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The purpose of this study was to describe the relative importance of aspects of the 

occupational environment in predicting personal strain and changes in the meaning of 

work (perceived changes in work role salience and work values) during the transition to 

parenthood. The aspects of the work environment under investigation were: work 

interference with family, family interference with work, supervisor support for combining 

work and family, and organization support (respect, separation, and integration types). 

Control variables were husband support, an important factor in adjustment during the 

transition to parenthood, and socioeconomic status. 

A sample of 118 women in dual career couples with one child under two years of 

age were recruited through childcare centers and newspaper announcements. The sample 

was predominantly Caucasian and middle or upper-middle class. Subjects completed self-

report questionnaires. Hypotheses were tested using hierarchical multiple regression. 

Results of this study provided partial support for the hypothesis that workplace 

support and work/family interference would contribute to personal strain. Only family 

interference with work emerged as a significant predictor. The results of this study 

provided partial support for the hypothesis that husband support, workplace support, and 

work/family interference would contribute to change in work values. Only husband 



support was a significant predictor. Having a traditional marriage in which the wife 

assumes greater responsibility than her husband for parenting and household tasks 

contributed to her altering work values. The results of this study did not support the 

hypotheses that husband support and workplace support would predict family interference 

with work or work interference with family. Also, the results did not support the 

hypothesis that husband support, workplace support, and work/family interference would 

predict change in work role salience during the transition to parenthood. Theoretical and 

methodological issues are discussed. 
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CHAPTER I 

INTRODUCTION 

Two related trends have prompted interest in how women integrate work and 

family roles: changes in demographics and sociopolitical climate. The increase in labor 

force participation was greatest among new mothers during the 1980's, compared to other 

women. Today, about half of all mothers of children under one year are either employed 

or looking for work. Also, approximately one employed woman in 12 has an infant 

(Pleck, 1991). At the same time, a re-evaluation of sex roles has occurred. 

These trends have prompted researchers in several disciplines to investigate the 

effects of combining paid employment and motherhood. Those disciplines include 

sociology, management science, and psychology. Within the latter field, organizational, 

vocational, and family psychology have all considered the experiences and consequences 

of dual roles. The goals of investigators have differed. Some were to enhance 

organizational productivity. Others were to influence public policy concerning women's 

mental health or childcare. Consequently, topics have encompassed the impart of 

women's dual roles on women themselves, their children, their families, and the 

workplace. 

Researchers in one discipline were often unfamiliar with the current literature in 

others. Names and measures of similar constructs have proliferated as a result. Practical 



issues were the initial impetus for research, rather than theoretical concerns. 

Consequently, much work has been atheoretical. However, theory has blossomed in the 

mid-1990s. 

Family psychology proposed that family structure and social structure influence 

the nature of individual participation in work and family. Those structures produce 

opportunities and constraints, which shape behavior and attitudes. Also, aspects of 

family and environment influence the meanings attributed by individuals to their work 

and family roles, as well as individuals' identities (e.g., working mother). This interest in 

environmental constraints and opportunities contrasts with gender role socialization 

theory. Gender role socialization theory describes the influence of personal 

characteristics of mothers, fathers, and infants on women's career behavior in the 

transition to parenthood. One personal characteristic of mothers was the early 

socialization, which teaches a specific, concrete gender role (Haas, 1995). 

Two questions prompted this investigation. What are the personal and career 

consequences of integrating employment and first-time motherhood? What role does 

social support have for these women during that stage of the family life cycle? Offering 

ideas and evidence concerning those questions are these perspectives: transition to 

parenthood, the work/family interface, women's career development, and social support. 

Transition to Parenthood 

Theories and Models 

Experts initially considered the transition to parenthood a crisis, typically 

accompanied by distress. However, the prevailing current view is that this family life 



cycle stage is an adjustment period. It entails problems and opportunities, which result in 

development or decline. Distress indicates adjustment difficulties. The psychology 

literature dealing with the transition to parenthood investigates outcomes for individuals, 

marriages, and child development. Empirical evidence has supported two models. The 

first, by Cowan and Cowan (1992), deals with change and continuity in the adjustment to 

parenthood. It identifies five aspects of family life central to this adaptation. The first is 

the inner life of each parent, which includes a sense of self, as well as assumptions about 

the world and about how families operate. Their relationship as a couple is the second. 

This consists of a shift in roles, particularly the division of labor. Concerning the third 

area, their connections to the world outside the family (work, childcare, and friends), a 

couple faces three challenges: balancing work and home lives, finding adequate sources 

of support, and arranging satisfactory childcare. The other two aspects of family life 

critical to the transition to parenthood are links to other generations of the family, and the 

parents' relationships with the child. 

The Cowan model proposes that distress for individuals and their marriages 

occurs as a result of disequilibrium in the family system, which the couple cannot correct. 

Changes in the parent, partner, and worker roles and their interaction with feelings about 

oneself and one's marriage create disequilibrium. Couples managing well before the 

transition to parenthood will meet its challenges. In contrast, couples with individual or 

marital problems prior to the baby's arrival will experience difficulty in the transition to 

parenthood. 



Work/family role arrangements and adaptation influence each other in the 

transition to parenthood, according to this theory. Role changes during this period impact 

parents' feelings about themselves and their marriage. At the same time, self-esteem and 

marital satisfaction affect how they arrange their roles and their satisfaction with the 

division of labor. This theory describes the functions of social support for new parents as 

instrumental (advice, financial help, practical help) and emotional (empathy). It identifies 

only co-workers as a potential source of workplace support. 

Belsky developed another adjustment model of the transition to parenthood, 

which deals with two aspects: how marital quality changes and how marital satisfaction 

affects parenting ability (Belsky & Kelly, 1994). He identified six domains in which 

changes occur: self (the couple's ability to merge their individual selves into the marital 

"us"), emotionality, expectations (how the husband and wife anticipated the baby would 

affect their marriage compared to reality), communication, conflict management, and 

gender ideology (what appropriate male and female activities are in the division of family 

work and breadwinning). A couple's scores on those domains, based on interviews, 

predict how having a child will affect marital quality. Classifications of ranges of scores 

are Improvers, Severe Decliners, Moderate Decliners, and No Change in marital quality. 

This theory proposes that a shared vision of gender ideologies between husband 

and wife enhances marital quality. In contrast, disagreement in this area prompts a 

renegotiation of roles. It may harm or improve marital quality. Belsky (1994) 

conceptualizes gender ideology as behaviors, beliefs, and emotions regarding appropriate 

male and female behavior, as well as which activities individuals find validating. 
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Activities include who does what at home, who assumes emotional responsibility for the 

child and family, and who makes career sacrifices. Belsky's typology of female gender 

ideologies is a continuum from traditional (women belong at home), to transitional 

(women may work, but motherhood comes first), to egalitarian (husband and wife share 

equally in family work). 

Belsky (1994) described the functions of social support for new parents as 

emotional, instrumental, and communicating social expectations. Social support may 

affect parenting directly or indirectly via parental well-being. The goodness-of-fit 

between social support desired and received is important. Nevertheless, the model does 

not consider the workplace a source of that support. 

Both contemporary theories highlight the importance of two processes related to 

this study: a mutually satisfactory division of paid and family work, and the appraisal of 

self and situation. Because their purpose is to understand marital and parenting 

outcomes, the models do not address the personal or career consequences of integrating 

employment and first-time motherhood. Despite acknowledging the helpfulness of social 

support in new parenthood, neither model considers the workplace as critical source of 

support. 

Empirical Literature 

Reviewers have agreed that a substantial body of empirical literature has 

consistently demonstrated that combining a job and motherhood is generally beneficial to 

women (Barnett & Rivers, 1996; Haas, 1995). However, only a few studies have focused 

on the transition to parenthood, when combining employment and family may be 



especially challenging. New parents must respond to increased demands and restricted 

independence. Also, they need to devise new routines for their jobs and domestic work. 

Considering family life cycle stage and sex differences in adjustment to 

work/family integration is important. Higgins, Duxbury, and Lee (1994/1995) found that 

the experience of overload (too many demands for time and energy available) and 

perceived interference between work and family were at a maximum among parents of 

children under. 6 years. Results of this study also demonstrated that women experienced 

greater overload than men. A large sample of Canadian parents working full-time 

participated in this investigation. 

Early studies compared employed and nonemployed mothers' adjustment and 

distress. This approach no longer seems useful, due to mixed results and methodological 

shortcomings. Furthermore, it defies current social and demographic realities. The 

majority of new, first-time mothers return to work within one year after giving birth. 

Maternal employment itself does not produce negative outcomes during the 

transition to parenthood (Boyle & Sirignano, 1990). Experts have identified various 

factors that mediate the relationship between employment and outcomes. They are 

parents' work situations, marriage, personal characteristics, child care arrangements, and 

child characteristics. 

One particularly important mediator between primiparous maternal employment 

and personal adjustment is role conflict. Work/family interference contributes directly 

and indirectly to distress at this stage of the family life cycle. In a risk profile to predict 

serious difficulties in postpartum adaptation, role conflict and overload from work and 



family integration was a predictor and correlate of maternal distress (Goldberg & 

Michaels, 1988). Work/family conflict contributed to personal strain in new, first-time 

mothers who returned to work (Hallett, 1995). Also, experiencing interference between 

job and family roles accompanied increased marital conflict and impaired communication 

between husbands and wives in the transition to parenthood (Belsky, Perry-Jenkins, & 

Crouter, 1985). In turn, these factors predicted psychological distress for new, first-time 

mothers (Barnett, Pleck, & Marshall, 1992). 

Some disagreement exists about how employed, new mothers are faring. On the 

one hand, Hallett (1995) found them generally functioning well. Personal strain was 

lower than average, compared to employed adults in the U.S. Fewer than 5% of 

participants in this study reported experiencing significant distress in one or more 

domains of personal strain, which consisted of work, relationships, physical and 

emotional health. On the other hand, Shuster (1993/1995) reported emotional difficulties 

for a majority of women in dual career couples, who were combining first-time 

motherhood with employment. She classified participants in a typology. It consisted of 

maternal belief systems about the mother's importance as primary caregiver and 

expectations for a nonparental caregiver, emotional functioning, and quality of mother-

infant interaction. One-half of participants were Distressed: unhappy about working, 

preferring to be home, concerned that babies were too independent and attached to 

substitute caregivers. To deal with these attitudes and feelings, these women reported 

emotionally distancing themselves from their children at times. Another 8% were 

Disengaged. They seemed to be angry, rejecting motherhood, and to see caregivers 
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replacing them as the primary providers of care. Another one-fifth reported reluctance 

about working and concerns that no one could replace them in their babies' lives. One 

reason for these negative outcomes could have been that Shuster ignored structural 

factors which can influence adjustment to motherhood, such as the availability of quality 

child care, husbands' participation in parenting, and workplace support (Haas, 1995). 

Another limitation of this study was its methodology. Its small sample and use of 

qualitative evidence drawn from interviews were appropriate only for idea generation. 

They do not lead to firm conclusions about the personal adjustment of employed, new 

mothers. 

Concerning work adjustment, current models for the transition to parenthood 

consider the multiple roles of contemporary women. This represents a major 

development in theory. Experts agree that family situations influence work orientation, 

motivation, abilities, emotional energy, and the demands people make of the workplace 

(Belsky et al., 1985). Although family psychology does not focus on women's career 

adjustment, some empirical evidence has addressed employment decision making and 

changing career priorities. 

Altering work arrangements or reducing the importance of work in their lives 

seems to accompany the transition to parenthood for many women. The Cowans (1992) 

found that about one-third of new, first-time mothers decreased participation in work, 

either from full to part-time, or by leaving the labor force. In another study, new, first-

time mothers who had returned to work full-time, reported altering career priorities or 

considering reducing participation in employment (Hallett, 1995). 



The importance of the work role in self-concept fluctuates during the transition to 

parenthood, according to the Cowans (1988). The mean was 19% of the self allocated to 

the work-self at pregnancy, 11% at 6 months postpartum, and 17% at 18 months 

postpartum. In contrast, the importance of work to men's self-concept increased from 

28% at pregnancy to 33% at 18 months postpartum. Furthermore, work was a more 

significant part of fathers' self-concept than mothers'. The self-concept measure was the 

Pie, a graphic representation of the importance of all possible roles. One conceptual 

problem with this measurement of self-concept is that it does not allow for its expansion. 

Because the size of the entire pie is constant, as the importance of one role increases, the 

importance of another automatically decreases. 

Domestic demands may reduce the time and energy women devote to careers. 

The literature consistently describes new, first-time mothers as responsible for majority of 

childcare and housework, regardless of their employment or personal income level 

(Belsky & Kelly, 1994; Cowan & Cowan, 1988; Ozer, 1995). This also is true for 

women with children of all ages (Feree, 1990/1995). 

Beyond the issue of "who does what" in the family, new mothers' thoughts and 

feelings about the division of labor are important. Wives' satisfaction with their 

husbands' participation in household and childcare tasks contributed significantly to their 

adjustment in the transition to parenthood (parenting stress and marital satisfaction; 

Cowan & Cowan, 1988). 

Similarly, spouse enlistment self-efficacy for childcare (for example, convincing 

their husbands to leave work to care for children) is another important predictor of well-
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being and distress for new, first-time mothers. Research identified spouse enlistment 

efficacy as a mediator between the parents' division of childcare and psychological 

health. Ozer (1995) offered two interpretations of this finding. A husband's 

responsiveness to his wife's request symbolizes caring in their relationship. That is 

important to psychological health. Alternatively, perceived control, which is a sense of 

having options, helps new mothers manage stress. Contrary to conventional wisdom, 

their ability to control work schedules (number of hours per week, overtime hours, 

flexibility of schedule, travel schedule) was unrelated to well-being or distress one month 

after returning to their jobs. Perhaps soon after re-entry, and when babies are very young, 

domestic arrangements contribute more to mental health than work schedule. Work 

factors may influence mental health later (Ozer, 1995). 

Nevertheless, what determines the balance of work inside and outside family is 

unclear. On the one hand, many factors may contribute to new mothers' work 

involvement. They include women's work history (for example, investment in their jobs 

prior to pregnancy), their emotional and physical well-being during pregnancy, attitudes 

and practices in the workplace, family finances, beliefs about childrearing, and ideas 

about male and female roles (Cowan & Cowan, 1992). 

On the other hand, results of another study identified only two determinants of 

postnatal maternal employment: the mother's commitment to family and work roles and 

socioeconomic status (among a variety of economic, parental, infant, and contextual 

characteristics, in Volling & Belsky, 1993). Specifically, women who planned during the 

prenatal period to return to work full-time and did so, along with those who fulfilled their 
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prenatal expectations to work part-time, were more committed to work than homemakers 

or inconsistent homemakers. The homemakers group consisted of those who planned to 

stay home after the birth of the first child and did so. The inconsistent homemakers 

group planned prenatally to return to work postpartum, but stayed home instead. Also, 

women returned to work for different reasons, depending on socioeconomic background. 

Financial need was the reason those with less education and lower family income 

reported returning to work. In contrast, women with more education, more prestigious 

occupations, and higher incomes, indicated they resumed employment for career 

development and personal enjoyment, as well as financial remuneration. Nevertheless, 

all four groups of women (full-time employed, part-time, homemakers, and inconsistent 

homemakers) viewed motherhood as a higher priority than work. Perhaps when work 

and family demands compete, women make choices favoring family. 

One strength of this study is its longitudinal design, which supports conclusions 

about cause and effect. Its primary weaknesses were internal and external validity issues 

concerning measures of the commitment to work and family roles. Finally, the authors 

recommended investigating the influence of workplace policies in decision making about 

postnatal employment. 

Although theory and empirical evidence highlight the importance of social 

support in adaptation to motherhood, understanding of its role is inadequate. Deficits in 

social support pose a risk for clinical depression and negative mood postpartum. One 

intervention is obtaining effective social support (Goldberg & Michaels, 1988). 

Depression may prompt a perception of a deficit in social support, a withdrawal of, or 
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from social support (Hopkins, Marcus, & Campbell, 1984). Alternatively, distress and 

social support may influence each other (Cutrona, 1984). Understanding how social 

support aids new mothers' adjustment is an important next step in research (Owen & Cox, 

1988). The conceptualization and measurement of social support must be part of that 

effort (Hallett, 1995). 

The workplace as a source social support during the transition to parenthood 

warrants investigation. Hallett (1995) found that supervisor support for integrating work 

and family reduced work interference with family. That support also appeared to allow 

work role salience to shift to accommodate family priorities. Participants were new, first-

time mothers, who had returned to full-time jobs. The primary limitations of this study 

were its correlation design, which does not confirm causality, and measurement problems 

with career outcome variables. 

The transition to parenthood literature has several strengths. One is its link 

between theory and empirical work. Another is its contextual perspective and systemic 

view of the individual, couple, and the effect of their relationship on parenting and on the 

child. The use of multiple methods of data collection (interview, behavioral observation, 

self-report) has contributed to concurrent validity of measurement. Experts in this area 

have conducted programmatic research with methods capable of exploring cause and 

effect. This has included longitudinal approaches as well as comparisons over time of 

couples with and without children (Cowan & Cowan, 1992). Initially, efforts focused on 

white, middle class samples. Current research addresses other families, including low 

income, single parents, ethnic minority groups (Feree, 1990/1995). 
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Summary and Conclusions 

The emphasis on adaptation and individual differences in the transition to 

parenthood literature is useful for considering personal and career consequences of this 

stage in the family life cycle. Another noteworthy aspect of this literature is its focus on 

changes over time, because prior role problems influence the impact of transition events. 

Difficulty negotiating work and motherhood roles during the transition to 

parenthood will influence both personal and work domains. In turn, adaptation will affect 

how parents arrange their work/family roles. New mothers appear to make choices that 

favor family over work, particularly when they experience role conflict and overload. 

Consequently, identifying what contributes to and alleviates role conflict and overload is 

important in understanding women's career development in the family life cycle. Social 

support is one such factor. Whether its impact is direct or indirect, as well as how its 

effects differ by source, warrant investigation. Workplace social support has received 

little attention. Social support from the husband may be one way to conceptualize the 

division of family labor. Beyond the division of labor, satisfaction with it and self-

efficacy in obtaining assistance contribute to adjustment. 

Issues suggested by this literature address the importance of the family situation 

for work outcomes. One area which deserves attention is the influence of family structure 

on work orientation, for example, work salience, motivation, commitment, satisfaction, 

performance, and work values. Another issue is whether or not work identity changes to 

accommodate the new maternal role. If it does change, research needs to describe the 
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nature of that transformation. Finally, the role of social support at work in adjustment to 

the transition to parenthood warrants exploration. 

Work and Family Interface 

Theories and Models 

The central topic in the work/family interface literature is how experiences in 

work and family roles affect individual and family well-being. This research has been 

noncumulative, with many studies but little programmatic investigation (Barnett, 1996). 

Initial exploration of the work/family interface was atheoretical. This contrasts with the 

programmatic research grounded in theory, which has characterized the transition to 

parenthood literature. Many disciplines, usually independently of each other, have 

addressed the work/family interface: marriage & family psychology, occupational health, 

organizational behavior, sociology, and management science. Recently, scholars have 

begun to organize and integrate the work/family interface literature. Their goal has been 

to create models reflecting the complexity and dynamics of the work/family interface. 

Pleck (1995) identified three conceptual perspectives in work/family research: job 

demands, role spillover and crossover, and multiple roles. The main idea in the job 

demands model is that combining work and family responsibilities goes well or badly as 

a result of job requirements. These may include structural demands (number, scheduling, 

or flexibility of work hours) or psychological demands (pace of work, workplace conflict, 

negative moods resulting from work). In this model, job demands cause negative 

outcomes for the individual (for example, psychological distress, interrole conflict) 

marriage, or family. Family variables are moderators of the conceptually more important 
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workplace variables. The focus of investigation is objective characteristics of the job, 

albeit subjectively reported by individuals. This perspective assumes that even 

psychological factors, such as job pressure, reflect objective characteristics of work. 

The interest in the crossover/spillover and multiple roles perspectives is 

individuals' reactions to work (satisfaction, commitment) or family roles, rather than 

objective characteristics of them. The spillover hypothesis proposes that stresses, such as 

overload or interpersonal conflict, experienced by an individual at home or work, lead to 

his/her stresses in the other domain. The crossover hypothesis deals with the process by 

which one person's role experiences affect those of the spouse. 

Within the multiple roles conceptual framework, Pleck (1995) noted an ongoing 

theoretical tension between role enhancement and role scarcity hypotheses. The 

enhancement hypothesis proposes that multiple roles have positive consequences for 

women. One reason is that roles may buffer each other. If things are going badly in one 

area, positive experiences elsewhere may minimize the negative impact. Another reason 

is that having more roles providing positive experiences increases well-being. 

Employment has generally positive consequences for women's well-being, according to 

substantial evidence. Nevertheless, the pressures of managing multiple roles are greatest, 

and the psychological benefits from employment are least, under conditions of heavy 

family responsibilities (Edmunds, Cote-O'Hara, & MacKenzie, 1990, as cited in Duxbury 

& Higgins, 1994). 

The scarcity hypothesis is that occupancy of multiple roles brings incompatible 

demands. The more roles a person occupies, the less energy he or she will have, the more 
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stress he or she will experience, thus jeopardizing well-being. The current view is that 

the quality of role experience determines whether multiple roles have positive or negative 

effects. Consequently, one goal of research is to identify circumstances in which either 

the scarcity or the enhancement hypothesis holds true (Pleck, 1995). 

The multiple roles perspective has devoted much attention to investigating the 

negative aspects of combining work and family. One important construct in this 

literature has been work/family conflict. Its underlying assumption is the scarcity 

hypothesis. Areas of interest have been identifying the antecedents and consequences of 

work/family conflict for individuals and organizations, mediators, moderators, coping 

strategies, and ways to reduce negative consequences (for example, workplace policies 

and programs). 

Greenhaus (1988) developed the first model of work/family conflict. He defined 

it as the extent to which a person subjectively experiences simultaneous and incompatible 

pressures from job and home. Thus participation in one role makes that in another 

difficult. Antecedents of work/family conflict may arise in the family or work domains. 

The result of work/family conflict is stress, a psychological state experienced when 

individuals face demands with uncertain and important outcomes. Stress manifests itself 

in emotional, behavioral, and physical strains. In turn, strains have negative 

consequences for work (for example, absenteeism, job turnover) and personal (illness, 

divorce) lives. 

Empirical investigation has generally supported the link in the Greenhaus model 

between work/family conflict and negative consequences. However, the model is more 
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descriptive than explanatory. Greenhaus' use of the term conflict in several different 

ways is confusing. It refers to role incompatibility, competing demands at work, and 

marital discord. Another problem is the fuzzy distinction between the antecedents and 

consequences of work/family conflict. The theory does not address the possibility of 

reciprocity or mutual influence between work/family conflict and antecedents or 

consequences, for example, the effect of fatigue on perceived work/family conflict. 

The most prevalent form of work/family conflict is time conflict. This occurs 

when the time spent in one role causes difficulty meeting the demands of another role 

(Gutek, Searle, & Klepa, 1991; O'Driscoll, Ilgen, & Hildreth, 1992). 

One weakness common to the work/family models is the lack of rigor in the 

definition of stress, an imprecise term in everyday language. Furthermore, the role of 

stress varies among work/family conflict models. Is it a cause of strain, an effect of 

work/family conflict, or a label for a cluster of physical, emotional, behavioral 

symptoms? Does the term stress refer instead to various events that cause those 

symptoms in some people? Is it always detrimental to the individual? 

Empirical Literature 

Conceptualization and measurement. The conceptualization and measurement of 

work/family conflict has been controversial. Greenhaus' unitary concept seems too 

simplistic to capture complex experience. Work/family interface research currently uses 

Gutek's (1991) conceptualization of work/family conflict, also used by O'Driscoll and 

colleagues (1992), and recommended by Duxbury, Higgins, and Lee (1994). This 

conceptualization has two components: family interference with work and work 
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interference with family. Interrole conflict occurs, when work interferes with family, for 

example, when travelling in a job prevents the performance of duties at home. 

Alternatively, family interferes with work, for instance, when a child's illness keeps a 

parent home from work (Gutek et al., 1991). Examining the work/family interface from 

both directions has been important for two reasons. First, the direction of conflict (home 

to work or work to home) predicts the type of antecedent stresses and consequent distress, 

according to Watkins and Subich (1995). Second, studies have observed asymmetry in 

the impact of interference, depending on its source. Work demands associated with time 

spent there produce strain with different results than the strain linked to long hours 

meeting family responsibilities (Gutek et al., 1991; O'Driscoll et al., 1992). 

Considering separately the consequences of work interference with family and 

family interference with work is important. In one study, the more time individuals 

reported they devoted to their jobs, the greater the perceived interference with their off-

job roles. However, results linked greater involvement in off-job activities with reduced 

role interference, and, in turn, with reduced psychological strain (O'Driscoll et al., 1992). 

Duxbury and her colleagues proposed that multiple roles can produce two forms 

of role strain. The first is interference of one role with another. The second is role 

overload (too many demands for available time and energy). Role overload entails 

feeling one has more to do than is manageable, and feeling rushed, as well as drained 

physically and emotionally. Role strain can result in stress, absenteeism, and reduced job 

commitment. Those hinder productivity (Duxbury & Higgins, 1994; Higgins et al., 
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1994/1995). Unfortunately, attempts to operationalize work-family role strain have been 

unsuccessful. 

Marshall and Barnett (1993) have conceptualized a multidimensional work/family 

interface. It consists of strains (negative aspects) and gains (positive aspects) associated 

with combining work and family. This four part conceptualization and instrument is 

more complete and complex than its predecessors. It separates the role of parent from 

other family roles. Also, it considers both positive and negative dimensions. 

Nevertheless, the strains and gains concept does not take into account the direction of 

interference (home to work versus work to home). Also, only one item asks directly 

about conflict between domains. To date, only one group of researchers has used this 

conceptualization and measurement. It warrants further investigation. 

Experts agree that investigation of the construct of work/family interference has 

been inadequate. Most studies have assumed it is a unique source of stress. However, 

the literature has not determined empirically whether it is a separate phenomenon with 

stresses independent of those in the work and family domains, for example, lack of 

assistance. Schwartzberg and Dytell (1996) proposed that work stress and family stress, 

rather than conflict between the domains, account for the depression and lowered self-

esteem sometimes reported by employed mothers. Additionally, existing measures fail to 

differentiate objective role conflict from subjective. For instance, someone whose work 

hours preclude a family activity is experiencing work interference with family, or 

work/family conflict according to measures. However, that objective role interference 

does not necessarily trigger psychological conflict (Greenhaus, 1988). Furthermore, 
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conceptualization and measurement of work/family interference have not considered 

several difficulties reported by people integrating work and family. They include: 

disparate attitudes endorsed by the individual, which he or she may experience as internal 

conflict; difficulty responding to dissimilar demands and performing different behaviors 

required at work and home, and the clash between an individual's attitudes and the 

demands of the environment. 

Several instruments address work/family conflict. Although the literature treats 

them similarly, they appear different. One measure is a single item of mutual interference 

"How much do your job and family interfere with one another?" (Hughes & Galinsky 

1988; Nelson, Quick, Hitt, & Moesel, 1990; Voydanoff, 1988). Another is a multi-item 

interrole conflict instrument, which Greenhaus and his colleagues have used since 1983. 

It emphasizes the negative impact of excessive work time, demands, and fatigue on 

family life. Gutek, Searle, and Klepa (1991) developed the Work Interference with 

Family/Family Interference with Work instrument to address spillover between the two 

domains. 

Regarding psychometrics, existing measures do not have established validity. 

Reliability checks have addressed internal consistency. However, they have not assessed 

the sensitivity of the work/family interference measures to fluctuations in daily 

circumstances (for example, a child with the flu or a particularly difficult day at the 

office). 

Women appear more vulnerable than men to work/family conflict. Nevertheless, 

studies have indicated that overall, women experience only moderate amounts of 
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work/family conflict (Duxbury & Higgins, 1994). This was even true for new mothers 

(Hallett, 1995). Of course, the selection bias in volunteer samples may understate the 

work/family interference experienced by the general population. 

Work/family conflict represents a poor fit between person and environment. It 

can produce problems in psychological, physical, occupational, and interpersonal arenas 

(Greenhaus, Parasuraman, Granrose, Rabinowitz, & Beutell, 1989; Kopelman, 

Greenhaus, & Connolly, 1983; Matsui, Ohsawa, & Onglatco, 1995; Nelson et al., 1990). 

Evidence has linked work/family conflict to diminished work and family satisfaction, 

general life satisfaction, alcohol problems, marital role quality problems, and various 

unproductive job behaviors (Watkins & Subich, 1995). Findings from the one study of 

work/family conflict in the transition to parenthood found similar results. Strain in work, 

interpersonal, physical, and psychological arenas accompanied work/family interference 

(Hallett, 1995). 

Consequences of work/family conflict. The satisfaction-mediation model 

proposes that work/family interference diminishes job satisfaction or life satisfaction, 

which contributes to psychological strain. O'Driscoll and her colleagues (1992) found 

partial support for that model. Greater work interference with off-job activities 

(including family, community activities, sports, hobbies, and social involvement) 

accompanied less satisfaction with life beyond work. In turn, that reduced satisfaction 

went hand in hand with greater psychological strain. That consisted of impaired general 

mental health, negative feelings concerning self-worth, reduced enjoyment of daily 
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activities and coping ability. Nevertheless, interference of family and other off-job 

activities with work was unrelated to work satisfaction. 

The investigation of the effect of work/family conflict on work performance has 

been indirect. Research has linked difficulty dealing with work/family demands to job 

stress, and in turn, to lost work time (late arrival, early departure, and absenteeism; 

Fernandez, 1986). Work/family conflict also accompanied absenteeism (Goff, Mount, & 

Jamison, 1990). This undoubtedly affects job performance. 

The relationship between work/family interference and work outcomes needs 

further exploration. The current focus is on subjective outcomes, such as reactions to or 

experiences at work, rather than objective outcomes, such as attendance or performance 

(Lambert, 1990). Researchers have agreed that an important next step is to investigate 

the psychological aspects of work. This refers to the "phenomenological experience of 

work for women: that is, studies that focus on how women view themselves as workers, 

how they experience their work, and the meaning they make of it in the context of the rest 

of their lives" (Grossman & Chester, 1990, p. 2). 

An important implication of empirical evidence is that cognitive restructuring in 

response to work/family conflict might extend to work attitudes. According to Guelzow, 

Bird, and Koball (1991/1995), cognitive restructuring is a coping strategy for dealing 

with work/family conflict. This refers to refraining positively the meaning of difficult 

circumstances, for example, believing there are more advantages than disadvantages of 

combining work and motherhood. Cognitive restructuring was useful in avoiding stress 
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and distress, but only when role strain (overload plus work/family conflict) was low. 

Perhaps when women 

experienced a great deal of role strain, they found it difficult to emphasize the positive 

aspects of life. 

Antecedents of work/family conflict. Antecedents of work/family conflict arise in 

the work domain (job demands, task characteristics, or work schedule characteristics), the 

family domain (number and age of children), and both (negative sanction for 

noncompliance with role requirements, marital disagreement about family goals). Work 

antecedents initially investigated were structural characteristics such as work schedule, 

travel, and frequency of intrusions at work. Most findings were in the expected positive 

direction. Longer hours, travel, and frequent family intrusions at work resulted in 

increased work/family conflict (Loerch, Russell, & Rush, 1989). Researchers have 

characterized interrole conflict as asymmetrical. In other words, it is due more to time 

demands from the job than from family commitments and expectations (Gutek et al., 

1991), or from other non-job demands (O'Driscoll et al., 1992). 

Concerning subjective elements of work, researchers have drawn several 

conclusions. When job demands increase pressure in the work role, work/family conflict 

increases. Specifically, evidence has emerged of a relationship between work/family 

conflict and the antecedents role ambiguity, work role conflict (perception of competing 

demands on the job), and overload (perception of too much to do). In contrast, job 

challenge and variety of tasks, assumed to be characteristics of more gratifying work, had 

a negative relationship with work/family conflict (Voydanoff, 1988). A greater 



24 

commitment to the work role, which is often a characteristic of prestigious jobs, was 

associated with greater work-family strains. Perception of role quality is important, in 

that negative experiences at home or on the job contribute to work-family and work-

parenting strain (Marshall & Barnett, 1993). 

Senecal and Vallerand (1995) recently proposed motivation as an antecedent of 

work/family conflict. Motivation theory suggests that people self-determined toward 

family and work experience less work/family conflict. Consequently, they feel less 

overwhelmed and exhausted than those not self-determined. The motivation perspective 

considers people as self-determined or not self-determined in family and work behavior. 

Intrinsic motivation (pleasure when performing an activity), plus identified regulation, 

(performing an activity by personal choice and goals) characterize self-determination. In 

contrast, non self-determined individuals act to avoid negative consequences or obtain 

positive ones. Initial empirical evidence supports this theory. Nevertheless, the current 

unavailability of English translations of measures and articles limits the usefulness of thi s 

work. 

Another important psychological antecedent of work/family interference is 

perceived control. This is the belief that one can directly influence the environment, so it 

becomes less threatening or more rewarding (for example, having childcare options, or 

the freedom at work to make personal phone calls). Evidence suggests that workplace 

policies, such as supervisor support and flexible scheduling, contribute to employee 

perceptions of individual control over work and family matters. In turn, greater perceived 

control accompanied less work/family conflict, job dissatisfaction, depression, and 
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somatic complaints (Thomas & Ganster, 1995). This was consistent with results of 

another study. Individuals with greater perceived control experienced lower levels of role 

overload and work interference with family/family interference with work. Control 

consisted of managing their time, focusing on important aspects of life, and minimizing 

irritations. Participants were parents of children ages 6 to 12, who were employed in 

public and private Canadian enterprises (Duxbury et al., 1994). 

Additionally, researchers have attempted to identify workplace policies and 

environmental characteristics, which alleviate or contribute to work/family conflict. An 

extensive literature review of supports needed by working parents to fulfill their 

responsibilities underlines importance of workplace policies (Marshall & Barnett, 1993). 

Indeed, Thomas and Ganster (1995) defined work/family conflict as a cognition and 

mediator between family supportive organizational practices and outcomes. 

In the family domain, empirical evidence exists of the contribution of some family 

structure and process to work/family conflict. Work/family conflict increases with the 

number of children living at home and the presence of younger children (Fernandez, 

1986; Greenhaus & Beutell, 1985; Kopelman et al., 1983; Schultz, Chung, & Henderson, 

1988). Similarly, the experience of role overload, work interference with family, and 

family interference with work were greatest in the early patenting stage of family life 

cycle (children under 6 years), and declined over the family life cycle (Higgins et al., 

1994/1995). Comparison of the experiences of single and dual-earner parents is in 

progress. Parents' disagreement on family goals appears to intensify work/family conflict 

(Kopelman et al., 1983). 
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Methodology issues. Concerning methodology, a recent improvement has been 

the use of nonclinical instruments, which identify a wide range of adjustment difficulties. 

However, in addition to lack of consensus in the conceptualization and measurement of 

work/family conflict, this literature has several methodological problems. Its cross-

sectional designs have not demonstrated cause and effect. Furthermore, they have not 

identified the effects of integrating work and family or individual differences over time. 

Another weakness in the literature has been its focus on direct effects relationships. 

Attention to moderators and mediators has been inadequate (Barnett & Rivers, 1996). 

Not taking the family life cycle into account has limited the understanding of work/family 

conflict. Finally, experts have argued about reliance on self-report data for predictor and 

outcome variables. On the one hand, this subjects results to biases due to shared method 

variance and response set biases (Barnett & Rivers, 1996). On the other hand, the 

construct of work/family conflict is a cognition. Consequently, self-report seems 

appropriate for operationalizing it (Thomas & Ganster, 1995). 

Summary and Conclusions 

Interrole conflict has negative psychosocial and physical consequences for 

women. Research has adequately documented negative objective outcomes of 

work/family conflict, such as absenteeism. Consequently, one current area of interest is 

subjective outcomes, that is, the psychological aspects of work. The literature has 

suggested that cognitive restructuring is a strategy for coping with work/family conflict. 

This implies women may respond to difficulty integrating work and family by altering the 

importance of work in their lives, work values, or other psychological aspects of work. 
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Another area of concern in the literature on work/family conflict has been its 

antecedents. Structural characteristics of jobs, such as long hours or travel, contribute to 

work/family interference in the expected direction. Research has also identified 

subjective aspects of work, such as perceived control, that appear to minimize 

work/family conflict. Nevertheless, work antecedents, particularly organizational 

practices and policies related to work and family, deserve further attention. 

Several conceptual and methodological issues in the work/family conflict 

literature have emerged. Using a family life cycle framework may offer insight into the 

complex lives of employed mothers. Defining interrole conflict in two dimensions 

(family interference with work and work interference with family) has been productive. 

Career consequences should be proximal and specific. One example could be cognitive 

restructuring of work attitudes employed to deal with role interference. Another example 

might be the negative impact of work/family conflict on job performance. Also, 

instruments used to measure personal outcomes ought to have an adjustment rather than 

clinical focus. 

The distinction between antecedents and consequences has been artificial in the 

work/family conflict model. It is a useful way to organize literature. Nevertheless, those 

labels indicate cause and effect relationships not yet empirically demonstrated. This 

literature would benefit from longitudinal methodologies and others that address 

causality. 
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Women's Career Development 

Theories and Models 

Vocational psychology has ignored adult career development (Watkins & Subich, 

1995). Consequently, theories of the relationship between family life cycle and women's 

career development are few and underdeveloped. 

The early perspective concerning women's career development was Work 

Inhibition. It viewed performing both work and family roles as an obstacle and inhibitor 

to women's career progress. Stiver (1983) made an important contribution by focusing on 

the psychological aspects of dual roles as potential internal barriers to achievement. She 

described 

a wrenching away from home to work and work to home, a precarious balance 

between what they (women) do at home and what they do at work. If anything 

occurs to threaten this balance...many women experience enormous anxiety and 

begin to feel they do not have things sufficiently under control. (Stiver, 1983, pp. 

3-4) 

Betz and Fitzgerald (1987) expanded Stiver's ideas both by adding person 

elements and addressing the effects of environment on women's career progress. They 

combined two existing theories of career adjustment and adapted them to women. 

Lofquist and Dawis' Theory of Work Adjustment (TWA) predicts that from fit between 

worker traits and occupational requirements and reinforcers. Into this framework Betz 

and Fitzgerald incorporated Crites' conceptualization of the process of work adjustment, 

whose outcomes are satisfaction or success. The first component is motivation, a stable 
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individual trait. Motivation is a complex construct consisting of the achievement motive 

(a desire for mastery of tasks and to work hard and do a good job, and competitiveness), 

work needs, values, preferences, and job orientation. The second component is barriers to 

career adjustment. External frustrations and internal conflicts comprise the barriers. 

External frustrations are formal or inadvertent discrimination in selection, compensation, 

promotion. The implication is that lack of support in the workplace for meeting family 

obligations represents an external frustration. Interrole conflicts, such as work/family, are 

the primary internal barriers. In addition to the practical aspects of interrole conflict (too 

much to do; too little time), there is the psychological one of "contradictory allegiance 

and normative priorities." Women may expect to be as committed to work as men, but at 

the same time give priority to family. The work-home interface, particularly "the 

philosophical incompatibility of the biological role of wife/mother with the social role of 

worker, is the most salient factor in the career development of women" (p.203). The third 

component of the model is coping to overcome these barriers. This consists of reducing 

them or dealing with the tension arising from them. 

The Betz and Fitzgerald theory of adult women's career adjustment was an 

ambitious beginning. Unfortunately, inadequate attention to three areas have limited its 

development: definitions of the model's components, operationalization, and empirical 

confirmation. 

This model proposes a mutual influence between coping and barriers to 

adjustment. However, it does not consider mutual influence between barriers and 

motivation, nor coping and motivation. Betz and Fitzgerald suggest that motivation is a 
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trait, including work needs, preferences, and values, need for achievement, and other job 

orientation attitudes. This precludes changing work attitudes in response to barriers. For 

example, would the external frustration of inadequate social support on the job for 

integrating work and family cause a shift in work values? Furthermore, this model does 

not address altering work attitudes as a coping response. New parents may change their 

work attitudes as a coping strategy (Schnittger & Bird, 1990). Finally, the relationship 

between external frustrations and interrole conflict deserves consideration. For instance, 

do external frustrations encountered in career development contribute to interrole 

conflict? 

Ideas about values from the personality and career psychology literatures could 

expand the Betz and Fitzgerald model. Current thinking would add a feedback loop 

between coping in response to barriers to career adjustment and the work values aspect of 

motivation, and perhaps work role salience as well. 

Personality theorists have struggled to define and measure values and to 

differentiate them from needs and preferences. A value is a guiding principle in life, with 

desirability as a key aspect (Bridges, 1989). Values influence career and other life role 

decisions and satisfaction from them. Different values become important, as a person 

moves among life roles. Values are cognitive filters through which an individual 

interprets the appropriateness of behaviors of both self and others. They also form the 

basis forjudging the worth of accomplishments and external feedback, specifically, 

rewards and punishments. Finally, values underlie affective reactions (Brown & Crace, 
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1996). The implication is that values, as part of an individual's cognitive schema, are 

amenable to change in cognitive restructuring. That is one coping mechanism. 

Work values are a subset of general values. Consequently, vocational psychology 

has wrestled with their conceptualization. The current prevailing one is that of Pryor 

(1987). He proposed a variety of work values, which form three higher order values. 

One is nonwork orientation, that work should provide the money to live but not interfere 

with the rest of life. Another, human/personal concern, is a focus on people, as well as 

minimizing risk. The third is freedom, a desire to initiate and innovate, rather than follow 

or implement. Factor analysis supports the existence of these higher order values (Pryor, 

1990). 

Stability and change in work values is a controversial issue in vocational 

psychology theory. Some argue that they are traits, unchanging across time and 

situations. Others view them as evolving. For example, preemployment socialization 

forms work values. In turn, work experience influences them. Work value shifts occur in 

career transitions (Beutell & Brenner, 1986). Also, changing life roles can cause work 

values to change, for example in the family life cycle (Pryor, 1990). Little empirical 

investigation of these ideas has occurred. 

Pryor (1990) conceptualized three different ways of considering the stability of 

work values: hierarchy, generality, and value systems. Hierarchy refers to the precedence 

of some values over others, when a choice is required. Hierarchy should be sensitive to 

situation variables, because a change in the precedence of one value over others 

necessarily involves changes in their relative importance. Generality conceptualizes 
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broader work values, such as competitiveness or cooperativeness, in contrast to more 

limited work values such as prestige or money. General values are more stable than 

specific ones. The one empirical study exploring these ideas supported them. 

Nevertheless, results from the sample of college students may not extend to older adults. 

Finally, values that cluster together comprise value systems. Pryor has made no 

predictions about the stability of value systems. 

Work role salience, which is the importance of work in one's life, is another 

vocational psychology concept that belongs in Betz and Fitzgerald's motivation. Work 

role salience, a complex set of attitudes, plays a key role in several vocational behaviors 

critical in career development. The vocational psychology literature has empirically 

linked work role salience with exploration of self and work opportunities (Greenhaus & 

Sklarew, 1981; Stumpf & Lockhart, 1987; Sugalski & Greenhaus, 1986, cited inNoe, 

Noe, & Bachhuber, 1990). 

Work role salience has a relationship with all three dimensions of career 

motivation: identity, insight, and resilience related to career (Noe et al., 1990). Career 

identity is the extent to which a person identifies himself or herself by work. Career 

insight consists of realistic career expectations, knowledge of own strengths and 

weaknesses, and specific career goals. Manifestations of career resilience are 

demonstrating initiative, defining work problems, attempting to maintain performance in 

the face of time pressure, lack of resources, or poor directions from peers and 

subordinates. This is a different construct from the motivation component in the work 

adjustment model. According to Noe et al. (1990) research has yet to identify working 
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conditions and organizational practices which enhance employees' work role salience. 

Additionally, the vocational psychology literature has not dealt with change over time in 

work role salience in response to family status. The transition to parenthood literature 

has focused some attention to the centrality of career during this period. However, family 

psychology's use of a simplistic conceptualization and measurement of work role 

salience, rather than the more complex vocational psychology instruments, has hindered 

understanding. 

Empirical Literature 

Some evidence supports the Work Inhibition idea that in integrating work and 

family, women will alter their career priorities. They may decrease work involvement, 

commitment to their employer, or effort on the job. 

"Work restructuring," fitting one's work to family needs, is a career compromise 

for managing multiple roles. In one study, children's needs prompted twice as many 

women as men in dual earner marriages to engage in work restructuring. Despite this de-

emphasis on work, wives were as committed to it as their husbands (Karambayya & 

Reilly, 1992, cited in Watkins & Subich, 1995). 

Motherhood affects work involvement. Hours spent on the job by early-career 

physicians did not vary by sex. Nevertheless, the number of hours did show sex and 

parenthood interaction. Mothers spent fewer hours than fathers practicing medicine 

(Grant, Simpson, Rong, & Peters-Golden, 1990). Furthermore, family size influences 

women's career efforts. In a longitudinal investigation of college seniors, number of 
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children was the best predictor of employment persistence 14 years after graduation. It 

accounted for 41% of the variance in labor force participation (Jenkins, 1987). 

Both mothers and fathers employed as professionals reported reducing effort on 

the job as a coping strategy to manage dual roles. Specifically, they refused to participate 

in some work activities, spent less time at work, and planned their careers around family 

needs. Mothers of children under 18 were more likely to limit job involvement, 

compared to those with children over 18 years or married people without children 

(Schnittger & Bird, 1990). The struggle to meet both career and family demands may 

take a toll on women's commitment to their employers. Greenberger and O'Neil (1990) 

found that concerns of married working mothers about their preschool-aged children were 

negatively related to organizational commitment. Concerns were perceived quality of 

child care, perception of child problem behavior, and beliefs about the consequences for 

children of maternal employment. Organizational commitment consisted of pride in 

organizational goals and values, willingness to work hard for the organization, and a 

sense of belonging to it. 

The idea that having young children limits women's career advancement is 

intuitively appealing. Nevertheless, initial exploration of this issue has produced mixed 

results. This may be due to sampling differences. In considering the offer of a 

promotion, current and anticipated difficulty balancing work and family responsibilities 

was more likely to influence the decision for mothers of children under five years old, 

than women with older children or fathers. Also, that same group was more inclined to 

consider quitting their jobs. The sample consisted of blue and white collar workers in a 
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large company. It did not take into account marital status (Fernandez, 1986). In contrast, 

in another study of working women, perceived conflict between work and home was not 

associated with self-reported lack of career progress. However, the investigation did not 

compare mothers' and nonmothers1 responses (Nelson et al., 1990). 

Limiting work involvement may have negative consequences in the short term for 

work performance and in the long term for career aspirations and progress. Scholars have 

not yet addressed those issues with programmatic, longitudinal research. 

Researchers have devoted little attention to the question of whether changes in 

women's career attitudes or activities after they become mothers represent choice or 

constraint. Choice is voluntarily diverting energy from work to family. Family 

responsibilities and other structural factors impose constraints. The Work Inhibition 

perspective regards as a constraint changes in career associated with having a child. 

Results of one study support that view. The greatest discrepancy between positive career 

attitudes and full-time employment status was among those with at least one preschool 

child. Positive career attitudes were the belief that career is important to life satisfaction; 

belief that having one's own career is more important than helping her husband in his; 

willingness to accept the cost of a career in other areas of life. This finding implies that 

situational circumstances forced women with young children to limit career involvement, 

contrary to their attitudes and beliefs (Faver, 1981). 

Assuming a disproportionate share of family responsibilities is clearly a 

constraint. Betz and Fitzgerald (1987) identified it as the greatest limit to women's career 

attainment. Reviewers agree that working women continue to shoulder the major 
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responsibilities for housework and childcare (Loscocco & Roschell, 1991; Nelson et al., 

1990; Swanson, 1992). This seems to occur regardless of career status, hours, or pay 

(Betz & Fitzgerald, 1987; Biernat & Wortman, 1991). Perhaps this is due to women's 

socialization, referred to as the motherhood mandate. Not surprisingly, women view 

work and family roles as a tradeoff, while men see them as independent dimensions 

(DiBenedetto & Tittle, 1990, cited in Swanson, 1992). 

Inadequate social support at work also represents a constraint to women's career 

involvement. Theory implies that social support influences mothers' career progress, but 

empirical evidence is nonexistent. The one study of the effects of workplace social 

support on the meaning of work in women's lives suggested that having a supervisor 

supportive of employees' work and family roles appeared to accommodate the de-

emphasis of work during the transition to parenthood. At the same time, an anti-family 

culture in the workplace appeared to prompt new mothers' questioning the role of work in 

their lives. Two methodological shortcomings limited confidence in these conclusions. 

One was that operationalization of the change in work role salience was inadequate. The 

other was unknown psychometric properties of the ad hoc measure of organization 

support (Hallett, 1995). 

Summary and Conclusions 

A huge gap exists between theory and empirical work concerning women's career 

adjustment. The promising Betz and Fitzgerald model has not been operationalized 

adequately. Also, studies have often been atheoretical. 
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Women's family responsibilities seem to make career achievement more difficult. 

This may be partly due to their assuming a greater share of family responsibilities 

compared to their husbands. Women appear more likely than men to accommodate work 

to family. They do so by restricting work involvement and reducing organizational 

commitment. Furthermore, they appear to alter career priorities. This represents an 

obstacle to work achievement, if it hampers performance. 

Vocational psychology has not investigated the impact of the family life cycle on 

the psychological aspects of work. Theory and some empirical evidence suggest the 

meaning of work changes as women become mothers. The one study (Hallett, 1995) 

investigating this had methodological shortcomings. Work values constitute one aspect 

of the meaning of work. Which values change during the transition to parenthood, and 

whether the values hierarchy shifts, warrant exploration. Another aspect of the meaning 

of work which deserves study is whether work role salience changes, as women become 

mothers. Finally, identifying links between workplace social support for work/family 

integration and changes in the meaning of work could contribute to understanding choice 

versus constraint in mothers' career development. 

Several methodology and measurement issues have emerged in the limited 

women's career development literature. The first is the lack of conceptually developed 

and psychometrically sound instruments. Family psychology generally has not used the 

vocational psychology measures in examining effects of family involvement on career 

(e.g., career progress, organizational commitment). At the same time, vocational 

psychology has largely ignored the family life cycle (numbers and ages of children; 
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mothers' marital status), which undoubtedly influences career adjustment. Investigators 

rarely employ longitudinal or other methodologies to address cause and effect. Finally, 

the literature does not take into account either career life cycle or different types of jobs 

or organizations. These factors seem crucial in understanding women's career 

development, although this study will not address them. Career life cycle undoubtedly 

interacts with family life cycle. For example, in the initial entry phase of her career, a 

woman may choose one she can interrupt easily to accommodate family. Her adjustment 

to motherhood would differ from that of a mid-career individual having an unanticipated 

child. 

Social Support 

Theories and Models of Workplace Social Support 

Considering social support at work is particularly important for women. Feree 

(1990/1995) observed that work organizations have often been structurally and 

ideologically incompatible with family life. Consequently, they offer no institutional 

support to women in their multiple roles. At best, they represent a null environment, 

which neither encourages nor discourages individuals. The null environment hypothesis 

suggests organizational cultures not facilitating the management of work and family will 

impede women's career progress more than men's. This is due to their disproportionate 

responsibility for family work (Betz, 1989). Additionally, women appear to internalize a 

null environment. They attribute difficulties to themselves rather than to the 

environment. Consequently, they more often cope by altering their own attitudes, 

aspirations, or behaviors, than by attempting to change their situation (Hallett, 1995). 
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In the search for ways to alleviate work/family conflict, attention has turned to 

social support. It consists of actual resources or those perceived by the individual. They 

are available from others to assist in managing stress and to increase well-being 

(Mcintosh, 1991). 

Greenhaus and Parasuraman (1986) first proposed that social support alleviates 

work/family conflict either directly by fostering emotional well-being, or indirectly by 

facilitating coping. Their approach was atheoretical and did not acknowledge the 

concurrent, extensive literature on social support and adjustment. 

Direct and indirect effects models. Two general models address how social 

support affects occupational health. One is the direct or main effects model, also known 

as the additive model. Here social support operates by changing the amount of stress that 

an individual perceives in a situation. According to Cohen and Willis (1985, cited in 

Mcintosh 1991), social support influences appraisal. A person who has internalized a 

sense of being valued from social support is less likely than others to appraise a situation 

as threatening. Alternatively, social support may directly affect well-being by fostering 

self-esteem. Social support entails social acceptance, which boosts self-esteem. In turn, 

self-esteem positively contributes to health. 

The second model is the indirect effects model, also known as the buffer, 

moderating effects, or interactive model. Social support intervenes between perception of 

a potentially stressful event and the degree of strain (physical symptoms or emotional 

exhaustion) experienced. The indirect or moderating effects of social support occur in 

three ways. Social support can interrupt physiological responses to perceived stressors. 
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Alternatively, in response to perceived stressors, social support can encourage health-

producing or inhibit health-threatening behaviors (Mcintosh, 1991). These comprise an 

individual's coping strategies. 

One coping strategy is structural role redefinition, which is changing externally 

imposed expectations about work and family roles. Delegating to others and getting their 

encouragement for combining work and family are examples. Social support for 

combining work and family facilitates structural role redefinition. If the environment 

does not provide adequate social support to facilitate structural role redefinition, personal 

role redefinition may be used as a coping strategy for work/family interference. This 

consists of changing one's attitudes and expectations about work and family roles. One 

example is prioritizing one role over the other. Another is cognitive restructuring, such as 

a focus on the benefits of a situation (Schnittger & Bird, 1990). 

In reviewing five years of empirical literature concerning social support and 

occupational health, Kinicki, McKee, and Wade (1996) found evidence for each model, 

as well as indications that neither applied. Perhaps the inconsistency has been due to 

differences in the operationalization of social support. They recommended examining 

both the direct effects and buffer models in view of the properties of social support in the 

following theory. 

Broad constructs of social support. Mcintosh (1991) developed a 

multidimensional construct of social support with dimensions and properties. 

Dimensions consist of source of support (supervisor, spouse, co-workers, family, friends, 

professional) by type of support (socioemotional, instrumental, informational). Within 
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each dimension are three properties, defined as what it is about each combination of 

source and type of support that needs to be measured. The properties are: amount of 

support, number of providers, and perceived support adequacy, that is, the amount 

available compared to the amount desired. Although this model is very appealing 

intuitively, its operationalization requires further attention. 

Wong (1985/1986) made two important contributions: defining social support in 

relation to work/family integration, and articulating the domain specificity principle. 

Resources provided by others to fulfill parents' needs regarding their jobs and families 

comprise social support. It has socioemotional and instrumental functions (for example, 

advice, empathy, rearranging responsibilities). The principle of domain specificity 

stipulates that social support is most important in the arena where its donor plays a major 

role. For instance, spouse support influences family outcomes more than work 

consequences. Similarly, supervisor support has a greater impact on work life than on 

family. 

Two aspects of social structure explain the domain specificity principle: role 

relationships and norms. The role relationship between the support provider and recipient 

suggests that part of a supervisor's responsibility is to help employees fulfill job 

requirements (for example, to regulate schedule or workload). Similarly, a spouse has 

resources and authority to restructure expectations at home. Norms define the meaning of 

a request for support, who is supposed to help whom, and what resources are appropriate 

to give. Initial empirical evidence has confirmed the domain specificity of social support. 

Nevertheless, some spillover to one domain of effects from support provided in the other 
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likely occurs (Shinn, Wong, Simko, & Ortiz-Torres, 1989; Wong, 1985/1986). 

Supervisor support. Employees' perceived control may be a key mechanism by 

which supervisor support enhances an individual's ability to cope with competing 

demands from home and job. The definition of perceived control is the belief that one 

can influence the environment, so it becomes more rewarding or less threatening. One 

theory proposes that policies and supervisors supportive of employees' family lives have 

indirect effects on strain by influencing work/family conflict and employee control. 

Supportive supervisors minimize work/family conflict, which ameliorates strain. 

Perceived control also reduces work/family conflict, another indirect pathway for the 

influence of supportive supervisors and policies. Nevertheless, a sense of control does 

not affect strain directly (Thomas & Ganster, 1995). 

Organization support. Social support for integrating work and family can come 

from not only from supervisors, but also from elsewhere in the workplace. The shared 

beliefs and expectations shaping the behaviors of groups and individuals in an 

organization comprise its culture. Flexibility or rigidity concerning policies and 

practices, awareness of a connection between work and family, and sensitivity to 

employees' needs are the elements of organization culture related to work and family 

lives. This culture influences the work environment, which consists of the following: 

structure (financial benefits, programs for family lives of employees, interpersonal 

relationships at work) and dynamics (challenge, level of responsibility, opportunity for 

personal growth and career advancement; Bowen, 1988/1995). Also, workplace culture 

conveys role requirements and expectations, including unwritten ones (for example, "You 
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need to come in early and stay late to get ahead here."). Organizations punish those 

failing to meet explicit or implicit expectations with less financial compensation than 

peers, fewer promotions, and threat of job loss. According to Greenhaus and Beutell 

(1985), negative sanctions for noncompliance with role requirements will intensify 

work/family conflict. 

Supervisors and organization culture influence each other. If an organization's 

leaders want to create a family friendly environment, they can select, train, and reward 

supervisors for their performance in facilitating work/family integration. Supervisors 

interpret institutional culture and implement policy. Hall and Richter (1988) built a 

conceptual framework of organizational response to family issues to describe how 

organizations affect strain caused by competing demands of home and work. Boundaries 

created by individuals and employers separate work and home. Employees need 

psychological separation between these domains. Boundary flexibility is the extent that 

time and location may be changed, for example, work hours or place. Boundary 

permeability is the degree to which a person physically present in one domain deals with 

psychological concerns of the other domain. Boundary permeability epitomizes role 

conflict and invites overload. 

Employers have attempted to facilitate employees' multiple domain management 
I 

in two ways, according to Hall and Richter. One makes physical demarcations with 

work, such as hours or location, flexible to meet individual requirements. The other 

approach integrates work and nonwork activities to reduce the separation of domains. 

The problem with such integration (for example, at-work, employer-provided, on-site 
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child care or working at home) is that home moves into work. Work moves into home. 

Consequently, these "family friendly benefits," may backfire, increasing overlap and thus 

overload. 

According to this view of support, organizations help employees effectively 

manage their home and work boundaries by increasing physical and psychological 

separation between the two domains. At the same time, they need to maintain flexible 

boundaries to promote separation (for example, allowing an employee go to work early 

and leave early to take child to pediatrician, and eliciting guilt at work, or forcing the 

parent to take a "sick day"). From this perspective, vouchers or information about child 

care services would be more helpful to employees than on-site care. The one 

organizational behavior study examining this view provided evidence for the efficacy of 

policies which enhance flexibility of boundaries between work and home and decrease 

boundary permeability (Richter, 1984, cited in Hall & Richter, 1988). 

Kirchmeyer (1995) used Hall and Richter's construct of organization support in 

her typology of organizational responses to the work/nonwork boundary. Its two 

dimensions are the employer-employee relationship (a continuum from mutuality to 

paternalism) and the work/nonwork relationship (a continuum from separate to related). 

The resulting types of organization practices related to work/family boundaries are: 

Separation (employer acts as if nonwork lives do not exist), Respect (providing workers 

with consideration and support to fulfill responsibilities themselves, for example, flexible 

hours, alternative work arrangements, policies discouraging work-related travel on 

weekends) and Integration (employers take over nonwork responsibilities, for example, 
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company-sponsored childcare). According to theory, the Respect responses are optimal 

for facilitating employees' meeting the demands of their work and family lives. One 

explanation may be that this type of organization support enhances employees' perceived 

control, which reduces work/family conflict. The use of the term separation is confusing. 

In relation to Hall and Richter's theory, organization practices which maximize 

psychological separation between home and work are desirable. In Kirchmeyer's 

typology, Separation responses in the workplace are negative. They make inflexible the 

boundary between work and home. This does not promote the desirable boundary 

impermeability. Instead, it leads to disruption of work by family life. 

Empirical Literature of Workplace Social Support 

Anecdotal evidence abounds that a family friendly atmosphere, such as 

compassionate supervisors, job sharing, parental leave, information and referral 

programs, child care, care for sick children, or flexible scheduling, reduces employees' 

stress from work/family conflicts. Nevertheless, only limited empirical evidence 

supports this claim. Furthermore, the research has been unsystematic (Thomas & 

Ganster, 1995). 

Personal consequences. Results have been mixed concerning the personal 

consequences of workplace social support. Some studies have confirmed the direct 

effects model. Less supervisor support for child care and work/family issues 

accompanied greater job stress for employees, according to Fernandez (1986). Hughes 

and Galinsky (1988) established that, for mothers, supervisor sensitivity was the most 

predictive of global stress among several job conditions (scheduled hours per week, 
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overtime hours per week, control over scheduling, commuting time). The definition of 

supervisor sensitivity was the extent of support of the employee in the work role and the 

supervisor's flexibility and understanding of the employee's family responsibilities. 

Stress was feeling overwhelmed or unable to control the important things in life. 

In contrast, other studies have not found a relationship between supervisor support 

and well-being. Wong (1985/1986) concluded that supervisor support for work and 

family integration did not directly affect mental and physical distress. She suggested the 

impact of support on well-being was narrower than global distress. Similarly, neither 

supervisor support for the job (for example, making work life easier, easy to talk to, 

reliable) nor supervisor flexibility concerning work and family needs, reduced role strain, 

nor health problems (Greenberger, Goldberg, Hamill, O'Neil, & Payne, 1989). 

Differences in definition and measurement of supervisor support may account for some of 

the inconsistencies in the literature regarding its personal consequences. 

Shinn et al. (1989) concluded that individual coping (problem-focused or 

emotion-focused) was a more powerful predictor of well-being than either social support 

from supervisor or co-workers, or perceived flexibility in scheduling. Authors suggested 

that levels of supervisor support and perceived flexibility in scheduling could have been 

insufficient to meet the needs of employees. When institutions did not respond to 

employees' needs, individuals relied on their own coping resources. Alternatively, social 

support might have facilitated effective coping strategies that they could not use in a 

restrictive environment. 
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Some recent results have confirmed the model of indirect effects of workplace 

social support on personal consequences. Supervisor support may alleviate interrole 

conflict, which, in turn, reduces distress. Hallett (1995) concluded that supervisor 

support for managing work and family buffered personal strain (work, interpersonal 

relationships, physical and emotional health) by reducing work interference with family. 

The sample was married, new, first-time mothers who had returned to work. In another 

study, control over work and family, as well as work/family conflict, mediated the effects 

of family supportive supervisors on employees' mental and physical health. Supervisor 

support appeared to alleviate work/family conflict, which reduced depression and somatic 

complaints. Also, supervisor support contributed to employees' perceived control over 

work and family, which reduced work/family conflict, and, in turn, depression and 

somatic complaints. Flexible scheduling functioned similarly. Additionally, flexible 

scheduling directly alleviated somatic complaints (Thomas & Ganster, 1995). 

Results from one study suggest that adequacy of support influences the appraisal 

of the work environment. Perceived adequacy of support influenced perception of work 

stressors. Additionally, the amount of support and number of providers were not related 

to the appraisal of stressors. Stressors were the number of patient deaths and workload, 

which was the difficulty of assigned tasks. The assessment of adequacy was a one item 

measure "How adequate for your needs is the amount of support that you receive from 

other people for doing your work?" Amount of support was the sum of subscale scores 

for various providers. The sample consisted of hospital nurses (Mcintosh, 1991). 
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Work/family conflict is also an appraisal. Although research has not addressed 

the influence of adequacy of supervisor support on work/family conflict, it may be 

important. Some individuals may not want a high level of support. Others may find that 

same level inadequate. Instruments currently used address type (instrumental, 

socioemotional, informational) and amount of supervisor support. However, none 

assesses its adequacy. 

Career consequences. Research results have linked workplace social support to 

several career consequences. Supervisor support for work and family issues minimized 

job distress (Shinn et al., 1989) and enhanced job satisfaction (Galinsky, Hughes, & 

Shinn, 1986, cited in Galinsky, 1988; Shinn et al., 1989; Wong 1985/1986). The effects 

of supervisor support for employees' family demands on job satisfaction were both direct 

and indirect through perceived control and work/family conflict (Thomas & Ganster, 

1995). Furthermore, lack of supervisor support for work/family contributed to job strain 

(Wong 1985/1986), as well as diminished work productivity (Hughes & Galinsky, 1988). 

In contrast, supervisor support did not influence job satisfaction in another study, 

possibly due to differences in conceptualization and measurement of supervisor support. 

However, it did contribute to organizational commitment (Greenberger et al., 1989). 

Supervisors' responsiveness to work/family issues seemed to influence work 

motivation in married, new mothers who returned to work. Supportive supervisors 

accommodated employees' priorities shifting in favor of family during the transition to 

parenthood (Hallett, 1995). 
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Glass and Estes (1996) found that social support from supervisors and coworkers 

decreased intention to leave the labor force or change jobs for employed mothers at one 

year postpartum. Their measure was general support from the supervisor and coworkers, 

rather than specific to work/family issues. It was an ad hoc instrument. Beyond a 

somewhat low internal consistency reliability, its psychometric properties are unknown. 

Supervisor support may indirectly affect other work outcomes. Goff, Mount, and 

Jamison (1990) found that greater support from supervisor for meeting family demands 

diminished work/family conflict, which in turn, reduced absenteeism. However, there 

was no direct association between supervisor support and absenteeism. 

Empirical evidence has emerged in two studies for the domain specificity 

principle. This idea is that sources of social support primarily affect strains within their 

domains. Wong (1985/1986) and Shinn and her colleagues (1989) found that supervisor 

support for combining work and family was associated with positive job outcomes. 

Husband support for combining work and family was linked to positive family outcomes. 

Supervisor support had a greater impact on job strain (negative feelings about job) and 

job satisfaction than support from spouse or family and friends. Also, the results did not 

support the principle of substitution of support. Social support from one source did not 

appear to compensate for a low level of support from another. The sample in both studies 

consisted of working parents. 

Although Hallett (1995) did not test the domain specificity hypothesis, her 

findings suggest it extends to new mothers who have returned to work. Supervisor 

support for work/family integration was negatively associated with work interference 
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with family, but not family interference with work. Qualitative data suggested 

supervisors regulated job demands or permitted employees to handle them in a variety of 

ways, for example, with flexibility in scheduling. 

The results of the limited investigations of the consequences of organization 

support in personal or career arenas are contradictory. Hughes and Galinsky (1988) 

documented a link between organizational support and outcomes for work and well-

being. A less family friendly corporate culture was related to greater self-reported health 

problems and interference with productivity at work due to child care problems. Multiple 

regression analysis revealed that of the job conditions considered, workplace culture was 

the most predictive of distress and diminished productivity. Job conditions were 

scheduled hours, overtime hours, control over scheduling, commuting time, supervisor 

support, and organizational work/family culture. Participants were parents. 

In contrast, other researchers have concluded that organization support for 

employees has no direct impact on distress. Hallett (1995) found that a climate 

unsupportive of families did not contribute to difficulties in work, relationships, or mental 

or physical health for new, first-time mothers, who had returned to work. Alternatively, 

these results could have been due to the measurement of organization support, which had 

a limited range. 

Thomas and Ganster (1995) investigated specific organization practices regarded 

as supportive of working parents, rather than global workplace culture. Results revealed 

no meaningful impact of several policies on work/family conflict or health (depression 

and somatic complaints). Perhaps information and referral services for child care, 
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parenting seminars, and dependent care directly provided by the organization (on-site and 

on-site for sick and well children) were not enough to minimize employees work/family 

demands and associated distress. The sample was mothers, who were health care 

professionals employed in hospitals. The research design was path analysis. 

Nevertheless, organization culture affects work attitudes. Formal and informal 

support in the workplace (institutional policies, general supervisor support and specific to 

flexibility concerning family, and co-worker support) made an important contribution to 

organizational commitment (Greenberger et al., 1989). 

Respect responses are organization practices that provide employees with support 

to fulfill nonwork responsibilities themselves. According to theory, they increase 

boundary flexibility between the domains, and thus are more beneficial than separation 

(treating work and nonwork as separate worlds) or integration (employers take over 

nonwork responsibilities, eg, company-sponsored childcare). Respect responses 

contributed to affective organizational commitment. This is a psychological attachment 

to workplace. Additionally, the more the respect responses characterized organization 

policies, the more likely women employees were to find nonwork activities enhancing 

work. Nonwork in this study included two domains in addition to parenting: community 

(religious congregations, charities, political parties) and recreation (organized groups 

such as sports teams or social clubs). Respect responses appear to facilitate the 

management of the work/nonwork boundary by increasing its flexibility. The sample 

consisted of managers. The study had a regression design. One weakness of this study is 

combining categories of nonwork. Various types of organization support may function 
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differently across categories. For instance, employees involved in religious organizations 

realize different costs and benefits from those raising children. They may want different 

organization policies. Also, the instrument measuring organization responses needs 

further development. The scales were not independent. Separation and Respect had an r 

of -.39. Respect and Integration had an r of .31 (Kirchmeyer, 1995). 

Antifamily culture in the workplace appeared to prompt new mothers' questioning 

the role of work in their lives. Absent institutional support, new mothers reported 

considering reducing work participation, including decreasing hours, changing 

occupations, or withdrawing from the workforce (Hallett, 1995). 

Co-worker support. The role of social support from co-workers in managing 

work and family warrants further attention. Limited investigation of this source indicates 

its effects may differ from supervisor and organization sources. A surprising finding was 

that support from co-workers was positively associated with job distress (Greenberger et 

al., 1989) and mental and physical health problems (Greenberger et al., 1989; Wong, 

1985/1986). Perhaps requesting or receiving help from co-workers violates norms. 

Consequently, individuals may only seek support under a great deal of stress. 

Alternatively, receiving support from colleagues may entail the expectation of reciprocity 

to multiple providers, an unwelcome obligation to already burdened people (Shinn et al., 

1989). Nevertheless, Wong (1985/1986) did not find support for her hypotheses of a 

relationship between social support from co-workers and work orientation outcomes. 

Conceptualization and measurement. Several issues concerning the 

conceptualization and measurement of workplace social support need attention. 
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Differences in conceptualization may explain some of the inconsistencies in results. 

Does supervisor support for job performance function differently from that specific to 

work/family concerns? Greenberger developed two measures, one for each (1989). 

Wong (1985/1986) added supervisor attitudes towards gender roles to the emotional and 

instrumental aspects of supervisor support. Her rationale was that this validated working 

women. The Mcintosh model of social support (1991) offers more detail than earlier 

ones about how social support functions. However, its measure of social support is an 

incomplete operationalization of the theory. It has no item related to providing 

information, which is a type of social support in this model, along with emotional and 

instrumental assistance. 

The measurement of organization support also warrants further attention. Until 

recently, it was atheoretical. Some measures have a limited range. For example, Hughes 

and Galinsky (1988) and Hallett (1995) did not appear to measure a family friendly 

environment. Also, no measure addresses how supervisor and organization levels 

function together. 

Instruments assessing supervisor and organization support have been largely ad 

hoc, which creates two problems. First, no norms exist. Not knowing what is a high or 

low level of social support makes drawing conclusions about effects difficult. Second, a 

lack of information about psychometric properties threatens internal validity. 

Another problem with the measurement of workplace social support appears to be 

restricted range in organization support, and also, in some studies, supervisor support. 

This has decreased the likelihood of detecting relationships among variables. Recruiting 
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participants through one professional organization or directly from a few companies may 

have contributed to limited range in some studies. Alternatively, high levels of support 

from supervisors and organizations may simply be unusual. Even in one study whose 

participants worked in a variety of institutions, organization support seemed low (Hallett, 

1995). 

One conceptualization and measure of supervisor support appears promising. It 

characterizes the supervisor supportive of work and family as one who both empathizes 

with employees' desire to seek balance between work and family responsibilities and 

facilitates it. Respondents report the frequency of various supportive behaviors, 

including tolerating personal phone calls at work, allowing a child there on a snow day, 

listening sympathetically, and flexible scheduling. Initial investigation of psychometric 

properties has demonstrated adequate construct validity and internal consistency 

reliability. Three studies have used it (Shinn et al., 1989; Thomas & Ganster, 1995; 

Wong, 1985/1986). Consequently, norms exist. Concerning organization support, 

Kirchmeyer's (1995) new typology seems promising conceptually. Nevertheless, the 

instrument needs further development. 

Investigation of co-worker social support should not proceed without further 

conceptualization and measurement. Definitions of co-worker support differ. Wong 

(1985/1986) defined it as specific to combining job and family, while Greenberger et al. 

(1989) characterized it in relation to job performance. Psychometric properties of these 

ad hoc measures are largely unknown. At least one measure has questionable internal 
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validity, because it was not independent of supervisor support (r of .54; Wong, 

1985/1986). 

Reviewers of longitudinal studies have concluded that general social support 

contributes to well-being (Cohen & Willis, 1985; Thoits, 1982, both cited in Mcintosh, 

1991). However, no investigations specific to workplace social support have yet 

occurred. Cross-sectional methodologies seem adequate for the initial examination of the 

complexities of workplace social support, but longitudinal studies must follow. 

Conceptually, socially competent people may have greater immunity to stress than 

socially unskilled ones. Also, their skills are likely to result in larger sdcial networks and 

thus greater social support from more sources. Furthermore, judgments of availability 

and adequacy could be a function of pre-existing distress (Wong, 1985/1986). 

Husband Support 

The literature has used different conceptualizations and measures to examine the 

role of husbands in their wives' personal and career outcomes. The current idea is that 

husband support represents the emotional and instrumental resources he provides to fulfill 

his wife's needs regarding her job and family. The emotional component includes 

affirmation and empathy for her roles. The instrumental element is the sharing of 

parenting and household responsibilities (Gilbert, 1994). 

According to equity theory, a perception of fairness in marriage is the root of 

husband support. Partners examine the overall balance of rewards and constraints within 

a relationship. Participation in inequitable relationships results in distressed feelings, 

because the recipient of inadequate benefits feels taken advantage of (Rachlin & Hansen 
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cited in Guelzow et al., 1991/1995). Thus equity is receiving proportional returns in the 

exchange of personal and economic resources. For example, wives defining their roles as 

co-providers would feel more entitled than those generating a second income to husbands' 

participation in family work. They are more likely to be dissatisfied, if they perceive 

their husbands as not doing their fair share (Gilbert, 1994). 

Husband support appears to reduce work/family conflict. On the one hand, it 

contributed to fewer perceived stressors in combining work and family life, defined as 

problems in areas of time use and child care (Shinn et al., 1989). On the other hand, 

when employed mothers perceived their husbands as doing less than their fair share of 

child care, women reported higher levels of work/family interference (Hughes & 

Galinsky, 1988). Additionally, in a study of Japanese women, husband support 

(instrumental and emotional concerning domestic chores) moderated the relationship 

between parental demands (the number of children under 7 years) and family interference 

with work (Matsui, Ohsawa, & Onglatco, 1995). 

Experts have agreed that husband support contributes to well-being and distress 

for working mothers. In an extensive literature review, Gilbert (1994) concluded that 

spouse support is critical to individual and family well-being in dual career couples, 

along with workplace support. Marital relationship equity was a coping resource for role 

strain (Guelzow et al., 1991/1995). Similarly, family role redefinition buffered the effect 

of family to work interference on the vocational, psychological, interpersonal, and 

physical dimensions of life strain among Japanese women. Family role redefinition 

consisted of changing family members expectations' about the allocation of domestic 
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activities, as well as reducing those activities. The implication was that husbands would 

do more (Matsui et al., 1995). Wong (1985/1986) found that spouse support predicted 

satisfaction with family, happiness, and general life satisfaction. Also, less spouse 

support predicted greater family strain and stress combining job and parenting (lack of 

time, schedule conflict, work overload, child care problems). Although husband support 

had an impact on career-related variables, it was less than that of workplace support. This 

was consistent with the domain specificity hypothesis. Inequity in household labor and 

childcare responsibility, along with interference between work and family, were 

mechanisms for distress and job role difficulties of working women (Hughes & Galinsky, 

1994, cited in Watkins & Subich, 1995). 

Husband support is important to individual and marital adjustment during the 

transition to parenthood, according to theory and empirical evidence. A parenting 

partnership in marriage was very important in new mothers' balancing multiple roles, 

according to qualitative evidence (Hallett, 1995). Who does what is important, but other 

elements also determine perceptions of husband support. One is the wife's satisfaction 

with the division of housework and childcare. This was critical to adjustment among new 

mothers (Cowan & Cowan, 1988). Another is wives' self-efficacy for spouse enlistment 

for childcare, rather than husband actual participation. Spouse enlistment self-efficacy 

played a role in the well-being and distress of new mothers (Ozer, 1995). 

Summary and Conclusions 

A work environment sensitive to employees' needs in integrating work and family 

appears to influence personal and career outcomes. Supervisor support specific to 
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work/family seems to affect personal distress indirectly by reducing interference between 

the two domains. In contrast, supervisor support directly contributes to job satisfaction 

and work motivation. However, concerning organization support, evidence of its 

personal and career consequences has been limited. Results have been mixed. 

Husband support appears important to individual adjustment in the transition to 

parenthood. Husband support seems to reduce work/family conflict and distress and 

enhance well-being among working mothers. 

The empirical literature has not kept pace with theory. One current theoretical 

interest has been the impact of workplace social support on the psychological dimensions 

of women's career development. Studies have not directly investigated the impact of 

workplace social support on changes in work attitudes during life transitions, such as 

becoming a mother. Nevertheless, some results have suggested a link between workplace 

social support and aspects of the meaning of work: work motivation, organization 

commitment, and work role salience. 

Various conceptual and methodological issues have emerged in this literature. 

The most promising conceptualization of social support includes both its dimensions and 

properties. Also, improving the measures of co-worker support should precede 

investigation of its effects. Finally, research must consider the effects of workplace 

social support in the context of the family life cycle. For example, workplace support 

may function differently for new mothers than for parents of older children. Perhaps 

first-time mothers are especially vulnerable to physical or emotional strain. They may 

need more or different aspects of social support from the workplace. 
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The literature raises several questions. The direct effects model of social support 

may explain various outcomes among new, first-time mothers. Alternatively, workplace 

support (supervisor support and organization responses of Respect, Separation, 

Integration) may function indirectly by alleviating work/family conflict. Whether 

workplace social support plays a role in changes during the transition to parenthood in the 

meaning of work, such as work values or work role salience, warrants investigation. 

Finally, the perceived adequacy of workplace support may or may not affect its 

contribution to outcomes. 

Rationale 

Research has suggested that social support in the workplace is important for 

alleviating work/family conflict and its negative effects. Nevertheless, the specific 

relationships between social support at work and individual well-being are unclear. This 

may be partly due to differences in conceptualization and measurement of supervisor 

support. Supervisor support for integrating work and family appears to alleviate personal 

distress indirectly by reducing interference between the two domains. However, 

concerning organization support, evidence of its personal consequences has been limited. 

Results have been mixed. Therefore, the first research question to be addressed is: Does 

workplace social support have an impact on work/family interference? The second 

research question is: Do work/family interference and workplace social support have an 

impact on the personal adjustment of new mothers in dual career couples? 

The influence of social support at work on career development, particularly 

psychological dimensions of work, has received little attention. Identifying what 
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contributes to or alleviates interference between work and family is important in 

understanding women's career development across the family life cycle. Social support is 

one factor identified by theory and limited empirical evidence. Whether its impact on 

career adjustment is direct, or indirect via work/family conflict, warrants further study. 

Therefore, the third research question to be addressed is: Do work/family interference and 

workplace social support have an impact on changes in the meaning of work among 

employed new mothers? 

One contribution of this study was exploring changes in the meaning of work. 

Although changes in the meaning of work across the lifespan are important conceptually, 

research rarely addresses them. Theory and empirical literature have suggested that 

work/family interference affects women's career development. For example, new 

mothers appear to make choices that favor family over work, particularly when they 

experience role conflict and overload. One coping mechanism for such work/family 

conflict, according to theory, is cognitive restructuring. Perhaps that would alter the 

meaning of work. 

Two aspects of the meaning of work were investigated: work values and work 

role salience. Work values theory predicts a shift in them during life transitions. 

However, it has not predicted which specific or higher order values might change in the 

transition to parenthood. No empirical investigation has occurred. Consequently, an 

exploratory research question of this project was: Which work values change, and which 

are stable, during the transition to parenthood? The Work Aspect Preference Scale 

(Pryor, 1983) was the measurement of change in work values. Theory also suggests the 
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importance of work in one's life and the self concept, which is work role salience, 

changes over time. In this study, the Work Role Salience Scale (Greenhaus, 1973) was 

the measure of the change in the importance of work in one's life in the transition to 

parenthood. 

The relative importance of aspects of the occupational environment in predicting 

new mothers' distress and changes in the meaning of work was examined in this study. 

The aspects of the work environment under investigation were: work interference with 

family, family interference with work, and workplace social support. The Family 

Interference with Work Subscale (FIW) and the Work Interference with Family Subscale 

(WIF) of the FIWAVTF Scale (Gutek et al., 1991) addressed mothers' appraisal of the 

degree of conflict between job and home roles. Two levels of social support at work 

warrant attention: supervisor support for work/family integration, and organization 

practices and policies. The Supervisor Support instrument (Shinn et al., 1989) attempted 

to gauge the responsiveness of the individual's immediate superior to issues related to 

combining work and family responsibilities. Recent literature has suggested that certain 

organization responses are optimal for employees' integrating work and family. It has 

conceptualized three different types of organization support: Respect, Integration, 

Separation organization support. These three scales of the Organizational Response to 

Nonwork instrument (Kirchmeyer, 1995) measured those responses to employees' 

work/family concerns. 

Social support may be directly associated with personal distress or changes in the 

meaning of work. Alternatively, social support may function indirectly via work 



62 

interference with family and family interference with work. Consequently, links between 

different sources of support and the two dimensions of work/family interference were 

investigated in this study. Also, relationships between social support and personal 

distress and changes in the meaning of work were investigated. 

Three strengths in methodology and measurement were characteristic of this study 

and its pilot study (Hallett, 1995). First, personal and career consequences were 

considered in the same study. Most research has addressed only one domain, yet both are 

critical to adjustment. Second, the family life cycle was taken into account by 

concentrating on transition to parenthood. The sample consisted of new, first-time 

mothers. Third, the Personal Strain Questionnaire (Osipow & Spokane, 1992), the 

measure of distress, has an adjustment rather than clinical focus. It was developed for 

occupational settings. The clinical measures typically used in the empirical literature 

have limited the understanding of personal consequences of work/family interference. 

Furthermore, this project is a refinement of its pilot study in several ways. This 

study used established, rather than ad hoc, measures of supervisor and organization social 

support for combining work and family. Another important improvement is that these 

new measures of workplace support focus on specific supervisor behaviors and 

organization responses, rather than global impressions of the participant. Finally, these 

instruments have theoretical bases. 

The operationalization of Change in the Meaning of Work (variables Change in 

Work Values and Change in Work Role Salience) differs from the pilot study. In the 

pilot project, the Minnesota Importance Questionnaire (MIQ; Rounds, Henly, Dawis, 
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Lofquist, & Weiss, 1981). Its use was exploratory in three ways. First, participants 

responded to the items one at a time. Second, their scores were examined on a group 

basis. Third, they were asked to complete the instrument twice: for the present and 

retrospectively for pre-transition to parenthood. The investigators derived the change 

scores. However, the MIQ was designed for ipsative scoring, based on the forced choice 

ranking of items in a hierarchy. Without that forced ranking, respondents seemed to have 

difficulty distinguishing among the items on the MIQ. Also, the retrospective reporting 

seemed difficult for them. Consequently, this approach may not have captured change, 

which participants alluded to elsewhere in the questionnaire. 

In contrast, a measure of work values (Work Aspect Preference Scale; Pryor, 

1983) constructed for scoring on a group basis was employed in this study. Also, 

participants themselves estimated the amount of change in work values, as well as work 

role salience. This was the approach of Kelly and Strupp (1992) for operationalizing 

change in personal values during psychotherapy. 

This project was an extension of its pilot study by controlling for husband 

support, which is the division of family labor, satisfaction with the support, and its 

adequacy. In the pilot study, sex role socialization was not useful as a control variable for 

two reasons. One was statistical: limited range in the variable. As a group, participants 

endorsed nontraditional gender role attitudes rather than traditional ones. The other 

reason that sex role socialization was not useful as a control variable was a conceptual 

one. The measure was more global than proximal and focused on attitudes rather than 

behavior. Specifically, it did not include any items concerning husbands' actual 
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participation in childrearing or housework. Controlling for husband support explored 

whether the work environment has unique effects, beyond the marriage, on new mothers' 

distress. Husband support was expected to be associated with work/family interference 

and distress, perhaps to changes in the meaning of work. Empirical evidence had 

revealed the importance of the division of family labor and other aspects of marital 

quality in individual and marital adjustment during the transition to parenthood. Also, 

husband support has a theoretical relationship to work/family interference, one of the 

variables in this study. However, the literature has not considered husband support. 

It seems more appropriate as a control variable than a focus of study. The 

specificity hypothesis of social support theory predicts that husband support will have a 

greater impact on personal outcomes than career outcomes. The latter are the focus of 

this study. 

The Marital Equalitarianism Scale (sic.) (Gaddy, Arnkoff, & Glass, 1985) was the 

measure of husband support, including the division of family labor and the extent to 

which husband and wife are co-providers. Additional items concerning adequacy of 

husband support and satisfaction with it assessed the perception of fairness in the 

marriage. 

Socioeconomic status seems conceptually related to work/family interference and 

distress. However, it was not useful as a control variable in two studies (Hallett, 1995 

and Ozer, 1995), possibly due to its limited range. Nevertheless, this study tested its 

usefulness as a control variable. Greater income often affords better childcare and more 

help with household tasks. Thus it may facilitate balancing work and family. On the one 
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hand, better paying, higher status jobs may be demanding. On the other hand, they may 

offer flexibility and autonomy to fulfill the responsibilities of multiple roles. 



CHAPTER II 

METHOD 

Participants 

The participants for this study were 118 first-time mothers, with one child or 

twins under two-years old. Participants were married and at least 21-years old. They 

worked outside the home a minimum of 35 hours per week, which the U. S. Bureau of 

Labor Statistics defines as full-time (Barnett, 1996). Finally, they were not self-

employed. 

The purpose of these selection criteria was to control for factors believed to 

influence the management of work and family demands. The primiparity of the mother 

and the young age of the child(ren) defines the transition to parenthood. Although the 

family life cycle literature has not specified the duration of this stage, most studies 

include families with only one child or twins under two years-old. Perhaps by then, 

women have adjusted to first-time motherhood. Participants were married and living 

with their husbands, because single motherhood seems more stressful than married. 

Similarly, the minimum age of respondents controls for difficulties unique to teenage 

parenthood. Finally, participants were not self-employed. One purpose of this study was 

to investigate the effects of workplace environment, which organizations create. 

Recruitment of respondents took place through two channels: childcare centers 

and newspapers. Childcare centers offering infant care were selected from a directory of 
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licensed facilities in metropolitan Dallas/Ft Worth. The investigator contacted the 

director of each childcare center by letter and a follow-up phone call. At participating 

centers, caregivers placed in the diaper bag of each child under 2 years-old a recruiting 

letter to the mother with a return reply postcard. The women who agreed to participate 

by returning the postcards were mailed packets. These packets contained a questionnaire 

with a prepaid mailer. In a similar study, the return rate for completed questionnaires 

from this channel was 66% (Hallett, 1995). 

The second recruiting channel was newspaper announcements requesting 

participation. Volunteers called the University of North Texas Psychology Clinic to give 

their names and addresses. Packets were mailed to them. This source of participants 

yielded a return of 51% completed questionnaires in a similar study (Hallett, 1995). 

Procedure 

Participants were asked to participate in a study about combining work and home 

lives requiring two hours or less. After initial screening, the testing was pencil and paper 

and self-administered. The packet consisted of a cover letter, consent form, and various 

measures. Each subject received one preaddressed and stamped envelope to return the 

questionnaire, and another for the consent form to maintain anonymity. Anyone wanting 

to receive a summary of the results requested it by checking the appropriate line on the 

consent form and providing her address. All measures were in the following order: 

Demographics, Family Interference with Work/Work Interference with Family, Personal 

Strain Questionnaire, Marital Equalitarianism Scale (sic.), Supervisor Support Scale, 

Organization Support, Work Role Salience Scale, and Work Aspect Preference Scale. 
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Variables 

Demographics 

Demographic information requested included: age, socioeconomic status, 

education, ethnicity, hours of employment, the length of time back at work since the 

birth, type of childcare arrangements and satisfaction with them, job description and any 

changes in it during the transition to parenthood and the status of child health. 

The demographic control variable socioeconomic status was the Hollingshead 

Four Factor Index of Social Status (Hollingshead, 1975). The usefulness of 

socioeconomic status as a control variable was tested, because of its conceptual 

importance. Nevertheless, the socioeconomic status variable derived from the Two 

Factor Index of Social Position (Hollingshead & Redlich, 1958) and income was not 

useful in Hallett (1995), apparently due to lack of range. Similarly, family income was 

not useful as a control variable in Ozer (1992). 

Husband Support 

Husband support was also a control variable. The Marital Equalitarianism Scale 

(sic.) (MES; Gaddy et al., 1985) addresses a perception of equity in the marriage of a dual 

earner couple. This includes beliefs and self-reported behaviors about allocation of 

responsibility for breadwinning, children, and housework. The MES consists of 11 items. 

Responses are true or false. Those consistent with an equalitarian marriage receive a 1, 

while responses characteristic of a traditional one receive a 0. The score is a sum whose 

range is from 0 to 11. The higher the score, the more equalitarian is the marriage. The 

lower the score, the more traditional is the marriage. The mean was 5.67 among 
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professional women in dual career couples with young children (Gaddy, Glass, & 

Arnkoff, 1983). Internal consistency reliability in this study was inadequate with a 

Cronbach's alpha coefficient of .41. Consequently, interpretation of findings concerning 

Husband Support must be tentative. No internal consistency reliability data are available 

prior to this study. Additionally, a separate one item measure of adequacy of husband 

support (based on Mcintosh, 1991) guaged the perception of fairness in the marriage. 

Work Interference with Family and Family Interference with Work 

The instrument used to measure the work/family interference variables was 

Family Interference with Work/Work Interference with Family (FIW/WIF; Gutek et al., 

1991). It assesses the perception of conflict between work and family roles. It consists of 

two subscales: Family Interference with Work and Work Interference with Family. Each 

subscale has 4 items with response options on a 5 point scale from "strongly agree" (1) to 

"strongly disagree" (5). Consistent with previous research, items will be reverse scored. 

Each of the two scores represents the average of the items comprising that subscale. The 

range is from 1 to 5. A high score indicates a high level of perceived interference of the 

given domain with the other. 

The mean for WIF was 3.39 and 3.67, and for FIW 1.82 and 1.71. Concerning 

psychometrics, internal consistency reliability was adequate, with alpha coefficients of 

.81 and 83 for WIF, and .79 and .83 for FIW. One indication of construct validity is 

results of a factor analysis with varimax rotation, which confirmed the two factors 

represented by the subscales (Gutek et al., 1991). 
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In this study, internal consistency reliability of WIF was adequate and comparable 

to earlier studies with a Cronbach's alpha coefficient of .71. The internal consistency of 

FIW was inadequate with a coefficient alpha of .54. and weaker than in earlier studies. 

Consequently, interpretation must be tentative. 

Personal Strain 

Personal strain was measured using the total score of the Personal Strain 

Questionnaire (PSQ; Osipow & Spokane, 1992). It was developed to assess a broad 

range of difficulties associated with occupationally related stress, according to its authors. 

Additionally, it appears to be a measure of general distress (Russell & Eby, 1993). The 

PSQ consists of 4 subscales: vocational strain (impairment in work productivity, 

satisfaction or attendance), psychological strain (emotional discomfort), interpersonal 

strain (difficulty getting along with others at work or elsewhere), and physical strain 

(somatic complaints). 

The instrument has 40 statements pertaining to the individual's work or personal 

life. The responses are on a 5 point scale from "rarely or never true" (1) to "true most of 

the time" (5). The score is a sum of the responses, whose range is from 40 to 200. High 

scores indicate occupational stress, as well as general distress. 

Only one study has used this instrument among working women during the 

transition to parenthood. The mean was 79.84 for the total score (Hallett, 1995). The 

PSQ has acceptable test-retest reliability and internal consistency reliability. Each was 

.94 (Osipow & Spokane, 1992). In this study the internal consistency reliability of 

Personal Strain was very good with a Cronbach's alpha coefficient of .92. 
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Concerning construct validity, the number and nature of underlying dimensions is 

controversial. One factor analysis identified four factors. Specifically, two were different 

from those defined by the PSQ subscales: exhaustion (physical or psychological) and 

boredom. Two factors were similar to the PSQ subscales: physical strain and 

interpersonal strain (Osipow & Spokane, 1992). In contrast, authors of a review of career 

assessment instruments for women recommended conceptualizing the PSQ as one factor: 

work related difficulties (Russell & Eby, 1993). Another source of validity data has been 

correlational studies investigating the PSQ and criterion variables. The PSQ has 

meaningful relationships with several indices of job satisfaction (negative correlations) 

and burnout (positive correlations). Also, as an outcome measure in studies of stress 

reduction, the PSQ was sensitive to treatment effects (Osipow & Spokane, 1992). 

Supervisor Support 

Supervisor support was measured by the Supervisor Support Scale (SSS; Shinn et 

al., 1989). It evaluates supervisor support of subordinates'family responsibilities. This 

includes an emotional dimension ("was understanding or sympathetic"), as well as a 

practical one ("switched schedules to accommodate my family responsibilities"). The 

respondent rates how often in the past two months her supervisor has engaged in specific 

supportive behaviors. 

The SSS consists of 9 items. The five point frequency response scale is from 1 

(never) to 5 (very often). The score is the average of the responses, with a range from 1 

to 5. The higher the score, the greater the employee's perception of the supervisor as 

family-supportive. 
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This measure had a mean of 1.9 among married mothers with at least one child 

under 16 years (Shinn et al., 1989). Also, it had a greater mean (3.52) in a sample of 

women health professionals with at least one child at home. Internal consistency 

reliability is good, with coefficient alpha of .83 (Thomas & Ganster, 1995). The present 

study had a similar internal consistency reliability (.80). Finally, a one item measure 

adapted from Mcintosh (1991) assessed the adequacy of support from the supervisor. 

Organization Support 

Organization support was measured by the Organizational Response to Nonwork 

Scale (OSS; Kirchmeyer, 1995). It represents a typology of organizational practices 

regarding employees' nonwork lives. Its has three scales: Separation, Integration, and 

Respect. They measure three types of responses to employees' lives outside work, which 

organizational behavior theory defines. In separation responses, employers act as if 

workers' families do not exist ("the organization's main concern is with employees 

fulfilling their work responsibilities"). In contrast, employers' integration responses treat 

work and nonwork spheres as related and affecting each other. Additionally, the 

employer assumes some responsibility for aspects of employees' lives outside work (for 

example, onsite daycare for children). Respect responses also acknowledge a link 

between work and private lives. However, these policies provide employees with 

personal resources to manage multiple domains themselves (for example, flexible work 

hours). 

This instrument has three scores: Separation, Integration, and Respect. The OSS 

has 10 items. The four point response scale is from 1 (not typical of my organization) to 
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4 (very typical of my organization). Each of the three scores is the average of the 

responses on that subscale, with a range from 1 to 4. A high score suggests that the given 

type of response to employees' lives outside work is very characteristic of the individual's 

workplace. 

Means were 2.62 for Separation, 1.79 for Integration, and 2.22 for Respect scales. 

Internal consistency reliability was adequate, with coefficient alphas of .67, .67, and .75 

for Separation, Integration, and Respect scales respectively. In this study internal 

consistency reliability was similarly adequate for Separation (.70) and Respect (.79). 

However, internal consistency reliability was inadequate in the present study for 

Integration (.56). This suggests caution in interpreting results concerning Integration type 

of Organization Support. 

Regarding construct validity, factor analysis supported the existence of these three 

response types (Kirchmeyer, 1995). Also, a one item measure adapted from Mcintosh 

(1991) examined the adequacy of support from the organization. Finally, participants 

used a checklist (adapted from Thomas & Ganster, 1995, and Hallett (1995) to identify 

work/family programs offered in their organizations. 

Change in Work Role Salience 

Change in work role salience were measured with the Work Role Salience Scale 

(WRS; Greenhaus, 1973) as follows. First, participants responded to the scale in the 

traditional way. This had two purposes. One was to anchor participants' thinking about 

current work role salience, as a prelude to considering change in work role salience. The 

other purpose was for description of the sample. Next, to report change in work role 
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salience, participants rated the direction and strength of change in agreement with each 

item of the WRS, since becoming a mother. The 5 point scale is 0 for no perceived 

change during the transition to parenthood, 1 (or -1) for some more (or less), and 2 (or -2) 

for much more or less. A total change in work role salience score was calculated by 

summing the absolute value of each item. The range of the total change score is from 0 

to 54. High scores indicate a great deal of change in the importance of work in one's life 

during the transition to parenthood. Internal consistency reliability of Change in Work 

Role Salience was adequate with a Cronbach's coefficient alpha of .77. Neither norms 

nor psychometric data existed prior to this study, because its use of the WRS was 

exploratory. 

In its traditional use, the WRS consists of 27 items with responses from "strongly 

disagree" (1) to "strongly agree" (5). The score is the sum of the responses. The range of 

scores is from 27 to 135. A high score implies great centrality of career in one's life and 

self concept. 

WRS means for married, new first-time mothers have ranged from 71.92 to 84.92 

(Hallett, 1995; Hock & DeMeis, 1990). WRS appears psychometrically sound. It has 

good internal consistency reliability (coefficient alpha of .81 among college women) and 

long term test-retest reliability (r of .80 over 3 1/2 years post-partum among first-time 

mothers. Greenhaus, 1971; Hock & DeMeis, 1990). However, reliabilities are low of its 

three subscales: Relative Importance of Roles, Career Related Planning and Thinking, 

and General Attitudes Towards Work (Russell & Eby, 1993). 
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WRS seems to have adequate construct validity. Factor analysis with varimax 

rotation confirmed three factors: the importance of work in one's life, concern with 

advancement and planning for career, and general attitudes towards work (Greenhaus, 

1973). Also, three studies have offered evidence of the discriminant validity of this 

measure. Preference to be employed or remain at home was the primary indicator of 

differences in levels of career salience. There were four groups defined by 

preference/status of employment. The samples consisted of married, primiparous women 

(Hock & DeMeis, 1990; Hock, DeMeis, & McBride, 1988). 

Change in Work Values 

Change in work values was measured by the Work Aspect Preference Scale 

(WAPS; Pryor, 1983) as follows. First, participants responded to the scale in the 

traditional way. One purpose was to anchor participants' thinking about current work 

values as a prelude to considering change in work values. The other purpose was 

descriptive, to identify any values that are important to the group. Next, to report change 

in work values, participants rated the direction and strength of change in the importance 

of each item of the WAPS, since becoming a mother. The 5 point scale is 0 for no 

perceived change in importance during the transition to parenthood, 1 (or -1) for 

somewhat more (or less) important, and 2 (or -2) for much more (or less) important. A 

total change in work values score was calculated by summing the absolute value of each 

item. The range of the total change score is from 0 to 104. This operationalizatioii of 

change in values over time is similar to that of Kelly and Strupp (1992) with the Rokeach 

Value Survey. 
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Internal consistency reliability of Change in Work Values was excellent with a 

Cronbach's coefficient alpha of .94. Neither norms nor psychometric data existed prior to 

this study, because its use of Change in Work Values was exploratory. 

In its traditional use, the WAPS measures work values, that is, the degree of 

preference for work having certain characteristics, for example, secure work versus 

creative work. In vocational research, the typical use of the WAPS is normative, to 

compare the importance of values for different groups (e.g.. occupation, age, sex) and to 

investigate the relationship of work values to career variables. In counseling adults and 

adolescents, the purpose of the WAPS is to develop an individual profile of work values. 

A comparison of that individual profile to profiles of different occupations indicates a 

person's suitability for that work. It guides career exploration and problem solving. In 

this study, participants' individual and occupational profiles will undoubtedly be diverse. 

The WAPS consists of 13 subscales: Independence, Co-workers, Self-

development, Creativity, Money, Life Style, Prestige, Altruism, Security, Management, 

Detachment, Physical Activity, and Surroundings. 52 items comprise the measure. First, 

participants will rate their present work preferences. The respondent indicates the 

importance of different aspects of work on a 5 point scale ranging from 1 (quite 

unimportant) to 5 (extremely important). An individual's score for a subscale is the sum 

of responses to the four items comprising that subscale. The range is from 4 to 20. A 

high score indicates great importance to the individual of that value in the work domain. 

Concerning construct validity, the WAPS assesses constructs similar to those 

addressed by several widely used measures of work values: the Minnesota Importance 
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Questionnaire, Work Values Inventory, and Values Scale (Macnab & Fitzsimmons, 

1987). Also, social desirability does not appear to influence responses (Pryor, 1983). 

The results of factor analysis suggest the existence of three higher order values: nonwork 

orientation, human and personal concern, and freedom. Nonwork orientation is a concern 

that work should provide money to live without interference with the rest of life. Human 

and personal concern is an interest in people, as well as in minimizing risk. Freedom is a 

desire to initiate and innovate, rather than follow or implement others' plans (Pryor, 

1987). 

Research Design 

The general model of this study was a correlational design. Work/Family 

Interference (Work Interference with Family and Family Interference with Work), 

Supervisor Support, and Organization Support (Respect, Integration, and Separation) 

were the predictor variables. The dependent variables were: Work Interference with 

Family, Family Interference with Work, Personal Strain Symptoms, Change in the 

Meaning of Work (Change in Work Role Salience and Change in Work Values). The 

control variable was Husband Support. Socioeconomic status was to be included as a 

control variable, if prelimin ary analyses indicated it were useful. A multiple regression 

format estimated the predictive power of the predictor variables, after accounting for the 

variability of the control variables. 
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Hypotheses 

This study explored four research questions. The first research question was: 

1. Do husband support and workplace social support variables have an impact on 

work/family interference? The specific hypotheses tested to address this question were: 

A. Husband Support will account for a significant amount of variance in Family 

Interference with Work. Family Interference with Work will have a negative relationship 

to Husband Support. 

B. Supervisor Support, and Respect, Integration, and Separation types of Organization 

Support will account for a significant amount of variance in Work Interference with 

Family. Work Interference with Family will have a negative relationship with Supervisor 

Support, Respect, and Integration types of Organization Support. Work Interference with 

Family will have a positive relationship with Separation type of Organization Support. 

The second research question was: 

2. Do work/family interference and workplace social support variables have an impact on 

new mothers' distress? The specific hypothesis tested to address this question will be: 

Husband Support, Supervisor Support, Respect, Integration, and Separation types of 

Organization Support, Work Interference with Family, and Family Interference with 

Work will account for a significant amount of variance in Personal Strain. Work 

Interference with Family arid Family Interference with Work will have unique effects on 

Personal Strain, beyond the support variables. Personal Strain Symptoms will be 

positively related to Work Interference with Family, Family Interference with Work, and 
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the Separation type of Organization Support. Personal Strain Symptoms will be 

negatively related to Husband Support, Supervisor Support, and Organization Support 

types Respect and Integration. 

The third research question was: 

3. Do work/family interference and workplace social support variables have an impact on 

changes in the meaning of work for new mothers? The specific hypotheses tested to 

examine this question will be: 

A. Supervisor and Organization Support types Respect, Integration, and 

Separation, Work Interference with Family, and Family Interference with Work, will 

account for a significant amount of variance in Change in Work Role Salience. Work 

Interference with Family and Family Interference with Work will have unique effects on 

Change in Work Role Salience, beyond the support variables. Change in Work Role 

Salience will be positively related to Work Interference with Family, Family Interference 

with Work, and Separation type of Organization Support. Change in Work Role Salience 

will be negatively related to Supervisor Support and Organization Support types Respect 

and Integration. 

B. Supervisor and Organization Support types Respect, Integration, and 

Separation, Work Interference with Family, and Family Interference with Work, will 

account for a significant amount of variance in Change in Work Values. Work 

Interference with Family and Family Interference with Work will have unique effects on 

Change in Work Values, beyond the support variables. Change in Work Values will be 

positively related to Work Interference with Family and Family Interference with Work 
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and Separation type of Organization Support. Change in Work Values will be negatively 

related to Supervisor Support and Organization Support types Respect and Integration. 

The fourth research question was an exploratory one: Which work values change, 

and which are stable, during the transition to parenthood? Neither theory nor empirical 

evidence suggests hypotheses. For descriptive purposes, changes in specific values and 

higher order values will be examined to identify any values women perceive as changing, 

and any values they perceive as stable. 

Analyses 

Preliminary analyses were conducted to ascertain whether Socioeconomic Status 

was useful as a control variable. Correlations between Socioeconomic Status and these 

variables were examined: Work Interference with Family, Family Interference with 

Work, Personal Strain, Change in Work Role Salience, and Change in Work Values. If 

any correlations were significant, Socioeconomic Status would be included as a control 

variable. 

To address the research questions, five hierarchical multiple regression procedures 

were used in this study to examine the extent to which the predictor variables account for 

variance in 1) Work Interference with Family, 2) Family Interference with Work, 3) 

Personal Strain, 4) Change in Work Role Salience, 5) Change in Work Values. In each 

analysis, the block of control variables was entered first (Socioeconomic Status and 

Husband Support). The block of workplace support variables was entered next 

(Supervisor Support, Organization support types Respect, Separation, and Integration). 

In the last three analyses (Personal Strain, Change in Work Role Salience, Change in 
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Work Values), a third block of work/family interference variables was entered (Work 

Interference with Family and Family Interference with Work) to determine whether they 

added to the predictive power of the social support variables. 

Finally, descriptive data were examined to identify which work values are 

alterable in the transition to parenthood, and which appear stable. Variables examined 

were the thirteen subscales representing specific work values. 



CHAPTER HI 

RESULTS 

Description of the Sample 

A description of the characteristics of the sample is presented in Table 1. 

Selection criteria were: first-time mothers with one child or twins under two-years old, 

married and living with their husbands, at least 21 years-old, working outside the home a 

minimum of 35 hours weekly, and not self-employed. The purpose of these selection 

criteria was to control for factors believed to influence the management of work and 

family demands. The primiparity of the mother and the young age of the child(ren) 

defines the transition to parenthood stage of the family life cycle. Single women were 

excluded from the study, because they often experience more stress in motherhood than 

their married counterparts. Similarly, the minimum age requirement controlled for 

difficulties unique to teenage parenthood. Finally, participants could not be self-

employed, because one purpose of the study was to investigate the effects of workplace 

environments created by organizations. 

The majority (62.7%) of the 118 participants were in their 30s. No mothers of 

twins took part in the study. Nearly all participants (90.7%) were Caucasian. Most 

(85.6%) were in first marriages of less than five years (60.2%). Their children were 

equally divided between the sexes, and the majority (86.4%) were at least 7 months-old. 
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About one fourth of the mothers reported their babies had health problems, which caused 

parents a great deal of concern. 

This sample was middle class and upper-middle class. They were well-educated, 

with three fourths having at least a college degree. The majority earned a minimum of 

$25,000 annually, with household incomes exceeding $75,000. Employment for more 

than half the sample was in professional, administrative, or executive roles. The average 

weekly hours of work exceeded 40 for about one third of participants, which seemed 

consistent with the demands of those occupations. Most women (88.9%) had returned to 

work by the time their babies were 3 months old. While they worked, nearly all 

participants' children attended childcare centers. The majority (85.6%) considered these 

arrangements satisfactory. 

Recruitment was through childcare centers and newspaper announcements. One-

hundred and eighty packets were mailed to women who fit the screening criteria Mid had 

expressed interest in participating in the study. One-hundred and eighteen packets were 

completed and returned. The overall return rate of questionnaires was 66%. 

Descriptive Statistics for Measures 

Independent Variables 

Means, standard deviations, and ranges of scores for the four independent 

measures (Supervisor Support, Organization Support types Respect, Integration, and 

Separation) are presented in Table 2. 

Participants described their immediate supervisors as fairly practically and 

emotionally supportive of employees' combining work and family responsibilities, 
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according to ratings of specific supervisor behaviors in the preceding two months. 

Supervisor Support had a mean of 3.54 on a 1 to 5 scale, with higher scores representing 

greater supervisor support. This mean was similar to that found in an earlier study 

(Thomas & Ganster, 1995). Participants characterized as "often adequate" the support of 

their supervisors for balancing work and family demands. The mean of adequacy was 

4.18 on a 1 to 5 scale (see Table 5). Slightly over three fourths of participants responded 

their supervisors' support was "often enough" or "nearly all the time enough" to meet 

their needs (see Tables 1 and 2). 

Participants viewed the organizations in which they worked as moderately 

supportive. Organization Support consisted of a typology of organizational practices 

regarding employees' lives outside work. The three scales which comprise the 

Organization Response to Nonwork Scale are: Respect, Integration, and Separation. 

Respect indicates the employer acknowledges a link between work and private lives and 

provides employees with personal resources to manage by themselves multiple domains. 

Integration reflects the employer's acknowledgment of work and nonwork spheres as 

affecting each other. In contrast to Respect organizational practices, Integration policies 

assume some responsibility of the organization for employees' private lives, for example, 

providing onsite childcare. Separation practices are those that ignore workers' having 

families or nonwork lives. Means were 2.68 for Respect, 2.17 for Integration, and 2.30 

for Separation on a 1 to 4 scale with higher scores being very typical of the organization. 

The sample characterized as moderately adequate workplace support at the 

organization level (mean of 3.49 on a 1 to 5 scale with the higher number indicating 
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greater support). Barely a majority rated the adequacy of organization support as "often 

enough" or "nearly all the time enough" to meet their needs (Table 3). 

Table 4 reports the proportion of the sample whose employers offer benefits for 

combining work and family and the extent to which participants use them. The only 

programs for managing work and family used by a meaningful number of participants 

were flexible work schedules (52.1%), paid personal days (70.9%), and paid parental 

leave (40.2%). 

Control Variables 

Means, standard deviations, and ranges of scores for the two control variables are 

presented in Table 5. Wives characterized their husbands as moderately supportive. The 

mean of Husband Support was 7.40. The range of scores was from 3 to 10 with a 

possible range from 0 to 11. A high score represents an egalitarian marriage based on the 

wife's self-report. Beliefs and behaviors associated with equitable allocation of 

responsibilities for breadwinning, children, and housework reflect an egalitarian 

marriage. Marriages in this sample were more egalitarian than in the one prior study to 

use this instrument. Gaddy and her colleagues (1983) found a mean of 5.67 among wives 

in dual earner couples. The higher mean in the current study suggests spouses are sharing 

more parenting, housework, and financial support of the family compared to 15 years 

ago. Wives rated the adequacy of husbands' support as above average with a mean of 

3.71 on a 1 to 5 scale (Table 4). About two thirds of the sample characterized husband 

support as "often enough" or "nearly all the time enough" to meet their needs (Table 1). 
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Dependent Variables 

Means, standard deviations, and ranges of scores for the five dependent measures 

are presented in Table 6. The dependent variables consist of Family Interference with 

Work, Work Interference with Family, Personal Strain, Change in Work Role Salience, 

and Change in Work Values. 

Participants did not see themselves as distressed. The mean for Personal Strain of 

82.01 was comparable to earlier studies (79.84 in a similar sample in Hallett, 1995; 82.26 

in the norming sample of employed adults in Osipow & Spokane, 1992). 

Participants perceived a moderate amount of work interference with family with a 

mean of 3.10 on a 1 to 5 scale. This was similar to the WIF mean in two earlier studies 

(3.39 and 3.67 in Gutek et al., 1991). The new mothers seemed to experience only a 

modest amount of family interference with work. The mean of FIW was 2.30, somewhat 

higher than previous levels (1.82 and 1.71 in Gutek et al., 1991). Participants may have 

found their jobs more likely to intrude into family life than family responsibilities were to 

interfere with jobs. 

Participants reported a low to moderate amount of Change in Work Role Salience. 

The mean of Change in Work Role Salience was 17.60 on a 0 to 52 scale. The higher the 

score, the greater the change in the importance of work in one's life after becoming a 

mother. Estimating Change in Work Role Salience with retrospective reporting was an 

exploratory use of the Work Role Salience Instrument. Consequently, neither mean nor 

standard deviation was available for comparison. 
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Work is important to respondents. Present Work Role Salience had a mean of 

74.10, similar to two other samples of working women in the transition to parenthood 

(Hallett, 1995; Hock & DeMeis, 1990). Possible scores range from 27 to 135. A high 

score represents the centrality of work in one's personal identity and life. Present Work 

Role Salience also had adequate internal consistency reliability with a Cronbach's alpha 

coefficient of .81. 

A modest amount of Change in Work Values occurred for participants, as they 

became mothers. The mean of Change in Work Values was 30.73 on a scale of 0 to 104. 

The higher the score, the greater the change in work values during the transition to 

parenthood. Estimating Change in Work Values with retrospective reporting was an 

exploratory use of the Work Values Instrument. Consequently, neither mean nor standard 

deviation was available for comparison. 

Description of Work Values and Changes in Work Values 

One goal of the study was to identify which work values were most important to 

new mothers. Respondent ratings of current work values are presented in Table 7. The 

values were rank ordered by means. The means in the top half of the rankings were 

believed to represent work values more important than others to new, first-time mothers. 

They were: Security, Lifestyle, Self-Development, Detachment, Co-Workers and 

Independence. The range of scores for each value is 4 to 20. A high score indicates great 

importance to the individual of that value in the work domain. Security (mean of 16.52) 

is being able to keep one's job. Lifestyle and Detachment (means of 16.01 and 15.64 

respectively) suggest concern for separating work from the rest of one's life. These two 
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scales overlap a great deal conceptually and psychometrically (Pryor, 1983). Self-

Development (mean of 15.97) is building and using one's skills and abilities. Co-

workers (15.57) addresses receiving friendship and understanding from those with whom 

one works. Independence (14.86) is freedom to set the pace and schedule and determine 

how to accomplish tasks at work. 

Descriptive data were used to identify which values are alterable and which 

appear stable in the transition to parenthood. Alterable work values were believed to be 

those for which more than half of participants reported an increase or decrease in 

importance of the work value in the transition to parenthood. A summary of the 

magnitude and direction of change in the thirteen work values is presented in Table 8. 

Only a small percentage of participants reported decreases in the importance of any work 

values, when they became mothers. In contrast, participants characterized several work 

values as increasing in importance in the transition to parenthood: Detachment, Security, 

Life Style, Money, and Independence. Detachment is lack of involvement and 

commitment to work. Security is maintaining one's job. Life Style represents the desire 

to separate work from personal life. Money is concern for financial rewards from work. 

Independence is freedom to set the pace and schedule at work and to determine how to 

accomplish tasks. The transition to parenthood intensified the need to earn income to 

support one's life while interfering as little as possible with it. The only higher order 

factor which appeared to change in this study was Nonwork Orientation. This consisted 

of the values Detachment, Life Style, and Money (Pryor, 1990). 
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In contrast, several work values appeared stable in the transition to parenthood. 

Less than half the sample reported any change in the importance of these aspects of their 

jobs: Co-Workers, Creativity, Prestige, Physical Activity, and Management. Co-workers 

is a desire to receive friendship and understanding from those with whom one works. 

Creativity is a desire to develop something original on the job, either to create something 

aesthetic or novel solutions to problems. Prestige represents a desire for work which 

brings recognition. Physical Activity is motoric exertion on the job. Management 

involves a concern for planning and organizing the work of others. These work values 

also seemed stable in the transition to parenthood: Self-Development, Surroundings, and 

Altruism. Although slightly more than half the sample may have reported change in the 

value, the average amount of change was small. 

Correlation Analysis 

Multicollinearity is a problem which can occur when using correlation based 

analytical techniques such as regression. Multicollinearity exists when two or more 

independent variables are highly correlated in a study. Although independent variables in 

social science research are often correlated, the problem of multicollinearity can cause 

difficulty in interpretation of results. The method of detecting multicollinearity in a data 

set is to examine the correlation matrix of a set of variables to see if any two variables are 

highly correlated. Any bivariate correlation which reaches .80 is most likely affecting the 

data set. Variables exceeding this level of relation should be considered to measure the 

same construct. Some redundant variables should be eliminated to reduce the risk of 

multicollinearity (Tabachnick & Fidel, 1983). 
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A correlation matrix of all variables in the regression analyses is presented in 

Table 9. Multicollinearity does not exist in this study. 

Nevertheless, several relationships among variables were noteworthy. For 

example, greater Supervisor Support was associated with more Respect type Organization 

Support. Behaviors reported in Supervisor Support (flexibility in scheduling, juggling 

duties, helping employee figure out how to solve a problem, emotionally supportive, 

sharing ideas or advice) are similar to the organization practices in the Respect type 

Organization Support scale. They include flextime, telecommuting, and sensitivity to 

personal time such as minimizing weekend travel. Mutual influence between Supervisor 

Support and Organization Support seems likely. Organizational culture affects supervisor 

attitudes and actions. At the same time, supervisors contribute to organization climate 

and are responsible for implementing some organization policies. 

Some scales of the Organization Support instrument overlap. In the present study, 

the relationship was positive between the independent variables Respect and Integration 

types of Organization Support. More Respect responses in the workplace went hand in 

hand with more Integration policies. Respect responses acknowledge a link between 

work and private lives and empower employees to manage multiple domains (for 

example, flexible work hours). Integration policies treat work and family spheres as 

affecting each other and assume some employer responsibility for aspects of employees' 

lives outside work (for example, onsite childcare). The only study prior to this using all 

three scales did not examine intercorrelations. However, the three types of organization 

responses to the work-nonwork boundary were distinct, according to a factor analysis in 
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that study (Kirchmeyer, 1995). The more characteristic of the workplace Respect 

responses are, the less typical are Separation are practices. In the typology of 

organizational practices regarding employees private lives, Separation responses assume 

workers' families do not exist. In contrast, Respect responses acknowledge a link 

between work and private lives and empower employees to manage multiple domains. 

The highest correlation observed among dependent variables was between Change 

in Work Role. Salience and Change in Work Values. This is not surprising. Both 

addressed change in work attitudes during the transition to motherhood. Each measure 

contains items concerning dealing with competing demands between family and job. 

Correlation analysis also examined relationships between the measures of social 

support from husband, supervisor, and organization and the perceived adequacy of 

support from those three sources (see Table 10). The Adequacy of Supervisor item and 

the Supervisor Support measure overlap. Also, Adequacy of Organization Support has a 

positive relationship with Respect type of Organization Support and a negative one with 

Separation. Providing employees with personal resources to manage their work and 

family responsibilities appeared to be desirable policies. In contrast, Separation policies, 

which refuse to acknowledge workers' outside lives, seemed undesirable practices. 

Although the judgment of adequacy is related to the amount of particular attitudes and 

behaviors of the source of support, neither conceptualization offers a complete picture of 

social support. 
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Preliminary Analysis 

Preliminary analyses were conducted to determine the usefulness of 

Socioeconomic Status as a control variable. Results suggested new mothers were more 

likely to experience problems at work, in relationships, and in mental and physical health, 

if they and their husbands had less education and lower status jobs. Families with limited 

resources, compared to those with more income, may have greater difficulty finding 

quality childcare or help with housework. Socioeconomic status had a statistically 

significant and negative correlation with the dependent variable Personal Strain (r = -

.212). The correlation was below the cutoff of .30 typically used to interpret 

meaningfulness. Nevertheless, the relationship was of sufficient magnitude to include 

Socioeconomic Status as a control variable in the multiple regression procedures. 

Principal Analyses 

The hypotheses of this study were tested using hierarchical multiple regression 

procedures to examine the extent to which the predictor variables accounted for variance 

in each of the dependent variables: Work Interference with Family, Family Interference 

with Work, Personal Strain, Change in Work Role Salience, and Change in Work Values. 

In each analysis the block of control variables, Socioeconomic Status and Husband 

Support, was entered first. The block of workplace support variables was entered next 

(Supervisor Support and Respect, Separation, and Integration types of organization 

support). In the analyses with the dependent variables Personal Strain, Change in Work 

Role Salience, and Change in Work, a third block consisting of work/family interference 
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variables was entered to determine whether they added to the predictive power of the 

social support variables. 

None of the blocks of variables was a significant predictor of Family Interference 

with Work, Work Interference with Family, or Change in Work Role Salience. Only the 

work/family interference block of variables was a significant predictor of Personal Strain. 

Only the block of control variables was a significant predictor of Change in Work Values. 

Multiple regression is evaluated in part by whether a combination of variables 

provides more explanatory power than individual variables. Relevant correlations are 

included in tables reporting results of principal analyses. 

Results of Regression Analysis for Family Interference With Work 

None of the blocks of variables was a significant predictor of Family Interference 

with Work. A summary of the final regression model for the dependent variable Family 

Interference with Work is presented in Table 11. The first block of control variables was 

not a significant predictor of Family Interference with Work and accounted for only 1.3 

% of the variance. Contrary to expectations, the control variables Socioeconomic Status 

and Husband Support did not contribute to the variability of Family Interference with 

Work. The four workplace support variables of Supervisor Support, and Respect, 

Integration, and Separation types of organization support were then entered 

simultaneously as the second block to determine if they could enhance the prediction. 

The addition of this block did not improve the prediction (change in R2 = .022). Caution 

in interpretation of findings concerning Husband Support, Integration, and Family 
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Interference with Work is warranted, because internal consistency reliability was 

inadequate in this study. 

Results of Regression Analysis for Work Interference With Family 

None of the blocks of variables was a significant predictor of Work Interference 

with Family. A summary of the final regression model for the dependent variable Work 

Interference with Family is presented in Table 12. The block of control variables 

Socioeconomic Status and Husband Support was not a significant predictor of Work 

Interference with Family and accounted for only 0.7% of the variance. Contrary to 

expectations, the control variables Socioeconomic Status and Husband Support did not 

contribute to the variability of work interference with family. The four workplace 

support variables of Supervisor Support, and Respect, Integration, and Separation types 

of organization support were then entered simultaneously as the second block to 

determine if they could enhance the prediction. The addition of this block did not 

improve the prediction (change in R2 = .032). Caution in interpretation of findings 

concerning Integration and Husband Support is necessary, because internal consistency 

reliability was inadequate in this study. 

Results of Regression Analysis for Personal Strain 

Only the work/family interference block of variables was a significant predictor of 

Personal Strain. A summary of the final regression model for the dependent variable 

Personal Strain is presented in Table 13. The block of control variables socioeconomic 

status and husband support was not a significant predictor of personal strain and 

accounted for only 4.8% of the variance. Contrary to expectations, the control variables 
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Socioeconomic Status and Husband Support did not contribute to the variability of 

Personal Strain. The four workplace support variables of Supervisor Support, and 

Respect, Integration, and Separation types of organization support were then entered 

simultaneously as the second block to determine if they could enhance the prediction. 

The addition of this block did not improve the prediction (change in R2 = .023). The 

block of two work/family interference variables was then entered to determine if they 

could enhance the prediction. The addition of this block substantially improved the 

prediction (change in R2 = .178) with 24.9% of the variance accounted for by the total 

model. One variable, Family Interference with Work, emerged as an important 

contributor to the variability in Personal Strain. This finding indicated the family 

domain's spillover into the job contributed to problems in relationships, the job, or 

emotional or physical health. Caution in interpretation of findings concerning Husband 

Support, Integration, and Family Interference with Work is warranted, because internal 

consistency reliability was inadequate in this study. 

In comparison to the regression multiple correlation, zero-order correlations show 

that Socioeconomic Status, Work Interference with Family, and Family Interference with 

Work are significantly related to Personal Strain (SES r = -.212 WIF r = .221 FIW r = 

.420). Comparing the highest individual correlation in this set of relationships (r = .420) 

to the overall regression multiple correlation (R = .499) indicates the application of 

regression analysis techniques slightly improved the prediction of Strain. 
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Results of Regression Analysis for Change in Work Role Salience 

None of the blocks of variables was a significant predictor of Change in Work 

Role Salience. A summary of the final regression model for the dependent variable 

Change in Work Role Salience is presented in Table 14. The block of control variables, 

which was entered first, was not a significant predictor of Change in Work Role Salience 

and accounted for only 3.0 % of the variance. Contrary to expectations, the control 

variables Socioeconomic Status and Husband Support did not contribute to the variability 

of change in the importance of work in one's life. The four workplace support variables 

of Supervisor Support, and Respect, Integration, and Separation types of organization 

support were then entered simultaneously as the second block to determine if they could 

enhance the prediction. The addition of this block did not improve the prediction (change 

in R2 = .069). The third block, which consisted of two work/family interference 

variables, was then entered to determine if they could enhance the prediction. The 

addition of this block did not improve the prediction (change in R2 = .027) with 12.5% of 

the variance accounted for by the total model. Caution in interpretation of findings 

concerning Husband Support, Integration, and Family Interference with Work is 

warranted, because internal consistency reliability was inadequate in this study. 

Results of Regression Analysis for Change in Work Values 

Only the block of control variables was a significant predictor of Change in Work 

Values. A summary of the final regression model for the dependent variable Change in 

Work Values is presented in Table 15. The first block of control variables was a 

significant predictor of Change in Work Values and accounted for 6.1% of the variance. 
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Lack of husband support was a contributor to variability in Change in Work Values. 

Lack of husband support was conceptualized as a traditional allocation of household and 

parenting responsibilities reflected in a low score on the Marital Equalitarianism Scale 

(sic). Contrary to expectations, the control variable Socioeconomic Status did not 

contribute to the variability of change in the work values. The four workplace support 

variables of Supervisor Support, and Respect, Integration, and Separation types of 

organization support were then entered simultaneously as the second block to determine 

if they could enhance the prediction. The addition of this block did not improve the 

prediction (change in R2 = .022). The third block of variables consisting of two 

work/family interference variables was entered to determine if they could enhance the 

prediction. The addition of the independent variables Work Interference with Family and 

Family Interference with Work did not improve the prediction (change in R2 = .036) with 

only 11.9% of the variance accounted for by the total model. Caution in interpretation of 

findings concerning Husband Support, Integration, and Family Interference with Work is 

warranted, because internal consistency reliability was inadequate in this study. 

Zero-order correlations show that Husband Support and Work Interference with 

Family are significantly related to Change in Work Values (HSUP r = -.240 WIF r = 

.186). Comparing the highest individual correlation in this set of relationships (r = -.240) 

to the overall regression multiple correlation (r = .346) indicates the application of 

regression analysis techniques improved the prediction of Change in Work Values 

beyond any individual variable. 
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Additional Analyses 

Because it was thought the importance of social support might depend on the 

amount of work/family interference experienced, exploratory analyses were conducted. 

Their purpose was to investigate whether interaction variables improved the prediction of 

the two variables comprising change in the meaning of work. Hierarchical regression 

analyses were conducted that entered interactions of social support and work/family 

interference after entering the variables in the proposed model. The block of variables 

used in the primary analyses was entered first. A block of variables measuring the 

interaction of social support and work/family interference was entered next. Interaction 

variables were formed by taking the products of z-score transformations of the support 

variables (Supervisor Support, Separation, Respect, and Integration types of Organization 

Support) with Family Interference with Work and Work Interference with Family. The 

addition of the interaction variables did not improve the prediction of Change in Work 

Role Salience (F 1.534, n. s.). The hierarchical regression procedure was repeated with 

Change in Work Values as the dependent variable. The addition of the interaction 

variables did not improve the prediction of Change in Work Values (F 1.445, n. s.). The 

interaction variables were not useful in predicting changes in work role salience or work 

values. 

Because the proposed model was not useful for the prediction of variables 

measuring change in the meaning of work, exploratory analyses were conducted using 

stepwise regression. Stepwise regression is an exploratory technique that can be helpful 

for model building (Tabachnick & Fidell, 1989). Stepwise regression was used to 
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identify the variables which were the best predictors of change in the meaning of work. 

Results must be interpreted cautiously, because the technique capitalizes on chance and 

may overfit data, and the proposed model was not significant. Predictor variables 

included were control variables Demographics and Husband Support, Work Interference 

with Family, Family Interference with Work, Supervisor Support, the three types of 

Organization Support (Respect, Integration, Separation), interaction variables of sources 

of social support and work/family interference (Supervisor Support and Family 

Interference with Work, Supervisor Support and Work Interference with Family, 

Separation type Organization Support and Family Interference with Work, Respect type 

Organization Support and Family Interference with Work, Integration type Organization 

Support and Family Interference with Work, Separation type Organization Support and 

Work Interference with Family, Respect type Organization Support and Work 

Interference with Family, Integration type Organization Support and Work Interference 

with Family) and Personal Strain. Personal Strain was added, because it had the highest 

zero-order correlation with the variables measuring change in the meaning of work. 

Table 16 presents the results of the stepwise regression model for the dependent 

variable Change in Work Role Salience. In the first step, Strain was entered and 

accounted for 8.7% of the variance in Change in Work Role Salience. In the second step, 

the interaction of Supervisor Support and Family Interference with Work was entered 

(change in R2 = .037). The multiplicative effect of the variables FIW and Supervisor 

Support was more predictive than either variable alone. In the third step, Husband 

Support was entered (change in R2 = .030) with 15.3% of the variance accounted for by 
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the total model. All three variables were retained in the final step, and the beta weights 

indicate Strain was the most important predictor of Change in Work Role Salience, 

followed by the interaction of Supervisor Support and Family Interference with Work and 

Husband Support. These results must be interpreted with caution, because stepwise 

regression, compared to hierarchical regression, capitalizes more on chance variability. 

The relationship is negative between the predictor variable Interaction of 

Supervisor Support and Family Interference with Work and the dependent variable 

Change in Work Role Salience. Examination of this variable revealed that when 

Supervisor Support is low, Family Interference with Work is related to Change in Work 

Role Salience. However, when Supervisor Support is high, Family Interference with 

Work is not a predictor of Change in Work Role Salience. The relationship between the 

predictor variable Husband Support and the dependent variable Change in Work Role 

Salience is negative. The less egalitarian the marriage, that is, the more traditional the 

division of responsibilities, the greater is the change in the importance of work in the new 

mother's identity. These results must be interpreted with caution, because stepwise 

regression, compared to hierarchical regression, capitalizes more on chance variability. 

Table 17 presents the results of the stepwise regression model for the dependent 

variable Change in Work Values, the second dimension of change in the meaning of work 

investigated in this study. In the first step, Husband Support was entered and accounted 

for 5.7% of the variance in Change in Work Values. In the second step, Work 

Interference with Family was entered (change in R2 = .039). In the third step, the 

interaction of Supervisor Support and Family Interference with Work was entered 
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(change in R2 = .031) with 12.7% of the variance accounted for by the total model. The 

multiplicative effect of the variables Supervisor Support and FIW was more predictive 

than either variable alone. All three variables were retained in the final step, and the beta 

weights indicate Husband Support was the most important predictor of Change in Work 

Values, followed by Work Interference with Family, and the interaction of Supervisor 

Support and Family Interference with Work. These results must be interpreted with 

caution, because stepwise regression capitalizes more on chance variability than 

hierarchical regression. 

The relationship is negative between the predictor variable Husband Support and 

the dependent variable Change in Work Values. The less egalitarian the marriage, that is, 

the more traditional the division of responsibilities, the greater is the change in work 

values. The relationship is negative between the predictor variable Interaction of 

Supervisor Support and Family Interference with Work and the dependent variable 

Change in Work Values. Examination of this variable revealed that when Supervisor 

Support is low, Family Interference with Work is related to Change in Work Values. 

However, when Supervisor Support is high, Family Interference with Work is not a 

predictor of Change in Work Values. 

Summary of Findings 

Personal adjustment was good among new, first-time mothers. They experienced 

a moderate level of interference between work and family. Furthermore, they reported 

fewer adjustment difficulties than employed adults typically experience. Descriptive data 

identified which values are alterable and which appear stable in the transition to 
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parenthood. The former were: Detachment, Security, Life Style, Money, and 

Independence. Changes in work values consisted of increased importance. Only a small 

percentage of participants reported decreases in the importance of any work values, when 

they became mothers. 

Family interference with work predicted strain, specifically, problems with work, 

relationships, or mental or physical health. Lack of social support from husbands, 

conceptualized as women assuming a disproportionate share of family responsibilities, 

was the only important contributor to Change in Work Values. However, the data did not 

support hypotheses concerning the impact of social support variables on work/family 

interference nor adjustment. Also, results did not support the hypothesis that social 

support and work/family interference would account for a significant amount of variance 

in Change in Work Role Salience. 

Exploratory analyses suggested Strain, the interaction of Supervisor Support and 

Family Interference with Work, and lack of Husband Support contributed to Change in 

Work Role Salience. The relationship was negative between the interaction variable and 

the dependent variable, as well as Husband Support and the dependent variable. 

Exploratory analyses also raised the possibility that lack of Husband Support, Work 

Interference with Family, and the interaction of Supervisor Support and Family 

Interference with Work contributed to Change in Work Values. The relationship was 

negative between the interaction variable and the dependent variable, as well as Husband 

Support and the dependent variable. 



CHAPTER IV 

DISCUSSION 

The purpose of this study was to describe the relative importance of aspects of the 

occupational environment in predicting changes in the meaning of work during the 

transition to parenthood. The aspects of the work environment under investigation were 

mutual interference between work and family as well as social support for combining 

work and family from organization and supervisor. 

The previous research was extended by exploring changes in work role salience 

and work values. These are important but rarely investigated psychological dimensions 

of career development. Methodology of prior research was refined by using workplace 

social support measures with theoretical bases to address specific supervisor behaviors 

and organizational practices and policies. In contrast, measures used in prior studies were 

atheoretical and global. Another advance in methodology was controlling for husband 

support, an important factor in women's adjustment during the transition to parenthood. 

Four specific research questions were addressed. The first was whether 

work/family interference could be predicted by husband support and workplace social 

support. The results of this study did not support the hypothesis that Husband Support 

would account for a significant amount of variance in Family Interference with Work. 

Additionally, the results did not support the hypothesis that Supervisor Support, and 
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Respect, Integration, and Separation types of Organization Support would account for a 

significant amount of variance in Work Interference with Family. 

The second research question was whether new mothers' distress could be 

predicted by work/family interference and workplace social support. Results of this study 

provided partial support for the hypothesis that Husband Support, Supervisor Support, 

Respect, Integration, and Separation types of Organization Support, Work Interference 

with Family, and Family Interference with Work would account for a significant amount 

of variance in Personal Strain. Only Family Interference with Work emerged as a 

significant predictor in the expected positive direction. When family responsibilities 

impinge on the job, difficulties in the work role, relationships, and mental and physical 

health may occur. 

The third research question was whether changes in the meaning of work could be 

predicted by work/family interference and workplace social support. The results of this 

study did not support the hypothesis that Supervisor and Organization Support types 

Respect, Integration, and Separation, Work Interference with Family, and Family 

Interference with Work, would account for a significant amount of variance in Change in 

Work Role Salience. However, the results of this study provided partial support for the 

hypothesis that Supervisor and Organization Support types Respect, Integration, and 

Separation, Work Interference with Family, and Family Interference with Work, would 

account for a significant amount of variance in Change in Work Values. Only the control 

variable Husband Support was a significant predictor. Having a marriage in which the 
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wife assumes greater responsibility than her husband for parenting and household tasks 

contributed to her altering work values. 

The fourth research question was an exploratory one to identify which work 

values change, and which are stable during the transition to parenthood. The aspects of 

work whose importance increased in the transition to parenthood were: Detachment, 

Security, Life Style, Money, and Independence. The remaining work values appeared 

stable as women became mothers. No work values declined in importance for most 

participants. 

Exploratory analyses suggested several factors contributed to a re-evaluation of 

the centrality of work in new mothers' identities. They were: life strain, which consisted 

of problems in mental or physical health, relationships, and at work; lack of supervisor 

support for combining work and family, when family spills over into work; and enacting 

traditional marital roles. Exploratory analyses also identified the following predictors of 

a changes in work values: division of responsibilities in marriage based on gender role 

stereotypes, work interference with family, and lack of supervisor support for juggling 

work and family combined with family interference with work. 

Participants were adjusting well to their multiple roles. They viewed supervisors 

as quite supportive of mothers' efforts to meet multiple role demands. However, they 

regarded organizations as only moderately supportive. Although the sample revealed 

marital role expectations and behaviors which were more egalitarian than traditional, 

many regarded the social support from the workplace and their husbands as inadequate. 
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The results point to several issues which warrant discussion. First, adjustment 

and work environments are important and may limit generalization of results. Second, 

results described participants' work values and changes during the transition to 

parenthood. Third, the results of testing of research questions and exploratory analyses 

suggest important variables that influence the meaning of work for women, as they 

become mothers. Fourth, the results suggest ideas about career related coping occurring 

during the transition to parenthood. Finally, conceptual and methodological issues of the 

study will be discussed, along with limitations and directions for future research. 

Adjustment in the Sample 

Participants appeared to be functioning well. As a group they reported a level of 

adjustment difficulties similar to the norm for employed adults. Life strain seems low, 

given the very demanding nature of early parenthood. An earlier study found a similar 

level of functioning among new, first-time mothers (Hallett, 1995). 

Women in the study experienced a moderate amount of work/family interference. 

They perceived demands, preoccupation, or time and energy in one domain detracting 

from the other. The level of work/family interference was similar to some earlier studies 

(Duxbury & Higgins, 1994; Gutek, et al., 1991; Hallett, 1995). Nevertheless, the degree 

of work/family conflict and distress among women who qualified for the study, but did 

not participate, is unknown. Level of functioning may have influenced self-selection. 

The finding of a moderate level of work/family conflict coupled with a low level 

of personal strain suggested participants experienced role interference, yet dealt with it to 

minimize negative consequences for health, work, and relationships. This is consistent 
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with the view of the transition to parenthood as a period of adjustment rather than crisis. 

Most new mothers can meet many multiple responsibilities. Others cannot. Difficulty 

managing demands, rather than the demands themselves, causes distress. 

The resources available to the women in this sample may have facilitated their 

minimizing distress in the transition to parenthood. The majority were well-educated and 

held professional or managerial jobs. Perhaps those jobs have more flexible schedules, 

greater autonomy, and more financial and psychological rewards compared to 

nonprofessional jobs. Finally, their income undoubtedly allowed them access to quality 

childcare. 

The ability to manage demands and positive adjustment support the enhancement 

hypothesis of the multiple roles perspective in the work/family interface literature. The 

enhancement hypothesis is that the benefits of employment outweigh problems associated 

with it. 

Contributor to Life Strain 

New mothers in the study experienced only moderate strain. However, to the 

extent family obligations interfered with work, women had problems in interpersonal or 

work domains, or in physical or mental health. The intrusion of parenting responsibilities 

into work undoubtedly began recently for new, first-time mothers. Consequently, they 

have not yet created routines to deal effectively with family spillover into the workplace. 

Babies' needs are immediate and pressing, and sources of help in caring for young 

children are limited. Inadequate coping mechanisms for family interference with work 

could have caused strain, which jeopardized well-being. In contrast, participants 
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undoubtedly anticipated work interference with family and made accommodations in 

their jobs prior to birth to deal with work interference with family. 

Alternatively, family interference with work may have resulted in work 

adjustment problems, such as poor job performance. Formal and informal performance 

evaluations by self and others occur frequently in many jobs. Poor performance may 

have immediate or long term consequences including: worry or other symptoms of 

distress, interpersonal conflict at work, denial of a raise, loss of a promotion, a demotion, 

threat of termination. 

The contribution of family interference with work to adjustment difficulties is 

consistent with the empirical literature concerning negative consequences of work/family 

conflict (Greenhaus et al., 1989; Hallett, 1995; Kopelman et al., 1983; Matsui et al., 1995; 

Nelson et al., 1990; Watkins & Subich, 1995). The link in the present study between 

family interference with work and problems in personal adjustment supports the 

work/family conflict model of distress. In this model, conflict between job and parenting 

roles produces negative consequences in emotional, physical, and behavioral strains 

(Greenhaus, 1988). Difficulties in relationships and work assessed by the Personal Strain 

measure in the present study seem similar to Greenhaus1 concept of behavioral strains. 

The finding that the intrusion of family demands into work predicted strain in 

various domains identifies a circumstance under which the scarcity hypothesis applies. 

According to the scarcity hypothesis, multiple roles bring incompatible demands. The 

more roles a person occupies, the less energy he or she has, which threatens well-being. 
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Additionally, the quality of the role experience determines whether multiple roles have a 

positive or negative effect on the individual (Pleck, 1995). 

Change in Work Values 

This was the first study of work values among mothers. They reported a modest 

amount of change in work values. The work values which became more important for a 

majority of the new mothers reflect common sense. Aspects of work became more 

desirable to the extent they enabled the employee to fulfill family obligations by limiting 

work (Detachment and Life Style), or by determining the work schedule and procedures 

for accomplishing tasks (Independence). Other values whose importance increased in the 

transition to parenthood were supporting the family financially by keeping the job 

(Security) and maximizing income (Money). Only one higher order value appeared to 

change in the transition to motherhood: Nonwork Orientation (Detachment, Life Style, 

and Money). This reflects concern that work should provide money to live without 

interference with the rest of life. 

In this study, the values which changed became the most critical ones to 

employees embarking on motherhood. However, they identified Self-Development and 

Co-Workers as both important and stable. Work provides opportunities for learning new 

skills and meeting challenges. That may have psychological benefits as well as future 

financial rewards or job security. After becoming mothers, women continue to value the 

social experience of work, including communication, relationships, and practical 

assistance with tasks. 
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These findings are consistent with the conceptualization of instability in work 

values as change in the hierarchy of values. Hierarchy refers to the precedence of one 

value over another, when circumstances require a choice. Consequently, hierarchy is 

sensitive to situation (Pryor, 1990). 

One important finding is that only a small percentage of participants characterized 

any work values as decreasing in importance in the transition to parenthood. The same 

aspects of work important to women prior to motherhood continued to be important after 

they had children. No loss of interest or involvement in career occurred. Instead, 

changes in work values reflected a new need to accommodate family to employment. 

In an alternative conceptualization of the organization of work values, Pryor 

described value systems as a cluster of values. He made no predictions about the stability 

of value clusters. In this study, several work values, including the higher order value 

Nonwork Orientation, became more important to new mothers. Some continued to be 

important. However, the critical work values do not match the higher order factors 

identified by Pryor (1990). Perhaps the conceptualization of systems or clusters of work 

values, which emerge in response to family life cycle or career development and 

environmental factors such as social support, warrants further development. 

Contributors to Work Values Shift 

Marital role quality. The Marital Equalitarianism Scale (sic.) was the measure 

used to assess social support from husbands. The higher the score, the more husbands 

participated in family work. The less the social support from husbands, the greater the 

predicted change in their wives' work values. This was the first empirical study of change 
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in work values during the family life cycle. Results supported Pryor's idea that 

individuals will alter work values in response to changing life roles (1990). 

Results of this study suggested husband support, defined as sharing of parenting 

and housework, is critical to how wives manage their careers. In an extensive review of 

the literature on dual earner couples, Gilbert (1994) identified spouse support as a key to 

individual and family well-being. However, at the extremes of the socioeconomic 

spectrum, an egalitarian marriage may have less impact on women's careers. Very 

wealthy women can afford to pay others to help with family work. Consequently, they 

may expect less from husbands than middle and upper-middle class women. Women 

with low income and minimal education may consider their work as only a second 

income. Viewing their husbands as primary breadwinners, these women may be less 

likely to expect husbands to participate equally in family work. 

Domain specificity and spillover are two principles of social support in the 

work/family literature. Results from this study suggest social support for work/family 

integration has spillover to one domain of effects provided in the other. The absence of 

husband support for new mothers' managing dual roles altered their work values and 

work role salience. The alternative idea, which this study did not support, is domain 

specificity. The domain specificity hypothesis is that social support is most important in 

the arena where its donor plays a major role (Shinn et al., 1989; Wong, 1985/1986). 

Results of this study indicate the transition to parenthood is a time of adaptation 

(Belsky & Kelly, 1994). The link between division of labor in the marriage and the 

magnitude of change in the wife's work values in this study is evidence for Belsky's 



112 

description of marital roles in the transition to parenthood. He found new parents attempt 

to balance work and home life by deciding who does what at home and who makes career 

sacrifices. A substantial proportion of participants in this study, according to the 

characterization of husband support as only fairly adequate, do not share their husbands 

gender role ideologies. This disagreement about the respective behaviors and emotions 

of husbands and wives in family work calls for renegotiation of the division of child 

rearing and household tasks. Assuming a disproportionate share of family 

responsibilities is the greatest limit to women's career achievement, according to Betz and 

Fitzgerald (1987). Alternatively, some women may change their gender role ideologies 

after becoming mothers. This would reduce their expectations about an egalitarian 

division of labor. A shared vision of gender role ideology is important. Disagreement 

about gender role ideology caused marital problems in new parents (Belsky & Kelly, 

1994). 

Role conflict and supervisor support. Exploratory analyses identified two factors 

in addition to marital role quality, which predicted the magnitude of change in work 

values in the transition to parenthood. One was work interference with family life. The 

other was the interaction of family interference with work and supervisor support. When 

women perceive family interference with work, they may be reacting to problems in the 

family. Examples would be the child's illness or the mother's exhaustion from night 

feedings for an infant. Alternatively, the mother may have not been able to delegate 

family duties. Having a supervisor supportive of handling both domains is critical, when 

distress occurs in the family or when assistance is unavailable at home. The Supervisor 
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Support measure in this study has two dimensions, which characterize effective social 

support. One is global and emotional support, including sympathy and listening. The 

other dimension is specific and instrumental social support, such as juggling work duties 

to accommodate the employee's family schedule. This study concluded women altered 

their work values, depending on their perception of work/family conflict and the extent of 

practical and emotional help from their husbands and supervisors with dual roles. 

Current work values theory does not account for environmental influences on 

values. The focus has been on values as internal phenomena. This study extends work 

values theory by suggesting external influences such as relationships, specifically, marital 

role quality, and characteristics of the workplace itself, for example, supervisor behaviors 

and attitudes. 

Change in the Meaning of Work 

Two dimensions of the meaning of work are work role salience and work values. 

Important contributors to changes in the meaning of work in the transition to parenthood 

appear to be interference between work and family, life strain, and social support from 

husband and supervisor. Supervisor support, which is specific to employees' combining 

work and family, may influence changes in the meaning of work only when family 

demands are interfering with work. Organization support did not contribute to change in 

the meaning of work in this study. This result was surprising. One reason may be that 

supervisors are often gatekeepers for organization policies in encouraging or discouraging 

their use. In the absence of family-oriented organization policies, supervisors may create 

informal accommodations to family obligations, for example, occasional telecommuting 
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or flextime. Also, emotionally supportive behaviors by supervisors such as listening or 

offering sympathy to employees juggling work and family demands may influence 

employee perceptions of organization climate. 

Alternatively, that organization support was not a predictor of change in the 

meaning of work may be due to conceptualization or psychometric properties of the 

measure. The Organization Support measure may not have operationalized the complex 

theory of organization responses to employees' lives outside work. Also, internal 

consistency reliability was low for the Integration type of Organization Support. 

Contributors to Change in Work Role Salience 

Several factors contributed to change in work role salience: personal strain, 

consisting of problems in w ork, relationships, and mental and physical health, along with 

a lack of supervisor support in the face of family demands interfering with work, and 

fulfilling a traditional feminine marital role. The results of this study add to the theory of 

work role salience by suggesting it may change in response to family status and the extent 

of social support for dual roles. Vocational psychology has not dealt with fluctuations in 

work role salience in adult career development. Also, the literature has not identified 

working conditions and organization practices which enhance employees' work role 

salience (Noe et al., 1990). 

This study raises the possibility that some dimensions of work motivation (such as 

work needs, values, preferences, perhaps role salience) are states. In contrast, Betz and 

Fitzgerald (1987) conceptualized work motivation as a trait in their adult women's Work 

Adjustment Model. A feedback loop ought to exist in that model between work 
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motivation and environmental barriers to career adjustment, such as a lack of support 

from others in combining work and family. Reacting to an unsupportive environment, 

new mothers may make work less central to their identities and adopt work attitudes that 

accommodate family. In turn, changing work needs, values, and preferences, may alter 

the type, amount, and sources from which employees seek support. 

Coping Strategies 

De-emphasizing work is one strategy women employ to manage dual roles. The 

findings of this study are consistent with Work Inhibition Theory. The theme of Work 

Inhibition is women alter their career priorities, when they have children (Stiver, 1983). 

However, this study elaborates on that idea by suggesting accommodation by husbands 

and managers to family obligations minimizes the disruption of career attitudes. One 

question in women's career development theory has been whether changes in women's 

career attitudes represent choice or constraint. Choice is voluntarily diverting energy 

from work to family. Family responsibilities and work demands impose constraints, such 

as time shortage. This study suggests the constraints of traditional marital roles and anti-

family supervisor attitudes and behaviors prompt women to re-evaluate the importance of 

work in their lives. Results of this study extend Guelzow's idea of cognitive restructuring 

as a coping strategy for new mothers. Guelzow found refraining the meaning of difficult 

circumstances in combining work and motherhood, for example, believing advantages 

outweigh disadvantages, was useful in avoiding distress only when overload and 

work/family conflict were low (1991/1995). Findings from the present study imply when 

new mothers are distressed, they cope by changing work role salience. This re-evaluation 
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of the centrality of work to one's identity and the importance of work in one's life is 

empirically linked to a shift in work values. This appraisal of the meaning of work is 

cognitive restructuring. 

Results of this study are consistent with the indirect effects model of social 

support described by Mcintosh (1991). Husband and supervisor sources of support did 

not have an impact on personal adjustment difficulties. Instead, the absence of social 

support predicted changes in work attitudes. According to Mcintosh, social support plays 

a role in individual's responses to perceived interference between work and family by 

encouraging two coping strategies: structural role redefinition and personal role 

redefinition. Structural role redefinition is changing externally imposed expectations 

about work and family roles. Delegating tasks to others is an example. Social support 

for combining work and family facilitates structural role redefinition. If social support is 

inadequate to foster structural role redefinition, an effective coping strategy for 

work/family interference may be personal role redefinition. This consists of changing 

attitudes and expectations about work and family roles, for example, giving one priority 

over the other. 

The social support literature suggests supervisor support indirect affects distress 

by influencing work/family conflict. The social support literature also proposes that 

supervisor support may directly affect job performance. In contrast, the findings in this 

study raise the possibility that supervisor support has a moderating effect on dual role 

conflict. If family demands are overwhelming, supervisor support facilitates new 
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mothers' coping with dual roles. However, if family demands are manageable, they rely 

on husbands for support. 

A substantial proportion of the sample characterized support from organizations 

as inadequate. Most employers in the study offered limited family oriented policies 

beyond flexible schedules and personal leave for family matters. Organizations do not 

seem to empower employees to meet family responsibilities. 

Social support from marriage contributed to change in work values, yet 

organization support for combining work and family did not. New mothers may attribute 

feeling overwhelmed to personal inadequacy, such as a deficit in coping skills. 

Consequently, women may seek private solutions to meeting the conflicting demands on 

them or to dealing with role overload. Negotiating support from the organization does 

not seem to be a strategy many employed women use. 

Conceptualization and Measurement 

Concepts and measures of marital and workplace social support for integrating 

work and family need further development. Kirchmeyer's typology (1995) of 

organization practices concerning boundaries between work and family was the basis for 

the instrument which measures organization support. The correlations among Respect, 

Separation, and Integration raise the possibility they are not distinct factors. 

Consequently, their respective consequences are difficult to consider. The inadequate 

internal reliability of the Integration type Organization Response may have been due to 

fewer items than the other scales of the organization support measure. 
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The Marital Equalitarianism Scale (sic.), which comprised the variable Husband 

Support, had poor internal consistency reliability in this study. Also, it had conceptual 

shortcomings. Cowan and Cowan (1988) stated a single dimension from traditional to 

egalitarian marriage does not reflect the complexity of spouses' behavioral and 

psychological involvement in family. 

Social support is a complex construct, more than just organization policies or 

behaviors of supervisor and husband. Social support entails a goodness of fit between 

what is offered and desired. Perceptions of adequacy or judgments about satisfaction 

represent other dimensions of social support. 

The Work Role Salience instrument in this study seems inappropriate for adults in 

evaluating the centrality of work to identity. The measure emphasizes tradeoffs between 

work and family. Consequently, it does not allow for a self concept enlarged by 

motherhood with work and family roles equally important to identity. 

The demographics measure (Hollingshead, 1975) was impractical. Job titles in 

many contemporary organizations exaggerate managerial responsibilities. This made 

determination difficult of the correct classification of participants' jobs. The list of 

classifications is too long to give participants and direct them to classify their jobs. Also, 

the classification system is outdated in two ways. First, inflation has rendered useless the 

categories of employer revenues twenty years old. Second, the computer, high 

technology, and health care fields have created many new jobs not listed in the 

classification. 
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Limitations of Study 

Internal validity concerns pertained to organization support, husband support, and 

work/family integration. The following had low internal consistency reliability: 

Integration type of Organization Response, which was one of the Organization Support 

variables, the Marital Equalitarianism Scale (sic.), which was the Husband Support 

variable, and Family Interference with Work. Higher internal consistency reliability 

increases the chance of significance in regression analyses. The following measures had 

higher internal consistency reliability: Work Interference with Family, Personal Strain, 

Change in Work Role Salience, and Change in Work Values 

External validity of this study was very limited. First, the findings may not 

generalize to other populations, such as nonwhite or less affluent ones. Women in this 

sample may have experienced fewer adjustment problems than women with fewer 

economic resources. Future samples should include women in a wider range of jobs and 

socioeconomic circumstances. Of course, career development theory and research to date 

seem to apply primarily to well-educated people with "careers," rather than "jobs." A 

second threat to external validity was subject self-selection. Participants may have 

differed from nonparticipants in how they are faring, what support they have, and their 

work attitudes. Also, no information about dropouts to the study was available. 

The cross-sectional design of this study did not reveal individual differences over 

time. Conclusions about cause and effect did not emerge from this study. Regression 

design does not demonstrate causality. Furthermore, operationalizing stressors as role 

conflict and using a measure of social support potentially confounded results. Role 
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conflict is a response to conflicting expectations imposed by the same people, supervisor 

and spouse, who could provide social support (Mcintosh, 1991). Factors not included in 

this study could also account for findings. For example, the working model of self and 

others, also known as cognitive appraisal, could explain perceptions of social support 

from various sources, work/family interference, distress, and work attitudes. 

Consequently, further theoretical and empirical work is necessary to clarify the 

relationships among those factors. 

Research Recommendations 

One next step is to replicate this study with refinements of the variables Husband 

Support and Organization Support. The conceptualization and measurement of social 

support variables should be multidimensional and include judgments of adequacy or 

perhaps satisfaction. They should be stronger psychometrically as well. 

Investigating work attitudes such as commitment might enhance understanding of 

shifting priorities in the transition to parenthood. Objective measures of work 

adjustment, such as performance also warrant attention. Personal adjustment should be 

measured in two dimensions: well-being and distress. The former seems to be more than 

the absence of the latter. The majority of mothers of young children are employed. 

Consequently, an important research goal is to identify factors to help them combine 

roles in the healthiest way possible (Ozer, 1995). 

A study comparing women who or left the workforce seems important. Their 

reasons may point to what social support is necessary for new mothers to integrate 

employment and parenting. 
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Another extension of this research is to study a sample with different 

demographics to investigate the influence of economic and situational factors on 

managing dual roles. Which women, in what situations, would have adjustment 

difficulties or alter career priorities, when they become mothers, is unknown. Other 

socioeconomic or minority groups may respond from the middle and upper middle class 

Caucasian women in this sample. 

Many fathers today are more involved in family life than fathers in older 

generations. The extent to which they experience work/family interference and its effect 

on their career development and their wives' career progress will be a focus of vocational 

psychology. 
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THE WORK AND FAMILY STUDY 

PARTICIPATION REQUIREMENTS 

IMPORTANT NOTE: To participate in this study, you must meet all of the following 
requirements: 

-woman 
-a t least 21 years old 
—married 
—only one child or twins 
-child is no older than 2 years 
—work 35 or more hours per week 
—returned to same job after having baby 
—NOT self-employed 

If any of the above does not describe you, please mark the item and return this packet in the 
enclosed, pre-addressed, and stamped large envelope. 

Thank you very much. 
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LETTER TO PARTICIPANTS AND INFORMED CONSENT 

The purpose of this research is to study some of the factors in combining work and 
first time motherhood. They are: the experience of handling work and family demands, the 
role of the supervisor and organization in helping employees meet work and family 
responsibilities, attitudes towards work, and functioning at work and in one's personal life. 

If you choose to participate in this study, you will be asked to complete a written 
questionnaire that will take V/2 to 2 hours. Your answers will be kept confidential. 
Information from you will not be reported to anyone in a way which personally identifies 
you. I am interested in how a group as a whole responds, not your individual scores. Please 
do not put your name anywhere on the questionnaire. 

If you choose to do so, you may withdraw from the study at any time. There will be 
no risks or discomforts to you in the study. 

The study is for research purposes only. In other words, there is not likely to be any 
direct benefit to you. However, knowledge gained from this study may contribute to a better 
understanding of managing work and family life. 

A signed statement of informed consent is required of all participants in this project. 
Your signature indicates that you understand and voluntarily agree to the conditions of 
participation described above. 

If you have any questions about this study, call Catherine Hallett at the University 
of North Texas (UNT) Psychology Department at (940) 565-2671. This study has been 
reviewed by the UNT Committee for the Protection of Human Subjects (940) 565-3940. 

SIGN AND MAIL THIS INFORMED CONSENT FORM SEPARATELY IN THE 
PRE-STAMPED, WHITE ENVELOPE. 

Catherine Hallett 
Vicki L. Campbell, Ph.D. 
University of North Texas 
Department of Psychology 
(940) 565-2671 

Date Your Signature 
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Thank you very much for participating in this study. As a token of our appreciation, 
we will be glad to share the results with you. If you wish to receive a summary of the results 
of this study, please provide this information: 

Name (print) 

Address 

SIGN AND MAIL THIS WITH YOUR INFORMED CONSENT FORM IN THE PRE-
STAMPED, WHITE ENVELOPE. 
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THIS IS YOUR COPY TO KEEP 

LETTER TO PARTICIPANTS AND INFORMED CONSENT 

The purpose of this research is to study some of the factors in combining work and 
first time motherhood. They are: the experience of handling work and family demands, the 
role of the supervisor and organization in helping employees meet work and family 
responsibilities, attitudes towards work, and functioning at work and in one's personal life. 

If you choose to participate in this study, you will be asked to complete a written 
questionnaire that will take 1 to 2 hours. Your answers will be kept confidential. Information 
from you will not be reported to anyone in a way which personally identifies you. I am 
interested in how a group as a whole responds, not your individual scores. Please do not put 
your name anywhere on the questionnaire. 

If you choose to do so, you may withdraw from the study at any time. There will be 
no risks or discomforts to you in the study. 

The study is for research purposes only. In other words, there is not likely to be any 
direct benefit to you. However, knowledge gained from this study may contribute to a better 
understanding of managing work and family life. 

A signed statement of informed consent is required of all participants in this project. 
Your signature indicates that you understand and voluntarily agree to the conditions of 
participation described above. 

If you have any questions about this study, call the University of North Texas (UNT) 
Psychology Department at (940) 565-2671. This study has been reviewed and approved by 
the UNT Committee for the Protection of Human Subjects (940) 565-3940. 

Catherine Hallett 
Vicki L. Campbell, Ph.D. 
University of North Texas 
Department of Psychology 
(940) 565-2671 

^ a t e Your Signature 

THIS IS YOUR COPY TO KEEP 
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QUESTIONNAIRE FOR 
THE WORK AND FAMILY STUDY 

INSTRUCTIONS 

Each section of the questionnaire contains instructions, which are self explanatory. Please 
answer as quickly and honestly as you can. There are no right or wrong answers to these 
questions. We are interested in your own feelings and thoughts. 

It is important that all participants answer the questionnaire in the same order. Therefore, 
please answer the pages as they are presented. 

If a question has multiple answers, choose only one. Each set of questions asks that you write 
a number on the line to the left of the question. It is very important that vou answer every 
question. 

Remember, all responses are confidential. Do not write your name on this questionnaire. 

Please return your packet in the enclosed, stamped, large envelope within two weeks, if 
possible. 

THANK YOU VERY MUCH FOR YOUR PARTICIPATION. 

Catherine Hallett 
Vicki L. Campbell, Ph.D. (Faculty Supervisor) 
University of North Texas 
Department of Psychology 
(940) 565-2671 
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Today's Date 

BACKGROUND INFORMATION 

Please write on the line to the left the number which describes your situation. 

Last 4 digits of your social security number 

1. Age (in years) 

2. Length of time married (in years) 

3. Is this your first marriage? 

(1) yes 
(2) no 

4. If this is not your first marriage, how many times have you been married 

before? 

5. Race/ethnicity 

(1) Caucasian 

(2) Hispanic 
(3) African American 
(4) Asian American 
(5) Native American 
(6) Other (please specify) 

6. Your individual income 

(1) Under $15,000 
(2) $15,000 to $24,999 
(3) $25,000 to $49,999 
(4) $50,000 to $74,999 
(5) $75,000 to $99,999 
(6) $100,000 to $149,999 
(7) Over $150,000 
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7. Your total household income 

(1) Under $25,000 
(2) $25,000 to $34,999 
(3) $35,000 to $49,999 
(4) $50,000 to $74,999 
(5) $75,000 to $99,999 
(6) $100,000 to $149,999 
(7) $150,000 to $199,999 
(8) Over $200,000 

8. Average number of hours per week you work outside the home 

9. How old is your child now? 

' months, plus weeks 

10. How old was your baby when you returned to work? 

months, plus weeks 

11. What is your baby's sex? 

(1) boy 
(2) girl 

12. To what extent has your child's health been a source of stress to you? 
(1) not at all 
(2) somewhat 
(3) a lot 

13. Where is your child while you work? (list all that apply) 
(1) in my home 
(2) in someone else's home 
(3) in day care center, preschool, etc. 

14. Who takes care of your child while you work? (list all that apply) 
(1) friend 
(2) relative, other than husband 
(3) husband 
(4) individual you hired 
(5) workers at day care center 



130 

15. Overall, how satisfied are you with your current child care arrangements? 
(1) very dissatisfied 
(2) somewhat dissatisfied 
(3) somewhat satisfied 
(4) very satisfied 

16. Your occupation 

(1) Professional Job Title: 
(2) Managerial 
(3) Sales Primary Job Responsibilities 
(4) Technical/Trades 
(5) Secretarial/Clerical 
(6) Other 

17. The level of school vou completed 

(1) less than 7th grade 
(2) junior high school (9th grade) 
(3) partial high school (10th or 11th grade) 
(4) high school graduate 
(5) partial college (at least 1 year) or specialized training 
(6) college or university graduation 
(7) graduate professional training (graduate degree) 

18. Your husband's occupation 

(1) Professional Job Title: 
(2) Managerial 
(3) Sales Primaiy Job Responsibilities 
(4) Technical/Trades 
(5) Secretarial/Clerical 
(6) Other 

19. The level of school vour husband completed 

(1) less than 7th grade 
(2) junior high school (9th grade) 
(3) partial high school (10th or 11th grade) 
(4) high school graduate 
(5) partial college (at least 1 year) or specialized training 
(6) college or university graduation 
(7) graduate professional training (graduate degree) 
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INTERFERENCE BETWEEN WORK AND FAMILY RESPONSIBILITIES 

Many people experience interference between their work and family lives. Please indicate 
the extent to which each statement applies to your situation using the following rating scale: 

Strongly Uncertain or Strongly 
Agree Agree Neutral Disagree Disagree 

1 2 3 4 5 

1. After work, I come home too tired to do some of the things I'd like to do. 

2. On the job I have so much work to do that it takes away from my personal 
interests. 

3. My family/friends dislike how often I am preoccupied with my work while I am 
at home. 

4. My work takes up time that I'd like to spend with family/friends. 

5. I'm often too tired at work because of the things I have to do at home. 

6. My personal demands are so great that it takes away from my work. 

7. My superiors and peers dislike how often I am preoccupied with my personal 
life while at work. 

8. My personal life takes up time that I'd like to spend at work. 
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PERSONAL ADJUSTMENT 

Read each statement carefully. For each statement, write to the left the number which fits you 
best. 

Rarely or Occasionally Often Usually True Most 
Never True True True True of the Time 

1 2 3 4 5 

1. I don't seem to be able to get much done at work. 

2. I dread going to work, lately. 

3. I am bored with my work. 

4. I find myself getting behind in my work, lately. 

5. I have accidents on the job of late. 

6. The quality of my work is good. 

7. Recently, I have been absent from work. 

8. I find my work interesting and/or exciting. 

9. I can concentrate on the things I need to at work. 

10. I make errors or mistakes in my work. 

11. Lately, I am easily irritated. 

12. Lately, I have been depressed. 

13. Lately, I have been feeling anxious. 

14. I have been happy, lately. 

Reproduced by special permission of the publisher, Psychological Assessment Resources, Inc., 16204 North 
Florida Avenue, Lutz, Fla. 33549. From the Occupational Stress Inventory by Samuel Osipow and Arnold 
Spokane, Copyright 1981,1987,1992 by Psychological Assessment Resources, Inc. Further reproduction is 
prohibited without permission from P.A.R. 
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15. So many thoughts run through my head at night that I have trouble falling 

asleep. 

16. Lately, I respond badly in situations that normally wouldn't bother me. 

17. I find myself complaining about little things. 

18. Lately, I have been worrying. 

Rarely or Occasionally Often Usually True Most 
Never True True True True of the Time 

1 2 3 4 5 

19. I have a good sense of humor. 

20. Things are going about as they should. 

21. I wish I had more time to spend with close friends. 

22. I quarrel with my spouse. 

23. I quarrel with friends. 

24. My spouse and I are happy together. 

25. Lately, I do things by myself instead of with other people. 

26. I quarrel with members of the family. 

27. Lately, my relationships with people are good. 

28. I find that I need time to myself to work out my problems. 

29. I wish I had more time to spend by myself. 

30. I have been withdrawing from people lately. 

31. I have unplanned weight gains. 

32. My eating habits are erratic. 

33. I find myself drinking a lot lately. 

34. Lately, I have been tired. 
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35. I have been feeling tense. 

36. I have trouble falling and staying asleep. 

37. I have aches and pains I can not explain. 

38. I eat the wrong foods. 

39. I feel apathetic. 

40. I feel lethargic. 
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YOUR MARRIAGE 

Write "1" to indicate agreement or "2" to indicate disagreement with each statement. 

1. If a wife and mother feels she is not meeting her domestic responsibilities due 

to her career involvement, she should cut back on her career demands. 

1. True 2. False 

2. My income is as vital to the well-being of our family as is my husband's. 

1. True 2. False 

3. Given the structure of our society, it is important that the woman assume 

primary responsibility for child care. 

1. True 2. False 

4. I consider my husband to be the main bread-winner in the family. 

1. True 2. False 

5. Although my husband may assist me, the responsibility for homemaking tasks 

is primarily mine. 

1. True 2. False 

6. I bend over backwards not to have to make demands on my husband that his 

colleagues (with non-employed wives) do not have to meet. 

1. True 2. False 

7. If a child were ill and needed to remain home from school, I would be (have 

been) more likely to stay home with him/her than my husband. 

1. True 2. False 

8. I would not work if my husband did not approve. 

1. True 2. False 

9. I would not attend a professional convention if it inconvenienced my husband. 1- True 2. False 
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10. I think that when both spouses work they should share household 
responsibilities. 

1. True 2. False 

11. If a husband and father feels he is not meeting his familial responsibilities, he 
should cut back on his career demands. 

1. True 2. False 

Never 
Enough 

Rarely 
Enough 

Sometimes 
Enough 

Often 
Enough 

Nearly All The 
Time Enough 

1 2 3 4 5 

12. In general, how adequate for vour needs is the amount of support that vou 
receive from your husband for your balancing work and family roles? 

Very 
Satisfied 

Pretty 
Satisfied Neutral 

Somewhat 
Dissatisfied 

Very 
Dissatisfied 

5 4 3 2 1 

13. In general, how satisfied are you with the way you and your husband divide the 
family tasks related to running the household? (e.g., cleaning house, repairs 
around the home, paying bills, laundry, etc.) 

14. In general, how satisfied are you with the way you and your husband divide the 
family tasks related to children? 

15. In general, how satisfied are you with the way you and your husband divide 
family decisions? 
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YOUR SUPERVISOR 

Think back to your experience as a working parent in the last two months. How has your 
supervisor helped (or not helped) you to manage? How often in the last two months did 
your supervisor do each of the following? 

Never Rarely Sometimes Often Very Often 

1 2 3 4 5 

1. Switched schedules (hours, overtime hours, vacation) to accommodate my 
family responsibilities. 

2. Listened to my problems. 

3. Was critical of my efforts to combine work and family. 

4. Juggled tasks or duties to accommodate my family responsibilities. 

5. Shared ideas or advice. 

6. Held my family responsibilities against me. 

7. Helped me to figure out how to solve a problem. 

8. Was understanding or sympathetic. 

9. Showed resentment of my needs as a working parent. 

Never Rarely Sometimes Often Nearly All The 
Enough Enough Enough Enough Time Enough 

1 2 3 4 5 

10. In general, how adequate for your needs is the amount of support that you 
receive from your supervisor/manager for balancing your work and family 
roles? 

11. Describe your work situation. Pick one. 

0 No supervisor or manager. I work completely independently. 
1 I have one supervisor or manager, who is involved in my daily work. 
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2 I have more than one supervisor or manager, who is involved in my daily 
work. 
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YOUR ORGANIZATION 

We are interested in learning how organizations help employees cope with their busy lives. 
The following statements describe the practices of some organizations regarding their 
employees. Please indicate how typical the description is of your workplace. 

Not Typical Slightly Typical Fairly Typical Very Typical 

1 2 3 4 

1. Prefers employees to keep work and non-work as separate worlds. 

2. Is concerned mainly with employees fulfilling their work responsibilities (e.g., 
caring little about an employee's outside life as long as the work is done). 

3. Provides facilities specifically for employees' recreational needs (such as an 
on-site jogging track). 

4. Helps employees deal with non-work responsibilities that were once seen to be 
personal in nature (e.g., providing financial planning and legal services). 

5. Offers personal counseling and assistance programs to employees (such as 
counseling for marital and other family problems). 

6. Has established on-site day care for employees' children. 

7. Is flexible about employees' work schedules (e.g., providing flextime, not rigid 
about keeping certain hours). 

8. Appreciates that employees also have interests outside of work and tries not to 
intrude on their personal time (e.g., avoiding travel on evenings and weekends). 

9. Supports alternative work arrangements (e.g., forwarding telephone calls or 
providing portable computers for work at home during business hours). 

10. Accommodates employees' special non-work needs (e.g., arranging time off 
for an employee to participate in a community event important to the 
employee). 
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Never Rarely Sometimes Often Nearly All The 
Enough Enough Enough Enough Time Enough 

1 2 3 4 5 

11. In general, how adequate for your needs is the amount of support that you 
receive from your workplace for balancing your work and family roles 
(excluding your manager and co-workers)? 

-•r 
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WORK VALUES 

Different people are attracted to different aspects of work. This scale lists some of the 
aspects of work that people consider important. Consider which of these aspects of work 
you prefer. There are no right or wrong answers to any of the items. Just indicate how 
important each aspect is to you. When doing this scale, it does NOT matter whether your 
present job offers the aspects of work you consider important. 

Judge each work aspect by itself. Do not compare one answer with others you have 
already made. Do not leave out any items. Work quickly. Do not spend too much time 
thinking about any one item. 

Totally Of Little Moderately Quite Extremely 
Unimportant Importance Important Important Important 

1 2 3 4 5 

WORK IN WHICH YOU . . . . 

1. can work as fast or slowly as you like 

2. have pleasant people to work with 

3. improve the skills you have 

4. are paid a high salary 

5. design new things 

6. know that other people think your work is important 

7. are free to live wherever you like 

8. are certain of keeping your job 

9. help build a better society 

10. are not required to do work in your spare time 

11. plan and arrange the work of others 

12. do your job in a safe workplace 

13. work hard physically 



142 

Totally Of Little Moderately Quite Extremely 
Unimportant Importance Important Important Important 

1 2 3 4 5 

WORK IN WHICH Y O U . . . . 

14. get to know your fellow workers quite well 

15. add to the abilities you already have 

16. can do your own work in your own way 

17. originate new ideas and/or products 

18. receive more than your normal pay for good work 

19. do not have to change the way you live 

20. get a good reputation for your good work 

21. give aid to those in need 

22. can be sure you will always have a job 

23. set goals for workers to reach 

24. can forget the work while you are not there doing it 

25. do not have to spend all of your time behind a desk 

26. do your job in a physically attractive environment 

27. are always increasing your knowledge 

28. can start and finish your work when you like 

29. are really liked by your fellow workers 

30. become quite wealthy 

31. experiment with different ways of doing things 

32. are looked up to by other people in society 

33. are not expected to move wherever the organization wants to put you 
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Totally Of Little Moderately Quite Extremely 
Unimportant Importance Important Important Important 

1 2 3 4 5 

WORK IN WHICH YOU. 

34. are certain your job will last 

35. help others live a fuller life 

36. do not have to think about work once you leave the workplace 

37. have authority over others 

38. can work in a pleasant area of the town or countryside 

39. are not just sitting down all day 

40. determine the way your own work is done 

41. enjoy the company of the people you work with 

42. can acquire specialized skills 

43. use ideas, materials to develop new ideas, materials 

44. receive enough pay to live well 

45. do not have to change where you live to gain promotion 

46. can obtain a high status in the eyes of others 

47. make an important contribution to the community 

48. have a secure future 

49. set out the best way for others to do a job 

50. are not expected to take work home 

51. are physically active 

52. have a workplace that is clean and tidy 
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CHANGES IN WORK VALUES 
SINCE YOU BECAME A MOTHER 

You have just indicated how important various aspects of work are to you today. Has any 
of the following changed since you became a mother? 

Much LESS Somewhat NO Change Somewhat Much MORE 
Important LESS Important In Importance MORE Important Important 

-2 -1 0 +1 +2 

RATE THE AMOUNT OF CHANGE, SINCE YOU BECAME A MOTHER, IN 
IMPORTANCE OF WORK IN WHICH YOU 

1. can work as fast or slowly as you like 

2. have pleasant people to work with 

3. improve the skills you have 

4. are paid a high salary 

5. design new things 

6. know that other people think your work is important 

7. are free to live wherever you like 

8. are certain of keeping your j ob 

9. help build a better society 

10. are not required to do work in your spare time 

11. plan and arrange the work of others 

12. do your job in a safe workplace 

13. work hard physically 

14. get to know your fellow workers quite well 

15. add to the abilities you already have 
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Much LESS Somewhat NO Change Somewhat Much MORE 
Important LESS Important In Importance MORE Important Important 

-2 -1 0 +1 +2 

RATE THE AMOUNT OF CHANGE, SINCE YOU BECAME A MOTHER, IN 
IMPORTANCE OF WORK IN WHICH YOU 

16. can do your own work in your own way 

17. originate new ideas and/or products 

18. receive more than your normal pay for good work 

19. do not have to change the way you live 

20. get a good reputation for your good work 

21. give aid to those in need 

22. can be sure you will always have a job 

23. set goals for workers to reach 

24. can forget the work while you are not there doing it 

25. do not have to spend all of your time behind a desk 

26. do your job in a physically attractive environment 

27. are always increasing your knowledge 

28. can start and finish your work when you like 

29. are really liked by your fellow workers 

30. become quite wealthy 

31. experiment with different ways of doing things 

32. are looked up to by other people in society 

33. are not expected to move wherever the organization wants to put you 

34. are certain your job will last 
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Much LESS Somewhat NO Change Somewhat Much MORE 
Important LESS Important In Importance MORE Important Important 

-2 -1 0 +1 +2 

RATE THE AMOUNT OF CHANGE, SINCE YOU BECAME A MOTHER, IN 
IMPORTANCE OF WORK IN WHICH YOU 

35. help others live a fuller life 

36. do not have to think about work once you leave the workplace 

37. have authority over others 

38. can work in a pleasant area of the town or countryside 

39. are not just sitting down all day 

40. determine the way your own work is done 

41. enjoy the company of the people you work with 

42. can acquire specialized skills 

43. use ideas, materials to develop new ideas, materials 

44. receive enough pay to live well 

45. do not have to change where you live to gain promotion 

46. can obtain a high status in the eyes of others 

47. make an important contribution to the community 

48. have a secure future 

49. set out the best way for others to do a job 

50. are not expected to take work home 

51. are physically active 

52. have a workplace that is clean and tidy 



147 

HOW WORK FITS INTO YOUR LIFE TODAY 

Tell us about the importance of work in your life now by responding to each statement 
below. Indicate how strongly you agree or disagree with each statement. 

Strongly Strongly 
Agree Agree Uncertain Disagree Disagree 

1 2 3 4 5 

1. I intend to pursue the job of my choice even if it cuts deeply into the time I 
have for my family. 

2. It is more important to have some leisure time after work than to have a job in 
your chosen field, be devoted to it, and be a success at it. 

3. If you work very hard on your job, you can't enjoy the better things in life. 

4. Work is one of the few areas in life where you can gain real satisfaction. 

5. I intend to pursue the job of my choice, even if it limits my personal freedom 
to enjoy life. 

6. To me, a job should be viewed primarily as a way of making good money. 

7. I enjoy thinking about and making plans about my future career. 

8. It is difficult to find satisfaction in life unless you enjoy your job. 

9. Work is one of those necessary evils. 

10. Deciding on a career is just about the most important decision a young person 
makes. 

11. I don't think too much about what type of job I'll be in ten years from now. 

12. I'm ready to make many sacrifices to get ahead in my job. 

13. I look at a career as a means of expressing myself. 

14. I would consider myself extremely "career minded." 

15. I could never be truly happy in life unless I achieved success in my job or 
career. 
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Strongly Strongly 
Agree Agree Uncertain Disagree Disagree 

1 2 3 4 5 

16. I intend to pursue the job of my choice, even if it allows only very little 
opportunity to enjoy my friends. 

17. I want to be able to pretty much forget my job when I leave work in the 
evenings. 

18. I started thinking about jobs and careers when I was young. 

19. I intend to pursue the job of my choice, even if it leaves me little time for my 
religious activities. 

20. It is more important to have a job in your chosen field of interest, be devoted 
to it, and be a success at it than to have a family that is closely knit and that 
shares many experiences. 

21. The whole idea of working and holding a job is kind of distasteful to me. 

22. Planning for and succeeding in a career is my primary concern. 

23. I often find myself thinking about whether I enjoy my chosen field. 

24. It is more important to be liked by others, devote your energies for the 
betterment of others, and be at least some help to someone than to have a job 
in your chosen field of interest, be devoted to it, and be a success at it. 

25. Planning for a specific career usually is not worth the effort; it doesn't matter 
too much what you do. 

26. I would move to another part of the country if I thought it would help advance 
my career. 

27. I don't think about these types of questions very much. 
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CHANGES IN HOW WORK FITS INTO YOUR LIFE 
SINCE YOU BECAME A MOTHER 

You have just answered questions about the importance of work in your life today. Has any 
of the following changed since you became a mother? 

Much LESS 
Somewhat 

LESS NO Change 
Somewhat 

MORE Much MORE 

-2 -1 0 +1 +2 

RATE THE AMOUNT OF CHANGE IN EACH ITEM, SINCE YOU BECAME A 
MOTHER 

1. I intend to pursue the job of my choice even if it cuts deeply into the time I 
have for my family. 

2. It is more important to have some leisure time after work than to have a job in 
your chosen field, be devoted to it, and be a success at it. 

3. If you work very hard on your job, you can't enjoy the better things in life. 

4. Work is one of the few areas in life where you can gain real satisfaction. 

5. I intend to pursue the job of my choice, even if it limits my personal freedom 
to enjoy life. 

6. To me, a job should be viewed primarily as a way of making good money. 

7. I enjoy thinking about and making plans about my future career. 

8. It is difficult to find satisfaction in life unless you enjoy your job. 

9. Work is one of those necessary evils. 

10. Deciding on a career is just about the most important decision a young person 
makes. 

11. I don't think too much about what type of job I'll be in ten years from now. 

12. I'm ready to make many sacrifices to get ahead in my job. 

13. I look at a career as a means of expressing myself. 
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Much LESS 
Somewhat 

LESS NO Change 
Somewhat 

MORE Much MORE 

-2 -1 0 +1 +2 

RATE THE AMOUNT OF CHANGE IN EACH ITEM, SINCE YOU BECAME A 
MOTHER 

14. I would consider myself extremely "career minded." 

15. I could never be truly happy in life unless I achieved success in my job or 
career. 

16. I intend to pursue the job of my choice, even if it allows only very little 
opportunity to enjoy my friends. 

17. I want to be able to pretty much forget my job when I leave work in the 
evenings. 

18. I intend to pursue the job of my choice, even if it leaves me little time for my 
religious activities. 

19. It is more important to have a job in your chosen field of interest, be devoted 
to it, and be a success at it than to have a family that is closely knit and that 
shares many experiences. 

20. The whole idea of working and holding a job is kind of distasteful to me. 

21. Planning for and succeeding in a career is my primary concern. 

22. I often find myself thinking about whether I enjoy my chosen field. 

23. It is more important to be liked by your fellow man, devote your energies for 
the betterment of man, and be at least some help to someone than to have a job 
in your chosen field of interest, be devoted to it, and be a success at it. 

24. Planning for a specific career usually is not worth the effort; it doesn't matter 
too much what you do. 

25. I would move to another part of the country if I thought it would help advance 
my career. 

26. I don't think about these types of questions very much. 
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WORK-FAMILY PROGRAMS 

Here are some workplace policies and programs that may facilitate managing family 
responsibilities. Write the number that describes your situation. 

Information or Referral Services (Or Both) Provided bv Your Organization 

0 = My employer does not 1 = My employer offers this, 2 = My employer offers this, 
offer this BUT I do NOT use it AND I use it 

1. child care 

2. care for sick children 

3. on-site parenting seminars 

4. written materials about parenting 

5. special care services (e.g., for elderly or handicapped individuals) 

Child Care Services Provided Directly bv Organization 

0 = My employer does not 1 = My employer offers this, 2 = My employer offers this, 
offer this BUT I do NOT use it AND I use it 

6. on-site day care 

7. on-site care for sick children 

8. off-site day care 

9. off-site care for sick children 

10. before or after school adult-supervised programs 

11. other child care services Please describe 
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Schedules 

0 = My employer does not 1 = My employer offers this, 2 = My employer offers this, 
offer this BUT I do NOT use it AND I use it 

12. flexible work schedules 

13. compressed work week—full time j ob scheduled in less than 5 days per week 

14. part time work — less than 35 hours per week 

15. telecommuting—working at home and communicating with office via e-mail, 
fax, or phone 

16. job sharing—2 people share 1 position, dividing hours worked, responsibility, 
pay and benefits 

Time off 

0 = My employer does not 1 = My employer offers this, 2 = My employer offers this, 
offer this BUT I do NOT use it AND I use it 

17. personal days (not sick days) — paid and taken for personal or family reasons 

18. unpaid parental leave 

19. paid parental leave 

Other 

0 = My employer does not 1 = My employer offers this, 2 = My employer offers this, 
offer this BUT I do NOT use it AND I use it 

20. flexible benefit plans 

21. transfer policies and relocation programs that accommodate families 

22. other special care services (e.g., for elderly or handicapped individuals) 
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Table 1 

Subject Characteristics 

Variable n % of Sample8 

Age 

22-29 

30-39 

40+ 

Ethnicity 

Caucasian 

Hispanic 

African American 

Asian American 

Native American 

Years Married 

I-5 

6-10 

II-14 

First Time Marriages 

Yes 

No 

38 

74 

6 

107 

3 

2 

2 

4 

71 

41 

6 

101 

7 

32.2 

62.7 

5.1 

90.7 

2.5 

1.7 

1.7 

3.4 

60.2 

34.7 

5.1 

85.6 

14.4 

("table continues') 
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Variable n % of Sample3 

Household Income 

$25,000-34,999 

$35,000-49,999 

$50,000-74,999 

$75,000-99,999 

$100,000-149,999 

$150,000-199,999 

$200,000+ 

Mother's Income 

Under $15,000 

$15,000-24,999 

$25,000-49,999 

$50,000-74,999 

$75,000-99,999 

$100,000-149,999 

Mother's Education 

High school graduate 

Partial college or specialized training 

College or university graduation 

Graduate or professional training 

Mother's Occupation 

1 

8 

38 

36 

22 

9 

4 

1 

13 

69 

25 

9 

1 

8 

22 

68 

20 

0.8 

6.8 

32.2 

30.5 

18.6 

7.6 

3.4 

0.8 

11.0 

58.5 

21.2 

7.6 

0.8 

6.8 

18.6 

57.6 

16.9 

(table continues) 
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Variable 11 % of Sample3 

Menial service worker 

Unskilled worker 

Semi-skilled worker 

Skilled manual laborer 

Clerical or sales worker 

Technical worker or semi-professional 

Manager or minor professional 

Administrator or lesser professional 

Executive or major professional 

Father's occupation 

Menial service worker 

Unskilled worker 

Semi-skilled worker 

Skilled manual laborer 

Clerical or sales worker 

Technical worker or semi-professional 

Manager or minor professional 

Administrator or lesser professional 

Executive or major professional 

Father's Education 

Partial high school (10th or 11th grade) 

1 

1 

1 

1 

14 

31 

48 

16 

5 

1 

1 

1 

19 

2 

20 

41 

21 

12 

0.8 

0.8 

0.8 

0.8 

11.9 

26.3 

40.7 

13.6 

4.2 

0.8 

0.8 

0.8 

16.1 

1.7 

16.9 

34.7 

17.8 

10.2 

2.5 

(table continues') 
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Variable n % of Sample3 

High school graduate 

Partial college or specialized training 

College or university graduation 

Graduate or professional training 

Mother's Weekly Work Hours 

35-40 

41-45 

46+ 

Babv's Present Age 

2 months to 6 months 

7 months to 12 months 

13 months to 18 months 

19 months to 24 months 

Baby's Age When Mother Returned to Work 

1 month to 2 months 

3 months 

4 months to 9 months 

9 

25 

55 

26 

78 

28 

12 

16 

33 

.32 

37 

62 

43 

13 

7.6 

21.2 

46.6 

22.0 

66.1 

23.7 

10.2 

13.6 

27.9 

27.1 

31.4 

52.5 

36.4 

11.1 

ftable continues') 
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Variable n % of Sample3 

Baby's Sex 

Boy 

Girl 

Baby's Health A Problem 

Not at all 

Somewhat 

A lot 

Recruiting Channel 

Childcare Center 

Newspaper 

Childcare 

Paid caregiver 

Unpaid caregiver 

Childcare center 

At home 

Satisfaction With Childcare 

Very or somewhat dissatisfied 

Somewhat satisfied 

Very satisfied 

66 

52 

26 

67 

25 

106 

12 

117 

1 

111 

7 

17 

37 

64 

55.9 

44.1 

22.0 

56.8 

21.2 

89.8 

10.2 

99.2 

0.8 

94.1 

5.9 

14.4 

31.4 

54.2 

(table continues') 
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Variable n % of Sample3 

Supervisor Involved in Mother's Daily Work 

None 

One 

More than one 

Adequacy of Support from Husband 

Never enough 

Barely enough 

Sometimes enough 

Often enough 

Nearly all the time enough 

Adequacy of Support from Supervisor 

Never enough 

Barely enough 

Sometimes enough 

Often enough 

Nearly all the time enough 

9 

83 

26 

4 

9 

29 

51 

45 

4 

6 

10 

43 

55 

7.6 

70.3 

22.0 

3.4 

7.6 

24.6 

43.2 

21.2 

3.4 

5.1 

8.5 

36.4 

46.6 

(table continues') 
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Variable n % of Sample3 

Adequacy of Support from Workplace 

Never enough 

Barely enough 

Sometimes enough 

Often enough 

Nearly all the time enough 

6 

15 

31 

47 

19 

5.1 

12.7 

26.3 

39.8 

16.1 

Note.a % does not always sum to 100%, due to rounding error. 



161 

Table 2 

Means. Standard Deviations, and Ranees of Scores for the Independent Measures 

Scale M SD Possible Range Range 

Supervisor Support 3.54 0.76 1-5 2-5 

Respect-Organization Support 2.68 0.87 1-4 1-4 

Integration-Organization Support 2.17 0.85 1-4 1-4 

Separation-Organization Support 2.30 0.90 1-4 1-4 
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Table 3 

Means. Standard Deviations, and Ranees of Scores for the Adequacy Measures 

Item M SD Possible Range Range 

Husband Support 3.71 1.00 1-5 1-5 

Supervisor Support 4.18 1.02 1-5 1-5 

Organization Support 3.49 1.07 1-5 1-5 



163 

Table 4 

Work-Familv Programs in Participants' Workplaces 

Variable n % of Sample 

On-site childcare (using) 

Flexible work schedules 

Offered but not used 

Used 

Compressed work week 

Offered but not used 

Used 

Part-time 

Offered but not used 

Used 

Telecommuting 

Offered but not used 

Used 

Job sharing 

Offered but not used 

Used 

13 

15 

61 

26 

8 

67 

3 

19 

16 

25 

1 

11.0 

12.8 

52.1 

22.2 

6.8 

57.3 

2.6 

16.2 

13.7 

21.4 

0.9 

(table continues) 
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Variable n % of Sample 

Paid personal days 

Offered but not used 4 3.4 

Used 83 70.9 

Paid parental leave 

Offered but not used 41 35.0 

Used 47 40.2 

Flexible benefit plans 

Offered but not used 11 9.3 

Used 80 67.8 



Table 5 

Means. Standard Deviations, and Ranees of Scores for the Control Measures 
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Scale M SD Possible Range Range 

Socioeconomic Status 50.53 7.34 8-66 26-66 . 

Husband Support 7.40 1.66 0-11 3-10 
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Table 6 

Means. Standard Deviations, and Ranees of Scores for the Dependent Measures 

Scale M SD Possible Range Range 

Family Interference With Work 2.30 0.64 1-5 1-4 

Work Interference With Family 3.10 0.87 1-5 2-5 

Personal Strain 82.01 20.31 40-200 45-153 

Change Work Role Salience 17.60 11.32 0-52 0-44 

Change Work Values 30.73 19.92 0-104 0-94 
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Table 7 

Means. Standard Deviations, and Ranees of Scores for Present Work Values 

Work Value M SD Possible Range Range 

Security 16.52 3.15 4-20 7-20 

Life Style 16.01 2.98 4-20 8-20 

Self Development 15.97 2.72 4-20 9-20 

Detachment 15.64 3.27 4-20 4-20 

Co-Workers 15.58 2.44 4-20 10-20 

Independence 14.86 2.40 4-20 9-20 

Surroundings 14.49 2.74 4-20 8-20 

Prestige 14.38 2.62 4-20 8-20 

Money 14.34 2.62 4-20 8-20 

Altruism 13.50 3.38 4-20 6-20 

Creativity 12.55 3.76 4-20 4-20 

Physical Activity 11.30 3.12 4-20 4-18 

Management 10.85 2.78 4-20 4-18 



168 

Table 8 

Change in Work Values 

Variable M* SD n % of Sample 

Detachment 

No change 

Increase 

Decrease 

Security 

No change 

Increase 

Decrease 

Life Style 

No change 

Increase 

Decrease 

Money 

No change 

Increase 

Decrease 

Independence 

No change 

Increase 

Decrease 

5.62 

4.46 

4.27 

3.11 

2.36 

2.78 

2.58 

2.33 

2.53 2.24 

3 

115 

0 

17 

98 

3 

8 

99 

1 

19 

93 

6 

31 

86 

1 

2.5 

97.5 

0 

14.4 

83.1 

2.5 

6.8 

92.4 

0.8 

16.1 

78.8 

5.1 

26.3 

72.9 

0.8 

(table continues) 
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Variable M ! SD n % of Sample1 

Self Development 

No change 

Increase 

Decrease 

Surroundings 

No change 

Increase 

Decrease 

Altruism 

No change 

Increase 

Decrease 

Prestige 

No change 

Increase 

Decrease 

Physical Activity 

No change 

Increase 

Decrease 

1.85 

1.72 

1.67 

1.26 

2.34 

1.95 

2.12 

1.94 

1.16 1.79 

53 

43 

22 

39 

74 

5 

55 

55 

8 

67 

39 

12 

73 

35 

10 

44.9 

36.5 

18.6 

33.1 

62.7 

4.2 

46.6 

53.4 

6.8 

56.8 

33.1 

10.2 

61.9 

29.7 

8.5 

(table continues) 
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Variable M a SD n % of Sampleb 

Co-workers 1.15 1.83 

No change 67 56.8 

Increase 35 29.7 

Decrease 16 13.5 

Creativity 1.08 1.95 

No change 77 65.3 

Increase 22 18.6 

Decrease 19 16.1 

Management 0.85 1.69 

No change 83 70.3 

Increase 7 5.9 

Decrease 28 23.7 

a M of absolute value of change 

b % does not always sura to 100%, due to rounding error 
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Table 10 

Correlation Matrix for Adequacy of Support and Variables in the Regression Model 

ADQ HSUP ADQ SSUP ADQ OSUP 

SES .238** .140 .166 

HSUP .215* .018 .077 

SSUP .039 .560*** .280** 

ROSUP .080 404*** 570*** 

IOSUP -.033 -.065 .237** 

SOSUP -.133 -.226* ..464*** 

WIF -.123 -.281** -.238** 

FIW -.092 -.107 -.151 

STRAIN - 341*** -.254** -.359*** 

CHWRS -.063 i b oo
 

-.183* 

CHWVAL .064 -.108 -.184* 

ADQ HSUP .160 .102 

ADQ SSUP ,414*** 

Note. ADQ HSUP=Adequacy of Husband Support; ADQ SSUP = Adequacy of Supervisor 

Support; ADQ OSUP = Adequacy of Organization Support; SES = Index of mother's and 

father's education and occupation; HSUP = Husband Support; SSUP = Supervisor Support; 

ROSUP = Respect type of Organization Support; IOSUP = Integration type of Organization 

Support; SOSUP = Separation type of organization support; WIF = Work Interference with 

Family; FIW = Family Interference with Work; STRAIN = Personal Strain; CHWRS = 

Change Work Role Salience; CHWVAL = Change Work Values 

* p < .05. ** p < .01. ***g < .001. 
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