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Community volunteering by women has long been viewed in our

society as beneficial socially and politically. This study

investigated factors related to role adjustment and other

managerial strategies used when the wife/mother volunteered in

the Family Community Leadership Project (FCL). This project was

designed to help women become more actively and effectively

involved in the community political arena. A systems Stress

Model was developed to conceptually display the proposed

interdependent and interactive processes associated with

adjustment to this FCL volunteer demand. This study was designed

to focus on adjustment differences between those who continued

and those who discontinued volunteering in FCL after the initial

one year commitment.

The sample consisted of 69 Oregon women, who had received a

week long training and then volunteered in the FCL project. Data

were collected during two different time periods. Phase I data

were collected prior to the FCL training and Phase II data were



collected in connection with this study.

In analyzing various factors related to this volunteer

demand, significant differences (p<.10) found between the two

groups (continued and discontinued) were: those who discontinued

had (1) more children age 18 and under living at home (t-test),

(2) more children age 16-18 (t-test), (3) a greater percent in

paid employment (74.1 % versus 54.8 %; t-test), (4) increased

self-esteem from Phase I to Phase II (paired t-test), (5) used

the managerial response of decreasing commitment to other

volunteer organizations significantly more ( Analysis of

Covariance and Logistic Stepwise Regression), and (6) felt more

role strain (t-test). No significant differences were found in

use of managerial strategies of: sharing of household work,

increased efficiency of household work or adjustment in household

work standards. In addition, no significant differences were

found between the two groups in family adjustability when

measured by the "adaptability" portion of the FACES II scale

(Olson et al., 1983b). Both groups were classified as

"structured" versus rigid, flexible or chaotic. Finally, there

were no differences in Phase I or II level of self-esteem between

the two groups.

This research demonstrated that the managerial responses the

FCL volunteer participants chose to adjust were related to

outside activities rather than activities internal to the family.

However, there was considerable variability in internal

managerial responses and further investigation is warranted.



OCopyright by Martha A. Snider
February 28, 1985

All Rights Reserved



Wife/Mother Role Adjustment
and Other Managerial Strategies

Related to a Community Leadership Volunteer Demand

by

Martha Ann Snider

A THESIS

submitted to

Oregon State University

in partial fulfillment of
the requirements for the

degree of

Doctor of Philosophy

Completed February 28, 1985

Commencement June 1985



APPROVED:

Redacted for privacy
Associate Professor of Family Resource Management

in charge of major

Redacted for privacy
Head of Department of Family Resource Management

Redacted for privacy

,/

Dean of Gradual School (1-

Date thesis is presented February 28, 1985

Typed by Judy Cannon for Martha A. Snider



ACKNOWLEDGEMENTS

I wish to especially thank Dr. Geraldine Olson, my major

professor, who had confidence in me and provided the necessary

support that has resulted in this advanced degree and

dissertation. Her critique of my research ideas certainly pushed

me to attain a high level of excellence. She was always there

when I needed guidance and a "sounding board."

I also would like to extend sincere gratitude to my graduate

committee: Dr. Arthur Gravatt, Dr. Clara Pratt, Alice Mills

Morrow, J.D. and Dr. James Cornelius. Each offered his/her own

uniqueness and helped me stretch to achieve a deeper

understanding and integration of concept in this study.

In addition, I wish to thank the FCL staff, especially

Gregory D. Tillson, state coordinator of the Oregon Family

Community Leadership Program. His encouragement and support,

both conceptually and financially, were greatly appreciated.

Sincere appreciation must also be extended to the

professional research team who assisted in the production of a

higher quality dissertation than I could have accomplished alone.

Pamela Bodenroeder of the OSU Survey Research Center shared much

expertise in helping format the Phase II Questionnaire. Dr.

Helen Berg, OSU Research Center, helped to build my confidence

and understanding in research methods used in this study. David

Neiss, OSU Computer Center, competently and patiently worked with



me in doing the statistical analysis for this study. He was

always willing to do the additional computer runs when asked.

Lastly, I wish to express my deep love for my family who

encouraged me throughout my Ph.D program. Al's love and support

kept me motivated even when the balancing of family, work and

Ph.D program seemed overwhelming. I especially appreciated Tom

and Jane's support in helping me figure out the computer and word

processing program. They also showed love and encouragement by

praising my accomplishment and not demanding my time when they

knew I had deadlines to meet. I am also appreciative of Julie

and Robb's encouragement in my efforts to attain the Ph.D.



TABLE OF CONTENTS

Page

CHAPTER I INTRODUCTION 1

Statement of Purpose 3
Research Objectives 4

CHAPTER II LITERATURE REVIEW 5

Women in Volunteer Participation 5
Impact of Volunteer Participation on Families 6
Family Adjustment: An Ecosystems Approach . 8
Measurement of Family Adjustability 10
Management of Household Work 13

Division of Labor in Household 15
Shared Roles in Household Work 17
Role Strain 19
Role Conflict and Role Overload Adjustment 22
Identity and Social Adjustment 25

Identity 25
Social Adjustment 26

Social Stress Model 27
Summary 30

CHAPTER III DESIGN OF STUDY AND METHODOLOGY 32

Purpose of Study 32
Sample 33
Data Collection 34
Measurement and Testing of Variables 36

Socio-demographics 36
Self-esteem 37
Role Stress 38
Managerial Responses 39
Family Adjustability 41

Summary 42
Summary of Statistical Anaylses 43

CHAPTER IV RESULTS AND DISCUSSION 44

Description of Sample 44
Socio-Demographics 45

Education 45
Age 47
Residence 48



Income 50
Marital Status 51
Number of Children 52
Age of Children 54
Employment 56
Husband's Support 60

Self-Esteem 61
Level of Self-Esteem 61
Change in Self-Esteem 63

Managerial Responses 65
Number of Hours Volunteered with FCL 66
Degree of Shared Household Work 67
Commitment to Other Volunteer Organizations . 71
Perception of Household Work Efficiency . . 75
Perception of Change in Household Work

Standards 76

Logistic Stepwise Regression Model for
Managerial Responses 78

Perception of Role Strain 79
Degree of Satisfaction with Household Work . . 84
Satisfaction With the Amount of Household Work 85
Satisfaction With Division of Household Work . 87

Family Adjustability 88
Unusual Demands 90

Summary of Statistical Analysis 90

CHAPTER V SUMMARY, CONCLUSIONS AND IMPLICATIONS . . 94

Summary of Procedures 94
Summary of Findings 96
Implications 99
Recommendations for Further Study 103

REFERENCES 105

APPENDIX A: Phase I Questionnaire

APPENDIX B: Phase II Questionnaire

109

118

Cover Letter 127
Follow-Up Postcard 129
Follow-Up Letter 131

APPENDIX C: Scoring Criteria for Household Tasks . . . . 133

APPENDIX D:

APPENDIX E:

Commitment to Other Organization Scoring
Procedures 135

Family Adjustability 137



Figure 2.1

LIST OF FIGURES

Page

Circumplex Model: Sixteen Types
of Marital and Family Systems
(Olson, et al., 1983a:188) . . . . 12

Figure 2.2 Adjustment to Retirement: A Social
Stress Model (George, 1980:72) . . 29

Figure 2.3 Adjustment to FCL Demand: A Social
Stress Model 31



Table 4.1

Table 4.2

Table 4.3

Table 4.4

Table 4.5

Table 4.6

Table 4.7

Table 4.8

Table 4.9

LIST OF TABLES

Page

Educational level for continued and
discontinued trained FCL volunteers 47

Age range of FCL respondents who continued
and discontinued affiliation with FCL . . . 48

Residence of those trained FCL volunteers who
continued and discontinued with FCL 49

Annual income levels of those trained FCL
respondents who continued and discontinued
FCL affiliation 51

Marital status of those trained FCL respondents
continued and discontinued FCL affiliation . . 52

Number of children under age 18 living at home
for those respondents who continued and those
who discontinued affiliation with FCL . . 54

Comparison of children's age categories for
those respondents who continued and those
who discontinued affiliation with FCL . . . . 55

Comparison of number of hours employed at the
FCL continuation decision point and current ,

employment status for those who continued and
those who discontinued FCL 56

Employment status at FCL continuation decision
for respondents who continued and those who
discontinued affiliation with FCL

Table 4.10 Comparison of number of hous employed at the
FCL continuation decision point and current
employment status for those who continued
and those who discontinued FCL

57

58

Table 4.11 Employment status currently for respondents
continued and those who discontinued . . . . 59

Table 4.12 Mean pre-participation level of self-esteem
for those who continued and those who dis-
continued affiliation with FCL 62



Table 4.13 Mean current level of self-esteem for those
respondents who continued and those who
discontinued affiliation with FCL . . . . . . 62

Table 4.14 Pre-participation and current level of
self-esteem for those respondents who
continued and those who discontinued
affiliation with FCL

Table 4.15 Mean difference in self-esteem from pre-
participation to current level for trained
FCL volunteers

Table 4.16 Mean degree of shared household tasks for
those who continued and discontinued FCL
affiliation

Table 4.17 Degree of shared household tasks for those
who continued and those who discontinued
FCL affiliation

64

65

68

69

Table 4.18 Analysis of covariance and current levels
of organizational commitment for those who
continued and those who discontinued affil-
iation with FCL, with pre-participant com-
mitment as covariate 72

Table 4.19 Mean pre-participation and current level
of other organizational commitment for
those respondents who continued and those
who discontinued FCL affiliation

Table 4.20 Wife/Mother's perception of efficiency of
household work since becoming involved in
FCL for those who continued and those who
discontinued FCL affiliation

Table 4.21 Perception of lowering household work
standards since being involved in FCL
for those who continued and those who
discontinued FCL affiliation

Table 4.22

Table 4.23

Table 4.24

Stepwise logistic regression for managerial
responses

73

76

78

79

Mean felt strain role for those respondents
continued FCL and those who discontinued . . . 81

Description of degree of role strain in
relation to household work for those who
continued and those who discontinued FCL . . . 82



Table 4.25 Description of degree of role strain in
relation to FCL commitment and family
management responsibilities for those who
continued and those who discontinued FCL
affiliation 83

Table 4.26 Mean degree of satisfaction with household
work for those who continued FCL and those
who discontinued

Table 4.27 Description of satisfaction with the amount
of household work getting done in the family
for those who continued and those who
discontinued affiliation with FCL

85

86

Table 4.28 Description of satisfaction with the division
of household work for those who continued and
those who discontinued FCL affiliation . . . 88



CHAPTER I

Wife/Mother Role Adjustment and Other Managerial Strategies Related
to a Community Leadership Volunteer Demand

INTRODUCTION

Community volunteering by individuals has long been viewed

in our society as beneficial socially and politically. Socially,

volunteer participation helps to meet needs which institutions

and agencies do not have resources to address, such as caring for

the elderly in the community or being leaders of youth groups.

In the political arena, involvement of volunteers influence the

viability of the democratic process. Citizen participation on a

volunteer basis does influence which leaders are elected and

public policies enacted both locally and nationally.

The structure of volunteerism in America has been built

largely by women over the last 100 to 150 years (Loeser,

1974:vii). Today, women (more than men) continue to actively

volunteer within communities in spite of the fact that more women

are employed in the labor market (Gallup Survey, 1983). However,

in the political arena, historically, women have had limited

volunteer participation. Professionals concerned about the

quality of life for families feel it is important to have women's

input into the democratic process because of women's

understanding and insight into how community political decisions

impact family well-being.

Because of this perceived need for more women's input into
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the political arena, one innovative program, The Family Community

Leadership Project, was designed to help women to become more

actively and effectively involved in the community political

arena. The purpose of this project, funded by W. K. Kellogg

Foundation in 1981, was to: (1) broaden participants'

understanding of complex public issues and methods useful in

their resolution, (2) increase the effective participation of

women and other family members in resolving important public

issues affecting the quality of family life, and (3) strengthen

and further develop educational support systems for public

affairs leaders and groups involved in resolving public issues

(National Extension Homemakers Council Western Regional

Leadership Training Committee, 1979).

Most studies investigating the impact of volunteer

participation focus on the effects of volunteer involvement on

the community; how social and political volunteerism can improve

society (Lunch, 1984; Paynter and Allen, 1982; Schram and

Dunsing, 1981). No studies, to this researcher's knowledge, have

looked directly at how the demand of volunteering affects family

management and role adjustment within the family.

In studying why participants discontinue volunteering, the

two primary reasons given were: (1) too busy and (2) private,

personal, and family reasons (Gallup, 1984:20). Implications

drawn from these data are that, for continued participation of

volunteers, the interaction between the volunteer demand and

other work and family demands needs further examination. Little



is known to what extent the wife/mother's volunteer participation

influences family managerial responses. Does the self-esteem of

the volunteer influence managerial responses and volunteer

commitment? (1) Is there role strain experienced by the

wife/mother and, if so, what is done to adapt to the role strain?

(2) Is the degree of individuals' satisfaction with their

managerial responses to the volunteer commitment related to

continued volunteer participation? (3) Is there greater

flexibility in those families where the wife/mother continues to

volunteer with FCL? What personal characteristics relate to

continued volunteer participation? Perhaps if these questions

could be answered and then addressed in volunteer recruitment and

training, more volunteers could be recruited and retained.

Furthermore, if these questions were answered, professionals

could more confidently provide assistance to help wife/mother

volunteers more easily adjust to a volunteer demand.

Statement of Purpose

The purpose of this study was to investigate factors related

to role adjustment and managerial strategies used when the

wife/mother participated in the Family Community Leadership

Project (FCL).

It was known at the outset of this study that some FCL

volunteer participants had continued to volunteer with FCL beyond

their one year commitment while others had discontinued after the

one year commitment. Because of this known difference between
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the two FCL groups (continued and discontinued), the research

design for this study was structured to compare the two groups.

This study focused on the differences between these two groups

which might have contributed to adjustment to the FCL role.

Research Objectives

The major objectives of this study were:

1. to investigate the socio-demographic characteristics
of the FCL participants and to determine if there were
differences between those who continued and those who
discontinued FCL affiliation;

2. to determine if there were differences in self-esteem
related to community leadership for those who continued
and those who discontinued and to determine if there were
changes in self-esteem from pre-FCL participation to
present;

3. to investigate if there were differences in
managerial responses to the FCL role demand for those who
continued and those who discontinued FCL affiliation;

4. to investigate the perception of role strain to
determine if there were differences in role strain for
those who continued and those who discontinued FCL
affiliation;

5. to determine the level of family adjustability and
investigate if the adjustability levels differed for
those who continued and those who discontinued FCL
affiliation.
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CHAPTER II

LITERATURE REVIEW

Women in Volunteer Participation

Throughout the years women have served in volunteer work.

They have served to fulfill needs in society which individuals,

families or institutions alone could not meet. Today there

continues to be a growing need for volunteers in society as a

result of budget cuts in human services and an increased

recognition of the need for women's input into public policy

decisions. It appears that women continue to do volunteer work

even though women's labor market participation has increased in

recent decades.

In 1983, the Gallup Organization conducted a national survey

on the nature and scope of volunteering in the United States.

With volunteering being broadly defined as "working in some way

to help others for no monetary pay," it was found that 55 percent

of American adults volunteered, an increase of three percent

since 1981. Women who volunteered remained at a constant 56

percent from 1981-1983 despite changes in family and employment

patterns (Gallup, 1984:21). In contrasting the Gallup findings

with past data collected on volunteer participation the rapid

increase of participation in volunteer work became apparent.

During 1965, 21 percent of all women participated in volunteer

work compared to 26 percent volunteering a decade later (Action,

1975:4). Furthermore, the involvement in some volunteer
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activates has shown major increases since 1981-1983, notably

volunteer participation in community action programs (Gallup,

1984:20).

Variables found to be related to the degree of volunteers'

participation were education, income and employment. College

degree holders were more likely to volunteer than those with

lesser amounts of education and households with higher income

were more likely to have members participating in volunteer work.

Contrary to popular notion, employment did not deter volunteer

participation. Of those participating in the 1983 Gallup survey,

the part-time employed were more likely to volunteer (65 percent)

than full-time employed (55 percent) and the employed, in

general, were more likely to do volunteer work than those not

employed (45 percent) (Gallup 1984:22).

Impact of Volunteer Participation on Families

In reviewing the literature, it is apparent that most

studies have examined the characteristics of volunteers and

influences on degree of participation (Schram and Dunsing, 1981,

and Gallup (1984:20). No studies, to this author's knowledge,

have looked at how the demand of volunteering and participation

in volunteer activities affect family managerial responses. In

looking at why volunteers stop volunteering, it was found the two

primary reasons for discontinuing volunteer activity was: "too

busy" and "private, personal, and family reasons". The

implication drawn from these data is that, to facilitate
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continued participation of volunteers, the interaction between

volunteer demand and other work and family demands needs further

examination.

Professionals in the field of volunteerism today recognize

the need to speak to the volunteers' needs, interests and skills

(Allen, 1984:4). On the other hand, volunteer participants do

not find it easy to design satisfactory strategies for adjusting

to multiple demands within the family when the volunteer demand

is present. Exactly what kinds of adjustments may be selected

or required within a family when volunteering activity is

included remains an unknown to researchers. Adjustment, may come

easily because the wife/mother's volunteer participation is so

satisfying to her that the family does not mind doing extra

household work. In contrast, the volunteer participation may

cause severe stress on daily household management.

In regard to time spent by wife/mother on volunteer work, it

was reported that wives whose children were older spent more time

in volunteer work. However, employed wives do not significantly

decrease time allocated to volunteer and community work (Nickols

and Fox, 1980:207). This was not a longitudinal study, thus,

other variables, such as a cohort effect, may have influenced

these findings.

Results from one study of middle-aged women indicated that

women participating in the work force had higher levels of self-

esteem, physical health and experienced less psychological

anxiety even though, by being employed, they seemed to carry a
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double load of responsibility (Antonucci and Coleman, 1982:5).

These researchers suggest that working outside the home provides

a broader perspective that helps relieve pressures on individuals

in period of personal stress. Although not directly related to

volunteer participation, these same effects may be felt from

volunteer work.

Family Adjustment: An Ecosystems Approach

Family adjustment to an outside demand (i.e., volunteering)

can best be analyzed and understood from an ecosystems approach.

No longer can families be viewed as operating completely

independently from environmental interaction. Family members

interact daily with one another plus with others outside the home

setting, such as; children at school, father at work and in

community activities and wife/mother at work and in community

activities.

The ecosystem approach involves "... a search for

understanding and controlling the mutually sustaining

relationship that couples man with his environment. . .(Hook and

Paolucci, 1970:316)." This framework is useful when focusing on

individuals interacting within the family as well as transacting

in their near environment (Melson, 1981). This theoretical

approach highlights interdependence of family members and their

perceived environments. It is important to realize that "the

family organization mediates the interaction between family

members and environments (Paolucci, et al., 1977:17)". Family
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members depend on certain external systems and external systems

(education, political, technical, social) depend on families.

Because of the interaction and interdependence of the family unit

and its near environment, it can readily be understood that if

there is a change in one part of the family system there will be

a change in the whole system. Thus, if the wife/mother chooses

to take on an added responsibility of volunteering or working

outside the home, this will probably necessitate an adjustment

within the family, not only for the mother, but other family

members also. This adjustment for family members may be an

indirect adjustment, like not having meals at regular times or

clothes not being ironed or a more direct adjustment like father

and/or children doing more cooking and laundry. Adjusting the

environment might mean the wife may ask for volunteer times that

best fit with her family management demands, thus exerting some

control over the near environment which in turn, perhaps, would

minimize adjustment required within the daily family management.

A primary advantage of viewing a family or situation from an

ecosystem approach is that it encourages one to look both at the

persons involved in the situation and the conditions surrounding

them in their larger environment. In other words, this is a

framework for looking at the "whole", the system and its

environment.

Viewing a family from an ecosystem approach, it can soon be

recognized that the well-being of family members is dependent on

their ability to adjust. For a family to survive, it must be
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able to operate as both a morphogenic system (behaviors that

enables the system to grow, create, innovate and change) and as a

morphostatic system (behaviors that support maintenance - status

quo, stability). Olson and McCubbin (1983a) believe that the

most viable family systems are those that maintain a balance

between morphogenesis and morphastasis (p. 61). Early social

systems approach theorists (Buckley, 1961, and others) emphasized

a cybernetic model... equilibrium--maintenance oriented.

However, in the past few years more attention had been given to

the morphogenic characteristics of a system (Hoffman, 1981).

Measurement of Family Adjustability

To measure family adjustability, Olson, et al., (1983b) have

developed an instrument to measure two central, interdependent

dimensions of family behavior: adaptability and cohesion. These

two dimensions were used to form the circumplex model. Early

testing of the model began in 1978 with Sprenkle and Olson

comparing clinic and non-clinic couples on variables measuring

the adaptability dimension (Olson, et al., 1983b:78). Since that

time, many studies have used the model and the instrument,

refined to its present form, and now known as the Family

Adaptability and Cohesion Evaluation Scales (Faces II). This

scale allows researchers to classify individuals, couples and

families on the separate yet interdependent dimensions of

cohesion and adaptability. From this classification, the

individuals and/or families can be placed into one of sixteen
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types which are then organized into three main groups or family

types: Balanced, Mid-Range, and Extreme, which represent levels

of adjustability (Olson, et al., 1983b:81), (Figure 2.1).

Balanced families are those who fall into the mid-levels on

the continuums of adaptability (rigid, structured, fexible,

chaotic) and cohesion (disengaged, separated, connected,

enmeshed). Overall, Olson perceives "Balanced" families having

more family strengths that would help them adjust to stress more

effectively.

By classifying those families involved in volunteering (such

as FCL), perhaps it may be found that family adjustability is

associated with managerial responses to the volunteer demand and

continuation or discontinuation of the volunteer commitment.
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Management of Household Work

Attention to household work has been an important part of

the study of home management for many years. In the past,

emphasis was placed on doing tasks simply and efficiently, with a

fair amount of focus on "good" and "bad" management, without

accounting for context or situation. However, since the

introduction of a systems approach to management by Deacon and

Maloch (1966), housework has been looked at more globally by

taking into consideration the influence of environmental demands

and adjustment to these demands for the purpose of maintaining

the family unit's effectiveness. This approach, in contrast to

earlier emphasis on tasks and efficiency, recognizes the family

as the managerial unit, in interaction and interdependence with

its environment, with a realization that a change in one part of

the family management system results in change throughout this

system.

Presently, the trend in the field of home management is

effective use of all resources (human and material) to meet goals

defined by the family. As stated by Deacon and Firebaugh (1981),

home management functions to meet demands, whether individual or

family goals or unexpected events.

Today, however, home economists are not alone in considering

household work worthy of attention. Sociologists Berk and Berk

(1983) stress "...families could not exist if what we loosely

call household work were not routinely accomplished" (p. 381).

Microeconomists also have given attention to household work as
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household production. Under the banner of New Home Economics,

Becker (1981) purports that families are seeking the highest

level of well-being possible, thus, families grapple with how

best to allocate time and other resources among market work,

production of household commodities and investment in human

capital. An implicit assumption in a New Home Economics approach

is that household optimization ought to be wide spread because

"inefficient households will not survive" (Becker, 1981: 40-42).

To synthesize the various ideas aforementioned, attention

could be placed on both effective and efficient household

functioning as long as attention is focused on routine tasks as

well as the family managerial adjustment process as both macro

and micro environmental demands and unexpected events surface.

Adjustment to environmental demands is necessary to reduce stress

caused by such demands. Family managerial behavior can be

adjusted by (a) setting new goals, (b) adjusting standards

related to the situation, (c) adjusting level of resources

allocated, (d) reorganizing routines to maximize resource

effectiveness, (e) redefining role expectations, and (f)

negotiating task performance responsibilities (Buehler and Hogan,

1980). Thus, family management decisions are particularly

crucial for the family because of the need to establish and

redefine new roles, expectations and routines. Of special

concern when family changes are being considered is the question

of self-interest versus family well-being. Often discrepancies

exist between individual desires and family interests. "The
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family's concept of what should be, might result in pressure

being felt by the individual whose behavior does not conform to

the group expectations" (Paolucci, Hall and Axinn, 1977:8).

Levitan and Belous (1981) believe a decrease of chores allocated

along traditional lines coupled with women sharing more

effectively in the family decision process, are the primary

adjustments that will be made in the future. (P. 28)

Based on results from their study of 99 employed white

women, ages 25-40, Piotrkowski and Crits-Cristoph (1981) found

that women's jobs are significantly associated with reported

degree of family adjustment in dual-earner families. Indicators

of job satisfaction and job-related mood emerged as particularly

important predictors of family adjustment.

Division of Labor in Household Work

Previous investigations considering the interaction of the

wife/mother in the community, coupled with family, management

responsibilities, have been in the context of wife/mother

entering the labor market. Wives continue to be the primary

household workers, contributing more time and performing a wider

array of tasks than husbands regardless of wife/mother employment

status (Sanik, 1979; Nickols and Fox, 1980; Davey and Paolucci,

1980; Berk and Berk, 1983). However, in comparing employed and

nonemployed wives it was found that less time was spent on

housework by employed wives. Employed wives working a 35-hour

paid work week spent about 1 1/2 hours less per day on household
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work (Nickols and Fox, 1980).

Data obtained as part of the Northeastern Regional Time-Use

Research Project (NE-113) indicated that the wife/mother spends

considerable more time in household work than her spouse.

Spouses contributed approximately the same amount of time to

household work when the wife was working part-time in the labor

force and a slight increase of time spent on household work when

wife is working full-time (Olson, et al., 1983c).

Nickols and Metzen (1982), in a longitudinal study of time

allocation to productivity (employment and housework), found the

wife to be the major houseworker in nearly all families. Over

the six years of the study (1968-1973), husbands reporting time

spent on housework showed a slight increase while mean hours of

time input to housework by wives declined by about 3 hours.

Wives averaged approximately 35 hours per week while husbands'

average contribution to housework was slightly over 2 hours per

week. However, of those husbands who did contribute to

housework, about 7 hours per week were contributed (Nickols and

Metzen, 1982:205). Contrary to popular notions, wife's

employment did not have a significant effect on husband's

household work time. In fact, Goebel (1981) found that husbands

contributed the greatest number of hours (2.3) per day to

housework when the wife was not employed, compared to full-time

employed wives. The Nickols and Fox study provided further

evidence that employed wives reduce the quantity of time spent in

household production to accommodate outside time pressures and
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their spouses adjust little in this time category.

Even though the wife/mother's responsibilities outside the

home have not filtered back into a major reallocation of

responsibilities within the family in the past decade, married

men are just starting to become involved in an increase of

household responsibility. Levitan and Belous (1981) believe this

trend may soon be the largest impact on families associated with

wives entering the labor force. Perhaps this is a beginning of a

slow evolution toward family work roles based more on equity and

less on sexual stereotyping (p. 28). However, equal sharing of

household and family responsibilities may not be realized in the

near future.

Shared Roles in Household Work

There are many factors relating to adoption of shared roles

among married couples. Haas (1982) divided factors relating to

adopting of shared roles between couples into two categories: (a)

background and personality characteristics and (b) contemporary

factors in the couples' social environment which facilitate role-

sharing (p. 748). Although the wife may be committed to outside

work, she usually does not share equally with her husband the

obligation to provide income. Furthermore, he does no more than

"help out" with housework, Haas reports. In this study of

egalitarian couples, background factors that appear to be related

to role-sharing marriages were: working mother, a postgraduate
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liberal arts education, growing up in the turbulent 1960's, an

unusual orientation to employment, and nonsextyped socialization

experience. Over two-thirds of the husbands sampled reported

doing at least some traditional feminine chores (such as

dishwashing, cooking, cleaning) while growing up (Haas,

1982:753). Also, it was found that husbands had had some role

sharing experience with a roommate in an apartment before

marriage. Another environmental factor facilitating role sharing

was social support.

The vast majority of the parents of the couples in the

study were reported by their children to be approving of, or at

least neutral toward, experiments with role-sharing. Role-

sharers in the Haas study indicated role-sharing would be easier

if there were more part-time jobs, more job sharing and/or a

shorter work week, and more daycare options at lower costs (Haas,

1982:757).

Attitudes toward household work vary but, in general,

housework in the American society has been a low status, low

security and a low power job, bound up in sex roles and economics

(Rae Andre', 1981). Furthermore, an implicit sociological

attitude in the past (Blood and Wolf, 1960) was to view housework

as something "anyone" can do, requiring no special skill.

Goebel (1982), in a study exploring the structuring of

household labor and subjective satisfaction with certain aspects

of the quality of family life, found that 91.2 percent of the

couples were dissatisfied with their own household work. This
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was true regardless of how they structured their division of

labor. When comparing the relationship of wife's full-time

employment with household work, Goebel reported that 72 percent

of the more traditional couples (husband, primary work; wife,

homemaker) were dissatisfied with housework compared to 40

percent of the less traditional (p. 6). However, Goebel stressed

that couples are satisfied with their family life and sharing

household work but dissatisfied with their own household work.

Thus, this study indicates that family's quality of life is not

just a function of who does the household labor.

Role Strain

In order to understand ease of adjustment in taking on or

discontinuing roles, it is helpful to understand role relations

among family members and more specifically understand precursers

to role strain for individuals. The role strain variable was

first presented by Goode (1960) in his classic theoretical essay.

Goode (1960) defined role strain as "felt difficulty in

fulfilling role obligations." "It is one of the few terms where

there is a consensus about what it means..."(Burr, et al.,

1979:57). Most commonly, the role strain variable is viewed as

a continous variable that ranges from absence to a high amount.

Perhaps most everyone in society today feels some pressure in

trying to fulfill role obligations and often is aware of what

"must be done," but senses that feeling of "I can't get

everything done." Burr, et al. (1979) refers to this sensation
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as a moderate level of role strain... "not excessive -- just

uncomfortable and frustrating." On the other hand, a high level

of role strain involves considerable guilt and anxiety about not

being able to perform the role(s) (Burr, et al., 1979:58).

Since the presentation of the role strain variable by Goode,

other theorists have also become interested in role strain.

Burr, et al. (1979), drawing from several role theorists

(Cottrel, 1942; Goode, 1960; Hurvitz, 1965; Komaroosky, 1946;

Sieber, 1974; and Snoek, 1966) developed a model and a set of

propositions to explain antecedents of role strain. Not all of

the propositions have been empirically supported and should be

viewed as tentative.

The propositions Burr, et al. (1979) presented in relation

to role strain are:

The more individuals perceive consensus in the expectation
about a role they occupy, the less their role strain.

The greater the perceived clarity of role expectations, the
less the role strain.

The greater the diversification of a person's roles, the
less consensus the person will perceive in the expections about
those roles.

The more activity that individuals believe is prescribed for
them the greater their role strain (curvilinear
relationship).

The more individuals delegate prescribed activities, the
fewer prescribed activities they have.

The greater the role accumulation, the greater the number of
prescribed activities.

The greater the role accumulation, the greater the reward one
perceives from role enactment.

The greater the reward individuals perceive from their role
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enactment, the weaker the positive relationship between the
amount of activity and role strain.

The more individuals think their roles are incompatible, the
greater their role strain.

Addressing role strain, Heiss (1981) suggests there are two

major forms of role strain: (1) role conflict, drawing on work

from Secord and Backman (1965), and (2) role overload , a term

drawn from Sieber's (1974) theory of role accumulation. Both

forms of role strain are caused by multiple roles.

Role conflict occurs when two or more roles appear to be

incompatible. An example might be a wife/mother wanting to get

involved in volunteer work which takes her away from the family,

but she also wants to continue to be a good wife and mother. On

the other hand, role overload is a dilemma that surfaces because

there is just not enough time and energy available to perform all

the roles.

The number of roles that brings about role strain has not

been agreed upon, but Marks (1977) argues that it is incorrect to

assume people have finite time and energy, because it has been

found that a high degree of commitment to a role can bring on

abundant energy. However, he does suggest that certain

combinations of roles may cause problems. Likewise, the belief

that the role obligations are "too much" can turn what could be a

manageable role set into an internal sense that it is beyond

one's capacity. Although role strain is often a result of a

combination of roles, a single factor may be identified as the

"straw that broke the camel's back." For example, role overload
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may arise from a single factor such as role incompetence. If a

person is not capable of performing a role, role overload is

readily experienced (Heiss, 1981:265). From this brief

discussion of role conflict and role overload, it can be seen

that there is agreement on certain role strain theories, but

there is a lack of empirical testing of many of these theories.

Adjusting to new roles has been linked to role strain.

Stryker (1968) believed that one's salience of identity with the

role was an influential factor in ease of adjustment to a new

role. Furthermore, it has been suggested that the greater the

normative change that is perceived in role transition and the

greater the perceived role strain, the more difficulty the

adjustment to new roles. Other factors identified as related to

role strain are: willingness and capacity to perform a role and

identification with the role to be performed (Nye and Gecas,

1976). Nye and Gecas had a special interest in an individual's

identification with the role as it related to social change, both

in role-sharing between spouses and especially to the possibility

that a given role could cease to be performed within the family

if human and technical resources outside the family could perform

the role (i.e., household work).

Role Conflict and Role Overload Adjustments

In light of the reviewed literature on role theory and tne

role strain variable, it is reasonable to expect that when a

family member takes on a new role (adding to existing roles),



23

role strain will be experienced because of multiple role

responsibilities. The person may have a sense of "overload" and

there would be a possibility of "role conflict" emerging. If

role overload and role conflict do occur, the individual will

most likely try to make some adjustments to reduce perceived role

strain.

Some studies have looked at strategies used to deal with

role overload and role conflict. Paloma (1972) identifies four

adjustment strategies used by mothers who successfully combined

motherhood and career: (1) favorable definition of the situation,

(2) establishment of a salient role (what role(s) is/are

important), (3) compartmentalization -- keeping roles separate

and (4) compromise of standards.

In a more recent study investigating role-management

strategies used by husbands and wives in two-earner families,

eight strategies were identified. The strategies were: giving a

legitimate excuse, stalling until pressure subsided,

compartmentalization, empathy, barriers against intrusion,

reducing responsibilities, delegation and organization (Bird,

Bird and Scruggs, 1981). It was found that career earner wives

(those employed in non-professional, non-career positions) used

the strategies of compartmentalization, barriers against

intrusion and reducing responsibility to a greater extent than

dual-career wives. Also, it was found that, overall, wives used

organization and reducing responsibility to a lesser extent than

husbands. However, in dual-career families, organization
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(planning and organizing time) was used significantly more by

wives than husbands. As Bird, et al. (1983) suggest, perhaps

wives in dual-career families feel personal and societal pressure

to successfully manage multiple roles and are more conscious of

planning and organizing their schedules (p. 69).

Based on this study, (Bird, et al.) and other studies by

Scanzoni (1981) and Pleck (1977), it appears career oriented

wives would be less likely to change performance standards at

work or to use home responsibility as a reason to reduce

employment responsibilites than dual-earner wives (Bird, et al.,

1983). In relation to husbands sharing household work when wife

was employed, Bird (1981) found that dual-career husbands share

more of the traditionally female household tasks than did

husbands in career-earner or one-career families.

From an ecosystems approach to role strain, role conflict

can be reduced by making changes in the environmental setting or.

within the family system or by the individual making adjustments

to the demands of both systems (Deacon and Firebaugh, 1981:144).

In the case of a woman combining work and family

responsibilities, handling this conflict is sometimes made easier

through flexible hours and special benefits provided by the

occupational system. Deacon and Firebaugh suggest it is often

the family system that changes to reduce conflict. More

specifically in regard to housework, it is the wife/mother who

makes changes to reduce the conflict.

In summary, it can be seen that studies have dealt with the
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presence of role strain, where and when it is likely to exist and

who's involved. Also, strategies that have been used to

alleviate the role strain have been investigated.

Identity and Social Adjustment

Identity

Individual identity is often overlooked as a precursor to

role behavior and adjustment to situations. Identity is a

subjective phenomenon involving both self-concept (cognitive

process of self-perception) and self-esteem (evaluative

assessment of oneself as an object). This identity is the makeup

of self-perceptions and self-evaluations that are important and

meaningful to the individual (George, 1980:14). Attainment of

identity can be viewed as a product of socialization. George

(1980) indicates that once an identity is formed, the

socialization process (i.e., being socialized to particular

roles) influences the selection of subsequent roles and statuses

and identity becomes a major motivational force in behavior.

Self-concept, being part of the identity set, cannot be

simply viewed as self-perception (worth and competence, a good

wife/mother) but entails both identities and qualities being

ranked along a hierarchy of prominence (Heiss, 1981:62). In

other words, not all attributes in an individuals's self concept

are equally important to him or her. The individual's values,

attitudes and beliefs influence the ranking of these certain
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attributes that contribute to ones' self-concept. For example,

most often a wife/mother will treat family concerns with highest

importance. For example, if the wife/mother considers herself as

a good community leader but a poor wife/mother, she would most

likely have low self-esteem if her wife/mother status is more

important than being a community leader.

One study considering women's well-being at midlife (age 40-

59), found that employment status was a significant predictor of

levels of self-esteem in midlife women (Antonucci and Coleman,

1982). When compared to full-time homemakers, those midlife

women who worked full or part-time had a higher level of self-

esteem. Perhaps the employment role rewards were more important

to these women than their other roles, such as wife/mother, in

this stage of the life cycle.

It is critical to note that Identity helps one to filter the

conditions and situations under which role changes or transitions

are perceived and experienced. Consequently, considering the

identity of an individual can be useful in determining why a

given role demand (volunteering in FCL) may be perceived as

stressful by one individual and not by another. The importance

of the role and the ability to perform the role needs to be taken

into consideration.

Social Adjustment

Individuals in contemporary society are continuously being

forced to adjust to demands of their physical and social
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environment. George (1980) states that "...maladjustment can

occur when the individual cannot meet the level of environmental

demands or can do so only at the cost of personal well-being" (p.

19). Thus, adjustment entails both the objective component

(degree of individual demand) and the subjective component

(perception of well-being). Adjustment, like identity, involves

dynamic processes of change as a result of the individual's

experiences and interpretations of new situations. When

individuals experience challenges, personal efforts become

directed toward achieving and maintaining a positive sense of

identity and a compatible relationship with the physical and

social environment (George, 1981:24).

Social Stress Model

Understanding the complexities of social adjustment is

somewhat difficult. However, George (1980) has developed a

model that helps explain variables related to adjustment in role

transitions in later life. In her book, Role Transitions in Later

Life, she relates how this model grew out of a social stress

framework developed by House (1974). Included in the social

stress framework developed by George are five major classes of

variables that are identified as influential in adjustment.

Those variables are: (1) Social adjustment identity (baseline

measure prior to role change), (2) Conditioning variables (age,

gender, race, income, social support, education, personality
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characteristics and socializing experiences), (3) Response to

stress, (4) Perception of stress (sense of loss, strain), and (5)

Outcome--social adjustment identity (George, 1980:74). An

application of this model illustrating the dynamics of adjustment

to retirement follows. The interactive nature of the variables is

illustrated by the arrows within the model. It is evident that

this model can be a useful framework for analysis of role changes

and transitions beyond those situations individuals encounter in

later life.



Cr No

que409, Ata4i#N9 4,144441E51a .ii'Mq1,404.01V*14.14 UP

n,....e...a...,..*Poriiew.44-de.444444:1.? cop4440Aliog, pFi?epp,*

Coping: Behavioral Responses

Coping:
Intrapsychie
Responses

Figure 2.2 Adjustment to Retirement: A Social Stress Model.
(George, L., 1980:72)



30

Summary

From this researcher's review of literature, several

variables and types of adjustment have been identified as salient

to a wife/mother's ease of adjustment to an FCL volunteer demand.

Since this researcher believes that the wife/mother's adjustment

to the FCL role demand can best be investigated from an

ecosystems approach, a FCL Stress Model has been developed for

understanding and empirically examining the adjustment to the FCL

role demand (Figure 2.3). The social stress framework developed

by George (1980) has provided the basis for the framework

developed and partially tested in this study. This model will be

employed to assist in explaining the "process" that occurs in

connection with this type of role demand and to identify

additional influential variables, thus giving direction for

further inquiry.

In this model (Figure 2.3), the variables proposed to be

influential in the wife/mother's adjustment are:

(1) Self-esteem prior to FCL volunteering

(2) Conditioning variables (age, education, income, number
and age of children, employment, husband's support and
family adjustability

(3) Managerial responses

(4) Perception of role stress (role strain, satisfaction with
housework)

Anticipating the interactive process of these identified

adjustment factors, an outcome of new self-esteem and change in

FCL commitment (beyond one year) has been proposed.
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Figure 2.3 Adjustment to FCL Demand: A Social Stress Model
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CHAPTER III

DESIGN OF STUDY AND METHODOLOGY

Purpose of Study

The purpose of this study was to investigate factors related

to role adjustment and other managerial strategies used after the

wife/mother decided to participate in the Family Community

Leadership Project (FCL).

Hypotheses for this study are as follows:

Hol: There will be no difference in continued participation with
FCL related to socio-demographic variables.

H02: There will be no difference in continued participation with
FCL related to level of self-esteem.

H03: There will be no difference in continued participation with
FCL related to change in self-esteem.

H04: There will be no difference in continued participation with
FCL related to type of managerial response.

(a) number of hours volunteered with FCL per month
(b) degree of shared household work
(c) commitment to other volunteer organizations
(d) perception of household work efficiency
(e) perception of degree of change in standards for

household work

H05: There will be no difference in continued participation with
FCL related to perception of role strain.

H06: There will be no difference in continued participation with
FCL related to degree of satisfaction with household work.

Ho7: There will be no difference in continued participation with
FCL related to family adjustability.
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Sample

The sample for this study consists of 84 Oregon women who

volunteered for training in the Family Community Leadership

Project (FCL). Oregon is one of six states (Alaska, Colorado,

Hawaii, New Mexico, Washington) participating in this W. K.

Kellogg Foundation funded project.

This regional project was funded in 1981 for a duration of

three years (with an option to apply for an additional three

years). The three main goals of this project were:

1. To broaden participants' understanding of complex
public problems and methods useful in solving them.

2. To increase the effective participation of women and
other family members in the process of public
decision making.

3. To strengthen and further develop educational
support systems for public affairs leaders and
groups involved in resolving public issues (Howell,
Butler and Gregg, 1982).

Participants were asked to commit sixteen hours per month to

the FCL project during a one year period following FCL training.

After training, they worked in teams and helped others in their

local communities to better understand complex public problems

and how to solve them, plus promote participation in public

affairs. Finally, the FCL participants were to further

strengthen and develop educational support systems for public

affairs.

This program has completed the first three year phase of the

grant. According to Oregon FCL records, 84 volunteer women from

four counties had been trained in FCL. Eleven women were
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trained at a one week regional training session in March, 1982

and 44 women were trained at a one week state training session in

September, 1982. In February, 1983, an additional 29 women were

trained at the second regional training session, making a total

of 84 women receiving training in a one year period. Nearly one-

half of the participants have continued participation over the

entire period since being trained (beyond a one year commitment)

and others have discontinued. Of those who discontinued, only

five were unable to complete their one year FCL commitment due

mainly to situations beyond their control.

Data Collection

The data for this study were obtained in two different

collection periods from the 84 trained FCL participants in

Oregon. Phase I data were collected from the respondents

immediately preceding FCL training by administering a self-report

questionnaire. This questionnaire was designed specifically as a

pretest for evaluation of the regional FCL Project by the

Evaluation Office of the Center for Data Systems Analysis at

Montana State University (Appendix A). This group had previously

been involved in evaluating other Kellogg funded projects.

Phase II data were collected in conjunction with this study.

The questionnaire was designed to supplement data from the pre-

training questionnaire (Phase I) and focused on FCL participation

data related to socio-demographics, family adjustability, role

strain, management strategies and reported change in self-esteem
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and organizational participation. The Oregon State University

Survey Research Center assisted with the design of the Phase II

questionnaire.

Pre-testing of the Phase II questionnaire was accomplished

by asking eight Extension professionals who had received the FCL

training to complete the questionnaire and make suggestions. As

a result of the pre-testing of the questionnaire, modifications

in content and format were made. The pre-test sample was not

included in the analysis of data of this study.

Collection of the Phase II data was accomplished through a

mailed questionnaire. This questionnaire was sent to all

subjects who, according to Oregon FCL records, had received FCL

training in Oregon, even though some subjects were not currently

participating in FCL.

A cover letter on FCL stationery accompanied the Phase II

questionnaire explaining the nature of this study and was signed

by both this researcher and the Oregon FCL coordinator. To

insure maximum return of completed Phase II questionnaires, a

modified Dillman (1978) data collection method was followed.

Exactly one week after the Phase II questionnaire was

mailed, a postcard reminder was sent to all subjects who had not

responded or returned a completed questionnaire. To those who

had not returned the questionnaire two weeks from the initial

mailing, a second questionnaire accompanied by an appropriate

cover letter was mailed (Appendix B). Finally, subjects were

contacted by phone if they had not responded to any of the first
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three contacts.

Seventy-seven questionnaires were returned by the subjects,

representing a return rate of 91.67 percent. Six of those

returning the questionnaire indicated they had not received FCL

training, thus, the potential sample of trained FCL volunteers

was 78. One questionnaire was returned in an unusable form.

Sixty-nine usable questionnaires were returned out of a potential

78 for a response rate of 88 percent. Of those subjects who did

not return a questionnaire, three indicated they were not

interested when contacted by telephone. Four subjects could not

be reached and one questionnaire was returned marked "not

forwardable".

Measurement and Testing of Variables

Socio-demographics

Socio-demographic variables considered in this study were:

education, age, residence, income, marital status, number of

children, and ages of children and employment. Data on

education, age, residence, number and age of children were

collected on the Phase II questionnaire. Statistical methods

used in analysis of the socio-demographic variables were Chi-

square and Student's t-test.
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Self-esteem

A scale of 30 items designed to measure Self-Consciousness,

Leadership Self-image, Personal Influence, Public Speaking and

Locus of Control was included in the Phase I data collection

(Appendix A). Respondents were asked to indicate the degree to

which they agreed or disagreed with each of the 30 items. This

instrument was designed by the Center for Data Systems and

Analysis at Montana State University.

Tests for reliability for four (4) of the sub-scales within

the 30 items were conducted by the Montana research group

utilizing Chronbach Alpha analysis. Results indicated alpha

reliability as follows: Self Consciousness .70, Leadership Self-

image .75, Personal Influence .53, and Public Speaking .72. No

reliability tests were conducted for the Locus of Control items

by the Montana Research group. Fifteen of the 30 items included

in the Phase I data collection were not tested for reliability.

A replication of the 30 item Self-Esteem scale was included

in the the Phase II questionnaire. This allowed this researcher

to compare respondent's pre-level (prior to FCL training) Self-

Esteem with their current level of Self-Esteem both for those who

continued with FCL and those who discontinued. Student's t-test

statistical analysis was utilized to determine any relationships

between (1) combined sub-scales of Self-Consciousness and

Leadership Self-Image and respondents' FCL continuation status,

(2) combined sub-scales of Self-Consciousness, Leadership Self-

Image, Personal Influence and Public Speaking and respondents'
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FCL continuation status and (3) Total 30 item Self-Esteem scale

and respondents' continuation status. Reliability tests on the

30 item self-esteem scale were performed in connection with this

study. A Guttman split-half reliability test resulted in an

alpha score of .811 and Equal-Length Spearman-Brown reliability

test resulted in an alpha value of .813.

To determine the degree of change for respondents in Self-

esteem from Phase I to Phase II data collection periods, a paired

t-test was utilized.

Role Stress

Two variables measured in this study and proposed to be

influential and interactive with managerial responses chosen by

respondents in relation to the FCL role demand were: perception

of role strain and degree of satisfaction with household work.

On the Phase II questionnaire (Appendix B), data were collected

in regard to the degree respondents felt (1) guilty about not

getting housework done, and (2) guilty about the FCL role taking

too much time away from other family managerial responsibilities.

These two measurements of felt guilt areas represented

perception of role strain in this study.

The second role stress variable was measured by collecting

and analyzing information on degree of satisfaction with

household work in regard to the amount of household work being

done and satisfaction with the degree of shared household work.

Various t-test analyses were performed to determine the
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difference in the felt role stress stemming from role strain and

satisfaction with household work for those who continued and

those who discontinued affiliation with FCL.

Managerial Responses

Data for managerial responses to the FCL role demand and

perception of managerial role change were collected on the Phase

II questionnaire (Appendix B). Subjects were asked to respond to

questions related to the number of hours volunteered in FCL per

week, degree of shared household work, commitment to other

volunteer organizations, perception of household work efficiency

and perception of degree of change in standards for household

work.

Analyses of difference in number of hours volunteered in

FCL, change in household work efficiency and change in household

work standards for those who continued affiliation with FCL and

those who discontinued were accomplished by various t-test

analyses.

Shared household work data were measured by collecting

information on the sharing of nine household tasks: Planning and

Organizing Household Work, Family Shopping, Food Preparation,

Dishwashing, Household Repairs, Laundry, Household Cleaning,

Child Care and Transporting Children. Respondents were asked to

indicate the degree of task sharing with husband, children or

others. Scoring procedures were designed to allow this

researcher to categorize the respondents into three groups: (1)
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Household Work Shared, (2) Household Work Partly Shared, and (3)

Household Work Not Shared (Appendix C). Scoring criteria were

based on a procedure used in a study of division of family roles

by Ericksen, et al. (1979). T-test analysis was utilized to

determine difference in shared tasks for those who continued and

for those who discontinued commitment with FCL.

A more complex measurement procedure was followed in

assessing commitment to other volunteer organizations after

experiencing the FCL demand. As part of the Phase I

questionnaire, respondents were asked to indicate each

organization they were participating in prior to FCL training and

to designate the level of commitment (regularity of attendance,

officer and/or committee member). A numerical scoring method was

developed by this researcher to determine a level of

organizational commitment score for each respondent (Appendix D).

To allow for comparison of the degree of change in

organizational commitment from Phase I data collection period to

the current period, the organizational participation section on

the Phase I questionnaire was replicated on the Phase II

questionnaire. An Analysis of Covariance was utilized to

determine differences in respondent's pre-training organization

commitment and current level of organizational commitment. Also,

differences in commitment levels of those who continued with FCL

and those who discontinued with FCL were analyzed by using the

paired t-test statistical analysis.

In the measurement and testing process in connection with
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the set of identified managerial responses (Ho4) a logistic

stepwise regression analysis was performed to predict differences

in managerial responses for those who continued FCL and those who

discontinued (Appendix E). This statistical technique was

especially appropriate for this multivariate analysis of

dichotomous dependent variables. The statistical package BMDPLR

(Biomedical Computer Program) was used for the analysis.

Family Adjustability

To measure family adjustability, the Family Adaptability

sub-scale of the Family Adaptability and Cohesion Scale (Faces

II) developed by Olson, et al. (1983b) was included in the Phase

II questionnaire (Appendix B). This 14 item scale allowed the

researcher to classify individual families on the dimension of

adaptability. From this initial classification, individual

families can be organized into three main groups of: Balanced,

Mid-Range and Extreme. Olson, et al. believes those families

falling in the Balanced range have the greatest potential for

satisfactorily adjusting to demands. In this study, the

researcher was particularily interested in the difference in

range of adaptability for those respondents who continued with

FCL and for those who discontinued affiliation with FCL. A

Student's t-test was utilized to indicate any significant

differences in adaptability for those respondents who continued

FCL and for those who discontinued.
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Summary

The major aim of this study was to investigate factors

related to role adjustment and other managerial strategies used

after the wife/mother took on the FCL volunteer role.

Approaching this study from a complex ecosystem conceptual

framework, an FCL Stress Model (Figure 2.3) was designed to help

the researcher better visualize the interaction and

interdependence and of the various variables identified.

Although a complete testing of the FCL Stress Model was not

attempted in this study, the model was used to identify variables

for investigation of the dynamics of the FCL role as experienced

by the respondents in this study.
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Summary of Statistical Analyses

Data Statistical
Treatment

Description
of sample

Hypothesis 1

Hypothesis 2

Hypothesis 3

Hypothesis 4

Hypothesis 5

Hypothesis 6

Hypothesis 7

Personal Data
Managerial
Responses

Family Adjustability

Demographic
Variables

Self-esteem

Self-esteem
Change

Managerial
Responses

Role Strain

Satisfaction
Household Work

Family
Adjustability

Descriptive
Statistics
t test and x2

t test and x2

t test

Paired t test

t test

Paired t test
Analysis of
Covariance
Logistic Stepwise
Regression

t test

t test

t test
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CHAPTER IV

RESULTS AND DISCUSSION

Description of Sample

The sample for this study consisted of 69 Oregon women who

volunteered and were trained in the Family Community Leadership

Project (FCL). This number represented an 88 percent response

rate of those identified as receiving FCL training. At the time

of the Phase II survey, 53.8 percent of the participants

indicated they were no longer volunteering with FCL, and 46.2

percent reported they had continued affliation with FCL. Three

respondents did not indicate if they had continued or

discontinued.

The primary interest in this research was to investigate

factors related to role adjustment and managerial strategies used

when the wife/mother participated in FCL. Because it was known

at the outset of this study that many respondents had chosen to

continue to volunteer with FCL beyond the one year commitment,

the sample was divided into two categories: (1) discontinued FCL

and (2) continued FCL to further investigate differences in the

two groups. At the time of the Phase II data collection, the

minimum of one year commitment to FCL had elasped for all

trained FCL participants. Only five respondents in the

discontinued category did not complete the one year commitment,

mainly due to situations beyond their control (i.e., husband's

illness and moved to a new community). In no way should the
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discontinuing of volunteering with FCL be viewed as unfulfilled

commitment to FCL.

For the purpose of this study, dividing the sample into the

two groups provided a meaningful way to organize the data for a

more thorough investigation of factors influencing role

adjustment and managerial strategies used. Also, by dividing the

sample into the groups of discontinued and continued, it was

anticipated that information could be gleaned that would help

professionals train volunteers in a manner to maximize successful

adjustment to an added volunteer role by taking into

consideration family managerial responsibilies as well as

leadership and political involvement skill building.

Socio-Demographics

In the proposed FCL Stress Model (Figure 2.3) socio-

demographic variables were viewed as conditioning or mediating

variables that interrelated with pre-training self-esteem and

other behavioral responses to the FCL role. In this study it was

hypothesized (H01) that there would be no difference in the

socio-demographic variables for those who continued and those who

discontinued. Results of the analysis of the socio-demographics

follows.

Education

No significant relationship was found between educational
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level and continuation status in FCL. Utilizing a Chi Square

(X2) statistical analysis resulted in X2 = 6.08, df = 3; p = .11

(p > .10)a.

All of those respondents who continued with FCL had some

college education. Over 56 percent of the respondents who

continued with FCL had a college education or more.

For those respondents who discontinued affliation with FCL,

82.8 percent had some college education. Fifty-one percent of

those who discontinued had a college degree or more. There were

no respondents in either group (continued or discontinued) who

had less than a high school education (Table 4.1).

The high level of education in this sample is consistent

with a finding in the 1983 Gallup survey, indicating colle,ge

degree holders were more likely to be volunteers than those with

lesser amounts of education.

a Due to the small sample size and the comparison of those who
continued and discontinued FCL, a significance level of .10 has
been set. Throughout the remainder of this study, the p value will
be reported for each analysis and an accompanying star (*) will
indicate significance.
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Table 4.1. Educational level for continued and discontinued
trained FCL volunteers

High
School

Graduate
Some

College
College
Graduate

Advanced
Degree

Discontinued FCL
(n = 35)

Continued FCL
(n = 30)

Total (n = 65)
Missing (n = 4)

%

17.1

0

9.2

(n)

(6)

(6)

%

31.4

43.3

36.9

(n)

(11)

(13)

(24)

%

37.1

36.7

36.9

(n)

(13)

(11)

(24)

%

14.3

20.0

16.9

(n)

(5)

(6)

(11)

X2 = 6.08, df = 3; p = .11

Age

The ages of the respondents in this study are very similar

to the age of the typical volunteer. Schram and Dunsing (1981)

reported that the typical volunteer was between the ages of 26-

44. It was found in this study that 69.3 percent of the

respondents were between the ages of 26-45. The largest percent

of respondents (38.5 %) were aged 36-45, with the 26-35 age

range the next largest grouping, (30.8 2).

No significant relationship was found between age range and

continuation status in FCL. Utilizing a X2 analysis resulted in

X2 = 1.73, df = 3, p = .63. In the 26-35 age range, 65.5 percent

discontinued affiliation with the FCL. The number of respondents

in age groups 36-45 and 46-55 were nearly equal for those who
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continued and for those who discontinued. The total number in

the 56-65 age group was small.

Table 4.2. Age range of FCL respondents who continued and

discontinued affiliation with FCL

Age 26-35 36-45 46-55 56-65

% (n) % (n) % (n) % (n)

Discontinued FCL
(n = 35)

37.1 (13) 34.3 (12) 22.9 (8) 5.7 (2)

Continued FCL
(n = 30)

23.3 (7) 43.3 (13) 23.3 (7) 10 (3)

Total (n = 65) 30.8 (20) 38.5 (25) 23.1 (15) 7.7 (5)

Missing (n = 4)

X2 . 1.73, df = 3; p = .63

Residence

Respondents were asked to indicate the type of community in

which they resided. Categories included: (1) farm, (2) country,

not farm, (3) village, less than 2,500, (4) town, 2,500-9,999,

(5) city 10,000-49,000, and (6) city over 50,000.

Most respondents lived in villages or towns under 10,000 or

in rural areas. Nineteen percent of the respondents indicated

they lived on a farm and 14.8 percent lived in the country.

Those two categories combined made a total of 34.4 percent living

in rural areas. There was no significant relationship between
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place of residence and respondent's continuation status in FCL.

A Chi Square resulted in X2 = 3.23, df = 6; p = .78 (Table 4.3).

Place of residence for this sample differed from a previous

volunteer survey (Gallup, 1983) which indicated that 56 percent

of adult volunteers resided in areas of 25,000 or less. In this

study, 69 percent of the repondents lived in areas of less than

10,000. The difference may be due to the focused geographic area

(four Oregon counties) of the sample and did not represent a

random sample. In addition, Extension Study Club members were

encouraged to participate in the FCL project and more Extension

Study Club Members live in rural areas.

Table 4.3. Residence of those trained FCL volunteers who continued
and discontinued with FCL

Rural Village or
Town up to
9,999

City over
10,000

% (n) % (n) (n)

Discontinued 21.3 (13) 14.8 (9) 16.4 (10)
FCL (n = 32)

Continued 13.1 (8) 9.8 (6) 24.6 (26)
FCL (n = 29)

Total FCL
(n = 61)

34.4 (21) 24.6 (15) 41.0 (36)

Missing data (n = 8)

X2 = 3.23, of = 6; p = .78
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Income

Respondents reported one of eight income levels on the Phase

I questionnaire. These data were not recollected on the Phase II

questionnaire. Few respondents (3.17 %) reported incomes below

10,000, whereas 9.5 percent reported incomes over 50,000. Nearly

16 percent of the respondents reported incomes under 15,000

whereas 52.3 percent had incomes 15,000-29,999 and 31.8 percent

respondents reported incomes of over 30,000 (Table 4.4).

There was no significant relationship between income levels

and continuation status in FCL. A Chi Square analysis resulted

in X2 = 4.13, df = 8; p .84.

It has been indicated in previous surveys that those

households with higher incomes were more likely to have members

participating in volunteer work (Gallup, 1983). This study

supports these findings with 66.8 percent indicating family

incomes of 20,000 or more annually.
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Table 4.4. Annual income levels of those trained FCL respondents
who continued and discontinued FCL affiliation.

Income Levela

Discontinued FCL

n Percent

Continued FCL

n Percent

Total FCL

n Percent

1. less the 10,000 2 3.2 0 0 2 3.2
2. 10,000 - 14,999 4 6.3 4 6.3 8 12.8
3. 15,000 - 19,999 5 7.9 4 6.3 9 14.3
4. 20,000 - 24,999 7 11.1 4 6.3 11 17.4
5. 25,000 - 29,999 5 7.9 8 12.7 13 20.6
6. 30,000 - 34,999 6 9.5 4 6.3 10 15.9
7. 35,000 - 49,999 2 3.2 2 3.2 4 6.4
8. Over 50,000 3 4.7 3 4.7 6 9.4

Missing data 6

TOTAL 34 53.8 29 45.8 69

mean category 4 4 4
median category 4 5 5

X2 = 4.13, df = 8, p = .85

a Respondents selected one of the eight categories within which
their annual income fit.

Marital Status

Most respondents (87.5 %) indicated they were married, while

only 10.9 percent reported they were single. Comparing those who

continued with FCL and those who discontinued, there was no

statistically significant relationship between marital status and

continuation status in FCL. A Chi Square test resulted in, X2

3.20, df = 3; p = .36 (Table 4.5).

Although other studies have indicated that the majority (58

%) of volunteers were married (Gallup, 1983) this study reveals
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an even higher percentage (87.5 %) of married respondents. The

difference may be due to the uniqueness of this sample (women

from four Oregon counties involved in a specific volunteer

project, FCL and possibly Extension Study Club Members).

Table 4.5. Marital status of those trained FCL respondents who
continued and discontinued FCL affiliation.

Single Married Other

7 (n) % (n) 7 (n)

Discontinued FCL
(n = 35)

11.4 (4) 85.7 (30) 2.9 (1)

Continued FCL
(n = 29)

10.3 (3) 89.7 (26) ---- (0)

TOTAL (64)
(n = 64)

10.9 (7) 87.5 (56) 1.5 (1)

Missing data (n = 6)

X2 = 3.20, df = 3; p = .36

Number of Children

In the total sample, 73.8 percent reported having one or

more children under age 18 living at home. There was a

statistically significant relationship between number of children

under age 18 living at home and continuation status in FCL. Chi

Square analysis resulted in X2 = 9.62, df = 4; p = .05*. Of

those who discontinued FCL, 53.8 percent had three or more

children living at home, whereas, of those who continued, only
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18.2 percent had three or more children under age 18 living at

home (Table 4.6).

In previous studies, age and number of children have been

included in models for predicting likelihood of homemakers

volunteering. Angrist (1967) and Searls (1966) found that

volunteer participation for homemakers increased if they had

school-aged children rather than preschoolers. In a more recent

study, Schram and Dunsing (1981) included the age and number of

children variables as a predictor of women's volunteer

participation. However, in a multiple regression analysis, the

age and number of children were not significant predictors.

Findings in this study tend to support that the number of

children may be more influential in continued volunteer

participation than the age of the children. Perhaps those who

discontinued FCL (having more children) had less time for FCL

volunteering because they chose or were expected to volunteer in

children related activities.
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Table 4.6. Number of children under age 18 living at home for

those respondents who continued and those who
discontinued affiliation with FCL

One Two Three or more
Child Children Children

(n) (n) % (n)

Discontinued FCL
(n = 26)

26.9 (7) 19.2 (5) 53.8 (14)

Continued FCL
(n = 22)

12.5 (6) 25.0 (12) 8.3 (4)

TOTAL (n = 48)a 27.1 (13) 35.4 (17) 37.5 (18)

X2 . 9.62, df = 4; p = .05*

a Seventeen (17) respondents had no children under 18 living at
home.

Age of Children

For the purpose of more thoroughly investigating the

influence of children's ages, four age categories were created:

(1) Children aged 1-5, (2) aged 6-11, (3) aged 12-15, and (4)

aged 16-18. The only significant difference for those who

continued FCL and those who discontinued was found in the 16-18

age category. Those who discontinued had significantly more

children in this category, t - value = 2.27, p = .03* (Table

4.7).
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Table 4.7 Comparison of children's age categories for those
respondents who continued and those who discontinued
affiliation with FCL.

Group Mean SD t Value Two-Tailed
Number Probability

Children
In Age Group

Age 1_5

Discontinued .46 .89
(n = 35) 1.53 .13

Continued
(n = 32)

.19 .47

Age 6 z 11

Discontinued .63 .88
(n = 35) - .40 .69

Continued
(n = 32)

.72 .96

Age 12 -15

Discontinued .46 .66
(n = 35) .12 .90

Continued
(n = 32)

.72 .96

Age 16 z 18

Discontinued .31 .47
(n = 35) 2.27 .03*

Continued
(n = 32)

.09 .30

Seventy-nine percent of the respondents did not have

children in this 16-18 age range. However, thirty-one percent of

the respondents who discontinued had a child in this age range

compared to only nine percent of those who continued who had a

child aged 16-18 (Table 4.8).
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Table 4.8. Number of children aged 16-18 for those respondents
who continued and those who discontinued affiliation
with FCL

no
children

one
child

(n) % (n)

Discontinued FCL
(n = 35)

35.8 (24) 16.4 (11)

Continued FCL
(n = 32)

43.3 (29) 4.5 (3)

TOTAL (n = 67) 79.1 (53) 20.9 (14)

X2 = 4.92, df = 1; p = .06

Absence of older teens seems to have influenced the

continued involvement of the respondents. Although children in

this age range are far more independent and require less physical

care than younger aged children, they may still require as much

or even more time involvement on the part of the parents than do

younger children. Children in this age range may be more

involved in sports events, school activities and likely have

irregular work schedules that could complicate the wife/mother's

participation in FCL volunteer activities.

Employment

In this study, employment data were collected on the Phase

II questionnaire. Respondents were asked to indicate if they

were employed, and to report the number of hours they were



57

working at the time they decided to continue or discontinue

affiliation with FCL. In a second question, respondents were

asked to report their current employment data.

Comparing those who continued and those who discontinued

affiliation with FCL, it was found that at the FCL continuation

decision point, respondents who discontinued were significantly

(X2 = 3.68, df 1; p = .05) more likely to be employed than those

who continued, 77.1 percent compared to 54.8 (Table 4.9).

Table 4.9. Employment status at FCL continuation decision point
for respondents who continued and those who
discontinued affiliation with FCL

At FCL Not
Continuation Employed
Decision Point

Employed

% (n) % (n)

Discontinued FCL
(n = 35)

22.9 (8) 77.1 (27)

Continued FCL
(n = 31)

45.2 (14) 54.8 (17)

TOTAL (n = 66) 67.0 (22) 67.0 (44)

X2 = 3.68, df = 1; p = .05*

However, no significant difference was found between the two

groups in the number of hours employed per week. A t-test

analysis of the two groups on employment data at the decision

point resulted in t-value = - .09, p = .93 and at the current

time resulted in t-value = - .36, p = .72 (Table 4.10).



Table 4.10 Comparison of number of hours employed
continuation decision point and current
status for those who continued and
discontinued FCL.

at the FCL
employment
those who
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Employment
Times

Mean
Number Two-Tailed
Hours SD t - Value Probability

Employed
Per Week

Decision Point

Discontinued 33.12 14.98
(n = 25) -.09 .93

Continued

(n = 17)
33.53 13.83

TOTAL (n = 42) 33.28 14.40

Current

Discontinued 32.57 13.70
(n = 23) - .36 .72

Continued

(n = 15)
34.13 12.40

TOTAL (n = 41) 33.35 13.40

Reflecting on the current employment status, the percentage

of respondents employed decreased for both groups, but those in

the discontinued group were still significantly (X2 = 2.74, df =

1; p = .10*) more likely to be employed. Of those who

discontinued FCL, 71.4 percent were employed and of those who

continued, 48.4 percent were employed (Table 4.11).
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Table 4.11 Employment status currently for respondents who
continued and those who discontinued.

Current Not
Employment Employed Employed

% (n) % (n)

Discontinued
(n = 35)

28.6 (10) 71.4 (25)

Continued
(n = 31)

48.4 (15) 51.6 (16)

TOTAL (n = 66) 37.9 (25) 62.1 (41)

X2 = 2.74, df = 1; p = .10*

It can be noted at the FCL continuation decision point, 66.7

percent of all trained FCL volunteers were employed (Table 4.9).

The mean number of hours employed per week was 33.3 (Table 4.10).

It was found that current employment for all volunteers was

slightly but not significantly lower, with 62.1 percent employed

(Table 4.11) and mean number of hours per week remaining nearly

the same, 33.4 (Table 4.10).

Although there was no significant difference in mean number

of hours worked for the two groups, it can be pointed out that a

larger percentage of those who discontinued FCL were employed at

the decision point; 77.1 percent compared to 54.8 percent of

those who continued (Table 4.9). It appears paid work commitment

was an influential factor for respondents in making the decision

to discontinue FCL.

On the Phase II questionnaire, respondents who discontinued
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were asked to give the most and second most important reasons why

they discontinued affiliation with FCL. Thirty-eight percent of

those respondents who discontinued FCL did indicate FCL

"conflicted with paid employment" as a reason for discontinuing.

However, only 5.7 percent indicated it was the most important

reason. From these findings, one could speculate that the paid

employment commitment

continuation decision.

One must keep in mind, as reported in previous volunteer

surveys, that paid work alone does not inhibit volunteer

activity. In fact, 65 percent of those individuals who work

part-time, volunteer, while 55 percent of the full-time workers

volunteer and 45 percent of those who do not have the paid

employment demand volunteer (Gallup, 1984). In this study,

however, the number of hours worked did not seem to influence the

decision to stay with FCL, while the presence of employment

possibly did influence continuation for a number of volunteers.

can be considered a factor in the

Husband's Support

Another conditioning or mediating variable identified as

influencing the wife/mother's adjustment to a new role (Figure

2.3) is husband's support. Schram and Dunsing (1981) reported

that husbands' attitudes about wives volunteering outside the

home were the most important social-psychological variable in

women's volunteer participation.

The vast majority (77.4 %) of the respondents in this study
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indicated their husbands did support their FCL volunteering.

Only 9.7 percent perceived their husbands did not support their

FCL involvement. Because of lack of variability on this item,

no statistical analysis was done to determine relationship

between husband's support and respondent's continuation status.

Self-Esteem

Self-esteem data were collected by asking subjects to

respond to a 30 item scale on the Phase I questionnaire and again

respond to the same scale on the Phase II questionnaire.

Conceptually, it was proposed in the FCL Stress Model (Figure

2.3) that pre-participation self-esteem would influence the

respondents adjustment to the FCL role. It was further proposed

that respondents would have a new level of self-esteem after

experiencing FCL training and volunteer activity.

Level of Self-Esteem

In this study, it was hypothesized (H02) that there would be

no difference in level of self-esteem for those who continued

affiliation with FCL and for those who discontinued at the pre-

level participation or at the current level. After utilizing the

student's t-test, it was found that no significant difference

exisited between those who continued and those who discontinued

with FCL in level of self-esteem at either the pre-participation

level or at the current level. Student's t-test results for pre-
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participation level resulted in a t - value of - 1.01,p = .29,

(Table 4.12) and t-test analysis at current level resulted in,

t - value = .02, p = .98 (Table 4.13).

Table 4.12. Mean pre-participation level of self-esteem for
those who continued and those who discontinued
affiliation with FCL

Mean S. D.
Self- Esteem

Discontinued FCL
(n = 35)

Continued FCL
(n = 31)

TOTAL (n = 66)

107.3 13.35

110.4 11.59

t-value = 1.011, p = .29

Table 4.13. Mean current level of self-esteem for those respondents
who continued and those who discontinued affiliation
with FCL

Mean
Self-Esteem

S.D.

Discontinued FCL 112.3
(n = 33)

Continued FCL 112.3
(n = 31)

TOTAL (n = 64)

9.9614

7.1096

t-value = .02, p = .98
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Change in Self-Esteem

It was further hypothesized in this study (H03) that there

would be no difference in pre-participation level of self-esteem

and current level of self-esteem between those respondents who

continued with FCL and those who discontinued. Although, to this

author's knowledge, no studies have directly looked at increased

self-esteem levels in connection with volunteer participation, it

seems reasonable to test this relationship. In a previous study

by Antonucci and Coleman (1982), middle-aged women participating

in the work force had higher levels of self-esteem than those not

employed, a finding partly due to development of human capital.

Perhaps volunteering activities also increase human capital, thus

elevating self-esteem.

In this study, it was found that both the respondents who

continued with FCL and those who discontinued had higher current

levels of self-esteem than their pre-participation levels.

However, only those who discontinued had a significant change in

level of self-esteem (t-value = 3.39, p = .00*). The respondents

who discontinued with FCL had a lower pre-participation level of

self-esteem than the pre-participation level of those who

continued. As indicated in Table 4.13, current level of self-

esteem was nearly equal for both groups.
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Table 4.14. Pre-participation and current level of self-esteem
for those respondents who continued and those who
discontinued affiliation with FCL

Discontinued FCL
(n = 33)

Meana
Self-Esteem S.D.

Pre-participation
Self-esteem

Current
Self-esteem

106.45 13.16

112.33 9.96

Paired t-test, t-value = 3.39, p = .00*

Continued FCL
(n = 30)

Mean
Self-Esteem

S.D.

Pre-participation
Self-esteem

Current
Self-esteem

110.56

112.3

Paired t-test, t-value = .86, p = .39

11.75

Mean values are slightly different in this table compared to
Tables 4.12 and 4.13 because of difference in number of
respondents.

A paired t-test analysis was utilized to find if there was a

significant overall change in self-esteem for each respondent

from pre-participation level of self-esteem to current level of

self-esteem (Table 4.15). A significant overall change in self-

esteem level was found by this analysis, t-value = 3.02, p

.00'1'. One explanation for this increased self-esteem from pre-

participation level to current level may be related to the

influence of the three day training and on-going team support the
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respondents received by being part of the FCL program.

Table 4.15. Mean difference in self-esteem from pre-participation to
current level for trained FCL volunteers

FCL Respondents
(n = 64)

Mean
Self-Esteem S.D.

Pre-participation
Self-esteem

Current
Self-esteem

108.64 12.611

112.42 8.734

t-value = 3.02, p = .00*

Further analyses on self-esteem differences from pre-

participation to current level of self-esteem for those who

continued and those who discontinued were done by dividing the

self-esteem scale into two sub-scales, Self Consciousness and

Leadership Self Image. No significant difference was found

between those who continued and those who discontinued from pre-

participation to current level of self-esteem on these two sub-

scales.

Managerial Responses

Conceptually, in the FCL Stress Model, managerial responses

were viewed to be interactive with (1) conditioning variables,

(2) FCL role demand, and (3) perception of role stress.

Furthermore, an output of the managerial responses could result
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in continued commitment to the FCL role and a new level of self-

esteem.

In this study, it was hypothesized (H04) that there would be

no difference in managerial response to the FCL role demand for

those who continued with FCL and those who discontinued.

Conceptually, it was conceived that there were various managerial

responses participants could make to adjust to the FCL role

demand. Specific managerial responses measured in this study

were:

- number of hours volunteered with FCL per week
- degree of shared household work
- commitment to other volunteer organizations
- perception of household work efficiency
- perception of degree of change in standards

for household work

Number of hours volunteered with FCL

On the Phase II questionnaire, respondents were asked to

indicate the number of hours they had been volunteering with FCL

at the point they decided to continue or discontinue affiliation

with FCL. The mean number of hours volunteered per week by those

who discontinued FCL was 3.33 hours (S.D. 3.28) compared to 4.00

hours (S.D. 2.38) volunteered by those who continued. Utilizing

the student's t-test analysis, these two groups were not

significantly different in the mean number of hours volunteered

per week, t-value = - .84, p = .40.

FCL participants were asked to volunteer two (2) days per

month (16 hours) for one year after receiving the FCL training.
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To complete this volunteer time commitment, volunteers would need

to volunteer an average of four (4) hours per week. Indeed, on

the average those who continued were committing the agreed upon

number of hours and those who discontinued averaged 83 percent

of the number of agreed upon hours. However, the variance within

each group was high.

Degree of Shared Household Work

On the Phase II questionnaire, respondents were asked to

indicate the degree of task sharing with husband, children or

others. Responses were categorized into three groups: Score 1

household tasks not shared, Score 2 = household tasks partly

shared and Score 3 = household tasks shared. Criteria for

scoring are found in Appendix C.

No statistically significant difference was found between

the respondents who continued with FCL and those who discontinued

in the degree of household task (work) sharing. In both groups,

there was a low degree of shared household work (Table 4.16).

Results of analysis utilizing the Student's t-test was, t-value

.47, p = .64.
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Table 4.16. Mean degree of shared household tasks for those who
continued and who discontinued FCL affiliation

Mean
Task Sharing S.D.

Discontinued FCL
(n = 34)

Continued FCL
(n = 29)

TOTAL (n = 63)

1.94 .694

1.86 .639

t-value = .47, p = .64

Nearly equal numbers of respondents who continued and

discontinued indicated they did not share household work. Of

those who discontinued, 26.5 percent did not share households

tasks compared to 27.6 percent who did not share tasks.

Similarly, nearly equal numbers of respondents indicated they

"partly shared" household tasks, more than half of all

respondents in each group. Nearly 53 percent of those

respondents who discontinued reported they "partly shared"

household tasks compared to 58.6 percent of those who continued

(Table 4.17).
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Table 4.17 Degree of shared household tasks for those who
continued and those who discontinued FCL affiliation

Not
Shared

Partly
Shared Shared

% (n) % (n) % (n)

Discontinued FCL
(n = 34)

26.5 (9) 52.9 (18) 20.6 (7)

Continued FCL
(n = 27)

27.6 (8) 58.6 (17) 13.8 (4)

TOTAL (n = 61) 27.0 (17) 55.6 (35) 17.5 (11)

X2 = .51, df = 2, p = .77

In a X2 analysis cross tabulating the degree of sharing of

household tasks with degree of satisfaction with division of

household work, it was found there was a significant relationship

between sharing household tasks and division of household tasks.

X2 = 16.67, df = 8; p = .03*.

There was greater satisfaction among the "shared" group

compared to the "not shared" and "partly shared" groups.

The findings related to the degree of shared household work

in this study would support earlier findings by Haas (1982)

indicating husbands do little more than "help out" with household

work when the wife is committed to outside work. In this current

study it was found that only 17.2 percent "shared" household

work.

On the other hand, the 17.2 percent could be viewed as a
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relatively high level of sharing compared to traditional

expectations. If one does consider this household work sharing

to be above normal, one might attribute this to the age of the

respondent being fairly young, with the majority in the 26-45 age

group. Perhaps younger couples expect more sharing and there is

currently more social support for household role sharing. Haas

(1982) reported that parents of young couples in his study

approved of role sharing for their married children.

Ericksen, et al. (1979) in a study of division of family

roles, found women's education and family income to be related to

role sharing. The higher the education level of the wife and the

more income, the more sharing of family roles. This insight may

partially explain the findings that 72.95 percent of the

respondents in this study fit into the the combined categories of

"partly shared" or "shared" verses the "not shared" category. As

previously pointed out, the respondents in this study were highly

educated (Table 4.1) and income was above average (Table 4.4).

However, it should be noted that in this study, the "partly

shared" and/or "shared" categories are not to be equated with

"equal sharing" of household work activities. Thus, one must

conclude that the wife/mother continues to be primarily

responsible for household work as earlier studies have indicated

(Nickols and Metzen, 1982, Olson, et al., 1983c, Goebel, 1981 and

Nickols and Fox, 1980).
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Commitment to Other Volunteer Organizations

On the Phase I questionnaire respondents were asked to list

each organization they were participating in prior to FCL

training and designate the level of commitment score reflecting

regularity of attendence, plus officer and /or committee member

role. These data were again collected in Phase II to allow the

researcher to compare (as a potential managerial response) the

degree of change in organizational commitment from pre-

participation level to current level for those who continued with

FCL and for those who discontinued.

Utilizing an analysis of covariance (with pre-level being

the covariate) pre-level and current level of organizational

commitment for those respondents who continued and those who

discontinued were compared. The level of change in commitment to

other organization was found to be significant (F = 3.54,

significance of F =.06*) (Table 4.18). The respondents current

level of commitment to other organizations was lower than at the

pre-participation level.
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Table 4.18. Analysis of covariance for current levels of
organizational commitment for those who continued
and those who discontinued affiliation with FCL,
with pre-participant commitment as covariate.

(n = 67)
Sum of

Squares DF
Mean
Squares

Significance
of F

Covariance
Pre-level 1961.981 1 1961.981 8.245 .006
Commitment

Continued/
Discontinued 841.769 1 841.769 3.538 .065

Explained 2803.750 2 1401.875 5.891 .004

Residual 15228.757 64 237.949

TOTAL 18032.507 66 273.220

Significance of F = .06*

A further analysis, separately comparing those who continued

and those who discontinued FCL affiliation, was performed to

examine change in organizational commitment from pre-

participation to current level. Both groups had a lower mean

commitment score at the current level compared to pre-level

(Table 4.19) . It was found that those who discontinued had a

significant drop in organizational commitment between Phase I and

Phase II, (Paired t-test, t-value = - 3.15, p = .00*).

Those respondents who continued affiliation with FCL did not have

a significantly lower level of current organizational commitment

(Paired t-test) t-value = - 1.39, p = .17.
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Table 4.19. Mean pre-participation and current level of other
organizational commitment for those respondents who
continued and those who discontinued FCL affiliation

Discontinued FCL Mean
Commitment S.D.(n = 35)

Pre-level

Current level

32.71

20.85

17.825

16.315

Continued FCL
(n = 32)

Pre-level

Current level

32.03

27.75

19.345

16.252

Discontinued t-value = - 3.15, p = .00*
Continued t-value = 1.39, p = .17

In viewing the wife/mother's adjustment to the FCL role from

an Ecosystems approach, the managerial strategy activities were

proposed to take place either inside the family setting (role

sharing, changing household standards and household work

efficiency) and/or adjustment of the external demands (number of

hours volunteered with FCL, and commitment to other

organizations). The Nickols and Fox study provided evidence that

wives reduced quantity of time spent in household production to

accomodate outside pressures. Thus, it might have been expected

that outside commitment to other organizations would be adjusted

after adjustments are made within the family setting.

Although it was hypothesized that there would be no
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differences in managerial strategies used to adjust to the FCL

role by those who continued affiliation with FCL or discontinued,

commitment to other organizations appears to be an important

managerial strategy for those who discontinued. Perhaps this

was a more viable managerial strategy for those who discontinued

than those who continued affiliation with FCL. On the other

hand, those who discontinued may have perceived a greater need to

adjust.

Viewing respondents' managerial strategy use from an

Ecosystems approach, one must be cautious in speculating the

cause of this lowering of organizational commitment. One cannot

solely attribute the use of this strategy to the added FCL role

demand. Perhaps the wife/mother has a certain amount of time and

energy she is willing to commit to outside activities and still

maintain viable family life. By taking on the FCL demand it may

have necessitated decreased commitment to other outside demands

at least for those who discountinued FCL. It appears the

wife/mother in this study did not make a significant change in

paid work hours (Table 4.12), and thus was more willing to adjust

organization commitment. On the other hand, it is possible the

respondent's interest in other organizations may have changed for

those who discontinued after experiencing FCL and the lowering of

other organizational commitment reflected waning interest in all

volunteer roles.
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Perception of Household Work Efficiency

On the Phase II questionnaire, respondents were asked to

indicate if they agreed or disagreed that their household work

was done more efficiently since they were involved with FCL.

Utilizing a Student's t-test, there was no significant difference

found between the two groups in relation to efficiency of

household work since becoming involved in FCL, t-value = - .94,

p = .35.

Comparing those respondents who continued and those who

discontinued, more respondents in the discontinued group (41.1

2) disagreed that since FCL volunteering, household work was done

more efficiently compared to those who continued, (22.6 Z).

Twenty-nine percent of those who continued agreed household work

was done more efficiently compared to 23.4 percent of those who

discontinued. Nearly one-half (48.4 7) of those who continued

indicated no efficiency change, whereas 35.3 percent of those

who discontinued chose this response (Table 4.20).
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Table 4.20. Wife/Mother's perception of efficiency of household
work since becoming involved in FCL for those who
continued and those who discontinued FCL affiliation

Less
Efficient

No

Change
More

Efficient

Discontinued FCL
(n = 35)

Continued FCL
(n = 31)

TOTAL (n = 65)

% (n)

41.1 (14)

22.6 (7)

32.3 (21)

%

35.3

48.4

41.5

(n)

(12)

(15)

(27)

7

23.5

29.0

26.1

(n)

(8)

(9)

(17)

X2 value = 3.40, df = 4; p = .49

Deacon and Firebaugh (1981) state that home management

functions to meet demands. Thus, the managerial strategy of

increased household work efficiency might have been used to

adjust to the FCL demand. Although there was no significant

difference between the two groups, it is interesting to note the

nearly equal spread in total responses among the three categories

(Table 4.2). Again, one must be cautious about concluding any

increased efficiency in household work due to the FCL role

demand. As one respondent commented, "My shortcomings in

housework really aren't FCL related".

Perception of Change in Household Work Standards

Lowering household work standards is another managerial

strategy sometimes used to adjust to an added demand (Buehler and
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Hogan, 1980). A popular notion in the field of home management

is that if demands are too high standards will be lowered.

Respondents were asked to indicate on the Phase II

questionnaire if they had to lower their household work standards

since being involved in FCL. Seventy-two percent of the

respondents indicated that they did not have to lower their

household work standards since becoming involved in FCL. Perhaps

the FCL demand offered enough flexibility in volunteer time that

the wife/mother could continue with previous household standards.

What is unknown is how acceptable this managerial strategy was to

the FCL participant.

In comparing those respondents who discontinued FCL and

those who continued, no significant difference was found when a

t-test analysis was utilized, t-value = .42, p = .68.

Responses by those who continued with FCL and those who

discontinued were similar in the degree of agreement and

disagreement with the statement. On a response scale of 1-5,

1 = strongly disagree, and 5 = strongly agree, the mean score for

those respondents that discontinued was 2.79 (SD 1.12) and, for

those respondents who continued, the score was 2.68 (SD 1.14).
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Table 4.21. Perception of lowering household work standards
since being involved in FCL for those who continued
and those who discontinued FCL affiliation

Disagreed Neither Agreed

Discontinued FCL
(n = 34)

Continued FCL
(n = 31)

TOTAL (n = 65)

% (n)

44.2 (15)

42.0 (13)

43.1 (28)

%

26.5

32.3

29.2

(n)

(9)

(10)

(19)

%

29.4

35.8

27.7

(n)

(10)

(8)

(18)

X2 value = 1.61, df = 4, p = .81

Logistic Stepwise Regression Model for Managerial Responses

A further, more powerful, analysis, logistic stepwise

regression was performed to predict differences in managerial

responses. Those independent managerial response variables

entered into the model were: (1) number of hours volunteered

with FCL, (2) degree of shared household tasks, (3) commitment to

other organizations, (4) efficiency of household work, and (5)

change in standards for household work since becoming involved in

FCL.

Only variable (3), commitment to other organizations, proved

to be predictive and remained in the model (Table 4.22). This

analysis supported previous analyses on individual managerial

response variables in that "commitment to other organizations"

was the only significant effect found.
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Table 4.22 Stepwise logistic regression model for mangerial
responses

STATISTICS TO ENTER

Term
Approx.

F to Enter D.F. p-value

Number of Hours
Volunteering
With FCL .56 48 .46

Task Sharing 1.46 47 .24

Other
Organizations
Commitment 3.88 48 .05

Efficiency of
Household Work .39 48 .55

Change in
Standards of
Household Work 1.56 48 .22

SUMMARY OF STEPWISE RESULTS

Step Term Log Improved
No. Entered D.F. Likelihood Chi-Square p-value

0 Organization -34.617 69.235 .030

1 Commitment 1 -32.700 3.836 .050

Perception of Role Strain

As discussed in Chapter 2, the degree of felt role strain

can affect adjustment to a new role. It was proposed in the FCL

Stress Model (Figure 2.3) that perception of role strain would be

influential and interactive with managerial responses the

respondent chose. In this study, respondents were asked to
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respond to the degree they felt the FCL role conflicted with (1)

household work and (2) family management responsibilities.

It was hypothesized (H05) that there would be no difference

in the perception of role strain for those participants who

continued with FCL and for those who discontinued. Two

statements: "I felt guilty about not getting the household work

done," and, "I felt guilty because the FCL volunteering was

taking too much time away from my family management

responsibilities," were presented and the respondents were asked

to indicate the degree of agreement or disagreement with each

statement. In this study, response to the two combined

statements represented "role strain". A t-test analysis was

performed (by combining the two role strain statements) to

determine if there was a significant difference between those

respondents who continued and those who discontinued FCL. It was

found that there was a significant difference between the two

groups in the amount of felt role strain, t-value = 1.79,

p = .08*.
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Table 4.23. Mean felt strain role for those respondents who

continued FCL and those who discontinued.

Mean
Role Strain

S. D.

Discontinued FCL
(n = 35)

Continued FCL
(n = 32)

TOTAL (n = 64)

5.49 2.005

4.59 2.061

t-value = 1.79, p = .08*

Those who discontinued felt a higher degree of role strain

with a mean of 5.49 (D. 2.0) compared to those who continued who

had a mean of 4.59 (S.D. 2.5).

In considering the role strain felt in relation to

housework, a significant difference was also found, (t-value

1.75, p = .08*), between those who continued and those who

discontinued affiliation with FCL. Twice as many of those

respondents (38.3 %) who discontinued agreed that they felt

guilty about not getting household work done compared to those

who continued, (19 %). On the other hand, 54.9 percent of those

respondents who continued did not feel guilty about not getting

household work done, compared to 38.3 percent of those who

discontinued (Table 4.24).

Perhaps the reason there was more role strain related to

housework for those who discontinued may be related to their

perceived efficiency of household work discussed earlier and to
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their "ranking" of the importance of this role. Although there

was not a significant difference in change in household work

efficiency for the two groups, it can be recalled that 41.1

percent of those who discontinued perceived that efficiency of

household work had decreased since being involved in FCL compared

to 22.6 percent of those who continued.

Table 4.24. Description of degree of role strain in relation to
household work for those who continued and those who
discontinued FCL

Disagreed Neither Agreed

% (n) % (n) (n)

Discontinued FCL
(n = 34)

38.3 (13) 23.5 (8) 38.3 (13)

Continued FCL
(n = 31)

54.9 (17) 25.8 (8) 19.4 (6)

TOTAL (n = 65) 46.1 (30) 24.6 (16) 29.3 (19)

In considering the second statement, (FCL volunteering

taking too much time away from family management

responsibilities,) it was found there was a significant

difference in felt role strain related to FCL volunteering for

those who continued and those who discontinued FCL affiliation,

(t-value = 1.69, p = .10*. The mean score was based on a five

point scale of strongly disagree to strongly agree. Twice as

many (23.5 %) of those who discontinued agreed they felt guilty
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about the FCL role taking too much time compared to those who

continued (12.9 %) (Table 4.25). Considering all respondents, the

majority (58.4 %) did not feel guilty about the FCL role

taking too much time away from family responsibilities (Table

4.23).

Table 4.25. Description of degree of role strain in relation to
FCL commitment and family management
responsibilities for those who continued and those
who discontinued FCL affiliation

Disagree Neither Agree

(n) % (n) % (n)

Discontinued FCL
(n = 34)

52.9 (18) 23.5 (8) 23.5 (8)

Continued FCL
(n = 31)

64.5 (20) 22.6 (2) 12.9 (4)

TOTAL (n = 65) 58.4 (38) 23.1 (15) 18.4 (12)

Burr (1979) postulated that the greater the reward

individuals perceived from a role, the less role strain would be

experienced. Perhaps those who discontinued did not perceive as

much reward from the FCL volunteering as from family activities,

thus, more role strain was experienced when conflict occurred.

Furthermore, the fact that those who discontinued felt

significantly more role strain related to the FCL demand may help

explain their use of the managerial strategy of decreasing

commitment to organizations (Table 4.19).
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Deacon and Firebaugh (1981) suggested that role strain and

role conflict can be reduced by making changes in the

environmental setting and/or changes within the family system.

In this current study it appears that for those who discontinued,

role strain is being partially alleviated by adjusting the

environmental setting; decreasing commitment to other

organizations and discontinuing FCL volunteering. This finding

is an example of Deacon and Firebaugh's notion that it is often

the family system that changes to reduce conflict rather than the

institution in the environmental setting.

Degree of Satisfaction With Household Work

Another factor proposed to be contributing to role stress

was the respondent's perceived satisfaction with household work

(FCL Stress Model, Figure 2.3). On the Phase II questionnaire,

respondents were asked to indicate their degree of satisfaction

with the amount of household work being done in the family and

degree of satisfaction with the division of household work in

their family. It was hypothesized (H06) that there would be no

difference in the degree of satisfaction with household work for

those who continued with FCL and for those who discontinued.

Considering all respondents, the majority (51.6 7) were satisfied

with the amount of household work getting done in the family

compared to 35.9 percent who were dissatisfied (Table 4.27). No

significant difference was found between those who continued and

those who discontinued FCL in relation to overall satisfaction
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with household work (t-value = - .24, p = .81 (Table 4.26).

Those who discontinued affiliation were more dissatisfied with

total household work, mean 5.74, (S.D 1.56) compared to those who

continued, mean of 5.84, (S.D. 1.87), but only slightly.

Table 4.26. Mean degree of satisfaction with household work for
those who continued FCL and those who discontinued

Mean
Satisfaction With
Household Work

S. D.

Discontinued FCL
(n = 35)

Continued FCL
(n = 32)

TOTAL (n = 67)

5.74 1.56

5.84 1.87

t-value = - .24, p = .81

Satisfaction with the Amount of Household Work

Comparing those respondents who continued and those who

discontinued FCL, there was a statistical difference found

between the two groups in satisfaction with the amount of

household work getting done, (t -value = - 1.64, p =.10. Forty-

four percent of those who discontinued were dissatisfied with the

amount of household work getting done compared to 26.6 percent of

those who continued. It also can be noted that there were 44.2

percent of those who discontinued FCL satisified with the amount

of household work being done compared to 60 percent of those who
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continued being satisfied (Table 4.27).

The amount of household work getting done could influence

perceived role stress and managerial strategies used by the

respondents, such as, sharing of household work, efficiency of

household work, and standards of household work. Perhaps if the

sample for this study would have been larger the significance of

the degree of satisfaction in the amount of household work

getting done would have influenced differences between those who

continued and those who discontinued, in the use of managerial

strategies of sharing of household work, household work

efficiency and standards for household work. For example, if one

is dissatisfied with the amount of household work getting done,

there could be a need to change work efficiency and standards.

Table 4.27. Discription of satisfaction with the amount of
household work getting done in the family for those
who continued and those who discontinued affiliation
with FCL

Dissatisfied Neither Satisfied

% (n) % (n) % (n)

Discontinued FCL
(n = 34)

44.2 (15) 11.8 (15) 44.2 (15)

Continued FCL
(n = 30)

26.6 (8) 13.3 (4) 60.0 (18)

TOTAL (n = 64) 35.9 (23) 12.5 (8) 51.6 (33)
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Satisfaction With Division of Household Work

Still another factor proposed (Figure 2.3) to be related to

role stress was satisfaction with the division of household work.

Considering the respondent's satisfaction with the division of

household work, both those who continued and those who

discontinued were more satisfied than dissatisfied with the

division

between

division

of household work. There was no significant difference

the two groups in the degree of satisfaction with

of household work, t-value = - 1.16, p = .25.

Numerous studies (Olson, et al., 1983c; Nickols and Metzen,

1982; Nickols and Fox, 1980; Levitan and Belous, 1981; and Haas,

1982) have indicated that household work is primarily the

responsibility of the wife/mother and family members do little

more than "help out". One might expect that the wife/mother

would be dissatisfied with this arrangement since she has most of

it to do, coupled with the fact, that housework is considered a

low status activity. The fact that the majority of the

respondents in this study were satisfied with their division of

household work (or, at least, were not dissatisfied) may

partially explain why household work was not shared more.

Satisfaction with division of household work is indeed a complex

concept and needs to be analyzed in other contexts since there

was variance in satisfaction with the division of household work.
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Table 4.28. Description of satisfaction with the division of
household work for those who continued and those who
discontinued FCL affiliation

Dissatisfied Neither Satisfied

% (n) % (n) % (n)

Discontinued FCL
(n = 34)

41.2 (14) 14.7 (5) 44.1 (15)

Continued FCL
(n = 30)

23.4 (7) 16.7 (5) 50.0 (18)

TOTAL (n = 64) 32.9 (21) 15.6 (10) 51.5 (33)

Goebel (1982) found that 91.2 percent of the couples in her

study were dissatisfied with their own household work.

Furthermore, considering wives who combined full-time employment

with household work, Goebel reported that traditional couples

were twice as dissatisfied with household work as were those less

traditional couples. Perhaps the high degree of satisfaction

with household work in this study may partially be explained by

the nature of the sample. They were possibly less traditional

due to their high level of education, above average income and

the fact they wished to be politically involved.

Family Adjustability

It is quite possible that the degree of family adjustability

(FCL Stress Model, Figure 2.3) can influence an individual's

response to a new role demand. In this study, it was
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hypothesized (H07) that there would be no difference in family

adjustability for those participants who continued in FCL and

those who discontinued. On the Phase II questionnaire,

respondents were asked to respond to a 14 item adaptability scale

(Olson, et al., 1 983b) , which measured the degree of

adaptability.

Comparing those who continued FCL and those who

discontinued, mean adaptability scores were similar for both

groups. For those who discontinued, mean = 48.57 (S.D. 11.42)

and those who continued, mean = 47.41 S.D. 10.14. There was no

significant difference between the two groups in the degree of

family adaptibility, t-value = .44, p = .66. The scores for both

groups, according to Olson's circumplex model (Figure 2.1), would

place them into the classification of "structured" (approaching

"flexible") compared to other categories of "rigid", "flexible"

or "chaotic" (Appendix F). This classification places these

respondents in the balanced range in this Olson model.

Olson, et al. (1983b) believe those families falling in

this balanced range have the greatest potential for

satisfactorily adjusting to demands. Perhaps if the families in

this study would have fallen into the more extreme areas of the

circumplex model, managerial strategies would have been visibly

different. The fact that both groups were "structured" may

explain why managerial strategies were similar for both groups.
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Unusual Demands

Assuming that the ability to adjust to a new role, such as

FCL volunteering, could be influenced by many factors beyond

those variables indentified from reviewing the literature and

diagrammed in the FCL Stress Model (Figure 2.3), an additional

(beyond those in model) variable was included to measure if any

unusual family or environmental demands had been experienced the

past couple of years. Respondents were asked to respond to eight

unusual demand items (Appendix B).

It was found that there was a significant difference in the

amount of unusual demands experienced by those who continued and

those who discontinued FCL affiliation, (t-value = - 2.91,

p ..00*). Those who discontinued had a higher mean score, 2.17

(S.D. 4.04) than those who continued, who had a mean score of

1.74 (S.D. 1.23). The mean scores would indicate that those who

discontinued had more unusual demands in the last couple of

years.

This finding brings to the awareness once again, that

adjustment to an added demand (FCL) sometimes is heavily

influenced by external events beyond an individual's control and

must not be overlooked in developing systems models.

Summary of Statistical Analysis

Outlined below are the results of the statistical analyses

comparing those who continued affiliation with FCL beyond the one
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year commitment and those who discontinued. The summary is

organized in relation to this study's hypotheses.

Hypothesis 1: Socio-demographic

Education X2 p = .11

Age X2 p = .63

Residence X2 p = .78

Income X2 p = .85

Marital Status X2 p = .36

Number of Children X2 p = .05*

Age of Children:

Age 1 - 5
6 - 11

12 - 15
16 - 18

Number of Hours Employed:

t-test p = .13
t-test p = .68
t-test p = .90
t-test p = .03*
X2 p = .055

Decision-point t-test p = .93
Current t-test p = .72

Number of Respondents Employed:

Decision-point
Current

Hypothesis 2: Self-Esteem

Differences in Self-esteem:

X2 p = .05*
X2 p = .10*

Pre-participation t-test p = .29
Current t-test p = .98
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Hypothesis 3: Change in Self-Esteem

Discontinued paired t-test p = .00*

Continued paired t-test p = .40

Combined Total paired t-test p = .00*

Hypothesis 4: Managerial Responses

Number of Hours Volunteered
with FCL

Degree of Shared Household
Work

Commitment to Other Volunteer

t-test p = .40

t-test p = .64

Organizations - Analysis of
Covariance (change in
commitment) Significance of F = .06*

Discontinued paired t-test p = .00*
Continued paired t-test p = .17

Perception of Household
Work Efficiency t-test p = .35

Perception of Change in
Household Work Standards t-test p = .68

Stepwise Logistic Regression

Analysis on the above five
Managerial Responses

Commitment ... only variable
that remained in model p = .05*
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Hypothesis 5: Perception of Role Strain

Combined Statements

Individual Statement Analysis

(a) Role strain related
to household work

(b) Role strain related
to FCL volunteering and
family responsibility

t-test p = .08*

t-test p = .08*

t-test p = .10*

Hypothesis 6: Satisfaction with Household Work

Two statements combined (amount and
division) t-test p = .81

Separate statements:

Satisfaction
of household

Satisfaction
of household

Hypothesis

with amount
work

with division
work

t-test p = .10*

t-test p = .25

: Family Adjustibility

Adaptability t-test p = .66
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CHAPTER V

SUMMARY, CONCLUSIONS AND IMPLICATIONS

The purpose of this research was to investigate factors

related to role adjustment and other managerial strategies used

after the wife/mother participates in the Family Community

Leadership Project (FCL). As part of this study, a systems FCL

Stress Model (Figure 2.3) was developed to assist the researcher,

conceptually, to more fully understand the interdependent and

interactive processes of the identified variables as a result of

this FCL volunteer role demand.

Summary of Procedures

The data for this study were solicited in two phases from 78

Oregon women who participated in the Family Community Leadership

(FCL) Project. This FCL project, funded by the W. K. Kellogg

Foundation, was designed to help women to become more actively

and effectively involved in the community polictical arena.

Oregon is one of six Western states participating in the FCL

project. Phase I data were collected at the onset of the FCL

project, prior to respondents' week long FCL training, and Phase

II data were collected through a mailed questionnaire in

conjunction with this study.

The respondents in this sample (69 FCL trained Oregon women)

appeared to be fairly typical of women volunteers in general
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(Gallup, 1983). They were highly educated with 56 percent having

a college education (Table 4.1), had a mean income of between

20,000 - 24,999, and were relatively young with 69.3 percent of

the respondents between the ages of 26 and 45. (Table 4.2)

About 35 percent lived in rural areas, 24.6 percent in villages

or towns up to 9,999 and 41 percent living in cities over 10,000

(Table 4.3).

At the time the respondents decided to continue or

discontinue with their FCL volunteer role, most of the

respondents in this study were married (87.5 7) and nearly 74

percent of the sample had children under 18 living at home.

Approximately 67 percent were employed, working a mean number of

33.3 hours per week. Seventy-seven percent of those who

discontinued were employed compared to 54.8 percent of those who

continued to volunteer with FCL.

To assist this researcher in more fully understanding the

role adjustment and managerial strategies used by the FCL

participants, the sample was divided into two groups, those who

continued as FCL volunteers and those who discontinued after

their one year FCL volunteer commitment. At the outset of this

study, it was already known that some FCL volunteer participants

had continued beyond their one year commitment, whereas others

had discontinued. Because of this known difference in the

sample, it seemed reasonable to approach this investigation by

comparing those respondents who continued FCL and those who

discontinued to determine other differences in adjustment to the
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FCL role demand. The two groups were nearly equal in size.

Factors proposed as being interactive in the wife/mother's

adjustment to the FCL volunteer leader role were: (1)

Conditioning variables (socio-demographics), (2) Preparticipation

self-esteem, (3) Managerial Responses, and (4) Perception of role

stress (Figure 2.3).

Summary of Findings

It was hypothesized that continuation or discontinuation

with FCL would not be related to (1) socio-demographics, (2)

level of self-esteem, (3) change in self-esteem, (4) managerial

responses, (5) perception of role strain, (6) degree of

satisfaction with household work, and (7) family adjustability

for those respondents who continued FCL beyond the one year

commitment and those who discontinued after one year. There was

a significant difference between the two groups (those who

continued and those who discontinued) in the number of children

under age 18 living at home (p = .05*). Those who discontinued

had more children. In comparing subdivided age groups, (1) age

1-5, (2) 6-11, (3) 12-15, and (4) 16-18, those who continued and

those who discontinued differed only in the number of children in

the 16-18 group. Those who discontinued had significantly more

children in this age group, (t-test) p = There was also a

significant difference in employment status for those who

continued FCL and those who discontinued. Those who discontinued

were more likely to be employed both at the decision point time
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(X2) p = .05* and currently (X2) p = .10*.

Those who continued and those who discontinued did not

differ significantly in other socio-demographic variables

(education, age, residence, income, marital status, number of

hours employed) measured. Null hypotheses were rejected for the

number of children and employment status variables and accepted

for all other socio-demographic variables.

In relation to self-esteem there was a significant change

for respondents from pre-participation level to current level,

(paired t-test, p = .00*). However, in a further analysis

(paired t-test), it was revealed that those who discontinued had

a significant change in self-esteem (p = .00*) and those who

continued did not (p = .39). Furthermore, final self-esteem

scores were essentially identical for the two groups.

Of major interest in this study were the managerial respon-

ses participants would use in regard to the FCL role demand.

From various analyses it was found that the only managerial

variable in which the two groups varied significantly was,

"change in commitment to other volunteer organizations". Utili-

zing an analysis of covariance to test for significant change in

respondents commitment to other organizations from Phase I to

Phase II, the significance of F was found to be F = .06*. A

paired t-test analysis provided further support for the

conclusion that those who discontinued had a significant decrease

in commitment to other organizations (p = .00*) while those

respondents who continued FCL did not have a significant decrease
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in organizational commitment (p = .17).

It appears that other managerial responses measured in this

study did not differ significantly for those who continued FCL

and those who discontinued.

In regard to adjusting to a new role, it can be assumed that

when a person takes on a role such as the FCL volunteer role,

role strain might be experienced. Those who discontinued felt

significantly more role strain resulting from feeling guilty

about household work not getting done and the FCL role taking too

much time away from other family management responsibilities (t-

test p = .08*).

Another factor proposed in the FCL Stress Model (Figure 2.3)

to be contributing to role stress was the respondent's degree of

satisfaction with household work, specifically, the amount of

household work getting done and division of household work among

family members and/or others. Those who discontinued

significantly less satisfied in the amount of household

getting done, (t-test p ..10).

It was further proposed there would be no difference in

family adjustability for the respondents in this study. It was

found that both groups fell into the balanced range in the

circumplex model (Olson, et al., 1983b) (Figure 2.1) because

respondents were classified as "structured" approaching

"flexible", on a continuum from rigid to structured, flexible to

chaotic. Olson, et al. (1983b) believes those families falling

in the balanced range have the greatest potential for

were

work
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satisfactorily adjusting to demands.

Assuming that the ability to adjust to a new role, such as

FCL volunteering, could be influenced by many factors beyond the

scope of this research, an additional variable (not included in

FCL Stress Model) was included. It was found that there was a

significant difference in the amount of unusual demands

experienced by those who continued and those who discontinued,

p = .00*. Those who discontinued had experienced more unusual

demands in the last couple of years.

This finding brings to the awareness that, once again,

adjustment to an added demand is often influenced by events

beyond an individual's control and must not be overlooked in

developing systems models.

Implications

Investigating the wife/mother's adjustment to one volunteer

leadership role demand from a ecosystems approach, as proposed in

the FCL Stress Model (Figure 2.3), has proven to be complex.

Since the sample appeared to be quite similar in regard to

demographic characteristics, (except for age of children and

number respondents employed) family adjustibility and husband's

support possibly one could expect managerial responses to be

similar. Moreover, since self-esteem levels of those who

continued and those who discontinued were not significantly

different at the pre-participation (Phase I) and the current

(Phase II) stages of assessment, managerial responses (except for
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commitment to other organizations) might be expected to be

similar for the two groups as, in fact, they were.

However, since the results of the study indicate there is a

significant difference in perception of role strain (related to

getting housework done and FCL taking too much time away from

family activities), with those who discontinued experiencing more

role strain, it is too soon to conclude that managerial

strategies have no role to play in assumption of a new volunteer

role. Perhaps respondents (especially those who discontinued)

were unaware of, or unwilling to risk using, managerial

strategies such as increasing household work efficiency, lowering

household work standards and further sharing or delegating

household work as viable alternatives in adjusting to this FCL

volunteer role demand.

This research demonstrated that the managerial responses the

FCL participant chose to adjust were related to outside

activities rather than internal to the family. It is possible

that respondents found it more difficult to alter the family

managerial responsibilities than outside responsibilities such as

FCL participation, other organizational commitment and paid

employment. Perhaps respondents chose the managerial response of

adjusting "outside" activities because they were unsure of

strategies to use in adjusting family managerial activities

inside the family setting.

Furthermore, could it be that volunteers (such as those in

this sample) take on a volunteer role only when they perceive
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this role will not interfere with other family managerial

activities? If this is so, then one would expect little change

in managerial activities such as lowering standards and increased

efficiency of household work or sharing household work with

others.

One implication that can be gleaned from this ecosystem

approach to investigating the volunteer role adjustment is an

appreciation of the interaction of perceived role stress and

managerial responses. It was demonstrated that those who

discontinued felt significantly more role strain which appeared

to influence managerial responses such as commitment to other

organizations and continued commitment to FCL. Other managerial

systems models (Deacon and Firebaugh, 1981) have not directly

incorporated perception of role stress as being a major variable

influencing managerial response. Again, referring back to the

FCL Stress Model (Figure 2.3), it is unclear from this study what

impact the respondent's self-esteem had on adjusting to the FCL

role demand. Since those who discontinued were the only ones who

had a significant change in self-esteem from pre-participation to

current level, it could be interpreted that those respondents

with an increased self-esteem felt confident enough to make

changes in their external activities such as discontinuing FCL

and reducing commitment to other organizations. Perhaps this new

self-esteem will motivate them to go on to other activities

However, it is evident that those who discontinued had not yet

chosen to become involved in other organizations since they had a



102

significant decrease in other organizational commitment. Perhaps

this higher self-esteem allowed them to enjoy family activities

more and, thus, may have chosen to spend more time with family

members and activities. They may be concentrating on teaching

their own family members to become more politically involved in

community decision making. It is hoped that the FCL training has

and will continue to influence the whole family in a more

positive way and discontinuing of FCL affiliation does not

necessarily mean that the FCL training is not being used.

This study has implications for looking at adjustment to a

volunteer demand from an ecosystems approach. As stated earlier,

this systems approach is a complex endeavor and it is difficult

to identify and included all. influential factors in a model.

However, as shown in this study, the two groups were

significantly different on the "unusual demand" with those who

discontinued having more unusual demands. Perhaps these added

demands could have been included as additional variables in

"Perception of Role Stress."

Finally, it appears that professionals involved in training

volunteers and concerned with volunteer retention could benefit

from knowing that those who discontinued did experience more role

strain and did choose to both discontinue FCL and decrease

commitment to other organizations. Perhaps professionals could

be more sensitive in planning training and include sessions on

how to balance the volunteer role demand along with other work

and family activities. Skills in coupling Family Management with
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other societal demands are learned and must not be assumed to be

"given"given fl when planning volunteer selection and training

activities. A more wholistic approach must be considered, such

as diagrammed in the FCL Stress Model.

Recommendations for Further Study

1. In future data collected from participants prior to the

volunteer training, include questions related to managerial

responses (those related to home and family management) to the

volunteer demand. More information is needed in this area.

2. In future managerial studies, further explore managerial

strategies respondents visualize as viable (or actual)

alternatives. For example, is the managerial strategy "lower

household work standard" avoided, if possible, by the wife/mother

and for what reasons?

3. In future family management studies, continue to include

the variables of self-esteem and perception of role stress as

major variables related to the volunteer role adjustment process

and managerial strategies chosen. Continue to refine and retest

the self-esteem scale for reliability and validity.

4. Plan to do longitudinal studies on future volunteer

training projects such as the FCL project. This would allow the

researcher to better investigate impact of training and

successful volunteering activities. In this current research,

only those variables of "self-esteem" and "commitment to other

organization" were used on both the Phase I and Phase II
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5. In future studies related to volunteer participation,

continue to use and test the FCL Stress Model. Include "unusual

demands" variable and possibly create "values" category.

6. At the end of the sixth year of the FCL program,

replicate this current study to further investigate the

wife/mother role adjustment and managerial strategies used. It

might be especially interesting to know if those who are now

continuing affiliation with FCL have made significant changes at

the end of the sixth year.

7. It is recommended in further studies that role strain

scales be more extensively developed. In this study, only two

statements were included to represent role strain. Perhaps a more

sophisticated measure

8. In future

investigate how long

their current job and

104

could be-developed.

studies on volunteer participation,

employed respondents had been employed in

if they considered this employment a "job"

or a "career". This information could have impact on the amount

of role strain experienced.

9. Also, in future studies related to an adjustment to a

volunteer, include as a variable "perception of the role demand"

in the category "Perception of Role Stress" (Figure 2.3).
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APPENDIX A

PHASE I QUESTIONNAIRE



AA Family
Corcanniunity
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Evaluation Office:
Center for Data Systems A Analysis

Montana State University
Bozeman, Montana 50777

(406) 094-4481

Dear 'amity/Community Leadership Project participant:

Because this project is new and innovative, and because we
need to assess its effectiveness, we are asking participants to
calplete this questionnaire as one of the first things they do
when they become involved in project activities. Your cooperation
will be of invaluable help in evaluating the project, and ultimately
in determining fature directions far Extension Homemakers' Programs.

Please answer et of the questions. Feet free to add moments
in. the margins ifyou wish. Federal LW provides that your answers
to all questions must be kept confidential, and may not be used for
other than statistical purposes. Also, the information you provide
cannot be published in such a way as to identify you personally.

We thank you for your generous assistance.

Sincerely,

Lee aulkner

Project Evaluators

A leacitrship development project funded by the W. ft.Aei logg foundation designed to encourage participation in
public Issues affecting families. A regional effort of Extension tiomema her Councils and the Cooperative Extension

Services in Alaska: Colorado. riawaii. Mee Mexico. Oregon. and Washington



111111111

2

111

1. On the next two pages we would like you to list the various clubs, organi-

zations, commissions. and societies to which you presently belong. Please

try to recall al the groups of which you are a member, as well as the committee
memberships and offices you now hold in these organizations.

We would like you to identify the type of organization in column 2 of the list.
Use the letter from the list below-that corftsponds to the organization that you
are reporting about. Don't forget to list Extension Homemakers (EH), and give
it type rA" as indicated below, if you are a member of that group.

TYPE CODE

A EXTENSION HOMEMAKERS
8 GOVERNMENT

C HUMAN SERVICES

0 BUSINESS, PROFESSIONAL
and UNION

E FARM and CONSERVATION.

TYPE OF ORGANIZATION EXAMPLES : groups LIKE those listed below

City Council, Planning Commission, advisory
groups to government officials

senior citizen services, drug or alcohol
related services

F POLITICAL

H

J CULTURAL and
RECREATIONAL Community Concerts, Ski Club

In columns 3,4 and S. circle the correct answer for frequency of attendance.
committee memberships and officerships.

Better Business Bureau, Business and Pro-
fessional Women, Tearpters'

.Women Involved in Farm Economics, Grange.
National Farm Organization

Young Republicans. County Democratic Committee

EDUCATIONAL Parent-Teachers' Association, Book club

FRATERNAL and SOCIAL...Eastern Star, Elks

RELIGIOUS 'Church, Bible study, Prayer meeting



Print full name
of organization,

club, etc. here:

Type of or-
ganization:

Use letters
A through J
from type
description
above.

1

3

1

How frequently Are you
do you attend presently

meetings? a comnittee
1 - NEVER member?
2 - SELDOM
3 - OCCASIONALLY
4 - FREQUENTLY
5 - REGULARLY

23
45

NO
YES

112

Do you
currently
hold
office?

NO
YES

1
2

3
4

5

NO
YES

NO
YES

1
2

3
4

5

NO
YES

NO
YES

1 2
3

4
5

NO
YES

NO
YES

1
2

3
4

5

No
YES

NO
YES

1
2

3
4

5

NO
YES

NO
YES

NO
YES

NO
YES

1
2

3
4

5

NO
YES

NO
YES

1
2

3
4

5

NO
YES

NO
YES

1
2

3
4

5

NO
YES

NO
YES

NO
YES

NO
YES

1
2

3
4

5

NO
YES

NO
YES

Continued on next page Have you left anv out?



Print full name
of organization,
club, etc. here:

1

Type of or-
ganization:

Use letters
A through J
from type
description
above.

1

3

How frequently
do you attend
meetings?
1 - NEVER
2 - SELDOM
3 - OCCASIONALLY
4 - FREQUENTLY
5 REGULARLY

12
34

5

Are you
presently

a committee
member?

NO
YES

113

Do you
currently
hold
office?

NO
YES

1
2

3
4

5

NO
YES

NO
YES

NO
YES

NO
YES

1
2

3
4

5

NO
YES

NO
YES

1
2

3
4

5

NO
YES

NO
YES

NO

YES

NO
YES

1
2

3
4

5

NO
YES

NO
YES

1
2

3
4

5

NO
YES

NO
YES

1
2

3
4

5

NO
YES

NO
YES

1
2

3
4

5

NO
YES

NO
YES

1
2

3
4

5

NO
YES

NO
YES

1
2

3
4

5

NO
YES

NO
YES

Continued on next page Have you left Ant out?
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Answer the following questions by indicating the extent to which you agree or

disagree. If you disagree strongly, circle 1: disagree moderately, circle 2:
no opinion, circle 3; agree moderately. circle 4; agree strongly, circle 5.

disagree neutral agree

2.1 find it easy to express my ideas 1 2 3 4 S

3. 1 can usually keep cool in important situations 2 3 4 5

4. It is easy for me to get my own way In most
situations 1 2 3 4 5

5. I find that meeting new people is usually
embarrassing 1 2 3 4 5

6. It is easy for me to act naturally in a group 1 2 3 4 5

7. I would rather decide things when they come up
than always try to plan ahead 1 2 3 & 5

8. It is easy for me to get along with people 1 2 3 4 5

9. I frequently feel self conscious 1 2 3 4 5

10. Fear of making blunders keeps me from having a good
time at social gatherings 1 2 3 4 5

11. When I serve on committees, my proposals are usually
followed 1 2 3 4 5

12. I can generally propose activities in which others
enjoy taking part , 1 2 3 4

13. I can speak effectively in public 1 2 3 4 5

14. I have always felt pretty sure my life would work
out the way I wanted it to 1 2 3 4 5

15. I can generally succeed in reconciling others when
they have conflicting points of view 1 2 3 4 5

16. I believe I can effectively conduct a group meeting 1 2 3 4 5

17. I generally know where to turn to obtain information
to aid in making decisions 1 2 3 4 5

18. I seen to be the kind of person who has more bad
luck than good luck 1 2 3 4 5

19. I believe I have the necessary skills so that I can
function as an effective leader in my community 1 2 3 4 5

20. When others fumble in finding direction, they often
turn to me for guidance 1 2 3 4 5

21. I never have any trouble making up my mind in
important decisions 1 2 3 4 5

22. In leading group discussions. I find it difficult
to keep everyone involved 1 2 3 4 5

23. 1 think I have the necessary skills and understanding
to function effectively as a member of my community 1 2 3 4 5
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6 disagree neutral agree

24. I can effectively present my ideas to others 1 2 3 4 5

25. I nearly always feel pretty sure of myself even when
people disagree with me 1 2 3 A 5

26. It is hard for me to find anything to talk about when
I meet a new person 1 2 3 4 5

27. I consider myself to be a leader in my community 1 2 3 4 5

28. In social conversation I frequently have definite
ideas and try to convince others 1 2 3 4 5

29. There's not much use for me to plan ahead because
there's usually something that makes me change
my plans 1 2 3 4 5

30. I enjoy speaking in public 1 2 3 4 5

31. Others expect me to be a leader in my home community 1 2 3 4 5

How much confidence do you have in weir present knowledge about:

very little
confidence

a lot of
confidence

32. Different leadership styles 1 2 3 4 5

33. Choice of leadership stytit 1 2 3 4 5

34. Motivating citizen participation 1 2 3 4 5

35. How to lobby 1 2 3 4 5

36. Managing community conflict 1 2 3 4 5

37. Group communication processes 1 2 3 4 5

38. Running an effective meeting 1 2 3 4 5

39. Conducting a needs assessment 1 2 3 4 5

40. How policies are formulated 1 2 3 4 5

41. Identifying community resources 1 2 3 4 5

42. Haw laws are passed 1 .2 3 4 5

43. Writing and presenting proposals 1 2 3 4 5

44. Identifying who has power in a community 1 2 3 4 5

45. Running a political campaign 1 2 3 4 5

46. How public poliry affects local communities 1 2 3 4 5

47. Initiating community change 1 2 3 4 5

48. Identifying public issues 1 2 3 4 5
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We are interested in knowing the kinds of activities in which participants are
involved.

49. Do you belong to any organizations
other than EH that sometimes take
a stand on housing, better govern-
ment, school problems or other pub-
lic issues? (Circle the number of
your answer)

1 NO
2 YES, ONE organization
3 YES, TWO OR MORE organizations

SO. When you get together with friends,
would you say that you discuss pub-
lic issues like government regula-
tion of business, labor unions,
taxes and farm programs?

1 NEVER
2

3 FORMIPITLY

(If cREQUENTLY or OCCASIONALLY) -

Which of the following best des-
cribes the part you yourself take
in these discussions?

1 EVEN THOUGH I HAVE MY OWN
OPINIONS, I USUALLY JUST LISTEN

2 MOSTLY I LISTEN,BUT ONCE IN A
WHILE I EXPRESS MY OPINIONS.

3 I TAKE AN EQUAL SHARE IN THE
CONVERSATION.

4 I DO MORE THAN JUST HOLD UP MY
ENO OF THE CONVERSATION; I

USUALLY TRY TO CONVINCE OTHERS
THAT I AM RIGHT.

51. Have you ever written or talked to

any public officials to let them know
what you would like them to do on a
public issue in which you are
interested?

1 NO
2 yc
(IritT, What types of public
officials? (Circle numbers of
all that apply)

1 LOCAL OFFICIALS, SUCH AS MAYOR
OR CITY COUNCIL MEMBER.

2 STATE OFFICIALS, SUCH AS GOVER-
NOR OR MEMBER OF STATE SENATE.

3 NATIONAL OFFICIALS, SUCH AS
REPRESENTATIVE OR SENATOR.

52. Have you attended any meetings in the
last four years at which political
speeches were made?

1 NO
2 YES

53. In the last four years have you worked
for the election of any political
candidate by doing things like distri-
buting circulars or leaflets, making
speeches or calling on voters?

1 NO
2

(If , What types of officials
have you worked for? (Circle numbers
of alZ that apply)

1 LOCAL OFFICIALS
2 STATE OFFICIALS
3 NATIONAL OFFICIALS

116

54.In the last four years have you contri-
buted money to a political issue, party or
to a candidate for political office?

1 NO
2 YES

55.About how many times do you think you
have gone to the polls and voted during
the last four years?

1 ONE TIME
2 TWO TIMES
3 THREE TIMES
4 FOUR TIMES
5 FIVE OR MORE TIMES

56.Have you ever run for political office?

1 NO
2 XES=2
(If ),for what political office(E)
have you run? (If elected, circle the
number by the appropriate office.)

1

2

3

PLEASE TURN THE PAGE!
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57. Hok long have you lived in
your community?

1 5 years or less
2 6-10 years
3 11-15 years
4 16-20 years
5 Over-20 years

58. How long have you lived in
your state?

1 5 years or less .

2 6-10 years
3 11-15 years
4 16-20 years
5 Over 20 years

59. How far did you go in school?

1 Some high school
2 High school graduate
3 Some college
4 College graduate
5 Advanced degree

60. What is your age?

1 Under 18
2 18-25
3 26-35
4 36-45
5 46-55
6 56-65
7 Over 65

61. If you are paid for either full-
or part-time work, please describe
your occupation.

TITLE

KING OF WORK

KIND OF BUSINESS

HOW MANY HRS PER WEEK?

62. What is your sex?

1 FEMALE

2 MALE

63. In high school or college, were
you ever a student body or class
officer?

1 NO
2 YES
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64. Into which of these broad categories
did your family income fall, before
taxes, in this past year? If you are
single,please indicate your personal
income.

1 less than $10,000
2 $10,000 to $14,999
3 $15,000 to $19,999
4 $20,000 to $24,999

5 $25,000 to $29,999
6 $30,000 to $34,999
7 $35,000 to $49,999

8 OVER $50,000

This is income for WHAT YEAR?

65. What is your marital status?

1 SINGLE
2
3 OTHER

(I

Please describe the occupation of
your spouse.

TITLE

KIND OF WORK

KIND OF BUSINESS

66. Where do you presently live?

1 On a farm
2 In the country, but not on a farm
3 In a town or village of less than

2,500
4 In a town of 2,500 to 9,999
5 In a city of 13,000 to 50,000
6 In a city of over 50,000

67. How many children under 18 do you
have living at home? (If NONE,
write "0")

CHILDREN AT HOME

WHAT ARE THEIR AGES?

Your contribution tward the evaluation
of the F/C Leadership program is greatly
appreciated.
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APPENDIX B

PHASE II QUESTIONNAIRE
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FAMILY COMMUNITY LEADERSHIP SURVEY

When you received training in FCL you were asked to commit one year to FCL

Think back at the point in time when you had to make a decision whether to continue

volunteering in FCL or discontinue participation. Answer the following questions with

that point in time in mind.

1. At the point in time when you decided to continue with FCL or discontinue, who was

performing the following household tasks in your family?

(Circle one number for each household task)

I ONLY MAINLY SHARED MAINLY ONLY I

WIFE WIFE EQUALLY HUSBAND HUSBAND CHILD OTHER

a. Planning
.

and Organizing
household work 1 2 3 4 5 6 7

b. Family
Shopping 1 2 3 4 5 6 7

c. Food
Preparation 1 2 3 4 5 6 7

d. Dishwashing 1 2 3 4 5 6 7

e. Household
Repairs 1 2 3 4 5 6 7

f. Laundry 1 2 3 4 5 6 7

g. Household
Cleaning 1 2 3 4 5 6 7

Answer the next two tasks below if you have children under age sixteen (16)

living at home. (If no children under 16, CO TO QUESTION 2)

h. Child
Care 1 2 3 4 5 6 7

i. Transporting
Children 1 2 3 4 5 6 7

2. How satisfied or dissatisfied were you with the division of household work in

family? (Circle one number)

1 VERY DISSATISFIED
2 DISSATISFIED
3 NEITHER
4 SATISFIED
5 VERY SATISFIED

your
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2

3. Nov satisfied or dissatisfied were you with the amount of household work that got done

in your family? (Circle one number)

1 VERY DISSATISFIED
2 DISSATISFIED
3 NEITHER
4 SATISFIED
5 VERY SATISFIED

4. Here are a few more statements about your household work. Please indicated whether

you STRONGLY DISAGREE, DISAGREE, NEITHER DISAGREE OR AGREE, AGREE OR STEONGLT AGREE

with each statement. (Circle one number for each statement)

ISTRONGLY
DISAGREE DISAGREE NEITHER AGREE

STRONGLY
AGREE

a. At the point in time when I
decided to continue with FCL or
discontinue, I was doing less
household work than I did two
years before 1 2 3 4 5

b. Since I have been involved in FCL I
feel my household work gets done
more efficiently 1 2 3 4 5

c. Since I have been involved in FCL I

have had to lower my standards
for my household work 1 2 3 4

d. I felt guilty about not getting
the household work done 2 3 4 5

e. I felt guilty because the FCL
volunteering was taking too much time
away from my family management
responsibilities 1 2 3 4

f. My husband supported my involvement
in the FCL project 1 2 3 4

5. How important was the financial reimbursement for some of your FCL volunteer

activities to out (Circle one number for each statement)

'VERY

IMPORTANT

SOMEWHAT
IMPORTANT

HOT TOO
IMPORTANT

NOT AT ALL
IMPORTANT

DOESN'T
APPLY

a. MILEAGE REIMBURSEMENT 1 2 3 4 5

b. CHILD CARE REIMBURSEMENT
c. EXPENSES PAID WHILE RECEIVING

1 2 3 4 5

TRAINING 1 2 3 4 5

d. OTHER (specify) 1 2 3 4 5
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6. Raw important was the financial reimbursement for some of your FCL volunteer

activities to your husband? (Circle one number for each statement)

VERY SOMEWHAT NOT TOO NOT AT ALL 7EFi1
IMPORTANT IMPORTANT IMPORTANT IMPORTANT APPLY

a. MILEAGE REIMBURSEMENT
b. CHILD CARE REIMBURSEMENT
c. EXPENSES PAID WHILE

RECEIVING TRAINING

d. OTHER(specify)

1 2 3 4 5

1 2 3 4 5

1 2 3 4 5

1 2 3 A 5

7. Does your family claim unreimbursed
volunteer expenses as a charitable deduction

en your federal income tax return? (Circle one number)

1 PO
2 TES
3 DON'T KNOW

E. At the point in time when you decided to continue or discontinue volunteering with

FCL, how many hours were you volunteering with FCL?

(Write in the appropriate number of hours)

HOURS PER WEEK

9. Are you now a PM volunteer? (Circle one number)

1 PO (go to question number 10)
TES

9 a. About how many hours per week do you volunteer with PC .7

HOURS PER WEEK

(SKIP NOW TO QUESTION 11)

10. Please indicate which one of the following was the HOST IMPORTANT and which one was

the SECOND MOST IMPORTANT reason for discontinuing
participation in FCL. (Write one

letter next to HOST IMPORTANT and another next to SECOND MOST IMPORTANT)

....11171111

ItMO,=110,

A. Completed my one year of PCL commitment

B. Did not like doing PCI. activities

C. Conflicted with other volunteer activities

MOST IMPORTANT D. Conflicted with family activities

E. Conflicted with paid work

SECOND MOST IMPORTANT F. Did not feel I was doing a good Job

G. Felt unprepared to do the FCL activities

R. Other, (specify)

11. At the point in time when you decided to continue or discontinue volunteering with

FCL, were you employed either full or part-time ?

1 NO (go to question 12)

TES

II a. How many hours were you employed per week?

HOURS PER WEEK
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12. Are you now employed full or part-time?

1 NO (go to question number 13)

[1: 12 a. How many hours are you employed per week?

HOURS PER NEEL

13. Below we would like you to list the various clubs, organizations, commissions and
societies to which you presently, belong. Please try to recall all the groups

of which you are a member, as well as the committee memberships and offices you now
hold in these organizations.

In columns 2, 3, and 4, circle the correct answer for frequency of attendance,
committee membership and officerships.

1------
I Print full name 174:777.;;;;717
of organization do you attend
club, etc. here: meetings?

I

1 - NEVER
2 - SELDOM
3 - OCCASIONALLY'.

4 - FREQUENTLY
5 - REGULARLT

Are you
presently
a committee
member?

Do you
currently
hold
office?

1.

1 2 3 4 5 1 1

12345 1 2

1 2 3 4 5 1 2 2

1 2 3 4 5 1 2 1

1 2 3 4 5 1

1 2 3 4 5 1 2 1 2

1 2 3 4 5 1 2 1

1 2 3 4 5 1 2 1

1 2 3 4 5 1 2 1 2

1 2 3 4 5 1 2 1 2
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14. Please answer the following questions by indicating whether you STRONGLY DISAGREE,
DISAGREE, NEITHER DISAGREE OR AGREE. AGREE OR STRONGLY AGREE with each statement.
(Circle one number for each statement)

I STRONGLY

DISAGREE DISAGREE NEITHER AGREE
STRONGLY1

AGREE

a. I find it easy to express my ideas 1 2 3 4 5

b. I can usually keep cool in
important situation 1 2 3 4 5

e. It is easy for me to get my own way
in most situations 1 2 3 4 5

d. I find that meeting new people is
usually embarrassing 1 2 3 4 5

e. It is easy for me to act naturally
in a group I 2 3 4

f. I would rather decide things when
they come up than always try to
plan ahead 1 2 3 4 5

_
g. It is easy for me to get along

with people 1 2 3 4 5

h. I frequently feel self conscious 1 2 3 4 5

i. Fear of making blunders keeps me
from having a good time at social
gatherings 1 2 3 4 5

j. When I serve on committees, my
proposals are usually followed 1 2 3 4 5

k. I can generally propose activities
which others enjoy taking part 1 2 . 3 4 5

.1. I can speak effectively in public 1 2 3 4 5

m. haveI hmi 1- always felt pretty sure my
life would work out the way I
wanted it to 1 2 3 4 5

n. I can generally succeed in
reconciling others when they have
conflicting points of view 1 2 3 4 5

o. I believe I effectively conduct a
group meeting 1 2 3 4 5

p. I generally know where to turn to
obtain information 1 2 3 4 5
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!STRONGLY
DISAGREE DISAGREE NEITHER AGREE

STRONGLY!
AGREE

q. I seem to be the kind of person
who has more bad luck than good
luck 1 2 3 4 5

r. I believe I have the necessary
skills no that I can function
as an effective leader in my
community 1 2 3 4 5

a. When others fumble in finding
direction, they often turn to me
for guidance 1 2 3 4 5

t. I never have any trouble making up
my mind in important decisions 1 2 3 4 5

u. In leading group discussions, I
find it difficult to keep everyone
involved 1 2 3 4 5

v. I think I have the necessary skills
and understanding to function
effectively as a member of my
community 1 2 3 4 5

v. I can effectively present my ideas
to others 1 2 3 4 5

z. I nearly always feel pretty sure
of myself even when people disagree
with me 1 2 3 4 5

y. It is hard for me to find anything
to talk about when I meet a new
person 1 2 3 4

z. I consider myself to be a leader
in my community 1 2 3 4 5

as. In social conversation I frequently
have definite ideas and try to
convince others 1 2 3 4 5

bb. There's not much use for me to plan
ahead because there's usually some-
thing that makes me change my plans 1 2 3 4 5

cc. I enjoy speaking in public 1 2 3 4 5

dd. Others expect me to be a leader
in my community 1 2 3 4 5
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15. Have there been any unusual demands in your family in the last couple of years?
(Circle one number for each statement)

Ri.----z1

a. Tour health,, illness 1 2

b. Husband's health, illness 1 2

c. Other family member's health, illness 1 2

d. Moved 1 2

e. Additional family member living at home 1 2

f. Fewer family members living at home I 2

g. Change in marital status 1 2

h. Other, (specify) 1 2

16. Here are some statements about families. Please read the list one at a time.

In each statement "family" means your immediate family (yourself, your husband

and children, if any living at home)

Then ask yourself: "How does the statement describe your family at the point

in time when you decided to continue with FCL or discontinue?"

Please indicate ALMOST NEVER, ONCE IN
ALMOST ALWAYS. (Circle one number for

A WHILE.
each statement)

SOMETIMES, FREQUENTLY, or

lamosr

n. In our family, it is easy for every-

NEVER
ONCE IN
A WHILE

SOME-
TIMES FREQUENTLY

Aulasrf
ALWAYS

one to express his/her opinion

b. Each family member has input in
major family decisions

c. Children have a say in their
discipline

d. Family members discuss problems and
feel good about the solutions

e. We shift household responsibilities
from person to person

f. It is hard to know what the rules
are in our family

1

1

1

1

1

1

2

2

2

2

2

2

3

3

3

3

3

3

4

4

4

4

4

4

5

5

5

5

B. Family members say what they want

h. In solving problems, the children's
suggestions are followed

1

1

2

2

3

3

4

4

5

5

i. Discipline is fair in our family 1 2 3 4 5
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j. Our family tries new ways of dealing

ALMOST
NEVER

ONCE IN
A WHILE

SOME-
TIMES FREQUENTLY

ALMOST
ALWAYS

with problems 1 2 3 4 5

k. In our family, everyone shares
responsibilities 1 2 3 4 5

1. It is difficult to get a rule
changed in our family 1 2 3 4 5

a. When problems arise, we compromise 1 2 3 4 5

n: Family members pair up rather than
do things as a total family 1 2 3 4 5

o. Family members share interests and
hobbies with each other 1 2 3 4 5

17. What was the highest grade you completed? (Circle one number)

1 SOME HIGH SCHOOL
2 HIGH SCHOOL GRADUATE
3 SOME COLLEGE
4 COLLEGE GRADUATE
5 ADVANCED DEGREE
6 OTHER (Specify)

18. What is your age?

1 18-25
2 26-35
3 36-45
4 46-55
5 56-65
6 OVER 65

19. Which of the following beat describes the community in which you live?

1 ON A FARM
2 IN TILE COUNTRY, BUT NOT ON A FARM

3 IN A TOWN OR VILLAGE OF LESS THAN 2,500
4 IN A TOWN OF 2,500 TO 9,999
5 IN A CITY OF 10,000 TO 50,000
6 IN A CITY OF OVER 50,000

20. Please list the ages of your children who are under 18 and living at home.
(If none please write "0")

/ / / AGES

THANK TOU1 IF YOU WOULD LIKE A SUMMARY OF THE RESULTS, PLEASE PRINT YOUR NAME AND

ADDRESS ON THE BACK OF THE RETURN ENVELOPE.
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Oregon Office:
OSU Extension Service

Milani hall 37
Oregon State University

Corvallis. OK 97331
(503) 754.3684

Participating in the FCL project probably has caused you to
make adjustments in your life. Coupling FCL Volunteering with
other family managerial responsibilities is not always an easy
task. We are interested in learning more about some of the
adjustments your have had to make.

Your participation in this survey is very important. The
answers you provide will help us to better understand how you
have adjusted to your FCL commitment. Also, this information
will assist us in planning future training designs and support
systems, to help participants to more easily adjust to a
volunteer demand, such as-FCL and still manage other family
reponsibilities.

Your responses will be confidential. Your questionnaire is
numbered only so that we can mark your name off the mailing list
when your questionnaire is returned. Your name will never be
placed on the questionnaire. Results of the survey will be
summarized for the whole group.

We are asking you to complete this questionnaire and
promptly return it in the enclosed stamped envelope. We are
interested in reponses from all trained FCL participants, those
of you who are currently involved in FCL as well as those of you
who have discontinued active participation.

If you have any questions, please do not hesitate to contact
one of us. We look forward to your response within the next few
days. Thank you very much for your help in this study.

Sincerely,

Martha A. Snider
Family Resource Management
Oregon State University
754-4992 (office)
753-9288 (home)

Greg Tillson
Oregon FCL Coordinator
Oregon State University
754-3684

A leadership development project funded by the W. K. Kellogg foundation designed to encourage participation In
public issues affecting families. A regional effort of Extension Homemaker Councils and the Cooperative Extension

Services in Alaska. Colorado. Hawaii. Mew Mexico. Oregon. and Washington.
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FOLLOW - UP POSTCARD
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Last week a questionnaire was sent to.you seeking .

your views of the personal and family adjustment
required for you to fulfill your FCL commitment. We
are asking all Oregon volunteer trainers, past and

present, to fill out this questionnaire.

If you. have already completed and returned the
questionnaire, please accept our sincere thanks. If

not, please do so to4ay. It is extremely important
that your responses be included if the survey
results are to accurately represent the views of the
Oregon FCL trainers.

We appreciate your help.

Sincerely,

Martha A. Snider
Family Resource Management
Oregon State University

Greg Tillson
Oregon FCL

Coordinator
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Oregon Office:
OSU Extension Service

Mi lam Hall 37
Oregon State University

Corvallis, OR 97331
(503) 754-3684

Two weeks ago a questionnaire was sent to you seeking your
views of the personal and family adjustment required for you to
fulfill your FCL commitment. It is extremely important that Tour
responses be included if the survey results are to accurately
represent the views of-the Oregon FCL trainers.

If you have already completed and returned the
questionnaire, please accept our sincere thanks. In the event
that our previous correspondeace did not reach you, a replacement
questionnaire is enclosed. If you have not completed the
questionnaire, please do-so today and promptly return it in the
enclosed stamped envelope.

Your responses will be confidential. Your questionnaire is
numbered only so that we can mark your name off the mailing list
when your questionnaire is returned. Your name will never be
placed on the questionnarie. Results of the survey will be
summarized for the whole group.

If you have any questions, please do not hesitate to contact
one of us. We look forward to your response within the next few
days. Thank you very much for your help in this study.

Sincerely,

0

Martha A. Snider
Family Resource Management
Oregon State University
754-4992 (office)
753-9288 (home)

Greg Tillson
Oregon FCL Coordinator
Oregon State University
754-3684

A leadership development project funded by the W. K. Kellogg roundatlon designed to encourage participation in
public issues affecting families. A regional effort of Extension Homemaker Councils and the Cooperative Extension

Services in Alaska. Colorado. Ilawall. New Mexico. Oregon. and Washington.
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APPENDIX C

SCORING CRITERIA FOR SHARING HOUSEHOLD TASKS
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Scoring Criteria for Sharing of
Household Tasks

Question 1, Phase II Questionnaire

1. At the plat la else whoa yea decided to teatime with FCL sr dlncoatimee. who woo
patforsias the following hoesehoid teaks 1. year family?
(Circle sae awahor for each household task)

Iona HAINLf SNARED HAIM ONLY
WIFE WIFE =VALLI HUSBAND HUSBAND MILD OTHER

a. Flaming
sad Organising
homeheld work.. 1 2 3 4 5 6 7

6 Family
Shooflies 1 2 3 4 S 6 7

46 Food
Froparatios..... 1 2 3' 4 5 6 7

d. Diahumahlas 1 2 3 4 3 6 7

e. Dowoobagd
RopeArs 4... I 2 3 4 S 6 7

f. Landry 1 2 3 4 S 6 7

a. Samehold
Clamiss 1 2 3 4 3 6 7

Amur the oast two teaks below if roe haw, children ender ego listen (16)
licies at home. (If so chAldrea osier 16. GO EDMISTON 2)

h. Child
Care 1 2 3 4 3 6 7

1. Traamiportlag
1 2 3 4 5 7

Criteriaa: clad"'

(1) Not Shared

(2) Partly Shared

(3) Shared

Code 1 on at least five task
items

Does not fill criteria for shared and
had code 2, 3, 4, 5, 6, 7 on at least
five task items

Codes of 3, 4, 5, 6, 7 on at least
four task items

a These criteria are similar to the task sharing scoring
procedure developed by Ericksen, et al, 1979.
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COMMITMENT TO OTHER ORGANIZATIONS SCORING PROCEDURES
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Commitment to Other Organizations

Scoring Procedures

Question 1 and question 13 on the Phase II Questionnaire
(Appendices A and B)

How frequently
do you attend
meetings?

Are you presently Do you currently
a committee member? hold office?

1 - NEVER
2 - SELDOM
3 - OCCASIONALLY

4 - FREQUENTLY
5 - REGULARLY NO YES NO YES

1 2 3 4 5 1 2 1 2

On both the Phase I and chase II questionnaires, respondents

were asked to list the various- clubs, organizations, commissions

and societies to which they belonged. For each organization

listed, a possible commitment score was from 3 - 9. This figure

was calculated by adding numeric responses in columns (a) How

frequently do you attend meetings (1-5), (b) Are you presently a

committee member (1 - 2), (c) Do you currently hold office (1-2).

To arrive at a total commitment score, individual organization

commitment scores were added. For the sample in this study,

respondents; commitment scores could range from (3 90).
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APPENDIX E

FAMILY ADJUSTABILITY
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TABLE E - 1

Mean Family Adjustability for those who continued FCL and those
who discontinued

Mean
Adaptability S. D.

Discontinued FCL
(n = 35)

Continued FCL
(n = 32)

TOTAL (n = 67)

48.57 11.418

47.41 10.140

t - test p = .661
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TABLE E - 2

Plotting criteria for respondents' adaptability mean scores into
Circumplex Model (Olson, et al., Figure 2.1)

FACES II CUTTING POINTS

ADAPTABILITY

RIGID STRUCTURED FLEXIBLE CHAOTIC

Mean Score Mean Score Mean Score Mean Score

43.9 or below 44.0 - 50.0 50.1 - 56 56.1 or above




