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ABSTRAC"1' 

Family Life Satisfaction and Job Satisfaction for 
Women in Dual-Earner Marriages and Traditional 

and Nontraditional Occupations 

Eleanor H. Mcintyre 
August 1989 

This research examined the relationship betwee n family 

life satisfaction and job satisfaction of women in 

dual-earner families . The women were divided into 

traditional and non-traditi nal groups based on job status. 

The Work, Home, Family Questionnaire, a survey 

assessing respondents' perceptions of their workplace and 

quality of their home and family life, was mail e d to 400 

subjects in six economic egions of Tex · s . The return a 

was 36 ~25 % or 145 questionnaires, 65 i n traditional 

employment and 71 in non-traditional. The mean age for the 

sample was 39. The educa tional mean was "some education 

after high school" and the average income was in th 

$40,001 to $5 ,000 r nge. 

Multi ariate analysis of covari nee was performe d to 

analyze d' fferences in scores of family ife satisfact'on 

and job satis action between he two groups of women. 

Signific nt d'fferences we r e fou in the educ ion 1 ve l 

of the two groups . T re w s a so sta is 'c 1 s ig ca r c. 
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in the scores on the family life satisfaction and job 

satisfaction between women with and without dependents. 

Respondents indicated relatively high levels of 

satisfaction with their home and family life and also 

perceived that home and family life had a positive effec t 

on work performance. The women reported a generally high 

level of satisfaction with their work, although ~lightly 

lower than their perceived satisfaction with horne and 

family life. A statistically significant difference 

occurred between the two groups of women when asked about 

the effect work had on home and family life. While both 

gave positive responses, the women in non- traditional 

occupations had the significant, higher score. 

The multivariate analysis was covaried on the age and 

family income level of the respondent, but neither variable 

was statistically significant. Other variable showing no 

statistical significance included the need for p id child 

care and the ages of children requiring child care. 

Women in non-tra itional jobs responded th t wor ha d a 

more positive effect on heir home life th n did hose i 

traditional jobs. Low s ores were reported f om oth 

groups as to the di ficul y of com ining wo n mi J y 

respons ibilities. 

v i' 
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CHAPTER I 

INTRODUCTION 

Since the beginning of civ1lization, society has 

depended on two constants for its survival-family systems 

and work systems. The nature of both and the ways in which 

they harmonize and conflict have changed dramatically over 

time. Today changes are occurring so rapidly and involve 

such fundamental issues as division of labor, parenting, 

financial needs, emotional needs, mobility, social 

pressures, family stress, and multiple roles , that 

questions related to families and work are among the most 

profound society will face for at lea~t the remainder of 

the century . 

As increasing numbers of women enter t e labor force, 

public concern f ocuses on problems of the fa m1ly. 

Historically, public polic y and organizational struct1 es 

have been built on the assump i n tha wor rs are males 

who support a dependent wife a d children. Less h n 

percent of Amer'can fami i s c rrent y consti ute the 

tr ditional mo el of two p ren s w'th ch ' ldre wh e 

husband is t e 11- ime mp oy e 'n th 1 bor o ce 

1 



wife is the full-time homemaker in the home (Burden & 

Googins, 1987). 

More than half of the female civilian noninstitutional 

population 16 years old -and over in 1988, both in Texas and 

in the nation, were either employed or actively seeking a 

job. The Labor Force Participation Rate (LPR), the 

number of people employed and unemployed divided by the 

civilian noninstitutional population 16 years of age and 

older, for women in Texas was 57.7%; for women in the u.s. 

it was 56.5%. For Texas women between 25 and 44 their LPR 

reached 74.9%; in the U.S. it was 73.9 %. Estimates from 

the current population survey show that of the 6.2 million 

females living in Texas in March 1 9R8, a n estimated 3.6 

million of them were employed and another 264,900 actively 

seeking work. Of the 96.5 ruillion women in the U. s. 54 

million were employed and another 2 million seeking 

employment (Women in the Labor Force, 1988). 

A related trend is een in he rise in the n mber o 

dual earner families in which husband and wife pursue wo k 

outside the home and m intain a family life together. 

According to c sus Bureau statistics , in 1985 there were 

50 .9 m"llion marrie cou les , o whi h 27.4 mill'on or 53% 

were dual earner famili s (U.S. u u 0 he Census, 
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1987). A majority of married women are working outside the 

home; most researchers agree that this is not a trend that 

is likely to be reversed, despite marriage and 

child-rearing and their associated demands (Burden & 

Googins, 1987, Cherlin, 1981; Easterlin, 1980; Nock & 

Kingston, 1984; Rapoport & Rapoport, 1969; Singleton, 1987). 

Even though females in greater numbers than e ver before 

are entering the work force, 70% of working women still are 

concentrated in what is called "traditional" occupat.ions ; 

in which more than 60% of the workers are women. These 

traditional jobs for women often are l ower paying and of 

lower prestige than those defined as "non-·tradi tional;" in 

which more than 60% of the workers are men (Kingdon & 

Sedlacek, 1982 ). The 1985 figures from the u. s. Bureau of 

the Census indicate that half of all working women are 

employed in 21 of the 250 occupations listed, camp ed with 

65 different occupations for half of the working men. 

Most women continue ·.o wo. k in ra ition- 1, fern le 

jobs. It is not the na l'O\vness f job opportunities fo · 

women which is problematic; r · tner 1 it is the concent i o n 

of women in the lowest paying , l .as. p res · 'gious j ~b w i . 

figures so heavi y 'nto cla 'ms o · ex iscr'm · n tion 

(Polit, 1 9 79). 



Social scientist Kanter (1983) said, 

If people matter in the productivity equation, 
they have to be con~idered as whole human 
beings · who are affected by their quality of 
life in general, as well as by their specific 
quality of life. (p~ 15) 

She contended that in future organizational and 

national policy debates concerning job performance and 

increased productivity, the human side of the question 

needs as much attention as the technical side. 

The relationship between an individual's life outside 

of work and at work has long been a topic of conc.rn for 

4 

philosophers, psychologists, sociologists, economists, and 

home economists. Despite years of research, the 

relationship between family life and work life is not fully 

understood. Data that do exist focus on one element o the 

work-family life relationship such as absenteeism, career 

choice, child care, or family stress (Bohen & Viveros-Long, 

1981; Hedges, 1974; Naylor & Vincent, 19 59) . A udy by 

Boyd and Butler (1982) suggeste that home conditions do 

affect job performance an both Bu· den an Goo i 1 s (1 987) 

an Hu saker ( 983) aint ine h - t w rk and h mily e 

connected in m- ny s tle ar d non-~ubt l e, ocial, conomic , 

and p s ychol ogi al w ys . 
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Few topics have attracted so much speculation, yet 

produced so little in the way of concrete results. More 

information is needed concerning the relationship of family 

life satisfaction and work satisfaction. 

Purpose 

The major purpose of this study was to assess the 

differences between family life satisfaction and job 

satisfaction in dual-earner marriages of women in 

traditional occupations and women in non-traditional 

occupations . Independent variables examined were family 

size, age of children, need for dependent care, age of 

woman, total family income, and level of woman's education. 

Results of the st dy should aid home economics educators 

and vocational counselors in i entifying s trategies that 

will help future workers, men and women, balanc the 

responsibilities of home and family life. Teachers and 

counselors on the secondary and vocational-technica l or 

college leve l will have a better u der t·n lng f 

work- family r atio ships and will be able o better a s ist 

students in sel ting car ers th will be comp i le with 

their persona go ls an a ' t ' o s. 
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Research Design 

This study 1 designed to examine job satisfaction and 

personal life satisfaction for traditional and non

traditional female workers in a dual-earner marriage, was 

exploratory in nature. The research provides descriptive 

data to define this relationship more fully and adequately 

than has been possible previously. In response to Williams 

and McCullers' (1983) criticism that research on women in 

non- traditional occupations is done primarily through the 

study of career choices of college women, this research was 

designed to survey women who are a c tual participants in the 

labor force. 

Respondents in this sample were participating in a 

dual-earner marriage and were employed at either 

traditional or non-traditional jobs in one of the six 

economic divisions in Texas as defined by the 0 fice of the 

Comptroller, ut ate of Texas (see Appendix A for map). ot 

quantitative no1ninal and interval data ere collected . 

Hvpotlles s 

Hypotheses w r s ~ c ed to stu y the per o 1 1 ' e 

s atisfaction an job satisfac ~on ased the deJen ert 



and independent variables (See conceptual frameuor~ in 

l>.ppendix B)., Th•~ hypot,heses ·v.;pre \.~u-;t follows ~ 

~Iyp_othesis ]._!,.. ~ here is no slqn.ificant diffe.t:ence in 

7 

employment by traditiona l or non-traditiona . occ upations 

and F'a.rnily r,j fe Satisfaction and J"ob Sati. .. :, f:tct:ion, ~ s 

measurGd by the Work Home 1 and Family Que~tionn&ir _ , 

be.tween women L1 dua l -ea rner ma:criages wl.1en controlJing for 

a.J?. and income~ 

.ttYI?othesis ;l . 'I'here i::; no sig-n ific.~:tnt d ifferLnC€ in 

the educ ational level of w ~im(;, n in tradit.ional nd non

traditional occupations and ,Job sa·tisfact i.on a.nd Fa.m.i.1y 

.Life S.atisfa -- tion, as 11\easur,;;d by t~-he HHF QiH·:~-::t: i )nnaj rE-:, 

when controlling for ag ~ and income. 

tlYQ..Q.IJ1e :.~s 3_ . There i;.:; n c1 si<Jn i fi cant. in~ ~- ra...:ti?.n 

between the educational l evel~ 3nd em loyment lf women in 

tr<-.dj_·tiona l and lh.r.-trd · itional occupation ... ,. 

HYP._~tb f-:§.iS_,i y rri .. e r e is n o S i c;o~j fi o::ant diffc~ ·en , _ 1n 

~:Le ~1eed for pa .td dep ~nl ~r t car~; f c in 't rc.1 :t' <~ · i rnc- l 

and non-\ .. ractiti. n .1 oc upt.i · . .io s · n .Jol.J S tt. :i.F : a ·t .'.cn ·1 , 

.r.:tm i l y Life Satis f a ..... ·t i 

Qu€.!s·t .ionnai-re, ~1 .. 1e cont ~all 11g .or aq a Kl in .or. . 



Hypothesis 5. There is no significant interaction 

between need for paid dependent care and employment of 

women in traditional and non-traditional occupations. 

8 

Hypothesis 6. There is no significant difference in 

the number of dependents and scores on the Job Satisfaction 

and Family Life Satisfaction part of the WHF Questionnaire 

for women in traditional and non-traditional occupations 

when controlling for age and income. 

Hypothesis 7. There is no interaction between the 

number of dependents and scores on the Family Life 

Satisfaction and Job Satisfaction parts of the WHF 

Questionniare and employment of women in traditional and 

non-traditional occupations. 

Hypothesis 8. There is no significant difference in the 

ages of the children requiring paid c hild care belonging to 

women in traditional and non- raditional occupations and 

Job Satisfaction and Family Life Satisfaction, as m asur d 

by the WHF Questionnaire , whe n controlling for age and 

income. 

Hypothesi s 9. There is no significant interaction 

between the ages of children requir i g p id chil care and 

the Family Life Sa is action and Job ~atis action scores on 



the WHF Questionnaire of women employed in tradi·tional and 

non-traditional occupations. 

9 

Age and income levels of the women in this study were 

treated as covariates to control statistically for any 

initial differences which might be present and which might 

confound differences between the two groups of tradition 1 

and non-traditional workers (Huck, Cormier, & Bounds, 1974 ). 

Definitions of Terms 

rrhe following terms have restricted rneaning and are 

thus defined for the purposes of this study: 

Dependents those children or step-children 18 

years of age or younger or elderly or handicapped 

individuals living in the household. 

Dual - earner - both spouses in a marriage working in the 

paid labor m rket. 

Famil y life satisfac ion - scores on the Work, Far ily , 

and Home Questionnaire th t indicate a pleas urable or 

positive emo ional sta e res 1 ing fro he appr ai s 1 of 

various aspects of one's family or fami l y e xper ' enc s T 

measu e of family l'fe sa is ac i on em loyed i n th' s s tu .y 

·san a dditive index o sati factio n ~i h 28 et o 
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family life. Each facet is rated on a 7-point Likert-type 

scale, with higher values · representing more satisfaction. 

Job satisfaction - scores on the Work, Home, and Family 

Questionnaire that indicate a pleasurable or positive 

emotional state resulting from the appraisal of various 

aspects of one's job or job experiences~ The measure of 

job satisfaction employed in this study is an additive 

index of satisfaction with 22 facets of the job. Each 

facet is rated on a 7-point Likert~type scale, with higher 

values representing more satisfaction. 

Outlier or Maverick - in statistics, an extreme 

observation due to sources of errror other than that 

attributable to sampling alone. In this study outliers 

were identified as such by doubling the s andard deviation 

and adding it to the mean. If the total was more than +2 

or less than -2, then the original score was designated as 

an outlier and removed from the data (Winer, 1971). 

Non-traditional worker - A person employed in an 

occupational role once considered appropriate only for the 

other sex. In this study, using th 1983 U.S. Dep rtment 

of Labor, B reau of Statistics dat , a non-traditiona job 

for women is any j b in which more tha 60% o war ers ar 

men. 
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Traditional worker - A person employed in an 

occupational role considered gender appropriate. In this 

study, using the 1980 u.s. Department of Labor, Bureau of 

Statistics data, a traditional job for women is any job in 

which more than 60% of its workers are women. 

Basic Assumptions 

The following assumptions were made by the researcher: 

1. Family life and work satisfaction can be measured 

through scales which correspond to the dependent and 

independe nt variables. 

2. Worke s have an understanding of their family life 

situation and their work situation and can communicate 

their perceptions of these areas of life through 

self-administered questionnaires. 

Limitations of the Study 

The following limitations of the study are recogni z d: 

1. The sample was a volunteer group and may not be 

representative of al l femal Te xas mpl yees in dual -e rner 

marriages. 



2. The questionnaires were completed by only one 

spouse and thus results are not based on opinions of all 

family members a 

12 

3. Factors other than the items included in the 

instrument may have affected personal satisfaction and wor k 

satisfaction. 

4. Some workers a~e impatient with paperwork and 

suspicious of researchers and are reluctant to provide 

correct personal infor mation even on an anonymous 

questionnaire. 

5. u.s . wo rkers tend to respond positively to 

questions about job satisfaction r egardless of their t i t l e 

or type of work. When people are asked how satisfie d t h e y 

are with the ir jobs, betwe en 81% and 92% o f all worke r s 

over the last 30 y e ars have cons iste ntl y r epo r t e d t h t the y 

are g e n e rally satisfie d with the wo rk the y do (Le v i t a n & 

J ohns on, 198 2 .) 

Summa y 

In summary , t h e gr ater 'nvo l vement o f women in th 

paid l a b o r fo ce will inevit bly . feet f m'li s , 

organ i za t i ons , pu lie policy, a d ork t rns . 



Researchers cannot ignore important social changes in 

family-work related areas. 

13 

The research problem of this study was to determine the 

differences between family life satisfaction and job 

satisfaction of traditional and non-traditional working 

women in dual-earner marriages. To address this problem 

the study determined quantitatively the difference s betwee n 

family life satisfaction and job satisfaction. It also 

examined the differences in dual-earner family life 

satisfaction and job satisfaction between women in 

traditional occupations and women in non-traditional 

occupations while looking at the effec t of the variables of 

family size, ages of childre n, need for dependent ca e , age 

of woman, total family income, and level of woma n's 

education. 



CHAPrER II 

A REVIEW OF LITERATURE 

Historical Perspective 

With the transition from a rural society to an urban 

one, there were marked changes in the roles of working 

women and linkages between family life and the workplace. 

According to Parsonian theory of post World War II America, 

the separation of work and family sectors of society was 

considered essential for the smooth functioning of each and 

for the integration of society as a whole (Parsons, 1949 1 • 

Home economists traditionally have been concerned with 

quality of life and the impac of paid work on the well

being of the family. At the turn of the century, early 

home economists, including Carol'ne Hunt and Ellen H. 

Richards, were particularly concerned with the effects of 

paid work on the physical and mental he lth of family 

members. In r nslating their concerns ·nto ac ·on, 

however, the emp asis w s p aced almost entirely on h 

family system. The primar)' o jec ives ere to help roily 

merriliers become more effic ' ent household produce s nd more 

effective in b i d'ng positive in r ersonal ations hi s 

within the family (row & ci, 1978). 
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Recently, however, home economists who have adopted a 

systems perspective in studying and working with families, 

have turned their attention to the interactions between the 

family and its immediate environment. Recognizing that 

families do not function in isolation , home economics has 

not only continued its mission of helping individuals and 

families adapt to the pressures created by work life, but 

is also playing a more assertive role in public policy 

iss ues affecting the family . Currently home economists are 

interested in tnderstanding the critical interactions tha t 

take place between the family and organizational work in an 

continuing attempt to improve the quality of life for 

individual s and families (Light, 1988 ) . 

Home economists have al s o embraced Bronfenbre nner's 

(1977) ecological approach to human de elopment. This 

orientation to understanding family funct'oning assumes 

that huma n eings must be under to d in the context of he 

relations hips both in their immed'ate a nd l so in wider 

social environments . The ecology of human development is 

defined as the scientific study of the p ogress've, mutu 

accommodation t oughout e life span be w e n gro ing 

human organism the chang'n nvi on en s ' n whict 't 

lives. This o · look sf il' s -one _· n o 
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instit ution or uni t among many social institutions in the 

environment such as schools, health facilities, 

neighborhoods, churches, stores, transportation, and 

workplaces. Bronfenbrenner defines the ecological 

environment as a "nested arrangement of four structures, or 

systems, each contained within the next" (p. 26). 

The first nested structure is the microsystem, which 

includes the relations between the developing person and 

the environment. These relations t ake place in a setting 

such as home, school, or workplace which contains that 

person. A setting is defined as a plac e with part icular 

physical feature s in whic h the participants engage in 

part icular activities in their particular roles of 

da ughter, parent 1 spouse , employee for par icular period~ 

of time . Elements of a setting include place, tim , 

physical features , activity, participant, and role . 

The second nested s ystem is the mesosys tem, which 

comprises the interrelat·ons among maj or se t ings 

containing the developing perso at a particul r point i n 

her or his life. A mesosystern is a system of m'crosystems. 

Th e third nes e s t uct e is t e exosystem , wh·ch i s 

an extension oft mesosyst m, e mb ac ng he specif ' c 

social str c u es which · ude on o nco ss the 
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immediate settings in which a person is found and thereby 

influence, delimit, or determine what goes on there. These 

structures include the world of work, the neighborhood, the 

mass media, agencies of government, distribution of goods 

and services, communications and transportation facilities, 

and informal social networks. 

Fourth is he macrosystem, which refers to the overall 

institutional patterns of the culture such as economic, 

social, education, legal and political systems, of which 

microsystems, mesosystems, exosystems are concrete 

manifestations. In addition to being a structural term, 

macrosystems are also carriers of information and ideology 

that give meaning and motivation to particular agencies , 

social networks , r les , activities, n int_rrelatedness 

(Bronfenbrenner, 1977). 

Within this ecological framework, the present study 

focuses on the interactions between one microsystem , the 

family, and one exosystem, the world of work. Toge ther 

they shape the overall i nstitutional patterns of the 

macrosystem in which they exist in this culture. In 

particular this research ex min s two eleme s of the 

workpl ce structur , work s t i s action lev 1 a d he 



traditional and non-traditional job, in terms of its 

effects on family life satisfaction. 

Work and Family 
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Work and family are closely related. The current 

interest in work and family issues is important because of 

social, educational, and economic implications. Rese rch 

done to date already indicates that a person's work affects 

home l i fe (Bohen & Viveros-Long, 1981; Engelbrecht, 1983 ; 

Engelbrecht & Nies, 1988; Feinstein, 1979; Kanter, 1977; 

Magid, 1987; Piotrkowski, 1979; Seiden, 1980; Sorenson, 

1983 ; Spitze, 1982; Tayl o r , 1979; Waters, 1980). 

Kanter (197 7 ) identified five areas of a person's home 

life affected by work: (a) the relative absorptiveness of 

an occupation, (b) he time and t'ming of hours and 

s chedule of job, (c) rewards and resou ces, ( ) ~ork v · ew , 

and (e) the emotional climate the worker experiences 'n t he 

job . Understanding the ways hoe life affects ork · s lso 

needed to benefit f mi i s nd siness and indus ry. 

To summarize he c u 1 effec o work on fa i y l i e 

and the effects o fa ily l'fe n o rk o wo n in u 1 

earner marriages in no -tr ' t 'on 1 and r d ' t ' onal jobs , a 
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review of literature has been compiled from the relevant 

studies in each area. Section one describes the 

work-family relations hip and the dual-earner marriagei 

section two, women in traditional and non-traditional 

c areers . Section three examines social changes hat link 

family life and work , and establishes the effect of work on 

family life and the effect of family life on work along 

with the c onflicts that exist. A final section looks at 

literature related to the measure, the Work, Home, and 

Family (WHF) Questionnaire to be administered i n this 

study . 

Dual Earner Families 

Between 1975 and 1984 the number of amilies in the 

United States increased 10.4%. Married-couple famili es 

grew only 4.7% during the decade, fr m 47.9 to 50.1 

million, but there was more rapid 'ncrease in multiple

earner families of all types, up 12%, especi lly among 

husband-w 'fe fa ilies , up 17%. More tha 60 of the grow 1 

in multi-earne 

in which both t 

fo rce. By 1984 t 

m'li s o er the 10 year w s mon 

hu ban and w e were in th p ' d 

OS 

bor 

m jori y f all ~ mili h s ou e. 

who wer work1'ng or oo 1'ng o wo k , t 's type of 
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family was nearly 90% of all multi-earner families. This 

phenomenon can be related directly to other data that show 

the rapid influx of married women into the paid labor force 

(Singleton, 1987). 

Working married women contribute substantially to the 

economic support of their families~ In 1986 their shar e 

was 29%. When women worked full time throughout the year , 

however, their contribution to the family income was about 

40% (Texas Employment Commission, 1988). 

A large proportion of women who work are wi ows , 

divorcees, or single, or have husbands who earn less tha n 

$15,000 a year. Still, the married- couple family in whi c h 

both husband and wife w rk is predominant. In 1988 more 

than 60% of all husband-wife families have at least two 

persons employed (Texas Employment Commission, 1988). 

Working mothers--both single and married--have high 

labor participation rates In 1984 more than three out of 

five women maintaining families had childr n under age 8 

in the home. Labor force parti i pation ra es show these 

single mothers have a strong commitment to the bor f ore . 

Seventy-seven perce nt w re in he labor force w e n t r 

younges t child was s choo e, as we re 5 % o ose · h 

pres choolers (El · s, 198 ) . 
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In Texas, as well as in the nation, the number of women 

participating in the civilian labor force continues to 

increase. The labor force participation for all women in 

the state in March 1988 was 56.2% up from 51.3% in March 

1980 indicating over 800,000 additional women in the Texas 

labor force (Texas Employment Commission, 1988). 

Women in Traditi onal and Nontraditional Careers 

Of the increasing number of women entering the paid 

labor force over the past two decades, some have chosen 

careers in non-traditional fields. Despite legislation 

intended to prohibit discrimination in the l abor force, 

women continue to be employed predominantly in low-status , 

low-salaried positions. The median earnings of working 

women were 70.3% that of working men in 1986. 

According to Work Force 2000 (Johnson, 1 987 ), the u. s. 

Department of Labor's predictions for the yea r 2000, women 

will compose approximately 47% of the work ore nd will 

earn wages equal to 74% of men' h.? Level of educat ion is 

not a critical f a ctor in the alary earned. For exampl e , 

median e rnings of wom with our or more ye rs of co leg 

were only 60% oft e median earn ' ngs of men wi th t he same 

amount of educa ion. The av r e s · l ary or a 1 m n i h 
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only four years of high school education is even more than 

the average for all women with a four year college 

education (Statistical Abstracts of the United States, 

1988). Light (1988) notes that as the feminization of work 

force increases , an accompanying increase in conflicts 

between work and family obligations will occur . 

.Literature on Work Sa tisfaction 

Before the factors of traditional and non-tradition - ! 

work are considered, work satisfaction and dissatisfaction 

have become public issues especially if the subjects are 

women. Work satisfaction is notoriously difficult to 

measure and traditional indicators have come under 

considerable criticism (Mcilwee, 983). Nev rtheless, 

there is evidence that dissatisfaction with various aspects 

of work is a significant problem today, especially in blue

collar occupations and among the young, black, female, an 

better educated segments of the labor force (U.S. 

Department of Health, Education and Welfare, 198 3 ) . It 

also appears that he level of dissat · sfact ·.an incre sed 

substantially during the 970s for all segments of th 

labor force after at least 20 y ars of r at've st b'li y 

(Quinn & Stain s, 1978). 



Most contemporary theories of management and work 

satisfaction are based to some extent on Maslow's (1954) 

hierarchy of needs, a theory of human motivation and 

behavior based on a a framework of human needs. At the 

lowest level, Maslow placed physical and survival needs. 

If these needs are satisfied, higher order needs are 

attainable. If these needs are fulfilled, the individual 

seeks the pinnacle goal of self-realization and spiritual 

development. 
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Both Herzberg (1966) and McGregor (1960) have used 

Maslow's view of human needs for employee relations 

theories. Herzberg's (1966) theory of work satisfaction 

was based on research findings indicating that the 

variables linked to worker discontent were separate and 

distinct from those tied to worker sati faction. He 

suggested that traditional rewards for work--me ey, g od 

working conditions, and leisure time--could not truly 

motivate worker~. True motivators, according to H ~rz erg, 

are those job at ributes which st'mulate individual g r owth 

and fulfill Maslow' higher ord r needs for reco . ni ion, 

ach i evement, and esponsibili Y~ 

McGregor (19 0) x· mi e two lternatjv he ories o 

personne manage e t, which he la el y X nd t h eory 
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Y. Theory X, the traditional management style, held that 

workers prefer limited responsibility and greater security, 

inherently dislike work, and can be motivated only by 

coercion, control, and punishment. Theory Y portrayed 

workers as naturally desiring work and responsibility, and 

as being best motivated by challenging work which used 

their capabilities fully. McGregor believes that most jobs 

did not fully challenge workers, and that theory X 

ma nagement styles failed to capitalize on the i r natura l 

inclinations to work. Redesigned organizat'ons a d 

broader, more autonomous jobs along the lines of theory Y 

presumably could evoke greater work efforts and greater 

work satisfaction. 

Many fa c tors have been ide ntified as sources of job 

satisfaction andjor dissatisfaction. Factors external to 

the worker are located in the content of the work its lf 

and are called "intr'nsics" (e.g., the extent to which it 

provides interest, variety, chall nge, responsibili y, and 

self-direction) (Mcllwe e, 1983; Stone, 1976). Or fa ctors 

may e loc a ed i n the work e vi onment and ref.rred o s 

''extrinsics" ( . . , organizat · onal st uc ure and 

relationships, working co dit'ons, ay and benef' s, d 

social s atus) (Newm n, 1975 ; S epa.rd, 973) . Other 



researchers (Herzberg et al., 1959; Shostak, 1980; 

Voydanoff, 1978) have combined the extrinsics and the 

intrinsics when looking at job satisfaction and 

dissatisfaction. 

Other studies have stressed factors internal to the 

worker, such as reward values, psychological needs, and 

socioeconomic characteristics (e.g., education, age, sex, 

race) that create differences in levels of satisfaction 

among different psychological and social types (Locke, 

1976; Mcilwee, 1983). 

Levitan and Johnson (1982} discuss some correlations 

between job satisfaction and demog raphic characteristics . 

According to the researchers, satisfaction generally 

increased with age and income, tends to b e higher among 

whites than among blacks, and is less common among 

blue-collar workers above age 30 than among white-·c llar 

employees in similar age groups. 
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Strauss (1974) also ad · ressed correlations between job 

satisfaction and demographics. He noted that there is 

evidence that job dissatisfaction i directly rela d to 

s hort job cycles, su f ce-attention work, low autonony nd 

con rol of the pace of wo k, nd lack of cba lenge. 
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Smith, Kendall, and Hulin (1969) developed the Job 

Descriptive Index (JDI) as a result of research known as 

the Cornell Studies of Satisfaction during 1959-1969. The 

JDI measures five components of job satisfaction and one 

global satisfaction question. The JDI employs a total of 

72 descriptive words or phrases arranged under the five 

areas of work, pay, promotion, supervision, and co-workers. 

Satisfaction in Nontraditional Jobs 

In a two-year study of 86 women in non-traditional 

occupations, Mcilwee (1983) found the following factors the 

most frequently mentioned sources of satisfaction: 

intrinsic qualities of wor k itself ( i. ~ .. , enjoyable nature , 

variety, interesting); good pay andjor b nefits; good 

relationships with co-workers, supervisors, andjor 

customers; specific features of the job (e. g., outdoor, 

manual work); good training andjor the learning of valuable 

skills ; good conditions and good hours; secur'ty and 

potential for future advancement; and the status a d 

satisfaction received from eing in a non-traditiona l job. 

The negative aspects of the job mentioned most 

frequently by the sec n -ye r respondents w re t e 

following in order of their frequenc y: poor atio s i p s 
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with co-workers, supervisors, andjor customers; 

difficulties with the physical, mechanical or technical 

aspects of the work; poor working conditions (e.g., unsafe, 

unpleasant environments); work intrinsics (e .g., 

repetitive, boring nature); management practices (e.g., 

discrimination and harassment); insufficient task-related 

backgrounds; lack of self- confidence ; and poor hours or 

scheduling. 

Stringer and Duncan ( 1985 ) studied a group of 75 women 

in non-traditional careers and provide some information 

regarding barriers and facilitators in non-traditional 

employment. Money or fringe benefits w·as the most commonly 

mentioned reason for pursuit of non- traditional work. The 

second most frequent reasons for working at a 

non-traditional job was the nature of the work or 

environment (e.g., wanting to work with their hands or 

working outdoors). Barriers that women encountered in 

their pursuit of non-traditional j obs were lack of work 

experience or exposure, discrimitation or harass ment, and 

discouragement from family and frien s. n response o the 

advantages and disadva tag.s o . non-tradit'onal employme t, 

the advantage most freq ently ited in this study e e 

personal and philosophical (e.g , the women fa nd th a r k 
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challenging or stimulating, others said they enjoyed 

advancing the women's movement or proving to men that women 

are capable of physical or strenuous work). Money and 

fringe benefits were the second most frequently cited 

advantages . The 21 women cited 26 disadvantages of their 

current non-tradit ional jobs. over 30% of the 

disadvantages given were in the category of stereotyping, 

discrimination, and harassment. Personal reasons (e.g~, 

not being able to spend enough time with family to "my 

hands don't look too hot") were the second most frequently 

mentioned disadvantages, accounting for 23.1% of the 

responses. About 11% of the women indicated that they 

found no disadvantages. 

Meyer and Lee (1978) and O'Farrell and Harlan (1980) 

reported high levels of job satisfaction among blue-collar 

women in non-traditional occupations. Two st dies in which 

women in non-traditional and traditional jobs within single 

companies were compared foun greater satisfaction among 

the non-traditionals, although greater stress resulting 

from pressure to perform, isolation, and cow rker hos i i ·y 

was a so noted. 
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Social Changes 

Understanding of the interactions between work and 

family life must begin with an analysis of the social 

changes which have precipitated many of the challenges 

faced by a modern worker and family member. Recent social 

changes have increased interest in the relationship between 

work and family systems in contemporary American society. 

The women's movement and the increase of women in the paid 

labor force (especially married women with children) have 

focused attention on the extent to which work systems make 

it possible to maintain effective participation in both 

worlds. In 1985, 53% of all married couples were p art of a 

dual-earner family (U. s. Bureau of he Census, 1987). 

The demographic shifts involved in women entering the 

workplace are also evident in changing family structures 

and roles. Fernandez (1986) reported 20% of working adults 

providing some form of care for aging parents. In the 

Burden and Googins (1987) study, 4 3% o the respond ~nts 

took some respons "bility for care of aging p rents. For 6% 

this aregiving respo sibility was a major problem. As the 

popul ion ages nd declini g b'rth rate m k ew r dult 

chil ren availab to prov · · e f roily care, h's 

the work orce is i ely o i nc re se. 
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Other recent social concerns reflect the interaction 

between the work place and the home. These concerns have 

included the rise of single-parent families, an increased 

social consciousness, as well as an increased concern for 

quality of life, resulting in a variety of lifestyle 

experiments and a focus on work and leisure (Fe lstehausen , 

Glosson, & Couch, 1987). 

Work and family lives are not easily balanced. 

Considerable research indicates that women who work outside 

the home still continue to assume the primary 

responsibility for homemaking and child care (Berk & Berk, 

1979; Fox & Nickols, 1983; Goebel & Hennon, 1984; Ha fstrom 

& Schram, 1983; Fleck & Staines, 1985; Sanik, 1981; Staines 

& Pleck, 1984). 

The Myth of Sepa rate Worlds 

Kanter (1977) described the prevale nt sociological 

position on work and family as a myth. She defines he 

"myth of separate worlds" as follows: 

In a modern industrial society work life and 
family life ons i ute two s epar te and 
non-ov rlapp'ng wo lds , with th ir own 
function , t rritories, nd eh vioral rules. 
Each operat s by its own laws an can be 
studied independently . f events or d cisiors 
in one world (s ch s wages aw rded o ker ) 



enter the other, they enter in the guise of 
external (and hence, often extraneous) 
variables but are not an intrinsic part of the 
operation of that world. They help shape a 
context, but little more. (p. 8) 
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Not until recently did researchers look for connections 

between these two worlds. Fox and Hesse-Biber (1984) 

report that the separation of the occupational and family 

sectors of society in the past came to be considered 

essential to the smooth functioning of each institution and 

thus to the integration of society as a whole. 

Felstehausen et al. (1987) point out that the absence 

of research in this area of work and family connections is 

due to the specialized orientations of the social sciences. 

Other deterrents to the study of the impact of work on the 

family and family on work include the general acceptance of 

role theory and the emphasis on quantitative research. 

Role theory operates on the premise that roles are 

situationally determined and that if situations making 

conflicting demands can be segregated, adults are capable 

of playing a variety of roles. Little concern has been 

given to the transference between roles or how performa nce 

in one may affect, condit'on, or shape per ormance in 

another (Kanter, 1977). 
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Individual preferences for separation or integration of 

work and family vary. However, work has strong influences 

on family life. It is a dominant constraint on family life 

as well as a source of economic and personal satisfaction 

(Felstehausen et al., 1987). 

Effect of Work on Family Life 

Work can have a variety of effects on family life. 

Wilensky (1960) pointed out that variables such as common 

tasks, work schedules, job training, and career patterns 

are sometimes better predictors of behavior than both 

social class and previous job experience. 

Sever 1 aspects of the structure and organization of 

work life have been identified as important in shaping and 

influencing family systems (Aldous, 1982; Kanter, 1977; 

Parker, 1967; Rapoport & Rapoport, 1965). The first aspect 

is the relative absorptiveness of an occupation, referring 

to the extent to which the job aff c ts other family 

members. The second aspect is time and timing concern d 

with the effect of work hours and schedules (daily, 

mont hly, and yearly rh tluns i eluding he timing of m jor 

work history ev nts ). Another asp c t involv s the e w rd s 

and resources p ovided by the oc cup _i on. The 1 st 
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dimension is the emotional climate o f work. The climate 

aspect of the job d e termines how workers feel about 

themselves. The set of feelings caused by the experiences 

on the job are brought home and affect the family. 

Occupations vary in how absorptive they are. Some jobs 

involve rather little of the person and affect only a small 

portion of life off the job. Such jobs are r elatively 

nonabsorptive. For jobs of this type, work and family life 

of workers are likely to be separate. Other jobs demand a 

great amount of time, energy, involvement, and commitment. 

These jobs are highly absorptive and tend to define the 

context of family life (Felstehausen et al., 1987). 

The amount of time an occupation demands, as well as 

the timing of these work hours, are direct ways tha t work 

enters and shapes family life. The number of hours worked 

influences the time available to nurture family 

relationships and attend to the tasks involved in 

maintaining a family system. The implic ations of timing as 

a potential source of conflict were underscored by Nock a nd 

Kingston (1984) in thei finding hat signific nt number 

o f couples with p~es ool ch'ldren reported a consider ble 

a mount of "of -scheduli g" when one spouse was at wo k n 

the other was at home . 
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The rewards an occupation offers may be material or 

psychic in that they offer income andjor prestige. 

However, salary received from a job is one tangible reward 

that may either constrain or enhance family life. The 

amount of money upon which the family has to live can 

determine the level of tensions in the family as well as 

the relative power of family members (Kanter, 1977). 

Effect of Family Life on Work 

Until the last decade little research has been done to 

determine the effects of family life on work. According to 

Felstehausen et al. (1987) the myth of the good worker 

carries with it the implication that work should not be 

affected by extraneous mat ers including the family. 

Traditionally the family h s accommodated to work demands. 

However, Kanter (1977) has proposed that the family 

doe s impact work in three ways. Family cultural tra itions 

may be strong enough to shape f roily members' decis ions 

about their relation to work and to enable them to re s i s t 

pres sures generated by workplaces. Second y, person 1 

relations can in luence e c onomic an occupation li i n 

s ituations where fami y connect ions de fi e work re i o s . 
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Third, a family's emotional climate and demands affect 

its members as workers. For example, family situations can 

define work orientations, motivations, abilities, emotional 

energy, and the demands workers bring to the work place. 

Nieva (1985) noted that the influence of family on work 

has been largely a matter of concern for three groups: 

women with families, dual-earner families, and military 

families. Women with families are a concern since women's 

historical responsibility for the home suggests that work 

should be secondary in importance to the family and its 

demands5 Dual-earner f milies are listed because of role 

and time strains . The influence of military families on 

work are a concern because the mi itary establishment is so 

totally absorptive of its m niliers. 

Conflicts Between Work and Family Lifg 

An examination of the literatur e on conflict between 

work and family r l e s (Boyd & Butler, 1982; Engelbrecht, 

1983; Hafstrom & Schra m, 1983; Greenhaus & Beutell, 198 5 ; 

Jac obson & Lawhon, 1 98 3 ; awhon, 1984; McCoy, 1984; 

Sorenson, 1983 ) s g ests h a t the basi f o r wo rk family 

c onflic t is us ually t~m , st i , or e h · vior. Voy a no 
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and Kelly (198 4) suggest that economic strain is a fourth 

source of conflict. 

Conflict occurs when the time devoted to the 

requirements of one role makes it difficult to fulfill 

requi rements of another. A number of studies (Boyd & 

Butler, 1982; Fox & Nickols, 1983; Goebel & Hennon, 1984; 

Hafstrom & Schram, 1983; Jacobson & Lawh n, 1983; Lawhon, 

1984; Magid, 1987; McCoy, 1984; McCubbin & Dahl, 1985; 

Pleck & Staines, 1985; Sorenson, 1983; Taylor, 1979) report 

time-based conflicts in areas such as work schedules, work 

orientation, marriage, children, and spouse employment 

patterns that may prod ce pressures to participate 

extensively in the work role or the family role. Conflict 

is experienced when these time pres sures are incompatible 

with the demands of the other roles. 

Voydanoff and Kelly (1984) i entified demands 

a ssociated with time shortage suc h as being a female 

wo rking parent, the presence of pre-school and school-age 

children, experiencing three or mo e important family 

changes, and work hours an scheduling . Resources or 

cop ' ng wi h time dem nds includ h'gh income , job 

s at isfaction, not marry'ng arly, nd an hili y to 

time for family a c tivi i s. 

r n e 
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Literature Related to Measures 

The instrument, Work, Home, and Family (WHF) 

Questionnaire, was developed in a previous study 

(Felstehausen et al., 1987) at Texas Tech University. The 

instrument has been pre- tested and pilot tested to 

establish its validity and reliability. It has been used 

recently in several other studies in the Unite d States 

examining work and family relationships. 

Garrett and Redick (1987) used the WHF Questionnaire as 

a joint study conducted by AT&T Network Systems and t he 

Ohio State University to determine workers' degree of 

satisfaction with home life, impact of home life of work, 

degree of satisfaction with work, and impact of work on 

home life. Results indicated that there was a high 

satisfaction level with home and family life and a strong 

belief th t family life factors af ected work p e rformance 

which was interpreted as a close association between home 

and work life. 

Cripps (1986) used the instrumen to look at he 

relationship e ween family ife s· tisfaction nd job 

satisfaction r emp oyed Hispanic and Anglo women. 

Results of her study indicated th t for bot ethnic groups 

of women, factors identifying family li e s tis ction a nd 
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job satisfaction were largely the same. Results also 

indicated that family life satisfaction and job 

satisfaction were positively related to each other. Family 

life satisfaction, however, appeared to be a stronger 

indicator of job satisfaction than the reverse. Results of 

the study again provided evidence for a reciprocal 

relationship between family life satisfaction and job 

satisfaction based on the results of the .WHF Questionnaire . 

Summary 

Available research leaves much to be discovered about 

work-family linkages . Research should r fleet the dyn · mic 

realities of a changing world, but ofte n it lags fa 

behind. 

Much more research is needed to examine the effects of 

family factors on work behavior. The implicit rules in 

many organizations tend to make the examination of thi s 

relationship difficult becaus e organizations tend to 

operate under the assumpt ' on of separate work an family 

worlds. Very little is empir'cally known about h ow the 

family affects job sa isfac tion. e a c is ne ded on he 



processes by which individuals perceive and handle their 

multiple roles both day-to-day and over the life cycle. 
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The relationship between work and family is a highly 

complicated one. Both work and family are social and 

economic systems that are inextricably tied. There may be 

differences in the degree of connectedness between family 

and work; however, few social scientists tod y would deny 

the two are linked. 

Although successful linking o t work and family is 

central to meeting the challenges of life in the latter 

part of the 20th century and beyond, only limited research 

has considered the behavior and e xperiences in bo h wor k 

and family situations. Evidence 3Xist s of a nee d to fo c us 

on this relationship from both di r ections : the impact of 

work on home and family life and t he impact of home and 

family on work. 



CHAPTER III 

METHODOLOGY. 

The major purpose of this study was to examine the 

difference between family life satisfaction and job 

satisfaction of traditional and non-traditional women in 

the paid labor force. The research problem as discussed in 

Chapter I focused on a current concern which will be 

investigated through t.he survey method . This chapter is 

divided into seven sections and includes information on the 

following: the design of the study, a description of the 

sample used in the study, information on the instrument, 

reliability of the measures, a description of the pilot 

study, techniques of data collection, and procedures used 

in data analysis. 

Design of the Study 

The research design for this study was expl natory , 

exploratory , and descriptive, with the purpose of 

determining the natu e of the rel tionship b tw n fam'ly 

life satisfaction an job satis action within wo 

40 
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population groups. Data for this study came from a 

self-administered mail questionnaire sent to women employed 

in traditional and non-traditional jobs in all six economic 

divisions within the state of Texas (Appendix A). 

Texas is divided into six regions since the natural and 

cultural characteristics of a region interact and are 

influenced by external economic events and changes in 

available technology to determine a particular region's 

economic base. The Comptroller of Public Accounts has 

divided the state into six regions--the Plains, the 

Metroplex, East Texas, the Gulf Coast, the Central 

Corridor, and the Border--where products and services that 

generate income and employment differ so that an oil price 

declina, a peso devaluation, or a change in defense 

spending affect each region differently (Kingston, 1987). 

Sample 

The study was restricted to female employees in dual

earner marriages who were identified as being employed in 

the paid labor market in either a traditional or non

traditional occupation according to definitions set by the 

u.s . Department of Labor. The sample was drawn from the 
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six economic divisions of the state of Texas and included 

women living in urban, small town, and rural areas. 

Potential women subjects to be surveyed were identified 

by six guida nc e and counseling professionals from Texas 

community and junior colleges who served as the Panel of 

Experts on the 1987-88 Improving Sex Equity in 

Postsecondary Vocational/ Technical Programs grant from the 

Coordinating Board, Texas College and University System 

(Lovelace, Mcintyre, & Nies, 1988). Approximately half of 

the subjects were identified as having a non-traditional 

career and half as pursuing a traditional career. 

Additional appropriate subjects, half in non-traditional 

occupations and half in t r aditional ones, have been drawn 

from Texas women attending one of the six workshops or 

sta tewide conference sponsored through the sex equity grant 

during the spring of 1988. According to the Handbook of 

Labor Statistics (U. S. Depar ment of Labor, 1988), 

industrial employment patterns for women in Texas mirror 

fairly closely those for women throughout the United 

Stat es . The number of women emp loyed in both traditional 

a nd non-traditional j ob categories in the U. s. and in 

Texas in 1987 are s hown in Ta ble 1. 



TABLE 1 

Women Employed by Occupation in United States and 
Texas, 1987 Annual Averages 

Department of Labor 
Categories u. s. Texas 

Total number of women 44 , 064,000 3,296,000 

Executive, Administrative 
and Managerialb 

Professional specialtyb 

Technicians and 
b related support 

Salesb 

Administrative support 
including clericala 

Service Occupationsa 

Precision production, Craft 
d 

. b an repa1r 

Machine operators , 
assemblers, inspectorsb 

Transportation and 
t . 1 . b ma er1a mov1ng 

Handlers, quipment cleaners, 
helpers, laborersb 

Farming, forestry, 
. . b 

f1sh1 ng 

7.9% 

14.0 

3.3 

12 .. 7 

29.9 

18 .9 

2.3 

7.4 

0.7 

1.6 

1.3 

aTraditional occupational group for women 
bNon-traditional occupational group for women 

10.5% 

14.3 

3.4 

13.9 

31.6 

17.4 

1.9 

5.1 

0.7 

0.6 

0.6 

43 
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Texas has slightly more women in the Executive, 

Administrative, and Managerial category (10.5%) than the 

nation (7.9%); however the Professional category is almost 

identical with 14.0% for the U.S. and 14.3% for Texas. The 

non-traditional jobs in Technicians and Related Support and 

Transportat i on and Material Moving a re almost identical in 

proportional size in Texas as in the United States. 

Traditiona l occupational groupings such as Administrative 

Support Including Clerical and Service Occupations also had 

similiar totals. If the sample in this study is 

representative of women in the state of Texas, then because 

of these similarities in employment by industry between 

Texas and the U. s. survey findings can be generalized to 

women in the United States. 

The initial mailing include d the Work, Home, and Family 

Questionnaire, a pre-stamped envelope for return to the 

researcher, and a cover letter requesting participation. 

A total of 400 questionnaires were mailed to the subjects. 

Two weeks after the questionnaire was mailed, a reminder 

pos t card was sent to all 400 subjects. A minimum 

a cceptable return rate was set at approximately 35% or 140 

questionnaires. 
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Information was obtained regarding age, level of 

education, mar ital status, total family income, 

occupational status, and number of children under 18 or 

other depende nts living in the household. These 

demographic data lead to better understanding and 

interpretation of the results of the study and enabled the 

researcher to describL adequate ly the sample from which the 

data will be collected. 

Instrument 

The instrument for the study was the Work, Home and 

Family (WHF) Questionna ire developed and piloted at Texas 

Tech University in a previous study involving 722 male and 

female employees in Texas. Working on a project for the 

Texas Education Agency, the researchers selected items for 

the four subscales from a number of other family and work 

environment scales and inventories and developed a suitable 

instrument. Time and ease of administration were 

identified as important factors in developing the self

report instrumen (Felstehaus net al., 1987). 

The questionn ire included items conceptually grouped 

into four major section~. These subscales are: 
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(a) satisfaction with home life, (b) effect of home life on 

work, (c) satisfaction with work, and (d) effect of work on 

home life. The home life subscales consist of 28 factors 

and the work scales have 22 factors (see Appendix D). 

The questionnaire h a s a 7-point Likert-type scale from 

"very satisfied" (7) to "very dissatisfie d" (1) for home 

and family factors. It also has a sca le from "very 

positive" ( 7 ) to "very negative" (1) for the effect of home 

and family on work p e rformance. 

In addition to individual factors, respondents were 

asked to give an overall rating of satisfaction with their 

home and family life and an overall satisfaction rating 

with their work. Likewise, they were asked to report the 

overall effect of their home life on their work performance 

and the overall effect of their work on the quality of 

their home life. A global question, ''How difficult was it 

for you to combine work and family responsibilities?" is 

included as a summary item. Subjects were also given the 

opportunity to comment further about work-family 

interactions with the open-ended question, "What else would 

you like to tell me about how satisfied you are with your 

family life and wor k li e?" at the end of the 

quest ionnaire. 
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Reliability of Instrument 

To ensure reliability, Babbie (1986) suggested 

several strategies. He says to construct an instrument 

that asks relevant question s the respondent is likely to be 

able to answer, to be clear on what is asked so the 

subject's own unreliability can be reduced, to incorporate 

s pec ificity, and t o u se measurement s that have proven 

reliability in previous research. 

According to Felstehausen (personal communication, 

Apr i l 2 7 , 1988 ) , Babbie 's poin t s were used in development 

of the instrument to ensure reliability. Both a pre-test 

and pilot s tudy were conducted to d e termine which questions 

were not likely to be ans wered or those that were unclear. 

Conclusions drawn from the findings of both tests guided 

the refinement and administration of the instrument to the 

resea r c h sample. A panel of experts was consulted to 

e n s ure the inclu sion of clear , relevant questions. 

Whenever possible, q1 est ions were adapted from previous 

instruments which h ad b en tes ted for reliability and 

validity. 

The SPSS s u pro9rarn RELIAB LI 'l~Y w s used t o e valu · te 

the mult' p le-item a itive c ~ ~s or both the family 1' e 

satisfaction and jo s ti ·f cti n m~a ures. nt n 1 
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consistency of the measures was determined using Cronbach's 

Alpha for the subscales during the pilot study at Texas 

Tech. The reliability coefficient scores or Cronbach's 

Alphas were all very high: .89 for home and family life 

satisfaction and .93 for job satisfaction. Reliability 

measures increased for the instrument in the main study: 

.96 for home and family life satisfaction and .95 for job 

satisfaction . 

Val i dity of the Instrument 

According to Felstehausen (personal communication, 

April 27, 1988), research data indicated that there is no 

one best way to measure job satisfaction. According to 

Soutar and Weaver (1982), the selection of a job 

satisfaction measure is determined by several factors--the 

characteristics of the population being studied, aspects of 

satisfaction included in the instrument, the length of the 

instrument, and the reliability and validity of the measure. 

The Texas Tech researchers discovered that frequently 

construct validity is not established adequately for job 

satisfaction measures. In an effort to establish construe 

validity , a preliminary d af of the questionnaire, which 
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consisted of items modified from existing instruments, was 

reviewed by an advisory committee, experts in the area of 

question construction, questionnaire design, family and 

business management theory and research, and employees at 

Texas T~ch University representing custodial, clerical, and 

grounds maintenance staff. Based on their recommendations, 

several items were rewritten, eliminated, or added. 

Some methodologists (Borg & Gall, 1983; Cronbach & 

Meehl, 1955; Kerlinger, 1973; Kim & Mueller, 1978) consider 

factor analysis to be one of the most powerful methods of 

construct validity. The idea of facto~ analysis to 

establish construct validity is that it reduces a large 

number of measures to a smaller number of factors by 

discovering which ones measure the same thing. Factor 

analysis involves a computer assisted search for clusters 

of variables that are all correlated with each other. It 

is possible to compute a correlation coefficient between 

respondents' fa c tor scor e and their score on a particular 

variable entered into the factor a nalysis program. Factor 

analysis helps dernonstrat tha t the question has 

effectively measured the content it was designed to 

identify . 
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Factor analysis was conducted by the Texas Tech 

research team on four sets of items in the WHF 

Questionnaires: home and family life satisfaction, effect 

of home on work performance, work satisfaction, and effect 

of work on home life. 

Pilot Test 

According to Babbie (1986), a pilot study can be viewed 

as a "miniaturized walkthrough of the entire study design." 

The pilot is aimed at ensuring the collection of useful 

data. 

A pilot study was conducted to provide data on the 

validity and reliability of the Work, Home, and Family 

Questionnaire prior to beginning the study described in 

this proposal. At Texas Tech the instrument was reviewed 

b y a panel of experts comprised of business-persons, 

vocational education t eachers, family and business 

management theorists and researchers, cooperative extension 

agents, personnel managers, and custodial, clerical, and 

grounds maintenance staff. Based on the review and a pilot 

study in Lubbock the Work, Home, and Family Questionnaire 

has been changed and r fined o increase the clarity o the 



questions and to simplify the format since its inception 

(Felstehausen et al., 1987). 
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As a pilot study the WHF Questionnaire was given to 60 

women in the current Survival Skills for Women Program, a 

2-week intensive, life management skills training designed 

for economic and personal independence and administered by 

The Women's Center of Tarrant County. The return rate was 

approximately 35% or 21 questionnaires. 

The 21 subjects included 9 women in traditional jobs 

and 12 in non-traditional ones. There were two outliers or 

mavericks, b th non-traditional subjects, who were removed 

from the study to prevent skewedness. The traditional 

women had a mean age range of 31 to 40, a family income of 

$30,001 to $40,000, a family life satisfaction mean score 

of 4.7 on a 7-point Likert-like scale, and a 4.3 mean job 

satisfaction on the same scale. The nontraditional women 

had a mean age range of 21 to 30, a family income of 

$2 0,001 to $30,000, a family satisfaction mean score of 

5 .2, and a job satisfaction score of 4.1. The traditional 

women were thus older and had a h igher annual family income 

than did the non-t aditional women. The non-traditional 

women h d a higher family satisfaction score but a lower 

job satisfaction score than the traditional women . When 
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compared based on number of dependents, women with no 

dependents had lower family and job satisfaction scores 

than did women with one or two dependents. And women with 

three or more dependents had the highest satisfaction 

scores of all three groups on both the family life and job 

satisfaction scores. The scores of the women in 

traditional jobs correlated at .71 for both family life and 

job satisfaction; the scores of the nontraditional women 

correlated even higher at .79 . 

The pilot allowed the computer files to be set up and 

tested for the larger study. Because only 21 

questionnaires were returned, there was an inadequate 

number of subjects to run as many tests as would have been 

necessary to test all ine hypotheses. Therefore no 

overall statistical differe nc s were found between the two 

pilot groups. The pilot also allowed the researcher to 

make a few changes in the cover sheet used to collect 

descriptive data for the WHF Questionnaire. The most 

notable alteration was to change the possible response of 

age from a range to a specific age that could be used for 

covariance. 
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Procedures 

Permission was requested from researchers at Texas Tech 

who designed the Work, Home, and Family Questionnaire to 

use the instrument in this study of dual-earner women in 

traditional and non-traditional occupations. Copies of 

correspondence are included in Appendix C. A copy of the 

quantitative questionnaire is included in Appendix D. 

Preliminary contacts were made with the postsecondary 

guidance counselors in the six economic divisions of the 

state for mailing lists for women in both traditional and 

non-traditional occupations. Letters were mailed 

describing he na~ure of the study and type of involvement 

needed from the counselors. A sample copy of the 

questionnaire was included with the contact letter. 

A quantit tive Work, Home , and Family Questionnaire 

was mailed to subjects in the six economic divisions in 

Texas. A cover letter requested participation an gave 

instructions for completing and returning the questionnaire. 

Analysis of Data 

Summary statistics an analyses necessary to t est the 

hypotheses in this study were c lculated with the BMDP 
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Statistical Software (Dixon, 1985) . The BMDP2V and BMDP4V 

programs for two way multivariate analysis of covariance 

are available on the mainframe computer at Texas Woman's 

Univeristy. 

Frequency counts and percentages were tabulated for 

the demographic characteristics. These characteristics 

included family size, respondent's age, respondent's level 

of education, total family income, need for dependent care, 

and age of children. Mean scores were calculated for 

family life and job factors in relation to the following: 

(a) family life satisfaction, (b) job satisfaction, (c) 

effect of family life on job performance, and (d) effect of 

work on quality of home life. All hypotheses were tested 

with a 2-way multivariate a n · lysis of covariance (ANCOVA) 

with age and income as covariat s. Age and income were 

used as covariates since muc h of the research on job 

satisfaction point to a s i gnific nt increase in 

sat isfaction as age and income increase (Herzberg, 1966; 

Levitan & Johnson, 1982; Mc Gregor , 1960; Strauss, 1974). 

All results were to be reported; significance was set at 

the .05 level. 
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Summary 

This chapter outlined the design, methods, and 

procedures for the study. The data-producing sample will 

consisted of female employees in the six economic divisions 

of Texas who were employed in both traditional and 

non-traditional occupations and who were a part of a dual

earner marriag-e. Data were collected quantitatively by the 

Work, Home, and Family Questionnaire developed at Texas 

Tech by Felstehausen, Glosson, and Couch (1987). The Work, 

Home, and Family Questionnaire was developed to collect 

data relating to family and work environments. Demographic 

data including the respondent's level of education, the 

respondent's age , total family income, family size , age of 

children, and need for dependent care w.re collected to 

describe the sample. Questionnaire data were examined 

using a varie ty of procedure~ i1clu i ng frequency 

distributions and perc e ntages , conparison of mean scores, 

and multivariate analysis of variance and covariance. 



CHAPTER IV 

FINDINGS 

The purpose of this research study was to examine the 

relationship between family life satisfaction and job 

satisfaction of women in dual-earner families. The women 

were divided into two groups, traditional and non-

traditional, based on their job status. Chapter IV 

includes a description of the subjects who participated in 

the study and the results of the statistical analys es 

applied to each hypothesis. 

Descriptive Statistics 

As described in Chapter III, 400 women who were part of 

a dual-earner marriage received a Work , Home, Family 

Questionnaire. One hundred and forty-five questionnaires, 

36 .25%, were returned. Duri n the course of the 

statistical analyses, nine of these subjects proved to be 

mavericks and were removed from the study . 

According to w·ner (1971), mavericks or outliers are 

"extreme observat'ons due to ources of error other than 

. 6 

1l 

II 

II 

II 
II 
I 
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that attributable to sampling alone" (p. 51). O:rie bad 

score or maverick can give a skewed distribution to an 

entire study. The mavericks or outliers in this study were 

identified as such by doubling the standard deviation and 

adding it to the mean. If the total was more than +2 or 

less than -2, then the original score was removed from the 

data. The BMDPlD computer program was used to identify the 

mavericks. 

Of the 136 subjects remaining, 65 (47.8%) of them held 

traditional jobs and 71 (52.2%) held non-traditional 

employment. Of the 65 women with traditional jobs, 63 

(96.9%) also had spouses with traditional jobs; 2 (3.1%) 

had spouses with non-traditional jobs. Of the 71 women 

with non-traditional jobs, 64 (90.1%) had spouses with 

traditional jobs and 7 (9.9%) spouses with had 

non-traditional jobs. 

With the mavericks removed, the mean age for the sample 

was 39; the mean age for the traditional women was 40 and 

for the non-traditional, 38. The educational mean for the 

sample was "some e ducation after high school" with the 

non-traditional job holders showing slightly more education 

th n the traditional. The average income for the sample 

was in the $40,001 to $50,000 range, again with the 
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non-traditional women having a higher average income than 

the traditional women within this range. 

Ninety-one respondents (66.9%) had children under the 

age of 18 at home; 41 (45.1%) traditional and 50 (54.9%) 

non-traditional. Fifty (54.9%) of those 91 with children 

required paid child care during working hours; 25 (50%) in 

each job status. Fourteen (10.2%) of the 136 respondents 

required paid adult care during working hours; 8 (57.1%)) 

traditional and 6 (42.9 %) non-traditional. 

Table 2 shows a summary of the frequencies and 

percentages f o r the descriptive data f o r the traditional 

and non- trad i tiona l women r esponding to this survey. 

Examination of the Hypotheses 

Data obtained from the questionnaire were statistically 

analyzed by the BMDP Statistical Software (Dixon, 1985)

BMDPJD for two-sample T-tes ts f o r Hypothesis 1, BMDP2V and 

BMDP4V programs for two-way multivariate analyses of 

covariance to d e termine significance. The . 0 5 level of 

significance was used to accept the null hypotheses unless 

otherwise stated. Each hypothesis is discussed separately. 
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•rable 2 

Demographic Characteristics of Re spondents 

Characteristic Sample Traditional Non-traditional 
Variable N % N % N % 

Women a 136 34 . 0 65 47.8 71 52.2 

Spouses with 127 93.4 63 96.9 64 90.1 
trad i tional job 

Spouses with 
non-traditiona l 
job 9 6.6 2 3.1 7 9.0 

Age range b 

Unde r 20 1 0.7 1 1 . 5 0 0 .. 0 
20 to 29 2 1 1 5 . 5 9 13 . 8 1 2 16.9 
30 to 39 49 36.0 22 33. 9 27 38.0 
40 to 49 47 34.6 22 33.9 25 35.2 
50 to 59 16 11 . 8 9 13.8 7 9.9 
60 to 69 2 1.4 2 3.1 0 0.0 
70 or over 0 0.0 0 0.0 0 0.0 

Education 
Less than 
high school 7 5 .1 4 6 . 1 3 4.3 

High school 
d i ploma 
or GED 14 10. 3 7 10 . 8 7 9.8 

Some education 
a f ter h.s. 30 22 .1 16 2 4.6 14 19.7 

College 
graduate 
or more 8 5 6 2 .5 3 8 58.5 47 6 6 . 2 

( table con tinues ) 

a . . 
Of t h e or1g1nal 1 4 5 worn nb 9 h ad outlier sco es and were 

obmitted f rom t he s tu y. See Table 11 for age me ns . 
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Characteristic Sample Traditional Non-traditional 
Variable N % N 1 N __i_ 

Income 
Under $10,000 0 0.0 0 0.0 0 0.0 
$10-$20,000 3 2.2 2 3 .. 1 1 1.4 
$20-$30,000 19 14.0 5 7.7 14 19.7 
$30-$40,000 33 24.3 21 32.3 12 1 6.9 
$40-$50,000 1.7 12.5 12 18.5 5 7.1 
$50-$60,000 23 16.8 10 15.4 13 18. 3 
$60-$70,000 13 9 .. 6 9 13.8 4 5.6 
Over $70,000 28 20.6 6 9.2 22 31.0 

Depdendents under 18 

Yes 91 66.9 41 45 .. 1a 50 54.9a 
One or 'I'wo 80 87.9 34 J7.4a 46 50.5a. 
Three Plus 11 12.1 7 7.7a 4 4.4a 

No 45 33.1 24 53.3 21 46.7 

Paid Child Care a 

Yes 50 54.9 25 50.0a 25 50 .0a 
No 41 45.1 20 48.8a 21 51.2a 

Paid Adult Care 

Yes 14 10.2 8 57.1 6 42.9 
No 12 2 89.8 57 46.7 65 53.3 

aOf those wi h dependents un · er 18 ye rs of ge 



Hypothesis l 

There is no s ignificant difference in 
employment by traditional or non- traditional 
occupations and Family Life Satisfa ction and 
Job Satisfaction, as measured by the Work, 
Family, and Home (WHF) Ques tionnaire, between 
women in dual-earner marriages when controlling 
for age and income. 

Age and income were considered as covariates in this 

study. An analysis of covariance (ANCOVA) test is an 

extension of analyses of variance in which the effect of 

the independent variables on the dependent variable is 

assessed after the effects of one or more covariates are 

partialled out. This statistical approach has the 

capability of noise-reduction, where variance associated 
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with the covariate is removed from error variance. Reduced 

error variance provides a more powerful test of differences 

among independent variables. 

An ANCOVA was run on the age and income level of the 

women in this study in traditional occupations and 

non-traditional occupations. The mean age for the 

traditional women was 40. For the non-traditional woman 

the mean age was 38. Statistically there was no difference 

between the ages and no need to use age as a covariate in 

Hypotheses 1, 2, 4, 6 , and 8. Mean income for the wome n in 

both traditional and non- traditional jobs was in the 
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$40,001 to $50,000 range. statistically again there was no 

difference and no need to use income as a covariate in 

Hypotheses 1, 2, 4, 6, and 8. 

Family life satisfaction and job satisfaction scores of 

women with traditional occupations correlated at .55. A 

.55 is a medium positive correlation or direct 

relationship. This group's scores were more similar or 

positively correlat ed than were the two scores of the women 

with non-traditional occupations who had a low positive 

correlation factor of .23. 

Family life satisfaction scores for the 65 women with 

traditional jobs compared to the 71 women with 

non-traditional jobs showed no significant difference. 

Since the groups did not contain the same number of 

subjects, a Levene 's technique was run to test the 

assumption of equal variances. The Levene t est for equal 

variances gave a F value of .55 (p <.025) which said the 

groups were equal and permitted a report of the pooled t as 

-.59. The Levene test of equa l variances for job 

satisfaction between the two unequal size groups of women 

produced a F value of .18 (p. <.025) and showed the 

variances to be n on-homoge netic ; therefore , a separate t = 

-1.83 must be reporte . The scor s of the two groups of 
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women were compared at an alpha of .025 for level of 

significance to avoid Type I errors. Once the data 

supported the assumption of equal variances, analysis by 

testing for difference between the means could be 

conducted . 

As reported in Tables 3 and 4, no significant 

difference existed between women in traditional and women 

in non-traditional employment on their overall satisfaction 

scale on Family Life Satisfaction and Job Satisfaction on 

the WHF Questionnaire. Therefore the null hypothesis was 

not rejected. 

Hypothesis 2 

There is no significant difference in the 
educational level of women in traditional and 
non-traditional occupations and Job 
Satisfaction and Family Life Satisfaction, as 
measured by the WHF Questionnaire, when 
controlling for age and income. 

Table 5 shows the results of the BMDP4V statistical 

test for multivariate analysis of variance (MANOVA) that 

was run on the educational data of the women in traditional 

and non-tradition 1 jobs and their overall scores on the 

Job Satisfaction and Family Life Satisfaction of the WHF 

Questionnaire. '!'he origin 1 four groups of "less than high 

school, " " ig schoo l diploma or GED," "some educ a ion 
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Table 3 

Family Satisfaction Means for Women in Traditional and 
Non-traditional Jobs 

Job status 
of women N M S.D. df t p 

Traditional 65 5 .. 86a 0.85 
134 -.59 .5591 

Non-
traditional 71 5.90a 0.86 

aon a 7-point Likert-like scale 

Table 4 

Job Satisfaction Means for Women in Traditional and 
Non-traditional Jobs 

Job status 
of women N M S.D. df t p 

Traditional 65 5.48a 1.06 
126.6 -1.83 .0694 

Non-
traditional 71 5.79a 0.91 

a . 
On a 7 - polnt Likert-type scale; 7 = satisfied , 1 = 

dissatisfied 

Decision 

NS 

Decision 

NS 



Table 5 

Tests of Significance for Educational Level of Women in 
Traditional and Non-traditional Jobs 

Source of 

65 

variation df ss MS F p Decision 

Job class 

ALL 2,129 1.51 0.22 NS 

FAMSAT 1,130 0.12 0.12 0.18 0.67 NS 

JOBSAT 1,130 2.51 2.51 3.0 0.08 NS 

Education 

ALL 4,258 * 6.82 <0.0001 SIG 

FAMSAT 2,130 10.52 5.26 7.89 0.0006 SIG * 

JOBSAT 2,130 17.77 8.88 10.76 <0.0001 SIG * 

Job-education 
Interaction 

ALL 4,258 1.34 0.2537 NS 

FAMSAT 2,130 0.69 0.34 0. 5 1 0.5988 NS 

JOBSAT 2,130 4 . 42 2.21 2.68 0.0725 NS 

Er ror 

FAMSAT 86.7 2 0.67 

JOBSAT 107.33 0.83 

* £ < .025 
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after high school," and "college graduate or more" be 

collapsed to three with the first two high school groups 

being combined to avoid small cell groups in statistical 

analysis. Because of unequal sample sizes in the two 

groups, the Scheff~ post hoc test was run after 

significance was found with the analysis of variance. To 

find exactly where the significant differences are located 

among the variables, the Scheffe multiple comparison test 

analyzes each possible pair of means to determine if the 

two means are significantly different from one another. 

According to Table 6 significant differences on the Family 

Life Satisfaction scores were found to be between the 

groups having an educational level of "high school graduate 

or less" and "some training after high school" and between 

the groups of "high school graduate or less education" and 

"college graduate or more education." There was no 

significance between the Family Life Satisfaction scores of 

the groups having "some training after high school" and 

"college graduate or more" education. Therefore the scores 

in those two groups are not different. 

The Scheffe post hoc test results in Table 7 showed the 

di fferences between the Job Satisfac tion scores and the 
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Table 6 

Scheffe Post Hoc Test To Determine Significant Main Effect 
for Education on Family Life Satisfaction 

Means compared Means difference Significance 

High School Education or -0.562 
Less/Some Education after H.S. 

High School Education or -0.797 
Less/College Education or More 

Some Education after H.S. 
;college Education or More 

*E<.05 

Table 7 

-0 . 235 

* 

* 

Scheffe Post Hoc Test To Determine Significant Main Effect 
for Education on Job Satisfaction 

Means compared Means difference Significance 

High School Education or 
Less;some Education after H.S. 

High School Education or 
LessjCollegeEduc ation or More 

Some Education after H. s. 
;college Education or More 

*E<.05 

-0.757 * 

-1.061 * 

-0.304 
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educational level of the women to have the same results as 

the Family Life scores. The Job Satisfaction scores of the 

group that had a "high school education or less" and those 

in the group with "training after high school" were 

different as were the ones between the group with "high 

school education or less" and the g roup with a ''college 

education or more". In each case the group with the most 

education had the higher Job Satisfaction scores. There 

was no significance between the scores on Job Satisfaction 

between the group of wome n with "some training a f ter high 

school" and the group with a "college education or more ." 

Because there is significance for overall multivariate 

tests, the univariate F' s for Family Life Satisfaction and 

Job Satisfaction could be evaluated using an alpha of .05. 

Sin e significant differences e x isted in the education 

level of some groups of women in both traditional and 

non-traditional jobs and their scores on the Job 

Satisfaction and Family Life Satisfaction parts of the WHF 

Questionnaire, the null hypothesis was rejected. 

Hypothesis 3 

The re is no significant inte rac tion b e tween the 
educat ional evels nd mployment of women in 
t raditional and non-traditional occupations. 
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As reported in Table 5 when a BMDP4V multivariate 

analysis of variance grouping on education level and 

employment was run, no significant difference existed 

between the educational levels and employment in 

traditional and non-traditional occupations. Therefore the 

null hypothesis was accepted. 

Hypothesis 4 

There is no significant difference in the need 
for paid dependent care for women in 
traditional and non-t r aditional occupations and 
Job Satisfaction and Family Life Satisfaction, 
as measured by the WHF Questionnaire, when 
controlling for age and income 

The data on Job and Fami ly Life Satisfaction from the 

women in this study were run on the BMDP4V program for 

MANOVA. Grouping was on "need" or "no need" for paid 

dependent care and "traditional" and "non-traditional" job 

classification. All subjects in this analysis had children 

or a dependent adult. The 37 without dependents were 

omitted so that the N was 99. 

As reported on Table 8, no significant difference 

existed between scores of women in traditional and 

non-traditional jobs an whether or not they had paid 

dependent care. The null hypothesis was therefore accepted. 
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Table 8 

rrests of Significance for Need for Paid Child Care for 
Women in Traditional and Non-traditional Jobs 

Source of 
variation df ss MS F p Decision 

Job class 

All 2,94 1.32 0.27 NS 

FAMSAT 1,95 0 .02 0.02 0.03 0.85 NS 

JOBSAT 1,95 2.06 2.06 2.40 0.12 NS 

Paid child care 

ALL 2 , 94 o. 36 0.69 NS 

FAMSA'r 1 , 95 0.09 0 .. 09 0.14 0.71 NS 

JOBSA'r 1,95 0.63 0.63 0.74 0.39 NS 

Job-child care 
Interaction 

ALL 2,94 1.04 0.36 NS 

FAMSAT 1,95 0.71 0.71 1.07 0.30 NS 

JOBSAT 1,95 0.19 0.19 0 . 23 0.63 NS 
Error 

FAMSAT 62.84 0.66 

JOBSAT 81.77 0.86 

*12_<.05 



H~othesis !2. 

There is no significant interaction between 
need for paid dependent care and employment of 
women in traditional and non-traditional 
occupations. 
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The multivariate analysis reported in Table 8 shows no 

significance between the scores of the women in traditional 

and non-traditional occupations and the need for paid 

dependent care. The null hypothesis was accepted. 

Hypothesis 6 

There is no significant difference in the 
number of dependents and scores on Job 
Satisfaction and Family Life Satisfaction, as 
measured by the WHF Questionnaire, for women in 
traditional and non-traditional occupations 
when controlling for age and income. 

A BMDP4V multivariate MANOVA was run on the data 

grouping on traditional or non-traditional employment and 

some dependents or no dependents under the age of 18. The 

classification for dependents had to be collapsed from the 

original number of dependents classified on the 

questionnaire as zero, one or two, and three or more, to 

the two groups of "some" or "none" due to the combining of 

small groups to avoid small cell sizes. 

As shown in Table 9 there is no statistical 

sign 'ficance between the scores on the Family Life 

Satisfaction or J b Sati fact'on pat of the WHF 
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rrable 9 

Tests of Significance for Pr~sence of Dependents for Women 
in Traditional and Non-traditional_ Jobs 

Source of 

~v~a~r~i~a~t~i~o~n~.--~d~f~-----~s~-----

ALL 2,131 

FAMSAT 1 I .132 0.85 

JOBSAT 1, 13 2 3.47 

Presence of dependents 

ALL 2,13.1 

FAMSAT 1,132 

JOBSAT 1 I 132 

Job-dependents 
Interaction 

ALL 2,131 

FAMSAT 1 I 132 

JOBSA11 1 I 132 

Error 
FAMSAT 

JOBSAT 

* 1;2. <. 05 

3.70 

5.74 

1.01 

0.01 

93.31 

1 24 .30 

0.85 

3.47 

3.70 

5.74 

1.08 

0.01 

0.71 

F Decision 

1.92 0.15 NS 

1.20 0.28 NS 

3.69 0.06 NS 

4.12 0.02 SIG* 

5.23 0.02 SIG* 

6.10 0.01 SIG* 

0 . 87 NS 

1.53 0.22 NS 

0.01 0.99 NS 
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Questionnaire and women in traditional or non-traditional 

occupations. There is significance, however, between the 

presence of dependents under the age of 18 and no 

dependents and the Family Life Satisfaction and Job 

Satisfaction scores of the women collectively. The 46 

women with no dependents under the age of 18 scored higher 

on both Family Life Satisfaction and Job Satisfaction than 

did the 90 women with dependents under the age of 18. The 

Family Life Satisfaction mean score of those women having 

no dependents under the age of 18 was 6.09 compared to 5.74 

for the group with dependents. The Job Satisfaction mean 

score for those without children was 5.91 compared to 5.50 

for those with children. The hypothesis was reworded to 

r e flect the collapsing of the d pendent classification to 

read as follows: 

Revi s ed Hypothesi s 6 

There is no significant difference in the presence of 
dependents and scores on Job Satisfaction and Family Life 
Satisfac tion, as measure d by the WHF Questionnaire, for 
women in traditional and non-traditional occupations whe n 
controlling for age and income. 

The null hypothe si s was reject ed. 

Hypoth es is I 

There is no interact 'on betw en the number of 
dependents and scor s on F mi y atisfaction 
and JobS ti c t ion on th WHF Quest' nn ire 



of women in traditional and non-traditional 
employment. 

As shown in Table 9 there is no significance between 
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the scores on the WHF Questionnaire and whether the women 

had some or no dependents and their employment in 

traditional or non-traditional jobs. The null hypothesis 

was therefore accepted. 

H~Tpothesis 8 

There is no significant difference in the ages 
of the children requiring paid c h ild care 
belonging to women in traditional and 
non-traditional occupations and Job 
Satisfaction and Family Life Satisfaction, as 
measured by the WHF Questionnaire, when 
controlling for age and income. 

Only one woman in a non-traditional job reported having 

paid child care for a child in the 12 to 18 age range. 

Therefore, that category was dropped since the cell size 

would have been too small for statistical ana lysis. 

Thirteen women in traditional occupations reported having 

paid child care for children in the age 5 to 11 r nge; 8 in 

the age 0 to 4 range. Nine women in the non-traditional 

jobs reported having paid child care for children in the 

age 5 to 11 range; 13 in the age 0 to 4 range. 

As reported in Table 10 the ages of the dependents 

requiring paid chil c a re a nd the satis f ac 'on s c ore s of 



the mother by job status were without statistical 

significance. The null hypothesis was accepted. 

Hypothesis 9 

There is no significant interaction between the 
ages of children requiring paid child care and 
the Family Life Satisfaction and Job 
Satisfaction scores on the WHF Questionnaire of 
women employed in traditional and 
non-traditiona l occupations. 

Table 10 shows the results of the BMDP4V multivariate 
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analysis of variance t est for interaction between the ages 

of children needing paid child care and the scores of the 

mothers on the Fami ly Life Satisfaction and Job 

Satisfaction part of the WHF Questionnaire of women 

employed in traditional and non-traditiona l occupations to 

be statistically insignificant. The nul l hypothesis was 

accepted. Table 11 provides a summary of the nine 

hypotheses, the statistical t est that was performed , and 

the decision to accept or r eject . 

Addition 1 Findings 

The mean Family Life Satisfaction and Job S tisfaction 

scores for the women in traditional j obs and n n-

traditional jobs are shown in T ble 12. On 7-point 
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Table 10 

Tests of Significance~ for Ages of Children Re_quiring_ Paid 
Child Care for Women in Traditional and Non-traditional Jobs 

Source of 
variation 

Job class 

ALL 

df 

2,38 

FAMSAT 1,39 

JOBSAT 1,39 

Age of dependents 

ALL 2,38 

FAMSAT 1,39 

JOBSAT 1,39 

ss 

0.18 

0.41 

1.10 

0.10 

Job-Age of dependents 
Interaction 

ALL 2,38 

FAMSAT 1,39 0.38 

JOBSAT 1,39 0.07 

Error 

FAMSAT 17.72 

JOBSAT 30.16 

* 2. <. 05 

MS F p Decision 

0.36 0.70 NS 

0.18 0.40 0.53 NS 

0.41 0.52 0.47 NS 

1.23 0.13 NS 

1.10 2.43 0.13 NS 

0.10 0.01 0.91 NS 

0.56 0.57 NS 

0.38 0.84 0.37 NS 

0.07 0.09 0.76 NS 

0.45 

0.77 
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Likert-type scale women were asked for satisfaction levels 

on the family life and job portion of the WHF 

Questionnaire. Their answers became the scores or 

independent variables that were compared in the 

multivariate analysis of variance used to analyze the nine 

hypotheses in this studys 

There were no statistically significant differences 

when the traditional and non-traditional women responded to 

the questions about overall home life satisfaction, what 

effect their home life has on their work performance, and 

their job satisfaction. All mean scores were very high, 

from 5.4 to 5.9 on a 7-point scale indicating relatively 

high levels of satisfaction with their home, family life, 

and work. The level of satisfaction with work was lower 

than their perceived satisfaction with home and family life 

for both classes of worker. For all of the questions about 

home life and job sat i sfaction, the mean score for women in 

non-traditional jobs wa s higher, indicating more 

satisfaction, more positive feelings, or less difficulty, 

than the mean score for women in traditional jobs. 

There was significance at the .05 level in the 

d i fference in score s of the women on the question, "What 
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Table 11 

Summary of Statistical Tes s and Acceptance or Rejection of 
Null Hypotheses 

Null Hypotheses Statistical Test , __ _..__, Decision 

H1 Two-sample T-Test Accepted 
(Employment & Scores) 

H2 Multivariate AOV Rejected 
(Employment & Education) 

H3 Multivariate AOV Accepted 
(Interaction of Employment & Education) 

H4 Multivariate AOV Accepted 
(Employment & Paid Child Care) 

H5 Multivariate AOV Accepted 
(Interaction of Employment & Child Care) 

H6 Multivariate AOV Rejecte~ 
(Employment & Presence of Dependents) 

H7 Multivariate AOV Accepte d 
(Interaction of Employment & Number of Dependents) 

Ha Multivariate AOV Accepted 
(Employment & Ages of Children Requiring Child Care) 

H9 Multivariate AOV Accepted 
(Interaction of Employment & Ages Requiring Child Care) 
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Table 12 

Summary of Means of ~e and Satisfaction Leyels from Women 
in Traditional and Non-traditional Jobs Based on Responses 
to Home, Work, Family~estionnaire 

Characteristic 
Variable 

Age 

Traditional 
Mean 

40 

Home life satisfaction 5.8a 

Effect home life has on 
work performance 

Job satisfaction 

Effect work has on 
home life 

How difficult to combine 
work and family 4.0c 

Non-traditional 
Mean 

38 

a . 
On a 7 - polnt Likert-type scale, 7 = satisfied, 1 = 

dissatisfied 

bon a 7-point Likert-type scale, 7 =very positive,1 = 
negative 

very 

con a 7-point Likert-type scale, 7 = not difficult at all, 
1 = very difficult 
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effect do you think your work has on the quality of your 

home life?" Women in non-tradit.io:nal jobs responded that 

work had a more pos itive effect (5.8 mean) on their home 

life than did those in traditional jobs (5.0 mean). 

While not attaining statistical significance, the last 

question on the WHF Questionnaire, "How difficult is it for 

you to combine work and family responsibilities?" did have 

low scores (4.0 for traditional women; 4.2 for 

non-traditional women) compared to means on individual 

factors and the collective variables in Table 12. 

Respondent s ' Comments 

Respondents also had an opportunity to comment at the 

end of the questionnaire as to anything else they would 

like to tell about how satisfied they are with their family 

life and work life. Work a nd family lives are not easily 

balanced; 33 of the respondents wrote comments on the 

quest ionnaire. Some of their responses to this question 

about balancing work and f a mily follow: 

It h as taken our family 13 years to achieve this 
degree of sa isfa c t ion and balan c e b e tween wo k 
and horne li I have ha to ma ke more 
adjustments an compromises in both my wor and 
home life to a c hiev d egree of satisfaction in 



our family life for all of us than my husband. 
This has though been primarily due to his greater 
earning potential. (40 year old speech 
pathologist, mother of one 10 year old] 

Having children makes a rocky dual-career 
marriage one of the most difficult tasks in life. 
In order to maintain sanity, my husband and I 
both must put the emotional well-being of our 
child first. Meeting the needs of our child 
along with working outside the home leaves little 
time to wonder why we are in such a mess. It 
might be easier being a single parent! [28 year 
old kindergarten teacher, mother of 5 year old] 

Once I allowed my husband and teenage children to 
take on jobs and responsibilities that I had done 
for years, things became much easier at home. 
Thank you for this opportunity to analyze my 
life! (48 year old payroll specialist, mother of 
14 and 16 year old] 

I feel that my home life is satisfying and my job 
is very conducive to the family; however, it 
really consumes a lot of energy to accomplish all 
of the necessary tasks. The woman maintains the 
major tasks around the home, even though the man 
does pitch in and help. My husband has much more 
time for his job as well as "alone" time. [41 
year old college instructor, mother of 11, 8, and 
5 year old] 

I do enjoy my profession immensely. I do enjoy 
my family but often feel that I have not given 
them enough time. [42 year old assistant dean, 
mother of 14 and 18 year old] 

I have been off red better money with evening 
employment, but I am not willing to give up 
evenings with the family. Fortunately I am free 
to make these decisions .... ! do not feel so 
haggard as I did earlier when I worked a lot more 
hours each week. I know that my working more now 
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would only make everything more 
difficult-especially for me. The questions were 
really interesting and thought provoking. I 
would have answered them quite differently 4 
years ago! [41 year old substitute teacher, 
mother of 16, 10, 8 year old] 

Family schedule similar to that of traveling 
spouse means series of days single parenting and 
then back to dual parenting sometimes produces 
tensions and additional fatigue which, in turn, 
impact on job; not major source of discontent but 
this must be a constant awareness to prevent its 
turning into a problem. (41 year old guidance 
counselor, mother of 9 and 12 year old] 

I work in a non-competitive environment and my 
family is traditionally structured so roles 
seldom overlap. I also have the benefit of a 
live-in maid to do the housekeeping and care for 
the baby. [38 year old kennel owner, mother of 
4, 13 years to 11 months] 

I would prefer a job with fewer hours such as 
part-time. I am never satisfied with what I do 
at home because of the demands of my job don't 
allow me the time and energy to do more at home. 
In particular, I don't have e nough time to spend 
with my child on a daily basis. (31 year old 
teacher, mother of one 7 year old] 

I do feel a certain frus ration that my working 
precludes my h e lping with my husban 's 
d e partmental activities. Also it sometimes 
prevents my doing special family things and 
results in rushing around too much. [56 year old 
news editor) 
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Job and education obligations leave little time 
for family, no time for just me! It's very 
difficult to keep up with household chores. I 
feel guilty when I don't. (33 year old educator, 
mother of one 3 year old] 

I have a great deal of independence and control 
over my work situation which allows me the 
flexibility needed to balance work and family 
responsibilities. I am also fortunate to have a 
spouse who shares substantial homemaking and 
child care responsibilities. [40 year old 
Extension home economist, mother of 12 and 9 year 
old] 

The family togetherness , affection, resolve 
conflict, etc., questions were quite difficult. 
Two of the children are quite responsive, loving, 
and mature. There is conflict with the third 
child that does affect the harmony in the home. 
[45 year old curriculum coordinator, mother of 
19, 18, and 16 year old] 

Guilt, guilt, guilt! Because of my obligations 
to my husband and children, roy work suffers. 
Because of my obligations to my wor k, my family 
suffers. I am frustrated by trying to balance 
everything; sometimes it is r eally impossible! 
Yet, I want to work outside the home ; my psyche 
and ego demand it. So, I do the best I can, 
knowing that neither my work or my wonderful 
family are getting the commitment, energy or 
attention that each would receive if only one of 
the obligations existed. (34 year old corporate 
attorney, mother of a 5 and 4 year old] 

I am definitely a ype "E" worn n- vera c hiever, 
perfectionist. Most of the pressure I feel is 
self inflect d be ause I don't know how to say 
"No ! " [43 year old faculty-program director, 
mother of one 6 y r ol ] 
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I am pleased to have found work that I enjoy and 
can be my own boss, making my own hours. Very 
satisfied. (48 year old owner of small business, 
mother of a 17 and 19 year old] 

I think that not having any children to care for 
gives me and my spouse the freedom to have 
careers of our choosing. We have no guilt or 
anxiety about working overtime or having 
stressful jobs. (39 year old counselor] 

I have always enjoyed work much more than being a 
stay-at-home wife. Life is wonderful now that 
children are grown and gone. Work has taken on 
extra importance. [48 year old vice president] 

Keep in mind that I have already been through the 
serious ''j ugg 1 ing, years. My husband and 
children c a me through it with a few minor scars 
but the lasting test will be how much my children 
are able to enjoy and cherish t heir families! 
[49 year old attorney] 

Until I did this questionnaire, I did not realize 
how fortunate I am! [48 year old director of 
counseling] 

I wouldn't change a thing! I do what I like when 
I like! [47 year old part-time piano teacher] 

Surnmary 

Through statistic 1 a na lysis, three of the original 

nine null hypotheses wer rejected nd six were accepted. 

Table 11 provides a summary of the results. 
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overall satisfaction scores were high for both groups 

of women, but each group agreed on the difficulty of 

combining work and family. Women in non- traditional jobs 

responded with answer s tha t were more satisfied, more 

positive, and showed less difficulty in managing and 

combining their home and work lives than did those with 

traditional jobs. Non-trad i tional women also answered more 

positively as to the e ff ect their work had on the quality 

of their home life. This chapter al s o gives some examples 

of the comments tha t the women wrote about their own 

work-family relationships. 



Chapter V 

SUMMARY I CONCWSIONS I AND DISCUSSION 

This chapter includes a summary of the study and 

conclusions drawn from analysis and interpretation of the 

data. Implications suggested by the findings and 

recommendations for further research are also included in 

this chapter. 

Summary 

The main purpose of the study was to investigate the 

relationship between family life satisfaction and job 

satisfaction of women in dual earner marriages who work in 

traditional and non-tra ditional occupations. Life 

satisfaction has long been a major research focus; however, 

family life satisfaction h a s just begun to eceive 

attention as the majority of women entered the wor kplace. 

The neatly compartmentalized worlds of previous decades 

where family management nd brea winning sponsibil'ties 

were assigned prim rily by gender have all but isappe red. 

Work satisf ction has be n s tudie as n entity unto itsel 

oc. 
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with strict boundaries between it and the home leading to a 

theory of separate worlds of work and family. The 

complicated relationship between work and family can be 

examined with instruments such as the Work, Home, and 

Family (WHF) Questionnaire used in this study. 

Even though females in greater numbers than ever before 

are entering the work force, 70% of working women still are 

concentrated in what are called traditional occupations in 

which more than 60% of the workers are women. 

Non-traditional jobs for women in this study were defined 

as those occupations in which less than 40% of the workers 

are women. 

The sample represented women in dual-earner marriages 

who were employed in a traditional or non- traditional 

occupation. The statewide survey was designed to assess 

women's perceptions of their workplace and the quality of 

their home and family life . A s urvey research design was 

employed using a se lf-admini~tered mail, a nonymous 

questionnaire, the WHF Questionnaire, developed and tested 

at Texas Tech Un ' versity. The 400 s bjects in all six 

economic regions of Texas were provided by counselors and 

student services directors at six vocation· 1 and technic 1 

community colleges in he state~ One h ndred for y-five 
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women returned a complete questionnaire, 65 in traditional 

employment and 71 in non-traditional. 

The research instrument included a 7-point Likert type 

scale of family life satisfaction and job satisfaction. 

The WIF Questionnaire had been pre-tested and pilot-tested 

at Texas Tech University and pilot-tested in this study to 

ensure reliability and validity. Multivariate analysis of 

covariance was performed to analyze differences in 

perceptions of family life satisfaction and job 

satisfaction between traditional and non-traditional women. 

Respondents indicated relatively high levels of 

satisfaction with their home and family life. Respondents 

also perceived that home and family life had a positive 

e ffect on work p e rformance . Respondents reported a 

g e nerally high level of satisfaction with their work, 

a lthough slightly lower th n their perceived satis faction 

with home and family lifL . The y a lso indicated that their 

work had a positive effect on home and family life. 

Scores relate d to home and f a mily life satisfaction, 

work satisfaction, ef f ect of home and fam'ly l'fe on work , 

a nd e f e ct of wo r k on home and family life were examined on 

t he b a sis of selected demographic vari bles. E uc tion and 

presen c e of dep nd ·s a ccounte for more s ' gnificant 



difference than did the job status, need for paid child 

care, or ages of children requiring child care. The 

multivariate analysis was covaried on the age and family 

income level of the respondent, but neither variable was 

statistically significant. 

Conclusions 
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The Family Life Satisfaction scores for both groups of 

women were fairly high as expected since u.s. workers tend 

to report inflated levels of satisfaction on satisfaction

dissatisfaction questions (Levitan & Johnson, 1982). The 

Job Satisfaction scores while not statistically significant 

were lower than the Family Life Satisfaction ones for both 

traditional and non-traditional women. This result may 

suggest that because women continue to have primary 

responsibility for the home, it is inevitable that family 

factors will affect the type of job taken, the promotions 

received, and the satisfaction derived from work. The 

nonsignificant r esults suggest that while differences may 

exis t betwee n the groups, there is a basic similarity in 

h ow both groups of women perceive the relationship between 

work and family ife and the difficulty in combining the 
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two. Whether they have traditional or non-traditional 

jobs, possibly these women are faced with the old idea that 

accommodating work and families is the woman's problem. 

They are possibly trapped in the superwoman concept. It is 

difficult to be superwoman and fulfill all the many role 

requirements when even one part of the support system falls 

apart. The woman who is creating new patterns for 

combining working and family must also cope with the added 

stress of her mul t i-role life. 

Age and Income 

Previous researc h (Cripps, 1986; Felstehausen et al., 

1987) has shown that family factors such as number and age 

of children and family/spousal support have an effect on 

occupational involvement and work-family conflict of 

employed women. Surprisingly, age of women in this study 

did not effect the signif ica nce of statistical tests whe n 

used as a covariate. The presence of dependents was 

statistically significant. However, groups that originally 

contained the number of dependents had to be collapsed to 

"presence of dependents >' or "absence of dependents" because 

of small cell size. Still, these findings suggest that 

respondents with children m y perceive family life 



differently from those who do not have children. As 

couples have fewer children in the future or opt for a 

childless marriage, a different model of the now-forming 

relationship between family life satisfaction and job 

satisfaction may be necessary to study families with and 

without children. 

Non-traditional Worn~ 
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The non-traditional women in this study, defined as 

those in occupations in which less than 40% of the workers 

are women, were not from the blue-collar jobs of 

electrician, plumber, truck driver, o r fire fighter. The 

blue-collar jobs are often promoted by community colleges 

to women as the quick road to better wages with the least 

investment in advanced education. The women pursuing 

non-traditional jobs in this study were those with college 

and advanced degrees such as attorneys, college professors, 

administrators, doctors, and dentists. 

The women in non-traditional jobs were the women with 

high salaries who pushed the average family income in this 

study into the $40,001 to $50,000 range and who had 22 

respondents with family income more than $70,000 as 

compared to six traditional women in that range. Still the 
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incomes were close enough together as a group not to 

influence the statistical tests when income was used as a 

covariate. There was no way to breakdown the family income 

reported on the questionnaire into the part the respondent 

earned and the part earned by her spouse. With the woman 

in a non-traditional job, it is quite possible that her 

husband's career and income was sufficient enough to allow 

her to obtain advanced training andjor to permit her the 

freedom to begin a career or business that did not have 

immediate financial rewards. 

Education Level 

The educational level of the sample was high. Both 

groups had over 50 perc ent with a college degree or more 

education. When Job nd Family Life Satisfaction scores 

were grouped by educational level and compared with 

multivariate statistical tests, statistical significance 

was shown in the difference of scores of women with a high 

school education or less and women with some education 

after high school and with women with a high school 

education or less and a colleg e education or more. Scores 

from women with some e ucat'on after high school and a 

college educat ' on or more were not stat'stically different. 

• 
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These findings can provide both the community college and 

vocational-technical school with ammunition for encouraging 

some study after high school. The results can also provide 

high school guidance counselors with data that support that 

a high school graduate has a significantly higher 

satisfaction level with jobs and family life than the high 

school drop-out so that they can encourage completion of a 

high school degree. 

The Work Force 2000 (Johnson, 1987) report says that 

the level of education is not a critical factor in the 

s alary earned for wome n compare d to men; however, this 

study shows a high level of education along with a high 

range of family incomes coupled with positive job 

satisfaction and family life sat isfaction s cores. 

Additional statistical t e sts could be run on the data 

looking at income level and age, income level and 

education, job satisfac tion and income level, family life 

s atisfaction and education, job satisfaction and lack of 

c hallenge of the j ob, job satis fact i on and encouragement 

from f a mily and f r iends, home l i fe s atisfaction and me thod 

of h a ndling mone y, home life satisfaction and f a mily 

sche dul e , and many more . 
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Work-Home Connections 

The high satisfaction scores for women in traditional 

and non-traditional jobs on the effect of home life on work 

performance and the eff ect of work on home life supports 

the many other researchers who maintain that work and home 

are connected in many subtle and non-subtle, social, 

economic, and psychological ways. With the increasing 

participation of women in the labor force and changing 

family structure, traditional models of work and family 

life satisfaction are changing too. 

According to Green (1982), "the miss ion of home 

economics is to ena ble families to function in their own 

s trength through an educational, preventive, developmental 

process" (pp. 10-11). That mis sion mus t accommodate 

changes in life p a tterns , living s t andards and resources 

utilization linked to changes in labor market 

participation, family structure, and role c hanges. All of 

t h e se factors and r e l tionships indicate the n e ed for 

i nterdisciplinary resear ch on wor k and family systems and 

for a reevalua tion of educ at ional home e conomics prog rams 

at the secondar y l eve l a nd delivery syst ems suc h as t h e 

Co-operativ e Ex t e nsion Servi ce and business-sponsored 

programs. 
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ComPining Work and Family 

The lowest mean scores on the entire survey came 

without surprise in the last question, "How difficult is it 

for you to combine work and family responsibilities?" 

Women in traditional jobs had a mean score of 4.0 on a 

7-point "not difficult at all-very difficult" Likert-like 

scale. Women in non-traditional jobs were not much ahead 

at a mean of 4.2. Considering what has been said about 

this being a nation of workers who tend to answer such 

questions positively, a midpoint average answer would tend 

to indicate difficulty in combining work and family 

responsibilities. The mean score for this same global 

satisfaction questi o n for the 1,747 responde nts in the 

Texas Tech study (Felste hausen e t al., 1986) was 5.28 on 

the 7-point scale with only 27.1 percent of the sample 

answering at the neutral point or below on the scale. 

Cripps (1986) f ound a 4.5 mean for Hispanic women and a 4.8 

mean for Anglo women in her survey. Very possibly the 

difference of scores in the three studies lies not in the 

traditional or non- tradit ional occupation or the cultural 

background but in that fact that nearly half of the 

respondents in the exas Tech study were men who find les s 

difficulty in combining work and family responsibilities. 



The~efore, scores on the WHF Questionnaire should be 

separated by male and female groups in addition to any 

other grouping categories such as the traditional and 

non-traditional occupations in this study. 

Respondents' Comments 

The respondents' comments on the WHF Questionnaire 

indicated that these women were trying to balance the 

demands of the job with responsibilities at home. Words 

like "compromises," "frustrations," "energy consuming," 

"mess," and "guilt" were found often in their descriptions 

of balancing family and work. 
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A number of areas seemed to produce s tress and conflict 

for working wome n. These problem areas listed on the 

Questionnaire included handling the stress of the job, 

building the family relationship, divid ing household tasks, 

finding quality day care, dealing with guilt, and managing 

time_ and energy. 

Some of the most revealing interview data came in 

response to the questions re1ated to the division of 

household tasks and time management. Many of the women 

indicat d that they n eeded mo re help from their husbands 
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andjor children. One found balancing home and family 

responsibilities easier once she "allowed" her husband and 

teenage children to take on jobs and responsibilities at 

home. A number of women felt that they were conditioned to 

accept household jobs as "my responsibility," or that they 

found it easier to "just do it myself." One woman felt 

guilty for "not keeping up with the household chores." 

Only one woman said that she and her spouse shared 

household and child care responsibilities. 

A number of respondents indicated conflicts related to 

time and scheduling. 'l'ypical comments were "not enough 

time to spend with child,'' "have not given family enough 

time," "job leaves little time for family and no time for 

me." Another commented that her husband had "alone time" 

and she did not. 

Those respondents without children gave the most 

positive comments. They spoke of "freedom of career ," 

"very satisfied with life," "life is wonderful once the 

children are gone," and "satis faction after the 'juggling' 

years." The job and family life satisfac ion voiced by 

these women without d pendent children matches the higher 



Job and Family Life Satisfaction Scores from the WHF 

Questionnaire given by the women without dependents. 

Ecological Approach 
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The responses of these 136 women, regardless of their 

job status, place their world of family life and work life 

into Bronfenbrenner's (1977) ecological approach to human 

development. The first nested structure, the microsystem, 

included the developing person and the environment. The 

home and the workplace fit in the microsystem. 

The second structure, the mesosystem, comprises the 

interrelations among settings in the microsystem. The 

work-family interrelationship fits here. 

The third nested system, the exosystem, embraces 

specific social structures which intrude on the settings in 

the microsystem and influence, delimit, or determine what 

goes on there. The need for quality child care, the lack 

of adequate child care, the novel company-sponsored child 

care is a part of the exosys tem. Employer and worker are 

becoming more aware of dependent care as were the 14 women 

in the study who have paid adult care as part of their 

exosystem. (This proport'on represents 10.3% of this s tudy 
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who had adult day care. Less than 2% of the Texas Tech 

study (Felstehausen et al . , 1986] had the responsibility 

for care of dependent adults three years ago.) The lack of 

children and thus child care, whether it be a childless 

family or a family with no children still living at home, 

or the lack of need of c hil c re in a family with children 

no longer requir'ng supervision are all parts of this 

survey that are part of the exosystem. 

In response o the question about services from 

community resour ~es under the Family Life Satisfaction 

scale, many respondents wrote in "not applicable.)) One did 

say the community resources needed to be better defined. 

However they were in i v i ual y perceived, these community 

resources are a 

found them sa 

their work 1· 

art of he exosystem and few respondents 

s y·ng to their home life or beneficial to 

The last s rue ur 

overal institu 'o 1 

he macrosystem, refers to the 

tt rns of the culture such as 

economic , soci n uca 'on 1. M crosystems are also 

carriers 0 

motivation to 

interrelate ne s; 

macrosystern f' 5 

on and i eo logy that give meaning and 

r oc· 1 ne works, activities , nd 

't 's ·n th o e hat the 

o this st dy . Th once r volutionary 
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idea of women working outside the home has gradually given 

away to a society in which the size of the female labor 

force has doubled in the last 20 years and in which over 

53% of married couples are now dual earner couples. Women 

in non-traditional jobs were once uni~ue; today they are 

obviously still unique enough to have the 60%-40% 

designation made. Public policy issues related to work and 

family including corporate child care, flexible working 

hours, after school care for children , dependent day care, 

and parental leave are futuristic ideas whose successes 

will be part of the information and ideology carried in the 

rnacrosystems. 

Recomme ndations 

Recommendations from the study follow: 

1. The results and recommendations of the study should 

be disseminated to the business community and to 

professional s in education and family life. Those 

professionals counseling young women, displaced homemakers, 

or re-entry wome n, could benefit from the information 

gathered · about job and family life satisfaction an 

education , famlly size, a nd family responsibilities. 
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Guidance counselors and home economists would benefit from 

knowing about the existence of the WHF Questionnaire for 

use as they pursue career development topics. In-service 

programs might be developed to provide teachers with 

information about the relationships between work and family 

and with suggested strategies for integrating work-family 

concepts into their classes. 

2. The findings of the study should also be used for 

professional development programs for teachers and other 

professionals through the distribution of an executive 

summary or through local, regional, or statewide 

conferences or publications. 

3. It is recommended that a similar survey be conducted 

with the traditional and non-traditional women workers 

divided into white- and blue-collar groups for educational 

comparison purposes. Possibly blue-collar women in 

traditional and non-traditional jobs and white-collar women 

in traditional and non-traditional jobs define satisfaction 

levels differently. Women with and without children may 

approach family life satisfaction with differing 

qualifications. A study of those two groups might help 

redefine the current nuclear family and their me surements 

of family life satisfaction. 
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4. This study could also be replicated with men in 

dual-earner marriages or even replicated with paired data 

for both spouses in dual-earner marriages. As research in 

the work-family area has progressed, much more appears to 

have been written about women handling the difficulty of 

combining work and fam ily worlds. Res earch shows men 

taking on a few more home and family responsibilities as 

more women work outside the home, but little appears in 

literature ~eviews about the man's attempts to balance and 

mesh family and career roles. 

5. Rather than divide subjects by traditional or non

traditional, a large pool of women might successfully be 

put into the 11 occupational categories (as in Table 1) 

used by the U. s. Department of Labor and then compar ed 

directly to national averages. 

6. Results indicated confusing data from the use of the 

term "community r esources." Future studies would do well 

to define that term in the list o f Family Life 

Satisfaction. Some respondents thought it was not 

appl icable to them . Defining it as child care programs, 

libraries, parks, museums , art galleries, senior citizens' 

programs, and s wimming pools cou ld tir the imagination to 

picture programs other th n those of a social s rvice 



nature restricted to low- income families or handicapped 

individuals. 
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7. From the scholarly viewpoint, more research is 

needed to understand the interrelationship between work and 

family behaviors and attitudes. For business, solutions 

are crucial to improving productivity and overall 

effectiveness of the organization. On a personal level, 

individuals are seeking solutions for ways .to successfully 

manage the competing re ponsibilities of work and family 

life. From the prospective of the policy makers, the 

question of whether particular kinds of work and family 

behaviors and attitudes are associated more or less 

predictably with quality of life or well-being must be 

addressed. 

8. Educators of future home economists should take the 

opportunity to inc lude in their training an understanding 

of how work and family demands influence e c h other in both 

positive and negative ways. 
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Limitations 

Limitations of the study follow: 

1. In order to complete the instrument, a certain level 

of reading and writing ability was required. 

2. Time necessary to fill out one questionnaire-

approximately 20 to 30 minutes--may have kept some women 

from responding. This is especially true when surveying 

the working woman. Therefore, a recommendation for future 

research is that a reliable and valid shortened version of 

the instrument (only 20 to 30 items) be developed. 

3 . I n Texas and other areas having a high percentage of 

Hispanic population, making available a Spanish version of 

the questionnaire as Cripps (19 86) did in her study could 

have merit. 

4. There was no sampling of the non-respondents. 

Summary 

Although rese archers are still relatively uncertain 

about the specific contributions of work and family life, 

singly or in combination, to ove rall quality of life, mos t 

will agree that work nd family re areas in which p opl 

seek to satisfy important needs, acc omplish crit' ca l life 



tasks, express roles, and cope with uncertainty about 

important matters. In light of this fact, it seems 

reasonable that family life satisfaction and job 

satisfaction are important indic ators to consider in 

assessing overall quality of life for adults who are 

involved in both work and family situations. 
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From a research pros pective, understanding more about 

the specific nature of interactions between work and family 

domains is an important focus for further study . Home 

economics educators have a professional obligation to help 

families gain control of and shape the systems in the world 

of work that affect them and to work cooperatively and 

creatively to find new alternatives needed for social 

change. 
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APPENDIX A 

Map of Economic Divisions i n Texas 



z 
0 
(_J 
Lu 
cr::: 

(f) u 
<(-
x2 w o 
~ z 

0 
u 
w 
>-m 

118 

~ 
X (f) 
W <( 
_jQ 
0...00:: 
0 L.U 
cr: LL O 
J-_JO:: 
W:.JO 
~e>m 

~~~ 
n::: 
0 
0 

cr: 
a: 

(1')0 
<t:U 
X 
w_J 

(I') I-<( 
z ct: 
-I-I-
<((J')Z 
.-J<(W 
Q_ W U 

~~~ 
z 
0 

(.9 

w 
cr: 



APPENDIX B 

Conceptual Framework 
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Response of women in dual-earner families to family life 
and job satisfaction. 

CONCEPTUAL FRAMEWORK 

Depend~ Variables 

Famjly Life Satisfaction Job Satisfaction 
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With sense of family 
With children 

With advancement opportunity 
With work conditions 

With personal/family time 
With communityjexternal 

With employee benefits 
With social support 

support 

Independent Variables 

Family size 
Ages of children 
Need for depen ent care 
Age of respondent 
Total family income 
Level of respondent's education 
Job Status (Traditional versus 

Non- raditional) 
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Dr . Gi nny .Felste hau scnjO Ph.D. 
Assist ant Professor 

GF/lh 
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WORK, HOME, AND FAMILY QU JSTlONNAlRE 

Directions: Place an X on the line be ide the word or words that apply to you and 
give your exact ag in blank #3 and job title· in blanks #5 and #6. 

1. I am 
(1) male 

== (2) female 

2. My current nY rital status is: 
(1) n1· rri d 

== (2) single 

3. My age is ___ _ 

4. My highest I ve l of education is: 
__ ( llless than high school 
__ ~2 high schoo l diplonta or GED 
__ 3 some ed u ·ation after high school 
__ 4 college grad 1ate or more 

5. What is your jo b title? ____________ _ 

6. What is your spouse's job title? ________ _ 

7. What was your total family incon1e last year before taxes? 
under $10,000 . $40,001 to $50,000 

--$10,001 to $20,000 ---$50,001 to $60,000 
--$20,001 to $30,000 --$60,001 to $70,000 
--$30,001 to $40,000 ==over $70,000 

8. Are there children 18 years old or younger living in your household? 

Yes No ---

If YES, how n1any? __ List their ages 

9. Do an~ of your child!"en require paid child care services during your or your 
spouse s work hours! __yes _no 

If YES, how n1any children in each age group receive chiJd care services? 

N urnber of Children Age Group 

0-4 years 
5-] 1 years 
12 18 years 

10. Do any me11bers of y ur household r quire paid ndult ca re servi · ') 

Yes No If Y · , numb r ---



OIRfCTIONS : Rc1pon" 10 cal: h.home ani.l famil~ ra ao r lha apphu to 'I u by 111 -ma t heck m•rk (/) on tht ap propr1<tle lin 
bclollt ca ·b quuuon : (I) Uow u11~f•c d lHO yo, liiiHh your h u wc lalc1 •• \J ( 2) Whal cflcc l d ~ oy llunk. 11 huon 
yo~r wotk pcdorm-.nt:c' AN W( lJO H Uf!S lONS. 

5 

IC the home and family b el r d oea N 
CoJ .. mn. 

apply to y6,lu . la.ce 1 check. muk ( /)ONLY in lhc Nul Apphuble 

EXAWPLf : 

HOME .l f AWJl Y 
fACTO RS 

Arnounl of time for aclf 

IIOMt:• f AMilY 
fACTORS 

hOUilll& 

housdwld equipment 

hc&Jth of 
l•nuiy mcmbcra 

CIIIOIIOIIilluppOil 
l•o•o ~vouac 

tmoJto uill •uppon 
from chtJdrcu 

cmouonal supporl 
from l c:l illiVCI 

cu1oliu n111 support 
from l tu:nlla 

tmouo nal suppo r t 
hom ~:hu1 h 

ICNICC~ from 
comoaunuy re.aurcca 

t: hJ.i d c 1c arnnaemenla 

chud re n ' • behavior 

c tuJdt ch'~ .choot 
pet f o nn&nce 

Jamlly achcduJe 

u 
:0 .. 
u 

:..::) 
.... u, 
0 
2:< 

Qucal•on I : 
How uu~hed .arc 'I u with 

~Ouf l1001c hie:? 

very / nry 
Ulll(acd -; _: _:-: _: ;L; - &.IUaiila faccJ 

Qucaraoaa l : 
tluw aa1 ul1c~ •rc yo u walh 

your home hie? 

nry very 
uhshtd _: _: _: _: _: _: _ diwh~faed 

very very 
uu.dacd _: _: _: _: _: _ : _ ,huaaa facd 

very very 
uhahcd _ : _ : _: _ : _ : _ : _ d&~ullafatd 

very very 
nhafu;d _: _ : _ : _: _ : _ : _ d•auualacd 

very very 
uud~cJ _: _: _: _: _ : _; _ danataafacd 

very VCI)' 
utu faed _ : __ : _ : _ : _ : _ _ : _ daautuhcd 

very very 
sa adicd _ : _ : _: _ : _: _ : _ duutu;facd 

very very 
••t..Cacd _: _: _ _ : _: _ : _: _ dauatJdaec.l 

very ~cry 

nltshcd _: _ : _: _ : _: _ ; _ dl&Utufat d 

very very 
a.tiahcd ~-· : _: _: _: _ : _: _ ~auaaufieJ 

very vc~ 

nlJaficd - : _ : _ : _ : _ : _ : _ &hNit itfiod 

very . very 
aatuf~ed -: -: _: - : _ : _: _ d.wltufacd 

nry 

u&i.afacd -: -: --: -: 
very 

- : - : _ da~u t ufacd 

nry wcry 
aalufacd -: -- :-: - : _: _ : _ da hlfacd 

Qucaaton l : 
Wh I effci: l do ) O U I hank. il h.ai 

011 ~ou r work pel fonn<& n~c ·~ 

very I' very 
p Ol!lUIC - : -: - ; - : - : :t..._ : - r&CJ.6hVC 

Quct ion l : 
Whal cUed do you t hwk al haa 

on )'Out work tlcrfounan c1 

ve ry very 
flOJU ave __ : _ : _ : _ : _ : _ : _ nc&ahvc 

very vtry 
poaauve _: _ : ·-: _: _ : _ : _ nc:~hvc 

very very 
J•os•llvc _ ; _ : _ : _: _ : _ : _ ncaauwc 

very wet~ 

po•uavc -: - :- : - : - : -: - ncaauvc 

vcr~ vcr) 
fl UilUYC -: -: - : - : - ; - : - RIJIIIU 

po~.uave _;_; _ ; _: _ ; _: _ ncaauvc 

very very 
po~ttavc _ : _: _ : _ : _ : _ : _ ncp&ave 

very very 
p Oiiliwe _: _ : _ : _: _ ; _ : _ nc ah vc 

-wc:ry very 
fl OiJUYC - : - ; - : - : - : - : - ACilllYC 

very very 
f'Oilllvc _ : _ ; _ : _ : _: _ : _ ncphwo 

very wcry 
pou tavc --:-: _: _: _ : _: _: _ ncaahvc 

very wc:ry 
Ol!UYC - : - : - : - ; - : - : - n lll i C 

very ver y 
poauan - : _: _ : _: _ : _ : _ nc~&ll vt 

very ve ry 
.IO&IIIU _;- ; -;- :-: _: _ ltYC 

( ov . 



1i0Mf &. fAMILY 
fA(1"0JtS 

.uue lOi'tlhcr 

., ; tuolly 

.mount of sccrutaon/ 
1ec lame 

uuounl of lime for ac:tf 

l•mwn of hou~ehold 
lu11ri (home mimic:· 
lliiiC c/huu~ckec:pana) 

111 1uon of pitcnawa 
o punubahltn 

:OIIIIIIll lllriiiUJil 

IIIIUO~i: h011Jy llltlllbcU 

·411111~·~ a ba..llly 
o ltaulvc conOn:l 

amoun t fiJmi.ly mc:m· 
JCJi txpiCU iffC: l!OR 

''"~' of con u ol 
JV CI life: evc:nu 

iAmLiy mc:mbcn' per· 

HHl •l lab u tunoimll , 
Jlill llm•. dtua ""· etc .) 

~u.,IJiy o f fama.Jy'a 
il iiJy &hC:l 

IOc: lh Od of 
lumdlua• money 

Qu~tad n 1 : 
How nudac:d are ~ou with 

)' CIUI hom• hfd 

wei)' very 
&allallc:d _ : _ : _ : _ ; _: _ : _ d~&uliahcd 

wei)' wt:ry 
Ullllaed _ : _ : _ : _: _: _ : _ d~aaatiafacd 

we~y wc:ry 
uudac:d _ : _ : _: _: _: _: _ dauatidac:,d 

VCI}I ¥C:fV 

~ .. ta:)fuaJ _: _ : _ : _: _: _ : _ dtuaudaed 

ve ry very 
~•t•~luaJ _ : _ : __ : _ : __ : _: _ LJ""' i•laul 

vc1y very 
a.otla~fuaJ _ : _ : _ : _ : _ : _ : _ daualadacd 

very very 
' l~a icd _ : _: _: _: _: _: _ dt.U~l~u:d 

very very 
lall,faed _ : _ : _: _ : _ : _: _ du&alu fied 

very vuy 
utadied _ : __ : _ : _: _ : _ : _ dauahafaed 

very very 
••Ushcd _ : _ : _ : _: - --: _: __ dllaahslicd 

very very 
a•uafa•d _: - : -: -:-: -: _ d•taelllfatd 

very very 
Ullaflcd _ : -: - : - : _ : _ : _ Cl•uala,(acd 

very 'IIC:I)' 

utadaed _:-: _: _: _: _: _ &J Uila~(u:d 

o~cr>all, how iall"fied arc you with your hom e: l&lc? 

very very 
Ull•fic:d - ; -: -: - ; - : _: - daa&Udted 

Ovcull, what dfccl do ~o~ lhink your home lit ll•• vu your wotk pcaform1mce1 

very very 
poa.artwc - : -: _: - : _; _ ; _ neaaa ivc 

~eel ion l : 126 
What tlfc:u J ... you ltunk 11 t\u 

on yout work pCJfurman~ Cil 

IIC I )' VCf)' 

p oullvc _; -; - : - : - : - : - r\CIIIIWC 

very very 
po~IIVC _; _; _ : --; _; _:- RC:JIUIIC 

lltly wcry 
po•aliVC _: _; _ ; _ : _ : _ : _ RtJIIIWC: 

very 
PLJ~IfiVC -: - : - : --: - : - : - neaahwc: 

very 
pu.,tawc: _: _: - : - : -

v~•Y very 
p ua.all'llt _ : _; _ : _: _ : _ : _ nca&allvc 

veay very 
poaalivc _: _ : _: _ : _ : __ :- nc:aallvo 

very very 
(l ' IIVC - : -:-: -: - : - : - RCIJliVC 

very very 
pUilliVC - : -: -- : -; -; - : - OCjii(IVt 

pO~iCIVe _: _; _; _;-: _ ; - OCIJiiWC 

very wcry 
po11hv• _ : - : _ : - : _ : _ : _ ncaalavt 

very very 
poli11iwc _ : -: _ : _ : _ : _ : _ nt aatlwc 

wcry very 
poauavc _ : _: _ : _ : _ : ·-· _ ncpllve 



tliR£CHOH': lelfiORd &o each work fa lor lhai applies 10 you by pl•&..inl 1 check matk ( /) on the propu tc hn 
below each quuhon : (I) How u uaftcd arc you wath yuur wor~ 7 and ( ) WI at I c du ~ w tt 1k al 
huon the qu.Uty of yo1u bomo Wel AN:iW · R 80 H QUES' J N 

If the work fal: IOf doea NOT apply t o you, pl c.:c a ·he k 
Coluau1. 

1& (/) NL '( 1 lh N l Appl lJ · 

EXAMPLE : 

WORK 
fACTOkS 

h~lkuao' of lhc job 

WOHI( 
rAC fOKS 

Ju•uLt r uf hours 
~ osr. cd Jlei week 

~ork $C hcuulc 

lnabu&ly uf 
*uti ~<. hcJulc 

o; t, lkllo ll ..: O IHl&IIUOi/ 

~ lana-. ~J CIIYUOfHI&tlll 

ub SC: L: Uill )' 

~ osk "oh~aes 

uuJ , ~ ,~..~l~uons 

lnao un r of 
COIII /f1U lUII Hllt 

i ii!Ou lll of energy 
Jcqu uui i..lll the ;o b 

.. 
:D .. 
· ~ 

~ ... 0. 
0 0.. 
z..: 

Quucaon I : 
tl ow ulblauJ • c you wu 

your wufk 1 

Quull ' I : 
lluw Sllll)lltU • t you w lh 

yo~u woak? 

~tty very 
Ulllllcd _; _ : _ : _ : _ : _ : _ d 1~ •••)fiC:d 

very WCIY 

&atllfted _ : _ : _: _: _ : _ : _ "'') ud c(j 

very very 
uta facd _ ; _: _ : _ : _ : _: _ du ·attlflccJ 

very very 
nlla h:d ~: _: _: _: _: _: _ !.ha 11al ic.J 

VCIY VCIY 

l4lllif acd - : -:-:-:-:- :- Ul ~l .. l ~ed 

Ytl)' VCI y 
aau:.fttd _ :- : _ : _ :_ ; -:_ db llll tl 

very vc 

UUSI1cd _ ; __ ; _; _; _ , ;_ ; _ "~II (, •IJ 

very 
1 ll~f&td _; . . . . . very 

- ·-·- ·-·- ·- d• ··~f \1 
very 
UIJ fJtd _; _; _; __ : _. -. 

very 
J rullcd _;_;_:_:_:_; _ 

YCfY 

u (, 

vuy 

. . . - ·- ·-·-·-

• '' l1cd · . . . .__._._. _ .. _; _: 

vc 
14 I ( d - ·- ··-

Yt t y 

IJ II 

v 1y 

fJ "'' 

VC 

. . . . -·-·-·-· 

Wh I cUe 
. il lh 

. . . . ·- ·- ·- ·-
pu ' vc _: _: _ : _: _ ; 

very 

. . . ·-·-· 

p II c _; . . . ·-·---.·- · 
. . ·-· 

. . . -·--·-· 

- ·-·--·-·-

·-·-· 
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WUftt( 
fAC'lOttS 

•up~Oil ol 

"'')'n•w•/mtn•f''"'"' 
ovpouwm11 to wo1~ 
uuAcpc...Unllr 

IIIIUUill Of (:OlllrOJ o"r 
hu• ro~ .ao ~'*' .tuo 

~lOCI~ Of Wolk tub 

oppon~o~nll&e6 tot 
.c ..... ,, ... , ... 

Q6l .. &J.ua I : 
thn~ Nt&af•d at& )'ol.l w.ab 

r'*f • .,k t 

WCJ~ WG(~ 

MlUf~d _ : _ : _ : _: _ ; _ ; _ ehauauf .. ~ 

very wcry 
Mliil~d- :- ; _;-; _:-;- O&UII&aflcd 

•cry wcr~ 

aa&aJ.co- : -:-: - : _:-:- ., ..... ,..,.,., 

wcry very 
Mluhcd _: _ : _: _: _ : _: ·- .aaua&ulacd 

w~ry .,,,~ 

MIA6f&~4 ._:-: _ ; _;-: _; _IJ,u.&i•hcd 

wcrr .,,,Y 
~ud•to _ : _: _: _; _: _: _ daaMll•l•cd 

wery - ~ry 

wuda~d _ : _: _; _: _: _: _ d.,..halacd 

.,,,, •~ry 

.-aultcd _: _ : __ : _: _ : _ : _ d~u•l~ed 

Ul) ury 
Mhtl .. d - - : -; _ : _ ; _ ; _ ; _ "'*'"' .. d 

wcry •••r 
,o.uuwe -: _: _; _: _; _: _ nc•••n• 

·~ d11f&4:w1& wt.ry 
fl .U -: _; _:-:-: _: _dalliCuil 

o-. .. a.u.a l : 1 2 
Wtaal effcc& do ~ uu UHu• •• haa 

OA lh' Q~&hl)' of y'Nt bumc l It:'! 

wcry wcr) 
fOf'li¥1-;-: - ; - : -:-:- ACI•IIWC 

WCIY .,,,~ 

po~auwe _ : - :-:-: _ : _ : _ "''''"' 

· ~ •r . , ,Y 
.-ua.ttlfC - : -- : - : - - · : - : - : - u~..a•llwc 

wcty wcry 
pu~IIWC: - : -:-: -:-:- : - PCI.ll'H 

wcry wc1y 
po-.. uwc _ : _ : _ : _: _ : _ : _ nc:1•11wc 

wcr~ •cry 
,u.auvc _ : _ : _ : _ : - ; _ : _ nc1111wc: 

•cry re l y 
, UWUWC -: _;- : - : -;- ; - ftC6AIIW6: 

wcrw wet~ 

V"• hte - : -: - ; - : - : _ : - ~tqtllrc 

Wbua else would you like to tt·JJ bt t h ., · . . . 
und work life~) (.Pica~c w•·,· ·~ ~-·Jnle u )U Jow biallsficd you are wuh your funail)l Jifc 

• -..;;~ow or aua : 1 a sepuratc b t.) 
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