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CHAPTER I
INTRODUCTION
Family Life in a State of Change

In the past three decades, family members in America have experi-
enced either explicitly or implicitly what some experts describe as
substantial ;hanges in attitudes, beliefs and behavior due in part to
a rise in the employment of wives and mothers (Scanzoni, 1975, 1978;
Moore and Sawhill, 1976; Rallings and Nye, 1979). A long term trend in
the increased labor force participation rate of married women and
mothers had been observed in the United States since the 1940's, but
the most dramatic change was recorded in the 1960's and 1970's (Sweet,
1973). By the mid-1970's, studies focusing on labor force trends
revealed that employed women were making important financial contri-
butions to their family's welfare (Women's Bureau, 1975).

Hayghe (1981l) reviewed Bureau of Labor Statistics data from the

decade of the 1970's and concluded that the proportion of employed

wives was continuing to rise and the majority of them held full-time
jobs, were younger, better educated and had smaller families than non-
employed wives. As the decade ended, slightly more than 50 percent

of all married women were employed and statisticians from the depart-

ment of Labor projected that married women would continue to seek



employment in ever larger numbers in the future (U. S. Department of
Labor, 1980).

The employment of married women on such a large scale contributed
to changes in the roles of husbands and wives. As wives increasingly
shared the income provider role in the family, there was increased
pressure on husbands to also share a larger proportion of the parenting
and household responsibilities. Nye and Berardo (1973) described other
modifications in the roles of married women as some of their tra-
ditional responsibilities were increasingly being performed outside
the home. For example, a mother's care of a preschool child could be
delegated to a nursery school and meals formerly cooked at home could
be prepared for the family in a restaurant.

Time with which to perform all of their cﬁosen and necessary roles
became one of the most scarce resources for employed husbands and
wives. Men and women in career positions described the lack of time
to perform family and employment roles as one of the biggest problems
in maintaining their lifestyle (Holmstrom, 1973). Nickols and Metzen
(1978) noted that the same time constraints and role overload problems
previously described by spouses in career positions also affected
employed women in general.

The key to maintaining commitments to multiple roles appeared to
be the management of time use (Holmstrom, 1973; Rapoport and Rapoport,
1976). A number of authors theorized that the use of certain time-
management strategies would reduce the internal conflict husbands and
wives felt about choosing between roles of equal importance as well as
alleviate the time constraints felt by having many responsibilities and

little time to divide among them (Toby, 1952: Merton, 1957, Goode,



1960; Sieber, 1974; Marks, 1977). While there was general agreement
among authors on the likely benefits of using various time-management
strategies, the few empirical studies which investigated the use of
those strategies found that not all of them worked in the manner pre-
dicted.

Hall (1972) analyzed the responses of 229 employed women while
Cornwall (1976) studied a sample of 662 Utah residents, 355 women and
307 men. Cornwall (1976) had responses from married men and women,
but not husbands and wives from the same families. Although the sam-
ples surveyed were large enough for statistical amalysis, each had a
substantially different population. Because of the limitations of
those studies, the results were not easily applicable to the general
population. |

Attempting to build upon past research, the present study examined
the use and effectiveness of time-management strategies used by
husbands and wives in three family types. The sample partly compen-
sates for past research deficiences by utilizing a national sample,
but is limited to one segment of the population from the standpoint of
the nafure of employment of one member of the family, the husband or

the wife in an university administrative position.
Statement of the Problem

Many studies have identified lack of time to perform role respon-
sibilities as a primary concern of employed women and as an increased
concern for husbands of employed women (Rapoport and Rapoport, 1969;
Hall, 1972; Hall and Gordon, 1973; Holmstrom, 1973; Robinson, 1977;

Nickols and Metzen, 1978; Pleck, 1979). Yet only a few studies have



examined the time-management strategies used by family members to
lessen the time constraints and role overload created by various pat-
terns of employment (Rapoport and Rapoport, 1969; Hall, 1972; Hall and
Gordon, 19733 Cornwall, 1976). Time-management strategies can allevi-
ate time constraints and role overload. The research problem of this
study was (1) assessment of the impact of time-management strategies

on the relationship between role demand and role reward and (2) identi-
fication of the time-management strategies used by husbands and wives

in three family types, their role demand and their role reward.

Definitions of Terms

Some of the terms which are in this study need to be clarified at
this point. Additional terms will be defined as needed.

Family type: A family typology based on the commitment of husband
and wife to employment and the income-provider role.

Position: The status of men and women in socially recognized cate-
gories, such as husband/father and wife/mother (Heiss, 1976).

Role: The behavior associated with a particular social positiom.
Nye and Gecas (1976) described the roles of housekeeping and child care
as being associated with wife/mother and income provider with husband/
father.

Role demand: The perceived extent of time required in performing
roles.

Role overload: The condition in which (1) role demand exceeds

perceived time available and (2) constraints of time are confronted as

obligations increase from performance of multiple roles (Sieber, 1974).



Role reward: The rights, privileges, pleasures, gratifications
and satisfactions which serve as inducements to ingage in and continue
performance of roles or behaviors (Sieber, 1974; Nye, 1976).

Time-management strategies: Mechanisms which function to reduce

role demands and possible role overload which result from performance

of multiple roles (Merton, 1957; Goode, 1960).
Objectives and Hypotheses

The primary objective of this research project was to assess the
impact of time-management strategies on the relationship between role
demand and role reward. A secondary objective was identification of
the time-management strategies used by husbands and wives in three
family types, their role demands, and their role rewards. 1In achieving
the primary objective, the following hypothesis was tested for husbands
and for wives, for each family type, fpr each set of roles: Scores on
role demand in combination with each time-management strategy do not

predict role reward.
Assumptions

Accomplishment of the objectives of this study was dependent on
the following assumptions:

1. Husbands and wives in thrée family types could accurately
identify the demands and rewards of the various roles they perform.

2. Husbands and wives in three family types could accurately
identify the time-management strategies they use to cope with con-

flicting role demands and the lack of time to perform roles.



3. The responses of college and university administrators and
their husbands or wives on items assessing role demand, role reward and
time-management strategies would be representative of families with
one person employed in similar types of educational employment.

4. Nonrespondents did not differ from subjects who did respond to

the questionnaires.

Limitations of the Study

Data were collected from a specific sample of college and univers-
ity administrators and their husbands or wives. The findings reflect
the attitudes and behaviors of the sample and are inferred statisti-
cally to the population of administrators employed in colleges and
universities which are members of the National Association of State
Universities and Land-Grant Colleges, and the husbands or wives of
those administrators.

Dividing 166 men and 166 women into three distinct family types
reduced sample size and may limit generalization to those particular
family types. However, this study is exploratory in nature and fur-
ther research with larger samples for each family type is recommended
for generalization of results.

This study does not attempt to deal with persons who are employed
in careers other than in higher education. It is not known if there
are significant differences between administrators in higher education

and persons in other types of careers.



Organization of the Study

Following this introductory chapter, Chapter II reviews the liter-
ature on employment of women, family types, role theory, role demand,
role reward, and time-management strategies. Chapter III (Procedures)
includes the research design, development of the questionnaires, de-
tails of data collection, hypotheses, and procedures of statistical
analysis. Chapter IV describes the demographic characteristics of the
sample and presents the findings as they relate to a model developed
to explain the use of time-management strategies by men and women in
three family types. Chapter V presents a summary of the study. In-

cluded are conclusions, interpretations and recommendations.



CHAPTER 1II
REVIEW OF LITERATURE
Introduction

This chapter is divided into two substantive sections. The first
section consists of a discussion of role theory, factors related to the
labor force participation of women and the development of contemporary
family types. The second section reviews the theoretical approaches to
fulfillment of multiple roles: role demand, role reward and time-
management strategies. The discussion of theory also includes the
presentation of previous empirical tests and research summaries rele-

vant to the variables explored in the present study.
Role Theory

The concept of role was central to the development of this study.
Roles of men and women are discussed in general terms in Chapter I.
Though role and several terms related to the concept of role are
briefly defined in that chapter, those terms are discussed in greater
detail as the theoretical base for this study is developed.

Several family theorists have identified role theory as being rel-
evant to the explanation and understanding of human behavior and family
processes. For example, Ridley (1973) stated that "role theory pro-
vides a useful point of departure for conceptualizing the work-family

relationship" (p. 229). Nye (1976) subsequently expressed the idea



that the role concept was "employed in most theoretical approaches and
conceptual frameworks for the study of the family" (p. 177). And Burr,
Leigh, Day and Constantine (1979) identified role theory as a means of
understanding and explaining human behavior and family relationships.

The term, role, has proved to be somewhat difficult to apply in
the context of the present research problem as the definitions and uses
of role varied among the many authors using the term. Nye and Gecas
(1976) noted that this confusion resulted in part from use of the term,
role, by many different disciplines. Because of the confusion in def-
inition, researchers often choose not to define role, but let their
readers supply their own sense to the meaning.

Additional problems have resulted from confusing "role" with
"position'. Merton (1957) and Heiss (1976) provided clarification of
the relationships between these two terms. Men and women occupy posi-
tions in a social system, while the behaviors associated with those
positions are considered to be roles.

Two commonly recognized positions for men and women are those of
husband/father and wife/mother. The position of husband/father is made
up of several roles, including income provider and child disciplinar-
ian. The roles of housekeeper and child caregiver are likewise associ-
ated with the position of wife/mother (Heiss, 1976; Nye and Gecas,
1976). Nye and Gecas (1976) noted that in recent years the division of
roles has become less clear-cut with wives sharing the income-provider
role and husbands taking on the housekeeper and child-caregiver roles.

Role theorists agree in general that roles represent the behavior
of persons performing in those roles. For instance, Toby (1952)

stated that "social roles are the institutionally proper ways for an
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individual to participate in society" (p. 323). He went on to explain
that the roles are demands upon the individual, the normative behavior
expected by society. Merton tl957) agreed, declaring social roles to
be "major building blocks of social structure" (p. 110). He poinged
out that role behavior was oriented toward what others expected of us
and that "roles become concepts serving to connect culturally defined
expectations with . . . . relationships which make up a social struc-
ture" (p. 110).

. Heiss (1976) expressed two assumptions made by role theorists.
The first assumption was that roles are behaviors learned through inter-
action with others. The second assumption was that as people interact
with others in similar positions, they act in accordance with what they
know about the expectations associated with those positioms.

In practice, there has been a blending of the definition of po-—-
sition with that of role. For example, Burr (1972) referred to parent,
work and marital roles while Orthmer and Axelson (1980) discussed in a
similar vein, occupational, parental and household roles. Meanwhile
Condie and Doan (1977, 1978) intermixed the terms position and role,
referring to each as roles. The positions of husband, wife and parent
were deemed by these researchers to be roles along with housekeeper,
income provider and participator in religious activities. Their
approach, while not theoretically correct, is practical when conducting
research with a lay audience. References to both positions and roles
as roles is considered less confusing given the interchangeability of
roles traditionally segregated by gender (Nye and Gecas, 1976).

Income provider, for example, may refer to a role occupied by

either a man or a woman. In this case it becomes necessary to
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distinguish between the income-provider role and the positions of
husband and wife which connote the familial relationship of spouse, a
primary familial role. Participants in studies concerned with role be-
havior bring their own meanings to the roles explored. They have their
own sense of such culturally defined roles as mother, father, husband
and wife, with the normative prescriptions and proscriptions learmed

during interaction with others in those roles (Nye and Gecas, 1976).

For the present study, roles chosen for inclusion in the research
were similar.to those used in the Utah Role Study by Condie and Doan
(1977). Four familial and five extra—-familial roles were selected
which preliminary interviews revealed to be some of the more salient
roles to the respondents. Condie and Doan (1977) believed "this number
of roles was large enough to . . . obliquely measure some of the
assumptions of Sieber's (1974) theory of role accumulation and Marks'

(1977) theoretical framework regarding multiple roles and role strain"

(p. 4).
The Employment of Married Women

One impetus for the changing definitions of male and female roles
in families has been the increasing rate of labor force participation
of wives and mothers (Scanzoni, 1972, 1980; Boulding, 1976; Nye apd
Gecas, 1976). The employment of married women om a large scale is a
recent phenomenon in the United States. The percentage of married
women employed outside the home nearly doubled from 4.6 percent during
the 30 year time span from 1890 to 1920 (Table I). Most of the in-
crease came after 1900. In the following 30 years the labor force

participation rate more than doubled, reaching 23.8 percent by 1950
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(Hayghe, 1976). More recently, in the 30 years from 1950 through 1980,
the rate doubled again to approximately 50 percent (U. S. Department of

Labor, 1979; Johnson, 1980; U. S. Department of Labor, 1980)

TABLE I

LABOR FORCE PARTICIPATION RATE OF MARRIED WOMEN

Year Percent
1890 4.6
1900 5.6
1920 9.0
1950 23.8
1960 30.5
1970 40.8
1978 47.9
1979 49.4
1980 50.2

Bureau of Labor Statistics data for 1968 noted a corresponding
trend among husband-wife families, 45 percent were dual-earner (both
husband and wife employed) and 45 percent were traditional-earmer
(husband only employed) families. '"Over the ensuing decade, the
number of dual-earner families role by about one-fourth, so that in
1978, 51 percent of all married couples were dual-earner families while
just 33 percent were of the traditional-earner type'" (Hayghe, 1981,

p. 47).



13

Factors Related to Labor Force

Participation of Women

Supply Factors

In the past, several factors tended to constrain women's employ-
ment outside the home. Until the United States entered World War II,
married women primarily performed in roles related to family and home
life. Correspondingly, husbands were the family-wage earner. The
industrial revolution moved men's work from the home to the factory
and thé marketplace. Women, bound to the home by child-bearing and
child-rearing functions in addition to having major responsibility for
household tasks, found few opportunities for employment. Boulding
(1976, p. 95) referred to this division of labor as giving women the
"breeder-feeder" roles, with the "producer'" role shared by both men and
women. The "producer"” role for women was primarily within the home;
for men it was in the marketplace. Up through the 1970's, the presence
of young children continued to be a constraint to the employment of
mothers. A sense of guilt and ambivalence about assuming the role of
wage earner often accompanied employment outside the home (Waldman,
1972; Nye and Berardo, 1973; Darian, 1976; Laws, 1976).

Beliefs of husbands and wives about the appropriateness of the
employment of married women discouraged some women from seeking jobs.
Wives were seen as performing a valuable supporting role for the
husband's role of income provider. The non-paid, but essential tasks
of entertaining business associates, shopping for the needs of the fam—
ily, and providing a stable home life were reserved exclusively as the

wife's contribution to family life and to the husband's occupational
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and economic success (Parsons, 1954; Spiegel, 1960; Scanzoni, 1972;
Papanek, 1973; Hunt and Hunt, 1977).

Some constraints to employment declined in recent years as women
became better educated. Regardless of whether a wife had children or
not, the more years of school she had completed, the more likely she
was to be a member of the labor force. Wives' earnings were closely
correlated with educational achievement, which further encouraged edu-
cated women to seek employment (Kreps, 1971; Kreps, Somers, and Perl-
man, 1974; Rawlings, 1978). As education increased, women.were able to
qualify for skilled and professional jobs and "all studies show that a
disproportionate number of mothers who have taken graduate work are
employed" (Nye and Berardo, 1973, p. 274).

Family size and age of children were also related to employment.
Women with smaller families or with older children less dependent on
the mother's supervision and care, had a greater likelihood of employ-
ment. Hayghe (1976) noted that the declining birth rate in the last
half of the 1960's was related to an ipcrease in the labor force par-
ticipation rate of younger wives in the prime child-bearing ages of
20 to 34.

Another factor encouraging women to seek employment was the need
for additional family income. Employment because of financial need was
relatively unchanged over nearly two centuries. In the late 18th Cen-
tury, Alexander Hamilton noted that when women entered into paid
employment, families benefitted from having a new source of income
(Abbott, 1910).

During the depression years of the 1930's, relatively few married

women were employed. A family economist, Kyrk (1933), described



15

employed married women as working because of financial need. The
granddaughters of those women from the 1930's were emplayed in the
1970's and early l980's.for the same reason, economic need. The money
was being used to '"raise the family's standard of living, or pay for a
home or their children's education" (Harbeson, 1971, p. 41). Nye and
Berardo (1973) agreed that married women work for financial reasons,
but modified this by saying that "a more complete answer would be that
unless they work they cannot have the level of living and security that
they have with two incomes" (p. 274).

Another factor which influenced the labor force participation of
women was the prevalence and availability of part-time employment.
Part-time employment was defined by the U. S. Department of Labor as
working from 1 to 34 hours per week (Deuterman and Brown, 1978). Since
1954, the number of employees in part-time work has increased at the
rate of four percent a year. This was double the rate of increase of
all employees for that period with women accounting for two-thirds of
the increase (Deuterman and Brown, 1978).

Most persons employed part-time chose that pattern voluntarily.
Reasons for choosing part-time work schedules included school atten-
dance, family responsibilities, and a preference for leisure time
(Deuterman and Brown, 1978). Like women employed full-time, those
employed part-time were most likely to be in white-collar occupations.
While full- and part-time employed women differed little in educational
attainment, the part-time employees tended to be somewhat older (Leon

and Bednarzik, 1978).
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Demand Factors

Despite the various constraints on women's labor force partici-
pation, women have continued to seek employment in increasing numbers.
This employment is documented in part in Table I.

In the pre-World War II period, most employed women were young,
unmarried, and in "traditional' female occupations. In an essay writ-
ten in 1942, Parsons (1954) stated that the majority of married women
were not employed and that secretarial positions predominated for those
who were employed. By the Fall of 1943, the middle of World War II,
one-third of the nation's labor force was comprised of women. These 17
million women performed in traditional female positions as well as in
nontraditional ones such as welder, aircraft worker, newspaper editor,
or stock broker (Byrd, 1979). Tempofarily, some barriers to women's
employment were lowered.

Other barriers were lowered by the continuing demand for female
labor in the post-World War II period. An expanding economy was
striving to fulfill a demand created by a nation unable to buy most
goods and services during the depression and World War II (Harbeson,
1971; Waldman, 1972; Oppenheimer, 1973). The majority of jobs "were
those which women were accumstomed to doing which society found accept-
able for women to perform, and which women themselves expected to per-
form" (Kreps, 1971, p. 34). The increased labor force participation by
women in the 1950's and 1960's related not so much to the types of jobs
held by women (traditional women's jobs), but rather to the gradual
societal acceptance of larger numbers of married women in the market-

place. The employment of wives was becoming a natural occurance,
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unlike the temporary approval given by society as a consequence of the
war emergency.

It was previously noted that the majority of part-time employees
were women who preferred that employment pattern. There is another
aspect of part-time employment related to demand for labor. Some
persons preferred full-time jobs, but were employed part-time as they
could not find full-time jobs. Of those persons who were employed
part-time involuntarily, more than three~fifths were women (Terry,

1981).

Mothers and Employment

As previously noted, the labor force participation rate of married
women has increased in recent decades. Within this group of employed
women, the employment of mothers has increased the most rapidly. Em-~
ployment of mothers with children aged 6 to 18 years increased 500
percent between 1940 and 1970. Though mothers of preschool children
under six years of age were the least likely to be employed, their em~
ployment rate increased 300 percent in 22 years from 1948 to 1970 (Nye
and Berardo, 1973). The trend of increased participation of mothers
in the labor force continued as the decade of the 1980's began. By
March, 1980, 54.1 percent of the women with children under age 18 were
employed (U. S. Department of Labor, 1980). Within this group of
mothers of young children, three of every five mothers (61.8 percent)

of older children aged 6 to 17 years had jobs.
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Family Type

Scanzoni (1972) conceptualized a means of classifying families
into three types based on the commitment of the wife to employment and
income-provider status. The wife's status in the three family types
was described as complement, junior partner and equal partner. In
later works, Scanzoni and Scanzoni (1976, 1981) expanded on the earlier
descriptions and names of the.contemporary family types labeling them
as follows; head-complement, senior partner-junior partner and equal
partner—-equal partner. The validity of this family typology was tested
empirically by Scanzoni (1980) who conclgded, "use of this sort of
criterion variable appears to be a valid way to distinguish among con-
temporary marriage types" (p. 137). Scanzoni (1980) further contended
that in order to best assess alternative family types, it was necessary
to study responses of both men and women.

A better understanding of family life could emerge with the dis-
covery of how husbands and wives operate within the ideﬁtified family
types. The three contemporary family types described below correspond
to the family types described by Scanzoni (1972, 1980) and Scanzoni and

Scanzoni (1976, 1981).

One-Career Families

Scanzoni (1972, 1980) described the one-career family as the head-
complement family type. The head-complement family was characterized
by a belief in traditional family norms which determined that the hus-
band was the family head. As such, his chief role was that of income

provider. The wife was the husband's "complement'". Her primary roles
P P
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were family coordinator, housekeeper and child caregiver. Freed from
the necessity of employment, the wife participated in community activ-
ities such as charitable work, religious service, political activities,
scouting, and parent-teacher organizations (Papanek, 1973).

In an essay written in 1942, Parsons (1954) described the tradit-
ional family norms of the one-career family. The husband/father was
the sole provider of family income, with considerably less participa-
tion in the operation of the household than the wife. The wife/mother
had management of the household and care of the children as her primary
function. The wife could expand her interests away from the household
in two directions. The first was an appreciation of cultural interests
and the second was development of an interest in and obligation for
community welfare.

The description of the one-career family life style in the 1940's
differed little from that of writers and researchers in the 1970's.

For example, Bailyn (1970) characterized the traditional, one-career
family as existing when the husband was highly oriented to receiving
satisfaction from his job/career outside the home. The wife's orien-
tation was to activities within the home to family maintenance as
opposed to job or career.

In a comparative study of one- and dual-career families, Holmstrom
(1973) made the following observations. One~career families followed
a pattern of division of household labor primarily on the basis of
gender. The husband performed maintenance and repair tasks; the wife
performed the remainder of the household and child-care tasks.

In her observations on the traditional one-~career family, Papanek

(1973) described the wife's role as '"supporter, comforter, backstage



20

manager, home maintainer, and main rearer of children" (p. 853) as a
role for educated women. The wife's "vicarious achievement" through
the husband's career success was a combination of roles she called the
two-person career. Involvement in support activities for the husband's
career reduced the desire and/or opportunity of wives for development
of independent careers of their own. The husband's involvement in car-
eer allowed for less involvement in family life. Papanek (1973) re-
ferred to the career man as being a 'vicarious homemaker" through his
wife's household work and care of the children. Husband and wife
performed complementary roles in the traditional husband/wife rela-
tionship.

Hunt and Hunt (1977) agreed with the description by Papanek (1973)
of the two-person career element of the one-career family type. When
the husband was employed in a profession, the husband's ability to
thrive in the business world was often due, in part, to the wife's
role of providing support services. The Hunts stressed that women
choosing this arrangement were qualified for employment in their own
right but chose not to pursue it.

There was general agreement among all authors previously cited
that the one-career family adhered more to the conventional or tra-
ditional family type of highly differentiated productive roles of
husband at work and the wife at home. Gowler and Legge (1978) added
that there was generally more of a sharing of leisure/consumption

activities, with husband and wife each taking part.
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Career-Earner Families

Scanzoni (1972, 1980) described the senior partner-junior partner
marriage relationship as occupying a position between the head-comple-
ment (one-career) and equal partner—equal partner family types. The
husband as senior partner was the chief income provider while the wife
as junior partner earned less than her husband and had a lower job
commitment. Depending on varying circumstances, she moved in and out
of the job market. These circumstances included the perceived needs of
the children for maternal care and being uprooted from her job by the
upward career mobility of the husband

From her earned income in the junior partner status, the wife
gained power in family decision making as compared to the complement
status of the nonemployed wife. As senior partner, the rights and
duties of the husband changed moderately too. Scanzoni and Scanzoni
(1981) characterized these changes first for the wife, then for the
husband as follows:

It is still considered her duty to fulfill her wife-mother

role in caring for the children and looking after household

_matters—although the husband might (when it is convenient)

be more willing to help with such tasks than is the case

under the head-complement arrangement where . . . it is con-

sidered the husband's right to have these domestic duties

performed by his wife. (p. 336)

Lein (1979), in a study of career-earner families, noted some dis-
crepancies between attitude and behavior of employed couples. Most
men and women believed that employment of wives required some changes
in family structure. In fact, often little or no change occurred.

Men often perceived no inconsistency between attitude and behavior as

they considered earning an income as their primary contribution to the

family. Wives were also sometimes reluctant to relinquish primary
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responsibility for traditional family roles in the household. No sin-
gle pattern of role change occurred in family structure within the
career-earner families studied by Lein (1979). There was a diversity
in the sharing of income provider and housekeeper roles by husbands and

wives.

Dual-Career Families

Scanzoni (1972) conceptualized the dual-career family as the equal
partner-equal partner family type. This family type was characterized
by both the husband and wife being equally committed to their respec-
tive careers. The education, job status, and income of the wife were
roughly equal to the husband's allowing the wife to bargain for equal
status and decision-making power in the marriage. Scanzoni viewed the
equal status in an equal-partner marriage as leading to ''role inter-
changeability". The wife would not be the "unique homemaker" while the
husband would not be the "unique income provider" (Scanzoni, 1972,

p. 131). Husband and wife would share the roles of income provider and
homemaker, rather than specialize in the traditional gender specific
roles as characterized in the one~career family type.

The first researchers to study dual-career families as a unique
family type were Rapoport and Rapoport (1969, 1971). Their definition
of dual-career families was used by many research studies and essays
of the 1970's (Martin, Berry, and Jacobsen, 1975; Burke and Weir, 1976:
Hunt and Hunt, 1977; Gowler and Legge, 1978; Huser and Grant, 1978;

St. John-Parsons, 1978; Weingarten, 1978). The definition remained
relevant for the 1980's, used by Poloma, Pendleton, and Garland (1981)

in their longitudinal study of dual-career families, Rapoport and
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Rapoport (1969) defined dual-career families as:

families in which both husband and wife pursue careers (i.e.

jobs which are highly salient personally, have a develop-

mental sequence and require a high degree of commitment)

and at the same time establish a family life with at least

one child. (p. 3)

The emphasis on career commitment was important in differentiating
dual-career families from other family types in which husband and wife
did not maintain equal commitments to work and family roles. The
salience of work roles varied by type of employment. Careers in the
professions required the highest commitment, and offered the most
potential for conflict with family life (Rapoport and Rapoport, 1965;
Holmstron, 1971; Hall and Hall, 1979; Rice, 1979).

The high commitment of the wife to a career differentiated her
from other employed women. The combination of motherhood and high
career commitment led to an even greater differentiation. The career-
employed woman who chose not to interrupt her career for marriage or
motherhood (or who allowed for only minimal interruption for child
bearing) found that her decision created considerable sacrifice and
strain (Rapoport and Rapoport, 1971; Bebbington, 1973).

The combination of career, parent, and spouse roles affected not
only the wife but also the husband. A descriptive expression of this
combination came from a husband in a dual-career family (Holmstrom,
1973) who described it as follows, "At least over the past year, in
terms of time, our lives have been pretty much like the countdown for
a rocket" (p. 89). Other men in dual-career families indicated they
felt this time pressure either "because of their own responsibilities,
the time they felt their family demanded, or the complications from the

fact that the wife also had a career" (Holmstrom, 1973, p. 89).
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In an essay on the dual-career life style, Hunt and Hunt (1977)
argued against this family type as appropriate for enhancement of
women's status. The support services provided by wives in one-career
families were seen as essential for optimal career development. The
wives in dual-career families were seen as being hampered in their
career advancement because they lacked the support services of a non-
employed spouse. Presumably, the same problems would hinder career
advancement of husbands in dual-career families.

There was agreement by other authors that the lack of support ser-
vices for husbands and wives in dual-career families created dilemmas
for each in pursuing their individual careers and family life (Rapoport
and Rapoport, 1969, 1971; Holmstrom, 1973; Poloma et al., 1981). There
was agreement that an "understanding and helping husband . . . helps to
alleviate only a few of the family pressures, and cannot eliminate them

(Poloma et al., 1981).
Role Demand

An essential element in maintaining multiple roles is the ability
to find the time to perform those roles. In regard to fulfilling the
demands of multiple roles, Goode (1960) theorized that "the individual
is thus likely to face a wide, distracting, and sometimes conflicting
array of role obligations" (p. 485).. He went on to say that fulfilling
the demands of one set of role obligations would make fulfilling other
roles difficult. Goode stated that the difficulty in meeting one's

given role demands is normal and the "individual's total role obliga-

tions are overdemanding' (p. 485).
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Observation of persons with commitment to both family and employ-
ment roles led Edgell (1970) to agree with Goode (1960), stating that
"any degree of commitment to one role will detract from . . . commit-
ment and chances of success, in the other, simply in terms of the
availability of time" (p. 320). This availability of time was stated
another way by Linder (1970) who said work "affects both the supply and
the demand for time on other activities" (p. 13). Blood and Wolfe
(1960) in an earlier study of husbands and wives concluded that "as
more and more wives have taken jobs outside the home, there has been
increased pressure on husbands to lighten the double load of job-plus-
housework which falls on the working wife" (p. 48). Availability of
time for all role obligations was seen as influencing participation in
housework by husbands (Blood and Wolfe, 1960).

Toby (1952) noted that roles are "norms which prescribe certain
acts and forbid others" (p. 32) and are demands on the individual.
Nickols and Metzen (1978) concluded that the time needed to fulfill
multiple roles leads to "an overload of roles" (p. 96). The problem
of commitment to multiple roles and an overload of roles is derived
from the concept of role demand, defined as the perceived extent of
time required in performing roles. Role overload is a condition in
which role demand exceeds perceived time available and the constraints
of time are confronted as obligations increase from performance of
multiple roles (Sieber, 1974).

In their early research on dual-career families, Rapoport and
Rapoport (1969) described role overload as one of the problem areas of
maintaining the dual-career family life style. They attributed role

overload to the addition of the income-provider role to the role



26

obligations of the wife and the addition of the housekeeper role to the
role obligations of the husband (p. 25). Blood and Wolfe (1960) much
earlier observed that the choosing of the income-provider role by the
wife had an impact upon family division of labor. They expected an
increase in the activity in the home by husbands and a decrease in the
activity of wives.

While the decrease in employed wives' household work time (compar-
ed to nonemployed wives) has been described, several studies reported
no corresponding increase observed in household work time by husbands
(Walker and Woods, 1976; Robinson, 1977; Nickols and Metzen, 1978).
There was either no change or only a slight increase in household work
time of husbands of employed wives when compared to husbands of non-
employed wives. These findings were not confirmed by other authors
who found that the share of household tasks of husbands of employed
wives increased markedly (Blood and Wolfe, 1960; Young and Willmott,
1973). In a more recent study, Pleck and Rustad (1981) found a sub-
stantial increase in the household work time by the husbands of employ-
ed wives. Much of the increase occurred in child care by fathers.

They found no significant difference between the total work time (the
sum of paid work and household work) of empioyed wives and husbands.
The role overload was confirmed for employed wives who had greater
total work time than did nonemployed wives, but the overload had de-
clined relative to the husbands of employed wives when comparisons
were made to data from the 1960's (Pleck and Rustad, 1981).

Perhaps the difference between the expectations and the realities
of the time contribution by husbands to household work lay in the edu-

cational level and family commitment of husbands and the career
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commitment of wives. Mortimer, Hall and Hill (1978) noted that men
experienced role overload from the contradictions in traditional values
on the importance of work, family and children and their own ability to
filfill work and family responsibilities to the level of their own
expectations.

In another study from the same research project as the present
study, Bird (1981) explored the extent of sharing of household work of
166 career-employed men, of whom 95 percent were college educated. As
the job commitment of wives increased from nonemployment, through non-
career jobs to career employment, the extent of sharing of traditional
female household tasks by husbands also increased.

Role demand would also be expected to be higher for men in dual-
career families. Even though the time spent on household work declined
for employed wives, their total time for job and home increased as they
moved from nonemployment to noncareer jobs, to career employment
(Nickols and Metzen, 1978). Role demand would be higher for women in
dual-career families when compared to the other family types.

The concept of role overload was described by Marks (1977) as the
scarcity approach to managing multiple roles. With a scarcity of time,
performing in all of an individual's roles was over-demanding, as
previously mentioned (Goode, 1960). Goode (1960) noted that not all
role demands are responded to automatically. There may also be con-
straints to performance due to conflicts of time, place or other

resources.
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Role Reward

Considering the documentation of the previous section, there would
seem to be little doubt of the existence and reality of role demand and
role overload. But an alternative hypothesis to the scarcity approach
to fulfilling multiple roles has been advocated by several researchers
and theorists. Sieber (1974) and Marks (1977) rejected the assumption
that the roles of an individual are overdemanding and that fulfilling
multiple roles leads to role overload.

Rather than assuming that time constraints in fulfilling multiple
roles leads only to some extent of role overload (role demand), rewards
were also associated with performing those roles. Sieber (1974) and
Nye (1976) described role reward as the rights, privileges, pleasures,
gratifications and satisfactions which served as inducement to engage
in and continue performance of roles or behaviors. Sieber (1974)
stated that "every role carries with it certain rights as well as
duties" (p. 569); some of these rights are inherent in the role whereas
others arise from interaction with other persons while in the role. It
can then be generalized that when fulfilling multiple roles '"the great-
- er the number of roles . . . the greater the number of privileges [re-
wards] enjoyed by an individual'" (Sieber, 1974, p. 569). He went on to
say that the more roles assumed, the more resources accumulated for
performing in other roles. Marks (1977), building on the work of
SieEer (1974), examined the rewards gained from fulfilling multiple
roles. Marks (1977) called it an "expansion approach" as a contrast
to the theory of Goode (1960) which Marks described as the "scarcity

approach".
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Several studies have examined the rewards derived from role behav-
ior. In addition, two studies examined behavior in multiple roles
using the expansion and scarcity approaches. The first of the studies
to be discussed is a re-examination by Rapoport and Rapoport (1976) of
the 16 dual-career families in their earlier study (Rapoport and Rapo-
port, 1969, 1971). From in-depth interviews, role overload was identi-
fied as a significant problem of those husbands and wives in dual-
career families. Several rewards were mentioned by family members as
"giving them . . . psychological payoffs in return for the struggle
and discipline involved in developing and operating the dual-career
family structure" (Rapoport and Rapoport, 1976, p. 320). The most
commonly mentioned reward was the wife's self-realization.

Rapoport and Rapoport (1976) described other rewards for dual-
career families committed to highly demanding roles. TFor example, "a
happier relationship resulted when both partners balanced their career
aspirations with an involvement in family life" (p. 322). 1In addition
"the children's development was a source of gratification. The dual-
career pattern encouraged more independence and resourcefulness than in
one-career families" (p. 322). The husbands especially benefitted from
the extra contact with the children. Also, the "husbands got vicarious
gratifications from their wives' achievements and enjoyed the idea that
both were continuing to develop as people" (p. 323).

In their essay regarding constraints on employment of wives,
Mortimer et al. (1978) noted the role rewards for husbands and wives
in the traditional one-career family life style. If the wife has con-
tributed to the career success of the husband through her supporting

functions, she may identify with the high occupational prestige and
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income of the husband. The husband gained his reward from the wife's
support, as an educated wife '"frees [him] of many family responsibil-
ities to let [him] concentrate on [his] employment which may often have
heavy time commitments' (Mortimer et al., 1978, p. 292).

In a study of the satisfaction of women with employment, Andrisani
(1978) found that "more than half of the highly satisfied [with employ-
ment] reported on intrinsic reward as the best thing about their jobs"
(p. 595), thus the work itself served as its own reward. Other find-
ings of Andrisani (1978) indicated that women, who were highly commit-
ted to employment, thought that employment was a proper role for women,
and had husbands who approved of their employment, were more likely to
derive rewards from employment.

Two studies examined aspects of reward and the expansion approach
as well as the scarcity approach to multiple roles. Spreitzer, Snyder
and Larson (1979) used the scarcity and expansion approaches in examin-
ing the performance of multiple roles. The researchers said the data
suggested a modest linear relationship between the number of roles
performed and psychological well-being among both men and women. Among
women who performed only the work role, 36 percent reported a high
degree of marital happiness. For women who performed all five of the
roles studied, 46 percent responded that they had a high degree of
marital happiness. Among male respondents, 36 percent of the men re-
porting satisfaction only from the work role and 50 percent of men with
satisfaction from all five roles reported a high degree of marital
satisfaction. The findings of Spreitzer et al. (1979) supported only
the expansion theory, that higher rewards were associated with perform-

ance of multiple roles.
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Orthner and Axelson (1980) explored the relationship between em-~
ployment of the wife and marital interaction. Two alternative hypo-
theses were tested, a role scarcity model and a role expansion model.
Research findings supported both models.

In regard to the role scarcity hypothesis, Orthmer and'Axelson
(1980) anticipated that employed women performing in multiple roles
would prioritize their roles and perform those with the greatest social
rewards. Husband-wife interaction was expected to be lowest among
employed wives. The findings supported the hypothesis as "employed
wives are more likely to participate in individual activities compafed
to non-employed wives'" (Orthmer and Axelson, 1980, p. 542).

From the theoretical work of Sieber (1974) and Marks (1977), a
role expansion hypothesis was formulated. Performing in multiple roles
increased the role reward of the individual due to increases in privil-
eges, status, resources and personality and ego gratification. There-
fore, as the wife enjoyed greater reward from employment, husband-wife
marital interaction would increase. The findings also supported the
expansion hypothesis. Orthner and Axelson (1980) found:

higher proportions of marital companionship activities among

wives employed in professional-managerial positions as compar-

ed to wives in clerical-sales positions. If we assume that

the occupational roles of the former are more demanding, yet

more rewarding, it follows that they may also provide the

opportunity for greater privileges and more understanding on

the part of the husband. (p. 542)

The differences in husband-wife marital interaction by wives did
not differ on the basis of employment versus nonemployment. The dif-
ference was between employed women with higher status professional-

managerial positions and women in lower status clerical-sales posi-

tions. Employed women with higher status positions and mothers who
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were not employed had high marital interaction with husbands. Employ-
ment of wives in lower status positions was associated with lower
levels of marital interaction.

Theoretical and empirical evidence has been presented to support
both theoretical approaches, scarcity and expansion. Goode (1960)
and Sieber (1974) viewed multiple role performance from opposing points
of view, but shared a common view for managing those role commitments.
Sieber (1974) stated that since individuals are not incapacitated by
role overload:

some process must be adduced by role theorists to account

for the absence of social havoc and psychological dismay.

A number of 'mechanisms' are therefore postulated as

helping to articulate the individual's role system, there-

by precluding or reducing tension and disruption. (p. 568)
The ensuing discussion by Sieber (1974) of those mechanisms ameliorat-
ing role reward was derived from the work of theorists Merton (1957)
and Goode (1960). In an earlier paper, Toby (1952) described several
mechanisms as being important for preventing role conflict. He further
stated:

In spite of these various mechanisms to prevent incipient

conflicts from developing, individuals do find themselves in

situations where two or more groups make incompatible demands

upon them. This is due in part to the imperfect integration

of all social systems. (p. 326)
Toby (1952) concluded that the mechanisms do not function perfect-
ly. Goode (1960) in describing these mechanisms stated that the indi-
vidual could reduce role overload by careful selection of roles that
are mutually supportive and secondly by choosing from among several

mechanisms to manipulate the individual's role structure and relation-

ships with others.



Time-Management Strategies

In the literature previously cited, various '"mechanisms'" were
suggested by Toby (1952), Merton (1957), Goode (1960), Sieber (1974),
and Marks (1977) to manage the performance of multiple roles and con-
flicting roles. From the mechanisms suggested in the literature,
eight were chosen for further study and are referred to as time-man-
agement strategies (TMS). Already seen to influence the relationship
between role demand and role reward, the TMS will be described as

theorized and then as previously tested empirically for effectiveness

in previous research.

Theory of Time-Management Strategies

The Legitimate Excuse. Toby (1952) described the legitimate ex-
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cuse as "an approved technique for avoiding sanctions by asserting that

an equally high or higher claim prevented the individual from fulfill-

ing his obligations' (p. 324). This strategy is most commonly used in

informal relationships, in pleading that work responsibilities come be-

fore home activities. Marks (1977) noted that in the middle and upper

classes, the use of excuses, pleading scarce time and energy 'typically

will not be honored within work activities" (p. 932). Marks (1977)
went on to say that:

those people holding the highest positions will have the least
latitude for scarce time and energy excuses within those posi-
tions (nor would they want to appeal to them) . . . .On the
other hand, for the traditional housewife, whose daily activ-
ities are not even reckoned culturally as real work, there is
little power of appeal to any excuses. (p. 932)
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Stalling Until Pressures Subside. Stalling until pressures sub-

side was recognized as being successful when the individual was under
temporary pressures from two or more groups or to perform in two or
more conflicting roles. Toby (1952) described stalling as ''mot passive
waiting . . . . it involves placating and promising while the competing
obligations are not being fulfilled" (p. 327). It may be possible to
avoid making a decision or performing a specific activity until one or
two groups relax their demands, making performance of the activity

unnecessary.

Compartmentalization. Compartmentalization or segregation of

roles "is the definition of roles so that attendant circumstances have
to be appropriate in order to activate the role behavior in question"
Toby, 1952, p. 326). Compartmentalization works on the basis of loca-
tion and context so that behavior in work roles was called for only
with co-workers at the job location (Goode, 1960). When the individual
returned home, the work role was left behind, replaced by the now ap-
propriate roles of parent, spouse, or performer of household tasks.
Several of the wives in dual-career families studied by Rapoport and
Rapoport (1976) utilized compartmentalization to separate home life

from the career roles performed in employment.

Empathy. Empathy, or mutual social support, was available to
persons sharing the same roles or circumstances. While under pressure
to perform in a particular role or set of roles, the individual has the
support of one or more persons. In the context of the family, that
person providing support was the husband or wife of the individual

(Merton, 1957). Using the expansionist approach, any supportive and
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sympathetic atmosphere gave an individual more energy to meet role
demands (Marks, 1977).

The support services provided by a nonemployed wife to a career-
employed husband are described in the family type section on one-
career families. Burke and Weir (1976), Hunt and Hunt (1977) and
Mortimer et al. (1978) stated that this active system of emotional,
social and physical support or empathy by wives was important to the
occupational success of their husbands. These authors agreed that the
employment of the wife tended to lessen the empathy or support for the
husband. When the wife is employed, especially in a career position,
the husband's empathy or support become important to reducing the
wife's overload of home, family and employment responsibilities (Burke

and Weir, 1976; Mortimer et al., 1978).

Barriers Against Intrusion. Goode (1960) described the barriers

against intrusion as techniques for '"preventing others from initiating,
or even continuing role relationships" (p. 487). These techniques in-
cluded the use of a secretary to make appointments to prevent intru-

sions upon an individual's time and to deliberately make choices as to

how time will be used.

Reducing Responsibilities. This strategy has two facets. One is

changing the standards of performance so that either more time is

available for responsibilities in that role or to gain time to perform
tasks in other roles. The second facet is not accepting additional re-
sponsibilities in a role, pleading an overload of responsibilities al-

ready (Toby, 1952; Goode, 1960); Hall, 1972: Marks, 1977).
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Delegation. In the delegation strategy, another person is as-
signed to carry out various role activities. Most commonly these
activities include the housekeeper and childcare functions to be dele-
gated to other family members, usually the husband or perhaps to older
children. Sometimes these tasks are delegated to hired help when it is

available (Goode; Rapoport and Rapoport, 1969; Hall, 1972).

-Organization. The last strategy to be described is organization.

"By this process the individual rank orders the importance of various
activities and performs the most important ones' (Hall, 1972, p. 477).
Holmstrom (1973) in her study of two-career families, noted that the
couple and especially the women, were conscious of planning their time

and organizing their schedules.

Effectiveness of Time-Management Strategies

Toby (1952), Merton (1957), Goode (1960), and Marks (1977) de-
scribed various time-management strategies, theorized about the use of
various strategies and assumed each to be effective. While specific
situations were mentioned as to when certain strategies would or would
not work, effectiveness of strategies was not tested. Only a few
studies have empirically tested the strategies. In addition, only the
scarcity approach was hypothesized, not the expansion approach which
was the focus of this study.

Hall (1972) tested the effectiveness of strategies in his study of
college educated, married women. The employment status of the women
was not specified. His purpose was to develop a systematic model of
coping related to satisfaction, not to scarcity or expansion. Strat-

egies used were divided into three categories. Type I strategies
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(including delegation and empathy) were associated with satisfaction
with roles (p € .07) and Type III strategies (including organization)
were negatively related to satisfaction (p € .01) (Hall, 1972). Type
II strategies (including compartmentalization, reducing responsibil-
ities, and some aspects of organization) were positively associated
with satisfaction, but not significantly.

It is difficult to compare the results above to the purely de-
scriptive work of Rapoport and Rapoport (1969) where the sample was too
small for statistical analysis. Several of the wives consciously seg-
regated their work and family roles. This compartmentalization was
one way the wives dealt with the problem of overload from conflicting
roles. These families were also quite likely to hire household help
for the cleaning and child care which was effective use of the dele-
gation strategy.

Cornwall (1976) used the data from the Utah study of Condie and
Doan (1977) from which the role reward, role demand, and some TMS
questions of the present study were adapted. Cornwall (1976) examined
the use of strategies in relation to reducing stress and pressure,
related to but not the same as the scarcity approach. Cornwall (1976,
p. 66) found that the excuse and empathy were positively associated
with increased feelings of stress; but were not necessarily effective
in reducing stress. Organization, delegation, and compartmentalization
were negatively associated with role stress and seemed to be protecting
the individual from stress. Cornwall also found "that increased
stresses are more closely associated with the increased use of mechan-
isms [strategies] for women than for men" (p. 70). Additional find-

ings indicated differences in strategy use between men and women, that
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"men were more likely to use organization and delegation and women were
more likely to use compartmentalization'" (p. 72). One deficiency of
the study was the use of only one question each to represent organi-
zation, delegation, and compartmentalization.

Six of the eight TMS identified for use in the present study were
tested for effectiveness in previous studies. Two strategies, stalling

and barriers against intrusion, were not previously tested empirically.

Concluding Rationale

In conclusion, literature relevant to the development of the pres-
ent study was reviewed in this chapter. Included was an examination of
research findings and theoretical essays concerned with role theory,
the employment of wives, family type as well as the following major
research variables; role demand, role reward, and time-management
strategies.

One of the first researchers to theoretically link role demand and
role reward was Sieber (1974), who stated that roles were both demand-
ing and rewarding. Sieber theorized that as the number of roles and
obligations the individual was expected to perform increased, the num-
ber of rewards for performing those roles were also likely to increase.

Studies by Cormwall (1976) and Condie and Doan (1977) further
established the relationship between role demand and role reward. Both
investigations utilized the same data for examining role demand and
role reward, but for different purposes. Condie and Doan (1977) devel-
oped their study in part to examine marital satisfaction. They mea-

sured role demand and role reward and computed role profits (rewards
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minus demands) for each of nine life roles as an indirect measure of
marital satisfaction. Their analysis assumed a relationship between
role demand and role reward.

Cornwall (1976) tested the effectiveness of several strategies
(some similar to the time-management strategies utilized in the present
study) on the relationship between role demand and role reward. She
measured role stress for the nine roles as a ratio of the role demand
divided by the role reward scores. In testing the effectiveness of
strategies to relieve role stress, Cornwall (1976) found that men and
women differed in the types of strategies they utilized.

In the present study, like those of Cornwall (1976) and Condie
and Doan (1977), role demand and role reward are assumed to be related,
however this study was designed to examine role demand as a predictor
of role reward. Each time-management strategy was then examined to
determine if individually the strategies impacted on the relationship
between role demand and role reward, for three sets of roles, for
husbands and wives in three family types. Determination of the use of
time-management strategies as described above could either substantiate
or refute the theoretical assumptions made by previous researchers
regarding time-management strategies as affecting the relationship

between role demand and role reward.



CHAPTER III
PROCEDURES
Design of the study

‘The analytic survey method of research was chosen for this study
to achieve the objectives identified in Chapter I. Babbie (1973) stated
that "explanatory analyses in survey research are aimed at the develop-
ment of generalized propositions about human behavior" (p. 47). The
usefulness of survey research is the "survey research focuses on peo-
ple, the vital facts of people, and their beliefs, opinions, attitudes,
and behavior" (Kerlinger, 1973, p. 411).

Data were collected by self-administered questionnaires mailed to
participants. Simon (1978) listed the following advantages of mail
questionnaires for social science research:

1. Wider and more representative distribution of sample

possible
. No field staff
. Cost per questionnaire relatively low
People may be more frank on certain issues
No interviewer bias
. Respondent can answer at his leisure, has time to 'think

things over'

7. Certain segments of population more easily approachable.
{p. 199)

.

AP~ N
.

Disadvantages of this method listed by Simon (1978) were:

Bias due to nonresponse often indeterminate
. Control over questionnaire may be lost
Interpretation of omissions difficult

. Only those interested in subject may reply
. Now always clear who replies. (p. 199)

v~ W

40
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The research plan of the present study incorporated the following

procedures to counter the above disadvantages:

1. Nonresponse was expected to be lessened by including a reply
form for those who were not eligible for the study (gold form).

2. Three follow-up mailings were made to encourage response.

3. Instructions which guided respondents through the questionnaire
minimized omissions.

4. The relevance of the topic to the subjects' own lives was a
factor in obtaining the response of many subjects, according
to comments written on some questionnaires.

5. The high level of educational achievement and involvement in
an academic setting (for one spouse in each family) would
contribute to familiarity with similar research efforts and
increase the subject's ability to respond appropriately.

6. The questionnaires were clearly marked "Husband" and "Wife"
on the cover to identify them for respondents. It was
assumed that a high degree of integrity on the part of the
subjects would lead them to respond personally and only if

eligible.
Population and Sample

The population of the study was intact families in which either
husband or wife was an administrator in a college and university
belonging to the National Association of State Universities and Land-
Grant Colleges (NASULGC) in 1978. The 133 NASULGC institutions
represented all 50 states, excluding the member institutions in Guam,

Puerto Rico, and the Virgin Islands (Facts '78, 1978, pp. 2-3). NASULGC
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institutions were chosen as they provided a national sample, had the
commonality of being state-supported institutions, and had a large group
of administrators from which a random sample could be drawn for purposes
of statistical analysis.

The Education Directory, Colleges and Universities, 1978 (Podolsky

and Smith, 1978) was the source of names and addresses of the popula-
tion. The directory listed deans and directors of academic or research
units and persons.in central administration identified as chief admin-
istrative officers by their institution. The only administrative posi-
tion not considered in the population was that of president or chancellor.
In comparison with other administrative positions, women were under-
represented in the position of president or chancellor. 1In a 1976
survey by NASULGC, there was only one woman heading a NASULGC insti-
tution as president or chancellor (Phillips, 1976, p. 1).

A census was taken of all eligible women administrators with the
exception of those who were assumed to be single because of being
listed by the title of Miss. Women with the title of Miss were excluded
as only married persons were qualified for the study. Those women
listed with no title or status designation and those with the title or
status of Dr., Mrs., or Ms. were selected to receive questionnaires.

It was recognized as improbable that all of the 299 women administrators

were married and living with their husbands and therefore eligible to
be included in the study.

Male administrators listed in the directory outnumbered women ad-
ministrators by nearly 10 to 1 with 2959 men listed. Since there was
no way of predetermining the marital status (and therefore eligibility

for the study) of the men, all were assumed to be eligible until
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response indicated otherwise. The men were numbered from 1 to 2959. A
computer program, Shuffle, printed a randomized list of the numbers 1
to 2959. The first 300 numbers on the list were chosen for the male
sample. As with the female sample, only those eligible were ultimately

included in the analysis.

Development of Questionnaires

Format of Questionnaires

Two forms of a questionnaire (See Appendix) were developed for
assessment of time-management strategy use by husbands and wives in
three family types. A husband's questionnaire and a wife's question-
naire were developed so there would be personal references to the sub-
ject's own roles and reference to the subject's spouse as the husband
or wife., A graphic design was created for the front cover with "Hué-
band" and "Wife" as part of the design. With this identification,
subjects could select the appropriate questionnaire. The two question-
naires (one for husband and one for wife) had identical questions and
format except for the personal references to the subject's own roles
and reference to the subject's spouse as the husband or wife.
Questions from four sections of the questionnaires were utilized in

this study.

Role Demand Questions

The independent variable, the extent to which roles were perceived
as being demanding of time, was assessed by the role-demand questions

(See Questionnaire Part D, items 9 through 16 in Appendix). The role-
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demand questions assessed the extent to which each of the eight roles
listed was demanding of the subject's time.

The role demand questions were adapted from a questionnaire devel-
oped for the Family Research Center of Brigham Young University by
Condie and Doan (1977, p. 7). Cornwall (1976) used the scale to
assess demands on time associated with nine major life roles. Eight
of those nine roles were used in this study, including income provider,
performer of household tasks, husband or wife, participant in social
and recreational activities, and participant in church or other reli-
gious activities.

The educational role in the questionnaire developed by Condie and
Doan (1977) was deleted. Since all,of the administrators in the pres-
ent study and some of their husbands or wives were employed by educa-
tional institutions, the professional role as educator could have been
confused with the personal educational role. In addition, graduate
degrees were common prerequisities for the administrative positionms.
Requests for demands on time in educational roles would likely have
yielded little information as the formal education of the administra-
tors would be mostly completed. An administrator's current involve-
ment in personal educational endeavors could have been informal in
nature and thus might not be considered as part of the educational
role.

Demands on time for the eight roles were scaled differently from
the questionnaire of Condie and Doan (1977). A 100-point scale was
used by Condie and Doan (1977), ranging from O for not at all demanding
to 100 for extremely demanding. The subjects assigned any value from

0 to 100 to each role.
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A pilot test of these questions on role demand with 10 couples
revealed that responses clustered around increments of 5 and 10 on the
scale. The couples reported difficulty in responding to such a broad
scale of 0 to 100. The 100-point scale was revised to 11 points, from
0 to 10, so that it would be similar to the Likert-type seven-point
scale used elsewhere in the questionnaire, yet different enough to dis-
courage a response set among the respondents. A response of 0 was to
be circled if the role was not at all demanding of the subject's time.
Numbers 1 to 9 represented a continuum of being demanding of one's time

with 10 being extremely demanding.

Role Reward Questions

The dependent variable was assessed by the role-reward questions
(See Questionnaire Part D, items 1 through 8 in Appendix). The role-
reward questions assessed the extent to which each of the eight life
roles listed were perceived as being satisfying and rewarding. Like
the role-demand questions, the role-reward questions were adapted from
a questionnaire developed by Condie and Doan (1977). Adaptations in-
cluded reducing the nine major life roles to the eight roles listed in
the role-demand questions and changing the 100-point scale to the 11-
point scale as was done with role demand. The subjects were instructed
to circle 0 if the role was not at all rewarding. Numbers 1 to 9

indicated varying degrees of reward with 10 being extremely rewarding.

Time-Management Strategy Questions

Use of time-management strategies, measured by the time-management

strategy questions (See Questionnaire Part A, Questions 1 through 22
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and 35 in Appendix) was the intervening variable theorized as influenc-
ing the relationship between the independent variable, role demand and
the dependent variable, role reward.

Chapter II contains a review of the literature on time-management
strategies. The works of Toby (1952), Merton (1957), Goode (1960),
Rapoport and Rapoport (1969), Hall (1972) an& Cornwall (1976) identi-
fied time-management strategies for relieving the stress resulting from
having to perform too many activities and tasks in a number of differ-
ent roles.

In the present study, items were adapted from Hall (1972) and
Cornwall (1976). Adaptations were made to reflect more accurately the
dilemmas faced by families who maintain a variety of familial, career,
and community responsibilities. A pilot test of 27 items designed to
elicit information on the use of time-management strategies was con-
ducted on December 9, 1978. Copies of the items were distributed to
45 persons who participated in two workshops at the Dual-Career-Working
Families Conference at Kansas State University, Manhattan, Kansas.
Responses were tallied and four items were eliminated because there was
very little variation 1in response patterns among respondents. In a
second pilot test with 10 couples, no such difficulties were encount-
ered. The 23 remaining items were incorporated into the final ques-
tionnaire prepared for the study.

Items concerned wi;h the use of time-management strategies were
written to represent activities in home, employment, and community
activities. Respondents who were not employed were asked to complete

the first 14 items only. Those respondents who were employed were

asked to complete the first 14 items which related to home activities
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in addition to items 15 through 22 on employment activities. Item 35
was to be answered only by those who were parents.

Each item representing a time-management strategy was responded
to on a seven~point Likert-type scale. Subjects indicated their degree
of agreement or disagreement with items based on their persogal experi-
ences in various roles (such as husband.or wife, parent, or income pro-
vider). Respondents were reminded that there were no right or wrong
responses to the items; the right answers were what was true for them.
The scale represented a continuum from a response of 1 for stromngly

disagree to 7 for strongly agree.

Demographic Information

Demographic information was obtained on each subject from ques-
tions in Part F of the questionnaire (See Appendix). Demographic
questions and format were adapted from those suggested by Dillman
(1978, pp. 135-135). Table II identifies the demographic-informa-
tion items and the location of these items in Part F of the question-

naire (See Appendix) by the number of the question.
Collection of Data

Name and office address of administrators were obtained from
Podolsky and Smith (1977). On April 13, 1979, a cover letter was mail-
ed to administrators explaining the purpose of the study and requesting
their participation. Each administrator was asked to share the letter
(See Appendix) with his or her spouse and to arrange for the two of

them to complete their questionnaires independently. A husband's
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TABLE II1

DEMOGRAPHIC INFORMATION

Item Item
Number
Age of subject 1
Level of educational achievement 5
Number of children 6
Individual income 15

questionnaire, a wife's questionnaire, two postage-paid return enve-
lopes (one for each questionnaire) and a gold form (for response by
those not eligible) were included in the first mailing. The first and
subsequent follow-up mailings were by first-class mail.

Eligibility for the study was limited to married couples. Those
who were not married or were married but not currently living with
their husband or wife were asked to return the gold response form (See
Appendix) instead 6f the questionnaire.  They did not receive follow-up
mailings. |

On April 20, 1979, one week after the original mailing of ques-
tionnai;es, a post card reminder was sent to all 599 administrators.
The post card (See Appendix) served as both a thank you for those who
had responded and as a friendly and courteous reminder for those who

had not yet responded.
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Four weeks (May 11, 1979) after the mailing of the questionnaires,
a second reminder (See Appendix) was mailed to nonrespondents. The
letter, nearly the same in appearance as the original cover letter,
stated again the purpose of the study and encouraged response to the
questionnaires. As with the preceding post card reminder, an offer was
made to send questionnaires to those who did not have them.

The final mailing was sent on June 11, 1979, eight weeks after
the first set of questionnaires was mailed. The cover letter was simi-
lar to the one that preceded it (See Appendix)} Replacement question-
naires with a postage-paid return envelope for each questionnaire and
the gold form for noneligible administrators were enclosed.

Questionnaires received by August 8, 1979 were included in the
study. Respondents fell into four categories: (1) not married or
married but not living with husband or wife, (2) nonresponse for other
reasons, (3) questionnaire received from either husband or wife, but
not both, and (4) completed questionnaires from both husband and wife.

Questionnaires were received from 180 couples and 22 individuals
whose spouses did not respond (Table III). Gold forms were received
from 135 administrators not married or not living with their spouse
and an additional 34 did not return questionnaires for other reasons
(Table III). Of the 599 administrators, 371 (61.9 percent) returned
either a questionnaire or indicated nonresponse for other reasons, in-
cluding ineligibility. The 202 questionnaires received from adminis-
trators were 46.7 percent of the 433 administrators who either respon-
ded and were eligible or did not respond, so their eligibility was
unknown. Completed questionnaires were received from husband and wife

from 180 couples, 41.6 percent.
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TABLE III

DISTRIBUTION OF RESPONSES

Response Number Percent
Original sampling units 599 100.0
Responded - not eligible 166 27.7
Responded - eligible 205 34.2
No response - eligibility unknown 228 38.1

Sampling units eligible or eligibility
unknown 433 100.0

Completed questionnaires

From husband and wife 180 41.6
From Husband or wife 22 5.1
Response indicating refusal 3 0.7

Nonresponse 228 . 52.7
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Preparation of Data for Analysis

As questionnaires were being received, coding was begun on ma-
chine-readable forms. 'The data forms were read by a scanner machine
located in the Oklahoma State University's Bureau of Tests and Measures
which transferred the data to computer tape for analysis. Next, a
printout of the raw data was checked for coding errors. The responses
of each subject were reviewed, with comparison of the printout to

questionnaires.
Analysis of Data

The first step in the analysis of data was factor analysis of re-
sponses to the items on role demand, role reward and time-management
strategies to reduce and organize the data. The principal-components
method of factor analysis was utilized. Initially, three factors were
extracted for role demand and role reward with eight factors extracted
for time-management strategies. For each variable, the varimax method
was used to rotate the axis orthogonally, which resulted in three
terminal factors for role demand and role reward and eight terminal
factors for time-management strategies. The next step in the analysis
of data was regression analysis utilizing the rotated factors from the
factor analysis of role demand, role reward and time-management
strategies. Mean scores of the items making up the factors were used
as the scores on the factors in the regression analysis.

In the regression analysis, statistics were calculated in sep-
arate regressions for husbands and wives for each of three sets of
roles, for each of three family types and for eight time-management

strategies. The first statistic to be examined was the coefficient of
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determination, the RZ. The R2 represented the proportion of the
variation in the dependent variable explained by the independent var-
iable or variables.

As the eight time-management strategies were introduced into the
regressions individually, the difference in R2 between the simple and
subsequent multiple regression equations was calculated. This differ-
ence in explained variation was represented as A.RZ.

The simple unstandardized regression equation in which role demand
was used to predict role reward was Y = a + bX. The dependent vari-
able, role reward, was represented as Y. The intercept or constant on
the Y axis is a. Role demand, the predictor variable, was X in the
equation. Finally, the proportion of change in Y associated with a one
unit change in X was b, Beta. In standard form, a change in the in~-
dependent variable X of one standard deviation unit results in b stan-
dard deviation units change in Y, the dependent variable, on the aver-
age.

The multiple regression equations in which the time-management
strategies were introduced individually and sequentially took the form

of Y =a+ lel + bZXZ' Like X in the simple regression model, X

1
represented the predictor variable, role demand. The time-~management

strategies were entered sequentially into the regression as X,, with

23
b2 indicating the proportion of Y associated with one unit of change
in X2. As in the simple regression model, the data were standardized.
Three regression models were tested for statistical significance.
Each model represented one of three sets of roles; family, employment

and community. Within each set of roles and for husbands and wives in

each family type, role demand was regressed on role reward for the



53

purpose of predicting role reward. Next, the eight identified time-
management strategies were introduced into each regression model in
order to assess the impact of each strategy on the relationship between
~role demand and role reward. These analyses were used to determine if
the diagram (Figure 1) explained the relationships among three aspects
of role behavior for husbands and wives in three family types, rather
than for purposes of comparing the family types.

The hypothesis tested for husbands and for wives for each set of
roles for each family type was: Scores on role demand in combination
with a time-management strategy do not predict role reward. The three
sets of roles were; family, employment and community. The three family
types were one career, career earner and dual career. The eight time-
management strategies were; the legitimate excuse, stalling until
pressures subside, compartmentalization, empathy, barriers against
intrusion, reducing responsibilities (on the job), delegation and
organization. The exception to this procedure was that women in one-
career families did not respond to items making up the strategy of
reducing responsibilities. This strategy was concerned only with
employment roles. For women in one-career families, the hypothesis
was tested for only the other seven time-management strategies.

This study was part of a larger research project, Motivation and
Management: A Nationwide Survey of Administrators and Their Families.
Other reports of that project include Bird (1981) and others not com-

pleted at the time of this report.
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CHAPTER IV

FINDINGS AND DISCUSSION

Introduction

In this chapter, the sample is described in terms of several demo-
graphic characteristics (family type, age, level of educational
achievement, number of children, and individual income). Then results
of factor analysis of responses to the three sets of items to be anal-
yzed (role demand, role reward, and time-management strategies) are
described. Finally, results are reported of entering variables into
regression analysis to test the effect of time-managment strategies
upon the relationship between role demand and role reward for three

sets of roles (family, employment, and community).

Sample for Analysis

Usable responses were received from 360 subjects (180 husband-wife
couples), but it was determined that not all couples could be used for
analysis. The couples were categorized in three family types (one
career, career earner, and dual career) described in Chapter II.

In the one-career family type, there were 64 couples (Table IV).
Each family had one spouse in a career and one spouse who was not em-

ployed outside the home. Of those employed, 59 were men and five were
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CAREER STATUS BY FAMILY TYPE AND SEX .

Career Status

Men Women

One Career

Career Earner

Dual Career

Men Women

Men Women

Career Employment 59 52

Non Employed 5% 59

Earner Employment

69 69

aRespondents removed from sample before further analysis.
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women. Coversely, 59 of the non-employed persons were women and five
were men.

Since the analysis was conducted on all men and all women in one-
career families, it could be expected that career-employed men would re-
spond differently from non-employed men on the items to be analyzed.

The same differences could be expected between the career and non-
employed women.

The non-employed men not experiencing the pressures of employment
would not be expected to respond the same as career men on the extent
of role reward or role demand, for employment, job or family activities.
The same would be expected of the women. On this basis, since the five
couples were a small part of the overall sample of one-career families
and were too few in number to treat as a separate group representing
one type of one-career family, they were dropped from the analysis.
Thus, 59 one-career families were retained for analysis.

Similarily, in the career-earner families, 38 of the 47 men were
employed in careers, while nine were employed in earner positions, not
in careers (Table IV). Those nine men were married to career-employed
women, while the 38 career men had wives employed in earner positions.
The nine earner husbands and nine career wives would not be expected to

experience the same extent of job pressures nor to respond to role

demand and role reward the same as the other 38 couples. The 38 couples
with career-employed husbands and'wives employed in earner positions were
retained for further analysis. The nine couples of the reverse pattern
were dropped from analysis at this point because of their small number.
The dual-career family type proved to be an exception to the other

family types. Since both husband and wife in each of the 69 couples
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were employed in career positions (Table IV), all couples were retained
for analysis.
The sample selected for analysis was composed of 332 persons. This

included 59 one-career, 38 career—-earner, and 69 dual-career couples.

Description of Subjects

3

The median age of the men and women in one-career families was
higher than for the other family types (Table V). There was a five year
difference in median age among the men and seven years difference among
the women in the three family types.

Proportionally, there were more omne-career men and women in the
oldest age range (age 60 - 69) than for the other family types (Table
V). There was much less difference among family types in proportions in
the youngest age range (age 28 - 39) as the one-career and dual-career
families had almost the same percentages in that age range. The dual-
career and career—earner families tended to be younger than the one-
career families. Approximately one-half of the men and two-thirds of the
women in dual-career and career-earner families were aged 49 or under;

whereas, only 37 percent of the men and 45 percent of the women in one-

career families were aged 49 or younger.

Educational Level

The level of educational achievement of subjects ranged from some
college for career persons to the doctoral level (Table VI). For non-

career persons, the range was much wider, from as high as a doctorate



TABLE V

AGE BY FAMILY TYPE AND SEX
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Age One Career Career Earner Dual Career
Men Women Men Women Men Women

28 - 39 7?12 5 10 8 15
(11.9)°(20.3) (13.2) (26.3) (11.6) (21.7)

40 - 49 15 15 14. 15 26 32
(25.4) (25.4) (36.8) (39.5) (37.7) (46.4)

50 - 59 23 20 15 11 23 18
(39.0) (33.9 (39.5) (28.9) (33.3) (26.1)

60 - 69 14 11 3 2 12 4
(23.7) (18.6) (7.9) (5.3) (17.4) (5.8)

Unknown "~ 1 1

aFrequency.

bPercentage.

cAge not specified.



TABLE VI

LEVEL OF EDUCATIONAL ACHIEVEMENT BY FAMILY TYPE AND SEX
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Level of One Career Career Earner Dual Career
Educational
Achievement Men Women Men Women Men Women
Some High School , 18 b
(1.7)
Completed High 7 2 2 2
School (11.9) (5.3) (2.9) (2.9
Some Technical or 2 1
Vocational Training (3.4) (2.6)
Completed Technical
or Vocational 1
Training (1.4)
Some College 1 18 6 3 2
(1.7) (30.5) (15.8) (4.3) (2.9
Associate Degree 1
(1.4)
Bachelor's Degree 8 14 6 13 8 11
(13.6) (23.7) (15.8) (34.2) (11.6) (15.9)
Some Graduate 1 2 3 2 3
Work (1.7) (3.4) (7.9 (2.9) (4.3)
Master's Degree 16 12 5 11 16 27
(27.1) (20.3) (13.2) (28.9) (23.2) (39.1)
Doctoral Degree 33 1 26 2 37 22
(55.9) (1.7) (68.4) (5.3) (53.6) (31.9)
Unknown®
aFrequency.
bPercentage.

“Educational level not specified.



61

to some high school. The widest range was among non—-employed women,
from some high school to one woman having a doctoral degree.

Career men in the career-earner families ranged in education from
a bachelor's degree to a doctorate (Table VI). Men in dﬁal—career
families ranged from a high school education to the doctoral level, the
same as their wives. The range for wives in career-earner families was
from a high school diploma to a doctoral degree.

Of the 332 subjects, a majority (62.5 percent) had a graduate
degree (Table VI), regardless of their employment status. Including the
71 subjects (21.9 percent) with a bachelor's degree but less than a
master's, 279 (84 percent) of the sample had at least a bachelor's
degree.

Another 31 subjects (9.34 percent) reported attending some college
or had an associate degree (Table VI). Only four persons had completed
technical or vocational training or had some technical or vocational
training as their highest level of education and all four were women.
An additional 13 persons (less than five percent) listed high school as
their highest level of educational achievement. Only one person re-
ported having some high school and four more did not report their ed-

ucational level.
Children

The number of children illustrated some differences among the family
types. Women in dual-career families were more likely to be childless
than were women in the other two family types (Table VII). Wives in
career—-earner families were likely to have less than two children than

were the other family types.



TABLE VII

NUMBER OF CHILDREN BY FAMILY TYPE AND SEX

Number of Children One Career Career Earner Dual Career
Per Family
Men Women Men Women Men Women
None 32 p 5 5 5 10 13
5.1 8.5 13.2 13.2 14.5 18.8
One 5 5 7 7 7 7
8.5 8.5 18.4 18.4 7.3 7.3
Two 25 26 9 9 26 27
42.4 44.1 23.7 23.7 37.7 39.1
Three 13 12 10 12 15 15
22.0 20.3 26.3 31.6 21.7 21.7
Four 8 7 6 6 10 7
13.6 11.9 15.8 13.2 14.5 11.2
Five 2 2 3 2
3.4 3.4 4.4 2.9
Six 2 2 1
3.4 3.4 2.6
Seven 1
1.7
aFrequency.

bPercentage.
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In each family type, there was some disagreement between husbands
and wives on the number of children per family (Table VII). This dis-
agreement was possibly the result of divorce and remarriage. One
spouse may have counted children only from the present marriage while
the other spouse included children from a previous marriage as well as
the current marriage. There was enough agreement though, to indicate
that one-career families tended to have more children than the other
family patterns. The one-career families had the highest range of up
to seven children, while the career-earner families had a maximum of
six and the dual-career families had the smallest range, up to five

children.

Individual Income

All men in the study were classified as having career-status em-—
ployment. This probably accounted for less variation in tﬁeir individ-
ual incomes as compared with the women (Table VIII). The men in the
career-earner and one-career families reported the highest incomes,
with the yearly median incame in the $35,000 to $39,999 category. The
men in dual—career families had a broader range of incomes than did the
other groups of men. More men in dual-career families reported earn-
ings at lower levels and fewer at higher levels of income which result-
ed in a lower median yearly income ($25,000 to $29,999).

The median yearly income of women varied directly with their em-
ployment status (Table VIII). Due to their non-employment status, the
women in one-career families did not have any income. The women in

career—earner families had the widest range of incomes, from less than



TABLE VIII

INDIVIDUAL INCOME BY FAMILY TYPE AND SEX
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Individual Income One Career Career Earner Dual Career
Men Women Men Women Men Women
Less thamn $5,000 20* | 2
(52.6) (2.9)
$ 5,000 - $ 6,999 4
(10.5)
$ 7,000 - $ 9,999 4 2
(10.5) (10.5)
$10,000 - $12,999 2 6
(5.3) (8.7)
$13,000 - $15,999 1 4 2 10
1.7) (10.5) (2.9) (14.3)
$16,000 - $19,999 2 1 5 12
(3.4) (2.6) ’ (7.3) (17.4)
$20,000 - $24,999 3 1 13 14
(5.1 (2.6) (18.8) (20.3)
$25,000 - $29,999 7 10 1 20 7
(11.9) : (26.3) (2.6) (29.0) (10.1)
$30,000 - $34,999 6 5 6 4
(10.2) (13.2) (8.7) (5.8)
$35,000 - $39,999 6 6 9 4
(10.2) . (13.2) (13.0) (5.8)
$40,000 ~ $44,999 15 6 ) 5 3
(25.4) (15.8) (7.3) (4.4)
$45,000 - $49,999 7 6 2 1
(11.9) (15.8) (2.9) (1.5)
$50,000 and Over 4 4 3 1
(6.8) (10.5) (4.4) (1.5)
Unknown® 8 1 2 4 3
aFrequency.
Percent.

®Individual income not specified.
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$5000 to the $25,000 to $29,999 income bracket. Since 20 of the women
in career-earner families earned less than $5000, this was also their
median yearly income as a group. The career women in the dual-career
families had a much higher median yearly income than the earner women.
Those career-employed women reported their yearly income had a median
in the $20,000 to $24,999 bracket. Their income was much lower than
that of the career-oriented men in each of the family types, but was
closer to the median income of the men in dual-career families than

to the other men.
Role Demand

Means and standard deviations were computed on responses of
subjects to indicate the extent to which each of eight life roles was
demanding. On a scale from 0 to 10 with 10 being the most demanding,
the income-provider role was judged to be the most demanding of time
with a mean score of 7.03 (Table IX). Being a participant in church
or other religious activities was the least demanding with a mean
score of 2.61.

In the factor analysis of role demand, factor loadings, for the
first unrotated factor ranged from .44 to .72 except for the income-
provider role which had a loading of only .08 (Table IX). From this
first unrotated factor there appeared to be a moderate to relatively
high relationship among demands for seven of the eight roles.

After orthogonal rotation, six of the eight roles loaded strongly
on only a single factor. Of the two remaining roles, the role of

being a member of professional organizations loaded .68 on factor
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TABLE IX

FACTOR ANALYSIS OF ROLE DEMAND QUESTIONS

a
Roles Mean Std Factor 1 Factor 1 TFactor 2 Factor 3
dev unrotated rotated rotated rotated

Community Employ-  Family

ment
Community Services 3.6 2.79 .79 .82b .11 .06
Social 4.09 3.40 .66 .66 -.04 .21
Religious 2.61 3.06 .64 .73 -.05 .07
Income Provider 7.03 3.39 .08 -.07 .89 .06
Professional 4.03 2.91 .55 51 .68 .10
Household Tasks® 5.63 2.60 b .25 -.54 .53
Wife or Husband 6.82 2.48 .61 .19 .00 .81
Parent 6.40 3.27 .46 .03 .09 .76
N = 360
Factor 1 Factor 2 Factor 3
2.012 1.57 1.57
25.1% 19.6% 19.6% = 64.3% of total variation explained
by eight items in three
factors.

8011 items were coded from O - 10 with O representing "Not at all De-
manding'"; 10 "Extremely Demanding"; and 1 - 9 varying degrees to
which roles are demanding.

bHighest factor loading for each role is underlined.

“Household tasks loaded approximately the same on two factors; there-
fore it was not included in either factor for further amalysis.

dEigenvalue.

e . .
Proportion of total variance accounted for by the rotated factor.
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two and .51 on factor one. The difference of .17 and the relatively
high loading of .68 justified classifying the role of being a member of
professional organizations in factor two.

The eighth role, that of performer of household tasks loaded at
nearly the same level on two factors (Table IX). It loaded .53 on
factor three with the roles of spouse and parent and -.54 on factor
two, with income provider and member of professional organizatioms.
Performing household tasks appears to be the opposite of the roles of
being an income provider and a professional. The loading of -.54
indicated that performing household tasks was less demanding than the
other roles in the employment factor. The loading of .53 indicated
houséhold tasks were more demanding (factor three) as the roles of
spouse and parent also become more demanding.

| Other studies have confronted similar situations regarding the role
of performing household tasks. Slocum and Nye (1976) noted that this
role comprises the parent role and many activities of being a wife.
Hall (1972) found many women unable to distinguish the performance
of household tasks from the other roles of wife and parent. From
analysis of the same subjects in the present study, Bird (1981) con-
cluded that husbands of employed wives are more likely to share house-
hold tasks than are the husbands of non-employed wives. For husbands
of employed wives, the roles of husband and parent may also be some-
what synonomous with the role of performing household tasks.

The literature cited above supports the idea that the roles of
parent and wife/husband include the activities of performing household
tasks. With nearly equal loadings on two factors, the role of per-

former of household tasks was dropped from further amalysis, but the
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activities involved appeared to be retained in factor three which in-
cluded the roles of parent and wife/husband.

Factor one (Table IX) was composed of the roles of being a partic-
ipant in (1) community services, (2) social and recreation activities,
and (3) church or other religious activities. These three roles did
not load highly with either of the other two factors, but did load
highly on the first factor. They represent a separate factor of
activities performed away from the job and outside of the familial
roles. Factor one was named the Community factor.

Factor two (Table IX) was judged to be the Employment factor. It
included (1) the income-provider role and the role of being a member
of professional organizations. The remaining roles loaded on the third
factor, representing Family. This family factor included the (1) role
of husband or wife and (2) role of parent. Factors one, two, and three

explained 64.3 percent of the total variation (Table IX).

Role Reward

Role reward was composed of the same eight roles as for role de-
mand. While the income-provider role was judged to be the most demand-
ing by having the highest mean score, this was only the third most
rewarding role with a mean of 7.61 on a scale of 0 to 10, with 10
representing the most rewarding (Table X). The role of husband or
wife proved to be the most rewarding with a mean score of 8.71. Par-

enting was scored the second most rewarding with a mean of 8.24.



TABLE X

FACTOR ANALYSIS OF ROLE REWARD QUESTIONS
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Roles Meana Std Factor 1 Factor 1 Factor 2 Factor 3
dev unrotated rotated rotated rotated
Community Employ- Family
ment

Community Services 5.14 3.05 .73 .72b .23 .22
Social 6.66 2.67 .43 .71 .05 -.16
Religious 4.91 3.74 .65 .74 -.05 .28
Income Provider 7.61 2.92 .36 -.06 .87 .02
Professional 4.03 3.27 .64 .32 .77 .13
Household Tasks®  5.54 2.66 .37 .23 -.24 .56
Wife or Husband 8.71 1.81 .54 .08 .16 .73
Parent 8.24 2.84 47 -.03 .15 .74
N = 360

Factor 1 Factor 2 Factor 3

1.749 1.51 1.56
21.8% 18.88% '19.5% = 60.18% of total variation explained

by eight items in three
factors.

aAll items were coded from 0 - 10 with O representing '"Not. at all Re-
warding'"; 10 "Extremely Rewarding"; and 1 - 9 varying degrees to

which role are rewarding.

bHighest factor loading for each role is underlined.

cHousehold tasks were not included in any factor for further analysis.

dEigenvalue.

e . .
Proportion of total variance accounted for by the rotated factor.
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Being a participant in church or other religious activities was
relatively consistent in being the least demanding (mean = 2.61) and
also the next to least rewarding (mean = 4.91). It was rated by the
subjects to be more rewarding than demanding.

Three initial factors resulted from the factor analysis. Factor
loadings for the eight roles on the first unrotated factor ranged from
.36 to .74, All roles loaded at least moderately to strongly on the
first unrotated factor (Table X). After orthogonal rotation of the
axis, three factors remained.

Factor one, rotated, was the Community factor (Table X). It was
composed of roles performed away from jobs and home. The three roles
were performing as a participant in (1) community services, (2) social
and recreational activities, and (3) church or other religious activi-
ties After rotation, factor two represented the Employment factor:
the (1) income-provider role combined with that of (2) member of pro-
fessional organizations.

The role of performer of household tasks loaded strongly only on
the third factor, at .56. It loaded .23 on factor one and had a -.24
loading on factor two. The negative loading on role reward was the
same as for role demand in regard to factor two.

There was an adequate difference between the factor loadings of
household tasks on factors two (-.24) and three (.56) to include the
items in factor three (Table X). However, for comnsistency in the
regression analysis conducted later, factor three needed to contain

the same items for both role reward and role demand. Therefore, as
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for role demand, factor three for role reward, Family, consisted of the
roles of (1) husband or wife and (2) parent.

The three factors formed by the factor analysis of the role reward
questions explained 60.18 percent of the total variation. This was
slightly less than the 64.3 percent explained by factor analysis of

role demand.

Time-Management Strategies

The third and last of the sets of items analyzed in this study,
measured the extent of use of time-management strategies by husbands
and wives in all three family types. Use of time-management strategies
(TMS) was measured by items Al to A22 and A35 (See Appendix).

Not all subjects responded to all TMS items. Items Al through Al4
were designed for all respondents to answer, while items Al5 through
A22 were only to be answered by those individuals who were employed.
The women in one-career families were not employed and did not respond
to items Al5 through A22., Item A35 was to be answered only by those
who were parents.

The 23 TMS items were factor analyzed, which resulted in eight
unrotated factors (Table XI). Factor loadings for the first unrotated
factor ranged from -.02 to .59. From this variability it may be con-
cluded that the TMS items were not an overall time-management strategy.
Rather, it could be concluded that these items constituted several
distinctive strategies.

Orthogonal rotation of the axis resulted in eight terminal factors
(Table XI). Of the 23 TMS items, 19 loaded strongly on only a single

factor. Items A2 and Al4 loaded strongly on Factor one. Three items,



TABLE XI

FACTOR ANALYSIS OF TIME-MANAGEMENT QUESTIONS
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Item 1 L r 2 Tactor 3 ¥ 4 F s 6 r 7 m 8
deviation d d d d rotacad rocaced rotaced rocated

2 392 L8 .56 .76° 22 .06 .08 .09 .05 -.08 2
7% 533 L.%9 .04 .40 26 =30 Q4 =06 =20 22 1
An® 267 L3 .54 el 17 .27 02 =07 20 =18 <13
Als 318 1.83 .56 .72 .03 06 <17 .06 BLS 03 -
a1s® 2,03 1.50 .59 .45 -.03 .18 .00 -.00 (34 =09 <31
AL 462 1.68 .27 .07 .81 .04 .06 07 .03 .04 .2
A5 451 185 .46 .18 .75 .06 -.08 12 .18 .02 .03
A3 406 1.87 36 .08 .08 .55 .09 -.09 .19 .24 .23
A2 3,26 189 .52 .35 .22 56 2 =17 -.00 16 =S
A6 3.65  2.02 .48 .06 -.04 13 -0t .21 06 =09 .18
A20 4.09 1l.30 38 .00 .00 I3 -0 .09 .09 -.06 17
A22 578 L7n2 .07 -.08 -.02 .02 90 06 =08 .04 .08
A3S  5.96  1.55 -02 =07 .02 .05 .88 .01 .04 .02 .06
A9 452 198 31 .07 .14 .06 1 .16 15 -0 .08
A0 447 1.8 A1 .10 .19 21 -l S8 .19 .15 =01
a18° 440 L.96 20 .8 <21 =23 .10 .55 a7 -0 2
a17  2.38 L6l .50 .t .02 02 -0l =18 59 21 -8
A9 3.06 L77 52 .03 .33 .09 .06 .28 66 O .09
21 2.57  1.73 S1 .09 -.08 17 .2 .08 JT =09 .06
A8 495 1.67 -17 .16 17 09 =06 -0 -0l .70 .28
A3 2,91 2.0 a0 .07 -.07 .09 11 1 12 36 -2
M 5.67 1.8 25 -1 -.02 .06 -.00° 410 -.08 .09 281
A6 6.03 L19 <18  -.06 .16 .02 .10 0L =03 <03 280
N = 360

Factor' 1 Factor 2 P 3 Fi 4 T 5 Factor & Faczor 7 Faczor 8

2.12%, L8 2.06 1.73 1.47 1.76 1.32 1.78

9.262%  7.302  8.96%  7.522  6.39%  7.652  5.73%  7.73% = 60.54% of cocal variasicm

explained by 23 items in

three factors.

211 items vera coded from L - 7 with 1 rapresenting "Strongly Disagrae'; 7 "Strongly Agree”; amd 2 - §
varying degrees of agresmenc with che itam.

bﬁishu: factor loading for each zole is uaderiined.
The item is oot included in aay factor for further analysis.

“Itam loaded on more than me factor.
d'Zigmn.hu.

‘?repc:uan of total variancs accouncad for by chae rocated factor.
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A7, All, and Al5 loaded highest on factor one, but the loadings were
lower than for the other two items, in the range of .40 to .45.

In addition, item A7, which loaded .40 on factor one, loaded -.30
on factor three and .26 on factor two (Table XI). Item Al5 loaded .34
on factor six, .31 on factor eight, and .45 on factor one. Considering
the relatively low loadings (.40 to .45) on factor one, the secondary
loadings on other factors suggested that these three items be deleted
from factor one and not be usgd in the regression analysis.

The remaining two items (A2 and AlA) with loadings of .76 and .72
were stronger representatives of factor one than were the original five
items. Items A2 and Al4 had in common with the deleted items, some
justifiable reason for not fulfilling tasks or obligations which were
disliked. Sanctions by one's spouse or co-workers were avoided through
assertion that an equally high or higher claim or an unforeseen event
prevented fulfillment of the obligation. The common theme of the items
in factor one was using an excuse to avoid selected obligations. There-
fore, factor one was named The Legitimate Excuse (Table XII).

Factor two was composed of two items which had in common too many
things to do and too little time to complete them. Selected tasks would
be put off until a later time. This strategy was identified as stalling
until pressures subside and was labeled, Stalling (Table XII).

A common element in factor three was the separation of the job from
family life. It dealt with performing varying expectations in different
roles by keeping family and employment separated from each other. 1In
keeping family and job apart, there was Compartmentalization (Table XII),

the title given factor three.



TABLE XII

TIME-MANAGEMENT STRATEGY FACTORS

Name of Factor Factor Time Management Strategy Question Factor
Number Loadings
The Legitimate Excuse L+ A 2 Tasks I am required to do allow me to legitimately .76
avoid tasks I dislike.
Al4 I can find legitimate excuses to keep from ful-
filling obligations I dislike. .72
Stalling (until 2 A 1 When asked to do too many things at the same time,
pressures subside) it doesn't bother me to postpone certain omes. .81
A5 I don't mind putting off certain tasks that I
don't have time to do. .76
Compartmentalizacion 3 A 3 I make definite plans for leisure so that my
duties cannot interfere. .55
. Al2 1f my responsibilities and pressures become too
great I put my work aside until I feel I am ready
to continue. .54
Al16 I don't take my work home so that I can spend time
with my family. .73
A20 I separate my work life from my family so that I
can concentrate my efforts in one area at a time. 75
Empachy 4 A22 My job responsibilities are made easier because of
the support I get from my wife/husband. .90
A35 My parenting responsibilities are made easier
because of the support I receive from my wife/
husband. .88
Barriers Against .5 A 9 I can easily say "No" when asked to assume additional
Intrusion responsibilities in community organizationms. .76
Al0 When I am busy, I arrange for people to be in-
formed that I am not available. .58
Reducing 6 Al7 If my job demands become tco great, I change my
Responsibilities standards of job performance. .59
A19 I can easily say "No" when asked to assume an
overload of responsibilities of my job. .66
A21 My home responsibilities justify my not accepting
more responsibilities on the job. .77
Deliegation 7 A 8 Certain tasks that I don't have time to do, I
assign to others. .70
Al3 When my time is limited at home, I hire someone
to take care of the cverload. .76
Organization 8 A 4 When I am pressured to do many things at once, I
organize and plan my time. .81
A 6 When increased demands are made of me, I set
priorities and do the most important things first. .80

74
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Items A22 and A35, which made up factor four, were unique from the
rest of the TMS items. As shown in Table XI, these items had two of the
lowest loadings on the first, unrotated factor. Loadings of -.07 for
item A22 and -.02 for item A35 indicated virtually no relationship with
the other TMS items.

Factor four tTable XII) was made up of two items not related to the
other items, but very highly related to each other. This factor was
composed of items which stated that either job responsibilities or
parenting responsibilities were made easier because of support received
from the spouse. This support was a somewhat intangible factor which
was entitled Empathy.

Factor five dealt with a method of accomplishing set goals by per-
forming current or required tasks or activities without assuming
additional responsibilities or letting other persons intrude when busy.
This was true especially in not letting community activities intrude
upon other responsibilities. This involved setting up Barriers Against
Intrusion, the title assigned to factor five (Table XII).

Three items loaded strongly on faétor five (Table XII). However,
item Al8 not only loaded (.58) on factor five but also loaded (.42) on
factor one. Since the loading of Al8 was moderately strong on two
factors, it was deleted from further analysis. The remaining two items
loaded strongly on factor five and represented the concepts of that
factor, Barriers Against Intrusion (Table XII).

The sixth factor involved three items related to preventing an over-
load of activ;ties on the job. This factor involved doing less on the
job by refusing to accept an overload of work or changing standards if

there was too much to do. The third part of the factor was pleading
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an overload of home responsibilities. Thus, factor six (Table XII) was
named Reducing Responsibilities (on the job).

Factor seven (Table XII) represented a different approach to an
overload of activities. If there was too much to do, have someone else
do it. Extra help could be hired to perform household tasks. Tasks
at home or on the job could be assigned to others, family members or
subordinates on the job, respectively. This time-management strategy
was entitled Delegation.

The last factor, number eight, involved taking ad;antage of an
ability to reduce demands while under pressure (Table XII). This TMS
utilized the skills of better planning and scheduling to increase the
efficiency of role performance. This was named Organization (of work

for increased output and improved efficiency).
Regression Analysis of Family Roles

Men in One-Career Families

In the simple regression model for family roles, role demand was a
significant predictor of role reward (Table XIII). The explained var-
iation Rz, was .16 (p'S .01). Thus 16 percent of variation in role re-
ward of family roles was explained by role demand for men in one-career
families. A standardized Beta of .40 meant that as scores on role
demand increased one standard deviation unit, role reward increased .40
standard deviation units.

As the eight TMS were introduced sequentially into the regression
model, all resulting multiple regressions were significant (p € .01).

In only one regression did the introduction of a TMS increase the R2



TABLE XIIT

REGRESSION ANALYSIS OF TIME-MANAGEMENT STRATEGIES AND ROLE
DEMAND ON ROLE REWARD FOR FAMILY ROLES OF
MEN IN ONE-CAREER FAMILIES

Independent variables R2 [;R?a Betab F
Role Demand .16 — . 40*% 10.61%*%
Role Demand .18 .02 L40%*% 6.14%%
The Excuse -.15

Role Demand .16 .00 J4l*% 5.36%*
Stalling -.06

Role Demand .16 .00 . 40%* 5.36%%
Compartmentalization .06

Role Demand .41 .25 L29%% 18.73*%*
Empathy .50%%

Role Demand .16 .00 . 40%* 5.21%%*
Barriers Against Intrusion .00

Role Demand .17 .01 AR 5.29%%
Reducing Responsibilities -.09
Role Demand .16 .00 .39%% 5.22%%
Delegation -.01

Role Demand .16 .00 . 40** 5.22%%
Organization -.02

aChange in explained variation

Standardized regression coefficient *%p < .01

N = 59 *p S .05
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significantly, to .41 (pjs .01). The TMS was empathy, with 41 percent
of the variation in role reward explained by role demand and empathy.

Empathy increased R2 by 25 percentage points. The relatively
strong relationship of empathy to role reward was indicated by a
standardized Beta of .50 for empathy, making empathy the largest con-
tributor to role reward (Table XIII). The standardized Beta of .50
meant that while controlling for demand, a one unit increase in empathy
was associated with an increase in role reward of .50 units, on the
average.

For the men in one-career families, the support they received from
their non-employed wives grgatly increased the reward received from
their roles as parent and husband. The mean of 6.20 (Table XIV) for
empathy was higher than the mean scores for the other TMS, indicating a
higher extent of use of empathy as compared to other strategies.

No other strategy increased R2 significantly at p S:.OS. The ex-
cuse strategy had the next greatest contribution, increasing R2 by two
percentage points. All remaining TMS increased R2 by less than omne

percentage point.

Women in One-Career Families

For women in one-career families, role demand was a significant

predictor of role reward for family roles (Table XV). The explained
variation, R2, was 20 percent (P‘S .01). Role demand had a Beta of .44,
so that as role demand increased one unit, role reward increased .44
units.

Since these women were not employed, they did not respond to items

making up the strategy, reducing responsibilities. For the remaining
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MEANS AND STANDARD DEVIATIONS OF TIME-MANAGEMENT STRATEGY FACTORS

Strategy

One-Career

Men Women

Career-Earner

Men Women

Dual-Career

Men Women

The Excuse
Stalling
Compartment—-
alization
Empathy
Barriers
Reducing Re-
sponsibilities

Delegation

Organization

a
3.08
1.51P

.40
.51

SIS

.52
.16

=W

.20
.34

= o

.58
.25

(SIS

.65
.21

N

4.25
.99

5.93
1.02

- W

.22
.40

.61
.65

.88
.12

.66
.43

.38
.35

.78
.03

.14
.27

.71
.05

.31
.49

.61
.43

.43
11

.09
.64

.80
.73

.02
.53

.04
.51

.89
.12

a i s
Numbers in' first row for each strategy are mean scores.

bNumbers in second row for each strategy are standard deviations.
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REGRESSION ANALYSIS OF TIME-MANAGEMENT STRATEGIES AND ROLE
DEMAND ON ROLE REWARD FOR FAMILY ROLES OF
WOMEN IN ONE-CAREER FAMILIES

Independent variables R2 ARza Bet ab F
Role Demand .20 —-— b4 % 13.13%%*
Role Demand .25 .05 50%% 8.72%%
The Excuse -.24%

Role Demand .20 .00 Jab k% 6.62%%
Stalling -.07

Role Demand 20 .00 .45%% 6.45%%
Compartmentalization -.02

Role Demand .20 .00 41%R% 5.21%%
Empathy .27

Role Demand .20 .00 Cbh%% 6.59%%
Barriers Against Intrusion -.06

Role Demand
Reducing Responsibilities

Women in one-career families did not
respond to items in this factor

Role Demand .25 .05 L43%% 8.89%%
Delegation -.24%

Role Demand .20 .00 Yl 6. 44%%
Organization .00

aChange in explained variation

PStandardized regression coefficient #%p < .01

N = 59 *p < .05
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seven TMS, the multiple regressions were significant (p € .01) although
only two of the strategies increased R2 significantly (Table XV).

The strategy of delegation had an R2 of 25 percent. This was an
increase in the explained variation of role reward by five percentage
points. The Beta of -.24 (p € .01) indicated that when controlling for
demand, as scores on delegation decreased one unit (expressing dis-
agreement with the items making up the factor of delegation) role reward
increased .24 units.

This relationship between role reward, role demand, and delegation
was explained by the rather low mean scores for delegation and the high
mean scores for role reward and role demand for family roles. These
women in one-career families who were not employed had the highest mean
score (7.09) of any group for role demand for family roles (Table XVI).
This was their most demanding set of roles. Similarly, role reward on
family roles was their most rewarding set of roles (mean = 8.65).

Since family roles were the women's rewarding roles, their tasks
and responsibilities were much less likely to be delegated to other
persons. This is evident from the low mean score of 2.60 for dele-
gation (Table XIV).

The legitimate excuse increased R2 five percentage points to 25

percent explained variation (p'S .05). This TMS operated very much

like delegation. The Beta value of -.24 indicated that as the use of
the excuse strategy decreased one unit, role reward on family roles
incregsed .24 units on the average (Table XV). Although the mean
score of the excuse was not as low as for delegation, the mean of the

excuse was 4.06, the third lowest among the strategies. Again, as for
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TABLE XVI

MEANS AND STANDARD DEVIATIONS ON ROLE DEMAND AND ROLE
REWARD ON FAMILY, EMPLOYMENT AND COMMUNITY ROLES

Demand and One Career Career Earmner Dual Career
Reward of
Roles Men Women Men Women Men Women

Family Roles,

Role Demand 6.302 7.09 6.63 6.81 6.07 6.47
2.70 2.70 2.24 2.63 2.50 2.27
Role Reward 8.67 8.65 8.45 8.78 8.51 8.23
1.73 1.90 1.73 2.03 1.77 2.02
Employment Roles
Role Demand 6.96 1.62 6.83 3.63 6.54 6.60
l.61 2.18 1.88 2.48 1.75 1.88
Role Reward 8.02 3.62 7.39 5.37 7.46 7.43
1.58 3.37 1.71 2.94 1.76 2.12
Community Roles
Role Demand 3.73 3.86 4.07 3.71 3.83 3.45
2.05 2.29 2.07 1.93 2.26 2.02
Role Reward 5.70 6.13 5.75 6.31 5.46 5.16
2.23 2.38 2.24 2.07 2.35 2.43

8Numbers in first row for each category of role demand and role reward
are mean scores.

bNumbers in second row for each category of role demand and role reward
are standard deviatioms.
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delegation, these non-employed women were less likely to find excuses
to avoid their family roles which were so rewarding to them.

The remaining six strategies did not increase role reward for
family roles significantly. In fact, there was no change in R2 for

all six strategies.

Men in Career-Earner Families

In the family roles model, demand was significant (p S .01) in
predicting reward (Table XVII). Demand was a good predictor with a Beta
of .60, explaining 36 percent of variation. Only one strategy signifi-
cantly increased reward, the excuse. R2 was increased by seven per-
centage points to 43 percent (p € .05). The negative Beta of -.26
indicated an inverse relationship with reward. The mean of the excuse
was 3.22 (Table XIV). While not the lowest mean of the strategies, it
had greater variation than reducing responsibilities with a mean of
2.78. Thus, the men in career-earner families tended not to use legiti-
mate excuses to avoid performing tasks and responsibilities they disliked
doing.

The husbands in career-earner families were the only group of men
to rate family roles both the most demanding and the most rewarding.
This was a different pattern from the other career-employed men who
perceived their highest demand from employment with their highest
reward from family roles. Thus these men in career-earner families
associated the completion of tasks and responsibilities, with increased
role reward in their family roles.

None of the other seven strategies significantly increased reward

(Table XVII). Of those TMS, empathy increased reward the most, also by
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TABLE XVII

REGRESSION ANALYSIS OF TIME-MANAGEMENT STRATEGIES AND ROLE
DEMAND ON ROLE REWARD FOR FAMILY ROLES OF
MEN IN CAREER-EARNER FAMILIES

Independent variables zLR? R2a, Betab F
Role Demand .36 —_— . 60%% 20.35%%
Role Demand .43 .07 . 60%* 13.14%%
The Excuse -.26%

Role Demand .36 .00 . 60*% 10.04%%*
Stalling .06

Role Demand .37 .01 .59%%* 10.06%*
Compartmentalization .06

Role Demand .42 .07 . 63%% 12.25%%*
Empathy .13

Role Demand .37 .01 . 60%* 10.47%%
Barriers Against Intrusion -.12

Role Demand .40 .04 .63%% 11.39%%*
Reducing Responsibilities .02

Role Demand .38 .02 .59%% 10.83%*
Delegation .38 .02 -.15

Role Demand .36 .00 . 60%* 9.89%%
Organization .00

aChange in explained variation

Standardized regression coefficient #*%p 5 .01

N = 38 *p € .05
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seven percentage points. This was the same difference in R2 as for the
excuse, but the increase was not significant. The Beta for empathy was
only .13 as compared to a Beta of -.26 for the excuse. Empathy con-
tributed proportionately less to explained variation than did the
excuse. All other strategies increased R2 by four percentage points

or less.

Women in Career-Earner Families

For the family model, the regression equation for demand predicting
reward was not significant (Table XVIII) with only four percent of var-
iation explained by demand. The Beta of .20 indicated little relation-
ship between demand and reward on family roles for the women in career-
earner families. For seven of the eight strategies, the model was also
not significant, with R2 increased five percentage points or less.

One TMS, empathy, did produce a significant regression for this
model (Table XVIII). Controling for demand, R2 was increased by 11
percentage points to 15 percent (p S..OS). In this regression, the
Beta for demand was increased slightly from .20 to .28, making demand
significant at the .10 level. The Beta of .34 indicated that empathy
had a stronger relationship to reward and contributed more to explained
variation than did demand.

The wives in career-earner families stated that the emotional
support they received from their husbands made their job and parenting
responsibilities easier. Their mean score of 6.09 on empathy (Table
XIV) was the highest mean of any strategy for them. It was second only
to the mean on empathy for the wives in one-career families which was

the highest mean score on TMS for any group of men or women.



TABLE XVIII

REGRESSION ANALYSIS OF TIME-MANAGEMENT STRATEGIES AND ROLE
. DEMAND ON ROLE REWARD FOR FAMILY ROLES OF
WOMEN IN CAREER-EARNER FAMILIES

b

Independent variables R2 [&Rza Beta F
Role Demand .04 —-— .20 1.50
Role Demand .04 .00 .20 .73
The Excuse -.01
Role Demand .05 .01 .22 .92
Stalling .10
Role Demand .08 .04 .23 1.47
Compartmentalization .20
Role Demand .15 11 .28+ 3.08%
Empathy .34%
Role Demand .08 .04 .20 1.50
Barriers Against Intrusion .20
Role Demand .09 .05 .30 1.24
Reducing Responsibilities .00
Role Demand .04 .00 .20 .78
Delegation .05
Role Demand .04 .00 .20 .77
Organization .05

aChange in explained variation *kp .01
bStandardized regression coefficient #p S .05

N = 38 +p £ .10
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Men in Dual-Career Families

Though explained variation was relatively small, 15 percent (pjs
.01), role demand was a significant predictor of role reward (Table
XIX). All regression equations involving TMS were significant (p f; .0L),
but four TMS did not increase R2 significantly. Thus four strategies
did increase explained variation significantly, when controlling for
demand.

The largest increase in role reward (R2 = 23 percent) was for the
strategy, empathy. Empathy increased R2 by eight percentage points
(p € .01). The Beta for role demand increased slightly from .39 to .41
and Beta for empathy was .29. Every unit increase in empathy resulted
in an increase of role reward by .29 units, on the average.

With an R2 of 23 percent and an increase in R2 of seven percentage
points (p € .01), the strategy of reducing responsibilities explained
the next most variation (Table XIX). The Beta of -.28 connotes an
inverse relationship. The mean score for men in dual-career families
on reducing responsibilities was 2.73, the lowest score for them on the
strategies. Such a low score indicated little use of that strategy.
These men were not likely to change their standard of performance on the
job or plead home responsibilities to reduce job responsibilities. This
is also indicated by the high mean score on demand for employment roles
(Table XV1). The low score on reducing responsibilities meant that
fulfilling their job requirements was important to them and that success
led to increased role reward of family roles.

The legitimate excuse had a relationship to role reward similar to

that of reducing responsibilities. The explained variation increased



TABLE XIX

REGRESSION ANALYSIS OF TIME-MANAGEMENT STRATEGIES AND ROLE
DEMAND ON ROLE REWARD FOR FAMILY ROLES OF
MEN IN DUAL-CAREER FAMILIES

Independent variables R2 A R2a Betab F
Role Demand .15 — .39%% 11.35%%
Role Demand , .20 .05 C37%% 8.11%=*
The Excuse -.23%
Role Demand .16 .01 37%% 5.78%%
Stalling -.07
Role Demand .20 .05 C37%% 7.68%%
Compartmentalization -.21
Role Demand .23 .08 LlE% 8.84%%
Empathy . 29%%
Role Demand .15 .00 .38%% 5.77%%
Barriers Against Intrusion -.07
Role Demand .22 .07 .36%% 8.59%%*
Reducing Responsibilities -.28%
Role Demand .15 .00 .39%% 5.73%*
Delegation .06
Role Demand .20 .05 .39%% 8.03%*
Organization .23%
aChange in explained variation
bS tandardized regression coefficient **p < .01

N = 69 *p < .05



89

by five percentage points (p S .05). The negative Beta of -.23 for the
excuse indicated that decreased use of this strategy was associated
with increased role reward. As the score on the excuse decreased one
unit, the score on reward increased .23 units. With a mean of 3.48,

the excuse had the second lowest mean of strategies for the men in dual-
career families. There was a slight tendency not to use excuses to
avoid performing tasks or obligations that were disliked.

Inasmuch as these men had their highest mean score (5.78) on
strategies for empathy which contributed significantly to role reward,
organization had the second highest mean score (5.70) which was also
significant (Table XIV). 1In the regression with organization and
demand predicting reward for family roles, the R2 was 20 percent and
the increase in R2 was five percentage points. The increase in ex-
plained variation due to organization was significant (p € .05), with
a Beta of .23. Organization seemed to be the "rational" approach to
managing time and responsibilities. It involved planning, scheduling,
and getting "organized" to increase efficiency in performing at home

and on the job.

Women in Dual-Career Families

Demand proved to be a good predictor of reward for family roles,
R2 = 35 percent, Beta = .59 (p &£ .01). All regression equations in-
volving the strategies were significant (p € .01), with two of the
strategies significantly increasing role reward (Table XX) while con-
trolling for role demand.

The strategy of delegation had the largest increase in R2 of seven

percentage points to an R2 of 42 percent (p £ .0l). A Beta of .28
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TABLE XX

REGRESSION ANALYSIS OF TIME-MANAGEMENT STRATEGIES AND ROLE
DEMAND ON ROLE REWARD FOR FAMILY ROLES OF
WOMEN IN DUAL~-CAREER FAMILIES

b
Independent variables R2 A R2 @ Beta F
Role Demand .35 — .59%% 35.45%%
Role Demand .35 .00 . 59%% 17.07%%
The Excuse 7 .05
Role Demand .40 .05 . 60%* 21.41%*
Stalling 24%
Role Demand .36 .01 . 60%% 8.30%=*
Compartmentalization .10
Role Demand .31 -.04 .S57%*% 13.79%%
Empathy .13
Role Demand .36 .01 . 62%% 18.01*%%
Barriers Against Intrusion .12
Role Demand .29 -.06 . Sh%k% 12.71%*
Reducing Responsibilities .00
Role Demand 42 .07 . 66%% 23.05%%
Delegation .28%%
Role Demand .35 .00 . 60%%* 17.30%*%
Organization .07

a . . s
Change in explained variation

bStandardized regression coefficient #**p
N = 69 ’kp

IAIA
oo
U =
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indicated that for a one unit increase in delegation, role reward in-
creased .28 units. A greater use of the delegation strategy, assigning
tasks and responsibilities to other persons, increased Fhe role reward
of the women in dual-career families.

Stalling also increased role reward, by five percentage points,
to an R2 of 40 percent (p < .05). A Beta of .24 increased reward .24
units as stalling increased one unit, on the average. As demands upon
the time of women in dual-career families increased, they had a ten-
dency to put off or postpone certain tasks and responsibilities until
pressures subsided.

Reducing reponsibilities had the nearly equal, but opposite
effect of stalling, by reducing role reward six percentage points.
This strategy was least used by the women in dual-career families, with
a low mean of 2.73. A Beta of .00 indicated no contribution of reduc-
ing responsibilities toward explained variation and reduced the con-
tribution of demand to role reward. The remaining five strategies
either did not increase Rz, or had a maximum increase of one percentage
point.

Unlike women in the other family types, these career-employed
women rated demand on employment roles higher than for family roles,
the same as their husbands. Again, like their husbands, the women

rated reward highest for family roles (Table XVI).
Regression Analysis of Employment Roles

Men in One-Career Families

The simple regression model for employment roles was a significant

predictor of role reward (Table XXI). Explained variation, R2, was 12



TABLE" XXI

REGRESSION ANALYSIS OF TIME-MANAGEMENT STRATEGIES AND ROLE
DEMAND ON ROLE REWARD FOR EMPLOYMENT ROLES OF
MEN IN ONE-CAREER FAMILIES

b
Independent variables R2 £;R2a Beta F
Role Demand .12 -  34%% 7.55%%
Role Demand .12 .00 .35%% 3.73%%*
The Excuse -.02
Role Demand , ) .12 .00 «34%% 3.91%*
Stalling .08
Role Demand .13 .01 .35%% 4,29%%
Compartmentalization .13
Role Demand .11 -.01 . 33%% 3.40%*%
Empathy .04
Role Demand 14 .02 . 34%% 4, 40%*
Barriers Against Intrusion -.14
Role Demand 11 -.01 .31% 3.15%%
Reducing Responsibilities -.07
Role Demand .12 .00 «34%% 3.76%%
Delegation .04
Role Demand .12 .00 «34%% 3.88%%
Organization .07
aChange in explained variation
bStandardized regression coefficient ‘ *%p

IAIA

N = 59 *p
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percent (pjs .01). A Beta of .34 made demand a moderate predictor of
reward for employment roles. One unit of increase in the independent
variable of role demand, resulted in .34 units increase in the dependent
variable, role reward.

Even though explained variation in the simple regression was
relatively small, none of the eight TMS significantly increased R2 for
role reward. The strategy which increased reward the most for men in
one-career families was barriers against intrusion. Explained varia-
tion was 14 percent, an increase of only two percentage points. The
remaining strategies increased reward from one percentage point or less

down to a decrease of one percentage point.

Women in One-Career Families

Even though the women in one-career families were not employed,
they were asked to respond to the items on the extent of reward and
demand for employment roles. Since it was not known whether these
women had ever been employed, their responses to the extent of reward
and demand may have been based on their perception of what they antici-
pated for employment. Regardless of any possible prior experiences in
employment, these women perceived little demand on their time, mean =

1.62 (Table XVI). Likewise, little reward (mean = 3.62) was perceived

for employment.

In the simple regression, demand was a significant predictor of
reward. Demand was quite a good predictor as R2 = 52 percent (p 5,.015.
A Beta of .72 indicated that a one unit increase in demand would result

in a .72 unit increase in reward (Table XXII).



TABLE XXII

REGRESSION ANALYSIS OF TIME-MANAGEMENT STRATEGIES AND ROLE
DEMAND ON ROLE REWARD FOR EMPLOYMENT ROLES OF
WOMEN IN ONE-CAREER FAMILIES

b
Independent variables R2 A R2 ®  Beta F
Role Demand .52 —-— . 72%% 52.25%%
Role Demand .55 .03 L 71%% 29.74%%
The Excuse -.19%*
Role Demand .52 .00 L T2%% 25.63%%
Stalling -.02
Role Demand .52 .00 713%% 25.89%%
Compartmentalization -.06
Role Demand . .54 .02 . 70%* 22,51%%
Empathy .14
Role Demand .52 .00 L T2%% 25.64%%
Barriers Against Intrusion -.02
Role Demand Women in one-carrer families did not
Reducing Responsibilities respond to items in this factor
Role Demand .52 .00 LT 1%% 25.95%%*
Delegation -.06
Role Demand .52 .00 L T2%% 25.70%%
Organization . .03

a . . s s
Change in explained variation

*
*

* 3

bStandardized regression coefficient
N = 59

o g
IAIA
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Considering their non-employed status, the women in one-career
families had the lowest mean scores on both reward and demand on employ-
ment roles. Since they did not respond to the items making up the
strategy reducing responsibilities, no regression was run with that
strategy. Six of the remaining strategies increased explained variation
two percentage points or less.

One strategy, the legitimate excuse, did increase role reward
significantly. Explained variation increased to 55 percent (p f; .05).
The negative Beta of -.19 connoted an inverse relationship between the
excuse and reward. For every unit increase in the score on the excuse,
a decrease in reward of .19 units would be expected, on the average.

The mean of the excuse was 4.06, the third lowest mean for these women's
strategies (Table XIV). This mean score indicated some slight use of
the excuse to avoid tasks or obligations that were disliked.

The women in one-career families had a mean score of 4.25 on the
excuse. As there was only a slight agreement with use of the excuse
(4.0 was the mid-point of the scale), as use of the excuse increased,
reward for employment decreased. Examination of this relationship may
indeed explain, in part, the non-employment status of the wives in one-
career families. The required tasks provided to support the husband's
career could be the legitimate excuse needed for the wives in one-
career families to not seek employment. The excuse could be useful if

the wife did not want a job of her own.

Men in Career—Earner Families

For the employment model, demand was significant in predicting re-

ward for the men in career-earner families (Table XXIII). R2 was 33



TABLE XXIII

REGRESSION ANALYSIS OF TIME-MANAGEMENT STRATEGIES AND ROLE
DEMAND ON ROLE REWARD FOR EMPLOYMENT ROLES OF
MEN IN CAREER-EARNER FAMILIES

. 2 2a b

Independent variables R AR Beta F
Role Demand .33 —_— .58%% 17.59%%
Role Demand .33 .00 .58%% 8.74%%
The Excuse .02
Role Demand .38 .05 57%% 10.63%*
Stalling -.21
Role Demand .36 .03 «60%*% 9.84%%
Compartmentalization .17
Role Demand .38 .05 .56%% 10.24%%*
Empathy .20
Role Demand .34 .01 .56%% 8.91**
Barriers Against Intrusion -.07
Role Demand .36 .03 .58%% 9.46%%
Reducing Responsibilities .15
Role Demand .33 .00 .58%*% 8.75%%
Delegation -.03
Role Demand .33 .00 .58%% 8.73%%
Organization .01
aChange in explained variation
PStandardized regression coefficient x%xp < .01

N = 38 xp < .05
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percent (p € .01) and the Beta of .58 made demand a strong predictor.
Although demand with a mean of 6.38 was close to the means on demand
for the other men's groups, these men did perceive employment roles to
be less demanding than did the other men (Table XIV). In addition,
they also perceived slightly less reward for employment as compared
with the other men.

None of the TMS produced a significant increase in explained var-
iation of reward. Stalling and empathy had the highest increase in R2
of five percentage points. The other strategies produced either no

change or only a small increase of up to three percent.

Women in Career-Earner Families

For the women in career-earner families, demand with a Beta of .53
was a significant predictor for reward (p € .0l). Explained variation
for the simple regression was 28 percent (Table XXIV).

All TMS regressions were significant (p € .0l), but none of the
strategies significantly increased R2 for reward while controlling for
demand. Explained variation was highest for delegation at 34 percent,
an increase of six percentage points (Table XXIV). With a mean score
of 4.18, these women had a tendency to utilize delegation of tasks to

" other persons over any other strategy to increase role reward in employ-

ment. However, this was not a significant increase.

Men in Dual-Career Families

Demand with a Beta of .67 was a significant predictor of reward,
explaining 45 percent of variation (p € .0l1) in role reward of employ-

ment roles (Table XXV). Employment roles were the most demanding roles



TABLE XXIV

REGRESSION ANALYSIS OF TIME-MANAGEMENT STRATEGIES AND ROLE
DEMAND ON ROLE REWARD FOR EMPLOYMENT ROLES OF
WOMEN IN CAREER-EARNER FAMILIES

b

Independent variables R2 szZa Beta F
Role Demand .28 —— 53%% 14.01%*
Role Demand .31 .03 «S54%% 7.84%%
The Excuse -.17

Role Demand .28 .00 «52%% 6.90%*
Stalling .05

Role Demand .28 .00 . 53%% 6.81%*
Comparmentalization .00

Role Demand .29 .01 .53%% 7.11%%
Empathy .09

Role Demand .28 .00 «S4%*% 6.87%%
Barriers Against Intrusion -.04

Role Demand .29 .01 J4TEE 5.58%*%*
Reducing Responsibilities .16

Role Demand .34 .06 4T7%% 8.91*%
Delegation .25

Role Demand .31 .03 .50%% 7.97%%
Organization .18
aChange in explained variation

Standardized regression coefficient *%p < .01

N = 38 *p < .05



TABLE XXV

REGRESSION ANALYSIS OF TIME-MANAGEMENT STRATEGIES AND ROLE
DEMAND ON ROLE REWARD FOR EMPLOYMENT ROLES OF
MEN IN DUAL-CAREER FAMILIES

Independent variables R2 z;R?a Betab F
Role Demand <45 - L67%% 53.88%=*
Role Demand .48 - .65%% 30.54%%
The Excuse -.19%

Role Demand .46 .01 .65%% 27.82%%
Stalling -.11

Role Demand .45 .00 L67%% 26.45%*
Role Demand .43 -.02 .64%% 23.77%%
Empathy . .07

Role Demand . 46 .01 .64%* 27.87%%
Barriers Against Intrusion -.11

Role Demand 44 -.01 .62%% 24.50%%
Reducing Responsibilities -.12

Role Demand .45 .00 .67%% 26.55%%
Delegation .01
Role Demand .50 .05 .60%% 33.06%%*
Organization L24%%
aChange in explained variation

Standardized regression coefficient *%p S .01

N = 69 *p < .01
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for men in dual-career families (Table XVI), but were less rewarding
than family roles.

Since these men were in a life style reported as demanding in both
family and employment roles, the "rational" response to increased
pressures was organization (planning time and doing the most important
things first). For the strategy of organization, explained variation
increased to 50 percent, an increase of five percentage points while
controlling for demand (p € .0l1). A Beta of .24 indicated that a omne
unit increase in organization was reflected by an increase of .24
units in reward (Table XXV). Organization, with a mean of 5.70, had
the second highest mean of all strategies for the men in dual-career
families (Table XIV).

The legitimate excuse strategy had the other significant regres-
sion, explaining 48 percent of variation in role reward, an increase of
three percentage points (Table XXV). The Beta of -.19 indicated an
inverse relationship with reward. A mean of 3.48 for the excuse, was
the second lowest mean of the strategies (Table XIV). As the men
tended not to use the excuse, reward on employment went up.

None of the other six TMS significantly increased Rz. Explained
variation was increased by two percentage points or less by each of

these strategies.

Women in Dual-Career Families

For the women in dual-career families, demand was a significant
predictor of reward, with an R2 of 40 percent (p S .01). The Beta for
demand was .63 (Table XXVI). For both the wives and husbands in dual-

career families, employment roles was their most demanding set of roles.



REGRESSION ANALYSIS OF TIME-MANAGEMENT STRATEGIES AND ROLE

TABLE XXVI

DEMAND ON ROLE REWARD FOR EMPLOYMENT ROLES OF
WOMEN IN DUAL-CAREER FAMILIES
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Independent variables R? z;Rza Betab F
Role Demand .40 - L63%% b4h, 27 %%
Role Demand .40 .00 . 64%% 22.04%%
The Excuse .12

Role Demand .39 -.01 .63%*% 20.94%%
Stalling -.03

Role Demand .40 .00 . 64%% 21.92%%
Compartmentalization .04

Role Demand .38 -.02 L61%% 19.77%%
Empathy .06

Role Demand .39 -.01 .63%% 21.04%%
Barriers Against Intrusion .05

Role Demand .40 .00 .66%% 20.98%%*
Reducing Responsibilities 14

Role Demand .40 .00 . B4%% 21.43%%
Delegation -.08

Role Demand .39 -.01 .63%%* 21.14%%*
Organization .06

aChange in explained variation

PStandardized regression coefficient *#%p < .01

N = 69 #*p < .05
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Only wives in dual-career families had a mean score on demand for employ-
ment roles nearly equal to their husband's mean demand for employment.
But then the wives in dual-career families were the only women to share
a commitment to career employment and to family life like their husbands.
The spouses also shared in receiving their highest reward from family
roles.

None of the strategies entered into a significant multiple regres-—
sion with demand (Table XXVI). No TMS increased R2, while four strate-
gies reduced Rz, down to a decrease of two percentage points for
empathy. Organization was the strategy used most (mean = 6.07), but had
the least variation (standard deviation = 1.00) so it apparently was not

associated with an increase in reward.
Regression Analysis of Community Roles

Community roles of participating in community services, religious
activities, and social and recreational activities were perceived as
being both less demanding and less rewarding than either family or em~
ployment roles. The only exception was that employment was even less
rewarding and demanding for women in one-career families (Table XIII).
On the scale of 0 to 10, only one group of men or women had role demand

larger than 4.00. The mean for men in career-earner families was 4.07.

Men in One-Career Families

With a Beta of .71, demand was a good predictor of reward, explain-
ing 51 percent of variation (p'< .0l1). The TMS did form significant

regression equations in this model for community roles, but seven of

the strategies did not increase R2 (Table XXVITI). Explained variation
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TABLE XXVII

DEMAND ON ROLE REWARD FOR COMMUNITY ROLES OF
MEN IN ONE-CAREER FAMILIES
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Independent variables R2 ARza Betab F
Role Demand .51 — JT1%% 58.86%%
Role Demand .51 .00 T2%% 28.92%%
The Excuse -.01
Role Demand .51 .00 . 71%% 29.21%%
Stalling -.05
Role Demand .51 .00 . T1%% 28.79%%
Compartmentalization .02
Role Demand .51 .00 T 1%* 28.49%%
Empathy -.04
Role Demand .52 .01 . 71%% 30.28%%
Barriers Against Intrusion -.11
Role Demand .51 .00 CT1%% 27.79%%
Reducing Responsibilities -.01
Role Demand .51 .00 ST1R% 28.93%%
Delegation .01
Role Demand .51 .00 . 70%%* 29.54%%
Organization -.07
aChange in explained variation

Standardized regression coefficient #%p < .01

N =59 *p < .05
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increased only for barriers against intrusion, but only by one percent-
age point.

Since none of the strategies increased reward for employment and
only empathy increased reward for family roles, it was not unexpected
to find that none of the strategiesvincreased reward for community roles
which were much less demanding and rewarding than either family or em-

ployment roles (Table XVI).

Women in One—-Career Families

Demand for these women was also a good predictor for reward with a
Beta of .64 (Table XXVIII). R2 was 42 percent (p € .0l) in this
regression of the community roles model. Since these women were not
employed, perhaps it was to be expected that community roles were more
demanding for them than for men or women in other family types, except
for husbands in career-earner families (Table XIII). In addition, only
the men in career-earner families received more reward from community
roles than did the wives in one-career families.

The only TMS to significantly increase R2 was delegation which had
a Beta of -.22 (p.S .05). Explained variation increased five percentage
points to 47 percent, when controlling for demand (Table XXVIII). Since
the women in one-career families had relatively more demand and reward
from community roles (compared with other family types), delegation
operated the same as in family roles for the women in one-career families.
They were less likely to delegate tasks, to assign them to others or to
hire someone to relieve them on any overload of activities they may have
had. As scores on delegation decreased one unit, on the average, scores

on reward increased .22 units. The score on delegation for these non-
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TABLE XXVIII

REGRESSION ANALYSIS OF TIME-MANAGEMENT STRATEGIES AND ROLE
DEMAND ON ROLE REWARD FOR COMMUNITY ROLES OF
WOMEN IN ONE-CAREER FAMILIES

Independent variables R2 ZSR?a Betab F
Role Demand .42 — . 64%% 38.35%%
Role Demand 42 .00 . 64%% 19.23%%
The Excuse -.07

Role Demand A .02 67%% 20.55
Stalling .15

Role Demand .42 .00 . B4%*% 19.18%%*
Compartmentalization -.07

Role Demand .57 .15 . 75%% 28.08%%
Empathy .04

Role Demand .42 .00 .65%% 18.83%%
Barriers Against Intrusion .01

Role Demand
Reducing Responsibilities

Role Demand
Delegation

Role Demand
Organization

Women in one-career families did not
respond to items in this factor

.47 .05 . B4 **E 22.99%%
-.22%

.42 .00 .64%* 19.47%*
.09

a . . R
Change in explained variation

Standardized regression coefficient *

N =59

INIA
oo
G

* %
g g
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employed women (mean = 2.60) was the lowest for any group of men or
women on delegation and the second lowest score for any strategy among

all groups.

Men in Career-Earner Families

In the community model for men in career-earner families, demand
was a good predictor of reward with a Beta of .73 (Table‘XXIX). The R2
was relatively high at 53 percent (p _ .0l1). Community roles were
relatively less demanding and rewarding than either family or employ-
ment roles and none of the TMS had any significant effect on increasing
reward. All strategies did form significant regressions though.’

Reducing responsibilities and empathy produced the highest in-
creases in RZ, nine and eight percentage points respectively, but the
smaller N of this family type failed to yield a significant relation-
ship for either strategy. Small N's require larger changes in R2 to be

e . . 2,
significant than for larger N's. For the remaining strategies, R” in

creased from three percentage points down to no change.

Women in Career-Earner Families

These women perceived slightly less demand and slightly more re-
ward for community roles than did their husbands. The relationship
between demand and reward yielded a significant Beta of .44, but a low
R2 of 19 percent at p _ .0l (Table XXX). Unlike their husbands, the
wives significantly raised the R2 of reward through use of one strat-
egy, organization. Explained variation increased by eight percentage
points (p _ .05). When controlling for demand, a Beta of .31 for

organization increased reward .31 units.



REGRESSION ANALYSIS OF TIME-MANAGEMENT STRATEGIES AND ROLE

TABLE XXIX

DEMAND ON ROLE REWARD FOR COMMUNITY ROLES OF
MEN IN CAREER-EARNER FAMILIES
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Independent variables R AR Beta F
Role Demand .53 — L 73%% 41.04%%
Role Demand .53 .00 . 73%% 19.97%%*
The Excuse -.02

Role Demand .54 .01 . 13%% 20.15%%*
Stalling -.05

Role Demand .54 .01 . 73%% 20.28%%
Compartmentalization .06

Role Demand .61 .08 . 78%% 27.08%*
Empathy .09

Role Demand .56 .03 .68%% 22.06%%
Barriers Against Intrusion -.16

Role Demand .62 .09 . 80%%* 27.70%%
Reducing Responsibilities 11

Role Demand .55 .02 S T1%% 21. 44%%
Delegation -.13

Role Demand .54 .01 . 73%% 20.51%%*
Organization -.08

aChange in explained variation

bStandardized regression coefficient *#*p < .01

N = 38 *p £ .05
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TABLE XXX

DEMAND ON ROLE REWARD FOR COMMUNITY ROLES OF
WOMEN IN CAREER-EARNER FAMILIES
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Independent variables R2 z;Rza Betab F
Role Demand .19 —-_— CL4k% 8. 49%%
Role Demand .21 .02 GhR% 4. 55%%
The Excuse .12

Role Demand .23 .04 4] k% 5.14%%
Stalling .20

Role Demand .20 .01  43%% 4, 38%%
Compartmentalization -.10

Role Demand .21 .02 . 50%% 4, 74%%
Empathy .16

Role Demand .20 .01 AL 4.40%%
Barriers Against Intrusion -.10

Role Demand .25 .06 .30 4.48%*%
Reducing Responsibilities .34

Role Demand .19 .00  Ghk% 4,15%%
Delegation .03

Role Demand .28 .09 . 50%*% 6.80%%
Organization .31%*

a . . A
Change in explained variation

b . , .
Standardized regression coefficient

N = 38

*
*

%
T ‘g
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The reward for community roles was higher (6.13) for wives in
career-earner families than for employment roles (5.37). Better orga-
nization, planning, and scheduling of time (strategy of organization),
enabled the women in career-earner families to increase reward in

community role activities (Table XXX).

Men in Dual-Career Families

The men in dual-career families had the second lowest demand and
lowest reward of all the men on community roles (Table XVI). Demand
explained 56 percent of the variation in reward (p _ .0l1). A Beta of
.75 made demand a significant predictor of reward (Table XXXI). One
unit of increase in demand would result in .75 units of increase in
reward, on the average.

None of the strategies increased R2 significantly in the com~
munity model, although the regressions were all significant at p __ .0l.
The largest increases in R2 were for empathy and reducing responsibili-
ties, each increased R2 by six percentage points to 62 percent. All

. . 2 .
other strategies increased R~ two percentage points or less.

Women in Dual-Career Families

There was little real difference between men and women in dual-
career families on community roles. The women had the lowest means on
demand and reward of all groups of men and women (Table XVI). Demand
was almost as good a predictor of reward as it was for the men in dual-
career families, with a Beta of .73 (Table XXXII). Explained variation

was high, 53 percent (p _.0L).
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TABLE XXXI

DEMAND ON ROLE REWARD FOR COMMUNITY ROLES OF
MEN IN DUAL-CAREER FAMILIES
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Independent variables R AR Beta F
Role Demand .56 —-— LT5%% 84.69%%
Role Demand .56 .00 . 75%% 41,73%%
The Excuse -.01

Role Demand .57 .01 L7 3%% 43.10%*
Stalling -.09

Role Demand .58 .02 L T76%% 44,59%%
Compartmentalization .13

Role Demand .62 .06 . 79%% 51.21%%
Empathy .08

Role Demand .58 .02 . 71%% 44,12%%
Barriers Against Intrusion -.12

Role Demand .62 .06 L 79%% 50.72%%
Reducing Responsibilities -.07

Role Demand .57 .01 . 76%% 42.68%%
Delegation .08

Role Demand .57 .01 T 4%% 43.78%*
Organization 11

aChange in explained variation

bStandardized regression coefficient *%p < .01

N = 69 *p < .01
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TABLE XXXII

DEMAND ON ROLE REWARD FOR COMMUNITY ROLES OF
WOMEN IN DUAL-CAREER FAMILIES
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Independent variables R? zSRza Betab F
Role Demand .53 —-— LT 3%% 76.88%%
Role Demand .53 .00 L 73%% 36.20%%
The Excuse -.01

Role Demand .53 .00 . 73%% 36.54%%
Stalling -.05

Role Demand .55 .02 7 1%% 39.96%%
Compartmentalization .12

Role Demand .53 .00 . T2%% 35.89%%
Empathy .05

Role Demand .54 .01 . 75%% 37.65%%*
Barriers Against Intrusion .10

Role Demand .53 .00 CT2%% 35.50%%
Reducing Responsibilities .02

Role Demand .53 .00 W Th%% 36.49%%
Delegation .05

Role Demand .54 .01 . ThE% 37.84%%
Organization -.11

aChange in explained variation

PStandardized regression coefficient *%p < .01

N = 69 *p € .05
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Compartmentalization contributed the largest increase in R2 (two
percentage points) of all strategies, but was not significant (Table
XXXII). The changes in explained variation for the other TMS were
small, an increase of one percentage point down to no change in ex-

plained variation.
Testing of Hypotheses

Hypotheses were tested concerning the relationships among three
sets of variables, role demand, role reward and time-management strat-
egies for husbands and wives in each of three family types. The hy-
potheses were tested by regression analysis for family, employment,
and community roles and eight time-management strategies and reported
in Tables XIII, XV, and XVII through XXXII.

The hypotheses_are summarized as follows: Scores on three factors
of role demand when combined individually with eight time-management
strategies do not predict scores on three factors of role reward (a)
for men in three family types or (b) for women in three family types.

For the simple regressions of role demand predicting role reward
the hypotheses were rejected for husbands and wives, for family, em-
ployment and community roles, for one-—career, career—earner and dual-
career family types (Table XXXIII), with one exception. The hypoth-
esis was not rejected for wives in career-earmer families for family
roles, therefore role demand does not predict role reward signifi-
cantly. This near uniformity of rejection of the hypotheses for the
simple regressions allows for orderly progression of analysis to the
next stage, testing of the impact of the time-management strategies

on the relationship between role demand and role reward.



TABLE XXXTII

SUMMARY OF SIGNIFICANT REGRESSIONS

One-Career Families Career-Earner Families Dual-Carcer Familles
Time Management Significant Simple Time Management Significant Simple Time Management Significaant Stmple
Strategies Strategies Regressions Strategies Strategies Regressions Stcategles Strategles Regresaions
Hen Hen Hen

Role Demand Role Demand Role Demand

Excuse E —.26% fam N Excuse ~.23% fam, -.19* e% '
?
Stalling Stalling Stalling
Compartment~ .40%* fan®  Compartment- .60*% fam Compartment- -39%* fam
alization alization allzation
Empathy N 50"*h fam 9 .344% emp®  Empathy .58%% emp Empathy -_22:‘__52_____) L6714 amp
Barrfers ST cond Barriers .73** com Barriecs LI5%% com
Reducing Re- Reducing Re- Reducing Re- __-.13____)‘ * fam
sponsibllities sponsibilities sponsibiifities
Delegation Delegation Delegation .
Organlzation Organization Organization .__,28** fam, .24%* eu9
v L 4 4
Role Reward Role Reward Role Reward
Women Homen Women
Role Demand Role Demand Role Demand

Excuse =:24% fam, -, 19 enp Rt Excuse Excuse
Stalling Stalling Stalling s 24* fom 3

Compartment— J4hk** fam Compartment- .20 fam  Compartment-— .59%A fam
alization allzation alization
Empathy ’ .72%% enp  Empathy 234 fam ) -53** emp  Empathy L63%* emp
Barriers .644% fam Barriers -44*% com  Barrlers -13** com
Reducing Re- Reducing Re- Reducing Re-
sponsibilities sponsibilities sponsibilities
Delegation =.24% fam, —.22% com ’ Delegation Delegation 228%* fam )
Organization ¥ Organization .31% com v Organization A\ 4
Role Reward , Role Reward Role Reward

%fam ~ Family roles #hp £ .01

standardized regression coefficient *p & .05

4P - employment roles

com - community roles

€Tt
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Hypotheses were not tested for women in one-career families on
the strategy of reducing responsibilities for any of the three sets of
roles. Those nonemployed women did not respond to the items making up
the strategy of reducing responsibilities (on the job).

For family roles, the hypotheses were rejected for men in one-
career families on the empathy strategy and women in one-career fam-
ilies on the strategies of legitimate excuse and delegation. In
addition, the hypotheses were rejected for men in career-earner
families on the legitimate excuse strategy and women in career-earner
families on the strategies of empathy and organization. Finally,
in family roles, the hypotheses were rejected for men in dual-career
families on the strategies of the excuse, empathy, reducing responsi-
bilities, and organization and women in dual-career families on the
strategies of stalling and organizatiom.

In employment roles, the hypotheses were rejected for women in
one-career families on the legitimate excuse and men in dual-career
families on the strategies of the legitimate excuse and organization.
Finally, in community roles, the hypothesis was rejected only for
women in one-career families on the strategy of delegatiom.

The hypotheses were rejected for all significant regressions of
time-management strategies (Table XXXIII). In those regressions,
role demand by itself and role demand in combination with individual
time-management strategies did predict role reward. For all other
regressions, the time-management strategies did not predict role re-

ward and the hypotheses were not rejected.



CHAPTER V
SUMMARY, CONCLUSIONS AND RECOMMENDATIONS
Statement of the Problem

Many studies have identified the lack of time to perform all role
responsibilities as a primary concern of employed women and as an
increased concern for husbands of employed women (Rapoport and Rapo-
port, 1969; Hall, 1972; Hall and Gordon, 1973; Holmstrom, 1973;
Robinson, 1977; Nickols and Metzen, 1978; Pleck, 1979). Yet only a
few studies have examined the time-management strategies used by
family members to lessen the time constraints and role overload created
by various patterns of employment (Rapoport and Rapoport, 1969; Hall,
1972; ﬁall and Gordon, 1973; Cornwall, 1976). Time-management strat-
egies can alleviate time constraints and role overload. The research
problem of this study was identification of the time-management strat-

egies used by husbands and wives in three family types.
Objectives and Hypotheses

The purpose of this study was to examine role behavior of husbands
and wives in various family types. The relationship between the ex-
tent of role demand and amount of role reward was explored in the con-

text of three groups of life roles; family, employment and community.
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Of special interest was the effect of eight time-management strategies
on the perceived role reward of respondents.

This study encompassed tqo broad objectives. The primary objec-
tive was to assess the Impact of time-management strategies on the
relationship between role demand and role reward. A secondary objec-
tive was identification of the time-management strategies used by
husbands and wives in three family types, their role demands and their
role rewards. It was hypothesized that for husbands and wives, for
three family types, for three sets of roles, role demand when combined
individually with eight time-management strategies would not predict

role reward.
Procedures

Data were obtained from a national sample of college and univer-
sity administrators and their husbands or wivéa Questionnaires were
sent to 599 administrators who were deans and directors of academic
and research units and others in central administration identified as
chief administrative officers by their institutions. Only married
administrators were eligible and response was necessary from both
husband and wife for inclusion in the study. Usable questionnaires
were returned by mail from 332 subjects, including 59 one-career, 38
career-earner and 69 dual-career couples. Of the 599 administrators
who received questionnaires, more than three-fifths (61.9 percent)
returned either a questionnaire, or indicated ineligibility or non-
response for other reasons (Table III). Usable questionnaires were

received from 41.6 percent of those estimated to be eligible.
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The items on role demand and role reward were adapted from a
questionnaire by Condie and Doan (1977). For the time-management
strategies, items were adapted from Hall (1972) and Cormwall (1976).
A questionnaire was developed to include the items on role demand,
role reward and time-management strategies as well as the demographic
items; age of subject, number of children, individual income and
level of educational achievement.

Responses to items making up the variables of role demand, role
reward and time-management strategies were factor analyzed to organize
data. The resulting factors including three sets of roles each for
role demand and role reward (family, employment and community) and
eight time-management strategies (legitimate excuse, stalling until
pressures subside, compartmentalization, empathy, barriers against
intrusion, reducing responsibilities, delegation and organization)
were entered into regression analysis. In separate regression equa-
tions, role demand was regressed on role reward for the purpose of
predicting role reward for family, employment and community roles.
Time-management strategies were then entered into each regression
equation sequentially, to determine the influence of each strategy upon
the predicted relationship between role demand and role reward, for
husbands and wives in three family types (one career, career earner

and dual-career).

Conclusions

The results of the regression analyses are summarized in Table
XXXIIT. Standardized Betas are reported for each regression of role

demand on role reward for family, employment and community roles.
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Separate regressions are reported for men and women in one-career,
career—earner and dual-career families. Betas are also reported for
those strategies which increased significantly explained variation

(RZ) in role reward.
Men

Men in the one-career and career-earner family types reported a
significant increase in R2 for family roles through the use of a single
time-management strategy, though the strategy used was different for
each group of men. In the dual-career family type, men had significant
regressions for a greater variety of time-management strategies than
did the men in one-career or career-earner families. From examination
of both high and low mean scores of strategies in Table XIV, men in
dual-career families usgd four strategies to increase role reward in
family roles, with two of those strategies also increasing signifi-
cantly R2 for employment roles. The men in three family types (one
career, career earner and dual career) did not realize an increase in
explained variation in community roles by using any of the eight
identified time-managment strategies.

For men in one-career families, the empathy strategy made a signi-
ficant contribution to explained variation in family roles. The
empathy or social support this group of career-oriented men received
from their nonemployed wives greatly increased the reward received from
their roles as parent and husband. This finding agrees with the liter-
ature that described the husband in one-career families as realizing
his major contribution to the family through his role as income pro-

vider (Parsons, 1954; Bailyn, 1970; Papanek, 1973; Hunt and Hunt,



119

1977). In turn, the wife's role was viewed as a "complement” to that
of the husband. One of the major roles of the wife was to provide
social support and other career—enhancing services for the husband
(Scanzoni, 1972, 1980; Papanek, 1973).

Husbands in career-earner families also had one strategy which
entered significantly into the regression to increase reward for family
roles. A negative Beta indicated an inverse relationship existed be-
tween th; excuse strategy and role reward (Table XXXIII). Only reduc-
ing responsibilities had a lower mean score than the legitimate excuse
(Table XIV, but the excuse had more variation, therefore as use of the
“excuse declined, role reward tended to increase. The inverse relation-
ship could also occur. Men in career positions whose wives were
employed in a nonprofessional capacity tended not to make excuses to
delay performing family tasks and responsibilities they may have dis-
liked doing. This is an important finding, reaffirming a report by
Bird (1981) based on data analysis from this same sample that men in
career-earner families married to employed women tended to perform
more household tasks than men in one-career families.

Lein (1979) indicated that men employed in career positions par-
ticipated in family tasks such as vacuuming, shopping, and meal prep-
aration reluctantly and often grudgingly, but out of necessity to
relieve their employed wives of an overload of responsibilities. The
men in career—earner families in the present study were the only men
to rate family roles both the most demanding and most rewarding
(Table XVI), an indication of the importance they placed on family

roles (parenting and being a husband). This group of men in career
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earner families associated the completion of family tasks and responsi-
bilities with increased reward in their family roles.

Men in dual-career families had the most time-management strate-
gies contributing éignificantly to role reward. This unique situa-

tion for men in dual-career families would seem to be related to the

inherent set of time constraints that accompany the life style or fam-
ily type. Previous studies indicated that marriage éo career—employed
women seemed to put more pressure on men in dual-career families to
participate in or at least share in the decision-making process about
how household tasks would be acgomplished (Rapoport and Rapoport, 1969;
Holmstrom, 1973). Bird (1981), using the same sample as the present
study, confirmed that men in dual-career families on the average,
shared family tasks to a greater degree than did men in one-career or
career-earner families. Increased sharing of household tasks in family
roles may have led to use of four strategies to increase significantly
the role reward attached to being a spouse and a parent (family roles)
and two strategies to increase reward in employment roles (Table
XXXI1I). |

Men in dual-career families tended not to use the time-management
strategies of reducing responsibilities and the legitimate excuse (in
dicated by low mean scores). Negative Betas for those strategies and
a high mean score on role reward indicated that avoiding the use of
those strategies increased role reward in family roles (Table XXXIII).
The legitimate excuse operated the same way in employment roles as for
family roles. Men in dual-career families were inclined to perform
disliked tasks or responsibilities at home and on the job without

making excuses or using home responsibilities as a means of reducing
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their workload according to responses on use of the legitimate excuse.
Significant increases in R? for the organization and empathy strategies
indicated that for men in dual-career families, organization made par-
enting and job responsibilities more rewarding and empathy or social
support of wives made family roles more rewarding.

Itvis interesting that men in dual-career families reported that
empathy was a time-management strategy which increased role reward,
just as men in one-career families had indicated and that avoiding the
excuse stragegy, tﬁe same as did the men in career-earner families,
also enhanced family role reward. With the extra responsibilities
that accompany the dual-career family life style, the strategy of
organization may have been the pragmatic means of coping with it all.
There appeared to be a consistency in the strategy useage by men in
dual-career families, characterized by an intertwining of strategies

used at work and at home.
Women

There was little consistency of strategy useage among women in the
family types examined. This finding may have been due to the widely
varying commitments the women had to employment and community activi-
ties, indicated by their mean scores on role reward and role demand
for those sets of roles (Table XVI). The only strategy which signifi-
cantly increased reward in family roles for two of the three groups of
women was the strategy of delegation. Women in one-career families
reported that they did not use delegation while women in duval-career

families indicated that they used the strategy some (Table XIV).



122

Women in one-career families (husband in a career, wife not em-
ployed) reported that two strategies, the excuse and delegation,
significantly increased explained variation of role reward for family
roles. Negative Betas for the regressions and the mean scores indi-
cated that the women were uncertain about using excuses and did not
delegate tasks in their roles as spouse and parent. It was not sur-
prising that nonemployed women married to career-oriented men would
expect to perform traditional female tasks without feeling the need
to delegate responsibilities to other family members. For these women,
mean scores indicated that family roles were the most rewarding and
demanding of the three identified sets of roles, and thus the roles
least likely to be avoided (Table XVI). The women in one-career fami-
lies also indicated that using the legitimate excuse significantly de-
creased their role reward in employment roles. This use of the excuse
strategy may have explained in part why women in one-career families
were not employed. The required tasks provided to support the career
of the husband could be the legitimate excuse needed for the wives in
one-career families to not seek employment. The excuse could be use-
ful if the wife did not want a job or career of her own. The increased
use of legitimate excuses decreased reward for employment, which may
include tasks and responsibilities that were disliked by this particu-
lar group of women. The inverse relationship, indicated by the nega-
tive Beta, could also occur. As use of the excuse declined, reward in
employment would increase.

Parsons (1954) identified community activities as being important
to the traditional roles performed by the wives of career-employed men.

Community involvement was seen as a means of enhancing the status of
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the family in the community; of providing the family with wvaluable
social contacts which also provided impetus for the career of the hus-
band. The wife, in effect, was the family representative in community
activities. Thus, the low mean score on the strategy of delegation
indicated that the women in one-career families were not likely to
delegate the community activities to others, especially when the com-
munity activities provided a relatively large amount of reward for
them (Table XVI).

Employed women in career-earner families, compared to the women
in one-career families, reported utilizing two quite different strate-
gies to increase family role reward. Of the two strategies, the.
larger contributor to explained variation was the strategy of empathy,
the social support received from husbands in parenting and employment.
Though the study of Lein (1979) showed that husbands did not always
willingly increase their sharing of household tasks when wives were
employed, this study indicated that husbands did empathize with the
role responsibilities of their wives and offered some degree of
empathy or social support.

The other strategy used by women in career-earner families was
organization. Organization increased the reward of participating in
community activities, which were relatively more rewarding than for
most other groups of husbands or wives. Community activities likely
conferred higher status and opportunity for reward for relatively
highly educated women than did their employment in noncareer status
positions.

Two strategies appeared to work together to relieve the possible

role overload and time constraints of women in dual-career families
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in family roles. Delegation was the larger contributor to explained
variation; it appeared that household tasks were delegated to others
whenever possible. With this combination of strategies significantly
increasing role reward it may be that tasks and responsibilities that
could not be delegated were put off (stalling) until pressures sub-
sided. It was logical, given the nature of life in a dual-career
family, that delegation was used by women in dual-career families,

while it was avoided by women in one-career families in this study.
Interpretations

Empirical testing of theorized relationships is a step toward
expanding our knowledge of the events and processes which shape the
lives of individuals and families. In this study there were indica-
tions that the time-management strategies may not operate as theorized.
Specifically, two strategies, compartmentalization and barriers against
intrusion, did not significantly increase role reward in any regres-
sions. Yet, the results indicated that six strategies, the legitimate
excuse, stalling until pressures subside, empathy, reducing responsi-
bilities, delegation, and organization did significantly increase role
reward in family, employment or community roles, but no more than four
strategies functioned in this way for any group.

Most of the significant regressions for strategy useage (11 of 16)
were for reward in family roles. No statement of causation is made,
but an observable nonstatistical association between useage of time-
management strategies and role reward in family roles is noted. Fam-

ily roles were the most rewarding roles for husbands and wives in all
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three family types. Perhaps it is useage of the strategies that made
family roles so rewarding or it could have been the desire for reward
that necessitated use of selected strategies. Conversely, time-
management strategies had less impact on perceived reward in employment
and community roles.

Another indication that the strategies may not operate as
theorized was the negative Betas for several strategies. The legiti-
mate excuse was related negatively to reward for women in one-career
families and for men in career-earner and dual-career families. Marks
(1977) had previously indicated that both professionals and homemakers
had little latitude in using the legitimate excuse, which seemed to be
verified by the present study. Previous theory did not indicate that
avoidance of a strategy (low mean scores on the legitimate excuse)
would be associated negatively to (and increase) role reward.

The strategy of delegation was also associated negatively to
reward for women in one-career families. For the wives in one-career
families, family and community roles were highly rewarding personally,
which agreed with the description of the traditional roles of wives
in the two-person career (Papanek, 1973). Therefore, it was not
expected for these women to delegate their rewarding roles. The wives
in dual-career families had two sets of rewarding roles too, family
and employment. Delegation was associated positively to reward for
family roles. This finding also agreed with the literature that in-
dicated increased sharing of traditional roles of women by other
members of the family of the employed wife (Blood and Wolfe, 1960;
Rapoport and Rapoport, 1969; Bird, 1981; Pleck and Rustad, 1981). The

difference between the two groups of women would appear to be the life
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style as it related to the employment-of the wife. The women in one-
career families were nonemployed while the wives in dual-career fami-
lies were employed in careers. To reduce possible or actual role
overload, the wives in dual-career families delegated home responsi-
bilities while the nonemployed women were not able to delegate family
tasks to their husbands.

The strategy of empathy also did not operate as theorized (Burke
and Weir, 1976; Hunt and Hunt, 1977; Mortimer et al., 1978) that em-
ployment of wives would tend to lessen empathy for husbands. When
the wife was employed, especially in a career position, empathy by the
husband for the wife was expected to become important by reducing the
overload of family and employment responsibilities of the wife. 1In the
present study, empathy received by the noncareer employed wives in
career—earner families and by the husbands in dual-career families was
a strategy that increased role reward significantly for family roles.
Use of the empathy strategy in career—earner families agreed with pre-
vious theory, while use of empathy in dual-career families did not.
Additional study is required to explain the apparent difference in
contribution of use of the empathy strategy to role feward in career-
earner and dual-career families.

Of the six strategies which were significantly contributing to
role reward, the legitimate excuse and empathy strategies were signif-
icant for three of the six examined groups of men and women. Use of
the legitimate excuse was always avoided, while empathy was utilized.
Stalling and reducing responsibilities were significant for only one
group each. The remaining strategies, delegation and organization,

were significant for two groups of respondents.
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Two strategies failed to increase significantly role reward as
previously hypothesized, compartmentalization and barriers against
intrusion. Rapoport and Rapoport (1969) examined 16 dual-career
families by means of in-depth interviews and hypothesized that some
dual-career families used compartmentalization as a way of coping
with the stresses of the life style. The dual-career families that
pioneered the life style in the 1960's may have felt a greater need
to compartmentalize, to separate home and family life, than. the men
and women in dual-career families today. Compartmentalization was
probably more used by women than men because career—employed wives and
mothers in the 1960's were more likely to be subjected to the criticism ~
of kin, friends, and colleagues for deviation from traditionmal norms.
By the late 1970's, when the present study was conducted, the dual-
career life style was more prgvalent and more widely accepted, possibly
making compartmentalization less necessary for the successful combina-
tion of family life and career employment.

It is difficult to speculate about the strategy of barriers
against intrusion not increasing significantly the R2 of role reward.
There was some slight agreement with the items making up that strategy,
with group means ranging from 4.10 to 4;80 on a scale of 1 to 7 (Table
XIV). DNone of the groups expressed much variation of agreement or
disagreement with the items making up the strategy, therefore, it

appeared not to be related to role reward,
Recommendations

Further research is recommended to test the usefulness and effec-

tiveness of time-management strategies on increasing role reward in
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family, employment and community roles. The research design should
continue to provide for a mnational sample, or at least a broad regional
sample. A larger sample for each family type may possibly clarify the
status of several unreported regressions that were very close to being
significant. The sample should include a sample of persons employed in
careers in addition to university administrators as well as persons
employed in noncareer positions to broaden genmeralizability of the
findings.

A larger sample would likely include other relevant family types.
One expected family type would be the dual-earner family where husband
and wife are both employed as wage earners, neither being in career
positions. The dual-earner family would probably be considered a
variation of the senior partner-junior partner marriage described
previoﬁsly by Scanzoni (1972, 1980). Studying additional family types
would also increase the generalizability of the findings.

Additional research is called for to investigate other possible
relationships of time-management strategies to role demand and role
reward, for husbands and wives, for family, employment and community
roles in varying family types. The negative Betas are one aspect of
the above relationships that need further study. Another aspect is
consideration of the scarcity of significant regressions of time-

management strategies to reward in employment and community roles.
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Oklahoma State University ra-ew suiioma o T

(405) 624-5054
FAMILY STUDY CENTER

April 1979

Dear Administrator:

People in leadership positions are involved in many activities. Job,
family, and community interests compete for limited time and energy. Choices
must often be made between important activities or responsibilities. Yet,
we have very little research-based information useful to the ever increasing
number of families whose lifestyles require time commitments to many respons-—
ibilities, but whose day is limited to the same 24 hours that everyone else
has.

A random sample of administrators serving in member institutions of the
National Association of State Universities and Land Grant Colleges is being
asked to assist with this research. Will you please share this letter with
your husband or wife? In order for the results to be truly representative,
it is important that each questionnaire be completed independently and
returned promptly. The time (approximately 20 minutes) that you take to
complete the survey will be greatly appreciated.

If you are not married, or are married but not currently living with
your husband or wife, please return the enclosed gold form. You will not
receive follow-up mailings.

You may be assured of complete confidentiality. The questionnaires have
a code number for two purposes. The first is to identify husbands and wives
as couples. You will note that the number is the same for both you and your
husband or wife. The second purpose is for mail identification only. This
is so we may check you off the mailing list when your questionnaire is
returned. Your name will never be placed on the questionnaire nor in any way
associated with your responses.

This study is funded in part by the American Home Economics Association
Foundation. We shall be most happy to answer any questions you may have.
Please feel free to write or call.

Thank you for your asaistance.

At G

Gerald A. Bird
Assistant Professor
Project Director

Family Study Center



138

If you are not married, or married but not currently living with
your husband or wife, return this form and you will not receive follow-
up mailings. -

Since the purpose of our research depends on having husband-and-
wife responses, we do not need your answers to the questions. However,
if you would like to comment on how you manage your time and energy to
meet competing demands of job, family, and community, do so on the
back cover of the questiomnnaire.

Thank you.



Last week, two questionnaires were mailed to you seeking information about
how many people with busy lifestyles divide their time between job, family
and community responsibilities. We asked you to share the cover letter with

your husband or wife. Each of you was asked to complete a questionnaire
independently and return it.

If you have already completed and returned them to us, please accept our
sincere thanks. If not, your prompt response will be very much appreciated.
It is important that your questionnaires be included in the study if the resuits
are to be truly representative.

If by some chance you do not have the questionnaires, please cail me im-
mediately, collect (405—624-5054) or send me a note. | will mail another set
to you.

Sincerely,

Family’ Study Center, HEW 106E
Oklahoma State University
Stillwater, OK 74074
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Oklahoma State University TraHEw o

(405) 624-5054
FAMILY STUDY CENTER

May, 1979

Dear Administrator:

About four weeks ago we wrote to you seeking information about how
‘administrators and their families divide their time between job, family,
and community responsibilities. If you have already completed and returned
the questionnaires, please accept our sincere thanks and our apology for
contacting you again.

Our research unit has undertaken this study because very little
research-based information is available to busy families whose lifestyles
require time commitments to many responsibilities and activities.

We are writing to you again because of the significance each question-
naire has to the usefulness of the study. In order for the results to be
truly representative it is important that each questiounaire be completed
and returned promptly. The 20 minutes that you take to complete the survey
will be greatly appreciatad

If by some chance you do not have the questionnaires, please send us
a note or call us collect (405-624-5054). We will send another sat to you.

Your cooperation is greatly appreciated.

Cordially,

hatia @

Gerald A. Bird Margygrite Scruggs, Ph.D.
Asgistant Professor Diredtor of Research
Project Director Family Study Center
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Oklahoma State University T new suowa T

(405) 624-5054
FAMILY STUDY CENTER

June 1979

Dear Administrator:

Your assistance is important to the success of a national study of
how administrators and their families divide their time among job, family
and community interests which compete for limited time and energy. We
have not received any indication as to whether our first letter reached you.

The number of questionnaires returned is very encouraging. But,
whether we will be able to describe accurately how families use their time
depends on you and the others who have not yet responded. This is because
our past experiences suggest that those of you who have not yet sent in
your questionnaire may hold quite different preferences for time use than
those who have.

This {s the first nationmal survey of this type that has ever been done.
Therefore, the results are of particular importance to many people. We
have very little research-based information useful to the ever increasing
number of families whose lifestyles require time commitments to many respou-
sibilities, but whose day is limited to the same 24 hours that everyone
else has.

Will you please share this letter with your husband or wife? In order
for the results to be truly representative, it is important that each
questionnaire be completed independently and returned as soon as possible.
The time (approximately 20 minutes) that each of you takes to complete the
appropriate questionnaire will be greatly appreciated.

If you are not married, or are married but not currently living with
your husband or wife, please return the enclosed gold form. You will not
receive follow-up mailings.

You may be assured of complete confidentiality. The questionnaires
have a code number for two purposes. The first is to identify husbands and
wives as couples. You will note that the number is the same for both you
and your husband or wife. The second is for mail identification only. This
is so we may check you off the mailing list when your questionnaire is
returned.

Thank you for your assistance.

Most Sincerely,

Gerald A, Bird
Project Director



PART A

Based on your experiences in various roles (such as husband or wife, parent,
wage earner, etc.) indicate how much you Agree or Disagree with the following
statements. There are no right or wrong responses to the statements. The
right answers are what is true for you.

Circle the number from 1 to 7 which indicates how much you Agree or Disagree

with each statement.
SD

SA
1 2 3 4 5 6 7
Strongly Strongly
Disagree Agree
SD . SA

1 2 3 4 5 6 17

10.

11.

12.

13.

14,

When asked to do too many things at the same time, it
doesn't bother me to postpone certain ones.

Tasks I am required to do allow me to legitimately
avoid tasks I dislike.

I make definite plans for leisure so that my duties
cannot interfere.

When I am pressured to do many things at once, I
organize and plan my time.

I don't mind putting off certain tasks that I don't
have time to do.

When increased demands are made of me, I set priorities
and do the most important things first.

When I feel pressured for time, I put off doing things
around the house.

Certain tasks that I don't have time to do, I assign
to others.

I can easily say "No" when asked to assume additional
responsibilities in community organizationms.

When I am busy, I arrange for people to be informed
that I am not available.

When relatives or friends drop by my home for a visit,
I feel justified in missing an appointment or meeting.

If my responsibilities and pressures become too great,
I put my work aside until I feel I am ready to continue.

When my time is limited at home, I hire someone to
take care of the overload.

I can find legitimate excuses to keep from fulfilling
obligations I dislike.
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SD SA
1 2 3 4 5 6 7
Strongly Strongly
Disagree Agree
IF YOU ARE NOT EMPLOYED, PROCEED TO ITEM *23.
SD SA

1 2 3 4 5 6 7 15,

1 2 3 4 5 6 7 16.

1 2 3 4 5 6 17 17.

1 2 3 4 5 6 7 18.

1 2 3 4 5 6 7 19.

1 2 3 4 5 6 7 20.

1 2 3 4 5 6 7 21.

1 2 3 4 5 6 17 22.

It is a relief when unforseen events prevent me from
carrying out my job obligations.

I don't take my work home so that I can spend time
with my family.

If my job demands become too great, I change my
standards of job performance.

My job duties justify my not accepting more respons-
ibilities in community activities.

I can easily say "No" when asked to assume an overload
of responsibilities on my job.

I separate my work life from my family life so that I
can concentrate my efforts in one area at a time.

My home responsibilities justify my not accepting more
responsibilities on the job.

My job responsibilities are made easier because of the
support I get from my husband.

IF YOU bd NOT HAVE CHILDREN, PROCEED TO PART B.

1 2 3 4 5 6 17 35.

My parenting responsibilities are made easier because
of the support I receive from my husband.
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PART D

Another concern of this study is understanding how peqgple view the various roles
they perform.

Certain responsibilities and activities in our daily lives are more satisfying
and rewarding than others. Please circle the number from 0 to 10 which indicates
how rewarding each role is to you. If the role described is not at all rewarding,
circle a "0". 1If the role is rewarding, circle a number from "1" to "10" to
indicate how rewarding.

0 1 2 3 &4 5 6 7 8 9 10

Not At All Extremely
Rewarding Rewarding
0 1 2 3 4 5 6 7 8 9 10 1. Income provider (e.g. occupatiomal/career

activities)

0 1 2 3 4 5 6 7 8 9 10 2. Performer of household tasks (e.g. shop-
ping, cleaning, yardwork)

0 1 2 3 4 5 6 7 8 9 10 3. Wife

0 1 2 3 4 5 6 7 8 9 10 4, Participant in community services (e.g. civic
or service clubs, PTA, Chamber of Commerce)

0 1 2 3 4 5 6 7 8 9 10 5. Parent

0 1 2 3 4 5 6 7 8 9 10 6. Member of professional organization(s)

0 1 2 3 4 5 6 7 8 9 10 7. Participant in social and recreational
activities (e.g. special interest groups,
hobbies, leisure activities)

0 1 2 3 & 5 6 7 8 9 10 8. Participant in church or other religious
activities
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Some of our everyday responsibilities and activities are more demanding of our
time than others. Please circle the number from 0 to 10 which indicates how
demanding each of the following roles is for you. If the role described is not
at all demanding of your time, circle a "0". If the role is demanding of your
time, circle a number from "1" to "10" to indicate how demanding.

0 1 2 3 4 5 6 7 8 9 10
Not At All Extremely
Demanding Demanding

0 1 2 3 4 5 6 7 8 9 10 9. Income provider (e.g. occupatiomal/career
activities)

0 1 2 3 4 5 6 7 8 9 10 10. Performer of household tasks (e.g. shop-
ping, cleaning, yardwork)

0 1 2 3 4 5 6 7 8 9 10 1ll1. wife

9 1 2 3 4 5 6 7 8 9 10 12. Participant in community services (e.g. civic
or service clubs, PTA, Chamber of Commerce)

0 1 2 3 4 5 6 7 8 9 10 13, Parent

0 1 2 3 4 5 6 7 8 9 10 1l4. Member of professional organization(s)

0 1 2 3 4 5 6 7 8 9 .10 15. Participant in social and recreational
activities (e.g. special interest groups,
hobbies, leisure activities)

0 1 2 3 4 5 6 7 8 9 10 16. Participant in church or other religious

activities



PART F

Finally, we would like to request some general information needed to help inter-
pret the results of the study.

1. What is the year of your birth?
year

5. What is the highest level of education that you have completed?

level of education (years completed or degree)
OUR NEXT CONCERN IS CHILDREN. IF YOU DO NOT HAVE CHILDREN, PROCEED TO ITEM *10.

6. How many children do you have?

number of children

15. If you were employed in 1978, what was your approximate income, before taxes?
(respond to both columns)

YOUR INDIVIDUAL INCOME FAMILY INCOME FROM ALL SOURCES
1 LESS THAN $5000 1 LESS THAN $25000
2 $ 5000 - $ 6999 2 $25000 - $29999
3 $ 7000 - $ 9999 3 $30000 - $34999
4 $10000 - $12999 4 $35000 - $39999
5 $13000 - $15999 5 $40000 - $44999
6 $16000 - $19999 6 $45000 - $49999
7 $20000 - $24999 7 $50000 - $54999
8 $25000 - $29999 8 $55000 - $59999
9 $30000 - $34999 9 $60000 - $64999
10 $35000 - $39999 10 $65000 - $69999
11 $40000 - $44999 11 $70000 - $74999
12 $45000 - $49999 12 $75000 - $79999
13 $50000 AND OVER 13 $80000 AND OVER
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