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ABSTRACT 

Role theory can serve as a valuable conceptual 

framework to understand how an individual functions in the 

work and family domains. The challenge for any individual 

is to manage multiple roles to achieve balance. 

The purpose of this study was to examine the 

relationships of multiple roles, interrole conflict, 

multiple role balance, and organizational commitment to 

performance ranking. The sample consisted of 344 County 

Extension agents in Texas. Family role, personal 

interest/self-development role, job role, interrole 

conflict, multiple role balance and organizational 

commitment were assessed using 4-point Likert scales. 

Exploratory factor analysis was used to identify the 

underlying patterns of responses to the 51 questionnaire 

items. Multiple role balance and interrole conflict were 

found to be intercorrelated, and were intergrated into one 

latent exogenous variable, interrole conflict. The five 

latent exogenous variables were defined by fifteen 

indicator variables, and the one manifest endogenous 

variable was determined by performance ranking. 

The path analytic study was conducted using SAS"* CALLS. 

Results indicated that the personal interest/self-

development role had a positive relationship with interrole 

conflict. 

vi 



There was a significant positive relationship found 

between job role and organizational commitment. Time 

commitment was the strongest predictor of both family role 

and personal interest/self-development role, but was the 

weakest predictor of the job role. This suggested that 

Extension Agents devoted necessary time to fulfill job 

responsibilities at the sacrifice of time for family and 

self. These findings were congruent with previous empirical 

studies. 
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CHAPTER I 

INTRODUCTION 

The study was designed to examine the relationships of 

multiple roles, interrole conflict, multiple role balance 

and organizational commitment to the performance ranking of 

Texas County Extension Agents. A predictive model was 

investigated by path analysis to explore the variable 

relationships. 

During the past two and one-half decades, considerable 

attention has been given to the domains of work and family, 

and more recently to the work-family interface. Well-

documented studies on the topic have been conducted by 

philosophers, psychologists, sociologists, demographers, 

organizational behaviorists, and professionals in family and 

consumer sciences. The topics of research interest have 

ranged from studying the family life cycle to assessing 

member performance in, and satisfaction with, life and work 

organizations (Sekaran, 1983). Researchers have suggested 

that a person's work life needs to be viewed in the context 

of family and personal concerns (Bailyn & Schein, 1976; 

Kopelman, Greenhaus, & Connolly, 1983; Korman & Korman, 

1980; Schein, 1978). 

Several researchers have found work and family to be 

interdependent. Kanter (1983) emphasized the need to better 

understand the dynamics of the work-family interface. 
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Little research, however, has been done on how 

families influence the way individuals perform on the job 

(Schultz & Henderson, 1985). Past research focused on the 

effects of work on the family rather than the reverse 

(Portner, 1983; Schultz, 1987). Schultz and Henderson 

(1985) noted that most studies of the effects of work on 

families show that work often has a negative impact on the 

family, with excessive work time, schedule conflicts, and 

fatigue leading to severe work-family conflicts. It has 

been suggested that one major paradigm of the connection 

between work and family is the competition for the resources 

of the employee's time and energy (Loscocco & Roschelle, 

1991). 

According to Hall (1975), the impact of personal and 

family roles upon work roles is especially strong for women. 

For example, the labor force participation rate for married 

women with children under 18 rose from 28% to 61% between 

1960 and 1985 (Taeuber & Valdisera, 1986). A study at two 

high-technology companies in New England showed that the 

average working mother logs in a total workweek of 84 hours 

between her home and her job, compared with 72 hours for 

male parents and about 50 hours for married men and women 

with no children. Many employed parents, women in 

particular, work the equivalent of two full-time jobs 

(Burden & Googins, 1986). 

\ 



Role theory can serve as a valuable conceptual 

framework for understanding how an individual functions in 

relation to other variables in work and family environments. 

Roles are viewed as boundaries between individuals and the 

organization (Kahn, Wolfe, Quinn, Snoek, & Rosenthal, 1964). 

Even though role conflict includes work-family conflict, 

role conflict usually is interpreted in the context of the 

work role. However, interrole conflict warrants examination 

as a separate but integrating construct. In fact. Super has 

challenged (as cited in Way, 1991) the failure to take into 

account the multiplicity and interaction of life roles as 

one of the most serious shortcomings of educational 

initiatives which have focused on work. 

Organizational scholars began addressing the issue of 

balance when they insisted that workers be recognized not 

only as workers, but also as human beings (Jacobson & Kaye, 

1993) . Yet organizational behavior research has tended to 

"treat the problem of work in isolation from the total life 

space of the individual" (Schein, 1976, p. 24). At the same 

time, managing the demands of competing life roles has 

become a common experience for many Americans (Amatea, 

Cross, Clark, Carol, & Bobby, 1986). 

There has been an increased interest in organizational 

commitment by social scientists. This interest has been 

expressed in theoretical efforts to explicate the construct 

and empirical efforts to determine the antecedents and 



outcomes of commitment (Buchanan, 1974; Hall & Schneider, 

1972; Hreviniak & Alutto, 1972; Kanter, 1977; Mowday, 

Porter, & Dubin, 1974; Mowday, Steers, & Porter, 1979; 

Porter, Steers, Mowday, & Boulian, 1974; Salancik, 1977; 

Sheldon, 1971; Staw, 1977; Steers, 1977). Research has 

indicated that multiple role commitments to several 

constituencies create psychological conflict for individuals 

and has resulted in decreased levels of global 

organizational commitment (Campbell, Campbell, & Kennard, 

1994; Reichers, 1986). Investigation of organizational 

commitment related to multiple role management by the 

individual is critical to the continued development of 

specific theoretical frameworks. 

The interdependence of work and family has a 

significant impact on the individual's organizational 

commitment. The definition of organizational commitment 

varies considerably (Becker, 1960; Buchanan, 1974; Grusky, 

1966; Hall, Schneider, & Nygren, 1970; Hreviniak & Alutto, 

1972; Kanter, 1968; Salancik, 1977; Sheldon, 1971; Weiner & 

Gechman, 1977), but certain themes are evident. 

Organizational commitment definitions focus on commitment-

related behaviors. 

Currently, scholars have identified three components of 

commitment as affective commitment, normative commitment, 

and continuance commitment. Allen and Meyer (1990) defined 

affective commitment as the employee's emotional attachment 



to an organization, normative commitment as an employee's 

obligatory feelings to remain with the organization, and 

continuance commitment as the employee's perception of costs 

associated with leaving the organization. 

Scholars from numerous fields have provided relevant 

information on the work and family relationship. Way (1991) 

challenged home economics educators to conduct research and 

develop well formulated theoretical frameworks to address 

work and family issues. An interdisciplinary framework 

supportive of home economics and organizational behavior 

would strengthen both disciplines and provide a stronger 

perspective on the work and family interconnectedness. 

Certainly, a more interdisciplinary approach to the 

study of work and family is crucial to the continued 

development of theoretical frameworks for the exploration 

and the explanation of the work and family interface. It is 

important to note that more and more workers are placing 

increasing value on "... leading a balanced life in which 

work, career, family, and self-development all receive their 

fair share of attention" (Schein, 1978, p. 229). 

In a statewide assessment of employee satisfaction in 

the Texas Extension System (Boltes & Lippke, 1994), the 

development of individuals, and not just professionals, was 

identified as important in achieving optimal balance. One 

county Extension agent professed disillusionment with the 

current situation by declaring, "On achieving balance, we 



get a mixed message. On one hand, we are told we need to 

have a balanced life. On the other hand, those employees 

who work every weekend and four nights a week are commended 

for their hard work" (Boltes & Lippke, 1994, p. 7). The 

challenge for any organization is to effectively communicate 

to employees the value of a well-balanced employee to the 

organization. 

Balancing work and family roles is likely to remain one 

of the key personal and family issues in the foreseeable 

future (Chow & Berheide, 1988). By exploring the 

overlapping worlds of work and family, researchers will have 

an opportunity to shift focus from an emphasis on role 

conflict to an emphasis on role balance. 

Statement of the Problem 

The purpose of the study was to examine the 

relationships of multiple roles, interrole conflict, 

multiple role balance, and organizational commitment to the 

performance ranking of County Extension Agents in Texas by 

applying a model of antecedents and mediators. Based on 

past research, it has been concluded that family, personal 

interest/self-development, and job roles are key variables 

impacting interrole conflict, multiple role balance, and 

organizational commitment. While previous research has 

focused on the family role and job role, there has been 

little focus on the impact of the personal interest/self-



development role on interrole conflict, multiple role 

balance, or organizational commitment. In fact, there has 

been little empirical attention given to role management 

related to multiple role balance. Further, the effects of 

interrole conflict, multiple role balance, and 

organizational commitment on performance ranking is less 

clear and therefore warrants examination. 

Definition of Terms 

For the purposes of this study, the following 

operational definitions were used. 

COUNTY AGRICULTURAL AGENT—an employee of the Texas 

Agricultural Extension Service who is responsible for 

educational programs in agriculture, entomology, 

horticulture or marine sciences and may/or may not have 

additional responsibility in youth development or community 

and natural resource development. This individual agreed to 

serve in an assigned county in accordance with the policy 

and procedures of the Texas Agricultural Extension Service 

and under existing agreements between Texas A&M 

University, the United States Department of Agriculture, and 

the pertinent County Commissioners Court (Volanty, 1984). 

COUNTY FAMILY AND CONSUMER SCIENCES AGENT—an employee 

of the Texas Agricultural Extension Service who is 

responsible for educational programs in family and consumer 

sciences, and may/or may not have additional responsibility 
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in youth development, community and natural resources 

development. This individual agreed to serve in an assigned 

county, and in accordance with the policy and procedures of 

the Texas Agricultural Extension Service and under existing 

agreements between Texas A&M University, the United States 

Department of Agriculture, and the pertinent County 

Commissioners Court (Volanty, 1984). 

COUNTY 4-H AGENT—an employee of the Texas Agricultural 

Extension Service who is responsible for educational 

programs in 4-H and youth development in an assigned county. 

This individual agreed to serve in accordance with policy 

and procedures of the Texas Agricultural Extension Service 

and under existing agreements between Texas A&M University, 

the United States Department of Agriculture, and the 

pertinent County Commissioners Court (Volanty, 1984). 

DISTRICT EXTENSION DIRECTOR—middle-management 

supervisor who provides leadership and supervision for the 

county Extension agents who are assigned to a particular 

district within the state of Texas. The District Extension 

Director conducts the annual performance appraisal of the 

county Extension agent and ranks each county Extension agent 

according to performance appraisal score, current academic 

achievement, and response to supervision. There are twelve 

districts in Texas (Appendix A). 



FAMILY ROLE—the degree of psychological involvement of 

the individual in the family role reflecting commitment, 

participation, and value of importance by the individual 

(Amatea, et el. 1986; Richardson, 1981; Schein, 1978). 

INTERROLE CONFLICT—extent to which a person 

experiences pressures within one role that are incompatible 

with the pressures that arise within another role (Kopelman, 

Greenhaus, & Connolly, 1983). 

JOB ROLE—the degree of psychological involvement of 

the individual in work/career (Amatea et al. 1986; 

Richardson, 1981; Schein, 1978; Super, 1980). 

MULTIPLE ROLE BALANCE—individual perceptions of 

satisfactory management of the multiple roles of family, 

personal interests, and job with a minimum of interrole 

conflict interference. 

ORGANIZATIONAL COMMITMENT—the employee's emotional 

attachment to the organization is often referred to as 

affective organizational commitment, continuance commitment 

is the cost of leaving the organization, and normative 

commitment is the employee's feelings of obligation to 

maintain employment with the organization (Allen & Meyer, 

1990). 

PERFORMANCE RANKING—of Texas Agricultural Extension 

Agents is determined by the supervising District Extension 

Director based on performance appraisal score, tenure. 
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academic achievement, and response to supervision. District 

Extension Directors rank agents in the following categories: 

1. the upper 25% are top-performance agents, 

2. the middle 50% are average-performance agents, 

3. the lower 25% are acceptable-performance agents, 

9. agents with less than two years tenure or agents 

in the county for less than nine months; 

6. agents placed on administrative review for poor 

performance (K. H. Volanty, personal 

communication, October 21, 1996). 

PERSONAL INTEREST/SELF-DEVELOPMENT ROLE—the degree of 

involvement with self-development, reflecting activities 

such as hobbies, athletics, community activities, friendship 

(Schein, 1978). 

TEXAS AGRICULTURAL EXTENSION SERVICE—the statewide 

educational agency and a member of the Texas A&M University 

System linked in a unicpie partnership with the nationwide 

Cooperative Extension System and Texas county governments. 

The Texas Agricultural Extension Service educates 

Texans in all 254 counties in the areas of agriculture, 

environmental stewardship, youth and adult life skills, 

human capital and leadership, and community economic 

development. Extension offers the knowledge resources of 

the land-grant university system to educate Texans for self-

improvement, individual action and community problem solving 

(Carpenter, 1993). 
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Assumptions of the Study 

The following assumptions were made regarding the 

study: 

1. Involvement in the roles of family, personal 

interest/self-development, and job; interrole 

conflict; organizational commitment; and 

multiple role balance can be assessed through 

scales which correspond to these concepts. 

Amatea et al. (1986) have presented evidence that a 

role anticipation and/or implementation instrument can 

measure the level of commitment of personal time and energy 

to perform a given role. Work by Kopelman, Greenhaus, and 

Connolly (1983) and Good, Gentry, and Sisler (1990) 

indicated assessment of interrole conflict can be 

accomplished with appropriate multi-faceted scales. Mowday, 

Steers, and Porter (1979) found that organization commitment 

was an important construct to include in modeling and 

researching employee behavior in organizations. 

2. Texas County Extension Agents have an 

understanding of their roles in family, personal 

interest/self-development, and job; as well as 

an understanding of their interrole conflict, 

multiple role balance and organizational 

commitment; and can communicate their perceptions 

through a self-report c[uestionnaire. 
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Although, Crampton and Wagner (1994) have criticized 

the use of a self-report questionnaire, they continue to 

recommend domain specific research on self-report methods to 

identify those areas of research that are susceptible to 

inflationary effects. 

3. Expectations of work and family roles 

accurately reflect perceptions or attitudes 

of the County Extension Agent. 

Richardson (1981) and Super (1980) have acknowledged 

the increasing complexity and intraindividual variability of 

personal role expectations over time. They have defined 

work and family role expectations in terms of the degree of 

psychological involvement of the individual in the role and 

measure such involvement by the degrees of commitment, 

participation, and value or importance attributed to the 

role by the individual. Additionally, Way (1991) has 

recognized the occurrence of role conflict and its impact on 

individuals and families as much a function of how roles and 

demands are perceived as it is the situation itself. 

4. Performance ranking can be adequately measured 

by the appropriate District Extension Director. 

Performance appraisal should provide an opportunity for 

open communication between supervisor and employee. Walther 

and Taylor (1983) have advocated active feedback during 

performance appraisals. The performance appraisal is 
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an important basis for the performance ranking decision by 

the District Extension Director. 

Limitations of the Study 

Results and conclusions suggested by this study reflect 

the following limitations: 

1. Due to the data collection method of a cross-

sectional study of Texas County Extension Agents 

versus a longitudinal study, the results may be 

limited to the situation in Texas at the time of 

the study. 

2. Due to the complexity of the work-family issue, 

isolation of particular variables is difficult. 

Consequently, variables not addressed in this 

particular study may have influenced the 

results. 

3. Although self-report questionnaires are common 

in social science research, this assessment tool 

may have produced perception inflation which may 

have artificially elevated empirical results 

(Crampton & Wagner, 1994). 
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SuTmna-ry 

The research problem of the study was to examine the 

relationships of multiple roles, interrole conflict, 

multiple role balance, and organizational commitment to the 

performance ranking of County Extension Agents in Texas. 

The background of the problem, assumptions, and limitations 

of the study were discussed in this chapter. In addition, 

the variables to be investigated were defined. 

Chapter II presents the theoretical framework for 

studying the research problem in the context of the related 

literature. The proposed model and the research questions 

examined in the study also are presented. The third chapter 

describes the procedures that were implemented in the study. 

Chapter IV documents the research findings. Chapter V 

provides interpretation of the results, draws conclusions 

and implications from the results, and presents 

recommendations for future research. 



CHAPTER II 

REVIEW OF LITERATURE 

A prerequisite for a comprehensive understanding of the 

work and family interface is an extensive assessment of past 

research. Early traditional studies emphasized work and 

family as two entirely separate and independent systems. 

Although recent studies have acknowledged work and family as 

interrelated microsystems, the process of investment in work 

and family roles is still poorly understood. 

This review of literature includes information on 

several work and family interface topics. The first section 

includes an historical perspective of the interrelationship 

of work and family. Additionally, this section features an 

overview of theoretical frameworks relevant to work and 

family research. 

The second section is an investigation of the multiple 

roles an individual must manage. The family role, the 

personal interest/self-development role, and the job role 

are important to the perceived global satisfaction or 

balance of the individual. The specific impact of each role 

on the individual was examined. 

Interrole conflict is summarized in the third section. 

It is important to understand the impact of interrole 

conflict on management of the various roles. 

15 
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The complex construct of multiple role balance is 

addressed in the fourth section. Management of multiple 

roles with limited resources was the focus of this section. 

The fifth section of Chapter II explores organizational 

commitment of the individual. A review of previous studies 

regarding effects of organizational commitment on families 

completed the section. 

Performance ranking is the topic of section six. 

The function of performance appraisal, the importance of 

effective communication during performance appraisal, and 

research from three studies was discussed. 

Work-Family Interface and Theoretical 

Considerations 

Several researchers have documented the relevancy of 

the work-family connection. Bohen and Viveros-Long (1981) 

reviewed the following demographic trends that have 

stimulated increased interest in the work and family 
linkage: 

1. separation of workplace and home life; 
2. drop in the birth rate since the eighteenth 

century; and 
3. increase in the labor force participation 

by women with children, (p. 21) 

These demographic trends are important to understand if one 

is to truly comprehend the pervasive implications of 

societal impact on the work-family interface. It is likely 

that research conducted in the 1970's on the effects of 

wives' employment on marital satisfaction was based on 



V' 

17 

samples comprised primarily of respondents born in the 

1940's, many of whom were reared in families where the 

mother worked full-time as a homemaker (Loscocco & 

Roschelle, 1991). Subsequent research conducted in the 

1980's reflected respondents raised in dual-career families. 

This trend has continued with research conducted in the 

1990's not only including respondents from even more dual-

career families, but also respondents from a higher portion 

of single-parent families as well. 

Kanter (1977) developed a framework describing five 

ways in which work life impacts family life as follows: 

1. the relative absorptiveness of an 
occupation, 

2. the time and timing of hours and 
schedule of the job, 

3. rewards and resources, 
4. world view, and 
5. the emotional climate the worker 

experiences in the job. (p. 25) 

A job with high absorptiveness is one that demands a 

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

the part of the employee. Since job adsorptiveness results 

in utilization of limited employee resources, it has a 

great impact on the work satisfaction of the employee and 

the employee's family. 

Kanter (1977) also suggested that family affects work 

in several ways including: 

1. cultural traditions carried by the 
family may be strong enough to shape 
an individual's decisions about his 
or her relation to work and enable the 
family member to resist pressures 
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generated by the work. 
Work ethics and values imparted from 
ethnic groups and socio-economic classes 
represent ways in which the family may 
exert a strong influence on work. 
Work relations operating within 
inherited family firms may be defined 
by family connections established over 
many years. 
A family's emotional climate and demands 
may affect members as workers. Family 
situations can define work orientations, 
motivations, abilities, emotional energy, 
and the demands people bring to the 
workplace, (p. 47) 

As Kanter has identified, there is obvious reciprocity 

within the work-family relationship. 

According to Bower (1989), the history of work-family 

research has evolved in three phases. Early studies 

investigated how one's work/career life influenced one's 

personal/family life. In the late 1970's the second phase 

examined the interactive effects of work and family lives. 

The third phase centered on how family circumstances affect 

work performance. There also has been limited empirical 

research on how the individual's organizational commitment 

impacts work and family. 

Voydanoff (1989) explained that work and family are 

increasingly joined. "Work provides economic resources and 

its demands affect the quality and texture of family life" 

(p. 13). A systems approach to the work and family link 

provides a logical theoretical framework. A system is 

defined as a complex framework of component parts that 
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mutually interact with one another (Goldberg & Goldberg, 

1985). 

Paolucci, Hall, and Axinn (1977) defined the family 

system as individual family members who are interrelated 

with other family members within various envirorunental 

systems which are physically or culturally relevant. The 

web of transactions carried out through the family 

organization constitute the basic elements of the family 

system. Chadwick, Albrecht, and Kunz (1976) suggested that 

"to fully explain family dynamics the researcher must 

conceptualize family as part of a larger network of social 

systems" (p. 439). Bronfenbrenner's (1977) theory of human 

development called for scholars to look at human beings in 

context of both the family and work microsystems. 

Chow and Berheide (1988) conducted a review of the 

social science literature to investigate three conceptual 

models which further described the relationship between 

family and work. These models included the separate sphere 

model, the spillover effects model, and the interactive 

model of system interdependence. The separate sphere model 

depicted family and work as distinctive systems, with the 

family as a domestic haven for women while work was 

considered a public arena for men (Parsons, 1970). 

Activities and feelings in the one sphere do not affect 

activities and feelings in the other sphere (Schmitt & 

Bedian, 1982). Therefore, the separate spheres model 
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postulated no relationship between the work and family 

domains (George & Brief, 1990). 

Unlike the separate sphere model which denied the 

intimate connection between family and work, the spillover 

model purported that either the work or family microsystem 

may have spillover effects on the other. The spillover 

model indicated that satisfaction in one area of a person's 

life extends into other areas. Accordingly, workers' 

experiences on the job carried over and influenced their 

personal lives (Schmitt & Bedeian, 1982; Schmitt & Mellon, 

1980; Staines, 1980). Satisfied workers were likely to 

experience happiness in family activities, whereas 

dissatisfied workers will be unhappy off the job as well. 

The compensatory model has been recognized as mutual 

interdependence between work and family, taking into account 

the reciprocal influences of work and family (Chow & 

Berheide, 1988). The compensatory model has implied that an 

individual's high "adjustment" in one life area can 

compensate for low adjustment in another (Campbell, 

Campbell, & Kennard, 1994; Faunce & Dublin, 1975; Zedeck & 

Mosier, 1990). In other words, individuals who are 

dissatisfied with family compensate by seeking challenging 

work experiences. Individuals in routine or boring jobs 

that do not fulfill their socioemotional needs will 

compensate by engaging in stimulating family activities 

(Schmitt & Bedeian, 1982; Schmitt & Mellon, 1980; Staines, 



21 

1980). The primary causal assumption has been that negative 

work experiences lead to compensation in the family sphere 

(Loscocco, 1989). Irrespective of causal direction, the 

compensation model does predict an inverse relation between 

work satisfaction and family satisfaction (George & Brief, 

1990). 

Contemporary research on the processes underlying the 

allocation of investment in work and family roles has been 

poorly understood (Lobel, 1991). Most of the research in 

work and family role investment has been descriptive rather 

than theoretical (Kingston, 1989; Lambert, 1990; Sekaran & 

Hall, 1989). Although models that describe the effects of 

family on work investment (Chusmir, 1982) have been 

developed, specific processes that explain work and family 

investment simultaneously have not been explored. 

Therefore, it is important to draw from theoretical 

frameworks from a variety of disciplines to develop a 

comprehensive model which depicts the process of interrole 

conflict, multiple role balance, and organizational 

commitment as related to performance ranking. 

Near, Rice, and Hunt (1980) have provided a broad 

theoretical model which depicted relationships among work 

and extra-work (or nonwork) research variables. The authors 

explained in an earlier work (Near, Rice, & Hunt, 1978) that 

the relationship between work and extra-work (or nonwork) 
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domains of life could be better explained if the domains 

were broken down into two components. 

One component, the objective aspects of work and the 

nonwork domains, focused on the situational or structural 

associations with each domain, while the second subjective 

component referred to the reactions of individuals to the 

structures, including their attitudes and behaviors (Figure 

1) . The one-way causal arrows in this model reflect an 

assumption that social structures are more likely to be the 

causes of individual reactions than vice versa. 

With regard to the relationship between social 

structures from the two domains (work and extra-work), or 

individual reactions from the two domains, no constant 

causal direction was indicated. Two-way causal arrows were 

used to represent these relationships. Within both domains 

social structures have been shown to be associated with 

various individual reactions (A & C). Similarly, the 

relationships between reactions in the two domains (D) and 

between structures in the two domains (B) have been 

documented. However, less attention has been given to the 

relationship between social structures in one domain and 

individual reactions in another (linkages E & F). The E and 

F linkages were the first theoretical model considerations 

in the development of the proposed model used in this study. 

An organizational behavioral scholar, Kofodimos, has 

proposed interesting models of levels of imbalance and 
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levels of intervention. Kofodimos (1990, p. 63) has defined 

the costs for career and personal life as striving for 

mastery, avoiding intimacy, and the search for the ideal 

self (Figure 2). 

Mastery has been defined as the experience of 

developing and exercising an ability. The striving for 

mastery is a basic and universal human process. Attaining 

mastery will help individuals clarify their identity, 

enhance their self-esteem, and feel pleasure and joy. 

"Expansiveness" has been explained as the dominant striving 

for mastery. An expansive individual must rely on intellect 

and rationality, take an active posture, focus on future 

goals, seek productivity, exert discipline over self and 

others, maintain distance from others, and value 

individuality. However, the expansive individual may also 

seek mastery in his or her personal life as well. It is 

important to acknowledge that a fulfilling family and 

personal life will involve establishing and maintaining 

intimate relationships. However, this can be incongruent 

with the mastery-seeking individual. 

Some individuals experience discomfort with the 

expression of emotions, and feel vulnerable and/or dependent 

in intimate relationships. Therefore, many of these 

individuals focus on workplace relationships which allow 

them to circumvent the intimacy that might be expected in a 

relationship outside the workplace. The role of work as a 
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defense mechanism has been particularly visible in life 

crisis situations such as a divorce. Rather than focus on 

the crisis, the individual becomes more intensely involved 

in work, in order to avoid the crisis situation by escapism. 

Kofodimos (1990) explained that two sets of opposing 

forces contribute to imbalance: (1) the rewards of the job 

versus the unfulfilling nature of personal life; and (2) the 

joy of mastery versus the threat of intimacy. In addition 

to these conflicts, another powerful force, the natural and 

universal wish for self-esteem, had an impact on role 

balance. Healthy self-esteem was identified as accepting 

and respecting one's real self including both strengths and 

weaknesses. 

The complex dimensions of imbalance must be evaluated 

by each individual. To achieve balance, one must resolve 

the two conflicts of focus on work versus neglect of 

personal life and the striving for mastery versus avoidance 

of intimacy. These polarities are important to note, since 

each component represents an integral life dimension for 

many Americans in today's society. The positive final 

product in Kofodimos' model is a balanced individual with a 

high degree of self-acceptance. The theoretical perspective 

of personal balance presented by Kofodimos in Figure 2 led 

to the second consideration in the development of the 

proposed model, namely conflict resolution and role 
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management integration to achieve an acceptable balance of 

the individual. 

Empirical studies of conflict between work and family 

roles are limited (Burke, 1986). However, the Bedeian, 

Burke, and Moffett (1988) model of work-family conflict 

impact on life satisfaction has provided a basis for 

explanation of work-related role stress as an antecedent and 

job satisfaction as an outcome. In the family domain, 

parental demands were included as an antecedent and marital 

satisfaction as the outcome (Figure 3). The cross-domain 

influence of work-family conflict was viewed as an indirect 

link to life satisfaction. Within this framework, life 

satisfaction was viewed as the collaborative effect of job 

satisfaction and marital satisfaction. The work-family 

conflict model provided the third consideration in 

development of the proposed model, that work and family 

conflict and the management of that conflict is indirectly 

linked to life satisfaction. 

A study of 423 male and 335 female accounting 

professionals revealed that the domain of work and family 

variously influenced life satisfaction through such outcomes 

as job satisfaction, marital satisfaction, and parental 

demands and linked each domain through the work-family 

conflict component. The relationship between parental 

demands and life satisfaction was mediated by satisfaction 
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with childcare arrangements for women, but not men, with 

young children at home. 

A similar model by Kopelman, Greenhaus, and Connolly 

(1983) focused on a network associated with the three role 

conflict constructs of work conflict, family conflict, and 

interrole conflict (Figure 4). The strongest support came 

from the linkages between domain conflict and domain 

satisfaction. Moderate support was found in the linkages 

between domain conflict and interrole conflict. The model 

of work, family, and interrole conflict provided support for 

the fourth consideration in the development of the proposed 

model, the impact of interrole conflict on work and family. 

The compensatory model identified by Chow and Berheide 

(1988) further defined the reciprocity of work and family 

and depicted the reciprocal influences of work and family 

acknowledging their independent as well as joint influence 

on the individual (Burge & Cluver, 1989). Similarly, the 

selection and enactment of work and family roles is part of 

the larger process of human development, which occurs 

throughout the lifespan and within the context of multiple 

environments that interact reciprocally (Way, 1991). 

Role conflict was identified by Bedeian, Burke, and 

Moffet (1988) as an important variable to the work-family 

interaction ecjuation. Interrole conflict as an influence on 

the work-family interface was supported by findings of 

Kopelman, Greenhaus, and Connolly (1983) . 
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Family Role 

Prior to an analysis of multiple roles, one must look 

at how an individual manages the responsibilities associated 

with the family role over the life course (Voydanoff, 1989). 

According to Hall and Nougaim (1968), a person's life may be 

viewed as a series of stages. 

The pioneer in family life cycle theory. Click (1947) 

identified the family life cycle as marriage, child bearing, 

children leaving home, and dissolution of the family. As 

the family proceeds through its life cycle, it expands in 

size with the addition of each child and eventually 

contracts as the children marry and depart from their 

parental home. Many variations in this pattern exist 

(Click, 1955). 

The family role is multi-faceted. It is comprised of 

the marital role and the parental role. Rollins and Cannon 

(1974) concluded that marital satisfaction varied over the 

life cycle of the marriage, with marital satisfaction 

highest early and late in the marriage and marital 

satisfaction lower during the middle period. In fact, 

several researchers have investigated how marital happiness 

changes with the stage of life cycle (Campbell, Converse, & 

Rodgers 1976; Lupri & Friederes, 1981). The consensus has 

been that the relationship is curvilinear, with the first 

(young married without children) and last (empty nest) 

stages having the greatest marital happiness for both 
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husbands and wives (Benin & Nienstedt, 1985). Reasons for 

marital dissatisfaction included the presence of children, 

changing family roles, and a "wearing off" of the initial 

newness of marriage. However, marital satisfaction has been 

found higher among employed wives who had high levels of 

education, were working out of the home by choice, were 

working part-time, or received support from their husbands 

(Voydanoff, 1989). 

Orientation of both spouses has been found to have an 

impact on global life satisfaction. Bailyn (1970) 

discovered a positive relation between job satisfaction and 

marital happiness for couples in which the husband was 

career oriented and the wife family oriented. On the other 

hand. Hall and Hall (1979) suggested that couples in which 

both partners were career oriented may experience high 

levels of stress, especially if the partners also value 

their family and home life. 

A study by Greenhaus, Parasuraman, Granrose, 

Rabinowitz, and Beutell (1989) suggested that the impact of 

partners' career orientations on work-family dynamics may be 

more complex than anticipated. They speculated that two 

partners who were highly job-involved may develop a mutual 

understanding and appreciation of each other's career needs, 

and as a consecjuence, relax mutual family role expectations. 

In fact, Benin and Nienstedt (1985) found that if both the 

husband and wife worked, they had complementary roles. With 
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complementary roles, there is less influence of home on work 

and work on the home. In an earlier study, McCubbin and 

Patterson (1983) identified this quality as "synergy." 

McCubbin and Patterson explained synergizing as the family 

efforts to coordinate and pull together as a unit to 

accomplish a shared life style and orientation which cannot 

be achieved by any member alone but only through mutuality 

and interdependence. 

Parsons (1940, 1942, 1943) argued that the family is 

characterized by a functional role differentiation in which 

men specialize in instrumental tasks that link the family to 

the public sphere, and women assume responsibility for 

expressive activity, primarily socialization of the children 

and maintenance of the household. Although Parsons' 

generalized assessment of the difference in roles between 

male and female appears to be antic[uated, there is a 

plethora of current literature which has supported the 

perception that working women continue to shoulder the major 

responsibility for domestic work, including childcare 

(Coverman & Sheley, 1986; Thompson & Walker, 1989; Vanek, 

1974; Walker & Woods, 1976). The work of other researchers 

has echoed the evidence of continued female responsibility 

for household work and parenting chores as still the 

province of women (Campbell, Campbell, & Kennard, 1994; 

Ferree, 1990). 
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For women, the demands of the family role are permitted 

by our culture to intrude into the work role more than the 

work role intrudes into the family role (Sekaran, 1983). In 

fact, Rapoport and Rapoport (1969) reported a greater role 

overload for professional women due to the stronger cultural 

mandate for women to be involved in domestic life. 

Hall (1975) noted that children were a major influence 

on a married woman's perceived role pressures. Children 

create many demands on time and energy for both parents, and 

especially for women. As the number of children increased, 

women in two-career families were more dissatisfied with the 

amount of time they have for domestic and avocational 

activities although their husbands' satisfaction with 

available time was not associated with the number of 

children (Bryson, Bryson, & Johnson, 1978; Forgionne & 

Peeters, 1982). Sixty-six percent of employed parents with 

children ages eighteen and under indicated they did not have 

enough time with their children, and 50% said they did not 

have enough time with their spouse or partner (Galinsky, 

Bond, & Friedman, 1993). 

Forgionne and Peeters (1982) found the relationship 

between job satisfaction and number of dependents was 

different for men and women. Men with more dependents 

expressed greater job satisfaction than women. Clearly, the 

stereotypical image of the female maintaining the 

"homefires" is supported by relevant research. 
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Younger children are more dependent on their parents 

than are older children. In particular, the preschool years 

require a greater commitment of parental time and energy. 

Consecjuently, families with infants or preschoolers are more 

likely to experience difficulties meshing work and family 

responsibilities than families with school-aged or older 

children (Bedeian, Burke, & Moffett, 1988) . However, it is 

not just the mere presence of children at home, but rather 

it is the satisfaction with childcare arrangements that has 

such important impact on female life satisfaction (Bedian, 

Burke, & Moffett, 1988). In fact, Pleck, Staines, and Lang 

(1980) identified childcare-related dilemmas as a major 

source of pressure on the employed parents of young 

children. 

Personal Interest/Self-Development Role 

Psychologists have long emphasized the structural 

approach that people come to the workplace with particular 

needs, values, and dispositions which shape their work 

attitudes (Loscocco & Roschelle, 1991). Sociologists have 

offered a different approach based on individual influence. 

Sociological research has focused on the individual as 

creative and resilient, and able to find meaning and 

satisfaction in the job (Form, 1976; Lamphere, 1985; Seeman 

& Anderson. 1983). Glisson and Durrick (1988) suggested 

that the individual approach to understanding how people 
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form work attitudes relates to needs-satisfaction models 

(Alderfer, 1972; Herzberg, 1966; Maslow, 1954; McClelland, 

1961). These models have posited that people have basic, 

relatively constant needs which they seek to fulfill through 

their work. Advances in theoretical and empirical research 

have suggested that no single needs structure can account 

for the variation in individual differences of employees 

(O'Brien, 1986; Roberts & Click, 1981). 

Pearlin and Schooler (1978) identified three personal 

psychological resources residing within the self which can 

reduce the stressful consec^uences of social strain: 

(1) self-esteem—the positiveness of one's attitude toward 

self, (2) self-denigration—the extent to which one holds 

negative attitudes towards one's self, and (3) mastery—the 

extent to which one perceives control over one's life 

chances in contrast to being fatalistically ruled. The use 

of these resources is one key to unlocking the perplexing 

mystery of the individual and his or her role commitment to 

personal interests and/or self-development. 

Job Role 

Job role components include motivation, job 

satisfaction, self-esteem, and job expectations. Super's 

(1957, 1963) self-concept implementation theory of 

occupational choice hypothesizes that a person will select 

an occupation that will be congruent or consistent with his 
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or her self-concept. According to Greenhaus (1971), 

research has indicated that at least one individual 

difference variable, self esteem, is related to the degree 

of self-occupational confidence attained in an occupational 

choice. 

In accordance with the self concept theory, Vroom 

(1962) theorized that since the self-esteem of a person who 

is ego-involved in his or her job is directly related to his 

or her self evaluation of job performance, it is reasonable 

to predict that an ego-involved person would be more highly 

motivated to perform effectively on the job than a person 

who is not ego-involved. Results from Vrooms' 1962 study 

conducted with 489 hourly blue collar workers in an oil 

refinery and 399 employees of an electronics manufacturing 

company indicated that persons who were ego-involved in 

their jobs were rated higher in job performance than those 

who were not ego-involved; and job satisfaction and 

satisfaction with self of persons who were ego-involved in 

their jobs was significantly more positively related to the 

opportunity for self-expression in the job than those 

persons with low ego-involvement. 

Job satisfaction generally is considered to be a 

multidimensional affective response to one's job (Locke, 

1976; Smith, Kendall, & Hulin, 1969; Weiss, Dawis, England, 

& Lofquist, 1964). There has been a spectrum of intertwined 

intrinsic and extrinsic satisfaction factors identified as 
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impacting job satisfaction. Intrinsic factors include self 

esteem, autonomy, sense of responsibility, motivational 

level, organizational commitment, work ethics, orientation 

and philosophy; while extrinsic factors include job 

performance recognition, supervision, job location, and 

advancement opportunities. 

Chacko (1983) found a direct link from work 

satisfaction to life satisfaction when data from the 1973 

and 1977 Quality of Employment Surveys (Quinn & Shepard, 

1974; Quinn & Staines, 1979) were analyzed. Results from 

the national probability sample of 1086 American workers 

indicated that job satisfaction was a congruent or positive 

source of influence on life satisfaction. This is 

consistent with the position taken by most researchers that 

work attitudes and experiences are major factors in 

determining one's nonwork behaviors and attitudes (Blauner, 

1964; Iris & Barrett, 1972; Kornhauser, 1965; London, 

Crandall, & Seals, 1977; Meissner, 1971; Orpen, 1978; Rice, 

Near, & Hunt; 1979; Rousseau, 1978; Seligman, 1965). 

Crosby (1984) concluded that the best predictor of job 

satisfaction was a full life outside the work environment. 

Interestingly, job satisfaction and productivity do not 

follow parallel paths (Katzell, Yankelovich, Fein, Ornati & 

Nash, 1975). They theorized that many people are satisfied 

with their jobs because their work is undemanding and 

requires only minimal effort on their part. Others are 
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dissatisfied because they are highly motivated to do a good 

job but frustrated by obstacles in the work situation that 

prevent them from doing so. Katzell et al. (1975) 

categorized workers into four basic groups: satisfied and 

highly motivated, satisfied and weakly motivated, 

dissatisfied and highly motivated, and dissatisfied and 

weakly motivated. 

While Pines (1982) purported that a common reason for 

job dissatisfaction was the belief that work has no 

significance, Katzell et al. (1975) explained that of all 

the factors that help create highly motivated and highly 

satisfied workers, the principal factor was effective 

performance recognition and reward, in whatever terms are 

meaningful to the individual. It is important to remember 

that an individual may value different rewards, intrinsic or 

extrinsic, based on his or her perceived values. 

Past research studies with samples of Extension agents 

have identified a variety of reasons for job satisfaction as 

well as job dissatisfaction. Church and Pals (1982) 

conducted a study to determine why Idaho Extension field 

staff were resigning. They surveyed 112 individuals (56 who 

had resigned in the last five years and 56 present field 

staff who had four or more years of tenure). They found the 

three most frequent reasons for resignation were: (1) chance 

for advancement and promotion; (2) evening and weekend work; 

and (3) salary. Although the Idaho agents did not 
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specifically name conflict with family life as an influence 

for leaving, the "evening and weekend work" might indicate 

job spillover into family life. 

Pennsylvania Extension professionals who resigned from 

county positions between January 1977 and December 1981 were 

surveyed concerning reasons for resignations. Reasons in 

priority order included: (1) salary not competitive, (2) 

poor opportunity for advancement, (3) spouse and family 

reasons, and (4) worked too many hours (St. Pierre, 1984). 

Reasons for resignation may provide insight to the work and 

family balance dilemma. Certainly, those reasons should be 

considered by Extension organizations throughout the United 

States when contemplating organizational policy changes. 

St. Pierre (1984) interviewed 38 Extension agents in 

Pennsylvania concerning their perceptions of the work and 

family relationship. Results indicated that county 

Extension work affected agents' family lives more negatively 

than positively. Youth agents perceived the adsorptiveness 

of their jobs to affect their family lives more negatively 

than did home economists. Youth agents often mentioned that 

work schedules caused problems. Agents with children under 

12 perceived the emotional climate of their jobs to be 

poorer than did agents with older children or with no 

children. Conversely, St. Pierre (1984) noted aspects of 

the job that agents collectively listed as positively 

affecting family lives included a flexible working schedule. 
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the pride agents' families derived from the job persona, and 

the satisfaction agents derived from working with and 

helping people. 

Interrole Conflict and 
Multiple Role Balance 

Participation in a variety of roles, each with its own 

set of demands and expectations, may lead some people to 

experience interrole conflict (Kahn, Wolfe, Quinn, Snoek, & 

Rosental, 1964). Interrole conflict has been defined as the 

extent to which a person experiences pressures within one 

role that are incompatible with the pressures that arise 

within another role (Kopelman, Greenhaus, & Connolly, 1983). 

It is this negative interaction between work and family 

which is important to alleviate if individuals are to learn 

effective multiple role balance. 

Work and family conflict can emanate from two major 

aspects of the work/family interface: factors associated 

with the time required to perform work and family roles, and 

the psychological carryover of gratification or strain from 

one role domain to the other (Greenhaus & Beutell, 1985; 

Piotrkowski, 1979). Work and family conflicts often result 

in negative outcomes for the worker, family, and the 

employer. From the employer's perspective, work/family 

conflicts lead to unscheduled absences, tardiness, misuse of 

working time, and difficulty in retaining valued employees 

and attracting new ones (U. S. Department of Labor, 1989). 
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From the perspectives of the worker and the family, 

work/family conflicts lead to disharmony, familial and 

individual stress, ineffective communication, health 

problems, and even dissolution of the family unit. Crouter 

(1982) reported a feedback loop as a potentially vicious 

cycle in which work interferes with personal life, which in 

turn interferes with work effectiveness. Consecjuently, the 

individual begins to feel that no area of life is going 

well. 

From a 1979 questionnaire study of 468 working parents, 

Voydanoff and Kelly (1984) surmised a wide range of 

individual, family, and work characteristics that influence 

perceived time shortages among working parents. Women were 

significantly more likely to report time shortage than were 

men, reflecting the combined demands of outside employment 

and a high level of family responsibilities. Life cycle 

characteristics were identified as a second source of time 

shortage. The presence of preschool or school-age children 

was found to be significantly related to time shortage. 

Also individuals who were married relatively early reported 

more time shortage that those who married later. Perhaps 

these parents have assumed heavy work and family 

responsibilities at an earlier age with fewer resources and 

time management skills. 

Job satisfaction is also a significant factor in 

relation to time shortage. Individuals who are satisfied 
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with their jobs may be less likely to bring work-related 

problems and stress into their home lives, thereby possibly 

preventing a negative generalization from work to family 

life (Voydanoff & Kelly, 1984). 

In addition to the time limiting factor, Aldous (1969) 

recognized another important dimension which affects marital 

and parenting functioning, synchronization of occupational 

and family responsibilities. She explained that spacial 

synchronization and time complementarity between family and 

work settings seemed necessary for successful parental and 

marital role performance, yet synchronization of family and 

occupational demands can create difficulty, especially in 

the peak years for child-bearing and child-rearing 

responsibilities. The overlapping schedule demands of work 

and family can present challenging problems, such as when 

the parent prefers to attend a child's school function, and 

yet has a job obligation that must be met. Such conflicts 

between work and family roles have been shown to result in 

poor marital adjustment, inadecjuate role performance, 

decreased verbal communication, and other negative outcomes 

(Barling, 1986; Bedeian, Burke, & Moffett, 1988; Blood & 

Wolfe, 1960; Jones & Butler, 1980). 

Work and family conflict often is triggered by the 

presence of "role pressures from the work and family domains 

(that) are mutually incompatible in some respect" (Greenhaus 

& Beutell, 1985). Role pressures and expectations result in 
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role overload. Overload can occur when the total prescribed 

activities of one or more roles are greater than an 

individual can handle adequately or comfortably. The 

dilemma of role overload has been identified as a key source 

of stress for individuals (Hall & Hall, 1979; Johnson & 

Johnson, 1977; Poloma, 1972; Rapoport & Rapoport, 1978). 

Petteys (1970) conducted a study of 128 randomly 

selected present and former county Extension agents in Ohio. 

The agents completed a questionnaire which focused on 

factors influencing the tenure of county Extension agents. 

Petteys found Ohio Extension agents quit their jobs as a 

result of dissatisfaction based on conflicting expectations. 

Expectations, role overload, and stress were 

interrelated factors which impact the work/family 

connection. Those who travel extensively or work evenings 

and weekends may find it difficult to fulfill some aspects 

of family roles including companionship with spouse and 

children, attendance at family and school functions, and 

participation in household duties (Culbert & Renshaw, 1972; 

Kanter, 1977; Renshaw, 1976). 

Three forms of work-family conflict were identified by 

Greenhaus and Beutell (1985) as time-based conflict, strain-

based conflict, and behavior-based conflict. Time-based 

conflict has been defined as the time demands of one role 

which interfere with participation in the other role. 

Strain-based conflict has been identified as the stress 
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symptoms such as fatigue and irritability produced in one 

role which intrude into the other role. Behavior-based 

conflict has been explained as behaviors that are functional 

in one role but are dysfunctional in the other role. 

Stressors have been defined as those life events or 

occurrences of sufficient magnitude to bring about change in 

the family system (Hill, 1949). All stressors appear to 

involve change in some way (McLean, 1976). Two factors help 

determine whether a specific stressor will produce symptoms: 

the context in which an interaction takes place and, even 

more important, the particular vulnerability of the 

individual at the time. The context—social, physical, or 

environmental—may be as broad as the economy or as small as 

a family unit (McLean, 1976). 

Individual vulnerability to specific stressors has been 

recognized as even more important than context in 

determining reaction to factors in a work environment 

(McLean, 1976). Huber (1981) acknowledged that stress 

affects people differently depending on individual coping 

mechanisms, past experiences, and stress tolerance. 

Bebbington (1973) explained that stresses of dual-career 

families may occur due to dilemmas of work overload, 

dilemmas of identity, and role-cycling dilemmas. 

Further explanation of the dilemmas of work overload 

has involved the problem of adequately performing the three 

roles of spouse, parent, and employee simultaneously. 
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Dilemmas of identity revolve around gender stereotypical 

task assignments while the more complex role-cycling 

dilemmas are a result of stress produced from disruption of 

a developmental pattern during transitions. Restructuring 

of roles during life transitions and the stress resulting 

when the developmental secjuence of one of the partner's 

career conflicts with that of the other have been identified 

as two types of role-cycling stress (Bebbington, 1973). 

Stress can produce strain on any family. Both Hill 

(1949) and Burr (1973) depicted the family as a reactor to 

stress and as a manager of resources within the family 

system. Coping behavior can involve the management of 

various dimensions of feumily life simultaneously: 

(1) maintaining satisfactory internal conditions for 

communication and feunily organization; (2) promoting member 

independence and self-esteem; (3) maintenance of family 

bonds of coherence and unity; (4) maintenance and 

development of social supports in transactions with the 

community; and (5) maintenance of some efforts to control 

the impact of the stressor and the amount of change in the 

family unit (McCubbin et al., 1989) 

Bebbington (1973) proposed that stress does not have an 

automatic negative connotation. In fact, some research has 

indicated that family stress, under certain conditions, has 

beneficial outcomes. Selye (1975) defined "eustress" as 

stress that is pleasant or beneficial and results in higher 
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levels of energy, satisfaction, and productivity. Hansen 

and Johnson (1979) pointed out that a "crisis" for some 

families may resemble a "regenesis" for others as they view 

disruptions less as problems and more as opportunities to 

renegotiate their relationship. According to McCubbin et 

al. (1989), one of the family's fundamental resources is its 

problem-solving ability. Porter (1981) surmised that for 

some people, stress may be the spice of life, but for others 

it may have seriously damaging effects. 

Another perspective on a positive relationship between 

family stress and productivity was cited by Ross and Halatin 

(1982). The career-minded individual who places career 

above marriage and family, may actually find the job to be 

an outlet from the stress of the family. Productivity and 

job performance may become a source of satisfaction or a 

level of role balance for such an individual. 

Managing the demands of competing life roles has become 

a common experience for many American men and women (Amatea 

et al., 1986). To adequately investigate the dimension of 

multiple roles, one must understand role involvement. 

The degree of role involvement in any role refers to 

subjective feelings of involvement, as well as to objective 

factors such as time and energy invested in the role 

(Staines, 1980). Vocational theorists (Richardson, 1981; 

Super, 1980) have acknowledged the complexity of personal 

role expectations over time. Work and family role 
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expectations have been defined in terms of the degree of 

psychological involvement of the individual in the role and 

measuring such involvement by the degrees of commitment, 

participation, and value or importance attributed to the 

role (Amatea et al. 1986). 

Conflicting personal work and family role expectations 

are a key source of stress for individuals managing multiple 

role commitments (Hall & Hall, 1979; Johnson & Johnson, 

1977; Poloma, 1972; Rapoport & Rapoport, 1978). Amatea et 

al. (1986) have defined role commitments as internalized 

beliefs and attitudes about (a) the personal relevance of a 

role, (b) the standards for performance of the role, and (c) 

the manner in which personal resources (i.e., time, money, 

and energy) are to be committed to performance of the role. 

These three attitudes of role commitment provide the basis 

for empirical measurement of the construct. 

Marks (1977) hypothesized that abundant energy is 

"found" for anything to which one is highly committed, and 

that the individual will feel more energetic after having 

accomplished the task. He also postulated that individuals 

tend to "find" little energy for anything to which that 

individual is uncommitted, and completion of that task will 

leave the individual feeling spent, drained, exhausted, or 

unbalanced in terms of role management. 

The four principal reasons for role commitment have 

included: (1) enjoyment of the role, (2) loyalty to one or 
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more of the role partners, (3) anticipation of a perceived 

reward, and (4) avoidance of perceived punishment (Marks, 

1977) . Any one of these reasons may motivate an individual 

to commitment, and often there may be an overlap of more 

than one reason for commitment. 

Human resources of energy and time are flexible and 

elastic. They can expand or contract dependent of the level 

of role commitment as determined by the individual. 

Balancing these multiple roles of family, personal 

interest/self-development, and job is the challenge each 

employed individual must face. 

Organizational Commitment 

Early scholars conceptualized organizational commitment 

as involving some form of psychological bond between people 

and organizations (Buchanan, 1974; Hreviniak & Allutto, 

1972; Lee, 1971; Porter, 1968; Sheldon, 1971). The three 

components of organizational commitment include 

identification or pride in the organization as indicated by 

the internalization of the organization's goals and values; 

loyalty as a feeling of affection for and attachment to the 

organization (Buchanan, 1974); and involvement as the 

willingness to invest personal effort as a member of the 

organization (Cook & Wall, 1980). Organizational commitment 

was perceived to be a global construct reflecting a general 

affective response to the organization as a whole (Mowday, 
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Steers, & Porter, 1979). Where comparisons were available 

between the relative predictive power of commitment and a 

we11-developed measure of job satisfaction, commitment was 

found to be a better and more stable predictor of turnover 

than group level performance (Hom, Katerberg, & Hulin, 1978; 

Mowday et al., 1974). 

Commitments to several constituencies can create 

psychological conflict for individuals, and can result in 

decreased levels of global organizational commitment 

(Campbell, Campbell, & Kennard, 1994; Reichers, 1986). 

Bell, Roloff, Van Camp, and Karol (1990) have noted 

conventional wisdom by observing that people achieve success 

at work only by making sacrifices in their personal 

relationships. This assumption of incompatibility between 

successful relationships and successful occupational 

achievement is the underpinning of the multiple role balance 

dilemma. When the employee experiences dissatisfaction due 

to imbalance, often the organization is shortchanged by 

lesser levels of productivity. It seems likely that the 

imbalance also results in shortchanges to the family. 

Therefore, it is important to explore the mystery of 

employee balance in relationship to organizational 

commitment. 

There has been little empirical research examining the 

impact of nonwork role-related variables on organizational 

commitment (Wiley, 1987). However, Zammuto (1980) proposed 
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that competition for time and loyalties and the degree to 

which role expectations were compatible are crucial factors 

affecting the degree of conflict among multiple role 

commitments. In his exchange theory of commitment, Becker 

(1960) stated that the individual evaluated the perceived 

positive and negative elements of his or her perceived role 

in terms of an exchange relationship with the organization. 

If the exchange were favorable from the participant's 

viewpoint, there would be greater commitment to the 

organization. However, the exchange theory supposition has 

indicated that interrole conflict would be a negative 

influence resulting in reduced organizational commitment by 

the individual. 

Recently scholars have defined organizational 

commitment as three-dimensional. Allen and Meyer (1990) 

identified the three components of organizational commitment 

as affective commitment, normative commitment, and 

continuance commitment. Earlier studies focused only on 

affective commitment which is the employee's emotional 

attachment to, identification with, and involvement in the 

organization (Allen & Meyer, 1990; Dunham, Gruber, & 

Castaneda, 1994; Hackett, Bycio, & Hausdorf, 1994; Randall, 

Fedor, & Longnecker, 1990) . 

In addition to affective commitment, researchers have 

explored the normative and continuance commitment. Allen 

and Meyer (1990) defined continuance commitment as the costs 
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of leaving the organization, and normative commitment as an 

employee's feelings of obligation to maintain employment 

with the organization. 

Tubbs (1994) has argued that organizational commitment 

could be interpretated as both narrow and broad. 

Traditionally commitment could be viewed as a unitary 

motivational variable. In this context, commitment could be 

restricted in research to a strength-of-intention concept. 

This concept is most consistent with both existing 

definitions of commitment and empirical results from self-

reports of commitment (Tubbs, 1993). 

A broader interpretation of commitment has indicated 

that commitment is a reflection of an employee's 

motivational pattern. Therefore, assessment of commitment 

would not be a simple attitudinal response at a single point 

in time, but a more comprehensive assessment of the three 

fundamental aspects of the motivation process. The three 

aspects of motivation include prechoice attitudinal 

judgements, subsequent choices, and maintenance of those 

choices (Atkinson, 1964; Campbell & Pritchard, 1976; Tubbs, 

1994) . 

Tubbs (1993) concluded that strength-of-intention is 

most consistent with previous commitment definitions. The 

motivational strength of an employee's intentions or 

persistence should predict the extent to which the 

employee's commitment will be maintained. 
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Brooke, Russell, and Price (1988) studied Veterans 

Administration Medical Center employees in 1986. The sample 

was comprised of 577 included blue-collar workers, clerical 

employees, registered nurses, managers, and non-nursing 

clinical staff. The multiple-item survey included items on 

job satisfaction, job involvement, and organizational 

commitment as well as demographic variables. Primary 

results included correlations of .59 between job 

satisfaction and job involvement, .55 between job 

satisfaction and organizational commitment, and .55 between 

job involvement and organizational commitment. The results 

indicated that respondents made moderate distinctions 

between their job (satisfaction), the degree to which they 

are absorbed in or preoccupied with their job (involvement), 

and the degree of attachment or loyalty they felt toward 

their employing organization (commitment). 

In a replication study of Brooke, Russell, and Price's 

work, Mathieu and Farr (1991) sampled two different groups, 

bus drivers and engineers. Both groups were randomly 

selected. The 194 bus drivers were from a large midwestern 

city, while the 220 engineers were from seven different 

organizations representing a variety of engineering fields 

including chemical and electrical. As a part of the study, 

performance appraisal information was collected from the 

engineers' and bus drivers' supervisors and paired with the 

survey responses. The results from the bus drivers included 
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correlations of .73 between organizational commitment and 

job involvement, and .78 between organizational commitment 

and job satisfaction. Results from the engineers included 

correlations of .45 between organizational commitment and 

job involvement, and .70 between organizational commitment 

and job satisfaction. Although the .45 correlation for the 

engineer sample was low, the other results from the Mathieu 

and Farr research coupled with the Brooke et al. (1988) 

results have provided some evidence for the discriminant 

validity of organizational commitment, job satisfaction, and 

job involvement among employees samples from different 

populations. 

Wiley (1987) studied 191 graduate students at a large 

southeastern university. The questionnaire assessed 

multiple roles and interrole conflict related to job and 

life satisfaction, job involvement, and organizational 

commitment. Wiley (1987) found job/family conflict uniquely 

related to organizational commitment. This finding 

suggested that increased job involvement and organizational 

commitment may result in increased perceptions on the part 

of the individual that he or she is not fulfilling family 

role obligations. This is consistent with Naylor, 

Pritchard, and Ilgen's (1980) proposition that each 

individual allocates a fixed amount of personal resources in 

terms of time and energy to various roles. The allocation 

of increased resources to the job role may result in the 
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allocation of less personal resources to other significant 

life roles. Wiley's study supported previous research 

findings that increasing commitment to work resulted in 

dysfunctional consequences to the individual (Greenhaus & 

Beutell, 1985; Korman & Korman, 1980). 

Blau and Boal (1989) proposed a conceptual model to 

describe the interaction of job involvement and 

organizational commitment in predicting employee turnover 

and absenteeism. The study seonple was comprised of 129 

insurance company field office employees. The researchers 

used high and low combinations of job involvement and 

organizational commitment to describe four different 

classifications of employees: (1) high job involvement/ high 

organizational commitment; (2) high job involvement/low 

organizational commitment; (3) low job involvement/high 

organizational commitment; and (4) low job involvement/low 

organizational commitment. Employees in the first group 

were identified as "institutionalized stars," while the 

second group were "lone wolves," the third group were 

"corporate citizens," and the fourth group were "apathetic 

employees". Results indicated that job involvement by 

organizational commitment interaction was significant. 

Additionally, the apathetic employees were found to have 

significantly higher external voluntary turnover than 

institutionalized stars, corporate citizens, and lone 

wolves. Employees with lower levels of job involvement and 
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organizational commitment were in the "highest risk" 

category for possible turnover. 

Performance Measures 

Most personnel specialists would agree that performance 

appraisal data are used for internal selection (promotion), 

placement, training and development, and manpower planning, 

and consecjuently contribute to enhanced human resource 

utilization (Holley, Field & Barnett, 1976). In addition to 

the obvious performance assessment, the performance 

appraisal should provide an opportunity for an effective 

communication exchange between the supervisor and the 

employee. Results of this exchange should include goal 

setting, employee self-development progress assessment, 

discussion of advancement possibilities, and an increased 

motivation and productivity. Levine (1980) recommended 

supervisors set specific targets for performance 

improvement. He cautioned that communication between a 

supervisor and a subordinate about job performance is 

critical. 

Walther and Taylor (1983) have advocated active 

feedback during performance appraisals. The term feedback 

has been defined as information relating to both positive 

and negative aspects of job performance. Effective feedback 

can serve three important purposes: (1) relieving 

productive employees from worrying about their job 
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performance and security of their job; (2) helping marginal 

employees to improve their job performance; (3) providing 

systematic documentation in case of dismissal (Walther & 

Taylor, 1983). 

Murray (1983) conducted an assessment of employee 

attitudes and perceptions toward appraisal systems. 

Employees assessed under an objective appraisal system were 

significantly more satisfied with the way they were 

evaluated than those employees under a more subjective 

approach. The data also indicated that individuals under 

objective appraisal systems had a significantly better 

understanding of how they were evaluated and where they 

stood in terms of job performance than those employees under 

subjective systems. 

Four researchers investigated performance outcomes of 

Extension agents. Bower (1989) studied family circumstances 

and work performance in a mailed survey of 303 Georgia 

Extension agents. His findings included: 

- Supervisor performance ratings were not 
related to age or tenure of the agent. 

- Low-performers had significantly greater 
intentions to leave their jobs than do high 
performers. 

- High-performing agents highly valued their 
roles as parents and were very committed to 
caring for their homes. 

- High performance agents reported high family 
support, while low performance agents reported 
low family support. 

- Single, never-married agents were 
significantly more likely to receive low 
performance ratings than were married or 
formerly married agents, (p. 126) 
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logadan (1984) found job satisfaction to be the best 

single predictor of burnout of Ohio Extension Agents. In 

another study, Kittrell (1980) reported that Ohio Extension 

agents tended to perform better, stay longer on their jobs 

and be more satisfied when they were aligned to interest 

themes [realistic, investigative, artistic, social, 

enterprising, and conventional] in the organization. He 

also found a positive relationship between performance and 

job satisfaction. 

From a study of the American Breeders Service 

Employees, Felstehausen (1983) found that the social climate 

(involvement and peer cohesion) of the work environment was 

associated with job performance. She found work involvement 

to be a positive predictor of job performance, while 

somewhat surprisingly peer cohesion was a negative factor. 

Job performance related to life satisfaction has 

encompassed a wide array of factors. Certainly the impact 

of the employee's work performance and productivity 

spillover into the employee's family life satisfaction. 

The performance ranking of County Extension Agents was used 

as the performance measure for this study and is the 

manifest endogenous variable in the proposed model. 

Proposed Model 

Based on the review of the literature, the present 

study was guided by a model proposed by the researcher. It 
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was considered to be an extension of the models reviewed in 

this chapter. As indicated by the proposed interactive 

model shown in Figure 5, the antecedents of family role, 

personal interest/self-development role, and job role are 

assumed to produce some degree of interrole conflict. In 

general, role conflict can emanate from factors associated 

with time to perform work and family roles, as well as role 

strain from one role to another (Greenhaus & Beutell, 1985; 

Piotrkowski, 1979). In addition to these conceptual

izations, the variables of multiple role balance, 

organizational commitment, and performance ranking as cited 

in this chapter were added to the model. As hypothesized in 

the model, interrole conflict will negatively impact 

multiple role balance, organizational commitment, and 

performance ranking accordingly. 

Another proposed linkage tested in the study as 

depicted in the model is the relationship between multiple 

role balance and organizational commitment. It is 

hypothesized there will be a positive relationship between 

multiple role balance and organizational commitment. An 

individual who experiences a high degree of multiple role 

balance will also have a high degree of organizational 

commitment. Conversely, one who experiences a much lower 

degree of multiple role balance will have a much lower 

degree of organizational commitment. 
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The proposed model featured six exogenous variables, 

family role, personal interest/self-development role, job 

role, interrole conflict, multiple role balance, and 

organizational commitment; and one manifest endogenous 

variable, performance ranking. A latent exogenous variable 

is an unobserved variable that is influenced by other 

variables, while a manifest endogenous variable is an 

observed variable whose variability is predicted by other 

variables in the path model (Hatcher, 1996) . 

Specifically, the following research questions 

addressed in the study were: 

1. What are the relationships among family role, 

personal interest/self-development role, and job 

role? 

2. What are the impacts of family role, personal 

interest/self-development role, and job role on 

interrole conflict of County Extension Agents? 

3. What are the effects of interrole conflict on 

multiple role balance and organizational commitment 

of County Extension Agents? 

4. What are the relationships of interrole conflict, 

multiple role balance, and organizational 

commitment to performance ranking? 
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Research on the work-family connection is extensive as 

indicted by this review of literature. Numerous issues of 

work and family have been addressed by various academic 

disciplines including home economics, sociology, psychology, 

vocational education, and business management. Early 

research focused on the negative impact of work on family 

life. However, current researchers recognize the positive 

linkage between work and family. Both systems are 

interdependent and the spillover from either environment 

certainly affects the other. An historical progression of 

work and family were presented. Theories from the "myth of 

separate worlds" (Parsons, 1947, 1959) to the reciprocal 

spillover effect of work and family (Crouter, 1984), and 

Chow and Berheide's (1988) compensatory model of the work-

family systems interdependence, this review of literature 

has provided a perspective of previous studies. 

Investigation of the family life cycle stages has been 

recognized as important for a basic understanding of 

multiple roles. Multiple roles of family, personal 

interest/self-development, and job roles have been proposed 

as important constructs for the analysis of balance. 

Further empirical research is needed on role management 

techniques and the relationship of multiple role management 

to organizational commitment and performance ranking. 

Therefore based on the review of literature, the proposed 
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interactive model in this study incorporated the work and 

family domains of Near, Rice, and Hunt (1980), the levels of 

imbalance of Kofodimos (1990), the work and family conflict 

themes of Bedeian, Burke, and Moffet (1986), and interrole 

conflict as identified by Kopelman, Greenhaus, and Connolly 

(1983). 
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CHAPTER III 

METHODOLOGY 

The major purpose of the study was to explore the 

relationships of multiple roles, interrole conflict, 

multiple role balance, and organizational commitment to 

performance ranking of County Extension Agents in Texas. 

The research problem focused on a current concern which was 

investigated through the survey method. This chapter is 

divided into five sections. Major components of this 

chapter include the sample, the instruments used with 

information on development of (juestionnaire items, the pilot 

study summary, data collection procedures, the sample 

characteristics, and the statistical procedures used in data 

analysis. 

Instruments 

A review of the literature revealed few instruments met 

the criteria for all the theoretical constructs examined by 

the present study. Therefore, the researcher developed 

Multiple Role Balance of Texas County Extension Agents 

Questionnaire (Appendix B) used to operationalize the 

variables of the study. The instrument was a combination of 

three scales with established validity and reliability from 

previous studies, one scale without established validity and 

reliability, and two researcher-developed scales. 

64 
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Modifications of original scales included replacement of the 

word "organization" with the "Texas Agricultural Extension 

Service or TAEX" and conversion of different Likert response 

formats to a four-point Likert response format from strongly 

agree to strongly disagree. 

The following information is provided to explain the 

questionnaire development. Rationale for inclusion of the 

scales are presented, along with previously established 

validity and reliability information. It is important to 

note that validity and reliability of the new instrument 

was established and is reported in the pilot study and 

analysis sections of this chapter. 

Family Role 

Recent studies indicated that family roles reflect 

needs, opportunities, and constraints which have a decided 

influence on individuals' reactions to work (Ferree, 1990; 

Loscocco, 1989; Loscocco & Roschelle, 1991; Martin & Hanson, 

1985). The Life Role Salience Scales (LRSS), developed by 

Amatea et al. (1986), consist of four 10-item scales. Each 

scale focused on a particular life role including job, 

marital, parental, and homecare roles. Each scale used five 

items to measure the role value and five items to measure 

the role commitment of the individual. 

The original scale items had a five-point agree-

disagree response format. For purposes of this study, the 

response format was adjusted to a four-point Likert response 
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of strongly agree to strongly disagree. Amatea et al. 

(1986) established that the four scales possess satisfactory 

psychometric properties, including average Cronbach's alpha 

coefficients ranging from .79 to .94. 

The Life Role Salience Scale for marital role value and 

marital role commitment was represented by questionnaire 

items one through eight. Questionnaire items nine through 

13 were based on the Life Role Salience Scale for parental 

role value and parental role commitment. Higher scores 

reflect higher levels of family role satisfaction. 

Personal Interest/Self-Development Role 

In 1992 the Texas Agricultural Extension Service 

developed an instrument, the Personal and Family Enrichment 

Interest Survey (Boltes & Lippke, 1994), to evaluate 

employee enrichment interest. Eight c[uestionnaire items 

focused on personal issues of County Extension Agents. A 

3-point Likert-type response format ranging from "very 

important" to "not important" was adapted to a four-point 

Likert response of strongly agree to strongly disagree. For 

purposes of the study, five items were reworded to first 

person singular, and were represented by items 14 through 18 

in the questionnaire. Validity and reliability had not been 

established for this scale, but for this study were 

established and are reported in the pilot study and analysis 

sections of this chapter. 
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Job Role 

The job role section questionnaire included five items 

from the Life Role Salience Scale on job role value and job 

role commitment (Amatea et al., 1986). Questionnaire items 

were numbered 19 through 23. Cronbach's alpha coefficient 

estimate of reliability .82, had been previously established 

by Amatea, et al. 

Interrole Conflict 

Although role conflict within the domain of work has 

been subject to considerable research (Brief, Schuler, & Van 

Sell, 1981; Kahn et al., 1964; Kopelman, Greenhaus, & 

Connolly, 1983), there has been limited organizational 

behavior research on role conflict within the family domain. 

However, Kopelman, Greenhaus, and Connolly (1983) have 

developed an instrument to measure the role conflict of 

work, family, and interrole. Their instrument featured 

eight items for each sub-scale, work conflict, family 

conflict, and interrole conflict. Kopelman et al. 

established reliability with Cronbach's alpha at .89 for the 

scale. Response format was operationalized with a 4-point 

Likert scale of "strongly agree" to "strongly disagree." 

In the study, there are eight interrole conflict 

questionnaire items from the Kopelman, Greenhaus, and 

Connolly scale. The items are number 24 through 33. The 
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additional four questionnaire items number 34 through 37 

were developed by the researcher. 

Organizational Commitment 

The Organizational Commitment Questionnaire (Mowday, 

Steers, & Porter, 1979) has satisfactory psychometric 

properties, and has been used extensively in organizational 

research (Campbell, Campbell, & Kennard, 1994). The 

Cronbach alpha estimates of reliability have been 

consistently high, ranging from .82 to .93. The seven-point 

Likert scale of "strongly agree" to "strongly disagree" was 

modified to a four-point Likert scale. Seven items numbered 

38 through 44 in the questionnaire were directly taken from 

the Organizational Commitment Questionnaire. 

Multiple Role Balance 

The seven items in the multiple role balance section 

were written by the researcher. Item numbers are 45 to 51. 

The items focused on the construct of role balance to 

achieve life satisfaction. Reliability for the scale is 

presented in the pilot study and analysis sections of this 

chapter. 

Demographics 

The final section on demographics was designed to 

obtain information relating to the respondents' personal. 
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family, and work life. Personal data included gender, age, 

ethnicity, and educational level. Family data included 

marital status, respondents' spousal work status, number of 

children, number of children living at home, and elder care 

responsibility. Informational data concerning work included 

programmatic responsibility, educational level, and tenure. 

The demographic section is represented by items 52 through 

65 on the questionnaire. 

Pilot Study 

To establish content validity, a preliminary draft of 

the questionnaire, which consisted of items modified from 

existing instruments, was reviewed by a panel of experts 

prior to the Oklahoma pilot study data collection. A panel 

of fifteen experts including experts in the area of 

(questionnaire construction and design, family and business 

management theory and research at Texas Tech University and 

family and consumer sciences experts of the Texas 

Agricultural Extension Service reviewed the cjuestionnaire. 

A pilot study was conducted with a random sample of 47 

County Extension Agents in Oklahoma. The (questionnaires 

were mailed directly to the agents. In the correspondence 

to the Oklahoma Extension Agents, they were asked not only 

to complete the (questionnaire, but also make suggestions to 

improve (questionnaire clarity and (juality (Appendices C & 
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D). Thirty-six (^estionnaires were returned resulting in a 

76.6% return rate. 

Appropriate revisions were made after the pilot study 

and prior to the actual a(iministration of the instrument to 

the identified programmatic cross-sectional sample of the 

study. As a result of the pilot study, and the review of 

the panel of experts, a non-applicable response was added to 

the 4-point Likert scale for the family role and interrole 

conflict scales for those respondents who were unmarried or 

did not have children. Pilot study respondents recommended 

incorporating marital role and parental role into the family 

role. As suggested by the panel of experts, the homecare 

role was deleted from the study. 

Additional revisions included the elimination of ten 

redundant job role items, the rewording of items in the 

interrole conflict section, and the addition of items 49, 

50, and 51 in the multiple role balance section. The 

multiple role balance items addressed the perceptions of 

management of the multiple roles of family, personal 

interest/self-development, and job with a minimum of 

interrole conflict. 

The internal consistency reliability of each scale of 

the pilot study prior to modifications was assessed using 

Cronbach's alpha (1951). As indicated in Table 1, the 

Cronbach's alphas ranged from .74 to .86. 
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Table 1: Means, Standard Deviations, and Reliabilities for 
Latent Exogenous Variables in the Oklahoma 
Pilot Study (N=36). 

Variables M* SD Reliability 

Family Role 2.66 .67 .84 

Personal Interest/ 
Self-Development Role 

Job Role 

Interrole Conflict 

Organizational Commitment 

Multiple Role Balance 

Note. ® Variables were measured on a 4-point scale, 
with 4 = strongly agree, 3 = agree, 2 = disagree, 
1 = strongly disagree. 

2 . 5 8 

3 . 3 2 

1 .77 

2 . 9 1 

1 .87 

. 5 1 

. 4 1 

. 5 7 

. 44 

. 5 4 

. 7 4 

. 8 4 

. 8 6 

. 7 7 

. 8 6 

The final version of the (questionnaire on Multiple Role 

Balance of Texas County Extension Agents is shown in 

Appendix A. The reliability of the (questionnaire is given 

in the data collection section of this chapter. 

Data Collection 

Data were collected from the Texas County Extension 

Agents using the researcher-adapted questionnaire. The 

questionnaire was administered to the County Extension 

Agents by the twenty-four District Extension Directors in 

the twelve Texas Extension districts (Appendix A) on 

November 1, 1995 during the Texas Agricultural Extension 
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Service Faculty Satellite Conference. Preliminary contacts 

had been made with Dr. Margaret Hale, Assistant Director for 

County Programs Family and Consumer Sciences; Bill 

McConnell, State Personnel Officer; and the District 

Extension Directors. These contacts were made initially by 

a telephone call during which the nature of the study and 

the involvement needed from the various participants were 

explained. A follow-up letter was sent to each District 

Extension Director, Dr. Margaret Hale, and Bill McConnell 

outlining specific procedures to be followed during the 

aciministration of the (questionnaire (Appendix E) . 

The District Extension Directors received a packet of 

computer scantron (^estionnaires, an instruction sheet, and 

pencils for use on November 1, 1995. During the statewide 

satellite conference, the District Extension Directors asked 

County Extension Agents to cooperate with the research study 

by completing the (questionnaires. The District Extension 

Directors distributed the (questionnaires and pencils to the 

County Extension agents, read the instructions aloud to the 

County Extension Agents, and asked agents to complete the 

Multiple Role Balance of Texas County Extension Agents 

(questionnaire. Upon completion of the (questionnaire, each 

County Extension agent placed the completed (questionnaire in 

an envelope and sealed the envelope to maintain agent 

confidentiality. District Extension Directors collected the 

sealed envelopes from the respondents. The District 
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Extension Directors who conduct the annual performance 

appraisal coded the County Extension agent's performance 

ranking on the envelope. District Extension Directors 

removed the tear sheet with the County Extension Agent's 

name to maintain agent confidentiality. The envelopes were 

forwarded directly to the researcher for analysis. 

Sample 

The population consisted of the 563 County Extension 

Agents employed in Texas on November 1, 1995. Of the total 

563 (questionnaires mailed to the District Extension 

Directors, 490 were returned, representing an 87.0% response 

rate. However, 12 questionnaires were deleted from the 

study sample due to missing performance rankings. The 

sample, consisted of 478 respondents representing a return 

rate of 84.9%. Ultimately 134 (questionnaires were deleted 

from the study due to other missing data, yielding a 

participating sample of 344 (60.4%). Hatcher (1994) 

recommends for a path analysis study a ratio of at least 

five subjects for each parameter to be estimated. The total 

number of parameters is the sum of (questionnaire items and 

path coefficients. For this study, there were 51 

(questionnaire items, seven path coefficients, and three 

correlations for a total of 61 parameters. Therefore a 

sample of 305 was necessary, and because the study sample 

was 344, the re(^ired sample size was met. 
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Information was obtained regarding gender, race, 

programmatic responsibility, educational level, age, tenure 

in the Texas Agricultural Extension Service, current marital 

status, and spousal employment. The demographic information 

enabled the researcher to more ade(juately describe the 

sample. 

There was an e(juitable representation by gender. The 

frequencies and percentages of the sample are shown in 

Table 2. Respondents were predominantly white (85.4%), with 

African American, Hispanic, and American Indian constituting 

the remainder. Since the sample was largely white, the 

results of this study are cultural specific to whites. 

Table 2: Distribution of Respondents by Gender. 

Gender Fre(juency Percent 

Male 178 51.7 

Female 166 48.3 

Total 344 100.0 
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Table 3: Distribution of Respondents by Race. 

Race Fre(juency Percent 

American Indian 3 .8 

African American 26 7.6 

Hispanic 21 6.2 

White 282 85.4 

Total 337' 100.0 

Note. 'N less than 344 due to missing data. 

Programmatic assignments of the respondents 

reflected 47% in agriculture and 41.8% in family and 

consumer sciences. As indicated in Table 4 there 

were two additional smaller groups. 5.3% of respondents 

were assigned to 4-H and 5.9% were assigned to other program 

areas. It is important to note that many Agriculture Agents 

and Family and Consumer Science Agents also have 4-H 

responsibilities. 
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Table 4: Distribution of Respondents by Programmatic 
Responsibility. 

Program Fre(3uency Percent 

Agriculture 160 47.0 

Family and Consumer Science 142 41.8 

4-H 18 5.3 

Other 20 5.9 

Total 340' 100.0 

Note. 'N less than 344 due to missing data. 

As shown in Table 5, the majority of respondents had 

obtained a master's degree. Slightly less than one-third of 

the Agents (31.9%) had received a bachelor's degree. 

Table 5: Distribution of Respondents by Educational Level. 

Education Level Fre(3uency Percent 

B.A./B.S. 123 31.9 

M.A./M.S. 251 64.8 

Ph.D./Ed.D. 8 2.3 

Other 4 ._l 

Total 386' 100.0 

Note. 'N more than 344 due to multiple responses. 

As indicated in Table 6, 58% of the sample was 

comprised of three age groups (1) 36 to 40 years, (2) 41 to 
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45 years and (3) 46-50 years. Interestingly, new employees, 

age 21 to 30 years, accounted for only 15.8% of the 

respondents. Employees over 51 years of age accounted for 

14.1% of the sample. 

Table 6: Distribution of Respondents by Age. 

Age Frequency Percent 

21-25 years 6 1.9 

26-30 years 47 13.9 

31-35 years 41 12.0 

36-40 years 57 16.6 

41-45 years 74 21.7 

46-50 years 68 19.8 

51-55 years 35 10.3 

56-60 years 8 2.3 

61-65 years 4 1.3 

over 65 years 1 .2 

Total 341' 100.0 

Note. 'N less than 344 due to missing data. 

As indicated in Table 7, few respondents had 

been employed less than one year. The two largest groups 

were employed from 1 to 5 years and 11 to 15 years. It is 

interesting to note that 10% of the respondents have been 
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employed over 26 years with the Texas Agricultural Extension 

Service. 

Table 7: Distribution of Respondents by Tenure in the 
Texas Agricultural Extension Service. 

Years of Employment Fre(3uency Percent 

Less than 1 year 2 .6 

1 to 5 years 68 19.8 

6 to 10 years 50 14.4 

11 to 15 years 68 19.6 

16 to 20 years 61 17.7 

21 to 25 years 61 18.0 

26 to 30 years 24 6.9 

Over 30 years 10 2.9 

Total 344 100.0 

As shown in Table 8, 72% of the respondents were 

married with 61% in first marriages and 11.3% in 

remarriages. Single participants accounted for 13.8%, while 

divorced participants comprised 12.1% of the group. Of the 

remainder, 1.5% were widowed and .4% were separated. 
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Table 8: Distribution of Respondents by Marital Status. 

Marital Status Fre(juency Percent 

Single 48 13.8 

First Marriage 211 61.0 

Divorced 43 12.1 

Remarried 40 11.3 

Widowed 2 1.5 

Separated 1 .4 

Total 345' 100.0 

Note. 'N more than 344 due to a multiple response by one. 

Of the married participants, the majority had employed 

spouses while only 13.7% of the spouses were unemployed. As 

shown in Table 9, spousal employment was predominantly 

full-time. 

Table 9: Distribution of Respondents by Spousal Employment. 

Spousal Employment Frequency Percent 

Employed 297 86.3 

Full Time 272 91.7 

Part Time 25 8.3 

Unemployed 47 13.7 
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More than three-fourths of respondents spent more than 

50 hours per week in work activities, while 22.5% of 

respondents indicated a work week of from 40 to 50 hours, 

and only one of the respondents reported less than a 40 hour 

work week as shown in Table 10. Respondents clearly are 

working long hours, leaving little time for family and 

personal interest/self-development activities. 

Table 10: Hours Spent per Week in Work Activities. 

Hours Fre(iuency Percent 

<40 Hours 1 .2 

40-50 Hours 76 22.5 

50-60 Hours 159 47.1 

60-70 Hours 77 23.2 

>70 Hours _24 7.0 

Total 337' 100.0 

Note. 'N less than 344 due to missing data. 

As indicated in Table 11, 143 of respondents spent less 

than 10 hours per week in family activities. Another 132 

of respondents spent from 10 to 20 hours per week in family 

activities. Only 17.1% of respondents reported over 20 

hours per week in family activities. 
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Table 11: Hours Spent per Week in Family Activities. 

Hours Fre(iuency Percent 

<10 Hours 143 43.1 

10-20 Hours 132 39.7 

20-30 Hours 36 10.9 

30-40 Hours 10 3.0 

>40 Hours 11 3.2 

Total 332' 100.0 

Note. 'N less than 344 due to missing data. 

Little time was spent in personal interest/self-

development activities as reported by respondents in Table 

12. The majority spent less than five hours per week in 

personal interest/self-development activities. Another 

28.7% spent from five to ten hours per week. Together, 

91.5% of respondents spent no more than ten hours 

per week in personal interest/self-development activities. 
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Table 12: Hours Spent per Week in Personal Interest/Self-
Development Activities. 

Hours Fre(juency Percent 

<5 Hours 210 62.8 

5-10 Hours 96 28.7 

10-20 Hours 21 6.4 

20-30 Hours 4 1.3 

>30 Hours 3 0.8 

Total 334' 100.0 

Note. 'N less than 344 due to missing data. 

Analysis 

Preliminary analyses of the scantron formatted 

(^estionnaires were conducted utilizing SPSS, the 

Statistical Package for the Social Sciences (SPSS, 1986). 

The programs were run at the University Computing Center, 

Texas Tech University. Specific analyses on the proposed 

model (Figure 5, Chapter II) were calculated using the SAS*̂  

System CALIS procedure (SAS" Institute Inc., 1989). It is 

important to note that, characteristic of CALIS, any subject 

who fails to answer just one item is dropped from the final 

sample (Hatcher, 1994). As a result of this CALIS 

characteristic only respondents who answered all items were 

included in the analysis. 
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Frequency counts and percentages were tabulated for 

demographic characteristics. These characteristics included 

gender, race, programmatic responsibility, educational 

level, age, length of service in Texas Agricultural 

Extension Service, current marital status, and spousal 

employment. 

Means and standard deviations for the study's six 

latent exogenous variables are presented in Table 13. The 

instrument coefficient alpha reliability estimates 

(Cronbach, 1951) ranged from .771 to .926. 

Responses to the 51 (questionnaire items were subjected 

to an exploratory factor analysis using s(^ared multiple 

correlations as prior communality estimates. In 

interpretation of exploratory factor analysis, it is 

important to have at least three items with significant 

loadings on each retained factor. Further, the items on each 

factor should share conceptualization without redundancy. 
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Table 13. Means, Standard Deviations, and Cronbach's Alpha 
Internal Consistency Reliabilities for the 
Latent Exogenous Variables. 

Variables N Mean' SD Alpha 

Family Role 
^̂ (1-13) 

322 2.92 1.15 .926 

Personal Interest/ 
Self-Development 
Role 344 
''(14-18) 

Job Role 
''(19-23) 

344 

Interrole Conflict 331 
''(24-37) 

Organizational 
Commitment 
''(38-44) 

331 

2.50 

3.29 

1.71 

3.02 

57 

55 

93 

68 

.771 

.832 

.882 

.787 

Multiple Role 
Balance 
''(45-51) 

341 1.82 71 .861 

Note. ' All variables were measured on a 4-point scale, with 
4 = strongly agree, 3 = agree, 2 = disagree, 
1 = strongly disagree. 

'' Questionnaire item numbers. 
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ambiguity, or measurement of more than one concept or 

construct. In addition, the rotated factor pattern should 

demonstrate a simple structure (Hatcher, 1994). Communality 

(h2) refers to the variance in an observed item that is 

accounted for by the common factors. If an item 

demonstrates a large communality, it is strongly influenced 

by at least one of the common factors. Decisions on the 

deletion of items were based on factor loadings above .40, 

eigenvalues greater than 1.00, communality values, and item 

clarification judgements by the researcher. It is 

acknowledged that for purposes of this study, deletion 

decisions may have been somewhat subjective. The 

(^estionnaire items, corresponding factor loading, 

communality values, and eigenvalues for all scales are 

presented in Table 14. 

During exploratory factor analysis and a comprehensive 

review of the instrument, a flaw in instrument design was 

discovered. Although the addition of the "NA" response 

option relative to the family role and interrole conflict 

had been recommended in the pilot study, the "NA" response 

was clearly problematic in data analysis. The wording of 

the items based on expectations of marriage and/or parenting 

coupled with the "NA" response did not provide sufficient 

construct clarification. In the analysis the "NA" responses 

were treated as missing data which meant that 134 cases were 

eliminated by the CALIS procedure. 
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Item 

Family Role 

Major Satisfaction from Marriage 
Marriage Most In^x)rtant 
Most Satisfaction from Marriage 
Successful Marriage Important 
Time Commitment to Marriage 

8 Work Hard on Marriage 
7 Time for Marital Relationships 

11 Effective Par^iting 
9 Children Worth Sacrifice 

13 Time Conunitm ît to 
Rearing Children 

Personal Interest/ 
Self-Developm»it Role 

14 Time for Educaticm 
15 Time for Relationships 
16 Time for Self-Development 

Job Role 

22 Value Career 
21 Successful in Career 
20 Career Achievemmt 
23 Career Development 
19 Job Satisfacticm 

1 

85* 
85* 
82* 
80* 
70* 
70* 
69* 

-02 
01 
03 

2 

-04 
-03 
-12 
-02 
16 
18 
14 

79* 
74* 
72* 

Factors 
4 5 h2 

0.68 
0.68 
0.63 
0.59 
0.64 
0.62 
0.58 

0.61 
0.55 
0.54 

81* 
73* 
72* 

78* 
76* 
76* 
68* 
59* 

0.66 
0.53 
0.52 

0.61 
0.58 
0.57 
0.46 
0.35 

Eigenvalues 4.98 1.13 1.68 2.46 

Note. Leading decimal points have be«i omitted. 
Indicates loading greater than .40. 
number = questionnaire item number. 
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Item 

Interrole Conflict 
*30 Job Demands on Rdaxation 
29 Work In^Mcts Deposition 
26 Work Distracts Personal Interests 
25 After Work, Too Tired at Home 
33 Job Negates Spousal/Parental Quality 
32 Woric Time Negates Family Time 
24 Woric Schedule (Conflicts with Family 

27 Arguments About Job 
34 Spouse Dislikes Work Preoccupation 
36 Family Complaints about Job 
35 Family Problems Mean 

Lost Work Time 

28 Children Dislike Woik Preoccupation 
37 Work Interference 

with Children's Events 

Organizational Commitment 
40 Pride in Organizaticm 
39 Praise Organization to Others 
41 Organization Inspires Best Performance 
44 Mistake to Woric For Organization 
38 Extra Effort for Organizational Success 
43 (Zoncem for Organizational Future 

Multiple Role Balance 
50 Managing Roles Exhausting 
47 Desire to Better Manage Roles 
46 Some Roles Well, Others 

Expended 
48 Family & Work Commitments 

Inqjact Personal Time 
49 Job Travel Requirements 

Impact Role Management 
45 Not Bahmcing Roles Well 
51 Role Stress 

Factors 
8 9 10 h» 

82* 
74* 
62* 
59* 
57* 
54* 
47* 

-06 
02 
20 

00 

•01 

05 

04 
12 
14 
-04 
26 
00 
-09 

84* 
69* 
55* 

48* 

30 

05 

-13 
-15 
26 
19 
05 
26 
38 

00 
16 
11 

-05 

57* 

56* 

81* 
74* 
63* 
60* 
49* 
46* 

79* 
72* 

71* 

65* 

54* 
-66* 
-72* 

0.58 
0.51 
0.54 
0.64 
0.60 
0.59 
0.54 

0.50 
0.48 
0.52 

0.66 

0.39 

0.20 

0.65 
0.54 
0.40 
0.36 
0.21 
0.86 

0.62 
0.52 

0.50 

0.42 

0.29 
0.43 
0.21 

Eigenvalues 5.29 1.07 .40 2.49 3.30 

Note: Leading decimal points have been omitted. 
* Indicates loading greater than .40. 
* number = questionnaire item niunber 
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Seven (questionnaire items were found to load on the 

first factor which was subse(iuently labeled the marital role 

factor. Three (questionnaire items, 11, 9, and 13, loaded on 

the second factor, which was labeled parental role. Because 

the eigenvalue for the parental role factor was marginal at 

1.13, it was deleted from the study. Of the retained seven 

items of marital role factor, three were dropped due to 

redundancy. The three deleted items, 2, 3, and 4, all 

addressed marriage as a marital satisfaction measure. Three 

items, 14, 15, and 16, loaded on the personal interest/self-

development role. 

Five items loaded on the job role. Item 19 had a low 

communality value of .35 and was dropped. Although the 

communality of item 23 was .46, the factor loading was much 

lower than the three retained factors, and was therefore 

deleted from the study. 

Thirteen items measuring the interrole conflict latent 

exogenous variable loaded onto three factors. Seven items 

loaded on the factor labeled work-family conflict. Of those 

seven, only one item, 33, was deleted from the study since 

it loaded on more than one factor. A second factor, spouse-

work conflict, had four items which loaded. Only two items, 

28 and 37, loaded on the third factor, children-work 

conflict. Although the factor loadings for the spouse-work 

conflict factor and the children-work conflict factor were 

acceptable, the eigenvalues (Table 14) indicated a problem. 



oW* 

89 

The children-work conflict factor eigenvalue of .40 

warranted deletion. The eigenvalue of 1.07 for the spouse-

work conflict factor, although marginal, also was deleted. 

Seven items loaded on multiple role balance. All items 

were retained except item 51, which was deleted due to a low 

communality of .21. Although item 49 had a low communality 

of .29, job travel is an integral component of an Extension 

Agent's job responsibility, and was retained. Although 

items 48 and 45 also had marginal communality values of .42 

and .43 respectively, the factor loadings were acceptable. 

Therefore, both items 48 and 45 were retained. 

Six items loaded on the organizational commitment 

latent exogenous variable. Of the six items, 38 and 44, 

were deleted due to low communalities of .21 and .36 

respectively. Although item 41 had a communality of .40, it 

was retained due to the relatively high factor loading of 

.63. 

After exploratory factor analysis, investigation of the 

correlations in Table 15 revealed a problem of 

multicollinearity between multiple role balance and 

interrole conflict. Multicollinearity is a condition in 

which one or more variables exhibit strong correlations with 

one another (Hatcher, 1994). In addition to 

multicollinearity, there was a shared conceptual meaning of 

the two variables. Therefore, interrole conflict and 

multiple role balance were integrated into the one latent 
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exogenous variable, interrole conflict. The integration of 

the two variables provided a simplified structure which is 

the goal of path analysis. 

FJummr^Try 

This chapter described the methods and procedures used 

during the study. The seven-part (juestionnaire components 

included family role (FR), personal interest role/self-

development role (PI/SDR), job role (JR), interrole conflict 

(IR), multiple role balance (MRB), organizational commitment 

(OC), and demographics. A four-point Likert-type response 

format was used for the (juestionnaire. Demographic data for 

the participating sample of 344 were reported in this 

chapter. 

Steps in the pilot study were reviewed, and recommended 

changes to the (^estionnaires were made as a result of the 

pilot study and panel of experts suggestions. Pilot study 

reliability was found acceptable and ranged from .74 to .86. 

The data were collected by use of a self-report 

(^estionnaire during a statewide annual Texas Agricultural 

Extension Service Conference in November 1, 1995. The 

(questionnaires were a(iministered by District Extension 

Directors who coded the appropriate performance ranking for 

each Agent, and then removed all Agent identification from 

the completed (questionnaires. 
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An explanation of the exploratory factor analysis was 

discussed. The rationale for the integration of the two 

latent exogenous variables, multiple role balance and 

interrole conflict into one latent exogenous variable, 

interrole conflict management, was explained. Results of 

further tests of the proposed model (Figure 5, Chapter II) 

are reported in Chapter IV. 
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CHAPTER IV 

RESULTS 

This chapter reports the results of the study to 

examine the relationships of multiple roles, interrole 

conflict, multiple role balance and organizational 

commitment on performance ranking. A path analytic model 

was tested specifically with the following research 

(^estions: 

1. What are the relationships among family role, personal 

interest/self-development role, and job role? 

2. What are the impacts of family role, personal 

interest/self-development role, and job role on 

interrole conflict of County Extension Agents? 

3. What are the effects of interrole conflict on 

multiple role balance and organizational commitment of 

County Extension Agents? 

4. What are the relationships of interrole conflict, 

multiple role balance, and organizational commitment 

on performance rating? 

Measurement Model 

The measurement model which describes the nature of the 

relationships among the variables is shown in Figure 6. 

Unlike the proposed model, the measurement model depicts the 

items which correlate with the latent exogenous variables. 

The other difference between the two models is the 

93 
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integration of interrole conflict and multiple role balance 

into one latent exogenous variable, interrole conflict. The 

measurement model consists of five latent exogenous 

variables including the family role (FR), personal 

interest/self-development role (PI/SDR), job role (JR), 

interrole conflict (IC), and organizational commitment (OC) 

and the one manifest endogenous variable of performance 

ranking (PR). 

The study followed Bentler's (1989) convention of 

identifying the five latent exogenous variables with the 

letter "F" for Factor, and labelling the one manifest 

endogenous variables with the "V" for Variable. The 

(^estionnaire items are indicated in the small rectangles in 

Figure 6. 

The family role (F3) was measured by four items, 5, 6, 

7, and 8 as indicated in Figure 6. The personal 

interest/self-development role was assessed by three items 

14, 15, and 16. Measurement of the job role latent 

exogenous variable was determined by the items 20, 21, and 

22. 

As indicated in Figure 6, the organizational commitment 

(Fl) was measured by four items, 39 through 41 and 43. The 

interrole conflict (F2) was assessed by two item composites. 

Multiple role balance was measured by items of 45, 46, 47, 

48, 49, and 50 while interrole conflict was measured by 

items 24, 25, 26, 29, 30, and 32. 
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As was done in this study, confirmatory factor analysis 

is often used to test the fit of the measurement model 

(Hatcher, 1994). The measurement model was estimated by the 

maximum likelihood method (SAS" Institute, Inc., 1989). The 

chi-s(juare value for the measurement model was statistically 

significant, x* = 164.61, p < .001. For this reason, the 

model chi-square statistic was used as a goodness of fit 

index, with smaller chi-s(3uare values relative to the 

degrees of freedom as indicative of an acceptable model fit 

(James, Mulaik, & Brett, 1982; Joreskog & Sorbom, 1989). 

Although the chi-s(juare/degree of freedom ratio for the 

model is 1.65, which met the informal criterion of a ratio 

below 2.0, a number of other results indicated a problem 

with the model's fit. A review of the model's residuals, 

for example, revealed that the distribution of normalized 

residuals was asymmetrical. As shown in Table 16, eleven of 

the normalized residuals were relatively large. Of the 

large residuals, nine were in excess of 2.0, while two were 

in excess of 3.0. 

Since normalized residuals over 2.00 are usually 

considered large and problematic, the large normalized 

residual in Table 16 for items 45 and 8 of 3.84 would 

suggest elimination of both items. However, the Lagrange 

multiplier test indicated that only one item 8, was causally 

affected by more than one latent exogenous variable. Those 

latent exogenous variables impacting 8 included (Fl) 
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organizational commitment; (F2), interrole conflict 

management; and (F4) personal interest/self-development 

role. Because the chi-square would improve without it, item 

8 was eliminated from the measurement model shown in Figure 

6. The family role, (F3) was still measured by three items 

after item 8 was deleted from the study. 

The other high normalized residuals, 3.84 for item 6 

and item 20, and -3.36, for item 45 and 21, were retained. 

Item 6 had a high factor loading of .70 in exploratory 

factor analysis and therefore was retained. Item 45 was 

important to retain because it was a composite value of six 

items measuring multiple role balance. 

Standardized factor loadings for the indicator 

variables are presented in Table 17. The t values obtained 

for the coefficients in Table 17 ranged from 11.89 to 19.30, 

indicating that all factor loadings were significant 

(p < .001). This finding provided evidence supporting the 

convergent validity of the items (Anderson & Gerbing, 1988). 

Convergent validity is achieved when (questionnaire items 

clearly measure the same underlying construct of the latent 

exogenous variables. The t values for the factor loadings 

are statistically significant when the factor loading is 

greater than twice the standard error (Hatcher, 1994). 

Table 17 also provides the reliabilities of the items 

and the composite reliability for each latent exogenous 

variable. Reliability ranged from .388 to .800. Composite 
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Table 17. Propenies of Questionnaire Items Measuring Each 
Latent Exogenous Variable in Revised Measurement Model. 
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Variables 
Standardized 

Loading Reliability'' 

Variance 
Extracted 
Estimate 

(Fl) Organizational 
Commitment 

39 
40 
41 
43 

.848 

.733 

.664 

.623 

17.60 
14.58 
12.88 
11.89 

,811" 
.719 
.537 
.441 
.388 

.521 

(F2) Interrole Conflict 

=45 
d24 

(F3) Family Role 
5 
6 
7 

(F4) Personal Interest/ 
Self-Development 

14 
15 
16 

(F5) Job Role 
20 
21 
22 

.778 

.873 

.647 

.874 

.854 

Role 
.718 
.731 
.894 

.805 

.846 

.700 

Note. • All t values were significa 

14.95 
16.91 

12.68 
17.97 
17.49 

14.44 
14.80 
19.30 

16.26 
17.27 
13.78 

.813" 
.605 
.762 

.838" 
.418 
.764 
.730 

.827" 
.515 
.535 
.800 

.828" 
.647 
.715 
.490 

.684 

.637 

.617 

.617 

at2_< -001. 
" Denotes composite reliability. 
' Multiple Role Balance Questionnaire items 45, 46, 47, 48, 49, and 50. 
•̂  Interrole Conflict Questionnaire items 24, 25, 26, 29, 30, and 32. 
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reliability is a measure of internal consistency comparable 

to coefficient alpha (Fornell & Larcker, 1981). All five 

latent exogenous variables demonstrated acceptable levels of 

composite reliability, with alpha coefficients ranging from 

.811 to .838. 

The final column of Table 17 provides the variance 

extracted estimate for each scale. This is a measure of the 

amount of variance captured by the latent exogenous 

variables, relative to the variance due to random 

measurement error (Fornell & Larcker, 1981) and is used to 

establish discriminant validity. Ade(^ate variance was 

captured by the latent exogenous variables, since the 

variance extracted estimate for the five ranged from .521 

for organizational commitment to .684 for interrole 

conflict, and all exceeded .500, the recommended level by 

Fornell and Larcker (1981). Therefore, discriminant 

validity, defined as a group of items which measure only one 

latent construct, was established. 

As indicated in Table 18, the item with the greatest 

relationship with the family role is 6, which is closely 

followed by item 7; item 6 was the time commitment to make 

the spouse feel loved and item 7 was the time and effort in 

building and maintaining a marital relationship. The 

Pearson correlations of both of the items which dealt with 

time were significant, 6 = .878, and 7 = .850 respectively, 

p < .001. The third item for family role, 5, the major 
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Table 18. Pearson Correlations Coefficients of the 
Questionnaire Items Measuring the Latent 
Exogenous Variables in the Revised Structural 
Model. 

Latent Exogenous Variables 

Items FR PI/SDR JR IC OC 

5 .646** 

6 .878** 

7 .850** 

14 .718** 

15 .734** 

16 .892** 

20 .805** 

21 .850** 

22 .692** 

a 50 .794** 

''24 .852** 

39 .850** 

40 .725** 

41 .663** 

43 .619** 

Note. FR = Family Role, PI/SDR = Personal Interest/Self-
Development Role, JR = Job Role, IC = Interrole 
Conflict, OC = Organizational Commitment. 

** p < .001. 
^ Questionnaire items 50, 47, 46, 48, 49, & 45. 
^ Questionnaire items 24, 25, 26, 29, 30, & 32. 
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satisfaction of life is from the marital relationship, also 

was found to be significant at .646 (p < .001). 

One item, 16, time for personal interest/self 

development, had the greatest relationship with the personal 

interest/self-development role. Item 16 was significant and 

positive at .892 (p < .001). The other two items, 15 and 

14, were also significantly positive at .734 and .718 

respectively (p < .001). Item, 15, was "time to pursue 

personal relationships," while item 14 was "time to pursue 

goals in education and/or self development." 

Interestingly, the items, 21 and 20, had the greatest 

relationship with the job role; .850 and .805, respectively 

(E < .001). The perceived feeling of success on the job, 

item 21, and the feeling of achievement, item 20 were 

identified as most important to the job role. Contradictory 

to the findings related to fconily role and the personal 

interest/self-development role, item 22, "time and effort to 

develop a valued career," had*a lesser relationship with the 

job role, .692. 

Although the multiple items of 24, 25, 26, 29, 30, and 

32 measuring interrole conflict, had the greatest 

relationship with interrole conflict, the multiple items of 

45, 46, 47, 48, 49, and 50 measuring multiple role balance, 

also had a significant relationship with interrole conflict. 

Both sets of items were positively significant, items 24, 
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25, 26, 29, 30, and 32 = .852; and items 45, 46, 47, 48, 49, 

and 50 = .794, respectively, p < .001. 

Results of the study indicated that item 39, "the Texas 

Agricultural Extension Service is a great organization at 

which to work," was the strongest predictor of 

organizational commitment, .850 (p < .001). The second 

strongest predictor of organizational commitment, item 40, 

"pride in telling others of employment with the Texas 

Agricultural Extension Service," was significant, .725 (p < 

.001). The other two items, 41 and 43, were also 

significant , .663 and .619, respectively, p < .001. Item 

41, was "the Texas Agricultural Extension Service inspires 

my best job performance" and item 43 was "I really care 

about the future of the Texas Agricultural Extension 

Service." 

Goodness of fit indices for the revised measurement 

model are presented in Table 19. The revised measurement 

model displayed values greater than .9 on the normed-fit 

index (NFI), the non-normed-fit index (NNFI), and the 

comparative fit index (CFI), indicative of an acceptable fit 

(Bentler & Bonett, 1980; Bentler, 1989). Therefore, the 

revised model was tentatively accepted as the final 

measurement model, and a number of tests were conducted to 

assess its reliability and validity. 

The validity of the proposed model (Figure 5, Chapter 

II) can be established by comparing the chi-s(3uare of the 
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proposed model with the measurement model. A finding of no 

significant difference indicates the proposed model is 

successful in accounting for the observed relationships 

between the latent exogenous variables (Anderson & Gerbing, 

1988) . The chi-s(3uare for the measurement model was 

subtracted from the chi-s(iuare for the proposed model with 

the resulting chi-square difference of (164.61-128.06) 

36.55. The degrees of freedom for the test are e(3ual to the 

difference between the df for the two models, in this case 

14 (100-86) . The critical chi-s(juare value with 14 df is 

23.685 (p < .05), indicating a significant difference. This 

finding indicates that the proposed model was unsuccessful 

in accounting for the relationships between the latent 

exogenous variables and was rejected. 

Structural Model 

The revised measurement model in Figure 7 is identical 

to the measurement model in Figure 6 with the exception that 

item 8 has been dropped as a measure of the family role. 

The revised measurement model now becomes the structural 

model. This structural model was examined by path 

analysis. Goodness of fit indices for the model appear in 

Table 19, in the row identified as Measurement Model. 

Values on the non-normed-fit (NNFI) index and comparative 

fit index (CFI) were acceptable since they both exceeded .9. 
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The model testing began by attempting to identify paths 

that could be dropped from the model without significantly 

impairing the model's fit. The causal path linking 

interrole conflict to performance ranking proved to be 

nonsignificant. As shown in Figure 8, the standardized path 

coefficient for the path from interrole conflict management 

(F2) to performance ranking (VI) was .007, ns. The Wald 

test suggested it would be possible to delete the path from 

interrole conflict to performance ranking without a 

significant increase in chi-s(3uare, so the path was deleted. 

However, dropping the path interrole conflict to 

performance ranking from the first structural model would be 

acceptable, only if it did not result in a significant 

increase in the chi-s(5niare. As shown in Table 19, the 

difference was nonsignificant (x^= -.02), therefore, the 

path from F2 to VI was deleted from the model. 

The strongest path coefficients were the paths of 

personal interest/self-development role to interrole 

conflict at .690 (p , < .001) and the job role to 

organizational commitment at .407 (p < .001). Other 

significant paths were interrole conflict to organizational 

commitment at .241 (p < .001), and job role to interrole 

conflict at -.155 (p < .001). Although the path from family 

role to interrole conflict at -.079 would appear to warrant 

deletion, according to the Wald test, there would not be an 
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improvement of chi-s(iuare if it were deleted. It was 

therefore, retained in the study. 

The revised structural model was then estimated. Fit 

indices for this model appear in Table 19. Once again, 

overall goodness of fit indices for the model were 

acceptable, with values on the NNFI and CFI in excess of .9. 

As shown in Table 19, the parsimony ratio from the 

first structural model to the revised structural model 

improved by .08 (.792 to .780). The parsimony ratio (James 

et al., 1982) indicates the parsimony of the overall model, 

with higher values reflecting the greater parsimony. 

Therefore, the revised structural model as shown in Figure 9 

was determined to have the more acceptable fit. 

Wald test of the revised structural model did not 

reveal any additional causal paths between latent exogenous 

variables that could be deleted without affecting the 

model's fit. Likewise, the Lagrange multiplier tests 

(Bentler, 1989) did not identify new causal paths that 

should be added to the revised structural model. 

Fit indices for the revised structural model also are 

presented in Table 19. It can be seen that the fit indices 

of NNFI and CFI were not only above .9, but also CFI was 

somewhat higher in the revised structural model than in the 

first structural model. Chi-s(iuare and degrees of freedom 

for the first structural model and the revised structural 

model were very similar. Chi-s(3uare for the first 
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structural model was 132.52 with 95 degrees of freedom 

while chi-s(3uare for the revised structural model was 132.54 

with 96 degrees of freedom. 

The nonsignificant chi-S(juare of 132.54 indicated that 

the revised structural model provided an acceptable fit. 

These findings indicated that the causal relationships 

described in the revised structural model were successful in 

accounting for the observed relationships between the latent 

exogenous variables and the manifest endogenous variable. 

In addition to these justifications for the revised 

structural model, the distribution of normalized residuals 

were most symmetrical, although there still were eleven 

normalized residuals exceeding 2.00. 

Investigations of the normalized residuals of the first 

structural model in Table 20 and the normalized residuals in 

the revised structural model in Table 21 revealed 11 

problematic residuals exceeding 2.00. The larger residuals 

ranged from 2.66 to 3.31. Although residuals above 2.00 are 

considered indicators of problems of specification errors in 

the model, a model's fit need not meet all the criteria to 

be deemed acceptable (Hatcher, 1994). 

Combined, these findings generally provide support for 

the revised structural model over the other models tested. 

The revised model as shown in Figure 9 was, therefore, 

retained as the final model. Standardized path coefficients 

appear on the causal paths in Figure 9. The revised 
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ĉ i 
cn 
rD 
2 
:a 
• 
o m 
. 

ON 
CM 

O 
CM 

>o* 
CM 

Tf" 
CM 

P 
1) 

U 

n
n

ai
 

o 
cn 
3 

II n II 

> ? 

"c 
2: 

.9 ^ 



113 

CM 

o o 

o o 
IT) 

m 
CN 

•3 •u 
•JI 

"> 
u 

ci 

•JI 

— 

> 

i) 
CO 

c 
•X 

CQ 

o 

cn 

E 

o 

NO 

o o 
0\ 
00 cs 

o o 

o o 
o 

oo 

o o 
o 

o 
T f 

o 

ON 
cn 

O 
O 

o 

vn 

— 

w-i 

"̂  

o 

0 0 

o 

o 

1 

CN 

O 

CM 
VO 

< 0 

1 

T f 

m 
t 

NO 

o 

vo 

C7N 
ON 

O 

CM 

o 

T f 

• ^ 

NO 
VO 

CS o — r4 

vo 

vn 

T f 

lO 

o <̂  
cs 
cs 

m 
Tf 

0 0 

cs 
l O 
l O 

o 
0 0 

CN 
CN) 

Tf 
C3N 

o -> — o 

o 
o 
o 

cn 
ON 

c 

1 

T f 
0 0 

C?N 

o 

<3v 
O 

t^ 

O 

T f 
O 
"" 

( S 
T f 

o 
o 

«o 
T f 

o 
o 

1 

CM 

<o 

1 

ON 
0 0 

O 
00 

1 

O 

o — — o — — o — 

o 
o 

T f 
cn 
CM 

CNJ 
Tf 

CM 
VO cn 

«o 
cn 

on
r 

•JI 

u 3 

a 
1) 
r^ 

— eo 
c 
o 
E 
< 
cn 
a 
3 

•a 
cn 
lU 

OtJ 
• 3 

li
ze

 

CIS 

E 
k . 

o 
Z 

t — 

cs 
u 

J O 
ca 

H 

m 
T f 

^̂  
T f 

O 
T f 

ON 

cn 

> 
• 

cn 
JU 
£> 
CS 
k r i 

cs 
> 

cs — — 

o o 

o o 

o 
>o 

o o 

oo 
cs 

l O 

o o 

Tf 
cn 

cn 

cn 

CM 

cs 
04 

00 m 
cn 

— Tf 
m — 

O — — —i 

CN 
NO 

00 

Tf 
o 
cs 

00 

o 
vo 

o 
o — — 

cn 
o 
cs — 

00 

d 

•^ oo 
00 • v 

00 \r\ 

9 ° 

o 

cs' 

NO 
T f 

cn 
cs 

o 
d 

o 
cn 

CS 

o 
o — 

>o 

o 

cs 

o 
cn 

o 

o 
ON 

O — 

d d 

m 

d 

o 
d 

cn 

Tf 
cn 

NO 

cn 
vo 

— o 

C7V 
VO 

CS 

o 

CM 
VO 

00 
VO 

— o 

o 
Tf 

1 ^ 
C3N 

Tf 

o 

cs 
o 

o 
cs' 

vo 

00 
cn 

d 

c^ 
CN 

ON 
CN) 

o -< — 

c^ 

cn 
cn 

NO 

o 
CM 

VO 

vo 
o 

cs 

o 

t^ 

o 
NO 

« 

0\ 
cn 

o 
Tf 

cn 
Tf 

«o 
Tf 

T f vo NO vo vo o cs ( S 
cs 
cs 

- g 

- ^ " 
cn 

•«• C\ cs 
vo" 

_ CM 

NO'̂  

T f ^ 

e g g 

T f 

a. 

cs 
c 
c 

_o 
cn 
U 
3 

a 
o 
vo 

<o 
k. 

'3 
c 
c 

_o 
tlj u 
3 

a 
T f 



.^j«^.w>!..'i?ia 

114 

structural model in Figure 9 is identical to the first 

structural model in Figure 8, with the exception of the 

deletion of the path from F2, interrole conflict, to VI, 

performance ranking. 

It is important to note in Figure 9 that both latent 

exogenous variables, interrole conflict (F2) and 

organizational commitment (Fl) are mediating variables. 

According to Hatcher (1994), a mediating variable conveys 

the effect of an exogenous variable to an endogenous 

variable. As shown in Figure 9, family role, personal 

interest/self-development role, and job role are mediated by 

interrole conflict and organizational commitment to 

performance ranking. While job role has a negative 

standardized path coefficient of -.154 (p < .01) to 

interrole conflict management, there is a positive 

significant standardized path coefficient of .407 (p < .001) 

from job role to organizational commitment. Therefore, job 

role is mediated not only by interrole conflict, but also by 

organizational commitment to performance ranking. 

Analysis of the model has provided a glimpse of the 

dynamics of the variables within the Texas Agricultural 

Extension Service. To better understand the impact of the 

variables, however, it is important to consider the results 

of the model analysis as related to the specific research 

questions. 
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Research Question 1 

What are the relationships among family role, personal 
interest/self-development role, and job role? 

The results as shown in Figure 9 indicated no 

significant relationships among the family role, personal 

interest/self-development role, and the job. The family 

role to both personal interest/self-development role and job 

role, were non-significant Pearson correlations of .027 and 

.140 respectively. The personal interest/self-development 

role to the job role was a non-significant -.037. 

Therefore, findings of this study did not provide evidence 

of relationships among the family role, personal 

interest/self-development role, and the job role. 

Research Question 2 

What are the impacts of family role, personal interest/self-
development role, and job role on interrole conflict by 
County Extension Agents? 

Although family role and job role were both found to 

be negatively correlated with interrole conflict, only the 

weak relationship with job role was significant at -.154 (p 

< .01). However, the personal interest/self-development role 

was significantly and positively correlated with interrole 

conflict management with a standardized path coefficient of 

.690 (p < .001). 

In this analysis, interrole conflict is a mediating 

variable for the personal interest/self-development role and 

the job role. The impact of the personal interest/self-
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development role is mediated through interrole conflict to 

organizational commitment. Interestingly, the job role has 

contradictory causality. There is a negative path 

coefficient of -.154 (p < .01) from the job role to 

interrole conflict, but there is a stronger path coefficient 

of .407 (p < .001) from the job role to organizational 

commitment. 

Research Question 3 

What are the effects of interrole conflict on and 
organizational commitment? 

The standardized path coefficient of .241 (p < .001) 

from interrole conflict to organizational commitment was 

significant. Although a .241 path coefficient is 

significant, it is reflective of a very weak relationship. 

Consequently, the research findings indicate a very weak 

positive relationship between interrole conflict management 

and organizational commitment. 

Research Question 4 

What are the relationships of interrole conflict and 
organizational commitment on performance ranking? 

In the first structural model, there was a non 

significant relationship between interrole conflict and 

performance ranking. The standardized path coefficient was 

-.007. Because the coefficient was non significant, the 

path from F2 to VI, was eliminated from the study. 
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The standardized path coefficient of organizational 

commitment to performance ranking was .167. Although .167 

represents an extremely weak relationship between 

organizational commitment and performance ranking, it was 

significant at p < .01. 

The model in Figure 9 is reflective of the dynamics 

within the Texas Agricultural Extension Service, but 

respondents' comments provide additional enlightenment on 

the attitudes within the organization. The following 

sections provide respondents' specific comments related to 

the research c[uestions. 

Respondents' Comments 

It is important to note that the majority or 

approximately 75% of respondents did not add written 

comments. It could be surmised these respondents were 

satisfied with the organization or uneasy in expressing 

their concerns. Respondents who provided suggestions for 

organizational improvement also indicated general 

satisfaction with the organization. 

Of the 25% of respondents who made comments, 

approximately 60% were negative comments concerning the 

organization. These comments may have reflected 

disillusioned employees of an organization in transition. 

Factors of transition as indicated in the free responses 

include an uncertain economic future, contradictory 



r-.^-'.-.l-^pi^^HBHHi^ 

118 

communications or lack of communication from administration 

to the front line (County Extension Agents), and no clearly 

defined and clearly communicated family-supportive work 

policies. 

Research Question 1 

What are the relationships among family role, 
personal interest/self-development role, and job role? 

The majority of comments which addressed the first 

research question shared one common factor—lack of time. 

As indicated from the results of this study and the 

respondents' comments, time was the all-important limited 

resource which impacted performance in all three roles: 

family, personal interest/self-development, and job. 

The comments that specifically addressed the first 

research question included: 

— I consider my role with TAEX both demanding and 

challenging. The time commitment does make it difficult to 

spend quality time with family/friends. However, I feel 

that TAEX is no different than any other professional 

organization. We are each responsible for finding and 

achieving balance within our live. 

—The job is very demanding, sometimes not allowing 

time or energy for quality family time or self-development! 

However, the job is very rewarding and allows one to succeed 

at your own pace. This I like. 
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— I feel Extension demands excellence and that [it] is 

difficult to balance work and family. Extension says put 

family and self first, but evaluations are based on numbers 

and quantity of work accomplished. Although I feel I 

contribute fully to Extension, I am not compensated 

adequately. 

—Single employees often find themselves taking on 

several responsibilities because co-workers and clients 

assume we have more time. This is a constant struggle. 

Furthermore, employees who work feeling overwhelmed and 

exhausted experience more health problems and ultimately 

this affects work production. 

—As a single person, I feel it is just as hard to 

juggle family and personal roles. Everyone thinks if you're 

single you don't have any other life or need time for 

yourself. 

— I really enjoy working for TAEX, but often feel that 

I am unable to fulfill all expectations of work and home. I 

am also concerned about having and raising children as a 

TAEX employee. I have no time for family activities now and 

don't know how I would balance if I had children! 

— I added up hours worked the first week in Qctober in 

1995 and it came to 87. I have averaged 52 hours a week the 

other three weeks. I can't take care of my elderly mother, 

see my husband, as well as take care of myself. 
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Research Question 2 

What are the impacts of family role, personal 
interest/self-development, and job role on interrole 
conflict of County Extension Agents? 

Extension Agents also indicated guilt feelings when 

choosing family activities over a work responsibility. It 

seemed some Agents felt conflicted in determining 

priorities, especially when the job is so demanding and time 

intensive. 

Qne respondent commented on the divorce rate in 

Extension. Although there is a perception that the divorce 

rate of Extension Agents is high, results from this study 

indicated a divorce rate of 23.8% which is not high as 

compared to the national divorce rate. 

— I have real guilt for the time I have taken away from 

my wife and children through the years to be a dedicated 

agent and employee. 

—TAEX needs to encourage us to not feel guilty when we 

select to do family activities versus TAEX responsibility as 

long as work gets done. 

—My children were basically raised by my wife. These 

child rearing opportunities are experiences lost forever. 

Balancing family and job? NQ WAY, just look at the divorce 

rate in Extension. 

—For the quality and quantity of work a good agent 

does, the pay is not close to adequate compensation. Time 

is the biggest negative factor of this job. It creates 
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problems at home and is partly responsible for my first 

divorce. 

Research Question 3 

What are the effects of interrole conflict on 
organizational commitment? 

The respondents' comments which addressed the second 

research question, again reflected a common theme of time 

constraints. The lack of time was repeatedly listed as 

stress producing. Results of the study indicated that a 

majority or 77.3% of the respondents worked an average work 

week of more than 50 hours per week. With such long work 

hours, it is understandable that Extension Agents complain 

of work-related stressors. The stress and the demands of 

the job certainly create real hazards for County Extension 

Agents. Such hazards include overwork, stress-related 

health problems, and lengthy travel especially when 

physically spent. 

The comments that specifically addressed the third 

research question included: 

—If I did not have an understanding wife and family I 

could not have had a career in TAEX. Too much conflict and 

demands from work can and often does cause serious family 

problems. The only resentment I hold toward TAEX as a 

result is no c[uality time for family and personal interests 
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—Through experience, I have learned to limit my 

commitment to TAEX. Qvercommitment to TAEX in a rural 

county for many years helped destroy my first marriage. 

Time away from home, night meetings, lunch meetings, weekend 

activities left little time for my husband. Planning months 

in advance for Extension made it impossible to do "impulsive 

things" with family or friends. 

—TAEX is very stressful. Job role is confusing—too 

many roles and subject matter areas. Too much paperwork. 

Have enjoyed many aspects of Extension, but it has caused me 

mental fatigue. I worry that our job is not appreciated. 

—Family matters are stressful. I get to attend very 

few children's activities. I work long hours during the 

week and often I am so stressed out that I get sick 

(temperature, cold, etc) and many times too sick or tired to 

do personal work on weekend (if I have it off). The work 

load is too much, too inclusive—we are trying to be too 

much to everybody. Too many programs are added and none are 

dropped. We either need to reduce the work load or 

compensate agents for extra time away from family and 

personal development. 

—Extension employees who do it right have high levels 

of stress and no personal time. At the same time agents in 

county are not paid for what they do. Extension can survive 

without the TAEX staff, but can TAEX staff survive without 

county agents? NQ! It's time the Administration takes care 
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of the people that are the backbone of this organization or 

it will die! 

Research Question 4 

What are the relationships of interrole conflict and 
organizational commitment on performance ranking? 

Again, respondents' comments emphasized the lack of 

time as being a problem. In fact, one agent exclaimed 

"those who do the performance appraisal win the "time demand 

battle 90% of the time." 

Qther comments which addressed the fourth research 

question focused on committed Extension Agents who placed 

organizational needs above personal and family needs. The 

results of the study indicated that Agents devoted the 

necessary time to fulfill job responsibilities, but at the 

sacrifice of family and personal time. Qne Agent offered a 

coping strategy to deal with the lack of personal time. 

This Agent suggested "to shut [the] door, take [the] phone 

off [the] hook, and withdraw from my job for a few minutes." 

Agents complained of high organizational expectations, 

lack of administrative support, no family-supportive 

policies, increased paperwork, and travel time to district 

and state events and activities. These Agents' concerns 

impact attitudes toward the organization. 
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Qther comments that specifically addressed the fourth 

research question included: 

—Without genuine support from management to allow us 

to truly balance work and family, our overall productivity 

suffers. Many of our best employees seek employment 

elsewhere. 

— I am burning the candle at both ends. My 

professional expectation and personal desire to achieve and 

make a difference for the people we serve all too often 

conflicts with any opportunity to have quality time with my 

family and friends. It is easy for administrators to say 

plan for family first, and use all your annual leave, but 

when work load and clientele demands have you working 2 to 3 

evenings per week and 2 to 3 Saturdays per month, the 

realities of the job won't allow this to happen with any 

degree of success. 

— I really neglected my children during their early 

years. Perhaps choosing to spend time for work versus 

family is something I need to change. 

—Even though I enjoy my position with TAEX and gain 

much, the organization is not family friendly. Little is 

done to encourage or assist agents in their family or 

personal lives. 

— I put in an additional 7 to 8 hours in travel time 

going to the district office for meetings and events. I 

feel that I have to pay to go to work! 
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— I would like the option of tele-commuting maybe three 

days per week. I believe we have to be accessible to 

clientele, however, I would like to be accessible to my 

young children as well. 

— I am young and am proud to be a county Extension 

agent. I do, however, have some concerns with this 

organization. The tremendous work load and the lack of 

family time keeps me thinking about seeking employment 

elsewhere. 

—My job satisfaction comes from accomplishing goals I 

believe are important and meet with TAEX goals. Personal 

satisfaction is a job done well. 

Summary 

This chapter presented the findings of the study 

investigating the effects of multiple roles on interrole 

conflict management and organizational commitment as related 

to performance ranking. Participants of the study were the 

478 County Extension Agents in Texas with 344 participants 

retained for the final analysis. The following were the 

major findings in the study. 

Using the preliminary step of exploratory factor 

analysis with a review of eigenvalues and normalized 

residuals, the latent exogenous variables in the study were 

defined by specific questionnaire items. The family life 

role was identified by three items, time commitment to 
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marriage, and time and effort in maintaining marital 

relationship, and satisfaction in marital relationship. The 

personal interest/self-development role also was identified 

with three items. Those items included time for personal 

interests/self-development, time to pursue personal 

relationships, and time to pursue educational/self-

development goals. The job role was defined by three items 

including perceived feeling of success on the job, 

achievement of importance on the job, and value of the 

career. 

The two, highly correlated latent exogenous variables of 

interrole conflict and multiple role balance were integrated 

into one latent exogenous variable, interrole conflict. Six 

c[uestionnaire items comprised interrole conflict. They 

included work schedule conflicts with family; after work, 

the agent comes home too tired to do anything; work 

distracts personal interests; work impacts disposition; job 

demands impact ability to relax; and work time negates 

family time. Multiple role balance also was measured by six 

questionnaire items. Items included not balancing any role 

well, balance some roles well but at the expense of others, 

wish to better manage roles, family and work commitments 

impact personal time, job travel requirements impact role 

management, and managing my multiple roles leaves me 

exhausted most of the time. 
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Organizational commitment was defined by the four 

questionnaire items. Items included praise the organization 

to others, pride in the organization, the organization 

inspires my best performance, and concern for organizational 

future. 

Analysis of the first structural model revealed an 

unnecessary path from interrole conflict management to 

performance ranking. Since chi-square did not change 

significantly as a result of the deletion of path F2 to VI, 

a simplified model was achieved. 

The revised structural model differs from the 

measurement model in four ways: 

1. The questionnaire item 8, expect to work hard to 

build a marital relationship even if it means 

limiting my opportunities to pursue other goals 

was not a good measure of family role, and 

therefore was dropped from the model. 

2. Since interrole conflict and multiple role balance 

were found to measure to the same construct, the 

two variables were integrated into one variable, 

interrole conflict. 

3. Since the standardized path coefficient from 

interrole conflict to performance ranking was 

low, and the Wald test indicated as improved chi-

square if the path was eliminated, the path was 

dropped from the model. 
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4. Since the path from interrole conflict to 

performance ranking was dropped, organizational 

commitment became a mediating variable linking 

the other variables to performance ranking. 



CHAPTER V 

SUMMARY, CONCLUSIONS AND RECOMMENDATIONS 

This chapter includes a summary of the study, 

interpretation of the data, results of the model testing, 

and conclusions drawn from the analysis. Implications 

suggested by the findings and specific recommendations for 

further research also are included in this chapter. 

Summary 

The primary purpose of the present study was to examine 

the relationships of multiple roles, interrole conflict, 

multiple role balance, and organizational commitment to 

performance ranking of County Extension Agents in Texas. 

Specifically, the research questions investigated in the 

study included: 

1. What are the relationships among family role, 

personal interest/self-development role, and job 

role? 

2. What are the impacts of family role, personal 

interest/self-development role, and job role 

on interrole conflict of Coiinty Extension 

Agents? 

3. What are the effects of interrole conflict on 

organizational commitment of County Extension 

Agents? 

129 
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4. What are the relationships of interrole conflict 

and organizational commitment on performance 

ranking? 

Although work and family interface as well as 

organizational commitment have been major research foci, 

there has been little empirical research which examined the 

impact of the management of nonwork role-related variables 

on organizational commitment and performance ranking in the 

Extension Service. Therefore, investigation of the 

plausibility of the proposed model in this study depicting 

the intricate relationships among the family role, personal 

role, and job role related to interrole conflict, 

organizational commitment, and performance ranking is a 

meaningful research objective. 

The statewide survey was designed to assess Extension 

Agents' perceptions of family role, personal interest/self-

development role, job role, interrole conflict, and 

organizational commitment. Performance ranking determined 

by their supervisor was used as the manifest endogenous 

variable. A survey research design was employed using a 

self-administered (questionnaire completed on November 1, 

1995 by County Extension Agents during a statewide 

conference of the Texas Agricultural Extension Service. 

The research instrument was comprised primarily of 

previously valid and reliable scales on family, job, 

interrole conflict, and organizational commitment. The 



131 

scale on personal interest/self-development was adapted from 

an Extension survey. The multiple role balance scale was 

researcher developed. The instrument was reviewed by a 

panel of experts in Texas and pilot tested by Extension 

Agents in Oklahoma. Steps were taken to ensure reliability 

and validity of the instrument. The sample for the final 

analysis represented 344 County Extension Agents in Texas. 

Exploratory factor analysis was used to identify the 

underlying patterns of responses to measure the latent 

exogenous variables of the family role, personal 

interest/self-development role, job role, interrole 

conflict, multiple role balance, and organizational 

commitment. The two highly correlated latent exogenous 

variables of interrole conflict and multiple role balance 

were integrated into one latent exogenous variable, 

interrole conflict. 

Findings and Conclusions 

The SAS'* CALIS program was used to test the theoretical 

model and to answer the research questions of the study. 

When the relationships among the family role, personal 

interest/self-development role, and the job role were 

examined no significant correlations were found. Although 

the parenting role had been eliminated from this study, it 

is worthy of consideration for future studies. Perhaps 

Extension Agents integrate their family roles, such as 
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parenting and/or marital roles, into their job role. For 

example, many Extension Agents have spouses and children who 

are directly involved in such Extension programs as 4-H. 

This may be one explanation for the lack of significance 

among the family, personal interest/self-development, and 

job roles in this study. 

By contrast, the findings of the second research 

question were contradictory. The standardized path 

coefficients of family role, personal interest/self-

development role, and job role to interrole conflict yielded 

very different results. The family role (F3) to interrole 

conflict (F2) standardized path coefficient was a 

nonsignificant -.079, while the job role (F5) to interrole 

conflict (F2) standardized path coefficient was a 

significant -.154 (p < .01). Both path coefficients 

represented negative relationships. The third path, 

however, from personal interest/self-development role (F4) 

to interrole conflict (F2) resulted in a strong positive 

standardized path coefficient of a significant .690 at p < 

.001. This finding suggested the personal interest/self-

development role is the predominant positive predictor of 

interrole conflict. This result supported previous 

empirical studies that conflicting personal role 

expectations are a key source of stress for individuals 

managing multiple roles (Hall & Hall, 1979; Johnson & 

Johnson, 1977; Poloma, 1972; Rapaport & Rapaport, 1978). 
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Based on the County Extension Agents' comments, the lack of 

time for personal interest/self-development was the greatest 

source of interrole conflict. 

The results of the study as well as the respondents' 

comments provide further support for Bell et al. (1990) who 

believed people achieve success at work only by making 

sacrifices in their personal relationships. A major finding 

of this study, was the strong positive relationship of the 

personal interest/self-development role to interrole 

conflict. Frustration of County Extension Agents from lack 

of personal time can be linked to interrole conflict. 

Although time commitment appeared to be the strongest 

predictor of both the family role and the personal 

interest/self-development, time was the weakest predictor of 

the job role. This finding supported the time-based 

conflict theory as identified by Greenhaus and Beutell 

(1985). The time-based conflict theory is manifested by 

interference of time demands from one role with partici

pation in other roles. Based on theory, the findings 

suggest that Extension Agents who devote the necessary time 

to fulfill job responsibilities, may also sacrifice time for 

their family and personal interests. Moreover, this 

empirical finding supported findings from two previous 

Extension studies. Church and Pals (1982) found "evening 

and weekend work" to be the second most important reason 

agents cited for resignation from Extension. Likewise, 
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St. Pierre (1984) discovered that "working too many hours" 

was the fourth priority for resignation. The results of 

this study corroborate the previous studies' findings that 

Extension employees work long hours. The majority (77.3%) 

of the County Extension Agents who work more than 50 hours a 

week are likely to be concerned with time constraints due to 

a lack of control of how job time is spent. Constant 

clientele demands, multiple levels of accountability, and no 

flextime or compensatory time organizational policies are 

issues County Extension Agents face on a daily basis. 

Empirical findings which answered the third research 

question concerning the effects of interrole conflict on 

organizational commitment yielded notable results. During a 

review of the normalized residuals, it was determined that 

the latent exogenous variables of interrole conflict and 

multiple role balance were intercorrelated and, therefore 

were integrated into one latent exogenous variable, 

interrole conflict. Interrole conflict, was found to have a 

significant weak positive standardized path coefficient of 

.241 (p < .001) to organizational commitment. This finding 

provided limited support for Becker's (1960) exchange theory 

that the individual perceives positive and negative elements 

of various roles in terms of an exchange relationship with 

the organization. A favorable exchange would result in 

higher organizational commitment, while interrole conflict 
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would be a negative exchange resulting in reduced 

organizational commitment. Of particular interest, a 

significant moderate positive standardized path coefficient 

of .407 (p < .001) was identified from the job role to 

organizational commitment. 

Analysis of the fourth research question, provided 

little support for the hypothesized relationships of 

interrole conflict and organizational commitment to 

performance ranking as shown in the proposed model. 

Although there was a significant positive standardized path 

coefficient from organizational commitment to performance 

ranking, it was a minimal .167 p < .01, and reflected a very 

weak relationship between the latent exogenous variable, 

organizational commitment with the manifest endogenous 

variable, performance ranking. Therefore, the hypothesized 

significant positive relationship of organizational 

commitment to performance ranking was not supported. 

The model of multiple role balance proposed in the study 

(Figure 5, Chapter II) received limited support and some 

modifications seem warranted. An important revision of the 

model was the integration of interrole conflict and multiple 

role balance into one latent exogenous variable, interrole 

conflict. Also, the path from interrole conflict to 

performance ranking was eliminated from the model. Interrole 

conflict and organizational commitment became mediating 

variables linking the other variables to performance 
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ranking. These revisions provided the best possible fit of 

the data to the model. 

The important findings of this study emphasize the 

relationship of time and the various roles an individual 

must manage. Time constraints were strong positive 

predictors of family role and personal interest/self-

development role, however, time was a weak predictor of job 

role. Other important findings included the personal 

interest/self-development role as the strongest predictor of 

interrole conflict, the job role as positively linked to 

organizational commitment, and organizational commitment as 

only weakly related to performance ranking. 

Limitations and Strengths 

The results of this study must be interpreted somewhat 

tentatively due to limitations of the investigation. The 

research design of the self-administered questionnaire, 

however common in social science research, may have produced 

perception inflation which would artificially elevate the 

empirical results (Crampton & Wagner, 1994). Responses from 

some County Extension Agents to the questionnaire items may 

have reflected an inflated perception of the family or job 

role. Conversely, because of the sensitive nature of many 

questionnaire items, some respondents may have provided less 

than honest responses. Some County Extension Agents may 

have been uncomfortable in sharing their concerns about 
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interrole conflict. Although every effort was made to 

preserve respondent anonymity to encourage participation and 

to minimize missing data, respondents may have given 

socially acceptable responses. 

The data collection methodology of a one time data 

collection procedure rather than a longitudinal study 

limited the study. The results reflected the attitudinal 

perceptions of the respondents. Causal modeling studies 

such as this study are single-sample studies in which a 

series of data-driven modifications are made to arrive at 

the best possible fitting model. This model development 

approach could result in a model that does not generalize to 

the population or to other samples. Therefore, the results 

of the study must be considered tentative until it has been 

replicated. 

During data analysis, it became apparent that the 

instrument needed further refinement. A number of 

questionnaire items were eunbiguous, redundant, or contained 

multiple concepts on several of the questionnaire items. 

For exeunple, the questionnaire item 23, "I value being 

involved in a career and expect to devote the time and 

effort needed to develop it" should have been two separate 

items. 

Another possible problem with the instrument involved 

the definition of family. The different perceptions or 

definitions of family structure should have been addressed. 
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As Burge and Culver (1989) have noted differences in family 

structure cause respondents to perceive the notion of 

"family" differently. As indicated from several 

respondents' comments, certainly acknowledgement of the 

"significant other," the extended family, the blended 

family, the single-parent family, and singles should have 

been included in the study. 

Since there were no previously valid and reliable 

instruments on multiple role balance, a researcher-developed 

scale was used. Factor analysis revealed the multiple role 

balance items were similar to the interrole conflict items. 

Because the items were measuring the same construct, the two 

scales were integrated into one. 

An obstacle of the study was the ordinal data of the 

manifest endogenous variable, performance ranking. 

According to Hatcher (1994), all endogenous variables should 

be assessed with interval or ratio data. Although it has 

been argued that in some cases, ordinal data may be treated 

as interval data without serious problems (Asher, 1988), 

this issue remains controversial. In this study, the 

performance ranking score did not provide adequate variance. 

The homogeneity of the sample also was problematic. 

Since there is a high attrition rate in the Extension 

Service, those who remain employed may have a strong 

commitment to the organization. Consequently, many 

respondents displayed very similar responses reflective of 
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"groupthink." The positive significant relationship of job 

role to organizational commitment seems to support the 

possibility of collective "groupthink". 

For a more complete understanding of the work and family 

connection, there are a number of other variables not 

identified in this study which need to be addressed. These 

include parenting responsibilities, job satisfaction, family 

satisfaction, life satisfaction, personal satisfaction, job 

involvement, propensity to resign from the organization, 

absenteeism, motivation, and self-esteem. These variables 

are worthy of inclusion in future studies. 

A strength of this study is the statistical procedure 

used to analyze the data. Path analysis is a statistical 

tool used to test theoretical models that specify causal 

relationships among variables. Path analysis can determine 

whether one's proposed model successfully accounts for the 

actual relationships in the observed sample (Hatcher, 1994). 

Results of path analysis reflect an holistic approach to a 

research problem, taking into account all the identified 

variables relationships. 

Despite the previously mentioned limitations, the study 

does have implications for family and consumer sciences 

professionals, business management, and the Texas 

Agricultural Extension Service. Implications and 

recommendations are presented in the next section. 



\< 

140 

Implications and Rer!mmnpndations 

Results of the study provided a profile of the 

perceptions of County Extension Agents in Texas on multiple 

roles, interrole conflict, and organizational commitment. 

It is important to note that an individual's perception is 

the framework for that individual's reality. Therefore, 

this study appropriately used perceptions of roles for the 

five latent exogenous variables rather than other objective 

measures of roles (Cripps, 1986). In light of this fact, it 

seems reasonable that multiple roles and interrole conflict 

are important indicators to consider when assessing life 

c[uality for those who are involved in both career and family 

situations. As Schultz and Henderson (1985) have 

acknowledged, there are many studies focusing on the effects 

of work on families that show work often has a negative 

impact on family. They (Schultz & Henderson, 1985) have 

noted the leading causes of conflict as excessive work time, 

schedule conflicts, and fatigue due to work. 

The study provides a basis for professionals to 

implement strategies in working with individuals and 

families to reduce conflict and enhance life quality. 

Appropriate recommendations for professionals in family and 

consumer sciences, business management, and the Texas 

Agricultural Extension Service include: 

1. Encouraging high school, college, and university 

educators across all fields, but especially in 
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family and consumer sciences, to include more 

information on development of skills related 

to combining work and family roles. Curricula 

should equip individuals with such important life 

skills as time, money, and energy management skills 

so after work there is time available for family 

and personal interest/self-development activities. 

Being sensitive to the empirical evidence of the 

intricate relationships of multiple roles, 

interrole conflict, and organizational commitment 

and looking for new research findings regarding 

these relationships. 

Designing human resource programs which develop 

policies and counsel employees on coping strategies 

for dealing with interrole conflict. Providing 

proactive time management education specific to 

County Extension Agents for all employees, but 

especially for new employees. 

Establishing family-supportive organizational 

policies such as compensatory time and flextime, 

as well as decreasing paperwork while providing 

appropriate accountability data, decrease district 

and state meetings, events and activities. 

Providing to job candidates realistic organizational 

policies on such issues as job role expectations, 

compensatory time, and flextime. 
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6. Conducting a feasibility study throughout the 

organization to determine impact of the change on 

the total organization. 

7. Encouraging Texas Agricultural Extension Service 

Administrators to serve as positive role models of 

desired employee behaviors. 

Directions for Future Research 

It is important for more organizations to develop and 

implement family supportive policies in order to maintain a 

viable workforce. From a scholarly viewpoint, more research 

is needed to better understand not only the 

interrelationships of the multiple roles, interrole 

conflict, and organizational commitment, but also to 

identify the strongest predictors of each variable. 

There is a need for future research to focus on 

construct clarification of such constructs as multiple role 

balance, interrole conflict and personal interest/self-

development role. Ambiguity and redundancy plagued this 

study as well as previous studies. Further development of 

constructs and instruments would be advantageous to 

researchers. 

Specific directions for future research efforts include: 

1. Continue theoretical model-building with 

clarification of measurement items. Job 

satisfaction, family satisfaction, life 
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satisfaction, personal satisfaction, job 

involvement, propensity to resign from the 

organization, absenteeism, motivation, and self-

esteem are worthy variables of inclusion in future 

studies. Reconfiguration of the model and a search 

for new combinations of measurement items is 

warranted. 

2. Continue analysis of the existing data. Perhaps 

focus on a comparison study between gender, 

age, marital status, tenure, or programmatic 

responsibility in the Texas Agricultural Extension 

Service. A comparison study of the performance 

levels might provide the organization with 

insightful information to perhaps reduce the 

attrition rate and/or increase productivity. 

3. Replication of the study with different samples 

would substantiate or refute the results of this 

study. 

4. Conduct a longitudinal study to enhance the 

theoretical foundation of this complicated 

relationship. A comparison of the results from 

several studies over a period of time would be 

helpful. 

5. Continue the use of path analysis to investigate 

multiple roles, interrole conflict, and 

organizational commitment relationships. Results 
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of path analytic studies which substantiate previous 

empirical findings would provide powerful 

confirmation to the current theoretical frameworks. 

6. Clarify the instrument items to eliminate redundant, 

ambiguous, or multiple concept items. Include 

additional instrument items on the organizational 

commitment construct related to employee behavior in 

the organization. 

7. Use interval data such as performance scores 

rather than ordinal data, such as performance 

ranking, to assess performance. 

8. Compare Extension Agent role perceptions to 

spousal role perceptions to assess the differences, 

and the similarities. 
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MULTIPLE ROLE BALANCE 
OF 

TEXAS COUNTY EXTENSION AGENTS 

To: COUNTY EXTENSION AGENTS 

From: COLLEEN CHADWICK 
TEXAS TECH UNIVERSITY DOCTORAL STUDENT 

As identified in the 1994 Empioyee Satisfaction in the Texas Extension System Report, the grutest ir:^ 
of employee dissatisfaction was achieving balance. More than 80 percent of the respondents reported concern abou: the 
balance between their work, family lives, and personal interests. This research focuses on the multiple role balance of 
County Extension Agents in Texas. Specific variables include the perceived family role, personal inierest/self-
development role, job role, interrole conflict, and multiple role balance related to performance ranidng in and 
organizational commitment to the Texas Agricultural Extension Service. 

Your help is needed in this research study by responding to the questionnaire items in 'khis booklet. .AJI 
individual responses will be absolutely confidential. Only aggregate data will be reported. After you have complitsd \ht 
questionnaire, insen the questionnaire in this envelope and seal. Please list your name in the blank at the bottom of this 
page. Your District Extension Director will code your performance ranking in the appropriate location on this pag:, and 
remove the lower portion of this page, therefore removing your name from the questionnaire and maintaining 
confidentiality. 

If you wotild like to receive a summary of this research, please ( • ) check the box below your name and 
then complete the address blank. After the District Extension Director separates all tear sheets from the envelope, be or 
she will send the tear sheets of those wishing to receive the summary directly to the researcher. You should receive 
your summary in spring 1996. 

THANK YOU FOR YOUR COOPERATION AND SUPPORT IN THIS RESEARCH! 

[TEAR HERE] 

NAME: 

D PLEASE ( • ) CHECK IF YOU WISH TO RECEIVE A SUMMARY OF THIS 
RESEARCH. 

ADDRESS: 
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MULTIPLE ROLE BALANCE OF TEXAS COUNTY EXTENSION AGENTS 

All the information you give will be confidential and anonymous. It is imponant that you 
answer each question. Each response is imponant to the accuracy of this study. If you are 
uncertain about an exact answer, please give your best approximate arwwer. There are no 
right or wrong answers. 

FOR P E P USE ONLY 

1 2 3 6 9 

o o o o c 
INSTRUCTIONS 
Most people complete this survey in about 15 minutes, but some take longer. 
fvAake all responses dark and complete. 
If you wish to change a resportse, be sure to erase your first mark comptculy. 

EXAMPLES 

PiuM (ill « <n« DuUM compMidv 

Riglit Way g i 

Wrorig Ways ^ 

SECTION I: FAMILY ROLE 
DIRECTIONS: Please indicate the degree of your agreement or disagreement with each of the following statements on your 

family role by marking the appropriate bubble. If your children are grown, please indicate your opinions ¥vhile 
you were reanng your children. 

KEY: SA = Strongly Agree Agree Disagree SD B Strongly Oiaagree NA « Not Applicable 

1. My life would seem empty if I never married. 

2. Having a successful marriage is the most important thing In lite to me. 

3. I expect marriage to give me more real personal satisfaction than anything else in which I am involved. 
4. Being married to a person I love is more important to me than anything else. 
5.1 expect the major satisfaction in my life to come from my marriage relationship. 

6. I expect to commit whatever time is necessary to making my marriage partner feel loved. 
7. I expect to put a lot of time and effort into building and maintaining a marital relationship. 
8. I expect to work hard to build a marriage relationship even if it means limiting my opportunitiea to 

pursue other personal goals. 
9. Although parenthood requires many sacrifices, the love and enjoyment of children are worth it all. 

10. tf I choose not to have children, I would regret it. 
11 . It IS important to me to feel I am or will be an effective parant. 
12. My life would be empty if I never had children. 

13.1 expect to devote or have devoted a significant amount of my time and energy to rearing my cNldren. 
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S E C T I O N I I : PERSONAL INTEREST/SELF-DEVELOPMENT ROLE 

DIRECTIONS: Please indicate the degree of your agreement or disagreement with each of the following statements on your personal 
interests role by marking the appropriate butible. 

KEY: SA = Strongly Agree A • Agree Disagree SD <: Strongly Disagree 

14. I have time to pursue goals in education and/or self development. 

15. I have time to pursue personal relationships. 

16. I have time for personal interests/self development. 

17.1 have friendships outside of work. 

18. My supervisor supports my personal self-development. 

lA) E CD (l@ 
dS) (T) (0] g§ 

(§5 E CD ( ^ 
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SECTION III: JOB ROLE 
DIRECTIONS: Please indicate the degree of your agreement or disagreement with each of the following statements on your job role 

by marking the appropriate bubble. 

KEY: SA = Strongly Agree A « Agree Disagree SD > Strongly Disagree 

19.1 expect my job/career to give me real satisfaction. 

20. It is important to me that I have a career/job in which I can achieve something of importance. 

2 1 . It is important to me to feel successful in my job/career. 

22. I value being involved in a career and expect to devote the time and effort needed to develop it. 

23.1 expect to devote a significant amount of my time to building my career and developing the 

skills necessay to advance my career. 

gA) 
(lA) 

gA) 
iA) 

B 
E 
E 
E 

CD 
CD 
CD 
CD 

m 
(i§ 
d§ 
(i§ 

(SA) CA) CD g § 

!£ 

6 

z u 
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S E C T I O N I V . INTERROLE C O N F U C T 

DIRECTIONS: Please indicate the degree of your agreement or disagreement with each of the following statements on imerroie 
conflict by marking the appropriate bubble. Interrole conflict is defined as the role conflia resulting from 
opposing pressures from participation in different roles. 

KEY: SA = Strongly Agree A - Agree D - Oiaagree SD - Strongly Oiaagree NA - Not Applicable 

24. My work schedule often conflicts with my family life/personal life. 

25. After work, I come home too tired to do some of the things I would like to do. 

26. On the job I have so much work to do that it takes away from my personal intaraats. 

27. My spouse dislikes how often I am preoccupied with my work while I am home. 

28. My children dislike how often I am preoccupied with my work while I am home. 

29. Because my work Is demanding, at times I am irritable at home. 

30. The demands of my job make it difficult to be relaxed all the time at home. 

3 1 . Personal concerns reduce my productivity at work. 

32. My work takes up time that I'd like to spend with my family. 

33. My job makes it difficult to be the kind of spouse or parent I'd like to be. 

34. My spouse and I argue about my being over-involved in my job. 

35. Family problems cause loss of time at work for me. 

36. My family complains about my overcommrrted work calendar. 

37. I feel guilty when I miss my children's events due to my work responsibilities. 

dA) 
dA) 
dA) 
dA) 
dS 
dA) 
dA) 
(SA) 

dA) 
dA) 
dA) 
dA) 

E 
E 
E 
B 
B 
B 
B 
B 
B 
B 
B 
B 

CD 
CD 
CD 
CD 
CD 
CD 
CD 
CD 
CD 
CD 
CD 
CD 

d§ 
d§ 
d§ 

m 
d§ 
d§ 

m 
m 
m 
m 
d§ 
d@ 

@ 
@ 
@ 
@ 
@ 
@ 
@ 
@ 
@ 
@ 
@ 
@ 

dA) E 
B 

CD 
CD 

SECTION V: ORGANIZATIONAL COMMITMENT 

DIRECTIONS: Please indicate the degree of your agreement or disagreement with each of the following statements on 

organization. TAEX is the Texas Agricultural Extension Service. 

KEY: SA = Strongly Agrae Agroe Disagree SD a Strongly Oiaagree 

38. I am willing to put in a great deal of effort beyond that rwrmally expected in order to halp 

the TAEX be succetaful. 

39. I tell others the TAEX is a great organization at which to work. 

40. I am proud to tell others that I am part of the TAEX. 

4 1 . The TAEX inspires the best in me in job performance. 

42. I often find it difficult to agree with TAEX policies on imponant issues related to employees. 

43. I really care about the future of the TAEX. 

44. Deciding to work for TAEX was a definite mistake on my pan. 

dA) B CD 
dA) B CD 
dS B CD 
dS B CD 

B CD 
B CD 
B CD 

dS 

dS 

SECTION V I : MULTIPLE ROLE BALANCE 

DIRECTIONS: Please indicate the degree of your agreement or disagreement with each of the following statements on multiple 

role balance by marking the appropriate bubble. Multiple role balance is defined as your perceptions of martagement 

of the multiple roles of family, personal interest/self-development, ertd job with a minimum of interrole conflict 

interference. 

KEY: SA - Strongly Agree A • Agree 0 • Disagree SD « Strongly Oiaagree 

45. I often feel that I am not balancing my roles very well. 

46. I frequently fulfill some roles well, but at the expense of other roles. 

47. I wish I could do a better job of balancing all my roles. 

48. Commitments to my family and my work make it difficult to find enough time for myteH. 

49 . Travel requirements of my job make it difficult to manage my roles. 

50. Martaging my multiple roles leaves me exhausted most of the time. 

5 1 . Concern over not fulfilling some of my roles creates stress for me. 

dA) E CD 
dS B CD 
dS 
dA) 

dS 
dS 
dS 

B 
B 
B 
B 
B 

CD 
CD 
CD 
(S 
CD 

@ 
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SECTION Vl l : DEMOGRAPHICS 

DIRECTIONS: Please fill in the matching bubble. 

52. lam: O ** • ' • 
Q Pentale 

53. I am: O American Indun 

O Alaskan NMve 

O Aaian 

O Pacific latander 

O African American 

O Hiapanic 

O White 

64. tam: Q Agncultural Agent 

O Family & Consumer SaerKes Agent 

O • -H Agent 
O OttMr, pteasa specify below: 

55. My highest level of education is: 

O B.A./B.S. 

O M.A./M.S. 

O Ph.D./Ed.D. 
O Other, please apecify below: 

56. My I 

o 
o 
o 
o 
o 

21-25 yeera old 
26-30 yeera eld 
31-35 yeara old 
36-40 yeara old 
41-45 yeera old 

o 
o 
o 
o 
o 

46-50 yeara old 

51-55 yeara old 

56-60 years old 

61-65 yeera old 
over 65 yeara old 

57. Number years employed by the TAEX: 

O Less then 1 year 

o 
o 
o 
o 
o 
o 
O over 30 v»ara 

I to 5 years 

6 to 10 years 

I I to 15 years 

16 to 20 years 

21 to 25 years 

26 to 30 < 

58. My current mantel statua is: 

O Single 

O F*̂ *t maniage 

O Divaroed 

O Remarried after divorce or widowhood 

O Wido«Md 

O Seperatad 

59 My apotise is emplavod: 

O Vea 

O No 

60. 

IF MARRIED, PLEASE ANSWER QUESTION 5 9 . IF NOT MARRIED, GO TO QUESTION 6 1 

If YES. pleese cbeck: 

O FtiH-time 

O Part-time 

6 1 . Do you have children: 

O Yes IF YOU HAVE CHILDREN, PLEASE 

ANSWER QUESTIONS 62 AND 6 3 . 

O No IF YOU DO NOT HAVE CHILDREN 

GO TO QUESTION 6 4 . 

62. Pleese irtdicate the rtumber of chiWrenyatep-children 

you heve per age group. 

Number of children 

0-5 years 

6-12 years 

13-18 years 

19-24 veers 

25 or older 

1 

o 
2 

o 
3 4 

o o o o 
o o 
o 
o 

o 
o 

o 
o 
o 
o 

o 
o 
o 
o 

>4 

o 
o 
o 
o 
o 

63. Pleeae indicate the number of childreiwstep-children 

you heve per ege group still living in your home. 

Number of children 
1 2 3 4 > 4 

0-5 years O O O O O 

6-12 years O O O O O 

13-18 years O O O O O 

19-24 years O O O O O 

25 or older O O O O O 

64. Are you reapoaible for elder care? 

O Yes 

O No 

IF YES, PLEASE ANSWER QUESTION 65 

IF NO, GO T O QUESTION 6 6 ON NEXT PAGE. 

65. The elder I care for lives: 

O '" "'V home 

O in hia/her home yyith my help 

O )h hia/her home with outside services 

O ih an institution (retirement cemer or nursit^ home) 

;« ffT - r. t L - 4 * . / ^ > t ^ i m - K J t nnramwasaBvaH 
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SECTION Vll : DEMOGRAPHICS 

DIRECTIONS: Piease fill in the matching bubble 

52. I am: _ Male i 53. I am-

Female 
American Indian 

Alaskan Native 

Asian 

Pacific Islander 

African American 

Hispanic 

White 

54. I am ^ Agricultural Agent 

^ Family & Consumer Sciences Agent 

3 4-H Agent 

": Other, please specify below: 

55. My highest level of education is: 

2 B.A./B.S. 

y. M.A./M.S. 

J Ph.D./Ed.D. 

' Other, please specify below: 

56. My age is: 

O 21-25 years old 

7) 26-30 years old 

3 31-35 years old 
_) 36-40 years old 

'y 41-45 years old _̂  

46-50 years old 

51-55 years old 

56-60 years old 

61-65 years old 

over 65 years old 

57. Number years employed by the TAEX: 

y: Less than 1 year 

y 1 to 5 years 

'_y S t o i c years 

3 11 to 1 5 years 

;2' 16 to 20 years 

~: 21 to 25 years 

3 26 to 30 years 

", over 30 years 

58. My current marital status is: 

C) Single 
'" First marriage 

~' Divorced 

.~ Remarried after divorce or widowhood 

'y Widowed 

3: Separated 

IF MARRIED, PLEASE ANSWER QUESTION 59 . IF NOT MARRIED, GO TO QUESTION 61 

60. If YES, please check: 61 . 

O Full-time 

O Part-time 

59. My spouse is employed: 

O Yes 

O No 

Do you have children: 

O Yes IF YOU HAVE CHILDREN, PLEASE 

ANSWER QUESTIONS 62 AND 6 3 . 

O No IF YOU DO NOT HAVE CHILDREN 

GO TO QUESTION 64. 

62. Please indicate the number of children/step-children 

you have per age group. 

0-5 years 

6-12 years 

13-18 years 

19-24 years 

25 or older 

Number of children 
1 

0 

/-~. 

2 

o 
u 
/-̂  
r 

3 

o 
o 
o 
c 

4 

o 
o 
o 
o 

> 4 

0 
o 
c 

c c o 

63. Please indicate the number of children/step-children 

you have per age group still living in your home. 

^' 

0-5 years 

6-12 years 

13-18 years 

19-24 years 

25 or older 

1 

O 
O 
O 
O 
o 

Number of children 
2 

0 
o 
o 
c 
r: 

3 

o 
o 
o 
o r^. 

4 

o 
o 
o 
o 
o 

> 4 

o 
o 
o 
o 
o 

64. Are you resposible for elder care? 

O Yes 

O No 

IF YES, PLEASE ANSWER QUESTION 65 

IF NO, GO TO QUESTION 66 ON NEXT PAGE. 

65. The elder I care for lives: 

O in my home 

Q in his/her home with my help 

Q in his/her home with outside services 

O 'h ah institution (retirement center or nursing home) 
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66. The average number of hours 

spent per week in work activities: 

C' 
C) 
o 
o 
o 

40 hours 

40 to 50 hours 

50 to 60 hours 

60 to 70 hours 

more than 70 hours 

67. The average number of hours spent per week 

in family activities: 

o 

o 
o 

less than 10 hours 

10 to 20 hours 

20 to 30 hours 

30 to 40 hours 

more than 40 fwurs 

68. The average number of hours spent per week 

in personal/self-development activities: 
O less than 5 hours 

O 5 to 10 hours 

O 10 to 20 hours 

O 20 to 30 hours 

O nnore than 30 

COMMENTS: 

E N D OF SURVEY 

Please make sure you have answered every question that applies to you . Thank you for panicipat ing in this 

s tudy . To Insure conf ident ia l i ty , insert your questionnaire in the provided envelope, seal, then return to your 

Distr ict Extension Director. 

« r f>« t i K — e M 
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U N I V E R S 1 T Y 

Education, Nutrition 
and Resuurant/Hotel Management 

Box 41162 
Lubbock, TX 794091162 
(806) 742-3068 
FAX (806) 742-3042 

TO: Selected Oklahoma Extension Home Economists, Extension Agricultural Agents, and 
Extension 4-H Agents 

FROM: Colleen Chadwick Dr. Ginny Felstehausen 
Texas Tech University Doctoral Student Study Advisor 

HERE'S A PENNY FOR YOUR THOUGHTS! 

I'm writing to ask your help with a pilot study on managing multiple roles of 
Extension agents. This is a partial requirement for a doctoral degree in Home Economics 
Education at Texas Tech University. 

The research focuses on the multiple role balance of county Extension employees. 
Specific variables include perceived family roles of marital role, parental role, and homecare 
role; personal interests role, job role, and interrole conflict related to organizational 
commitment to the Extension Service. 

I currently am a county Extension agent in Texas; however, I began my Extension 
career in Mcintosh County, Oklahoma in 1975. After six years in Extension in Oklahoma, I 
moved from Eufaula, Oklahoma to Texas. When looking for a pilot site, it was natural to 
select Oklahoma Cooperative Extension Service personnel as the pilot sample. 

Please take approximately 20 minutes to complete the enclosed questionnaire. In 
order to meet university and printing deadlines, please return your completed questionnaire 
in the self-addressed, stamped envelope by OCTOBER 2. 

Results from your completed questionnaire will be compiled into aggregate data. 
Since this information will be used to revise the questionnaire and establish reliability please 
share any comments or suggestions for improvement on page 7. Because the multiple role 
balance section of the questionnaire is new and untested, I am asking that you take particular 
note of that section and make comments on appropriateness of those items. The other 
sections of this questionnaire have been adapted from previously tested scales. Also please 
record the length of time to complete the questionnaire in item #85. Your input is critical to 
the success of this research study. 

THANK YOU FOR YOUR COOPERATION IN THIS RESEARCH STUDY! 

l i ^ 
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U N I V E R S 1 T Y 

Education, Nucrition 
and Resuurant/Hotel Management 

Box 41162 
Lubbock, TX 79409-1162 
(806) 742-3068 
F.\X (806) 742-3042 

TO: Selected Oklahoma Extension Home Economists, Extension Agricultural Agents, and 
Extension 4-H Agents 

(!jMhi4L^ OJiAji^^-^ 
FROM: Colleen Chadwick Dr. Ginny Felstehausen 

Texas Tech University Doctoral Student Study Advisor 

HERE'S A SECOND PENNY FOR YOUR THOUGHTS! 

I'm writing to remind you of the questionnaire you received earlier. Your 
participation in this pilot study on managing multiple roles of Extension agents is important. 

The research focuses on the multiple role balance of county Extension employees. 
Specific variables include perceived family roles of marital role, parental role, and homecare 
role; personal interests role, job role, and interrole conflict related to organizational 
commitment to the Extension Service. 

I currently am a county Extension agent in Texas; however, I began my Extension 
career in Mcintosh County, Oklahoma in 1975. After six years in Extension in Oklahoma, I 
moved from Eufaula, Oklahoma to Texas. When looking for a pilot site, it was natural to 
select Oklahoma Cooperative Extension Service personnel as the pilot sample. 

Please take approximately 20 minutes to complete the enclosed questionnaire. In 
order to meet university and printing deadlines, please return your completed questionnaire 
in the self-addressed, stamped envelope by OCTOBER 2. 

Results from your completed questionnaire will be compiled into aggregate data. 
Since this information will be used to revise the questionnaire and establish reliability please 
share any comments or suggestions for improvement on page 7. Because the multiple role 
balance section of the questionnaire is new and untested, I am asking that you take particular 
note of that section and make comments on appropriateness of those items. The other 
sections of this questionnaire have been adapted from previously tested scales. Also ple^ct 
record the length of time to complete the questionnaire in item #85. Your input is critical to 
the success of this research study. 

THANK YOU FOR YOUR COOPERATION IN THIS RESEARCH STUDY! 
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PLEASE TELL US WHAT YOU THINK ABOUT THE QUESTIONNAIRE 

1. Were the directions included in this questionnaire clear and easy to understand? 

D Yes D No 

If No, please explain what could be done to improve them? 

2. Were any of the questions and/or topics inappropriate? 

3. Do you feel that the questions in the MULTIPLE ROLE BALANCE section of the 
questionnarie correctly assess your perceptions of the challenge of managing 
multiple roles? 

D Yes D No 

If No, please explain: 

4. Were there other questions which you feel would have give a better indication of 
your MULTIPLE ROLE BALANCE perceptions? 

D Yes D No 

If Yes, please indicate what kinds of questions: 

5. Do you have suggestions that I (the researcher) could have done to have made it easier for 
you to complete the questionnaire? 

6. Length of time you think it will take to complete this questionnaire: 
D 20 minutes 
• 25 minutes 
D 30 minutes 
D 35 minutes 

B^WVUJjil>ji;iiiaW'.i:i!l!4;i,il'ijiifr>'ii-iviii-r'<«'>v ii ^ B ^ ^ ^ ^ B ^ ^ ^ W M H ^ ^ — W K I i m i ' I I I I K IlllHWia 
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MULTIPLE ROLE BALANCE OF COUNTY EXTENSION AGENTS 

To insure confidentiality, please do not put your name on any other page of this questionnaire booidet. 
All the infonnation you give will be confidential and anonymous. 

It is important that you answer each question Ihat applies to vou. Every question and your answer to it 
are important to the accuracy of this study. If you are uncertain about an exact answer, please give your best 
approximate answer. There are no right or wrong answers. 

INSTRUCTIONS: 
•Most people complete this survey in about 20 minutes, but some take longer. 
•Make all responses dark and complete. 
•If you wish to change a response, be sure to erase your first mark completely. 

SECTION I: FAMILY ROLES-MARITAL ROLE 
DIRECnONS: Please indicate the degree of your agreement or disagreements with each of the following satements on 

your marital role by circling one of the four choices. If you are not married, please mdicaie your 
opinions as if you were married. 

K^T^ 
SA=Slrongly Agree A^ Agree D = Disagree SD= Strongly Disagree 

1. My life would seem empty if I never married. 

2. Having a successful marriage is the most important thing in life to me. 

3. I expect marriage to give me more real personal satisfaction than 
anything else in which I am involved. 

4. Being nnarried to a person I love is more important to me than anything else. 

5. I expect the major satisfaction in my life to come from my 
marriage relationship. 

6. I expect to commit whatever time is necessary to making my SA A D SD 
marriage partner feel loved. 

7. Devoting a significant amount of my time to being with or doing things with SA A D SD 
a marriage partner is not something I expect to do. 

8. I expect to put a lot of time and effort into building and maintaining a SA A D SD 
marital relationship. 

9. Really involving myself in a marriage relationsb'p involves costs SA A D SD 
in other areas of my life which I am unwilling to accept. 

10. I expect to woric hard to build a marriage relationship even if it SA A D SD 
means limiting my opportunities to pursue other personal goals. 

SA 

SA 

SA 

SA 

SA 

A 

A 

A 

A 

A 

D 

D 

D 

D 

D 

SD 

SD 

SD 

SD 

SD 

•iiiiiii.miii—niiwn-i..iiiiiiM •' *t^^^^K^^^ssBSfswmr'iif)'fix£Xjs&aB^sssSi 
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SA 

SA 

SA 

SA 

SA 

A 

A 

A 

A 

A 

D 

D 

D 

D 

D 

SD 

SD 

SD 

SD 

SD 

SECTION H: FAMILY ROLES-PARENTAL ROLE 
DIRECTIONS: Please indicate the degree of your agreement or disagreement with each of the following statements on 

your parental role by circling one of the four choices. If vour children are grown, please indicate your 
opinions while you were rearing your children. If vou do not have children, please indicate your 
opinions as if you did have children. 

Z^: 
SA=Strongly Agree A= Agree D = DiMgree SD= Strongly Disagree 

11. Although parenthood requires many sacrifices, the love and SA A D SD 
enjoyment of children are worth it all. 

12. If I chose not to have children, I would regret it. 

13. It is important to me to feel I am or will be an effective parent. 

14. The whole idea of having and raising children is not attractive to me 

15. My life would be sn:p!y if I never have children. 

16. It is important to me to have some time for myself and my own 
development rather than have children and be responsible for their care. 

17. I expect to devote or have devoted a significant amount of my SA A D SD 
time and energy to rearing my children. 

18. I expect to be very involved or have been very involved in the SA A D SD 
day-to-day matters of rearing my children. 

19. Becoming involved m the day to day details of rearing children SA .A D SD 
involves costs in other areas of my life which I am unwilling to make. 

20. I do not expect to be very involved in child rearing. SA A D SD 

SECTION n i : FAMILY ROLES-HOMECARE ROLE 
DIRECTIONS: Please indicate the degree of your agreement or disagreement with each of the following sutemenls 

on your homecare role by circling one of the four choices. 
^ _ _ 

SA=Stron8ly Agree A= Agree D = Daagree SD= Strongly Disagree 

21. It is important to me to have a home of which I can be proud. 

22. Having a comfortable and attractive home is of great importance to me. 

23. I want a place to live, but I do not really care how it looks. 

24. I expect to leave most of the day to day details of running a 
home to someone else. 

25. I expect to devote the necessary time and attention to having a SA A D SD 
neat and attractive home. 

26. Devoting a significant amount of my time to managing and caring SA A D SD 
for a home is not something I expect to do. 

SA 

SA 

SA 

SA 

A 

A 

A 

A 

D 

D 

D 

D 

SD 

SD 

SD 

SD 
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SECTION IV: PERSONAL INTERESTS ROLE 
DIRECTIONS: Please indicate the degree of your agreement or disagreement with each of the following sutements on 

your personal interests role by circling one of the four choices. 
IGy^ • 

SA=Strongly Agree A= Agree D = DLsagTce SD= Strongly Disagree 

27. I have time to pursue personal goals in education and/or self development. 

28. I have time to pursue personal goals such as dating and/or marriage. 

29. I have time for personal interests. 

30. I have friendships outside of work. 

31. My supervisor supports my personal self-development. 

SECTION V: JOB ROLE 
DIRECTIONS: Please indicate the degree of your agreement or disagreement with each of the following statements 

on your job role by circling one of the four choices. 
^— — — 

SA = Strongly Agree A = Agree D = Disagree SD= Strongly Disagree 

SA 

SA 

SA 

SA 

SA 

A 

A 

A 

A 

A 

D 

D 

D 

D 

D 

SD 

SD 

SD 

SD 

SD 

32. Having a job/career that is interesting and exciting to me is 
my most important life goal. 

33. I expect my job/career to give me real satisfaction. 

34. Building a name and reputation for myself through a 
job/ career is not one of my life goals. 

35. It is important to me that I have a job/career in which I can 
achieve something of importance. 

36. It is important to me to feel successful in my job/career. 

37. I want to work, but I do not want to have a demanding career. 

38. I expect to make as many sacrifices as are necessary 
in order to advance in my job/career. 

39. I value being involved in a career and expect to devote 
the time and effort needed to develop it. 

40. I have learned to say no and still feel that I do a good iob. 

41. I expect to devote a significant amount of my time to building 

my career and developing the skills necessary to advance my career. 

42. My job means much more to me than just money. 

43. I will stay overtime Co finish a job. 

44. For me, the first few hours at work really fly by. 

45. I enjoy performing the daily activities that make up my job. 

46. I look forward to coming to work each day. 

SA A D SD 

SA A D SD 

SA A D SD 

SA A D SD 

SA A D SD 

SA A D SD 

SA A D SD 

SA A D SD 

SA 

SA 

SA 

SA 

SA 

SA 

SA 

A 

A 

A 

A 

A 

A 

A 

D 

D 

D 

D 

D 

D 

D 

SD 

SD 

SD 

SD 

SD 

SD 

SD 

|rii.ii)wwwi»̂ iJWSi..,'j;tw.̂ .-!r<.-t'.jg*a;t<T.n̂ >.;!.̂ ĵ ij<i;ii ^ r ^ ^ B B B B B B B B S S S ^ 



1 8 1 

SECTION VI: INTERROLE CONFLICT 
DIRECTIONS: Please indicate the degree of your agreement or disagreement with each of the following statements on 

interrole conflict by circling one of the four choices. Interrole conflict is defined as the role conflict 
resulting from opposing pressures from participation in different roles. 

ICiy^ 
SA=Strongly Agree A= Agree D=Disagree SD= Strongly Disagree 

47. My work schedule often conflicts with my family life. SA 

48. After work, I come home too tired to do some of the things I would like to do. SA 

49. On the job I have so much work to do that it takes away from 
my personal interests. 

50. My family dislikes how often I am preoccupied with my work 
while I am home. 

51. Because my work is demanding, at times I am irriuble at home. 

52. The demands of my job make it difficult to be relaxed all the time at home. 

53. My work takes up time that I'd like to spend with my family. 

54. My job makes it difficult to be the kiijd of spouse or parent I'd like to be 

55. My spouse and I argue about my being over-involved in my job. 

56. My family complains about my overcommitted work calendar. 

SA 

SA 

SA 

SA 

SA 

SA 

SA 

SA 

A 

A 

A 

A 

A 

A 

A 

A 

A 

D 

D 

D 

D 

D 

D 

D 

D 

D 

SD 

SD 

SD 

SD 

SD 

SD 

SD 

SD 

SD 

SD 

SECTION VH: ORGANIZATIONAL COMMITMENT 
DIRECTIONS: Please indicate the degree of your agreement or disagreement with each of the following statements on 

organizational commitment by circling one of the four choices. 

zsTi 
SA=Strongly Agree A= Agree D=Disagree SD= Strongly Disagree 

57. I am willing to put in a great deal of effort beyond that 
normally expected in order to help the TAEX be successful. 

58. I talk up the TAEX Extension Service as a great organization to work for. 

59. I am proud to tell others that I am part of the TAEX. 

60. Tlie TAEX inspires the best in me in job performance. 

61. I often find it difficuit to agree with TAEX 
policies on important issues related to employees. 

62. I really care about the tite of the TAEX. 

63. Deciding to work for TAEX was a definite mistake on my part. 

SA SD 

SA 

SA 

SA 

SA 

SA 

SA 

A 

A 

A 

A 

A 

A 

D 

D 

D 

D 

D 

D 

SD 

SD 

SD 

SD 

SD 

SD 
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SECTION Vni: MULTIPLE ROLE BALANCE 
DIRECTIONS: Please indicate the degree of your agreement or disagreement with each of the following sutements on 

multiple role balance by circling one of the four choices. The roles include ^mily roles of mantal, 
parental, and homecare; personal interests, and job. Mul'iple choice balance is denned as your 
perceptions of satisfactory management of the multiple roles of fanuly, personal interests, and job 
with a minimum of interrole conflict interference. 

Key! "̂  
SA = Strongly Agree A= Agree D=Disagree SD = Strongly Disagree 

64. Most of the time I believe I do a good job in balancing all my roles. 

65. I often feel that I am not balancing any role well. 

66. I frequently fulfill some roles well, but at the expense of other roles. 

67. I wish I could do a better job of balancing all my roles. 

68. I sometimes have problems fill filling all my roles to my satisfaction. 

SECTION IX: DEMOGRAPHICS 
DIRECTIONS: Please ( • ) check your response. 

SA 

SA 

SA 

SA 

SA 

A 

A 

A 

A 

A 

D 

D 

D 

D 

D 

SD 

SD 

SD 

SD 

SD 

69. I am; D Male 
D Fenule 

71. lam: QAgricultural Agent 
DFamily &. Consumer Sciences Agent 
04-H Agent 
QOther, specify 

72. My highest level of education is: 
'DB.A./B.S. 
DM.A./M.S 
DPh.D./Ed.D. 
DOther, please specify 

70. My ethnic group is 

73. My age is: 
D21-24 years old 
025-30 years old 
D31-34 years old 
n35-40 years old 
D41-44 years old 

D American Indian 
D Alaskan Native 
D Asian 
DPacific Islander 
D African American 
DHispanic 
aWhite 

D45-50 years old 
D51-54 years old 
055-60 years old 
061-64 years old 
Oover 65 years old 

74. Number years employed by the TAEX: 
OLess than 1 year 
Ol to 5 years 
0 6 to 10 years 
O i l to 15 years 
0 1 6 to 20 years 
0 2 1 to 25 years 
0 2 6 to 30 years 
Oover 30 years 

75. My current marital status is: 
Osingle 
O first marriage 
Odivorced 
O remarried after divorce or widowhood 
Owidowed 
Oseparated 

IF MARRIED. PLEASE ANSWER QUESTION 76: 

76. My spouse is employed: O yes 
O no 

77. If YES, please check: OFuU- time 
OPart- time 
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78. Please indicate the number of children/step-children 
you have per age group: 

D None 
O 0-5 years 
D 6-12 years 
0 13-18 years 
O 19-24 years 
O older than 25 

80. Are you resT>onsible for elder care? 

If YES, PLEASE ANSWER QUESTION 81: 

O yes 
O no 

79. Please indicate the number of children/ 
step-children you have per age group 
still living at vour home. 

-ONone 
00-5 years 
06-12 years 
O13-18 years 
019-24 years 
Oolder than 25 

81. The elder I care for lives: 
O in my hems 
O independently in own home 
O in an institution 

82. The average number of hours spent 
per week in work activities: 

O 40 hours 
O 40 to 50 hours 
n 50 to 60 hours 
O 60 to 70 hours 
O more than 70 hours 

83. The average number of hours spent per week 
in family activities: 

Oless than 10 hours 
0 1 0 to 20 hours 
0 2 0 to 30 hours 
O30 to 40 hours 
Omore than 40 hours 

84. The average number of hours spent ger week in personal/self-development activities: 

O less than 5 hours 
O 5 to 10 hours 
O 10 to 15 hours 
D 15 to 20 hours 
O 20 to 30 houis 
O more than 30 hours 

85. Length of time to complete this questioimaire: 
Q 20 minutes 
O- 25 minutes 
O 30 minutes 
O 35 minutes 

COMMENTS: 

END OF SURVEY 

Please make sure you have answered every question that applies to you. Thank you for participating in this study. 
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MULTIPLE ROLE BALANCE OF TEXAS COUNTY EXTENSION AGENTS 
DISTRICT EXTENSION DIRECTOR INSTRUCTION SHEET 

TO: DISTRICT EXTENSION DIRECTORS 

FROM: COLLEEN CHADWIC 
TEXAS TECH UNIVERSITY DOCTORAL STUDENT 

Thank you for your cooperation in this research. Your participation in data collection 
is important. On November 1, at an appropriate time during the State Extension Satellite 
Conference, please ask each COUNTY EXTENSION AGENT to complete this 
questionnaire. 

Enclosed you will find a questionnaire in a 9" by 12" envelope for each agent. There 
also should be a few extra copies of the questionnaire. Pencils are enclosed if an agent 
should need one. There is a stamped, self-addressed box for returning the completed 
questionnaires. 

Please distribute the questionnaires and then read the following: 

You are asked to complete the Multiple Role Balance of Texas County Extension 
Agents questionnaire enclosed in the envelope. This research is being conducted by Colleen 
Chadwick, a doctoral student at Texas Tech University and a County Extension Agent -FCS 
in Hale County in District 2. 

All the information you give will be confidential and anonymous. It is important 
that you answer each question. If you are uncertain about an exact answer, please give your 
best approximate answer. There are no right or wrong answers. 

Please make all responses dark and fill in the bubble completely. If you wish to 
change a response, be sure to carefully erase your first mark. 

When you complete the questionnaire, please insert the questionnaire into the 
envelope and seal. Be sure to put your name on the front tear sheet of the envelope. Your 
name will be removed BEFORE THE QUESTIONNAIRE IS RETURNED TO THE 
RESEARCHER. Then return your sealed envelope to the District Extension Director. 

After you have collected all the questionnaires in the sealed envelopes, please code 
the agent's performance ranking in the "FOR DED USE ONLY" box in the upper right 

hand comer of the page on the outside of the envelope. This step is CRUCIAL for success 
of the study! All questionnaires without the performance ranking code will have to be 
discarded. Upon completion of the performance ranking coding, tear the lower portion of 
the page on the outside of the envelope off, this will remove the agent's identity from the 
envelope. Please paper clip the torn sheets and return to the researcher in the same box as 
the questionnaires . 

THANK YOU FOR YOUR PARTICIPATION IN THIS DATA COLLECTION! 

mii:-^Xi!eiii'iii^'i^s«&imNfiiwim*T^' ''iti11M^^^W^^^^^1IIllliillllllllllHi|iiiiiiiiiwiiiiiiii i im 


