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ABSTRACT

The present investigation aimed at studying some to study on psychological distress of the
Dualworking couples. The sample consisted of 60 couples in the age range of 25-60 years
(N=120).An Interview Schedule, BSRI (A) and GHQ were used to collect the data. The sample

includedcouplesfrom nineoccupations and wascollectedfrom differentparts ofBangalore.

Male and female subjects experienced equal amount of role demand.Working Success
andSatisfaction was average and no relationship between Career Success and Psychological

Distresswasfound.

The couple had fewer number of children, ingeneral. Thepresence or absence of children

andthelifecycle stages ofthecouple did not affectthepsychological Distress.

Extensive support was extended to these couples from society in looking after their children

andinmanaginghousework.

50% of the sample belonged to nuclear type of family. The GHQ scores of the couples

livingunderdifferent familystructuredid not differ significantly.

A trend towards more egalitarian role taking and supportive attitude of the husbands’ to
theirwives’work seem to characterize these families making the dual-career family far more
viablethanin the past.

High satisfaction in marital life, adequate career life, fewer children, extensive social support
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INTRODUCTION
Psychological distress refers to non-specific symptoms of stress, anxiety and depression, and it
ismore  common inwomen. Our aim  wasto investigate factorscontributing

topsychologicaldistressin theworkingpopulation, withaspecialreferencetogender differences.

In the world of work, women appeared primarily as wives and mothers. Scholar’s studied
men’ssocial mobility, earnings and occupational attainment, but they studied women’s marital
mobilityor the family constraints on their labor force participation. Almost no attention was
given as towhat women actually did when they worked, be it home or anywhere else their
prestige, status,hours earnings, demands and occupational culture was virtually ignored. (Kahne
and Kohen1975, 1976, Kanter1977).

But recent evidences have eroded the credibility of complimentary role family theory i.e.
man’sbread winning role and the historic job of woman to soothe the harried bread winner.
Firstevidence is the rising rate of divorce ( Schoen&Urton 1977 ), second is the formation
offemale-headed families ( Ross and Saw hill 1975 ), which all imply that women are
increasinglyto be chief bread winners- ( Ecbhards 1968, Weitzaman and Dixon 1976). Thompson
(1963)states the impact of the separation of the work place from the home upon the family: °
Each statein industrial differentiation and specialization struck also at the family economy,
disturbingcustomary relationship between man and Life. Some historians agreed that industrial
capitalismhas liberated women by offering them opportunities for independent work outside their

homes.Thefamilylifewasroughlytorn aparteach morningbythefactorybell.

Work roles for men and women have changed drastically in some respects but hardly at all

inothers; Itisa curiousimbalancethatexistsincurrentspeculationonworkinindustrialsociety.

When the focus is on working men, the most commonly encountered themes are that work
isdegrading, demeaning, alienating and unsatisfying ( Aronowitz 1973, Sheppard and

Herrick1973,Braverman1974). Incontrastwhenthefocusisonworkingwomen,thepositiveliberating,
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self-enriching aspects of the work are emphasized, this despite the fact that women tend to
beexcluded from the presumably more satisfying professional and managerial careers ( Coser
andRokoff1971).

While the basic structure of the family has not changed drastically, internal functions, sex
rolesand relationships inside the family are changing significantly. A redefinition of gender roles
andrelationships within the family can take place, therefore without the destruction of the family
asan institution. The old folk expression behind every successful man there is a woman stands
notonly for a social psychological situation, but also for a whole culture complex of activities
andrelationships within which the wife is a helpmate. Now the expression might change into
behindevery successful woman there is a man which doesnot necessarily mean the same
domestic‘back up’ (child rearing and housekeeping) but it definitely means a rearrangement of

householdtasksbetween husband and wifewhich is reapportioned.

Thus, among the different types of families, there is one which is characterized by both
thewoman and the man having a high degree of commitment and aspiration in the world of
work.Such a family is termed as a ‘Dual Career family’, which brings in a new perspective of
what cannowbeseenasthephenomenonofthetwo-
personsinglecareerfamily(Papanak1973).Rapoport (1969) has defined the dual career family as
an emergent social unit in which bothhusband and wife hold jobs which are highly salient, have a
developmental sequence and requirea high degree of commitment. More and more women are
beginning to articulate with the
worldofworkaseffectivelyasmen,withdifferencesincreasinglybeingduetodifferencesinindividual

competence rather than the sex-linked stereotyped conceptions of work capacity. Withwomen,
thus into the field, an enormous spectrum is coming into being. The dual career family isa
statistically minor variant. The small group, now demonstrating and firmly establishing

thispatternmaybethought of as pioneers or asa Creativeminority.

One of the features of dual career families alluded to by current writers (Rapoport 1969,
1971,Ballington1973 ) is the considerable stress and strain that confront couples adopting this
style

ofmarriage.Compatibleandharmoniousattitudesothusbandandwifetowardseachother’sdemandsan

dexpectationspertainingtotheirrolesandstatusesfacilitatemaritalaccord,
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irrespective of the fact of wife’s being employed or her being a non-working wife. Thus, what
issure is that the whole conflict is not somuch between hushand-wife relationship and of

theirrolesandstatuses.

In the dual career family the husband and wife must negotiate a redefinition of traditional
sexrolestoscopewithassociatedstressoftheirjointcareerandfamilyobligations.Sex-rolestereotypes
may be viewed as stylized exaggerations of women and men and as widely sharedover
generalizations that are assumed to reflect a grain of truth (Unger and Siter 1974).
Althoughstereotypes may simplify the task of classifying people on the basis of their
membership in agiven group ( for example men and women) and thus make the world easier to
understand, theyare usually inaccurate or partially inaccurate beliefs. A person’s identity as
either male or femaleexerts a strong influence on his or her social behavior.ldentity is theconcept
whichintegratesthe concept of self and role. A gender identity is the degree to which a man or a
womanincorporates traditional masculine and or feminine role definitions into his or her own
selfconcept, ( Bruke and Tully 1977, Mc Call and Simmons 1966, Stryber 1968, Swartz
&Stryber1970). Depending on one’s sex label, there are clearly defined behavioral norms that
demandconformity to specific roles. These roles are partially delineated in accordance
withprevailingsex-rolestereotypes (Tresember&Pleck 1974).

The standard 20™ century divides the role of true women hood into four cardinal virtues-
piety,purity, submissiveness and domesticity. Put them all together and they spell mother,
daughter,sister and wife. Without them, no matter whether there was fame, achievement or
intelligence, allwas ashes. The label ‘female role’ refers to a constellation of roles that women

play at givenstagesin their lives(Angrist1969, Blick&Parks 1965, Hill &Rogers1964).

Men have more stereotyped ideas about the work and family role requirements for women
thando women themselves. Men in our society rarely have the opportunity to learn supportive
ornurturantroleanddonotknowhowtoprovidetheemotionalsupporttheseworkingwomenneed.  The
costs of this is very high both for women and for their families. If one is
concernedwiththeprimarypreventionofmentalhealthsymptoms,theneffortsmustbedevotedtoamelio

ratingand changingthe familyrolestereotypes of allfamilymembers.
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The idea that women are ‘naturally’ material and domestically minded while men are
‘naturally’ambitions and competitive in the world of work is too simple a view to be tenable in
today’ssociety. In the fully-functioning dual career families husband and wife tend to have an
egalitarianrelationship, with a good deal of mutual accommodation. The support for one another
by the
dualcareercoupleshouldnotbeidealized. Therearemanystrainsandstressorsinvolved,ambivalence

and under cutting, conflicts and so on. The common factor to all the couples is thatneither of the
partners consider the relationship in a hierarchical framework, husband as the ‘lord&master’ and

wifeaschattel, tocaricaturetheconventional attitude.

Leeman (1984) in defining the meaning of the following words, says —A ‘position’ is held by
oneperson; job means a group of similar position; ‘occupation’ is a group of jobs; ‘vocation’
impliescommitment; ‘career’ is a lifelong sequence of work, education and leisure experiences.
Shartle(1959) defines career as covering sequence of positions, jobs or occupations that one
personengages in, during his working ‘life’. It is suggested by Mc Clelland (1953) that a career is
notchosen,butdevelopsinanorderyorchaoticway,personaltotheindividual. Thejobsequencesin a
career tend to form a meaningful whole. This involvement and commitment in their career

isseenamongthe dual-career couples.

Sociological literature makes a distinction between traditional concept of marriage and a
moremodern, equalitarian one and yet it is hard to date this change. The shift has evolved slowly
withbarriers still not removed for the career women. Mead (1962) explicity states that, the
moresuccessful a man his job, the more desirable husband; the more successful a women is in

her job,theless desirable wife.

With multicity of roles to be played, the ‘dual working couples’ behavior becomes complex
interms of ‘expected’ and‘actual conduct’. More efforts are required since the redefinitions
arestill in a transitional phase and is almost impossible to look for a complete role recast owing

tocertaindegreeof normativeconfusion.
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Rapoportetal (1971) identity five sources of stress contributing to psychological distress,
whichmay notbeexclusivetodual-careerfamiliesbutintensifiedfortheminthepresentsocialcontext.
The stresses are work overload, identity, role-cycling, social network and
discrepanciesbetweenpersonaland socialnorms. Thesedilemmas canbedrawninto
threemajordimensions:
l. Problems:

(a). Thedegreeto which havingchildren

(b). Thedegreeto whichcouple aspireto high standard ofdomesticliving

(c). Thedegreetowhichsatisfactoryarrangementsforthere-

appointmentoftasksispossible.

(d). Physicalhealth

. MotivationalSyndromes

II. Viabilityfactors:
(@) Housingand betterforms ofhealth
(b) Childcare,nurseryandcare groups
(c) Sex-roleequalization
(d) Workattitudes

Added to all these factors there are a whole series of ‘coping mechanism’ which the
couplesdevelop apart from their personalities. These are learned patterns of behavior which make
itpossible for the couples to organize their time, energy, finance & other resources so that the

kindoflifetheyhavechosencan beflexiblein a ‘management framework’.

The purpose of tapping this field in this study is due to various reasons. It has been argued
thatthe strains of combining work and families for two individuals is beyond their potentialities.
Andinmostcasesdeleteriousformentalhealth.Itisanindispensabletruththatfamiliesandcareerare both
harmful and helpful, both facilitate and development and that children are a joy and aburden. In
India too dual career family is fast becoming reality. Though women’s work is stillviewed as a
gap filler between formal education and marriage there is unmistakable over

towardgreaterwomen’semployment. Whilemorenumberofwomenarecommittingthemselvesto
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careers, socializationpracticesandwifelyroleshave notbeenredefinedyet. Thisislikelytoleadtorole
overloadand conflict.

REVIEW OF LITERATURE

Positive health is the most important factor in any individual’s life. There are several
factorsaffecting this positive mental health of human beings and contributing to psychological
distress.The experience of psychological distress in Dual career couples is influenced by several
factors.All these factors tend to be interactive and their interactions have been incompletely
understood.Adjustment to these factors are dynamic & continuous rather than static. A review of
literature ofthe various factors influencing psychological distress in the lives of Dual Working

Couples fullycorroboratesthis view. Thefactors havebeenreviewed independently.

Psychological distress refers to non-specific symptoms of stress, anxiety and
depression,and it is more common in women. Our aim was to investigate factors
contributing topsychological distress in the working population, with a special reference

togenderdifferences.

International Journal of Academic Research in Business and Social Sciences Vol. 1 0
,No. 9, 2020,E-ISSN: 2222-6990 © 2020HRMARS 448 Work-family conflict is a typeof
conflict between two domains followed by a negative spillover from work-to-
familydomain as well as family-to-work domain (Byrne &HBarling, 2017,
Greenhaus&Beutell,1985). Work and family domain are the dominant situation whereby
satisfying the twodomains requires much time and energy. Conflict between work and
family roles isunavoidable since both directs in contrasting directions, contradicting with
one anotherdue to the dissimilar preferences each role needs. Dual career couples have
differentdynamics in their work and family lives compared to traditional couples. This is
becausetraditionalcouplesonlyfocusonone responsibility,eitheronebecome abreadwinner
and

/oranotherisahomemaker.Ontheotherhand,dual-
careercouplessharetheresponsibilities,bothhavetheircareerandatthesametimeafamilyrelatio
nship.
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However, there is a negative side for dual-career couples as their career can decrease
thetimedevoteforpersonallife. Thisshowsthat,dual-careercouplesexperiencehighpressure to
equalize their professional and individual demands resulting in work-familyconflict. The
increase of women in workforce participation has directly contributed to theincreasing
figure of dual-career couples. These reveal as working men and women facedifficulties in
balancing their work and family roles happen worldwide. Research
alsosupportedthatsincethefigureofdualcareercouplesincreases,tensionsbetweenworkandfa
milydomainsarealsoincrease(Jamadin,Mohammad, Syarkawi&Noordin,2015), leading to
role  ambiguity  between  couples. This  conflict may affect dual-
careercoupleswithissuesofdivorce,domesticabuse,childabandonment,psychologicaldistres
s,underperformanceatworkandhealthproblemsamongdual-careercouples.Knowledge Gap
Today, in Malaysia and virtually all over the world, work-family conflicthas reached a
critical point among dual-career couples’ employees. It is necessary to lookinto studies
based on dual-career couple, at individual, job and family levels, as it needsbetter insights
in understanding the source ofconflict arising from work and familyrelationship
(Berlato& Correa, 2017). Previous studies on work-family conflict amongdual-career
couples mostly look into the association between family organization
support(e.g.,Presti,Molino,Emanuel,Landolfi&Ghislieri,2020),copingstrategies(e.g.,Owol
abi&Ajibose, 2019), work demand (e.g., Carlson, Thompson, &Kacmar,
2019),roleoverload,numberofchild(e.g.,Himali,2017),gender(e.g.,Makela,Lamsa,Heikkine
n&Tanskanen,2017),workchallenges,copingstrategies(e.g.,Rahman,Mustaffa, Rhouse&
Wahid, 2016), workplace characteristic (e.g., Kundu, Phogat, Datta&Gahlawat, 2016)
and work family conflict, however, rarely found studies that integrateall of individuals,
types of couple, and organizational factors into a study. Such study isnecessary to shed a
light to better understand about the phenomenon. Specifically,
notmanystudiesfocusingontheinfluenceoforganizationalsocialsupport,time-management
and types of dual-career couples on work-family conflict. Therefore, thispaper will
review the possible effect of these three variables on work-family conflictbased on past
studies. International Journal of Academic Research in Business and
SocialSciencesVol.10,N0.9,2020,E-1SSN:2222-6990©2020HRMARS449The

followingsectionofthispaperexplainsthefollowingsubtopics:definitionsofwork-
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family conflict, relevant theories of work-family conflict, methodology undertaken in
thisanalysis and factors of work-family conflict. The article sum up with the implication
toHRDandaconclusioninwhichaframeworkdevelopedoutliningtherelationshipbetween
factors of work-family conflict  (organizational social support, time-
managementandtypeofdual-
careercouples).ObjectivesofStudy*Todeterminetheleveloforganization  social — support,
time-management, types of dual-career couple and work-familyconflictamongdual-
careercouples.Todeterminetherelationshipbetweenorganization social support, time-
management, types of dual-career couple and work-familyconflictamongdual-
careercouples.*Todeterminethemostdominantantecedents influencing towards work-
family conflict among dual-career couples. Work-Family Conflict Defined Kahn, Walfe,
Quinn,Snoek, andRosenthal(1964)

familyconflictreferstotheincompatibilitydemandsfromtwodomains which are work and

initiallyproposedthatwork-

family, that followed by role conflict and pressure to anindividual. Contradicting time
factor and fulfillment of work are among the causes ofconflict experienced by an
individual. Eventually, role conflicts expected to happen whenindividual finds it difficult
in completing the family responsibility. Thus, it assumed thatthe role conflict between
work role and family role contradicted in work-family conflictcontext. Kahn et al. (1964)
define work-family conflict as the pressure from the work roleand family role, being
unable to fit the demands of both roles. For example, individual’sinvolvement in family
domain will make it hard to fulfill the demand from work domainor the involvement in
work domain  will make it hard to fulfill the demand from
familydomain.Frone,Russell,andCooper(1992)statesthatwork-
familyconflictcanbeseparatedintotwoscenariosinwhichworkinterferesinfamilydomainorfa
milyinterferesinworkdomainandthisiscalledasbi-directionalconcept. Work-familyconflict
occurs when an individual’s job-related factors interrupts with the fulfillment offamily-
related responsibilities. On the other hand, family-work conflict occurs when
anindividual’sfamily-
relatedfactorsinterruptwiththefulfillmentofworkrelatedresponsibilities. Therearetheretypes
ofconflictthathavebeenidentifiednamelytimebased, strain-based, and behavior-based
within the bi-directional concept of work-family conflict(Greenhaus&Beutell,1985)

Time-based conflictusually takes
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placewhenvariousrolearecarriedoutconcurrentlyandtheallocationoftimeforeachroleis
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important as it will be limited for the fulfillment of demand from another domain if
toomuch of time given to one domain. Greenhaus, Allen, and Spector (2018) define time-
basedconflictasthetimerequirementallocatedforonerolelimitstheamountoftimethat can be
dedicated to the other role, restricting one’s completion of task in the latterrole.
Timebased conflict mainly describes two main aspects. The first aspect is
whenfulfillment of demand from two-role domain is difficult due to the time pressure.
Theaspect is when time pressure in one role could advance impact in the completion
ofdemand in another role (Greenhaus&Beutell, 1985). For example, increased number
ofhours worked per week among dual-career couples will reduced the time allocated
forfamily domain, resulting in work-family conflict. Strain-based conflict occurs due
totension of the role. Greenhaus, Allen, and Spector (2018) define strain-based conflict
astension occurring in one role is passed on to the other role, which International Journal
ofAcademic Research in Business and Social Sciences Vol. 1 0 , No. 9, 2020, E-
ISSN:2222-6990 © 2020 HRMARS 450 results in strain symptoms (e.g., anxiety,
irritability)minimizingefficiencyinthesecondrole.Pressurefromworkmayinfluencetheoccur
renceoftensionandpressureforexamplelowsupervisorsupport,depression,worries and
tiredness will result in strain in family domain among dual-career couples.Strain-based
conflict happens when the tension (or stressors) from one role affect theefficiently to
carry out the other role. Thus, pressure rise from either work domain orfamily domain
will influence  the  occurrence  of  work-family  conflict. Behavior-
basedconflictstemswhenabehaviorthatisrequiredinonerole(e.g.,anauthoritarianinteraction

style) is not suitable to be expressed to the other role which result in
reducingone’seffectivenessintherole(Greenhaus,Allen,&Spector,2018).Forexample,afamil
y member may need warm and emotional interaction from an employee and
conflictoccurs when the employee is unable to satisfy the expectations of the different
roles.Behavior required in one domain affects behavior in the other domain, result in
thetransferred behavior restricts role completion in the other role. Behavior pattern such
asdominant, controlling, straight and factual thinking of a male worker may not
compatiblewith the behavior need from his children. Thus, this study includes all three

subtypes ofconflictin measuringwork-familyconflictamong dual-career couples.
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TheorizingWork-FamilyConflict

Phenomenon of work-family conflict among dual-career couples reviewed in this
studywas explained by two theories, viz., Conservation of Resource Theory and Gender
RoleTheory. Both of this theory is essential in describing the relationship of the
independentvariables(organizationalsocialsupport,time-managementandtypeofdual -
careercouples) with work-family conflict (Table 1). Detail description of the two theories

inassociationto work-familyconflict discussedin thesections that follows.

a. ConservationofResourceTheory

Hobfoll’s (1989) Conservation of Resource Theory (COR) adapted from a stress-
based theory that explains the determination that urge individual to preserve
theirexistingresourcesandtoseeknewresources. Thistheorywillexplaintherelationships

between Organization social support and timemanagement with work-family conflict.
Work-family conflictcategorizedas a stress factor in COR. Due tothe pressure to
manage between work and family demand, couples might experience athreat to the
reduction of time and energy (types of resources in COR). COR theorybuilt on the
idea of (1) individual attempts to acquire and preserve existing sources orconditions;
and (2) when pressure takes place, the individual is threatened by loss
ofresources,because the resourcesthey putindoesnotresultinresource attained(Hobfoll,
1989). COR theory always prioritizes on the preservation of resources suchas strong
marital relationship, financial assets, and tangible help from two of the lifedomains
with work and family task (Hobfoll, 1989). When an individual performs arole well,
they also gain resources (e.g., career advancement, salary increment, self-confidence).
Nevertheless, compares to resource gain, resource loss affects a person’slife to a
greater extent (Hobfoll, 2001). Organization social support in COR theory isknown as
a crucial social resource that has two purposes that is self-defining
andinstrumentalinpreservingtheavailableresourceandgainingnewresource.Organizatio
nal social support benefits individual with many positive results that couldguide
individuals to achieve their ambitions. This “resource” is essential in copingwith
increasing conflict in work and family domain. According to COR theory, if

anindividualexperiencesstressinonedomain,he/shewillputinmoreresourcetothat
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domain in order to reduce stress. While resources, International Journal of
AcademicResearchinBusinessandSocialSciencesVol.10,N0.9,2020,E-ISSN:2222-
6990

© 2020 HRMARS 451 such as time and energy are limited, tension from a
domainwill eventually results in loss of existing resources for the other domain and

causinganincreaseof lifedistress (Hobfoll, 2001).

Therefore, an employee is urged to maintain their resources and try to obtain
moreresources; the loss or gain of resources lean on possessing other excess
resources(Oge, Cetin & Top, 2018) Based on COR theory, three coping mechanisms
of work-family conflict has been identified. One method related to the cross-domain
resourceinvestmenttoavoidresourceloss.Resourcesareexplainingasobjects,states,situati
on, and other characteristics that individual appreciate the most. The value
ofresourcediffersforeverypersonandconditions.Whenindividualfacedifficultsituation at
work (i.e. poor performance) or family (e.g., ill child), they feel that moretime should
be spent in the problem. Therefore, stress from one role may affectdifferent role or
time is limited for the other role (Halbesleben, Harvey, &Bolino,2009). The second
mechanism happens an individual spend more time in one domain(i.e. work) or
encounter severe, small losses with no resource gain, thus a personexperience
personal loss (Hobfoll, 2001). The third mechanism explains an individualtend
protect future resource loss by proactive coping, known as “efforts taken toprotect
potential stress or alter its form before it happens. In this mechanism,
anindividualtriestoattain,maintainandinvestnewresourcesaspre parationofpossibility of
future loss. The tendency to involve in proactive coping depends to theprimary level
of resources. An individual has to ensure they have enough resource inorder to invest
and gain new resources such as new skills, eventually preserving themfrom upcoming
resource loss (Hobfoll, 2011). Thus, one of the effective ways to uselimitedand

valuabletime istheimplementation of time-management.

GenderRole Theory
GenderRolesTheory(GRT)developedbyEagly&Wood(1999)basedonindividuals’social
lyidentifiedgender.Thistheorywillexplaintherelationship
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between type of dual-career couples and work-family conflict. GRT explains
thatperson practiceculturalbeliefs regarding theirgender because of society
pressuresthat was practiced before (Kidder, 2002). An individual usually applies such
belief toidentify themselves and others, lead the person towards more common
collectiveidentities. Thiscategorizationplaysasignificantroleinanindividuallife.Further
more, GRT proposed that female is perceived as prone towards
maintainingrelationship and loving. Therefore, generally they were discouraged to
carry out rolesdefined as masculine or manly. Meanwhile, male is proposed
breadwinner. However,due to the increase female employees entering the workforce
after World War
I1,womenbegantocombinemotherhoodwithprofessionallifeandthesehavedevelopedtoth
eformationofnewscenarioknownasdual-careercouples.Acknowledging that different
gender has different behavior in their roles and copingstrategies, for example ways
couples act in work and  family domain.  Thus, it can
beseeninthepaststudiesasresearcherorganizeandsortdual-careerfamiliesbytypologies or
identifiable  subgroups.Forexample, Halland Hall(1980)identifiedfourdual -
careertypes’accommodators,adversaries,alliesandacrobats.Accommodators  couples
refer to of the spouse involve highly in career domain andlow involvement in the
home domain.  Adversaries couples classified as spouses whohave
highinvolvementinthe career domainandshowslessinvolvementfamilydomain or do
not show any support to each other. Allies couples generally show moreparticipation
in either one of the domain career or family. Acrobats explain thatcouples generally
shows high involved in their respective roles. International Journalof Academic
Research in Business and Social Sciences Vol. 1 0, No. 9, 2020, E-ISSN:2222-
6990©2020HRMARS452TheoreticalFrameworkTheConservationof Resource Theory
of Hobfoll’s (2001) was used as the theoretical framework in thisstudy.

Theoretical

FrameworkMethod

Thispaperbasedonextensivereviewsofpreviousresearchonwork-
familyconflict,involvinglocalandworldwidestudiesobtainablethroughonlinedatabasesn
amely
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Education Resources Information Center (Eric), Scopus, Science direct, Jstor
andMandeley. The method of extracting the accurate literature began with the
choosingtherightkeywordsassuggestedbyCronin,RyanandCoughlan(2008).Fewkeywor
ds discovered for example work-family conflict, organization social support,time-
management,typeofdual-careercouples,dual-careercouplestosearchtheliterature
researching on  work-family  conflict among  dual-career  couples.
Variouselectronicdatabasesusedtoexploreforsupportingdataandresourcesthatencompas
sesjournalarticles,booksandinstitutionalreportbymultidimensionalorganizations. Totall
50itemswereobtainedfromthepaststudiesbothfromquantitative and qualitative were
used in the analysis, of which about 10 percent wasfrom Asia and the rest from
Western countries from 1985 to 2020. From the 150articles gathered, approximately
102 articles were on dual-career couples and theremaining was on working
individuals in which 143 articles was empirically testedincluding both the
government and private sector organizations. Approximately about145 articles were
from journals and the remaining was from books and institutionalreports. From the
150 articles, 50 articles was from organizational social support andwork-
familyconflictamongdual-careercouples,25articleswasfromtime-management and
work-family conflict among dual career couples, 15 articles wasfromtypesofdual-
careercouplesandwork-familyconflictamongdual-careercouples and the remaining
articles was from work-family conflict among dual-careercouples. However, 60 per
cent of the articles were use in this analysis because thesearticles show the correlation
between the selected variables with work-family conflictamongdual-career couples.
WorkSituationOrganizationSocialsupportTime-ManagementFamilySituationType of
Dual-Career Couples Family Role Stress Work-to-family conflict Family-to-work
conflict Job Stress Family stress Life Distress/ Workfamily conflict Work Rolestress
International Journal of Academic Research in Business and Social
SciencesVol.10,N0.9,2020,E-ISSN:2222-6990©2020HRMARS453RegionsSources
Number of Items Western (USA and UK) Journal of American Science, Journal
of Appliedpsychology,JournalofManagerialPsychology,Journalof\VVocationalBehaviour

,InternationalJournalofTrainingandDevelopment,JournalofSocial
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Work, Journal of Organizational Behaviour, International Journal of Cross
CultureManagement,JournalofFamilylssues135Asia(Malaysia,Chinaandindia)Pertani
ka Journal of Social Sciences & Humanities, Thelnternational Journal ofHuman
Resource  management, South  Asian Journal of Business Studies,
Humanrelations,JournalofEuropeanindustrial Training.15Thevariablescoveredfromthe
150articlesweretime-management,organizationalsocialsupport,familyorganization

support,  coping  strategies, types of dual-career  couples,  work
demand,roleoverload,numberofchild,gender,workchallenges,copingandworkplacechar
acteristic.Mostofthesestudieswereconductedamongemployeesinmanufacturing ~ field,
banking sector, medical staffs and educational field from
variouscountriessuchaslran,USA,UK,Brazil, Turkey,India,ChinaandMalaysia.Moreov
er, the theoriesused in these articles are Boundary Theory, Gender RoleTheory,

Spillover Theory, Social Exchange Theory and Conservation of ResourceTheory.

Findings

The finding of this study is a framework developed based on hypotheses
generationaccordingtopaststudies. ThisframeworksupportedoyCORandGRT.Theframe
work of this study shows that workfamily factors (organization social support,time-

management and types of dual-career couples) influence work-family conflictdirectly.

Factors of Work-Family Conflict a. Organization Social Support Organization social support,
ingeneral explains that dual-career couples receive support from their organization related to
workand family issues. The availability of social support in the workplace can assist workers
inreducing the professional and individual demands (Boyar, Campbell, Mosley & Carson,
2014).Organization social support involves support system for example like management,
supervisorand colleague. Management support referred to worker’s beliefs that organization
values theireffort to the organization (Lynch, Eisenberger&Armeli, 1999). Supervisor support
refers toworkers perception on the degree to which their supervisors appreciate their hard work

for theorganizationandlookafteronworkerswell-being(Kottke&Sharafinski,1988).Supervisors
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referred to as a gatekeeper because they elucidate and administer organizational policies
andrules. Supervisors engage closer to the employees because they daily involve in
routineworkwith employees. On the other hand, co-workers support referred to a person who has
stronginfluence towards employees, thus co-worker is known as a person that has strong and
closeinteraction with employees in the organization (Azhar& Noor, 2018).Co-workers support
canbedefinedastheextentofco-helpfulnessandtheirreliability
tohelpanotheremployee.Furthermore,Bogo,Paterson, Tufford,andKing,(2011)stronglyproposedtha
tcolleagueassistance is significant for employees as this enables them to deal with difficult
situation in theworkplaceenvironment.Basedonreviewby
Kossek,Pichler,Bodner,andHammer(2011)found that there is a strong, inversed, and significant
relationship between organizational socialsupport (management support, supervisor support and
co-worker) and work-family conflict. Theresultisempiricallyconfirmedby
HamidandAmin(2014)showsthatorganizationsocialsupport is an essential element for achieving
reducing work and family conflict. These findingsshared consistent result with other study by
Hao, Wang, Liu, Wu and Wu (2016), that shows aninverse and significant association between
organization social support and work-family conflictamong Chinese employees.Based
onevidencepresentedaboveand supported by COR, thisstudy proposed that: P1. There is a
significant and negative relationship between organizationsocial support and workfamily conflict
among dual-career couples. b. Time-Management
Fromthepreviousstudies,researcherhasnouniversalagreementontheexplanationontimemanagement
, however many researchers referred to Lakein (1973), who proposed that timemanagement is a
process of identifying needs, finding ways to achieve these needs, planning andputting the
priority on task to accomplish these goals. According to Claessens, Wendelien VanEerde and
Roe (2007) time management explains as to a person’s behaviour to accomplish aspecific goal
with the use of strong time management skills. Time-management in this studyrefers to the
preferable amount of time allocated to complete a task arranged according to
anindividualpriority.BasedonreviewbyEason,AdamsandJex(1999)showedthattime-management
has relationship with work interfere with family and family interferes with
work.Theresultsisempirically confirmedbyGoudarzi,Sheikhi,andKheir,(2012)study whichshowed
that time-management was negatively influence on work-family conflict among
Iranemployees.ThesefindingssharedconsistentresultwithotherstudybyBeyramijam,Shahrestanaki,

Khankeh,Aminizadeh,Dehghani,andHossein(2020),thatshowsaninverseand
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significantcorrelationbetweentime-managementandwork-
familyconflictexperiencedbyemployees.GreenandSkinner(2005)explainthatindividualrequiresstra
ighteningtheircapability to organize time successfully to accomplish a sufficient balance of work
and family.For instance, an individual can organize their time well may encounter less work-
family conflictcompared to individual that did not organize their time well. Based on evidence
presented

aboveandsupportedbyCOR,thisstudyproposedthat:P2. Thereisasignificantandnegativerelationship

between time-managementand work-familyconflict amongdual-career couples.

c. TypeofDual-CareerCouples
Dual-career, normally, are distinguish by their continuing career involvement and their desire
forpersonal progress together (Berlato& Correa, 2017). In another word, father and mother
assumejointlytheroleofprotagonistsforprofessionandhousekeeping,i.e.,functionspreviouslydistrib
uted and practiced according to gender are reconfigured, shaping a new scenario as dual-career
couples (Berlato, 2015). Different researcher has presented different typologies to explaindual-
career type. Rapoport (1976) developed the first dynamic of dual career couples analyzeddual
career couples by separating their components (his career, her career, her family roles, andhis
family roles) and determine basic styles in the orientations of couple’s members towards
theircareers and relationships. According to Rapoport and Rapoport (1976), there are four types
ofdual-career couples, which are (familist, careerist, conventional and coordinated). The
familisttypereferredasthecharacteristicofcoupleshavingcompletelyinvolvedintheirfamilysphere,in
otherwords,thesecoupleshaveaprofession,butimportancegiventotheirhome.Thecareerist type is
when both partners focus mainly in their careers. The conventional-type couplesrefers to the
traditional family in which the women carries the role as homemaker (activitiesrelated to family)
and the male carries the role as breadwinner (work related activities). Finally,coordinated type of
couples, represents a career-centered husband, willing to assist in the familysphere, and a family-
centered woman, with guidance for career. Halland Hall(1980) alsodiscover four types of dual-
career couples (accommaodated, adversaries, allies, and acrobats).
Theaccommodatedreferstoonespouseparticipatemoreincareerandlittleathomeandtheotherhas
contrary priorities. The adversaries are classified as couples who generally involve more intheir
careers and do not show any participation in home activities or any support function to
thespouse.Theallies’couplesaregenerallyinvolvingmorewithcareerorfamily,butnotinall
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functions, (they join forces in a priority). Couples can have focus more on family and less
focuson profession or vice versa. The last type, acrobats explains that couples normally shows
deepinvolved in their roles. For these couples, the relationship with family is as significant as to
theircareer. Hunt and hunt (1982) identify three typology of dual-career (traditionalists,
prioritizersand integrators). The traditionalists refer to a conventional home, with the role
andgenderdivided: the women are more involved with the family domain and the male to the
providerattribute. Prioritizer couples are couples who reject the notion of gender and the
distribution ofthe roles. They have the ability to make a choice between work and family
functions. Lastly, theintegrators have the marital and parental roles as well as occupational roles.
They work jointly inthe same professional field and can be colleagues in the same area or owners
of their ownbusiness.For thisstudy,Halland Hall(1980) typesof dual-career couples’ combination
wasused because they extended their study from previous studies and explain that the four
categoriesare notstatic. Couplesoften movefrom one category to another depending ontheir life
andcareer stages, priorities and emotional and financial resources. Based on review by Hall and
Hall(1980), showed that couples who under the accommodator category may experience less
conflictbecause the partners compensate each other since one has high work involvement and
low homeinvolvement and the other has the opposite. Next for partners under adversary’s
category, whichthey face high work-family conflict because the identity of both partners is
defined primarily bycareer. This category creates stress because partners are constantly
competing over priorities:both value a well-ordered home but neither is willing to invest time
and energy in home-relatedactivities. On the other hand, couples under the allies category usually
have a low level of work-family conflict becausefor these couples, theirpriorities are clearly
defined and compatible.Both value career over home life or vice versa and creates synergy
asboth the think and actalike. It is common to observe allied couples who are primarily home
involved which minimizesnegative work to family spillover (e.g., when work responsibilities
take time and energy fromfamily responsibilities). Finally, couples under acrobat experiences
highs level of conflict as bothcouples wants high involvement in challenging careers and high
involvement in family life aswell. Their identities arenotrestricted toone particular role, asthey
seek fulfillmentinbothroles. Conflict in these couples are interpersonal (as they juggled the
overload of role and blameif things do not happen based on their expectations) and intrapersonal
(each individual tries to

dowellinallroles). Therefore,thisstudyproposedthat:P3. Thereisasignificantrelationship
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between the type of dual-career couples and work-family conflict among dual-career
couples.P3a: There is a significant and negative relationship between accommodator dual-career

couplesandwork-familyconflict.

Implications to Human Resource Development (HRD) Work-family conflict happened to be
acommon type of incompatibility among dual-career couples. It cannot be avoided, but possible
tobe controlled. This study that based on review of past studies has been conducted with
thepurposeofidentifyingfactorsinfluencingwork-familyconflict.Basedonthedevelopedframework,
organization needs to put more effort in addressing the antecedents to reduce work-family
conflict among dual-career couples. Organizations may implement initiatives such asflexible
working arrangement and work from home packages to married employees in theirorganization.
They should consider flexi hours where the employees are able to adjust
workingtimeaccordingly.Flexibleworkarrangementbenefitsemployeesasithelpsemployeestobalanc
e their work performance and personal life more affectively. By doing this, it helps dual-career
couples to balance between work and family domain. Through the findings of this
study,thegovernmentandorganizationscancreateafamily-friendly

environmentfordualcareercouples to overcome the challenges faced by them such as provide
affordable and assessablechildcare center. Therefore, dual career couples will be able to focus on
work knowing theirchildren is on safe hands. It also benefits the employers as this flexibility
seen to improveemployee engagement and commitment at work. As a result, organizations’

productivity andperformancewill beimproved gradually.

In addition, time-management also proves to be a predictor of conflict between work and
family.Therefore, the government should organize time management training for employees who
arepoor in time management skills. This will help employees set their priorities to achieve their
lifegoal.ConclusionandRecommendationsforFutureResearchThisstudyconcludesthatorganization
al social support, time management and types of dual-career couple influences work-family
conflict. In addition, the proposed framework suggests a direct association between
theindependent variables and work-family conflict. More empirical based studies related to
work-

familyconflictshouldbeconductedamongdualcareercouplestorevealthefactorsthatcontributetotheoc

currenceofincompatibilitybetweentheworkdomainandfamilydomain.
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Futurestudyalsorecommendedincludingthepossiblethirdvariable(e.g.,mediatorormoderator) in
their analysis. This article presents theoretical support for the three factors namelyorganizational
social support, time management and type of dual-career couples as factors ofwork-
familyconflict. Therefore,researcherproposedthatfuturestudiestocarryoutanempirically ~ examine
and justify the scheme and the association between the organizational socialsupport, time
management, type of dual-career couples and work-family conflict in the
model.Hence,theempiricalconformationthatcouldbeacquiredfromthismodelmayaddtotheexisting
literature on work-family conflict among dual career couples. This suggests that
futureresearchshouldexamineinmoredetailthestrategiestopromotemoreorganizationsocialsupport,

time management and work-familyconflict.

Research Contribution Theoretically, this study contributes more wide perspective regarding
theexisting theory of work family conflict among dual-career couples by integrating variables
suchasorganizationsocialsupport,time-managementandtypesofdual-
careercouplesinunderstandingwork-familyconflictamongdual-
careercouples.Thisstudywillextendconservation of resource theory by providing a new insight
into organization social support andtime-management as resources in theory. As conservation of
resource theory explains, a resourcecan be anything that perceives as valuable to an individual.
Thus, explaining these antecedents asa resource may provide a better understanding for further
studies. Furthermore, this study alsouses gender role theory to explain the relationship between
types of dual-career couples andwork-family conflict among dual-career couples. Futhermore,
this study determine to furnishknowledge tohumanresource
departmentoforganizationsinMalaysia tofocusonfactors(organization social support, time-
management and types of the dual-career couple) influencingwork-familyconflictfacedbydual-
careercouples. Thesemayassistemployeestomeetworkand family needs and thereby reducing
work-family  conflict. By studying the source of work-familyconflictamongdual-
careercouples,thisstudyisbelievedtodrawattentionfromorganization as well policymaker. They
may provide a suitable workplace by acknowledgingwork-family conflict among employees
while providing support and work flexibility to dual-career couple employees. Successful
balancing between both domains may assist workers toimprove their health, career and family.
This study would administer the existence and the levelofwork-familyconflict amongdual-
careercouples.
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METHODOLOGY

The review of literature reported in the previous chapter leaves behind the impression that
theconventional setting of family and work is changing, making way for dual career family
setup. Itisa rapid revolution which has still not concluded.

In sum , the studies suggest , that there is no working men or women type and no family or
worksituation that is in any simple sense the right type for a happy family or enhancing work .
Thereare different family and work types different family and work situations and different
family andwork effects and their outcome, take this into consideration. The present study
focusses on
thefactorsinfluencingpsychologicaldistressesindualcareercouples. Thestudythroughlightonthe
many combinations of husband and wife, behavior and attitude that can result in harmony
ordisharmony in the both world’s work and family. The variables studies in this relations are
careersuccess, social support marital satisfaction, sex role orientation, type of family and number
ofchildren.

Aim: to study dual career couples and the factors effectingtheirpsychologicaldistress.
Hypothesis:Thefollowing nullhypothesishavebeensetup,basedonthe findingsof theirstudies.

1. Workingsuccessisnotrelatedtopsychologicaldistress.

2. Psychologicaldistressisnotinfluencedbythefamily.
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Research Design
(@) Sample:thesubjectswereselectedfromgeneralpopulation.Thecriteriaforinclusioninthissamp
le werethefollowing.
Thesamplecollectedthroughgoogle formandusedSPSS21version.
1. Thesubjectwas married and livingwiththespouseforaminimumof 5years.
2. ThesubjectwaspursuingacareerforthepastSyear.
3. Thenatureoftheoccupationwassuchthatitisimposedcommitmentanddemandedmostof
thepersonstime complication withthe homesituationand leisuretime.
4. Thesubjectsselectedwerealladultsabout25yearsofage. Theor

iginal criteriawaslatermodified for certaincases.

Tablel

ShowingAge-wisedistribution ofthesubjectsin thesample.

Age Male Female Total
55-59 3 0 3
50-54 2 1 3
45-49 11 4 15
40-44 10 9 19
35-39 14 10 24
30-34 15 22 37
25-29 5 14 19
Total 60 60 120
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Table2

Showingthedifferent occupationsofthecouplesin thesample.

Occupation
Code A B C D E F
GH
H A 1 1
U B 1 1 2 4
S C 4 1
B D 1 2 1
A E 2 3 2
N F 1 5 8
D G 3 2 9
S H 1 1 1
| 1

Occupation Code Occupation

>

Advocate
Engineer
Doctor
Business
Teaching
Government
Service
Research
Scientist

— I O T mQgOOw
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AssessmentTechniques:
Thefollowingwerethetools usedinthepresentstudy.

1. Information Schedule: This was specially devised to elicit informations regarding
thedemographic, familial, religion, social background, demandingness of the job and
otherdetails of the Dual Career couples. The information Schedule also included items
selectedfromdifferent sourcesto covercareer successandmaritalsatisfaction.

i) ScaleforCareerSuccess:
This Scale was devised to measure career success, after reviewing the
literatureand studies done in the past. ( Caroleetal 1979; Thomas etal 1984;
Fogarty etal1971;Waddell 1983).ltis attached to theinformation schedule.

AdministrationandScoring:

It has nine statements with three alternatives to each statement. It is a self-
administeredQuestionnaire. The subject is asked to choose one alternative of the three given, one
that bestdescribes his/her feelings, for each statement. The scoring is based on 2-1-0 basis. 2
indicateshigh satisfaction, 1 average satisfaction and O low satisfaction. Some statement are
indirectlyformulatedtopreventthesubjectfromtickingmechanicallythealternativesandinducingalert
ness in the subject. The scores obtained by the subject for each statement is summed and thesum
of which gives the total career success score for each individual subject. The
Maximumscoreobtainableis 18 and the minimum scoreis 0.

i) MaritalSatisfactionScale:

The scale devised by Arutraj& Jai Prakash (1983) has been adopted for the
studywhich aims to assess the extent of marital satisfaction influencing the
experienceof psychological distress in Dual Career couples. It consists of 30
items. Items areincluded to , measure four areas of satisfaction namely, social,
emotional, sexualand married life. In general it comprises of attitude to spouse,
attitude to children,to in-laws, to the management of family finances etc. Items in
this scale
wereselectedfromtheQuestionnairedevelopedbyJainandDave(1982);Kapur’swork
(1980); Dhillon, Ganguli and Basu’s scale (1975) and from other literatureson
marital adjustment. The odd-even reliability was 0.94 and test retest reliabilitywas
0.96 and the scores on this scale correlated to the extent of 0.77 with
MaritalQuestionnairescores.
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For the present study, only eleven items, which constitute factor 1 of the scale
hasbeen chosen. These eleven items after factor analysis have been shown to
bemeasuringuniquelythe satisfaction of themarital pair.

AdministrationandScoring:

It is a self-administered Questionnaire, attached to the information Schedule. It is
simpleto score and administer. There are three alternatives given for each of the eleven
statements. Thesubject isasked to choose the alternatives that bestdescribes his/her attitude,
feeling andexperience. The responses are scored as 0, 1and 2. Responses indicating satisfaction
yielded ascoreof 2.Maximum score, anindividual can haveis 22and the minimum scorepossibleis
0.

2. BemSexrole Inventory(Adaptation):
Appendix :B.

The original Bem Sex Role Inventory- BSRI, by Bem (1974) has gained considerable
popularityand has been widely used not only because it is more based on a realistic
conceptualization ofmasculinity-femininitybut also because itis extremelysimple to administer
andscore.

Bem (1974) constructed the sex role Inventory by asking undergraduates to rate 400
personalityadjectives either for American men or women. A personality characteristic was
selected if it wasjudged to be significantly more desirable in American Society for one sex than
the other.
Twentyadjectivesformasculineandfemininescaleandtwentyneutraladjectiveswhichdidnotdifferenti
ate between the two sex roles formed the social desirability scale. The validity of theBSRI has
been established through a series of studies. Test retest reliability of the inventory arefondto
rangefrom 0.89 to 0.93.

Adaptationofthe BSRI: BSRI(A)

Since the BSRI was developed for an American population and was culturally loaded, Rao, Rao-
Gupta and Murthy (1981) attempted to adapt and re-establish the reliability and validity in
thelndian context.

Following Bem’s construction procedure, 15 adjectives relevant to the Indian population
weretaken together to form BSRI (A). This inventory consists of 15 masculine and 15 feminine
traitstomeasurethe twodimensions, masculinityand femininity.

Administration&Scoring:

BSRI (A) isa self-administeredInventory.ltconsistsof 30 adjectives describing personalityeachof
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whichthe subjecthastoevaluate ona sevenpointscale withreference toherself/himself.
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The rating scale ranges from one (never/almost never true) to seven (always/almost always
true).The subject has to place a cross, a dash or a circle on what he judges as his/her position on
thescaleforeach adjective.

The 30 adjectives are placed such that odd numbered items eg: 1,3,5etc are masculine and
theevennumbereditemseq:2,4,6etcarefeminineadjectives. Therawscoreforeachadjectiveisthe
subjects position on the 7-point scale. These raw scores are totaled separately for the
15masculine and 15 feminine adjectives and averaged to get the masculinity and femininity
scoresforeach subject.

The medians for the masculinity andfemininity scales are calculated taking into considerationthe
scores on the two scales for the entire sample. Each subject’s scores are compared to the
twomedians and the subject is categorized as Masculine ( high masculinity and low Femininity),
asFeminine (low Masculinity and high Femininity), as Androgynous (high Masculinity and
highfemininity) &as undifferentiated(low Masculinityand lowFemininity).

The split half reliability co-efficient and test retest reliability co-efficient for Masculine
andFeminine dimensions were significant at 0.01 level indicating BSRI (A) as a consistent tool.
Itsconstruct validity has also been established by a low non-significant correlation, of (r=15
n.s)between Masculinity and Femininity scales. This proves that a respondent’s score on
otherdimension.Also thenon-significantcorrelation waspositivewhich showsthat this inventor
ydoes not deal with MasculinityandFemininityas 2 ends of bipolarcontinuum.

3. GeneralHealthQuestionnaire:G.H.Q: Appendix
C(Goldberg&Hillier, 1979)

The presence and symptoms of psychological symptoms can be assessed through GHQ.
Itis designed for use in consulting settings aimed at detecting those with a
diagnosablepsychiatric disorder. The sample used to devise this scale was 200 patients
and stratasampling was followed. Scaled GHQ is a 28 item Questionnaire, which is
modifiedversionofGHQofGoldberg(1972)andnowisbeingwidelyusedasageneralpopulation
first stage screening method. The scaled version of the GHQ is intended foruse in studies
in which an investigator requires more information than is provided by
asingleseverityscore.

Scaled GHQconsistsof four sub-scales:Somatic symptoms,Anxiety andinsomnia,Social
dysfunction and severe depression. It concerns itself with two major classes
ofphenomena: Inability to carry out one’s normal ‘healthy’ functions and the appearance
ofnewphenomenon of adistressingnature.
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The concurrent validity was establish for GHQ with clinical interview schedule (CIS)
forA, B and D scales. Cscale wasnotused sinceratingsof socialdysfunction were notmade
in the study of CIS. The four scales are by no means independent of one
another.,although correlations between the scales are lower than those between the sub-
scales andthe total score. The correlation co-efficient of 0.90 between the B scale and the
total
scoresupportstheviewthatanxietyisacorephenomenonwhichunderliesthecommonsyndrome
sofpsychiatricdisorder,buttheexistenceofthe3otherscalesallowsinvestigatorswith
specialintereststomeasureother dimensionsofsymptomatology.

Inthelndianconditionsalso, GHQhasprovedtobeareliableandvalidtoolinpopulation  surveys
and in several studies of morbidities (Bose 1979, Indira 1979, Lathal980, Jai Prakash &
Murthy 1981, Bhatt & Jai Prakash 1982, Uma & Jai Prakash 1982,Harinikumara &Jai
Prakash 1984).

AdministrationandScoring:

It is a self-administered questionnaire. It is a quick and easy method to
identify‘possiblepsychiatriccases’inthecommunity. Theemphasisison‘hereandnow’.Subjec
tsareaskedtorespondtothequestionsintermsoftheirpresentandrecentcomplaints,notthosethat
they hadinthepast.Responsesofthesubject’stoeachquestion are considered on a 4-poit
scale. GHQ scoring methods (0-0-1-1) gives resultsbetter than on the Likert method.
According to the authors, a cutting point of 5 and abovedifferentiates ‘normals’ from
‘possible cases’.The maximumscore obtainable onGHQbyan individual is 28 and the
minimum is 0.

Procedures:

Sixty couples (n= 120) formed the sample of the study. The subjects were
selectedfrom the general population. After establishing the needed rapport, the subjects
were firstadministered the information schedule followed by the other Questionnaires.
The criterialistedforthe selection ofsubjects werestrictlyadhered.

After filling in the Information Schedule, the subjects were allowed to proceed in
anyorder they wished. Subjects were assured of complete confidentiality and were
constantlyreassuredthat the datawould be used onlyforresearch purposes.

Though initial reluctance was seen on the part of some subjects to give information
aboutpersonal matters relating to marriage and job, the subject confided when the
purpose ofthestudywas quoted from rational and logical point of view.
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Husband and wife were separately interviewed and they completed the
Questionnairesindependently. The time taken on an average to complete the
guestionnaires was 30-35minutes, byasubject.

Analysis:

Following the above said procedure, data was obtained from the 120
subjects.Scores were derived for each subject. Both parametric and non-parametric
methods
wereusedinanalysis. InformationfromthelnterviewSchedulewasalsoanalyzedusingsuitables
tatistical methods.
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RESULTS AND DISCUSSION

Thisinvestigationattemptedtostudysomeofthefactorsinfluencingpsychologicaldistressinthe  Dual
working Couples. A sample of 60 couples (N=120) were selected for the study. Thecouples in
the study hadbeen married for more than 5years, (Meanyears of marriage =
9.48)andbeenworkingformorethan5years[Meanyearsofservice=15.15(Males),10.25(females)].

The mean age of the couples under the study was 39.1 for males and 34.5 forfemales.

The information schedule was used to elicit details about career success, marital
satisfaction,familytype,numberofchildren,socialsupport,roledemandandotherdemographicdata.BS
RI[A] (1981) was used to determine the sex-role orientation of the subjects. Scaled

GeneralHealthQuestionnairewasused toobtainameasureofpsychologicaldistressamongthesubjects.

Data obtained from 60 couples [n=120] was subjected to further analysis. Analysis of
variance,‘t’ test, correlation and chi-square tests were made use of. Of the 70 sets of

questionnairesadministered,only60 sets or 120 responses were usablefordataanalysis.

PsychologicalDistress

Scaled GHQ is a measure of ‘possible cases’ and it was used to identify ‘possible cases’ in

thesamplegroup. Thescore ofeach subjecton GHQwas determined.

The maximum score obtainable on the 28-Scaled Item GHQ is a score of 28 and the minimum
0.In this sample, the score ranges from 0 to 17. In the female group the maximum obtained is
ascore of 17 and in the male group, it is 15. 31 Males and 33 Females have got a minimum
scoreof0 showingno psychological distress.

The above table shows that 80.8% of the total sample have no Psychological distress as

against19.2%of thesample experiencepsychological Distress.
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Bose(1979)reported15.4%tobepossiblecasesinastudyofadultresearchstudentsinBangalore. In
another study in Bangalore 16.68% of the adult population was identified as‘possible cases’
(Chandrasekar 1979). In a study of women in the age of 35-50, the proportionwas 20% of the
sample studied (Indira, 1979). In a study done by Latha (1980) the proportionwas 35.83% in a
sample of married working and non-working women in the age range of v25-
35years.InUma’sstudy (1981)31.58%ofthesamplewereidentifiedascases. Thesampleconsisted of
95 women with the age range of 35-52 years. In a study done by Pratibha (1982), 21males and 25
femalesoutof a sample of 60males and 60 femaleshad been identified as‘possible cases’. In the

present study, the percentage of subjects identified as ‘possible cases’ iscloseto that found

bylndira(1979).

Keith Etal (1983) in their study with 135 husbands (age 24-73 years) and 135 wives (age 20-
65years) have showed that characteristics of each spouse had little effect on the distress of the
othertwo job families. Blackwell and Jane Marie (1984) found that homemakers had higher
lifesatisfactionascomparedtocareerwomen. Theirsampleconsistedof436women(154housewives,15
Onon-traditionalcareerwomen,likebankmanager,attorney,etcand132traditionalcareer

womenlikenurses, teachers etc).

The scores of the male subjects were compared with scores obtained by the female
subjects.Table3 shows the obtained t.

Keith Etal (1984) found that men in 2 — careerfamilies had more role conflict and depressionthat
men in one career family. The sample was 130 men in one career and 135 men in two career.The
past literature shows evidence of women distressed more than men in 2 — career families(Bernad
1972, D’Aray& Schmitz 1979, Gove 1978). Karasek (1981) says that more studies onwomen
have not been done especially because female wokers are heavily concentrated in

thestressfulareas wheredemands arehigh andworker control is low.

The present study finds no difference between the two groups on GHQ and this mat be due to
thesubjective characteristics in fostering depression among the 2 -job families as pointed out
byKeith Etal (1983). The subjective characteristics are job satisfaction, work orientation and

familysituationandthe objectivecharacteristicsbeingworktime,income,andoccupational level.
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In the table four, the A scale is a measure of somatic symptoms. The | scale is a measure
of Anxiety andIinsomnia.The Cscale isa measure of socialDysfunction and the D scale,ameasure
of severe depression. All the four scales have equal number of seven items each. Tablefour
shows that the subjects in the sample have got a higher mean of 0.86 in the A scale, 0.8 in Band
0.31 and 0.29 in C and D scale. But in Harini’s study (1984), the highest mean for thesubjects
was in [ scale and in Pratibha’s (1982) study with spouses of Terminal cancer patients,the highest
mean was in D scale. However, there is no significant difference in the GHQ

scoresbetweenmales andfemales on thefour scales,in this study.

Sex Role Orientation

Information from Ben sex role inventory (A) was used to identify the sex role orientation of
thesubjects. Thenscores of each subject on masculinity and feminity was determined. The
Medianwas calculated separately for masculinity and feminity. The Median split method was
used toclassify the subjects into one of the four categories, namely Masculine, Feminine,

Androgynousandundifferentiated.

The median for masculinity (4.51) scores are higher than in the study conducted by
Jayashree(1982) where the masculinity score was 4.14 and to the study conducted by Anuradha
(1984)where the median for masculinity was 4.40. whereas the median for feminity score (5.02)
waslowerthanJayshree’s (1982)median feminityscore(5.14) and Anuradha’s(1984)(5.55).

The subjects who were above the median on masculinity and below the median on feminity
wereclassified as ‘Masculine’. The subjects who were above the median on feminity and below
themedian on masculinity were classified as ‘Feminine’. The subjects who were above the
medianon both masculinity and feminity were classified as ‘Androgynous’ and the subjects who
werebelowthemedianonbothmasculinityandfeminitywereclassifiedas‘Undifferentiated’subjects. T
histypeofclassificationisinaccordancewithBem’s(1974)classificationasmasculine,feminine,

androgynousand undifferentiated sex role orientation.

Table 1 shows the number and percentage of subjects who are masculine, feminine,

androgynousandundifferentiated in thetwo groups, male andfemaleof thesample.
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Tablel

Showingthe total numberand percentageofsubjectsin the sex-roleorientation.

Groups Masculine Feminine Androgynous Undifferentiated
Number % Number % Number % Number %
Male 22 36.7 9 15.0 17 28.3 12 20.0
Female 7 11.7 21 35.0 15 25.0 17 28.3
Total 29 24.17 30 25.0 32 26.67 29 24.17

Intable seven,the majority of malesinthe sample under the category of masculinity
(36.7%)andthemajority ofwomenfallunderthecategory offeminity
(35.0%).Takingthewholesample, the majority ofthe couple fallunder the androgynous class
(26.67%) and the
nexthighestisthefemininecategorywhere25.0%ofthecouplesfall,thethirdhighestisthemasculinecate
gorywith24.17%ofthecouplesandthelastistheundifferentiatedwith24.17%ofthecouples

fallingunder it.

Inthe study done by Flagg Etal (1983) using BSRI on 114 career women, it was found that
32%of the subjects were classified as androgynous, 30% as undifferentiated, 24% as feminine

and15%as masculine.

Literature previously cited indicate psychological androgyny that is a balance of masculine
andfeminine behaviour to be mentally healthier for dual career Couples. (LazeronEtal 1981,
House1981). However, many studies have also failed to find this relationship between
psychologicalandrogynyandpositivementalhealth(EdwidgeEtal1984;WilliamandCharles1984;Bur
keandWeir 1976).

Inthepresentstudy,analysisofvariancewasusedtoconfirmwheatherthereexistsanysignificant
difference or whether the different sex role groups vary in the extent of
experiencingpsychological distress. Table Eight shows the summary of analysis of variance
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between sex roleorientationand GHQ in thesample.
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Subjects with different sex role orientation do not differ in the experience of
psychologicaldistress. Thoughthenumberof*possiblecases’ismoreinthefeminineandandrogynousca
tegory, the differences among the four groups are not statistically significant. The

maximumnumberof ‘normals’ liein themasculinecategory.

MaritalSatisfaction
Data obtained form the eleven point Marital Satisfaction Scale (1983) was used to determine

theextentofmarital satisfaction amongcouples

Therewasanattemptmadetofindthedifferencebetweensex-roleorientationandcareersuccess. To
confirm where there exists any significant difference or whether different sex rolegroupsvaryin
theextentofcareer success analysisof variancewascarriedout.

Table-2

Showing the summary of analysis of variance between sex role orientation and career
successamongDual WorkingCouples.

Source of | Degrees of | SumofSquares Meansquareof F
variance freedom variance

Amongmeanof 3 16.005 5.335 0.58
conditions

Within 116 1059.12 9.13 NS

The obtained ‘F’ ratio (0.58) is not significant. This means to show that the different sex
rolegroupsdonot differ in thedegreeofcareer success satisfaction.

This result runs parallel to the finding of Anuradha (1984) where there was no
relationshipbetweenjob satisfaction and sexrole groups in asampleof 150 workingwomen.

Social Support and House work.
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AssaidinpartV(a),paststudieshaveconsistentlyreportedtheavailablesocialsupportcontributing  to
the amount of distress experienced by Dual career couples- (Adams 1964, 1968;Hill 1965; Straus
1960). It is been suggested by ZahavaAeolion 1982 in the study of ‘StressVulnerability and
social support’ that social support was related to outcome measures but wasindependentof
stressexperience.

The information schedule carried a question which could possibly measure the extent of
socialsupportavailable to the couples in managingtheirhousework.

Thevarious sourcesof supportoutlined was
(1) Full-timeservant.
(i) Part-timeservant
(iii)  Parents.

(iv)  Inlaws.
(v) Husband.
(vi)  Children.

(vii)  Anyothers.

The results obtained thus, has been tabulated as follows. In the results, only the females
(wives)account of social support has been taken into consideration, since the husbands were not
quitedefiniteabout thevarious measureof help their wives had.

TypeofFamily

This variable ‘family type’ applies only to countries like India & China where mostly
familiesliveunderoneroof,unlikeU.SorU.S.S.Rveryfewstudieshavebeendonetoknowtheextentof
psychological distress in the Dual career Couples in relation to anyone type of the
familystructure. One can state, though not with surety that the trend seems to be in favour of
nuclearfamily set up in the lessening of psychologicaldistress. Bailyn (1970) &Holmstrom
(1972)noted extensive interchangeability of tasks in nuclear families where sex differentiation
was verylittle enhancing the happiness of the couples. Amrutraj (1983) has also found that the
presence ofinlaws (joint familytype0 adverselyaffects themarital happiness ofthecouples.

However couple seem to drive support from joint and extended family structure. To study
theeffect of a specific type of family type, as related to the psychological distress experienced by
thecouples,Chi Squareanalysis was used.
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Thefamilytypeofthecouplesstudiedwasdividedintothreecategories,thejoint,thenuclearandthe
extended familytype.

Table 33 shows that, even in India, it is the nuclear family type which is dominant 50% of
thecollected sample belong to nuclear family type as against 33.3% of the joint family type
and16.67%of theextended type.

Table3
ShowingfamilytypeandGHQ scores of thecouples.

Familytype Nuclear Joint Extended Total
Normals 52 29 16 97
Cases 8 11 4 23
Total 60 40 20 120

In the above table, it can be seen that the maximum number of normal people with
positivementalhealth fall under thecategoryof nuclearfamilytype(43.33%).

The next comes the joint family where 24.17% are normals and in the extended type of
family13.33%arenormal. Takingthesubjectswhohavebeendescribedas‘possiblecases,themaximum
number of them fall under the joint family set up (9.17%) and next is the nuclearfamily type
(6.67%) and lastly the extended type (3.33%). This trend supports Amrutraj’s (1983)results that
presence of in laws lessens marital satisfaction. And as we have seen in this studymarital
satisfaction is negatively correlated with psychological distress, the joint family type setup might
well lead to the increase in psychological distress. And as Holmstrom (1972) hassuggested the
dual career couples who live together in nuclear set up successfully manage theirfamily and even
in this study 43.33% out of 50% are well satisfied and possess positive mentalhealth. However,
there has been no significant difference found between the three family typesand their experience
of psychological distress among the 60 dual career couples. The Chi Square(3.12) obtained is not
significant, though the trend seems to favour the nuclear family set up. Asperthis result,
thefamilytypehas noeffect on psychological distress.
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