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Abstract 

In contemporary society, increasing numbers of women 

have been entering the paid labour force while 

simultaneously tending to the responsibilities within the 

home sphere. This study explores the experiences of a 

targeted population of women and their perceptions of gender 

roles within the home and workplace. This thesis highlights 

participants' views of their workplaces and how responsive 

they have felt their employers have been in allowing them 

to respond to family-related needs. 

The method utilized is qualitative in nature, and 

participants have been recruited utilizing criterion and 

snowball approaches. The sample population is employed 

female members of the Saskatchewan Association of Social 

Workers (SASW) who work within hierarchical organizations in 

Regina, reside in dual parent homes, and have at least one 

child under the age of six in their care. Interviews have 

been conducted with nine participants, and their personal 

thoughts, feelings and beliefs have been respectfully 

validated, discussed and highlighted within the thesis. 

There are several implications for social workers in 

relation to the work/family balancing act. This begins with 

educating ourselves as to any gender-related biases within 

our social work practices, and recognizing commonalities of 
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experience with our female client counterparts. Empowering 

families by helping them to examine problems beyond the 

individual level is important. It allows them to develop 

insight into the existence of inequalities within society's 

institutions and social structures. 

The community, workplace, unions and government all 

have a role to play in eliminating gender-role stereotyping 

and paving the way toward equality for ail women. It is 

imperative that society begins to recognize the inherent 

value of children and families, and addresses their needs in 

a more comprehensive and holistic manner. 
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CHAPTER ONE 

INTRODUCTION 

1.1 Statement of the Problem 

This research is a qualitative exploratory thesis 

which examines the issue of balancing work and family 

roles. In 1997 I interviewed nine female members of the 

Saskatchewan Association of Social Workers (SASW), 

targeting those that lived in dual parent homes, had 

children under the age of six, and who were employed in 

hierarchical organizations within Regina. I chose this 

topic because of demographic changes whereby increasing 

numbers of women are participating in the paid workforce 

(Saskatchewan Women's Secretariat, 1997, p.7). 

Simultaneously women are expected to adhere to societal 

expectations which identify them as primary household 

managers and caregivers (The Conference Board of Canada, 

1999; Duxbury and Higgins, 1998). 

I examined three areas that I considered important for 

working parents to maintain an effective work/family 

balance: the household sphere, child care and the 

workplace. Along with some discussion of the home sphere, 

I examined the employment domain and obstacles that these 

women perceive to have been detrimental to achieving and 

maintaining an adequate work-family balance. This has 
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included discussion of family support measures that 

participants felt their employers have adopted which assist 

parents in their ability to balance work and family roles. 

Employer initiatives indicate that family issues are 

permeating the workplace and can no longer be ignored with 

respect to their influence on employees and the work 

environment. 

I selected the SASW membership as my sample population 

to represent individuals who work within the social work 

profession (An Act Respecting Social Workers, Section 21, 

1993). I felt that the work/family issue has relevance to 

the social work profession. It is a female dominated 

occupation (Hasenfeld, 1992), and is often considered an 

extension of the caregiving role. As women, female social 

workers experience some issues that are similar to those 

experienced by their clients (Hanmer and Statham, 1989). 

As women assume primary household roles (Duxbury and 

Higgins, 1998) despite being in the workforce (Saskatchewan 

Women's Secretariat, 1997) they may be vulnerable to stress 

and fatigue (Conway, 1993; Duxbury and Higgins, 1998). 

Social workers have typically had to work with women 

(Landes, 1998) and with those who experience stress and 

breakdown in coping abilities. 
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3 

1.2 Purpose of the Research 

My interest has been in female SASW members as I am 

using this sample to conveniently explore a more universal 

Canadian phenomenon. The purpose is to obtain qualitative 

information (thoughts, feelings, and adopted strategies) 

about how women balance work and family responsibilities. 

As discussed by Reinharz (1992), 

...people's ideas, thoughts, 

I have wanted to determine 

and memories in their own 

words..." (p.19), giving these women a voice and validation 

of their experiences. 

The feminist position encourages the reporting of 

womens' perceptions and the meanings they give to the 

experiences they encounter (Maynard and Purvis, 1994). 

Womens' experiences are important to document, for 

throughout history they have largely been ignored or 

Interpreted from the male point of view (Harding, 1987). 

This view also suggests that reality is not limited to one 

reality but rather to several, which are all legitimate 

(Maynard and Purvis, 1994, p.159). This suggests that 

reality is socially constructed, and that social actors 

give meanings to situations--and that every individual may 

interpret situations in different ways. Womens' lives have 

different realities from mens', and this can only be 

captured when women are the subjects of research and the 

chosen methodology allows for and accepts subjective 
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information as being legitimate (Maynard and Purvis, 1994, 

p.19). An intention of the research is to examine how 

these women have coped with obstacles they feel have 

existed with regards to balancing roles. 

1.3 Relevance to the Social Work Profession 

1.3.1 The Impact on Social Work 

Landes (1998) contends that society operates within 

the context of a patriarchal welfare state. Here she 

suggests that women are the major recipients of social 

services and that compared to men, they assume a greater 

proportion of services within the home, in the absence of 

adequate community provision (1998, p.243). Hence, human 

service professionals work with families who are affected 

by dual and inequitable division of roles. Mental health 

social workers see parents who are depressed, stressed, and 

burned-out; medical social workers tend to clients who are 

fatigued and plagued with physical and stress-related 

illnesses; and child protection workers work with families 

who do not have adequate community resources to assist them 

with parenting or in achieving emotional and financial 

stability. And "when husbands are not contributing, or 

only doing so marginally, to the work of maintaining the 

home including fulfilling caring duties, the excessive 

workload of many women clients can have a negative impact 

on their physical and mental health" (Hanmer and Statham, 
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1989, p.67). Fatigue and stress are the consequences of an 

inequitable distribution of work/family responsibilities 

(Conway, 1993; Duxbury and Higgins, 1998), and social 

workers are often called upon to deal with "...the 

casualties and victims of society...- (Mullaly, 1993). 

1.3.2 Social Worker/Client Relations 

Social Workers and clients often face similar 

problems. Although "social workers are mostly seen as 

powerful, and clients as powerless,... in reality many of 

the disadvantages in clients' lives may be experienced by 

women social workers" (Hanmer and Statham, 1989, p.16). 

Women and their clients often have similarities in 

experiences because of existing gender relations and 

womens' positions within the home and workplace (Hanmer and 

Statham, 1989, p.xii). Accordingly, "...it is only through 

a recognition of commonalities that a true assessment of 

the situation facing women clients and a client-centred 

practice can emerge" (Hanmer and Statham, 1989, p.9). 

1.4 Research Questions 

There are two research questions pertaining to 

employment-related needs and employers' responsiveness to 

those perceived needs: 
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(a) What are the participants' perceptions of their 

EMPLOYMENT-RELATED NEEDS as they attempt to balance work 

and family responsibilities? 

Objectives: 

-to explore child care resources participants used, and 

perceptions of the adequacy of these resources. 

-to examine participants' views of gender roles to 

determine what impact this has had, if any, on their 

abilities to balance their roles at home and at work. 

(b) According to participants' perceptions, HOW RESPONSIVE 

do they feel their employers have been in addressing these 

needs? 

Objectives: 

-to determine participants' perceptions of the streng=hs 

and weaknesses of workplace family support initiatives and 

determine any suggestions for change. 

1.5 Ideological Paradigms 

1.5.1 Introduction and Rationales 

Throughout my thesis I will discuss the issue of 

balancing work and family roles within the context of 

Mullaly's ideological paradigms (1997), along with use of 

supportive references. These are introduced below, and 

form the basis of my research assumptions (section 1.6). 

It has been difficult to locate research which directly 
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places the issue of 'work and family roles' into any 

particular theoretical framework; much of the research in 

this area had to be interpreted as it relates to the 

ideological paradigms. Certain ideological principles have 

been discussed to demonstrate these connections. 

The neo-conservative, liberal, and social democratic 

paradigms have served as the predominant framework as they 

are conceptually defined within Mullaly's (1997) work. 

This has been supplemented by discussion of the feminist 

orientation, based on the work of Andersen (1993) and 

McDowell and Pringle (1992). I have also selected Mullaly 

as a framework because I am exploring a connection between 

dominant political ideologies and their influence within 

society's institutions. I am of the belief that these 

ideologies shape the behaviour of institutions, and that 

women have been left to cope with policies and practices 

that are shaped by social, political and economic forces 

that are often beyond their control. 

Within the context of examining the employer's role 

(their capabilities and competencies in addressing family 

needs), I have looked at how women cope, strategize and 

adapt to decisions that are made for them. Do they 

conform, internalize, become angry, adapt--what have some 

of their reactions been? My search has been for an 

ideological approach that examines connections between 
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public and private lives. I have wanted to examine the 

influence of public life on private lives and explore how 

this affects women and families. According to Graham, 

Swift and Delaney (2000), personal/political linkages are 

advocated by the social democratic and feminist paradigms. 

"Know that many personal troubles cannot be solved merely 

as troubles, but be understood in terms of public 

issues....and know the human meanings of public issues must 

be revealed by relating them to private troubles" (Graham 

et al, 2000, p.90). 

1.5.2 Mullaly's Paradigms (1997) 

These ideological perspectives provide a foundation 

for subsequent discussions within the thesis. 

1.5.2.1 Neo-conservativism: 

A hallmark of the conservative tradition is a focus on 

the notion of the return to social custom and tradition; 

this refers to a loyalty to the traditional ways and 

functioning of society's institutions such as the family, 

school and church (Johnston, 1996; Kirwin, 1996; Mullaly, 

1997). Resisting change (Johnston, 1996) and advocating 

for preservation of the social structure of the family 

(Kirwin, 1996) are tenets of this perspective. This view 

does not specifically state that women should not work 

outside the home. However, I interpret that an ideological 
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focus on self-reliance (Mullaly, 1997) (as reflected in 

workplaces that are not responsive to family needs) in

conjunction with a lack of community support services 

demonstrates a reluctance toward accepting the change from 

a traditional breadwinner toward a dual breadwinner family 

structure. 

A neo-conservative perspective suggests that it is not 

the responsibility of governments to intervene because it 

promotes economic inefficiency and obstructs individual 

freedom (Djao, 1983). This can be interpreted as an 

opposition to the implementation of legislated programs 

which impact on employment (such as parental leaves Or 

shorter work weeks) or any kind of public services (such as 

child care). Neo-conservative oriented "social 

policy...maintains that it is not the role of the state to 

encourage the abrogation of maternal responsibility by 

providing day care" (Hudson and Galaway, 1993, p.9). The 

belief is that aovernment intervention would instill 

resentment and unrest amongst taxpayers who do not directly 

benefit from the provided service, and serve as a 

disincentive toward self-reliance. This view supports a 

hands-off approach by governments and encourages 

utilization of community neighbourhood networks and the 

voluntary sector to attend to family needs during times of 

stress. Proposed solutions to deal with family-related 
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concerns consequently place the onus back on the 

individual; "emphasis would be placed on getting people to 

accept their personal, family, and social obligations..." 

(Mullaly, 1993, p.59). In this sense, because people create 

their own situations (Mullaly, 1997)(for instance, both 

parents being within the workplace), they are responsible 

for bearing the consequences of their decisions. Peoples' 

needs are personalized (Graham et al, 2000); they must find 

their own solutions and deal with their needs by reaching 

out to the market system (Djao, 1983; George and Wilding, 

1976) [for example, searching for and purchasing nanny and 

child care services as required] or to the informal and 

voluntary sectors [such as the nuclear and extended family 

and churches] (Mullaly, 1997). 

In the 1990s a trend toward neo-conservative ideology 

is portrayed by the government's inaction; child care is an 

area that is not dealt with in a comprehensive way 

(Friendly and Oloman, 1996). There continues to be no 

national child care policy that is federally-based which 

sets standards of care, training, and child-adult ratios 

across the provinces. The replacement of the Canada 

Assistance Program (CAP) by the Canadian Health and Social 

Transfer (CHST) has likely contributed to government 

inaction in this area (Armitage, 1996; Graham et al, 2000). 
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Child care remains a low priority as ...the shared-cost 

CAP funding provided a greater incentive than the CHST for 

provinces to spend on child care, and...the CHST need not 

be spent on child care at all" (Swimmer, 1997, p.9). 

Given the neo-conservative opposition to government 

intervention, I interpret this to mean a lack of support 

for legislated family sensitive policies, programs and 

initiatives. Within the neo-conservative perspective, the 

market system is sufficient in protecting the employee, 

apart from government intervention (Djao, 1983). This view 

suggests that due to competition and supply and demand, if 

the employee is dissatisfied within the workplace he/she 

...is protected because there are other employers he can 

work for...." (Djao, 1983, p.13; Mullaly, 1993, p.54); 

hence a reliance on one's own actions to rectify personal 

misgivings. 

This is an economically-oriented ideology based on 

"economic rationalism" (Mullaly, 1997, p.1 3). 

stresses the importance of such laissez-faire principles as 

an unregulated market system which allows the natural laws 

of supply and demand to prevail (Marchak, 1975), stressing 

the importance of fiscal restraint (Armitage, 1996; 

Johnston, 1996). Social expenditures and social programs 

are last resort (Mullaly, 1997) [for instance child care], 

and criteria are used to selectively target eligibility for 
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services and programs (Graham et al, 2000). Richards 

(1997) is an advocate of this approach, suggesting that 

attention to fiscal restraint is important to alleviate the 

consequences of increased taxes, increased government 

debts, and higher interest rates. Without fiscal 

management, individuals are negatively affected because 

instability within Canada's financial markets contributes 

to an increase in mortgage and loan payments (Richards, 

1997). Further, increasing government debt actually erodes 

the government's ability to provide social programs to 

those deemed to be in need (Richards, 1997). 

The political belief advocated by the neo-conservative 

orientation is one which adheres to the notions of 

hierarchy, control and monitoring (Mullaly, 1997). Social 

inequalities are a natural structure within society, 

the hierarchical organization of society simply 

For 

reflects the reality of different individual capacities, 

and is essential to the community's survival" (Johnston, 

1996, p.53). The acceptance of social hierarchies 

(Mullaly, 1997) implies that this form of decision-making 

within the structures of society is acceptable because 

being at the top of the power structure is equated with 

skill and knowledge. Although hierarchy is not a new 

concept within organizations, the trend has been toward an 

emphasis on control, and top-down authority along with 
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"...managerial values of efficiency, effectiveness, and 

cost containment..." (Mullaly, 1997, p.13). I interpret 

this to mean the adoption of workplace strategies such as 

downsizing, monitoring and control reflected by scrutiny of 

lower-level decisions and vacancy management. 

While the social democratic and liberal orientations 

advocate for legislated provisions, the neo-conservative 

camp implies that government intervention would be in 

conflict with the work ethic (Mullaly, 1997). My 

interpretation here 

entrenched measures 

sick leave and flex 

is that any potential for government 

(such as legislated parental leaves, 

time) would create dependence and 

destroy self-reliance, ingenuity and personal initiative 

toward finding solutions to one's own problems. Further to 

this [within a traditional conservative orientation], 

government initiatives may instill resentment amongst 

competing groups, as these groups attempt to obtain what 

they perceive are their rights (Djao, 1983). This is 

suggestive of the notion that family-oriented provisions 

may be met with resentment by fellow employees who have no 

dependents and by employees who are expected to assume 

additional duties of the absent parent. 

1.5.2.2 Liberalism: 

Unlike the neo-conservative paradigm, with the liberal 

paradigm there is a belief that family problems are a 
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by-product of the capitalist system rather than solely a 

reflection of personal failure and defect (Mullaly, 1997). 

This view contends that individuals and families may be 

vulnerable to societal stresses, and therefore need to be 

protected so that they can once again function efficiently, 

thereby creating a "social balance" (George and Wilding, 

1976, p.61). Here "the institutional conception does not 

do away with family responsibility, but recognizes that in 

a modern, complex, industrial society families may need 

help in carrying out their obligations" (Mullaly, 1997, 

p.59). Hence, I interpret this to mean that workplace and 

government legislated initiatives to help families cope are 

implemented to provide family support measures. Providing 

a "social minimum" is a tenet of the liberal orientation 

(Mullaly, 1997, p.59). 

Throughout history, liberalism has predominantly 

guided social work practice; it seeks reform within the 

system and has utilized systems theory as a strategy to 

stabilize disequilibrium within society (Mullaly, 1997). 

Liberals view social problems as being a result of "social 

disorganization" (Mullaly, 1997, p.57) rather than personal 

deficit. The social work profession, workplace and 

communities have been compatible with this orientation 

which focuses on individual change and personal adjustment 

(Mullaly, 1997) via such strategies as counselling, anger 
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management and parenting classes. Given this orientation, 

it seems plausible to consider that employers may apply 

such strategies with its employees as well as its clients, 

particularly with such measures as employee assistance 

counselling programs, time management classes and other 

piecemeal family support initiatives to help them cope with 

stresses of work and family demands. One may consider that 

this approach allows employees to adjust their situations 

so that they can function 'within the organization' as it 

currently exists; being responsive to employee needs may be 

a way to help employees adjust to their working conditions 

and organizational expectations. 

Unlike neo-conservatism, the liberal paradigm 

advocates for some government regulation and intervention 

(Johnston, 1996; Mullaly, 1997). Capitalism creates 

inequalities and therefore governments have a role to play 

in alleviating inequalities (Johnston, 1996; Mullaly, 

1997). Similar to the neo-conservative ideology, the 

liberal view does not look to ameliorating inequality. 

Rather, the liberal orientation advocates for 'equality of 

opportunity' which suggests that "if a person fails in 

society it is because he or she did not take advantage of 

available opportunities" (Mullaly, 1997, p.54). 

Employers can play a role in equalizing opportunities, 

along with governments. Hence strategies to remove 
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obstacles toward achieving self-reliance and 

self-sufficiency have included such things as workplace 

affirmative action programs, anti-sexual harassment 

policies, and human rights organizations (Armitage, 1996). 

Governments may ensure that employers adhere to this 

concept by means of its legislative and authoritative 

powers. Here governments work in conjunction with the 

private sector to provide what the latter neglects to 

provide (George and Wilding, 1976, p.58). Governments 

exist to promote individual freedom in the sense of 

removing obstacles to allow individuals to achieve 

self-sufficiency (Mullaly, 1997). Child care subsidies are 

a strategy that perhaps fits with this orientation, as it 

serves to reduce employee obstacles. Here LeBlanc (1997) 

suggests that 

...it increases the incentives to work and to train, 
thus reducing the probability that a family will be 
dependent on social assistance....An up-front public 
investment in child care can thus pay dividends in 
reduced welfare payments over a significant period of 
time...[because] children learn labour market 
behaviour and work incentives from their parents 
(p.6). 

The liberal principle of individualism suggests the: 

things are done to promote efficiency and prevent social 

unrest (Mullaly, 1997). Within this context, some 

employers may feel that family support measures are needed 

to help strengthen an organization's ability to attract and 
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retain workers (Friedman, 1987). This also allows 

organizations to achieve legitimization in the eyes of the 

public and the employee; ...The aim of the 

[legitimization function] is social control by promoting 

social harmony" is the premise of liberal oriented 

arguments (Djao, 1983, p.94). The suggestion here is that 

such mechanisms may serve to further boost morale and 

loyalty to the organization. I interpret this to mean that 

a more satisfied workforce may result in increased loyalty 

and productivity for the employer. In light of this, if 

family support measures enhance productivity then they may 

be considered for implementation by the employer 

(Theilheimer, 1996). 

1.5.2.3. Social democracy: 

This ideology encourages the connection between the 

personal and the political, the private and public spheres 

(Graham et al, 2000). Similar to the feminist approach in 

this regard, this paradigm attempts to move social issues 

beyond the individual level toward one which examines the 

structures of all societal institutions (Mullaly, 1997). I 

interpret this to mean that the family should not be 

considered a private issue, separated from other 
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institutions of society; and "although adults bear children 

for their own personal or family reasons, the state needs 

its citizens to reproduce and sustain taxpayers, consumers, 

and labour force of the nation" (Baker, 1995, p.5). Hence, 

emphasis is on the concept of community as opposed to 

self-reliance (George and Wilding, 1976), thereby fostering 

the notion of social responsibility. Strategies that 

adhere to this are in recognition of 'social rights' 

(George and Wilding, 1976), exemplified by such measures as 

a full employment policy and a national universally 

acceptable and affordable child care policy. 

Democratic governments and the community are 

considered to play 

well-being (George 

emphasis on social 

important roles in 

and Wilding, 1976) 

growth as opposed 

promoting social 

with a corresponding 

to economic growth 

(George and Wilding, 1976). This ideology supports 

strategies that adhere to "...positive discrimination, 

egalitarian selectivity" (George and Wilding, 1976, p.80), 

and universal public programming may be a means of 

achieving this (George and Wilding, 1976). Public, 

universal programs (such as a universally accessible and 

affordable child care system, medicare and family 

allowance) are important to avoid stigmatization associated 

with receiving benefits (Graham et al, 2000). Accordingly, 
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"the philosophy behind universality is that the nation has 

a social responsibility to put programs in place to support 

child rearing, sustain family income, and prevent crises" 

(Baker, 1995, p.8). Such initiatives should not be 

restructured or eliminated during times of fiscal cutbacks 

and restraint (Sidel, 1992). 

Within the context of socialism, this perspective 

supports the notion of "equality of condition" (Johnston, 

1996, p.136); that equal access to resources or equal 

starting points is insufficient in promoting equality 

because some people start out with greater resources and 

advantages than others. "If some people have greater 

resources than others, they have greater freedom to control 

their conditions of life,...[therefore] some people have 

less control or freedom to make [life] choices..." 

(Mullaly, 1997, p.73). Placing this in the context of 

families, the lower income family has certain disadvantages 

over their financially better-off counterparts: 

...Families with lower incomes have less 
discretionary money to make the choices available 
to some dual-earner families, such as hiring 
household help, and eating out (Public Task Force 
on Balancing Work and Family, 1998, p.22). 

Therefore, some families may be able to achieve a better 

work/family balance than others because of their greater 

access to resources than others. Employers may try and 
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alleviate some of the obstacles associated with parents 

entering and remaining in the workforce by such measures as 

flex time and family sick leave. The difficulty in 

allocating responsibility to the private sector for 

alleviating social problems however is that if some people 

have employers that provide adequate benefits they may feel 

tied to the employer; inequalities remain with employees 

who work for different employers who do not have access to 

those same benefits or privileges. Hence, to equalize 

resources for people, legislated provisions are important. 

To promote the social democratic tenet of freedom, and 

to tend to the needs of individuals, people must have a 

voice within the decision-making processes 

(George and Wilding, 1976). This orientation ascribes to 

the concept of unionism, for "...both reject narrow, 

self-interested individualism in favour of collective 

association, rights, and responsibilities" (Mullaly, 1997, 

p.195). This allows employee needs to be acknowledged and 

addressed more adequately so that social responsibility 

becomes an integral and crucial component within 

organizational decision-making. This view advocates for 

greater employee control within the workplace (Mullaly, 

1997), and is suggestive of the notion that unions and work 

co-operatives may be avenues toward addressing employee 

concerns. This ideology recognizes that employees do not 
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always possess control of their employment circumstances or 

within the hiring process. 

Economic freedom means that men [and women] 
should have a voice in the conditions of their 
work, that they should be recognized as 
possessing certain rights in relation to it, that 
no one should be in a position to exercise 
arbitrary power of regulation or dismissal over 
them (George and Wilding, 1976, p.66). 

For example, downsizing and increasing workloads are areas 

that can be addressed via unions. 

1.5.3 Connecting Ideologies to Institutions 

My exploration is about employers responding to 

work/family needs in the context of the prevailing 

political and economic culture. My thesis is based on the 

premise that contemporary society dictates a prevailing 

world view. Canada has been guided by liberal thought, 

with movement in the 1990s toward a neo-conservative 

oriented ideology (Johnston, 1996; Mullaly, 1997). 

According to Mullaly (1997) and Graham et al (2000) this 

orientation toward retrenchment began in the 1970s with the 

recession and the federal government's continual erosion of 

social programs. Society's institutions become permeated 
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by its dominant, residual ideologies whereby "Canadians are 

being coached to accept the conservative beliefs that our 

social values and attachments to the social safety net 

needs to be filtered through the realities of...fiscai 

restraint" (Graham et al, 2000, p.142). 

Based on the above assumptions, examining societal 

culture is an important starting point because society 

operates in accordance with the prevailing ideologies 

(Johnston, 1996; Mullaly, 1997) which shape institutions' 

and organizations' behaviours. Employers are examined as 

being agents that operate in accordance with the prevailing 

residual (neo-conservative and liberal) ideologies, for 

"all social policy decisions impact on the work performed 

by social workers" (Graham et al, 2000, p.39). An 

underlying theme of my research is to find out how women 

cope with the practices and policies that are shaped by 

such ideologies--ideologies that are filtered/transmitted 

through society's institutions. 

1.5.4 The Predominance of Residual Ideologies 

-Governments: Residual ideologies have been stressing the 

economic dimensions as predominating factors toward social 

expenditures, governments are focusing on reducing 

deficits, and the public is being influenced in this 

direction (Graham et al, 2000). Government actions that 
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are indicative of this economic orientation are as follows 

(Graham et al, 2000): 

(i) targeting programs and basing them on selectivity 

criteria and away from universality (such as the 

elimination of family allowances); 

(ii)provincial sales tax, which is a regressive tax; 

(iii) welfare programs are 'last resort', with benefit 

rates and eligibility becoming more restrictive; 

(iv) failure of the social welfare system to eliminate 

poverty or to redistribute income; 

(v) Lack of full employment policies, insecure jobs with 

inadequate benefits, minimum wages that do not keep pace 

with inflation, and lack of a national child care policy. 

Overall, funding for child care programs across Canada have 

been characterized by "...stagnation and lost ground...-

(Childcare Resource and Research Unit, 2000, p.2). 

Furthermore, the Canadian Health and Social Transfer 

initiative has removed federal responsibility and been 

replaced by a fragmented provincial system that allows for 

variations in standards and removes the notion of social 

welfare initiatives as being a secured right. 

-Schools: Repo (1998) suggests that Canada's culture and 

economy is influenced by the United State's corporate and 

profit-oriented visions. This influence, she continues, is 

perpetuated by a reliance on United States based resource 
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materials such as computer software, films and electronic 

teaching aides. If challenging perspectives are presented, 

they are portrayed as marginalized views, she asserts. 

-Media: Aside from the Canadian Broadcasting Corporation, 

media ownership by the corporate elite is a way of ensuring 

that retrenchment and economic oriented perspectives are 

maintained (Armitage, 1996; Graham et al, 2000). Political 

will for fiscal restraint for social programs has been in 

conjunction with media campaigns that highlight and connect 

national debt with large social expenditures, and has 

fostered a Canadian culture based on residual orientations 

(Tester and Case, 1999). 

1.6 Research Assumptions 

Research questions are introduced here and will be 

explored in greater depth in chapter two. 

-Stereotyped Gender Roles Prevail: Women are encouraged to 

conform to traditional gender role expectations of primary 

child care and household management roles, despite their 

movement into the paid workforce. 

-Child Care Resources are Inadequate and Difficult to Find: 

If a family cannot secure resources then its member(s) 

cannot go to work. Patchwork and unreliable resources 

exist which can interfere with workplace expectations. 
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-There is a Need for Implementation and Improvement of 

Family Support Initiatives: Employee behaviours, family 

functioning and health may be negatively impacted without 

these initiatives; employers have a social obligation to 

address these areas. Some employers have done so but 

initiatives are often inadequate, piecemeal, not a secured 

right, and some workplace requirements are incompatible 

with raising a family. Workplace needs (such as 

productivity, staff morale, turnover and absenteeism) are 

elements that employers examine when making implementation 

decisions. To ensure employer commitment to families based 

on employee needs, government intervention is mandatory. 

-Employers' Caution toward Implementing Family Support 

Measures: Residual ideologies, budoecary cons aerations 

and hierarchical organizational structures 

may impede movement toward the adoption of 

support measures. A further impediment is 

and practices 

workplace family 

that many 

employers operate under the assumption of the division of 

home and work spheres; workplace culture is frequently 

patriarchal. 

1.7 Organization of the Thesis 

Chapter one provides an overview and discusses the 

targeted sample population. Implications for the social 

work profession are examined. The employment domain 
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remains a focus of the work/family issue. Purpose of the 

research, research questions and research assumptions are 

examined. There is discussion of three ideological 

paradigms (Mullaly, 1997): neo-conservativism, liberalism, 

and social democracy. These paradigms are also integrated 

more fully within chapter five. Research questions and 

interview questions have been derived from my research 

assumptions. 

Chapter two provides a literature review, using my 

research assumptions as a framework. This chapter looks at 

gender roles and child care issues and their implications 

for women and the workplace. The employment sphere is 

examined as it relates to workplace responsiveness, 

initiatives, and reasons for employer caution in 

implementing family support policies, programs and 

practices. I am exploring the proposition that society is 

influenced by a residual orientation, that workplace 

decision-making and implementation of family support 

initiatives have been inadequate and could be strengthened 

by increased government intervention. 

Chapter three outlines the research methodology with 

respect to a qualitative, exploratory study. Criterion and 

snowball sampling had recruited nine volunteers for 

semi-structured interviews, with an interview guide 

approach. Rationales for utilizing the selected population 
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are discussed, along with limitations of the research. How 

and where the interviews were conducted, are also outlined. 

Chapter four highlights the process of data analysis 

and presents the data. It documents womens' experiences 

and perceptions and examines underlying themes. Data is 

analyzed as it relates to my research assumptions. 

Chapter five is the conclusion chapter, which makes 

interpretations and draws summaries from my participants' 

experiences and perceptions. Consistent with the social 

democratic orientation, linkages are made which connect 

personal issues to the public, macro-environment (Mullaly, 

1997). To narrow the scope of the thesis, emphasis has 

been on this orientation as the primary ideological tool 

for developing a vision toward change. The feminist 

orientation serves as a supplementary component toward 

embracing the concept of egalitarianism. The role of 

various societal institutions are envisioned to be a part 

of this orientation, with government playing a primary 

role. 

1.8 Summary 

This research is focused on female social workers who 

are members of their professional provincial association 

(SASW) and employed by human service organizations within 

Regina. It has included discussion of ideological 

paradigms and identifying research assumptions as they 

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission. 

27
are discussed, along with limitations of the research. How 
and where the interviews were conducted, are also outlined.

Chapter four highlights the process of data analysis 

and presents the data. It documents womens' experiences 

and perceptions and examines underlying themes. Data is 

analyzed as it relates to my research assumptions.
Chapter five is the conclusion chapter, which makes 

interpretations and draws summaries from my participants' 

experiences and perceptions. Consistent with the social 

democratic orientation, linkages are made which connect 

personal issues to the public, macro-environment (Mullaly,
1997). To narrow the scope of the thesis, emphasis has 

been on this orientation as the primary ideological cool 
for developing a vision toward change. The feminist 

orientation serves as a supplementary component coward 

embracing the concept of egalitarianism. The role of 

various societal institutions are envisioned to be a part 
of this orientation, with government playing a primary 

role .

1.8 Summary
This research is focused on female social workers who 

are members of their professional provincial association 

(SASW) and employed by human service organizations within 

Regina. It has included discussion of ideological 

paradigms and identifying research assumptions as they
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relate to gender roles, child care and workplace issues. 

Chapter two provides a review of the literature within the 

framework of my research assumptions. 
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CHAPTER TWO 

LITERATURE REVIEW 

2.1 Introduction 

Regardless of paid workforce participation, women 

often still assume primary responsibility for domestic and 

caregiving roles (The Conference Board of Canada, 1999; 

Duxbury and Higgins, 1998). Personal responsibility is 

compounded when families are required to deal with child 

care issues utilizing their own resources. Some workplaces 

have responded to family needs, and there are some employer 

benefits associated with doing so. However, most 

workplaces exercise a reluctance to commit to the family, 

which provides greater support for the notion of government 

intervention. The literature here covers these issues, 

within the context of my research assumptions. 

2.2 Demographic Trends 

Increasing numbers of married women have been 

entering the workforce (Saskatchewan Women's Secretariat, 

1997, p.8). In the early 1960s, only 20% of dual parent 

families had both members who were in the paid labour 

force, while by 1995 that number had risen to 64% 

(Duxbury and Higgins, 1998). These statistics refer to 

families with children under age three. For families with 
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children age three to five years, that figure rises to 74% 

(Saskatchewan Women's Secretariat, 1997). 

Many women are entering the workforce due to economic 

necessity. Accordingly, "in Canada, wages have not kept up 

with inflation over the years, and two incomes have become 

necessary to maintain the same living standard as a 

generation ago" (Baker, 1995, p.49). Employee-related 

benefits may be an incentive to bring women into the 

workforce. Without a universal system of medical and 

health care benefits, one may speculate that womens' entry 

into the paid workforce may be the only affordable way that 

one can secure such benefits. Dual incomes and the 

workplace benefits that accrue from labour force 

participation therefore may be an attempt that families use 

to counteract the high cost of living. 

2.3 Research Assumptions 

My research assumptions have been based on my personal 

views and on literature reviewed. 

2.3.1 Stereotyped Gender Roles Prevail 

Despite an increasing number of women entering the 

labour force (Saskatchewan Women's Secretariat, 1997), 

domestic responsibilities have not decreased (Andersen, 

1983; Duxbury and Higgins, 1998; McDowell and Pringle, 

1992). Household roles have undergone transformations over 
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3I 
the past several decades. In theory this may have reduced 

or simplified the amount of time spent on household tasks; 

such things as electricity, cars and an economy that 

produces domestic services for purchase are elements of 

this phenomenon. However, expected release from domestic 

roles in reality has not necessarily occurred (Andersen, 

1983; McDowell and Pringle, 1992). Time is required to 

select and purchase clothes, and cheaper made clothes 

require more frequent laundering; cars have increased 

mobility but living in suburbs may have increased travel 

time, and transporting family members greater distances and 

with more frequency, has become a new phenomenon (Andersen, 

1983). Home cooking, sewing and child care provisions 

within the home have declined; however, more time is spent 

searching for and purchasing these items, and extended 

family is less available to provide child care and task 

oriented assistance (Andersen, 1983; McDowell and Pringle, 

1992). It is also true that birth rates have fallen, 

particularly since 1991, with the prediction that it will 

continue to decline until the year 2003 (Belanger and 

Statistics Canada, 1999). However, child care expectations 

have been changing to include the task of emotional and 

developmental stimulation (McDowell and Pringle, 1992). 

Thus, work within the home sphere has changed to include 

much greater consumption behaviour, which can be time 
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consuming, Accordingly, "...we should break this 

identification of work with production and consider the 

labour processes of consumption" (McDowell and Pringle, 

1992, p.128). 

The home sphere is often equated with 'nonwork', as a 

place for comfort and leisure, which is opposite to the 

concept of the workplace (McDowell and Pringle, 1992). 

These experiences are different for women and men; for 

women the home sphere is often another place of work and 

not a respite from the work world- an important issue for 

women, since domestic work is unpaid and primarily assumed 

by women (McDowell and Pringle, 1992). 

Roles within the household have characteristically 

been divided by gender (Andersen, 1983; McDowell and 

Pringle, 1992). Work internal to the household (such as 

child care and housework) have been identified as women's 

roles, and such tasks as yard and vehicle maintenance have 

typically been equated as men's roles (Andersen, 1983; 

McDowell and Pringle, 1992). This has roots in the notion 

that women are nurturers and carers, women being 

`other-centred', identifying themselves in relation to 

others (Hanmer and Statham, 1989). This division of roles 

remains in existence when we see that when women are in the 

paid workforce, they have continued to retain primary 
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responsibility for the household sphere (The Conference 

Board of Canada, 1999; Duxbury and Higgins, 1998; Jacobsen, 

1994). And "women generally find that the burdens of 

personal and workplace responsibilities tend to fall 

heaviest on them" (Theilheimer, 1996, p.8), which includes 

child care and household roles. Consequences have been 

reduced leisure time for women (Eyer, 1996; Jacobsen, 

1994;), fatigue and stress (Andersen, 1983; Conway, 1993; 

Duxbury and Higgins, 1998; Swiss and Walker, 1993). Stress 

is associated with parents who assume the primary domestic 

roles such as child care, and deal with family conflicts-

factors which can ultimately contribute to physical health 

problems (Duxbury and Higgins, 1998). 

2.3.2 Child Care Resources are Inadequate and Difficult to 

Find 

It seems logical to presume that an increasing number 

of women in the labour force inevitably results in an 

increased demand for child care resources. However, the 

demand for child care resources outweighs the supply 

(Foster and Broad, 1998; Neal, Chapman, Ingersoll-Dayton 

and Emlen, 1993). A Report by the National Council of 

Welfare indicates that in 1995 in Saskatchewan only four 

percent of children age 12 and under occupied regulated 

child care spaces (1999, p.48). Examining current child 

care statistics with regards to government funding 
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allocationsill appears suggestive of a lack of recognition 

of child care as an important issue. 

A lack of available extended family resources may also 

have contributed to a child care shortage whereby "both 

relatives and nonrelatives, who are the resources for 

family day care, become less available because they too are 

employed outside the home" (Neal et al, 1993, p.7). Thus, a 

potential obstacle to women with children becoming 

employed within the paid workforce may be a lack of 

affordable and available day care. 

Child care has developed as a welfare service 

(Friendly and Oloman, 1996) and as a subsidy-oriented 

provision (LeBlanc, 1997) for the working poor, based on 

income eligibility requirements. In the 1990s, market 

forces have shaped the provision of child care services 

(Friendly and Oloman, 1996) whereby the trend has been 

toward cutbacks in supply and funding. This has included 

...devolution of power to the provinces" (Friendly and 

Oloman, 1996, p.281) which allows for a discretionary 

provincial role in the area of standards and priorities of 

child care services (Friendly and Oloman, 1996). Here the 

fragility of child care services is evident, for "child 

care has always been even more vulnerable than health care 

or social welfare, especially in 'have not' provinces and 

jurisdictions whose governments were not committed to its 
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improvement" (Friendly and Oloman, 1996, p.281). In 1999 

the government announced its National Child Agenda (NCA) 

which allows for renewed federal/provincial collaboration 

(Childcare Resource and Research Unit, 2000). The public 

continues its wait to see if this will translate into 

increased supply of child care funding and provisions based 

on more standardized, accessible and high quality services. 

2.3.3 There is a Need for Implementation and Improvement 

of Family Support Initiatives 

Legislated family support measures, such as flex time 

and family sick leave benefits are needed because a 

workplace which does not respond positively to open 

expressions of family concerns may result in employees 

`going underground' with their problems. Due to fear of 

employer reprisals, employees may not tell his/her 

supervisor that they have to miss work due to a child's 

illness and instead lie, saying that he/she is sick (Public 

Task Force on Balancing Work and Family, 1998). This 

serves to mask the problem even further. 

Without family support measures, women may be 

vulnerable to discriminatory practices if organizations 

adhere to the notion of the separation of home and work 

spheres. Friedman (1990) states that the concept of the 

`mommy track' has been a strategy for employers to develop 

in order to manage their women employees. The 'mommy crack' 
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perception reinforces the patriarchal view of the 

breadwinner family and the corresponding traditional role 

of women as primary caregivers within the home. This 

involves a perception by employers that certain women will 

be dedicated to their jobs, while others will divide their 

commitment between career and family, thereby lessening 

their ability to be responsive to the organization's 

requirements and demands. Here employers may see that 

women must decide between family and work commitments and 

then utilize these 'choices' as a basis for promotions and 

hiring practices; women may consequently be passed over for 

promotions and require greater qualifications over men 

before being hired. 

Legislated family support measures are needed because 

of workplace requirements that may be incompatible with 

family-related needs. Workloads are heavy, and "...place 

private profit above human need" (Mullaly, 1997, p.15). 

Employers may balance the dilemma of excessive consumer 

need for services with financial restraints. ...They can 

hire less costly staff, require more productivity of staff, 

limit waste, give less to each client..." (Slavin, 1985, 

p.9). As suggested by Theilheimer (1996), "...downsizing 

has been occurring but workloads are not decreasing. 

There's the same amount of work, but fewer people to do it" 

(p.9). And as a result of the nature of social work, 
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social workers' ability to reduce caseloads is stunted, and 

caseloads at times even increase when community services 

are reduced or eliminated (Gruber, 1999, p.A10). A 1997 

Activity Survey conducted by the Saskatchewan Department of 

Social Services suggests that caseloads for social service 

workers are typically high and characterized by 

disproportionate measures of responsibility (Saskatchewan 

Social Services, 1998). "The actual numbers are less 

important than the fact that they typically cannot fulfil 

their mandated responsibilities with such case loads" 

(Lipsky, 1980, p.29). 

The reality is that the work involved in any 
caseload depends more on the circumstances of the 
client than on the absolute numbers involved, 
although it's self-evident that any worker 
expected to manage a client list of 250 or more 
can spend but a few minutes per month on each 
case (Gibb, MacPherson, Peirls, and Thoner, 1999, 
p.A4). 

Without workplace prioritization of family needs, a 

difficulty arises in that some jobs have demands for 

overtime work, after-hours meetings, and stipulations of 

work hours that conflict with marketplace child care 

resource hours and school hours. And an increase in work 

load often requires that employees continue their work 

after-hours and on weekends (Hall, 1990). Further, there 

is a risk of burnout due to unrelenting demands, 
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particularly within the human services field (Duxbury and 

Higgins, 1998). 

Family support measures are needed to help alleviate 

stress. "Women's 'double day' and gender inequality in the 

workplace...contribute to work stress" (Baker, 1995, 

p.160). "Conflict, tension, and stress arising from a lack 

of balance between work and family are experienced by a 

large percentage of Canadians..." (Public Task Force on 

Balancing Work and Family, 1998, p.10). 

Stress plays an important role within the workplace 

manifested as increased absenteeism, reduced productivitv, 

and increased employee turnover (Duxbury and Higgins, 

1998). The stresses of worrying about the adequacy, 

stability and availability of child care resources, as well 

as the actual time required to deal with sick children and 

family-related problems may affect an employee's 

productivity (Fernandez, 1986). This all relates to time 

constraints, an issue that is often experienced by working 

parents (Theilheimer, 1996). "As employees continue to 

witness the disappearance of supports and resources within 

their own families and communities, they are forced to use 

part of the work day to respond...and care for some of 

their home and family responsibilities" (Googins, 1991, 

p.50). 

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission. 

38
particularly within the human services field (Duxbury and 

Higgins, 1998) .

Family support measures are needed to help alleviate 
stress. "Women'’s 'double day' and gender inequality in the 

workplace... contribute to work stress" (Baker, 1995, 

p.160). "Conflict, tension, and stress arising from a lack 
of balance between work and family are experienced by a 

large percentage of Canadians..." (Public Task Force on 
Balancing Work and Family, 1998, p.10).

Stress plays an important role within the workplace 

manifested as increased absenteeism, reduced productivity, 

and increased employee turnover (Duxbury and Higgins,

1998) . The stresses of worrying about the adequacy, 

stability and availability of child care resources, as well 

as the actual time required to deal with sick children and 

family-related problems may affect an employee's 

productivity (Fernandez, 1986). This all relates to time 
constraints, an issue that is often experienced by working 

parents (Theilheimer, 1996). "As employees continue to
witness the disappearance of supports and resources within 
their own families and communities, they are forced to use 

part of the work day to respond...and care for some of 
their home and family responsibilities" (Googins, 1991, 

p . 50 ) .

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



39 
There is a need for family support initiatives because 

of the issue of absenteeism. Absenteeism can be costly for 

employers, for it "...costs 1.75 times the absent 

employee's wage" (The Women in Employment Committee of the 

Federal/Provincial/Territorial Departments Responsible for 

Labour, 1993-1994, p.4). Statistics Canada reports that 

annual work absence rates for personal and family reasons 

in 1997 were highest for female employees with children of 

pre-school age, at 4.2 days for women and 1.8 days for men 

(Akyeampong and Statistics Canada, 1998, p.20). 

It's still generally the women who are expected 
to cope with family emergencies, even in families 
where both parents are in the workforce. They're 
the ones who have to take time off work to deal 
with the situation. The result is that women who 
are already doing double duty with their paid 
work outside the home and their unpaid work 
inside, end up with less personal sick leave and 

less personal vacation time than their colleagues 
without family responsibilities (Townson, 1991, 
p.12). 

In summary, "...men's absenteeism is low because women's 

absenteeism rates are high....absenteeism is not a women's 

problem' but rather, a 'family solution' (Friedman, 1987, 

p.42). Hence, workplace flexibility is an option which 

could allow employees to re-arrange their work schedules to 

attend outside appointments, without being absent from work 

(Akyeampong and Statistics Canada, 1998). 
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Part-time work may be a commonly utilized workplace 

option; this allows employers to deal with fluctuations in 

pools and shortages of labour whereby the number of workers 

hired (and the amount of hours worked) can be adjusted 

according to employer needs. During times of high demand 

for an employer's products and services, workers can be 

hired to meet such demands. Similarly, during times of 

recession and consumer restraints, the numbers of workers 

hired can be clawed back to meet the company's needs. 

Accordingly, "[part-timers] have less security, and this 

gives the employer more flexibility in terms of letting 

people go and hiring people just according to their own 

business need..." (Duffy and Pupo, 1992, p.150). This 

orientation allows businesses to retain separation from the 

home and workplace domains. 

One can argue that part-time work has some negative 

implications for women. Having children and household 

management responsibilties decreases womens' abilities to 

work full time (Hanmer and Statham, 1989). "Women's job 

mobility and promotional possibilities tend to be 

restricted by the additional responsibility for housework 

and child care, and consequently women are more likely than 

men to accept part-time work" (Baker, 1995, p.77). 

Envisioning part-time work as being a choice that women 

exercise as a means to balance home and workplace 
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responsibilities is an acceptance of the traditional gender 

division of roles. It is based on the ideology that it is 

natural for women to assume primary roles of caregiving and 

performing domestic responsibilities (Hallett, 1989). 

2.3.4 Employers' Caution toward Implementing Family 

Support Measures 

Social workers operate within organizations that 

adhere to cost containment (Mullaly, 1997). This is 

exemplified by [human service and business] organizational 

actions that focus on downsizing as cost-cutting measures 

(Mullaly, 1997; Theilheimer, 1996). Many employers adhere 

to economically-oriented measures as "...stagnant wages, 

benefit cuts, and layoffs", and often do not "buy in" to 

the notion that family sensitive practices are inexpensive; 

hence they may fail to make such allowances (Usher, 1996, 

p.76). 

In adherence with a conservative orientation, change 

may be threatening to employers, for they may feel 

vulnerable and fear expressions of discontent by some of 

their employees that may inevitably accompany such change. 

This may include such individuals as childless parents or 

those individuals that continue to adhere to and accept the 

concept of the 'male as breadwinner' within the traditional 
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family structure. Furthermore, "those who benefit from the 

existing arrangements resent change and tend to resist its 

manifestations,....and it tends to breed conflict between 

interest groups because it challenges the conventional 

basis or reward distribution" (Slavin, 1985, p.289). This 

can also refer to the employer, who is concerned with the 

balancing act of providing services in a most efficient and 

economical manner. 

A patriarchal workplace culture may also provide a 

cautionary foundation for implementing family support 

provisions. "[Organizational] culture is shaped by 

decision-makers of the firm, whose personal values and 

experiences are naturally reflected in company values" 

(Friedman, 1990, p.82). The National Association of Social 

Workers (NASW) in the United States documents that there 

has been an over-representation of females within the lower 

front-line levels of organizations (Gibelman and Schervish, 

1993). Hence, men who occupy upper management levels may 

be only minimally exposed to the dual dilemma that women 

are faced with. Due to advanced economic status as a 

result of being within upper management positions, such 

managers may require only one income whereby their partners 

may assume more traditional roles by remaining in the home. 
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"...Decision-makers [who]...still fit the traditional mould 

with their wives tending to the family's daily needs.... 

experience fewer conflicts between work and family life 

than those who do not have someone at home tending to their 

family responsibilities" (Friedman, 1990, p.82). In some 

instances, these typically male-occupied managerial 

positions may allow for greater flexibility with respect to 

time, allowing them to respond to family needs. Or they 

may be more financially able to hire market resources (for 

example child care, house cleaners and nannies) to lessen 

the burden of their dual responsibilities. 

Bureaucratic processes and organizational structure 

may be additional factors that provide limitations on how 

family sensitive workplaces are. A hierarchical structure 

is typical of social welfare organizations (Hasenfeld, 

1992; Netting, Kettner and McMurtry, 1993, p.51). 

Supervisors monitor and ensure that employee performance is 

measurable according to the organization's goals (Grasso, 

1993). The nature of bureaucracies is that control is 

exercised over employees by ensuring that work is 

documented in accordance with outlined standardized 
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procedures (Hummel, 1977, p.27). "Written records make 

visible both what bureaucrats are ordered to do and what 

they do....without permanent records, activities are 

difficult to inspect and analyze for the purpose of future 

correction and control" (Hummel, 1977, p.80). 

A vertical hierarchical structure presumes chat the 

upper echelons have the knowledge and abilities to dictate 

policy decisions for the organization. Hence, employees 

may not have much power when policies and practices are 

directing their behaviour. Lack of participatory 

management may result in employee apathy; supervisors may 

then misinterpret this as workers not wanting active 

participation within the decision-making process (Packard, 

1993). A further implication is employee turnover to 

escape bureaucratic control (Grasso, 1993, p.20). 

2.4 Summary 

Equalizing gender roles and having available, quality 

child care resources are crucial elements toward allowing 

women accessibility to enter and remain within the 

workplace. In the face of limited government intervention, 

many employers have implemented provisions to support 

working parents, although workplace needs may be 

prioritized and based on investment returns. Budgetary 

restraints, patriarchal work cultures, and organizational 

structures that allow little upward movement of 
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communication by employees are all potential obstacles to 

addressing work/family issues. Chapter three examines the 

methodology utilized to obtain research data, to examine 

participants' perceptions of their employers' role in 

addressing family needs. 
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CHAPTER THREE 

RESEARCH METHODOLOGY 

3.1 Introduction 

This chapter covers the research design, sampling 

method, data collection method, construction of the 

interview guide and research limitations. In 1997 

interviewed nine female members of the Saskatchewan 

Association of Social Workers (SASW) to determine their 

perceptions and experiences within their work and family 

roles. Interviews focused on the issues of gender role 

expectations, child care issues, and workplace support for 

family-related concerns. Participants were recruited by 

means of a criterion sample, and the snowball method was 

utilized in the recruitment stage. Limitations of the 

research methodology are outlined. 

3.2 Research Design 

I used an exploratory qualitative research design to 

examine women's perceptions of their personal experiences. 

This approach was based on Grinnell's four principles 

(1993, p.54): the process of discovery; complex 

interactions; adaptation and function; and qualitative 

description and generalization. In adherence with a 

qualitative approach, I gathered research information 

guided by these principles: 
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(a) In 'the process of discovery' I explored womens' 

subjective perceptions of their experiences, their concerns 

and feelings about work/family issues. 

(b) I envisioned 'complex interactions' between gender role 

expectations and home/work domains. I wanted a holistic 

approach based on personal interpretations, which I felt a 

qualitative approach could provide. 

(c) 'Adaptation and function' principles were examined 

whereby I wanted to see how these women were adapting to 

managing their roles and how they have felt this affected 

their ability to function as parents; and what strategies 

they have adopted to help them achieve and maintain balance 

in their lives. 

(d) I obtained 'descriptions' of personal experiences. 

Even though there are limitations to one's ability to 

generalize to larger populations, I wanted to determine if 

their views and experiences were consistent with those 

found within the literature review with respect to my 

research assumptions (section 1.6). 

Interview questions focused on issues of: 

- gender role expectations (for example, housework, 

household management, child caregiving) and child care 

resources; 

- the existence of conflicts in work and family roles; 
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- workplace support (services and programs; also emotional 

support from co-workers and supervisors); and 

- personal opinions regarding effective workplace family 

support practices, policies, services and programs. 

3.3 Sampling 

A reason for choosing Saskatchewan Association of 

Social Workers (SASW) as a sampling pool was to enable me 

to narrow the study to participants that are either social 

workers or that are in social work positions based on SASW 

membership criteria. I was familiar with some of the 

employment issues faced by this population and this sample 

population had been accessible to me. The sample pool 

provided some diversity, as it encompassed a variety of 

Regina-based human service organizations. 

Following the University of Regina Ethics Board 

approval to proceed (Appendix A), I contacted SASW to 

discuss my intentions. I presented Education Committee 

Chairperson, Linda Wacker, with information regarding the 

study. Following her discussion of the matter with the 

Education Committee, approval of my proposal was granted 

(Appendixes B and C). 

I utilized a criterion sampling strategy "...to review 

and study all cases that meet some predetermined criterion 

of importance" (Patton, 1990, p.176). In light of my 

research topic related to women facing dual work/family 

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission. 

48
- workplace support (services and programs; also emotional 

support from co-workers and supervisors); and

- personal opinions regarding effective workplace family 
support practices, policies, services and programs.

3.3 Sampling

A reason for choosing Saskatchewan Association of 

Social Workers (SASW) as a sampling pool was to enable me 

to narrow the study to participants that are either social 

workers or that are in social work positions based on SASW 

membership criteria. I was familiar with some of the 
employment issues faced by this population and this sample 

population had been accessible to me. The sample pool 

provided some diversity, as it encompassed a variety of 
Regina-based human service organizations.

Following the University of Regina Ethics Board 
approval to proceed (Appendix A), I contacted SASW to 

discuss my intentions. I presented Education Committee 

Chairperson, Linda Wacker, with information regarding the 
study. Following her discussion of the matter with the 

Education Committee, approval of my proposal was granted 

(Appendixes B and C).
I utilized a criterion sampling strategy "...to review 

and study all cases that meet some predetermined criterion 

of importance" (Patton, 1990, p.176). In light of my 
research topic related to women facing dual work/family

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



49 
roles, I wanted to find participants who had direct 

experience in both the parenting and paid workplace roles. 

The criterion that I selected (and rationales for this 

selection) are discussed below: 

(a) participants were women; 

(b) participants resided in dual parent homes; 

(c) participants had dependent children (under age six) 

living in their home; 

(d) participants were members of SASW (1997); 

(e) participants were working in Regina; and 

(f) participants were employed in an organization with at 

least two levels of hierarchy. 

3.3.1 Criterion: Women: 

- To examine gender role issues. 

- To narrow the scope of the study. 

- To empower women by giving them a voice and validation of 

their concerns. 

3.3.2 Criterion: Dual Parent Homes: 

- To examine the existence of any gender role issues. 

- To reduce the scope of the study because of my belief 

that alternate family structures (such as single parent 

families) may have different experiences than their dual 

parent family counterparts. 
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3.3.3 Criterion: Women with dependent children (under age 

six) who are residing at home: 

My belief was that parental issues are different for 

younger children as opposed to school-aged children. 

also wanted to avoid having the interviews become too 

lengthy. This could have potentially resulted in 

incomplete reporting by the respondents or annoyance with 

the process, which could have further resulted in 

unfinished and/or inadequate data gathered. As a mother, 

researcher, and employee I am personally aware and 

understand time constraints faced by parents. 

3.3.4 Criterion: Employed within Regina: 

- To narrow the scope of the research. 

- Employees addresses were accessible to me. 

- Cost and time constraints. 

3.3.5 Criterion: Employed females (full time, part time, 

or casually employed): 

- My assumption was that mothers out of the paid workforce 

have different issues of concern than those that are in 

it. 

- To limit scope of the study. 
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3.3.6 Criterion: Hierarchical Organizations: (those 

whereby there is a front-line worker supervised by an 

authority figure; any size of organization was acceptable): 

This was based on my assumption that there may be 

different issues faced by individuals employed within 

hierarchical as opposed to other types of organizational 

structures.r21

3.3.7 Sample Size 

To obtain volunteers, I wrote up a recruitment insert 

(Appendix D) explaining the purpose of my research. 'his 

insert was sent to SASW members within Regina along with 

the July (1997) edition of the SASW newsletter; three 

phoned to volunteer, following their receipt of the 

inserts. Snowball sampling was used to obtain six other 

participants; here prospective names were provided from two 

sources- from the original volunteers and from randomly 

selected SASW members (names were pulled from a hat), from 

the membership list. 

My sample size was chosen because "the validity, 

meaningfulness and insights generated from qualitative 

inquiry have more to do with the information-richness of 

the cases selected and the observational/analytical 

capabilities of the researcher than with sample size" 

(Patton, 1990, p.185). Focus was on quality rather than 
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quantity, for instead of simply doing a needs assessment, 

the purpose was to allow women a sense of validation of 

their concerns and experiences, and a recognition that 

their viewpoints will be listened to, acknowledged and 

documented. I felt that my nine participants had provided 

me with sufficient in-depth information to enable me to 

examine the work/family issue within the scope of the 

research. 

3.3.8 Participant Recruitment 

Upon initial telephone contact with prospective 

participants obtained by volunteer and snowball methods, I 

provided an explanation and purpose of the study, and this 

Was expanded upon further (verbally and in writing) during 

our initial face-to-face contact (Appendix E). During both 

the initial telephone and subsequent contact, 

confidentiality was guaranteed (Appendixes D, E and F) and 

contact names and telephone numbers from the University of 

Regina Human Subjects Ethics Committee and my faculty 

advisor were discussed (Appendix F). Those who agreed to 

participate were requested to voluntarily sign a consent 

form during our first direct contact, prior to the 

interview (Appendix F). 
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3.4 Data Collection Method 

The interview guide approach was utilized (Patton, 

1990, p.288). I had an outline of topic areas, questions 

and probes to explore within each topic area, consistent 

with Patton (1990) and Grinnell's (1993) descriptions. 

While using this approach I attempted to obtain consistency 

of information gathered between respondents, for "the 

interview guide presumes that there is common information 

that should be obtained from each person interviewed..." 

(Patton, 1990, p.280). My intention was to obtain 

consistency between the information gathered, to enhance 

credibility of my findings and to avoid biassing my 

findings in favour of my research assumptions. Here I 

wanted to be able to document specific numbers of 

respondents who for instance had particular experiences 

perceptions within the topic areas. This approach also 

allowed me to depart from rigidly defined sequencing and 

questioning, to obtain a comprehensive understanding of 

issues. According to Reinharz (1992), 

...interviewing offers researchers access 
to people's ideas, thoughts, and memories 
in their own words rather than in the words 

of the researcher. This is particularly 
important for the study of women because in 
this way learning from women is an antidote to 
centuries of ignoring women's ideas altogether 

or having men speak for women (p.19). 

Or 

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission. 

53
3 . 4 Data Collection. Method

The interview guide approach was utilized (Patton,

1990, p.288). I had an outline of topic areas, questions

and probes to explore within each topic area, consistent

with Patton (1990) and Grinnell's (1993) descriptions.

While using this approach I attempted to obtain consistency

of information gathered between respondents, for "the

interview guide presumes that there is common information

that should be obtained from each person interviewed..."

(Patton, 1990, p.280). My intention was to obtain

consistency between the information gathered, to enhance
credibility of my findings and to avoid biassing my

findings in favour of my research assumptions. Here I

wanted to be able to document specific numbers of
respondents who for instance had particular experiences or

perceptions within the topic areas. This approach also

allowed me to depart from rigidly defined sequencing and

questioning, to obtain a comprehensive understanding of

issues. According to Reinharz (1992),
...interviewing offers researchers access 
to people's ideas, thoughts, and memories 
in their own words rather than in the words 
of the researcher. This is particularly 
important for the study of women because in 
this way learning from women is an antidote to 
centuries of ignoring women's ideas altogether 
or having men speak for women (p.19) .
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In step with the feminist perspective, a trust 

relationship is an important prerequisite toward obtaining 

comprehensive information (Maynard and Purvis, 1994). 

Initially I reviewed an introductory letter (Appendix E) 

with the participants which outlined the purpose of the 

research and content of the interviews. As suggested by 

Yeandle (in Reinharz, 1992), the key is to invite 

" ...respondents to disclose information which was very well 

known to them, thus putting them at ease, and convincing 

them that the interview had relevance to them as 

individuals" (p.25). Questions had been structured in such 

a way that routine demographic issues (for example income 

and age) are asked at the end, to avoid "...snort-answer, 

routine responses to uninteresting categorical questions" 

(Patton, 1990, p.295). 

3.4.1 Place and .Time of Interviews 

I conducted the interviews with participants at a 

place and time of their convenience to empower people, to 

allow them to feel comfortable. I also allowed women to be 

interviewed in their own home, if child care was to be an 

issue for them. Four participants chose their home; three 

had children there but two had their husbands providing 

care in another part of the home. One participant chose to 

be interviewed in my home; one chose the workplace after 

hours; one chose the workplace at lunch break; one chose a 
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restaurant at lunch break, and another chose her work time. 

Interviews lasted between one and 1.5 hours, with an 

average of 1.375 hours each. 

All participants except one indicated that they felt 

comfortable with being audio taped. This individual chose 

her workplace after hours and seemed concerned about her 

negative discussions about her employer. During the 

initial phone contact she decided to do the interview at 

her office, and was adamant at that time that there were 

few negatives that she had to report about her workplace. 

However, after probing during the interview I uncovered 

much discontent about her workplace. (This participant was 

a government employee, she had volunteered to do the 

interview, and she had permanent status). Another 

government employee was interviewed in her home and 

although was agreeable to audiotaping, was initially 

concerned about confidentiality due to her negative 

comments about her supervisor and her workplace. She made 

comments about being fearful of discussing workplace issues 

because of her insecure temporary status and because she 

did not know the workplace long enough to have developed 

awareness about appropriate channels to voice concerns or 

seek workplace protection from negative supervisory 

actions, if required. Another government employee 

participant also indicated her belief that a temporary 
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status and voicing of one's concerns potentially places one 

in a vulnerable position for job mobility and job security. 

This participant expressed her opinions freely; she was a 

permanent employee and had strong ties with the union, so 

seemed to feel some sense of protection and security as a 

result. 

The three participants who chose to do the interviews 

either at lunch break or during work hours inevitably 

seemed to feel a time crunch, observed by talking fast and 

being apologetic; nonetheless, their interviews lasted from 

1.25 to 1.5 hours in length. Four participants expressed 

apologies for other reasons also, such as: interruptions by 

a child, cancelling an appointment we first had due to 

unexpected workload tasks, and fatigue. (In my own 

experiences such phenomenon seemed to be reflective of the 

dual realities of parenthood and workforce participation). 

I also interpreted this as being a genuine expression of 

concern and consideration for others, a trait that I find 

valuable in many women within the social work field. 

3.5 Interview Guide Construction 

The interview guide (Appendix I) covered several 

sections: 

`Introduction' -provided an explanation of the topic and 

purpose of the interview. 
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(A) 'Family Life Behaviours' -determined participants 

perceptions of their assumed roles within the home sphere. 

(B) 'Family/Community Child Care Resources' -examined who 

assumes the role of finding and securing child care, as 

well as family back-up plans, experiences and personal 

feelings. This included family-related child care issues 

or emergencies encountered while at work, which parent 

dealt with this, why and how. Co-worker and employer 

support was discussed, to determine a sense of workplace 

culture. 

(C) `Workplace Practices' -examined workplace requirements 

that can interfere with family time such as workload and 

overtime, and if this posed a problem how did these 

participants deal with the issue. I inquired as to 

participants' perceptions of their employer's 

responsibility in this area, and their employer's 

responsiveness to suggestions for change. I also examined 

participants' thoughts on alternate workplace initiatives 

using Alberta's `Public Service Employees Balancing Work 

and Family Survey' as a guide (1990; Appendixes G and H). 

Only question two and three of the above noted study were 

utilized, and I did not adopt the precoding strategy as 

shown (Appendix H). Rather, I used the lists of work hour 

arrangements, benefits and provisions to stimulate 

discussion with my participants. My intention was to 
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encourage individual thought about what their employer has 

to offer and what options may be made available within 

workplace settings. 

(D) 'Demographic Information' (Appendixes I and J) -allowed 

me to develop a complete picture of participants' 

situations. I also wanted to examine and draw comparisons 

between the variables as they relate to my research 

assumptions (for example, gender roles when both spouses 

work; issues relevant to front-line versus management 

positions; and satisfaction with organizational practices 

depending upon type of organization such as government 

versus non-government). I chose not to include the 

variables of percentage categories within section A 

(Appendix I) 'organizational size' or 'numbers of staff 

that their supervisor manage' (Appendix I) because these 

questions seemed confusing to the participants and did not 

seem to contribute to important information for the 

research. 

3.6 Limitations 

3.6.1 This method of sample selection does not result in 

representativeness of the general population of female 

social workers. The sample size has been very small, to 

facilitate the gathering of in-depth information. All 

participants were voluntary, and the potential remained 

that members of the Saskatchewan Association of Social 
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Workers (SASW) who had chosen to participate were the ones 

who had been experiencing work/family difficulties. 

Regardless, an intention of the study had been to give 

women a voice through perceptions and anecdotal 

information. 

3.6.2 Omitting homemakers from the study may be considered 

a potential limitation, for one can speculate that this 

employment status may be indicative of an employer who has 

been responsive to family needs by allowing the respondent 

to take time off of work. Or it may conversely be 

indicative of a lack of employer responsiveness to the 

needs of women who may have had to interrupt employment in 

their attempts to participate in roles other than that of 

`employee'. Again, parameters had been put on the sample 

population due to my time and financial constraints. 

3.6.3 Critics may argue that the study's qualitative 

nature and the fact that it examined female perceptions 

rather than gathering facts or quantifiable information, 

resulted in the gathering of subjective, potentially 

inaccurate information. Feminists may argue however that 

peoples ideas and thoughts are the substance of research, 

and that individual perceptions of reality should be 

accepted and validated (Reinharz, 1992). 
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And according to Patton (1990), 

the purpose of open-ended interviewing is not to 
put things in someone's mind (for example, the 
interviewer's preconceived categories for 
organizing the world) but to access the 
perspective of the person being interviewed. 
Qualitative interviewing begins with the 
assumption that the perspective of others is 
meaningful, knowable, and able to be made 
explicit (p.278). 

3.6.4 As I was an employed member of the SASW at the time 

of the interviews, the potential existed that some of my 

participants may have known me (and vice versa). This 

limitation is compounded by the fact that the method of 

information gathering was by face-to-face interviews. 

Accordingly, 

respondents may answer in a way that they believe 
will please the interviewer rather than according 
to their own beliefs, or if they are 
participating reluctantly or take a dislike to 
the interviewer, they may deliberately 
misrepresent their views (Grinnell, 1993, p.269). 

However, I made the interview process as comfortable as 

possible by means of an informal approach, and had 

emphasized the voluntary and confidential nature of the 

information gathered (Appendixes D, E and F). 

3.6.5 Some participants may have felt uncomfortable in 

discussing their workplace and be reluctant to express true 

feelings and accurate accounts of experiences. Again, 

confidentiality was emphasized, along with contact phone 
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numbers of the Ethics Committee and Faculty Advisor, in the 

event of breaches (Appendix F). 

3.6.6 With my interview approach (section 3.4) there may 

be omission of important questions, which reduces the 

comparability. However, my familiarity with this approach 

(while doing social work assessments) has enhanced my 

ability to attain comprehensiveness. 

3.6.7 Critics may suggest that with interview guide 

approaches, replication of the study is difficult. 

Accordingly, the potential exists that the researcher may 

word questions and probes differently between participants, 

which reduces credibility of the data gathered (Patton, 

1990, p.286). ...When one is attempting to understand the 

holistic world view of a group of people, it is not 

necessary to collect the same information from each person" 

(Patton, 1990, p.286). Further, in my general practice as 

a social worker, I use guidelines when interviewing my 

clients, and allow for some flexibility of discussions 

within our conversations, when doing assessments. My 

professional familiarity and comfort in using a combination 

of the interview guide and semi-structured, open-ended 

questions had been a basis for me in choosing such 

approaches. 
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3.7 Summary 

I recruited nine participants for this research and 

data collected was based on semi-structured interviews. 

Written and audio taped interviews of one to 1.5 hours 

duration were conducted, which gathered information about 

participants' perceptions and feelings. The issues of 

discussion were about how these participants managed their 

work and family roles, and how they felt they were coping 

with such responsibilities. The content of these 

interviews are discussed in greater detail in the 

subsequent chapter. 
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CHAPTER FOUR 

DATA ANALYSIS 

4.1 Introduction 

This chapter outlines the process of analyzing data 

from interviews I conducted with nine women. Themes and 

relationships have been identified and categorized with 

respect to their connection to my research assumptions. 

The 'voices' of my participants are presented within this 

chapter. 

4.2 Process 

Kirby and McKenna's (1989) model of data analysis 

served as a framework for my analysis of the data gathered. 

I divided data into smaller entities; the purpose was to 

prepare the information for placement in categories, for 

"the data must be divided into bibbits (loose bits of data, 

sections of data) in preparation for coding and 

cross-referencing before it can be located in category 

files" (Kirby and McKenna, 1989, p.135). Interviews were 

initially coded from one to nine, followed by additional 

coding for each sentence or idea. Each bibbit was then 

photocopied and placed into multiple categories, the 

development of which is described below: 
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As a starting point I initially had preconceived 

categories based on sections A, B and C of the interview 

guide (Appendix I): 

-household management 

-child care 

-workplace 

As I reviewed the bibbits within each heading, additional 

categories emerged. I utilized Kirby & McKenna's (1989) 

approach whereby "....[I] picked out what I thought the 

headings would be. Certain words and phrases repeated 

themselves....The phrases or words that captured the most 

attention became my categories" (p.141). The subsequent 

sub-categories that emerged were: 

(a) Household management 

-division of roles, 

-consequences (negative and positive aspects), 

-personal time for 'me', 

-reasons for working outside the home, and 

-strategies/coping mechanisms. 

(b) Child care 

-important characteristics of a sitter, 

-feelings about working (related to children and child 

care), 

-looking for child care, 

-child care arrangements (strengths and inadequacies), 
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-back-up child care, 

-children as private responsibilities, and 

-division of roles. 

(c) Workplace 

-consequences of the dual role, 

-workplace demands and requirements, 

-making suggestions for change, 

-employer's role and responsibilities, 

-reduced work hour arrangements (negative and positive 

aspects), 

-family emergencies during work time, 

-employer-driven practices, 

-alternatives and suggestions for change, 

-unions (negative and positive aspects), 

-co-worker and supervisory support, 

-organizational rigidity/employee powerlessness, 

-consequences of workplace practices, and 

-employer resistance. 

Quotes and bibbits were put into the respective 

sub-categories, frequently being placed within multiple 

sub-categories. To enhance comprehensiveness of the data 

analysis process, I also did a written draft of the 

sub-categories (without quotes), writing out the ideas in 

point form. All of these sub-categories eventually formed 

the basis of my data analysis and interpretation sections, 
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and quotes were incorporated into these sections to 

illustrate the presented themes. 

The 'hurricane thinking' method (Kirby and McKenna, 

1989) was also utilized to supplement and strengthen my 

analysis; I did not want to miss any underlying ideas. The 

categories and sub-categories were written on the centre of 

the page, surrounded by ideas from the transcribed 

interviews and bibbits. This method helped to present new 

ideas and supplemented previous ones. 

I chose my research assumptions as a framework to 

present the ideas and themes that emerged from the data 

analysis. To avoid a potential for bias in favour of my 

research assumptions, I consistently documented the numbers 

of participants that expressed particular viewpoints, as 

indicated throughout presentation of the findings. 

4.3 Data and Research Assumptions 

Data gathered within interviews is examined and 

documented below, within the context of my research 

assumptions (section 1.6) and ideological paradigms 

(section 1.5). 

4.3.1 Stereotyped Gender Roles Prevail 

Prior to this research, because of the silence which 

seems to have traditionally surrounded this issue, my 

personal presumption was that household roles were 
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distributed somewhat equally. Although I felt that gender 

roles prevailed, my participants revealed how entrenched 

they really were, within their homes. Consistent with 

findings from Duxbury and Higgins (1998) and Swiss and 

Walker (1993), eight of my nine participants seemed to have 

primary household responsibilities and the men helped out 

and/or assumed lower maintenance tasks (Andersen, 1983; 

McDowell and Pringle, 1992). One husband washed his own 

clothes while she did the family's laundry; another 

participant's husband was responsible for acknowledging his 

side of the family's special occasions, while she 

recognized her side plus their nuclear family; for one 

participant, her day off was with the kids and doing 

housework and his was in doing household maintenance 

without the kids. For one woman, her husband viewed inside 

work and child care as "...my department". Participants 

suggested that 'his' roles were yard work, mowing the 

grass, taking out the garbage, shovelling and cleaning up 

after pets; two women's husbands chose to clean a single 

room or area within the house. 

Eight participants said that they did most of the 

housework, arranging of appointments and scheduling of 

lessons, as well as transporting children. Many women felt 

that their partners relied on their skills of organizing, 

co-ordinating and planning, qualities which are often 
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valued in the workplace but taken for granted in the home, 

reflected by their non-monetary value. Rather than 

equalizing role divisions these women seemed to cope by 

devising their own time management strategies, for instance 

by using date books and calendars, automated bill payment 

systems, hiring cleaning services (four participants), 

limiting their 'cleaning' work to 'inside' as opposed to 

'outside' work. 

Out of the eight women who assumed traditional gender 

roles, four seemed comfortable and accepting of these 

expectations and another four indicated that this initially 

caused tension but that they gradually began to accept this 

as their role. Womens' compliance is reflected in such 

statements as "he wouldn't be organized at all if I didn't 

do [general organizing]. He will say what's on tonight or 

I will tell him and I will make the suggestions"; Another 

participant stated that having an orderly house as her 

responsibility gave her a sense of control, and errands 

became his responsibility because "...once I'm home its 

like my haven. And I clean, and if I leave then there are 

things that maybe won't get done [by my husband]". Another 

woman willingly accepted the role of arranging and tending 

to medical appointments "...because my husband doesn't like 

needles". Three others indicated they did most of the 

household and child care work because their husbands were 

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission. 

68
valued in the workplace but taken for granted in the home, 
reflected by their non-monetary value. Rather than 

equalizing role divisions these women seemed to cope by 

devising their own time management strategies, for instance 

by using date books and calendars, automated bill payment 

systems, hiring cleaning services (four participants), 
limiting their 'cleaning' work to 'inside' as opposed to 
'outside' work.

Out of the eight women who assumed traditional gender 

roles, four seemed comfortable and accepting of these 

expectations and another four indicated that this initially 

caused tension but that they gradually began to accept this 
as their role. Womens' compliance is reflected in such 

statements as "he wouldn't be organized at all if I didn't 

do [general organizing]. He will say what's on tonight or 

I will tell him and I will make the suggestions"; Another 
participant stated that having an orderly house as her 

responsibility gave her a sense of control, and errands 

became his responsibility because "...once I'm home its 

like my haven. And I clean, and if I leave then there are 
things that maybe won't get done [by my husband]". Another 
woman willingly accepted the role of arranging and tending 
to medical appointments "...because my husband doesn't like 
needles". Three others indicated they did most of the 

household and child care work because their husbands were

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



69 
busy doing extra paid employment or were frequently 

out-of-town on business matters. One woman stated that 

"[my husband] will basically follow through on anything but 

he will not initiate anything because he knows that I will 

do it....I really thought that things would be a lot more 

fair. And by nature of having kids and by nature of being 

a woman, I've found that we can not equalize things very 

well. I know also that I partly like it, to manage the 

kids' stuff, and another part is that my spouse knows that 

I will do it and so he will not just kick in there and do 

it. However, he does other stuff". Another woman stated 

that "I take emergency roles on more [than him], to reduce 

his level of stress due to his full time work....[but that] 

regardless of how helpful your husband is, women assume the 

majority of the responsibility of the home....The mother in 

the home sets the tone. If she is stressed and tired, 

everything topples". 

Only one participant indicated that she felt her 

household departed from traditional gender roles. Her 

husband often assumed primary childcare and household 

responsibilities, to help them maintain their dual 

breadwinner status and support her return to school. She 

believed that gender-neutral expectations and socialization 

via role modelling for children are crucial toward 
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empowering and changing situations for women; "You get what 

you expect. I expect a lot from my husband and from my 

children. The rule is that if the kids don't have things 

put away when the cleaning lady comes, then they clean 

their own room, or that the boys do what has typically been 

known as women's work. I want then to understand that I 

don't want them to label work as women's or men's. I want 

to help provide someone else with another husband that 

supports them working outside the home". In her view, her 

husband "...makes the difference between making it all 

work". 

4.3.2 Child Care Resources are Inadequate and Difficult to 

Find 

All nine of the participants indicated that finding 

child care was their role (as opposed to their husband's 

role). This is consistent with Duxbury and Higgins (1998) 

who indicated that women typically assume the primary role 

related to child care and caregiving. Child care was 

considered a major issue of concern to seven of the 

participants. It seemed to be less of an issue for the two 

participants who were able to steadily rely on family as a 

regular child care resource. One participant had her 

mother as a primary child care resource and the other had 
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her mother as a periodic but regular resource in accordance 

with her mother's work schedule. 

Five of the participants expressed gratitude at having 

family members within geographical proximity as occasional 

or regular child care resources and for emotional support; 

three of these participants indicated that extended family 

was called upon as back-up when regular sitters were sick 

or on holidays, or when participants were seeking more 

permanent child care arrangements; two of these five 

participants relied on family on a fairly regular basis. 

In my study two women expressed frustration at not 

having any family resources even for occasional child care. 

One woman indicated that "we don't have any family here so 

we have no back-up....and that adds to our isolation and 

stress level". Without family, both of these women felt 

limited in their available child care options; "since 

living in Regina, [child care] has been impossible". 

Several participants cited the benefits of relying on 

extended family members to babysit (even on occasion), such 

as finances, flexibility and peace of mind; "we send the 

kids to the grandparents for financial reasons. I like the 

sitter though, and would send [them] there more often if we 

could afford it". Another participant indicated that 
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"there are a lot of times where I don't get off [work] 

until 5:30. I feel that I take advantage of my mom, and 

she will flex the times for me, whereas I know that a lot 

of babysitters won't". This participant stated that "being 

a working mother, [having mom to babysit] has relieved a 

lot of guilt, especially when I can't always be there for 

my kid, at least it is my mom". For one woman, "...it was 

very stressful to hand over someone my son's age to someone 

I did not know. It was like one added stress". To another 

woman, having her mother provide child care was so 

important to her and her husband that they reconsidered 

moving out of the city following a job offer, so that they 

could retain their family as their primary child care 

resource. This same woman stated that "when I see a lot of 

women who have struggled with babysitters or who have to 

change babysitters, I see them as being in a much harder 

position than I have ever had to be in". 

Participants tried many approaches to find child care 

resources they felt comfortable with, including: 

word-of-mouth, advertising at recreation centres and in 

newspapers, searching in tile newspaper and at Student 

Employment Offices, getting lists from schools, and one 

woman said she looked forward to her older children 

becoming pre-teens so they could be her regular sitters 

when her pre-schoolers moved into their school years. 
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Also, a potential sitter "...had put a little note on our 

windshield, and I mentioned it to a lady at work and that's 

where her grandchildren went, so I got a reference that 

way..." Another woman stated that when she had put her 

advertisement in the newspaper seeking childcare, two other 

women then phoned to inquire about her responses, as they 

were also seeking child care. One woman stated that "I 

assumed in this area because it's all young kids here that 

[child care] wouldn't be a problem..., but it is". Another 

woman said "there are very few sitters in our particular 

area...and most couples there are working couples with no 

kids". Three of the women used the word "lucky" to 

describe the reason for their child care resources falling 

into place. One felt lucky to have had the same sitter for 

three years, another felt lucky to be able to take her sick 

child to the sitter, and the third participant said "we 

lucked out. It took a while. Because I had worked in the 

child care community and I knew people, that is where I 

went". A fourth participant used the word "coincidental" 

at having found an appropriate resource right when she 

needed it (having a note put on her windshield by a 

prospective child care resource). 
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Prior to my interviews I did not realize that this 

issue would have as extensive an impact on this group of 

participants as it did. Seven of the participants recounted 

the worry, fear, energy, time and stamina required, as well 

as the isolation and feeling that they had to rely on their 

own abilities in securing child care. This was seen as a 

scramble for sitters, worry about back-ups and their 

availability, and the adjustment being made for sitters' 

schedules. One participant stated that "as soon as you 

think about having kids you think about what am I going to 

do about several things such as work and babysitters; stuff 

that keeps you awake at night". "Horrible" was an 

adjective used by another participant to sum up her 

endeavour of seeking child care. Other experiences 

include: "We have put ads in the papers, at the Leisure 

Centre, at the schools but nobody wants to look after a 

baby. I have an interview next week with a sitter....I 

hope it [works] because if it doesn't, I don't know what 

I'll do"; "The first sitter lasted six months....[We] took 

time off work and relied on relatives and friends for two 

months"; Another participant relied on a neighbour for 

child care and suddenly removed him due to emotional 

neglect, and "fortunately" were able to rely on her in-laws 
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for temporary assistance; "That was one of the most 

stressful times, when I needed another babysitter within a 

day or two....It was either me take a day off work for two 

weeks [to find one]....I went to the newspaper and really 

lucked out...."; and a notable experience was a woman who 

had both a day and a night sitter so that she could manage 

her on-call, shift work schedule in co-ordination with the 

sitters' schedules. 

Many women relied on their own ingenuity to cope with 

work/family conflicts. Seven women have had to take 

vacation leave, unpaid time off work, or rely on a 

patchwork of child care resources when their sitters were 

absent due to vacation or illness. Other participants 

stated that an alternative to absent or ill sitters was to 

take a day off without pay, and fear was expressed by two 

participants about having to quit work if a sitter could 

not be located. Day care was seen as being too costly to 

two participants, and another participant indicated that a 

social worker's low pay must be taken into account when 

making decisions about child care.E31 A fourth participant 

stated that she was troubled about the inaccessibility of 

traditional day care centres in the sense that most did not 

accept children under the age of 18 months. 

Most of the women being interviewed considered child 

care to be of utmost importance, and that this was a factor 
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which influenced many of their lifestyle decisions. One 

woman said that "it depends for me on if I can leave [my 

child] with somebody that I trust, and quality of care is 

important to me. So I will drive an hour and get up an 

hour earlier to take him to some place I like rather than 

taking him some place just for convenience". The same 

woman indicated that feeling comfortable with her sitter 

may impact her work, for "...I don't want [crying] to be 

the last image when I leave..." due to the emotional 

distractions this presents at work. Consistent with 

Fernandez (1986), this has implications for employee stress 

and productivity. Foster and Broad (1998) agree that 

adequate and safe child care has a positive impact on 

stress levels of working parents. 

Other characteristics considered valuable in child 

care providers were mentioned as: a sitter with similar 

values in raising children, continuity of care, one that 

provides a learning experience, one that allows siblings to 

remain together, flexibility with hours, and one that is 

capable of handling 

participant, "it is 

life. That's why I 

emergency situations. For one 

difficult to miss out on your child's 

value my babysitter. She is very very 

critical in my child's life...." and hence plays an 

important role with regards to child development. This 

view is consistent with that identified by Doherty (1991), 
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who points out the benefits of quality child care as being 

such things as positive social and language development and 

behavioural self control. 

4.3.3 There is a Need for Implementation and Improvement 

of Family Support Initiatives 

There were several alternative assistance programs 

that were discussed with each of the participants to 

determine their perceived strengths and gaps with regards 

to workplace policies/practices:En 

-Overtime Requirements 

A workplace requirement of 'overtime' is presented 

because it affected over 50 percent of the participants. 

Workload and overtime bear some relation (section 2.3.3); 

Theilheimer (1996) and Saskatchewan Social Services (1997) 

highlighted heavy workload responsibilities. There seemed 

to be a frequency of overtime being worked by five 

participants (one non-government, four government 

participants). The former participant seemed to feel the 

most free to decline overtime requests by the employer, and 

stated that such requests were rare. There seemed to be 

some satisfaction with overtime by all but two of the 

government employees. Some of the participants enjoyed 

being able to take overtime as time-in-lieu but expressed 

some difficulties in taking this time off due to staff 
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coverage problems that this posed within the workplace. As 

one participant suggested, "I might as well work full time 

if I have to be here five days a week because you are often 

stretched beyond your regular hours anyway. You don't get 

overtime...and it's difficult even getting time for time, 

so you never win. You try to get all of your work 

finished- you are always conscious of the coverage so that 

others can survive, so that you always try to pack things 

in very tightly". 

For these participants, workload as it relates to 

unpredictable, unregulated hours also potentially posed the 

additional task of rearranging child care due to 

unpredictable overtime requests. One participant portrayed 

this struggle in her statement that "it's always a source 

of anxiety maybe having to work late, especially on Fridays 

because that is a bad day, especially when it hits 4:15 

pm...", and another participant said that "I have anxiety 

when I work out-of-town during the day as it is very 

unpredictable...", referring to overtime and its challenges 

for child care. 

Being within the human service profession myself, I 

was not surprised by these participants attention to the 

issue of workload. Workload was an issue commented upon by 

five of the participants. Reflective of Theilheimer's 

(1996) discussions about workload and downsizing, 
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when I work out-of-town during the day as it is very 
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participants suggested that "they need to hire more, 

because basically there are not enough social workers". 

One participant said that "I care about the caseload sizes, 

the workload and my clients....the clients are not getting 

the service that they deserve because of the caseload size 

demands". Two participants indicated that they refused co 

stay away from work when they were ill "...because [I] 

can't keep up with my caseload due to a lack of workplace 

coverage and consequent increase in workload upon their 

return"; "...I never called in sick because you have double 

the work if you don't go into work". Another participant 

stated that "...I would like to not have to do overtime 

work at all, and just be able to come home and be with my 

family....[but] if [employees] get mouthy then you are 

vulnerable to not having your position extended". And two 

other participants pointed to no decrease in workload when 

assuming reduced hours of work. 

-Reduced Work Hours Options 

Job Share and Part-Time Work 

Many of the participants were uncertain as to whether 

or not such provisions were outlined within collecti-re 

bargaining agreements. According to Marshall and 
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Statistics Canada (1997), "the number of major collective 

agreements with job share provisions rose from 3% of 

employees in 1986 to 12% in 1993, remaining relatively 

stable since then" (p.6). In my study, six of the 

participants indicated that job sharing was a potential 

option for them, even though only two participants 

exercised this option. While part time and job share 

arrangements were identified as being an option within 

their workplace practices, seven participants felt that, in 

practice, it was left up to the employer's discretion as to 

whether or not reduced work hours options could actually be 

offered. 

Seven of the nine participants had been working 

reduced work hours; five were part-time and two were in job 

share arrangements. Reduced work hour arrangements were 

considered an important issue, as all seven participants 

indicated that their dual responsibilities were a 

contributing factor to them utilizing this option. 

According to participants' perceptions, job sharing 

arrangements were initially met with employer resistance 

due to: negative employer experience, employer fear of 

setting precedent, and the view by the employer that job 

sharing was a costly arrangement to implement and maintain. 

While these seven participants said they were very 

satisfied with these arrangements, some comments were made 
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which were indicative that reduced work hours did not come 

without some difficulty. As examples, one participant 

indicated that "the supervisor I had before wasn't as 

flexible as who I have now....[hej made the comment that I 

would have to choose between what was important, my work or 

my family. I still pursued the job share. I went directly 

to the director.... the resistance by the employer is 

because five years ago they had someone job share and it 

didn't work out because someone didn't want to do their 

share of the work"; "it was quite a big thing to get a job 

share... it was a novel thing and we had to fight tooth and 

nail for it. also had to give up my original 

position...because they said that position could not be job 

shared.... there is still amongst the managers the general 

belief that it costs them a lot more money in the end". 

One participant commented that "if the other worker [who 

requested changing from full time to part-time] had not 

been there requesting this, then I likely would not have 

been offered or allowed to switch to part-time work". 

Another participant stated that due to fate, a funding 

decision to change her position from part-time to full time 

luckily fell through. And another participant stated that 
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"I don't think that they like a lot of juggling of 

individuals because they want things to be straightforward 

for everybody. I think that they are always afraid of 

setting precedent". 

Consistent with Baker (1995), there were pitfalls of 

reduced work hour status identified by many of the 

participants. Many suggested that while a preferred 

arrangement, there was also a trade-off: being required to 

give up their original positions; losing out on the ability 

for job mobility; having to accept less satisfying and less 

challenging work and lower paying jobs; and a 

disproportionate workload; one participant indicated that 

she "...went from five to four days a week, although my 

caseload didn't change. I have adjusted by adjusting the 

pace at which I work, and this allows me to work fast" and 

another 

halved, 

away". 

participant 

even though 

She further 

said that "my workload wasn't actually 

they had taken some aspects of it 

indicated her belief that she gave up a 

lot (pay and career opportunities) to be able to work part 

time, so she could spend more time with her family. 

Two women stated that they felt their part time status 

was devalued by their employers, interpreted via comments 

about them being lucky to have extra days off. One woman 

felt that her employer was resentful of her being off for 

her regularly scheduled Fridays, when the workplace was 
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already short staffed. Another woman stated that "I get 

the feeling at times that my job isn't as important as [my 

husband's]" because of his comments to others that she was 

...just part time" and did not make a substantial 

financial contribution to the family. 

-Flex Time 

Flex time in my view is a basic need for everyone, and 

particularly for employees with family responsibilities. 

Eight participants stated that they were able to have some 

measure of flexibility with their hours along with core 

hours. This included some provisions for coming in/leaving 

at variable times, which these participants exercised 

according to family needs. This provision was identified 

as being satisfactory for these eight government employees, 

and the other two participants also felt that they had some 

leeway with respect to attending appointments during work 

hours. The non-government participant indicated that while 

constrained by rigid core hours, this was satisfactory to 

her because of the complete freedom she had to alter shifts 

with co-workers, that "we can change shifts without 

permission...". 

-Sick Leave Provisions 

The existence of this as a family benefit enshrined in 

policy and union collective agreements were identified by 

three government employees. Of the six who did not have 
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this benefit, one government employee stated that although 

she had flexibility to use her sick leave for her children, 

she felt apprehensive about losing this if her current 

supervisor left his position; "[there are] no sick kid 

policies, there are informal practices only, which are 

dependent upon the boss's flexibility. If I were to get 

another boss I feel that there would be additional stress, 

because of the fear that he or she wouldn't be as 

flexible". However, the non-government participant seemed 

impressed with her freedom within the workplace which 

allowed her the ability to use her sick leave at her 

discretion, and had few concerns about formalized policy. 

The contract person indicated that she had few concerns 

about this issue, despite the fact that she did not have 

this benefit. 

Lack of paid formalized sick leave provisions for 

family members for common illnesses was a major complaint 

expressed by four participants. 1 I was struck by the 

intensity of these participants' frustrations about this 

issue. I was also surprised that this was not a family 

related benefit (particularly for those individuals within 

the health care field), initially presuming that it was a 

standard option for most employees. One woman stated that 
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"banked sick leave days when your kids are sick, or when 

child care problems arise, would relieve the pressure of 

having to find alternatives". Lack of provisions and 

having to utilize personal vacation leave for sick children 

seemed to translate into frustration by these participants, 

expressed in such statements as: "That's probably one of 

your biggest worries, when kids get sick. I resent having 

to take my vacation days when my kids are sick. I was 

lucky last year that my kids got the chicken pox when it 

was around Christmas. I need [vacation] time, especially 

when you work in a stressful place". Another participant 

coped with lack of this provision by coming to work when 

ill and saving her sick leave time for when her children 

are ill. Three participants discussed themselves and 

co-workers feeling "...forced sometimes not to be totally 

honest"; "I know I'm not the only woman, however there are 

no provisions....in my mind it's not abusing the system 

because I feel that this is what the system forces me to 

do". This is similar to findings from the Public Task 

Force on Balancing Work and Family (1998) which suggests 

that parents feel they have little choice but co be 

dishonest with their employers when they do not have 

adequate family related provisions. 
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-Emergency Care for Sick Children 

Lack of adequate day care and child care provisions 

for sick children is a further example of the devaluation 

of the importance of child care within society. This is 

reflected in the notion that, according to participants, 

day cares and sitters often do not take sick children. As 

an alternative suggestion, two participants felt that an 

emergency care program would perhaps be beneficial. One 

such participant made the suggestion of a community nurse, 

that "some [co-workers] have talked about someone who would 

take sick children when sitters and day cares won't...". 

Conversely, three participants felt that they preferred to 

be the ones to care for their sick children because "...I 

would instead want time away from work to be with [my 

child]", and "...because your child would want mom. You 

know your child best when she is sick". 

-Unusual Hours Care 

Four participants expressed interest in this option, 

especially due to workplace overtime and on-call 

requirements. One participant stated that this option 

would be welcomed due to her concern for her child's 

safety, for she occasionally relied on an older child for 

child care when she was late from work. Another 

participant indicated that if she worked shifts then this 

would be an ideal option. She further stated however, that 
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being a parent with few community support services, she 

felt that shift work jobs would never even be feasible for 

her. Such comments point to another facet of the 

inadequacy of child care resources, similar to the views 

expressed by Foster and Broad (1998): 

With recent changes in the workplace, more 
Canadian parents are employed during non-standard 
hours, part-time, short-term and/or on an on-call 
basis. These parents have an even greater 
difficulty finding affordable, quality 
care....The extended-hours...programs that do 
exist suffer from the problems of underfunding 
and insufficient resources that also plague 
standard-hours child care programs (p.99). 

-On-Site Day Care 

Three of the participants had on-site day care 

available to them; none were interested in utilizing the 

service. Here I was impressed by womens concerns for 

others; despite their lack of interest for the service for 

themselves, five of them considered it as potentially 

useful for other employees. Two of these five participants 

who did not have on-site day care said that they would 

utilize such an arrangement if it was available to them, 

that "it would have made my life so much easier [but] they 

are not thinking of doing that here". Conversely, another 
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participant stated that she would decline, "...because 

being at work is often the only place and time that I can 

get a break, and I would feel obligated to spend my break 

times with [my child]". Another felt that a private sitter 

was better for continuity of care": and another participant 

stated that "...at this point no, because we have one 

[child] in pre-school and the other in kindergarten, so 

[on-site day care] wouldn't work". 

4.3.4 Employers' Caution toward Implementing Family 

Support Measures 

The two participants doing the non-government and 

contract work felt a real satisfaction with their 

employers' efforts at making their workplace amenable to 

their dual roles; "My boss and I arrange times to meet, I 

can work around my schedule which is really great" and "We 

can change shifts without [my boss's] permission...[and] 

when you come back from taking your child to an appointment 

[during work time, she] always asks how things went with 

regards to your child....the supervisor seems to 

understand". 

Perspectives varied with regards to participants' 

views of employer responsiveness to their needs. Issues of 

powerlessness seemed to account for any expressed 

dissatisfaction by five of the participants. This is 
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reflected in the statements that managers were not familiar 

with front line work, that "it's tough enough balancing 

family and work, let alone having to worry about whether or 

not you feel that your supervisor is doing their job, and 

knowing that there are not a lot of avenues to turn to if 

you have a problem". Also "to suggest changes [within the 

workplace], we would probably have to go through the 

union"; and "...if it is too difficult for management then 

I don't think that [my boss] is going to open the door 

[toward change]". There was also anger and anticipatory 

fear expressed by these participants of potential upcoming 

workplace changes to work hours or workloads, and 

unexpected after-hours workplace requirements; two 

expressions of discontent related to this included "if you 

are intimidated [by workplace decisions and demands] and 

let [management] push you around, they're not going to look 

after you, you have to look after yourself" and "there are 

changes at high speed, and we may have to do shift work. 

[The staff] is all worried as to what this will mean for 

our families....what it does to our families is not a 

consideration. We are expected to do more more more. They 

don't take care of us, we have to take care of ourselves". 

Other participants stated that while their immediate 
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supervisor was very supportive, such supervisors "...hands 

were tied" with respect to decision making and implementing 

changes. Bureaucratic rigidity was the expressed 

perception whereby "...the boss must go by the book so is 

restricted in how much can be done...it is more difficult 

for her to make provisions for individual [employees]". 

Conversely, while the non-government and contract 

participants worked within hierarchical organization they 

nonetheless felt comfortable with the latitude afforded 

them. One participant indicated that "I would have no 

problem asking for changes, but right now I don't want to 

change anything. Things are very open, we ask our boss 

what do you think of this...or this would work for me". 

Participants stated that they dealt with employer 

resistance to having their family related needs met by 

strategizing; one participant set family physician 

appointments in the evening, and another chose to deal with 

family demands, where possible, exclusively on her days 

off. One participant explained that she chose the route of 

`under-the-table' flexibility because of her fear that her 

boss would perceive that she had a time-management problem. 

Eight of the participants indicated that they often 

relied on co-workers for emotional 

Five of the participants commented 

emotionally for parents in similar 

and concrete support. 

that it is helpful 

roles (social workers 

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission. 

90
supervisor was very supportive, such supervisors "...hands 

were tied" with respect to decision making and implementing 

changes. Bureaucratic rigidity was the expressed 

perception whereby "...the boss must go by the book so is 

restricted in how much can be done...it is more difficult 

for her to make provisions for individual [employees]". 

Conversely, while the non-government and contract 
participants worked within hierarchical organization they 

nonetheless felt comfortable with the latitude afforded 

them. One participant indicated that "I would have no 

problem asking for changes, but right now I don't want to 

change anything. Things are very open, we ask our boss 
what do you think of this...or this would work for me".

Participants stated that they dealt with employer 
resistance to having their family related needs met by 

strategizing; one participant set family physician 

appointments in the evening, and another chose to deal with 

family demands, where possible, exclusively on her days 
off. One participant explained that she chose the route of 

'under-the-table' flexibility because of her fear that her 
boss would perceive that she had a time-management problem.

Eight of the participants indicated that they often 

relied on co-workers for emotional and concrete support.

Five of the participants commented that it is helpful 
emotionally for parents in similar roles (social workers

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



91 
with families) to develop a camaraderie and provide a sense 

of support, knowing that they share similar experiences and 

struggles. To the eight participants, this extended to 

include eliciting coverage by co-workers in securing flex 

time for outside appointments. For instance, "if my 

child's ears were leaking in the morning, I could say by 

the way you're covering for me for a couple of hours, and 

my co-worker does the same. I'm not going to run to my 

supervisor for everything, as it's a hassle". One 

government participant's workplace culture seemed 

progressive in another aspect- "if we have a unit meeting I 

sometimes take my kids, and I don't feel as if I shouldn't 

be doing it"; here she felt supported by both her 

co-workers and supervisor. 

Participants indicated that although co-worker support 

is important, there were also negative implications to 

relying primarily on co-workers to make their workplaces 

family oriented. Five participants pointed to workload 

implications; "if [coverage] becomes a big inconvenience 

for other people then there would be difficulty.... It is 

hard enough keeping up with your own caseload, let alone 

dealing with someone who's gone". The participant with 

even the most supportive workplace identified the potential 

for resentment by co-workers. When asking co-workers and 

her boss for coverage, at times she was met with such 
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comments as "do I ever have a lot of work to do now" or 

"this is sure going to be a busy day" and body language, 

such as crossed arms and turning away from them and from 

the conversation. Two women commented that they at times 

felt pitted against childless co-workers by the latter's 

comments such as "you're the one who chose to have 

children". This participant also stated that "...if you 

used a fair amount of flex time, those without children, 

there would be a fair amount of complaints". In my view, 

this is suggestive of the notion that leaving work/family 

issues up to the responsibility of workers to handle can 

potentially breed workplace resentments and morale problems 

amongst workers. 

Consistent with Grasso (1993) and Hummel's (1977) 

discussions of the nature of bureaucracy, six government 

participants pointed to the downside of rigid bureaucratic 

requirements such as paperwork and scrutiny, that 

...everything is so by the book" and that "...your 

supervisor has to be aware of overtime and flex time". One 

government employee was disturbed by the control and 

scrutiny exercised by management in using Pressing 

Necessitym provisions, the ability to take time off on 

short notice by utilizing sick leave benefits; 
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"...[employers] calling you and saying why are you taking 

Pressing Necessity, to me it defeats the purpose. It puts 

people back to justify having to take that time, and I 

think there's enough stress without having to do that". 

Other participants indicated that in order to avoid 

scrutiny and bureaucratic paperwork requirements, they 

strategized by: securing their own coverage for physician 

appointments, documenting family sick leave days as 

personal sick days, and avoiding switching shifts with 

co-workers; "...if I come in late or leave early, I tell 

the secretary and then make up my time, because if I told 

the supervisor, there would be all this paper I would have 

to fill out". Here bureaucratic processes seemed to 

contribute to participants feelings of mistrust of the 

employer, frustrations, anger and apathy toward the 

workplace. 

4.3.4.1 Participants' Perceptions of Unions 

Of the nine participants in my study, eight indicated 

that they belonged to a union, and one non-government 

participant did not. Three union members shared their 

feelings of uncertainty surrounding upcoming switching of 

union affiliation. There were expressed frustrations due 

to uncertainty of such things as: retention of seniority, 

changes to work hours, and a potential for loss of benefits 

or what new benefits would ensue. Three other union 
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members were clearly unaware of collective agreement 

benefits or of procedures for accessing such information, 

so did not seem to rely on unions as an optimal option for 

support. One of these three participants felt that union 

procedures were likely not being followed within the 

workplace (with hiring new employees), but did not address 

this with her union, and another of these participants felt 

that union requirements for job postings and competitions 

were somewhat rigid and restrictive. Two participants felt 

that unions fail because of their lack of strength, one 

participant indicating that "people are too afraid to band 

together and say we are not going to do overtime. Social 

workers want to smooth things over but don't want to take 

care of themselves....[that management is] not going to 

[make concessions] unless we collectively band together". 

An additional union member was displeased with the union 

outright, feeling that she had more flexibility without 

union affiliation. She further stated that "going to the 

union, I could do that but I don't think we would get 

anywhere with that. As social workers we are small fish in 

the sea, and money has been the main issue...so that is 

what they spend most of their time on, not other issues". 

The non-government participant appeared to be quite 

satisfied with not having union affiliation, due to the 

flexibility that she was given within her workplace. 
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4.4 Summary 

Most of the participants I interviewed felt that they 

assumed traditional gender role expectations. With respect 

to workplace-related concerns, most of the participants 

struggled with the issue of finding and securing adequate 

child care resources. 

reduced hours as a way 

Participants expressed 

Further, many participants worked 

of juggling their dual roles. 

interest primarily with such 

alternative workplace provisions as reduced work hours 

options, family sick leave benefits, and flex time 

provisions. Frustrations were mainly attributed to 

paperwork requirements, employee 

prioritized within the workplace 

decision-making power. Overall, 

family needs not being 

and a lack of workplace 

unions were not recognized 

as being a potential workplace strength, due to a feeling 

of estrangement from union processes. The above noted 

information has provided a valuable foundation for chapter 

five's interpretations and summaries. 
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CHAPTER FIVE 

CONCLUSIONS 

5.1 Introduction 

This chapter involves interpreting participants' 

experiences and perceptions with regards to their 

employment-related needs and how responsive they have felt 

their employers have been. In step with social democratic 

and feminist orientations, I have examined linkages between 

these personal experiences and the macro-environment. 

believe that these personal experiences are influenced by 

the external world; that political and economic 

environments influence society's structures and 

functioning, and that personal responses are a reaction to 

these external forces. Hence, all societal institutions 

have a role to play with regards to the work/family issue. 

Simultaneously, governments have a responsibility for 

ensuring that societal institutions play their part in 

adhering to a commitment to family needs. 

5.2 Data Interpretations and Linkages to the 

Macro-Environment 

5.2.1 Gender Roles 

One area examined with regards to its contribution to 

an effective work/family balance is the area of 

distribution of roles within the home sphere. Eight of my 
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participants adhered to some degree of traditional gender 

roles despite being in the paid labour force. Traditional 

gender role expectations seem to be well established within 

these homes, and despite four of these women expressing a 

desire for equal distribution of roles within the home, 

their struggles were not supported by their husbands- hence 

their return to traditional role expectations. 

Here there seems to be an ideological connection with 

a conservative vision that accepts the traditional view of 

institutions (Johnston, 1996). 

suggest that the 'family' is a 

phenomenon around which gender 

Feminists however would 

socially constructed 

roles are defined (McDowell 

and Pringle, 1992), that marriage normalizes control of 

women (Hanmer and Statham, 1989). Within this perspective, 

it would not be surprising that my dissatisfied 

participants learned to cope by conforming and accepting 

stereotyped roles. The feminist orientation counters the 

belief that households are a unit whereby women and men can 

bargain and negotiate their roles; this is because such 

nuclear family structures and gender relations are based on 

patriarchy (Jacobsen, 1992). And as suggested by Conway 

(1993), "men's general failure to accept a fair sharing of 

domestic and child care tasks has presented women with a 

hard choice: either accept the double burden in order to 

sustain the family or opt for divorce..." (p.104). Women 
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may feel they have no choice but to conform, given the 

hardships associated with single parenting (Conway, 1993; 

Jacobsen, 1994). Connecting women to the home sphere and 

identification of the home as fulfilling private 

responsibilities is an orientation that disempowers women 

(Andersen, 1983). 

Seven women chose reduced work hours within the 

employment sphere as a strategy to help them cope with 

their assumed roles at home. Initially this seemed to me 

to be a logical way of tending to both spheres. However, I 

had to remind myself that expecting family roles to be 

primarily a woman's concern and ignoring men's abilities to 

respond perpetuates traditional gender role stereotypes. 

This raises the issue of workplace practices and culture 

and how responsive it has been in fostering mens' 

participation with regards to family-related needs. 

Accepting this view conforms to the notion of the family as 

being a natural, unchanging unit based on gendered roles; 

that the home sphere is a womens' world whereby women shall 

assume primary child care responsibility regardless of 

outside responsibilities (Andersen, 1989, p.142). Duxbury 

and Higgins (1996) suggest that "...fathers who take time 

off because of family demands are more likely than mothers 

to be negatively labelled by colleagues and managers" 

(p.18). Here part of the feminist orientation may be in 
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transforming patriarchal relations that assign domestic 

tasks according to gender. This vision is also one with a 

workplace culture that is more egalitarian, co-operative 

and non-oppressive (Andersen, 1983); one which presents a 

wide range of workplace options for parents, regardless of 

gender. Integral to this is the promotion of the "ethic of 

caring" (Hanmer and Statham, 1989, p.93), and the movement 

away from masculinity and its estrangement from caregiving 

roles (Hanmer and Statham, 1989). 

Within the conservative ideological context, 

considering family as a private unit by assigning it the 

responsibility of attending to its own needs via the 

private and informal sectors (Andersen, 1983; Djao, 1983; 

George and Wilding, 1976) disconnects it from other 

societal institutions and minimizes the importance of its 

internal roles (Andersen, 1983; Hanmer and Statham, 1989). 

This view ignores the fact that the home domain serves a 

useful purpose of preparing, nurturing and socializing 

society's members, further contributing to the economic 

sphere via its consumption behaviours (Andersen, 1983; 

Hanmer and Statham, 1989). This privatized view seems to 

foster a severing of the connection between the 'personal 

and political' realms, which encourages problems to be 

individualized and personalized. 
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5.2.2 Childcare 

First and foremost, the primary employment-related 

need expressed by the participants was for reliable, 

affordable and accessible child care. The fact that only 

two participants were able to rely on family as regular 

child care resources seems indicative of contemporary 

trends within society. Identified notions of geographical 

proximity and parents-of-origin at work are suggestive of 

the demographic changes related to mobility of families and 

the movement of women of all ages into the workforce. 

Family availability seems to offer practical, emotional and 

financial benefits. However, expecting parents to rely on 

the informal sectors such as their family-of-origin for 

child care purposes seems outdated and does not take into 

account geographical trends--thereby creating hardships for 

some families. Use of extended family seems to be an 

inadequate back-up plan for some of these participants 

because of its inaccessibility and unavailability. 

Even though child care was identified by all of my 

participants as an important employment related need, eight 

of them discussed the ad hoc nature of finding their own 

child care resources, and all eight utilized private 

sitters. Deterrence to using licensed child care providers 

and day care centres was discussed as being related to: 

costs (particularly related to variable hours of care); 
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desire for greater continuity of care; inaccessibility for 

infants; perceptions that day cares do not always provide 

quality, nurturing and safe environments; and that centres 

do not take sick children. Such issues are reflective of a 

national picture of child care (Friendly and Oloman, 1996). 

These women seem to feel left to rely on their own 

resources, to pursue their own solutions to problems within 

informal and market sectors (George and Wilding, 1976; 

Mullaly, 1997), despite the perceived inadequacies of these 

sectors. 

Within an ideological context, such a major gap in 

child care services reveals a lack of recognition for or 

acceptance of the changing family structure from the 

traditional breadwinner to the dual breadwinner family. 

Women typically assume caregiving roles (Hanmer and 

Statham, 1989), and according to them "...it is not 

surprising that there is a marked lack of [licensed] day 

care...." (p.58); identification of child care being a 

need of working women has relegated it to a low priority 

within the political sphere (LeBlanc, 1997, p.8). 

With regards to government actions, a residual focus 

on deficit reduction and social expenditure restrictions 

are a regressive step that will likely not lead Canada any 

closer toward the establishment of a comprehensive national 

child care system. Offloading programs to the provinces 
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encourages further fragmentation of standards (with regards 

to such things as caregiver training, worker-child ratios, 

numbers of spaces, and licensing requirements) and lack of 

government commitment to this area. 

It is crucial that both provincial and federal 

governments move child care to the forefront and away from 

being considered a `women's issue'. The federal government 

must play a primary role in funding and providing a 

comprehensive national child care policy and day care 

system that is accessible and affordable; 

governments must be financially supported 

endeavours, without the option of 'opting 

provision. A tax-based child care system 

provincial 

in these 

out' of service 

(similar to the 

approach adopted within Canada's health care and education 

systems) that is universally accessible must be established 

and enforced by the federal government. Child care staff 

must receive sufficient pay and benefits, thereby 

alleviating job turnover and maintaining continuity of 

staff. Putting money toward training, staff and equipment 

also allows for the recognition and nurturance of the 

benefits of day care, with respect to child stimulation and 

development. Child care provisions must acknowledge the 

concept of lifelong learning, to enhance social, emotional, 

language and intellectual development. To foster a more 

family-oriented society, this vision of having a 
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comprehensive child care system must also recognize a 

workforce characterized by many parents working 

non-standard hours. As with regular hour child care, 

flexible programs must also be available, geographically 

accessible and of high quality to meet the needs of working 

parents. 

5.2.3 Workplace Initiatives 

Employer responsiveness was evaluated in terms of 

services provided. Here, some of the participants felt 

that day care seemed to be a notable strategy being offered 

by their employers. Employers seemed to play a limited 

role in this area, although three participants mentioned 

that their employer had on-site day care provisions- this 

referred to two out of six employers. The employees who 

seemed most interested in this option were the only ones 

who did not have it available to them. The ones who had it 

available to them did not use it due to: (i)using family 

resources, (ii)lack of availability of services for infant 

care, (iii)a preference for a home-based service. These 

three points raise the issue of day care costs, quality, 

and availability of care, since these were factors 

mentioned within discussions. And indeed, child care is an 

area that is not adequately addressed within the political 

arena. One may speculate that a partial explanation for 

this inaction is because within society, 'traditional' 
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social attitudes emphasize the importance of mothers as 

primary caregivers. 

Aside from on-site day care, family sick leave 

benefits and flex time, overall, participants did not seem 

aware of any other workplace family-oriented options 

available to them. Workplace initiated child care referral 

services were discussed very briefly but only one 

participant expressed a real interest. In one sense this 

was surprising to me, as it seemed a logical means of 

connecting demand to supply. Examining it further however, 

one can see the limited positive benefit that this option 

may have, especially when demand outweighs supply of 

available child care resources. This initiative would also 

not address the issue of quality of care as identified by 

these women. 

Unusual Hours Care was discussed as an area that could 

perhaps address some employees' child care needs. However, 

these participants did not utilize such services. Notably, 

even if these participants used licensed day care centres, 

the issue of overtime and needing child care would still 

not be rectified, as many day care centres are based on 

standardized work hours. 

A lack of back-up child care plans enabling 

participants to attend work seemed to be a prominent issue 
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and an area in which some employers have assumed a role in 

addressing. Employer benefits were examined as a strategy 

to help parents deal with family emergencies. Many 

employers seemed to be progressive in providing flex rime 

around core hours. However, family sick leave initiatives 

were not as progressive; out of six employers, only one 

provided this benefit by means of paid absences, and this 

was enshrined in a collective agreement. Four out of the 

six employees who lacked in this benefit felt a strong 

desire for this provision. These four were government 

employees who also discussed the rigid scrutinizing 

paperwork requirements of using the benefits. The two 

non-government employees felt comfortable in approaching 

their supervisors to utilize their own sick leave time or 

flex time as a means of dealing with family related issues. 

In this sense, the women who did not work within government 

institutions seemed to feel a greater sense of security and 

support from their supervisors to do things at their 

discretion even when not enshrined in policy. These two 

women also worked in organizations that were chartacterized 

by a small size, and not exposed to the large amounts of 

paperwork and supervisory scrutiny compared to the others. 

Hence, although the existence of family-oriented benefits 

are important, what seemed to be just as crucial if not 

moreso was the need for a more personalized, individualized 
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approach toward dealing with employees. To further promote 

trust, there needs to be a focus away from scrutiny and 

toward co-operation, consultation and a democratic 

decision-making process. 

Workplace initiatives such as family sick leave, 

on-site day care, flex time, and reduced work hours may be 

progressive. However, a drawback to flex time and reduced 

work hours may be a loss of pay, which typically affects 

women, since they are the ones who have predominantly 

assumed child care responsibilities. 

Overall, family oriented measures appear to be 

piecemeal, and the fact that employers offer different 

benefits portrays a fragmented system. For instance, with 

the latest expansion to the Employment Insurance maternity 

and parental benefit program (EI) announced within the 

federal budget (2000), there are provincial discrepancies 

with regards to job protection due to variations within 

labour codes (within provincial Labour Standards Acts) 

(P. Fedorchuk, personal communication, January 12, 2001). 

Perhaps a public, legislated benefit system that requires 

all employers and provinces to comply may move us even 

closer toward a national and flexible family-oriented 

culture and not tie individuals to a certain employer. 
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A legislated shorter work week with pay for all 

employees may be a step toward fostering more equal parent 

participation toward family needs, and this may free up 

parents' time to allow them to participate more fully in 

their childrens' lives. This could also have broader 

implications for alleviating overtime, thereby reducing 

unemployment levels and moving closer toward the 

social-democratic vision of full employment, thereby 

allowing for a more adequate work/family balance. We must 

also retain gender-neutral strategies (such as paid 

`parental' leaves) to allow opportunities for equal parent 

participation. 

5.2.4 Workplace Organizational Structures and Processes 

For eight of the participants, their co-workers seemed 

to provide a workplace that fostered a sense of support 

(concrete and emotional) for their family-related needs. 

Five participants felt that co-workers having children 

seemed to foster a sensitivity to family needs; to eight 

participants, having children was not perceived as being an 

influencing factor toward employer family sensitivity. 

Only two participants felt an 'us versus them' (parent 

versus non-parent) atmosphere with regards to workplace 

accommodation for parental needs. 

An ability to have their perceived needs listened to 

and addressed by the employer in some way seemed to be an 
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unmet need for five government participants. Supervisory 

support seemed to be a prerequisite to workplace 

sensitivity regarding family-related needs. However, the 

underlying theme expressed by the government participants 

seemed to be that sometimes supervisory decisions are 

constrained and regulated by the hierarchical and 

bureaucratic nature of their jobs. Participants indicated 

that their employers have allowed them some work hours 

options (such as flex time and reduced work hours). 

However, there was an expressed feeling that a supervisor's 

support and discretion in allowing employees to exercise 

such freedoms (especially with reduced hours options) 

seemed to be based on the workplace's needs for predictable 

productivity as the primary factor. This seemed to place 

women in the position of finding their own solutions to 

problems rather than advocating for changes within the 

organization (for example by means of their unions or by 

consulting with supervisors or decision-makers). 

Within an ideological context, the neo-conservative 

vision is one which fosters a commitment to the principles 

of hierarchy--those who are at the top have the resources 

to exercise control; this is a structure of society that 

serves to maintain inequalities (Johnston, 1996; Mullaly, 

1997). A neo-conservative vision represents preservation 

of the existing order (Johnston, 1996; Mullaly, 1997) and 
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when decisions are made from above, the existing 

functioning of the organization remains intact, free from 

potential challenges or opportunities for change identified 

by the lower levels. Upon discussion with these 

dissatisfied employees, we see that an organizational 

structure which is not open to allowing for an upward flow 

of communication or for expression of individual concerns 

does not make the need go away. Organizational components 

of a 'hierarchy' perhaps emit messages which channel a 

sense of responsibility for issues back to an individual, 

thereby preserving and maintaining the status quo of the 

organization and maintaining inequalities and powerlessness 

of the individual. In step with residual orientations, 

this detaches personal issues from the powerful 

institutional structures and encourages individuals to use 

their own solutions to cope. 

Using individual strategies has limited effectiveness. 

These women have taken the initiative to get co-workers co 

help when family and work needs collide. This may 

contribute to co-worker resentment of the 'needy' parent, 

and result in increased workloads, thereby lessening 

co-workers abilities to help. A consequence is that the 

employee may become vulnerable to a social pathology view 

(Mullaly, 1997), being identified as a neglectful and 

uncommitted employee. This can potentially make a working 
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parent vulnerable to the 'mommy track' perceptions 

(Friedman, 1990) and to discriminatory hiring and promotion 

practices. In other words, if you preserve an 

institutional structure (that is based on social 

inequalities), underlying problems continue to persist. 

Individuals may ao 'underground', individualizing and 

internalizing problems, and remain powerless to implement 

changes. If they can not cope then they may be vulnerable 

to being identified as failing or having a deficit. 

Despite working within hierarchical organizations, the 

two women that seemed most satisfied with supervisory 

support were the participants who were not working within 

government; they consistently seemed more satisfied with 

their discretionary powers and ability to approach their 

supervisors with their concerns. These individuals seemed 

to describe a more collegial relationship with their 

supervisors and seemed more willing to approach their 

supervisor, regardless of the likelihood that changes or 

accommodations may occur. This seems to be in support of a 

participatory management style that incorporates employee 

views as an integral part of decision-making processes. 

Socialist feminists point to the bureaucratized and 

patriarchal nature of human service organizations based on 

the principles of: hierarchy, objectivity and estrangement 

of private and public spheres (Armitage, 1996). I further 
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advocate for encouraging and fostering a more fluid open 

movement of communication within hierarchical 

organizations. Front-line workers must be more fully 

integrated into the decision-making processes within 

organizations. This may help to create a workplace culture 

that recognizes the strengths and value of women's talents, 

such as organizational skills (often demonstrated 

efficiently within the home sphere) and skills of 

nurturance and caregiving as being valuable components 

within the paid workplace. If hierarchy is maintained, 

placing women in more managerial positions and 

democratizing decision-making processes may further allow 

womens views to be more openly expressed and acknowledged. 

5.2.5 Unions 

Contrary to my personal beliefs and anticipated 

responses by participants, they did not see a strong 

connection between having a union and getting their 

employee and family-related needs met. There was only one 

participant who became actively involved in the union 

process. She felt that her union had good advocating 

abilities, and was well versed in union procedures. The 

seven other union members discussed their unions in terms 

of what it did not provide rather than how it has helped 

employees, and often seemed to be unaware of which employee 

benefits are attributable to union advocacy. A lack of 

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission. 

I l l
advocate for encouraging and fostering a more fluid open 

movement of communication within hierarchical 

organizations. Front-line workers must be more fully 

integrated into the decision-making processes within 

organizations. This may help to create a workplace culture 

that recognizes the strengths and value of women's talents, 

such as organizational skills (often demonstrated 

efficiently within the home sphere) and skills of 

nurturance and caregiving as being valuable components 

within the paid workplace. If hierarchy is maintained, 
placing women in more managerial positions and 

democratizing decision-making processes may further allow 

womens views to be more openly expressed and acknowledged. 

5.2.5 Unions
Contrary to my personal beliefs and anticipated 

responses by participants, they did not see a strong 
connection between having a union and getting their 

employee and family-related needs met. There was only one 

participant who became actively involved in the union 

process. She felt that her union had good advocating 

abilities, and was well versed in union procedures. The 
seven other union members discussed their unions in terms 
of what it did not provide rather than how it has helped 

employees, and often seemed to be unaware of which employee 

benefits are attributable to union advocacy. A lack of

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



1 12 
awareness of how to address issues at the union level 

seemed to predominate. This lack of awareness was also 

predominant in the area of collective bargaining agreement 

benefits, despite the fact that all had access to their 

respective union handbooks. From this information it seems 

apparent that communication and public education are areas 

that their unions may need to address more extensively. 

While we live in a liberal-oriented society that has 

accepted the existence of unions, a stronger 

social-democratic orientation could strengthen union 

abilities, for private and public sectors, via government 

legislation. 

The social democratic view envisions unions as 

important collective agents for effecting change. The 

contention is that "...in the workplace employees should 

have a voice in the conditions of their work and employers 

should not be able to exercise arbitrary power or control 

over workers" (Mullaly, 1997, p.73). Unions must be 

accepted, strengthened and encouraged by workplaces and 

governments alike. Unions must foster and support women's 

participation at all decision-making levels to ensure that 

the needs of women are more adequately acknowledged and 

addressed. Unions must further foster communication 

between levels of hierarchy. They must provide more 

education to their memberships with regards to employee 
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rights and benefits, so that employees view them as 

accessible, appropriate and credible avenues to effect 

change. Workplaces must be required to support union 

involvement, allowing union meetings and activities to take 

place on work time, supported by a corresponding reduction 

in workload. We must continue to move away from the 

adversarial nature of relations between management and 

unions. This can be accomplished by workplaces fostering a 

family-centred culture and making decisions that utilize 

personal and family well-being as an underlying foundation. 

Encouraging the expansion of union involvement in the paid 

workforce (private and 

into marginalized jobs 

dominated occupations, 

public sectors) and expanding unions 

such as part time work and female 

are important measures. Further, 

utilizing unions as a forum for expanding workplace 

benefits is an additional progressive step (such as a 

cafeteria-style package of choices that employees can 

choose from, depending on life circumstances); unions can 

play an advocating role toward the development of 

gender-neutral policies. 
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5.3 The Role of Other Institutions within the 

Macro-Environment 

5.3.1 Governments 

Despite the crucial role that workplaces may play in 

nurturing a new family-centred orientation, governments 

must not solely rely on employers to fulfil this social 

responsibility. To ensure compliance at the workplace 

level, provincial governments must be required to expand 

labour standards rights and benefits (such as family sick 

leaves and shorter work weeks) and enshrine these in 

legislation. 

All employees need time to deal with family 
responsibilities. Labour standards legislation 
should increase parental leaves for parents of 
young children, allow time-off to care for family 
members, and provide more flexibility so that 
parents can better plan their work and family 
time. This leave should be legislated and not 
left to individual employers or workplaces, as 
many Canadians now have more than one employer. 
Having legal standards will ensure that all 
employees have the same rights (Foster and Broad, 
1998, p.105). 

Along with legislating social responsibility for all 

organizations, subsidies to organizations that demonstrate 

positive initiative in this area may be additional 

incentives toward compliance. 

Further, it is imperative that governments avoid the 

residual approach of targeting human and social service 

programs for funding cuts. Such measures suggest a lack of 
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legitimacy in regards to problems faced by families. 

Disadvantaged groups such as women become unfairly blamed 

as being the cause of high social services spending, 

because of the focus that is placed on them within the 

social service arena (The National Forum on Family 

Security, 1996). Further, governments seem to have a 

short-term focus by nature of their legislated four to five 

year political terms. As such, putting money into 

legislated programs and services may be viewed by the 

public as being a poor investment due to the high front-end 

costs. Therefore, it is important for governments to adopt 

a more far-sighted approach to social issues. 

5.3.2 Education System 

The education system plays an important role in the 

socialization process; it has an impact on career 

aspirations, shapes gender role beliefs and expectations, 

and influences personal values. It is important to develop 

a shift away from the capitalist and neo-conservative 

orientations that place primary value on free market 

principles of competition, efficiency and profitability. 

Adopting social democratic and feminist principles through 

the teaching/learning process, stressing the importance of 

co-operation and highlighting the value of children as a 

crucial resource as our future generations is important. 

This may assist in breaking down the stereotypes and rigid 
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gender roles that keep individuals constrained and 

vulnerable to exploitation both within and outside the 

workplace. 

To promote gender equality, the education system must 

put more emphasis on strengthening females' skills in areas 

of math and science so that they have opportunities for 

entry into currently male-associated occupations. As 

suggested by Zaslaysky (1996), such subjects are 

stereotypically associated with the male gender, and 

restrict young women "...to such traditionally female, 

low-paying fields as elementary education, guidance, and 

the humanities" (p.93). The curricula could focus also on 

the importance of economic independence for women, as well 

as the pitfalls associated with work interruptions and part 

time work (The National Forum on Family Security, 1996). 

Schools can also foster a more child-centred philosophy by 

having on-site child care and an integrated centre for 

family and community-based activities. 

5.3.3 Social Work Profession 

Contributions from the social democratic and feminist 

orientations are important in the development of a social 

work system that stresses fairness and equality of 

condition and freedom from oppression. We have a gender 
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bias in our assessments and practice as social workers; 

much of our work is directed toward the mother in the 

family (Landes, 1998). Women should not be targeted to 

assume sole responsibility for creating, contributing to, 

or of reducing and eliminating problems. Social workers 

must avoid developing liberal oriented strategies (for 

themselves and clients) which focus primarily on personal 

adjustments to situations and on conformity to societal 

expectations. Teaching stress and time management skills, 

while useful, unfairly focuses on individual deficits and 

personal responsibility. 

In step with the social democratic and feminist 

orientations, problems must be recognized and acknowledged 

as being beyond the personal, individual level, and instead 

related to societal institutions and social relations. 

While we may assist individuals to cope with the 

difficulties in society, according to Mullaly (1997) we 

must also normalize and validate their feelings and 

experiences; this involves heightening client awareness of 

the inequalities associated with the capitalist system, the 

inequalities of gender relations, and the injustices within 

society that are based on residual ideologies. Recognizing 

and highlighting the similarities and issues of 

powerlessness faced by both clients and social workers 
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alike also allows social workers to empathize with and 

develop a clear understanding of the struggles faced by 

all women (Hanmer and Statham, 1989, p.19). 

We must avoid identifying the work/family phenomenon 

solely as a 'women's issue' because men also experience the 

stresses related to this issue (Public Task Force on 

Balancing Work and Family, 1998). Identifying this as a 

`women's problem' perpetuates traditional gender-based 

stereotypes. Men also have an important voice which needs 

to be acknowledged. Men's ability to respond to family 

issues within the workplace is an area that requires future 

attention and research, for we also want to allow men to 

assume unpaid work responsibilities without fear of 

stigmatization and discrimination. Gender neutral policies 

such as parental leaves foster the notion of parenting as a 

shared responsibility. In the spirit of the Social Work 

Code of Ethics (1994), as social workers we must advocate 

for social change, moving individual and family concerns 

from the personal to the political sphere. 

5.4 Summary 

There are many components of the work/family issue, 

and the traditional gender division of roles appears to be 

a reality for many women. Women are still expected to 
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retain primary responsibility for the home sphere despite 

having adopted the additional role of being within the paid 

workforce. A cautionary note is in order, for we must 

avoid identifying the work/family concerns as a 'women's 

issue'. This refers to a new way of thinking that departs 

from gender role stereotyping and that applauds men for 

assuming more active household and caregiving roles. 

Many of my participants have felt that their 

workplaces have made attempts at developing policies and 

practices that are compatible with family responsibilities. 

This includes allowing hours of work flexibility and 

offering specialized services and benefits such as on-site 

day care, family sick leave provisions and extended family 

leave provisions. Within the macro-environment, the 

federal government needs to shift away from the devolution 

of its responsibilities to the provinces. It should set 

national standards for the workplace and for a universal, 

tax-based, accessible child care system, which requires 

mandatory provincial compliance. 

All societal institutions have a role to play in 

assisting families to balance work and family roles. 

particular, workplace responsiveness to family needs 

supported by government policies may further promote, 

T n
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strengthen and entrench family-oriented values within 

society. Such measures will allow us to embrace the 

inherent value of children and families. Recognizing and 

acknowledging children and families as valuable entities 

unto themselves is a sound investment for our future 

generations. 
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Footnotes 

[1] In 1998, the percent of children (age 0-12 years) for 
whom there was no regulated child care space was 90% (Child 
Care Resource and Research Unit, 2000). 

[2] My assumption that different organizational structures 
may present different issues is based on the works by 
Netting et al (1993). Here the suggestion is that such 
differences have implications for: how workload is 
assigned, communication patterns, service delivery, and 
different working relationships between staff. 

[3] Note the female-dominated nature of both the social 
work and child care professions, further characterized by 
low pay; this is based on the neo-conservative notion chat 
caregiving roles are an extension of women's nurturing 
natures and do not require professional training. 

[4] Most participants were unable to identify family 
support initiatives aside from job sharing, flex time and 
sick leave provisions. Therefore, I utilized the Alberta 
study (Appendix H) as a guide in generating discussions. 

[5] The lack of family sick leave provisions has been 

verified by examination of these participants' respective 
1997 union collective agreements (Health Sciences and 
Canadian Union of Provincial Employees). Note that this 
was a secured benefit within the Saskatchewan Government 

Employee's Union collective agreement. 

[6] Lack of continuity of care within day care centres is 

reflective of the current system that is characterized by a 
lack of training for staff, inadequate pay, and hence staff 

turnover, as discussed by Foster and Broad (1998). 

[7] Definition of Pressing Necessity: "any circumstance 

of a sudden or unusual occurrence that could not...have 
been foreseen by the employee and which required the 
immediate attention of the employee" The Saskatchewan 

Association of Health Organizations, 1995, p.11). 
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UNI VERSITY OF REGINA 

FACULTY OF SOCIAL WORK 4mmel36 

autegmorApriL, 2000 
Linda Wacker 
c/o SASW Education Committee 
2110 Lorne Street 
Regina, Saskatchewan 
S4P 2M5 

Dear Linda: 

As per our recent telephone conversation, I am 
requesting a follow-up letter from you in your role as 
former Chairperson for the Education Committee of the 
Saskatchewan Association of Social Workers (SASW). As you 
recall, in May 1997 I had requested and subsequently been 
granted permission from SASW to utilize the membership as a 
sample population for research purposes for my Master of 
Social Work degree. 

At this time I am requesting a formal letter from you 
to outline the procedures discussed. This will also allow 

for verification of approval obtained by SASW to utilize the 
membership as my sample population. 

I will review the information we discussed in 1997 and 

in our recent conversations in April, 2000. My purpose had 
been to do qualitative research utilizing interview 

questions with females from the 1997 SASW membership. 
Participant criteria had included women employed in 
hierarchical organizations in Regina, who had dependent 

children under age six, and who resided in dual parent 
homes. My research question had been to determine these 
womens perceptions of the employment-related needs of 

parents in their attempts to balance work and family roles. 
Another research question had been to determine how 
responsive these women felt their employers had been in 

addressing work/family needs. 

During our past and most recent conversations we 
discussed and reviewed my methods of participant selection. 

As you recall, this was via enclosing a recruitment insert 
(written by me) for newsletter mail-out by SASW, followed by 

me obtaining the membership list from you, and my follow-up 
telephone contact to members. 

As you had been made aware at the time of my initial 

request, confidentiality of participants was to be (and has 

been) guaranteed throughout all stages of the research 

process. Contact names had been provided to participants in 

the event of perceived breaches. This included the 

ao. . 0, • • It I ‘1 0 • ‘: to • •••• • t• •••• • I ‘‘ • .000 •‘• •••• • 
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Linda Wacke

FACULTY OF SOCIAL WORK 13

U n i v e r s i t y  o f  R e g i n a

c/o SASW Education Committee 
2110 L o m e  Street 
Regina, Saskatchewan 
S4P 2M5

Dear Linda:
As per our recent telephone conversation, I am 

requesting a foilow-up letter from you in your role as 
former Chairperson for the Education Committee of the 
Saskatchewan Association of Social Workers (SASW). As you 
recall, in May 1997 I had requested and subsequently been 
granted permission from SASW to utilize the membership as a 
sample population for research purposes for my Master of 
Social Work degree.

At this time I am requesting a formal letter from you
to outline the procedures discussed. This will also allow
for verification of approval obtained by SASW to utilize the 
membership as my sample population.

I will review the information we discussed in 1997 and
in our recent conversations in April, 2000. My purpose had
been to do qualitative research utilizing interview 
questions with females from the 1997 SASW membership. 
Participant criteria had included women employed in 
hierarchical organizations in Regina, who had dependent 
children under age six, and who resided in dual parent 
homes. My research question had been to determine these 
womens perceptions of the employment-related needs of 
parents in their attempts to balance work and family roles. 
Another research question had been to determine how 
responsive these women felt their employers had been in 
addressing work/family needs.

During our past and most recent conversations we 
discussed and reviewed my methods of participant selection. 
As you recall, this was via enclosing a recruitment insert 
(written by me) for newsletter mail-out by SASW, followed by 
me obtaining the membership list from you, and my follow-up 
telephone contact to members.

As you had been made aware at the time of my initial 
request, confidentiality of participants was to be (and has 
been) guaranteed throughout all stages of the research 
process. Contact names had been provided to participants in 
the event of perceived breaches. This included the

i « i .  i  v  v  v i *  i i i  v v  v ' .  « v  s  \  I  • \  \ i s  * • \ * |  •  •
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nis ii
SASKATCHEWAN ASSOCIATION OF SOCIAL WORKERS iii

i , • • 21 10 Lemma IITINIET 
590.41A. 
IMP 2615 

itissaas Pm MOW OM- III= 
linem !WC MOM SIM- IMPS 
It-momz. mmemblemilmoom 

Tou. FR= 1 -077-5 17-7279 

ilammivroam Pm WOO/ WIS. I ea 
sagotseroase rat NON 348. Soma 
c•su.s.: oretsiedialsoprhada 

April 12.2000 

TO WHOM IT MAY CONZERN: 

RE: Nicene Polio's Research Project for Master's Degree is Social Work 
Valsoscisqr Work old Family Roles: The Perceptions 

of Female SASW Afestsbers° 

I have beat asked to routine the procedure that was used in obtaining the volunteen for this 
research projas. 

In May, 1997, as the Chairperson for the Education Committee for the Saskatchewan 
Association of Social Waken. Nicole Pokier asked me for permission to obtain volunteas 
for her research Nu* horn the Association manbenhip' . We discussed the mead% project. 
the purpose. and the intention of condoning interviews with volunteer participants. 

Following our discussion, the request was taken forward to the Counal of the Saskatchewan 
Association of Social Workers The Council expressed a willingneu to gnat Nicolle 
approval to assist in accessing the manbership for her researdt. It was agreed that the could 
include a request for rause/ors in a regular mail-out done by the Association. The request 
was sent out and provided Nioolle with her sample. 

A cop" of the request is sorbed 

/djr 
Enclosure 

Yours sincerely. 

fie,. ' Linda Wacker. MSW. RSW (Usk) 
Past Chairperson - Eduatiou Committee 

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission. 

139
SASKATCHEWAN ASSOCIATION OF SOCIAL WORKERS

TO WHOM IT  MAY CONCERN:

/( £  NicoBe Poirier's Reseortb Project fo r Master's Degree in Social Work 
"Balancing Work end Fam ily Roles: The Perceptions 

o f Female SASWMembers"

I  have been adted to  ouine the procedure due was wed in  obtaining the votuwen fo r this 
research project

InMqr, ■« rfcĵ pwu. fartli* PAw w m  f«r ttu»
A worurion o f Social Workers. Nicole Poirier asked me fo r prm iiaino 10 obtain volunteers 
fo r her research study from the A nnoaion membership. We discussed the research project, 
the purpose, and the intention o f conducting interview* w ith volunteer psrddpancv.

Following our discussion, the request was taken forward to the Council o f the Saskatchewan 
Association o f Social Workers. The Council expressed a willingness to gras Nicolle 
approval to assist in accessing the membership fo r her research. It was agreed that she could 
include a request fo r volunteers in a regular mad-out done by the Assodaboa The request 
was tent out and provided Nioolle w ith her sample.

A copy o f the request is attached.

2 1  IO L o m n kS tw ck t Rmu, SAWCArCHKMTAM 
• 4 9  2M B

TOLLFOKK I  - 6 7 7 - 3 17 -7 2 7 9

d w m m  tsooiMs-ioza
H U M  FAJCiaOO) M O -  I M S  
C-m a u  w 4 s 6 " 6 w a

iawatomkc n o n w -tn i i>K»TOMrAcuoais«a- ihi
C - m a v  s w l i i » a  ij i m e i M i

A p ril 12.2000

/d jr
Enclosure

Linda Wadccr. MSW. RSW(Saslc.)
Past Chairperson - Educidoa Committee
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ATTENTION: PARTICIPANTS =ND= TOR RESEARCH PROJECT! 
(AS SOON AS POSSIBLE) 

Research Topic: 'BALANCING PAID WORE AND FAMILY 
RESPONSIBILITIES' 

Purpose: 
This research is being done to fulfill the 
requirements for a Masters degree in Social Work. I am 
interested in finding out about any challenges and 
difficulties, as well as theresources and solutions 
facing women who are attempting to balance work and 
family roles. I would like to discuss workplace 
options that you believe would be helpful in allowing 
families to manage their dual roles. This study is 
independent of your workplace, and your confidentiality► 

is auaranteed. 

Target Group: Female volunteers from the SASW membership. 

Qualifications: 

a. currently be employed in Regina 
b. reside within a dual parent home, and 
c. have at least one child (infant to kindergarten age) 

residing at home. 

Time Commitment: Approximately an hour of your time, for an 
informal discussion/interview. 

Contact Person: Nicolle Poirier 
(MSW Student @ University of Regina) 
ph. 924-5242 (h) (Regina, SK) 

Please phone if you would like any additional information or 
if you are interested in participating. 

Thank you for your anticipated participation in sharing your 
experiences and perceptions about balancing work and family 
responsibilities. 
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ATTKNTXON: PARTICIPANTS NRKDID TOR RSSSARCB PROJECT!
(AS SOON AS POSSXBLR)

Rasaarch Topic: 'BALANCXN6 PAXO WORK AND PAMXXX
RNSPONSXBXXXTXKS *

Puxposa:
This research is being done to fulfill the 
requirements for a Masters degree in Social Work. I am 
interested in finding out about any challenges and 
difficulties, as well as theresources and solutions 
facing women who are attempting to balance work and 
family roles. I would like to discuss workplace 
options that you believe would be helpful in allowing 
families to manage their dual roles. This study is 
independent of your workplace, and your confidentiality 
ie guaranteed.

Target Group: Female volunteers from the SASW membership.
Qualifications:

a. currently be employed in Regina
b. reside within a dual parent home, and
c. have at least one child (infant to kindergarten age) 

residing at home.
Time Commitment: Approximately an hour of your time, for an

informal discussion/interview.
Contact Person: Nicolle Poirier

(MSW Student Q University of Regina) 
ph. 924-5242 (h) (Regina, SK)

Please phone if you would like any additional information or 
if you are interested in participating.
Thank you for your anticipated participation in sharing your 
experiences and perceptions about balancing work and family 
responsibilities.
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UNIVERSITY OF REGINA 

FACULTY OF SOCIAL WORK 

Letter of Introduction: 
Hello! 

My name is Nicolle Poirier and I am doing a Masters 
degree in Social Work. I am interested in finding out about 
the resources that women use to help them balance work and 
family responsibilities, including 'family friendly' 
policies and practices. By 'family friendly' I refer to any 
measures that you believe the workplace has which may allow 
employees flexibility within their job, and workplace 
provisions which may allow parents to deal with 
child-related issues (ex. job-sharing, flex time, day care, 
etc.). I am interested in your perceptions and experiences, 
and would Like to discuss ideas about workplace initiatives 
and strategies that you feel would be helpful in allowing 
employees to manage family and work roles. I am 
interviewing women from the SASK membership. 

Following your written consent, I will be gathering 
information by means of an informal interview/discussion 
with you. Each interview will take approximately an hour, 
at a time and place of mutual convenience. Your 
participation in this research is voluntary. This 
information is being gathered by me, independent of your 
workplace. Your confidentiality will be maintained, and 
neither your name nor your workplace will be revealed or 
published at any time. Results of che study will be 
reported within my thesis at the University of Regina. 

If you have any comments or questions with regards to 
this study or wish to obtain follow-up information upon 
completion of the study, please do not hesitate to ask. I 
thank you for your time, energy and effort. 

Sincerely, 

Nicolle Poirier 
(ph. 924-5242) 

Mona Acker 
Faculty Advisor 
(ph. 585-4520) 

REGINA. SASKATCHEWAN. CANADA SIIS 0A2 PHONE: (3m) 31134563 FAX: I306) 3115-41172 
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U n i v e r s i t y  o f  R e g i n a

FACULTY OF SO CIAL WORK

Letter of Introduction:
Hello!

My name is Nicolle Poirier and I am doing a Masters 
degree in Social (fork. I am interested in finding out about 
the resources that women use to help them balance work and 
family responsibilities, including 'family friendly' 
policies and practices. By 'family friendly' I refer to any 
measures that you believe the workplace has which may allow 
employees flexibility within their job, and workplace 
provisions which may allow parents to deal with 
child-related issues (ex. job-sharing, flex time, day care, 
etc.). I am interested in your perceptions and experiences, 
and would like tc discuss ideas about workplace initiatives 
and strategies that you feel would be helpful in allowing 
employees to manage family and work roles. I am
interviewing women from the SASff membership.

Following your written consent, I will be gathering 
information by means of an informal interview/discussion 
with you. Each interview will take approximately an hour, 
at a time and place of mutual convenience. Your
participation in this research is voluntary. This
information is being gathered by me, independent of your 
workplace. Your confidentiality will be maintained, and 
neither your name nor your workplace will be revealed or 
published at any time. Results of the study will be 
reported within my thesis at Che University of Regina.

tf you have any comments or questions with regards to 
this study or wish to obtain follow-u? information upon 
completion of the study, please do not hesitate to ask. I 
thank you for your time, energy and effort.

Sincerely,

Nicolle Poirier 
( p h .  9 2 4 - 5 2 4 2 )

Mona Acker 
Faculty Advisor 
(ph. 585-4520)

RCCINA. SASKATCHEWAN. CANADA W S0A2 PHONE: (XM> M S -4M ) FAX: (J06) JU-W 72
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UNIVERSITY OF REGINA 

FACULTY OF SOCIAL WORK 

Consent Form: 

'Balancing Rork and Family Responsibilities' Interview 

Interviewer: Nicolle Poirier 
(ph. 924-5242) 
3 Secord Place 
Regina, Sask. S4R 3T3 

Faculty Advisor: Mona Acker 
(ph. 585-4520) 
University of Regina 

1' am requesting that a written consent form be signed by you 
which would allow me to: (1) interview you and (2) audiotape our 
interview. If you do not feel comfortable with this method of 
recording our conversations, please let me know and we can make 
alternate arrangements. Please be aware that your 
confidentiality will be maintained at all times, including 
during the write-up of my results. This is a reminder also that 
the time commitment I request of you will be approximately one 

hour or so long. Please note that you are free to withdraw from 

the study ac any time. You will be provided with a copy of this 
consent form. 

This project was approved by the Human Subjects Ethics 
Cormittee, Universit*, cf Regina. If participants have any 
questions or concerns about their rights or treatment as 
re.seardh participants, they may cc:it-act the Chair the 
Research Ethics Committee at 585-4461. 

PLcase read the above, ano sign if ic meets with your approval. 

Date' 

 consent to being interviewed for 
the above noted study. 

 consent to allowing our 
interview conversations to be audiotaped. 

 have received a copy of this 
consent form. 

REGINA. SASKATCHEWAN. CANADA 5450A2 PHONE: (306130 4363 FAX: (306)113-I{72 
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U n i v e r s i t y  o f  R e g i n a

FA C U LTY O F  S O C IA L WORK

Consent form:
'Balancing Hock and Family Responsibilities' Interview
Interviewer: Nicolle Poirier

(ph. 924-5242)
3 Secord Place 
Regina, Sask. S4R 3T3

Faculty Advisor: Mona Acker
(ph. 585-4520)
University of Regina

I am requesting that a written consent form be signed by you 
which would allow me to: (1) interview you and (2) audiotape our
interview. If you do not feel comfortable with this method of 
recording our conversations, please let me know and we can make 
alternate arrangements. Please be aware that your
confidentiality will be maintained at all times, including 
during the write-up of my results. This is a reminder also that 
the time commitment I request of you will be approximately one 
hour or so long. Please note that you are free to withdraw from 
the study at any time. fou will be provided with a copy of this 
consent form.
This project was approved by the Human Subjects Ethics 
Corr.ittee, University of Regina. If participants have any 
questions or concerns about their rights or treatment as
raseaxch participants, they may contact the Chair c: the
Research Ethics Committee at 585-4461.

Jicasc read the above, ana sign if it meets with your approval. 
Date:...............................
I,................................. consent to being interviewed for
the above noted study.
r,............................. consent to allowing our
interview conversations to be audiotaped.
I,............................. have received a copy of this
consent form.

RECI.NA. SASKATCHEW AN. CANAOA WOAl PHONE: 00613M-4J61 FAX: 006) ](U-U72
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Alberta 
ClkatIlsiodwis 

NicoIle Pokier 
3 Secord Place 
Regina. Saskatchewan 
S4R 3S8 

Dear Ms Poirier: 

3,4 near. Peace Ms That Towne 
10011 - 1011 Sim* 
finierms. Aborts 
Cowes T$J 35$ 

July 16. 1997 

lioNiitteast: 40314204431 
Rua 403/4220211S 

RE: Permission to Use Balancing Work and Family Survey Questions 
Further to your request of June le. you are welcome to use our 1990 Balancing Work and Family 
survey as a guideline in your research study, including the use of any of the survey questions that may 
be applicable. 

Best wishes on your research. 

Yours truly, 

Barbara Ireland 

Our missies ... h la derebp ateporste Itemise resource strategies sod parer rrameserke that reside departments 
le NM their lessisees *se sad 'ebbe, the preferred Adore of the Alberta Pubic Soviet. 
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ydbsria
O t a i M M  M N M c , h m M h T M M T « H r

toon- 10* SlTMt
M bw tt 402/420-4421

Cm M  T U U I  F u :  403/422-02SS

July 16. 1997

N icolle  Poirier 
3 Secord Place 
Regina. Saskatchewan 
S4R 3S8

Dear M s Poirier:

RE: Permission to  Use Balancing W ork and Fam ily Survey Questions 
Further to  your request o f June 16*. you are welcome to  use our 1990 Balancing W ork and Family 
survey as a guideline in your research study, including the use o f any o f the survey questions that may 
be applicable.

Best wishes on your research.

Vours truly.

Barbara Ireland

Our mission ... b w Sttrbf cwyorarc haaaa nmaree •trmi'gia n t pofcj fnenwta rfear mbit drpartacan 
I* r«lfla iM r btufecu ftau u t acUnt ibe prtfurreO fur art ot ibc /Uberto Public Service.
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RALARCIMO WORK AND FAMILY 

A Survey of all Mena Public Service Employees conducted fakery by 
the Ourrarnmerd of Alberta and the Alberta Union al ProAndel Employees 

his sieve/ is about concerns people have ti be lendng link work and family resporiddlies. For the purpose d this survey. tangy 
refers to any 01111101Kd to stems you have a oonenament or responsibility. We we trying to or a wird Mee al how extensine 
wet concerns AIM be. whet klub d diMcultiee odd. and widt might be done to reduce thern. Please lake a few minutes to 
answer the Mowing cp.redbos end return the survey to us ecoording to the directors at the end. Do not Mgr the survey. 

1. How much would you sores or disagree with the following aliments? Ckdr I' if you siren* Aseples. II you strongly 
agree. and' . 'T. for those answers In between. Use 'W/A r the question does not relate to your 'Imam 

Strongly Strongly 
Lamm 

(a) In ward. Alberta Public Service employees have alkalies balancing work 
and Garay reeponsiblities. 2 3 

Ian_ ULA 
N/A 4 5 

(b) The combined &muds placed on me by my work and my family us stressful. 1 2 3 4 5 N/A 

(C) Due to my wafted. I often work overtkne or bring work home. 1 2 3 4 5 N/A 

I to do most the household tasks. 1 2 3 4 5 N/A (d) am specked of 

The the for We diktat. 1 2 3 4 5 N/A (e) uncertainty regarding requirement overtime makes my 

My manager/eupsnieor Is very supportive regestilng my family respon.sibilles. 1 2 3 4 N/A (I) 

(g) I am saddled nth my oared dependent (cad/elder) care arrangements. 1 2 3 4 5 N/A 

(h) I have a lot d sapped thet helps me balance my walk and family resporeblides. 1 2 3 4 S N/A 

(I) Faraly responsellise Reel my Any to take educadond or upgrading programs. 

My 

1 

1 

2 

2 

3 

3 

4 

'4 

5 

S 

N/A 

N/A 
a" organization supports and promotes the overall physical aid emotions( wiriness 

re employed'. • • 

(IC) The tesieprinislOns rubble to me as an Alberta Pudic Service employee 
- 1 2 3 4 5 N/A are eclogues. 

(!) I am .v.z.irad to zravd frequency my job. 1 2 3 4 5 N/A 

In balancing work and 'array responsibilities. 1 2 3 4 5 N/A imp personally experience problems 

(n) Use this space to comment on any other Issues you lace in balancing worts and family responsiblities. 

2. Walk: you personalty find the following alternative wort arrangements =Ad? arde the answer that-best reflects your par 
Of view. 

Yes. 
Now 

Yes. 
In 

DA=
Not 
Sr 1.1

...Read} 
Have 

.: 

(a) Flex-time (leritre daly start and finish times surrounding a core hour period). 1 2 3 4 5 

(b) Compressed work week (regular two weeks worked lit 9 instead of 10 days). 1 2 3 4 5 

(c) Work-at-home (part al the regular weekly hours completed at home). 1 2 3 4 5 

(d) Flexible or Staggered hours (lam sex-time but once chosen they become the 
regular hours). 1 2 3 4 5 

(s) Shorter daffy work hours (a type of part-dme). 1  2 3 4 5 
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BALANCING WORK ANO FAMILY

A Stavey of *  Alberta Public Santee Employees conducted foMtfy by 
In  OomwiinK  ol Alberta «nd iln  Alberta Union ol PimncW  Employees

te w v i| f lt ita ic o iic iiB ip w t lih « y ilw bi l «nclnB ll ii l r » w liir i tw lif f i ip o « iM llM . For the purpoee d  iN» survey. Umly 
refers lo  any p m ( i l  <o « ta m  you i m  ■ oommftment o r reapansMty. Wo ora trying to  got ■ g m n l U m  ol how « n h t  
suchoonoemsmlgMbsiwhatldndsof dlllciilloseBdst. and whalm iglebedoneloraduce them. Ptaasetakeafewmfcwtasio 
answer the toageflng questions end return Ihe survey to  ue aouordtng to the dkacdons at the end. Oo not ilg n  the survey.

t . How much woufd you agree or dbagree wkh the todowtng statements? O d e : ‘ f t  you strom fr dhagree. V  you strongly 
agree, end T. *3*. *4*. lor those answers in between. Uee "N/A* I  the question does not relate to yaw stuedon.

Strongly
rftegnrtt

Strongly
Aorso N/A

(a) In general. Alberta Public Service employees have dancdtias balancing work
and (amly reaponsMUaa. t 2 3 4 5 N/A

(b) The combined demands placed on me by my work and my (amly are stressful 1 2 3 4 5 N/A

(c) Due to my worMoert. 1 often work overtime or bring work home. t 2 3 4 S N/A

(d) 1 am aigisctad to do most ol the household tasks. 1 2 3 4 S N/A

(e) The wicortaMy regarding the requirement lor overtime makes my Gle dlflcdL 1 2 3 4 S N/A

(0 My managar/iupervteor Is very supportive regarding my lamty responsfciUes. t 2 3 4 s N/A

(g) lam  saddled wth my currant dependent (chld/elder) care arrangements. 1 2 3 4 5 N/A

(h) I have a lot ol support that halpa me balance m y work end tamly rasponsNtlea 1 2 3 4 S N/A

0) Famly reepontMBas dm» my abWy to take educational or upgrading programs. t 

ffl' My supports and promotes the oweral physical and emotional walnass

2 3 4 5 N/A

ol employees. t 2 3 ’4 S N/A

(k) The leave provWons avslabie to me as an Alberta Public Service employee
-areadaquda. t 2 3 4 5 N/A

C) 1 **s .*c--Jrad to travel frequency w in my job. I 2 3 4 5 N/A

(m) I personafly experience problems In balancing work and famly rasponsibiities. t 2 3 4 S N/A

(n) Use this space to comment on any other Issues you lace In balancing wortc and fam ly rasponsibiities.

2. Would you personaty And the following alternative work arrangements useftfl? Circle the answer tharbest reflects your pole 
of view.

* Yes. A!read>
Yes. In Not Have
Nfiw Future Sure -*2

(a) Flex-time (RexMe daly start and finish times surrounding a core hour period}. 1 2 3 4 S

(b) Compressed work week (regdar two weeks worked irf 9 Instead o1 to days). 1 2 3 4 5

(c) Work-at-home (part ol the regtiar weeldy hours completed at home). 1 2 3 4 5

(d) Flexible or Staggered hours (like flex-time but once chosen they become the
regUar hows). t 2 3 4 5

(e) Shorter dally work hours (a type of part-time). t 2 3 4 5
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- 2 - 

(I) J°b eh" (Iwo Indians. shed% Oft Pk and rec•Ang prorated 
benefits). 1 2 3 4 5 

(g) Seasonal (tenporerg wed( et Marring petiods.d theyes.). 1 2 3 4 S 

3. Wouki you person* Ind the following alteinellesetesiabiniiia programs ussfgr? Orde the answer that best reflects your point 
al view. 

Yes.
Yes

dais 
In

ELAM 
Not 
Awe tha tilli 

(a) On-site day care (cloy-core evalable on woriqtlece propsny). 

Family needs retinal service (reference d avalable communtly 

1 2 3 4 5 

(b) resources 
home 

1 2 3 4 5 
Ice did care, elder we. Ambled are. raker services and eltee spied 
care for children sold e to fig. 

(c) Dependent are subsidy (11rwrcial support prated for core d dependents). 

(d) Unusisi hours css.4 (chid/eider care services If woridng outside regular 
business hears). 

1 

1 

2 

2 

3 

3 

4 

4 

5 

5 

(a) Emergency are (Irregider shon4enn are service for akin dependents). 

if) flurtursnce leave (rectal leave of absence grabble to Irefivkluals with chidren 

t 

1 

1 

2 

2 

2 

3 

3 

3 

4 

4 
. 

4

$ 

5 

5 

beyond newborn sows). ..- 

(g) Physical fitness lit.....-41..ty (provided on or neer trelqtlaceproperty). 

4. Are you Ware of cOtinedIng services potently evileple to Alberta Public Service employees? Yelt tia 

(a) Through the Dlegnoetic and Referral Una d 011iP4111011n0 Adnanistration Office 1 2 

(b) Through the Mernbershlp Counselling Unit at fiti Alberta Union of Provincial Employees 1 2 
- 
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5. Gerder: 
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..-7..:- -... 

EllMait 
1 2 

tinder Z1 :5 to 34 X44 45 to SS to 64 C.5 and Older 
1 2 3 4 5 6 

7. (a) Other adults In the horns (choose most appropriate answer). Living with: 

No . 
$oouse/Partner Omer Adult Other Adult 

1 2 3 
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(b) is your spouse/mans' employed? 
Occasional/ Unemployed But 

Full Tim Pan-Time leAleleili Lgoidna For Work 
1 2 3 4 

(go to 7c) (go to 7c) (go to 7c) (go to 7c) 

(c) Do you have any of the following dependents? no No 
preschool chidren 1 2 

school agedchadren 1 2 

Other dependent 012061/parents 1 2 

Not In 
• Labour Forcc 

(go to 7c) 
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• 2 -

0  Job share (two IndMdiato sharing one fotn and raceMng pro-rated 
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of VliW.

Ye».
Now

(a) OrvsRe day car* (day-cara avalable on wortplaoo proparty). <

(b) Family naada rafarrml aanrfea (reference of avalable oommunfcy m ouroat 
for chid cara. elder care, dtoabled care, homemaker sendees and altar school 
care for chldran aged 8 to 18).

(c) Dependent cara aubaidy (HnancW aupport provided tor caia of dependents).

(d) Unuaual hour* c w  (chld/afdar cara aaivtoaa V woridng outside ragUar 
business hours).

(a) Emergency cara (krsgtiar short-term cara service for aide dapandanu).

•0 Nurturanca I cava (.‘pedal laava cf absence ava labia to Individuals w Ui cMdren 
beyond newborn sbaue).

(gj Phyaleal ffinasa (provided on or naarworkplace proparty).
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(b) Through tha Membership Counseling UnK ofthe Alberta Unton of Provincial Employees 
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Hera are a (aw questions about youraalf. to help us gat an Idaa of how different groups of employees (aaf about these Issues. Please 
circle the answer that best descttoes you.

Yes.
In Not

Ftlure Sura tig N/A

2 3 4 5

2 3 4 5

2 3 4 5

2 3 4 5

2 3 4 5

2 3 4 5

2 3 4 5

128 Ms
t 2

t 2

S. Gender FkthIk1 Mala2
Under 2S 1 2LCU12 aajgjii3 *5. 10-S4

4
6. Age:

7. (a) Other ad ills  In the home (choose most appropriate answer). LMng with:

55 tO 6*. 
5

6S and Older 6

Soouse/Partner1
(go to 7u;

QthyAtfuH
2

(go to 7c)

No . 
Other Adult 3
(go to 7c)

(b) Is your spouse/pertner employed?

Full-Timet
(go to 7c)

Part-Time
2

(go to 7c)

Occasional/
Seasonal

3
(go to 7c)

Unemployed But 
Looking For Work 

4
(go to 7c)

Not In
USourfatse 

- s 
(go to 7c)

(c) Do you have any of the loBowtng dependants? 

praschod chldran 

school agedchldran 

Other dependent aduits/pefsnta

Isa
i
1

1

Mfi
2
2
2
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Interview Guide 

Introduction: 

I am examining peoples experiences when balancing 
family responsibilities and workplace roles. I want to 
determine the types of problems people are having, if any, 
as well as options and solutions people have found to help 
them manage both of these roles. I will be inquiring about 

L.your currentrworkplace and how your workplace has responded 
to dealing with parents who attempt to manage dual roles. 

I want to briefly discuss your home life and any child 
care arrangements you use: 

A. Family Life Behaviours: 

1) Tell me how household responsibilities (ie. child care, 
household mgt and housework) are managed within your home. 
Who does what? In your view, what proportion of the child 
care, household management and housework do you do in your 
family? 
(i) 0 to 25% 
(ii) 26 to 50% 
(iii)51 to 70% 
(iv) 71 to 85% 
(v) 86 to 100% 

B. Family/Community Child Care Resources: 

1) Tell me about a typical work day/week with regards to 
child care arrangements you use (if any). 
-Discuss such things as: 
(a) who in your family has assumed responsibility for this 
role and why. 
(b) your experiences in obtaining these 
arrangements/resources. 
(c) how long you have had these arrangements in place. 
(d) what you would do if your primary arrangements fell 
through (ie. back-up arrangements). 
(e) how you feel about the arrangements you use. 
(f) tell me about any past experiences you may have had in 
dealing with the issue of child care. 

2) Tell me about any child-related family issues and/or 
emergencies that have occurred in your home (if any) while 
you have been in the workforce. 
-(Examples include such things as: children not in school 

for such reasons as professional development days, family 
member illnesses, holidays, babysitters not arriving, 
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doctor/dentist appointments, children being sent home from 
school, etc.). 
-While telling me about your experiences, mention such 
things as: 
(a) who in your family dealt with the issue(s) and why. 
(b) how each issue was dealt with. 
(c) how often these issues typically arise for your family. 
(d) reactions by co-workers. 
(e) your boss's response/reaction. 
(f) your personal thoughts and feelings about how 
satisfied/dissatisfied you are with regards to the above. 

C. Workplace Practices: 

I want to find out about your workplace: 

1) Tell me briefly about your job. Describe such things as 
your title, level, where you work, and your work hours. 

2) Tell me about your workplace and any requirements there 
are for such things as: overtime, travel, unregulated work 
hours, workload (etc.). 
-tell me whether or not any of these aspects of your 
workplace have/could have affected your ability to manage 
your parental role or your family life. If so, how? 
-Comment on such things as: 
(a) how you chose to deal with your parental and work 
responsibilities. 
(b) why you chose this option. 
(c) how effective was this. 

3) Tell me about any workplace policies and practices that 
you are aware of that help employees to balance work and 
family roles. 
-Comment on: 
(a) what there is. 
(b) if this is a policy or if it is an informal arrangement 
between you and your supervisor. 
(c) how available you feel these are for you as an 
employee/ what steps you have to take to access this. 
(d) if this arrangement is within a union/collective 
bargaining agreement. 
(d) what you perceive to be career costs (if any) for 
utilizing these practices/policies (e.g. seniority, wages, 
promotional opportunities, benefits, etc.). 

(e) how adequate do you feel these practices and policies 
are in helping parents to balance their work and family 
roles. 
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(f) what other workplace arrangements would you find useful 
(Note: see Alberta survey question 1 2 (Appendix H) if 
participants can not think of any). 

4) Which of the following workplace alternative assistance 
programs are available in your workplace, and do you/would 
you find any of these useful? (refer to Alberta survey, 
question # 3, Appendix H). 

5) How would you feel about making suggestions for changes 
to your employer, and what do you feel would be the 
liklehood of having any of your suggestions implemented? 
Explain why you feel this way. 
(i.e. what do you believe would be your boss's reaction to 
any suggestions for changes?). 

6) What role do you feel that your employer should play (if 
any), in helping families to balance work and family roles? 
Explain why you feel this way. 

D. Demographic Information: 

1. Age: 
1 -under 25 
2 -25 to 34 
3 -35 to 44 
4 -45 to 54 
5 -55 to 64 
6 -65 and older 

2. Other adults in the home. Living with: 
1 -spouse or partner 
2 -other adult 

3. Is your spouse/partner employed? 
1 -full time 
2 -part time 
3 -occasional/seasonal 
4 -unemployed or retired (ie. not in labour force) 

4. What are the ages of your dependent children that reside 
in your home? 

5. What is your occupational category? 
1- management (middle or upper) 
2 -supervisor 
3 -front-line worker 
4 -other (please list) 
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6. Do you work: 

1 -full time permanent 
2 -part time permanent 
3 -full time temporary 
4 -part time temporary 
5 -casual 
6 -other (e.g. job share) 

7. What type of organization do you work for? 
1-government agency (e.g. Dept. of Social Services, 

School Board, Health District) 
2-non-government, non-profit agency 
3-private agency 

8. Indicate which number comes closest to the total family 
income of all the members of this household before taxes 
and deductions: 

1 -up to $20,000. 
2 -$20,000 to $29,000 
3 -$30,000 to $39,000 
4 -$40,000 to $49,000 
5 -$50,000 to $59,000 
6 -$60,000 to $69,000 
7 -$70,000 to $70,000 
8 -$80,000 + 

9. Is your organization: 
1- unionized 
2- non-unionized 

10. What is the size of your work unit?: 
1- 2 to 20 
2- 21 to 50 
3- 51 to 150 
4- 151 + 

11. How many staff does your immediate supervisor manage? 
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Appendix J 

Demographic Information from Interviews 
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Demographic Information From Interviews 

1. AGE 25-34: 5 
35-44: 4 

2. OTHER ADULTS IN THE HOME 9 

3. FULL TIME EMPLOYED PARTNER 9 

4. CHILQnN'S AGES 0-1; 3 
2: 2 
3: 2 
4: 3 
5: 3 

5. FRONT—LINE WORKERS 9 

6. WORK STATUS FULL TIME PERMANENT: 1 
FULL TIME TEMPORARY: 1 
PART TIME PERMANENT: 4 
PART TIME TEMPORARY: 1 

JOB SHARE: 2 

7. PLACE OF EMPLOYMENT GOVERNMENT: 7 

NGO: 1 
CONTRACT: 1 

8. FAMILY INCOME RANGE $50-59,000./YR: 2 
$60-69,000./YR: 3 
$70-79,000./YR: 0 
S80-89,000./YR: 3 
$90,000+ /YR: 1 

9. UNION AFFILIATION 8 

10. SAMPLING RECRUITMENT STRATEGY VOLUNTEER: 3 
SNOWBALL: 6 
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