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CHAPTER I 

INTRODUCTION 

Work and family are two of the primary components of adult life. The relationship 

among dimensions of work and family life are of increasing importance as more 

families are confronted with demands from both environments. As of 1993, 50% of 

all families in the U.S. were being maintained by two or more workers (Statistical 

Abstract of the United States, 1996), with the proportion of working families 

expected to increase. Such statistics indicate that the importance of examining 

work/family relationships is greater than ever before. 

Although researchers have examined work and family issues for several decades, 

much of the research focused on these domains independently. Research on work 

examined the relationship between job characteristics and worker outcomes. For 

example, Gecas and Seff (1989) found that complexity of work was positively related 

to self-evaluations. Other dimensions of the work environment, such as supervisors' 

consideration behaviors, task variety, and job stmcture, are positively related to work 

quality and satisfaction (Martin & Hanson, 1985; Gilmore, Beehr, & Richter, 1979). 

In tum, work characteristics such as routinization, low autonomy, close supervision, 

and low demand for complex work, were inversely related to self-esteem, personal 

control, and intellectual flexibility (Gecas & Seff, 1989; Mortimer & Borman, 1988; 

Kohn & Schooler, 1973). 



While it is important to identify the effect of various work characteristics on 

worker outcomes, such as job satisfaction, it is also important to identify the effect of 

these characteristics on workers' family life (Duxbury & Higgins, 1991; Schultz, 

1985). In recent years, there has been a greater emphasis upon examining the mutual 

influence of these domains. Research has indicated that dimensions of work, such as 

job complexity, self-direction, and occupational status, are positively related to 

marital quality and parenting style (Greenberger, O'Neil, & Nagel, 1994; Spade, 1991; 

Krokoff, Gottman, & Roy, 1988). Indeed, Parcel and Menaghan (1990) concluded 

that "the daily interactions of family life are readily affected by the economic 

activities, paid and unpaid, of family members" (p. 1079). 

The Spillover Model 

One theoretical framework which can enhance our understanding of the 

relationship between work and family environments is the spillover model, developed 

by Wilensky (1960). According to this model, there is a similarity between the 

experiences in the occupational environment and nonwork relationships. The model 

suggests that if an individual experiences a high level of satisfaction at work, then 

he/she will also experience a high level of satisfaction in the domains of family or 

leisure. Payton-Miyazaki and Brayfield (1976) extended the conceptualization of the 

model to suggest that the work environment serves as a source of socialization that 

exposes employees to beliefs, behaviors, and interactional patterns that carry over into 

family life and influence their marital and parental dynamics. For example, Kohn and 



Schooler (1973) argued that occupational conditions (e.g., self-direction in work 

tasks) are empirically tied to valuing self-direction in relationships with others. 

There have been several studies which provide empirical support for the spillover 

model. For example, Kohn (1979) examined the relationship between white- and 

blue-collar fathers' work environments and disciplinary tactics. White-collar fathers 

endorsed independence and self-direction at work and reported favoring discipline 

strategies which would foster these same behaviors in their children. In contrast, 

blue-collar fathers valued conformity and obedience, and endorsed physical 

punishment as a strategy to achieve adherence from their children. Parcel and his 

colleagues (Rogers, Parcel, & Menaghan, 1991; Parcel, & Menaghan, 1990) reported 

that work complexity is related to the quality of the home's physical environment, as 

provision is made for objects to be available which encourage exploration and more 

complex thought. In addition, work complexity was also related to matemal warmth 

and cognitive stimulation, as parents were more likely to engage with children in 

complex decision making activities and provide a higher quality of explanations. 

Further, according to O'Neil (1991), more complex job demands are inversely 

related to cognitive stimulation for sons, but positively related to stimulation for 

daughters. This finding may represent a gender difference in the impact of matemal 

withdrawal after work, due to greater demands made by sons on matemal time and 

attention. Finally, Greenberger et al. (1994) found that work characteristics such as 

challenge, stimulation, and complex tasks were positively related to firm but flexible 

discipline, warmth, and responsiveness in employees' parenting behaviors. 



The significance of the spillover model is more easily understood through the 

application of a socialization framework, providing a necessary link between work 

and family practices. While the socialization process is often observed in the realm of 

family life, a similar process takes place in the context of an individual's work 

environment. Corporate values are imparted regarding the expectations for 

appropriate attitudes and behaviors in accordance with a particular work culture 

(i.e., the manner in which decisions are made, amount of flexibility allotted 

employees in the fulfillment of work responsibilities). It is possible that the 

subsequent values imparted in this socialization process then impact the socialization 

of children in the family setting (Greenberger & Goldberg, 1989). Thus, it is 

important to examine the possibility that corporate culture may play a significant role 

in the socialization of children through parenting styles. 

Total Qualitv Management 

Total quality management (TQM) is a management style which has received 

increased attention in business and industry during the last few decades. This 

management style may serve as a source of work socialization for employees. It is a 

participatory form of management which places high emphasis on flexible structure, 

quality assurance, team networking, and open communication. TQM is implemented 

by promoting shared decision-making between employees and supervisors, employee 

empowerment, diversified work tasks, and employee self-directedness. TQM is an 

all-encompassing theory of management with dimensions which address many areas 

of business life, from customer relations to levels of productivity to employee work-



life. Two well-known dimensions of TQM which deal specifically with employee 

work-life and have been the subject of previous research are participative decision 

making (PDM) (Knoop, 1991; Ganster & Fusiler, 1989; McGratii, 1984; Jackson, 

1983; Siegel & Ruh, 1973; Vroom, 1964), and employee empowerment (Spreitzer, 

1995; Bowen & Lawler, 1992; Neilsen, 1986). These management dimensions are 

central to employee functioning because they directly influence daily interactions 

among co-workers. It is through these interactions that workers are socialized to the 

workplace culture. According to spillover theory, this TQM socialization will 

influence workers' socialization of their children as well. 

One way that TQM has been operationalized in daily work is through the use of 

participative decision making (PDM), which has been defined as "the act of sharing 

with others in deciding what needs to be done to achieve organizational objectives" 

(Knoop, 1991, p. 776). The goal of PDM is to provide employees with the freedom to 

remove job obstacles which inhibit productivity. Through the use of PDM, 

employees are encouraged to take part in the determination of work-related decisions, 

rather than simply following preset directives from upper management. Previous 

research has indicated that PDM influences employee outcomes. For example, a 

positive relationship has been found exist between PDM and job satisfaction (Vroom, 

1964). Ganster and Fusiler (1989) later found PDM to be positively related to 

perceived control. In addition, participative decision making (PDM) was inversely 

related to role ambiguity, depression, job strain, and fmstration (Karasek, 1979; 



Caplan, Cobb, French, Harrison, & Pinneau, 1975), and positively related to job-

related communication (Jackson, 1983; Caplan et al., 1975). 

Another dimension of TQM, employee empowerment, reflects the workers' 

perception of the extent to which they influence their work environment. According 

to Spreitzer (1995), there are four characteristics of employee empowerment: 

meaning, competence, self-determination, and impact. Meaning consists of the fit 

between an employee's values, beliefs, and behavior, and his/her work role 

requirements. Competence is an employee's belief that he/she is capable of 

performing work tasks with skill. Self-determination involves the level of autonomy 

an employee is allotted in governing and initiating work activities. Impact is the 

latitude an employee is allowed in order to influence administrative, strategic, or 

operating outcomes at work (Spreitzer, 1995). Some methods utilized by 

corporations in order to increase levels of employee empowerment have included 

delegation of decision making from upper to lower organizational levels and 

increasing access to information and resources (Bowen & Lawler, 1992; Neilsen, 

1986). In previous research, McDermott (1984) found that employee's perception of 

control over their work environment was related to decreased employee bumout. 

Greater employee autonomy has been inversely associated with employee tumover, 

and positively associated with satisfaction with coworkers, general job satisfaction, 

and the transference of values of self-direction to other aspects of life (Seers, Petty, & 

Cashman, 1995; Sherman, 1989; Kohn & Schooler, 1973). 



Previous research has examined the effects of empowerment on employee 

outcomes. One study found that empowered employees liked their work significantly 

better than nonempowered coworkers (Thorlakson & Murray, 1996). A study 

conducted by Kanter (1983) found that increased levels of employee empowerment 

was positively related to innovative behavior as well. A later study found that 

employee empowerment was also associated with greater managerial effectiveness 

(Spreitzer, 1995). 

Characteristics which typify the TQM workplace also have implications for the 

parent-child relationship. For example, Crouter (1984) found greater teamwork and 

more complex tasks in the workplace to be related to problem-solving efforts with 

children. In addition, complexity in job conditions was found to be related to the 

encouragement of children to develop autonomy and intellectual flexibility (Gottfried 

& Gottfried, 1988; Schooler, 1987; Piotrkowski & Katz, 1982). Thus, it may be that 

work conditions affect the overall parenting style of workers. 

Parenting Stvles 

In order to more fully understand the work-family relationship, we should consider 

the diversity of parenting styles. A typology of parenting styles was originally 

developed by Diana Baumrind (1967). This typology consists of three primary 

parenting styles: authoritarian, permissive, and authoritative. The authoritarian 

parenting style is one which emphasizes strict obedience. The parent is considered 

the absolute authority in the household, with unquestioning obedience expected of the 



child at all times. This entails a very low level of tolerance of open communication or 

verbal give-and-take between parent and child. This type of parenting style often 

utilizes strict discipline in order to obtain children's compliance to parental standards 

(Baumrind & Black, 1967). 

The permissive parenting style stands in direct contrast to the authoritarian style. 

This style emphasizes almost complete acceptance of the child, with few attempts by 

the parent to shape the child's values and behaviors. Instead, self-regulation of the 

child's behavior is encouraged. Unlike the authoritarian style, the permissive style 

rarely utilizes any type of discipline or punishment in order to gain the child's 

compliance to external regulation (Baumrind & Black, 1967). 

The authoritative parenting style is differentiated from the previous styles by 

setting boundaries and reasonable expectations for appropriate behaviors. These 

limits are then consistently enforced by the parents. Although discipline is applied in 

a consistent manner, its emphasis is on building the child's sense of independence and 

individuality while concurrently molding his/her values and behaviors. This style is 

unique in the encouragement of verbal exchanges and open communication in the 

parent/child relationship (Baumrind & Black, 1967). 

Over the past few decades, research has examined the relationships that exist 

between these parenting styles and developmental outcomes. Although most of these 

studies have concentrated almost exclusively on matemal parenting, a study by 

Roberts, Block, and Block (1984) found both matemal and paternal parenting 

practices to be considerably similar over time. 
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The authoritarian parenting style has been associated with a high incidence of 

negative developmental outcomes. Children raised by parents utilizing this style are 

generally unhappy, lack tmst in others, display low levels of independent behavior, 

and are socially withdrawn (Baumrind, 1983; Baumrind & Black, 1967). 

Authoritarian parenting has also displayed a negative relationship to academic 

performance (Dombusch, Ritter, Leiderman, Roberts, & Fraleigh, 1987). Although 

patemal and matemal behaviors may be sinular in nature, it is possible for these same 

parental behaviors to elicit different responses, according to the child's gender. For 

example, Baumrind and Black (1967) discovered that patemal punitiveness was 

positively related to unlikable behavior in boys, but positively related to independent 

and domineering behavior in girls. 

The permissive parenting style has also been linked to many undesirable 

developmental outcomes. This style has been found to be negatively related to levels 

of self-control, self-reliance, social and cognitive competence, and independence 

(Baumrind, 1973; Baumrind & Black, 1967). These children tend to display high 

levels of immaturity, aggressiveness, and hostility (Baumrind & Black, 1967; 

McCord, McCord, & McCord, 1961; Bandura & Walters, 1959). Scholastically, the 

children of permissive parents tend to have lower grades than those children raised by 

authoritative parents, although they receive higher grades than those raised by 

authoritarian parents (Dombusch et al., 1987). 

Finally, those children raised under the authoritative parenting style tend to display 

the highest levels of developmentally appropriate and desirable behaviors. Studies 



have found these children to be mature and socially responsible, assertive, and 

independent (Baumrind, 1973; Baumrind & Black, 1967). Early studies found that a 

responsive style of discipline was negatively associated with delinquent behaviors, as 

well as quarrelsomeness, resistance, and disobedience to authority (Glueck & Glueck, 

1950; Baldwin, 1948). These children also have a high level of cognitive competence 

and scholastic achievement (Dombusch et al., 1987; Baumrind & Black, 1967). 

Although much research has examined the role of parenting styles in child outcomes, 

relatively little research has examined the association between the parental work 

environments and parenting styles. Given the prominence of work in many parents' 

lives, such research seems warranted. 

In sum, research to date has examined many aspects of the work-nonwork 

relationship. Studies have examined the relationship between work and life 

satisfaction (Judge & Watanabe, 1994; Rain, Lane, & Steiner, 1991; Tait, Padgett, & 

Baldwin, 1989; Rice, Near, & Hunt, 1980), mental health (Bamett & Marshall, 1992; 

O'Driscoll, flgen, & Hildreth, 1992), role strain (Greenberger & O'Neil, 1993; Kelly & 

Voydanoff, 1985), work-family conflict (Frone, Russell, & Cooper, 1992; Bedeian, 

Burke, & Moffett, 1988), and parent-child relationships (Baydar & Brooks-Gunn, 

1991; Easterbrooks & Goldberg, 1985). However, with few exceptions (Greenberger 

et al., 1994; Greenberger & Goldberg, 1989) researchers have failed to adequately 

assess the relationship between specific aspects of the work environment and 

parenting style. Specifically, they have failed to examine the influence of the aspects 

of management styles on employees' parenting behaviors. A suggestion for future 
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research has been to more extensively examine specific characteristics of the 

workplace which may influence an employee's home life (Greenberger et al., 1994). 

The purpose of this study is to examine the influence of participative decision making 

and employee empowerment on the parenting styles of workers. 

Given the divergence of parenting styles, it seemed reasonable to expect that 

there would be differential associations between the styles and TQM factors. As the 

hierarchical and highly controlling nature of authoritarian parenting is antithetical to 

the egalitarianism inherent in total quality management, we expected that this style 

and TQM factors would be negatively related. In contrast, based on the similarities of 

open communication, personal autonomy, and support evident in authoritative 

parenting and TQM, we expected that this style would be positively related to 

participative decision making and employee empowerment. Given that the passivity 

and low level of feedback characteristic of permissive parenting is inconsistent with 

TQM characteristics, we expected that this style would be negatively related to 

employee empowerment and decision making as well. Under these conditions, the 

following hypotheses were tested in this study. 

Hvpotheses 

The following hypotheses were used to test the relationships between parenting 

and work variables: 

1. Authoritative parenting is positively related to participative decision making 

and employee empowerment. 

11 



2. Authoritarian parenting is negatively related to participative decision making 

and employee empowerment. 

3. Permissive parenting is negatively related to participative decision making and 

employee empowerment. 

12 



CHAPTER n 

REVIEW OF THE LITERATURE 

This section will provide a review of the literature from three separate, but 

interconnected areas. The first will discuss total quality management, which is being 

utilized in the current work environment. Then the spillover model, which delineates 

the relationship between work and family, will be presented. Finally, the theoretical 

foundations and empirical investigations of parenting styles will be discussed. 

Total Qualitv Management 

Total quality management (TQM) is a defining style of management which has 

become a viable replacement for traditional management in business in recent years. 

TQM was originally developed by W. Edwards Deming and instituted in Japanese 

companies following WWII (Maiden, 1993). This management style is considered 

unique as it was developed in the workplace itself in intemational settings, rather than 

in business schools or consulting firms. While its basic concepts were first 

formulated in American businesses, its initial implementation occurred in Japan and 

then continued to develop as it was diffused throughout Europe and North America 

(Grant, Shani, & Krishnan, 1994). 

TQM has as its basis an organic theoretical orientation. Therefore, in contrast to a 

mechanistic style of management, TQM strives toward a more humanistic, systems 

orientation (Brocka & Brocka, 1992). Thus, every member of an organization is 
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viewed as an important component, whose contributions are vital to organizational 

quality and success. Employees are encouraged to participate in this increasingly 

egalitarian manner by "allowing them to control their own actions and by providing 

them with accurate data and problem-solving skills" (Spencer, 1994, p. 448). Rather 

than a stmctured hierarchy in which objectives, standards, and decisions about 

organizational life start at the top and filter down (Clemmer, 1992), this organic 

orientation is characterized by a relaxed hierarchy in which many teams and task 

forces are used for decision-making, problem solving, and generating new ideas. 

Tasks are shared among employees, with responsibility for decision-making in 

specific areas allocated by expertise. In order to remain flexible across business 

situations, few rules are set (Clemmer, 1992). 

TQM is a practical methodology designed to put the organic model to use 

(Spencer, 1994). As such, TQM consists of seven major components. The first 

component is the goal of placing quality enhancement as the company's highest 

priority because this is expected to increase productivity and decrease costs in the 

long mn. The second component is the definition of quality as the satisfaction of the 

client's needs. The third component is the role or nature of the environment. Rather 

than an emphasis being placed on either the organization or the environment, it is 

necessary to take the characteristics of both into consideration when determining the 

best manner in which to proceed to obtain optimal organizational results. The next 

component is the role of management. Specifically, management is held responsible 

for ensuring high quality and continuous product and service improvements. The fifth 

14 



component is the role of employees. Employees are responsible for participating in 

decision-making, improving product and service quality, and building relationships 

with fellow employees. The sixth component is structural rationality. Teams are 

formed around horizontal processes in which employees with expertise in different 

areas work together to facilitate task accomplishment. The final component is the 

philosophy toward change, in which continuous learning and change are encouraged 

for all organizational members (Spencer, 1994). 

In order to ascertain the effect of a management style on employees, it is important 

to study the employment conditions which shape that particular style. For example, 

an early study conducted by Kohn and Schooler (1973) investigated the relationship 

between men's adult occupational experiences and psychological functioning. The 

occupational conditions included bureaucratization, degree of supervision, 

routinization of work, complexity of work, and frequency of being held responsible 

for things outside one's control. Subjects were a representative sample of civilian 

occupations in the U.S., consisting of 3,101 men who were interviewed by the 

National Opinion Research Center. Results indicated that occupational conditions 

which favor flexibility on the job and individual effort are related to more effective 

intellectual functioning, positive self-evaluations, and a more flexible orientation to 

others. This suggests that work conditions affect, rather than simply reflect, 

employees' psychological functioning. 

Siegel and Ruh (1973) examined the relationship between participation in 

decision-making and job involvement. A total of 2628 employees from six 
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manufacturing organizations completed measures of job involvement, participation in 

decision making, education, and community size. A subsample was taken from the 

largest of these organizations for the behavioral measures of performance, 

absenteeism, and tumover data. Results showed that job involvement was positively 

related to participation in decision-making, community size, and education, but 

negatively related to tumover. Education level may be an important moderating 

variable between job involvement and participation in decision-making. Specifically, 

employees with more advanced education may have increased expectations for 

control over work, opportunities for autonomy, and self-actualization through their 

work. Such opportunities play an important role in employees' investments in their 

work. 

The relationship between job involvement and motivation was investigated in a 

study conducted by Gom and Kanungo (1980). The purpose of this study was to 

determine whether managers with salient extrinsic needs (e.g., pay and security), and 

salient intrinsic needs (e.g., autonomy), differ in job and work involvement. Subjects 

were lower to middle level managers with salient extrinsic needs (n = 93) and salient 

intrinsic needs (n = 124) drawn from three job categories: sales, administrative, and 

technical services. Participants completed a questionnaire designed to assess the 

perceived importance of job factors which represent both intrinsic and extrinsic 

rewards, satisfaction with job factors, task involvement, and work commitment. 

Results indicated that, compared to intrinsically motivated managers, extrinsically 

motivated managers displayed higher levels of task involvement, overall satisfaction. 

16 



and satisfaction with all job factors (e.g., job security, considerate supervision). For 

each group of managers, fulfillment of their particular needs was positively related to 

task involvement. Level of need satisfaction was positively related to work 

commitment for the extrinsic group. The authors concluded that while intrinsically 

and extrinsically motivated managers may be equally involved in their jobs, 

extrinsically motivated managers are more satisfied. This may be due to the greater 

ease with which extrinsic needs may be objectively recognized and met by upper 

management. 

A longitudinal study conducted by Jackson (1983) examined the effect of 

participation in decision-making on perceived influence, role ambiguity, role conflict, 

emotional strain, tumover intention, and overall job satisfaction. Subjects consisted 

of nursing and clerical employees who completed measures over a six-month period. 

Results indicated that ambiguity and role conflict were positively related to emotional 

strain. Emotional strain was directly related to absence frequency and job tumover 

intention as well. Decision-making was positively associated with influence and 

negatively related to role conflict and ambiguity. Influence was associated with 

greater job satisfaction and lower job tumover intention. Thus, the author concluded 

that participatory decision making is a significant factor in promoting a satisfying 

work setting. 

The relationship between supervisory behaviors and tumover among engineers and 

technicians was investigated in a study conducted by Sherman (1989). The purpose 

of the study was to examine the effect of work factors on employee tumover. 
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Subjects consisted of technical, engineering, and scientific employees (n = 265) who 

completed questionnaires to evaluate satisfaction with supervision, autonomy, 

managerial altruism, goal congruence, unit morale, and propensity to leave. Results 

indicated that for technical employees, satisfaction with supervision, unit morale, and 

managerial altruism were negatively related to tumover. However, for scientific and 

engineering employees, goal congmence and autonomy displayed a strong inverse 

relationship to tumover propensity. The authors concluded that managerial behaviors 

may strongly influence employee satisfaction and the subsequent company tumover 

rate. Therefore, they recommended that managers receive training in skills that would 

promote employee opportunities for autonomy, self-actualization, and participative 

decision-making. 

A study by Gecas and Seff (1989) examined the relationship between social class, 

self-esteem, and occupational conditions. Some of these occupational conditions 

included job complexity, control over work, degree of supervision, and routinization. 

Results indicated that occupational prestige, as an indicator of social class, was 

positively related to job complexity and job control. In addition, education was also 

related to higher levels of job complexity. While social class factors were not directly 

related to employees' self-esteem, occupational conditions mediated the relationship 

between social class and self-esteem. Additionally, job control was related to greater 

self-efficacy, and job complexity was associated with greater self-worth. Thus, Gecas 

and Seff (1989) concluded that occupational conditions are important mediating 

factors in the relationship between social class and employees' self-esteem. 

18 



Nixon and Littlepage (1992) examined the relationship between meeting 

procedures and meeting effectiveness. Subjects consisted of sixty-seven employees 

from several organizations, with jobs ranging from clerical to top-level management. 

Each participant completed a questionnaire to assess meeting procedures and potential 

outcomes. Results indicated that leader impartiality, temporal integrity, a task-

oriented focus, the generation of options, exploration of decision consequences, and 

open communication are positively related to meeting effectiveness. The authors 

concluded that effective meetings are those which are conducted with an established 

purpose, clear mles of interaction, and the potential for full participation by 

employees. In addition, this type of meeting procedures leads to greater employee 

acceptance of group decisions, which may facilitate worker satisfaction. 

Thorlakson and Murray (1996) studied the effect of the induction of empowerment 

into the workplace. Data was collected from a control group of 90 individuals and an 

empowered group of 81 employees. Subjects completed a questionnaire consisting of 

items selected from a 1989 Employee Attitude Survey, which assessed attitudes 

towards supervision, resources, authority, rewards, work group productivity, 

communication, and overall job satisfaction. Results showed that while empowered 

employees liked their work significantly more and found their work more rewarding 

than employees in the control group, no other significant differences existed between 

the two groups. This may be due to the limited implementation time for the 

empowerment principles. The researchers concluded that while empowerment may 
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influence job satisfaction relatively quickly, it may take a substantial period of time to 

exhibit changes in worker relationships. 

A study conducted by Griffin (1991) examined the effects of work redesign on 

employee perceptions, attitudes, and behaviors. Participants were bank tellers drawn 

from various banks (n = 526). In order to ascertain the effects of work redesign, data 

concerning task perceptions, job satisfaction, organizational commitment, 

performance, absenteeism, and propensity to quit was gathered at four separate times: 

preintervention, 6 months, 24 months, and 48 months. Results showed that task 

perceptions scores increased initially and then remained at a stable level throughout 

the study. However, while job satisfaction and commitment levels rose initially, they 

then retumed to their previous levels. In contrast, while performance levels displayed 

no initial change, a significant increase was noted by the conclusion of the study. 

Thus, Griffin (1991) concluded that the evaluation of work redesign on various 

dimensions of work should be conducted over time to accurately assess change in 

employees' experience of total quality management. 

The antecedents, process, and outcomes of team empowerment in self-managing 

work teams was examined in a study conducted by Kirkman and Rosen (1996). 

Antecedents represented managerial actions/attitudes that promote TQM. Processes 

represented employee attitudes about their team as well as group dynamics. 

Outcomes reflect personal benefits (e.g., job satisfaction) as well as corporate gains 

(e.g., organizational commitment, product quality). Participants were drawn from 

four organizations whose employees regularly participated in self-managed work 
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teams (SMWT). Team members and leaders (n = 868) completed surveys to assess 

antecedents and outcomes of team empowerment. Teams also participated in a group 

task. Specifically, interviewers queried about team processes and the team members 

communicated to reach consensus on a single response to each question. Results 

indicated that antecedents (e.g., cross training, product wholeness) were positively 

related to team empowerment. In addition, team empowerment was positively related 

to job satisfaction, team performance, organizational commitment, team commitment, 

team proactivity, customer service/quality, and resistance to teams. Thus, the authors 

concluded that there was substantial support for both the antecedent and the outcome 

dimensions of the empowerment model. 

The relationship between managers' interpersonal orientation and their subsequent 

support of subordinate self-direction was examined by Deci, Connell, and Ryan 

(1989). The purpose of the study was to examine the effect of self-determination in 

the workplace upon subordinate perceptions, affect, and satisfaction with their work 

team and corporation. Participants consisted of technicians and field managers who 

were assessed in team units at three times over a period of 18 months (time 1, n = 20; 

time 2, n = 23; and time 3, n = 15). Subjects completed measures to assess managers' 

orientations, perceptions of organizational climate, pay/benefits, affective 

characteristics of work, and global job satisfaction. Results indicated that global 

satisfaction at time 1 was positively related to concurrent trust in the corporation, 

personal autonomy, security, pay/benefits, and organizational climate. At time 2, 

global satisfaction was positively related to quality of supervision, quality of 
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feedback, opportunities for input, and tmst in the supervisor. Longitudinally, the 

results indicated that management orientation was unrelated to subordinate variables 

at time 1, positively related to tmst in the corporation at time 2 and feeling 

nonpressured, quality of feedback, opportunity for inputs, security, potential for 

advancement, and global satisfaction at time 3. The authors concluded that a strong 

relationship exists between managerial support for self-direction and subordinate 

work experiences. 

Castaneda and Nahavandi (1991) examined the influence of managerial behaviors 

on 503 subordinates and 94 corresponding managers. The goal of this study was to 

assess how managerial style influences employee satisfaction and managers' ratings of 

performance. The subordinates completed questionnaires which assessed their 

perceptions of their managers' leadership behaviors. The managers were evaluated by 

superiors' evaluations of their managerial effectiveness. The researchers found that 

managerial effectiveness was positively related to initiation of structure. Employee 

satisfaction was associated with more consideration behaviors and initiation of 

stmcture by the managers. The researchers concluded that consideration behaviors 

promote loyalty and teamwork with subordinates and initiation of stmcture provide 

optimal conditions for productivity. Castaneda and Nahavandi (1991) suggested that 

managers must exhibit high levels of both consideration behaviors and initiation of 

stmcture to maintain subordinate satisfaction. 

In sum, TQM has a positive influence on employees' work conditions and 

outcomes, such as job satisfaction and productivity. Additionally, TQM is related to 
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nonwork conditions, such as employee self-esteem. This suggests that there may be a 

spillover from work to personal conditions. 

Spillover Model 

There are various models which have been utilized in an effort to effectively 

explain the connections between work and family. The model which was utilized for 

this study is the spillover model. According to the spillover model, there exists a 

carry-over of an individual's behaviors and attitudes from work to home and vice 

versa (Wilensky, 1960). Kando and Summers (1971) stated the spillover model 

assumes that a person's attitude that is developed at work will become ingrained and 

thus be carried over to that individual's home life. It has also been assumed that an 

individual's basic orientation toward self and others, including a spouse or children, is 

affected by work attitudes (Mortimer, Lorence, & Kumka, 1986). It then follows that 

an individual's workplace may influence him/her by teaching expectancies, values, 

skills, self-concepts, and social philosophies, which may then carry over into 

interactions with one's family (Payton-Miyazaki & Brayfield, 1976). 

Over the years, several studies have tested the spillover model's capacity to explain 

the relationship between work and nonwork satisfaction. In a longitudinal study, 

Orpen (1978) evaluated the relationship between the work and nonwork activities of 

76 first-line managers of five different industrial and commercial firms. The purpose 

of this study was to determine the links between work satisfaction and nonwork 

satisfaction. Subjects completed measures of job satisfaction and life satisfaction. 
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Support was found for the spillover model, as there was a positive relationship 

between job and nonwork satisfaction. Orpen (1978) concluded tiiat it is likely that 

employees' job satisfaction causes the degree of fulfillment and satisfaction with 

nonwork activities. 

Kirchmeyer (1992) also investigated the spillover relationship between the areas of 

nonwork and work. Employees (n=l 10) from a variety of businesses completed 

questionnaires which measured the effect of nonwork activities (parenting, recreation, 

and community work) on work life. Results indicated positive spillover for all three 

types of nonwork activities. Specifically, greater involvement in parenting, 

community work satisfaction, and recreation were related to higher levels of positive 

spillover. In contrast, less satisfaction with community work was related to negative 

spillover. While Kirchmeyer (1992) concluded that participation in nonwork 

activities may have a positive influence on the work domain of employees, the study 

failed to examine family member's perception of spillover on family functioning. 

Bergermaier, Borg, and Champoux (1984) conducted research to test the spillover, 

compensatory, and no-relationship models, as well as to discover the stmctural 

relationships among facets of work, nonwork, and general well-being. Questionnaires 

were administered to three separate groups of workers in Germany. The first group 

consisted of 320 blue-collar workers from a plastic processing company; the second 

group was composed of 94 white-collar bank employees; and the third group 

consisted of 141 white-collar employees from a car manufacturing company. 

Participants were asked to rate their level of satisfaction in the areas of work. 
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nonwork (e.g., family, friends, neighborhood), and general well-being. Results 

indicated that while spillover existed across several regions of life, quality of work 

was positively related to marital and family satisfaction, and overall well-being. 

Thus, the researchers concluded that the results of this study were most consistent 

with the spillover model. 

The spillover from work to family was also investigated by Small and Riley 

(1990). The purpose of this study was to assess the degree of work spillover to four 

domains of family life: (a) parent-child relationship; (b) marital relationship; (c) 

leisure activities; and (d) household responsibilities. A sample of bank executives 

and their wives were mailed questionnaires designed to ascertain their perceptions of 

how executives' work influence their home and family involvement. Results 

indicated that both executives and their wives perceived executives' work as having a 

significant influence on all aspects of home life. In addition, higher levels of job 

stress led to greater interference in family life. Finally, spillover levels were found to 

be equally distributed among all four of the family life domains. Thus, the authors 

concluded that when work spillover occurs, it affects all aspects of home life equally. 

Crouter (1984) examined the influence of familial relationships on the workplace 

as well. The study focused on workers' awareness of the spillover from family to 

work and the ways in which home life affects work life. The subjects were 38 men 

and 17 women employed by a large manufacturing firm. Workers participated in two 

semi-stmctured interviews which assessed characteristics of work and family life, 

such as personal background, family situation, work history, specific occupation. 
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marital status, and life cycle stage. Results indicated that employees with spouses or 

children reported some degree of spillover. Also, the degree of spillover, both 

positive and negative, was highest for mothers with small children. However, the 

discrepancy in spillover levels for mothers and fathers decreases as the children grow 

older. Thus, it appears that the level of spillover from home to work is a function of 

role responsibilities, rather than gender, for parents with older children. 

A study conducted by Pond and Green (1983) looked at the relationship between 

job satisfaction and life satisfaction of marital partners. Subjects consisted of 118 

married couples who completed measures designed to assess job satisfaction, 

marriage satisfaction, job involvement, job stress, marital communication, and marital 

conflict. Results indicated that for husbands, job satisfaction was positively related to 

marital conflict and communication. Husbands'job satisfaction was also positively 

related to their marital satisfaction with nonemployed wives, but not with employed 

wives' satisfaction. In addition, husband's job satisfaction was negatively related to 

wives' role ambiguity and role conflict. The researchers concluded that there was 

greater spillover for husbands than wives and that the employed women in this sample 

(working class) may be more likely to compartmentalize work and home life. Further 

research is needed to explore the conditions under which the spillover model best 

describes work/family relationships. 

A study by Bamett and Marshall (1992) examined the relationship between the 

quality and occupancy of multiple roles and the psychological distress of women. A 

sample of 403 employed women (with and without children) completed measures to 
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assess psychological distress, role rewards, role concems, and overall role quality. 

Results indicated that employed mothers were at no greater risk than employed 

women without children to suffer from psychological distress. For employed 

mothers, parent role quality exhibited a positive relationship to job role quality. 

Further, a negative relationship existed between job rewards and job concems, and 

between parent rewards and parent concerns. However, job and parent concems were 

related to higher levels of psychological distress. Finally, job role and parent role 

quality and rewards were negatively related to psychological distress. The authors 

concluded that the quality, rather than simply the occupation, of the matemal role may 

be a primary determinant of psychological distress. In addition, support was found for 

positive spillover between work and home, as a positive work experience provides an 

effective buffer against the distress which may be caused by family conflict. 

In another recent study, Parcel and Menaghan (1990) investigated the relationship 

between matemal working conditions and children's verbal facility. A sample of 795 

employed mothers of young children (3-6 years old) completed questionnaires to 

ascertain verbal facility, matemal background, matemal working conditions, and 

family characteristics. Results indicated that children's verbal facility was positively 

related to matemal background characteristics such as age, education, intellectual 

ability, and socioeconomic status. Verbal facility was also positively related to work 

complexity and hourly pay. In addition, verbal facility was positively related to the 

family characteristics of spousal eamings and being married, but negatively related to 

the number of children in the family, and black or Hispanic matemal ethnicity. Thus. 
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the authors concluded that employment, family, and personal characteristics which 

decrease family conflict and encourage responsive matemal parenting behaviors may 

contribute to children's level of verbal facility. 

The effects of early matemal employment on toddlers, mothers, and fathers were 

examined by Easterbrooks and Goldberg (1985). The purpose of this study was to 

examine the effect of full- or part-time employment on dimensions of family life. A 

sample of 73 families with 20-month-old firstborn children participated in two 

observational sessions separated by 3-4 weeks. In two separate sessions, the Strange 

Situation procedure (Ainsworth & Wittig, 1969) was used to assess toddler-mother 

attachment and toddler-father attachment. In addition, both parents completed 

questionnaires to ascertain child-rearing attitudes, matemal employment, and daily 

time allocation. Results indicated that the relationship between matemal employment 

and security of attachment was mediated by amount of time mothers spent with 

children, parental warmth, strictness, and behavioral sensitivity. This same pattem of 

mediation was evident in the relationship between matemal employment and child 

problem solving. In addition, husbands of employed wives exhibited less sensitivity 

in the problem-solving task and greater aggravation with their toddlers. The authors 

suggested that as men are more adequately socialized as workers than fathers, they 

may have a smaller repertoire of appropriate strategies for parent-child interactions. 

They further concluded that employment restricts opportunities for parenting, which 

may influence the development of the parent-child relationship. 
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Spade (1991) investigated the relationship between husbands and wives' 

employment characteristics and parental values. Subjects consisted of 186 dual-

worker couples who completed questionnaires which measured occupational status, 

education, income, occupational self-direction, and parental values. Results indicated 

that for both men and women, occupational status, education, and occupational self-

direction were positively related to the value of self-direction for children. When 

parental differences in self-directedness were examined, the results indicated that 

mothers valued self-directedness in children more than fathers. As women had less 

education, occupational self-direction, and occupational status, it is less likely that 

these work factors influence this parental value. Rather, Spade (1991) speculated that 

familial factors (e.g., division of household chores) may have a greater influence on 

women's endorsement of self-directedness. As employed mothers cope with the 

demands of multiple roles, they may expect more assistance and autonomy in their 

children. 

Interestingly, the relationship between these work/family factors was stronger for 

men than women. Men's self-directedness at work may spillover into their 

expectations for appropriate fathering. Spade (1991) suggested that this may be due 

to men's greater socialization of work as an integral part of their identity. This study 

suggests that spillover occurs for men, but not women, in self-directedness. 

A study conducted by Rogers, et al. (1991) investigated the effects of matemal 

working conditions and sense of mastery on child behavior problems. A sample of 

521 employed mothers of young children (4-6 years old) completed measures of child 
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behavior problems, matemal working conditions, matemal mastery, family 

characteristics, home environment, and matemal background. Results showed that 

matemal mastery, hourly wages, levels of physical work activity, quality home 

environment, and stable marital status were negatively related to child behavior 

problems. However, increased work hours and greater work time committed to 

objects (rather than people) led to higher levels of child behavior problems. The 

authors concluded that matemal experiences of workplace characteristics exhibit a 

significant influence on the development of self-control in children. 

A study by Greenberger et al. (1994) examined the relationship between the nature 

of adults' work and their parenting behaviors and attitudes. Subjects consisted of 188 

employed mothers and fathers of children from 5-7 years old. Data was collected 

through the use of survey questionnaires and laboratory observations. Questionnaires 

consisted of measures of job challenge, time urgency, parental control, time allocation 

to parenting, and quality of parenting. Observational data was gathered using the 

Inventory of Parent-Child Conflict (Olson & Ryder, 1975). More specifically, 

vignettes are provided for parent-child discussions and the familial communications 

are coded for warmth, responsiveness, and quality of explanations. Results indicated 

that complex, challenging, and time-urgent jobs were not related to time spent in 

parent-child interactions. However, complex and stimulating jobs were related to 

more positive parenting behaviors (e.g., firm but flexible discipline, warmth, and 

responsiveness). Greenberger et al. (1994) suggested that future research should 
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focus more on the influence of adult work on parenting behaviors, rather than time 

spent in parent-child interactions. 

In sum, research provided support for the spillover model. This theoretical 

approach provides a coherent model for describing the relationship between worklife 

and homelife. Characteristics of the workplace have been found to influence such 

aspects of homelife as marital satisfaction and the quality of parent-child interactions. 

This suggests that it is possible that characteristics of the workplace may spillover to 

influence employee parenting styles. 

Parenting Stvles 

One specific area of family life that may be influenced by work is the parenting 

styles of employees. As previously noted, it is possible that parental work values 

imparted in the socialization process impact the socialization of children in the family 

setting (Greenberger & Goldberg, 1989). It is important to examine the effect of work 

on parenting styles, as parenting has a significant influence on several domains of 

child development (Flett, Hewitt, & Singer, 1995). One of the most familiar 

classification schemes of the parenting styles was developed by Baumrind (1967). 

Baumrind (1967) developed the classification through a multi-stage process. First, 

she grouped preschool children by behavioral characteristics exhibited during play 

with peers. The first group consisted of children who were identified as being 

content, self-controlled, explorative, and self-reliant. The second group of children 

tended to be distmstful, discontent, and withdrawn. The third group was 
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characterized by a lack of self-reliance or self-control, and a lack of wiUingness to 

participate in new experiences. Second, she examined the parenting behaviors of 

each child's parents. Baumrind (1967) developed an organization of parenting styles 

on four dimensions which consisted of parental control, maturity demands, parental 

nurturance, and parent/child communication. These were then combined into two 

dimensions: demandingness and responsiveness. Initially, three parenting styles were 

formulated from the combinations of these dimensions: authoritarian, authoritative, 

and permissive. 

The authoritarian parent places a high value on obedience and favors forceful 

measures, such as corporal punishment, to regulate behavior and obtain compliance 

from the child. Rigid mles are made which cover almost every situation and the 

child's wishes are seldom responded to in any way. In comparison to the adults in an 

authoritarian family, children have very few rights and therefore little influence or 

input on parental decisions (Baumrind, 1983). Some potential outcomes resulting 

from this style of parenting are low levels of responsibility and independence 

(Baumrind, 1966), antisocial activities (Pardeck & Pardeck, 1988), poor intellectual 

and social development (Clarke-Stewart & Apfel, 1979), littie curiosity or originality, 

and few displays of affection (Lesser, 1985). 

In contrast to the authoritarian parent, the permissive parent is available to the 

child as a resource, but does not take an active part in the regulation and molding of 

the child's behaviors. There are very few mles set with which to guide the child's 

behavior and therefore a low level of demand is imposed upon the child. Rather, 
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children are expected to set their own mles by which to abide in regulating their 

behavior. The driving philosophy behind the permissive parenting style is that 

unconditional love and acceptance on the part of the parents toward the child will lead 

to healthy levels of self-esteem (Baumrind, 1983). In the interests of providing 

unconditional acceptance, permissive parents often give in to the wishes of the child, 

thus providing the child with a great deal of power in the family system. Some 

potential results of this type of parenting style include: low levels of self-control and 

self-retiance (Baumrind, 1966), lack of impulse control (Baumrind, 1967), and 

adolescent defiance (Stewart & Zaenglein-Senger, 1982). 

The authoritative parent is distinct in that there is an attempt to direct a child's 

activities by setting firm, but reasonable boundaries. Rather than insisting on blind 

obedience to the mles, the parent's reasoning behind the restrictions is shared with the 

child, creating a healthy balance between parental demands and responsiveness. In 

the context of this parenting style, both parents and children are viewed as having 

certain rights. However, it is the parents who retain the greater balance of power, 

which is used in moderation to guide the child's behaviors (Baumrind, 1983). It has 

been noted that an authoritative parenting style is the most adaptive, as it has been 

found to be related to positive child outcomes (Renouf, 1991). Such outcomes 

include: a healthy level of independence (Baumrind, 1983), high self-esteem, 

competence, feeling of intemal source of control (Baumrind, 1967), and the 

development of social responsibility (Pardeck & Pardeck, 1988). 
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Several studies have exanuned the effects of different parenting styles on the 

development of children. Based on this typology, Baumrind and Black (1967) 

investigated the parental attitudes and behaviors related to competent behavior in 

preschool children. Subjects consisted of 103 preschool children and their parents. 

Over a three month period, a 95-item Q-sort was used to classify the children's 

behaviors. Parental behaviors were measured during home visits using the Home 

Visit Sequence Analysis (Baumrind, 1964; 1967). In addition, each parent 

participated in an interview developed by Sears, Maccoby, and Levin (1957). There 

are 56 scales in the interview which examine parental perceptions of their attitudes 

and child rearing practices. Findings suggested that firm discipline, high 

expectations, high nurturance, and clear communication were positively related to 

children's independent, explorative, self-controlled, and affiliative behaviors. This 

study supported the premise that an authoritative parenting style is conducive to 

prosocial and competent behaviors in children. 

Crockenberg and Litman (1990) examined the relationship between matemal 

control and child autonomy. Mothers (n=95) and their 2-year-old children were 

observed both at home and in a laboratory setting. Subjects completed a compliance 

task and were observed in interactions with other family members in order to assess 

matemal control strategies and child compliance, self-assertion, and defiance. Results 

indicated that negative, high-power control (e.g., harsh criticism) was related to 

greater defiance both in the lab and home, while moderate-power control (e.g., 

directives, bribes) was related to defiance only in the home setting. Moderate-power 
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control displayed greater compliance in both settings, however, guidance predicted 

compliance only in the home. Finally, guidance was found to predict self-assertion in 

both settings, while moderate-power control was positively related to self-assertion at 

home. The authors concluded that while compliance and self-assertion may be related 

to the use of less powerful approaches to matemal control, defiance was more likely 

related to the utilization of power-assertive methods of control. Thus, an authoritative 

parenting style may contribute to the development of compliance and self-assertion in 

children. 

A study conducted by Holden and West (1989) looked at how specific parental 

behaviors influence compliance and the development of self-regulation in children. A 

laboratory setting was utilized to assess proactive and reactive parenting behaviors of 

24 mothers, and the subsequent compliance of their preschool (2- or 3-year-old) 

children. The results indicated that when mothers utilized proactive parenting 

behaviors (e.g., offering suggestions and participating in play) children were more 

likely to engage in appropriate play and less frequentiy violate play restrictions of the 

study. Thus, Holden and West (1989) concluded that matemal proactive behaviors, 

commonly associated with authoritative parenting, may lead to higher levels of child 

compliance and self-regulation. 

Freund (1990) examined the effect of matemal regulation of children's problem-

solving behavior and its impact on children's performance. More specifically, she 

assessed the relative contribution of matemal feedback and interaction on task 

performance. Two groups of 30 young children (3- and 5- year-olds) and their 
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mothers participated in a laboratory assessment. Each group of children completed 

three phases of sorting tasks, of which the children completed the first and third tasks 

independentiy. During the middle phase, one group of children received matemal 

feedback on how well they completed the tasks. The second group of children 

completed the task in collaboration with their mothers. The researchers suggested 

that, compared to matemal feedback, matemal interaction led to greater independent 

task performance for both age groups. Freund (1990) concluded that mother-child 

interactions, such as goal direction and planning, may foster higher levels of cognitive 

development in children. Thus, high levels of demands and responsiveness, which 

parallel the authoritative parenting style, may facilitate greater cognitive development. 

Baldwin and Skinner (1989) investigated the relationship between parental 

discipline and child coercive/antisocial behavior. The child behaviors, as well as 

inept parental discipline (e.g., hitting, blame, humiliation), were assessed during home 

observations of 65 single-mother families with sons (aged 6-8 years). Results 

indicated that inept parental discipline was positively related to child antisocial and 

coercive behaviors. The authors concluded that parenting behaviors consistent with 

an authoritarian parenting style may consequently foster the development of deviant 

child behaviors. 

A longitudinal study by Roberts et al. (1984) examined the pattems of continuity 

and change in parents' child-rearing practices. Subjects consisted of 42 fathers and 65 

mothers. Measures of child-rearing practices were completed first when children 

were 3 years of age and again at 12 years of age. Results indicated that parental 
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attitudes and behaviors (e.g., investment in the child, enjoyment of the child, and 

degree of control) remained constant across time. Those areas in which there was a 

shift in parental emphasis tended to be in developmentally appropriate ways (e.g., 

level of autonomy) between parents and children. Thus, the authors concluded that 

parental goals, attitudes, and values tend to remain consistent across time, regardless 

of developmental changes in family. 

Paulson (1994) also investigated the relationship between parenting style and 

academic achievement. Ninth grade subjects were recmited from three distinct 

communities; urban, suburban, and mral. Both parents and adolescents completed 

questionnaires in order to assess parenting behaviors. Results demonstrated that high 

levels of control and responsiveness by both parents were positively related to high 

achievement for boys and girls. However, it is interesting to note that adolescent 

achievement was more closely related to adolescent than parental perceptions of 

parenting behaviors. Thus, the effect of parenting styles may be more accurately 

ascertained by the utilization of adolescent reports of parenting behaviors. Paulson 

(1994) concluded that high levels of control and responsiveness, demonstrated by 

authoritative parents, were likely to foster the development of adolescent academic 

achievement. 

Researchers have also examined the relation of parenting style to adolescent 

school performance (Dombusch et al., 1987). Students completed questionnaires to 

determine self-reported grades, parental attitudes, and behaviors. Results showed that 

authoritarian and permissive parenting styles were negatively related to academic 
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achievement. However, those students who perceived nuxed or inconsistent 

parenting styles (e.g., highly authoritarian and highly permissive) from both parents, 

displayed the lowest levels of academic achievement. In contrast, authoritative 

parenting was related to higher levels of adolescent academic achievement across 

gender, age group, fantily stmcture, and parental education. The authors concluded 

that authoritative parenting facilitated greater academic achievement in adolescents 

than the other parenting styles. 

Forehand and Nousiainen (1993) examined the effects of both matemal and 

patemal parenting on adolescent functioning. Subjects consisted of 70 adolescents 

and their mothers and fathers. Adolescents completed the Child's Report of Parental 

Behavior Inventory (Schludermann & Schludermann, 1970) and the Conflict 

Behavior Questionnaire (Prinz, Foster, Kent, & O'Leary, 1979) to assess conflict 

behavior between the adolescent and their parents; instmctors completed the 

Teacher's Rating Scale of Child's Actual Competence (Harter, 1982) and parents 

completed the Revised Behavior Problem Checklist (Quay & Peterson, 1987). The 

results of this study indicated that both parents generally utilized similar parenting 

styles. However, mothers exhibited each parenting dimension to a greater extent than 

did fathers, due to their greater involvement in parenting. 

Also, the authors found that developmental outcomes did not rest solely upon 

either the matemal or patemal parenting style. It appears that it is actually the 

interaction of patemal and matemal parenting styles which contributes to outcomes in 

adolescent functioning. For example, it was found that patemal acceptance 
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contributed to adolescent social competence only when matemal acceptance also 

occurs at a high level. However, patemal acceptance has no impact on adolescent 

development in the absence of matemal acceptance. Forehand and Nousiainen (1993) 

concluded that the interaction of matemal and patemal behaviors must be examined in 

order to understand their influence on adolescent development. 

Bartle, Anderson, and Sabatelli (1989) investigated the relationship between 

parenting style and adolescent individuation, and its subsequent relationship to self-

esteem. Subjects consisted of 147 adolescents who completed questionnaires which 

ascertained perceived parenting style, individuation, and self-esteem. They found that 

when individuation was accounted for, father's parenting style was a more reliable 

predictor of adolescent self-esteem than mother's parenting style. While parenting 

style was not significantly related to individuation for males, authoritative parenting 

style was positively related to individuation for females. This difference may be due 

to socialization practices in the U.S. which encourage female submissiveness and the 

development of relational skills. However, an authoritative parenting style would 

provide females the freedom and familial support to develop higher levels of 

individuation. Finally, for both males and females, an authoritative parenting style 

was positively related to self-esteem. Bartle et al. (1989) concluded that while 

patemal parenting style is rarely measured, it is an important indicator of adolescent 

developmental outcomes. In addition, the authors determined that it is important to 

investigate the differential impact of authoritarian, permissive, and authoritative 

parenting styles on both males and females. 
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Yet another study exanuned the relationship between parenting style and 

perfectionism (Flett et al., 1995). One hundred undergraduates completed tiie 

Multidimensional Perfectionism Scale (Hewitt & Flett, 1991) and tiie Parental 

Authority Questionnau-e (Buri, Louiselle, Misukanis, & Mueller, 1988). The findings 

indicated that an authoritarian parenting style was positively related to socially 

prescribed perfectionism in males, while a warm, authoritative parenting style was 

positively related to socially prescribed perfectionism in females. The authors 

concluded that these gender differences may be attributed to societal expectations of 

achievement and competitiveness for males and relationship skills for females. 

However, females may develop high levels of perfectionism under an authoritative 

parenting style, as familial support enables them to raise their goals and aspirations. 

Buri et al. (1988) examined the effect of parenting style upon self-esteem. 

Subjects consisted of 301 college students. Respondents completed a measure 

developed by the authors (Parental Authority Questionnaire) and the Tennessee Self-

Concept Scale (Fitts, 1965). Results indicated that authoritarian parenting was 

negatively related to self-esteem. In contrast, authoritative parenting was associated 

with greater self-esteem. However, no significant relationship was found to exist 

between permissiveness and esteem. Thus, the authors concluded that the 

authoritarian and authoritative parenting styles may be significant determinants of 

adolescent self-esteem. 

Some researchers have extended research on parenting to examine how 

dimensions of work influence parental attitudes and behaviors. Such research has 
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investigated the relationships among attitudes towards work, disciplinary strategies, 

and perceptions of child behaviors. Although no studies were identified that 

examined components of TQM, the reviewed studies provide support for the spillover 

model. 

Gecas and Nye (1974) examined differences in disciplinary tactics of white- and 

blue-collar workers. Based on previous work by Kohn (1964), they argued that white-

and blue-collar workers experience different work environments which spillover into 

their parenting practices. More specifically, white-collar workers are socialized 

through work to value self-direction, initiative, and creativity. Blue-collar workers 

are socialized to value obedience and conformity. Gecas and Nye (1974) speculated 

that these work values influence parental values and workers discipline their children 

in ways which are consistent with their work expectations. Couples (n=2l0) 

independently completed measures to assess social class and parental behaviors. 

Across class, mothers more frequently used requests, responded verbally (e.g., 

scolded, yelled), and utilized a wider range of responses to gain child compliance. In 

contrast, fathers were more likely to give directives and to respond to misbehavior 

with physical punishment. 

In respect to social class differences, white-collar parents adjusted disciplinary 

responses in consideration of the child's intentions, more frequently utilized verbal 

reprimands, and engaged in more discussions of discipline. These tactics are 

consistent with authoritative parenting and promote more involvement of the child in 

his/her own discipline. In contrast, blue-collar parents based disciplinary responses 
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upon the consequences of the child's actions and were more likely to utilize physical 

responses (e.g., spank, slap). They exhibited an authoritarian parenting style, which 

places a high value on unquestioning compliance to rigid mles and parental demands. 

Thus, the authors concluded that the occupational environments of white- and blue-

collar workers socialize the employees to different value systems, which are reflected 

in their parental behaviors and the ways in which they socialize their own children. 

Greenberger and Goldberg (1989) examined the ways in which parental 

investment in work and parenting influence socialization practices and perceptions of 

children's behavior. Subjects consisted of 104 employed fathers and 194 employed 

mothers of preschool children. Measures assessed work commitment, parenting 

commitment, parenting style, maturity demands, and parental perception of child 

behaviors. An analysis of the relationships among the parental factors indicated that 

for both fathers and mothers, the most reliable predictor of maturity demands is 

investment in the parenting role. Fathers with a high level of parental commitment 

perceived their children as displaying more positive and fewer problem behaviors. 

Matemal authoritative parenting was related to perception of more positive child 

behaviors and fewer problem behaviors as well. The authoritative/authoritarian 

mixed parenting style was also related to positive matemal perception of child 

behaviors, while a pure authoritarian style was related to greater child behavior 

problems. 

In examining the relationship between work commitment and parenting, this study 

indicated that high levels of matemal commitment and work commitment were 
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positively associated with authoritative parenting. Further analysis indicated tiiat 

fathers' work commitment was positively related to maturity demands for prosocial 

behavior, which is consistent with the autiioritative parenting style. The relationship 

between work commitment and parenting was stronger for fathers than mothers. 

Greenberger and Goldberg (1989) explained this disparity by suggesting that fatiiers' 

parental attitudes are more strongly motivated by their own work demands than 

mothers' attitudes. Specifically, "men for whom work is a more absorbing life activity 

may have a greater stake in promoting their children's personal and social maturity" 

(Greenberger & Goldberg, 1989, p. 31). Since social competence is related to 

positive child outcomes (e.g, self-esteem), it appears that both parents and children 

can benefit from commitment to work. 

A recent study conducted by Greenberger, O'Neil, and Nagel (1994) continued to 

investigate the relationship between the nature of adults' work and their parenting 

behaviors. The sample was made up of 188 employed mothers and fathers and their 

young (5-7 year old) children. Measures assessed experience of work, time allocation 

to parenting, and quality of parenting. Parenting style was also measured through the 

use of laboratory assessments which exanuned parental warmth, responsiveness, and 

quality of explanations to the child. The authors found that time pressure on the job 

was negatively related to time spent with children and firm discipline, but positively 

related to harsh discipline. Complexity of work was positively related to parental 

warmth, responsiveness, quality of explanations, firm but flexible control, and a more 

lax attitude toward discipline. Finally, higher levels of challenge and stimulation at 
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work were related to higher levels of firm but flexible discipline. The autiiors 

concluded that certain work characteristics, especially complex interactions with 

others and challenging work tasks, may lead to the utilization of authoritative 

parenting behaviors. 

In sum, an authoritative parenting style is related to such prosocial child outcomes 

as academic achievement, self-esteem, and self-regulation. In contrast, an 

authoritarian parenting style is related to such undesirable outcomes as poor 

academic performance and dependent behavior, while a permissive parenting style is 

related to aggressiveness, hostility, and immaturity. Previous research has provided 

support for the relationship between work characteristics and parenting styles. 

Characteristics such as complexity of work, flexibility, and independence have been 

related to an authoritative parenting style, while the manipulation of physical objects, 

standardization of work, and close supervision have been related to an authoritarian 

parenting style. The relationship between work characteristics and a permissive 

parenting style has yet to be ascertained. This suggests that research which examines 

the relationship between dimensions of TQM and parenting styles may further our 

understanding of the work-family spillover process. 
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CHAPTER m 

METHOD 

Respondents 

Volunteers were solicited from three Texas Instmments offices in Texas 

(Dallas, n=52; Piano, n=8; Lubbock, n=12). Texas Instmments was chosen for 

subject recmitment because it has been nationally recognized for its total quality 

management programs. Attempts were made to gather data from employees at a 

"blue collar" TQM setting, but little response was received. Attempts were made to 

also conduct a second data collection session at the Dallas location to recmit more 

participants, but this request was denied by TI upper management. Despite efforts to 

recmit more participants, data were collected from only 72 respondents (see Table 1). 

This sample was composed of 27 males and 45 females. The majority of respondents 

(92%) was Caucasian, four percent was Hispanic/Latino, three percent was African-

American, and one percent was Asian-American. The respondents' mean age was 

36.8 years and their youngest children's mean age was 5.6 years; (sons, n=43; 

daughters, n=29). The respondents had a mean of 2.6 children. 

Seven percent of the sample had completed high school, 46% had completed 

some undergraduate study (up to a four year program) and an additional 47% had 

completed some graduate study (up to completion of a graduate program). Thus, the 

large majority of the sample had participated in secondary education. Seven percent 

had an annual salary of $0-25000, 77% percent had a salary range of $25,001-75,000, 
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and 16% had an annual salary greater than $75,001. The mean length of employment 

in TQM settings was 11.2 years; the mean length of employment at Texas Instmments 

was 9.4 years. 

Measures 

A demographic questionnaire was designed for this study. This questionnaire 

asked the subjects to identify their gender, age, race, educational level, occupation, 

salary, number of children, and age of children. 

Participative decision making was assessed by a 14-item measure developed by 

Kirkman and Rosen (1996). This measure examined the degree of employee input at 

work (e.g., "Asks me for advice when making decisions"). The participants indicated 

their level of agreement with each statement on a seven-point Likert scale (1 = 

strongly disagree, 7 = strongly agree). This measure displayed a high level of intemal 

consistency r = .93). Employee empowerment was assessed by a second measure 

developed by Kirkman and Rosen (1996). The four components measured were 

comparable to Spreitzer's (1995) definition of empowerment. This 26-item measure 

examined employee perceptions of four components of empowerment: competence 

(e.g., "Believe that no job is too tough"), meaningfulness (e.g., "Believe that my work 

is valuable"), autonomy (e.g., "Have a lot of choice in what I do"), and impact (e.g., 

"Make a difference in this organization"). Participants rated their level of agreement 

with each statement on a seven-point Likert scale (1 = strongly disagree; 7 = su-ongly 

agree). This measure displayed a high level of intemal consistency r = .96) as well. 
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The 30-item Parental Authority Questionnaire (PAQ) (Buri et al., 1988) was used 

to assess parenting styles. Participants indicated the strength of agreement with each 

statement on a seven-point Likert scale (1 = strongly disagree; 7 = strongly agree). 

Ten items measured authoritarian parenting (e.g., "As my child is growing up, I do 

not allow them to question any decision that I have made"), ten items measured 

permissive parenting (e.g., "As my child is growing up, I seldom give him/her 

expectations and guidelines for his/her behavior"), and ten items measured 

authoritative parenting (e.g., "As my child is growing up, I direct his/her activities and 

decisions through reasoning and discipline"). The subscales displayed adequate 

reliability (coefficient alpha range = .72-.83). 

Although not included in the hypotheses, the following factors were included for 

further analyses at a later date. Organizational commitment was measured using a 

four-item scale developed by Hunt, Chonko, and Wood (1985). Items assessed the 

degree of loyalty to an organization (e.g., "I would be willing to change companies if 

the new job offered more creative freedom"). Level of agreement with each statement 

was indicated on a seven-point Likert scale (1 = strongly disagree, 7 = strongly agree). 

This measure displayed a high level of intemal consistency r = .88). 

Job satisfaction was assessed via a 14-item scale developed by Wood, Chonko, and 

Hunt (1986). Four items assessed satisfaction with information (e.g., "I receive 

enough feedback from my supervisor on how well I'm doing"), six items assessed 

satisfaction with task variety (e.g., "I am satisfied with the variety of activities my job 

offers"), two items assessed satisfaction with closure (e.g., "My job has enough 
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Table 1 

Demographic Characteristics of the Sample 

Mean 1 

36.8 

5.6 

2.6 

11.3 

9.4 

Standard Range 
Deviation 

5.8 

5.5 

0.9 

5.3 

6.6 

25-52 

1-24 

1-5 

2-24 

1-29 

Respondent Age 

Child Age 

Number of Children 

Length in TQM (in years) 

Length at Texas Instmments 

Gender 
Frequency Percent 

Males 
Females 

27 
45 

38 
62 

Ethnicity 

Caucasian 
Hispanic/Latino 
African-American 
Asian-American 

Educational Level 

High School 
Undergraduate College 
Graduate College 

66 
3 
2 
1 

5 
33 

34 

92 
4 
3 
I 

7 

46 
47 
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opportunity to complete the work I start"), and two items assessed satisfaction with 

pay (e.g., "I am satisfied with the pay I receive for my job"). Respondents rated their 

level of agreement with each statement on a seven-point Likert scale (1 = strongly 

disagree, 7 = strongly agree). This measure displayed a high level of intemal 

consistency (r = .95). 

Positive and negative spillover from work to parenting was assessed by a measure 

developed by Kirchmeyer (1992). Fifteen items examined positive (e.g., "Eams me 

rights and privileges that otherwise I could not enjoy") and eight items examined 

negative spillover (e.g., "Makes me behave in ways which are unacceptable at 

home"). The participants indicated their level of agreement with each statement on a 

seven-point Likert scale (1 = strongly disagree, 7 = strongly agree). Both the positive 

and negative spillover measures displayed high intemal consistency (positive 

spillover, alpha = .93; negative spillover, alpha = .90). Using the same items, positive 

and negative spillover from parenting to work was also assessed by reversing the 

direction of influence (e.g., "Makes me behave in ways which are unacceptable at 

work"). These measures also displayed high levels of intemal consistency (positive 

spillover, alpha = .90; negative spillover, alpha = .88). 

Parenting satisfaction was assessed using the 40-item Cleminshaw-Guidubaldi 

Parent Satisfaction Scale (Guidubaldi & Cleminshaw, 1985). Ten items examined 

satisfaction with spousal support (e.g., "I wish my spouse could do a better job 

parenting"), ten items assessed the satisfaction with the child-parent relationship (e.g., 

"My child is usually a joy and fun to be with"), ten items examined satisfaction with 
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own parenting performance (e.g., "I wish I did not become impatient so quickly with 

my child"), and ten items assessed general satisfaction (e.g., "Overall, I am not happy 

being a parent"). Participants rated their level of agreement with each statement on a 

seven-point Likert scale (1 = strongly disagree; 7 = strongly agree). This measure 

displayed a high level of intemal consistency r = .93). 

Life satisfaction was measured by a five-item instmment developed by Diener, 

Emmons, Larsen, & Griffin, 1985). This questionnaire examined individual's 

perceptions of overall quality of life (e.g., "If I could live my life over, I would change 

almost nothing"). Respondents rated each statement on a seven-point Likert scale (1 

= strongly disagree; 7 = strongly agree). This measure displayed a high level of 

intemal consistency r = .88). The mean, standard deviation, and range were reported 

for each measure (see Table 2). 

Procedure 

The questionnaire was piloted with employed individuals who were unfamiliar 

with the purpose of the study and modifications were made in response to their 

feedback. The final version of the questionnaire was administered at three Texas 

Instrument sites. For participants at the Dallas/Lewisville office, the questionnaire 

was administered electronically. More specifically, a letter of informed consent and 

questionnaire was added to an existing parenting webpage at the company. Those 

employees who chose to participate completed the questionnaire on the webpage and 

forwarded it directly to the researcher. It was not possible to administer the 
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questionnaire electronically to subjects at the Lubbock and Piano offices, so a parallel 

procedure was developed. More specifically, copies of the letter and questionnaire 

were given to managers to distribute to employed parents who might be interested in 

the study. The managers had no further contact with potential respondents in 

reference to the study. Respondents who chose to participate retumed their 

questionnaires to a locked container to which only the investigator had access. In all 

settings, the responses were anonymous, managers/employers had no access to the 

questionnaires, and respondents had no contact with the investigator. 
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Table 2 

Means, Standard Deviations, and Ranges for Measures 

Mean Standard Range 
Deviation 

Participative Decision Making 70.5 15.4 34-98 

Employee Empowerment 140.2 27.4 75-187 

Parental Authority Questionnaire 

Authoritative 55.1 
Authoritarian 37.2 
Permissive 24.3 

Positive Employee Spillover 55.3 

Negative Employee Spillover 29.0 

Positive Parenting Spillover 68.6 

Negative Parenting Spillover 19.6 

6.8 

18.1 

9.8 

16.2 

9.2 

6.9 
9.7 

38-70 
15-60 

11-41 

15-105 

8-56 

26-105 

8-44 
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CHAPTER rV 

RESULTS 

Hvpothesis Testing 

To test each of the hypotheses, Pearson product-moment correlations were 

conducted. This analysis assessed the strength of association between the work and 

family factors. The results of the analyses are reported in Table 3. An exantination of 

the TQM factors (employee empowerment and participative decision making) 

indicated that they were highly correlated (r=.86, p<.01). This suggested that both 

measures were tapping into the same phenomenon. As employee empowerment is 

conceptually the more central of the TQM principles, results will be reported only for 

this work factor. 

The first hypothesis stated that authoritative parenting was positively related to 

employee empowerment. This hypothesis was not supported (r=.08, p>.05). The 

second hypothesis stated that authoritarian parenting was negatively related to 

employee empowerment; this hypothesis was not supported (r=.20, p>.05). The third 

hypothesis stated that permissive parenting was negatively related to employee 

empowerment. This hypothesis was unsupported as well (r=.20, p>.05). 

It was puzzling that the spillover model was not supported. Theoretically, it made 

sense that the TQM factors and parenting factors would be related to each other. In 

order to more fully examine the spillover model, supplementary analyses were 
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conducted. More specifically, the analyses were repeated for subsamples and the 

additional factors of positive and negative spillover were included. 

Supplementarv Analvses 

Parent Gender 

The analyses were repeated separately for mothers and fathers. The results are 

reported in Table 4. For fathers (n=27), none of the hypotheses were supported: 

employee empowerment was not positively related to authoritativeness, or negatively 

related to authoritarianism and permissiveness. In fact, a reverse pattem was found. 

More specifically, authoritarian parenting was positively associated with employee 

empowerment (r=.71, p<.01). In addition, positive employee spillover was 

associated with greater empowerment (r=.64, p<.01) and authoritarianism (r=.44, 

P<.05). Positive parent spillover was associated with greater authoritative (r=.65, 

p<.01) and authoritarian parenting (r=.38, p<.05) as well. 

For mothers (n=45), none of the hypotheses were supported. However, employee 

empowerment was positively related to permissiveness (r=.48, p<.01). Positive 

employee spillover was associated with greater empowerment (r=.47, p<.01) and 

greater permissiveness (r=.48, p<.01). Empowerment was also related to positive 

parenting spillover (r=.54, p<.01). Positive parenting spillover was associated with 

greater permissiveness (r=.31, p<.05). In contrast, negative parenting spillover was 

associated with greater authoritarianism (r=.30, p<.05). 
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Child Gender 

The correlational analyses were also repeated for parents of sons and daughters 

(see Table 5). Due to small subsample sizes, it was not feasible to conduct analyses 

by parent and child gender. Therefore, the results reflect the parents (mothers and 

fathers combined) of male and female children. For parents of sons (n=43), none of 

the hypotheses were supported. However, employee empowerment was directly 

related to positive parenting spillover (r=.61,2<.01) and positive employee spillover 

(r=.60, p<.01). For parents of daughters (n=29), none of the hypotheses were 

supported. Yet, employee empowerment was directly related to positive employee 

spillover (r=.40, p<.05) and inversely related to negative employee spillover (r=-.48, 

p<.01). Authoritarian parenting is directly related to positive employee spillover 

(r=.43, p<.05) and negative employee spillover (r=.37, p<.05) as well. 

Child Age 

It is possible that there are differential associations between work and parenting 

factors across the child lifespan. Therefore, the analyses were repeated for 

preschoolers (children younger than six years of age; n=44) and 

55 



Table 3 

Correlations among TQM factors and parenting factors for the whole sample. 

*p<.05, **p<.01 

1. Employee .86** .08 .20 .20 
Empowerment 

2. Decision -.03 .16 .18 
Making 

3. Authoritative .01 .12 
Parenting 

4. Authoritarian .07 
Parenting 

5. Permissive 
Parenting 
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Table 4 

Correlations among employee empowerment, spillover, and parenting factors by 
parent gender. 

6 7 8 

1. Employee .64** -.11 .37 -.24 .29 .71** -.31 
Empowerment 

2. Positive Employee .47** .15 .54** .09 .34 .44* -.03 
Spillover 

3. Negative Employee-.24 .18 .47* .22 .32 -.13 .14 
Spillover 

4. Positive Parenting .54** .48** -.07 -.28 .65** .39* -.20 
Spillover 

5. Negative Parenting .02 .42** .64** .02 -.34 -.32 .30 
Spillover 

6. Authoritative -.06 .04 -.29 -.19 .20 .14 -.08 
Parenting 

7-Authoritarian -.07 .09 .25 -.09 .30* -.08 -.34 
Parenting 

8. Permissive .48** .20 .10 .31* .06 .15 .07 
Parenting 

Note: The results for fathers are reported above the diagonal. The results for mothers 
are reported below the diagonal. 
*p<.05, **p<.01 
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older children (those six years of age or more; n=28). For tiie younger and older child 

groups, parenting styles were umelated to employee empowerment (see Table 6). For 

parents of preschoolers, empowerment was associated with greater positive employee 

spillover (r=.33, p<.05) and positive parenting spillover (r=.41, p<.01), and less 

negative employee spillover (r=-.45, p<.01). In addition, autiioritativeness was 

directiy related to positive employee spillover (T=.31, p<.05) and positive parenting 

spillover (T=.49, p<.01). Similarly for parents of older children, greater empowerment 

was associated with both positive employee spillover (r=.80, p<.01) and positive 

parenting spillover (r=.57, p<.01). Parenting styles were umelated to spillover for this 

group. 

Overall, the hypotheses received very little support. When mothers and fathers 

were examined separately, parenting styles were associated with employee 

empowerment. However, these associations were not in the expected direction. The 

supplementary analyses suggested that there was spillover between work and family 

characteristics, although this process is not easily understood. Given the complexity 

of these relationships, clearly further research is warranted. 
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Table 5 

Correlations among employee empowerment, spillover, and parenting factors by child 
gender. 

1 2 3 4 5 6 7 8 

1. Employee .60** -.03 .61** -.07 .02 .19 .12 
Empowerment 

2. Positive Employee .40* .28 .57** .15 .14 .10 .09 
Spillover 

3. Negative Employee-.48** -.11 .33* .46** .08 -.05 .14 
Spillover 

4. Positive Parenting .19 .22 -.39* -.02 .22 .11 .17 
Spillover 

5. Negative Parenting-.08 .44* .54** -.35 -.24 -.10 .13 
Spillover 

6. Authoritative .22 .09 -.36 .10 -.30 .11 -.01 
Parenting 

7. Authoritarian .20 .43* .37* .03 .30 -.23 -.16 
Parenting 

8. Permissive .34 .11 .06 -.05 .17 -.37* .09 
Parenting 

Note: The results for the parents of sons are reported above the diagonal. The results 
for the parents of daughters are reported below the diagonal. 
*p<.05, **p<.01 
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Table 6 

Correlations among employee empowerment, spillover, and parenting factors by child 
age. 

1 2 3 4 5 6 7 8 

1. Employee .33* -.45** .41** -.27 .25 .27 .12 
Empowerment 

2. Positive Employee .80** .21 .40** .32* .37* .25 -.08 
Spillover 

3. Negative Employee .11 .04 .08* .49** .11 .02 .02 
Spillover 

4. Positive Parenting .57** .71** .25 -.18 .49** .19 .02 
Spillover 

5. Negative Parenting. 16 .21 .50** .04 -.22 .10 .09 
Spillover 

6. Authoritative -.11 -.32 -.34 -.26 -.30 -.04 -.09 
Parenting 

7. Authoritarian .11 .11 .26 -.04 .07 .06 -.16 
Parenting 

8. Permissive .29 .36 .26 .25 .24 -.18 .04 
Parenting 

Note: The results for the parents of children under age six are reported above the 
diagonal. The results for the parents of children six years and over are reported below 
the diagonal. 
*p<.05, **p<.Ol 
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CHAPTER V 

DISCUSSION 

This study was designed to assess the relationship between TQM and parenting 

styles. Such research is necessary because there have been relatively few studies that 

have examined the work/parenting association. Among the studies that have assessed 

this association, there has been a general failure to examine specific dimensions of the 

work and family environments. Given these limitations, this study contributes to our 

understanding of the relationship between employment and parenting experiences. 

The results of this study will be discussed in the context of the spillover model. 

Strengths and Weaknesses 

Strengths 

The first strength of this study was the inclusion of a theoretical model, namely the 

spillover model, to guide the research. Most of the research previously conducted in 

the area of TQM has been atheoretical. Further, the spillover model has not been 

tested extensively in the examination of work-parenting associations. This model 

contributed to the present study by providing a rationale for the expectation that TQM 

would be related to specific parenting styles. 

A second strength of this study was the examination of work characteristics from 

total quality management (TQM) settings. Past research has examined global work 

characteristics (job satisfaction, routinization, task complexity), but has failed to 
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examine how management styles influence non-work experiences. As TQM 

principles and practices are gaining prominence in American business (e.g.. Grant, 

Shani, & Krishnan, 1994), it seems pmdent to study how it affects famiUal 

characteristics, such as parenting. 

Yet another strength was that the sample was composed of mothers and fathers. 

This is important because relatively few studies have included both male and female 

employed parents. Studies of work experiences have generally utilized male samples 

(e.g., Spreitzer, 1995) and studies of parenting have generally utilized female samples 

(e.g., Holden & West, 1989). However, past research on work-family relationships 

have identified significant differences between mother and father workers (e.g., 

Greenberger & Goldberg, 1989; Greenberg, O'Neill, & Nagel, 1994; Spade, 1991). 

Indeed, there were differential associations between empowerment and parenting 

styles for mothers and fathers in the present study. 

The fourth strength was the anonymity of the data collection procedures. Because 

the respondents were assured that their employers would not have access to their 

responses and the investigator would have no way to track the respondents' identities, 

it is likely that they provided more open and less socially desirable responses. 

Additionally, the measures used in this study proved to have high intemal 

consistency. This suggests that the items of the chosen measures were likely 

assessing the same phenomenon. Overall, the strengths of this study add to the 

veracity of the results. 
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Weaknesses 

Although this study has some strengths, there are also some weaknesses that need 

to be considered. The first weakness is the relatively small sample size gathered for 

this study. In spite of efforts to collect data from several locations, a total of only 72 

respondents was located. Further, those who chose to participate may be different 

from nomespondents in important ways. For example, it is possible that some 

potential respondents chose not to participate because the questionnaire was 

comparatively much longer than surveys they are accustomed to completing in 

business settings. Therefore, employed parents who experience TQM/parenting 

spillover and have extensive demands on their time might be underrepresented in the 

present sample. In addition, the respondents might be more invested and satisfied 

with their work and/or parenting roles than nonrespondents. Thus, while stronger 

relationships may exist between total quality management and parenting in a larger 

population, the current sample may have been too small to detect them. 

Second, the present study failed to examine a broad range of TQM dimensions. 

Although the study was designed to assess both participative decision making and 

employee empowerment, correlational analyses indicated that the measures were 

tapping into the same phenomenon. Thus, only one aspect of total quality 

management was examined. This provides only a limited picture of the role of total 

quality management in parenting styles. Clearly, further assessment of a broader 

range of TQM characteristics is warranted. 
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Third, an anonymous self-report method was utilized in tiie present study. This 

seemed most appropriate given the confines of data collection for this sample, but 

there are still some inherent risks (e.g., misinterpretation, memory distortion) of this 

method. To limit the risks, the respondents were given information about multiple 

ways to contact the investigator and/or her academic advisor if they had any 

questions/concerns about the study. No queries were received from participants. The 

results of tiiis study should be considered with these lintitations in mind. 

Interpretation of the Findings 

The first hypothesis stated that authoritative parenting is positively related to 

employee empowerment. For the whole sample and subsample analyses, this 

hypothesis was not supported. Past research has indicated that authoritative parenting 

was positively associated with work commitment and complexity (e.g., Greenberger 

& Goldberg, 1989; Greenberger, O'Neill, & Nagel, 1994), so it seemed reasonable to 

expect that authoritativeness should be related to TQM. Additionally, there seemed to 

be some common characteristics of total quality management and authoritativeness 

(e.g., open communication among team members/parent-child) that suggested that 

these factors may be positively related. 

It is important to note that there are some important differences between past 

research and the present study that may explain the divergent results. First, much of 

the research on parenting styles [particularly in the study of young children] has 

utilized outsider observations of parent-child interactions to assess parenting styles 
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(e.g., Crockenberg & Litman, 1990; Freund, 1990). It would not have been feasible to 

utilize this method in the present study, so the investigator relied upon insider [self] 

reports of parenting styles. It is possible that the questionnau-e in the present study 

failed to adequately assess the complexity of parenting style behaviors, or that there 

are significant differences in insider/outsider perspectives on parenting styles. 

Similarly, past research has examined more concrete characteristics of the work 

experience (e.g., employee benefits, task complexity, work stimulation). Relatively 

few studies have examined how the managerial environment influences non-work 

experiences. It is possible that management styles are too removed from the parenting 

experience to influence parenting styles. It is also possible that the differences 

between employee relationships and parent-child relationships are so vast that there 

would be little spillover between work and authoritative parenting. For example, co

worker relationships exist among adults of equal status who collaborate for the 

express purpose of completing finite tasks. In contrast, family relationships occur 

among adults and children of unequal status who interact indefinitely under a wide 

variety of conditions. Indeed, employee empowerment and authoritative parenting 

may simply occur in two different worlds. 

Altematively, it is possible that total quality management plays an important role 

in authoritative parenting, but the measure utilized in the current study did not 

adequately tap into this association. As previously noted, only one dimension of total 

quality management, empowerment, was actually assessed in this study. Other TQM 
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dimensions, such as problem-solving integratively, building relationships, and sharing 

information, may be more directly related to authoritative parenting. 

The relationship between authoritativeness and work may also be indirect. The 

results of this study indicated that for fathers, authoritative parenting was associated 

with positive parenting spillover. That is, authoritativeness was related to the 

perception that being a parent contributed to their productivity at work. This 

relationship was also evident among the parents of younger children. In addition, 

parents of preschoolers reported that authoritativeness was associated with positive 

employee spillover, such that the work environment contributed to the quality of 

parenting. These results suggest that there is a prosocial and bidirectional relationship 

in work-authoritative parenting style spillover. Further research is warranted to 

clarify this relationship. 

The second hypothesis stated that authoritarian parenting is negatively associated 

with employee empowerment. This hypothesis was not supported in any of the 

analyses. In fact, authoritarianism was positively related to empowerment for fathers. 

Again, given the results of past research, this pattem was not expected. However, as 

previously noted, there are significant differences between past and present research 

that may account for this disparity. 

Upon closer consideration, it is possible that there are characteristics of total 

quality management that are consistent with authoritarian parenting. For example, 

employees in TQM settings are allocated more power than employees in traditional 

settings. This sensation of power may be rewarding, and generalized in the home 
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setting to more power-exertion based parenting. Additionally, one aspect of total 

quality management is that employees are held responsible for ensuring high quality 

and continuous product and service improvements. These work expectations may 

promote frequent and meticulous task monitoring, which would be consistent with the 

frequent and meticulous application of mles associated with authoritarian parenting. 

This argument is supported by the fact that both empowerment and authoritarianism 

were associated with positive employee spillover for fathers. Further, 

authoritarianism was related to positive parenting spillover. 

However, there appear to be some significant gender differences in these 

associations. For mothers, authoritarian parenting was associated with negative 

parenting spillover; the more they endorsed authoritarianism, the more adversely they 

felt it affected their work lives. As authoritarianism in mother-child relationships is 

associated with negative child outcomes (e.g., Baldwin & Skinner, 1989), it is 

feasible that this parenting style is related to greater parent-child stress, and this 

stressfulness spills over into the work environment in aversive ways. Additionally, 

authoritarianism is associated with both positive and negative employee spillover for 

parents of daughters. It is possible that these spillover types actually reflect the 

differential behaviors of mothers and fathers, but this could not be examined in the 

present study due to the to small mother-daughter/father-daughter subsamples. Or, 

more simply, daughters may be greater recipients of parental attention than sons, 

regardless of the valence of work environments. This would be consistent with past 
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research that has reported differences in parenting styles across child gender (e.g., 

Flett etal., 1995) 

The third hypothesis stated that permissive parenting is negatively related to 

employee empowerment. Again, this hypothesis was not supported. Indeed, a rather 

unexpected relationship was found: permissiveness was associated with greater 

empowerment and positive parenting spillover for mothers. The TQM environment 

may provide women greater freedom and less supervision than might be seen in more 

traditional work (or for that matter, home) environments. Total quality management 

also emphasizes that there is no one right way to complete tasks and that employees 

should be allowed to explore their work tasks with limited direction. All of these 

characteristics would be consistent with permissive parenting. It is possible then that 

women find this work environment rewarding and provide the same degree of 

freedom to their children. This argument is supported by the fact that women saw 

their work experience enhanced by this parenting style. 

Another interesting finding of this study was that work-family spillover was 

influenced by child age. For parents of younger and older children, empowerment 

was related to positive employee spillover and positive parenting spillover. However, 

for parents of preschoolers, authoritativeness was associated with both positive 

employee spillover and positive parenting spillover. This suggests that there is a 

bidirectional influence between work and parenting for this group. However, this 

association did not hold for parents of older children. In fact, none of the parenting 

styles were related to any dimension of spillover for these parents. Although 
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empowerment appears to remain a salient dimension of the work-family experience, it 

appears that parenting styles and work are more dissociated for parents of older 

children. It is possible that parenting styles are more relevant to the relationships with 

young children, as this has been the primary focus of past research (e.g., Freund, 

1990; Holden, & West, 1989). This is consistent with Crouter's (1984) finding tiiat 

mothers with young children experience more spillover than mothers or fathers with 

older children. Simply, work and parenting styles may become less relevant to each 

other as children grow older. Of course, this speculation can only be tested by 

longitudinal research and is beyond the scope of the present study. 

In sum, the results of this study indicated that dimensions of total quality 

management were related to parenting styles. However, and perhaps more 

importantly, empowerment and parenting styles were more consistently related to 

spillover dimensions than to each other. This suggests that there is much more to the 

processes of spillover than might have been presumed. In fact, research which only 

examines work and family characteristics (e.g.. Spade, 1991) and fails to examine 

specific types/directions of spillover may underrepresent the complexity of the work-

family relationship. Clearly, further research is necessary to understand this 

relationship. 

Future Directions 

This study has examined the relationship between employee empowerment and 

parenting variables from the theoretical perspective of the spillover model. Given the 

69 



strengths and weaknesses of the present study, researchers may find tiie following 

suggestions useful in the further study of work-family relationships. First, while the 

spillover model was a useful heuristic tool for generating hypotheses in the present 

study, it is likely that other theoretical models would inform this line of research. 

According to Lambert (1990), there are two other competing models (segmentation, 

compensatory) that explain the work-family linkage. The segmentation model 

suggests that work and home life are largely independent and do not significantiy 

affect each other. This model would be consistent with the present study, as no direct 

association was found between authoritative parenting and total quality management. 

In contrast, the compensatory model suggests that work and home life are related 

to each other, but in an opposing fashion (Lambert, 1990). For example, less 

satisfying work relationships would be associated with greater familial satisfaction. 

This model might explain the reverse pattems in TQM-parenting evident in this study. 

More specifically, it is possible that some men experience a loss of power as they 

become team peers in TQM settings, and they compensate for this loss by increased 

power exertion in parent-child relationships [authoritarian parenting]. Further 

research, which examines all three models, would clarify the work-family linkages. 

Beyond these models, there are other theoretical frameworks that might be useful 

as well. For example, the work-family conflict perspective suggests that employed 

parents may experience strain as the demands of the work and family roles can be 

mutually incompatible (e.g., Duxbury & Higgins, 1991). This may be particularly 

relevant to the study of employed mothers [as they may experience the larger 
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proportion of familial demands] as well as the study of negative spillover processes 

for both parents. Additionally, future research might be enhanced by tiie analysis of 

the work socialization perspective. This perspective suggests that job conditions have 

an enduring influence on intrapersonal phenomenon (e.g., attitudes), which in tum 

influences interpersonal behavior (e.g., Menaghan & Parcel, 1990). Altiiough this 

perspective is implied by the spillover, work-conflict, and compensatory models, 

direct tests have been limited. Indeed, in the present study, the employees had worked 

in TQM settings for a mean of 11.2 years and their youngest children had a mean age 

of 5.6 years. This suggests that there was adequate opportunity for them to leam work 

values which may influence their parenting styles. Longitudinal research which tracks 

such changes in attitudes/beliefs and their subsequent effects is necessary to improve 

our understanding of the total quality management-parenting linkage. 

Second, the assessment of additional TQM concepts would provide a more 

comprehensive view of these relationships. Future research which focuses on the 

specific interpersonal processes associated with total quality management would be 

particularly helpful. For example, an assessment of problem-solving behaviors may 

prove helpful in examining the ways in which employees interact in a TQM work 

environment, and the similarities/differences in work and family relationships. 

Third, it would be pmdent to examine a broader range of familial factors as well. 

For example, it seems reasonable to expect that the work environment affects spousal 

as well as parental relationships, so the examination of marital processes (e.g., self-

disclosure, conflict management) and marital outcomes (e.g., stability, satisfaction) 
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seems warranted. Additionally, further study of the dimensions of tiie parent-child 

relationship would be helpful. For instance, shared time, play, and affective 

exchanges between parents and children are all important dimensions of the home life 

that may be associated with work environment characteristics. Further, child 

outcomes typically associated with parenting styles (e.g., compliance, competence) 

were not investigated in the present study, but it would be informative to leam how [if 

at all] TQM is associated with child well-being. 

Another domain worthy of further study is the role of personality in work-family 

linkages. It is possible that specific traits are associated with dimensions of both the 

work and family environment. For example, agreeable individuals may be attracted to 

TQM settings because it focuses on cooperation and teamwork, and may engage in 

more permissive parenting because it places them in a position in which they have to 

make fewer demands on their children. In contrast, conscientious individuals may be 

drawn to total quality management workplaces because it promotes meticulous task 

completion, and may prefer authoritarian parenting because it also requires a 

meticulous attention to child behavior. 

Fifth, future research might be improved through the utilization of multi-method 

designs. Although the self-report questionnaire seemed appropriate for the confines 

of subject recmitment in this study, additional research may provide a more 

comprehensive assessment of work-family relationships. For example, observational 

research that compares co-worker interactions on the job and parent-child interactions 

in the home may contribute much more detail to our understanding of the work-family 
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spillover. This would also allow more complete comparison to past parenting style 

research, which has primarily utilized observational methods (e.g., Crockenberg & 

Litman, 1990). In addition, in-depth interviews with employed parents may provide a 

more comprehensive analysis of the insider perspective on work-family linkages. 

This method would be particularly useful in monitoring the work socialization 

process previously noted. 

Finally, there are some ways in which the sample lintitations of this study might be 

overcome. First, whereas this sample was almost exclusively composed of 

Caucasian, upper-middle class professionals, further efforts should be made to assess 

the work-family relationships in more diverse (ethnically, economically) samples. 

Past research has indicated that there are differences in parenting strategies between 

blue and white collar workers (e.g., Gecas & Nye, 1974), although no study could be 

located that examined the TQM-parenting association across social class. There are 

also substantial differences in parenting practices and work values across cultures that 

are worthy of further study (e.g., McGoldrick & Giordano, 1996). In addition, a 

larger sample would allow the further examination of gender differences (of both 

parents and children) in work and parenting associations. A larger sample would also 

increase the likelihood that researchers would identify extant pattems that were not 

detected in the present study. 

Overall, this study has added to our understanding of the spillover between work 

and family domains. It addressed some of the weaknesses of past research and was 

one of the first studies to examine how total quality management and parenting styles 
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are related. The results of the present study highlight the importance of gathering data 

from mother and father employees, as differential work-family associations were 

detected. Additionally, the supplementary analysis indicated that it is vital to study 

the valence and pathways of spillover in greater detail. Further improvements in 

research will significantiy expand our understanding of the role of total quality 

management in work-fairtily associations. 
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Consent Form for Participation 

Total Quality Management and Parenting Styles: 
A Test of the Spillover Model 

We would like your help in a study of work and family life. The goal of the 
study is to explore the relationship between total quality management and parenting 
behaviors. The results of this study will help us understand how these two aspects of 
life influence each other. 

If you decide to participate, you will be asked to complete a questionnaire 
which includes questions about you, your workplace, and your parenting experiences. 
This questionnaire should take about 35 minutes to complete. 

Your responses to the questionnaire will be kept confidential. The only 
individuals with access to this data will be Karrie Chisholm, or her supervisor. Dr. 
Jacki Fitzpatrick, of Texas Tech University in Lubbock, TX. To protect 
confidentiality, all forms will be kept in a secured setting for the duration of this 
study. Your employer will not have access to any of the information which you 
provide about yourself, your workplace, or your parenting experiences. At the 
conclusion of this study, all responses will be combined in order to identify general 
trends. After this is done, a brief summary report will be provided for participating 
companies. 

As this study assesses naturally occurring characteristics of your job and 
family, no risks of harm to you are anticipated. However, if you decide to participate, 
you are free to withdraw from the study at any time without penalty. Should you have 
any questions, you can contact the Texas Tech University Institutional Review Board 
for the Protection of Human Subjects by writing them in care of the Office of 
Research Services, Texas Tech University, Lubbock, Texas 79409 or by calling (806) 
742-3884. 
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Please answer each question below concerning your job and your family. 
Your answers are anonymous so no one will taiow how you responded. 
There are no rigjit or wrong answers, so please be as honest and accurate 
as possible. If a question is confusing or you're not sure of your answer, 
please answer the best you can or contact Karrie Chishohn at (972) 479-
1436 or z6b87(^ttacs.ttu.edu for more information. Choose only one 
answer per question. Thank you. 

1) Have you read the letter of introduction and agree to participate in 
this study? 

1-Yes 2.No 

If No, do not answer any more qaestions. If Yes, please fill out the 
rest of this form. 

2) Your gender 1 - Male 2 - Female 

3) Your age 

4) Your race/ethnicity 
1- White/Caucasian 
2 - Hispanic/Latino 
3 - Black/African-American 

4 - Asian-American 
5 - Multiracial 
6-Other 

5) Your current marital status 
1 - Single 
2 - Engaged 
3 - Cohabiting 
4 - Married for first time 

5 - Separated 
6 - Divorced 
7 - Remarried 
8-Other 

6) The number of children in your family 
1 - None 5 - Four 
2 - One 6 - Five 
3 - Two 7 - Other 
4-Three 
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7) The gender of the children in your family 
How many sons/stepsons? 
How many daughters/stepdaughters? 

8) Your highest educational level completed 
1 - Some high school 5 - Four-year college 
2 - High school 6 - Some graduate 
3 - Some college (two year or school 

or four year) 7 - Graduate degree 
4 - Two-year college 8 - Other 

9) Your salary 
1 - $0 - 25,000 4 - $76 -100,000 
2 - $26 - 50,000 5 - More than 100,000 
3 - $51-75,000 

We are interested in what you think about your job and woriqplace. Please 
indicate how much you agree with each statement by placing a number in 
the space next to each line. ___________^____ 

1 2 3 4 5 6 7 
Strongly Strongly 
Disagree Agree 

1) I am satisfied with the information I receive fi-om my superior 

about my job performance. 

2) I am satisfied with the variety of activities my job offers. 

3) I am satisfied with the opportunities my job gives me to 

complete tasks fi'om beginning to end. 

4) There is enough variety in my job. 

5) I am satisfied with the pay I receive for my job. 
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6) I receive enou^ information fi'om my supervisor about my job 
performance. 

7) I am satisfied with the fi-eedom I have to do what I want on my 
job. 

8) My job has enough opportunity to complete the work I start. 

9) I have enough fi-eedom to do what I want in my job. 

10) I am satisfied with the security my job provides me. 

11)1 receive enou^ feedback fi-om my supervisor on how well I'm 
doing. 

12) I am satisfied with the opportunities my job provides me to 
interact with others. 

13) My job has enough opportunity for independent thought and 
action. 

14) There is enough opportunity in my job to find out how I am 
doing. 

15) I would be willing to change companies if the new job offered 
a 25% pay increase. 

16) I would be willing to change companies if the new job offered 
more creative fi"eedom. 

17) I would be willing to change companies if the new job offered 
more status. 

18)1 would be willing to change companies if the new job was 
with people who were more fiiendly. 
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Please answer the following questions about your company. Please 
indicate how much you agree with each statement by placing a number in 
the space next to each line. 

1 2 3 4 5 6 7 
Strongly Strongly 
Disagree Agree 

The company: 

1) Encourages me to figure out problems. 

2) Uses my suggestions and ideas. 

3) Encourages me to take control of my work. 

4) Asks me for advice when making decisions. 

5) Trusts me. 

6) Encourages me to set my own goals. 

7) Allows me to set my own goals. 

8) Tells me to expect a lot fi"om myself. 

9) Encourages me to go for high performance. 

10) Gives me many responsibihties. 

11) Displays confidence in what I can do. 

12) Staysoutofthe way when I solve problems. 

13) Makes me responsible for what I do. 

14) Allows me to operate with very few supervisors. 
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For questions 1 - 26, please indicate how much you agree with each 
statement by placing a number in the space next to each line. 

1 2 3 4 5 6 7 
Strongly Strongly 
Disagree Agree 

As an employee in this company, I: 

1) Feel a sense of fireedom in what I do. 

2) Make my own choices without being told by management. 

3) Havealotofchoiceinwhatldo. 

4) Determine how things are done. 

5) Determine what things are done. 

6) Can select different ways to do my work. 

7) Expect to have a lot ofinfluence around here. 

8) Believe that no job is too tough. 

9) Care about what I do. 

10) Make a difference in this organization. 

11) Accomplish objectives. 

12) Have a positive impact on other employees that depend on me. 

13) Have a positive impact on this company's customers. 

14) Make good progress on my projects. 
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15) Perform tasks that matter to this company. 

16) Find that what I do is meaningfiil. 

17) Feel that my purpose is meaningfiil. 

18) Feel that my tasks are worthwhile. 

19) Beheve that my projects are significant. 

20) Believe that my work is valuable. 

21) Can get a lot done when I work hard. 

22) Beheve I can be extremely good at producing high-quahty 
work. 

23) Have confidence in myself 

24) Beheve I can be very productive. 

25) Expect to be known as a high performing employee. 

26) Feel I can solve any problem that comes up. 

When you think about your life in general, please indicate how much you 
agree with each statement by placing a number in the space next to each 
line. 

1 2 3 4 5 6 7 
Strongly Strongly 
Disagree Agree 

1) In most ways my Ufe is close to my ideal. 

2) The conditions ofmy life are excellent. 

92 



3) I am satisfied with my hfe. 

4) So far I have gotten the important things I want in life. 

5) If I could hve my life over, I would change ahnost nothing. 

We are interested in finding out how your work affects your family. For 
questions 1 - 23, please indicate how much you agree with each statement 
by placing a number in the space next to each line. 

1 2 3 4 5 6 7 
Strongly Strongly 
Disagree Agree 

Being an employee.... 

1) Eams me certain rights and priveleges that otherwise I could 
not enjoy. 

2) Results in rewards that would be difficult to achieve elsewhere. 

3) Offers many unique benefits that make any drawback seem 

insignificant. 

4) Gives me support so I can face the difficulties of home. 

5) Makes disappointments at home seem easier to take. 

6) Helps me forget the problems at home. 

7) Energizes me so I can tackle the challenges ofmy home hfe. 

8) Gives me access to certain facts and information which can be 
used at home. 

9) Improves my image at home. 
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10) Provides me with contacts who are helpfiil for my home Ufe. 

11) Helps me be seen as valuable by my family. 

12) Develops skills in me that are usefiil at home. 

13) Helps me understand my family better. 

14) Shows me ways of seeing things that are helpfiil at home. 

15) Gives me ideas that can be apphed at home. 

16) Demands time firom me that could be spent at home. 

17) Produces tensions and anxieties that decrease my performance 
at home. 

18) Creates worries and problems that make concentration at home 

difficult. 

19) Makes me so irritable that I take it out on my family. 

20) Tires me out so I feel drained at home. 

.21) Makes me behave in ways which are unacceptable at home. 

22) Makes it hard to adjust back to the way I must act at home. 

23) Creates difficulties for me since I must behave so differently at 
home. 
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We are interested in finding out how your family affects your woiic. For 
questions 1 - 23, please indicate how much you agree with each statement 
by placing a number in the space next to each line. 

1 2 3 4 5 6 7 
Strongly Strongly 
Disagree Agree 

Being a parent.... 

1) Eams me certain rights and priveleges that otherwise I could 
not enjoy. 

2) Results in rewards that would be difficult to achieve elsewhere. 

3) Offers many unique benefits that make any drawback seem 

insignificant. 

4) Gives me support so I can face the difficulties of work. 

5) Makes disappointments on the job seem easier to take. 

6) Helps me forget the problems at work. 

7) Energizes me so I can tackle the challenges of my job. 

8) Gives me access to certain facts and information which can be 
used at work. 

9) Improves my image at work. 

10) Provides me with contacts who are helpfiil for my work. 

11) Helps me be seen as a valuable employee by my company. 

12) Develops skills in me that are usefiil at work. 
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13) Helps me understand the people at work better. 

14) Shows me ways of seeing things that are helpfiil at work. 

15) Gives me ideas that can be applied on the job. 

16) Demands time fi'om me that could be spent on my job. 

17) Produces tensions and anxieties that decrease my performance 
at work. 

18) Creates worries and problems that make concentration at work 

difficult. 

19) Makes me so irritable that I take it out on the people at work. 

20) Tires me out so I feel drained for work. 

21) Makes me behave in ways which are unacceptable at work. 

22) Makes it hard to adjust back to the way I must act at work. 

23) Creates difficulties for me since I must behave so differently at 
work. 
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Next we're interested in learning about your experiences as a parent. For 
each of the following statements, please indicate how much you agree 
with each statment by placing a number in the space next to each hne. 

1 2 3 4 5 6 7 
Strongly Strongly 
Disagree Agree 

1) I feel good about the amount of involvement my spouse has 

with my children. 

2) I am satisfied with the way my children treat me. 

3) I wish I did not become impatient so quickly with my children. 

4) Being a parent has brought me a lot of work and heartaches. 

5) I am happy about the amount of interest that my spouse has 
shown in the children. 

6) I think that my children do not like me very much, which upsets 
me. 

7) I am upset with the amount of yelling I direct towards my 
children. 

8) Having children causes many problems between me and my 
spouse. 

9) I am pleased with the amount of responsibility my spouse has 

taken for raising the children. 

10) My children are usually a joy and fim to be with. 

11)1 wish I were more consistent in my parenting behaviors. 
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12) The most difficult years ofmy marriage have been the child-
rearing years. 

13) I am satisfied with my spouse's childrearing skills. 

14) I am pleased with the amount of love and affection I receive 

fi'om my children. 

15) Sometimes I feel I am too critical ofmy children. 

16) I think my children will be a souce of comfort and security in 
my old age. 

17) I am satisfied with the amount of time that my spouse can give 

to my children. 

18) I think my children would consider me to be a good parent. 

19) I feel uncomfortable with the way I often discipline my 

children. 

20) My children's sense of humor amuses me. 

21) My spouse usually does not help enough with the children. 

22) I am delighted with the relationship that I have with my 
children. 

23) I wish I were a better parent and could do a better job 
parenting. 

24) All the efforts I make for my children will be worthwhile in 
the long run. 

25) My spouse thinks parenthood is an important and valuable part 
of life which pleases me greatly. 

26) My children's cooperative behavior pleases me greatly. 
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27) I am satisfied with my childrearing skills. 

28) I think my children will always contribute to my happiness. 

29) My spouse has sufficient knowledge about child development 

which seems to make him/her feel comfortable as a parent. 

30) I am dissatisfied with the way I express love to my children. 

31)1 wish I gave my children more individual attention. 

32) Overall, I am not happy being a parent. 

33) I wish my spouse could do a better job parenting. 

34) My children add variety to my life which is stimulating. 

35) Sometimes I feel I should provide more supervision for my 

children. 

36) I can't wait until my children grow up and move out. 

37) I wish that my partner would volunteer more to do things with 

the children. 

38) My children annoy me too much in front ofmy fiiends. 

39) I am satisfied with the amount of time I can give to my 
children. 

40) It pleases me that having children has kept me feeling young. 
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For questions 1-30, please indicate how much you agree with each 
statement by placing a number in the space next to each line. 

1 2 3 4 5 6 7 
Strongly Strongly 
Disagree Agree 

1) I feel that in a well-run home my children should have their 
way in the family as often as the parents do. 

2) As my children are growing up, even if they don't agree with 
me, I feel that it is for their own good if they are forced to 
conform to what I think is right. 

3) Whenever I tell my children to do something as they are 
growing up, I expect them to do it immediately without 
asking any questions. 

4) As my children are growing up, once family pohcy has been 
established, I discuss the reasoning behind the pohcy with 
the children in the family. 

5) I have always encouraged verbal give-and-take whenever one 
ofmy children has feh that femily rules and restrictions are 
unreasonable. 

6) I have always felt that my children need to be free to make up 
their own minds and to do what they want to do, even if this 
does not agree with what I might want. 

7) As my children afe growing up, I do not allow them to 
question any decision that I have made. 

8) As my children are growing up, I direct their activities and 
decisions through reasoning and discipline. 
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9) I have always felt that more force should be used by me in 
order to get my children to behave the way they are 
supposed to. 

10) As my children are growing up, I do not feel that they need to 
obey rules and regulations of behavior simply because 
someone in authority had estabhshed them. 

11) As my children are growing up, they know what I expect of 
them in the family, but they also feel free to discuss those 
expectations with me when they feel that they are 
unreasonable. 

12) I feel that as a wise parent, I should teach my children early 
just who is boss in the family. 

13) As my children are growing up, I seldom give them 
expectations and guidelines for their behavior. 

14) Most of the time as my children are growing up, I do what the 
children want when making family decisions. 

15) As my children are growing up, I consistently give them 
direction and guidance in rational and objective ways. 

16) As my children are growing up, I get very upset if any of them 
try to disagree with me. 

17) I feel that most problems in society would be solved if I and 
other parents would not restrict their children's activities, 
decisions, and desires as they are growing up. 

18) As my children are growing up, I let them know what 
behaviors I expect of them, and if they don't meet 
those expectations, I punish them. 
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19) As my children are growing up, I allow them to decide most 
things for themselves without a lot of direction from me. 

20) As my children are growing up, I take their opinions into 
consideration when making family decisions, but I do not 
decide for something simply because the children want it. 

21) I do not view myself as responsible for directing and guiding 
the behavior ofmy children as they are growing up. 

22) I have clear standards of behavior for the children in our home 
as they are growing up, but I am willing to adjust those 
standards to the need of each of the individual children in 
the family. 

23) I give direction for my children's behavior and activities as 
they are growing up and I expect them to follow my 
direction, but I am always willing to listen to their concems 
and to discuss that direction with them. 

24) As my children are growing up, I allow them to form their own 
point of view on family matters and I generally allow them 
to decide for themselves what they are going to do. 

25) I have always felt that most problems in society would be 
solved if I and other parents would strictly and forcibly deal 
with their children when they don't do what they are 
supposed to as they are growing up. 

26) As my children are growing up, I often tell them exactly what I 
want them to do and how I expect them to do it. 

27) As my children are growing up, I give them clear direction for 
their behaviors and activities, but I am also understanding 
when they disagree with me. 

28) As my children are growing up, I do not direct their behaviors, 
activities, and desires. 
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29) As my children are growing up, they know what I expect of 
them in the family and I insist that they conform to those 
expectations simply out of respect for my authority. 

30) As my children are growing up, if I make a decision in the 
family that hurts one of the children, I am willing to discuss 
that decision with that child and to admit it if I have made a 
mistake. 

Thank you for completing this survey. Your response will help us leam a 
great deal about work and family life. 
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