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Abstract - Work-family conflict arises while work related requires interfere with home responsibilities as well as Family-work 
conflict happens when family responsibilities delay work activities. Both types of conflict have been harmfully related to 
employees’ fulfillment. In cuddalore district context the values and believes of family has been socially and ethically 
appreciated. But today the market demands of a worker and the family demands, a worker is getting the trouble of balancing 
the both career and the family. The outcome of work - family conflict is a variation from the existing psychological state of 
human life. Therefore, it is important to recognize the variables related to work-family conflict. This paper explored the 
effects on dual earner couples in work family conflict, family work conflict and well being. This study of dual earner couples 
involves the examiner of level of work family conflict and well being among dual earner couples. 
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I. INTRODUCTION 

 
Work and family are critical aspects of human life. Nowadays in many families, both husband and wife needs to 

work in order to express themselves and earn money to maintain their families in better way. Also the need to have a 
peaceful home to retire after the day’s work cannot be overemphasized. It is easy to view the home and work place 
as separate domains but numerous empirical studies shows that roles at the workplace and home are complementary. 
(Forsyth, S et al. 2007)Working full time in an organization and keeping a household at the same time require a lot 
of coordination, support and concentration. Striking a balance between work roles and family life is a challenge for 
many employees and families. When family demands and work demands conflicts and none can give way to the 
other, managing to strike a balance between home and work becomes more challenging, consequently conflict may 
have a negative influence on the employee, resulting in distress and reduced productivity at work and family 
harmony. The following figure depicted the Work Family Conflict and Family Work Conflict model, 
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 Work-Family Conflict is a classification of inter-role conflict where the amount of time given to, and 
tension created by the job hinders acting on family-related duties. 
 

 Family-Work Conflict: If work creates conflict with family affairs, it can also be assumed that family 
affairs create conflict with work.  
 

 Inter-role conflict arises from incompatible role requirements between two or more work-related roles. It 
arises when the requirements and expectations of one role interfere or conflict with those of another role. 

 
The individuals, who strive for the quality of work life and its linkages to the quality of non-work life, have 

been apprehensive about work-life balance. Work-life balance has been receiving generous consideration and has 
been a matter of concern for both employees and employers for many years (Guest, 2002). The US Department of 
Labor predicted that balancing work and life would receive increased importance in the coming years and would 
prove to be vital in catching attention of the highly experienced workers and furthermore, in retaining these skilled 
workers. Crompton & Lyonette (2006) have described the work-life balance phenomenon in Europe. According to 
them, de-industrialization and prevalence of the service industry have left the European nations no choice, but to go 
beyond the traditional male bread-winner model. Unemployment has increased along with the fear of permanent 
long-term unemployment. 

 
Gareis et al. (2009) have reported that research on work-family balance has been dominated by the conflict 

approach for more than 20 years; which considers work and family as separate domains that compete with each 
other for time and attention related resources (Barnett, 1998) If work-family enrichment is promoted by 
organizations, it will prove to be beneficial to the organizations (Carlson, Grzywacz & Zivnuska, 2009). Looking at 
the limited examination of positive relation between work and family as compared to work-family conflict; the 
prime focus of this two-country study will be on the enrichment perspective of the work-family interface. 

 
Beginning in the 1960s the traditional breadwinner-homemaker lifestyle, which was the norm for middle 

momentum, to the dual-earner couples, dyads in which both members work for pay? Today, dual-earner couples are 
the norm, representing 54% of married couples in the U.S. in 2001 (U.S. census bureau, 2000). This dyad is even 
more common among couples with children in the home, representing 64% of parental dyads and 57% of couples 
with children under the age of 6 in 2001.(U.S. Bureau of labor statistics,2002). 

 
Using data from the 116 dual earner couples in cuddalore district, we examine the association between 

education and work family conflict with and Family Work Conflict. We observe that the well-educated tend to 
occupy professional jobs with more income and pressures, and they also experience more work-family role blurring 
activities (e.g., bring work home). These conditions contribute to higher levels of work-to-family conflict among the 
well-educated. In addition, people with less than a high school degree report more work-to-family conflict because 
of their experience in precarious work with more variable shifts. Lastly, work family conflict is connected with grief 
but fewer so amid those with the maximum as well as lowly learning. We argue the theoretical significance of these 
findings for views about societal rank, stress exposure, also their suggestions for mental health. 
 

II. LITERATURE REVIEW 
 

Macky and Boxall (2008) reported that employees working longer hours are slightly more likely to report a 
greater imbalance in the work life relationship. The five high involvement variables (i.e. power to make decision and 
act autonomously, information provision, rewards, knowledge of the job and team working) were found to be 
negatively correlated to work life imbalance. It was also found that increasing the availability of work life balance 
policies for employees did not improve the relationships when pressure to work longer hours was higher, and 
employees felt greater work life imbalance. 

 
Mayo et al. (2008) focused on the effects of three forms of managerial work demands – time spent at work, 

travel and number of subordinates, on the involvement of both partners in household labor activities. They also 
tested the interactive effects of two organizational practices, time flexibility and task autonomy, with three forms of 
managerial workloads, to predict the division of household labor between spouses. It was found that as time 
demands increased, managers with low time flexibility contributed less than their spouses in household work than 
managers with high time flexibility. Further it was also found that as travel demands increased, managers with low 
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task autonomy were less engaged than their spouses in household work than managers with high task autonomy. 
Thus, it appeared that high control over time and tasks can help achieve a good work family balance among 
managers. A number of studies reported negative correlation between the work hours and work family conflict.  
 

Pal and Saksvik (2008) in a cross cultural study of 27 doctors and 328 nurses from Norway and 111 doctors 
and 136 nurses from India, found that predictors of job stress were different for doctors and nurses in India and 
Norway. In the case of Norwegian nurses, work family conflict was one of the predictors of job stress while in the 
case of Indian nurses high family work conflict was one of the predictors of job stress. 
 

Schieman and Glavin (2008) examined the effects of schedule control and job autonomy on two forms of 
work home role blurring: receiving work related contact outside of normal work hours and bringing work home. It 
was found that schedule control and job autonomy were associated more positively with work home role blurring in 
the form receiving work related contact, and these patterns were much stronger for men. Schedule control was 
associated positively with bringing work home among men only, whereas job autonomy was associated positively 
with bringing work home, similarly for men and women. It was also found that schedule control and job autonomy 
are negatively associated with work to home conflict. However, the negative effects of schedule control and job 
autonomy were slightly correlated by their positive associations with work home role blurring. In analysis of 
interaction effects, it was observed that positive association between receiving work related contact and work to 
home conflict was positive and significant among workers who had lower levels of job autonomy. Further, bringing 
work home was associated positively with work to home conflict among individuals who reported more schedule 
control. 
 

Sjöberg (2008) in a study of 153 respondents (94 men and 59 women) hypothesized emotional intelligence 
to be a factor in successful life adjustment, including the successful achievement of a well-balanced life. It was 
found that both the dimensions of balance, i.e., family/leisure interference with work and work interference with 
family/leisure were strongly negatively correlated to emotional intelligence. Results, thus, showed that high 
emotional intelligence was associated with a better balance of life and work. A number of studies reported 
relationship between work centrality/ work salience / job involvement and work life balance/work family conflict.  

 
Grzywacz et al. (2007) was to expand the understanding of how culture contributes to the occurrence and 

consequences of work to family conflict. The study evaluated predictions drawn from emerging models emphasizing 
the influence of cultural characteristics, such as collectivism and gender ideology on work family conflict. It was 
found that immigrant Latinos reported infrequent work and family conflict. The findings were consistent with earlier 
research that individuals from more collectivist cultures experience fewer conflict between work and family, as in 
these cultures, work and family are viewed as more integrated. Results also indicated that the level of work to family 
conflict differed with gender.  

 
Aryee et al. (1999) examined the affiliation among role stressors, inter role conflict, and well-being plus the 

moderating pressures of spousal sustain as well as coping behaviors among a sample of Hong Kong Chinese 
employed parents in dual-earner families (N=243) and found that role stressors (work overload and parental 
overload) and spousal support set significantly explained the variance in both work family conflict and family work 
conflict. Spousal support was found to be a negative predictor of WFC while parental overload was a positive 
predictor. Spousal support was found to moderate the effect of parental overload on FWC. FWC was negatively 
related to job and life satisfaction, but neither WFC nor FWC was related to family satisfaction. 

 
Aryee et al. (1999) examined the cross cultural generalizability of model of work family interface given by 

Frone et al (1992b). The sample comprised of 320 respondents (91 women, 229 men) from six organizations in 
Hong Kong. The results showed a positive reciprocal relationship and a negative conversation between work family 
and family- work conflict in both the samples. However, it was found that as compared to US employees, work-
family conflict more strongly influenced family work conflict in the case of Hong Kong employees. Again, in the 
case of US sample, employee’s family involvement significantly influenced family-work conflict, while this 
relationship was not significant in the case of Hong Kong sample. 

 
Milkie et al.(1999) found that women plus men description related levels of achievement in balancing work 

as well as family and kinds of work family tradeoffs. However, the tradeoffs reported by respondents were 
gendered. Longer working hours – negatively affected men’s sense of balance, but did so only marginally for 

International Journal of Scientific Research and Review

Volume 8, Issue 5, 2019

ISSN NO: 2279-543X

Page No: 442



women. For women who worked full time, work hours did not affect balance. It was also found that young children 
in the household had a negative impact on success in balancing paid work and family life for employed women but 
not for employed men. Again, sacrifices made at work affected men more than women whereas scarifies made in the 
family affected women more than men. 
 

III. DUAL EARNER FAMILIES 
 

The term dual-earner couples refer to a cohabiting couple where both partners work in the labor market. Dual 
earner families are delighted as uniform group of individuals to manage with related demands. These families vary 
in justification for both partners working out of their homes to complete financial need and as well for their 
individual expansion. Mostly dual earner families retain the sole responsibility for childcare, domestic work, 
decision making and time allocation in addition to paid work, family roles are more salient for mothers than fathers 
and it is more legitimate for women than men to modify work schedules for their family. Even if female 
counterparts are paid less with follow up of traditional values, gender segregation in work places is prevalent, it is 
more difficult for women to advance their careers particularly into most senior positions. Although income raised by 
family improve their and their children well beings in many ways and also parents play positive role models for their 
children. While on the other hand work also impairs the bond between parents and diminish parenting skills, hinder 
the home atmosphere thereby introducing stress in children’s lives. These families are changing the structure of 
families, organizations and wider societies but the process is slow and uneven (Heinrich, 2014 & Falkenberg & 
Monachello, 1990). 

 
Two types of dual earner families are included in this study viz., Pure Double Track Earners and Interrupted 

Double Track Earners.  
 
i. Pure Double Track Earner Families are those families where both spouses maintained their 

occupation throughout the various stages of marital and family life. 
 
ii. Internalized Double Track Earner Families are those families where the female spouse has left the 

job, which she was holding at the time of marriage, after the birth of first child and returned to work 
after the child bearing stage of the family. 

 
Family functioning: The term family functioning refers to the way in which different systems of the family 
suprasystem works for the balancing of morphostatic and morphogenic processes so that there is a balance of 
stability and change in the family system, and the degree to which family members are separated from or connected 
to their family.  
 
Role Commitment: It refers to the intended level of involvement of an individual in execution of different 
responsibilities as expressed by the utilization of personal time and energy resources to enactment of such 
responsibilities (Tammy D et al., 2014).  
 
Role Reward Value: It refers to the degree of importance attributed by an individual to participation in a particular 
role and the extent of satisfaction which he/she receives in return to role performance. 

 
IV. SIGNIFICANCE OF THE ANALYSIS 

 
Family is a fundamental unit of every society. Very close join relationship is a major characteristic of any 

family. Recent socio-political changes, increased urbanization and industrialization, better educational and economic 
opportunities, and stronger challenges to patriarchy have all led to a noticeable increase in the number of Indian 
women employed in semi-professional and professional jobs.   

 
Several social scientists have noted that since families must obtain resources from the economy through 

occupational roles, the characteristics and demands of occupation may influence the internal family interaction. An 
important feature of the dual earner family is the segregation of work and family life. Being a working spouse or 
parent involves the performance of multiple roles which are interdependent in terms of time, energy and 
commitment required for adequate performance. Most of the dual earner couples in western countries tackle the 
problem of role overload by role reallocation in the family. Research evidences suggest that if husbands continue to 
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have traditional gender role orientation, role reallocation cannot take place in dual earner families. When role 
reallocation in the form of husband sharing responsibilities in homecare and child rearing does not take place, 
women undergo role strain, psychological distress and marital dissatisfaction.  

 
One of the most important advantages of this research is that it helps one to understand whether the total family 

functioning is dependent on its subsystem functioning. Assessment of quality of life of dual-earner couples and 
subjective well-being of individuals are compared with total functioning of the family system to determine the 
association between Family Conflict and Family Work Conflict by Education Status (Rajadhyaksha et al., 2004)..  

 
Subjective Well-Being: It is defined as a measure of various aspects of physical, mental and social well-being as 
experienced by an individual. In other words it is the state of positive mental health as experienced by an individual 
in different areas of his/her functioning. 
 

V. RESEARCH METHODOLOGY 
 

The research was descriptive in nature. Convenient sampling methods are adopted for this study. This study 
concluded among 116 dual earner couples in cuddalore district researches generally use convenient sample to obtain 
a large numbers of completed questionnaires. These questionnaires were distributed personally. 
 
Aim of the Study: 
 

This study aims at measuring the work family conflict and family work conflict by education status among 
dual earner couples. 
 
Objectives of the Study: 
 
 The present study is carried out with the following specific objectives: 
 

 To measure the family functioning of dual earner using the education status 
 

 To measure a dual earner couples in work family conflict, family work conflict and well being.   
 

 To find the significant difference in the overall conflict and family work conflict between male 
and female respondents 

 
Limitation: 
 

The present study is focuses on self perceived work life balance of dual earner couples. Hence the 
respondents for this study are dual earner couples. The research does not know how single earner families perceived 
their work life balance. Hence, future research is necessary to explore in this aspect. 
 
Hypothesis: 
 

 Hypothesis 1: There will be significant difference between male and female respondent in the work family 
conflict based on the educational level.   

 
 Hypothesis 2: The Work Family Conflict or Family Work Conflict is experienced strongly in Dual Earner 

Couples by Education Status. 
 
Method: 
 
     The study was conducted in cuddalore district in tamilnadu. So the finding may not be generalized to all dual 
earner couples. This because other factors like climate, working condition varies from place to other. But findings 
may be useful some meaningful suggestion to the dual earner couples. 
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Table –1:  Show the difference in work family conflict and family work conflict among male and female dual 

earners. 

Respondent 
Male Female 

Chi-squire p-value 
No % No % 

Age       
a) 25-30 8 6.9 32 27.6  

 
22.27 

 
 

<0.001** 
b) 31-35 37 31.9 36 31.03 
c) 36-40 43 37.1 37 31.9 
d) Above 40 28 24.1 11 9.5 

Educational       
a) Degree 19 16.4 21 18.1  

 
0.303 

 
 

0.959 
NS 

b)  PG Degree 44 38 46 37.7 
c) Professional 29 25 27 23.3 
d) PG and Above 24 20.6 22 18.9 

Experience       
a) 0-5 years 12 10.3 28 24.1  

14.53 
 

0.006** 
 
 
 

b) 6-10 years 48 41.4 55 47.4 
c) 11-15 years 43 37 29 25 
d) 16-20 years 5 4.3 1 0.86 
e) Above 20 years 8 6.8 3 2.5 

Source: Primary data    *-1 percent level   **-5 Percent Level     NS- Not Significant 
 

The data indicates that 37.1 percent of the dual earner male the fall in age of 36 - 40 years, 31.9 percent of 
the dual earner male fall in the age of 31 - 35 years, 24.1 percent of the dual earner male fall in the older age of 
above 40 years only 6.9 percent of the male are in the age group of 25 - 30 years old, Whereas in the case of female  
dual earners 31.9 percent of the dual earner females fall in the age group of 36-40 years, 31.03 percent of the dual 
earner female belongs to 31-35 years age group, 27.6 percent of the dual earner female are  in 25-30 years age group 
and 9.5 percent of the dual earner female are in the group age of above 40. 

 
Chi – Squire test was applied to identify the  differences in the distribution of age factor  among the male 

and female dual earners the p – value was found to be<0.001 since then there are  significant differences  in 
distribution of age factor among male and female dual earners. 
 

The table shows that distribution of male and female of the dual earner education status. 38 percent of the 
male dual earner and 37.7 percent of female dual earner were found to be PG Degree holders, 25 percent of the male 
dual earner and 23.3 percent of the female dual earner were found to be professional holders, 20.6 percent of the 
male dual earner and 18.9 percent of the female dual earner were found to be above PG degree holders and 16.4 
percent of the male dual earner and 18.1 percent of the female dual earner were found to be degree holders. 
 

Chi-squire test was applied to know the whether the two groups of male and female in dual earner are 
similar with educational qualification p-value is found to be 0.959 since the P-value was not significant. It is 
observed that the education of respondents was similar in male and female in dual earners family. 
 

The table shows the distribution on the basis experience of male and female of dual earners 41.4 percent of 
the male dual earners belong to 6-10 years, of working experience 37 percent of the male dual earners belong to 11 
to 15years of working experience, 10.3 percent of the male dual earner belonging are having only 5 years of working 
experience, 6.8 percent of the male dual earners have above 20 years of working experience and only 4.3 percentage 
have 16-20 years working experience. Whereas among the female dual earners 47.4 percent of the female dual 
earners have 6-10 years of working experience, 25 percent of the female dual earners have 11-15 years of working 
experience, 24.1 percent of the female dual earners have up to 5 years of working experience, 2.5 percent of the 
female dual earners have above 20 years and 0.86 percent of the female dual earners have 16-20 years of working 
experience. 
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Chi – Squire Test was applied to identify the differences in the distribution of experience factor among the 
male and female dual earners the p – value was found to be 0.006 since the p – value was significant there was 
significant difference in distribution of working experience factor among male and female dual earners. 

 
The result concludes that total year of male and female dual earners working experience were found to be similar in 
both groups. 
 
Table –2: Shows the difference in work family conflict and family work conflict among dual earners based on 

education 

 
Source: Primary data       *-1 percent level       **-5 Percent Level   NS- Not Significant 

 
Table no 4.3.1 summarizes the overall conflict and work life balance dimension among dual earners based 

on education. It indicates that the overall work family conflict was high among  above P.G holders with a mean 
value of 32.08 and low among PG degree holders with a mean value of 29.71 and  the least deviation indicates that 
there was consistency in the overall work family conflict within the groups. HO.4.3.1.1 there was no significant 
variation in over all work family conflict among dual earners based on education. ANOVA test was applied to find 
out whether there was variation in the overall work family conflict experienced by dual earners based on education, 
since the p-value was no significant. Hence the hypothesis was accepted. With a value of mean the mean value 
notified that the WFC was high among above PG degree holders 15.80 and low among post graduate degree holders 
with the mean value of 14.47. 
  

HO-4.3.1.2 There was no significant variation in the WFC experienced based on the education The above 
mentioned hypothesis was examined by applying ANOVA test.  The F-value is found to be 0.883 and p-value was 
0.450. The result indicates that there was no significant variation in the WFC experienced by the dual earners based 
on the education since the p-value was no significant Hence, the hypothesis was accepted. FWC was high    above 
PG degree holders with the mean value of 16.28 and low among the professional holders 15.21 .This indicates the 
consistency in the family work conflict experienced by them within the groups. 
 
HO 4.3.1.3 there was no significant variation in the FWC experienced based on the education. To check the 
formulated hypothesis, ANOVA test was applied. Since the computed F-value was found to be 0.603 and p-value 
was 0.614, the hypothesis was accepted.  The result reveals that there was no significant variation in the family work 
conflict experienced by the dual earners based on education. 
 

VI. CONCLUSION 
 

The interface between work and family life has become a topic of considerable interest to social scientists 
in recent years. This study has made a significant contribution in Work Family Conflict and Family Work Conflict 
analysis on cuddalore district among Dual Earner Couples. In addition, this analysis provides a more detailed and 
nuanced understanding of the subjective well-being, Dual earner families and family commitment values. It was 
found that there was significant difference in the overall conflict and family work conflict between male and female 
respondents. It was found that there was no significant difference between male and female respondent in the work 
family conflict based on the educational level.   

 
 

 
Variable 

Under 
Graduate 

Post Graduate Professional  Above PG ANOVA Result 

M S.D M S.D M S.D M S.D 
F-

Value 
P-

Value 
Work family 
conflict 

15.10 3.96 14.47 4.65 14.64 4.14 15.80 5.93 0.883 
0.450 
NS 

Family work 
conflict 

15.60 3.74 15.23 4.88 15.21 3.98 16.28 5.65 0.603 
0.614 
NS 

Overall 
conflict 

30.70 7.10 29.71 8.49 29.85 7.50 32.08 10.91 0.873 
0.456 
NS 
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