Wﬁat we knew

about those famj]ies from the in-depth interviews.

. 7. Active Recreational Orientation is described as "the extent to

which the family participatés actiye]y in Various kinds of recreational
and sﬁortingwactivities.“ The ana]yéii!éf variance is presented in Table
30. Both a main effect for Ethnicity and the interaction effect of

- Workplace by Ethnicity reachea statistica]‘significancé. First, Mexican
Americans report a greater level of pafticﬁpation in sports and recreation,
more than a full standard deviation above Anglos, with Blacks in between.
The Workplace by Ethnicity iﬁteraction is produced by the Anglo women
employed by the phone compahy and their husbands, aﬁd by the difference
between Black familiec from the pﬁone company, who are lower than those
Blacks whose wives are employed by the banks. With the éxception of the
Mexican American families, this sqmp?é is, Tower in-this scale than the

3

norm.
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8. Moral-Religious Emphasis,isldescribéd as "the extent to which the

family'attiye1y discusses and emphasizes ethical and religious issues and

values." There were no significant differences between the grouﬁs on the

scores for this scale. The cell.means argyprésented in Table 31i The
only notab1e cht about these scores 1; that overall, this sample is one
full standard deviation above tHé horm. in the-coﬁrse of the fnterviews;
some families spontaneously brought up examples of the wayé in which.their
religious beliefs affected their adaptati&n to work and their‘family life.
The topi¢ of religion was not included in the interview schedules, because
it was considered a private matter, and families would have the optiéh

and opportunity to bring it up.if it was salient to them. Since this sub-

"scale is embedded in the total scale, these questions were asked in that

context.

9. Organization is described as "a measure of how important order and

organization is in the family in terms of structuring family activities."

The resu]ts of the analysis of variance are presented in Table 32. = The

~ three-way interaction effect is very close to reaching the p.=.05 level

of significance. This was one of the scales with.a consistently higher
A]pha estimate, compared to the rest of the scales. The strong trend for
the interaction is explained by large differences between the women em-
ployed by the banks and their husbands; fhe women scored higher than the
men among Anglo and Mexican Americans, but the Black men scored highek
than their wives. Among the phone company émp]oyees and theif.husbands,
minority wives tended to see their families more organized than did minority
husbands, while the reverse Qas the case for the Anglo couples.

Overall, this sample reported higher levels of organization than the

normative sample; half of the cell means- are one standard deviation above

“8 a0y




*the mean of the normative group. This 1$1p1ausib1e since a higher Tevel

of organization could be required in order for the dual-earner family to

iv Fold two full time jobs and to maintain a household and enjoy a modicum

of Teisure.

10. Control is described as "the extent to which the family is
organized in a hierar;hica] manner, the rigidity of fami]y'ru]es_gnd
procedures. and the extent to which family membefs order each other around."
This is one sqb-sca]e with a'very 1ow Alpha estimate (.12 for the toté]
samp1e~and_évén a low .33 for tﬁe Tull nine—iteh scale). No significant
effects were detected by the analysis of variance presented in Tab]e 33,
although there 1s>a faint trend for a Workplace by Ethnicity interaction,
explained by the tendency of Anglo families from the phone company to be
Tower than those where the women are employed by banks,'and the“reverse
affect for Black families of bank employees. 0vefa11, Mexican Americans
r?poft greater controT ahd rigidity in theif families than do Anglos and
Blacks, although this difference is not significant (p.=.28). The overall:
mean for this scale is just about the same as that of the normative sample.

In summary, an attempt has been made to relate scores obtained with
paper andeenci] instruments designed to capture complex dimensions of the
work and fami]& experiehces of 1ndfv1dua1s and families in our samp1ea
Some serious concerns have been expressed with regards to the reliability
of the‘scéres obtained. At.the same time, the validity of fﬂ; scores
obtained 1svsomewhat suspect. Part of the problem is dﬁe to our decision
to use the Short Forms of the Scales. Since the major thrust of our_ in-

vestigation relied on in-depth interviews, we naiv&?y eXpected'that

‘quantitative scales, easily scored, could provide ways to c]assffy or group

the families and help in our in-depth analyses and inferences. However, in
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this type of study, with this small a sample, and with the wealth of in-
formation obtained, the deeper understanding obtained by the researchers
from the interviews is_ the norm against which scores can be made sense of,

and not the other way around.




TABLE 1
WORK ENVIRONMENT SCALE

. Item-Scale average'corré1at10ns (Alpha's) for ten subscales and three grouns

- 40 ITEMS - 40 ITEMS 90 ITEMS
SUBSCALE NAME . PHASE I SAMPLE PHASE I & Il SAMPLES PHASE II SAMPLE
(n = 27) (n = 53) (combined) (n = 26)

1. Invo]Vement o | .61 .70 - ' .83 »
2. Peer Cohesion .62 .57 | .63

3. Staff Support » .61 .68 . ..78

4. Autonomy .73 .56 47

5. Task Orientation .80 a7 T3 .

7. Clarity .8C J ' .73 ‘ .51
8.. Contro] 00 .02 : .52%

9. Innovation 61 ’ .67 .79

» 10. -Physical Comfort .46 - .50 - - LTT

> /)

2

* This Alpha was ohtained after eliminating”’ from the computations one item
which was found to be responsible for the zero Alphas in the two previous
analyses. This estimate would have been ever lower, although based on nine
items, unless that item was removed. Removing that item raised the Alphas

_of the Phase I sample to .53 and the combined sample using 40 items to .47.

6. Work Pressure 7F : 57 .65 | l

R32
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TABLE 2

G

- FAMILY ENVIRONMENT SCALE

@

Item-Scale average correlations (Alpha's) for ten subscales and three groups

4

40 ITEMS 40 ITEMS . 90 ITEMS

SUBSCALE NAME PHASE I SAMPLE PHASE I & II SAMPLES PHASE II SAMPLE
| - (n = 28) _(n = 55) (n = 26)
1. Cohesion .56 45 | .69
2. Expressiveness .05 40 .57
3. Conflict ST g6 71
4. Independence o0 .15 .00
N rentation -2 ot 40
6. Inte11ectuaf— ‘ o :
Cultural _ .36 .41 : .54
Orientation - \
o epiveecrastion] -y,
8. M‘?_E;;;Ei};“"“ .58 ) 68 71
9. Organization .51 .46 T 57
10. Control .00 12 .33

,,‘ R ,‘ R . ‘v,\‘
& oL - . - . . - :.-‘ -
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TABLE 3
WORK ENVIRONMENT SCALE
Sub-scale "Involvement"

Three-way Analysis of Variance: Wives' Workplace by Gender.by Ethnicity

CELL MEANS |

WIVES'
WORKPLACE ANGLO  MEX-AM.  BLACK
PHONE HUSBANDS 47.4 44.4 39.0
Co. WIVES 36.0 41.6 31.8
g "HUSBANDS 50.0 24.8  64.2
BANKS " '
WIVES 55.8 35.8 50. 2
’ SOURCE TABLE
SOURCE SUM OF SQ.  D.F.  MEAN SQ. F-RATIO P
Total . 103039. 0 1 103039.0 284.8  .000
Workplace 626.0 B - 626.0 1.73  .195
Gender 131.4 1 - 131.4 .36 .550
Ethnicity 1262.8 2 631.4 1.75  .186
Wx G 224.2 1. 224.2 62 .435
Wx E 28542 - 1427.1 3.94  .027
G x E  496.3 2 248.72 69 .509
WxGxE 383.2 2 191.6 .53 .593
Error Term 15918. 3 a4 361.8
23.
223 t

.
J

e

. o - .
. i / )




T(/%BLE 4
WORK ENVIRONMENT SCALE
Sub-scale "_P.eer Cohesj‘on“‘
" Three-way Analysis of Variance: Wives' Workplace by Gender by EtHnicity

CELL MEANS
WIVES' _AM BLACK
LIES ANGLO  MEX-AM  BLACK
; OHONE HUSBANDS 45.0 420 29.0 .
0. WIVES 57.0  39.0 31.5
'HUSBANDS 42.0  35.3 5.0
BANKS -
| WIVES 51.0  42.0 39.0

N - ' . . .
4 . . ,
: . .
R . . . . .
d - ’
1
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Three-way Analysis of Variance: 'Wiveé' Workplace by Gender by Ethnicity

WIVES®

WORKPLACE.

PHONE -
co.

BANKS

SOURCE .

Total
Workplace
Gender
Ethnicity
WxG
W x E

.G x E
Wx GxE

Error Term

TABLE 5

WORK ENVIRONMENT SCALE

Sub-scale "Staff Support"

\

CELL MEANS -
ANGLO  MEX-AM  BLACK
HUSBANDS 51.00  51.0 36.7
WIVES 39.6 36.6 29.3
HUSBANDS 39.4 22.3 45.2
WIVES 59.4 48.0 28.2
SOURCE TABLE
SUM/OF S. D.F. MEAN SQ. - F-RATIO
89904. 0 .1 89904.0 258.47
1.01 1 1.1 .00
7.6 1 7.6 .02
1461.0 2 730.5 2.10
1458.2 1 S 1458.2 ¢ 4.19
482.3 2 241.1 .69
902.6 2 451.3 1.30-
1606.9 2 803.1 2.31
15304.6 44 347.8
225
236
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.883.
.135
047
505
283
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TABLE 6

WORK ENVIRONMENT SCALE

Sub-scale "Autonomy"

Three-way Analysis of Variance: Wives' Workplace by Gender by Ethnicity

WIVES'
WORKPLACE

PHONE
CO.

" BANKS

Total
'.workp1a¢e
Gender
Ethnicity

Wx G
WX E
Géx E
Wx G xE

Error Term

3

HUSBA
WIVES

"HUSBA
WIVES

SUM OF 3(

100380.
143.
1783.
353.
2414.
1406.
323.
820.
14852.

CELL MEANS
ANGLO ~ MEX-AM  BLACK
NDS 48.6 67.8 443
19.8 35.8 31.0
NDS ©39.0 43.0 48.6
55.0  39.0  42.2
SOURCE TABLE
sQ. D.F. MEAN SQ. 7 F-RATIO
0 1 100380.0 . 297.38
9 1 . 143.9 .43
6 1 1783.6 5.28
6 2 176.8 .52
2 1 2414.2 7.15
8 . 2 703.4 2.08
1 2 161.6 .48
2 2 410.1 1.21
3 44 - 337.5
226
237

P

.000
.517
. 026
.596
.010
.137
?623
.306
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TABLE 7
WORK ENVIRONMENT SCALE
Sub-scale "Task Orientation"

Three-way Ané]ysis of Variance: Wives' Workplace by Gender by Ethnicity

CELL MEANS

WIVES' . ) |
ﬂ . \\J o
PHONE HUSBANDS 5.0 39.6 52.3

. WIVES 3958 48.4 39.0

: HUSBANDS 51.0 32.0 59.8
BANKS

~ WIVES 57.0 45.4 48.6
TABLE 8

WORK ENVIRONMENT SCALE

Sub-scale "Work Pressure" , ' o

Three-way Analysis of Variance: Wives' Workplace by Gender by Ethnicity

CELL MEANS
WIVES' | .

{ORKPLACE © ANGLO  MEX-AM iﬁBLACK

oHONE HUSBANDS 57.4 43.2 52.7

Co. WIVES . 59.4  69.0 55.5

. . HUSBANDS 57.2 55.5 38.6
BANKS

WIVES 57 .4 50. 4 48.0




TABLE 9
WORK ENVIRONMENT SCALE
Sub-scale “C]arity"

Three-way Analysis of Variance: Wives' Workplace by Gender by Ethnicity

CELL MEANS

 WIVES' | | -
WORKPLACE | ANGLO  MEX-AN BLACK
53.4 41.0  41.7

OHONE HUSBANDS | |
co. WIVES 40.6 56.0 49.0
HUSBANDS 434 27.0 50.8

BANKS . - ,

WIVES . 50.6 48.4 48.2




TABLE 10
WORK ENVIRONMENT SCALE
Sub—sca]e "Control"

Threé-way Analysis of Variance: Wives' Workplace by Gender by Ethnicity

e R N -

" CELL MEANS
WIVES' - . l[
WORKPLACE ANGLO  MEX-AM  BLACK
PHONE HUSBANDS 46.4 6.2 500 l
0. WIVES 53.2  48.8  52.0 o
HUSBANDS 57.6 54.8 53. 4 | l
BANKS - | Co
WIVES 47.8 64.6 - 55.4 II
SOURCE TABLE
SOURCE ~SUM OF 0. D.F. MEAN SQ. F-RATIO P l'
Total 157568.0 1 157568..0 1557.29  .000 l _,
Workplace 700. 5 <1 700.5 6.92 .012
Gender 143.7 1 143.7 1.42 240 |
Ethnicity .3 o2 b .00 .999 | ' :
Wx G 82 1 8.2 .08 777
Wx E 268.3 2 134.1 1.33  .276 i
G x E 88.7 . 2 444 44,648 Co
WxGxE ' 119.5 2 59.8 .59 .558 l
Error Term 4452.0 44 101.9 '
) 244 l
, 229
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TABLE 11 |

WORK ENVIRONMENT

SCALE

Sub-scale "Innovation®

Three-way Aﬁa]ysis of Variance: Wjives' wdrkp1qce by Gender by Ethnicity

‘ - CELL MEANS

MEX-AM  BLACK

1.

45.8
32.0

37.3
41.2

SQ
4
8

WIVES'
WORKPLACE . ANGLO
PHONE HUSBANDS 50.4
co. WIVES 50.0
HUSBANDS ~ ~  29.8
BANKS :
: WIVES  38.8
 SOURCE TABLE
SOURCE SUM OF S.  D.F. MEAN SG.
Total  94930.4 1 94930.
Workplace - 9.8 1 9.
Gender 1.1 ' 1
Ethnicity © 204.0 2 102.
Wx G ©110.8 1 110.
WxE 1916.8 2 958.
GxE 196.6 2 98.
WxGxE 4642 2 232.
Error Term  10309.0 44 234.
/
2384 |

3

34,3
40.0

52.4
48.0

H

© F-RATIO

405.17
04
.00
.44
.47

4.09
.42
.99

P

.000
.839
.999
650
. 495
.023
660
.379




TABLE 12
WORK ENVIRONMENT SCALE
Sub-scale "Physical Comfort"

Three—waynAna1ysis of Variance: - Wives' Workplace by Gender by Ethnicity

CELL MEANS
WIVES'
{ORKPLACE ANGLO  MEX-AM  BLACK
PHONE HUSBANDS 57.0 52.2 45.7 .
co. WIVES 42.2 49.6 46.8
? : | |
| HUSBANDS 62.0 55.8 64.4
; BANKS :
; WIVES 54.6 64.4 - 62.0
3 SOURCE TABLE
\
|
1 SOURCE SUM OF SQ. D.F. MEAN SQ. - F-RATIO - P
1 Total 163701.0 . 1 163701.0 767.36 ° .000
Workplace 1846. 6 1 1846.6 8.66  .005
Gender 115.9 1 - 225.9 54 465
Ethnicity 21.5 2 10.8 05  .951 .
Wx G | 87.4 1 87.4 41 526
Wx E 197.6 2 98.8 46 .632
G x E 489.3 2 2046 1.15 327
WxGxE 133.0 > 66.5 31 .734
Error Term - 9386.8 44 213.3

231 242
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TABLE 13
FAMILY ENVIRONMENT SCALE -
Sub-scale "Active:Recreationa1 Orientation"
“Family" Standard Scores*

Two-way Anaiysis of Variance: Workplace by Ethnicity :

CELL MEANS

ANGLO  MEX-AM  BLACK

" Phone Company .
Families. 47.2  53.8 “46.4

Bank Fami1ies‘ 35.2 © 51.8 51.0

SOURCE TABLE

SOURCE SUM- OF SQ. D.F. MEAN SQ. = F-RATIO - P
Total 67877.6 1 67877.6 1233.76 .00
WOrkp1a§e _'73.6 é 1 73.6 1.34 .259
Ethnicity 692.1 2 346.0 6.20 006
WxE 349.2 2 174.6 3.17 060 o

Error Term 1320.4 24 _ 55.1

*Mean of husband and wife scores converted to standard scores.

243
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TABLE 14
FAMILY ENVIRONMENT SCALE

Sub-scale Cohesiveness - "Family Scores" -

Two-way Analysis of Variance: Workplace by Ethnicity

ANGLO MEX-AM BLACK

PHONE COMPANY- . s8.2  57.0 53.4
BANKS | 54.6 53.4 54.8
&

TABLE 15

FAMILY ENVIRONMENT SCALE

Sub-scale Expressiveness - "Family Scores"

Two-way Analysis of Variance: Workplace by Ethnicity

ANGLO MEX-AM BLACK

n

PHONE COMPANY 56.6 53.0 . 49.4

BANKS 55.0 45.6 48.2

233
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TABLE 16
FAMILY ENVIRONMENT SCALE

Sgb—sca1e Conf1{ct - ”Fami1y'Scores”

-~

Two-way Ana1ys%s of Variance: Workplace by Ethnicity

4

~ANGLO MEX=AM BLAC
A\ . :
PHONE COMPANY _ 45.6 44.6 48.6
BANKS 40.8 46.6 41.8
.
TABLE 17
FAMILY ENVIRONMENT SCALE
N " Sub-scale Independence - "Family Scores".
Two-way Analysis of Variance: W6rkp1ace by Ethnicity
ANGLO MEX- AM BLACK
PHONE COMPANY . . 46.4 48.8 47.6
BANKS -t 52,8 52.8 42.6
. 24-.—
. . 9 534




‘ TABLE 18
FAMILY ENVIRONMENT SCALE

Sub-scale Achievément,Orientation,— "Family Scores"

Two-way Analysis of Variance: WOrkb]ace by Ethnicity-

ANGLO® = MEX-AM bLACK

~

PHONE COMPANY 51.2 - 53.4 56.8
BANKS 53.4 52.2 53.2
TABLE 19

FAMILY. ENVIRONMENT SCALE -

‘I

Sub-scale Iritellectual-Cultural Orientat{bn —'"Fami1y Scores

Two-way Analysis “of Variance: Workplace by Ethnicity

- I3

< " ANGLO  MEX-AM  BLACK
PHONE COMPANY 42.2 48.6 49.6
BANKS . 462 48.4 45.4°
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’ TABLE 20
FAMILY ENVIRONMENT SCALE
Sub-scale Active Recreational Orientation - ”FamiTy Scores"

Two-way Analysis of Variance: Workplace by Ethnicity

ANGLO MEX-AM BLACK

PHONE COMPANY 47.2 53.8 46.4
BANKS 35.2 51.8 51.0
TABLE. 21

FAMILY ENVIRONMENT SCALE

Sub-scale Moral-Religious Orientatfon - ”Family Scores"

Two-way Analysis of Variance: Workplace by Ethnicity

ANGLO MEX-AM BLACK

T - . - . N : .
' - . . - .
] - - - - * n -
. & .

PHONE- COMPANY | 57.2 57.4 62.8
BANKS 55.0 62.0 58.8
. ‘0 ! :
. @
7
:
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TABLE 22
FAMILY ENVIRONMENT SCALE

Sub-scale Organization - "Family Scores”

Two-way Analysis of Variance: Workplace by Ethnicity

ANGLO MEX-AM BLACK

PHONE COMPANY ' 55.0 53.0 56.0

BANKS 57.0 59.0 54..4
TABLE 23 -

2
FAMILY ENVIRONMENT SCALE

Sub-scale Control - "Family Scores”

ANGLO MEX-AM BLACK

PHONE COMPANY 46.0  53.2 52.4
BANKS o 53.0 55.4 34.0
t
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TABLE 24
FAMILY ENVIRONMENT SCALE
Sub-scale "Cohesion"

Three-way Analysis of Variance: Wives' workpléce by Gender and Ethnicity

s

CELL MEANS
WIVES'
WORKPLACE : ANGLO *  MEX-AM BLACK
63.0 58.2 54.0
co WIVES 53.4 55.8  51.3
HUSBANDS 53.6 51.0 55.8
BANKS |
: WIVES - 55.8 53.4  54.0
i
j
R TABLE 25

FAMILY ENVIRONMENT SCALE

Sub-scale "Expressiveness"

Three-way Analysis of Variance: Wives' wbrkplace by Gender and Ethnicity

CELL MEANS
WIVES' | '
WORKPLACE ANGLO ~ MEX-AM  BLACK
. PHONE HUSBANDS | 56.6 51.8 _ 56.0
0 WIVES 56.6  54.2  44.0
, HUSBANDS 54.0 53.0 42.2 )
BANKS
WIVES 54.2.  42.0 54.2

o
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Three-way Analysis of Variance: MWives' workplaCe by Gender and E

WIVES'

WORKPLACE

PHONE
- CO

BANKS

TABLE 26

FAMILY ENVIRONMENT SCALE

Sub-scale "Conflict"

HUSBANDS

WIVES

HUSBANDS
WIVES

iy,

CELL MEANS

ANGLO ~ MEX-AM  BLACK
46.8  41.2  46.3
45.2  48.6  48.8
37.4  46.3 39.4
45.0 45.0 44.8
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WIVES'
WORKPLACE

~ PHONE
Co.

BANKS

SOURCE

Total
WOrkplace
Gender
Ethnicity
W.x GA
WxE

G x E
WxGxE

Error Term

TABLE 27

FAMILY ENVIRONMENT SCALES

Sub-scale "Independence"

240

25;

[}
-

CELL MEANS
ANGLO  MEX-AM  BLACK
HUSBANDS 47.8 45.2 43.3
WIVES 45.2 53.0 53.0
HUSBANDS 53.0 59.5 47.8
WIVES 53.0 47.8 37 6
SOURCE TABLE
SUM OF SQ. D.F. MEAN SQ. -  F-RATIO
134734.0 . 1 134734.0 1988.92
49.6 o 49.6 .36
/}%éi 1 18.9 .14
357 2 178.8 - 1.31 -
532.5 1 532.5 3.91
385.1 ? 192.6 1.41
7.1 2 3.6 .03
391.0 2 195.5 1.44
6131.0 45 136.2

Three-way Analysis of Variance:  Wives' Workplace by Gender by Ethnicity

P

.000
.549
711
.279
.054
.254
.974
.249




WIVES'

. PHONE
CO.

BANKS

SOURCE
Total
Workplace
ngder
Ethnicity‘
Wx G

WX E
G x E
W x G x Ep

Error Term

TABLE

28

FAMILY ENVIRONMENT SCALES

Sub-scale "Achievement Orientation"

WORKPLACE

0

CELL -MEANS
ANGLO  MEX-AM  BLACK
. HUSBANDS 51.4 60.2 55.3
WIVES 51.4 47.0 58.0
HUSBANDS 53.6 55.3 58. 0
WIVES 53.6  49.2 49.2
SOURCE TABLE
SUM-OF SQ. D.F. MEAN SQ. F-RATIO
161683.0 1 161683.0 1732.86
| 7.6 1 7.6 .08
251.0 1 251.0 2.69
74.3 2 37.1 .40
7.6 1 . 7.6 .08
7.1 2 33.6 .36
228.0 , 2 114.0 1.22
209.5 2 104.7 1.12
4198.7 - 45 93.3 ',Q:)
241
& 252 ;

Three-way Analysis of Variance: Wives' Workplace by Gender by Ethnicity

P
.000
777
.108
674
777
700
.304
.334
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TABLE 29

FAMILY ENVIRONMENT SCALE

Sub-scale "Intellectual-Cultural-Orientation"

Three-way Analysis of Variance: Wives' Workplace by ‘Gender and Ethnicity )

WIVES'

WORKPLACE

PHONZ
co

BANKS

HUSBANDS
WIVES ~

HUSBANDS
WIVES.

CELL MEANS

E

ANGLO  MEX-AM  BLACK
36.0 48.6  47.5
48.6 48.8  53.0
44 .4 53.0 42.4
48.6 =14 48.8
pisd
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TABLE 30

FAMILY ENVIRONMENT SCALES

2

\ Sub-scale "Active-Recreational Orientation”

Three-way Analysis of Variance: Wives' Workplace by Gender by Ethnicity

]

243

CELL MEANS a
WIVES' & ) Il
WORKPLACE ANGLO  MEX-AM  BLACK
L PHONE HUSBANDS 46.4  50.8 44.8 | l
’ T [ . 486 574  44.3 - '
HUSBANDS . 31.2 55.8 54,0 .
BANKS ‘ R P
o WIVES 39.8  48.6 . 48.6 .,
" SOURCE_TABLE | l
T SOURCE - . SUM OF SQ.  D.F.  MEAN SQ.  F-RATIO P -
Total 127703.0 1 127703.0  1403.44 000 ]I'
Workplace 85.3 1 85.3 .94 .338 : . .
. Gender 9.2 1 9.2 00 .752 .
Ethnicity 1280.9 2 . 640.5 7.04  .002 » '
Wx G 63.8 1 63.8 .70 407 o
. WxE . 811.7 2 405.8 4.46  .017 '
G xE 162.7 2 8.3 - .89 .416 .
. WxGxE 2418 2 _1%0.6 1.33  .276 -
Error Term 4094.7 45" 91.0 l
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TABLE 31
FAMILY ENVIRONMENT SCALE
2
Sub-scale "Moral-Religious Emphasis”

Three-way Analysis of Variance: Wives' Workplace by Gender and Ethnicity

co. - R

CELL MEANS
WIVES'
WORKPLACE CANGLO  MEX-AM  BLACK
PHONE HUSBANDS 56.4  56.6 60,0
O " urves 58.0  58.2  64.0
HUSBANDS 5.2 66.0  56.8
BANKS
WIVES 55.0  59.8 61,2
l . v
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TABLE 32
- FAMILY ENVIRONMENT SCALES
Sub-scale "Organization"

Three-wéy Analysis of Variance: Wives' Workplace by Gender by Ethnicity

CELL MEANS
WIVES' -
MORKPLACE | a ANGLO  MEX-AM  BLACK
PHONE HUSBANDS . 58.0 50. 2 56. 0
co. WIVES 52.4 56.2 61.0
HUSBANDS Be.2 53.8 60.6
BANKS )
WIVES . 62.0 62.0 48.8
SOURCE TABLE
SOURCE SUM OF SQ. D.F. MEAN SQ.  F-RATIO P
Total 177698.0 1 177698. 0 1742.01  .000
Workplace 12.1 .1 12.1 v L1200 732
Gender 53.2 1 53.2 52 474
~ Ethnicity 10.7 2 5.4 .05  .949
Wx G 3 3 .00 .958°
TN~ WX E 175.7 2 87.9 .86 .429
GXxE 260.8 2 130.4 1.28 .28
"WxGxE 616.7 2 308. 4 3.02  .059

Error Term 4590.4 45 102.0
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~ TABLE 33

O~ FAMILY ENVIRONMENT SCALES

Sub-scale "Control"

Three-way Analysis of Variance: Wives' Workplace by Gender by Ethnicity

WIVES'

WORKPLACE

PHONE
co.

BANKS

SOURCE

Total
Workplace
Genderu
Ethnicity
Wx G

Wx E

Gx E

Wx G xE

Error Term

HUSBANDS

WIVES

HUSBANDS

WIVES

144252.

SUM OF SQ.

0

.3

57.
294.

155.
555.
153.
161.
5080.

4

CELL MEANS
ANGLO ~ MEX-AM  BLACK
44.0 58.8 51.0
48.2 48.2 53.5
50.2 52.0 42.2
56.6 56.6 46.2 -
SOURCE TABLE
D.F. MEAN SQ. F-RATIO
144252.0 1277.77
1 .3 .00
1 57.4 .51
2 147.3 1.31
1 155.3 1.38
2 277.9 2.46
2 76.9 .68
2 80.9 72
45 112.9
246
257

P

.000
.958
.479
.281
.247
.097
.511
.494



